&

0 e

du Canada

Bibliothéque nationale

Canadian Theses Service . Service des thases canadignnes

Ottawa, Canada
K1A ONd

NOTICE - =~

The quality of this microform is heavily dependent upon the

quality of the original thesis submitted for microfilming. -
Every effont has been made to ensure the highestquality-of.

reproduction possible.

x I padqes are missing, contact the university which granted
ihe degree. « .- .

*Some pages may have indistinct print especially i the

original-pages were typed with a poor typewriter ribbon or
if the university sent us an inferior photocopy. ‘

Reproduction in full or in part of this microformis governed
. by the Canadian Copyright Act, R.S.C. 1970, c. C-30, and
subsequent amendments. ‘ _

NL:339 {r.8804)c

AVIS

* La qualité de cette microforme dépend grandement de la

qualité de la thése soumise au microfilmage. Nous avqns
tout fait pour assurer une qualitd supérieure de reproduc-
tion.

S man% e des pages, veuillezs communiquer avec

luniversiteé qui 2 contéré la grade.

La qualité d'ih‘l’pressibn de certaines pages peut laisser a
désirer, surtout si les pages originales onl été dactylogra-
phi¢es & 'aide d'un ruban usé ou si l'eniversité nous a fait
parvenir une photocopie de qualité inférieure.

La reproduclion: mé&me partielle, de celle microforme e%t

- soumise 4 la Lol canadienne sur le droit d'auteur, SRC

1970, c. C-30, et ses amendements subséquents;



1«1

National Library’

Blbllothégue natlonale
of Canada - :

\ du Canai

Canadian Theses Servnce

Otlawa, Canada - (
K1A ON4 .

-

]
~

The author has granted an irrevocable non-
exclusive licence allowing the National Library
of Canada to reproduce, loan, distribute or sell
copies of his/her thesis by any means’and in
any form or format, making this thesns dvailable
to interested persons. ~

The author retains ownérship of the copyright

.in his/her thesis. Neither the thesis nor
substantial extracts from it may be pripted or
otherwise reproduced without his/her per-
mission.

ISBN

Canada

Service des lhéses canaduennes

L'auteur a accordeé uné'icence irrévocable et
non exclusive permettant a la Bibliotheque
nationale du Canada de reproduire, préter,
distribuer ou vendre des copies de sa thése

- de quelque maniére et sous queique forme

que ce soit pour mettre des exemplaires de
cette thése a la disposition des personnes

-intéressées. \

- 'auteur conserve ia proprieté du droit d'auteur

qui protége sa thése. Ni la thése ni des extraits
substantiels de celle-ci ne doivent étre
imprimés ou autrement reprodunts sans son
autorisation. .

0-315-53220~-3

e



;3. - ! qg@
. ~
. . ‘ -
. THE INFLUENCE OF LEVEL OF EDUCATION AND CAREER ORIENTATION
N _ - ON POLICE ATTITUDES TOWARD HIGHER EDUCATION -
. . > - - .
; by

Leslie Brian Buckley .

B.A. (Honours) Carleton University 1983-

Fl

o "~ “Thesis..presented to the Department of Criminology of
the University of Ottawa in partial fulfillment of
the requirements for the degree of Master of.Arts

(Criminology) s

-,



=

UNIVERSITE D’OTTAWA

UNIVERSITY OF OTTAWA

al



g

- . - a

e = il- 7

- -

ABSTRACT -
The purpose of this theels is to exemlne the attitude police
~0fflcers hold toward unlver51ty educetlon for pollce. The dlmenelone of

level of education and career orientation were compared in relatlon to

career esp{rations,_ perceptions and ettitudes toward the approprlate'

qualificetions for promotion, the police ;ole, and the appropriate
requirements needed to engage in various facets of police work.

Two huedred and fifty questionnaires were sent out to a random
sample of policé officers from two mid size, Ontario regional police
ferces. One hunered and fifty six questionnaires were returned ylelding
a 62.4 percent return rate.

Three levels of educetlon were examined: No: University, Some

University (i.e., less then 3 years of university) and Unlverelty Degree

(Bachelors or other university degree}. Overall, the University Degree -

group gave stronger endorsement to the.use of university education as a
criterion -for promotion than the Seme or No University groups. The
University Degree group was found, however, to be Spllt into two dlstlnct

segments with respect to- their ettitudes toward education. One of these

" segments supported university education much more strongly than the

other. This division was explained with reference to socialization end
career stages. That is, one segment may have adopted a reference gfdup
that placed high value on education, while the other gsegment may have
adopted & reference group thet placed little or no value on education.
In addition, a university graduate who desires peomotion me} plece more

value on education than a graduate who does not desire promotion.

o
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Respondents . w1th No or Some University 1ndlcated that advan01ng-
university graduates at an  accelerated rate produced an 1nequ1table
promotian’bysteﬁ. Inequity was also expressed by the University‘pegree
group when they believed Ehat university education .was rot béing
recodﬁized as an input for the promotion process. The University Degree.
groeup also .endorsed university educatiqn @ore st}'onglyl as being
beneficial for the performance of various facets of police’ work. No
significant differences ' were found émong the educetion groups with
respect to perceptions towerd the. police role,“ and job and career
satisfaction. The lack -of significant differences found 'éoncerning
career and job satisfaction was explained in\relation to the low length-
of serv1ce the respondents in this study had. s

Five Career Orientations (Self Investors, Cereerlsts, Spec1allsts,
Enforcers and Socdial Activists) were identified by uslng the Walsh (1977)
and Cherniss (1986) career typologies. ;It wég found that one's career. *
orientation is not ;tatic but may change over a period of time. The
career orlentatlon that a polrce officer beglns wlth may. not be the one
Lhat is presently held lndlcatlng that what is b31ng dealt with are
adeptations to life 01rcumstances and not simply personality types. Such
changlng career orlentatlons may be the result of 51tuat10nal influences
as well as reference groups. For instance, e recruit may enter policing
with the idealistic view that police work is an exciting ,and challenging
career. After some time on the job, this of ficer may come to believe
that police work is not what he envisioned and become cynical, adopting &

more realistic view toward police work. This officer may now start

concentrating more on family life than poliée work.
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The majority of the respondeqts begen their carfers as either Social
Activists (34 percent), énforcers (26 percent) or épecialiste (20 per-
cent). Few began their careers as Self Investors or Careerists. At the
present time, however, the meJorlty of the respondents lndlceted that
they were either Self Investors' (32 percent), Speolellste (29 percent§ or
Careerists (22 peroent). The Careerists, Specialistﬂﬁ and Enforoere
reported having higher career aspirations and expectatione'(i.e., promo-
tion to Inspector or Steff Inspector) than the Self Investors and Soc1&l
Act1v1sts (promotlon to Sergeant). ~No significant differences were Found
among the Flve oareer orlente:I;;e concerning ettltudes end perceptions
toward the poiice_sole, the benefits university education ‘has for police
work, and. level of career setisfaction, .elthough, Self Investors did
report that they found poIice work less rewarding than those with other
career orientations. .

N

The findings suggest that, glven the 1ncreee§ of pereons wlth higher

*

levels of educetion entering police work, formal recognltlon of level of

education as & factor for promotion is an area of conoern that police

forces must exemlne. “Promotion policies muet”coneider the feasibility of
requiring older 1nd1v1duals who entered lelCE work when education was
n;t a requirement, to obtain a university education in order to be con-
sidered for promotion. If police forces adopt a pollcy requiring univer-
sify education, it may be necessary to sccomodate older polige officers
who &éy be at a stage in_ their careers where increasing their level of
education is unrealistic. In order to maintain a fair and equiteole pro-
motion system, therefore, it may be necessary to base the educatidnal

requirement on one's length of service. This policy may be revised in
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the fu;ure'as the average level of education increases with regspect to

-

length of service. Career satlsfactlon may be adversely affected for

either or'bﬁih univervity educated and non university educated of ficers

"if this situation is not handled correctly.

~J
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INTRODUCTION -

Much has been wriét;n about university educetion for police
officers. Studies exeminiﬁg the ovegéll effects education has on police
performance, howevér, are inéonclusive. Furthermore, there, is a lack of
agreement among researchéfs and police administrators on the usefulness
that a‘ university education has at the senior renks end managerial
levels. Despite thé disagreement with respect to educating pnlice
officers, recent recruitment prac£ices of many police forces. have
increasingly been favouring those perso&s with & wuniversity degree.
HMoreover, some polibe forces are attempting to .upgrade incumbent poiiée
officers by encouraging -them to attend university.

(f\ Consideriﬁgfthe emphasis placed on requiring university education
for policing,:iiffle, if any research has beeﬁ condpcteé investigating

Facd
the effect that this requirement has had on those who are most directly

involved - the individual police officers themselves. This paper hopes
to shed some‘light on this issue. The purpose oF.this study, therefore,
is~to examine the impact thaf one's.level of education along with career
aspiratioqs‘ as related to career ogientation have on attitudes and
perceptioﬁg towards the aﬁpropriate qualificgtions for promotion, the
paiice rq}e, and the appropriate requirements needed to engage in police
work. N

»

The decision to increase the existing educational standards of the
police méy be.seen as a reaction to technolo;ical-and social change as
well as the desire for higher status and en improved image. The police
have respoqded with numerous strategies to meet these concerns. Some

strategies are technical and practical in nature and largely designed- to

improve operational efficiency, while others address such issues as human

e "
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resource and rganizational development. One éucﬁ strategy wpicﬁ hasg
been identifi&8 is to use higher edhbation to improve the overall quality
of police performance.V}The decision to increese the educational standard
of police officers may carry with it certain ramifications, one of the
most important being the effecfs it has on individual police officers.

When drastic policy chenges are implemented in any organization, one
must consider not only the ideological aspects of the strategy but also
the negative consequences that may be incurred alaong with it. One such
consequence may be confusion and resentment among the present anJ
incominq personnel. |

Police work in North America was once considered as .a career
requiring less education than most other occupations. Finding a police
officer with eny post high school educetion was & rare occurrence. A
good police officer was—ggn;rallj thought of as being the product of
training,‘ on-the-job experienriz\e and common sense. In additinh,.it was
believed that the theories leerned in a university environment hed no
value for everydaf police work. The decision by police administrators to
raise the educetional standards for police personnel, therefore, may not
have been received Eavourably by some officers. In addition, the new
university educated police officers may not have favoufably accepted the
olaer views held by the non-university educated personnel.

The existence of these two types of police officers - one with a
university education, and ane without ; may lead to conflicting astyles -
ant goals of policing. The way in which one reacts to another's policing
style and goals may aFFeét the attitude which that person holds towards a
university educetion. Not much thought hes been given by researchers or
police , administrators to this issue. The problem to be addressed,

therefore, concerns the way in which individual officers perceive the
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value university education has' for their force, for themselves and for

-
their fellow officers.

The attitudes or perceptions police officers hold toward education
may be contingent —upon factors such as the individual's  career
orientation énd level of education. The value placed on’ university
education may be related to the way in which one adapts to or becomes
oriented tdward police work. Some evidence suggests that one's career
orientation may be related to the environmental or situational asﬁects of
his/her career and to the socialization process with his/her reference
group{s). The desire to be promoted, to have a specielized or
challenging job,'fo possess a secure job, or to have excitiﬁg work may
inFlLence one's attitude to@érd éducation since these different
_'orientations td‘pﬁiice work may be pefceiVEd>by some to require different
levels of eddcatian. It follows, therefore, that one's perceived value

of education in relation”™ to various career orientations, becomes -an

issue. )
AT :
In addition, since attitudes stem from'the perceptions one holds,
e .

one's attitude with respect to the relationship of educatioﬁ to police
work Qay he contingent upon the individﬁal's own educational level.
Those possessing a higher level of education such as a university degree
may feel resentment if they believe that the time and effort put into
obtaining an education is not paying off. Research.has shown that job
satisfaction is related to receiving expected job outcomes or rewards far
possessing certain gqualifications. Therefore,.the relationship between
the perceived'value of education with ane's own educational achievement
becémes a second issue of concern in this baper.

In discussing the-importance oF'un;versity education for the police,
it would prove beneficial to review .the earlier work performed in this

t

1
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area. The present Tresearch reportA is arranged into four 'chqpﬁera.

Chapter 1 presents pertinent background materisl on police education and

is divided into five sections. ‘/

Section 1 begins by discussing some general perspectives on police

education. The present’ day rationale.For\educéting police officers is

.examined &n order to put into some perspective the reason that educetion

is preséAtiy being emphasized as a requirement for police ~ work:
Considering that  education is vseen as é positive influence on police
work, this sectioh then goes on to discuss® what various researchers and
police administrators believe to be the best educational Fiélds that

police of fFicers should enroll into in order to bettér.prepare themselves

 for police work. . This is then followed by e discussion on what

constitwtes the appropriate amount of educetion versus training in order

to become an, effective and competent police officer.

In or” r to puttinto-perspective how the education issue for police
work came about,_Sectiqn 2 examines the history of police education in
both the United States and Canada. It discusses the results of past
studies along with the reection to these results by police administrators
and researchers.

After putting into focus the effect higher education has on police
officers with their sbility to do their job, the perceptibns that police
officers themselves may have toward education i§ then discussed. Section

3 examines the process by which individuals adopt certein sttitudes

toward their career and their perceptions toward education for policc'

work. It shows how reference groups may have a heavy influence on ‘the
development of one's values and beliefs toward education.

Following the above discussion, Section 4 presents the statement of

the problem with Section 5 describing the research design used in order

to examine the issues presented.
-7

LTI
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Chapter 2 contains a description of the methodology used in this

research paper. Chapter 3 gives the analysis of the data\Eﬁd reports the

Chapter 4 contains a discussion of the results and examines

-

results.

their implicetions for policy and future research.
Vs



CHAPTER 1 |
e : A REVIEW OF THE LITERATURE . -

—

SECTION 1: GENERAL PERSPECTIVES ON EDUCATING THE POLICE

 Present Day Rationale for Educating Police Officers

The minimum basic requirement for entrance into any police force in.
Canada is gradé 12, although, for soﬁg time now, some police forces such
as the R.C.M.P. have incorporated scoriﬁg systems which include one's
level of education as one of the criteria ts be .considened_ in
recrultment. -

A basic premise for recruiting university graduates into police
forces is that past p?rformance is & good predictor of an individual's
future perforﬁance (Lester, 1979; Owens, 1976). The belief is that the
attainment of a univ;rsityQ degree is indicative of one's ability to
suqcéed in a training program or in learning a_ new job. One's
educational achievement mey alsc indicate one's aptitude or intellectual
ability to do the job {Meritt-Haston and Wexley, 1983).

In the past, po?lﬁe agencies have been mainly- concerned with a
candldate s physical stature with the belief that the bigger and stronger
the police offlcer, the more the general public would perceive hlm as an,
authority figure end the better he would be able to handle troublesome or'
potentially troublesome situations. Some observers feel, however, that
police officers, espECIally those at the senior ranks, would benefit From‘
having formal education beyond high school (Grant 1984). It is believed
that such an education would provide police officers at all levels with a |
better understaﬁding of modern society and the role of the police in the
community. : -

There has been a dramatic increase in the educational level of the

North American work force over the past twenty years (Lawler, 1985).
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Littlé is knowﬁ, however, ebout the impact that this increased level of

education hes had on the behavioﬁr of individuals in organizations. Many

changes have taken place in work environments over the past two decades
\

and these changes may have an 1mportant impact on how-{prganlzatlons.-f

should be managed. Modern end sophjsticated operations within

organizations may require workers to possess speciaslized skills (Lawler,

1985).

- ?

The increasing complexity of police work has led a number of
researchers to conclude that even st the patrol level, police of ficers
should possess a higher level of ' education {Geber, 1987; Grant, 1984;

R.C.M.P., 1983). Two methods have been used 'to improve the educational -~

status of the police:
1. an attempt to create a new pool of applicants from which
police officers are selected by advocating pre-service college
education-as a condition of employment; 2. upgrading incumbent

personnel, particularly those in management and administra-
tion.

(Greene and Cordner, 1980, p. 12)

In addition; there are at least three underlying reasons why it is
advantageous to improve the educational standing of pollce officers:
1. to improve the 3001?ﬂ status of law enforcement in the North American
occupetional structure; 2. to improve the direct delivery of police
services; and 3. to indirectly improve police services through a changé
of police personnel over a period of time (Steinmen and Eskridge, 1985;
Greene and Cordner, 1980; Méritt-Hast;% and Hexley, 1980; Sherman, 1978}
R.C.M.P., 1978).

“Improving the social status of law _enfopcement through education

refers to the ‘attempt by the police to achieve professional standing

(Steinma??‘bnd Eskridge, 1985; Meritt-Haston and Wexiey, 1980). The
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police want the puﬁlic to perceive them as a professional organization
and not merely as an occupation. This view is not supported by some
observers. The attempt to use education to attain professional status

is; saccording to Greene and Cordner (1980) less important than the

'1mprovempnt of the guality of police service. "

Some researchers and police administrators believe thet a unlver31ty
education would positively affect the delivery of pOllCB services by
improving the quelity of its personnel. That is, a university educatlon
may.hiéprove such areas as interpersonal skills, expand individual’
tolerance of amblgu1ty, and. enhance one's ablllty to deal with th;
problems of rapldly chenging and culturally diverse soc1et1es (Greene and
Cordner, 1980; Sherman, 1978; R. C.M.P., 1978). Improving the educational
level of pollce personnel may also lead to the "1nd1rect lmprovement of
police services through term institutional chenge"  (Greene and Cordner,

1980, p. 13). The assumption ls that by' having a large pool Ar
university graduates at the lower ranks, there will be a better chance
that these individuals will be selected or promoted to the senior ranks
(Grant, 1984). Institutional or ~organizational change - in .law
en}orcemengf}therefore, will be-Faciliﬁéled because these educated chenge’

agents wil eventually become the future police leaders {Grant, 1984;.

—
Greene and Cordner; 1980).

- In 1978 e docgment published by the Canedian Pplice College
.indlcated a need for bath.university educated officers and a continuing
education program for the police coﬁmunity (R.C.M.P., 1978). - This
perdéived nged was based not on empiricel research, bﬁt on the following
assumpgions (Muir, 1982).

... the univeféllf“educated police officer is:

1. better able ‘to understand the complexity and range of human
behaviour, p) ,
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2.. better able to tolerate differences and ambiguities,

3. better able to understand the causes of crime and the
nature of deviance, : .

4. better prepared to evaluate a difficult and sensitive situ~
) ation and-to srrive at a balanced judgement,

5. more flexible, less hostiie, less prejudice, less authori-
taerian, and less cynical when compared to non~college col-
leagues, .

6. possessed of an. advanced knowledge in special areas of

» police work that cen only be derived from university train-
ing, and,

7. more willing  to taeke initiative, experiment, exercise

leadership, and use a step-by-step method to process infor-
mation and arrive at decisions.

. (R.C.M.P., 1978, p. 1)
Individual police officers also seek out higher qducation for both
career advancement and improved-performance. for example, in 1974, thou-
gands of Canadian police officers attended univers&ty or college courses
(800 from the R.C.M.P.) either at théir own or st pubiic expense (Kelly,
1976). For the R.C.M.P., this figure rose to 1500 out of a 16,000 man
force in 195; (Stoski, 1987). Furthermore, en increasing. number of
police faorces are encouraging their officers to take pést secondary
education as long as their education is considered relevant to police
work. - To achieve this gbal,‘sdme forces provide Financiél and other
incentives- for university attendance —(Heaphy,'“l978; Ostrom, 1978;
Greisinger, 1978), although, Greisinger\(l978) found thet & number of
forces still fail to give littlé credit to level of education when makiﬁg
decisions regarding prﬁmotion. -
| The demand for better edécated police may, in bért,‘be the reason

for an increase in the number of police related university courses

offered over .the past 15 years (Dull, 1982). In 1965, Crocket (1968)
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found th E thére were only slightly more than. 100 Associate degree
programs‘and 25 bsccalaureate programs involving criminal justice in the
Uniféd States. The International Association oé Police Chiefs (IAPC)
" estimated that this figure had risen t; 1000 Associate éﬁé slightly under
600 baccalaureate programs in 1978 (Dull, 1982). Despite the increase in
availability of cfiminal justice programs, the average educatiohal level

of Canadian police officers still lie§~well below that of the rest of the

Canadien population, with little-sign of impravemeht. For instance, from

1975 to 1981 the percentage of R.C.M.P. officers possessing any post

secondary education increased from 9 percent to 16 percent while that of -

the general Canadian populétion rose from 25 percent in 1977 to 3l
_percent in 1980 (R.C.M.P., 1983). Further, Grant tl984) and the
R.C.M.P. (1983) suggest that the proportion of police officers in other
Canedian forces.having any post-secondery eshcation is probably less than
those in the R.C.M.P. ‘

. Although there has been strong impetus to improve the quality of
police officers, recent research has shown some disappointing rééults.
Beckman (1980), has noted that the recruitment practices in many large
metropolitan American police departments are not only discouraging, buf
frightening.  There é{s reports of the recruitment of people.who are
semi-literate or who have histories of substance agbuse or criminal arrest
records. Beckman (1980) 9355‘65 to say that some agencies have entrance
exams |

which could be‘failed by only very young children or lowe;-
quartile morons ... some agencies operating their own academies
pass & large number of recruits who would have feiled in any
other regional academy in the state.

(p. 35)

Beckman (1980) further states that: ' S
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Policemen are entrusted with substantisl amounts of authority;
. they may interdict, arrest and use force. This power frightens

people and they therefore hope, possibly expect, that the men

who [possess] this pawer are several cuts above the average.

(p. 35)

In order té{,obtein the confidence of the public, tlherefore, police
officers should be at least on a par in terms of education, with the rest
of the popuiatioﬁ (Grent, 1976);

Grant (1984) feels that the low number of university‘educéted policé
officers is eppélling since it is from this pool of lower rankihg
officers that senior mapagement is chosen. Past experience shows the
need for a university education especially at the senior repks. Hale
(1977) has noted that:

historically, police chiefs have been skilled police
practitioners first end eadept administrators and managers
second, if at all... Consequently, police departments in the
United States today, especially small and medium sized ones, ¢
are generally poorly orgenized, improperly managed and badly
administered. .

Coho b

S .

(p. IV)

Germann (1976} has criticized traditionel police administration:

We seem to be prisoners of our clichés and the thinking of 25

"and 50 years ago. Our police and their predecessors’ seem
wholly .unable to emancipate themselves from thinking about
weaponry and repression as ‘the key sociel control solution. We
carry the stereotypes of the past and are unable to disabuse
ourselves of them. We have only to read police literature to
realize the extent to which our police establishment has been
unable to adjust to the realities of the present and future.

(p. 351)

Similarly, the President's Commission on Law Enforcement and Administre-

tion of Justice (1967) noted that:



-12 -

Fach study and every expert agreed that with some notable’
exceptions, city police forces are not well organized and
managed. The séme two failures were cited universally as the -
crucial ones: the failure to develop career administrators,

and the failure to use the techniques and acquire the resources
that experts on the subject prescribe... the fact that most
departments have not adopted recognized principles of
organization and management is a matter of greater urgency.

(p. 113)

In order to improve menagement in police departments, Grant {1984)
suggests that highly educated individuals should be allowed lateral entry
into the more senior ranks es is done in some other occupations. For
example, eniéersity gbaduetes entering the Canadian .Armed Forces are

' .
immediately given junior officer status. Grant (1984} does note,

however, that this proposal does not go over well with representatives of

police unions, who argue that the individeal has not been tested in the
field, nor experienced the difficulties, temptations and frustrations of
the front line officer first hand. Further,‘morale and job satisfaction
might be reduced for officers having seniority if they were passed over
for promotion in favour of university graduates ente;ing from outside the
police community. .

Grant (1984) also afgues for lateral entry into specialist positions
requiring unique professionsal, technical, or SCienfific training. This
option has been criticized by Fhose who believe that persons recruited in
this feshion would not gaie any appreciation of day-to-day police work.

Policing in Cenada is very big business. As Grant (1976) has
stated;‘of all big businesses in Ceneda, baoth in the private and public
sector, the police is the only organization that places a largely unpro-
‘fessional, low educated management group in control of the enterprise.
Raet'GF the problem in Canada rests on the current minimum requirements

which Fave been legislated for the position of Chief of Police:



1 - 13 -

-

No chief of police... shall -be appointed... unless he...
produces satisfectory proof of having successfully completed at
least two years of secondary school education or its. equivalent

Tunderscoring Grant's}

(Grant, 1984, p. 62)

Legislation such a&s this may account, in part, for Grossmen's (1975)

finding that most police executives. have no more than one or two years of

secondary school with very few having any university education at all.

-’

Results such as these have led some writers to emphasize the need to
raise the educational reguirement at the senior ranks.

In 1976, the Police Foundation formed & commission headed by

¢

Lawrence Sherman (1978) to investigate the quality of police higher edu-

cation. The Commission provided recommendations which were Ldntained in -

its official report - The Quality of Police Education. Two of the more

significant recommendetions regarding post-secdndhry education were:
(1) The majority of federal fnds for police higher education
should go to programs with broad curricula and well edu-

cated faculty rather than to narrowly technical programs.

(2) Government'policies at all levels should encourage educat-
ing police officers before they begin their [police]
careers. '

Dull, 1982, p. 317)
v ( ’ y P

-

With respect to the second recommendstion, Grant (1984) has noted that if
education takes place after one enters the police force, one has already
been strongly influenced by the existing police culture.

The Followidq section will deal with the views held by a number of

writers which have resulted from the emphasis on a broad and liberal edu-

cation for police officers.

-~
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The Argument for a Broasd and Liberal Educetion

It hes been. argued that the goal of police education should be to

. "gain as deep an understanding as possible of a wide range of human and

societal concerns in the context oF. £he role of the police and the

criminal’jus&ice system and to develop the mind as a probing but rigaorous

instpument of thought and expression" (Loewenthal, 1980, p. 26).
According to Palmiotto (1981): ‘ _ 7

The college educated individual is more qualified than the high
school graduate. The college trained person has more experi-
ence with people and new situations. His responsibility and
adaptability to new surroundings have been tested. In
addition, he has been exposed to various culturel characteris-
tics and ethical [ethnic] end racial backgrounds. This expo-
sure should eliminate or reduce prejudice end bias. More
important, e formal education should teach individuals to check
their judgements regerding prejudices in “favour of a more
.- tranquil analysis.

(p. 38)

Lynch (1976) suggests that a university education will increage
.one's perception of what is ethical and honest and

... the decision to be ethical end honest is a conscious
decision to pursue a higher goal than immediete or long-term
personal gratification. The ideological commitment must
control specific action. Higher education can help the
individual look at choices, examine the solutions of others,
and discuss possible courses of action outside the pressured
situation of day-to-day law enforcement.

(p. 290)

A

Berkley (1969) believes that. police officers should have a more
holistic impression of what goes on around them and that this is better
accomplished when an officer is educated.

The policeman who sees all should understand all... only a
policemen who is thoroughly educated in the processes and
institutions of democracy can perform his tgsk correctly..
Knowledge is the firdt step to understanding and understanding
is a necessary step to appreciation.

(Berkley, 1969, p. 75)
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Weiner (1974) expands on Berkley's notion and contends that although
education may not'have.an outright impact on one's attitudes, it may
broaden his horizons, by exposing him to new idess and values, thereby
producing en individuel who is comfortable facing a’ wide variety‘ of
situations.

Further support -is given to the argument (for holism by Saunderﬁ
(1970b) who claimed' that education should be used to create thinking and
critical beings:iéensitive to the .democratic ideal. Saunders (1970b)
stresses, however, that we must be aware of the fact QPat

the reasons advanced for Eollege education for police are

cssentially the same as those used to justify education as pre-

paration for any other career. They rest more on faith then on -

fact. . . .

(p.l 8l1)

As part of a recommendation from the President's Commission on Law
Enforcement and Administration of Justice, commission member Norval
Morris (1979) stated thet he sew the need for a broad and liberal educa-
tion so that we could produce é type of Renaissance Man. This education
would involve a four year degree program encoméassing a broad spéég;hm of
courses in the liberal ar£g~ (e.g., .hiétcry,,_bsychology, phiiosophy,'
sociology) (Sherﬁan, 1978). This beat walking Renaissance Man would be

..+ 8 man of thuﬁght and action, a man at home in the worl& of

ideas, who would nevertheless actively confront, on the basis

of these ideas, the situation on the streets of the tities.

(McGrath, 1978, p. 4)

Morris (1979) believes that courses in-philosophy, jurisprudence and
political science would develop one's capacity to manage complex and
abstract issues, to function in an unstructured environment, and to cope

with embiguities. Morris (1979) further believes that analytical skills
may be deVBIOpgd by taeking courses in research methodology, in mathe-

L
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matics "and statistics. This would help one solve problems and choose
viable alternatives on major issues. Goldstein (1977) lends support to
Morris' (1979) ideas and mentions that subjects such as history,
economics, sociology, psychology, and political science would enhance the
probability of broadening one's perspectives and understanding of
society.
The general idea emphasized by these writers, therefore, is that the
police officer should be a conceptusl and analytic thinker; flexible,
tolerant, and capﬁ%i? of understanding the "big picture" (Muir, 1982).

-

The Education vs. Training Controversy

Grant (1976) feels that police education and training should have
three aims: first, to provide a police officer.who is technicelly compe-

tent; second, normalization so that it coincides with existing adult edu—’

—

catibﬁ}iﬁﬁajthzgd,
the creation of an atmosphere in which the consteble’ would
thoroughly internalize beliefs in fairness and justice in the
administration of the criminal law and would display & mature

understanding of the attitudes and responses (in both citizens
and self) which would be met on the job.

(Grant, 1976, p. 228)

r

The problem with the third aim for police officers is that sociéty iéAin
a state of continual change. This meens’ that the role of education must
also produce police constables whé are able to meet the demands of a
changing or evolving society. Therefore, tresining must incorporate a
philosophy of encouraging police officers to obtain a broad -and liberal
outlook while maintaining a high degreehof technical expertise.

Tﬁé néed for a broad and liberal education was recognized in 1967 by

the President's Commission on Law Enforcement and Administration of

.
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Justice who stated that.training alone Qas insufficient. What was also
needed was & broad education, an education that would provide an aware-
ness of the social context of policing, the burdens of QEPlic power in a
democracy, and ethical énd moral dilemmas.whiqh go with law enforcement
in a 1iﬁeral society. |

Despite -the emphasis on a hragd and liberal education and the
increagse in the number of police oriented programs in the uﬁiversities
and colleges, Potts (198l1) believes there is reason to doubt that these
instf?ut;ons are properly equipping individual officers to contend with
the moral end ethical dilemmas that éonfront them. He goea.on to say
that we must be concerned with the individual use of police -power in a
democratic society.

Law enforcement is not the only function of the police in society-
(Potts, 1981; Roberge, 1978;.Gran£, 1976). Police work also encompasses
crime prevention and commﬁnity service. Police training typicelly con-
centrates on the enforcement qépéct of‘policing. Research on a number of
police forces (Grent, 1976 and Roberge, 1978), however, has shown that’

80 percent of police work deels with order maintenance, crime prevention
and community service. Police oFFicers,ar;‘quite often called upon to
provide numeEGUS éocial services such as directing traffic, dealing with
lost and found persons and property, dealing with-psychidtric patients
and providing emergency aid in accidents. They are called upon tg”
restore order in various domestic end neighbourhood disputes. In neither
social service work.nor in order maintenance activities can the police
of fider be considered to be predomipantly controlled by the law.
Criminality or legality is not a concern in either role. Police train-

ing, therefore, should also serve to develop expertise in humen relations

ond conflict resolution, as well as the traditional police skills. Grant
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(1976) suggests that the approach currently teken on training (usually
10-20 weeks of & police skills oriented program, followed by'exﬁensive
field Experience, which may include little or no further training) should

be replaced with an approach usizf/,e balanced mix of police skill

training and academic education i luding human relations content and

supervised practical field experience, | -

The need for a balance between a broad and libersl university

‘ . : .

education and vocational training for police officers has been stressed

by many advocates of police education. The proper balance between the

two, however, is far from settled (Dull, 1982)

In an unpublished paper, Sourgal (1979; cited in Dull, 1982, p. 316)

ndifferentiated between training and education by stating that training
is giving information which can bé used'en the_job (that is;.narrow,
specific, and one best way) aed education is the presentation of basic
principles and broad concepts to offer a wide variety ‘of decisions".
Similar views have been echoed by Waddington (1985) and Taylor (1983).
Stéted.dlfferently, tralnlng teecﬁes someone how to react to a speeiflc
situation eﬁile a univepeity eaucetion serves to teach one to. think
(Paimiotto, 1981). |

‘This wea recognized by the Intermastional Association _of Police
Professors who stated that a llberel arts degree contributed to the

... development of men as thlnklng, critical, creative belngs,

with en awareness of their relstions to the whole of mankind.

... this type of men is a better men - whatever occupation he

pursues. ~
' (Saunders, 1970, p. 84)

Hoover (1975) believes that a liberal education will help assure the

democratic administration of justice by helping those who\administer such

justice to develop velue systems which are democratic. He further states
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that a liberal arts or social science degree will help produce a critical
thinking professional decision meker.

In terms of eleﬁating their education after police academy training,
a number of writers have stressed how important it is for a police
officer to obtein 'a liberal apts education rather than vocational
‘training. Carter {1978) believes that vocationsl training merely serves
s an extension to the training acedemy and does not meet the standards
of academia.

Ackers (1979), in opposing a voeational “training approach for
policing, stated that: 1 P

the curriculum should not consist of training or duplicate

police academy training; it is clear that\in the training vs.

education issue the side to take is education. .

(p-. 39)

Ackers (1979) Qoes on to say that téaching a broad snd liberal education
is what universities and coileges do Eest and that's what they should
provide. Training, Ackers (1979) believes, should 'be left to the
academies. . ‘ ' ' I
Ragmussen‘(l979) believes that a liberal arts program shguld not be
the "end all" of police education. A liberal arts program mey be good
for some but not necessarily for all. He feels that we must be wary of
our obsessibn_to promote liberal arts throughout the police'community.
In the séme realm, Spreen (1979, p. 30) feels that it is unreelistic to
assume that “programé with 'humanistic - social' philosophies include
only liberal arts courses taught by 'ivory tower' prﬁfeséors to civilian
Students‘without considefing the real world criminal justice problems."_
| In his discussion of education versus training, Tenney (l97i)astéted

‘that both training and education are necessary for police officers and
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that there/fis no logical reason why both should not be taudht at
colleges. This same thought is echoed by Reppetto (1979) who argued that

ebolishing the technical courses in policing is to assume that they have

no professional content. What is actually needed, is the proper blend of

liberal arts, field work, and technical courses and the movement to

improve their content.

