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The purpose of this study is to analyze the relationships between stress and outcomes 

including organizational citizenship behavior (OCB), job satisfaction, and burnout in high-risk 

occupations.  Moreover, how personality, emotions, coping, and leadership influence this 

relationship is investigated.  Data were collected from 379 officers in 9 police organizations 

located in the Southern and Southwest United States.  The primary research question 

addressed within this dissertation is: What is the relationship between stress and 

behavioral and affective outcomes in high-risk occupations as governed by coping, 

leadership, and crisis?  The majority of the hypothesized relationships were supported, and 

inconsistencies center on methodological and theoretical factors. 

Findings indicate that occupational stressors negatively influence individuals in 

high-risk occupations.  Moreover, crisis events exacerbate these influences.  The use of 

adaptive coping strategies is most effective under conditions of low stress, but less so 

under highly stressful circumstances.  Similarly, transformational leader behaviors most 

effectively influence how individuals in high-risk occupations are affected by lower, but not 

higher levels of stress.  Profiles of personality characteristics and levels of emotional 

dissonance also influence the chosen coping strategies of those working in high-risk 

occupations.  Prescriptively, it is important to understand the influences among the 

variables assessed in this study, because negative outcomes in high-risk occupations are 

potentially more harmful to workers and more costly to organizations.  Thus, this 

dissertation answers the research question, but much work in this area remains to be done. 
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CHAPTER 1 

INTRODUCTION 

Outline of Dissertation 

In this dissertation, direct and moderated relationships among multiple variables 

are explored.  Numerous streams of research and empirical studies contribute to the 

theoretical and research models proposed.  An outline of the overall structure of the 

dissertation provides the reader a roadmap of the broad content and helps distinguish 

theoretical and empirical support of the theoretical and research models.   This chapter 

begins with a brief introduction and statement of the problem followed by the overarching 

research question providing the impetus for the dissertation.  Discussion of the pertinent 

theories underpinning the theoretical model is also included in this chapter.   

Chapter 2 includes a literature review summarizing both supporting theories and 

relevant evidence.  Following the literature review is a discussion of the research model 

and associated hypotheses.  Research methodology and discussion of the pilot study are 

presented in Chapter 3.  Findings from the main study are presented in Chapter 4, and 

Chapter 5 includes a discussion of these findings.   

An outline of Chapter 1 is also helpful to guide the reader through the various 

sections and is presented next.  This chapter starts with an introduction and discussion of 

the need for research covered in this dissertation followed by a statement of the problem 

and discussion of the overarching research question.  Discussion of pertinent theories 

follows the presentation of the theoretical model.  A theoretical foundation exploring the 

interaction among three, previously nonintegrated, theories is then posited.  Potential 
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contributions of this dissertation are outlined next, and the chapter concludes with a 

summary statement.   

Introduction 

High-risk occupations present unique challenges.  High-risk occupations are more 

dangerous and expose individuals to different types of physiological and psychological 

stress than less-risky occupations.  Moreover, organizations operating in dangerous or 

risky environments incur higher costs in employee training and replacement, healthcare, 

and worker’s compensation insurance than those operating in more docile, less risky 

environments (Deschamps, Pagnon-Badiner, Marchand, & Merle, 2003).   

Researchers (Dantzker, 1987) identify law enforcement as among the most stressful 

professions.  Police suffer higher rates of illness, burnout, absenteeism, and premature 

retirement when compared to the general population (Hart, Wearing, & Headley, 1995; 

Violanti, 1993).  Furthermore, risks associated with police work include increased rates of 

stomach disorder and heart disease in addition to higher rates of suicide, drug and alcohol 

abuse, and divorce (Lord, Gray, & Pond, 1991; Rogers, 1976).  Thus, it is prudent to 

evaluate the relationships between stress and behavior among police.   

Work stressors, stimuli placing demands on individuals, are perceived hindrances 

or challenges to individuals in the work context (LePine, Podsakoff, & LePine, 2005).  

Occupational stress (i.e., role conflict, ambiguity and overload; daily hassles; bureaucratic 

red tape, etc.) is an individual level construct addressing the incongruence between goals 

and resources in behavioral outcomes (Lazarus & Folkman, 1984).  Individuals generally 

adapt to stressful circumstances by adopting adaptive coping mechanisms and those 

lacking in legitimate means often adopt maladaptive coping mechanisms, both of which 
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influence behavioral outcomes in a different manner (Evans, Stanley, & Burrows 1993; 

Lazarus & Folkman, 1984).  

Stress in the workplace is generally viewed as an individual level construct.  The 

manifestation of stress can create or compound organizational as well as individual level 

problems.  Researchers link stress with a myriad of physical, psychological, emotional, and 

organizational consequences (e.g., Ayers & Flanagan, 1992; Dana & Griffin, 1999; Holmes & 

Masuda, 1974; Lehrer, Carr, Sargunaraj, & Woolfolk, 1993; Mason, 1971, 1974, 1975a, b, c; 

Mason, Maher, Hartfley, Mougey, Perlow, & Jones, 1976; Murphy, Hurrell, Sauter, & Keita, 

1995; Stone, Cohen, & Adler, 1979).  Stress can hinder organizational performance by 

negatively affecting an individual’s emotional, psychological, and physiological well-being 

(Asterita, 1985; Bakker & Heuven, 2006; Jamal & Baba, 2000).  The ill effects of stress result 

in increased illness, absenteeism, decreased task performance, decreased job satisfaction, 

and increased employee turnover for organizations (Ayers & Flanagan, 1992; Bartone, 

2006; Murphy et al., 1995; Tang & Hammontree, 1992).   

Conversely, interesting questions, such as under which stressful circumstances 

individual’s performance improves, surface when stress motivates individuals to improve 

performance (Bartone, 2006; LePine et al., 2005).  Stress researchers often answer such 

questions by citing the Yerkes and Dodson (1908) universal law (or inverted U-shaped 

curve) to explain how increments of arousal improve task performance only to a threshold, 

beyond which performance becomes increasingly disorganized and impaired (Arter, 2008; 

Lazarus, 1966).  Stress research evidence (e.g., Lienert & Baumler, 1994; Teigen, 1994; 

Westman & Eden, 1996) provides little support for the Yerkes and Dodson universal law 

with respect to the stress-performance relationship.  The lack of longitudinal 
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experimentation and experimental manipulation along the entire inverted curve as part of 

the stress research agenda, however, may account for these findings (Taylor, Goodwin, & 

Cosier, 2003).  The Yerkes and Dodson law is often associated with the first and oldest of 

four hypotheses attempting to explain the job stress-performance relationship, where 

lower stress levels are insufficient to activate or arouse individuals to higher performance 

and high levels of stress consume productive energy and inhibit performance (Jamal, 1984; 

Sullivan & Bhagat, 1992).    

The second of four major stress-performance hypotheses posits a linear association 

between job stress and performance variables (Jamal, 1984; Sullivan & Bhagat, 1992).  

Researchers examining this hypothesis suggest low levels of job stress leave the individual 

unmotivated to perform.  Moderate levels of job stress, under this linear supposition, 

encourage only average performance.  Researchers also suggest that high levels of job 

stress are highly motivating and performance is maximized in this highly stressed 

environment (Jamal, 1984; Sullivan & Bhagat, 1992).   

Similarly, the third hypothesis posits an inverse linear relationship where stress is 

dysfunctional.  Researchers posit that both the individual and the organization suffer when 

stress is introduced into the equation (Jamal, 1985).  The fourth hypothesis, based on 

psychological contract, posits the job stress-performance relationship is nonexistent.  

Individual rationality underpins this hypothesis.  As rational individuals, workers perform 

only because they are compensated. Rational behavior, then, influences individuals to 

ignore organizational stressors, which in turn, demonstrate no bearing on performance 

(Jamal, 1985).   
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Sullivan and Bhagat (1992) suggest several shortcomings are associated with each 

of these hypotheses.  They contend the first hypothesis offers an explanation for any single 

relationship as long as it falls somewhere along the inverted U curve.  It is important to 

note that no single experiment investigates the entire curve rendering Sullivan and 

Bhagat’s contention tenuous, at best.  Failure to regard both individual difference and the 

distressing nature of stress are conceptual inadequacies associated with the linear 

relationship posited in the second of the four hypotheses.  The third hypothesis considers 

only the dysfunctional nature of stress without evaluating potential motivating influences 

associated with different types and levels of job stress.  The fourth hypothesis is predicated 

on the individual’s ability to behave rationally and to ignore stressors.  Assumptions 

associated with the fourth hypothesis create questions regarding the validity of the claim 

that no relationship between job stressors and performance exits.  

While the above hypotheses are important components in stress research, questions 

surrounding the second hypothesis are particularly salient to this dissertation.  Specifically, 

evaluation of how individual differences, emotion, coping, and specific leadership traits 

associated with supervisors moderate the relationship between stress in high risk 

occupations and extra-role behaviors holds interesting and potentially explanatory value.  

Of equal interest is how these relationships are affected by crisis.  The next section 

describes the importance of inquiry into the relationships among these variables. 

Statement of the Problem 

The relationship between stress and behavioral outcomes under crisis is 

investigated in this dissertation.  I seek to more fully understand the consequences of crisis 

events on individual behavior in high-risk occupations.  Individuals in high-risk 
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occupations, such as police work, face potentially traumatic events with the potential to 

influence both their physical and emotional well-being (Anshel, 2000; Anshel, Robertson, & 

Caputi, 1997; Deschamps et al., 2003; He, Zhao, & Archbold, 2002; Violanti & Aron, 1995). 

Several factors contribute to the highly stressful nature of police work including strenuous 

physical demands, the potential for a situation to become life-threatening at any moment, 

and evolving social expectations including the ability to employ sound judgment when 

faced with dangerous and life-threatening circumstances (Deschamps et al., 2003).  

Economic, social and technical changes continue to transform societal expectations of this 

high-risk occupation.  Thus, the role of police in society is evolving, from a reactionary to a 

more interactive, community-centered mode, creating new work demands of those who 

serve as police officers (Dechamps et al., 2003). 

There is substantial evidence documenting the effects of stress on individual well-

being (e.g., Asterita, 1985; Bakker & Heuven, 2006; Jamal & Baba, 2000) and organizational 

performance (e.g., Bartone, 2006; Tang & Hammontree, 1992).  There is less research, 

however, examining how stress affects behavioral outcomes.  Of particular interest here are 

the conditions under which stress in high-risk occupations affect individual’s extra-role 

behavioral choices such as organizational citizenship behaviors (OCB), and how both 

coping styles and leadership influence this relationship.   

Stress in high-risk occupations, such as police work, arises from repeated exposure 

to physical and psychosocial job demands and the individual’s perceived imbalance 

between these and necessary resources available to satisfy the demands.  This discrepancy 

prompts attempts by the individual to restore balance by engaging in coping strategies or 

mechanisms such as focusing on the problem at hand, seeking social support, or avoiding 
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the problem by immersing oneself in another task (Eden, 1990; Evans et al., 1993). Sources 

of stress in police work are well documented (e.g., Crank & Calderon, 1991; Violanti & Aron, 

1993, 1995).  Studies involving stress in police include variables such as peer support and 

trust (Graf, 1986; LaRocco, House & French, 1980), coping mechanisms (Evans et al, 1993), 

organizational structure (Coman & Evans, 1991; Violanti & Aron, 1993), culture and 

support from management (Brown, 1996; Manolias, 1983), work-life balance (Burke, 

1993a; Jackson & Maslach, 1982), and the overall work environment (Coman & Evans, 

1991; He et al., 2002, Violanti & Aron, 1993).  Furthermore, demographic factors such as 

age and tenure, and dispositional factors such as personality (Asterita, 1985; Lazarus & 

Folkman, 1984) and emotions (Kammeyer-Mueller, Judge & Scott, 2009), have the 

capability to influence the stress-coping-behavior process (Lazarus & Folkman, 1984).   

Social processes also influence how individuals create meaning of their situation.  

Notably, theories including the social construction of reality (Berger & Luckmann, 1966), 

groupthink (Janis, 1972), and the process of sensemaking in organizations (Weick, 1993, 

1996, 2005) imply that individual meaning is constructed within a social context. 

Individual meaning is also viewed largely as the result of social influence processes 

(Allport, 1955).  Thus, the organization, the unit of assignment, leaders, peers and 

individual dispositions all contribute to, and influence, the interpretation of individual 

experiences.   As such, I propose that, in addition to dispositional factors and emotion 

affecting the coping mechanisms individuals use to deal with stress, leaders high in 

transformational leadership qualities influence subordinates to interpret stressful 

experiences, particularly in acute crisis situations, in ways that encourage or discourage 

organizational citizenship behavior.  I further propose transformational leaders will 
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attenuate burnout and increase job satisfaction among police officers under their 

command.  

In sum, individuals in modern organizations often face circumstances where 

organizational resources fall short of providing comprehensive means to achieve various 

organizational goals creating a state of stress.  Of particular interest to this study is how 

coping and leadership affects stress and behavioral choices in high-risk occupations when 

confronted by crisis and the factors influencing this relationship.  The overarching research 

question surrounding these relationships is proposed next.     

Research Question 

The purpose of this study is to analyze the relationship between stress and 

behavioral and affective outcomes like OCB, burnout, and job satisfaction in high-risk 

occupations.  Equally important is how personality, emotions, and leadership moderate this 

relationship in the face of crisis events.  Thus, the primary research question addressed 

within this dissertation is: What is the relationship between stress and behavioral 

outcomes in high-risk occupations as governed by coping, leadership, and crisis?  The 

following section describes the theoretical model designed to depict the relationships 

among the variables associated with this research question.   

Theoretical Model 

Two main areas of research center on stressful events and include occupational 

stress and life stress (e.g., Beehr & Newman, 1978; Bhagat, McQuaid, Lindholm, & Segovis, 

1985; Blau, 1981; Caplan, Cobb, French, Harrison, & Pinneau, 1975; Holmes & Rahe, 1967; 

Ivancevich & Matteson, 1980; Kauffman & Beehr, 1989; McGrath, 1976; Motowodlo, 

Packard, & Manning, 1986).  Within the context of this study, I explore the relationships 
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among occupational stressors associated with the high-risk occupation of police work, the 

moderating role of coping mechanisms, and extra-role behavioral outcomes such as OCBs, 

burnout, and job satisfaction variables.  Of particular interest to this relationship is how 

both coping and transformational leadership affect the stress-outcome relationship, and 

how the process is influenced by intervening crisis events, and the means by which 

individuals cope.  Accordingly, the role of both personality and emotional dissonance to 

coping is considered.  The relationship among these variables is depicted in the theoretical 

model in Figure 1.  The following section provides a discussion of the pertinent theories 

associated with the variables in the theoretical model. 

 

Pertinent Theories 

Stress 

An understanding of the evolution of stress theory contributes to the current 

conceptualization of stress.  The following information provides historical and theoretical 

Figure 1.  Theoretical model. 
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background of stress theory and research.  This discussion contributes to the 

operationalization of stress and coping for the purpose of this dissertation.   

Physical vs. Biological Use of the Term Stress 

Empirical researchers define stress as a disturbance of homeostasis under differing 

physical conditions like low blood sugar and lack of oxygen (Cannon, 1932); an 

orchestrated set of bodily defenses against noxious stimuli (Selye, 1950); and as a dynamic 

state of the body involving adaptation to demands (Wolff, 1953).   The emphasis on 

adaptation to demands (Wolff, 1953) and an orchestrated physiological response pattern 

(Selye, 1936) are both important because the original use of stress in the physical sciences 

is characterized by a stationary body strained by environmental loads (Hinkle, 1977), 

whereas the biological use of the term refers to an active, adaptive process critical to 

maintenance or restoration of equilibrium.  This biological reference is analogous to 

coping, a critical psychological process investigated in this dissertation.    

The dynamic state concept of stress also highlights critical aspects of the stress 

process, which might otherwise be overlooked.  Such aspects include resources available 

for coping and their respective costs and benefits, such as disease and distress, and success 

associated with overcoming them.  Thus, when stress is viewed as a dynamic state, the 

central focus is the organism-environment relationship, and the interplay and feedback 

between them are considered crucial to a comprehensive definition of the term.  In 

addition to understanding the differences between the physical and biological use of the 

term stress, it is important to understand how the concept of the term stress developed 

through disparate streams of research.  A discussion of such follows.   
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Development of the Stress Concept  

Sociology and psychology theories influence how stress is conceptualized.  Early 

sociologists refer extensively to the term alienation, a condition of anomie occurring when 

there is a lack or loss of acceptable norms available to guide individuals to achieve socially 

prescribed goals (Durkheim, 1893). Other researchers identify five variants of alienation 

including powerlessness, meaninglessness, normlessness, isolation, and self-estrangement, 

linking alienation to stress (Kanungo, 1979; Seeman, 1959; 1971).  Stress is also used as an 

organizing framework for thinking in Freud’s early psychopathology theory, but here, the 

term anxiety as opposed to stress, is commonly used.  In reinforcement theory (Hull, 1943; 

Spence, 1956), anxiety is deemed a classically conditioned response resulting in 

pathological anxiety reduction habits.  Thus, the terms anxiety and stress possess intense 

overlap from which the conclusion that anxiety, as formulated in psychopathology, is a 

product of stress can be reasonably drawn (Lazarus & Folkman, 1984).  The development 

of the term stress was also heavily influenced by early empirical research, which 

contributed to the modern theory of stress.  The influence of these studies is outlined 

below.  

Stress Research: Influences of Early Empirical Research 

The wars fought in the middle part of the 20th century mark a turning point in stress 

theory helping to influence modern stress research agendas.  Because the US military was 

concerned with the effects of stress on the functioning of troops during combat, World War 

II serves as a critical juncture for stress theory and research (Grinker & Spiegel, 1945; 

Lazarus & Folkman, 1984).  Of importance to stress research during this time, was how 

stress affected soldiers’ vulnerability to injury or death and combat group’s potential for 
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effective action.  The Korean War was also an impetus for empirical analysis of the effects 

of stress on adrenal-cortical hormones on skilled performance to help improve selection 

processes of soldiers less vulnerable to the effects of stress.  Finally, the Vietnam War 

provided a venue spurring additional research on the psychological and physiological 

consequences of combat stress (Lazarus & Folkman, 1984). 

A milestone in stress research; however, occurred with the publication of a study 

appraising surgical threat in psychoanalytically evaluated patients (Janis, 1958).    This 

study marked increased interest in stress research followed by the publication of 

numerous books committed to synthesizing both theory and methodology of stress 

research (e.g., Levine & Scotch, 1970; McGrath, 1970).  This period also marked recognition 

among some researchers that while stress is inevitable to the human condition, the coping 

process is central to adaptational outcomes (Lazarus & Folkman, 1984).  How individuals 

perceive and cope with stress requires understanding how individuals appraise and 

respond to stress.  Each is briefly outlined next.   

Cognitive Appraisal Process 

Early stress research streams were unified under homeostatic concepts based on 

activation (Lazarus & Folkman, 1984, Lazarus, 1991).  Stress research based upon 

homeostatic concepts suggests that stress represents deviance from a norm or steady state 

(Cannon, 1932).  In research on the general adaptation syndrome, also referred to as GAS 

(Selye, 1956), the focus shifts from the catecholamine of the adrenal medulla to the steroids 

of the adrenal cortex and emphasizes that a stressor, any noxious agent to the tissue, will 

produce similar strain in an orchestrated physiological defense.  Psychological and 

physiological stress responses differ, however, on personal meaning captured under 
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harm/loss, threat, and challenge states of appraisal associated with the coping process 

(Lazarus, 1993).  Thus, stress research progressed from conceptually uni-dimensional, as 

represented by activation, to multi-dimensional (e.g., harm, threat, and challenge).  

Harm/loss, threat, and challenge conditions comprise primary appraisal and address a core 

evaluative question, namely: Am I (or am I going to be) facing danger, trouble, or benefit, 

and in what way?  Secondary appraisal addresses the evaluative question of what can be 

done about such a situation.   

The role of appraisal is central to a theory of psychological stress and coping.  As 

such, discussion of cognitive appraisal is necessary to understand how stress and coping 

affect behavior, and key to this discussion is the role that individual differences play in 

stressful circumstances.  Environmental demands, such as rotating work schedules, unfair 

discipline, and role conflict create stress.  Individual and group differences in sensitivity 

and vulnerability to, and interpretation of, stressful events, however, affect both how and 

to what degree individuals react when confronted with stressful circumstances (Lazarus & 

Folkman, 1984).  An individual may respond to stress with frustration or anger, while 

others in similar situations feel challenged or motivated.  Individual differences also help to 

explain variations in individual’s choice of coping mechanisms when confronted with 

stressful circumstances (Evans et al., 1993).  The cognitive processes that intervene 

between the stressful encounter and reaction as well as other factors affecting this 

intervention help to explain variation in human reactions to stress under similar external 

circumstances.  

Cognitive appraisal is a continuous evaluative process focusing on significance, and 

meaning of, encounters.  Three basic forms of cognitive appraisal include primary 
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appraisal, secondary appraisal, and reappraisal (Lazarus & Folkman, 1984).  It is important 

to note, despite the implication of the construct labels, primary and secondary cognitive 

functioning do not necessarily occur in a linear fashion.  They can, and often do, occur 

simultaneously.  Reappraisal, however, does follow primary and/or secondary cognitive 

appraisal.   

Primary appraisal is distinguished into three types including irrelevant, benign-

positive, and stressful (Lazarus & Folkman, 1984).  When no value, commitment, or need is 

associated with a given environmental encounter, the transaction is considered irrelevant 

to an individual’s well-being.  This behavior is evident in animal habituation to repeated 

stimuli, such as noise.  Humans distinguish among relevant and irrelevant stimuli in a 

highly adaptive manner such that mobilization of effort occurs only when it is either 

desired or necessary.    

In benign-positive appraisal, the immediate or potential outcome is generally 

interpreted as positive to an individual’s well-being.  Emotions associated with such 

encounters include joy, happiness, and pleasure.  Individual and situational factors, 

however, highlight complexity associated with cognitive appraisal.  For example, 

anticipation of an agreeable situation becoming disagreeable can cause apprehension thus 

affecting the appraisal.  

Harm/loss, threat, and challenge cognitions are often associated with stress 

appraisal.  While damage to the individual is already sustained in the harm/loss condition 

as in illness or injury, the threat condition concerns potential and/or anticipated harm or 

loss such as the loss of job.  In addition, threat appraisal is generally tied to harm/loss by 

virtue of negative future implications of current harm or loss.  For example the loss of a 
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hand may also mean loss of a job to a high-rise construction worker.  Threat appraisal is 

distinguished from harm/loss appraisal, however, by the potential for anticipatory coping 

(Lazarus & Folkman, 1984).  An individual can evaluate how a threat may affect them and 

adjust to cope with such a threat as in an individual proactively seeking alternative 

employment options during a recessionary economy.   

Like threat appraisal, challenge appraisal also initiates the mobilization of coping 

mechanisms.  Threat and challenge appraisals are distinguished, however, by both 

cognitive and affective components.  It is important to note threat and challenge appraisals 

are not mutually exclusive and can occur simultaneously.   

Secondary appraisal is central to all stressful encounters because it allows the 

individual to evaluate not only what is at stake, but also the appropriate, it any, course of 

action to be taken.  This complex evaluative process ensues whether the individual is faced 

with threat or challenge appraisals.  While engaging in secondary appraisal, the individual 

is able to assess the availability of various coping options as well as the potential success 

and effective application of these strategies (Lazarus & Folkman, 1984, 1993).  Primary and 

secondary appraisals, evaluating both what is at stake and coping options respectively, 

interact to shape the extent of stress and how strong is the emotional response to that 

stress.   The complex interaction between primary and secondary appraisals affects how 

individuals cope with stress.   For example, situations where individuals hold little control 

or that tap into strong commitment may be very stressful.  Different combinations of 

appraisal processes require different cognitive mediation of the stress reaction and coping 

process and thus elicit various emotional reactions.   
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In sum, primary and secondary appraisal addresses the core and evaluative 

questions of the extent and scope to which one interprets danger, trouble, or benefit 

created by harm/loss, threat, and challenge and what can be done in these situations.  

Police officers base their appraisal of dangerous situations on training, past experience, and 

the nature of the job.  Erroneously appraising a life-threatening situation as routine can 

cost an officer his or her life.  Thus, cognitive appraisal is a central part of the stress process 

among police.  Equally important is the physiological stress response, discussed next.   

Physiological Stress Response 

Continuous and prolonged exposure to stressful situations can affect the long-tern 

physiological well-being of individuals.  Police are at particular risk because of the intensity 

and frequency to which they are exposed to stressful circumstances.  An understanding of 

the cognitive appraisal process and physiological stress response helps to explain why 

individuals in high-stress occupations are more prone to stress-related illness and injury.  

The following discussion briefly outlines the physiological stress response.   

There are two physiological response pathways activated during times of stress – 

the neural and the neuroendocrine systems.  The neural system consists of purely nerve 

response where the autonomic nervous system is activated by stimuli from either the 

central nervous system or by external stimuli through sensory receptors transferring 

information to the central nervous system (Asterita, 1985).  This physiological response 

pathway includes centers in the hypothalamus, brainstem and spinal cord activating the 

autonomic nervous system via the central nervous system.   The most rapid of the two axes 

is autonomic nervous system activation, also known as sympathetic arousal.  Sympathetic 
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arousal is entirely a neural pathway ending in end–organs stimulation.  Overall body 

arousal is the most immediate effect of sympathetic activation (Asterita, 1985). 

The neuroendocrine system consists of several endocrine glands activated by stress 

response.  Both neural and endocrine activities are involved during this physiological 

response pathway.  Neuroendocrine activation, also known as the fight or flight response 

(Cannon, 1914; Cannon & Paz, 1911), contributes to the intermediate effects of stress 

where the body is prepared for increased muscular activity when an individual must either 

fight or flee the perceived threat.    

The most extended and persistent phase of the response to stress occurs when the 

endocrine axes, including various endocrine glands throughout the body, is activated.  

Because the neuroendocrine component depends on hormonal release transported 

through the circulatory system, there is a temporal delay in the stress response, requiring a 

stronger stimulus of activation than that needed in the initial stage of stress response.  It is 

important to note prolonged innervations of end–organs can result in altered physiological 

states, in which stress-related disorders often develop (Asterita, 1985).  Police officers are 

often exposed to stressful situations such as physical confrontations, felony traffic stops, 

serving felony warrants, and other emergencies initiating physiological stress response, 

referred to by police as an adrenaline dump.  Continuous and prolonged exposure to these 

situations can adversely affect the long-tern physiological well-being of police.  A theory of 

stress is incomplete without understanding the role of emotions, which is discussed next. 

Stress and Emotions 

Researchers suggest a larger field of knowledge, namely emotions, should 

encompass psychological stress (Lazarus, 1993).  Theoretical consolidation of stress and 
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emotion literature offers two positive consequences including a cross-fertilization of 

previously unmerged fields of inquiry.  In addition, the expanded multi-dimensional 

conceptualization of the harm, threat, and challenge concept of stress to include multiple, 

specific emotions greatly increases the ability to evaluate individual’s coping and 

adaptation process (Lazarus, 1993).    

While there is now growing interest in the study of emotions (e.g., Ashkanasy & 

Daus, 2005; Brief & Weis, 2002; Davis, Kirby, & Curtis, 2007; Lee & Allen, 2002; Locke, 

2005), early researchers were less likely to embrace emotion as an explanatory variable 

(Duffy, 1941 a,b; Duffy, 1960 and Meyer, 1933).   Research on the stress concept continued 

despite the open hostility of some early researchers toward emotion (e.g., Duffy, 1941 a, b; 

Duffy, 1960; Meyer, 1933).  This resistance was due to a carryover of Hooke’s engineering 

application of stress, load, and strain into the 1970s analysis of objective environmental 

change (e.g., loss of a job, divorce, death, etc.) associated with stress.  Thus, a cognitive 

meditational approach to stress and emotions co-evolved such that the concept of emotions 

includes stress, both of which are subject to coping and appraisal theory (Lazarus, 1993).  

Theories related to coping are discussed next. 

Coping 

Conceptualizations and Coping Dimensions 

 Researchers, dating back to the 1970s, conceptualize various dimensions of coping 

while focusing on both job-related and general measures of stress.   Researchers offer both 

antidotal and empirical evidence of commonality among various coping dimensions 

(Latack & Havlovic, 1992).  These dimensions are outlined next.      



   19 

Cognitive Phenomenological Model of Stress and Coping 

Conceptualizations of problem-focused coping and emotion-focused coping were 

derived from work on the Ways of Coping Checklist (Folkman & Lazarus, 1980).  Problem-

focused coping, such as obtaining tangible information via advice from a coworker to 

resolve a stressful work-related event, characterizes an individual’s effort to either manage 

or modify a problematic person-environment relationship causing stress.  Emotion-focused 

coping, such as obtaining emotional support from a coworker to help regulate emotional 

responses stemming from a stressful event, refers to efforts individuals use to regulate 

stress-related emotions.  Seeking social support by obtaining advice from family, 

coworkers, and friends, or venting to others, can simultaneously function as problem-

focused coping and emotion-focused coping (Folkman & Lazarus, 1991).   

It is critical to note that not only sources of, but also types of, social support 

influence effectiveness of this type of coping.  For example, researchers find when stress 

and social support originate from the same source, the adverse influence of stress on police 

officer’s well-being increases as opposed to decreases, and conclude the source of support 

contributes to a buffering effect (Kaufmann & Beehr, 1989).  Other researchers find 

support from friends, as opposed to support from a spouse, provides a buffer between 

marital and parental stress and conclude that friends are less implicated in these situations, 

whereas the spouse is implicated directly (Jackson, 1992).   

Researchers (Folkman & Lazarus, 1980) find the association of problem-focused 

coping strategies with work-related events like bureaucratic organizational structure and 

lack of participation in managerial decisions are stronger, while the association of emotion-

focused coping strategies with responses to life events such as a heart attack or other 
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health related events, divorce, or the death of a loved one are more strongly related.  

Moreover, seeking social support diminishes the effects of stress, particularly when the 

source of support differs from the source of stress (Kaufmann & Beehr, 1989; Jackson, 

1992; Patterson, 2003).   

The level of control one perceives over a given circumstance also influences the 

choice of coping mechanism (Collins, Baum, & Singer, 1983).  When sources of stress are 

not readily altered and stress is chronic, as in the case of constant threat of radiation over 

the course of a year at the Three Mile Island nuclear accident site, emotion-focused coping 

is more successful in minimizing both behavioral and psychological consequences of stress 

(Collins et al., 1983).  The use of problem-focused coping or denial in these circumstances, 

however, is less helpful in reducing stress.  Thus, the use of coping mechanisms under 

specific stressful situations like chronic, acute, extended, and proximal exposure to stress 

affects both physiological and behavioral consequences of exposure to stressful 

circumstances.  Identifying coping mechanisms used by individuals when faced with 

stressful circumstances is, therefore, central to understanding the relationships among 

stress and outcome variables.   

Folkman and Lazarus (1980) identified additional mechanisms beyond problem-

focused, emotion-focused, and avoidance coping.  Using the same sample from earlier 

research on the Ways of Coping Checklist, Folkman and Lazarus identified eight coping 

dimensions.  These dimensions including accepting responsibility, confrontive coping, 

distancing, escape-avoidance, planful problem solving, positive reappraisal, seeking social 

support, and self-controlling are among the most common in coping research.  Other 

models are equally important to understanding stress and are discussed next.   
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Multidimensional Interaction Model of Stress, Anxiety, and Coping 

Another stress model from which theoretical support for this dissertation is drawn 

is the multidimensional interaction model of stress, anxiety, and coping (Endler, 1997).  

While some researchers (e.g., Peterson, 2003) incorporate general stress theory to their 

evaluation of stress and coping, others (e.g., Endler, 1997) generally agree coping is 

process-oriented.  The latter researchers contend that person variables like A-trait, 

vulnerability, and cognitive style, as well as contextual variables like life events, hassles, 

pain, disaster, and crisis, interact to form stress.  The person-situation interaction within 

this model proceeds through four phases including: 1) person-situation interaction; 2) 

perception of danger/threat; 3) altered A-state; and 4) reactions to altered A-state.  This 

process, in turn, affects the stressful situation and person-interaction variables in a 

continuous feedback loop.  The following section highlights coping dimensions involved in 

the interactive coping process.   

Additional Coping Dimensions 

Some researchers label coping dimensions as approach (i.e., identification, intake, 

and processing of unpleasant or menacing information) and/or avoidance (i.e., a cognizant 

attempt at cognitively and/or physically evading from the source of stress) coping 

strategies, both of which encompass cognitive and behavioral components (Anshel, 2000).  

Under Anshel’s conceptual model of coping, individuals first engage in cognitive appraisal 

of the situation as either harmful or as a loss reflecting damage already sustained, as a 

threat reflecting temporally proximal uncertainty, or as a challenge reflecting the chance to 

gain or grow from stressful event exposure (Anshel, 2000; Lazarus & Folkman, 1984).  
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Individuals making accurate, as opposed to inaccurate, appraisals are considered better 

equipped to deal with ensuing stress.   

Once an appraisal is made, the individual engages in either cognitive and behavioral 

approach coping such as analyzing, planning, reinterpreting, obtaining information by 

questioning, communicating feelings of others, or seeking social support and/or cognitive 

and behavioral avoidance coping such as intellectual denial, rationalization, humor, 

exercising, avoiding a person or situation, use of drugs, or overeating.   Approach coping is 

generally used in situations characterized by high levels of control and avoidance coping is 

generally employed under low control circumstances (Anshel, 2000).  It is important to 

note approach and avoidance coping are conceptually similar to problem-focused coping 

and avoidance coping, both of which are pertinent to this dissertation.     

Researchers also identified adaptive coping such as planning, prioritizing, and 

organizing and maladaptive coping such as excessive alcohol use, avoiding supervisors, and 

avoiding peers (Evans et al., 1993; Parasuraman & Cleek, 1984; Parasuraman & Hansen, 

1987).  Such operationalization of coping focuses on the effectiveness of the coping 

strategy; the efficacy with which individuals deal with emotional reactions to, and 

resolution of, the stressors; and the cost to the individual (Anshel, 2000; Evans et al., 1993).   

In the police stress literature, authors identify difficulty of police to effectively cope 

with stress (Anshel, 2000; Graff, 1986; Evans & Coman, 1992; Burke, 1993; Dietrich & 

Smith, 1984).  Researchers identify, for example, maladaptive methods of coping like 

elevated cigarette, alcohol, and drug use and physical isolation commonly used by police 

(Anshel, 2000; Burke, 1993; Dietrich & Smith, 1984).  Researchers also identify emotionally 

detached behaviors and lack of sentimentality toward non-police personnel as maladaptive 
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coping behavior among police officers (Evans & Coman, 1992).  Maladaptive coping 

perpetuates negative outcomes of exposure to stress.  Graf’s (1986) study of police found 

two thirds of respondents failed to successfully contend with stressful events.  These same 

respondents lacked confidence in contending with work-related problems and were 

generally ineffective in coping with work-related stress.  An important aspect of stress 

research involving police is the delineation of appropriate versus inappropriate coping.  

Theoretical differences in approaches to coping are discussed next.   

Intraindividual vs. Interindividual Approach to Coping 

There is an important distinction in the literature between intraindividual and 

interindividual approaches to studying coping behavior (Folkman et al., 1986).  The 

intraindividual approach focuses on cognition and behavior of the same individual or group 

across different stressful or nonstressful situations, whereas the interindividual approach 

centers on coping scores of single individuals collected over various instances or single-

occasion scores characterizing a stable index of a coping process or style, allowing for the 

consideration of individual differences or identification of basic coping strategies (Endler & 

Parker, 1999).   

It is important to distinguish between coping styles, which are characteristic 

manners of contending with stressful circumstances or situations, in which a habitual or 

typical response to resolve specific or generalized problematic situations is used, from 

research treating coping as an individual trait (Krohne, 1986).  While individuals may use 

preferred coping styles in a particular situation, like using problem-focused responses in 

emergencies, contextual demands may create the need to choose a less-preferred strategy.   

Thus, a process-oriented coping framework is critical to a comprehensive evaluation of 
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coping behavior.  Several coping mechanisms are associated with this framework and each 

is identified next.  

Coping Mechanisms – Task-Oriented, Emotion-Oriented, and Avoidance Coping 

There is consensus among researchers concerning divergence between problem-

focused coping and emotion-focused coping (Latack & Havlovic, 1992; Lazarus & Folkman, 

1984).  Most coping scales assess variations of these two dimensions (e.g., Billings & Moos, 

1981, 1984; Folkman & Lazarus, 1980, 1985, 1986; Pearlin & Schooler, 1978).  Problem-

focused coping are task oriented strategies focusing on solving, cognitive 

reconceptualization, or minimization of the problem; whereas emotion-focused coping are 

person oriented, emotional, and fantasizing-type of reactions or responses (Endler & 

Parker, 1990).  A third strategy associated with coping is avoidance (Endler & Parker, 

1990).  This strategy can be comprises of either task-oriented (e.g., engage in a substitute 

task for a distraction) or person/emotion-oriented (e.g., seek out other persons for social 

diversion) behaviors.   

External influences other than an individual’s coping strategies may also influence 

the relationship between stress and various behavioral outcomes.  Leader behavior also 

has the potential to influence how stress affects individual behavior.  Transformational 

leadership theory is discussed next.    

Transformational Leadership 

The Ohio Leadership Studies were among the early analysis of leader effectiveness.  

Since that time, multiple theories of leadership including leader-member exchange, 

contingency leadership theory, and path-goal theory emerged.  Views associated with both 

contingency and path-goal leadership theories focus primarily but not exclusively on 
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transactional leader behaviors, which are leader behaviors identifying follower needs and 

exchanging rewards for appropriate levels of effort and performance outcomes (e.g., Bass, 

1985; Burns, 1978).  Thus, the focus of leader behavior shifted from a transactional focus to 

one of leader behaviors that enhance follower awareness of the value of task outcomes and 

tap into higher-order needs associated with the transcendence of self-interest for that of 

the organization (Bass, 1985; Podsakoff et al., 1990; Yukl, 1989).  

Transformational leadership theory is among the most widely accepted approaches 

to the study of leader effectiveness (Piccolo & Colquitt, 2006).  A central tenet of 

transformational leadership theory is that leaders possess the ability to motivate followers 

to higher levels of critical thinking and innovation in problem solving (Bass, 1985; Burns, 

1978).   These theorists posit transformational leaders tap into follower’s core values and 

ideals, encourage commitment to a well-articulated vision and mission, and inspire 

subordinates to approach problem solving with fresh and creative perspectives (Piccolo & 

Colquitt, 2006).    

Transactional leadership theories such as leader-member exchange and path-goal 

theories are based on the premise that a transaction or exchange process motivates 

followers’ responses (e.g., Evans, 1974; Graen & Cashman, 1975; House & Mitchell, 1974).  

Leaders who are transactional assess the desires and needs of followers and clarify the 

transaction or exchange designed to enact the appropriate work role behavior to satisfy 

those desires and needs.  Performance-outcome expectancies and often effort-performance 

expectancies are thus strengthened by the provision of rewards, which are contingent upon 

the followers’ performance (Vroom, 1964).   Directive behavior, as outlined in path-goal 

theory (e.g., Evans, 1974; House, 1971), is embodied in transactional leadership such that 
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clarification of roles strengthens reward contingencies (Waldman, Bass & Yammarino, 

1990).  Likewise, the exchange of both tangibles like pay increase and intangibles like 

recognition is emphasized in leader-member exchange leadership theory (Dienesch & 

Liden, 1986; Graen & Cashman, 1975).   

Burns (1975) proposed a different leadership theory by extending discussion of 

transformational rebel leaders by Downton (1973) to identify transactional and 

transformational behavior of political leaders (Hater & Bass, 1988).  Whereas transactional 

exchange underscores transactional leader behavior, transformational leadership is 

characterized by strong, interpersonal identification of the follower with the leader, a 

shared future vision between the leader and follower(s), or motivating followers to 

transcend traditional self-interested exchange of rewards for compliance.  Followers, under 

the transformational leadership paradigm, are moved from basic concerns or needs 

associated with simple existence to higher-level needs for personal growth and/or 

achievement.  Furthermore, transformational behaviors are believed to augment, not 

replace, effects of transactional leader behavior on employee outcomes (Bass, 1985; 

Podsakoff et al., 1990).   

Transformational leadership is a multidimensional construct encompassing several 

facets (Bass, 1985; Avolio & Bass, 1988; Podsakoff et al., 1990; Podsakoff et al., 1996).  

While numbers and labels of various dimensions of transformational leadership differ, 

researchers consistently identify six key transformational behaviors including identifying 

and articulating a vision, providing an appropriate model, fostering the acceptance of group 

goals, high performance expectations, providing individualized support, and intellectual 

stimulation (Podsakoff et al., 1990).  In addition to the six-factor multidimensional model, 
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researchers (Bycio et al., 1995) also pose a two-factor Active-Passive model as tenable due 

to the intercorrelation among transformational and contingent reward dimensions (e.g., 

Goodwin, Wofford, & Whittington, 2001) identified in the Bass (1985) five-factor model 

which includes contingent reward, management by exception, charismatic leadership, 

individualized consideration, and intellectual stimulation dimensions.  While consensus 

among researchers regarding the appropriateness of each of the six dimensions is not 

absolute, each is a central part of the transformational leadership process necessary to tap 

the entire domain of the transformational leadership construct (Podsakoff et al., 1990).  

Another important theory underpinning the theoretical model is that of personality and is 

discussed next. 

Personality 

Research on personality generally follows two paths – that focusing on narrow 

personality traits such as Type A personality, self-esteem, and locus of control, and that of 

broad (e.g., Big Five) personality dimensions (e.g., Briggs, 1992; Digman, 1990; Friedman & 

Rosenman, 1974; Harter, 1990; McCrae & Costa, 1991; McCrae & John, 1992; Peabody & 

Goldberg, 1989; Rotter, 1966).  More recently, researchers contend profiles of personality 

traits better predict outcomes such as risky health behavior and stress and coping (e.g., 

Lau, Hem, Berg, Ekberg, & Torgersen, 2006; Vollrath, 2001; Vollrath & Torgersen, 2000, 

2002).  Narrow personality traits are discussed in the following section. 

Narrow Personality Traits 

Researchers focusing on the more narrow traits (e.g., Cohen & Edwards, 1989; 

Ganster & Schaubroeck, 1995; Spector, Zaph, Chen, & Frese, 2000) evaluated the roles 

prominent individual traits, such as self-esteem, the value as a person an individual places 



   28 

on his or her self (Harter, 1990); locus of control, beliefs regarding the root causes of life's 

circumstances (Rotter, 1966); generalized self-efficacy, an assessment of individual 

performance across numerous situations (Lock, McClear, & Night, 1996); and neuroticism 

or emotional stability, the propensity to center on the negative characteristics of one's self 

and to possess a negative cognitive/explanatory style in coping (Watson, 2000), play.  

Much of the current dispositional research on the relationships among these traits, stress, 

and, coping typically examines only one of these variables at a time as predictors of well-

being (e.g., Grandey & Cropanzano, 1999; Judge & Bono, 2001; Tougas, Rinfret, Beaton, & 

de la Sablonniere, 2005).  More broad personality traits are discussed next.  

Broad Personality Traits 

Other researchers focus on more broad personality traits, one of which is known as 

core self-evaluation or CSE (e.g., Kammeyer-Mueller et al., 2009; Judge, Erez, Bono, & 

Thoresen, 2002; Judge, Erez, Bono, & Thoresen, 2003; Judge, Locke, & Durham, 1997).  In a 

recent meta-analysis, CSEs were correlated with both lower strain and fewer perceived 

stressors (Kammeyer-Mueller et al., 2009).  In this study, CSEs were related to more 

problem-focused coping measures and less to avoidance coping measures, and CSEs were 

less strongly related to emotion-focused coping.  There was a unique relationship, however, 

between emotional stability and the stress-coping process.  Emotional stability also 

moderated the stress-strain relationship in this study.  CSE is closely linked to another 

framework, the five-factor model, indentifying broad personality traits because one trait, 

neuroticism, is common to both frameworks (Judge et al., 2003).  Following is a discussion 

of this model.   
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The Five-Factor Model 

The application of the five-factor model (FFM) to the measurement of personality 

differences generated renewed research interest in the area of personality (Zellars, 

Perrewé, & Hochwarter, 2000).  Identified in this model are five global personality 

dimensions highlighting the differences in how individuals think, feel, and behave (McCrae 

& John, 1992).  Supporters of the FFM (e.g., Briggs, 1992; Digman, 1990; Peabody & 

Goldberg, 1989) by and large concur openness to experience, conscientiousness, 

extraversion, agreeableness, and neuroticism, also known as emotional stability, represent 

the five global dimensions of personality (Costa & McRae, 1992; Digman, 1990, McCrae, 

1991; McCrae & Costa, 1987).   Researchers use the FFM to correlate the five personality 

dimensions to various outcomes including performance at work (e.g., Barrick & Mount, 

1993; Barrick et al., 1993), to individual outcomes like health and wellness (e.g., Smith & 

Williams, 1992), and to psychological outcomes such as overall well-being (e.g., McCrae & 

Costa, 1991).  Each dimension of personality is briefly discussed next. 

Openness to experience.  Individuals with high scores in openness to experience are 

unconventional, creative, curious, and empathetic, and possess a need to assess personal 

experiences in search of deeper significance (McCrae & Costa, 1991).  Because of deeper 

breadth and depth of their awareness, these individuals experience positive and negative 

experiences more intensely (Zellers et al., 2000).   Openness appears to amplify the 

experience of both positive and negative emotions rather than influence a bias toward 

either affect, resulting in an experiential influence on the well-being of this type of 

individual (McCrae & Costa, 1985, 1991; Zellars et al., 2000).         

Conscientiousness. Conscientious individuals are characterized as hardworking, 
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dependable, efficient, competent, and ambitious (Block, 1961; Digman, 1990).  These 

individuals readily recognize the root of a problem and work in the most efficient manner 

to find a solution.  Conscientious individuals strive for achievement, are dependable, and 

plan things through (Barrick, Mount, & Judge, 2001).   

Extraversion. Individuals high in extraversion are described as having talkative, 

person-oriented, assertive, socially poised, humorous and verbally fluent traits (Block, 

1961; Watson & Clark, 1992) and are frequently characterized as optimistic, passionate, 

energetic, enthusiastic, and cheerful (Zellars et al., 2000).  Those low in extraversion tend 

to be shy, reserved, and withdrawn (John, 1990).  Researchers conclude extraverts are 

predisposed toward positive affect or a zest for life (Costa & McCrae, 1980; Tellegen, 1985; 

Watson & Clark, 1997).    

Agreeableness. Individuals high in agreeableness are characterized by 

courteousness, flexibility, cooperativeness, tolerance, forgiveness, and soft heartedness 

(Barrick & Mount, 1991).  They tend to exhibit altruism, exhibit a nurturing nature, care for 

others, and offer emotional support (Digman, 1990).  Individuals with this trait do not 

openly exhibit or express hostility, tend to trust others, and are driven more by feelings and 

intuition than facts, whereas those low in agreeableness have hostile, jealous, spiteful, and 

self-centered tendencies and are indifferent toward others (McCrae & Costa, 1989).   

Neuroticism (emotional stability). Because measures of neuroticism center on 

psychological distress and are strongly associated with the negative affect (NA) trait 

(Watson & Clark, 1984), there is generally less debate surrounding aspects of this facet of 

personality (McCrae & John, 1992).   Individuals high in neuroticism are characterized as 

apprehensive, distressed, and anxious (George, 1989); they tend to experience higher 
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levels of distress than individuals scoring low in neuroticism (George, 1992); and they tend 

to experience emotions like frustration, fear, apprehension and guilt more strongly 

(McCrae, 1991).  Conversely, individuals scoring low in neuroticism are perceived as more 

even-tempered, emotionally stable and exhibit relaxed and calm demeanors (George, 1989; 

McCrae & John, 1992), while those high in neuroticism exhibit self-consciousness, nervous 

tension, aggravation, frustration, depression, and guilt (McCrae & John, 1992).  An 

integrated discussion of the relationship among the five factors, stress, and coping follows.   