The roots of present thinking concerning the educated police officer

e

stems from over 50 years ago when attempts were made tb. upgrade a

trouble-plagued police occupation. _ 3
»
4
T h
L]
=

=



o -

SECTION 2: THE HISTORY OF POLICE EDUCATION

The American Experience

Fosdjck (1920) was one of the first writers to suggest that the root
of many police problems lsy in the quality of police personnel.- Even
prior to Fosdick's (1920) work, there were police reformers who noted the
‘deficiencies of police personnel. ‘ :

- Pointing out that most policemen did not finish schoel, scoreq'
below average on intelligence tests, received little or no
training, earned inadequate salaries, and continued working
into- their sixties, seventies, and eighties, these reformers
argued that the rank and file were largely unquelified at the

outset and remained so thereafter.

(Fogelson, 1977, p-. 51)

Sherman (1978b) notes that most police officers were selected
through political patronage rather than inerit.. ;Consequently, police
reformers strived for two goals: the first was removing politics from
the appointment process, and the second end according to Shermaen (1978b)
the most important, was to trensform police work from an occdﬁation to a
profession - ﬁerheps not‘on a par with law or medicine, but a profession
nonetheless.

o According to Carte and Certe. (1975), Vollﬁér was the first to
advocate higher education ag_the'mai;f;;hicle by which fa”prﬁfeésionalize
tﬁqbéolgce;ﬁﬁq,give them dignity ana a higher sﬁcial status. * Vollmer
felt that a bettef education= would not only create a better bolice
officer, but also cHange the police role in é%ciety. Sherman (1978b)

“notes that Vollmer envisioned police work in the realm~of public health
work, whete the police would not only deal with crime prevention end

" public disorder, but would also deal with it after it occurs. In order

to mecet this objective, police officers would heve to be more creative,

%

.

=



-22 -

inteiligené, and ?esourceful. .He believed that university education
could help aéhievé this goal; Leérning a trade at the technical inétifu-‘
tions, which 'was what po{}ce offiters , were presently doing} was not
enough. Ihstead; individuals shouldfobtain a univérsity degree before
'entering the poi&ce force ‘as is done in mény other professiona. -This
wouid tend to make pulicing a more prestigiocus proFeséion with interest-
ing Eréative Qork. Vollmer believed that teaching police related courses
in universities and coileges would support his claim that.the police pro-
fession has a specialized body of knowledge as the basis for its practice
(Sherman, 1978b).
Vollmer began to focus on higher education in 1907, when, as the
Chief of Police in Berkley, California, he vis%ted many police depart-
ments in the state. He found that most departments were inefficient and
had poor reputations. He decided that the solution to this was to pro-
. fessionalize the ;olice through befter t;aining. In 1908, Vollmer con-
vinced the UOakland policg department to undergo such e training progr;;
(Eastman and McCain, 1981). This in-service program included courses in
criminal law, sanitation laws, police methods, first aid, photography and
" even controversi;i courses such as Fingefprinting and anthropometry. The
following year, New York City organized its own police academy, which,
unlike the Berkley program, provided training for its recruits. In his
unpublished M.A. thesis, Ffarris, (1965; cited in Eastmen and HcCain,
1981, p; 123) saw "1916 as thefpoint of -conceptual divergence of poticé‘
training and police education, as each became sepsrately institutional-
ized". At.the same time, Vollmer's program moved to the University of

California.  Initislly, this change.in the program resulted only in

relocating to a new place. It did, however, incicate the university's

A
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interest in poiicing, and this interest in ‘providing programs réléted to
policing would later be adopted by others.’

Vollmer's intention to upgrade the policé was obvious. In an
attempt to obtain funds for his program he wrote:

Cvery "trade or profeésion,demands apprenticeship or schooling,

adequately to prepare a man for his work... Effort is being

made to educate our officers who are now receiving instruction

. in the verious subjects considered essential for the better

performance of their duties.

(cited in Eastman and McCain, 1981, p. 123)

In this statement, Vollmer distinguished-between policing as & proﬁgésion
and as an occupation, and between apprenticeship and schooling. His
e
preference was with education and proFessioﬁElization and he constantly
pursued these goals. '
In 1923, the University of California offered a degree in economics
with a concentration in criminology. This was the first university
degree related to policing. In 1924, Vollmer convinced the University of
Southern California to offer courses related to policing in public
administration. The University of Chicago and S5an Jose State College
quickly followed and offered courses to police through the department of
Political Science.
The establishment of these programs encouraged Vollmer and in 1931
" he wrote:
Within a short time the old policeman” who believes that there
.. is more lew in the end of a night stick than there is in all.
the books in all the libraries, will disappear and in his place
there will- be found a man especially trained to serve the
people more intelligently... Now we are beginning to accept
the educated peoliceman as a matter-of-fact. No one can
prophesy the future,. but there can be little question in the
minds of many that within & few years schools for police will
be established in practically every college and university in

the land.

(vollmer, 1931, p. 7)
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Support for Vollmer's {1931) views on educating the police was pro-
vided by the Wickersham Commission (U.5. National Comﬁissi n on Law
Observance and Enforcement, 1931). After finding thﬁt‘75 percent of all
American policemen could not pass an Army Intelligence Test, the
Commissioh determined that there was a need to place a greater emphésis
on the education of police officers. Additional police related programs
were set up in Northwestern University, the University of Wisconsin, and
Harvard University. Despite efforts to keep these programs in the cur-
riculum, they fell pfey to the Great Depreésion, and due to lack of
funding, collapsed. Thereafter, Vollmer's recommendations regarding edu-
cation were largely ignored. Some universities, however, such as the
University of Southern Qalifcrnia, Michigan State, Indiana University,
and Washiggton State,'did create progrems in either criminology or police.
administration. Unfortunately, few police officers enrolled in end )
graduatedxfrom these programs.

It was not until the crime wave of the 1960s that the idea of edu-
cating the police once again became a serio&s topic of discussion. The
police were charged not only with being ineffective in controlling disor-
der, but also with aggravating and precipitating violence through harass-

ment of minorities, student dissidents end other citizens ({(Palmiotto,

_1981). The way in which the police were hand. ' the gsituation instilled

BT .

more of a fear of crime ih the citizenry thmf there had been befbfe#

This prompted the President's Commission on Law Enforcement and

Administration of Justice, in 1967, "to recomAend\that the minimum educa-

tional level for police officers be raised to the level.of a b;;calaure—

‘ate degree (Griffin, Dunbar, and MeGill, 1978). They srgued that the
-

police role was as complicated as that of any other profession. It wes

believed that higher education, therefore, was esgential to improving the
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quality of police services. Similar views were held by 'a number of other

groups including the National Commission on the Causes and Prevention of

Violence, and President Johnson's Commission on Campﬁs“Ungest (Palmiotto,
1981).

In 1973, the National Advisory Commission on Criminal Justice
Standards_and Coals eldborated on” the President's Commission Report and
recommended that eQefy police agency should require:

-

1. immediately, as a condition -to initial employment, the
completion of -at least one year of education at an
accredited college or university. :

2. ... no later than 1975, ... 2 years of education.

3. ... no later than 1978, ... at least 3 years of education.

4, .. nNO l'teél/gﬁén 'l§82, ..+ &4 years of education or_a
baccaleurdate<degree.

(Criffin, Dunber, end McGill, 1978, p. 78)

.

The responses to the recommendations were not immediate nor as
positive as thé Commiésion.anticipated, although, some police departments
have raised their educational standards £0 a high school diplomg for
recruits. Others had seF minimum educational requirements of at least
two years of college by 1975 and Four years by 1980 (Griffin, Dunbar, and
McGill, 1978). Some forces have provided incentives to acquire degreés
with financial assistence provided by the local, state, or federal
agencies. One reason ﬂgr the poor response may be that the
recommendatioﬁs were not explicit so that the objectives of police
education were not established (Sherman, 1978b). Sherman (1978b) further
suggesfs that the purpose of police educationas seen by the reformers
was lost in the vague.congressiqnal objectives of increasing fairness and

effect.veness of American law enforcement.
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Police Education in Canada

Canada has not followed the . American experlence. There are no
degree programs designed specifically for police offlcers in any Cenadian
university, although, some offer certificate programs related to‘pollce
work. Instead, junior colleges, community-cdiiéges, colleges of applied
arts and _technology, and the college of general and professional
education (CEGEP) developed programs écconding to the.needs, opportuni-
ties, and educational philoséphies of the respective province (0'Reilly,
1977). These institutions attempted to fill the needs of training and
educa&ing police officers whichlthe universities were not prepared to
do. The growth of these programs reflected the American experience. In
1971, there were only five. community colleges which offered police
related programs. By 1977, there were th;rty-Five. -

The Jackson Report of 1974 (The Selection and Training of Police
Officers - Phase 1) examined the college programs available for police
services. It found that "the ééLeral philosophy that predominates in the
Canadian colleges, is to facilitete the availability of suiteble
employees .for interested hiring agencies" (Jackson, 1974, p- 59).
Further, it was found that spmé colleges virtually duplicate police
recruit training stating that "their graduates afe edual to First class
constables" (Jackson, 1974, p. 67). Other colleges were less
vocationally oriented and prepared stuaents for training at the police
academies. This report showed that Canadian colleges were geared more
toward vocational trainiﬁg‘than toward providing a comprehensive general
education.

The history -3f police education hes demonstrated that its initial
purpose was'to bring the police service up to tHe same level and status

as that of other professions. Theré was an endeavour to obtain better
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quality police who would better understand the crime situation. It was
hoped that this would raise the statué of the police.

'Hhether or not higher education has improved the performance of the
police is uncertain. Studies relating education to job satisfaction are
inconclusive. Despite these unsettling findings, an area deserving
attention would be police officer attitudes toward\university education.
The attitude that an officer holds toward higher education may affect how
he feels about certain departmental policies {e.g., promotions) and in
turn, whether or not his job provides him with a rewarding and satisfying
career. | — .

“o.o.
Reasearch on the Effects of Education on the Police

The relative benefits derived from educating the police are
unclear. Education has, however, been shown to relate to police attitude
(Fisher, Golden and Heininger, 1985). From a sample of 118 police offi-
cers in Lincolp, Nebraska, Roberge (1980, 1978) found that college edu;
cated police officers’ are less dogmatic than their university educated
colleagues. Similer results were found by Parker, Dsnnelly, Gerwitz,
Marcus and Kawalewski (1976) in a study of police officers sampled in the
Fastern United States. ©Delley (1975) found that R.C.M.P. officers who
possessed a higher level of education were less authoritarian, less con-
servative, and held less rigid attitudes. Blenkenshib and Cramer (1976)
found that police officers with higher levels of education and having
better training in interpersonal skills tended to prefer informal r;Fer-
ral to'intefmediate agencies over formal committal to mental hospitals in
handllng mentally disordered juvenile behaviour. |

The research literature on pOllCE education tends to stress the:

police officer’s role as & decision maker and that this process is a
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personal and individual one. Finkenauer (1975).. believes that police
of ficers with a college education tend to be less legalistic and less
likely to invoke the criminal process. He also believes that there is a
need to condition the police inte being less'authoritarian and officious,
and more empathic towards the people with whom they deal.
Weiner (1976), in & study of the attitudes of police © Ficers, found

"that one's level of education has no or only little effect on police
attitudes. NelderhoFFer (1967) felt that education would reduce police
cynicism, however, studles by Regoli (1976), and Lotz and Regoli (1977),
- found that although officers with a lower level of education are more
cynical than more educated officers the latter also rank high on cynicism’
scales due to their supposeq id;ntification with the "professional ethos"
énd their inability to practice it. Similar results were reported by
Wycoff and Susmilch (1979) on studies involving the educational level of
command level oFFlcers and their attitudes.

| Tﬁe lack of consensus on the value of education is evident. The
same is true when the typé of education is considered. Ffinnegan (1976)
.argues that although educatlon may have an effect on aettitudes and
performance, the type of education played no significant role. The same
sentiment is echoed by Wycoff and Susmilch (1979) who reviewed a number
of police education studies. On the other hand; Medell and Washburn
(1978) found that in terms of promotion, those who concentrate on police
science and business administraﬁion fared bettef than those who studied
liberal arts.

Some support has been found with respect to higher education and

increased performance, although the specific performance areas are still

unknown (Sparling, 1975). In a study of 418 Michigan State Police
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Troopers, Weirman (l97ﬁ) found that college educated officers performed
better on a test of academic ability and had better peer relationships.
.Heirman (197855 however, alsoc found:thet beiter educated officers were
more likely'-to leave policing. In a study of 500 Chicago patrol
of ficers, Baehr, Furcon and F;oemél (1968) reported that senior oFFicgrs
who received higher performgnc; ratings had a -significantly higher
education level. Similarly, a police chief reported that 19 of his
officers with at least 62 hours of - caliege education received
substantially higher performence ratings than did a similar number of
officers without a college education {Saunders, 1970). A study by
Finnegan (1976} of the Baltimore Police Department found similar results.

An interesting observation made by Wycoff (1987) Féllowing vigits to
a number of American police forces was that police manaéers who possessed
@ higher level of education tended to be more creative in devising new
supervisory hethods. These managers also entouraged thought and
creativity in their patrol officers.

In a study of the New York Police Department, Cehen and Cheikin
(1973) repofted a positive correlation between education and the receipt
of fewer complaints, fewer disciplinary actions;.fewe{ sick days, and
fewer injurie;j\ In & survey of 940 Dade County officers, Cascio (1977)
found the same results as Cohen and Chaikin (1973). It was also found
that mﬁre highly educated officers had'higher intelligence and motivation
scores. The effect of intelligence wes mediated by education while
motivation had e direct statistical effect on the performancé measures.

Despite somé positive ways education has influenced certain aspects
oF'police work, it has had same negative influence as well. There is
growing evidence that education is negatively correlated Qith Jjob

satisfaction.
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Cross occupetional studies cqncqrning education and job satisfaction
have not reported any consistent findings (Buzawa, 1984; Mottaz; 1984;
Glenn and Weaver, 1982a and b; U'Toole,-1977; Freeman, 1976),.although,
there 1is increasing evidence that, within policing, education is
negatively correlated with job satisfaction. There is undisputed
empirical evidence that a higher percentage of university educated police
off;cers leave policing than those with less education (Fielding and
Fielding, 1987; Burbeck and Furnham, 1985; Weirman, 1978). One reason
for the high turnover rate has been attributed to the Ffrustration of
working in a rigid setting (Levy, 1966; Criffin et al, 1978; Cohen and
Chaikin, 1973; Locke and Smith, 1970).

Hilton (1975; cited in Burbeck and Furnham, 1985) found that
voluntary resignation was related to education, 'és well as being
influenced by length of service. The stﬁdy found that those who resigned
during training had a lower level of education than the rest while those
who resigned during their first two years of police work had a higher

"level of educetion. A more recent study by Hilton, Young and Jones-Lioyd
(1977; cited 1in Burbgck and Furnhem, 1985) did not confirm this.
Instead, it was found that less educated officers tended to be the ones
who resigned in the first two years of safvice‘with no differences found
thereafter. ' N

Furtherlsupport for job dissatisfaction mey be seen in what happened
with Correctional Services in Canada.  In 1977, the Parliamentary
Subcommittee on the Penitentiary System in Canada noted the high turnover
rate for its employees. They attributed this to low morele. It was
recommended thet better educated employees would improve this situation
and éhe Correctional Service started recruiting university graduates as

custodial officers. The high turmover rate did go down and the attempts

-

T
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to upgrade the 5ys£em seemed to wofk. Booth (1987} warns, however, that
just prior té 1977, corrections wes in a state of turmoil: In‘l975,
there were 3 *tiots involving hostage takings which may have been a:high
source of anxiety for the staff leeding them to resign. With the lack of
major prison riots latel&, the staff may be more inclined to stay.

The Enflux of educated employees into corrections Qid cause-somerﬁ.
concern. In his report ta the Advisory Committee to the Solicitor
General of Canada on the Management of CorrecgionélﬂInstitutions, Carson
(Canada, 1984) noted the signs of frustration being displéyed by the

-_ataff. With the high number of university _graduates entering
corrections at the custodial level, the lower educated, older employees
felt that their jobs were being threatened. Since they gould not meet
the educational reguirements, the older employees saw their opportunity
for promotion blocked and job security threatened.

“University graduates were also showing signs of frustration. , Booth
(l9B77'ﬁﬁté> that there were two reasons for this. First, they became
frustrated with the llmltatlons in the system that prevented them from
fully helping the inmetes and second, once they reached the NelFare
Program Of ficer ievel 3 (Classification Officer); they found that it was
very difficult to go any higher. This prompted many of them to leave.

In berms of policing, an opposing study by Barry (1978) found that
although college educated police officers in Illinois noted theat they
were not receiving any pay incentives or preferred promotional
advancements, their educa;ion enhanced fﬁ;;; performance and that they
haé‘a high level of job satisfaction.

Despite this finding, the critics of education, especially those who
entered policiﬁg before the education movement, resent the emphasis on

education on several counts (Miller and Fry, 1976). They view the new
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educetional requirements as an unfair change in the rules in the middle
of the game. College attendence may be viewed as an infringement on

family and recreational activities and the courses themselves perceived

as irrelevant. These concerns contribute to job dissatisfection-in their

cafeers .
The inconsistent findings regarding’ education and the police has
"also led some writers to negatively crificize education in police work.
A major problem regarding the study 5F the police and education according
to Fisher et al (1985) is that despite all the attention to the issue,
few studies have been conducted. In fact, these.authors found only one

by Adams (1981) in the three year period since 1982. Only a few studies

indicete that a university educated officer performs better than a

non-unlver51ty educated officer, and of those which do not show better
performance, none indicate that a unlver91ty educated officer performs
more poorly than the others. Some havé, however, indicated a greater

frequency of attrition. ‘ \

‘Resistence to Change

Jwo basic criticisms have been made of university education for
police services. The first, as suggested by Selten (1979}, 1is that
,university education makes no &éfference even if it is obtained before
eﬁfering the police service. A'second:yénd“more serious allegetion, is
that university educated officers may actually perform worse than their
non-uhiversity trained counterparts. Wilsén (1975, p. 113) éuggesta that
"while Eollege may make a men civil... it also gives him (or reinforces
for him) his sense of duty". Because of ‘this, the college educated
officer may become excessively aggressxve and be more likely to arrest

when a gentler approach may be better. Contrary EP Palmiotto (1981) 1t
v -
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has bee; further suggested that college educated officers may not be able
to identify with the préblems of the lower and working class persontwith
whom they must deal (Sherman, 1978b) .

Some senlor oFflcers in the United States have expressed the Fear
that "the new breed {often with a Bachelor's or Master's degree) is more
apt to ask duestions, and is less inclined to accept departmental edicts
blindly then did his predecesaors. of fifteen or more yedars. This
attitude sometimes leads to unrest in departments" (Solicitor General of
Ontario, 1980, p-. 91). The belief that officers who obtein formal
education will present problems in the police force is also shared by
some forces in Ontario. One Sergeant interviewed by-the Ontario Task
Force on Policing (1974, “p. iB) said "sometimes the job of policing
requires an instent eand precise response to an order from someone in
authority. You cén't afford the time to ask or answer questions".

Efforts to encourage police officers to enroll in higher education
have been resisted. For example, police officers have sometimes been
denied unpaid leaves of absence to pursue higher education relevant to
their careers. A further problem is that it is not clear that receiving
a higher education ‘after heny;years AF police socialization can ever be
as beneficial in acquiring a broad and liberal outlook as one who has
received a post-gecondary education before entering the police force. As
pblicé of ficers acquire job experience they develop certaiﬁ conceptions
about crime. These ingrained ideas are difficult to change even if
formal education fs obtained after some years of service since the
" officer, is not away from the job long enough to obtain a broed and
liberal viewpoint.' Despite this, Grant (1984) believes that, until there

is any conclusive evidence that post recruitment education serves
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no purﬁoée, police otficers should .be encou;aged to coﬁtinue théir
.educatioﬁ. _ | |

Some writers have auggested that the reason ‘For inconcluéive

findings in®police education ftudies was due to methodological flaws.
Hudzik (1976} has criticized the method of analy81s_used to determine the
impact education has had onvpolice performance. - He has also criticized
the research ‘design and data colleption of @ number of studies. Weiner
(1974) has criticized his own study stating that the reason for not
finding any effects may be qqg in, part, that the subjects in his study
ceme from junior colleges. Goldstein (1977) and Sherman (l978b) have'
criticized past studies for' not teking into account the different
disciplines that exist in a university education in their résearch,
although, Wycoff and Susmilch (1979) have determined tﬁet the type of
education has no effect. On the .other hand, methodological and |
analytlcal flaws have been found by Zellg (1980) ana Salten (1979} in
studies which have produced positive results. {Ee criticisms on reéearch
_methodology along with the general fipdingshfrom the studies reviewed
indicate thet there is no strong positive evidence that. university
education is related to the quality of police officers.

Considering these ambiguous findingé, some police forces are sfill
emphasizing the need for university education as partial requi;ement for
police work. In view of this, police officers of varying educational
backgrounds may have mixed beliefs concerning the approprieteneﬁs of
university education for policé work. These attitudes toward university

education, however, may not rest solely on their level of -education or

the arguments and conclusions of past research.
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SECTION 3: THE DEVELbPHENT OF EDUCATIONAL ATTITUDES -~

Despite the inconclusive results . concerning pérformance, more
candidézés eAtering the police force have a university education and more
'police officers currently serving in a force are improving their
éducation.( Given the inherent nature of .competition for promation by
some police officers, this may lead to mixed feelings with respect to the
relevance of requirihg a university education for the senior ranks
between those who have a university education and those who do not.
Police officers wiﬁh e higher level of education may'feel sqperiur énd
may view the others as performing their dufies more poorly. An officer
with less formal education may believe that experience is more important
than having an educetion. In fact, this officer may feel threétened by
én officer possessing e university de;ree. Therefdte;%it is imporfant to
examine the attitudes an officer holdé toward someoﬁéfﬁho has a higher or
lower educetion. ﬁor example, a Sergeent with a grade l£ education may
feel intimidated by a.subordinate hbldiné a uqivefsity degree.

Berkley (1986) and Weiner (1974) believe that university edﬁcation
ma§ be positively related tojjob satisfaction for police officers in that
it may enable them to see ~their job from- a different and broader
" perspective.

University educated police of ficers may believe‘fhat their job has
some impact on society whereas non—university.educated of ficers may not,
believing that’ the police have little effect on redﬁcing crime. Police
officers having & university educetion, on the other hand, may be more
~ likely to recognize that although they are having limited influence on
_ curbiné. crime, they are at leést helping make some people's lives

better. They may have a better understanding of the crime situation and
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may reallze their own anditheir Force s limitations. More importantly,
they may have a better understanding of the police role beyond .law
enforcement to the maintenance of social order s well as the enforcement
of the law. Lless educated offlcers may place less importance ‘on <the
ofder meintenance role. ' -

In terms of career advancement, Lawler (1985) Eelievea that job
gatisfaction may be n;gatively related to education. ‘Léwler (1985)
suggests thét ‘there is a ‘positive reletionship between the worker's

_expected rewards and educationaf level. Similar views are held by Olsen
(1986) who notes that when one possesses formal qualifications‘such as a
univgrsity education, one is likely to feel entitled to certain rewesrds
such as promotion. - When these rewards ere not obteined, resentment and
job dissatisfaction may OCCUr.

Lawler (1985) also contends that better educated workers desire to
have a say in work ‘decisions, to be able to have more interesting and
stimﬁlating work, and to be able to develop and use their skills and
ébilities.‘ Highly educated: workers desiring advancement also believe
that they have a greater chance of being promoted. The type and extent
of education, is likely to be associated with different expectations and
preferences with respect to one's wark.

The attitude police officers hdld toward educstion witﬁ respect to
promotion, performance, or Jjab saEisFaction, may be explained in part, in

terms of the reférence'group_concept. Through socialization, a police

officer's reference group may shape his or her opinions towerd certain

.issues such as the value of education. Becker (1953, p. 235) notes that

one's behaviour is "the result of a sequence of social experiences during
which the person acquires a conception of the meaning of the behaviour,

and perceptions and judgements of objects and situations, all of which

1
i

O b
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make the activity possible and desirable". A person, therefore,_ is

motivated to engege in the activity by learning'to"engage in it thrqugh

interaction with peers. The reference group concept has been used as a

means with which td compare or evaluate oneself with respect to others in
8 group.
Kemper (1968) has defined thereference group concept'as:

a group, collectively or in person which- the actor takes into
account in some manner in the course of selecting a behaviour
from a set of alternatives, or in meking a judgement about a
problematic. issue. A reference group helps to orient the actor
in a certain course, whether of action or attitude. .
‘ (p. 32)

v

Acbording to Shibutaﬁi (I%EB), the reference group concept serves
three pﬁrposésw First, it serves as a point‘of‘reFerence in making com-
parisons or contrasts, especially in forming judgements about oneself.
Second, a reference grodp is that group in whi;h one aspires to gain and
maintain,acceptancg;_ "The éoncept is used to point_tb an association of
human beings emong whom one seeks to gain, maintain or enhance his sta- .
tus; a reference group ié that group in which one desires to harticipate"
(Shibutani, 1968, p. 160). ‘Third, a reference group is that group whose
perspectivé constitutes thé Ffame of reference for a'person.

Hyman (;9&2) was the first to use the reference’group concept when
he'aéalyied th;‘effects groups had on colfege students' conceptions of
their own status. Hyman (1942) found that iﬁdividuals wdﬁld rank

- . :
themselves within a social, framework by comparing or evaluating

-

e

themselves with certain groups of pedple. Hyman's (1942) reference grouﬁ
concept was elaborated upon in studies conducted by Merton and Rossi
(1957) and Merton (1968) who enalyzed the comparative ‘behaviour of

American soldiers.' Their studies on the American Soldier revealed that

better educated inductees were less inclined to feel deprived by Seing
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drafted than were lesser ‘educated ineucfeee‘due to the comparison group
each used. It wes found that the lesser educated men were less likely to
be drafted because they were working in Factories'during the onset of the
war. When these feetories were converted to the production of war
ﬁeterials, these jobs were considered essential to the war effort and

became draft exempt. The lesser ‘educated person who was drafted, felt

deprived because he comparad himself wifh his friends and acquaintances,.
[ .

many of whom were not drafted. The better educated person, on the other
hend, more than llkely held a white collar job not cansidered eesentiel
to the war, and was therefore, subject to the draft. When such & person
compared himself to his peers, most of whom were drafted, he was less
likely to feel deprived.

When used in this manner, the reference geoup concept is used in a

v

comparative sense, that is, it refers to & group that is used es 8 basis

for comparison of some sort. A second aspect of the reference group,'

the normatlve concept, is suggested in the work of Kelly (1952). Kelly
dlstlngulshed between the two . ideas noting that group ‘norms provide
persons with standards by which they judge themselves and others.
Menzies (1982, p. 75) elaborates on this "notion stating that "it is a
group, collective, or person whose norms the person takes“eeriously into
account in’ determining his actions _and .éttiyﬁahs". The comparative
_ aspect, on the other hend, provides é way for locating oneself as being
gither high or low on.the standards supplied by a normative reference
group (Kelly, 1952). Reference groups praovide individuals a standard of
comparison so that they may meke judgements about the equity of their
fate, the legitimacy of their ections and attitudes, the quality of their

performance, and how far they should accommodate their asctions to the

‘wishes of others {Menzies, 1982; Kemper, 1968). Any reference group may .

Sk
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perform both functions. For instance, a group of police officers may be
6embers of a force thet strongly values. education in terms of promotion.
Some . of these officers may sgree with these gtandards and do badly by
them. If, however, these officers compare themselves only with those who
do poorly, they may not judge themselves as being poor candidates.

The normative and comparative components of the reference group
concept are implicit in Goodman's (1975) notion of the Social Comparison'
Process in Drgadizations. This process attempts to explain how people
use reference points to eveluate the Fairbess of the outcomes of their
attempts to advance their careers. For example, en individual may
compare a-néise in pay or a promotion lo those of other individuals with
respect to their having similar backgrounds or having made similar
contributions (how hard they worked, performanée) in order to determine
the Fairness o% the promotion or raise in pay.

Goodman (1977) was interested in examining the type of referents
~ people select, wﬁy people choose certain refe;ents over others, what the
process is by whic? referents are selected, and the extent to which cer-
tain referentg are generalized to include the evaluation of different,
unrelated outcomes. . r/

Goodman's work was based on Festinger's (1954) theory of Sociael Com-
périson which, according to Goodman (19%7, p. 98), holds that "people
‘have a desire to evaluste their aebilities or opinions and that‘ they
select others similar in ability or opinionsCFo accomplish this evalua-
"tion". Festinger (1954) postulated that the greater the similarity, the
greater the stebility in evaluations. in addition,‘ if there are
perceived discrepanciés in abilities or-bpinions between the eveluating
person and the reference person, the evaluating peréon will attempt to

reduce these discrepancies.
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A more recent attempt to conceptualize the process by which people
evaluate job relaFed outcomeslur rewards is Adams' (1965) Equity Theory.
A certain condition of equity between participants in an interaction ié
obtained when esch person's outcomes are prdportional to his or her_
inputs. In this expression, outcomes are equivalent to ‘profits in‘the
distributive justice principle and inputs are equivalent to investments.

A's Outputs B's Outputs

1}

A's Inputs B's Inputs -

Adams distinguishes.the inputs on two gpounds.r.fhe first is whether o
not the inputs were recognized by the harticipa;;;, and-. the secoﬁd is
whether - or not they were consideréd relevant to the exchange. Any’
attribute (e.g., experience, seniority, education) that is recognized by
either participant in an interaction hes the potential to be an inbut.
Some of these inputs, however, will be ﬁercéived to be relevant to the
exchange at hand, while some will not, and these perceptions maey differ
among individuals. The presence or absence of perceived inequity may
depend as much upon the.degree of agreement about the relevance-of an
input as it does on the actual value of the outcome. For example, an
of ficer who"does'not have-& university education may not see education as
a relevent input for promotion and of 1little value in the process
especially if this officer. believes that & university educated of;;Eer
does not perform any better then the other officers on the force. In
fact, if a higher educated ufficer is perceived as performing worse,
education may be seen as a negative input.

There are several behavioural consequences associated with perceived

inequity. When one receives outcomes that are considered disproportion-

ately too small with respect to perceived inputs, psychological tension

-
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(e.g.,.frustfation, anger) will be experieneed. This tension will lead
the individual to try to remove the inequity. There are several possible
methode by which equity can be restored and by whlch internal ten51on can
be resolved. First, the person can change their own lnpute or outcomes.
For instance, a peiice officer may seek. a higher level of education
enhancing their performance. Second, attempts may be made to change. the
other person's inpets or outcomes by such means as trying to force the
other person to leave the job. Third, one may choose a different person
Fordcomparlson; If someone Faces an 1nequ1table situation such as belng
pagsed over for promotion, thls person may compare himself with someone

. )
else who has’ been passed over and note the gimilarities between the two

of them. Fourth, one may cognitively distort either their inputs or .

outcomes. A person holding a B.A. may convince himself that this degree
is useless. Fifth, the person may withdraw from the field entirely.

Adamg' Equity ThEDry may help explain police officers' attitudes

toward education. If police officers do not receive any recognition for

obtaining a university degree, theee officers may feel that they are
being inequitably treated. So too may those officers who do not have a
university degree, if these 1nd1v1duels do not recognize education as a
relevent input and believe that credit is not being received for what
- they eonsider to be the relevant inputs (e:g., hard work, performance,
arrests, loyalty, and seniority). This in turn, may affect job
satisfaction.

Equity Theory, however, only encompasses the comparative' and
normative aspectsiof the reference greep concept. This cenceeﬁ also
extends 'beyond these two aspects and includes another, known as the
Reference 0Other. Schmitt (1972) defined the Reference Other as that

other which influences the individual. The Reference Other may be resl

-
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(another individual), quasi-real (a group, & norm, an -object) or some-
. thing imaginary (imaginary playmgtes). Schmitt's (1972) Reference Other
stems from the earlier works of Shibutani (1955) and Mead (1934).

According to Meed (1934), a person's self arises out of inter-

. o
action. The self is the result of a social process involving both the
interaction among individuals end the prior existence of a group in which
the self develops. That is, the gelf ariseg in the course of interaction
in a pre-existing symbolic environment .

-’ » .

According to Shibutani (1968), what one does depends largely upon
one's definition of th;ﬂ§$§g?t10n. Further, the manner. in which individ-
vals define & -succession of situations depgnds on their own organized
perspective. A perspective is an ordered view of one's world or:

what ‘'is “taken for granted about the attributes of wvarious

objects, events and human nature. It is an order of things

remembered and expected as well as things actually perceived,

an organized conception of what is plausible and what is pos-

sible; it constitutes the metrix through which one perceives

his environment. The fact that men have such ordered perspec-

tives enables them to conceive of their ever changing world as

relatively stable, orderly and predictable.

(Shibutani, 1968, p. 161)

As‘ Reizler (1950) notes, one's perspective ig in essence an outline
scheme which, running ahead cf éxperience, defines and guides it.

The pééspective that is shared by those in aj particular group
defines one's culture. It consists of those "conventional understand-
ings, manifest in act and artifact, that characterize societies"
(Redfield, 1941, p. 132). Since these conventional understandings are
the roots of action, those who share a common culture engage'in common

modes of action. Cultural norms, however, are not static. In order for

a culture to survive, the participants must constantly reaffirm its norms
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in day-to-day social interaction. Members of a certain culture interact

with each other largely wiéh set expectations. When egch persoh behaves
in an expected manner, the behaviour serves to reinforce. the cultural
perspectives to the otheré since it proviaes’contindal support to.one
an;ther's "perspective.  When used in this manner, the product of
communlcatlon ig culture (Shlbutanl, 1968)..

Through socialization, individuals adopt the standp01nt of their
cultural group as their own frame af reference (Mead, 1934). Cultural
norms will influence the way in which these individuals ﬁerceive, think,
form judgements end c0ntqol themselves in the world in which they are
participating. Since individuals sh%re common attitﬁdes.in the way in
which they deﬁ;ne objects, persons, themselves and the world arouqd them,
they can anticipate the reactions af others in their group, refrain from
undesirable behaviour, and guide their own conduct. Each socialized
person is a miniature society in that each sets the game standards of

conduct for him/her self as set for others and judges him/her self in the

* _game terms. This enables these individuals to define situstions properly

and to meet their obligations even in the absence of others since their
perspective alwayé takes into account the expectations of others. Thus &
reference group is bern.

In this context, a reference group "is that group whose outlook is

used by the actor as the frame of reference in the organization of his

-perceptual field" (Shibutani, 1962, p. 132). The group with the greatest

influence on a person is that group with which this person participates
directly since this person strongly identifies with this group. In some
cases, howevér, one may take on the perspective associated with a social

category such as social class, ethnicity, or of those having a common
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interest. In a mass society like E?rs, people commonly edopt the
pgrspectives of gruhps in which they are not members as well as those in
which they actuslly participate. In fabt, reference groups may also be
imaginary as in legend, literature or television (Shibutani, 1955).
Reference groups, then, "arise through the intqrnalization of norms} they
constitute the structure of exgectétions imputed to some audience for
whom one organizes his conducé" (Shibutani, 1968, p.. 163). When deflned
in this way, studies on reference groups have ahown)the influence the
process of gocialization has played in altering one's attitudes.

Pearlin (1954), in.a southern women's college, found that the least
prejudiced students- were those whose normative reference group had

shifted from their more prejudiced precollege relationships to their legs

prejudiced college groups. In terms of political attitudes, a study of

Bennington College students by'Newcomb (1958) revealed that most students

ceme from very conservative backgrounds but were liberalized by their
experience at college. The liberalized students adopted the college as a
reference group, while those who remeined conservative retained their
precollege relationsh;ﬁs as a reference group. gJ

| Similarly, an individual entering the police farcemay be subject to
that culture's attitudes and behaviours. Interacting with other police
officers, however, may not be the only situation which causes these
individuels to adapt to police wogk. wexler (1974) notes that police-
public interaction may have certain consequences for police officers
causing them to adapt to ‘this situation in various ways. Tﬁrough their
everyday encounters, police officers perceive themselves as being
rejected, and as being in a position of disresﬁect by the public. The
pclice also believe that their job is plagued with ambiguities such as

having public outcry to enforce certain laws such as parking violations,
D e .

Eie
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while at the saﬁe time being told the} are spending too much time
enforcing these lews (Wexler, 1974). Further, police officers constantly
perceive themselves in a position of baanger when dealing with the

-

public.  Situstions chaﬁgsii:i;ed ‘by aembiguity and potential conflict
result in many police officers feeling isolatéd, suspicious, cyniceal,
powerless, and having low self esteem. This, according to Wexler (1974),
is an adaptive cultural response. .

In addition, the police-culture may influence one's attitude towerds
eduéation. If an individual associates with a group of university
eduéated police officers, this individuel may endorse educétion'.For
various areas of pblice work and career advancemént even if this person
does not have a university education. In fact, this person may further
adapt to the situation by believing that he or she is not quelified. for
certain positions, and if this individual wishes to get ahead, may start
attending a university in order to improve their qualifications.

An individqal's previous reference groups such &s family “or high
school peers have already influenced attitudes toward education before
entering police work.’ Therefore, en individual's prior reference groups
-may have influenced the endorsement of education before entering the
police force,_It is further possible, that once an individual becomes a
police of#::::—z;is individual will seek a reference group which also
endorses education. If the individusl can not find such a reference
qroup, this aofficer may readapt his or her attitudes and believe that
education is not relevant for police work.

Apart from-ﬁgg\lével of educational'httainment‘;r reference group,
one's career orientation may further affect the police officer's attitude
toward education. Neophyte police offiters usually begin their career in

uniform patrol (Grant, 1984}. They may carry with them certain views

- -
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_about police work. As their career mers further ahead, their sttitudes
toward police work may change from holding an idealistic posiﬁioﬁ to
bécoming cyhical and suspicious (Wexler, 1974). Additionally, as these
police pfficers' progress further into their careers, they may desire
advancement or wish to specialize in certein areas of police work. It is
possible, therefore, that one's length..of service along with the
situational aspécts theat 'ope encountérs during thé course of their
career, may_influence the way ih which one adapts to police work.

Following the work of\Hughes (1958), Davis (1328) and Becker (1963
and 1961) \;onducted research examining how cereer stages in various
occupations may influence the way in which'iﬁdividuals adapt to their
career. Much of this resgarch may be relevent to police work.

In a study of nursing-studénts,lbavis (1968) found that meny student
nurses enter the profession carrying an idealistic notion of what nursing
is all gbout, a phase he calls instrumental activiam. Thex see their job
from & simplistic stqndpoint, that being & profession responsible for the
helping and caring of the sick. During éfaining, however, they }ind that
their job is not what they expected. The restrictions of the job do not
allow them to operate at a human level but rather at a practical ane such
as preparing medicetion or giving injections. The psychologicél agpect
of patient care is left out. Since nursing is no longer the ceareer they
envisioned, these nurses become disappointed, frustrated, and cynical.
They begin to edapt to the demands of the nursing profession by taking on
attitudes that are less idealistic and more pealistic.

‘ Similarly, in & study of the career paths &F medical students,
Becker (1961) found that situational aspects were c%gselytassociated with

&

one's values or attitudes. Becker noticed that the students come to
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percei#e the idealistic values that.they brought with them as irrelevant
and not eppliceble to the medicel achool situation. They beceme more
pragmatic, although they often retained their old values and expressed
them in more "appropriate" situationa later in their career.J-Immediete
gituational pressures may, therefore, constrain behaviour in the present
and may reshape the individual's'values. This does ndt mean that their
original values are abandoned, but instead are stored away until an
appropriate situation comes along.

Becker (1961) notes that fhis process of adepting to gsituational
Factora is associated with the length of time speﬁt in a carger and may
occur in many other types of institutions and occupations as well.
Carebedian's (1963) study and Wheeler's (1961) study of the prison
careers of inmates have shown that prisoners will adapt to the prison
situation differently depending on the stege of their prison term. At
the onset of their term, prisoners enter the institution desiring
rehabilitation and tend to identi%y with the prison stgff. Once they are
fully integrated into the prison system, however, the inmates are more
concerned with identifying with end belonging to the inmete culture.
They may be more concerned with achieving prestige and power, dropping
their concerns for rehabilitation and going streight. This adjustment to
the prison situation is only temporary and as the date of release.draws
closer, other inmates cease to be a powerful referenée-group and concern
with prison officials 'and significant others on the outside becomes

.sgronger. This maey mean a greater concern with conformity to official
prison norms and conventional gsocietal values than the inmate code.

Similarly, in terms of police work, McGinnis (1987) has noted that

depending on the stage of their career, police officers will hold
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‘different attitudes toward gdvancement. For instance, new recruits tend
"to be less concerned with promotidn than with doing good police work.

'Later in their career, primarily between five to fifteen years of

service, some offlcers are more likely to consider promotion 1mp0rtant.
Senior officers who- would like to have been praamoted but for some reason
were not, <tend to give up as their caree: comes to a clese. Their
attitude toward promotion may again change, stressing instead job

security, although, they may still have a desire for advancement.

The immediate situation that individuals find themselves in at a
‘ - .

certain stage of their career may, therefore, determine their career

orientation. A number of situational factors exiét which may influence

one's career orientation (Becker, 1961). Membersﬁip in certein groups

may influence a person's career orientation through social}zatigga As
oae progreéses through their career, membership in different groups may
change and so will their ettitudes and possibly “their career
orientation. The values which individuals hold st a certain time during
their career may also determine their career aspirations. Ffor instance,

& - .
someone who values prestige may seek advancement. More importantly,

Becker (1961, p. 442) believes that "human conduct is oriented to the

immediate gitustion in which the ‘person ié presently acting”.
Individuals adapt their behaviour or attitudes to the situation as they
see it, ignoring possible lineé of action which they believe
inappropriate. For instance, individusls with a family may velue a
stable and 9ecure JOb rather t;an one with more prestige that forces them
to travel.

The length or stage of one's career is not- the only factor affecting

one's attitude or career orientation. Policing, in response to both

technology and philosophy has been broken up into many specielties. The

A
y

~ i



- 49 -

agccumulation of police knowledge' is so vast fhat in many cases only a
gmall portion of police knowledge and skill can be mastered by each
member of the occupatiaon. This leads to the creatlon af subcultures
within the greater palice culture. The decision to enter a Spec:r:alty,
gecording to Hughes (1958), is not based solely on one's knowledge and
skill to perfoem in that area. " It also lies on the person s perceptions,
values, and attitudes toward the act1v1ty. The experlences that ane has‘
gone through, their reference group, and‘ their attltude toward thelr
occupation at the time the individual wishes to specialize may play a
51gn1F1cant role in the area with which one decides to work. The officer
may carry a certain phllosophy towards police work which may be
inepﬁropriate for some duties and yet suitable for others. -

A police officer's career orientation, therefore, may be guided by a
number of situational factors associated with the length of time spent in
his career. Recruits may enter policing with a set of preconceived'
notions about the job. After their initial training'and after gaining
experience from their first few years on the job, these offlcers may come
to realize that the coqceptions that they held about the job are more
idealistic than realistic. They may come to realize that police work
does not involve as much crime fighting or community service as thgy had
- envisioned. .Notiﬁg this, they may adapt to theif career by changing
their attitudes. In addition, as their éareers move further along, some
pblice officers may ‘come to realize that in the broad spectrum of police
work, an individual can not handle every aspect which exists. When this
is realized, some officers may wish to specialize. v

' Depending on their particular skills and knowledge, some police
officers may prefer certain facets of police work such as working in

laboratories. On the other hand, some officers may desire the prestige
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that comes along “with .being in the manageriai areas of police work.
Still, some m;y realize that they do not have the skills or knowledge to
enter the specialized or managerial areas and orient themselves around
patrol work. Situational pressures‘may be a Factér deciding a police
officer's orientation. An officer with a wife and children may be more
family oriented and more concerned with job security. Therefore, the
stage of one's career, al ‘g with the situational factors present at that
-
time, may determine one's career orientation.

As far as career orientations are concerned, the literature

indicates the existence of several types of adaptations police officers

can make (Walsh, 1977; Preiss and Ehrlich, 1966). Walsh (l977)lpsed

these adaptations to create a typology of three kinds of police~0fficer§:ﬂ

the Street Cop, the Middle Class Mobile, and the Action Seeker.

Street Cops are those who are mainly interested in job stability and
economic security. They are usually married at the time- of recruitment:
and their main concern is the well .being of their Family; their job is
secondary. Middle Class Mobiles are those whose main concern is
advancemeﬁt. According to Walsh (1977), these ingividuéls consider

themselves as professionals not requiring a university degree. Their-

main goal in life is promotion and a higher rank. Although family life

ig important to them, they believe that the best way to fulfill Femilj_ﬁ

responsibilities is through their jobs.. Action Seekers join the police
Forc; for. thé excitement. Clesrly, job security is not the;rprimary
reason for Jjoining the police force as these individuels are mofe
interested in finding exciting .work and escaping the boredom and
confinement they had experienced in previous occupations. Typically,

these officers would not possess a university degree. They are mainly
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concerned with crime control. Thei% goel in life is to '“perform the
police role well by doing 'real’-polid% work" (Walsh, 1977, p. 151).

Other career orientstions have béqg explored in various professions

—

and have been adepted ta police work. IHMaEEtGﬂY”UF 28 human service
professianals, Cherniss (1980) identified four career orientations:.
1. ' Self. Investors, 2. Social Activists, 3. Careerists, and 4. Artisans.
These four career orientations were used by Burke (1984) es a-basis for a
tygology consisiing of four kinds of police oFfic;rs. Some gimilarities
may be found between the Cherniss (1980) and Walsh (1977) tygologies.
Like the Street Cop mentioned in Walsh's model, Self Investors are more
involved with their personal lives rather than their wok. Their family,
self, and job security are their main goals in life. |
Social Activists, a‘CQtegoryjnot found iﬁ the work by Walsh (1977),
are characterized by hoping to bring about socisl and institutional
change. They are seen as idealists and visionaries. Their work is a
crusade to change the status quo: Social Activists are more likely to
poséess a univefsity degree and to see policing fruﬁ a broader perspec-

tive, including that of order maintenance and social work. These offi-
cers may try to br;ng about social chenge in the hopé gé-improving ohe';
welfere. Their main. concern is not crime control, but rather improving
and helping society. Cherniss (1980) believes that these officers are
not primarily concerned with family life, security, or promotion.  They
are happy et their present level and find their job fulfilling.

Cherniss' (1980) Cafeerists closely parailels Walsh's Middie Class
Mobiles in that both are seeking prestige, responsibility, and recoéni-
Ezon from supervisoss. These individuals work hard toward the pursuit of

extrinsic rewards such as promotion. Walsh (1977) feils to identify the

of ficer seeking promotion who possesses a university degree. Therefore,

a8 N



tJ

- 52 -

two categories of Middle Class Mobiles exist, those with a univeraity
degree, end .those without. What constitutes eppropriate imputs for
either of these individuéls depends on their level of education as well
as whet they learn to believe are- relevant inputé from their peer group.
Cherniss (1980) mentions an additional career orientation, not
reported by Walsh (1977). This is the Artisan who Qalues-growth, profes- .
sional developmeht, challenge, and the mastery of new skills. Prestige
and recognition are not of primery importance to these individuals.
stead, their mein concern®is with performiﬁg well. IThey are more
intarested in independence and bhg skillful use of technigue es opposed

wer and promotion. In terms of policing, these individuals would be

g . 13 . i . . . .
invelved with specialized duties such as working in laboratories, train-

ing, or Identificgtioh. This cateqory of officers may be referred to as

- the Specialist.

Using a combination of both the Cherniss (1980) and Walsh (1977)
typologies, five career orientations maf be identified: 1. The Self .
Inveétor, 2. The Enforcer, (also referenced to as the Action Seeker),
3. The Social Activist, 4. The Careerist, and 5. The Specialist. In
terms of advancement, Self Investors may be said ﬁo hold a neutral stance
toward  education. These individuals have no real aspirations for
advancement, and therefore,’ they may not perceive university educated
police officers as a threat. Their street policing styles may be so0 dif-
ferent, ozrperceived to be so different, that they pose a different sort
of threat-.~ t ﬁf changing the police role. Although, some Self
Investors may believer that a university degree it a v?luable-asset for
ceptain duties within the police -force, actually finding a university

educated Self Investor would be highly unlikely.
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The Enforcer, not ﬁosaessigg a university degree,-likely endorses
very strongly the crime control model, with little time for the social
work aspects. '

The university eduésted Social Activist is more iikely to endorse a
broeder police role than just crime control, and therefore may be &
threat to those without a univé#sity degree. This may have nothing to do
with advancement, but with preferred policing styles; Because of the
contradicting styles, each mey see each other as performing more poorly.

Careerists may hold one of fwo attitudes toward educatioﬁ. Those
without & university degreé maf%contend that edugation is'nbt a relevant
input fﬁr promotion, stressing instead performance, loyalty, and
seniority. ‘The university educated officers, on the other hand, may
believe that education should be weighed more heavily in the promotion
process. In either case, the officer may believe that the policy is
unfair and become dissatisfied with the process (Reiser, 1974).

The Specialigts will not perceive a ﬁniversity education as a threat
to themselves since they are satisfied at their present position and do
ﬁot aspire for promotion. Instead; Specialists are more interested in
meaningful work (Van Maanen,\l973). These ﬁFFicers, depending on their
specialty, may posseés a degree and will endorse it for certain areas of
policing.

Under each career orientation, it is possible to have two major
levels of education; thoselpossessing a university education &nd those
who  do not. Depending:on one's level of educstion, an individuel's
attitude £0ward those possessing a university degree may be positive or
negative both in terms of adgancement and policing styles. Further,
one's attitude towerd education may be relsted to one's reference group

through socialization. If one's reference group promotes education, even
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if one's group members do not possess a high level of education
themselves, (for example, the management in some police forces), the
individual officer may also endorse education (Buzawa,'_l984). One's
career orientation may also be influenced by one's reFerence group and/or
career stage. For instance, if one's peers prefer specialized police
worL, an of ficer may not be concerned with promotion but rather would be
more concerned with the specialist functions. Police officers Just
beginning theip career may be more concerned with the order maintenance
" or crime control functions of bnlice work. Some in the middle steges of
their career may,be more concerned with promotion ﬁhile older officers

may be primarily interested in job security.
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" GECTION 4: STATEMENT OF THE PROBLEM

This review has revealed the variety of views expressed in
theorizing and research regerding education and police work. The purpose
of the present study is to explore the attitude police officers hold
toward education guch that some order may be brought into the figld. The
two fundemental dimensions of educational level and career orientation
appear to capture two of the more important aspects in determining one's
attitude toward education.

Certain. .attitudes or opinions held by police officers may be
contingent upon such’ personal background factors such as}Flevel of
education and cereer orientation. .For inskance, the importance an
officer places on educatigﬁ; seniority, or performance with respect to
pfomotion may be dependent on certein veriables auch as attained level of
education and career orientation. Further, career and job satisfaction’
may also be dependent upon one's attitude toward education. Career
satisfaction réfers to how satisfied police officers are with respect to
career advancement and promotion, whereas job satisfaction refeps to the
satisfaction police officers receive from their day tqldey work. For
instance, if an officer without a university educatioﬁ is bassed over for
promotion by a university educated colleague, career satisfaction for the
former may decline. The same may be true if a university educated
officer is ﬁassed over for promotion by a colleague without a uni;ersity
education. -

In this investigation, four questions will be addressed:

1. The extent to which education or career orientation relates

to the endorsement by police officers of a wider police role’

than mere crime control.
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2. The extent to which police officers believe higher education
is related to performance.
‘ \

3. The extent to which police officers feel that a higher
education should be related to a police force's promotion

policy.

4. The extent to which education or career orientation relates

to career satisfaction.

From these four research questions the following hypotheses were

generated:

ll

Compered with other career orientations, Careerists will aspire

to a higher rank.

Compared witﬁ other career orientations, Social Activists will
consider university education to be more beneficial to the per-

—

formance of police functions.
Compared with other cereer orientations, Social Activists will
place more value on the order maintenance functions of police

wWOTlK .«

Compasred with other career orientations, Self Investors will

have a lower level of career satisfaction.

University graduates will weigh university education mare
heavily in their ideal promotion scheme than will non university

graduates. 4

University graduates will consider -university education tb be

more béneficiél’in the performance of'police functions than will

non university.graduates.

University graduates will place more value on the order mainten-

ance function of police work than will non university graduates.
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University graduates?‘-will. heve . & higher level of job

sstisfaction than will non university graduates.

— ' . - ’
University graduates will have a higher level of career

satisfaction than will non university graduaﬁes.
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SECTION 5: RESEARCH DESIGN

In a true experiment, the researcher randomly assigns the subjects
to either a control group or a treatpent group. Tﬁat is, those subjects
selected for the control. group are’ held cﬁﬁstant while those in the
treatment group are exposed to‘some sort of treétmen@ or.manipulation.
As a result, it is possible to observe the effect variation .in the
independent veriables have on the dependgﬁi varigble. In a true
exﬁerimental approach, therefore, we'a?e able to say, if x, then y. The
researcher attempts to explain a'phenomenon by intervening in the causal
process. ) ; |

A true experimental approach was impossible for this study.
Therefore, the researcher elected to use a method known as the ex .post
facto approach. In thé experimental appfoach, the researcher‘;ontrols'

and manipulates the indepen&bnt variables and observes how they influence

the dependent variables. Such is not the case in ex post facto research.

s

B

Ex post facto reseerch is a systematic empirical enquiry in
which the scientist does not have direct control of the
independent variables because these manifestations have already
occurred or because they are inherently not manipulatable.
Inferences about relations among vaeriables are made without
direct intervention from concomitant variation of independent
and dependent variables.

(Kerlinger, 1973, p. 379)

In this cese, the researcher begins with a.dependent variable (i.e.
attitudeg toward edueation) and from among the many possible influential
variables selects likely or theoretically relevant independent variables
of interest (e.g. educational level). Other iﬁdependent variables such
as 1engéh of se;vice.and age may also be selected, all of which the

researcher believes may be related ‘to attitude toward education. and

educational level. The type and number of variables the researcher
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selects meke no dif%erence to the research design. It is not a matter of

complexity, but ratHE?} a matter of control. The researcher has no power

to menipulate educationel attainment, nor has he the power to randomize.

Fducational attainment may be correlated to a number of other lndependent

varisbles such \as length of service and age. In- fact, educatlonal

attainment may be a correlate of the attitude tqward education variqpleé-
rathe;,than a predictor of this dependent variable.

'The ex post facto approach does not provide any strong statements of
causal influence. The independent variables, therefore, may not be truly
independent of the dependent variables and may be better re%erred to as
classification variables {for an indepth discussion of the type of vari-
ables used in this study see Appendix A). Dependent'yariables, on the
other hand, may be better referred to as response variables. The
research must further be concerned with eccounting for extraneous' and
confounding influences.as well as spurious relationships. Examples of
these includé one's length of servicé’as a'pglice of ficer or one's refer-

ence groups.

ﬁunslderatluns Involving Data Collection

Social science research is often plagued by a number of methodolog-
ical concerns. One- of these concerns is response rate. For instance,
police officers may be sensitive to questioning ahout their work and
reluctant to fill out questionnaires believing that their responses may
be somehow used against them (McGinnis, 1987). This is especially true
when they are being surveyed by ean outside agency such as a university

(Van Reenen, 1983). For this reason, it was decided to send the
h:_"-
questionnaire out under the auspices of the Canadian Police College.

— ~

Working in collaboration with such an organization, however, presented
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aome dlaadvantages glong with the advantages obtained (for a discussion
regarding the advantages and disedvantages of performing research in &
pollce organlzatlon, see Appendix G). .
The Research and Program Development Branch of the Canadian Police
' College was contacted and a proposal stating the purpose of the intended
study was pr%sénted. Subsequently, two Reseerch Officers interested in
the police aducation issue volunteered to ser;e as external advisors.
With the advice of these two Research Officers and of the thesis
supervisor, a questionnaire entitled nCareer Attitude Survey" designed to
collect the data needed for this study was prepared.

The. subjects selected for this survey were required to fit certain
criteria. Discussions with Research 0fficers at ‘the Canadian Police
College resulted in the decision to include only those police oFFiaeas
holdlng the rank of constable and having between five to fifteen years of
service in the study. The decision not to include those with less than
five years of service was based on McGinnis's (1987) findings on cereer
studies that officers with less then five years of service were generally
aontent as constables and not as anxious about career issues as more
senior members. McGinnis (1987) believes that it is around five years of
service that police officers start to have serious concerns regarding
promotion or specialized police work. It is this group of police
officers that this study wished to target. The upper 1imit of fourteen
years of .service on each force was decided because one force had only
been in existence for fourteen years. By selecting this upper limit, the
sample from both forces would be homogeneous with reapect to length of
service on.that force. _It wes found, however, "that since both Forces

were created from a number of smaller existing forces in the past,
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and that some police officers had been transferred from other forces, the
length of service for some officers exceeded fourteen years.
A random sample of 250 police officers was selected to participate

in this study. The decision to survey this number of constables stemmed

from the possibility-of having a low return rate. Based oi ane of the

poorest return rates experienced by the Canadian Police College
(approximately 45 percent), it was believed that by surveying 250

constables, at least 100 valid responses could be obtained.

Method of Analysis

It wes decided that Analysis of Veriance (ANOVA) and Chi Square
would be used to esnalyze verious portions of the d;ta generated in this
study. In the event significent diffefences are found in the ANOVA,
Duncan's'ﬁew Multiple Range Test will be used tq'Further probe which
levels of the classification variable differ from one another.
Consistent with most social science research, the level of significance
uaed in this study is .05. The scope of this peper does not alloQ for an
inde;th review of these statistical techniques end the reader is referred
to Ferguson (198l1) or Kerlinger (1973) for a more deteiled discussion.
It would be worthwhile, however, to ﬁrovide e brief and simplistic
discussion of the statistical techniques used in this study.  The reader
is referred to Appendix' A for an e}eboration regarding the type of
variables and methods of analysis used.  This appendix includes an
example which shows how to correctly interpret the Duncan's New Mui#{;le

Range Test used in the tables of results.

L4



CHAPTER 2

METHOD

Subjects | | ' ' : .

The subjects were obtained from two midsize,bntario regional pl:nlic:t.ag;::rx
forces. A random sample of 250.poliée of ficers was selected from these
two forces (125 from eech force) and asked to part&c;pate in thig study.
Since botﬁ forces were assured anonymity throughout the study one force
will be referred to as Force A and the second as Force B. These two

forces provide both munibipal d rural policing. Both forces endorse

formal educetion beyond the minimum™ guirement (grade°12) and encourage
members to continue their education. When college or uﬁiversity courses
are taken, both forces will pay for tuition upon successful completion of
the course.
. The subjects who participated in this.study (n = 156) were police
/COnstables having between five to fourteen years of service on their
respective force. Eighty-four of the respondents came from Force A,
while seventy two came from Force B.
The participants completed a Career Attitude Survey which examined
. their attitudes toward uﬁiyer%ity education for police officers. The
questionnaire . was- completed strictly on a voluntary basis. The
respondents were further assured that respondent anonymity would be
preserwed. -

4

Instrumentation

A guestionnaire entitled "Career Attitude Survey™ was‘deaigned_by
the researcher (see Appendix £). In order to assess the qdélity of the

survey instrument, the questionnaire was pretested twice. During the
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first pretest, a number of police officers posted at the Canadian Police
College were asked to complete the questionnaire and note any embiguous
or unclear questions and instructions. They were also asked to suggest
any improvements that would better address the education issue. As a
result certain instructioms and a few questions were reworded.

Following these modifications, the ‘questionnaire was again pretested
on a different sample of police.officers at the Canadian Police College.
No further problems were found. '

The Survey Instrument

The questionnaire used in this study consisted of two pérts. Part A
focused on géheral background end demographic information, reference
groﬁp igsues, and the reasons why the respondent chose to take university
courses. .

part B was concerned with the respondents' pq%%if career and
attiéudes toward education. There were eight sectidqéi The first
section (entitled Career Orientation) asked respondents to select a
carcer orientetion, both at present, and when the réspondents first
entered policing. The respondents wefe asked to read career orientation
descriptions of five police officers. These corresponded to -the five
career orientations described in Chapter 1. The respondents were to rank
order these descriptions according to how closely they applied to
thcmsélves.' |

Section 2° (Promotion and Advancement) Foéused on attitudes toward
education with respect to recruitment and promotion practices, and job
- performance. ‘A series of queséioqs regarding work experience, seniority}
job satisfaction and attitudes toward the police role were asked. The

questions were structured in such a way that the respondents read a
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statement end .indicated the extent of their egreement in terms of
st:ohgly agree, agree, neither agree nor disagree, disagree, or atrongiy
disagree.

Section 3 (Education) presented eight assertions that have been made
by the R.C.M.P. regarding the effects ef & university education for
pelice officers. - Respondents were asked to indicate their'extent of
agreement as above. s

Section % (Education and Rank) sought fo determine the extent to

whlch the respondents believed university education should be considered

in promotion to various ranks including N.C.0. (Non Commissicned Officer)

through to Chief.

Section 5 (Job Performance) focused on the extent to which the
respendents believed that university education, work experience, comman
sense, personality and attitude, and training were related to & Variety
of police functions.

Section 6 (Designing & Promotion Policy) sought to determine the
.respondents' preferred promotion system. Reepohdents were asked to allo-
cete the number of points believed appropriate for several factors used
in promotion, including performance appreieals, examinations, oral inter-
view boerd, education, seniority and research paper;

Section 7 (Job Satisfaction) dealt with the respondents; level of

job satisfaction, career satisfaction and promotion aspirations. Ques- -~

tions pertained to aspirations, toward promotion,—ultimate desiredrrank,
and the rank the respondents believed they will probably reach upon
retiripg. - The respondents were also asked to indicate their level of
satisfaction with respect to their career and to their day to day work.
.Section 8 asked the respondents to describe in their own~worda the

way in which they feel about the emphasis placed on university education

lately with respect to recrditment and promotion practices.
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Variables

Three kinds of variables Figured prominently in this study: -clas-

sification variables, confounding variables, and response variables. The
A -

first two sarved as independent variables” while the third were the

dépendent variébles. A list of these variables is presented below. For

L'}
a comprehensgive discussion of the kinds of variables used the reader is

| A
referred to Appendix A. S

Clessification Variables _ °,

The classification variables used in this study along with their
different leveis or categories may be cited as follows; |
1. EDUCATION
i) No University (High School education Only)
ii) Some University (less than three completed years of unlver81ty)
iii) University Degree (three or more years of university completed)

2.  CAREER ORIENTATION (the corresponding questionnaire descriptions may
be found in Appendix B)

i) —&etT Investor
ii) Careerist
iii) Specialist | \,
iv) Enforcer ‘

A
v) Social Activist.

Response Variables‘

'The response variables used in this study along with their cofres-

[

ponding questionnaire statements are as follows (note:  the response
variables are presented according to the topics addressed in the results

-
_chapter):
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The Desire for Promotion and Promotion Expectations

“DESIRE PROMOTION: How do you feel “toward ,promotion to the next
" rank? - & - :

 DESERVE PROMOTION: To what extent do you feel deserving of a

promotion at this time?
DESIRED RANK: What is the highest rank you would like to reach?

PROBASILITY OF REACHING DESIRED: What is the probability that you
will reach that [desired] rank? _

EX?ECTED RETIREMENT gépK: At which renk do you expect to retire?

PROMOTABLE YEARS: It is common that at a certain length of service,
people are considered "passed over." For how many more yesrs will
you be considered promotable before you reach a stage of being

L N
PROBABILITY OF REACHING NEXT RANK: During those prime prdmokion

years, what is the probebility that you will be promoted to the next
rank? ] -

- passed over?

PROMOTION QUALIFICATIONS WILL PAY OFF: My promotion qualifications
have not yet paid off, but I am confident that they will.

Attitudes Toward Education, Length of Service, Loyaity and
Experience For Promotion )

LENGTH OF SERVICE AND LOYALTY SHOULD BE CONSIDERED HEAVILY: Factors
such as length of service and loyalty to the force should be given
primary consideration for promotion.

UNIVERSITY GRADUATES SHOULD GET ADVANCEMENT PRIORITY: Today, police
departments should be giving priority to the hiring and advancement
of university graduates.

UNIVERSITY EDUCATED GET UNDESERVED ADVANCEMENT: In most Canadian
police forces today, university educated officers are T iving
undeserved preferential treatment in terms of advancement. :

FORCE SHOULD REWARD EXPERIENCE, HARD WORK AND LONG LOYAL SERVICE:
Experience, hard work, and long loyal service should be rewarded
through advancement and promotian “opportunities. Police forces
should not ignore thede qualities to - promote younger, less
experienced of ficers just because they possess a univergity degree.

UNIVERSITY EDUCATION SHOULD %ﬁ WEIGHED HEAVILY: The extra effort a
university educated officer ‘has put into developing "his abilities
should be recognized by the police force by weighing education
heavily in the promotion system. ' -

= _

N
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~

FORCE SHOULD REWARD UNIVERSITY EDUCATED: Since a police force
benefits from promoting university educated people, they should

., advance those, who make the effort to educate. themselves by weighin

education heavily in the promotion system. K \\&_::>\ﬁ

Promotion Components

"PCRFORMANCE APPRAISAL
EXAMINATIONS

INTERVIEW

EDUCATION

SENIORITY -
. RESEARCH PAPER (ESSAY)
OTHER ’

Rank and Education

CORPORAL

SERGEANT

STAFF SERGEANT |

INSPECTOR : "
. . SUPERINTENDENT —
DEPUTY CHIEF

CHIEF

Attitudes Toward Education, Length of Service and Loyalty for
,Baffggng in General -

LBYALTY AND DEDICATION: A dedicated officer with five years service
is usually just as loyal as a 20 year officer.

VCTERANS:  There is a lot of truth to the statement that many
veteran officers have one year experience repeated 20 times.

EDUCATION IS NOT OVER EMPHASIZED:  All this education stuff is
cverdone. In this force each member is judged on his merits
Pegardless of his formel education.

LOYALTY IS A PROMOTION SMOKESCREEN: The notion of loyalty is just a
smokescreen to promote the most senior people.

UNIVERSITY™ EDUCATED FEEL SUPERIOR: Many wuniversity educated
of ficers feel superior to the non-university educated officers:
POLICE EDUCATION IS .A POLITICAL EXERCISE: All the importance
recently placed on education for police officers is strictly =
political exercise, thought up by politicians and academics, and has
little.to do with dey-to-day police work.

UNIVERSITY EDUCATION HAS OVERALL VALUE FOR POLICING: A university
education is a valuable asset that contributes to the overall value
of the force. ‘

-
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" UNIVERSITY EDUCATION UPGRADES AND PROFESSIONALIZES: Police officers

should be encouraged to obtain a university education to both
upgrade themselves and help make their farce more professjonal. '

. ]
‘POLICE PROFESSIONALISM: The commitment to police professionalism is

just as strong among ofﬁicers who do not possess a university
education. - . . - ' '

Attitudés Toward Fducation and Experience for Job Performance’

INSTINCTS ARE MORE IMPORTANT THAN EDUCATION: University educated
police officers are likely to think toe much. This is an "action"
profession and instincts are more impofant than edupation.

RECRUIT TRAINING AND STREET EDUCATION IS ENOUGH: Beyond recruit
training a patrol officer has nothing to learn in a clessroom. The
street and his fellow officers will teach him all he needs to know.

UNIVERSITY EDUCATION DEVELDPS AWARENESS: A university education

_makes a police officer more effective by exposing him to different

ideds whidh makes him more aware of what goes on around him and

~gives him® different perspectives on probiems -and potential

solutions.

MINIMUM FDRCE EDUCATION REQUIREMENT IS ENDUGH: In terms of
education for police officers, the minimum rorce requirement {grade
12) is sufficient in keeping with the role we perform.

STREET EXPERIENCE IS ENOUGH: The only education a police officer

needs can be found on the street and will come_with &xperience.

UNIVERSITY EDUCATION HELPS ONE FUNCTION IN A COMPLEX SOCIETY: In
order to function in a complex society with increasing expectetions
on police, patrol officers should possess a university education.

UNIVERSLITY EDUCATION (HELPS ONE  UNDERSTAND  HUNAN BEHAVIOQUR:
University educated offiicers are better ab;;;\to understand the
complexity and range of fiuman behaviour.

UNIVERSITY EDUCATION HEYPS ONE TOLERATE bIFFERENCES AND AMBIGUITIES:
University educated police officers are better able to tolerate
differences and ambiguilties. ‘

UNIVERSITY EDUCATION [HELPS DNé. UNDERSTAND THE QZAUSES OF CRIME:

University educated lice officers are better able to understand
the causes of crime and nature of deviance.

UNIVERSITY EDUCATION HELPS ONE EVALUATE SITUATIONS: University
educated police officers are better prepared to evaluate @ difficult
and sensitive .situation and arrive at a balanced judgement.

: . , _

4
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11. UNIVERSITY EDUCATED HAVE IMPROVED PERSONALITY CHARACTERISTICS:
University educated police officers are more flexible, -less hostile,
less prejudice, less authoritarian and less cynical. -

12. UNIVERSITY EDUCATION PROVIDES ADVANCED KNOWLEDGE OF POLICE WORK:
University educated palice officers have an advanced knowledge in
gpecial areas of police work that cen only be.derived from univer-

sity training.’

13. UNIVERSITY GRADUATES TAKE MORE INITIATIVE: University educated
police officers are more willing to take initiative, experiment, and . .
use a step by step method to process information and arrive at
decisions.

14. UNIVERSITY GRADUATES ARE BETTER LEADERS: University edupated police
officers are better able to exercise lesdership. -

G. Attitudes Toward the Police Role

1. MOST POLICE ACTIVITY IS SPENT ON ORDER MAINTENANCE:  Much police
activity and time is taken up with attending to public disputegs. .
traffic, rowdiness,rnoise, interpersonal conflicts and disorder.