The five factors, stress, and coping.  Researchers identify conscientiousness, 

neuroticism, and extraversion as personality factors salient to how stress is experienced by 

individuals and how they adjust to stressful events (Torgersen, 1995; Vollrath, 2001; 

Vollrath & Torgersen, 2000, 2002).   Initial research on personality, stress, and coping 

focused on two dimensions of personality as conceived in Eysenck and Eysenck’s (1985) 

system (i.e., extraversion, neuroticism, and psychoticism dimensions of personality), 

namely neuroticism and extraversion, both of which predict stress and coping (Vollrath & 

Torgersen, 2000).  Extraversion predisposes people to experience positive affect and these 

individuals tend to experience more stressful incidents in addition to experiencing more 

pleasurable incidents (Bolger & Schilling, 1991; Watson & Clark, 1992).  Moreover, people 

high in extraversion actively seek social support and engage in active coping strategies 

(Costa, Somerfield, & McCrae, 1996; McCrae & Costa, 1986; Vollrath, Torgersen, & Alnæs, 

1995; Watson & Hubbard, 1996).   

Conversely, and independent of the level of stress experienced, neurotics are 

predisposed to experience distress and negative affect, and they tend to experience more 

stressful events and engage in both maladaptive and passive coping (Costa et al., 1996; 
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Bolger & Schilling, 1991; McCrae & Costa, 1986; Vollrath et al., 1995; Watson & Clark, 1984; 

Watson & Hubbard, 1996).  While conscientiousness is related to coping, openness and 

agreeableness are not as strongly related to coping (Vollrath & Torgersen, 2000).  Highly 

conscientious individuals actively solve problems, engage in planning, and avoid 

maladaptive coping strategies (Vollrath, Banholzer, Caviezel, Fischli, & Jungo, 1994; 

Vollrath et al., 1995; Watson & Hubbard, 1996).  While the five dimensions of personality 

provide a rich stream of research from which to draw, researchers have more recently 

sought to understand how combinations of personality dimensions influence individual 

behavior.  The following section provides a discussion of personality profiles. 

Personality Profiles 

Predicting how individuals adapt to stressful circumstances requires understanding 

beyond that of the effect of any single personality factor on the stress-coping process.  

Indeed, individuals high in neuroticism express nearly opposite coping preferences than 

individuals high in conscientiousness (Vollrath & Torgersen, 2000).  But what if a person is 

high in both neuroticism and conscientiousness?  Torgersen’s (1995) work on personality 

typology provides a framework for understanding how combinations of both low and high 

scores on conscientiousness, neuroticism, and extraversion shape behavior.   He identified 

eight personality types based on high or low scores on personality items for Neuroticism, 

Extraversion, and Conscientiousness.  The types are labeled the spectator, the insecure, the 

skeptic, the brooder, the hedonist, the impulsive, the entrepreneur, and the complicated.   

The spectator scores low on Neuroticism, Extraversion, and Conscientiousness 

scales.  They exhibit very little emotional vacillation and are generally nonresponsive 

toward others or to situational cues.  The spectator is uninterested in social norms and 
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displays little ambition in their work.  The insecure person tends to score low on 

Extraversion and Conscientiousness, and high in Neuroticism scales.  Individuals with this 

personality profile are self-conscious and highly sensitive to personal experiences and 

mental states.  The insecure person is not well organized and relies heavily on the opinions 

of others.   

The skeptic personality type is composed of low scores on Extraversion and 

Neuroticism and high scores on Conscientiousness scales.   They tend to be self-secure, but 

very closed in relations to others.  Individuals with this personality type effectively manage 

his or her life and tend to be emotionally stable but occasionally rigid.  Those classified as 

brooder personality types typically have low Extraversion and high both Neuroticism and 

Conscientiousness scores.  Brooders are shy, withdrawn, and insecure, yet highly 

scrupulous.  They tend to brood over every decision, are ambivalent and give up easily 

when faced with difficult circumstances.   

High scores on Extraversion and low scores on both Neuroticism and 

Conscientiousness scales characterize the hedonist personality type.  These individuals are 

typically very skilled socially.  They are emotionally and physically robust and pleasure 

oriented.  This type of person, however, is typically not dependable.  Individuals classified 

as impulsive typically score high on Extraversion and Neuroticism scales, but low on 

Conscientiousness scales.  Impulsive individuals are pleasure-oriented and fail to 

appropriately manage emotional reactions.  They require social confirmation and seek 

attention from others.  They appear to others as chaotic and constantly changing.   

The entrepreneur is characterized by high scores in Extraversion, and low in both 

Neuroticism and Conscientiousness.  They are socially secure, independent thinkers with 
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domineering characteristics.  They are goal oriented and tend to be effective in what they 

do.  The complicated person typically scores high Extraversion, Neuroticism, and 

Conscientiousness.  They are sensitive and emotionally intense, and are prone to emotional 

outbursts followed by guilt-feelings.  Individuals with this personality type are 

conscientiousness and orderly, yet highly dependent on others.   

As indicated in the theoretical model in Figure 1, personality profiles may influence 

the coping mechanisms individuals choose.  Coping mechanisms, transformational leader 

behavior and crisis are suggested to moderate the relationship between stress and 

behavioral and affective outcomes.  These outcomes are discussed next, beginning with 

OCB.   

Organizational Citizenship Behavior 

While job performance is central to industrial/organizational psychology and 

organizational behavior research, it was traditionally operationalized as task performance, 

how effective individuals perform job-related activities (Austin & Villanova, 1992; Borman 

& Motowidlo, 1997; Dalal, 2005; Dalal, 2005; Schmidt & Kaplan, 1971). Job performance is 

a multidimensional construct encompassing more than task-related behavior, however.  

OCB is one such non-task work behavior contributing to the effectiveness of an 

organization.  The dimensionality of OCB is discussed next.   

Dimensionality of OCB 

While labels differ, many organizationally-based behavioral constructs including 

organizational spontaneity  (e.g., George & Brief, 1992); extra-role behavior (e.g., Van Dyne 

Cummings, & McLean Parks, 1995); prosocial organizational behavior (e.g., Brief & 

Motowidlo, 1986); and contextual performance (e.g., Borman & Motowidlo, 1993, 1997) 
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share commonality and overlap with OCB, both theoretically and operationally (Podsakoff, 

MacKenzie, Paine, & Bachrach, 2000).  This commonality is the basis for Organ's (1997) 

reconceptualization of OCB to specifically address the contexts, both social and 

psychological, in which task performance, as related to an organization's technical core, is 

embedded.  In addition, Organ (1997) addressed concerns associated with the description 

of OCB as discretionary behavior not readily recognized, nor formally rewarded, by the 

organization (LePine, Erez, & Johnson, 2002).  Regardless of descriptive or definitional 

purviews, scholars largely agree OCB is a multidimensional construct (LePine et al., 2000) 

and two global dimensions associated with the construct generally emerge (Smith et al., 

1983). 

Two broad factors associated with OCB were initially identified as altruism, face-to-

face interpersonal behavior intended to assist others in the organization, and generalized 

compliance, impersonal, organizationally normative behaviors based on compliance with 

organizational norms, and define an individual as a good worker (Smith et al., 1983; LePine 

et al., 2000).  Moreover, a two-factor model is still considered the most stable of the 

proposed OCB models and tends to underlie other, more complex or multi-faceted OCB 

models (Organ & Paine, 1999).  Williams and Anderson (1991) distinguish between 

interpersonally directed and organizationally directed behavior such as volunteering to 

help a coworker and praising the organization to outsiders, respectively.  Other researchers 

conclude there is, as yet, insufficient rationalization among OCB researchers to justify 

separating the global dimension of OCB into more specific dimensions and that global OCB 

constructs are still meaningful (Dalal, 2005; LePine et al., 2002).   
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Researchers also contend the specific relevance of targets of OCB behavior, such as 

the organization or the employee is not yet clearly established (Dalal, 2005; LePine et al., 

2002).  Results from the meta-analysis conducted by LePine et al. (2002) reveal the 

broader OCB criterion predicts relationships as well, or better, than the more narrow 

dimensions.  Despite the wide range of OCB conceptualizations (e.g., Organ, 1988, 1990; 

Smith et al., 1983; Van Dyne et al., 1995; Williams & Anderson, 1991), the sets of 

dimensions proposed by both Organ (1988, 1990) and Williams and Anderson (1991) are 

among the most widely used in research (LePine et al., 2002).    

A five-factor model of OCB (Organ, 1988), later expanded to seven factors (Organ, 

1990), was among the initial multidimensional models proposed.   The dimensions of OCB 

in this early conceptualization include altruism, a more narrow form of the original 

altruism construct; courtesy, discretionary behaviors aimed at preventing work-related 

interpersonal problems; conscientiousness or compliance, employees willingness to follow 

organizational procedures, rules, and regulations; civic virtue, an employees willingness to 

actively involved in the existence of the organization; and sportsmanship, the ability of an 

employee to bear less than perfect conditions without carping and complaining.  

Peacekeeping, avoiding interpersonal conflict and cheerleading, encouraging others and 

promoting the organization to outsiders, were also among the factors identified by Organ. 

Podsakoff et al. (1990) suggest administrators easily distinguish among the three 

OCB dimensions - conscientiousness, sportsmanship, and civic virtue (Podsakoff et al., 

2009).  They also suggest that managers are less able to distinguish among other 

dimensions of the seven-factor model and frequently identify courtesy, altruism, 

cheerleading, and peacekeeping as part of a larger dimension, namely helping behaviors 
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(Bachrach, Bendoly, & Podsakoff, 2001).  Podsakoff et al., (1990) contend this helping 

dimension may be best considered a second-order, latent dimension comprised of the first-

order dimensions including sportsmanship, civic virtue, and conscientiousness.  

OCB is also categorized according to the target, or direction, of behavior (Williams & 

Anderson, 1991).  This conceptualization classifies OCBs as directed toward other 

individuals (OCBI) or toward the organization (OCBO).  Altruism was the original exemplar 

of OCBI, however, researchers (Podsakoff et al., 2009) suggest courtesy, cheerleading, and 

peacekeeping behaviors are inherently aimed at helping others and include them in this 

category.  Similarly, while OCBOs are exemplified by Organ’s (1983) compliance 

(conscientiousness) dimension, others (e.g., Coleman & Borman, 2000; LePine et al., 2002) 

include sportsmanship and civic virtue as part of this category.  Seven dimensions initially 

posited by Organ (1983, 1990) are generally captured in the two-factor model proposed by 

Williams and Anderson (1991), which also captures alternative dimensions of OCB (e.g., 

Borman & Motowidlo, 1993, 1997; LePine & Van Dyne, 1998; Van Scotter & Motowidlo, 

1996).  In addition to the dimensionality of OCB, it is also important to understand 

antecedents and consequences of OCB researchers have identified.   These are briefly 

outlined next.   

Antecedents and Consequences of OCB 

Most OCB research focuses on potential antecedents including personality traits 

(e.g., Borman, Penner, Allen, & Motowidlo, 2001; Organ & Ryan, 1995); leader behaviors 

(e.g., Podsakoff, MacKenzie, Moorman, & Fetter, 1990); employee attitudes (e.g., Bateman & 

Organ, 1983; Organ & Ryan, 1995); individual perceptions of equity and fairness (e.g., 

Moorman, 1991; Niehoff & Moorman, 1993); and various task attributes (e.g., Piccolo & 
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Colquitt, 2006; Podsakoff, MacKenzie, & Bommer, 1996).  Research in this domain 

generally supports positive associations among job commitment, job satisfaction, perceived 

justice and OCB, such that workers who are committed to the organization, satisfied in his 

or her overall job, and perceive he or she is dealt with in a just manner are likely to engage 

in OCB (LePine et al., 2002; Organ & Ryan, 1995).  The relationship between OCB and 

potential consequences also received considerable interest from researchers at individual 

and organizational levels of analyses (e.g., Chen, 2005; Dunlop & Lee, 2004; Ehrhart & 

Naumann, 2004; Podsakoff et al., 2009; Walz & Niehoff, 2000).  In addition to the 

potentially beneficial consequences of OCB to the organization such as increased efficiency 

and productivity, there is growing interest in the potentially dysfunctional consequences of 

OCB, such as role overload and stress, on both the individual and the organization (Bolino 

& Turnley, 2005).    

In addition to behavioral outcomes such as OCB, the theoretical model in Figure 1 

indicates that other outcomes are also influenced by stress.  Burnout is one such outcome 

variable.  The theory surrounding Burnout is discussed next. 

Burnout 

Burnout, a syndrome among individuals performing people work, is another 

outcome measure important to organizations (Lee & Ashforth, 1993, 1996; Maslach & 

Jackson, 1984).  Burnout is particularly salient to police organizations because of the 

dangerous nature of the contacts between police and potentially violent and dangerous 

civilians and inmates (Kohan & Mazmanian, 2003; Kurtz, 2008). 

In addition, several factors, such as the organizational structure of police 

departments, the nature of job requirements, and frequent interactions with the public, are 
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related to police work and identified as the basis of burnout and stress (Anderson, 

Litzenberger, & Plecas, 2002; He et al., 2002).  Stress in any one of these areas is likely to 

intensify anxiety in another area (He et al., 2002).  The concept of burnout and its 

association police stress are central to this dissertation and is discussed next.   

Dimensionality of Burnout 

The burnout construct is multidimensional (Maslach, 1982).  There are three 

burnout dimensions including Emotional Exhaustion, diminished or depleted energy and 

fatigue, Depersonalization, cynicism directed toward both the organization and its 

recipients, and Personal Accomplishment, decreased feelings of professional efficacy 

(Cordes & Dougherty, 1993; Maslach, Jackson, & Leiter, 1996).  High degrees of burnout are 

likely to occur when service providers experience increasing levels of both 

Depersonalization and Emotional Exhaustion, and decreasing levels of Personal 

Accomplishment (Maslach et al., 1996).  Low degrees of burnout are related to lower 

degrees of Depersonalization and Emotional Exhaustion coupled with higher degrees of 

Personal Accomplishment.  Moderate levels of all three dimensions result average levels of 

burnout.   

Researchers associated with early conceptualizations of burnout (e.g., Maslach & 

Jackson, 1982) propose a relationship among the dimensions, such that frequent 

interpersonal contact between a service provider and recipient of the service increases the 

provider’s perceived levels of Emotional Exhaustion.  One way in which providers cope 

with this increase is to emotionally distance themselves from the recipient through 

depersonalizing the exchange by viewing the recipient in a way that diminishes emotional 
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affiliation is one such Depersonalization strategy.   Engaging in Depersonalization may 

further influence performance and result in diminished levels of Personal Accomplishment.   

The process associated with this conceptualization is as follows.  Frequent, daily 

interactions with recipients result in chronic emotional strain to the human service 

provider leaving them feeling drained, overwhelmed, and emotionally overextended 

(Bakker & Heuven, 2006; Leiter & Maslach, 1988; Maslach et al., 1996).  One way in which 

service providers contend with emotional exhaustion is by emotionally distancing 

themselves from recipients.  Emotional distance is assumed to lower the provider’s 

investment in interpersonal relationships with recipients (Maslach et al., 1996) in an 

attempt to decrease experienced emotional exhaustion.  Decreased involvement, however, 

is often achieved through the development of a cynical and dehumanizing attitude toward 

the recipient, the reduction of empathetic feelings, and expressions toward the recipient, or 

by laying blame on the victim (i.e., recipient) for the circumstances surrounding the need 

for interaction between the provider and recipient (Schaufeli & Enzmann, 1998).    

An example of depersonalization includes a police officer blaming the victim of 

domestic violence for not leaving or divorcing the offender after a previous incident of 

violence.  In this example, the service provider adopts attitudes and engages in behavior to 

diminish the level of felt empathy toward the recipient that might otherwise result in 

expenditures of emotional resources by the provider.  Attitudes and behavior associated 

with emotional exhaustion and decreased involvement, however, may negatively influence 

the provider’s performance and perceptions of professional efficacy (Bakker & Heuven, 

2006; Bakker, Schaufeli, Sixma, Bosveld, & Van Dierendonck, 2000).  A theory of burnout is 
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incomplete without indentifying antecedents and consequences associated with the 

construct.  A brief discussion of each follows.    

Antecedents and Consequences of Burnout 

Researchers studying burnout identified associations between dimensions of 

burnout and indices of diminished personal functioning (e.g., Burke & Deszca, 1986; Burke, 

Shearer, & Deszca, 1984; Cordes & Dougherty, 1993; Jackson, Schwab, & Schuler, 1986; 

Kahill, 1988; Maslach & Jackson, 1985).  Factors associated with such functioning include 

anxiety, depression, and personal dissatisfaction (Burke et al., 1984; Kahill, 1988); 

increased use of drugs, tobacco, and alcohol (Cordes & Dougherty, 1993); and disturbances 

in interpersonal relationships (Burke & Deszca, 1986).   Other negative correlates of 

burnout include reduced organizational commitment (Jackson, Turner, & Brief, 1987); poor 

work performance (Maslach & Jackson, 1985); and higher rates of absenteeism, turnover, 

and intention to quit (Burke & Deszca, 1986; Jackson et al., 1986; Maslach & Jackson, 1985).   

Recently researchers investigated the role of burnout in perceptions of daily work 

experiences, stress by means of daily hassles and uplifts, and OCBs (Kohan & Mazmanian, 

2003), and how individual characteristics like personality influence burnout (Zellars et al., 

2000).  Of particular interest to this dissertation is how factors such as coping, 

transformational leadership, and periods of punctuated crisis influence the relationship 

between stress and burnout in high-risk occupations. 

Each of the preceding theories contributes to formation of the theoretical model 

depicted in Figure 1.  The integration of these theories is critical to formulating an 

explanation of the relationships among the variables in the model.  How theories of stress, 
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coping and personality intersect to form a theoretical foundation for this dissertation is 

discussed next.     

Theoretical Foundation: The Intersection of  
Stress, Coping, and Personality 

 
While the study of stress and coping was long researched in personality psychology, 

few stress and coping researchers systematically incorporated individual traits into a 

unified stress theory (Vollrath, 2001).  Some stress researchers address this gap in 

research by focusing on narrow personality constructs, but no systematic effort was made 

to alter the dominant stress research agenda to include personality traits.  Others contend a 

typology of personality traits provides a useful approach to incorporating personality into 

stress research (Vollrath, 2000, Vollrath & Torgersen, 2000, 2002).  Several models of 

stress and coping that, at minimum, discuss individual differences are shown in Table 1.  A 

brief discussion of how each incorporates personality follows. 

Table 1 
 
Models of Stress and Personality 

Model Author 

Personality dimensions Eysenck & Eysenck (1985); Spielberger (1975) 

Interactionist model of anxiety  Endler (1975); Endler & Edwards (1982) 

Coping dispositions Miller (1987). Miller, Combs & Krohne (1993); Spielberger (1988) 

Individual differences Friedman & Rosenman (1974); Krantz, Lundberg & Frankenhaeuser 
(1987); Orth Gomer, Ahlbom & Theorell (1980) 

Personality-related physiological 
reactivity to stress 

Dembrowski & Costa (1987); Engebretson & Matthews (1992); Johnson 
(1990); Krantz, Contrada, Hill & Fiedler (1988); Lundberg, Hedman, 
Melin, & Frankenhaeuser (1989) 

Transactional stress theory Lazarus (1966); Lazarus & Folkman (1984); Lazarus & Launier (1978); 
Smith & Lazarus (1990) 

Personality typology Vollrath, 2001; Vollrath & Tirgersen, 2000, 2002 
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The importance of personality for stress research is exemplified by research on 

Type A personalities (e.g., Friedman & Rosenman, 1974) and neuroticism (e.g., Eysenck & 

Eysenck, 1967).  Despite linkages of personality to stress and coping, personality is rarely 

investigated within the context of leading stress theories such as Lazarus and colleagues’ 

transactional stress theory (Lazarus, 1966; Lazarus & Folkman, 1984; Lazarus & Launier, 

1978).  If investigated at all, the trend was to employ narrow personality concepts like 

hardiness (e.g., Kobasa, 1979) and locus of control (e.g., Parkes, 1984) as opposed to the 

broader personality construct like the Big Five personality factors (e.g., John, 1990; McCrae 

& John, 1992).  Vollrath (2001) suggests personality influences stress appraisal and coping 

with stress.  She further contends personality is central, in every respect, to how 

individuals identify and shape stressful situations, as well as the influence personality has 

on the stress process.   

Researchers studying personality psychology include stress and coping when 

investigating the influence of personality dimensions on increased emotional reactivity 

under stress (Vollrath, 2001).  Both neuroticism and trait anxiety significantly predict 

increased anxiety under stressful conditions and also influence negative emotions serving 

as the emotional base when stress is not present (Eysenck & Eysenck, 1985; Spielberger, 

1975; Watson & Clark, 1984).  Other researchers explore the circumstances of this 

reactivity by examining the relationships between personality dispositions and situational 

factors (Endler, 1975; Endler & Edwards, 1982; Endler & Parker, 1990, 1994, 1999).  In 

their interactional model of anxiety and coping, Endler and colleagues postulate a thematic 

congruence between the perceived threat type, given a situation, and the type of trait-

anxiety is necessary for the occurrence of state-anxiety increase.  Thus, individuals high in 
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trait-anxiety, regarding danger to one's physical self, are fearful only in physically 

dangerous situations.  Similarly, individuals high in neuroticism experience increased 

anxiety when interpersonal conflict is present, but not under non-interpersonal 

circumstances (Bolger & Schilling, 1991).  

 Researchers also investigate coping as a dispositional trait interpreted as general 

response styles in potentially stressful situations (e.g., Byrne, 1961; Miller, 1987; 

Spielberger, 1981).  Moreover, aggressive coping styles are associated with individual 

differences such as Type A behavior (Lazarus & Folkman, 1984).  Finally, the relationship 

between personality-based physiological stress response and increased stress hormone 

(e.g., cortisol and catecholamines) excretion, heart rate increase, and a rise in blood 

pressure is well established (Dembrowski & Costa, 1987). 

Transactional stress theorists (e.g., Lazarus, 1966; Lazarus & Folkman, 1984; 

Lazarus & Launier, 1978) suggest stress is central to the ongoing individual-environment 

transaction, whereas interactionists (e.g., Byrne, 1961; Endler, 1975; Endler & Edwards, 

1982; Endler & Parker, 1990, 1994, 1999; Miller, 1987; Spielberger, 1981) contend the 

individual and environment maintain separate identities, each of which explains a distinct 

portion of variance.  Under Lazarus transaction conception, the appraisal and coping 

process mediates the transaction to influence the outcome of the stress-coping process.  

Primary and secondary appraisals provide situational assessment and alternatives with 

which to contend with the perceived stress.  

Coping, according to Lazarus, is problem-centered, focusing on stress-triggering 

conditions, and emotion-centered, managing associated emotions.  As the coping cycle 

progresses, changing circumstance and individual well-being, reappraisal of the situation 
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ensues.  Chosen coping strategies are thus considered more crucial then both extent and 

frequency of stressful incident, according to Lazarus’ transactional theory of stress and 

coping.  While Lazarus concedes some personality concepts such as goals, convection, and 

personal striving influence primary and secondary appraisals, his theory makes little room 

for other aspects of personality.  Trait-psychological concepts are considered too global, 

static, reductionistic, and lacking in contextual referents to capture the variability, richness, 

and complexity involved in the stress process under Lazarus’ transactional theory 

(Lazarus, 1990b; Lazarus & Folkman, 1984; Vollrath, 2001).   

Some researchers criticize how stress theory fails to better predict long-term stress 

outcomes despite the inclusion of appraisal and coping (Ben Porath & Tellegen, 1990; Costa 

& McCrae, 1990).  They contend predictive power can be improved by incorporating trait 

measures into stress research agendas.  Nowhere is this argument more salient than in 

health psychology where the length and frequency of exposure to chronic or repeated 

stress accumulates, resulting in ill effects on one’s health (Gottlieb, 1997; Vollrath, 2001).  

Researchers suggest personality traits such as self-efficacy, optimism and hardiness 

are resource proxies in the stress process (e.g., Bandura, 1978; Kobassa, 1979; Scheier & 

Carver, 1985).  For example, hardiness, of which scales for commitment, control, and 

challenge are comprised, predicts better mental and physical health through both higher 

challenge and stronger coping under stressful conditions (Kobasa, Maddi, & Kahn, 1982).  

Similarly, Ootimism, generalized positive outcome expectancy through mediation of coping, 

predicts positive adjustment to breast malignancy diagnosis (Carver, Pozo, Harris, Noriega, 

Scheier, Robinson, Ketcham, Moffat, & Clark, 1993) and better mental and psychical 

recovery following heart bypass surgery (Scheier, Matthews, Owens, Magovern, Lefebre, 
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Abbott, & Carver, 1989).  These purportedly unique personality constructs, however, may 

simply re-label existing traits, such as neuroticism or extraversion, under different terms 

(Weibe & Smith, 1997).   