2.  POLICE SHOULD NOT DEAL WITH ORDER MAINTENANCE: Police should not
have to deal with attending to public disputes, traffic, rowdiness,
noise, interpersonal conflicts and disorder.

3. POLICE SHOULD SERVE AND ASSIST THE PUBLIC: An essential aspect of
the role of the uniformed Patrol officer is to serves and render
agsistance to the public.

4. MAIN POLICE ROLE IS CRIME CONTROL: Too many people have lost sight
of the fact that the primary responsibility of the police is to con-
trol crime through enforuement and investigation.

5.  ORDCR MAINTENANCE ROLE IS SATISFYING: It is satisfying to deal with

the public on a person to person human level and to help keep order

g—\‘ﬁ\ﬁn the city by attending to publiz disputes, treffic, rowdiness,
noise, interpersonal conflicts and disorder. '

6. HCLPING CITIZENS FEELS GOOD: Although we can't stop all crime, I
still feel good whenever we have a pnsitive impact by calming or
consoling victims of crime, or helping other members of the com-
munity with their problems.

H. Job and Career Satisfaction - ' o v

1. . POLICE CAREER IS UNREWARDING: Policing as a career is not as
rewarding as I thought it would be.

~
e

~J
.

FEEL GOOD KNOWING WE HAVE SOME. IMPACT® ON CRIME: Ve may not be able
to solve all of the world's crime problems but I still feel good
knowing that we are having some impact.

y -
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3.  PERSONAL IDENTITY AS A POLICE DFFICER IS STRONG: My personal- iden<
tity es a police officer is very strong. I cen' hardly imagine
myself in any- line of work other then policing. '

4. POLICE WORK IS DISCOURAGING: Despite our efforts, it is dis
ing to see thet we, the police, are having so little impact on
crime. e :

5, VONDER WHY I REMAIN IN POLICE WORK: I have quite often wondered why
-1 chose or remain in police work.

6. POLICE CAREER IS FULFILLING: Overall my career as a police officer
has been personally fulFillinngnd satisfying.

7. LEVEL OF CAREER SATISFAQTIDN: Wthat is your level of satisfaction
with your overall career as a police officer?

8. LEVEL OF JOB SATISFACTION: What is your level of gatisfaction with
the day-to-ddy work you presently do?

Confounding Variables

Some possible confounding variables have been considered in this
study and may be cited as follows:
A. Demographic and Occupation Variables (_V’

1. Age |

2. Length of Service
5. Reference Group Variables

1. Any University Greduates in Family? {(Yes/No)

2. Amoumt of encouragement received by Familf members to attend

University.

3. Amount of encouragement received by force management to attend
university. -

4. Amount of encouragement received by peers to attend university.

5. Person(s) having the greatest influence on the respondents'
attitude toward obtaining a university education. '

.
Procedure

_— =

. ] %

Research personnel at the Research and Program Develapment Branch of

f .
C/{Ee Canadien Police College contributed to the selection of police forces

. Y ,

"y
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vaed in this.survey. "It was decided that two regional poiice forces in
Ontario would be asked to participate in the study. One of these forces
{Force Agt;ad\she reputatlon as seen by the Canadlan POllCE College of
recruiting university educated pOllCB offlcers ‘and encouraglng existing
members to "attend university to a greater -extent than most forces in
Ontario while the second Fogce (Force.B) was believed by the Canadian
Police College to repfesent a more typical midsize Ontario police force
when focusing on the importance.of education For-policing.

A letter was sent to the Chief of Police (see'Appendix ¢) in each
force stating the purposé of the intended study and asking for their
cooperation-in the survey. Due td a mail strike, however, sending this
letfer was delayed by aboﬁt five weeks. The letter informed the Chief
who the principal researcher was and that force es well as individual
nnonymity would be assﬁred. If willing to participéte; the(Cﬁief was
nsked to d931gnate a liaison officer who would facilitate the distribu-
tion of queaﬁlonnalres and any other corresgondence between the
rescarcher and the force. In order to lend suppofé~{g,the research, the
letter wa;\éiénéd-by the Director of the Canadian Policé-Collegé. | |

After the two forces agreed to participate, a liaison officer from
cach force was designated. A list of all the constables having Eetween
five to fourteen years of service in that Force wes reguested. From fhe
list of coéstables, 8 ranébm sample of 125 police officers was selected
from ¢ach force.

A covering fglter signed by -the Director of the Canadian Police

Co¥lege (see Appendix D) was drefted and addressed to each p?lice officer -
” ‘.

selected to be surveyed. The covering letter stated the purpose of the

et

study, named the principal researcher, and asked for the participant's
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cooperatlon. The letter also stressed.that responding to the question- -
naire was completely voluntary and assured the respondent's enonymlty. -

A packege containing a covering 1etter«addressed to the respondent,
8 qaeétionnaige, and a stamped return envelope was prepared for each par-
ticipant. fhe packages were sent to the liaison- officer in the respec-
ﬁive forces. It was anticipated that he would distribute the packages by
placing them in the prospective partiéipént's mailbox. Pefore the
packages could be sent out, & second mail strike occurred. Questionnaire
distribution was delayed since it was belleyed that the perticipants may
set the questionnaire eside during the strike and forget about them.

Approximateiy one week after the questionndires were sent out each
police force was visited by the principal investigator end a fesearch
* “Sfficer from the Canadian Police College. A number of police managers
| were interviewed to ascertain individual beliefs and force polic}
regarding .educatioh. This enabled the researchers to validate the
;eputation oé each force and to determine how upﬁer magagement viewed
education. Both chiefs were interviewed also.

Approximately‘Five weeks after distribution, 130 quesgionnaireé Had
been returne&. Consiéfent Jith sfendard'survey methodology, e.remindef
letter (see Appendix F) was sent aut to all of the participants (since
there was no way of knpwing who had alreadyrreturned the questionnaires)

in order to achieve the highest possible return rate. b
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RESULTS

Response Rate

Table 1 presents the response rate from the fwo police Forcés
gurveyed. Each force received 125 questionnaires addressed to a sample
" of police conétables randomly selected from a population having betweén 5
to 14 years sefvice. After the ﬁuestionﬁaires were distribufed, it was
diseovered that three mémbers from Force A whorhad been designated to
receive the questionnaire had resigned. This reduced the semple size of
Fogce A to 122.

TA}SLE 1

.
Sat

RESPONSE RATE

e -, e

FORCE A FORCE B - TOTAL
N 84 72 : 156 _
: - (53.85%)1 (46.15%) (100.00%)
Number of Questionnaires
Distributed . ‘ 125 125 250
Return Rate: by Force 67.2% 57.6% 62.4%
1 The percentage of the total number of questionnaires returned by’

each force is indicated in parentheses.
-

There was a total of 156 respondents in this study-yieldiﬁg'a 62.4
percent return rate (based on the 250 questionneires sent out). Eighty
four respondents were from Force A, yielding a 67.2 percent return rate
from tha: Foéce, whtie/7§\\$spoﬁdents were from }arce B, yielding a 57.4'
percent return rate. The response from the reminderﬁiz}ier netted 26 of

the 156 questionnaires returned (16.7 percent) Qr a 18.4 percent increase

of the 250 questionnaires distributed.
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 Sample Demographics

I

Teble 2 presents some of the sample demographics.by police force. A

chi? test was used to determine differences on thé.demographic variables

between the two forces. With the exception of educational level, no
significent differences were found on the varisbles between forces. =
TABLE 2

_ THE DEMOGRAPHIC CHARACTERISTICS OF THE RESPONDENTS
“AS A FUNCTION OF THE RESPONDENTS' POLICE FORCE (IN PERCENT)?2

D etere et —

Demographic Variable .. Force A Force B Total ChiZ P

1. AGE (IN YEABS)
21 - 25 0.0 4.17 1.95

(o)l ( 3) ( 3)
26 - 30 25.61 36,11 30,52
' - (21) (26) (47)
31 - 35 42.68 36.11 39.61
' (35) (26) (61) - —~
36 - 40 15.85 18.06 16.88 ~

(13) {13) (26)

41 - 45 . * 15.85 5.56 11.04 |

. (13) ( &) (17) v

9.013 .061

2. SEX '
o
Male 92.68 98.61 95.45
. _ (76) {71) (147)
Female : 7.32 1.39 4.55
( 6) (1) {(7)
e ' - -
\ 3.105 .078
‘ )
™
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TABLE 2 (Continued)

Demographic Variable Force A Force B Total Chi2 P
3.  MARITAL STATUS
Married 91.46 94.44 92.86
. (75) (68) (143)
Not Married 8.54 5.56 7.14
{ 7) ( 4) (11)
0.514 N.S.
4.  NUMBER OF CHILDREN
None L\\ = Y71 .23.61- i 27.92
, (26) ¢ 17) (43)
1 8.54 20.83 14.29
L7 ~ (15) (22)
2-3 58.54 4  51.39 55.19
(48) - (37) (85)
4 or more 1.22 4.17 ~2.60
(1) ( 3) ( 4)
i 6.59 .086
&
5.  LENGTH OF SERVICE
5 0.00 4.23 1.94 et
{0 (3 ( 3)
6-10 46.43 46.48 46.45
(39) (33) (72) !
11-15 41.67 42.25 w194
- ‘ (35) {30) (65)
16-20 8.33 5.63 7.10
( 7) ( 4) (11)
21 or more 3.57 1.41 2.58
( 3) (1) (&)
/7 .
{ 4.65 N.S.
ﬂ
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TABLE 2 (Continued)

I e o
Demographic Variable Force A Force B Total _Chi2 P

6. PRESENT ASSIGNMENT

Patrol 40.00 57.97 48.32

(32) (40) (72)
Administration 10.00 11.59 10.74
. ( 8) ( 8) (16)
Investigations 27.50 . 18.84 23.49
(22) (13) (35)
Technical 5.00 0.00 2.68
(e.g. Ident) (4 ( 0) ( 4)
Youth Bureau 6.05 1.45 4.03
_ (5) (1) ( 6)
Other 11.25 10.14 10.73
(e.g., Tactical (9) { 7) (16)
Emergency Response) e
- — . -
7. EDUCATION -
. %
Less than Grade 12 0.00 0.00 0.00
' (0 (o) (0) ‘
Grade 12 or 13 17.868 . 48,610 ©32.05
(15) §35) - (50)
Any Community 23.818 26.398 24,99 | e
College (20) {19} (39}
Some University 39,298 22.22b 31.4)
‘ : (33) (16) (49)
University Degree 19.058 2378b 11.54
- (16) ( 2) (18)
L 24.03 .0000
8. DEGREE/DIPLOMA®
!
Community College®* - 65.00 90.48 73.77
(26) - (19) (45)
Bachelor Degree 22.50 0.00 14.75 o
Bachelor (Honours) 12.50 . 9.52 11.48
(5) o (2) - ( 7)

—

N _ '

T BN
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\TABLE 2 (Continued)

. e e e st st
— ——— v e e =

Demographic Variable Force A Force B Total  ChiZ P

9. DEGREE/DIPLOMA FIELD®

Criminal Justice 45.00 68.42 52.54

Related (18) (13) (31)
Arts and Sociel 22.50 7 5.26 16.95
Science (9 (1) (10)
Sscience and © 10.00 - 10.52 10.16
Cngineering . (4) (2) { 6)
Business/ 2.50 . 15.79 - 6.78
Administration (1 ( 3) ( 4) o~
Other , 20.00 0.00 13.56
: (8) (0) ( 8)
\ *
10. PRESENTLY TAKING ” “
UNIVERSITY COURSES
Yes - 19.05 11.11 - 15.65
' - - (16) (7). (23) .
No 80.95 . .88.89 .  84.35
S (68) . (56) _ (124)
/// ) - 1.72 N.S.
1 Raw numbers ére shown in parentheses. )
2 Within row values with the same or no superscripts do not significantly
differ.

3 ° Includes only those respondents who have completed a university or college
degree/diploma program.

4 Some of these community college graduates also have a university degree.

* Chi2 is notlg valid test due to a number of low cell counts. -

-
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The age range. of the participants was between 21 and 45 years.

-

Approximately 72 percent of the resgondents were 35 years of aée or
younger. There wére 147 males and .seven females. The vast ;ajority (93
percent) were married. Approximately 90 percent of the respondents had
15 years of service or less with ébproximately 46 percent having between
6 .to 10 years of service. The majority of the pérticipants.ﬁere assigned
'to either patrol (48.32 percent) or investigative duties (23.49 percent).
Force A had a significantly higher proportion of pOllCB officers
with at least some university education (58.34 percent) thap Force B
(25.00 percent): Eoth foéces haﬁ simi;ar proportions of officers with.at
least some collégé eddcation (23.81 percent for Force Aj; 26.39 percent
for Force B). A~6ignificantly higher pfoportion of officers in Force B
_‘—;'hﬁd“‘higﬂ school education only -(48;61 percent) than %orce A (17.86
percent). | |

Approximateiy 19 percent of the respondents from force A indicated

that they were presently enrolled in a university course compared to

11.11 percent of the respondents from Force B. With regard to type of

post secondary education completed, Force A had a-higher proportion of
respondents heving either a Bachelor or Bachelor‘ with honours degree
while Force B had a hlgher proportion of respondents with communlty
college ‘diplomas. The magorlty of the respondents from both forces

indicated that their field of study was -in the criminal justice area

(52.54 percent), followed by the Arts and Social Sciences (16. 95 percent) .

/ L
Science and Engineering (10.16 percent) and Buslness/ﬁdmlnlstratlon (6.78

percentj.
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Factors Influencing One's Décision to Obtain s University
Education as a Function of the Respondents' Police Force

Tables 3, 4 and 5 compare the extent to whih reference groups may

- A
influence_the decision to obtain a university educption. A significantly -
higher proportion of Force A respondents had family members with univer-
sity degrees (ChiZ = 4.36, p = .037);_ Force A respondents were also more
greatly encouraged by their Familx:and by the hanagement of their force )
to obtein a university education.. The respondents’ beers in both forces
encouraged taking university courses to some-extenﬁ.

TABLE 3
THE PROPORTION OF RESPONDENTS HAVING UNIVERSITY GRADUATES IN THEIR
IMMEDIATE FAMILY AS A FUNCTION OF THE RESPONDENTS' POLICE FORCE (IN PERCENT)
- e e 4_'"——1':.,7 —— e — — ot
University Graduates Force A Force B chiZ P,
in Family?
Yes - 47.56 ; 30.99 - o
(39)1 (22) - ‘
No : 52.44 £9.01
T . ' - (43) o (49)
, .36 .037
1’  Raw numbers are shown in parentheses. ,
| TABLE 4 . L .
ITHE PROPCRTION OF RESPONDENTS INDICATING WHO HAD THE. GREATEST INFLUENCE ON v

“ THEIR ATTITUDES TOWARD UNIVERSITY EDUCATION AS A FUNCTION. OF
THE RESPONDENTS' POLICE FORCE (IN PERCENT)

- v e g

Influential Source - Force A Force B ' thi ‘ P
Family R 10.39 9.23
: oo el . (6)
~ Spouse/Combination 6.49 ° 12.31°
' (5) ' ( 8)
Self p 54.55 67.69
(42) (44) - ]
High School Peers ° 1.30 0 3.08 . . 8
] | : (1) o (2). o
Fellow Officers . 5.19 C.00
- . ( 4) ¢ 0)
Force Management 22.08 . 7.69
17y {5)

*

Raw numbhers nre,qbnﬂg_in parentheses.
! chi2 is not a velid test due to the number of low cell counts.
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e TABLE 5 .
THE AMOUNT OF ENCOURAGEMENT THERESPONDENTS RECEIVED FROM VARIOUS SOURCES
AS A FUNCTION OF THE RESPONDENTS' POLICE FORCE! .

= =. —— —— ———— — e m— ==X
" Mean Rating
Source . ' Force A Force B{ -~ - F P .
"""_ ' {(n = 83)2 (n = 72) . —y.‘-._,g,,_‘__
Family Members © 3.80 - 3.36 . 1p.83 .0012
. o (n = 70)
' Force Management T 4.58 3.68 © o 33.5 .0001
- ' . X hhid .HA-‘_'"rP'

Peer Group 3.260 . 3,27 0.06 N.S.

‘ A * (n =80) (n = 68) .

1

1 = Greatly Discouréged;'z = Somewhat Discouraged; 3 = Neither Encouraged/

Discouraged; 4. .= Somewhat_Encourﬁggy; 5 = Greatly Encouraged.

. Sample size unless otherwise indicated.

The Percentage of UniJersity Courses Taken While

Serving as a Police Officer

The percentage of univeraity courses taken by those respondents

-

- having eny 'university education while serving as a police officer appear

in Taeble 6. This table showé that there’is 8 significant difference

between the some unxversxty group and the unlver51ty degree group (Chl2 =

22.127, p = .UDDl) The maJorlty of those respondents (67.39 percent) in

. : , : ‘
the some unlver81ty'group obtained 100 percent of -their education while

serv1ng as a pollce offlcer The majority of the respondents in the

unlver51ty degree group (77.78 percent) obtained 100 pencent of thelr
cducation prior to becoming a police offlcer. None from the university
A

degree group obtaingd 100 percent of their education while serving as a

police offjicer. Twenty-six percent of those respondénts in the some

, university group reported that all of their education-was-obtaiﬁﬁa'b}idr

to becoming a pblice officer.
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_ TABLE 6
THE PERCENTAGE OF UNIVERSITY COURSES TAKEN WHILE SERVING AS A
POLICE OFFICER' AS A FUNCTION OF THE RESPONDENTS' LEVEL OF EDUCATION

—— —

Percentage of University

e — et —— e —

Some University University, ChiZ(*) = P

Courses Taken _ Degree
0 - 26.09 © 77,78
PR : (12)1 (14) .

25 4.35 - 11.11

50 ' _ 2.17° .11l - ‘

B S (1) (2) : .

100 , 67,39 0.00
- (31) ( 0)

22.13 .0000

L Raw numbers are shown in parentheses.

(*)~~Ihg‘Chi2 analysis wes performed betweén those respondents who took either
0% or 100% of their courses while serving as a police officer because the
other‘bel{g_had an insufficient n.

)

Factors Influencing the Decision to Obtain a University Education
as a Function of the Respondents' Level of Education

Tables 7, 8 aﬁd 9 compare the extent to which reference groups may

have influenced the decision to obtain a university education based on

the respondents' educational “level. Table 7 shows that university

educated fespondents ,wére' more likely to have family members with T
. -

university degrees (ChiZ = 6.1, p = .047).
Teble 8 shows that few respondents attributed referent groups in
their decision to pursue university education. Most indicated that

attending university was e personal decision. Force management seems to
- »

have modestly influenced the some university .group in a positive way.

.,

Table 9 shows that the wuniversity degree g}oup received
significantly more .encouragement to obtain e university education by

their femilies then the some or no university groups, although, the ~some

[

gl
T
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TABLE 7

HAVING UNIVERSITY GRADUATES IN THEIR
OF THE RESPONDENTS' LEVEL O

F EDUCATION

s s - s e—————— g

Unive;sity Graduates No Some University .ChiZ P
in- Family? University University Degree .
Yes 33.33 - 42.86° 64.71
) (29)1 (21) (11)
- - N —_ - '
No 66.67 57.12 35.29
(58) (28) ( 6)
6.1 .047
1 Raw numbers are shown in parentheses.
TABLE 8

_ THE PROPORTION OF RESPONDENTS INDICATING WHO HAD. THE GREATEST INFLUENCE

ON THEIR ATTITUDES TOWARD UNIVERSITY EDUCATION AS A FUNCTION
. OF THE RESPONDENTS' LEVEL dF EDUCATION (IN PERCENT)

" — Pt

Influential Source No = Some University chiZ P
University University Degree -
Family 4.94 13.33. 25.00
( 4}l (6) (4)
Spouse/Companion 11.11. 8.89 - 'D;OU,
(9) ( 4) ( 0)
Self 60.49 57.78 68.75
(49) (26) (11)
High School Peers 1.23 4,44 . 0.00
- (1) (2) ( 0)
Fellow DFficers 4.94- 0.00 0.00
( 4) ( 0) ( 0)
Force Management 17.28 15.56 6.25
(14) (7) (1)
1 Raw numbers are shown in parentheses.

* Ch12 is not-a valid test due to the number of low cell counts.
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university grdup:regéiﬁed significantly more encourageﬁgnt than the no
university group (F = 32.42, p = -UUDl).. Although orly approaching .
siatistical gignificance (F = 3.03, p = 10514) the some university group
seems to have receiveg greater ehcouragemené by thei; peers to obtain a
university education than -the other two groups. All three groups
indicated that Fnrc? management strongly encourages pursuinq uhivereity

education.

TABLE 9

v e

THE AMOUNT- OF ENCOURAGEMENT THE RESPONDENTS RECEIVED FROM VAR{DBS
SOURCES AS A FUNCTION OF THE RESPONDENTS' LEVEL OF EDUCATION-:,

'=‘=;'l__ = - ————— A} === ==================
. Mean Rating
Soyrce p
No ‘ Some University F P
University University Degree
(n=89)°"  (n=49)  (n=17)
Family Members 3.238. ° 3.90P 4,59¢ 32.43 .0001
' (n=87) '
Force Management 4,10 31 "L 406 4,06 N.S.
Peer Group . 3.6 _ 3,46 - 3.12 3.0 - .0514
(n=85) ; - ' -
1 = Greatly Dlscouraged 2 = Somewhat Discouraged, 3 = Neither Encourageﬁ/

stcouraged 4 = Somewhat Encoureged, 5 = Greatly Encouraged.

Means with the same or no superscripts do not significently differ (p=.05)

3 Sample size unless otherwise indicated.

Respondents' Career Orientations .

Table 10 shows the rangings of the five Career Orientations the
fespondents.claimed to have when they first entered policing. The Self
Investor and Careeqist.categories received relatively few first ratings.
The Specialist and Enforcer categories received a greater number of first.

.ratings while the Social Activist categgry'receivea the greatest number

of first ratings. 4

-

e
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( TABLE 10

RESPUNDENTS‘ CONCEPTIONS OF WHAT THEIR CAREER URIENTATIUN NAS HHEN
THEY FIRST ENTERED POLICE WORK (IN PERCENT)L ’

st — — — —

o8]

Self : Social
Investor Careerist Specialist Enforcer Activist
S,
First Choice 11.38 8.13 20.32 26.02 34.15
(14)2 (10) ~(25) (32) . (42)
Second Choice 16.10 17.80 22.88 22.03 21.19,
: (19) (21) - (27) (26) (25)
Third Choice 16.24 . 12.82 28.21 24.79 . 17.95
. (19) (15) (33) (29) (21)
Fourth Choice 26.50 25.64 20.51 13.68 ,; 13.68
(31) (30) (24) (16) (16)
Fifth Choice® 29.91 35.90 6.84 12.82 14.53
(35) (42) ( 8) (15) (17)
1 Percentages are row percentages.
T A -
Raw numbers are shown in parentheses. '
Al ol
TABLE 11
- THE RESPONDENTS' PRESENT CAREER ORIENTATIUNS (IN PERCENT)1
Self - _ Social
Investor Careerist Specialist Enforcer Activist
First Choice 31.58 21.80 - 29.32 10.53 6.77
| (42)2 - (29) - (39) (14) (9
Second Choice 20.67 14.05 28.93 . 20.67  15.70
(25) (17) (35) (25) (19)
Third Choice 16.52 8.70 22.61 32,17 20.00
(19) (10) (26) (37) (23)
Fourth Choice 13,91 18.26  15.65 25.23 26.9%
(1) - (21) (18) (29) (31)
Fifth Choice 16.52 38,26 2.61 13.04 - 29.57
(19) (44) ( 3) (15) (34)
1 Percentages are row percentages. :

2 .
< Raw numbers are shown in parentheses.
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Table 11 shows the rankings of the five career oriéntatibns as they

apply to the respendents at the present time. -There is a noticeable

increase in first rankings For the Self Investors, the Careerists, and

the Specialists at the present time compared to when the respondents
'ﬁirst entered police work. Further, there is a noticeable aecreasé in
the‘ numbep of first rankings for the Enforcer and Social . Activist
éategories at the préseni time compared to when'thoée respondents first

joined the police force. Approximetely 32 percent of the respondents

indicated that their primary career orientation at the present time was

the Self Investor, while 21.80 percent 1ndlcated being Careerista, 29, 32

percent indicated being Spec1allsts, .10.53 percent “indiceted being

Enfércers, and * 6.77 percént indiCated that their primary cereer.

orientation was, the §ocial Activist. ) ,

The Demographic Characteristics of the Respondents
by Career Orientation

Teble 12 presents the demographlc characteristics oF the respondents -

by career orientation (The Career Orientations were. determlned by the
respondents' first choice at the present time). thi2 analysis shows no
' gignificant differences among the career orientations on <reapondEnta’

length of service or age. There are, however, significant differences
-

among the career orlentatlons with respect to ‘level of education (Chl2 =

12.20, p = .016). The Cgreerists, Specialists and Enforcers have a

significantly greater proportion of respondents with at least some

university education than the Self Investors br Social Activists. It is
also noteworthy that the Careerists have the * highest proportion of

respondents with at least some university education (68.98 percenf).

. .
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TABLE 12

THE DEMOGRAPHIC CHARACTERISTICS OF :THE RESPONDENTS BY
» CAREER ORIENTATION ¢IN PERCENT) '

;cial

s
—

Demographic ' Self
Variable Investor Careerist Specialist Enforcer Activist. Chi2 P
1. AGE (IN YEARS) -
21-25 4.76 0.00 . 0.00 0.00 12.50
( 2)4 ( 0) (o) . (O (1)
26-30 28.57 39,29 28.21 14.29 25.00
(12) (11) (11) ( 2) (2)
31-35 42.86 39,29 41.03 50.00  12.50 -
{18) (11} (16) (7 . (L .
36-40 14.29 7.14 20.51 28.57 25.00
_ ( 6) ( 2) - (8) { 4) ( 2)
41 or over 9.52 14.29 10.26 7.14 25.00
- ( 4) ( 4) ( 4) (1) ( 2)
i ) 16.071 N.S.
2. LENGTH OF SERVICE (IN YEARS) . '
! . -
5 - ., 4.88 0.00 ~0.00 0.00 11.11 -
( 2) (0) ( Ox (0 (1
6-10 36.59 .55.17 ,  51.28 - 28.57 22.22
o . (15) (16) (20) ( 8) (2)
11-15 _ 48:78 . 31.03 . 46.15 . 50,00 - 55.56
S (20) (9) (18) (7 - (5)
16-20 7.32 10.34 . 2.56 14.29 11.11
( 3) ( 3) . (1) ° (2) (1)
21 or over 2.44 3.45 0.00 7.14 0.00
| (1) (1) ( 0) (1, (0
' B 16.773 M.S.
3. EDUCATION
No University 69.05 31.03 51.28 57.14  77.78
‘ - (29) (9 (20) ( 8) (7
Some University 23.81 55.17 35.90 35.71 0.00
(10) (16) (14) ( 3) (0)
Degree .14 13.79 . 12.82 7:14 22.22 .
- (:3)_ . » (4) . (5) (1) - {2) '
12.2032 ,016

1  Raw numbers are shown in parenthesesQ

2 The Chi2 test was performed between the respondents having no universify and those
having any university {some university and degree) in order to increase the cell
sizes. . ' .
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Motivations for Dbtaining a University Education
Amongrthe Career Orientations

Table 13" shows the results of a group of comparlsona among the Five
career 6cientations on the respondents' primary motivgtions for obtaining
a university education while serving as a police o;ficer. There is oﬁly
one significant difference on the four different motivations. The Self
Investors, Cereerists, and Specialists all reported that promotion credit
_ motivated them to obtain a university education, ;ignificantly.more 80
than the Enforcers. Across all career orientations, subject interest and

increased Jjob  performance were generally cited as strong motivators to

-1

take university coupses while preparing for a second caree

. - .
- strongly rated.

k]

TABLE 13

r was not

THE MOTIVATIONS FDR OBTAINING A UNIVERSITY EDUCAWIUN AS A FUNCTION

2 . Meens with the same or no 3upérscript do not significently differ (p =

3 Semple size unless otherwise indicated.

-

-

.05).

< DF THE RESPUNDENTS' CAREER DRIENTATIUNl ‘ .
T " Mean Ratlng
Motivation Self ° Social - .
: Investor Careerist Specialist Enforcer Activist] F P
(n=6)3 (n=15) {(n=11) (n=3) "~ _ {n=1)
Subject. * 3.75 3.80 3.82 3.67 4.0 0.03 N.S.
Interest (n=8) :
Promotion Credit 4.00% 4,298 3.9p8 2.33b ——— 3.39  .0298
;(ﬁ=l7) (n=10) .
Prepare For 1.33 2.07 2.09 1.67 -— 0.84 N.S.
‘Second Career .
Help Do A 3.50 3.67° 3.30 3.33 4.0 0.91  N.S.
Better Job {(n=5) - (n=10) . -
1 = o Motivation, 2 = Little Motlvatlon, 3 =z Some Motlvatlon, 4 = Much MOthBthﬂ,
5 = Very Much Motivation.
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* The Desire for Promotion and Promotion-Expectationg
Among the Career Orientations . A

v

-Teble 14 shows the results on a group of comparisons among the five

career orientations an vaerious measures of promdtional desires and

efﬁectations. Almost all measures show gignificant differences. The

P »

'Followl g Flndlnga were observed: 1.  Across careér orientations,
reapodéznts generali& desired promotion to the next rank_to some extent.
-~ The Careerists, however, had a gignificantly greater desire to be
p:ﬁmoted to the next rankethan the‘SelF ;pvesfbrs: Specialists and Social
Activists. The Enforcers desired promqtioﬁ"td-a significantl? greater
extent than the-Self Investors (F = 6.40, p = .0001)."2. The Careerists
believed they were more deserv;ng of promeotion Followed by - th e
Speciallsts, the Soc1al Act1v1sts, the EnForcers, and thePSblf Investors
(F = 2'37,’;‘= .056). 3. The Careerlsts also indicated that they hoped
to reach- a significantly highex, rank thgn ghe'sélf Investors and.Social
Act1v1sts {F =.3.68, P = .007). 4. The Enfarcers had a highér
expectancy of reachlng their de31red renk than the other four career
orientations (F = 2.54, p = .043). 5. ’/bg_Careerlsts expected to
hxretlre at s hlgher rank than the Self Investors and 5001al Activists. (F =
2.85,.p = .026). 6. There were no differences among career orlentatlons
.in terms of the number of promotable years the respondents believed they
had left. Across all career orientations, the respondents reported
having/between B8 to 9 years of future promotion eligibility. 7. The
Careerists and Enforcers indicated the belief that they had a Iﬁighef
probapility than the Social Activists of being -promoted to the next fank
{F = 2496, p = .022). ‘8. Tﬁe Careeristé had e higher expectancy that

their qualifications for promotion would eventually pay off compared to

the Self Investors (F = 3.35, p = .012).
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TABLE ™14

3

LY

THE DESIRE FOR PROMOTION AND PRDMDTIUN EXPECTATIONS AS A FUNCTION UF

T et ittt

THE RESPUNDENTS' CAREER ORIENTATIONS!

ettt ——— bt Ry

b

= Strongly Agree.

6 Sample size unless otherwise indicated.

i Mean Rating
Promotion Self : Soclal ' i
. Variable Investor Careerist . Specialist Enforcer Activist; -F, P
.(n=42)b (n=29) {n=39) {n=14) ﬂn:?) ‘
Desire © 3,558 4.55¢ 3.878b 4.210c 3,788 6,40 .00DY

Promotion : _ -7 ‘ k
Deserve 3.12° 3.76 . 3.46 " 3,14 3.33 2,37 .056
Promotion . - T :

Desired ' 3,460 4,828 4.448b 4.468b 73, 44b 3.68 .007 __ -
Rank® (n=41) (n=28)  (n=13) 2
Probebility of  35.24D 40.00P 31.80P 58.578 35,560 2.54  .043
Reaching Desired ‘ 4
{In percent) . -
-~ ' .
Expected 2.42b 3.3g8 2.958D .3.0p8b 2.220  2.85 .026
Retirement Rank* (n=40) _ .{n=38) (n=13) : :
N s o :

" Promotable 8.13 8.59 9.37 7.77 8.00 0.45 N.S.~
Years : (n=40) \ (n=38) (n=13) (n=8). ‘
Probebility of  46.8389  .65.528 52.6380 67.692 37.78b . 2.96 .022
Reaching Next {n=40) (n=38)} (n=13)

Rank

(In percent)

Promotion 3.27P 4,038 3,688 3.8680° 33880 335 .012

Qualification3 (n=38) ' (n=8)

Will Pay Off? . -

1 Means with the same or no superscript do not significantly differ (p = .05).

2 1 = No Desire (for prombtioﬁf, 2 = A Little Desire, 3 = Some Desirgs 4% = Great
Desire, 5 = Very Grest Desire.:

3 1 =.To No Extent, 2 = To e Little Extent, 3 = To Some Extept, & = To a Creat
Extent, 5 = To a Very Great Extent.. ~ ' :

4 1 = Constable, 2 = Sergeant, 3 = Staff Sergeant, 4 = .Irfspector, 5 = Staff .
Inspector, 6 = Superintendent, 7 = Deputy Chief, 8 = Chief. '

Strongly Disagree, 2 = Disagreé, 3 = Neither Agree/Disagree, 4 = Agree,
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The Relationship Between Career Orientation and the Respbndeﬁts'
; Attitudes Toward Education, the Police Role, and Career
and Job Satisfaction )

[y

Tebles comﬁaring the five céreer dfientations.on attitudes toward ,
education fov variou;,poliée‘iséues; attitudes towérd,the police role,
and level oé‘cereer and job satisfaction are presentéd in Appendix H.
With the exception oF_a Few‘expecteq change.Ff%dfhgs, no significant

differences were ' found among the five career orientations with péapect°
.” T | ~— .
to: 1. attitudes toward education, length of service, loyalty end job

experience .for promotion consideration, 2. - the weights assigned to
. B
. L3N
various compaonents used in ‘determining promotion (i.e., seniority,
- — : -~ ‘e
. f i = . .
performance evaluations, education, research paper, examinations, or.:l

\\é—intérview board), 3. the extent to which education should be considered

- -

for promotion to different ranks, 4. the extent to which education is

A

related to performance,ls. thg’respoqdents' perception pf the police
role: and‘s. the level of the respondents! capeEr and job satisfaction.
Across the fiQe career orientafioné, the ;rebpondents gengfaliy
indicated that with fespgct to promotion: 1.° expériéﬁée, 1eng§h of
gervice, job pefFormance and loyalty should be givén primary
‘consideration for promotion with university education having little
consideration, 2.. the heaviest weights-in a groﬁotion system‘shou{d be
given to performance 'appraisals followed by examinations, formal
'intervieW"Eoerds,_seniority, eqqpation and research .papers, 3. education

. b ]
should be considered more heavily for promotion es the target rank

increases, and 4. university educated officers’ are receiving undeserved
.advancement.