The FFM of personality provides a unified framework of personality traits, which 

integrates research efforts and methods (McCrae & John, 1992; John, 1990; Vollrath, 2001).   

Several FFM factors correspond to previously validated personality traits (Vollrath, 2001).  

Vollrath notes both neuroticism and extraversion play a central role in Eysenck’s (1967) 

model.  Conscientiousness, for example, is inversely associated with Eysenck’s (1967) 

psychoticism measure, while agreeableness is related to Type A behavior and hostility 

personality trait, on the negative extremities (e.g., Morrison, 1997; Ramanaiah, Sharpe, & 

Byravan, 1997).  Thus, incorporating the five factor personality model into stress and 

coping research provides promise in better explaining the stress coping process.  The next 

section provides a discussion of the potential contributions of this dissertation.   

Contributions 

While many of the variables in the theoretical model (Figure 1) are evaluated both 

independently and in various combinations (e.g., Asterita, 1985; Bakker & Heuven, 2006; 

Bartone, 2006; Jamal & Baba, 2000; Podsakoff et al., 1990; Tang & Hammontree, 1992), no 

studies of high-risk occupations that appraise this specific variable set were found.  

Evaluating the relationships among these variables in high-risk occupations allows 

managers to better understand how to structure supervisor-subordinate relationships in 

order to maximize extra-role behavior and minimize the effects of stress, such as burnout 

and decreased employee satisfaction.  In addition, understanding how these relationships 
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vary when the individual is faced with crisis is particularly important to organizations in 

today’s dynamic environment.   

Considerable evidence indicates occupational stress often results in psychological 

and physical illness negatively affecting job performance and increasing health care costs 

creating financial and ethical impetus for organizations to decrease strain on employees 

(e.g., Danna & Griffin, 1999; Schat, Kelloway, & Desmarais, 2005).    Moreover, knowledge of 

the how coping styles are influenced by individual differences can aid employers in 

selecting the most well suited individuals for highly stressful work.  Understanding how 

leaders affect an individual’s ability to function in stressful jobs can also help organizations 

select leaders based on their propensity to positively influence individuals under stress.  

Personality plays a key role in how individuals perceive, select, and shape stressful 

situations.  Integrating personality psychology with stress theory can contribute theoretical 

knowledge addressing numerous unanswered questions in traditional transactional stress 

theory (Vollrath, 2001).  These issues include showing how personality influences both 

appraisal of, and coping with stress.  Including personality variables in stress research is 

vital to extending theories of stress and coping.  

Summary 

The inability to reconcile incongruence between organizational goals and 

insufficient organizational or individual resources in the workplace can lead to counter-

productive behavioral outcomes.  Behavioral and physiological outcomes are affected when 

individuals employ maladaptive coping mechanisms to help ameliorate stressful 

circumstances (Evans et al., 1993, Lazarus & Folkman, 1984).  Researchers link stress to 

psychological and emotional as well as organizational consequences (e.g., Ayers & 
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Flanagan, 1992; Bakker & Heuven, 2006; Dana & Griffin, 1999; Holmes & Masuda, 1974; 

Jamal & Baba, 2000; Lehrer et al., 1993; Mason, 1971, 1974, 1975 a, b, c; Mason et al., 1976; 

Murphy et al., 1995; Stone et al., 1979).  Included in the ill effects of stress on organizations 

is increased illness, absenteeism, decreased task performance, decreased job satisfaction, 

and increased employee turnover (Ayers & Flanagan, 1992; Bartone, 2006; Murphy et al., 

1995; Tang & Hammontree, 1992).  Four major hypotheses addressing the job stress – 

performance relationship are relevant (Sullivan & Bhagat, 1992).  Criticisms of these 

hypotheses provide an impetus for further research into explanatory value of individual 

differences, such as emotions and leadership, in the stress–coping-outcome relationship in 

high-risk occupations, like police work.     

Furthermore, social processes affect individual’s sensemaking ability (Weick, 1993, 

1996, 2005).  Specifically, individual meaning is constructed within, and viewed largely as 

result of, social context (Allport, 1955; Berger & Luckmann, 1966; Janis, 1972; Weick, 1993, 

1996, 2005).  Thus, individual differences and inter-organizational (e.g., leader-

subordinate) relationships affect the interpretation of individual experiences and hold 

promise in explaining additional variance in the relationship between job stress in high risk 

occupations and behavioral outcomes moderated by coping choices of an individual.  

Specifically, in addition to how emotion and personality affect individual choice under 

stress, leaders high in transformational leadership qualities influence subordinates to 

interpret stressful experiences, particularly in acute crisis situations, in ways that may 

encourage or discourage extra role behaviors.   



   

   

CHAPTER 2  

LITERATURE REVIEW 

Research Model 

Within the context of this study, I explore the relationships among occupational 

stressors associated with police work, the moderating role of coping mechanisms, and 

extra-role behavioral and affective outcomes such as organizational citizenship behaviors 

OCB), burnout, and job satisfaction variables.  Of particular interest to these relationships is 

how both coping and transformational leadership affect the stress-outcome relationship, 

and how the process is influenced by intervening crisis events, the means by which 

individuals cope, and the role of both personality and emotional dissonance plays in coping.  

The relationship among these variables is depicted in the research model in Figure 2.  The 

following sections provide discussions of the supporting evidence in police studies 

associated with the variables in the research model and respective hypotheses. 

Supporting Evidence and Hypotheses 

Before presenting specific hypotheses regarding the proposed relationships among 

the predictor, moderating, and criterion variables in this study, a discussion of the 

supporting evidence associated with each of the variables is warranted.  The following 

discussion outlines relevant theory and supporting evidence pertaining to stress, coping, 

transformational leadership, and crisis as well as the effect of personality and emotional 

dissonance on coping behaviors of police officers.  Pertinent empirical studies in a high-risk 

occupation, namely police work, are reviewed for each of the predictor, moderating, and 

criterion variables in this study. 
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Figure 2.  Research model of police stress OCB, burnout, job satisfaction, coping, leadership and crisis. 
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Predictor Variables 

The predictor variable in this study is stress.  The research model in Figure 2 depicts 

the proposed relationship between stress and three behavioral and affective outcome 

variables including organizational citizenship behavior (OCB), burnout, and job 

satisfaction.  The following section provides a discussion of empirical support for these 

relationships.   

Stress 

Certain occupations are considered more dangerous than others, and individuals 

working in these occupations may experience different types of stress than those working 

in less-risky occupations. Police work is one such occupation.  Police stressors are external 

to the police officer and considered frustrating, troublesome, and/or incommodious 

(Lazarus, 1991).  Organizational and operational police stressors are identified in the police 

literature, and organizationally induced stressors more strongly affect police officers than 

do operationally induced stressors (e.g., Firth-Cozens & Payne, 1999; Graf, 1982; Martelli, 

Waters, & Martelli, 1989; Spielberger, Westberry, Grier, & Greenfield, 1981, Reiser, 1974; 

Violanti, 1981; Violanti & Aron, 1993, 1995). 

Stress Defined 

Drawing primarily from transactional stress theory, stress is defined as a person-

environment relationship considered taxing or surpassing an individual's resources and 

jeopardizing one's well-being (Lazarus & Folkman, 1984).   While there are extreme 

conditions under which stress is likely to result for nearly everyone, individual differences 

create variability in response to stress, particularly when the stressful context shifts from 

extraordinary to more ambiguous circumstances.  It is at this point the objective ability to 
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define stress associated with environmental conditions could be confounded with the 

characteristics of the individual, and at which a relational perspective is beneficial.  Within 

this relational context, the complex patterns of stress reaction, coping behavior, and 

adaptational outcomes offer the greatest explanation of variance (Lazarus & Folkman, 

1984).   

Researchers argue the overuse of the term stress, a concept which is often more 

descriptive than explanatory, may impede conceptual and empirical advances because of 

the assumption of the equivalence of basic stress stimuli (Ader, 1980; Elliott & Eisdorfer, 

1982). Others suggest the term stress be treated as an organizing concept used to further 

the understanding of a wide range of phenomena related to adaptation (Lazarus, 1966, 

1984).  An understanding of how definitions of the term evolved is important when 

addressing such concerns.  The classic orientation of the term stress spans three 

definitional purviews: stimulus definitions, response definitions, and relational definitions, 

each of which is discussed next. 

Stimulus definition. The most common definition of stress most often adopted by 

psychologists characterizes stress as a stimulus.  Under this definition, stressful stimuli are 

identified as external events affecting individuals. These events include major or 

catastrophic change, like natural disasters, affecting large groups of people, major change 

such as loss of a family member or loved one or a divorce affecting only a small number of 

individuals, and daily hassles such as job-related or family stress (Lazarus & Cohen, 1977).  

Researchers also propose broad types of stressors differentiated primarily by their 

respective duration including acute, time-limited stressors like awaiting surgery, stressor 

sequences like a series of events over time resulting from a triggering incident like loss of a 

52



   

  

job, chronic intermittent stressors like struggles during annual visits to in-laws, and 

persistent stressors like disabilities which are permanent or persistent work stress (Elliott 

& Eisdorfer, 1982). 

Stimulus definitions also include conditions internal to the individual.  Such internal 

conditions include tissue-based physiological drives such as sex, thirst, or hunger (Lazarus 

& Folkman, 1984) and neurological-based stimuli, such as effectance drive – where 

involvement in instrumental acts for the sole reward of engagement is initiated (White, 

1959).  While these stimuli are considered normatively stressful, stimulus definitions of 

stress do not take into account individual differences in vulnerability to such stressors.  As 

such, analyses of the patterns of stress response are necessary to create a useful taxonomy 

of stressful situations.   

Response definition. Stress is also defined in response terms in biology and medicine.  

Here, an organism is confronted with an environmental demand against which the 

organism struggles in an attempt to restore homeostasis (Mirsky, 1964; Selye, 1950; Wolff, 

1953).  One problem associated with defining stress by response is there is no systematic 

method of identifying what will actually be considered a stressor.  From a response 

perspective, it is also difficult to differentiate psychological from physiological stressors.  

Thus, the circular nature to the stimulus-response approaches must be considered in any 

definition of stress (Lazarus & Folkman, 1984).   Specifically, one must assess whether the 

psychological stressors manifest in physiological symptoms, whether or how psychological 

occurrences influence psychological stress perceptions, or how they influence one another 

for each individual.      
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Relational definition.  Individuals respond to stress physiologically, emotionally, and 

cognitively. These responses are not mutually exclusive.  Rather, the physiological, 

emotional, and cognitive reactions often interact to inform an individual as to the choice of 

the most effective coping mechanism to contend with stress (Asterita, 1985; Evans, Stanley, 

& Burrows, 1993; Ortega, Brenner, & Leather, 2007; Regehr, LeBlanc, Jelley, Barath, & 

Daciuk, 2007).   

Occupational Stress 

The concern with occupational health (e.g., employee health and well-being) dates 

back to the fifth century BC and is attributed to the work of Hippocrates (Wolf & Finestone, 

1986).  Early Hippocratic physicians believed the external environment influenced 

characteristics of health and disease.  Work by Hippocrates (Hippocrates & Adams, 1938) 

stressed the central role of man’s environment (e.g., physical, climatologic, social, and what 

is referred to today as life style) as a factor in disease.   

General stress like loss of a job or loved one and divorce can deleteriously affect an 

individual’s psychological, emotional, and physical well-being (e.g., Holmes & Masuda, 

1974; Lehrer, Carr, Sargunaraj, & Woolfolk, 1993; Mason, 1971, 1974, 1975a, b, c; Mason, 

Maher, Hartfley, Mougey, Perlow, & Jones, 1976; Stone, Cohen, & Adler, 1979).  

Organizations and society as a whole are also influenced by stress (e.g., Ayers & Flanagan, 

1992; Dana & Griffin, 1999; Murphy, Hurrell, Sauter, & Keita, 1995).  Evidence of such 

effects is reflected in the fastest growing costs associated with occupational stress – stress 

related worker’s compensation claims (Cooper & Cartwright, 1994; King, 1995).  Empirical 

studies support this evidence by linking work-related stress to work-place accidents and 

absenteeism, lost productivity, and job dissatisfaction (Cooper & Cartwright, 1994).  In 
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addition to job-related outcomes, stress can manifest in physical, emotional, and 

psychological illness such as bad health behaviors, heart disease, psychological collapse, 

family concerns and issues, and even some cancers (Cooper & Cartwright, 1994).  

Occupational stress is particularly salient to police organizations due to the inherently 

dangerous nature of police work and the costs associated with replacing sick and injured 

officers.   

Individuals assign economic meaning to, and tend to appraise, work contexts in a 

fairly consistent manner (Brief & George, 1995).  Hence, it is both beneficial and necessary 

to identify stressors specific to an individual’s work that influence their particular patterns 

of appraisal and coping (e.g., Beehr & Newman, 1978; Brief and George, 1995; Jackson & 

Schuler, 1985; Lazarus & Folkman, 1984; Spielberger & Reheiser, 1994).  For the purpose 

of this dissertation, it is important to evaluate the stressors affecting police. 

Police Stressors 

Police stressors such as authoritarian organizational structure, unfair discipline, 

danger, shift work, boredom, and use of deadly force are factors found in a police work 

environment.  These stressors manifest externally and are subjectively viewed as 

frustrating, troublesome and/or inconvenient to officers (Lazarus, 1991).  Researchers 

contend organizationally, rather than operationally, induced stress more strongly 

influences police officers (Firth-Cozens & Payne, 1999; Graf, 1982; Martelli et al., 1989; 

Spielberger et al., 1981, Reiser, 1974; Violanti, 1981; Violanti & Aron, 1993, 1995).   

Organizational stressors. Organizational stressors, continuous concerns in police 

work, include interdepartmental practices such as authoritarian structure; lack of 

participation in decision making which directly influence accomplishment of daily tasks; 
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punishment-centered managerial philosophy; unfair discipline; and lack of administrative 

support among others (Kroes, 1986; Reiser, 1974; Violanti & Aron, 1995).  The 

organization is often perceived as unsupportive and unresponsive to the needs of the 

officers (Pierrer & Toner, 1984; Violanti & Aron, 1995).   In addition, the promotion process 

is viewed as highly political and lacking integrity, while external political influence is 

perceived to affect even the lowest subordinate levels (Aron, 1992).   Role conflict also 

affects officers as departments shift from a historically reactive, to a more proactive, 

position, and an officer’s work-related goals become incommensurate with departmental 

demands (Aron, 1992).   

Operational stressors. Operational stressors include shift work, danger, apathetic 

public perceptions, boredom, and contending with suffering and death (Graf, 1982; Kroes, 

1986; Spielberger et al., 1981, Violanti & Aron, 1995).  Shift rotations affect officers sleep 

patterns, which negatively influence psychological resistance to stress (Violanti, 1984).  

Two aspects of danger in police work include known danger such as undercover work and 

felony traffic stops and unknown danger like standard traffic stops, entering structures, 

and responding to domestic disputes (Aron, 1992).  While exposure to death, tragedy and 

human suffering may negatively affect how officer’s perceive life and occupational roles, 

injury or death of another officer is consistently rated most distressing by police officers 

(Aron, 1992; Horn, 1990; Spielberger et al., 1981).  Table 2 presents organizational and 

operational stressors inherent in police work.   
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Table 2  
 
Sources of Stressors in Police Work 
 

Type of Stressor Description 

Organizational Stressor 

Bureaucracy of the police organization 
Lack of participation in the decision making process  
Hierarchical and military culture 
Punishment-centered managerial philosophy 
Unfair discipline 
Lack of administrative support 
Availability of peer support & trust 
Work & family relationships 
(Aron, 1992; Kroes, 1986; Reiser, 1974; Pierrer & Toner, 1984; 
Violanti & Aron, 1995) 

Operational Stressor 

Shift work 
Danger 
Apathetic public perceptions 
Boredom 
Contending with suffering and death 
(Aron, 1992; Horn, 1990; Graf, 1982; Kroes, 1986; Spielberger 
et al., 1981, Violanti, 1984; Violanti & Aron, 1995)  

Summary 

Law enforcement, as identified by researchers, is an extremely stressful occupation 

(e.g., Dantzker, 1987).  Police often experience job-related stressors like contending with 

criminal, unlawful, and dangerous people.  Officers also face what they perceive as abusive 

workplace treatment such as forced overtime, completing paperwork off the clock, and a 

lack of support.  These factors often result in higher instances of stress-related 

psychological and physical complaints than from individuals working in other occupations 

(Hart, Wearing, & Headley, 1995; Lobel & Dunkel-Schetter, 1990; Violanti, 1993).  Police 

also suffer higher levels of burnout, illness, missed work, and premature retirement 

resulting from these stress-related concerns (Band & Manuele, 1987; Brown & Campbell, 

1990, 1994; Burke, 1993).   Moreover, compared to norms of the general population, police 
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officers face higher incidences of substance abuse, stomach disorder, heart attacks and 

disease, divorce, and suicide due to ineffectual coping with stress (Lord, Gray, & Pond, 

1991; Rogers, 1976).   

There is substantial evidence documenting how stress influences police well-being 

as well as organizational performance (e.g., Asterita, 1985; Bakker & Heuven, 2006; 

Bartone, 2006; Jamal & Baba, 2000; Tang & Hammontree, 1992).  Individuals in police 

work face potentially traumatic events with the potential to affect their physical and 

emotional well-being (e.g., Anshel, 2000; Anshel, Robertson, & Caputi, 1997; Deschamps, 

Pagnon-Bdiner, Marchand, & Merle, 2003; He, Zhao, & Archbold, 2002; Violanti & Aron, 

1995).  Factors contributing to the highly stressful nature of police work include factors 

such as strenuous physical demands, the potential for a situation to become life threatening 

at any moment, and evolving social expectations including the ability to always employ 

sound judgment when faced with dangerous and life-threatening circumstances.  

Moreover, economic, social and technical changes are transforming societal expectations 

creating new work demands of those who serve as police officers (Deschamps et al., 2003).   

While organizational and operational factors contribute to police stress, organizational 

factors are repeatedly identified as the strongest police stressors (Violanti & Aron, 1995).  

High levels of stress are not simply an inherent component of police work, but results from 

a combination of situational factors, including how individual dispositions affect an officer’s 

coping skills, how coping skills influence whether officers experience burnout, engage in 

OCBs, and achieve high levels of satisfaction from their work, and how departmental 

leadership affects these relationships under crisis.   These relationships are discussed next.    
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Criterion Variables 

The relationships among stress and the criterion variables in this study, OCB, 

burnout, and job satisfaction are depicted in Figure 2.  The following sections outline 

relevant theory and supporting evidence pertaining to these variables.  Pertinent empirical 

studies in police work are reviewed for each of the criterion variables and are discussed 

next. 

Organizational Citizenship Behavior 

Researching traditional job performance is important to industrial–organizational 

psychology and the study of organizational behavior.  Past research evidence, however, 

generally restricts the operationalization of job performance to task performance, how 

effectively individuals perform job-related tasks which directly influence technical core of 

the organization, despite agreement among researchers of the multidimensionality of the 

job performance construct (Austin & Villanova, 1992; Borman & Motowidlo, 1997; Dalal, 

2005; Dalal, 2005; Schmidt & Kaplan, 1971).  More recently, researchers acknowledge the 

role of non-task employee work behaviors to organizations (Borman & Motowidlo, 1997; 

Organ & Paine, 1999; Smith, Organ, & Near, 1983).  One such work behavior is OCB.   

OCB is a multidimensional construct.  Organ (1988) was among the first to propose 

a five dimensional model of OCB, which he later expanded to seven dimensions.   Later 

research by Podsakoff et al. (1990) supported a five-factor model of OCB.  Table 3 depicts 

the various dimensions of OCB along with the authors associated with the respective 

conceptualizations of the construct.   
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Table 3  
 
OCB Dimensions 
 

Model Type Authors OCB Dimensions 

Two Factor Models 

Smith, Organ, & Near 
(1983) 

Altruism – interpersonal, face-to-face behavior directly intended to help another person 
Generalized Compliance – impersonal, organizationally normative behaviors which define a good worker 

Van Scotter & Motowidlo 
(1996) 

Interpersonal facilitation – cooperative, considerate, and helpful behaviors which assist co-workers in their 
individual performance efforts 
Job Dedication – self-disciplined, motivated behaviors which support organizational objectives 

Williams & Anderson 
(1991) 

OCBI – behaviors that immediately benefit individuals yet indirectly contribute to the organization  
OCBO – behaviors that benefit the organization in general 

Multi-Dimensional 
Models 

Brief & Motowidlo (1986) Prosocial organizational behavior (13-dimensions): 
(1) Assisting co-workers with job-related matters 
(2) Assisting co-workers with personal matters 
(3) Showing leniency in personal decisions 
(4) Providing services or products to consumers in organizationally consistent ways 
(5) Providing services or products to consumers in organizationally inconsistent ways 
(6) Helping consumers with personal matters unrelated to organizational services/products 
(7) Complying with organizational values, policies, and regulations 
(8) Suggesting procedural, administrative, or organizational improvements 
(9) Objecting to improper directives, procedures, or policies 
(10) Putting forth extra effort on the job 
(11) Volunteering for additional assignments 
(12) Remaining with the organization despite temporary hardships 
(13) Representing the organization favorably to outsiders  

Borman & Motowidlo 
(1997) 

Contextual performance (5-dimensions): 
(1) Persisting with enthusiasm and additional necessary effort to successfully complete tasks 
(2) Volunteering for tasks outside of own job description 
(3) Helping and cooperating with others 
(4) Following organizational rules and procedures 
(5) Endorsing, supporting, defending objectives of the organization 

  (table continues) 
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Table 3 (continued). 

Model Type Authors OCB Dimensions 

Multi-Dimensional 
Models (cont.) 

Coleman & Borman 
(2000) 

Interpersonal citizenship performance – behaviors that benefit other organizational members 
Organizational citizenship performance – behaviors that benefit the organization 
Job-task citizenship performance – behavior that reflects additional effort, persistence, and dedication to the job 
and a desire to maximize one’s job performance 

Organ (1988) Altruism – discretionary interpersonal helping behavior directed toward a specific individual to assist with an 
operationally relevant task or problem  
Conscientiousness – behaviors which carry certain role behaviors well beyond the minimum level required by the 
organization 
Sportsmanship – not complaining about trivial matters 
Courtesy – consulting with others prior to taking action 
Civic virtue – keeping abreast of organizationally relevant matter 

Van Dyne, Graham, & 
Dienesch (1994) 

Social participation – non-conventional forms of participation involving interpersonal interaction  
Loyalty – allegiance to an organization and promotion of its interests 
Obedience – respect for rules/policies and willingness to extend effort on organizations behalf 
Functional participation – personally focused behaviors that contribute to the operational effectiveness  

Van Dyne & Le Pine 
(1998) 

Helping – promotive, proactive behavior that cause, encourage, or promote things to happen 
Whistle-blowing - challenging prohibitive, protective/preventative behavior in which one intercedes to protect 
less powerful individuals or to halt inappropriate or unethical behavior. 
Stewardship – affiliative behavior which is interpersonal and cooperative  
Voice – Challenging type behavior which emphasizes ideas and issues but can damage relationship due to its 
confronting nature 
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Organizational Citizenship Behavior Defined 

OCB is defined as individual contribution to preservation and improvement of both 

psychological and social contexts, both of which support task performance within an 

organization (Organ, 1997).   Typically, individuals who engage in OCBs engage in 

behaviors above and beyond specified job or task requirements.  This engagement helps 

the organization function more effectively.   

Organ’s (1988) original definition characterized OCBs as discretionary behaviors, 

which are not openly acknowledged in the context of formal incentives but that, in 

aggregate, support its successful functioning.  Several benefits associated with the revised 

definition used in this dissertation include maintaining the distinction between task 

performance and OCB; more closely aligning OCB with definitions of contextual 

performance; and avoiding difficulty associated with the conception of the discretionary 

and often formally unrewarded behavior component of OCB (Borman & Motowidlo, 1993; 

MacKenzie, Podsakoff, & Fetter, 1991; Podsakoff, Whiting, Podsakoff, & Blume, 2009; 

Motowidlo & Van Scotter, 1994; Organ, 1997; Rotundo & Sackett, 2002).  The expected 

positive relationship between OCBs and measures of organizational effectiveness remains 

fundamentally important to the organization, despite the change in defining OCB 

(Podsakoff et al., 2009).   In addition to potentially beneficial consequences of OCB to the 

organization such as increased efficiency and productivity, there is growing interest in the 

potentially dysfunctional consequences of OCB, such as role overload and stress, on both 

the individual and the organization (Bolino & Turnley, 2005).   

Bolino and Turnley (2005) recently investigated the relationship between a 

particular type of OCB identified as individual initiative, and potential consequences such 
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as work–family conflict, job stress, and role overload.  Results demonstrate individuals high 

in individual initiative experience higher degrees of work-related work–family conflict, job 

stress, and role overload. This relationship is also moderated by gender, such that women 

participating in this study experienced stronger relationships than did men.   

Some methodological concerns in this study are noteworthy.  First, while there was 

a strong correlation (r = .77; p < .01) between spousal and self-reported ratings of 

individual initiative, correlations with supervisor ratings may provide additional insight 

into the appropriateness in using the spouse to rate this job-related construct.  Moreover, 

the cross-sectional design of the study makes it impossible to estimate the causality of the 

relationships among variables.  For example, higher levels of stress, work-family conflict, 

and role overload may result in higher amounts of individual initiative as opposed to the 

opposite relationship assessed in this study.  Limitations notwithstanding, this study 

provides empirical support for the association between stress and OCB.  Of particular 

interest to this dissertation, is the association between stress and OCBs in high-risk 

occupations, such as police work.  Evidence for this relationship is presented next. 

Police Studies involving OCB 

Only a few studies involving police officers or correctional staff (e.g., Lambert, 

Hogan, & Griffin, 2008) investigating extra-role, prosocial, or organizational citizenship 

behaviors were found.  Of the studies cited above, one evaluated the relationship between 

stress and deviant workplace behavior among police officers (Arter, 2008); two evaluated 

relationships among burnout, daily hassles, and stress (Kohan & Mazmanian, 2003) and 

low work-related stress and OCBs among police officers respectively (Tang & Ibrahim, 

1998); and one evaluated OCB and commitment among correctional staff (Lambert et al., 
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2008).  While OCBs are considered behavior beneficial to the organization, deviant 

behavior is the opposite of OCB, and is conceived as hindering or harmful behavior (Arter, 

2008).  Thus, the relationship between stress and deviant behavior should be opposite of 

that of stress and OCB in police work and can inform researchers investigating OCBs.  Of 

the few researchers investigating the stress-citizenship behavior relationship, one (Arter, 

2008) investigates how stress is related to deviant citizenship behaviors among police 

officers.   

Arter (2008) identifies police work as a highly stressful occupation and suggests 

certain assignments of duty, such as undercover assignments, are particularly stressful.  He 

describes deviancy as behavior resulting in departmental sanctioning or violating either 

departmental policy/procedures or the law.  Applying general strain theory, Arter’s study 

compares categories of officers who formerly worked undercover, who currently work 

undercover, and who never experienced undercover duty assignments to measure 

associated stress levels and the association of this perceived stress to reported acts of 

deviance.  Findings show higher stress levels are positively related to increased numbers of 

deviant responses, and both frustration and anger are identified as main negative emotions 

in those individuals with higher reported stress levels.   

Moreover, there were more deviant acts reported by officers perceiving high 

degrees of strain, strain perceived as unjust, or strain creating pressure to engage in 

deviance.  Officers returning to patrol after working undercover reported different stress 

than patrol officers that never worked undercover indicating not all officers who 

experienced the same objective stress such as stress associated with patrol assignments 

react subjectively in the same manner.  Reassignment of duties also reduced stress, which 
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was associated with a decrease in reported deviance in Arter's study.  Furthermore, 

employment of adaptive as opposed to maladaptive coping strategies is associated with 

less reported deviance among officers in all three categories studied.  Findings in Arter’s 

study, however, must be cautiously interpreted because of the small sample size (N = 32).  

Additionally, a self-selection effect, such that certain types of people may self-select to be 

police officers and, more specifically, undercover officers, may bias the results of this 

phenomenological qualitative study.  Nonetheless, evidence of the associations among 

stress, coping, and organizationally based deviant behavior is provided by this study.   

Another study (Kohan & Mazmanian, 2003) assesses how officers perceive daily 

operational and organizational work experiences, such as hassles or stress, and the 

respective associations with pro-organizational behavior, a form of OCB, and burnout.  This 

study also evaluates both mediating and moderating influences of coping style and 

dispositional affect on the relationship between stress and OCB.  Findings show an 

individual’s appraisal of hassles as negative experiences depends on how frequently the 

individual is exposed to various facets of work such as bureaucracy and lack of support.  

Additionally, positive organizational experiences such as those emanating from 

organizational polices are considered more uplifting than positive operational experiences 

such as those resulting from actual policing duties (Hart, Wearing, & Headey, 1993; Kohan 

& Mazmanian, 2003).  Furthermore, organizational, as opposed to operational, experiences 

in this study are more strongly associated with both burnout and OCB supporting previous 

findings that organizational stressors explain more variance in outcomes than do 

operational stressors.   
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An important finding by Kohan and Mazmanian (2003) pertains to the moderating 

effect of coping on stress and OCB.  Both emotion-focused coping and problem-focused 

coping moderated the relationships modeled in this study but no mediation was found, 

whereas dispositional affect neither moderated nor mediated the relationship between 

work experiences and the outcome variables.  Thus, repeated stressful event exposure 

appears to be independent of disposition with respect to burnout and OCB, and there 

appears to be benefit to using both problem-focused coping mechanisms and emotion-

focused coping mechanisms.  Results from this study must be evaluated with caution, as a 

limited range of factors associated with burnout, OCB, and psychological distress, were 

assessed.  Studies including more diverse facets of these constructs may provide a more 

comprehensive assessment of associations among variables.  While this study's findings 

support the proposition that coping mechanisms moderate the relationship between 

perceived stress and behavioral outcomes, findings also support the need to further 

evaluate how dispositional affect may influence an individuals’ choice of coping 

mechanisms.  Moreover, research on stress and coping may be extended by a more 

thorough examination of the process by which coping moderates the stress-burnout and 

the stress-OCB relationships, respectively.    

Results from another study (Tang & Ibrahim, 1998) involving mental health 

workers in the US and police officers in Egypt and Saudi Arabia reveal several antecedents 

such as organizationally related self-esteem, need for achievement, leader consideration, 

Protestant work ethic, extrinsic job satisfaction and intrinsic job satisfaction, and job-

related stress are differentially related to two broad dimensions of OCB, namely altruism 

and compliance.  For the police sample in this study, high degrees of organization-based 
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self-esteem, need for achievement, Protestant work ethic, intrinsic job satisfaction and low 

levels extrinsic job satisfaction predict altruism.  Compliance is associated with high levels 

of organizationally related self-esteem, leader consideration, global self-esteem and 

extrinsic job satisfaction and low degrees of job-related stress, indicated by the negative 

beta weight.  Moreover, both dimensions of OCB are associated with organizationally 

related self-esteem, global self-esteem, and extrinsic job satisfaction but organizationally 

related self-esteem predicts the largest amount of variance in both dimensions of OCB (r2 = 

.38 and r2 = .28 for altruism and compliance respectively).  While global self-esteem 

predicts both altruism and compliance for police in this study, it is not a predictor for either 

dimension of OCB in the sample of mental health workers in the US.  In addition, high levels 

of organizationally related self-esteem, extrinsic job satisfaction, and need for achievement 

predict the altruism dimension of OCB.  Work related stress also predicts the compliance 

dimension of OCB in both the US mental health workers and Middle Eastern police samples.   

While these findings provide support for an association between work-related 

stress and at least one dimension of OCB among police, results must be regarded with 

caution for the following reasons.  First, the two samples differ based on the type of work 

performed, thus the types of behaviors likely influence individual perceptions and work-

related behaviors.  Second, the samples were taken from culturally different social systems, 

namely US mental health workers and Middle Eastern police officers.   As such, conclusions 

based upon relationships identified in this study should be viewed as tentative and 

generalized to other populations with caution.   In addition, Tang and Ibrahim (1998) use 

general job stress measures such as role conflict, role ambiguity, and role overload to 

assess stress within both classifications of employees despite the fact that police face vastly 
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different job stressors than do other classifications of workers.  The study does, however, 

provide some indication of the linkages between stress and OCB among police personnel.   

A study of correctional officers in the US (Lambert et al., 2008) provides further 

support for the proposition that stress associated with police work is inversely related to 

OCB.  Police officers are required to perform many similar operational functions associated 

with correctional officers’ work when they detain, arrest, and incarcerate suspects.  While 

correctional officers are not the population of interest in this dissertation, relevant 

research related to this group of peace officers may inform research associated with police 

officers, and such findings associated with this population may be applicable, given the 

limited number of police studies investigating OCBs.  Like in the police literature, most 

research interest focusing on corrections (e.g., Cheek & Miller, 1987; Griffin, 2006; 

Lambert, Edwards, Camp, & Saylor, 2005) center on the negative consequences of various 

job attitudes such as burnout, turnover intent, absenteeism, and health-related problems.  

Conversely, the beneficial pro-organizational behaviors are largely ignored.  The effect of 

OCBs on organizational efficiency in correctional institutions is salient to this dissertation 

because, as with policing, the labor-intensive nature of the job dictates that human capital 

expenditures are among the largest expenses incurred by most agencies (Lambert et al., 

2008).  Like police work, corrections work is often dangerous and difficult, holds little 

social prestige, and is often boring and routine, yet punctuated by periods of acute crisis 

(Armstrong & Griffin, 2004; Griffin, 1999).   

Lambert et al. (2008) evaluate how job variables such as stress, job involvement, 

and commitment to the organization and how individual level characteristics like age, 

gender, rank/position, tenure, education level, race, and supervisory status are related to 
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OCB among correctional officers.  Findings reveal both commitment and job stress are 

salient antecedents to OCB.  Organizational commitment, however, exhibits a much 

stronger association, nearly twice that of stress, with OCB.  No direct association of job 

involvement with OCB among the sample is found.  While this study provides some 

evidence of the inverse relationship between stress and OCB, results must be interpreted 

with caution.  Most importantly, bivariate correlations are used with a sample population 

in an institutional setting different from the one proposed in this dissertation.  The limited 

number of empirical investigations of OCB among police, however, limits the domain of 

empirical studies from which support for the proposed relationships can be drawn.  Thus, 

while less than ideal, this study provides some support for an inverse relationship between 

job stress and OCB among individuals engaged in high-risk occupations.   

Summary 

The relationship between various antecedents and OCB are well documented (e.g., 

Organ, 1988, 1990, 1997; Organ & Ryan, 1995; Podsakoff et al., 1990).  The few studies 

addressing these relationships in high-risk occupations find OCB an important aspect of 

organizational performance and efficiency (e.g., Arter, 2008; Kohan & Mazmanian, 2003; 

Lambert et al., 2008; Tang & Ibrahim, 1998).  Based on documented relationships between 

stressors and both psychological and physiological distress in the general stress literature 

(e.g., Cooper & Cartwright, 1994; Holmes & Masuda, 1974; Lehrer et al., 1993; Mason, 1971, 

1974, 1975a, b, c; Mason et al., 1976; Stone et al., 1979) and in line with noted work 

perceptions-OCB associations (e.g., Organ, 1988, 1990, 1997), stress in police work is 

expected to be negatively associated with OCB.  Thus,  

Hypothesis 1:  There is a negative relationship between stress and OCB. 
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Burnout 

Another outcome measure potentially important to organizations (Lee & Ashforth, 

1993, 1996; Maslach & Jackson, 1984), and more specifically, to police organizations 

(Kohan & Mazmanian, 2003; Kurtz, 2008), is burnout, a syndrome among individuals 

performing people work.   The organizational structure of police departments, the nature of 

job requirements, and frequent interactions with the public are among many law 

enforcement concerns and are acknowledged basis of stress and burnout (Anderson, 

Litzenberger, & Plecas, 2002; He et al., 2002).  As He and colleagues (2002) suggest, stress 

in any one of these areas is likely to exacerbate anxiety in another.  The concept of burnout 

and its association police stress are central to this dissertation and is discussed next.  

Burnout Defined 

Burnout is defined as a particular type of response among human service providers 

such as doctors, nurses, counselors, and police to occupational stress emanating from 

emotionally charged and demanding interactions with recipients (Bakker & Heuven, 2006; 

Maslach, 1982; Maslach & Schaufeli, 1993).  Burnout, an extreme state of exhausted 

resources due to chronic exposure to occupational stress, represents a distinctive response 

to interactions between the provider and recipient of a service (Cordes & Dougherty, 1993; 

Lee & Ashforth, 1996; Maslach, 1982).  Although researchers (e.g., Bakker, Demerouti, & 

Schaufeli, 2002; Leiter & Schaufeli, 1996) suggest burnout extends beyond service 

professions, it is commonly observed among those serving in human service professions 

(Schaufeli & Enzmann, 1998).  Of particular interest to this dissertation is how factors such 

as coping, personality, emotional disposition, transformational leadership, and periods of 

70



   

   

punctuated crisis influence the relationship between stress and burnout in high-risk 

occupations.  Literature related to these variables of interest is discussed next.   

Police Studies Involving Burnout 

Research on burnout emanated from a larger body of research on emotion, arousal, 

and how individuals effectively cope with arousal (Maslach & Jackson, 1984).  While early 

burnout research focused on service professionals in the healthcare industry such as 

nurses, Maslach and Jackson also identified lawyers as susceptible to burnout.  These 

researchers concluded burnout was associated with unique factors in occupations 

requiring a high degree of people work characterized by interpersonal interaction between 

the service provider and the recipient and extended their inquiry to include additional 

occupational groups such as teaching, social services, mental health, legal aid, police 

officers, probation officers, ministers, librarians, agency administrators, and human 

resource professionals (Cordes, Dougherty, & Blum, 1997; Maslach et al., 1996).  It is 

largely accepted that individuals in a wide array of occupations involving a high degree of 

interpersonal interaction are prone to burnout (Cordes & Dougherty, 1993).  Police officers 

represent one such occupational group.   

Police interact in emotionally charged personal exchanges on a regular basis.  Some 

examples of these incidences include violent physical confrontations, exposure to injury 

and death, and associations with sometimes very young or particularly vulnerable victims 

of crime or accidents. Moreover, it is often necessary for police to express or suppress 

emotions by displaying detached, matter-of-fact attitudes and command presence when 

confronted with these situations (Bakker & Heuven, 2006).   
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Recent research findings (e.g., Bakker & Heuven, 2006; Cieslak, Korczynska, Strelau, 

Kaczmarek, 2008; Malach-Pines & Keinan, 2005, 2006, 2007; McCarty, Zhao, & Garland, 

2007; Willis, O’Connor, & Smith, 2008) support a positive association between police 

stressors and burnout. While some of the early studies on burnout survey members of 

police organizations in the US (e.g., Aron, 1992; Jackson & Maslach, 1982; Pines, 1982; 

Violanti, 1981, 1984; Violanti & Aron, 1993, 1995), most of the studies involving burnout 

sample police from countries other than the US.  In fact, nearly all of the empirical studies 

examining stress and burnout found in a recent literature search sample police officers 

outside the US (e.g., Bakker, Emmerik, & Euwema, 2006; Bakker & Heuven, 2006; Burke & 

Mikkelsen, 2004, 2006; Deschamps et al, 2003; Euwema, Kop, & Bakker, 2004; Kop & 

Euwema, 2001; Kop, Euwema, Schaufeli, 1999; Manzoni & Eisner, 2006; Michinov, 2005; 

Regehr et al., 2007; Malach-Pines & Keinan, 2005; Thompson, Kirk, & Brown, 2005; Willis 

et al., 2008).  A notable exception includes a study by McCarty and colleagues (2007).    

One reason for such an asymmetry in sampling could be because many other 

countries, like Israel and Turkey, employ national police forces resulting in less 

complicated and less expensive data collection for research often supported by state 

grants.  Furthermore, there may be a more suspicious culture among US police 

organizations, especially when it comes to allowing outsiders access to potentially telling 

psychological information.  Moreover, larger police organizations routinely cite risk-

management, potential future liability, and officer and organizational confidentially 

concerns when evaluating requests to access their sworn employees for the purpose of 

conducting academic research.  It is important to note the previous law enforcement 

background of the author of this dissertation may help alleviate some of these concerns.   
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Evaluation of empirical studies involving police stress and burnout are important 

because they provide support for the theoretical and research models (Figures 1 and 2) 

proposed in this dissertation.  Because police studies conducted in the US involving these 

variables are limited, studies using samples from other countries are used to support the 

proposition that burnout among police officers is directly related to higher levels of stress 

and both personal and organizational factors moderate the relationship.  Results from 

studies involving samples from other countries, however, must be regarded with caution as 

approaches to policing often vary across countries, and both cultural differences and 

differing social norms such as collectivism vs. individualism may influence associations 

among variables.    

Burke and Mikkelsen (2004) conducted a study involving police officers from 

Norway.  They investigated how job demands and various components of burnout predict 

officers’ use of force or use of social skills when confronting civilians.  Findings contend 

both high levels of job demand and high degrees of cynicism are associated with increased 

use of force.  The relationship between job demands and social skills does not reach 

significance of p = .05 in this study, but both cynicism and professional efficacy are 

positively associated with use of social skills as opposed to use of force.  The association 

with professional efficacy is not surprising, but it is interesting that cynicism is positively 

associated with use of social skills.  Apparently, cynical officers in this study use better 

social skills when facing confrontations.  In accordance with theory on burnout, cynicism 

reflects an attempt by the provider to depersonalize the recipient in order to avoid 

investing further emotional resources in the human service exchange.  Because use of force 

is often an emotionally charged response, higher levels of cynicism such as 
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depersonalization might attenuate the emotional response associated with confrontations 

in police work (Euwema et al., 2004).    

This study provides some support for the contention that work stressors are critical 

to the development of burnout.  Findings, however, must be regarded with caution for the 

following reasons.  Burke and Mikkelsen (2004) fail to report statistical information on 

reliabilities and validity of measures in their study.  With the exception of the burnout 

components, they acknowledge some of their measures had low internal consistency 

reliabilities.  The authors also fail to specify which measures are problematic.  In addition, 

data are collected from police samples in Norway so results may not generalize to officers 

in other countries.    

In another study, Manzoni and Eisner (2006) evaluate correlates associated with 

use of force.  Support for the main hypothesis (i.e., stress factors influence officers’ use of 

force) is not found in the structural equation models evaluated in this study, but Bivariate 

scores indicate significant associations between increased use of force, increased stress, job 

satisfaction, burnout, and commitment.  Moreover, the significant relationships between 

burnout and job stress in the structural model generally support past findings regarding 

the association of higher levels of job stress with higher levels of emotional exhaustion, 

which influences officers’ depersonalized attitudes toward contacts.  Increased stress is 

also associated with decreased perceptions of personal accomplishment.  While 

perceptions of work-related stress influence the degree of emotional exhaustion and 

personal accomplishment among these police officers, the relationship is not sufficient to 

motivate a behavioral response by way of increased use of force.  Rather, situational factors 

including job profile, the average combination of job-related activities each of which 
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individually contributes to the risk of exposure to confrontation, and victimization, the mix 

of both threat of and actual victimization due to work-related confrontations, appear to 

influence officers’ perception of the necessity to use force.   

While victimization in this study influences perceived stress, job profile directly 

influences the degree to which an officer engages in depersonalization.  Because job profile 

more strongly influences propensity to use force, it appears attributes of the job, as 

opposed to previously experienced confrontations and actual level of threat, more strongly 

influence use of force decisions during confrontations.  Findings provide further support 

for the proposed relationship between stress and burnout.  The use of self-report 

measures, the cross-sectional research design, and the operationalization of the use of 

force construct, specifically, possible lack of recall of minor use of force incidents are 

potential limitations of this study.  Moreover, the strength of the stress-burnout 

relationship, indicated in the structural analysis and the bivariate analysis in this study, 

coupled with similar findings in previous studies (e.g., Maslach, 1982; Maslach & Jackson, 

1984; Maslach et al., 1996), provide support for the proposed relationship between police 

stress and burnout.   

Another study (Kohan & Mazmanian, 2003) evaluating the relationship between 

Canadian police officers’ perceptions of both organizational and operational daily work 

experiences and respective associations with burnout and OCB provides further support 

for the contention that stress predicts burnout among police.  Findings reveal the 

frequency of exposure to various facets of work influences officers’ appraisals of hassles, 

defined as negative experiences or stressors.  Contrary to findings in previous studies, 

police officers in this study find operational hassles more troublesome and problematic 
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than organizational hassles.  Post hoc analysis, however, reveals this relationship varies 

depending on type of work, such that officers working patrol identify operational 

experiences as more troubling, whereas supervisors/administrators view organizational 

experiences more as more problematic.  In addition, uplifting organizational experiences 

more positively influence officers than do operational uplifts despite job classification, 

highlighting how important positive organizational experiences are to police work.   

This study also provides support for the moderating function of coping on the 

stress-burnout relationship.  Officers who report more hassles also report higher degrees 

of emotional exhaustion and depersonalization.  Moreover, organizational hassles, as 

opposed to operational hassles, are more strongly associated with distress measures.  

While reported uplifts among officers are positively related to the perceived degree of 

personal accomplishment, those high in uplift indicate neither lower perceived levels of 

emotional exhaustion nor depersonalization, supporting the independence of stressor-

distress relationships from uplift-well-being relationships.  Results suggest daily hassles 

influence perceived burnout among police officers and positive experiences do not reduce 

this perception.  Causality in this relationship, however, cannot be determined because of 

the correlational and cross-sectional design of the study.   In addition, there is a 

considerable difference in response rates between the agencies from which the sample was 

drawn, which may affect the results of this study if officers in one of the agencies 

experience differential levels of either stress or burnout.  

Bakker and Heuven (2006) studied the associations among stressful emotionally 

demanding interactions (i.e., emotional dissonance, diminished in-role performance, & 

burnout) of police and nurses in Norway and found both emotional dissonance and 
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burnout sequentially mediates the job demands-in-role performance relationship.  The role 

of emotional dissonance and burnout is of particular interest to this dissertation.  This 

finding extends existing burnout literature by examining why individuals such as police 

and nurses in emotionally taxing occupations suffer emotional exhaustion and disengage 

from others in their jobs.  In addition, these findings provide a potential explanations as to 

why emotional job demands fail to predict burnout in previous studies (Schaufeli & 

Enzmann, 1998).  Specifically, this study provides evidence of the critical role of emotions 

in how occupational demands influences burnout.  An important question remains, 

however, as to which variables influence this relationship, and in what manner the 

relationship is influenced.  These findings reveal discrepancy between felt emotions such as 

emotional exhaustion and displayed emotions such as empathetic expression, neutrality, or 

caring among police deplete their resources resulting in both a cynical attitude toward 

recipients and diminished performance of the service provider.   

It is important to note mediation of burnout for emotional dissonance and 

performance was supported only in the police sample.  Furthermore, findings demonstrate 

the relationship between emotional dissonance and in-role performance is achieved 

primarily through burnout, specifically through cynicism and emotional exhaustion 

components of burnout, but evaluation of extra-role performance is not considered in this 

study.  Since both in-role and extra-role behavior contribute to organizational 

effectiveness, the influence of emotional dissonance and burnout on both types of behavior 

should be evaluated.   Moreover, the goodness-of-fit index (.89 for nurses and .86 for 

police) was below the normally expected range for SEM studies revealing the model used in 

this study might not represent the best fit.  Finally, generalizability of findings in this study 
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is limited to police in Norway.  Because norms associated with feelings will vary among 

countries, caution must be exercised when generalizing findings to police in other 

countries.   

Two recent studies (e.g., Densten, 2005; Thompson et al., 2005) assessing 

relationships between stressors and burnout with police are noteworthy because they 

evaluate how leadership and supervisory support influence the stress-burnout 

relationship.  The first study (Densten, 2005) evaluates how leaders' visioning behaviors 

and follower burnout among 480 Australian law-enforcement senior managers are related.  

Of particular interest to this dissertation are the two facets of inspirational motivation, 

namely concept and image, associated with transformational leadership, and the two facets 

of both emotional exhaustion and personal accomplishment dimensions of burnout, namely 

psychological strain and somatic strain and self and others respectively.  