With respect to performance, respondents across the five career

orientations indicated that: 1. the present minimum education
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Fequirement is enough for the perfézg:nce of the bolicé‘role,.z. street

experience and recruit .training is ﬁot'

Gugh, 3. - & university education

will not imprové police pefformanbe dn the'ﬁhole, 4, ‘péraonality.anﬂ

attltude,’experlemce, common sense, and tralnlng are more important than

a unlver91ty education in perFormlng a varlety of pOllCE functlona,

T although a un1vers;ty educatibn was perce;ved as beneflc1al for Fighting 

-

commercial crlme, computer crlme, and worklng in 'the admlnistrative
areas. Edﬁcatlon wag/glso seen as a method by which to professionalize

the police.. - . : .

The respondenté-;croés all career orientaiions also indicated that:
13- order mainténag;E“TS'ﬂn'important roLé of thé p;Iice, 2. the"ppimé
resphn;ibility of éhe ﬁblice is not nec;ssarily cfimq control, 3.;'hrd;h?

~

malntenance work is g source of Job sat1sfaction, 4. they .have a.high .

level of career and job satlsfactlon, although, there is some indication

'

" that the Self Investofs find their work legs rewardlqg

v - . : _.\_ v

The Relationship Between the Respondents’ Level of
Education with Length of Service and Age

-
N

. . . s
The move to improve the educational lével of police officers is
fairly recent. Many police forces are acEively recruiting individuals
with a higher level of education than before. This will result in older

police officers having éomparatively_less formal education. This raises
. “ - re

R ¢+

the issue of the relationshiﬁ between education, length of gervice and

age. In order to determine if 1evel of education was a ;;Dxriate of age

.or length of service, correlations were calculated among educatigh,

length of service and age. There were " MO significadt correlations

between education and length of service (r = loaz, p = N.S.) nor

education ang4é99 (r = .133, p = N.5.). Therefore, since neither age nor
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length of service are related to educational levely ége and length of
gervice can be ruled out as contaminating covariates when education is
examined as an‘indepéndent variable.

-

Motivations for Obtaining a University Education = -
Among the Levels of Education _ S—

&
Tablé 15 shows thé results of a group of compgrisons of the three
educational levels on the respondents' primery motivations for obtaining

2 university education while serving as a police officer. Since the

—

majority of the university degree group obtained their 'education prior to

.

ﬂbccoming a police officer, most respondents in this group are not
= ‘

—~—c,

represented in these results. Only cne signifiéant F value was found.:

Compared to the some wuniversity group, the university degree grbup

reported that subject interest was not the primary reason -for taking .

university courses. Instead, like the other educational groups, their

primary motivation for teking courses was to gein credits for promotion.

Across educational groups, the respondents also indicated that they did

not take courses to prepare for a second caféer, and "that to some extent,

helping them do e better job motivated them to také COUrSES.

The Desirg.for Promotion and Promotion Expectancies as
a Function of the Respondents' Level of Education

Table 16 shows the comparisons among the three levels of éducation

"on the various measures of -desife for. promﬁtion and promotion
expectations. The only significant differences were found on "Desired
Rank" and "Expected Retirement Renk". - The some university and univefsity
degree groups generally wanted to aéhieve a higher rank (in the Inspectpr
"to Staff.lnspector range} then the no university group (in the Sergeant

to Staff Sergeant range) (F = 5.80, p = .004).  In eddition, the

]

e
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. ' TABLE 15

. ‘ _ |
THE MOTIVATIONS FOR OBTAINING A UNIVERSITY EDUCATION,AS A FUNCTION
OF THE RESPONDENTS' LEVEL OF EDUCATION!,2 -

JR P ——— —— — — — —— — ——— — - Aal— S T T T T T S S— - -
= = ====== === S=== = TmEEssTSETEoS==s

“'Mean Rating

Motivation No University3 ©  Some University University'éegree _;?““” P
" (n=3) ' (n=35) (n=5) :
* Subject . 3,618b ) 4,068 - - 2,600 5.93  .0056
Interest ' ‘ ' $ .
Promation . 4,67 B 3.82 4.50 1.40  N.S.
Credit RV .
Prepare for - 1.67 : 1.94 ' 2.2% 0.25 N.S.
Second Career : : ,
JHelp do a - 3.00 - 3.72 | 3,00 1.59  N.S.

Better Job

1 1 = No Motivation, 2 = Little Motivation, 3 = Some Motivation, 4 = Much
Motivation, 5 = Very Much Motivation.

2 Means with the seme or no superscript do not significantly differ (p = .05).
3. May be presently enrolled in a university course.

-

J .
university degree or some university groups expected to retire at a

higher rank (Staff Sergeant) then the no university group who ekpected
to retire as Sergeants (F = 7.96, p = .0008). Across all educational
groubs, the L;espondents éenerally indicated that they wished‘ to be
promoted to thé next. rank, -that they deserved promotion, and- that they
believed that tﬁeir qualifications for promotion would eventually pay
off. Respondents across all educeational levels generally believe that
they have rougﬁly the same chance to reach their desired rank or the
next rank. The respondents across the three educstionel levels

indicated that they had approximetely the same number of years in which

they considered themselves promotable. \
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TABLE 16

THE DESIRE FOR PROMOTION AND PROMOTION EXPECTATIONS AS A FUNCTION
OF THE RESPONDENTS' LEVEL OF EDUCATIONL

’E

ittt — e B SR==== b —t— —p—t : —:::::'—'i::::..:-._
- : Mean Rating
Promotion +
Variable No Unlver91ty ~ Some University University Degree F. P
' (n=89)6 “{(n=49) {n=18)
. -\
Desire Promotion2 3.90 C 42 4.22 1.48  N.S.
Deserve Promotion’ 3.33 - 3.20 o .44 0.45 N.S.
- ’ . i)
Desired Rank% 3.75P 4.698 ' 4,728 5.80 .004
' : . . . 4 -
Probability of 39.10° 33,06 - . 43,33 7  1.14 —N.S.
Reaching Desired ' N
(in percent)
Expected ' 2.600 - 2.940 3,948 7.96  .0005
Retirement Rank® {n=87} | (n=48) (n=17)
Promotable 8.33 8.76 | 10.72 . 1.62  N.S.
~*ears (n=87) (n=46) :
" probability.of 51.26 54.89 66.67 1.98  N.S.
Reaching Next {n=87) (n=47) .
Rank (in percent) :
Promotion - 3.52 3.76 - . 3.78 1.22  N.S.
QUBllflCEtlonS (n=88) {(n=47) .
Will Pay 0f 2 .
1 Means with same or no superscript do not signfficantly differ {(p = .05).

1 = No Desire (for promotion), 2 = Little Desire, 3 = Some Desire, & = Creat,

Desire, 5 = Very Greet Desire.

1 = To No Extent, 2 = To A Little Extent, 3 = To Some Extent, 4 = To A Great
Cxtent, 5 = To A Very Great Extent. '

Staeff Sergeant, 4 = Inspector, 5> = Staff

1 = Constable, 2 = Sergeant, 3 =
= Deputy Chief, 8 = Chief:

Inspector, 6 = Superintendent, 7

1 = Stron@lf Disagree, 2 = Disagree, 3 = Neither Agree/Disagree, 4 = Agree,
5 = Strongly Agree. M

Semple size unless otherwlse indicated.



- -.95 -

’ -

Attitudes Toward Education, Length of Service, Loyalty .

and Job Experience. for Promotion as a.Function of the
Respondents' Level of-Education

Teble 17 compares the three educetion groups with respect to the

value placed on verious measures dealing with promotion.

A .
THE RESPONDENTS' ATTITUDES TOWARD EDUCATION, LENGT
EXPERIENCE FOR PROMOTION AS A FUNCTION OF THE RESPON

—— e Sy S . S o . S S S S ] S S

TABLE' 17

o e e e e . S S ] S s

e et

——— .

This table

H OF SERVICE, LOYALTY AND
DENTS' LEVEL OF EDUCATIONL,?

—1—

Mean Rating

Question

Y.

No University
(n=89)>

Some University
(n=49)

University Degree
) (n=18)

——t

e
Length of service
and loyalty -
should ‘be
considered
heavily

University
graduates should
get advancement .
priority '

University
educated get
undeserved
advancement

Force should
reward experience,
hard work and long.
loyal service

University
education should
be weighed
heavily

. Force should
reward university -
educated

3,098

.1.98P

3.528

(n=88)

4.448

2.1gb

2.11b

3.088

2.29°

3.418

4,458

2.43b

2.438D

2.28

2.948
2.11b -
3.78b

3.06%8

2.65%

»

4.23

10.94

17.77

5.77

7.29

3.95

016

.0001

.0001

.0038

.0009

.0213

1

1
S =

Strongly “Disagree,
Strongly Agree.

2

Disagree, 3 = Neither Ag}ee/Disagree, 4 =

Agree,

Means with the same or no superscript do.not significantly differ (p = .05).

Sample size upless otherwise indicated.
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ahows an interesting pattern. , On every measure, the university degree
: h :

group significently differed from the no university or some university

groups.

.

The university degree group placed less value on sﬁch factors as
length‘kof service, loyalty and- job experience for promotion and

advancement than the other two groups. In eddition, the university

degree group provided stronger endorsement for university® education as a .

factor used in determining promotion and advancement then the no

university or some university groups. It should be noted, however, that

degpite the stronger endorsement proQided by the-university degree groups

 for the measure thet "University education should be weighed heavily (in

the” promotion’ system)", the mean rating from this group suggests that in
general, they neither agree nor disagree with the statement. Further
examination of. the data concerning this meaéure, however, shows that a
bimodal frequency distribution exists in the respongé pattern given by

the university degree group. Table 18 reveels that the university degree

f - )
group was divided into two distinct groups on this measure with one gfoup

indfﬁeting e more positive attitude towsrd university education than the
other. Very few respondenfs, in Fact, indicated that they nelther égreed"
nor disagreed with the statement. In addition, although <not as
pronounced as the previous meesure, possibly due to th;’wopding used, a

similar distribution was found emong the university degree respondents

for the meessure "Force should reward university educated.” This

distribution pattern did not &ppear for the other measures or other -

education groups throughout the s udy.\\\'d,-ﬂan’/

Further examination of Table 17 shows that the no university and
some univergit& groups believe to a greater extent than the university
degree group that university graduates are receiving undeserved

advancement.

\
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" TABLE 18 -

' THE FREQUENCY- DISTRIBUTION OF RESPONSES GIVEN BY THE
UNIVERSITY DEGREE GROUP

- e v e et —-

| + v :
Row percentages are indicated in parentheses.

The Weights leen to-Various Components of a Promotion System
by the Respondents’ Level of Education

/_.

Table 19 shows the- comparisons among the three education groups on
the desired compbnents in a promotion system. There were significant
differences on two components. The some university group indicated that
less emphasis should be given to performance gppraisals than the no

. . ~— e
university group. The university degree group did not significantly
differ from the ho or some university groups, but it is noteworthy tha£
the university degree group ailocated‘féwer points to the performance
appraisal than the no gniversity gfoup. In addition, the university
degree group indicated that more points should be given for education
than the no university group.

The Extent to Which Education Should be Conaidereddror‘

Promotion ‘to Various Ranks as a Function of the
Respondents' Level of Education .

Table 20 presents the comperisons among the three education groups
on the extent. to which education should be considered for promotion to
various ranks. With the exception of Chief and Deputy Chief, there is a

=
significent difference’ among the groups for promotion to all ranks.

Question - & Stpnngiy Disagree Neither Agree Agree Disagree
- Disagree - Nor Disagree
University education should be .
weighed heavily _ 0 ' 9 2 -4 3o
. - (o0l (50.00) (11.11) (22.22) (16.67)
:Force should reward university ‘ - .
education 2 . .B 2 4 1
(11.76) (47.06) (11.76) (23.53) ( 5.89)
1



-~ 98 -

TABLE 19

THE WEIGHTS GIVEN TO PROMDTION COMPONENTS AS A FUNCTION UF THE »
'RESPONDENTS' LEVEL .OF EDUCATIONI -

education should be strongly considered. -

x

) R i Mean ;;tlng T ) T
Promotion . -
Component No University Some University University Degree F P
' (n=86) (nz48) (n=18)
Performance 37.978 31.040 33.878b 4.07. .0189
Appraisal : ‘
Examinations . 19.42 ., 19.06 18.61. 0;09' N.S.
Interview P 13.46 14.69 15.56 1.03 ° N.S.
Education 10,580 12.158D - 15.008 3.75  .0259
~ Seniority ™ 13.22 14.94 11.94 1.32  N.S.
Research Paper 2.67 £ 2.19 3.33 0.50 f N.S.
Other Points 2.67 5.31 1.67 1.73 N.S.
l Means with the same or no superscript do not szgnlflcantly differ {(p = .05).
. »
The -Deputy Chief rank did, however, approach significance with F = 2.69, .
‘p = .0709. With .the excepﬁion of Chief, the university degree group gave »
greater_weight to university eduéation as a means of deciding promotion
to the various ranks than the other two grouﬁs._ At the Sergeant rank,
the some universityggroup gave significantly gfeater weight to university
education than.fhe no university group. Across all education groups,
greater weight was given to education for detefmining promotion as the
rank increased. %t the Deputy.CHieF and Chief ranks, it appears that tHe
respondents across the three educetion groups ~generally believe that .ﬁaé;
i

e

n
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- TABLE 20

IU VARIOUS RANKS

e e At Sk

—e e

Mean Rating

1. compared to the university degree group, the other two groups more

.

[ S

strongly believe that university educated officers perceive themselves as
being more. superior to the others, 2. the no university group more
strongly believes that the ;education issue . is political than the
university degree group, 3. 'thé universitf deéree gfoup is more positive
in their ratind that university education has overall value Forﬂpoliée

forces, 4. the university degree end some university groups more

/

Rank No Unlver51ty ‘Some University University Degree F P
(n=87)7 (n=49) (n=18) .
Corporal 1.55P 1.83P 2.618 13.11  .0001
(n=86) {n=46)
Sergeant L6 2040 2.938 18.30 - .000L
Staff Sergeent 2.09b 2.35b 3.178 13.28  .0001
Inspector 2.64D 3.06b 3.508 '8.07 .0005
Superintendent 3.060 . 3.usb ) 4.0p8 6.96  .0013
* Deputy Chief 3.570 . EX LI 4,178 2.69 0709
Chief T 3.71 3.98 411 1.24  N.S.
I 1 = To No Extent, 2 = Ta A Littlé Extent, 3 = To Some Extent, 4 = To A Crest
Extent, 5 = To A Very Great Extent.

2 Means with the same or no superscript do not significantly differ {(p = .05).
3 sample size unless otherwise indicated. /

Value Placed on Education, Length of Service and Loyalty for

P011c1ng as a Function of the Respondents' Level of Educatien

Table 21 presents the comparisons among the three educatlon groups
on attltudes toward edubatlon, length of service, and loyalty. Five |
significant F values emerged on these measures. These include:
o
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TABLE 21

THE RESPONDENTS' ATTITUDE TOWARD EDUCATIDN, LENGTH OF SERVICE AND LOYALTY FOR
POLICING AS A ﬁgNCTIDN OF THE RESPONDENTS' LEVEL OF EDUCATIONl, .

e el ———— o ot
+—— ——t—t— i

Mean Rating

ﬂuesfion No University Some University University Degree F P

(n=89)> . (n=49) (n=18)
Loyalty and ¥ 2.98 -2.77 . 2.61 1.47 N.S.
dedication (n=48) _
VYeterans ‘ 2.40 . 2.47 2.29 0.22 N.S.
[ducation is not 2.40 2.31 . 2.18 0.39 N.S.
overemphasized (n=48) ' (n=17)
Loyalty is e ‘ 2.34 2.18 . 2.12 1.17 N.S.
promotion " : (n=17) -
smokescreen : : Ce
University : 3,279 3,028 " 2.06® . 13.07 .0001
educated feel (n=88) .. (n=47Y . .
guperior
Police 2.728 . . - 2.40%b 2.060 4.57 .0118"
education is e (n=88) (n=47)
political
exercise
University 3.27¢ 3.69b 4,248 11.90  .0001

education has {(n=48) - (n=17)
overall value :
for policing

University 3.24b 3,738 ' 3.888 7.3 .0011

education _ (n=17)

upgrades and :

professionalizes 1

Police 4,528 " 4.470 . 4.06P 3,70 .0271

professionalism {n=47)

1 1 = Stromgly Disagree, 2 = Disagree, 3 = Neither Agree/Disagree, &4 = Agree,,
5 = Strongly Agree. ~ '

[

Means with the same or no superscript do not significantly differ (p = .05).

i,

Sample size unless otherwise indicated.
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_strongly beling that a university education would help professionalize

policing then the no university group, and 5.° the university degree
™

group consider themselves to be more committedxﬁo police professionalism
than thelother two groups. ‘

Across the thbeg groups, thé_respondeﬁts generally indicated that
loyalty and job experience is positively related-to length of service and
that loyalty is not a.smokescreen to promote seaior officers.

Attitudes Held Toward Education-and Experience on Job Perfarmance
as a Function of the Respondents' Level of Education

Table 22 combafes‘thé three education groupsa on attitudes'toward
education and job experience. There are significant F values on almost
all 6? Ehe measyres- Overall, the university degree group provided a
more pﬁsitive indiée£ion_%hat'é university.egucation enhanced pérfﬂrmance
than the no or some university groups. The no and some university groups

more strongly endorse instincts over education than the university degree

group. The no and some university groups. also provide' stronger

~ endorsement of the.current minimum education standard {(grade 12) than the

university degree group.
The university degree and some university groups believe mare
strongly than the no university group that a university education:

1. helps pol}ce officers to develop a better awareness of what goes on

around them, 2. enhances one's ability to function in e complex society,

3, increases one's understanding of human behaviour, 4. better enables

one to tolerate differences and ambiguiﬁies,_ 5. gives one a better

understandihg of the causes of crime, and 6. better prepares one to
evaluate situations and arrive at a balanced judgement. Further,

4
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C L TABLE 22 .

THE RESPONDENTS' ATTITUDE TOWARD EDUCATION AND EXPERIENCE FOR J0B PERFORMANCL.
- """AS A FUNCTION OF THE RESPONDENTS' LEVEL OF EDUCATIONI,Z

B e

ot 1 ——
——— —ts ——t—1

Mean Rating -

e By ettt pr—ii—d—d— b ——
T e e S S . S

. Question . No Universjty Some University University Degree F o P
3

{n=89)

(n=49)

(n=18)

Instincts are |
more important
than education

Recruit training
and street
education is
enough

University
education
' develops

awareness

Minimum force
education
requirement is
enough

Street
experience is
enough

University
education helps
one functiom in

a complex society

University

education Relps
one understand
human behaviour

"University
education helps
‘one tolerate
differences and
amQ}guities

University
education helps
one understand
the causes of
crime

[N

2.888

1.71

2.28C °

3.268
(n=88)

1.86
(n=88)
1.-90b

(n=88)

1.90°

1.87¢

2.07b

2.558

.45

3.04?

3,178
{n=47)

1.83
_(n=47)
2.498

(n=43)

'2.588 -

2.45D

2.588

1.82P
(n=17)

" 1.53
(n=l7)

3.658
(n=17)

2.39D

1.83

2.788

© 2,948

3.178 -

2.788

LES

11.48

3,10

16.)2

5.72

0.06

17.49

16.82

22.84

7.44

.0001

.0481

.0001

0040

N.S.

.0001

.0001

.0001

.0008
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TABLE 22 (Contin

AS A FUNCTIUN OF THE RESPONDENTS'

ued) '

ATTITUDE TOWARD EDUCATION AND EXPERIENCE FOR

LEVEL OF EDUCATIONZ,

——

Hean Ratlng

fog PERFORMANCE

Question No Uﬂlver81ty Some University -University Degree F P
(n-89) (n=49) (n=18)
University - 1.82b 2.358 2,678 13.04  .0001
educetion helps -
qne eveluate
situations
University 1.83P 2.13P 2.61¢ 8.06 .0DD5
educated have
improved
personality *
characteristics
University 2.12 2.21 2.06 0.21 N.S.
education
provides advanced
knowledge of
police work
University 1.920 _ﬁx\K\J'Z.le 2.948 13.40 _.0001
graduates take
more initiative R
University - T 1700 2.00P 2.508 11.31  .0001
graduates are’ (n=88) -
better leaders
1_ 1 = Strongly Disagree, 2 = Disagree, 3 = Neither Agree/Disagree, 4 = Agree,
5 = Strongly Agree., ‘
2 Means with the same or no superscript do not significahtly differ (p = .05).
3 Sample size unless otherwise indicated.

A Y

compared to the other two groups, the university degfee'group is more

. positive about rating university graduates as leaders.

-

Across the three groups, the - respondents generally indicaeted that

job experience, street education and recru

Il

for becoming effective police officers.

- !

N\

it training are not sufficient

e
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Tableq 23 through527‘compare the three groups o% the‘extent to which
they believe that‘the attributes of experience;‘commPn sense,‘univgrsity
educatiohy personality end, attitude, and trai%ing \are related to the
performance of a number of police functions. No ;ignfﬂicant differences
were round among the eduéation groups with respect to egperience;.common

_sense, personality and etti;ude, and training. A number of significant
differences were found, however, among the education groupS'on.perForming
various police functions, as related to the nged for a ‘university,
education. Overall, the university degree group indicated\'ﬁhat- a
university education is mcre strongly related to‘perfogming the vép}ous
police functions then the some or no university groups. The réspondenta
acroés all educati;n groups indicated that a university education was

strongly related to conducting commercial crime .investigations or

preparing budgets.
s

Attitudes Held Toward the Police Role as a Function of the
Respondents' Level of Education

Table J?B éompares the three education groups on attitudes toward
some measures of the police role. Thefé were no significant differences
found among the three groups on any measures dealing with the order
maintenance roles. The measure dealing with crime cogtrol diq approach
significance (F = 2.90, p = .0583, however, qnd there is some indication
that the university group less strongly endorsés the role of the police
as being solely crime contrel. The university degree group, however,
rated helping victims or citizens as being less rewarding than did the

L .
other two groups. Across all education groups, the respondents generally

indicated that much of their time is taken up with order maintenance

B



-.105

r

.

-palBaTPUT 8STMIAYI0 SSITUN 22718 afdues X

or

o *(g0° = d) 181J1p ﬁu:mGCcmaw jou op jdiiosiadns ou JO BLBS Y] YITM SUBDH z
+3jua3ix3 33y A1ap ¢ O] = § “juaix3 jearg y o)l = .ucmuxu swog 0] = ¢ ‘ueIx3 A[NTI ¥ O = Z ‘ueIx3 on O} = L L
‘S°N 1A ZL'g A f2°Y syabpng buriedsiy

s . i
SN 152 veg | oy'y ) BL°Y siaded pajeiaa Aatrod GuyITaN
"S°N (6. - 0o°y £L°% ’ gL'y w futurea) woolasse]d Buiinnpuo)

. R .
*S°N ' D£°0 DSy v Ly'y 6{"% ) SWIoTA pue S95SAUYTH DuTMaTAIaU]
*S°N gL 0 BL" S 18°¢ 68°¢ ’ s3l10daa Juapraut BuTITIM
“S°N 08°lL L9°¢’ £8°¢ 60y JapiosTp pue ssauTpuod Burpiebal sjureTdwod 03 butpuodsay
"G°N ta*l m......m 90°% 96°¢ A31TRa0w orignd DUTATOAUT S3WIID burqjebrisaau]
*S°N BD"0 £8°¢ L't ! £L°¢ ] . swrya A3zadoad mcﬂwmoﬂumuém

. . .
*S°N gz o0 £y _. 9n*y 65 sucsaad 3SuTEDE Sawran snoTaas ButyebrisaAu]
b . ) E
“S°N 98°0 yhey , 99y ) 95 ! suotyetiobou abejsoy
|

"S°N 12'0 AL L'y o, oL*% ' suotjebrisaaut awrao zajndwo)

. (8v=) . . S
*S°N 6L°2 1Ly AL L8 " s ﬁ} UOT38OT4TIUIP]T

.— {By=u) L |
. SN 9L BZ*y ey LLty - suotyeb1isoauT Bwrao [etdiawwO]
(6%=v)
‘SN Bs*2 LL°Y sy YA suorjebrisasut Bniq
: (69=Y)
_°S°N ;1 A an"y ’ ] ey L0y ’ sejndeep (Buosiadiajur Dutrpuey
‘ (81=4) (Ly=u) ¢(L8=v) uor3auny
d 4 aaibag A3153aATUN A1TSI0ATU[ BWOS Aj1s519ATUN ON
Fs - A
butymy uBay .

LS EESSCSSSSSSRESSES ""“""”“""“""ﬂ"“"ﬂ""l"“ﬂﬁllill""lllllﬁl|II|IIII||||I|I|ISI||IHu""ﬂlll‘ll||||1|||lTI""“"”Ilfll“""H“H"“""""HH"H"H"""“HN"""“

€2 AVl

-



- 106 -

- P - .- - - - - .

“(g0* = n_.u 3a)Tp AT3uBotjTubrs -qou op jdylosasdns Ou J0 Jwes 8y YITM SUBDY z

*jualxy JBaln AIsp Y 0] = § fJualx] lesin y of = ¢ ‘juaix]

awog 0] = ¢ ‘JuUEIxX3] ATIITI ¥ AL = 2 “Uapxg oN ol = L -

s3abpng ..mc?mamum

*S°N $6°0 €€ £9°¢ . (T4
SN a0°0 66°¢ 68°¢ 06 sxaded pajetal Aorrod BuyrjTapy
*S°N S0°D- 19°¢ ‘ . 99°¢ L9°¢ Bututeay wooassela buryonpua)
(9y=1) .
"S'N §€°0 0oy LE*y SL % ; SWTOTA PUB SEES3UTM DuTMaTalaju]
. ¥ )
‘SN £0°0 0s°¢ Sh'g g s]30dad Juaprout ButiTay
L d . - L '
5N €6t Ll "t T4 ‘Cury JaplosTp pue &saulpuol Butpaebal sjure (duod o3 DButpuodcoy
' ) ' &
“S°N L £8°¢ 4 06" ¢ A317RI0W 277gnd BuTATOAUT BBWTID BuTyBBIISAAU]
‘SN ve'o L9°¢ A 6L°€ awria Ajledoad Gutiebrysaaur
"S°N 65°0 a0y L2ty 'y * - suosiad jsutebe sawrio snotdos ButiebrisgAu]
- "G°N 60°L LU 09°% L9y ’ . ﬂ? suotjeijobau abejsay
. . (8y=u) .
"S°N LL*D - 3¢ ,GEE : £L°¢ suotjebrisaautl awrsa lajndwoj
fr(l\
{8=u) . '
*S°N Z0°0 6£°¢ ' Iy°g * gLg . LOTIEDTITIUIP]
: (89=4) . :
*S*N s£°0 05 *¢ Lt - €£9°¢. suoriebrisaautr surtio Amﬁuumec.hou.
) .
. (6v=4) . .o ;
*S°N £0°0 BL € y8*¢ o ¢ suoyiebrysaaut bnig
.r - . .
_ - ey (t8=u)
“S°N ¥0°0 Wy £9°y iy r sajndsTp [euostadaajur buiipusy
L (g1=) (Ly=U) ¢(98=v) uoTIOUN 3
d | asabag 535.3:: . A3T833ATU] 3wOg A3TSI9ATUR} ON
buriey ueay LT Ca
.N._.zc:c.u:au 30 73A3 \SINIGNGSIY 3L 30 NGILINNSG ¥ SV SNOILINNA 30170d 'SNOINVA 01 @IV13Y SI 35N35 NOHKODJ HOIHM Q1 IN3IX3 i




#-juaix3 3B3IH AJ3A ¥ O] =

+(¢p* = d) 38T

p Arjuearjrtubrs jou op 1d110839dns ou 30 SwES Y] YJTM SUESIN z
¢ fjuajx3 318219 ¥ Ol = y ‘3ueIx3 awog o] = ¢ ‘FUIIXI AN ¥ 0L = z ‘jusxg oy ol = L -

<pajBOTPUT ASTMIBY}D SSITUN TS 8 1duus $

*S°N 65°1 gl L5 ¢ 1z°¢ . s3sbpnq Butiedaly
- . .
££00° %6°S e76°€ qets’t qs0'€ s1aded pajerad Aarpod burivin
6v10° <y el?’t qell’€ qtt’2 butuTEJ] WODISSELD ‘Burjanpuo)
(99=) ‘ .
000" F4 03 gtl’e amm._. nt..— SWIIDTA PpUB S3SSIUYTH BuTMaTAda Ul
’ 600° 0g*y o82°¢ vz Q2€°T . s130d51 uapraut BUIITIM
1000°. 8Lzl ell"2 n_—m.r nan._. Jap3IoSTp puUE mmwcsxou butpiebaa sjutedwod o3 butpuodsay
Loo0* 9¢°1L 295°2 n_Na.N/ nmw._. Ky11eiow o17gnd BuTAJoAUT Sawlld buijebrysaau]
B8£00"° 6L°S A oLt g9t awraa £3iadoad Guljehijysasug
7.00° FA1pg g96°e nm:.w nnm.w suosiad jsurebe qu.:u sno1dos Buijubiisaauf
. ¢ : ,
! iu0° 0L ef8’e q99°2 qbb"2 suotjeriobau abelsoy
o
— “S*N Lz°z gy 1158 g AL suo17ebrjsaAut awila 1ajndwo)
] - ’
- (By=U)
"SiN £9°0 - £9°2 BL 2 L3/ uDT}EITSTIUAP]
(8y=u)
. ¢ein” h'y el9°€ nmr.m. q8°2Z guoT3e6Y]8aAUT BWTIO [ETIISWW0D)
{ew=4)
5Z00° 0z-9 pZl'e gbs "L qlsL suot1jebiisaaut bnag
(65=1) -
8200° Li°9 eY7°C T qDE° QL") sajnde1p TBUOsIadIajuT BuTTPUBH
(gL=u} (Ly=u) ¢(98=u) uoy3zouny
d 4 oaibag A37BI3ATU( AjTsaaatuf) suog A1T83IaATUN ON

.N._.zc:c.u:ou 40 13A37 (SIN3IONOJS3Y 3H1 30 NOILINNA

Gutqey usoy

sz Imvl

v SV SNOIIINNJ 30110d SNOI¥VA 01 @1Iv13¥ SI NOIIVING3 ALRSHIAIND HIIHM GL INJ1X3 I



~-.108 - *

*(gn* = d) 3s43Tp AT3uearyTubrs jou op JdyIosaadns ou Jo awes Ay YITM EUBSH

e e ptmeesq e W Lt wew p o v vl %

Z
*juajx3 3219 AJap y 0] = ¢ fjua3x] 3Balg ¥ 01 = § fJu8IX3 SwOg 0] = ¢ “UIIXT ITIITT Y O} = Z fJuajxz oy oL = | 1
) (sB=u)
‘S°N 60°0 L9°¢ 1A $5°2 s3abpngq buydedaly
‘5N Yo'l 65°¢ 86z 10°¢ siaded pajeral Aorrod Gurjvam
{sa=4)
*S°N £2°0 2Ly * 9Z° LL'y Bututea] woolssala Burjanpua]
(vy=4)
*S*N £5°0 L'y rAA 80°n 4 ) SWTJ3TA pUB EaBSAUYTH BuTMATAI3U]
*S*N oAl 96 2 B8g 2 ! 662 ! sj30daa quaprout But3Tam
- “S*N ££°0 og*y gLy oy JapaosTp pue seauTpMod burpaebas sjuteTdwoo o3 butpuedsay
"S°N £6°0 LAY (17d'S . 05°¢ A3rgedow arygnd Butatoaut svwrsa butjubrisaaul
**S°N 22°0 s0°¢ plLe¢ .ﬁ £0°¢ awtaa k31ado1d Buyjebriseaut
o . h
*S°N 38°0 £8°¢ £6°¢ (A L€ . supsaad jsurebe sswras snotvias bButrjebrisaaug
‘S°N- 0L°0 vy 89y LSy . suntjerjobau abejsopy
*S°N BE°L £€8°Z 19°2 9z suoTyebT jsaAUT BwTJd Jajndwo)
’ ) (gy=u) ¢ . )
sS°N &1L 76°2 L9z 9¢°Z uoTIEITYTIUIP]T
. (8y=u) .
SN WD 00°¢ 862 i hrA L guocr]ebrisaAut awraa [erolawwo]
_/. ) - :
- r R .
' (64=u) .
"S°N 89°0 |/ A 9Z°'¢ L suoijebrisaauvtr bnig
(69=4) )
"S°N ov°L Iy 6L°% Lot sajndstp euoszadiajur butipuey
(81=v) (Ly=y) . ¢(987u) uoT3aun 4
d 3 sa1baq A3rsiaatun * A31833ATU BWOG AJTSI3ATU ON . .

FTCCEEEEEEESSSSSSSSSEESSSERESICoIZISSSSEEEC

) 8
z —zo~h<u=ou 40 N3A3T JSINIONOASIY I J0 NOILONMA ¥ SV SNDIIONGY 3JI704 SNOTHVA Ol (31138 34V 30NLT1LY QW ALITVNOSE3d HOIHM 01 IN3IX3 3H]

9 vl



4 .
+paBITPUT ASTMIZY}0 ssafun azis 3(dueg ¢
+(g0" = d) Iay4Tp ATjwearyrubrs jou op jdraosaadns ou JD BuBS 2yl yIIM SURIH z
-quajx3 jea1) AZep v Of = § ‘Jua3x3 JEAIn ¥ OL =y *JUS3x] swog of = € ‘UAIXI WM VoL = 2 ‘quaxy oy 0] = 1

—
*8°N, 98°0 96°¢" L ¢ BB € ' s396png Butedaay
“S°N 9¢°D L9°¢ €8 [4: M4 _ siaded pajeral Aaryod Buririy
(LL=W) i (sB=u) - .
*S°N 66°L. 8t &L°% CrAL ] burureay woolsseyd burjonpuoj
(rp=u) - '
(FA- L ZL°g gff's e8¢ eB8°¢ SWr3dtA pue mmmmwcuwz.ocﬂ:mq?.ouc_
. .
*S°N z22°0 Lg vL°e 8¢ sj30dal jquaprour DBUTIITIM
. . (58=v)
SN zZ'0 g A M4 96*¢ Japicstp pue ssautpuol butpiebsi sjute(dwod 03 butpuodsay
"S*N BO°0 L't 9L°¢ 08°¢ Aytredow arignd ocﬂ...,‘—o\,cw SaWEdd oc:.mcﬂmmacm
SN oo'o0 - L9°¢ 99°¢ . 19°¢ . awrdo Ajiadoxd Buriebrisaaug
: . {58=U) :
‘5N ¥9°0 a0ty €y sih guoslad jsurebe sawrads snorlss burjebrisaau]
1 .
. *S°N £6°0 - (14} £9°y (1398 4 : suotrjeTiobau abejsoy
...m...._ {9y=u) (sB=U)
’ "S*'N Z0°6 95y 65°Y .95 . suor3iebrISAAUT SWTID Iajndwo)
S (8y=1)
! 8v0° oL'¢ BL™Y €BTY 650 : . UOT3IBITSTIUEP]
(8y=u) .
*S°N LLrl osy Lty WAL . sup17861]53AUT BWIAD [BTIIBWWO)
. _ (&y=u) :
“S°N 60°0 90y 8oy . Ly ' suoyjeb1ysaaur bnag
(6%=u) (58=U) ) ‘ .
*S°N 19°1L ZZ'¢ . fANd Y (Rl 4 sajndsTp Teuosiadiajuy burypuey
’ (g1=u) (Ly=u) £(98=U) : uot3oun 4
d Fi a91bag A3TEIBATUN AJT8I9ATU AWOSG A3¥Blaatun ON
m..__.usz:mﬂ.
- """“"""“"H""""."“"“" === ——— ..-I.Ill!l.llll"“ == - === ﬂ"!l|||""""““”H”H"""""""""ﬂ””"“"HH"""""“"““WH"""H“"""H“"“"H
! ¢ NOTIVING3 40 13A3T ,SINIONOJSIY 3HL 40 NOIRINNA V SY SNDILONNJ 301704 SNOI¥VA 0L @iviay ST SNINIVZL HIIHM 01 IN31X3 3HL
Z1 .

Lz vl



-~ 110 -

.duties, that it is the role of the police to deal with this function, and
that the order maintenance functions as well as seryidg and assisting the

public is a source of job satisfaction.

A
TABLE 28

THE RESPONDENTS' ATTITUDE TOWARD POLICE ROLES AS A FUNCTION OF THE
. RESPONDENTS' LEVEL OF EDUCATIONI,2

e p——. —— —— e e s i e e . 2 e S i e g e ey ey ot T
= —— . g . = o ], o Mt . e e e . S e e e

Mean Rating

'

huestion No University Some University University Degree F P
: ' (n=89)3 - (n=49) (n=18)
Most police '3.98 © 4.00 4.12 | - 0.46 N.S.

activity is
spent on order

maintenance ‘ -
\ )

- Police should not 1.52 . 1.60 - " 1.67 D{67 N.S.
deal with order (n=88) (n=47) .
maintenance - #
Police should 4.14 3.96 4.00 . 0.89 N.S.
serve and assist (n=88) , (n=47)
the public Y
Main police role 3.318 3.108b . 2.72b 2.90 .0581
is crime control {n=84) - (n=48) .
Order maintenance - 361 3.73 3.72 "0.52  N.S.
role is (n=84) . (n=48)

- 'satisfying _ |
Helping citizens 4.278 4,158b 3,890 3,12 .0470
feels good . : .

1 1 = Strongly Disagree, 2 = Disagree, 3 = Neither Agree/Disagree, 4 = Agree,
5 = StronglyrDisagree. :

2" Means with the same or no, superscript do not significantly differ (p = .05).
5 - Sample size unless otherwise indicated.

Job and Career Satisfaction as a Funbtion of the Respondents'
Level of Education .,

Table 29 compares the three education groups ‘on career and job

satisfaction. There were no significant differences among the three



- o

TABLE 29

JoB AND CAREER SATISFACTION AS A FUNCIiD§ OF THE RESPONDENTS'
LEVEL OF EDUCATION-,
] :! =o== === === ==?4 SESEESRESZT=ZREs

Mean Rating-

’

Question No University Some University University Degree F P’
(n=89)% (n=49) (n=18)
Police career ~2.58 2.57 . 2.53 0.02 N.S.
is unrewarding - (n=17)
Feel good knowing 4.13 .. 4.06 4.00 ) 0.29 N.S.
we have some (n=88) : (n=47) .

impact on crime

~Personal identity  3.39 3.15 2.94 1.22  N.S.
as a police (n=88) (n=47)

of ficer ig strong

Police work is 2.81 ' 2.88 2.44 - - 1.28 -~ N.S.

discouraging (n=84) (n=48)
. Wonder why I 2.39 ' 2,42 2.17 0.36 N.S.
remein in - (n=83) (n=48)

police work

Police career - 3.98 3.96 372 0.64  N.S.
is fulfilling {n=88) (n=47)

Level of career 1.93 o 1.98 oo 2.00 0.07 N.S.
satisfactionZ - = (n=88) (n=47) CUNE |

Level of job" 2.01 2.06 1.89 O 0.22 7 M.S.
satisfaction? (n=88) (n=47) ) '

1 1 = Strongly Disagree, 2 = Disagree, 3 = Neither Agree/Disagree, 4 = Agree,
5 = Strongly Disagree. .

2 1 = Very Satisfied, 2 = Satisfied, -3 = Neither Satisfied/Unsatisfied,
4 = Unsatisfied, 5 = Very Unsatisfied. :

3 Means with the same or no supe;scripf do not significently differ {(p = .05).

4 Sample size unless otherwise indicated.
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A

groups. Across the education.grodps, the réspondents on avéragé gstated.
that their careers were rewardinguand fulfilling, indicptiﬁg that they
were satisfied with their police career. Qenerally; the respbhdents did
‘not quéetion why tHey choge or remain in police work> The respondents.
overall further indicated that they were satisfied with the day to day °
wbrk they ,do as a police officer and. that police work is not

discouraging. - .

‘Attitudinal Differences Between Force A and Force B

A potential source of veriance in police research is the effect the
specific police organizétion may have on the respondents' answers to the
dependent measures.. That is, apart- from the respondents' level of
education, there may;e§ist cultural influences within each police force
that affect responses. Therefore, it is important to examine possible
férce eFFecté on the dependent'measures. In this study, however, such an
analysis would be confounded because..thepe is a significantly higher
p:oportion ofiuniversity educated reéﬁopdentglia Force‘A than in Force
B. This difference itself may alsc reflect a difference of
orgenizational cultures. Analyses partialling out eduéation-Frqm the twq
forces would not be effective since there is virtually no daiversity
degree effect in Force B. Therefpre, the education eFFecf would mask any

differences between the two forces. - An analysis finding differeﬁces

between the forces would most likely be attributed to education.



CHAPTER &
DISCUSSION

This study has attempted to. bring some ordér: to- fhe issue of -
uniyersity~9ducation for police officers. 'Many police administrators
have arguea university education would help policing achieve higher
status and a more professional image. ‘Recéntly, police researchers and
administrators have nggested that a university education would give
police officers e broad and liberal outlook, that a higher educatiop
would elevate one's understanding of society and humen behaviour thersby

enhancing performance, _and that -university educatién should he a

- — -

requirement for promotion to the managerial levels as 1s common in many
other professions. The literature} to aéﬁe, however, does not p;zvide
conclusivé evidence of é-poaitive relationship between higher education
and performance. There has also been & lack of resedrch examining the
effects of higher educaféon on individual police officer attitudes and
beliefs.

fwor major issues examined in  this study were the indi&idual
of ficers' level of education and career orientation. The impact of tlQese
independent veriables on attitudes toward promotion, the police role and
performance were of particuler interest. A

As a result of the literature review, five career orientations were
identified as being associated with police work. These five career
orientations were a derivation of the Cherniss (1980) and Walsh (19771'
careér typologies. Career orientation refers to the wsy in which
individuals adapt to their work. It includes personal énd work related

goals, personal interests, perceived job functions, and career

~
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éspirations and rewerds. It was lproposed that attitudes toward
university education vary according to éargér dfientat;on.- Individ;als
of arperticular career orientétion may haye aiFFerent perspectives on
education for police work. 'Thé five career orientations included: Self
Inveatérs? Careerists, Specialists, Enfopcers, and Social Activists.

| Self énveatdéé are primarily concerned with their persqnal lives
rather - than their work. Their job provides them. with a source of
economic security ;;d stability.' This is nqt tﬁ say that they are not
loyal to their job, but ratheg, these individﬁéls try to maintain a
balance between it and their personal lives. They db not want job
demands to interfere with family and personal goals and well being.
Carecer advéncement and challenging work are not priorities in th31r
lives. '

4 .

Careerists are interested in recognition .and advancement. Prestige,
respect, and Financia% progress are importent to them. They beliéve that-
they can make worthwhile contributions et the manggerial levels. They
work harq, trying to impress supervisors who control the advancemént of
their careers. They actively seek out ways of improving themselves in
order to get ahead. They are interested in credentials, and often
compare .themselves with otheq éandidates with respect to coﬁpetitionlfor_
promotion. '

Specialisﬁé are primarily interested in doing good work according to
their own standards; They prefer chellenging jobs which provide new
experiences and require the use of their technical or specialized
skills. Promotlon and FlnanCLal success are less 1mportant than engaging
in work that 1nterests them. They want their jobs to provide them with

an inner sense of accomplishment.
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EnForceps'enjoy the investigative espects:of police work. Their
work proQides them with a sense oF.excitement. For these individusls,
' police work involves gathering evidence and solving crimes. These
individuals receive a sense of.satiefaetion when they apprehend criminals
and obtain convictions. Fieaneial security is not as important to them

as fighting crime.

Social Activists are more interested in improving eociety._ Their

major career motivation is' to help people. Police work does nat solely
encompass law enforcement, but also includes a strong public assistance
role. Personal status and job security are not important to these
individuals. . L

In addition to the five career orientations described, it was

proposed that one's level of education would be related to one's attitude,

~
toward edggetlon.- ‘The respondents were_categorized into one of three

levels of education: no university, some university, or university
degree. e '

It was suggeeted in the literature review that level of . education
and career orientation were both prodocts of socialization. Thet‘ie,
educational echievement and career orientation may be a result of contact
with reference groups (Shibutani, 1968; Hyman, 1942). It was further
suggested that 51tuat10nal 1nFluéhces may be directly related to one's
career orienteﬁion. Prlor research (Becker, 1963 and 1961; Hughee, 1958)
indicates that career orlentatlon may be influenced by the length of time
" spent on a career and the events that occur during thet time. Tﬁerefore,
. reference groups and career stage may influence™ level of education and
career ofientation, consequently affecting attitudes toward education_Fob

police work.

]
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™ . . .
The Effect of Socialization on Level of Education
and Career Orientation '

Before examining the specific hypotheees, it would be beneficial to

Y
discuss the effect socislizetion has on level of education and career
orlentetloﬁ\e}hce acceptance or reJectlon of some of the hypotheses may

be explained with reference to the eoclallzatlon process.

The data in this study prov1ded evidence that oné’s level of eduoa— e

tion was related to one's reference groups. Respondents who had earned a
university degree more commonly had university greduaeee'ih their immedi-
ate Femily\than did those with some or no university education. In addi-
tion, those with uniuereity degrees reccived more enccuragemenf from
their femilies to pursue higher education. The data Furtheraeuggeeted
that the attitudes of the senior management of one's police force may.be

related to whether or not an individuel will pursue & higher education

and, in turn, function as a reference group. The respondents from fForce

A indiceted that menagement sfrongly encouraged members to _pursue
university education. Force B respondents indicated that their force

management encouraged members to obteln a university -education. to a sig-

-nlflcantly lesser degree. . Barring the’ Fect that Force A actively

recruits university graduates, the amount of encouregement menegement has .

given its memoers to obtain a university education may account, in part,
For the higher proportion of university educated police of ficers in that
force since more individuals may be-inclined to enroll in a university.
Although the evidence to supportothis statement is statistically weak

(p = .07), there is some indication thet there is a higher proportion of

pollce offlcers from Force A 3who are presently attendlng unlver51ty.

Further, with the higher proportion of .university educated lelCB ;

officers available as a reference group in Force A, of ficers without a

M
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university education may be more inclined to enroll in university

courses.. There is evidence to suggest, therefore, that reférence'groupé

 are related to level of education, -which, in turn, may influence

attitudes toward university educgtion'for police work.
’ -Consistent with .the literature on careef st&ges,‘the date provides
some evidence to suggest that police officers change their carcer
orientations ogér time; Table 10 shows that the more common careef
oqien£qtiong_ when -people enter police work ware Social Activists,
Enforcers BHJ‘SPeCiéliétS- Few begin their cereer as Self Investors or
Careerists. Tﬁe data presented in }able ll,.Hoﬁéver, shows that after at
least five xgaré of service, few individuals remain as Enforcers or
Social Activists. .

:Consistent with Burke'su(l984) findings, it was‘found that some éf
the Sbcial Activists may haves Burned out realizing that the helpiné'role
fhat they had aedopted was hempered by limitations that they could not

control. Their quest to 'bringﬂ_about' social chénge was long and

frustrating. Perhaps as a result of not being able: to bring about

- desired changes, the Social Activists changed their career orientation.

.

Similarly, Enforters mey have become frustrated and discoureged in their

‘attempts at fighting crime. Like the Social Activists, the Enforcers may

-

~"have adapted to their situation by changing their career priorities and

.
as a result, their career orientation.” ‘Alternatively, some’ Social

Activists and Enforcers may nat have been able to readjust and resigned.
b4 ’ A}

As well as edepting to situational circumstances, some Sc.:ial

A;kivists and Enforcers may have adopted new reference groups. These new
. fa = .
reference groups may also influence their career orientation through

-

socialization. Some Social Activists and Enforcers ‘may heve becn

-~

socialized into “becoming Careerists valuing prestige, promation, and

r
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becoming pqliég managers. Some may have adopted reference groups who
" valued specialized work and may have been Vsocialiied into becoming
Specialists. Depending on the reference group, the specialty that an
indiJidual-ﬁreFers may vary. Others may not believe that they have the
qualifications to be;;me Careerists or Specialists, or hay not be willing
to make the effort, and instead identify with.a reference group who are
Self investors.

It is not only Social Activists and Enforcers who reorient their
' careerél Those who entered as Self Invéstors, Careerists, or Specialists
may adopt a new, more suitable career orientation. Cafeerists who
perceive that they have a poor thance of being promoted 6ay becomeISelF
Investors. Sel% Investors 'may reelize that their promotion
qualifications are good and become Careerists. The findings suggest, that
one's career orientafion is" not necessarily static, but rather, may
change depending on the situations one encounters and ;he persun'é
current reference érbup. ‘

THis study presented nine hypotheses concerning éhe impact level of
education and career orieﬁtation have gn the perceived value of educat}dﬁ
with respeét to 5ro;b£ion,‘job perfoEﬁance, jbb and career satisfaction,

and the respondents' perception of the police role. «

Career Orientation as Related to Career Aspirations

_The data did not support the hybothesis thgt Careerists aspire to a
higher rank than other career orientations. Contrary to expectﬁtion, the
respondents from all cereer orientations generally desired promotion to a
higher rank. The“Cereerists did aspire to a_gigher ultimate rank than
thé Self Investoré and Social ActiuistsT/’EUl the Careerists did not

significantly differ from the Specialists or Enforcers. In addition, the
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Self Investors and Social.Activiata'didﬁa;:\;zahificaatly differ from the

Specialists and Enforcers. Overall, the Careerists, Enforcers and
Saecialiats expreesed the desite to reach the Inspector to Staff
Inspector renk.‘ Self Investors and Social Activists expressed the desire
to reach the Staff Sergeant to Inapector level. Overall, the respondents
belleved that they deservrd promntlon. |

A number of explanatlons may account For the lack of support given
to. the hypothesis that qareerlste aspire to a higher rank ‘than other
_career orientations. while'Careeriats desire promotion for,the.recogni-
* tion, prestige, and to become police managers, Enforcers and Specialists
are likely to desire promotion for different reasons. Promotion may be
the way by which these 1nd1v1duals abteln entry into a particuler kind of
work. Enforcers desiring investigative type work such as CID (Crlmlnal
-Investigation Division) may be required to become " detectives which eare
Sergeant level JODS- These individuals may eventually wish to run a
division and lead 1nvestlgatlons requiring an even higher rank (e g,
Inspectar).‘ Specialists may be in & similar position to the Enforcera
since entry to a specialized field may require higher rank.

Contrary to expectation, Self Investors also desired.promotion and
career sdvancement. The Self-Inveators may recognize that their qualifi-
cations for prometion are below that of the others, but this does not
mean that they do not desire advancement. what it does suggest is ‘the
‘possibility that the Self Investors have adapted to their current situa-
tlon and have lowered their career expectations. To compenaate for this,
the Self Investors have snlfted their priorities From career to family
and personal lives. Although a desire for promotion may still remain,

_career advancement no longer becomes a priority but hecomes ingtead a

secondary goai. The haope of being promoted, however, still rehains, and
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Aif.the opportunity arises whére promdtion becomee avai}able{ they‘will
accept it. If a promotion is not offered, these individuale ‘heve
adjusted themgelves in such a way that the impect or diseepoietment of
not receiving promdtion is not as great as for those who greatly desire
advancement, H

- Social Activists may be-similar to Self.Idvestors in their desire
for promotion but it is possible as the date suggests that they have come
to believe that'their perceived quelifications.for'promotion will not
help them advance. ;psﬁead, these individuasls have adjusted to the limi-
tations of their work which accounts for the hi;%iieVEl of job and career
gatisfaction they expressed

Interestingly, Careerists strongly belleve that the1r promotion

qualificefione will pey=oFf moreso than the Self Investors. The univer-
sity educated Careerlste-da; belleve that their education will help them
advance while those wlthout university education. may belleve that other
quellflcatlons will help them advance. The Self Investors, an the other
hand, despite their qualifications, believe that thelr quellflcatlons
will not pay off.‘ These beliefs may be part of the reason that these
individuals adopt their‘particuler career orientation.

Career Orientation as Related to University Education
and Performance

"Contrary to -the expectatlon that Social Act1v1sts would consider
education to be more beneFlClel to the‘pepformance of police functions .
than the ofher career orientatiens, no sidnif?cant.differenees were found
among any of the cereer orientations. This may be partly attr;buted to
the surprisingly low number 05'|Jniversity educated individuals found
among the SOCiel Activists. It was predicted that Social Actiyists would

have a higher popPportion of university educated officers and that their

L4
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education would affect tHeir*style of policing. Also, it;ﬁag,beliéved
that d;e to their policing style, Social Activists would perceive
university education as a method with which to enhance pefformanpe. The .
lack of university edpcated Social Activisfs‘Found in the data3'howcver,
suggests that the individuals ‘who remain in this.career orientation
believe that they ofn Fulfill this role despite their education.

In addition, it was concluded from the literature that Specialists
" would piace more value on education for certain facets of police work
than the other career orientations. The date in this study does not
support this hypothesis; Mogt members seem to recognize thai in certain
cases, a university education is beneficial. Therefore, it may be safely

stated that career orientation is not related to the perceived value of

education with respect to performance of police.functions.

Caereer Orientation as Related to Order Maintenance

antréfy to the hypothesis that Social.Activists wauld place more
value on . the .order maintenance functions of police work than the other
career origntationé, no statisticelly significaent differences were found
among any of the career orientations. This finding may not mean that the
Sociai\EE{EUTEEE‘arg any less oriented toward order mairtenance. than what
was originally believed. Social Activists may still have different
: priprities.' Wﬁﬁt the findings do suggest, however, is that while those
espousing different career orientatio&g do not value order maintenanct
to the same degrge} they all/gtill believe that it is an imp&ptant agpect
of police work. These individuals recognize that police wor& does not
solely encompass law enforcement. - In addition, it may be said that
Social Activists recognize the importance of the law .enforcement facets

of police work.
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- Career Drientatlon as Related to Career Satisfaction

The data do not pr0v1de evidence to suppart the hypothesis that com-_
pared with other career qrientations, Self Investors would have a lower
level of career satisfaction. Compared wi§2>the other career orienta-
tions, however, the Self Investors did indicate thst their carcer was
less rewerding. This may be due to the discouragement and feding pros-
pects for promotion that categorize this career orientation.

Aér a result of  the litera ugé/ﬁ:;view, it was believed that the
majority of Self Investors weréiumade up of the "burned out" Social
Activists and Enforcers, the Careerigts who recoénized that their charfces
for advanéement'were limited, énd those individuals who entered police
work primarily for Jjob security.. Considering that these individuals
would not “find their'career rewarding end the eariier findirigs by Burke
(1984) that §élf Investors had a low level of career satisfaction, .it was
believed that the Self Investors in this study would suffer the }owest
level of career satisfaction. The data indicated otherwise. '
. The reasons the high level of‘éareer satisfaction were eﬁcountered
may differ among the career: orientations. The high level of career
satisfaction found in the déta by the Self Investors may be due to the
age group of respondents examined in.this study.. Given the relative
youth of the sample as a:whole, mogf Self Investors were young,‘ and
although they see their prospects for promotion as being.lower thgn the
others, they stili -believe 'that promotion in the Futﬁre is possible.
They have not been hit by the full impact thét career advenpement may no
longer be attainable. Other studies such as Burke (1984) or McGinnis
(1988b) have examined a éull range of service lengths-and found that as
age or seniority increaées, especially for those who are Self Investors,

career satisfaction decreases. It may be further possible_that the high
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. level of' career satisfection found in this study was rélated to. the .
reference group concept along with the readeptation procesé ‘that Amay‘
occur during one's career. Those individuals who began as Social
Activists and Enforcers who became disillusioned with police work may
have changed their priorities and concentrated instead on'personal inter-
ests and family. Their lives no loﬁger centered around their work which
they now consider as a source of financial income and security. These
individuals mhy have adjusted themselves around this orientstion and
. within these career expeptations becaﬁe'satisfied.with their outcomes.
The individuals who began their ceregrs as Careerisfs, primarily inter-
ested in career development and advencement, but recognizing that promo-
tion was out of reach, may have adopted a “reference group more closely
regsembling themselves. As suggested;by the Reference Group Theorists
(Shibutani, ;968; Hyman, 1942) these—ipdividgals come to identify with
other Self ;nvestors noting the similarities between their qualifications
for promotion. As e result of this process, these individusls believe
that the outcomes they'received.For their perceived qualifications are
equitable. Adapting to these lower .expectations, these individual;
become satisfied with their careers. Their job becomes a source of

V'Fiqanciaf_gegurity whilg they center their interests on family and per-
Qbﬁélpwéiiﬂg;iﬁg.»: L

The individuals presently identified as Careerists may display a
high level of career satisfgétion because they still believe that their
chances for promotion to their desired rank is high. Tﬁe Careerists
identified in this study still believe that they have a number of years
shead in whlch they will be considered promotable Given that this study

concentrated on those with less then 14 years of serv1ce, they have not

yet reached the stage in their careers where they feel that proinotion

.
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opportunities are numbered. These individuals have not faced disappoint-

ment with their careers, and their optimistic outlook accounts for their

o

level of career gatisfaction. : i

The Specialists are content with their careers as they -are elther in
the line of work they desired or perceive themselves as enterlng it in
the future: As suggested by Hu?hes (1958) and Becker (1961), shose who
are presently Social Activists or Enforcers may have adapted to the limi-

tations encountered in their work. Within these limitationé, they are

content with their job and the future their career holds for them.

c,, .
In any event, if an individual becomes dissatisfied with the present

gituation, this individual may adapt by changing career orientqsions.

A consequence of one not changing career orientation may be a low level

of career satisfaction.

Level of Education es Related to University Educatlon

for Promotion

The data provided strong support for the hypothesis that university
graduates would welgh educetion more heavily in their ideal promotlon
scheme that non graduates. The data clearly show that respondents who

did not have a university degree did not believe that university educa-

_tion should be qonsidered' for promotion. Compared to the university

graduates, the non graduates assigned very little weight to education as
a weighting factor for promotion. Further, compaered to the university
graduates, the non graduates placed more emphasis on performance, experi-

ence, and length of service measures for determining promgtion eligibil-

ity.

There were, however, some unanticipated results. While the initial

conclusion drawn from the results was thaf university graduates believed

university education should be weighéd‘more heavily in promotion than non
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graduates, the university graduestes' base mean rating indicated that they
neither agreed Qpr disagreed with the statement. This suggested that
unlver51ty graduates were on average ambivalent while non graduates

firmly disagreed wlth the statement. Further exploration of the datqr

revealed that a bimodel distribution pattern existed among the university

grsduate respondents. The reason this difference in opinion exists, may

be partly due to the respondents career orientation, length of service or
career stage, age, refgrencé groups,' anq/or whether or not their
education was obtained. prior to becoming a police officer.

University educated Special;stsi or Careerists may perceive more
value to university education then SeiF Investaors since Specialists or
Cereerists are more interested in promotion. University educationy
therefore,‘becomes a ;elev;nt input for the Specialists and Careerists.
Lengtﬂ .oF sefvice or career stage may affect a university graduste's

perception of university. Of ficers with longer tenure may place less

value on education beceause they may have retained the older traditional

force philosaphies from their time of joining and these did not support
university education. Obtaining a university education prior to joining
. ;

may effect the officers' perception of university education for promotion
p

for a number of reasons. First, some individuals attend university with

the belief that their education will help them get ahead. Apart from ‘

interest, this is the reason they qent to univérsityQ Second, universLt§
graduatés have not es yet been socialized into a police culture which hes
typically not highly valued formal educetion, in fact has been hosfile
towards it. As a result, they may enter police work believing that
education should be recognized for advancement. Officers who‘obtained
their degree after joining the force, may EEEEEEiEE_Ehﬂt it is a method

by which to get ahead, but they may still retain their old organizational

i
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cultursl beliefs and actually pefceive education . as- irrelevant for.
promation.

.

The culture of the force may influence an individual's beliefs

cdncerning the relevance of educatioA for promot}on. The date suggested
that management in Force B does not strongly encourage its membe;s to
obtain a university education; nor. does the force actively recruit
university graduetes. Therefore, few officers from this force ﬁay‘pursue
a university education since Ethe force's culture is not one that
advocates the need for university education for job performance or
promotion. When university\graduatee join this force, two contrasting
possibilities may occur. Consistent with Equity Theory, they may note
that they have academic gualifications that are greater th?n those of
most members in the force. .They may bglieve that given this qﬁality and
the extra effort they have made inl obtaining their education, that
education is a relevant input for promoiion. They may retain this belief
throughout their careers. If promotion never arises, they may believe
that the system treateg_gﬁém inequitably. Another possibility ébnsistent
with the socialization prucesé, however, may occur. Given the small
numbe? and low power of university educated officers, sﬁch officers may
comé to believe that a university education is nct a.relevant input for
promotidn. In fact, they may come to believe that university education
‘is irrelevaht to policing et all since their colleagues; seém} quite
capable of performing their jobs. Support for either of these éwo
explanatioﬁs, howev?r, is limited since an inadequate number ;F
university graduates was obtained from Force B to conduct statistical
analyses.
Manﬁgement at Force A strongly encourages officers to obtain a

“university education. They have a policy of actively recruiting
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university graduates into their fgrce. Due to the higher numbef ~of*
university educated ‘police officers in this Fogce, education may -no
longer be perceived as. a unique qualificatiqn .for getting =ahead.
Individuals may recognize‘that education is necessary but not sufficient
for career advancement in this force.

The consequence of introducing egducation as a f;ctor for promotion
may leed to feelings of inequity by those officers who are not university
educated, since they do not perceive it as a relevant input. This was
clearly expressed when the mean score for tﬁe non gréduates indiceted
that unlverSLty graduates” should not get advancement prlorlty and in the
mean - score for the belief that unlversity greduates receive undeserved

advancenent.

Feellngs of 1nequ1ty may result for those university graduates who

percelve educatlon as a valuable input and who believe that thelr

educatlon is not belng recognlzed and rewarded Those who apent three or

more years earning a unlver91ty_degree prior to becoming a police officer

may believe that they are entitled to some type of reward such as
accelerated advancement. An officer interviewed at the Canadian Police

.College having obtained a degree prior to joining the force noted that he

‘lost three years seniority not.to mention pay by attending university

prior to joining. Further, thls ofFlcer belleved that he could have been

promoted socner at & younger age had he not spent three years in .

university since promotion is often heavily based on senicrity. In a

sense, this officer felt cheated by the system.

-

Further, it is possible that university educated officers believe
that the knowledge obtained in a university setting is beneficial at the

managerial levels and that they are better quelified than non university

educated officers to perform at these ranks.
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It is possible, however, thét iF‘a university educated officer is
aocializea into a group of officers who. do not perceivé education as
valuable, the urfiversity graduat;-will also not perceive education as a
relevent input and believe that a system stressing education is
inequiteble. This explanation hay be reason, in’ part, that the data
indicated some university graduates perceived university education as
irrelevent }ar promotion. Instead, these individusals may-start placing
more value on the trad;tional promotion factors c?nsidered more
appropriate by non graduates such as experience, seniority, and
performance.

It is also worth noting that the Self Investors and Enforcers, who
on average had a lower level of education believed that little

. -
consideration should be given to education for promotion to Sergeant.
This may bqugigfga to their desire to aspire to st least this rank, a
rank with which a high proportion of police officers desire (McGinnis,
1988), glven their education. McGinnis (1988b) has noted that if
promotion is not Forthcomlng, many oFFlcers belleve that others w1ll see
them as Failures or losers. Social Activists, desplte their lower level
of ‘education did. Weigh education heavily for prﬁmotion to Sergeant. Tbis.
attitude may be related to their origntation and personal care;r goals.

Although it may be desired, advancement may not be a priority for these

individuals.

-

Level of Education as Related to University Education
and Performance

The data provided strong support to the hypothesis that university
graduates would consider university education to be more beneficial’in

the performance of police  functions than non graduates. The belief a
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_ system of the university graduates, however, was not as positive as
anticipsted. The universit; graduates in most cases did not indicate
that university education wés beneficial for performance. Instead, the
mean scores indicated that they exhibited either less disagreement
compared to the non graduates or expressed neither. agreement nor’
disagreement. University Igréduates .Jid indicate that education was
related to the performance of ceptéin police functions mon; go than the
nan gra&uates, but the university graduates did not rate education as
highly as the attributes of common. sense, training, experience,. and
personality and attiiude. The belief, therefore, may be that university
education only supplements the other attrigutes}

The low emphasis placed on university education by the graduates
may be attributed to socialization and job exper{énce. The respondents
may have adopted reference jroups who‘ do nof perceive any value to
- educetion for police work. ,Uﬁiversity graauatea may begin to identify
with this belief and incorponate‘it.into their value systems.’ Further,f
the'\graduates in their day to dey work may not see the need for a
university education and come to‘believe that it 'is indeed irrelevant.
They may- be faili;é to recognize, however, that some of the qualities
that they have acquired through the univgrsity atmosphere is actually
being put to use oﬁ the job. They may not realize that, as suggested by
some police researchers (McGrath, 1978; Shermen, 1978; Weiner, 1974;
Berkiey, 1969), they have a better understanding of certain gituations or
are handling these situations differently and  perhaps. more
appropriately.. This process, however, because it has become an ingrained‘
part of the individual, is not apparent. The individua%‘-gay riot

recognize that certain qualities in their character may be the result of

: . - . —
a university education. ‘ -
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Level of Education.as Related to Order Maintenance o ,;

‘The datas did not supgport the hypothesis that fniversity graduates
would perceive more value to the order maintenance functions of police
work than non graduafes. It is possible that university educated
i;dividuals are more oriented towards the ordér maintenance role, but the
results suggesg'that all police officers recqgnize that this function is

an important and appropriate function of police work.

Level of Education as Related to Job Satisfaction

It was hypotheé&zed that university graduates would displey a higher
level of job.satisFaction than non graduates. They were expected to.see
their- job from a broader and different perspective. From the literature
review, it was believed that educated of ficers would he less discouraged
by the limitations encountered on the job and appreciate the intrinsic
rewards that come along with the job such as the ability to help cthers.
Contrary to expectations, @here‘were no significent differences found
among the three levels of educatinn.

One's career orientation may account for thé finding that =all
respondents indicated a high leveiLof'jcb gsatisfaction. Despite.their
education, it has been seen tﬁat individuals will seek & cereer
orientation which is beét suited to their present situation. Uné's
career orientation is related to the way in whieh one perceives one's
job. By adopting a career orientation the individual is comfortable

with, job satisfaction will be high.

Level of Education as Related to Career Satisfaction

-1t was hypothesized that university‘graduetes would have a higher

level of career satisfection than non greduates. It was believed that
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university graduates felt thet given their qualificdtiaons, they hed a.

[ ]
good chance For promotion and career development. The pon graduates were

thought to be more susceptible to. dlSSﬂtleBCthﬂ w1th their career
believing that advancement opportunity was limited. The reeulte did not
eupport this hypothesis. ]

Non unlverexty educeted officers who desire promotion believed that
they still have & good chance to ‘ﬁ% promoted.  This belief may be
strengthened if they see other non gradua}es advance. They have not bee%
subjected to the dieeppointmeﬁt of being passed over. In ‘addition, some
individuals witheut a degree may not aspire to promotion or career
advancement. They are content with their present position. University
-graduates wtio deeire advancement also believé that theib chances for pro-
motion ere high and that their careers will progress as egpected. Itﬂie
important to note, that both the graduates and nop graduates'etill con-
sider- themstlves highly promotaeble because khey gtill have meny years
left to .serve in which promotion is.possible. They do not share the
views of oldee officers who have not been promoted. McGinnis (1988) has
noted that such individuals are less satisfied with their cereers. The
lack of older police officers in this study precludes giving a great deal

¥
’ ¢

_6r weight to this finding.

Implications

This study has provided evidence that one's level of education is
related to one's attitude toward education for police work for both pro-

motion issues and job‘performance. It was also suggested throughout this

paper that one's gttitude may be the result of socialization. Socielize--

tion, therefore, may be partial reason that university graduates endorse

‘university education more strongly than non gracuates. ~The data shows

“
[

N

Bz



- 132 -

.

tﬁat the-majori?} of those who earned degrees did so prior to becoming
policé of fiders. Tééy entered police work from a culture whose peers
were students strongly endorsing the velue of university education.
Therefore,‘they may enter police work believing that uniVeréity éducation
is beneficial for the job, and that the work put into obtaining their
degree should be récognized in the -promation ‘process. This conclusion is
based on Equity Theory and the evidence presented in this study pfovided
strong support to this notion. The daté showed that non greduates dEd
nof perceive education as & viable factor .for promotion whereas univer-
sity graduates-indilagédjétrbnger support to education.  Further, non
graduates indicated that éiaduates were receiving undeserved accelerated
advancement,. an exgressﬁqn of inequity. Surérisingly two 'graups of
'university graduastes were found, those who strongly supported university
education for promotion, and those who did notQ Therefore, the. amount of
inequity felt by the university graduates would dgpénd on which group
they'Fell into. That is, those who value university education highly for
promotion would believe the system is_inequitable if edﬁcation is not
considered in the promotion Qrbcess. Those who do Qot value it as
strongly wguld not perceive the system as ineqqitable.