Densten (2005) finds concept-based inspirational motivation, where leaders 

communicate bottom-line goals, reduces psychological perceptions of being emotionally 

exhausted by providing clarification of the roles followers are expected to play.  No 

association between image-based inspirational motivation, where leaders create vivid 

images helping followers focus on making sense of circumstances, and psychological strain 

was found indicating vivid images and encouraging pep talks are not likely to reduce 

feelings psychological strain.  Results also reveal image-based inspirational motivation is 

positively and directly related to self-based personal accomplishment (i.e., self-inefficacy or 

lack of ability) and that image-based inspirational motivation negatively influences 

depersonalization.  Image-based inspirational motivation appears to help individuals 

experiencing burnout cope by way of improving perceptions of self-based personal 
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accomplishment while simultaneously diminishing the need to emotionally distance 

themselves from recipients.  Thus, the two facets of inspirational motivation exhibited by 

leaders in this police organization appear to perform disparate roles in the decrease of 

burnout among followers.   

Indirect relationships between inspirational motivation and burnout were also 

evident in this study (Densten, 2005).   Results show a negative relationship between 

concept-based inspirational motivation on the somatic strain of emotional exhaustion and 

depersonalization through the psychological strain of emotional exhaustion, and a positive 

association between concept-based inspirational motivation and other-based personal 

accomplishment, like learned helplessness or the expectation of achieving success, through 

the psychological strain of emotional exhaustion.  Densten suggests concept-based 

inspirational motivation does not directly influence somatic feelings associated with 

emotional exhaustion; does not directly influence desires of providers to emotionally 

distance themselves from recipients; and does not directly affect success expectations or 

perceptions of learned helplessness of followers.   Thus, effectiveness of inspirational 

leaders appears to be achieved through the pivotal role the psychological strain of 

emotional exhaustion plays in burnout in this study.  

Thompson et al. (2005) evaluated associations between leader support and burnout 

on crossover to the family environment and found supervisor support, but not coworker 

support, reduces role stressors among policewomen.  Specifically, supervisor support 

reduces work stressors such as role overload and role ambiguity, which then influences 

emotional exhaustion.  Emotional exhaustion differentially affectes perceptions of both 

family cohesiveness and family conflict, such that policewomen who experience lower 
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levels of emotional exhaustion report increased perceptions of both family cohesion and 

conflict. Thus, supervisor support indirectly affects the family environment through its 

impact on role stressors and emotional exhaustion.   

While the Thompson et al. (2005) study provides evidence supporting the 

contention that leader behavior through supervisor support influences the relationship 

between work stressors and burnout, caution must be exercised when generalizing 

findings.  First, this study evaluates only policewomen.  While Densten (2005) provides 

evidence for the influence of leader behavior on the stress-burnout relationship among the 

92% of male police respondents, both studies (Densten, 2005; Thompson et al., 2005) 

evaluate different variables to address different research questions.  In addition, both 

studies appear to use samples from outside the US, limiting the ability to generalize 

findings.  The country of origin of the Thompson et al. sample is not disclosed, but the 

academic affiliation of the authors and the language describing demographic 

characteristics of the sample hint an Australian sample was used.   

Summary 

The nature of the relationship between work-related stressors and burnout is well 

established (e.g., Maslach, 1982; Maslach & Jackson, 1984; Maslach et al., 1996).  Few 

studies involving police organizations in the US, however, systematically evaluate this 

relationship.  Despite the fact that burnout among organizational members can adversely 

affect an organization through factors like efficiency, productivity, and health insurance 

costs, even fewer studies investigate how additional factors important to this dissertation, 

such as coping, leadership, and crisis, influence the nature of this relationship.  
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The studies cited in this section provide evidence that police stressors are positively 

related to burnout.  Identifying which factors may either augment or attenuate this 

relationship, however, is of particular interest to this dissertation.  Specifically, the choice 

of appropriate coping mechanisms should attenuate the relationship between stressors 

and perceived burnout among police officers (Kohan & Mazmanian, 2003).  In addition, 

situational factors are known to influence perceived stress and burnout among police 

officers (Manzoni & Eisner, 2006).    

Furthermore, while Bakker and Heuven (2006) provide some account of the process 

by which the stress-burnout relationship unfolds, alternative explanations of the role 

emotions play in burnout are few.  For example, emotions may play a key part in the choice 

of which coping mechanisms police use when confronted with various types of stress and 

crisis providing a potential alternative explanation of the role emotions play in the stress-

burnout relationship.    In accordance with theory and supporting police studies on 

burnout, the relationship between stress and burnout among police officers surveyed in 

this dissertation is expected to be positive. 

Hypothesis 2:  There is a positive relationship between stress and burnout. 

Job Satisfaction 

Job satisfaction, a widely investigated construct in OB and I/O psychology, is a 

critical factor for most organizations (Hackman & Oldham, 1975; Judge, Heller, & Mount, 

2002).  Satisfaction among workers is central to an organization’s overall efficiency and 

effectiveness.  Moreover, satisfied employees tend to miss less work, are more motivated to 

perform necessary tasks, help others more often, and are likely more strongly committed to 

the organization’s overall mission (Miller, Mire, & Kim, 2009).  Job satisfaction, a positive 
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affective reaction or feeling ensuing from the evaluation of one’s work or job experience, is 

also linked to organizational efficiency and effectiveness through its influence on 

absenteeism, productivity, employee turnover and other similar factors (Hackman & 

Oldham, 1975; Locke, 1976; Miller et al., 2009).  While many measures of job satisfaction 

exit, few pertain specifically to satisfaction in police work, and studies with a focus on 

traditional correlates of job satisfaction and their respective associations with policing are 

rare (Dantzker, 1993, 1994; Hackman & Oldham, 1975).   

Job Satisfaction Defined 

Job satisfaction is an affective response, reaction, or feeling obtained from 

performing a job (Hackman & Oldham, 1975) and refers to a thoughtful evaluation of job 

attributes like peer and/or supervisor collaboration, working conditions, or workplace 

factors reflecting how satisfied or happy one is with their job (Manzoni & Eisner, 2006).  

While some researchers fail to agree upon a universally accepted definition of job 

satisfaction (Miller et al., 2009), Locke’s (1976) characterization of job satisfaction is 

among the most widely referenced (Morgan, McDonagh, & Ryan-Morgan, 1995).  For the 

purpose of this dissertation, job satisfaction is defined as a positive emotional state arising 

from one’s evaluation of their job or job experience (Miller et al., 2009).  This definition 

captures the necessary emotional state component arising from one’s appraisal required to 

necessarily narrow the meaning of the broad job satisfaction construct (Morgan et al., 

1995).   

Police Studies Involving Job Satisfaction 

Several variables are systematically identified as antecedents to job satisfaction 

such as job characteristics and demographic variables.  Consequences, such as burnout and 
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organizational commitment, are also identified.  More recently, researchers identified job 

satisfaction as a predictor variable (e.g., Jaramillo, Nixon, & Sams, 2005), as mediating the 

relationship between antecedent and outcome variables (e.g., Brough, 2004), and as an 

outcome variable (e.g., Ortega et al., 2007).  Of interest to this dissertation are police 

studies involving the relationships between work stressors and job satisfaction.  The 

subsequent paragraphs summarize pertinent studies identifying both antecedent and 

consequent variables of job satisfaction.   

The most common antecedent variables associated with job satisfaction in police 

studies are job attributes, demographic variables, and individual characteristics.  

Demographic variables include characteristics such as gender, age, race, ethnicity, 

education, rank, and tenure.  Personality and emotional disposition also represent 

individual characteristics.  Job characteristics include things like job-related tasks such as 

conducting a traffic stop and the structure of the agency, like bureaucratic or paramilitary 

organizational forms. These variables are often represented by constructs such as 

ambiguity and role conflict (Rizzo, House, & Lirtzman, 1970).  Demographic variables, job 

characteristics, and individual characteristics are among the most widely researched 

variables in police studies investigating job satisfaction (e.g., Özel, Bayindir, Inan, & Özel, 

2009).   

Education and gender are two demographic variables often used as control 

variables in police studies.  Özel et al. (2009) studied 942 police working in the middle and 

surrounding regions of Kutahya to determine whether education influences job satisfaction 

among Turkish police officers.  While previous police studies evaluating the education-job 

satisfaction relationship reveal more highly educated police officers tend to be less satisfied 
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in their jobs, results from the Özel study suggest education plays no significant role in the 

perceived satisfaction among Turkish officers.  It is important to note, however, over 68% 

of these officers possess two-year, four-year, or five-year undergraduate university 

degrees.  The level of education among these officers is higher than many police agencies in 

other parts of the world.  In addition, as part of a state agency, police organizations in 

Turkey likely differ from other police organizations, particularly local police organizations 

in the US.  Finally, generalizability of findings from this study to other agencies is limited 

because only Turkish police were evaluated.   

Other studies reveal more highly educated officers differ in their levels of perceived 

job satisfaction.  One such study (Kurtz, 2008) evaluates how education and gender relate 

to stress and burnout among police in Baltimore.  Findings demonstrate more highly 

educated policemen are less likely to evidence stress in their jobs, but this finding does not 

hold for policewomen.  The intersection of gender and education differentially affects men 

and women police officers surveyed in Kurtz's study.     

With respect to gender, there is a general perception that women are less satisfied 

in their role as police than are their male counterparts (Kurtz, 2008), perhaps because men 

and women manage stress differently (He, Zhao, & Archibald, 2002).  This perception may 

stem from the dominance of men in policing and high levels of hegemonic masculinity, the 

impression that women are dominated by men around the world, which clarifies 

differences between women and men, associated with the organizational configuration of 

police agencies and necessary use of violence as part of the police job (Kurtz, 2008).  There 

is little empirical support, however, for this contention, as studies evaluating gender 

84



   

   

generally report little difference in job satisfaction perceptions between men and women 

police officers (e.g., Bennett, 1997; Dantzker & Kubin, 1998; Zhao, Thurman, & He, 1999).   

Age and race are also common demographic variables evaluated in police.  Findings 

from studies evaluating associations among these variables are mixed.  While some 

researchers find age is positively correlates with police job satisfaction (Hoath et al., 1998; 

Hunt & McCadden 1985), others draw contradictory conclusions that age negatively 

correlates with job satisfaction (Forsyth & Copes, 1994).  Many of the inconsistent findings 

in police studies investigating race (e.g., Beaty, 1990; Buzawa, 1984) stem from the use of 

dichotomous categories of race, namely the use of African American and Caucasian 

classifications (Dantzker, 1994).  Researchers commonly find race explains the smallest 

extent of variance with respect to job satisfaction among police (e.g., Dantzker, 1994 b; 

Zhao et al., 1999).  While race alone provides only weak prediction of job satisfaction, this 

variable may interact with other variables to provide a more complete picture of how it 

affects job satisfaction (Miller et al., 2009).  

A second category of antecedent variables to job satisfaction includes job 

characteristics.  As in studies of other occupations, job characteristics in police 

organizations explain the most variance in studies involving job satisfaction (Miller et al., 

2009).  Organizational job characteristics like policies, procedures, assignments, and 

working conditions are more troubling to police officers than are operational job 

characteristics like patrolling neighborhoods, investigating crimes, and searching buildings 

(Kohan & Mazmanian, 2003).   Other research findings support the conclusion that job 

characteristics, as opposed to operational responsibilities, explain the most variance in 

studies involving job satisfaction (Zhao et al., 1999).  Zhao and colleagues find autonomy, 
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feedback, skill variety, task identity, and task significance account for more than 40% of 

variance associated with job satisfaction.  The combination of these five core 

characteristics creates three psychological states, which are closely linked with job 

satisfaction perceptions (Hackman & Oldham, 1980). These states include feelings of 

meaningfulness of work, feelings of responsibility, and of being informed.   

Until recently, personality measures were omitted from police studies involving 

quality of life and satisfaction (Hart et al., 1994).  The characterization of police work as 

inherently stressful suggests that officers experience job stress as exogenous stimuli 

(Miller et al., 2009).  The psychological meaning individual’s assign to experiences, 

however, is endogenously driven demonstrating both organizational and personal 

characteristics are salient to officers’ perceptions.  Investigations involving personality and 

stress simultaneously consider both organizational and personal characteristics.     

 Lawrence (1984) found personality characteristics explain 64% of the variance in 

job stress.  Findings from this study are important because researchers (Hart et al., 1994) 

subsequently suggest the instrument used in the Lawrence study actually measures job 

satisfaction as opposed to police stress.   If this assertion is accurate, then job satisfaction, 

and not personality characteristics explain the most variance in job stress among police for 

this study.  More recently, researchers (e.g., Hart et al., 1994; Judge et al., 2002; Miller et al., 

2009) also evaluated whether personality characteristics influence how police view job 

satisfaction.  Researchers (Hart et al., 1994) investigating how both job experiences and 

personality affect perceived quality of life find neuroticism explains 9% of the variance, 

beyond that explained by operational hassles and uplifts, in the criterion variable.  In a 
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similar study of the influence of personality on job satisfaction, Miller et al. (2009) found 

personality characteristics had no predictive validity.    

While the majority of research studies on stress and job satisfaction evaluate 

antecedent variables, consequences and interactions among these variables are also 

important.  There is debate regarding the causality in relationships among variables 

associated with job satisfaction.  For example, some researchers contend job satisfaction is 

a consequence of OCB, while others suggest job satisfaction is a robust antecedent of OCB 

(Hoath et al., 1998).  Job satisfaction is also found to mediate the relationship between job 

stress, burnout, and increased use of force among police officers (Manzoni & Eisner, 2006).  

Longitudinal analyses could help to clarify the role of job satisfaction in organizational 

settings.  Nonetheless, the strength of association between job satisfaction and various 

organizational outcomes underscores the importance of job satisfaction to the effective 

functioning of an organization.    

Among the most consistent findings associated with occupational stress literature is 

that elevated degrees of job stress results in lower perceptions of job satisfaction (e.g., Holt, 

1993; McCreary & Thompson, 2006; Spector, 1997).  Despite extensive research in the 

social sciences on how important the job satisfaction construct is to organizations, a dearth 

of research exists evaluating the stress - job satisfaction relationship in police 

organizations (Dantzker, 1994; Griffin, Dunbar, & McGrill, 1978).  Included among the 

many arguments of the importance of job satisfaction to police organizations are 1) 

negative employee attitudes may adversely affect both the quality and quantity of job 

performance resulting in diminished organizational effectiveness in delivery of vital law 

enforcement services to the public; 2) public perceptions of law enforcement organizations, 
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including community relations, may be adversely affected by negative police attitudes 

toward their jobs; 3) police organizations have a moral obligation promote positive work-

related attitudes and to demonstrate appropriate concern for its employees; and 4) job 

satisfaction is related to lower stress levels and stress-related symptoms such as turnover, 

absenteeism, alcoholism, and burnout (Hoath et al., 1998).  These arguments underscore 

the importance of evaluating the relationship between stress and job satisfaction to this 

dissertation.   

Job satisfaction is particularly salient to police organizations, evidenced by how 

strongly job satisfaction is associated with job performance and turnover rate (Sheley & 

Nock, 1979).  Other researchers assert that efforts to identify how police perceive job 

satisfaction receive little scrutiny compared to the research conducted on other profession 

(Brough & Frame, 2004; Dantzker, 1994b, Getahun, Sims, & Hummer, 2008; Miller et al., 

2009; Zhao et al., 1999).  By reviewing epidemiological and antidotal evidence, researchers 

established early on that policing is exceptionally stressful (Axelberd & Valle, 1979; 

Blackmore, 1978).   These researchers also contend the negative physiological (i.e., heart 

disease and stomach disorder), personal (i.e., high rates of divorce and suicide), and 

organizational (i.e., increased absenteeism, decreased performance, and increased 

turnover) consequences contribute to job related stress among police (Axelberd & Valle, 

1979; Blackmore, 1978).  Because of the importance of the association between job 

stressors and job satisfaction to police organizations, recent studies involving stress and 

job satisfaction among police are briefly outlined below.   

    Researchers of study involving 1182 Israeli police officers involved in an incident 

of civil uprising evaluated the relationships among stressors and adverse responses such as 
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strain and burnout and various outcomes including job satisfaction (Maslach-Pines & 

Keinan, 2005).  Results from this study reveal job stressors are more strongly associated 

with burnout than strain.  Moreover, burnout, as opposed to strain, is more strongly related 

to outcomes like desire to leave the job, dissatisfaction with work, perceived performance 

level and both physical and emotional symptoms.  Moderate bivariate correlations in this 

study (-.17) demonstrate that police most affected by stressors tend to be less satisfied 

with their job.  While this study of Israeli police provides support for the assertion that 

stressors influence job satisfaction among police, results must be generalized to US police 

officers with caution.   

 In a study of British police officers, Ortega et al. (2007) used SEM to assess 

associations among exogenous variables like age, gender, rank, tenure, job stress, 

personality, coping, job satisfaction, and organizational commitment.  Findings show 

personality traits influence sensitivity to work related stress, how individuals cope, 

perceived degree of burnout, and overall job satisfaction.  Moreover, occupational stressors 

and choice of coping strategies directly influence these officers’ level of commitment to the 

organization and negatively influence how satisfied they are in their jobs.  While results 

from this study generally support the contention that experienced organizational stress 

negatively influences job satisfaction among this sample of police officers, care must be 

exercised when generalizing findings to agencies outside of England.  In addition, the 

authors failed to discuss alternative models associated with the structural analysis.  Thus, 

determination regarding moderating or mediating associations among variables in this 

study cannot be made.    
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Summary 

The critical nature of police work to overall social order demands that police 

organizations understand the process by which officers contend with stressors inherent to 

police work.  Because police officers experience occupational stress differentially from 

those working in other high-risk occupations including firefighters, paramedics, and 

ambulance officers (Brough, 2004), evaluation of how stress affects officers’ affective 

states, and the influence of this relationship on both behavioral and organizational 

outcomes potentially informs organizations’ selection, training, promotion, and policy 

decisions.  The above discussion supports the overall conclusion that police officers 

experiencing high degrees of stress will also be less satisfied in their jobs.  In accordance 

with theory on job satisfaction an empirical studies involving police perceptions of job 

satisfaction, an inverse relationship between police stress and job satisfaction should 

emerge. 

Hypothesis 3:  There is a negative relationship between stress and job 
satisfaction.  

Little research attention is paid to how the relationship between stress and 

behavioral outcomes is influenced by other personal and organizational factors like coping 

styles and leader support.  How the relationships among stress and OCB, burnout, and job 

satisfaction are moderated by coping styles, transformational leadership and crisis is 

central to this dissertation.  These relationships are discussed next. 

Moderating Variables 

The research model in Figure 2 depicts the propositions that coping, 

transformational leadership, and the occurrence of a crisis event will moderate the 

relationships among stress and the criterion variables evaluated in this study.  The 
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following sections outline relevant theory and supporting evidence pertaining to these 

propositions.  Pertinent empirical studies in police work are reviewed for each of the 

moderating variables and are discussed next. 

Coping 

Coping is a multidimensional construct.  Researchers, dating back to the 1970s, 

conceptualize various dimensions of coping while focusing on both job-related and general 

measures of stress.   The studies listed in Table 4 offer evidence of commonality among 

various coping dimensions (Latack & Havlovic, 1992).  

Using the same sample from earlier research on the Ways of Coping Checklist, 

Folkman and Lazarus (1980) identified eight coping mechanisms.  These dimensions 

include confrontive coping, distancing, self-controlling, seeking social support, accepting 

responsibility, escape-avoidance, planful problem solving, and positive reappraisal.  These 

coping dimensions are among the most commonly used in coping research and are 

described in Table 5.  

For the purpose of this dissertation, coping consists of a task-, emotion-, and 

avoidance orientation (Endler & Parker, 1999).  The descriptions of task-focused coping, 

emotion-focused coping, and avoidance coping are presented in Table 6.   Theoretical and 

empirical rational underpinning these three dimensions begins with a general consensus 

among coping researchers of the fundamental difference between problem-focused and 

emotion-focused coping, as most measures contain scales assessing these two coping 

dimensions (e.g., Billings & Moos, 1981, 1984; Folkman & Lazarus, 1980, 1985, 1986; 

Parker & Endler, 1999; Pearlin & Schooler, 1978). 
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Table 4 

Coping Dimensions 

Stress Type Authors Coping Dimensions 

Job Stress 

Anderson (1976) Problem-solving (e.g., obtain resources to deal with situation); emotion-focused (withdrawal; social affiliation) 
Burke & Belcourt (1974) Talking with others; working harder/longer; focusing on non-work-related or recreational activities; analyzing situation & changing approach; 

physical withdrawal 
Dewe (1985) Direct action (e.g., rational task-oriented behavior); palliative (e.g., attempt to ignore situation) 
Dewe (1987) Problem-oriented behavior (e.g., try to unwind & put things into perspective) and passive strategies (e.g., become less involved) 
Friedman & Brett (1983) Work longer hours, change work environment, seek out information, seek out social support, redefine job, delegate responsibilities, get others 

to provide task help and palliation 
Havlovic & Keenan (1991) Positive thinking; direct actions, help-seeking, avoidance/resignation, and alcohol use 
Howard et al. (1975) Change to a non-work activity; talk through with peers on job; change strategy of attack on work; compartmentalize work and non-work life; 

engage in physical exercise; talk though with spouse; build resistance, regular sleep, good health habits; withdraw physically from situation 
temporarily; work harder; change to different work activity 

Ilfeld (1980) Job-related factors (e.g., Action – taking direct action against perceived stressors; Rationalization-resignation – accepting stressor without 
trying to change it) 

Kinicki & Latack (1990) Coping resources: Self-esteem, previous layoff experience, crisis experience, emotional social support, instrumental social support; Coping 
strategies: Proactive search, non-work organization, positive self-assessment, distancing from loss, job devaluation 

Kirmeyer & Diamond (1985) Problem-focused (e.g., talked to someone to find out more about the situation); emotion-focused (e.g., kept your feelings to your self) 
Kirmeyer & Dougherty (1988) Problem focused (e.g., put callers on hold, delayed normal job duties, less time handling complaints, shortened conversations, and more or less 

time on police radio requests) 
Lang & Markowitz (1986) Cooperative task reduction; unilateral task reduction; reactive task management; planned task management 
Latack (1986) Strategies assessed across three situations (role conflict, ambiguity, and over-load): control (e.g., cognitive behavioral strategies aimed at 

control of situation); escape (e.g., cognitive and behavioral strategies aimed at avoidance of situation); symptom-management 
Manzi (1986) Problem-focused (e.g., talked to someone to find out more about the problem); emotion-focused (e.g., wished that you could change what 

happened) 
Menahgan & Merves (1984) Direct action: optimistic comparisons; selective attention; conscious restriction of expectations 
Newton & Keenan (1985) Talking to others; direct action; preparatory action; withdrawal behavior, helplessness/resentment; other categories (e.g., conform to 

superior’s expectation) 
O’Hare & Tamburri (1986) Coping types (e.g., support seeking behavior, self-efficacy behavior, reactive behavior, symptom-altering/avoidant behavior) 
O’Neill & Zeichner (1985)  Problem-focused and emotion-focused coping with three methods (active-cognitive, active-behavioral, and avoidance) 
Osipow & Spokane (1984) Recreation; self-care; rational/cognitive coping; social support 
Parasuraman & Cleek (1984) Adaptive coping (e.g., planning, organizing, prioritizing assignments); maladaptive coping (e.g., avoiding the supervisor & peers) 
Parasuraman & Hansen (1987) Adaptive coping (e.g., planning, organizing, prioritizing assignments); maladaptive coping (e.g., avoiding the supervisor & peers) 
Parkes (1984) General coping (cognitive and behavioral); direct coping (e.g., rational problem-focused strategies and avoidance of maladaptive behaviors and 

cognitive distortions); suppression of thoughts about the situation ad inhibition of action 
  

(table continues) 
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Table 4 (continued). 

Stress Type Authors Coping Dimensions 

Job Stress 
(cont.) 