. Gne question which did arise from this study concerned the reason
that the university graduates fell into the two distinct groups mentiohed
above. The, explanation suggested was thet the respondenﬁ3~in this study
have been police officers for some £ime and that they. had reference
groups and cereer orientations, that either supported or did not support
university education.  Therefore, the socialization process that théy
encountered as police officers may have played a major role in forhing
their perceptions about equcation. Since the vast mejority of police

officers do not have a university degree, adopting these non university



- - 133 -

L

educated 1nd*v1duals as & referénce group may' influence the unlver81ty
graduates'’ bellef systems whereby they may begin to perceive less value
to education. still, since ¥heir education was obtained prior to
becoming a pollce officer, the unlvEF31ty graduatea may he more resistant

~to changing their views and still -perceive more value to university
education than the otherst In eddition, some graduates may have' retained
some of their older university educated peers as é peferencé group or
have adobted univermity educated police officers as a new reference
group.

There was no cleér_cut pattern displayed by the respondents haviﬁg
some university. -These individuals tend to side randomly with the no
university or university degree respondents throughout the study and
occasionally fell somewhere in betwéen the two groups. Most of those.
. with some university have obtained their education’ while gerving as
police officers. They have alreadydbeen gocialized into a police culture
which generally does not advocate the need for university education.
Attending & university may not affect their belief systems since they
have already identified with  their present police  culture.
Interestingly, it would seem that these individuals have come to
recognize that if they wish to gef ahead, ; university education may
increase their chences. | | ,

“ The pattern that emerges From this study is apparent. Those whu do
not have any university education do not perceive it as hav1ng any value
For.elther job performance or promotion. Those with some UﬂlVE“Slty
education recognlze that & university education may help them advance,
but again do ‘not strongly perceive it as a relevant, input at’the

operational or managerial positions. University graduates are divided on

this issue. "Approximately:..half strongly believe that university
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education is a relevant quelification for promotion, whefteas the othér
half does A;t.. Although; the mean rating for this group shows that they
pg;ceive uni;ersity aducation -as being more veluable for promotion con-
sideration ahd- JDb performance than the non university educated group.
One's cafeer orlentatlon does not seem to be related to 'attitudes

toward university education, elthough, there may be 01rqumstances where
- - I .

one's career orientation is an important factor, 'Cereerists ‘would seem

to be a'highly competitive group with reépec% to promotion. * Due td.thé

low number of university graduates, the study‘,could not examine this

issue, but it would be worthwhlle to Bnduct a study. on Careenlsts ‘and
) ~

break this career orientation down into the three levels of education and

exanine how each level values education with respect to promotion. More

pronounced results may be obtained ffom-a study of this nature providing

stronger support fo. Equity Tﬁéqry. As seen from the Equity Theory -
i )] .

Formula, the desired output for the Careerists, that is, promotion, is
_high. Despite their actual qualifications, if they perceive that their
oxpected rewards are_not’ForthcomingnFog what they perceive are relevant
qualifications, the feefing of inequity may be high. Alferﬁativel*, Self
. Investors have lowered their outputs recognizing tﬁpt *their perceived
inputs are low. By doing this, gquity_Fbr these individuals may be
restored resulting ih higher career satisfsction.

Certeln conclusions and explanatlons were drawn from thls\h?tudy
which warrany further investigation. = Some of the conclusions relatea\to
the “socialization process in this investigptlon were based on past
studies and theories end not ‘with direct evidence produced by this
stu?y. This investigation did, however, lay a ;oundation for further
rescarch into the socialization process in police work. Further studiés

could examine more extensively the socialization process encountered in

[
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policing.  This would include asking police ofijfers the reasons they

chose certain career orientations at various tim

perceive -university education as being veluable or not valuable in

various facets of policing. [t would alsa be worthwhile to ask questiops

'concernlng one's reference groups in order to determlne the demographics

of the 1nd1v1duals one 1dent1f1es or assoc1ates wlth. These questions
would provide direct evidence as to the influence reference groups have
on one's career orientation and level of education.

Past research has indiceted that GSelf Investors are primarily

dissatisfied with their career. Th}s study indicated. otherwise. One

reason suggested was that the.length of service range of the reapohdents
was llmlted. Therefore, it would seem that further investigation into
thls area shouId examine a wider length of service range in order to
determine the effect length of service has with career satisfaction.

This investigation concluded that although Sociai Activists were
more oriented toward order ‘ﬁaihtenénqé functions, overall, all
respondents beliéved that order maintenance was important. Further

.studies could explore tﬁe aesirability for police offiéers in each career
orientatiﬁn to perfofm order maintenance functions. _This'ma bette; test
the‘hypothesis that Social Activists are more order maintenance oriented
than the others.

The low number of university graduates hampered many of the analyses
intended for this study. For %Eﬁtance, ideally two-way ANOVA'S would
have been performed in order to examine education effects within each
career orlentatlon. The method by which the sample was obtalned ensured
to a high_probability that the sample represented a cross section of the
two forces surveyed. This in itself proved valuable 'as it served as an

indicator as to the demographic structure of the two forces. It would

and the reasons they

i
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now seem appropriate, however, to control for the number of university
educated and non _university educated officers selectéd inA futuré
research: That is, potential suSiects should be cafegprized'into the
various levels of edu;ation desired to be studied, and from eéch of these
educstional groups, an equal number of sdbjects should be randqmiy
gelected. This would enablé the . researcher to better analyze
statisticaily the results obtained. Such a‘modifiéation in the subject
pool of Athe present study “would have allowed the reseercher .to draw
certain conclUs@ons such as examining differences between Force‘ﬁ and .

! . .

Force B'university,graduates. As was éuggesteé earlier, the esttitudes of |
university graduates toward university education may be contingent on
certain force philosophies. Where there are a higher number of"
university graduates as is the cese in Force A, attitudes toward
education may differ from that of forces where thereAafe few graduates

A

such es in Force B. Ncifirm conclusion could be drawn from this study
concerning this issue. |
Thé'present research was limited in thét it qu_primgrily interested
in examining those who were at a career stage during whiéh promction was
a salient issue; It would now seem that a study of police ofFicers over
.a wider range is warranted. This would include surveying police officers
from time of recruitment to retirement and at all ranks. It would also
be worthwhile to examine one'g\Past and preseﬁt dutieg along with their
desi}ed postings. in addition to career orientation ana level of
education, the study would be able to explore length of service and rank
cffects.. As well, the study would be able Eo-fake into account one's.
past, present, and destsed postings in order to better understand how

career paths may affect career satisfaction or one's attitude toward

education. This would enhance generalizability to‘ether police officers.

=
-

A
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. An interesting observation mede from this stddy is that despite the
clamour for recruiting educated police qfficers, the data shows that few

graduetes - are entering police work. Studies should be conducted to

investigate the reasons for this. IF it is found that police werk is not

attracting univérsity graduates, perhaps policy changes in policing are
warranted encouraging graduates to join.

The attltudes police offlcers hold toward unlverSLty education may
stem from some genuine and realistic concerns they have with their
career. Some officers, esp301ally those who are more senior and. less
educated may not appreciate that unlver81ty education is belng Forced
upan them -as a solutlon to enhance fhelr imagge, especially if these
officers sre more traditionally oriented where higher educaetion is not
perceived as relevant. Lesser educated officers may perceive univeraity
education as a “threat to their gereers, much like the situation
éncountered in qorréctions as descfibed in.the literature review. On the
other hand, some university educated officers ma) believe that their
educatiorr is not helping theh advance their careers, and perceive the
system as unjust. In both ceses, morale end career satisfaction may be
adversely affected. "

Considering the state of .affairs policing is in today, as long as
police administfators perééive education as a method by' which to
professionalize the service and enhance its image, higher education Qill
remain ir the forefront aé a possible sqlution. This is not to say that

university educstion will necessarily bring ebout a more efficient and

responsive police service. " It makes little sense to expect that a
/

multitude of higher educated police officers alone will "automatically

produce a better police organization. A better educated ‘police force

may, however, increase public confidence in the service and in effect,

-3
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gain higher respect. The proElem, therefore, is to find- a méthod.by
which all police officers will come to accept university education as
beneficial for both thémselves and policé work. This will not be
“achieved if police administrators solely advocate education as the
panacea to upg;adelana correct the problems engountered in policiﬁg;
Police administrators must realize that they must consider higgep
education as only one gf_numerous.stratedies for improving the quality of
police service, that is, education must be seen as.e factor complimenting
the others. It is this view that must be conveyed to the rest of'the
police gorgenizafioﬁ: . This way, all police officers may cqme. to
v

appreciate the true value of higher education.
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APPENDIX A

DISCUSSION REGARDING THE RESEARCH DESIGN

VARIABLES |

Classification Variables

In many social science experiments, the independent variablés are
* not treatment variables -but are in fact glassification variahles; "thatl
f;s, subjects are classified according to a characteristic which was
present -prior to the conduct of the experiment and did not result from
the manipulations of the Iinvestigation" (ferguann, 1981, p. 230).
Classification variablés aere often used in ex post factd research. The
different values or categories of the variable are often referred to as
levels., This way, we may have two, three, or more leQels of a factor.
The regpondents in an inyéstigation, therefore, may be'categorized by
stich fpctors as their type of occupation 6r level of education. .No
treaﬁmengnﬁy the résearcher is involved. Iﬁ this type of investigation,
it is not possible to rendomly assign'subjects to experimental groups.
Randomization is not possible because the attribute which determines
which group the subject will fall into is not controlled by the
researcher.
A s%tuation involéing classification variables may be recogﬁiied
_when;
gghe'sample of sgbjects used may be a ran@om sample.dréwn from a
efined population, end the proportions in the various classes,
or strata, may within the limits of sampling error, correspond
to the population proportions. The object of the investigstion
is- to describe relations between the classification verisble
and some other varieble. An investigation of this type is, in .

effect, not an experiment at all, but a correlational study.

(Ferguson, 1981, p. 230).

[

This situation accurately describes the present investigation.
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The classirication‘vanigbles used in this study were chosen as being
releted to the sttitudes a police officer may have toward uﬁiversity
education. One's career orientétion along with one's level o} education

'éddregs the specific concerns of this reséarch as being the fundamental
correlates to a police officef's attitude toward education.

Three levels of education ere‘ used to exdmine the - response
variébles in this investigation. These three levels include: 1. thoaé
pespuhdénts not having comp;eted any university courses (labelled No‘
University), 2. those respondents having less than 3 completed years of
a8 wuniversity education (labelled Some University) “and 3. those
respondents “having completed at least 3 yeers of university (labelled
University Dedree).

"There were two reasons for collapsing the educational levelé into
these three gateghries. fhe first pertained to the Primary interests of
this research, that being, tp-egplore the differences in attitude toward
education befwéen' police officers having = luniversity education with
those who do not. This interest, however, is not reason enough  to
jusﬁify ‘using these three levels. 'It is 'pbséible " that significant
relationships exist within each level of education. This'léads to ﬁhe

~second reason for sélecting these levels;. Preliminary analyses revealed
certain patterns among the educaetional levels before they were collapsed
into the three le@els used. High school end community collegg education-
were collapsed into dne level as the preliminary gﬁal;ses sthed no
significant differences among the high school and- community co}legf
levels on the response measured® Further, of those bespondénts who had
taken any university courses, -preliminary analyses revealed no overall
significant differences among those respondents having less than 3 years

of university education. . This left a third level, those respondents
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. having completed at least 3 years of universityﬂ Collapsing education
,—N____.\ . . ) B
inte these three levels allowed for an increased n for each educational
level, resulting in more significant ANOVA'S. It also allowed the

researcher to make better sense of the patterns found.

Response Varisbles

Response or dependént variables are influenced by the classification
_ variables. In this investigation, the response variable may be described
'aa the attitudes toward university education with respect to éuch factors
as promotion and job performanpe.
In order to measure  this construct, the qﬁestibnnaire was designed
' tolexplore thé reacfions to statements about education in relation to
policing. The questionnaire further contained statements regarding the
importance of job seniority and work experience in order to put the
uqttitude toward education‘varigbles into some perspective.

Confounding Variebles

Igeally, cheffges—in the response variable should clearly and
unequivocally ‘reflect the effects of the classification variable.
— Unfartunately, fhis is not always the case. There are numerﬁus instances
when factors other than thosé intended as part of the exﬁerimené have
been introduced end have confounded the interpretation of experimental
outcome. Quite often, certain fectors related to a person's background
(independent  of occupation) will inflﬁence his attitudes. For this
reason, a short series of demographic variabies are included in this
research. Certain factors in one's occupation mey be related to
qttitudinal constructs aij; therefore, a series of o&cupation ggriables

have been. included. Iy addition, police attitudes ma¥2£§§?§ve from
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occupational socialization (Skolnick, 1966). Therefore, a series of
reference group varigbles have been included. These relate to how

gignificant persons or groups mey influence the respondents' attitudes

-

toward -education.

METHOD OF ANALYSIS

Level of Measurement

,
The level of measurement is determined by the type of data collected

in an experiment, and in turn, determines the statisticel technique used
to anslyze the data. There are four levels of measuremen£ poasible
(Glass and Stanley, 1970). *

The nominal level is Eonsidered as the lowest level of measurement
sinée it makes no assumption whatscever ebout the values being &8signed
to the date. Each value is seen as a distinct .category and the value
itself simply servesH;s @ lebel. No attempt is made to deté:mine if one
categury. ig larger or smaller -than the othép, to rank order the
categories or to determine the distance between categories (eg., sex;‘
marital status).

The ordinal level is achieved when it is possible to rank order all
of_ﬁhe categdries according to some criterion, without making references
gs to the distance between categories (eg., rank, education).

The interval level of measuremth, aslwell as being gble to rank
order the categories, has the prgperty that distances between categories
are set in terms of fixed and equal units.h’There is, howé;erj no fixed
zero point (eg., the attitude toward education variables).

The ratio level has the property of the interval scale With.tbc

addition of & fixed zero point as part of the measurement format (eg.,

age, length of service). A
“
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.l

Ar&vsis of Variance (ANOVA)

Anslysis of Varlance is a statisticel "technique used to test the

significance of the diFFerencés between the .ﬁeans "of & number of
different populations (Ferguson, 1981). For instanc¢1 this study 1is
concerned with examining the differencgs_in_attitqde towarc education
(the response variable) among the three levels of educationai gttainment
(the clessifieation variable). The ANOVA will tell us how likei; it is
that the differences Ffound among the three educational levels are just
random variation not of a magnitude that reguires explanation, as opposed
to being of a magnitude that reflects something really different about
the groups. |

Analysis of Variance is based on the assumption that the semples are
chosen randomly in order to be representative of ‘the population.
Assuming that there is a relationship between the classification
variables and response variables, the ANOVA is used to determine whether
the relationship is significant or if it may have occurréd by chance. In
this study; the reésearcher has chosen only ohe sample from the
population. It is possiblé:‘zaat.it is just a chance occurrence that a
sample has been drawn where & relationship has Seen found ta be
Qignificant.' At the outset, then, a con%i%ence interval or parameters of
acceptability must be established by which to retain or reject a given
relationship. Social science research generally accepts .05 as a
1egitiméte level of significance; which is to say téat a given
relationship could have occurred by chance only five times out of 100.
Stated differently, one can say that the chances are 95 percent or
greater than 19 out of 20, that there is s statistically significent

difference between the groups on a classification variable.

”
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In this study, the ideel statistical techniﬁue would have been a two
way or Factorial Analysis of Variance. This involves the introduction
of a second classification variable. Insteed of examining the
respondents’ level of education alone, the analysis would also include
the respondents' career orientation. This way, it would be p&sstble to
examine the interaction effects level of education and career orientation
have on the response vﬂriablg. Kerlingér’(l973) describes the two-way
ANOVA as follows:

In a one-way analysis, we simply séy, if p, then g: if such

and such methods, then so and.so outcomes. In factorial

analysis, however, we utter richer conditional statements. We
can say if p, then q and if © then q, which is tantemount to
talking about the main effects in factorisl anelysis .... MWe
can also say, however, if p and T, then q which is equivalent

to the interaction of [clessification variables]. Interaction
can also be expressed by: If p, then q under condition r.

~ (p. 258).
Within the scope of the two-way ANOVA, we cal identify Ffactors
affecting the response variable asvbeiﬁg either 1: the main effects
(variable A or variable B), or-2. the interaction effect (veriable A X
variable B).

In aqrder for the fwo-way ANOVA to be valid; the sample must be of

sufficient size so that an adequate number of respondents fall into the

rdif[gpeg;‘~leuels,uof educetion-by—-carder erientation categories. The

present study does not meet this criterion. There are three levels of
education by five levels of career orientation resulting in 15 possibl?

. ' !
combinations or cells. Due to an insufficient number of respondents

having university degrees, all of the cells could not be adequately

filled rendering a two-way ANOVA invalid. Therefore, only one-way
ANOVA'S could be percformed separately on the education -and éareer

orientation varisbles. -
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Duncan's New Multiple Range Test

When more than two levels of a'classificatiop variable exist (such
" ag with the level of, education or career orientation.vériables), it is
oftemvuseful to employ a multiple comparison procedure to deteymine which
means significantly differ from each other. This technique is ordinarily
.8 proping technique used after a significant F value has beén found on
the ANOVA. Duncan's New Multiple Range Test is probably the most popular
procedure used in the behavioufal sciences (Glass and Stenley, 1970).
The followihg example demonstrates the way in which this test was used
for thié study. B
The classification variable, level of education, has three

categories: no university, some university, university degree. Suppose

these three levels are compared on the response varisbles X, Y and Z with

the following results: ™
Response - No Some University F pl
Variable - University University Degree
X 4.12 4,06 4,00 .29 NS
Y 2.618 2.12P 1.83b 8.06  .0005
z | 4.148D 4.272  3.890 312 .05
1. Means with-the same or no superscripts do not significantly differ.

Superscripts are uéed.iﬁ order to specify which means are sig;ificéntly
different Frop each other. For response variable X, no significant
differences exist among the three means as indicated by the lack of
superscribts. For variable Y, those respondents with soge university and

with a degree do not significantly differ from each other, but both these

levels do ~ significantly differ  from those respondents with . no
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university. For vériable 1, those respbndenth with some university sig-
' -t

nificantly differ from those with a university degree, but both these

groups do not signiFicéntly differ'from those respondénts with no univer-

sity education. .

Chi Square

In many experimental situations, the nature of the data may be such
that ‘we are required to compasre a set 0% observed frequencies with a set
of theoretical freguencies to determine if sigﬁificant differences exist
among groups ;ather than comparing the means of differént groups as is
done in.the ANOVA. The observed freguencies are those obtained empir~
ically by direct observation or experiment. The theoretical freguencies
are generated on the basis of some hypthesis or line of theoretical
speculation which is independent of the.data at hand (Ferguson, l98i).
The question to be addressed is whether or not there lies a gsignificant
difference between the obsefved and the theoretical frequencies. In this
context, the null hypothesis states thet no éignificant differenéea exist

etween the observed and theoreti%al frequencies. If the observed fre-
quencies differ significantly froh\the theoreticel frequencies, the null
hypothesis is rejected, and in turn, so is the theory that gave rise to
the thearetical freguencies. The tﬁ?oretical frequencies are usualiy
referred to as the expected frequencies. This is the frequency the
fesea:cher would expect to get if the particular theory in qﬁcstion vicre
true. Ac in the ANOVA, the level of significance generally %ccepted is

.05,

Correlation Coefficient

The data under-consideration in this event consists of pairs of

observations or measurements; that is, we have two observations or
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measurements for each member of a group. Such aBtF are called biveriate
“data. - Examples include height eand weight o%\ulg,nang“ scholastic
performance. The essential feature of such data is that one observatiﬁn
or measurement cen be paired with anather observétion or measurement for
each member of that group. The correlation coefficient (r). assesses the
extent of the rglationship between the two variables. This wvalue can
range from -1.00 through 0. to +l'OOT A positive correlation indicates
that as_one variable increases, so does the other. Positive correlations
nay be Found‘between height and weight or training and performance. The
value r, then, describeé the covariance be}ween two variables, that is,

to what extent and in what direction does a change in the value of X

result in the value of Y.
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CAREER ORIENTATION DESCRIPTIONS

I enjoy my career as a police officer, although I
ensure that there is a balance between it and my per=
sonal life. A major motivation in my cereer as &

SELF police officer is to have-a-good source of financial
INVESTOR security. Off the job interests such as family, per-
. " gonal interests and well being are a major source of
pleasure for me. I do not want job "demands to ifter-
fere with my personal life. I am not particularly

- striving for promotion. .

I am interested in recognition and advancement in my

. police career. Prestige, respect, and financial pro-

. gress are importent to me. I feel that 1 can mske a
CAREERIST.. -sworthwhile contribution at the managerial levels. I
: work hard at my job in order to make & good - impressig

on superiors who might control the advencement of My

career. I study hard for exams and seek out training

or education opportunities if I think they will help me

get ahead.

1 value the opportunity to do good work aecording to my
own stendards. I prefer jobs that provide challenge,
new experiences, and the development of my technical or
SPECIALIS specialized skills. Promotion end financiel success
_ I“\n@re less important than the opportunity to be involved
' in work that interests me.

I enjoy the enforcement aspect of police work. I feel -

a—sense of excitement when pursuing a case. Gathering
: evidence and solving crimes is what policing is all
ENFORCER about to me. 1 achieve a sense of satisfaction by
apprehending criminals and obteining convictions.

Financial security is not what drew me to police work:.

\

I feel thaé\ﬁs 8 pblice officer, 1 am contributing to
improving Camadian society. 1 feel that police work

not only encompasges law enforcement but alsosincludes

SOCIAL a strong public assistence role (settling disputes,
ACTIVIST assisting victims, etc.). Personal status and job
security are not my primary motivations. My major

career motivation is to, help people.

" ' ‘ APPENDIX B

¢
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APPENDIX C

LETTER TO THE CHIEF OF POLICE



CANADIAN, POLICE COLLEGE

A COLLEGE
v CANADIEN DE POLICE
B 008 o ox o

Your {lle Votre référonce

BOX (C.P.) 8900 OTTAWA, CANADA K1G 3J2
(613) 993-9500

“our/fil
10:  Chief of Police jtle Notee rétérence
FROM: S.H. Schultz
- Director
canadian Police Coldege ’
SUBJECT: CAREER DEVELOPMENT QUESTIONNAIRE /

|

As you are no doubt aware, the Canadian Police College frequently con-
ducts studies of issues related to the Canadian police community. In
conjunction with the knowledge and expertise of the staff and other
resource persons available to the College, it is advantageous to obtain

'y

input from the Canadian police community at large.

_For some time now, the College has been concerned with the development of
police careers. The Research and Program Development - Branch is now con-
ducting a study of factors associated with police attitudes toward promo-
tion.

Mr. L. Buckley, who has been associated with the College for several
years, will be conducting this project on our behalf, as part of a pro-
gram of academic studies under the guidence of Drs. J. McGinnis and G.
Booth. Part of this project will involve distributing gquestionnaires
regarding attitudes toward careers and promotion to force members. Your

cooperation and participation 1n the conduct of this study would be
appreciated. :

The College would like to target those members below the rank of sergeant
in your force who have between 5 .and 15 years -of service. Yle are
requesting that you provide us with a list of officers in your force who

fall into this category.

A questionnaire, which may be completed at their own convenience, will be
mailed for distribution directly to individual mempers. Their participa-
'tion will be completely voluntary, although, your endorsement of it would
be appreciated. As the College has no interest in linking responses to

/2

A CANADIAN POLICE SERVICE OF THE

AOYAL CANADIAN MOUNTED POLICE . . Can a
UN SERVICE OFFERT AUX POLICIERS ) ada
CANADIENS PAR LA GENDARMERIE .

ROYALE DU CANADA ' .
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individual members, the questionnaire was designed so that the anonymity
of the respondents cen be assured. Further, since the College is seeking
the participation from more than one force, we can also assure force
anonymity. '

Should you be willing to assist us in this project, I would ask that a
member be designated as a lisison officer. Once you have identified a
member of your force to serve as project liaison officer, he or she
should contact Dr. Jim icGinnis at (613) 998-0794 or Dr. Gordon Booth at
(613) 998-0797 to discuss the logistics of.the study.

I would like to take this opportunity to thank you for whatever coopera-
tion you can provide with this project.

- -

-

5.H. Schultz, C/Supt. ‘ . .
Director
Canadian Police College



- - 153 <

COVERING LETTER FOR QUESTIONNAIRE

A

APPENDIX D

R
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The;efore; it would be appreciated if you would take

CANADIAN POLICE COLLEGE gg . COLLEGE CANADIEN DE POLICE

BOX (C.P.) 8900 OTTAWA, CANADA K1G 342

{€13) 893-9500
. Your fle  Votre référence

To: N275=93

Our tlle Notre référence

From: S.H. Schultz, C/Supt.

Director
anadian-Police'College

. )
Subject: Career Attitude Survey

The Canadian Police College offers courses related to police manager
development (e.g., Senior police Administration Course and Executive
Development Course) and many of the technical aspects of police work
(e.g., Identificetion Methods and Jechnigques Course, Polygraph Examiners’
Course, and Police Explosives Technicians' Course) to members of the
Canadian police community. In order to digcharge this function, the
Cenadian Police College frequently conducts ;}udies of issues of concern
to members of the police community.’ '

For some time now the police community heas been concerned with the
development of police careers. The Research and Program Development
Branch of the College has undertaken to conduct a study of factors
associated with police attitudes toward cereers. This project will be
conducted by Mr. L. Buckley, who has been affiliated with the College for
several years, under the guidance of Dr. Gordon Booth, who is a Canadian
Police College Research Officer. : /

To complement the knowledge and expertise of the persons available to the
Callege, it is’ advantageous to obtain input from the police community in
general, and from police force members in particular. This particular
study is -designed to permit you, as & member of a few selected police
forces, to express your opinions about current career” related issues.
fhe time to respond.

rl POliCB

to /the enclosed questionnaire and return it to
C#llege. '

A CANADIAN POLICE SERVICE OF THE ( :a I-]

ROYAL CANADIAN MOUNTED POLICE . a
UN SERVICE OFFERT AUX POLICIERS ! -. ada
CANADLIENS PAR LA GENDARMERIE ) i |
ROYALE DU CANADA ‘ i
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As the College has no interest in linking responses to either the
individuals or to the polige forces involved, the questionnaire was
designed so thet your-anonymity caf’ be assured. To-further protect your
anonymity, end that of your force, any report which might eppear as an
article in the Canadien Police College Journal, or used in canjunction
with @ progrem of academic study, will be based on aggregate data only.
For example, while information regarding the opinions of persons in

‘various age groups may be presented in reports, the way in which the data

will be collected ensures that no individual within©any force can be
identified.

‘since this covering letter is the oﬁly part of this package that clearly

identifies you, it is important that you'remove it prior to returning the
completed questionnaire. Should you have “any questions about the

questionnaire, or if you require gssistance, please’ contact Dr. Gordon
Booth at (613) 998-0797.

Thank you for the time and attention you are able to give to this study.

!

‘SUH- SChUltZ, C/Supt-

Director
Canadian Police College:

Attachment - Questionnaire and Envelope

J
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APPENDIX E

THE SURYEY INSTRUMENT




CANADIAN POLICE COLLEGE g ~ COLLEGE CANADIEN.DE POLICE

BOX (C.P. ) 8900 OTTAWA, CANADA K1G 3J2
: (613) 993-9500

CAREER ATTITUDE SURVEY Your fle  Votre rétérenco )
PART A

Qur flle Notre réfdrence

BACKGROUND INFORMATION

Although you may comglete this questionnaire anonymously, some background
information is desired so that the results can be reported in more
depth. This reporting will be’in group form only - for example: Police
officers with 5 to 10 years of service indicated that ... ; Police
officers of constable rank felt that ... . ., In each question, pleﬁse

check off the appropriate information which relates to you.

i

1) Age (in years): . _ . )
'18-20 ____ 31-35 ____ 46-50 . élor over

21-25 3640 51-55 T

26-30 4145 S56-60 e

14

2) Sex: ' : ' '?;Q?tf- e
- Male

Female ' ' : ' //’

3} Marital status:- -
Maerried .

Not Married

'4)  Number of childgen:
None
1 . | | . . | . -
2-3 - - P

4 or over

_ .

A CANADIAN POLICE SERVIE OF THE B g A
ROYAL CANADIAN MOUNTEDOLICE . ' - Ca-rla.d
UN SERVICE OFFERT AUX p%ms . .

CANADIENS PAR LA GENDARMERIE ’ ' '
ROYALE DU CANADA

I
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Years of service as a police officer (please include service in &ll

forces if you served in more than one):

o m———

Less than 2 16-20

3-5 - 21-25

6-10 - 26 or over
11-15 ___;_

Present assignment (éé., patrol‘;CID, drugs, administretion, ident.,

etc.):

Type of force: ' - TA
Municipal
Regional .

Provincial

R.C.M.P.

Education (please check highest level completed)
Less than grade 11/12 (junior matpiculation)

Grade 11712 (junior matriculation)

1

Grade 12/13 (senior matriculation)

Community College: 1st year
 2nd year

3rd yesr or greater

11

University: 1st year
' 2nd year
3rd year
4th year

A

5th year or greater



9)

10)

11)

-12)

_13)

=159 .-

a) Diplomas or degrees obtained (please specify) =~ ’ , _ﬂi\
' College diploma o
.Bachelors

Bachelors {Honours)

Masters

Doctorate

T

x —————

b) Please gpecify the field in\:hich these diplomas/degrees were

earned:

If you do not have a full year of university, have you completed any

courses offered by a university:
Yes . No. of courses
No

——

)

If you have taken any university courses, what‘percentage of these
coufées have been taken while serving as a police officer

0%

25%

50%

5%

100%

[T

What type of courses have you studied:
Criminel Justice related
General-Arts
Social Science
Compﬁter Science
Science and Engineering

Business/Administration

T

Other {please specify)

Are you presently taking university courses?
Yes
No

r——etr.
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14) If you have taken univeraity cburses since joining your force, what

were your primary motivations?
| NOT AT ALL SOMEWHAT VERY MUCH

1) General interest in the . .
subject; 1 2 3 4. >

2) To get credit from my force
for- improving my abilities
with regard. to promotion.con- /
sideration; 1 2 3 4 5

3) To prepere for a second or .
other career; 1 2 3 4 5

’

'4) To help me do a better job
as 'a police officer. 1 2 3 4 . 5 -

15) Are any members in your immediate Family (parents, 'brother(s),
sister(s), spouse) university graduates?
Yes .
No‘ | LT

———————

16) To what extent have you been encouraged by your family members to
pursue a university education? .
Greatly discouraged
- Somewhat discouraged
Neither encouraged nor discouraged

Somewhat encouraged

T

: Greatly-encouraged

17) To :hat extent .is a university education encouraged by the
menagement in your Force?
Greatly discouraged
Somewhat discouraged
Neither encouraged nor discouraged

Somewhat encouraged

T

Greatly encouraged
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18) To what extent is a university education encouraged by those members
that you condider as your peer group?
Grestly discouraged .
Somewhat discouraged
l Neitber encouraged nor discouraged.

Somewhat encouraged

aRRR

Greatly encouraged

. 19). Who has been the greatest influence on your attitudes (positive or’
| ‘negative) toward a univeraity education? .(please check one only)
Your family
“Your spouse or companion
Your self
Your high school peers

Youp fellow officers

T

Your force's management

Other (please specify) . &

Please continue on the next page.
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PART B .

CAREER ORIENTATION

INSTRUC

TIONS (Please read carefully)

On the

most pe

follow1ng page you will find five different descrlptlons of how

ople have oriented themselves .to police work . Your orientations

may have changed sxnce you - first entered pollc1ng. Therefore, in the

LEFT. HAND column, please number in order of importance these five

M_dedcrlp
to the

tion, t

tions from 1 to 5 for when you first Jolned the force. Assign al.

descrlptlon that most accurately described your career orlenta- '

hen a 2 to the second closest, & 3 to the third closest, ad to

the fourth, and 5 to the description least like you.

In the RIGHT HAND column;'please number these descriptions again in order

of impo

rtance from 1 to 5 with regard to how similar they are to--you at

the présent time. Assign a 1 to the description most like you, a 5 to

the description least like you and 2, 3, and 4 to those that fall .in

between.
Example:
When First = At Present
Joined _,/’/ Time
3 A) 1 enjoy my career ... for promoction. 5
4 B I am interested in ... get ahead. 4
2 C) I value the opportunity ... interests me. 1
1 D) I enjoy the enforcement ... to police work. 2
E E) +-fsel that as a police ... to help people. 3
NOTE:  You may or may not agree with the order of importance placed on

the cereer orientations in this example. These are only shown to

demonstrate how to complete this section of the guestionnaire.

Please continue on the next page.



When First

Joined

A

B)

C)

)

' 80uUr

--i§3 -

i

I enjoy my career as a police officer, althaugh

I ensure that there is a balance between it and

my personal life. A major motivation in my
career as a police officer is to have a good
jé of financial security. 0ff the job
interests such as family, personal interests
and well being are s mejor source of pleasure
for me. I do not wanf\job.demands to interfere
with my personal life I am not particularly
striving for promotion.
I am interested in recognition and advancement
in my police career. Prestige, respect, and

‘financial progress are important to me. I feel

that I can make a worthwhile contribution at
the _manageriel levels. I work hard at my job
in~order to make a good impression on superiors
who might control the advancement of my
career. 1 .study herd for exams and seek out
training or education opportunities if I think
they will help me get ahead. "

I value the opportunity to do good work accord-
ing. to my own standards. I prefer jobs that
provide challenge, new experiences, and the
development of my technical or specialized
skills. Promotion and financial success are
less important than the opportunity to be

‘involved in work that interests me.

I enjoy the enforcement aspect of police work.
I feel a sense of excitement .when pursuing a
case. Gathering evidence end solving crimes is
what policing is all about to me. I achieve &
sense of satisfaction by aspprehending criminals
and obtaining convictions. Financial gecurity
is not what drew me to police work.

1 feel that as a police officer, I am contribu-
ting to improving Canadjen society. 1 feel
that police’ work not only encompasses law
enforcement but also includes a strong public
assistance role (settling digputes, assisting
victims, etc.). Personal status and job secur-

ity are not my primary motivations. My major

At Present
Time -.
. 3

cereer motivation is to help people. . //////j

>
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PROMOTION AND ADVANCEMENT

-

The following statements reflect a. variety of attitudes about promotion

and advancgment. Please read each of the following statements.

the extent to which you agree or disagree with it.

" letters at the right that correspond to your opinion.

The letters mean: SD - Strongly Disagree

D -~ Disagree -

NAD - Neither‘Agree'nor Disagree
‘A - Agree '

SA - Strongly Agree

Consider

Then circle the

1. .Factors such as length of service and
loyalty to the force should be given
primary consideration for promotion. sD

2. “Today, police departments should be giving -

priority tp .the hiring and advancement of

university graduates. . SD
3. A dedicated officer with 5 years service

is usually just as loyal es a 20 yea

officer. : Sp -

“ 4. In most Canadian police forces today,

university educated officers are receiving
undeserved preferentiel treatment in terms
of advancement. ‘ SD

L . 3

5., [xperience, hard work, and long loyal ser-
vice should be rewarded through advancement
and promotion opportunities.  Police forces
should not ignore these qualities to promote
younger, less exper;eﬂced officers just be-
cause they possess a university degree. Sb

6. The extra effort g university educated

officer has put into developing his

abilities should be recognized by the

police force by weighing education heav- .

ily in the promotion system. "SD

7.  Much police activity and time is taken up
- with attending to public disputes, traffic,
rowdiness, noise, interpersons! corflicts
“ and disorder. - SD

g

D NAD
‘D NAD
D NAD
D NAD
D NAD
D NAD
D NAD

SA

SA

SA -

SA

SA

SA

SA



B.