Pearlin et al. (1981) Positive comparisons (e.g., selectively contrast their own economic standing to arrive at a positive appraisal); devaluation of economic 
achievements (e.g., demeaning the importance of money to shield oneself from some of the stressful consequences of economic problems) 

Pearlin & Schooler (1978) Occupational Coping responses (e.g., substitution of rewards, positive comparisons, optimistic action, selective ignoring) 
Seiler & Pearson (1984) Pursuit of personal interest; development of camaraderie; recreational time off; physical exercise 
Shinn et al. (1984) Build competence; change approach to job; change job design; cognitive-emotional strategies; focus outside the job; take breaks 
Violanti et al. (1985) Cynicism (e.g., mocking disbelief of the police system); alcohol use 
Zappert & Weinstein (1985) Coping style index (e.g., ability to set limits and pace oneself; confidence in one’s judgment; seeking feedback or information when faced with a 

problem; attempting to be the best at all one does) 

General 
Measures 

Aldwin & Revenson (1987) Emotion-focused (e.g., escapism, minimization, self-blame, seeking meaning); problem-focused (e.g., cautiousness, instrumental action, 
negotiation); combination strategy (e.g., support mobilization)  

Amirkhan (1990) Problem solving; seeking support; avoidance 
Billings & Moos (1981) Active-cognitive coping; active-behavioral cooping, avoidance coping (classified as problem-focused or emotion-focused per Folkman & 

Lazuras, 1980) 
Billings & Moos (1984) Appraisal-focused coping; problem-focused coping; emotion-focused coping 
Carver et al. (1989) Problem-focused (e.g., active coping, planning, suppression, restraint, instrumental social support); emotional-focused (e.g., emotional social 

support, positive reinterpretation, acceptance, denial, religion); less useful coping (e.g., venting emotions, behavioral disengagement, mental 
disengagement)  

Coyne et al. (1981) Problem-focused; wishful thinking; help-seeking/avoidance; growth; minimize threat; emotional support; self-blame 
Fleishman (1984) Substitution of rewards positive comparisons; direct actions; selective ignoring 
Folkman & Lazarus (1980) Problem-focused scale; emotion-focused scale 
Hall (1972) Structural role redefinition (e.g., confront role senders and revise expectations); personal role redefinitions (e.g., setting priorities among and 

within roles); reactive role behavior (e.g., find ways to meet role demands) 
Holahan & Moos (1986) Five avoidance coping strategies (three behavioral and two cognitive) 
McCrae (1984) Twenty eight dimensions (e.g., hostile reactions, rational action, seeking help, positive thinking, escapist fantasy, self-blame, strength from 

adversity, wishful thinking) 
McCrae & Costa (1986) Neurotic coping (e.g., escapist fantasy); mature coping (e.g., rational action) 
Mitchell et al. (1983) Problem-solving coping; emotional discharge 
Siegler & George (1983) Coping orientation (problem-focused or emotion-focused) by coping modes (information-seeking, direct action, inhibition of action, 

intrapsychic) 
Stone & Neal (1984) Distraction; situation redefinition; direct action; catharsis; acceptance; seeking social support; relaxation; religion 

  
Note.  Reproduced with permission of Wiley-Blackwell, a subsidiary of John Wiley & Sons, Inc., from Latack et al. (1992), Journal of Organizational Behavior, 13(5), pp. 481-2. 
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Table 5 
 
Folkman and Lazarus’ Eight Coping Dimensions 

Dimension Description 
Confrontive coping  Strong attempts to change the circumstances or situation 
Distancing Cognitive attempts to detach oneself from the stressful event 
Self-controlling  Efforts to regulate feelings and behavior 

Seeking social support  Attempts to seek tangible, information-based, emotional 
assistance or support 

Accepting responsibility  Accept one’s part in the problem & attempt to reconcile one's 
actions by righting a wrong 

Escape-avoidance  Wishful thinking and behavioral attempts to avoid the difficulty 
or escape consequences of the problem 

Planful problem solving  Purposeful problem-focused effort to modify the situation or 
solve the problem 

Positive reappraisal  Effort to craft constructive meaning with a focus on personal 
growth 

For the purpose of this dissertation, coping consists of a task-, emotion-, and 

avoidance orientation (Endler & Parker, 1999).  The descriptions of task-focused coping, 

emotion-focused coping, and avoidance coping are presented in Table 6.    

Table 6  

Endler and Parker’s Coping Dimensions 

Coping Dimension Description 

Task-focused 
coping 

Description: decisive and purposeful, task-oriented effort focused on 
problem solving, cognitive restructuring to better understand or 
reevaluate the problem, or attempts to change the circumstances or 
situation surrounding the problem.   
Primary focus: task-oriented focus. 

Emotion-focused 
coping 

Description: self-oriented emotional reactions directed toward, but 
not often successful at, reducing stress 
Primary focus: person-/self–oriented focus.   

Avoidance coping 

Description: activities and cognitive changes (i.e., distracting oneself 
with alternative tasks or using social diversion to alleviate stress) 
directed toward avoiding stressful situations.   
Primary focus: task- and/or person-oriented focus. 
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Theoretical and empirical rational underpinning these three dimensions begins with a 

general consensus among coping researchers of the fundamental difference between 

problem-focused and emotion-focused coping, as most measures contain scales assessing 

these two coping dimensions (e.g., Billings & Moos, 1981, 1984; Folkman & Lazarus, 1980, 

1985, 1986; Parker & Endler, 1999; Pearlin & Schooler, 1978).   

Problem-focused and emotion-focused coping strategies are characterized by either 

task orientation, including tactics used to solve, rethink or reconceptualize, or diminish the 

consequence of a problem, or person orientation including emotional reactions, 

preoccupying one's self, and visualizing reactions to stressful situations, respectively 

(Endler & Parker, 1990).  A third coping strategy based on empirical research is 

conceptually associated with multiple constructs with an extensive research history such 

as perceptual defense, repression-sensation, and attention diversion, is identified as 

avoidance coping (e.g., Bruner and Postman, 1947; Byrne, 1961; Endler & Parker, 1990, 

1994, 1999; Krohne, 1986).  Avoidance coping can be person-oriented and/or task-

oriented and includes activities and cognitions centered on avoidance like diverting 

attention by focusing on other tasks or situations or by diverting one's self socially.    

Coping Defined 

In extending the traditional cognitive phenomenological model of stress and coping 

(Lazarus & Folkman, 1994) and incorporating a multidimensional interaction model of 

stress and coping (Endler, 1997), coping is defined as dynamic cognitive and behavioral 

efforts centered on managing both internal and external demands judged by an individual 

as straining or surpassing one’s resources (Lazarus & Folkman, 1984).  Both Endler (1997) 

and Latack and Havlovic (1992) suggest a broad, integrative definition of coping should be 
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used.  The definition of coping used here is sufficiently broad in that it includes both 

cognitive and behavioral efforts exhorted by an individual and encompasses both the 

external and internal demands of taxing transactions exceeding an individual’s ability to 

adequately deal with the stress (Folkman, Lazarus, Dunkel-Schetter, Delongis, & Gruen, 

1986; Lazarus & Folkman, 1984; Latack & Havlovic, 1992).   

Police Studies Involving Coping 

Researchers operationalize coping as moderating (e.g., Coyne & Downey, 1991; 

Endler & Parker, 1990; Patterson, 2003), mediating (e.g., Violanti, Marshall, & Howe, 1985), 

and outcome variables (e.g., Anshel, Sutarso, & Jubenville, 2009).  Active, approach, or task-

oriented coping mechanisms like attempts to control situations or improve understanding; 

avoidance or emotion-focused coping mechanisms like conscious cognitive and/or 

behavioral attempts to avoid the stress source; and social coping mechanisms such as 

attempts to gain information, guidance, or support through social interaction are found to 

both moderate and mediate the relationships among stressors and a variety of outcome 

variables (e.g., Anshel, 2000; Anshel et al., 2009; Billings & Moos, 1981; Cross, 1995; 

Holahan & Moos, 1987; Latack & Havlovic, 1992; Morash, Kwak, Hoffman, Lee, Cho, & 

Moon, 2008; Obrist, 1981; Pearlin & Schooler, 1978; Violanti et al., 1985).   

Researchers identify active coping as an important mediator of the sympathetically 

controlled cardiovascular changes (Obrist, 1981).  Coping responses also influence 

adjustment, active, and problem-oriented coping strategies by moderating the adverse 

influence of stressors such as harmful or negative life occurrences on outcomes such as 

psychological function (Billings & Moos, 1981; Pearlin & Schooler, 1978).  Moreover, 

personal and contextual variables such as sociodemographic variables, including income 
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and education, and personality characteristics, including self-assurance and laid-back 

disposition, as well as stressors and resources, like negative occurrences in one's life and 

family support, contribute to the prediction of both active and avoidance cognitive and 

behavioral coping variables (Holahan & Moos, 1987). 

Other researchers dispute the moderating effect of coping recourses and strategies 

between workplace stressors such as sexual harassment, language harassment, gender 

discrimination against women in the workforce, and ridicule and setup by co-workers and 

stress such as perceived negative effect of stressors on physical well-being, perceived 

emotion stress from job, and perceived interference of job with family life (Morash et al. 

2008).  In a study of 686 police officers serving in South Korea, Morash et al. (2008) found 

no statistical moderation between stress and stressors.  This study, however, was 

performed in a homogeneous society where a collectivist orientation, indicated by focus on 

harmony, conformity, group cohesion, and interdependence, is the norm.   

Some research on Asian international students studying in the US, however, 

emphasizes individual self-construal (e.g., a focus on the individualism of one’s self), as 

opposed to social interdependence (e.g., reliance on support of friends and family), as a 

direct coping strategy results in decreased stress (Cross, 1995).  Thus, the lack of 

moderation found in the Morash et al. study could be explained by a collectivist culture and 

homogeneous population found in South Korea.  In addition, methodological concerns may 

affect the findings in the Morash et al. study.  For example, some of the coping resource and 

strategy variables employed in this study use only two indicators, whereas a minimum of 

five indicators per variable is recommended (Hair, Black, Babin, Anderson, & Tatham, 

2006).  Despite some findings that coping does not moderate the relationship between 
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stress and various outcomes, the leading stress research approach views coping as 

mitigating the influence of stress on outcomes such as psychological well-being (Coyne & 

Downey, 1991; Patterson, 2003) and evidence supports the main effects, as well as 

interaction effects, for coping (Cohen & Wills, 1985, Turner, 1983).  

Several studies outlined earlier highlight the importance of coping to the stress–

outcome relationships proposed in the present research.  For example, Arter (2008) 

suggests highly stressed police officers will more likely engage in deviant, rather than 

citizenship, behaviors.  Results from this study also demonstrate adoption of adaptive, as 

opposed to maladaptive, coping strategies diminished the levels of deviance reported by 

officers in all three of the categories evaluated.   

Researchers (Kohan & Mazmanian, 2003) evaluating the influence of stress on OCB 

also find coping strategies moderate this relationship.  Specifically, these researchers find 

that problem-focused coping and emotion-focused coping moderate, not mediate, the 

modeled relationships.  Dispositional affect had neither moderating nor mediating effects 

on how work experiences influence outcomes evaluated by Konan and Mazmanian.   

The interpersonal nature of police work makes it well suited for inquiry into a 

phenomenon called burnout (Maslach et al., 1996).  The direct positive relationship 

between police stress and burnout is well documented (e.g., Bakker & Heuven, 2006; 

Cieslak et al., 2008; Malach-Pines & Keinan, 2005, 2006, 2007; McCarty et al., 2007; Willis 

et al., 2008).  Authors (Burke & Mikkelsen, 2004) investigating how job demands and 

various dimensions of burnout predict use of force in Norwegian police officers suggest 

emotionally charged use of force situations involve higher levels of cynicism, which may 

attenuate the emotional response associated with police–civilian confrontations.   
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Summary 

Early research on coping focused on identifying antecedents and consequences 

associated with coping choices.  This focus shifted to evaluating the process by which 

coping with stress occurs (Lazarus & Folkman, 1984).  Identification of mediated 

relationships drove much of this research.  More recently, researchers begin to evaluate 

whether, and under what circumstances, coping moderates the stress-outcome 

relationship.  In accordance with theory on stress and coping, and in conjunction with an 

evaluation of empirical studies supporting the contention that appropriate coping 

moderates the relationship between stress, OCB, burnout, and job satisfaction, the 

following hypotheses are posited.   

Hypothesis 4:   The relationship between stress and OCB, burnout, and job 
satisfaction depends upon the chosen coping mechanism. 

Hypothesis 4a:  The relationships between stress and both OCB and job satisfaction 
depend upon the level of task-focused coping such that when task-
focused coping is high, the relationship between stress and both OCB 
and job satisfaction is less negative than when task-focused coping is 
low.   

Hypothesis 4b:  The relationship between stress and burnout depends upon the level 
of task-focused coping such that when task-focused coping is high, 
the relationship between stress and burnout is less positive than 
when task-focused coping is low.   

Hypothesis 4c:  The relationships between stress and both OCB and job satisfaction 
depend upon the level of emotion-focused coping such that when 
emotion-focused coping is high, the relationship between stress and 
both OCB and job satisfaction is less negative than when emotion-
focused coping is low.   

Hypothesis 4d:  The relationship between stress and burnout depends upon the level 
of emotion-focused coping such that when emotion-focused coping is 
high, the relationship between stress and burnout is less positive 
than when emotion-focused coping is low.   
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Hypothesis 4e: The relationship betweens stress and both OCB and job satisfaction 
depend upon the level of avoidance coping such that when avoidance 
coping is high, the relationship between stress and both OCB and job 
satisfaction is more negative than when avoidance coping is low.   

Hypothesis 4f: The relationship between stress and burnout depends upon the level 
of avoidance coping such that when avoidance coping is high, the 
relationship between stress and burnout is more positive than when 
avoidance coping is low.   

Transformational Leadership 

Transformational leaders shape ideals, values, and aspirations of followers (Bass, 

1985).  Moreover, transformational leaders are often credited with arousing followers to 

rise above selfishness to benefit the organization.  In effect, transformational leader 

behaviors shape the values of followers; trigger followers higher-order needs; and 

motivate followers to self-less action on behalf of the leader’s organization (Bass, 1985; 

Podsakoff et al., 1996: 259-260; Yukl, 1989).   

Transformational leader behaviors are salient to police organizations because of the 

trust that underscores the relationships between transformational leaders and their 

followers.  Police officers must trust their partners with their lives.  This same level of trust 

in leadership within police organizations allows police officers to perform their duties free 

from fear of retaliation or of becoming a political scapegoat when faced with life and death 

decisions in the line of duty.  In essence, transformational leaders are trusted to support 

officers when bureaucracy, policy, and life and death decision-making intersect.  Moreover, 

transformational leader behaviors can influence how officers react to stressful situations 

and encounters.   Leaders in police organizations who articulate a clear vision and model 

behavior toward that vision, who provide individualized support for the followers, and who 

foster the acceptance of group goals will influence and change followers’ beliefs, attitudes, 
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and core values and enhance performance beyond what the organization requires 

(Podsakoff et al., 1996; Podsakoff et al., 1990).  Descriptions of the six transformational 

leader behaviors are presented in Table 7. 

Table 7 

Description of Transformational Leadership Behaviors 

TFL Dimension Description 

Identifying and 
articulating a vision 

Leader behavior that identifies new opportunities and 
contributes to other's development; inspires others through 
articulation of a future vision.   

Providing an 
appropriate model 

Leader behavior, reflecting the leaders’ values, that sets a 
consistent example for employees. 

Fostering the 
acceptance of group 
goals 

Leader behavior that promotes employee interpersonal 
cooperation facilitating cooperative efforts toward the 
achievement of common goals.   

High performance 
expectations 

Behavior by leaders in which expectation for superior quality, 
personal excellence, and/or optimal performance are 
demonstrated. 

Providing 
individualized support 

Behavior by leaders in which respect of, and concern for both 
needs and personal feelings of the followers are conveyed.  

Intellectual stimulation 
Leader behavior challenging followers to reevaluate basic 
assumptions associated with work and encourages them to 
apply new and innovative approaches.   

Transformational Leadership Defined 

Transformational leadership is defined as leader behavior influencing both values 

and aspirations of followers by activating higher-order needs and arousing followers to 

transcend self-interest for organizational benefit (Bass, 1985; Podsakoff et al., 1996: 259-

260; Yukl, 1989).  Because followers trust and respect transformational leaders, their 

behaviors are thought to intensify the influence of transactional leader behavior on 

follower’s behavioral and performance outcomes.  Researchers posited several theories 

associated with this type of leader behavior, and labels for such leader behavior include, 
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but are not limited to, transformational, charismatic, or inspirational leadership (e.g., 

Avolio & Bass, 1988; Bass, 1985; Bass, Avolio, & Goodheim, 1987; Bass, Waldman, Avolio, & 

Bebb, 1987; Bennis & Nanus, 1985; House, 1977, 1996).  Common to most of these theories 

is the perspective that leaders who articulate a clear vision and provide a model of 

behavior consistent with that vision, provide individualized support for the followers, and 

foster the acceptance of group goals will alter followers’ core values, beliefs, and attitudes 

in such a way as to enhance their respective performance beyond requirements of the 

organization (Podsakoff et al., 1996; Podsakoff et al., 1990).   

Police Studies Involving Transformational Leadership 

Transformational leadership is among the most widely accepted leadership theories 

(Piccolo & Colquitt, 2006).  Early transformational leadership research focused on 

conceptualizing the construct and emphasized developing theories and identifying key 

transformational leader behsviors (e.g., Bass, 1985; House, 1977; Tichy & DeVanna, 1986).  

More recent research investigates the role of mediating variables like core job attributes 

(e.g., Piccolo & Colquitt, 2006) and moderating variables such as leadership substitutes 

(e.g., Podsakoff et al., 1996) associated with transformational leader behaviors and 

criterion variables such as organizational performance, employee attitudes, employee in-

role behavior, OCB, and satisfaction.  

While leader behavior in police organizations is central to officer morale and the 

overall efficient functioning of an organization, surprisingly little police research evaluates 

the influence of transformational leader behavior on stress-criterion variable relationships.  

Studies in organizations structurally similar to police agencies such as bureaucratic 

government and military agencies may help to evaluate the influence of leader behavior on 
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behavioral and affective follower outcomes and are included in the following review of 

pertinent literature.  Studies involving transformational leader behavior in governmental, 

law enforcement, and military agencies are reviewed in subsequent paragraphs.   

Supervisor behavior such as participative decision-making, leader-member 

exchange, and supervisor-follower communication moderates how perceptions of politics, 

a stressor, and outcomes such as job satisfaction and perceived strain such as anxiety 

among organizational members of highly bureaucratic organizations are related (Harris & 

Kacmar, 2005).  Results from Harris and Kacmar’s hierarchical multiple regression 

analysis, revealing interactions between leader-member exchange and participative 

decision-making, explain further variance beyond independent main effects.  Caution must 

be exercised in interpreting these results, as there is only a small amount of variance 

explained.  Moreover, police officers may differ in their perceptions of stressors and strain 

and leadership behaviors from that of utility employees and government workers.  Still, the 

buffering effect of transformational leader behaviors between the stressor–strain 

relationship supports the contention that perceptions of high transformational leader 

behaviors attenuate the relationship between stress and criterion variables in the present 

study.   

Poor leadership is identified a key aspect in influencing burnout among human 

service providers (Cherniss, 1980).  According to the existential perspective (e.g., Pines, 

1993), high goals and elevated expectations also play a central role in burnout.  In a study 

of 480 senior officers from an Australian law-enforcement agency, Densten (2005) 

investigated whether visioning leader behaviors (i.e., concept-based and image-based 

inspirational motivation) influenced the burnout process among followers.  Results reveal 
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concept-based inspirational motivation behaviors reduce feelings of emotional 

overextension and emotional exhaustion, but no relationship between image-based 

inspirational motivation and emotional exhaustion was present.  Image-based inspirational 

motivation did, however, exhibit both positive and negative direct effects on personal 

accomplishment and depersonalization dimensions of burnout respectively.  The two 

factors of inspirational motivation, thus, differentially affect emotional exhaustion, 

depersonalization, and personal accomplishment of police evaluated in this study, further 

supporting the contention that transformational leader behaviors buffer the relationship 

between stress and affective and behavioral outcomes among police officers.   

Military organizations are similar to police agencies in their organizational 

structure, hierarchical chain of command, and nature of tasks performed.  Thus, findings 

from studies of leadership in military organizations may also provide support for the 

proposition that transformational leadership moderates the relationship between stress 

and both affective and behavioral outcome variables.  Bartone (2006) evaluated how hardy 

military leaders enhance hardiness among subordinates through shared understanding 

and interpretation of experience.  Inspirational motivation, a dimension of 

transformational leadership, is particularly salient to the influence of hardiness among 

leaders and followers.  Transformational leaders create a heightened sense of commitment, 

challenge and meaning among followers (Bass & Avolio, 1994).  Findings in Bartone's field 

study show leaders in high-risk occupations, routinely exposed to danger, hazards, and 

intense job-related stressors, shape the sense-making process and interpretation of 

stressful circumstances through sharing positive creation or recreation of common 

stressful experience.  This study further supports the contention that transformational 
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leader behaviors influence how stressful circumstances are interpreted, thereby 

influencing the outcomes relate to the exposure.   

Malach-Pines and Keinan (2007) found Israeli police reported very high stress 

levels and burnout during a Palestinian uprising.  These officers perceived their work as 

important, as indicated by high work satisfaction indicators.  Unjust treatment by 

commanders, work overload, low salary, and resource shortages, and not crisis events such 

as terrorist threats and activities associated with the uprising, were among the top 

stressors affecting these officers.   The high level of reported stress associated with lack of 

resource and unjust treatment by commanders is a noteworthy finding associated with this 

study.  Unjust leader behavior, coupled with a lack of resources, shaped how Israeli officers 

in this study behaved in a life and death crisis.  As with hardy leaders in military settings 

such as that studied in Malach-Pines and Keinan's study, leaders in paramilitary-type police 

organizations can also shape the perceptions of officers under their command in ways that 

can determine behavior in crisis events.    

Summary 

Transformational leader behaviors influence follower values and motivate them to 

act on behalf of the organization as opposed to self-interest.  This type of leadership is 

particularly salient to police organizations where officers are expected to act in the interest 

of the safety and survival of others, often in situations characterized by high levels of 

danger to the officer.  Police officers must believe leaders in their organization will always 

behave in a highly ethical and consistent manner so that the officers can perform their 

duties without fear of reprisal when making life and death decisions.  Leaders articulating a 

clear vision and modeling their behavior accordingly, while fostering acceptance of 
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organizational goals through the provision of individualized support, will influence officers 

values and beliefs and enhance overall organizational performance.   

Based upon theoretical and empirical findings associated with transformational 

leadership theory, the transformational behavioral patterns of supervisors will moderate 

the relationship between stress and criterion variable outcomes.  Accordingly, the 

following hypotheses are associated with the influence of transformational leadership 

behavior on criterion variables evaluated in the present study: 

Hypothesis 5a:   The relationships between stress and both OCB and job satisfaction 
depends upon followers' perception of leader behavior such that 
when transformational leadership is perceived to be high, the 
relationship between stress and both OCB and job satisfaction is less 
negative than when transformational leadership is perceived to be 
low.   

Hypothesis 5b:   The relationships between stress and burnout depends upon 
followers' perception of leader behavior such that when 
transformational leadership is perceived to be high, the relationship 
between stress and burnout is less positive than when 
transformational leadership is perceived to be low.   

Crisis 

Police officers are subject to many types of crisis during the course of their jobs.  

Such crises include traffic fatalities, hostage situations, natural disasters, terrorism, and 

family crisis.  In times of work-related crisis, police officers often experience inimitable 

combinations of both work- and non-work-related stressors (Jenkins, 1997).  For example, 

in the event of a natural disaster or police shooting, the officer may assume the dual role as 

both victim and first responder where role boundaries involving such complex cross-

pressures are indistinguishable (Raphael, 1986).   

Officers, in such crisis situations, may be classified as primary victims with 

maximum exposure to the event, third-level victims as a first-responder to the event, as 
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well as fourth-level victims as members of the affected community (Shepherd & 

Hodgkinson, 1990; Taylor & Frazer, 1981).  The added difficulty of balancing both 

responder and victim status during crisis presents confounding circumstances whereby the 

officer assumes a new and unfamiliar role.  These types of crisis events are known as acute 

stressors (e.g., Anshel, 2000), traumatic exposure (e.g., Regehr et al., 2007), traumatic 

stressors (e.g., Brough, 2004), and organizational accidents (Perrow, 1984; Weick, Sutcliffe, 

& Obstfeld, 1999).   

Crisis Defined 

Crisis is defined as a psychosocial stressor event, of some consequence, likely to 

produce a significant disruptive imbalance between environmental demands and the 

response capability of the focal organism (McGrath, 1970).  Crisis events, as 

operationalized in the present study, differ from daily stressors in rarity or infrequence of 

the occurrence, magnitude or significance of the event, and disruptive capacity of the event 

creating the need to alter other areas of life or occupation in order to contend with the 

situation.   