10.

11.

12.

13.

14.

15.

16.

17.
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University educated police officers are
likely to think too much. This is an
"getion" profession and instincts ary more
important than education. '

All other things being equal, female candi-
dates have a definite advantage over male
candidates in likelihood of advancement

and promotion.

S ' !
There is a lot of truth to the stafement
that many veteran officers have one year's
experience repeated twenty times.

Beyond recruit training a patrol officer
has nothing to learn in e classroom. The
street and his fellow.officers will teach
him all he needs.to_know. .

Many police officers feel threatened by
university graduate officers and there-

.fore exclude them from their circles.

A university education makes a police
officer more effective by exposing hin

to different ideas which makes him more
gware of what goes on around him and gives
him different perspectives ap problems and
potential solutions.

A university education is a valuable
asset that contributes to the overall
value the force.
)
Police officers should be encouraggd to
obtain a university education to bpth
upgrade themselves and help make eir
force more professional.

féince_a police force benefits frgm pro-

moting university educated peopld they
should edvance those who make the effort
to -educate themselves by weighing educe-
tion heavily in the promotion system.

All this education stuff is overdone.
In this force éach member is judged cn

" his merits regardless of his formal cdu-

18.‘

19.

cation. , r

b
The notion of loyalty is just a smokescreen
tq promote the most senior peoplt.

Policing as & career is not as rewarding as
I thought it would be.

5D

SD

sD

Sb

5D

SD

SD

sD

SD

SD

Sb

SD

"~ NAD

NAD

NAD

NAD

" NAD

NAD

NAD

NAD

NAD

SA

- SA

SA

SA

5A

SA -

SA

SA

SA

SA

SA

S5A



N

20.

24.

25.

26.

27.

28.

29.

30.

3l
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In terms of education for police officers,

the minimum force requirement (grade 12)

is sufficient in keeping with the role we
perform. ‘ ] SD

The only education a police officer needs
can be found on the street and will come
with experience. . . SD

Police should not have to deal with attend- .
ing. to public disputes,. traffic, rowciness,,

“#noise, interpersonal conflicts and disorder.  SD

Many university educated officers feel
superior to the non-university educated

" pfficers. - sSD

in order to function in a complex society

with increasing expectations on police,

patrol officers should possess a university
education. - SD

All the importance recently placed-on edu-

cation for police officers is strictly a
political exercise, thought up by poli-

ticians end acedemics, and has little to do -
with day to dey police work. T » SD

An sssential aspect of the role of the uni-

form patrol officer is to serve and render
assistance to the public. SD
We may not be able to solve all of- the
world's.crime problems but I still feel -

good knowing that we are having some ;impact. SD

The commitment to police professionalism
is just as strong among officers who do not
posgess a university education. ' 5D

My pcrsizplﬂzdentity as a police officer
is very Atrong. I can hardly imagine my-
self in any line of work other than polic-

ing. . . \ ‘ SD

"Overall, my career as a police officer

«

has been personally fulfilling end satisfy-

-ing. S Sb .

My qualifications for promotion have not
yet paid off, but I am confident that they
will. _ SD

- Z

NAD

NAD

NAD

NAD

NAD

NAD

NAD

NAD

" NAD

NAD

NAD

NAD

SA

SA

SA

SA

SA

SA
SA

SA

" SA

SA

SA



32-

33,

34.

35.

’ 36.
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Too many people hbve lost sight of
that the primary responsibility of

is to control crime through enforcement and

investigation.

Despite our efforts, it is discouraging to

see that we, the police, are having
impact on crime.

It is satisfying to 'desl with the public on

. a person -to person human level and

keep order in the city by attending to public
disputes, traffic, rowdiness, noise, inter-

‘personal conflicts end disorder.

I have quite often wondered why I chose or

remain in police work.

Although we can't stop all crime, I still
feel good whenever we have a positive
impact by calming or consoling victims of

crime, or helping other members of
community with their problems.

the fact
the police

SD
so little

SD
to help

sD

SD
the

R

. NAD

NAD

NAD

NAD

NAD

A

SA

SA

SA-

" SA

SA

Please continue 'on the next page.
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EDUCATION -

INSTRUCTIUNS

The -following statements are B8 assertions that have been- made about

university education for police officers.

you agree or disagrée with each statement.

it that tell how you feel.

The letters mean: SD

Strongly Disagree

D - Disagree
P *  NAD - Neither Agree nor Disagree
A - Agree
- SA“"

Strongly Agree

Consider the extent to which
Then circle the letters after

2.

5.

University educated police officers are

better able to understand the complexity

and range of humanrbehav1our. }
. . .

" University educated pollce officers are

,petter able to tolerate dlfferences and

ambljultles.

University educated police officers are

better able to understend the causes of

crime and the nature of deviance.

University educated police officers are

- better prepared to evaluate & difficult

and sensitive situation end arrive at e
balanoed“judgement.

Unlver31ty aducated police officers’ are
more Flexlble, less hostile, less pre-
judiced, less authoritarian, and less
cynicel.

University educated ﬂﬁiice of ficers have
ar advanced knowledge in special areas
of polige work that can only be derived.
f rom university training.

Upiver31ty educated police officers are
more willing to teke initistive, experl—
ment, and use a step by step method-to-.
process information and arrive at d901s-
ions. - .

Unlver51ty educaﬁed pOllCE offlcers are
better able to ekercise leadership.

/

" SD

SD

sD

SD-. .

5D

Sb

SD

SD

NAD

NAD

NAD

NAD

NAD

NAD

NAD

-

“NAD

o

SA

SA

SA

SA

S5A

SA

‘SA
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gnUbArlnN AND RANK

INSTRUCTIDNS

Below various ranks are llsted. Please pfovide_your opinion as to_ what

extent a uh1versmty education should be considered in promotion to these

ranks. Circle the number that best categorizes your opinion.,

The numbers mean: 1 - To no extent
2 - To & little extent
3 - To some extent
4 - To a great extent

5 - To a very great extent

VERY
NONE SOME GREAT .

. ll .Eobporal e T R E R N R RN R IR B IR l 2 3 4 5

’ 2- Sergeant-..:A.-..-.-;.---.-.....-......-..i l 2 3 a 5
. * - .

-,

3. éiaf% Serggant ....;....................... 1 2 3 4 §
4. TINSPECLOT wessiesnnnsasosssesinnnnunnnaasss 1 ‘2 3 4 5
5. SUpETintendent seeeeessesessiessesensesens 12 3 4 05
6. Deputy Chief .oeeeveenpecsnoracdooracnennns w2 374 5

T 7. ChieF eeneessiareonens

LRI l 2_ -3_w_’4

Please‘continue on the next page.
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’ s -
-
o

INSTRUCTIONS. -

If you had the opportunity to allocate a to;al of 100 points for the

'factors shown below in the promotion policy of a pollce force, how would

you. allacate these points? Please ensure that the total is 100. Your

" response may range from'(}) giving'lUB.points to one of the factors and

zeros to the rest, (2) to giving roughly equal points to all siy, or {3)
to any combingtion of points that totals 100. . '

Performance Appraisal . \
Examihations o “;//
Orel Interview Board
‘Education

Seniority

Résearch Pape? (Essay)

# Other (pleusse specify) .

. ’

o\ 100

‘-c * : ’ ' .
- ’ i . Please continue on the n page.
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INSTRUCTIONS

The following questions deal with pro

-7 - T

Hﬁ:::; and job satisfaction. Please i

. read each statement and check the appropriate response which reflects

your feelings for each question below.

\

1. How do you feel toward future promotion to the next rank.

a)
b)
c)

e)

I will eccépt a promotion if it is available.
S d) vl

1 want to be promoted.

.I very much want to be promoted. \

2

~ -

—.d' .

have little interest in being promoted.

I have no interest in being promoted.

2. To what extent do you feel deserving of a prbmotion at this

To

To

To

To

e To
3. What is
4. What is
a) 0%

b) 20%

c) 40%

d)  60%

e) 80%

f) 100%

5. At which

. no extent

a little extent

some extent

a greq} extent

a very great extent

LT

the highest rank you would

like to reach:

T

time.

the probability that yoﬁ will reabﬁ that rank:

T

A

rank do you expect tao retire:

—

¥

-J
6. It is common that at a certain length of service, people are

considered "passed overi. For how many more years will you be

" considered promotable befere you reach a 3tag&\PF being pessed over:

years.
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During those prime promotion years, what is the probability thet you

will be promoted to the next rank? .

a) 0%

b) 20%
c) 40% -
d). 60%
e) 80%
£y 1005

T :

)

. N . . .
Whaet is your level of satisfaction with, your overall career as &

police officer.

g) Very satisfied
"b) Satisfied
¢) ~ Neither satipfied nor unsatisfied
d) Unsatisfied B

« . ' ~,

&

e) Very unsatisfied .o~

n

What is ygur level of satisfaction with the day-to-day work you
presently do: '
a) Very satisfied

b) Satisfied

c) Neither gatistied nor unsatisfied

d) Unsatisfied
e) Very unsatislied __(*

T

- 4

PLESE

?

[t '.—-_l"
ey

oo Please continue on the next page.

S
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EDUCATION, RECRULTMENT AND PROMOTION

INSTRUCTIONS

Many. police forces recently, have emphasized education as an important
factor for recruitment and promotion. Please state briefly how you feel
about this emphasis on education within policing. '

(NOTE: Please try to keep your answer brief,:to about one pagé)

Ex

——

St

Thank you bery much for your responses as they are an 1mportant rontrlbu-
tion to the career attitude study . Now,’ please -ensure that the covering
letter has ‘been removed. Place the completed Questlonnalre into the
nvelope pr0v1ded and drop it into the nearest mailbox.

I
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FOLLOW UP LETTER TO THE RESPGNbENTS’

APPENDIX F

et
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CANADIAN POLICE GOLLEGE gg COLLEGE CANADIEN DE.POLICE

BOX (C.P.) B900 OTTAWA, CANADA K1G 3J2

el - (613) 993-9500 Your flie Votre référence
. 4
“ : ) S, Our fie  Notrg Jétérance
87 12 0B , : "
' . ' L2
— . \\\
v 3 -

Dear Constable L ‘

A;Lut two weeks ago you received a questionnaire entitled Career Attitude -
Survey. Gince it was to be completed enonymously, we have no way of

_ knowing whether. -your questionnaire is among those that‘ have been .
returned. If you have returned the questionnalrg you ?ece%ved,.thank yau
very much for yogp—coopegation and for your participation 1n this study.‘

" ' . : . P i
In the event that you have not returned -the .uegtlonnalre, or if. you
been on .leave, etc., we would_pppreciate”ﬁ@ if you would take & few
. minutes to complete and return the questionnaire. |
Thank- you.

Yours truly, . . | _ e

' . .- L

J.A. Gordon Booth,, Ph.D.
Research Officer
\ Research and Program o
. Development 8ranch o
Canadian Police College .

3

A CANADIAN POLICE SEAVICE OF 'n'i"E"v . ‘ i+d
ROYAL CANADIAN MOUNTED POLICE ) ' i Cana.da.
UN SERVICE OFFEAT AUX POLICIERS ’

CANADIENS PAR LA GENDARMERIE ‘

ROYALE DU CANADA
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P . | APPENDIX G

' : ey 4

THE' ADVANTAGES AND DYSADVANTAGES DF PERFORMING . RESEARCH
WETHIN A POLICE ORGANIZATION

»

The conduct of research on the police involves a number of obstacles
which may hinder the echrte of researchers putside the police organiza-
tion. A major problen encountered by reeearchers 1e the . characterietic
secrecy of both the police .qrganization in genersl and its personnel
individcally (ran Maanen, _i978). éertain activities of _the police
require confidentiality ir the performance of their work. Operational
lelCles may - requmre the need Fcr secrecy in order that crlminale‘nct
learn about them and get ‘an_‘opportunity ‘Fc foil police operatione._
CerE31n 1nfcrmat10n, therefore, may be inaccessible to the researcher.

Pollce research may be further restrlcted due to the suspicious
nature ,thet police organlzatlone and 1nd1v1duel police cfflcers hold
toward academics and outside -agencies. Antipathy. toward end'distruat of
che academic reeearcheq;is a problem - real or imagined - in many police
departmente.(Ven Meacec, 1978). The reeearcher'is sometimes seen as a
gocial critic who is subversive and out to display the organization in'a
negative fashion. che belief may be further reinforced when research

such ~as Ericson's (1981), Making Crime: A Study of Detective Work,

.negatlvely CrltlchES the act1v1t1ee of the police. - Independent and out;
side researchers, therefore, are rarely welccme by police fcrcee. Fur-
lther, behavioural scientists have often appeared at police depertments,
administering a battery cF.questicnnaires and tests, recognizing various

+

problems concerning the organization, and coming up withcuE%EETUtions.

[
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Thee .experience hee left police administrators with the impre3310n that
" social science reeeerch is useless, irrelevant, ~and unlntelllglble (Van
" Haanen, 1978). The regesrch is also seen 'as’ an inconvenience and an
impoeition.on.police personnel. ‘

-

“\__,udﬂTQewpolice'often tend, to dietrust.the motives behind any type of
investigation. The organization itself may fear that certain potentially

- ambarrassing and 1llegel act1v1t1es may be exposed. Police‘eddinietre-~
tors may wWOrTY about the resulting 1mage af their organization. Individ-
usl police officers may pelieve that individual results on testa and
questionnaires will be reported to thelr superiors (even when assured
anonymlty) Thls may lead to reluctance end lack of cooperetlon on the
part of pplice dgpertments and pollce peneonnel to part1c1pate'1n any
type of research when approeched.

Pollce oFficers are qu1te often reluctant to allow outelders into
their fraternity. They feel that a pereon has ‘no business etudylng them
unless thef'belong to the club (Van Meanen, 1978)7 The argudent is_that
unless the researcher knows what it is like to be a police officer, the
researcher hes no business studying them since the reseercher does not

»
understand the, problems the pollce encounter. The only way to understand

them is to be & police of ficer. !

Van Msanen (19%8) ndtee how difficult it is to gain access to study
a police department as an ohtside researcher. He believes that unless
-thehreéeercher has an inside connection, gaining acgess is.very diffi-
cult. When he asked e_number of forces for permission to study them, he
found that not having an inside eonnection created ;‘number of problems.
In ‘'some instances, letters asking for permission to study the department

A
were not answered. Sometimes enswers were given, .but were non commit-

tal. Many departments gave him the run around. Even when permission was
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' granted to study & force by the managemEnt, the individusl police

of ficers were not cooperatlve and #¢ times difficult to convincc to

participate. e .

A furthar example :here outside researchers face leck of cooperation
by individual’ police officers can be seen in the poor response rate
experienced by Kiedrowski, (1983) who had a mere 21 percent r;turn rate
. when he surveyed the Brampton police force.

A number of methods may be used to enhance the cooperatlon by police
forces EVan Reenen, 1983).

T
1. Gather as little data as possible from the police. This would
~ require that the researcher obtain much of his information from
other sources such as previously .published reports.

2. Gather data which evokes little r981atanca. This would vaolve
asking non threatening questions or using methoda of gathering_
"data which require- little affort on the part of the police.
This, howevér, may restrict the questions asked and important
research questions may not be addressed. Van Reenen '(1983)
believes thaet this would mean that the research would soon
become auperficial.'

3. Persuade police management to cooperate. This in many cases is
not difficult. Having the cooperation of the managemant,
however,-is quite often insufficient. Not all of the oppoaition
has been alleviated. The nature of the research nov becomes

4
important (Van Reenen, 1983). Where pollce performance is the
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{

" topic of concern, gaining the cooperation of individual police

officers may be difficult.

" 4. Approach the police through inFluentiel institutions such as

’

other police orgenizations. Institutions such as the Canadian
Police College who heve a good relationship with various police -
departments may quite often enhance the cooperation received by

police departments in terms of soliciting information.

.DM‘
5. Involve police persgnnel in the research. Better cooperation
may be obtained by police departments if they believe that some-

one from<«within the police organization is involved in the

research gince they have better trust in their own.

A

Usi;g’these five methods may help alleviate some of the suspicious-
ness held by Palice aepartménts.énd its bersonnel, and in turn, may pro-’
vide a methodl by which to deal with the secrecy surrounding -police
organizetions. There is the suggestion that in order to break through
the.barriers of a closed and distrustful police culture, it is important
that the researcher be known and trusted. In terms of gathering data, an
internal researcher has the advantage of encountering less Tesistance in
obteining information. On the other hand, theory oriented researéh may
suffer since police departments are interested in policy and operational
matters, npt theory. kurther, there remains a probiem.in that internal
researchers are controlled by the menagement and certain issues are some-
times not allowed @o be exasmined and, therefore,.certain resulgs and con- .

.

clusions are not drawn.
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in ordér to eﬁhance the éboperétion of both the police departments
surveyed and the individual police officers, this research was conduc{ed
" under the auspices of the Canadian Polige College. The researcherﬂpre-
sented @ statement of the research problem to the Research. and Program

Development Branch of the Canadian Police College who then agreed to pro-

F
[y
v

" vide support for the atudy.

The advanteges that came along with conductiﬁg this regearch thfough

the Canadian Police College, however, were nog without some costs. LA
number of diaadvantages were incurred, which, along with the édvantagea
obtainga deserves some attention.

Van Reenen (1983) has summsrized e .number of advantages end dis-
advantages ;ncopntered by researchers wHén workéng within and éutside of
police organizations. Many of them pertain to this research. . Aécording

to Van Reerien (1983) external researchers ere at a disadvantage because

they tend to have =

less insight in the specific policy probiem... [have] less
influence in the policy, less grip on.the policy, ... and the
research takes longer. o

(p. 17)
Infernal researchers are st a disadvantage because they have

less role autonomy, less independence, «.. [and] are less
objective and neutral in the approach to the problem, ... [and]
the management can easily ignore the research results..

" (Ven Reenen, 1983, p. 17)

External researchers, however, have the advantagé that they have &

) . . ¢
more objective, independent wey of thinking and/or approech,
... [have] greater role autonomy, [are] not as easy to influ-
ence, ... [have] more expertise, [and heve] more specialized
knowledge. .

Y

(Van Reenen, 1983, p. 17)

Internal researchers are at an adveqtgge iq,that they have “
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more lnelght in the subject matter, better formulation of the

. problem, ... [have] more contacts, better communication with
the. person who ‘ordered the research, ... [and have al] higher
level of implementatlon of the results. .

(Ven Reenen, 1983, p. 17)-

Many of the hindrances and. restrictions described were encountered
while performing the present research at the f%nadlen Pcllce Ccllegen
Quite ofcen, the research was detained due to “bureeucratic red tape .
,‘Approval to- do the research hed to go through & number cf levels from
‘approaching a research’ officer, then obtaining perm1351cn from the branch
manager, to obtaining approval from the Director of the Canadlan Pollce
‘College. By working within -the confines of the Canadlen Police College,
the researcher was pressured to make ctrtain concessions whlch aFFected
coth his professional freedom and integrity. . Approval of the survey
ingtrument was required at Veribus‘leVele reeuiting in delays with its
1mplementet10n. Certain queeticns were censored and not pegpitted to qé
1ncluded on the questlcnnelre because Canadian Police College officials
believed that these questions were of a personal end threatening nature
which nlght adversely .affect the return rate. This resulted. in pertinent
background information concernlng the. reepondente' reference groups being
left out and some importent policy and research questions not being fully
addressed. _

A further problem encountered was that' the Cenadian Police College
in the officisel letters accdmpanying the questionnaire (see Appendices €
and D) did not give an entirely dccurate representation of the role of
fhe principal researcher. For example, the reseercher was identified not
as a university studént but only as an affiliate of the Canadian Police

College. All correspondence to the police,forces portreyed the research

gs a Canadien Police College endeavour (which it certeinly was in part) ’
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vithout mentioning that the study was being carried out as a Master's

thesis. This was done on the professed basis that to do otherwise might

discourage cooperation by police officials and reduce the response rate.
/
Despite the disadvantages ‘encountered at the Canadien .Police

College, certain advantages were obtained as well. Letters asking the

Chiefs of Police of each department permission to survey their force was '

signed by the Director of the Police College which may heve enhanc%d-the

llkellhood that the pollce departments would cooperate. Further, the

Dlrector elgned the covering letter of each queetlonnaire requesting the

cooperationﬁ of the individual police officers. In addition, ~all

correspondence. 1nclud1ng the letters to the’ Chlefs“oﬁ\\:ollce, the

;coverlng letters, end the questlonnalres used the Canadian Police College

letterhead. Seeing this may have' led to an 1ncrease in. cooperation by
the part1c1pants reeultlng in.a higher response rate. _ Working within the
Canadlan Pollce College alsu allowed the researcher access to a number: of,
resources which may'not,have been available to outside researchere auch
as internal reports. fn addition, the researchers at the College offered
advice on what Forces‘to stay‘away from (because they had just received a
number of questionnaines ,from other -studies) and were better able to
identify forces which would be best suited for this study (for exaﬁple,
they had the knowledge that: certain Fforces endorsed- university
education). Further, expefienced police research staff well-informed on
police issues were‘available to giUe adviqe'on'the questions that should
be asked.on the survey end issues that should be addressed.

' Working within a police ofgenization, therefore, is a tradeoff.
Certein 1imitations and restrictions are imposed on the researcher. On

the other hand, the researcher has improved access to information which

would not otherwise be available to him.

SR
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. TABLE 30 ' .
' D

THE RESPONDENTS' ATFITUDES TOWARD EDUCATION, LENGTH, OF SERVICE, LOYALTY,
EXPERIENCE FOR PROMOTION AS A FUNCTION OF THE RE

o o o e i S T

-t A
——t

o
s —
»

Mean Rating

Self
Investor
1 (n=42)>

Question
: (n=29)

Careerist

Social
Activist| .F
(n=9)

Enforcer
(n=14)

Specialist
{n=39)}

SPONDENTS' CAREER ORIENTATION,2

AND

1

——————— | T

- e e
T T L et Tn e ] e o o o 4 e e

Length of -
Service and
Loyalty Should

3.14 - 2.83.

" Be Considered

~

1.89

Heavily e
University 2.34
Graduates Should
Get Advancement
Priority -
.‘4_/—”“
University
Fducated Get®
Undeserved :

" 3.50 3x21

.Advancement

L4336 4.28
Reward

Experience, Hard

© Work' and Long
Loyal Service

University 2.21 2,59
Education Should .,
be Weighed
Heavily

Force Should 2.17
Reward 7

University

Educated

T 2.48

@

2.85 293 3,00  0.47

2.31 2.14 2.22

3.24 ‘3,21

‘(n=38)

3.22

4.44- 4.36 . 4.00 ‘0.53

2.26 2.86 2.33 1.72

2.62 2.11

" (n=13)

‘ 2023

- 1.90

0.51

1.09

N.S.

N.S.

N.S.

1 1 = Strongly Disagree, 2 =
5 = Strongly Agree.

Disagree, 3 = Heither Agree/Disagree, 4

= Agree,

3 Saemple size unless other

wise indiceted.

2 Means with the same Or no superscript do not signiﬁicantfy differ (p =

.05).

e
L
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- ' TABLE 31,

THE WEIGHTS GIVEN TO PROMOTION COMPONENTS AS A FUNCTION OF THE
: RESPONDENTS' CAREER DRIENTATIUNl

------------- L Mean Rating
- Promotion . Self . - Social ' .
* Component ‘| Investor  Careerist Spec1allst Enforcer Activistf F. P
- (n=4l) (n=29) (n-38) (n212) (n=9) . <
Performance 34.89 34,83 34,74 36.25 . 30,00 0.30 N.S.
Appreisal - ! ' . ‘ .
_ T ' N o
- Examinations 1B.54 19.83 19.34 20.00 2l.11 0.25 N.S.
Interview ) 14.63 o 3.03 - 14.87 '12.75 1l6.11 0.54 N.S.
. . ' ' . o . -
Education. 11.95 - 1121 11.45 9.00 2.22  0.59 N.S.
woation \ | v o W
Rpseerch Paper 2.68 2.24 2.90 2.08 4.44 0.51 N.S.
Uther ‘Points 1.95 - 5 35 3.16 - 6.25 © 5,00 0.88 N.S.
1 Means wlth the same or no superscrlpt do not significantly dlffer (p = .05). .
v _ N ‘ :

A
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-néu: '_ :
IHE EXTENT TO WHICH EDUCATION SHOULD BE
RANKS AS A FUNCTION OF THE RESPON

ERED ‘FOR PROMOTION
' CAREER ORIENTATION

r

I VAktous /

=—o=== == e "—==== =-—-=== t—— = SEREEEISSIoISSRES
Mean Rating /
. . b/ .
% “Rank, Self o o . i Social | )
: ' Inveator Careerist Specialist Enforcer Activisty F P
(n=62)> (n=29)} (n=38) {n=14) (n=9)
Corporal = .50, 2.00 L8l T l.62 2,11 2.03 .09
. . . ~ (n=37) _(n=l3) -
Sergeant - 1:60b -J*2.17ab -+ 2.008b 1.710 2,338 314 .017
Staff Sergeant’ -2.10 2.52 2,36 2.36 2.56 1.22  N.S.
Inspector . 2.6 3.14 2.89 2,79 3.22  1.49 - N.S.
Superintendent . 3.19°  T-3.59 © 3.08 3.3~ 3.78 L1.46 N.S.
. " . L L
Deputy Chief 3.600 . 4.10 3,53 3.93 « 411 " 1.50.. N.S.
Chief 3.69 4.21 - 3.66 - 4.0 .22 1.4l NS,

1 1= To No Extent, 2 = To. A Little Extent, 3 = To Some Extent, 4 = To A Great
Extent, 5 = To A _Very Great Extent.

z, Mgans wlth the same OT NO 'superscrlpt do not slgnlflcantly differ (p = .05)

3 Sample size upless otherwlse 1nd1catefd..

PN
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 TABLE 33

' ) V ) ‘ / B N
THE RESPONDENTS' ATTITUDES TOWARD EDUCATION, LENGTH OF SER¥ICE AND L YALTY
FOR POLICING AS A FUNCTION OF THE RESPDNDENTS"CAREERf RIENTATION ,2

= — — —— —— —— ————- —— — —4

e e S e 7 e s

T L . Mean Rating
Question Self . - . Soeial '
: - linvestor Careerist Specialist Enforcer  Activist F P
| (n=42)° -+ (n=29) (n=39) (n=14) (n=9)
“ Loyelty and 2.83 2.96 . 2.87 2.93 3.11 ° 0.18 N.S.
* Dedication o " (n=28) | . ‘
Veterans 2.33 2.48 2.41 2.46 . 2.89  0.63 N.S.
- ' . (n=13) : ’
Education is 2.20 2.34 _ 2.38 3.00 2,67 " 1.63 N.S.
Not ) C(nEEh) (n=13) .
Overemphasized ' - '
Loyalty is a 2.29 2.17 2.23  2.46 2.67 1.15  N.S.
Promotion ‘ (n=13) :
- Smoke Screen :
. University 3.32 3.03 2.74 2.86 2.88  1.97 N.S,
= 25 Fducated Feel - (n=41) | (n=38) . (n=8)
r Superior
Police  2.78 2.34 2.39 2.7 2.50  1.45 N.S.
Education is & . {n=41) (n=38) - (n=8)
Political - - .
Exercise
University 3.43 3.55 3,56 3,69 3.33  0.35 N.S.
Education has - (n=13) .
Overall Value ~
Fer Policing .
University - 3.21 ' 3.79 3.38 3.46 3.78 2.06 .089
Education ' _ (n=13) -
Upgrades and .o g .
Professionalizes _
Police ° . 4.54 4.41 4.45 4.36 4.13 0.4 N.S.
Professionalism _ ' : (n=8).
1 .1 = Strongly Disagree, 2 = Disagree, 3 = Neither Agree/Disagree, 4 = Agree,
5 = Strongly Agree. e . ’ ‘
-2 Means with the same or no superscript do not significantly differ (p = .05).

Samplé size unless otherwise indicated.
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TABLE 34

] ———— —

o s

Mean Ratlng

CAREER DRIENTATION

i“?

Question Self

Investor
(n=42)°

~

Careerist

(n=2?)

Specialist
(n=39)

Enforcer
(n=14)

Social
Activist
(n=9)

Instincts are 2.81
More Important
Than Education

Recruit Training 1.71

and, Street:

- Education is

Enough

Ve
University
Education
Develops
- Awareness

2.40

L4 - -

.Minimum Force 3.29

Education

. (n=4l1)

Requirement is

Enough
Street
Experience
Enough

University

1.90
is (n=41)

1.93

Education Helps
One Function in

a Complex
Society

University

.2.97

Education Helps
One -Understand
~ Human Behaviour

University

2.07

Education Helps
One Tolerate

Differences and
Ambiguities .’

2.41.

1.41

3.14

2.76

1.72

2'38

2.6}
(n=28)

2.32
(H;ZB)

2.62
1.62
2.74

3.24
(n538)

1.84
(n=38)

2.26

2.13

2.15

2.92
1.69

{n=13)

2.46

.;E'M_——(h:l3)"-

© 3,29

1.93

2.21

2.07

2.36

2.56

1.56
2.56 -
2.88

{n=8)}

1.75
(n=8)

. 2,50

2.33

2.33

1.90

1.68

lel

N.5.

' N.S.

0.58

1.87

1.65

0.48

N.5.

N.5.

N.5.

N.S.

N.S.
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TABLE 34 (Continued)

THE RESPONDENTS' ATTITUDES TOWARD EDUCATION AND EXPERIENCE FOR iﬂg
PERFDRMANCE AS. A FUNCTIDN OF THE RESPDNDENTS' CAREER ORIENTATION

. ’ Mean Ratlng _ ) y
Question . Self . ' oo Social
‘ Investog Cereerist Speciaslist Enforcer Activist| F P
(n=42) (n=29) (n=39) . (n=14) - (n=9)

University 2.24 2.46 218 - 2.21  2.67 0.76 N.S.
Fducation Helps (nz28) - - | . . N
One Understand ‘ : C
the Causes of
Crime
University  2.02 2,25 -2.05 1.93 2.11 ~ D.45. N.S.
Education Helps (n=28) :
One Evaluate
Situastions
University  ~ 2.00 o 2.04 2,00  2.00. . 2.11 0.041 N.S.
,Educated Have : (n=28) ‘
«Improvad )
Personality
Characteristics
University 2.19 2.21 ) 1.95 2.21 2.33 0.57 N.S.
Education - (n=28) ]
‘Provides
Advanced
Knowledge of . : _
Police Work: ' ; : .
University 2.17 2.1l 2.08 | 2.14 2.22 0.09 N.S7
Graduates Take (n=28) . .
MoreeInitiative
University 1.71 1.89 2.00 193  2.22  1.25 N.S.
Graduates are . (n=28) . :

Better Leaders -

1 1 = Strongly Disagree, 2 = Disagree, 3 = Neither- Agree/Disagree, 4 = Agree,
5 = Strongly Agree. ) L )

- 2 Means with the same or no superscript do not 81gnlflcantly differ (p = .05).

A% |

Sample size unless otherwise indicated. -
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TABLE 40

+

THE RESPONDENTS' ATTITUDE TOWARD POLICE ROLES A A FUNCTION OF

THE RESPONDENTS' CAREER DRIENTATIUN

s e e i e ot e e et —— et o

—1 — | == e e e o o

= ———

]

= Strongly Agree.

Mean Rating
\ Quéstiﬁn Self ' * Social-
Investor Careevépt Specialist Enforcer Activist| F p
- . (n=42)? (29 (n=39) (n=14) (n=8) .
Most police 4.07 C4.00 4.00 3.93 4.22 0,20 N.S.
" activity is ' : {n=9)
spent .on order
maintenance ’ N
Police should  1.49 L.72 °  1.53 1.57 1.50  0.90 N.5..
not deal with © ‘ L
order _ : \ -
maintenance -
Police should  '4.15 4.10 3,97 3.79 3,75 . 0.93 N.S.
serve and (n=4l) (n=38)
assist the : -
public ‘ o
Main police  3.03 © 3,14 © - 3.26 3.25 3.13  0.31  N.S.
role is crime {n=40) (n=38) (n=12)
control
Order c - 3as 3.69 3.63 3.92 3.63  0.47 N.S.
maintenance (n=38) (n=12) '
role is
gatisfying
* . “Nielping 4,38 4.14 4.21 3.92 4.25  1.75 N.S.
citizens feels (n=40) (n=38) (n=12)
good o
1 1 = Strongly Disagree, 2 = Dfseqree, 3 = Neither Agree/Disagree, 4 = Agree,
5 -

2 Means with the same or no superscript do not significantly differ (p = .05).

3 Sample size unless_otherwise indicated.
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TABLE 41

FACTION AS A FUNCTIO

w

§ OF THE RESPONDENTS'

o

— CAREER ORIENTATION!, J
' - Mean Rating = |
Question Self ~ Social
: Investor Careerist Specislist Enforcer . Activist| F. P
(n=41)* (n=29) (n=38)~ (n=14) (n=8)
Police career 2.90 .2.38 2.31 2.08 2.44 2.20 .072
is unrewarding (n=42) (n=39) {n=13) (n=9) -
Feel good 4.29 4.20 3.95 4.14 4,13 1445 N.S.
kdowing we have ’ o . .
gome impact on
.crime ’ .
Personal 3.05 3.34 © 3.39 3.79 3.25 1.04  N.S.
identity as a
police officer.
is strong ' )
Polite work~  2.93 2.86 2.76 2.33 3.00 0.99 N.S.
is discouraging (n=40) . (QElZ)
Wonder why I 2.51 2.17 © 2,21 2.25 2.25  0.57 N.S.
remain in (n=39} {n=12)
police work i Y.
Police career  3.85 4.14 4.00 4.14 3.75 0,74 N.S.
ig- fulfilling |
Level of 2.00 1.97 1.97 . 1.54 1.89  0.77 . N.S.
career (n=13) (n=9)
satisfaction? .
Level of job 2.00 1.97 2.00 1.62 © 1.78 0.67 N.S.
_satisfaction? {n=13) (n=9)
1 1 = Strongly Disagree, 2 = Disagree, 3 = Neither Agree/Disagree, &4 = Agree,
5 = Strongly Agree. :
2 1 'z Very Setisfied, 2 = Satisfied, 3 = Neither Satisfied/Dissatisfied,
4 = Unsatisfied, 5 = Very Unsatisfied. .
3 Means with the same oT no superscript d

!

4 Sample size unless otherwise indicated.

o not significently.differ {(p= .09).
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