Police Studies Involving Crisis 

How stress influences police officers is well documented (Anshel, 2000; Deschamps 

et al., 2003; Spielberger et al., 1981; Violanti, 1981,1984, Violanti & Aron, 1993).  

Comparatively, the influence of acute stressors and crisis events received scant attention in 

studies involving police.  Exceptions include studies involving Israeli police officers and 

Israeli border guards during a Palestinian uprising (Malach-Pines & Keinan, 2005, 2006, 

2007); fire and police dispatchers during Hurricane Andrew (Jenkins, 1997); emergency 

service providers in disaster (Shepherd & Hodgkinson, 1990); post-disaster body handling 
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(Taylor & Frazer, 1982); police officers handling tragic events (Pogrebin & Poole, 1991); 

police, fire and ambulance officers (Brough, 2004); and police recruits with previous 

exposure to traumatic events (Regehr et al., 2007). 

In a study during Palestinian unrest and uprising (Malach-Pines & Keinan, 2007), 

Israeli police officers reported very high stress levels.  Present among officers in this study 

were indications of burnout and symptoms associated with stress.  The highest stressors 

reported by these officers were not directly associated with terrorism or violence, 

however.  Among the most stressful factors affecting officers were those associated with 

the organization such as inadequate wages, unjust dealings with subordinates by 

commanders, unreasonable workloads, and insufficient resources.  These officers also 

perceived their work as important, a sentiment reflected in their high ratings of work 

satisfaction, which may help to explain why operational stressors, even crisis variables, 

were not reported among the most stressful influences.  An important finding is the high 

level of stress relating to lack of resources and unfair treatment by commanding officers.  

During a time of crisis in police work, scarce resources can mean the differences between 

life and death.  Moreover, the influence of commanding officers during crisis is likely to 

shape how officers are affected by stress.  Thus, during the crisis event occurring in this 

study, scarce resources and unjust treatment by commanding officers appear to be 

particularly important shaping officer behavior under stress. 

A study involving emergency dispatchers who worked during Hurricane Andrew 

(Jenkins, 1997) also offers important insight into how first responders behave under crisis.  

Jenkins found intrusive and disruptive thoughts explained additional variance beyond that 

explained by chronic daily job stressors for dispatchers responding to the hurricane and 
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that coping influences the effects of these thoughts.  Results demonstrate social support, 

anger, and distancing coping mechanisms explain 10%, 7% and 6% of variance in intrusion, 

respectively and reappraisal coping explains 8% of the variance in psychosomatic 

symptoms.  These findings underscore the importance of coping to emergency personnel 

during crisis-related events by showing crisis events create stress beyond that for which 

the first responder was trained to attend.      

Emergency service providers are on the front line during crisis events.  People who 

offer psychological support during a crisis also receive maximum exposure to individuals 

most affected by a crisis or disaster.  Shepherd and Hodgkinson (1990) reviewed studies 

involving disaster work helpers and emergency service providers and concluded a 

significant number of individuals responding and helping during disasters experienced 

short-term cognitive, behavioral, and emotional effects, and fewer experienced enduring 

effects.  The most prominent stressors identified in this study are the degree and type of 

the death encounter and organizational factors.  Of particular interest to the present 

research is the finding that coping styles, age, experience, and social support moderate the 

effects of these stressors on individuals’ well-being.    

Taylor and Frazier (1982) evaluated the effect of post-disaster body handling after 

the crash of an airliner at Mount Erebus.  Individuals, including police officers, associated 

with the recovery and identification of bodies after the crash were interviewed and tested.  

Initial transient problems were reported in about a third of the respondents.  Nearly a fifth 

of the respondents reported continued stress three months after the recovery and 

identification efforts.  Interviews nearly twenty months post-disaster revealed some 

personnel still exhibited stress-related symptoms.  Authors of this study suggest disaster 

109



   

   

stress involved interactions among task and environmental task stressors, job competency, 

management, follow-up support, and perceptual and emotional defenses.  This study 

highlights the importance of emotional responses of responders to crisis events by 

differentiating between how transient and continued stressors influence emergency 

responders after crisis. 

In a field study, researchers (Pogrebin & Poole, 1991) evaluated emotional 

responses.  These researchers evaluated how urban police officers account for emotional 

responses in their work experiences involving tragic events.   These authors posit 

normative professional conduct and organizational expectancies regarding displayed 

emotions at work influence how officers contend with emotions following exposure to 

tragic events.  Thus, officers may suppress feelings and create interpersonal barriers to 

avoid what is considered inappropriate display of emotions at work.  Whereas continued 

suppression of latent feelings may serve to achieve occupationally functional objectives 

such as maintaining professional demeanor and enhancing in-group cohesion, both the 

quality and effectiveness of an officers’ work is negatively influenced by suppression of 

emotions over time in this Pogrebin and Poole's study.    

Brough (2004) assessed the ability of both chronic and traumatic stress to predict 

psychological strain and job satisfaction in firefighters, ambulance drivers, and police in 

New Zealand.  Results from structural equation modeling analysis demonstrate 

occupational stressors uniquely affect police.   Organizational stressors more strongly 

predict job satisfaction levels than does exposure to trauma among all three groups 

evaluated in this study.  Traumatic and organizational stress predicts psychological strain 

in firefighters and police officers, but not for ambulance drivers.  In the police sample, 
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operational hassles exhibit a weak (β = .22, p < .01) direct influence on psychological strain.  

An indirect influence, through symptoms associated with exposure to trauma, is also 

observed among police officers.  This study supports the contention that chronic 

organizational and traumatic stressors differentially affect first responders.   

  Regehr et al. (2007) evaluated the impact of prior police-related traumatic 

exposure and ensuing signs for posttraumatic stress on responses of police recruits 

intensely stressful circumstances.   A video simulator was used to construct an acutely 

stressful policing situation.  Results from biological stress indicators, heart rate and cortisol 

secretion, and subjective measures of anxiety show these biological responses are not 

influenced by prior exposure to, or symptoms of, trauma in this sample of police recruits.  

Biological responses are, however, associated with subjective anxiety.  Moreover, 

psychological stress responses are more pronounced during the acute stress simulation, 

which is associated with less previous exposure to prior trauma, previous traumatic 

symptoms, and social support.  These relationships become more pronounced as time after 

the acute event passes.  While exposure to previous trauma does not increase the risk for 

individuals evaluated in this study to suffer biological distress during an acute crisis 

simulation, this study raises legitimate concern regarding aggregate negative influences of 

continued exposure to trauma on first-responders’ psychological well-being. 

The effects of acute stress in a crisis on individual and organizational outcomes 

receive little research attention despite findings confirming the negative consequences of 

stress on organizations through events such as increased absences, increased turnover, 

decreased satisfaction.  Furthermore, the critical nature of police work to society and the 

increased propensity for police officers to experience acute crisis as part of the job 
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indicates this occupational group is well suited for investigation into how crisis affects 

police beyond that of daily stressors.   

Summary 

The use of the term stress dates back hundreds of years and informs multiple 

disciplines including physics, medicine, psychology, psychiatry, and sociology.  Stress 

research evolved to encompass a wide array of studies confirming the negative relationship 

between stress and physical well-being, somatic symptoms, and various behavioral and 

affective outcomes.  The relationship between stress and various outcomes among police 

officers is also well established.  A missing link in stress research among police officers 

pertains to how affective and behavioral outcomes such as OCB, burnout, and job 

satisfaction are influenced by both acute and chronic stressors.   

General stress theory coupled with the above discussions of empirical findings 

associated with exposure to crisis suggests exposure to an acute stressor by way of a crisis, 

in conjunction with the daily stressors associated with affective and behavioral outcomes 

such as OCB, burnout, and job satisfaction, will magnify the overall effects of these 

relationships.  In accordance with theory on stress and empirical evidence of the effect of 

crisis on first responders, the following hypothesis is posited: 

Hypothesis 6a:  The relationship between stress and outcomes such as OCB, 
burnout, and job satisfaction, is intensified in the presence of 
a crisis event. 

Hypothesis 6b:  The relationship between stress and outcomes such as OCB, 
burnout, and job satisfaction, is intensified by the perceived 
effect a crisis has on the individual. 
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Additional Direct Relationships 

Personality 

Understanding how individuals adapt to stressful circumstances requires 

understanding not only how single personality factors influence the stress-coping process, 

but also how personality factors interact to influence this process.  For example, the coping 

preferences for individuals high in conscientiousness is opposite of the coping preferences 

of individuals high in neuroticism (Vollrath & Torgersen, 2000).  It is, however, possible for 

individuals to simultaneously score high in both conscientiousness and neuroticism, and 

Torgerson’s (1995) personality typology provides a framework for understanding how 

combinations of scores on three personality factors shape behavior.  Torgerson identified 

eight personality types based on high or low scores on personality items for neuroticism, 

extraversion, and conscientiousness.  The types are labeled the spectator, the insecure, the 

skeptic, the brooder, the hedonist, the impulsive, the entrepreneur, and the complicated.  

Descriptions of these personality types are presented in Table 8. 

Table 8  
 
Personality Profiles 

Profile Description 

Spectator  
(low E, low N, low C) 

Emotionally flat, not very responsive to others or to situational 
stimuli, disinterested in social customs or norms, low ambition at 
work 

Insecure 
(low E, high N, low C) 

Self-conscious, hyper-sensitive to one's own physical and mental 
experience, not very well organized, dependent on other’s opinions  

Skeptic 
(low E, low N, high C) 

Self-secure yet unsociable and sporadically rigid, possesses 
emotional stability, manages personal and professional life 
effectively 

Brooder 
(low E, high N, high C) 

Shy, withdrawn, insecure, extremely meticulous, broods over choices 
and decisions, ambivalent, tends to give up easily in difficult 
circumstances  

(table continues) 
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Table 8 (continued). 

Profile Description 
Hedonist 
(high E, low N, low C) 

Socially skilled, emotionally and physically robust, pleasure-oriented, 
undependable 

Impulsive 
(high E, high N, low C) 

Pleasure-oriented, requires social confirmation, lack of control over 
emotional responses, attention seeking, appears disorganized, 
confused and chaotic 

Entrepreneur 
(high E, low N, high C) 

Socially secure, domineering, independently thinking, goal-oriented, 
effective 

Complicated 
(high E, high N, high C) 

High levels of emotionally intensity, sensitive, sporadic emotional 
flares followed by feelings of guilt, conscientious, orderly, reliant on 
others 

Note. E = Extraversion, N = Neuroticism, C = Conscientiousness 
 

Personality Defined 

Personality is defined as the primary way individuals differ in consistent 

motivational, interpersonal, and emotional qualities (McCrae & John, 1992).  Individual 

attributes, like personality characteristics, shape work behaviors (Borman, Penner, Allen, & 

Motowidlo, 2001; Organ & Ryan, 1995), and these behaviors depend on the person-

situation interaction (Ilies, Scott, & Judge, 2006).  In fact, Ilies and colleagues (2006) 

contend that researchers should consider personality not only as a predictor of traditional 

extra-role behavior and task performance, but also as an antecedent of how the interaction 

of individual's at work influence situational factors, which influence job-related behaviors 

like OCB.   

 Few police studies evaluate the effect of personality on coping.  Some studies using 

narrow, versus broad, individual personality traits as predictors of outcomes such as 

burnout provide weak, inconsistent, and/or inconclusive results (e.g., Langemo, 1990; 

Toscano & Ponterdolph, 1998).  One reason for inconsistent results when using personality 

as a predictor variable is thought to be that researchers, until more recently, failed to 
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utilize a comprehensive model of personality, overlooking the most significant personality 

characteristics (McCrae & John, 1992).  More recent research focus, however, is on global 

dimensions of personality (e.g., Barrick & Mount, 1993; Barrick, Mount, & Strauss, 1993; 

Briggs, 1992; Costa & McRae, 1992; Digman, 1990; McCrae, 1991; McCrae & Costa, 1987; 

Peabody & Goldberg, 1989).  The five-factor model provides a framework of broad 

personality dimensions.  Five dimensions of personality identified in this model are 

openness, conscientiousness, extraversion, agreeableness, and neuroticism and are 

commonly identified as the Big Five, or global, personality traits (e.g., Barrick & Mount, 

1993; Barrick et al., 1993; Briggs, 1992; Costa & McRae, 1992; Digman, 1990; McCrae, 

1991; McCrae & Costa, 1987; Peabody & Goldberg, 1989).   

More recently, researchers contend configurations of the basic personality factors 

yield clearer results (Vollrath & Torgersen, 2002).  Such configurations are represented in 

Vollrath and Torgersen’s typology, which is useful in considering questions about how 

people with different blends of personality traits deal with stress.  Of particular interest to 

this study is the influence various profiles of personality traits have on how individuals 

cope.   

Police Studies Involving Personality 

Some of the more narrow personality traits identified in high-risk occupations such 

as military and police include hardiness (Bartone, 2006; Tang & Hammontree, 1992), type 

A personality (Evans, Coman, & Stanley, 1992), and resilience (Hennig-Fast, Werner, 

Lermer, Latscha, Meister, Reiser, Engel, & Meindl, 2009).  Personality hardiness is a sense 

of life’s meaningfulness, that one controls his or her own future, and that change is 

interesting, remarkable, and worthwhile, and is thought to develop early and remain 
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relatively stable over ones life (Kobasa, 1979; Kobasa, Maddi, & Kahn, 1982).  Hardiness 

influences how one views one’s self, other people, employment and the world.  Individuals 

high in hardiness are strongly committed to both work and their personal life and tend to 

construe taxing and difficult experiences as normative life events without letting these 

experiences diminish the fact that, overall, life is considered both interesting and 

meaningful (Bartone, 2006).   

Hardiness is found to significantly moderate the effects of stress in a range of work-

related groups,  (e.g., Bartone, 1989; Kobasa et al., 1982; Roth, Wiebe, Fillingim, & Shay, 

1999) and it is found to moderate the effects of stress related to combat exposure in Gulf 

War forces (Bartone, 1999, 2000).  Bartone (2006) contends hardy leaders enhance 

hardiness among subordinates, thereby reducing military operational stress in combat 

solders.  Results from this field-study reveal hardy leaders increasingly produce resilient 

and helpful shared understanding and interpretation of experience among combat 

personnel.  Bartone also suggests hardy leader influence can relate to other situations.  

Because police organizations are often considered para-military and police officers face 

similar stress to that of combat soldiers, Bartone’s study is relevant to the current 

discussion.   

While early research produced inconsistent results regarding the moderating effects 

of hardiness on stress (e.g., Kobasa, 1982; Kobasa, Maddi, & Courington, 1981; Kobasa et 

al., 1982; Rodewalt & Zone, 1989), hardiness is more recently found to moderate the 

stress-illness relationship through absenteeism among police officers (Tang & 

Hammontree, 1992).  Tang and Hammontree found high levels of absenteeism are related 

to both high and low stress levels among hardy police officers.  Non-hardy officers, 
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regardless of stress levels, however, experience high levels of absenteeism.  Findings 

further reveal distinct patterns for results associated with illness and absenteeism exist, 

and hardy officers low in police stress may try to delay reactions toward stress, indicated 

by absenteeism.    

Evans, Coman, and Stanley (2002) conducted post hoc analysis of data from a larger 

stress and coping behavior study.  They analyzed type A behaviors and state-trait anxiety 

across length of service of Australian police officers.  Findings show veteran officers, 

represented by greater than 12 years of service differ significantly from their less 

experienced counterparts on competitive and hard-driving dimensions of type A behaviors 

measured by the Jenkins Activity Survey.  These officers also scored significantly lower 

than those with fewer years of service on trait anxiety scores indicating more experienced 

officers are better able to contend with the stress of police work.   

How officers recover from exposure to traumatic stress is also important.  Hennig-

Fast et al., 2009 contend resilience, which is the ability to recuperate from exposure to 

trauma or stress by integrating healthy strategies to contend with the traumatic event, 

affects coping patterns among police officers both exposed and not exposed to traumatic 

events in the line of duty.  Findings from MRIs in this study reveal less BOLD activation in 

various areas of the brain involved in encoding, processing, and memory during encoding, 

along with reduced reaction times in the group of police officers exposed to trauma.  The 

use of context memory and positive cognitive coping strategies were also impaired in this 

group.  Although reaction time for the affected group was reduced, there was little 

difference in how accurately they performed associative learning tasks.  Thus, both 

problematic verbal memory and reduced reaction time may mirror psychological trauma 
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response, which may be altered by differences in cognitive-behavioral coping patterns, 

occurring before the trauma, among police (Hennig-Fast et al., 2009; Gilbertson, Paulus, 

Williston, Gurvits, Lasko, Pitman, Orr, 2006; Yehuda, 2004).   

Hennig-Fast and colleagues (2009) contend resilient traumatized police use 

different coping styles from both resilient non-traumatized police and those suffering from 

post-traumatic stress disorder (PTSD).  Findings reveal a specific pattern distinguishing 

among three group’s abilities to cope with stress.  Traumatized, versus non-traumatized, 

police used fewer positive/adaptive coping strategies but both of these groups used similar 

numbers of ineffective coping strategies, whereas patients suffering from PTSD were more 

likely to use maladaptive strategies.  Traumatized, versus non-traumatized, police also used 

fewer positive coping strategies, control-strategies, and less positive self-instruction.  They 

were also more likely to use denial strategies such as disparagement and minimization 

when faced with stressful events.   Moreover, the use of maladaptive coping strategies 

among traumatized police was lower than that of PTSD patients.  Findings in this study 

must be evaluated with caution due to the fact that a small sample of resilient (both 

traumatized and non-traumatized) policemen was evaluated.  Findings in this study 

suggest exposure to trauma, as opposed to a resilient personality, affects coping choice 

among police.   

Other researchers consider broader personality dimensions.  In their study of 

personality, stress, and coping among British police, researchers (Ortega et al, 2007) found 

personality traits were associated with job-related stress, coping, tension, burnout, and 

overall job satisfaction.   These researchers evaluated three of the Big-five domain 

constructs, namely neuroticism, extraversion, and conscientiousness, and found 
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personality and tenure were associated with job stress and coping.  More specifically, 

neuroticism was directly associated with perceived stress sources such as bureaucracy and 

politics and interpersonal conflict.  A direct relationship between personality traits and 

choice of coping strategy was also found.  For example, conscientiousness was positively 

associated with developing a plan of action and neuroticism was directly associated with 

escape and denial.   Officers scoring higher on the neuroticism dimension chose 

emotionally focused coping strategies, whereas officers scoring higher on the 

conscientiousness dimension used more problem-solving coping strategies.  Results from 

this study provide evidence that personality directly influences the coping strategies police 

officers choose.   

Lau, Hem, Berg, Ekeberg, and Torgersen (2006) evaluated combined 

conscientiousness, extraversion, and neuroticism personality traits into eight separate 

personality types, namely the spectator, insecure, skeptic, brooder, hedonist, impulsive, 

entrepreneur, and complicated, to evaluate effects of personality types on perceptions of 

stress and coping.  Results reveal Norwegian police characterized by high degrees of 

extraversion and low neuroticism, specifically hedonist and entrepreneur personality 

types, reported lower perceived stress levels.  Conversely, officers characterized by values 

low on extraversion and high on neuroticism, insecure and brooder types, reported higher 

levels on perceived stress.  Moreover, active coping strategies were chosen among the 

entrepreneur and complicated types, those with scores high in extraversion and 

conscientiousness, whereas insecure and spectator types, those with scores low on 

extraversion and conscientiousness, reported less both control and support coping.   Thus, 

combining personality dimensions to represent specific personality types provides further 
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support for the contention that personality influences both the perception of stress and the 

type of coping strategy police choose.   

Summary 

 Using personality as a predictor variable has produced inconsistent research 

results (McCrae & John, 1992).  More recent research focus, however, is on global 

dimensions of personality (e.g., Barrick & Mount, 1993; Barrick et al., 1993; Briggs, 1992; 

Costa & McRae, 1992; Digman, 1990; McCrae, 1991; McCrae & Costa, 1987; Peabody & 

Goldberg, 1989).  A comprehensive model of personality, such as the Five-Factor model, 

provides a framework of broad personality dimensions allowing researchers to better 

evaluate the effects of personality on a variety of outcome variables (Barrick & Mount, 

1993; Barrick et al., 1993; Briggs, 1992; Costa & McRae, 1992; Digman, 1990; McCrae, 

1991; McCrae & Costa, 1987; McCrae & John, 1992; Peabody & Goldberg, 1989).   

Researchers also contend configurations of the basic personality factors yield clearer 

results (Vollrath & Torgersen, 2002).  Vollrath and Torgersen (2000) provide a useful 

typology to address questions regarding how people with varying combinations of 

personality characteristics cope when stressed.   

Of specific concern to this dissertation is the influence various personality profiles 

traits have on one's coping choices.  Individuals with emotionally stable personality types 

are likely to effectively draw on emotion-focused coping resources.  Individuals with less 

control over emotions are also more likely to use emotion focused coping, but these types 

of individuals will use this coping strategy more often and in place of a more effective 

means of coping.  Self-assured goal-oriented individuals are more likely to utilize task-

oriented coping in conjunction with other effective means of coping.  Insecure, emotionally 
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distant, and unmotivated individuals are more likely to inappropriately utilize avoidance 

cooping strategies in place of other, more effective means of coping. Based upon theory and 

empirical evidence found in police literature regarding personality and coping, police 

officers with scores low in neuroticism and high in either or both extraversion and 

conscientiousness will choose more effective coping strategies over those with scores high 

in neuroticism and low in either or both of the other categories.  More specifically: 

Hypothesis 7: Personality profiles and the choice of coping mechanisms 
among police are related.     

Hypothesis 7a:  Spectator police, scoring low in Extraversion, 
Conscientiousness and Neuroticism, use less task-focused 
coping, use less emotion-focused coping, and do not use 
avoidance Coping. 

Hypothesis 7b:   Insecure police, scoring low in Conscientiousness and 
Extraversion and high in Neuroticism, use less task-focused 
coping, use more emotion-focused coping, and do not use 
avoidance coping.  

Hypothesis 7c:   Skeptic police, scoring low in Extraversion and Neuroticism 
and high in Conscientiousness, use more task-focused coping, 
use less emotion focused coping, and do not use avoidance 
coping. 

Hypothesis 7d:   Brooder police, scoring low in Extraversion and high in 
Conscientiousness and Neuroticism, do not use task-focused 
coping, use more emotion-focused coping, and do not use 
avoidance Coping. 

Hypothesis 7e:   Hedonist police, scoring high in Extraversion and low in 
Conscientiousness and Neuroticism, do not use task-focused 
coping, use less emotion-focused coping, and use less 
avoidance Coping. 

Hypothesis 7f:   Impulsive police, scoring high in Extraversion and 
Neuroticism, and low in Conscientiousness, do not use task-
focused coping, use more emotion-focused coping, and do not 
use avoidance Coping.   
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Hypothesis 7g:   Entrepreneur police, scoring high in Conscientiousness and 
Extraversion and low in Neuroticism, use more task-focused 
coping, use less emotion-focused coping, and not use 
avoidance Coping. 

Hypothesis 7h:  Complicated police, scoring high in Extraversion, 
Conscientiousness and Neuroticism, use more task-focused 
coping, use more emotion-focused coping, and do not use 
avoidance Coping. 

Because several personality traits are closely associated with positive and negative 

affectivity, it is important to evaluate aspects of emotions.  The following sections discuss 

how emotions affect coping among police.  Specifically, the next section addresses how 

emotional dissonance affects how police choose coping strategies.   

Emotional Dissonance 

Emotions are generally non-enduring mood states with the ability to affect 

workplace behavior.  Emotions are central to how stress is studied (Lazarus, 1991; Lazarus 

& Folkman, 1984), and the inclusion of emotions greatly enhances the ability to evaluate 

individuals coping and adaptation processes  (Lazarus, 1991).  With a growing interest in 

the study of emotions (e.g., Ashkanasy & Daus, 2005; Brief & Weis, 2002; Davis, Kirby, & 

Curtis, 2007; Lee & Allen, 2002; Locke, 2005), concepts such as emotional dissonance, 

which is the difference between felt and exhibited emotions at work, potentially inform the 

ways in which individuals cope with stress.  Emotional dissonance is salient to police 

officers because police are often exposed to extreme emotionally charged situations yet 

required to constantly maintain and display appropriate command presence as normative 

job-related behavior (Bakker & Heuven, 2006; Brown & Campbell, 1994; Toch, 2002).  The 

emotional dissonance construct is discussed next.   
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Emotional Dissonance Defined 

Emotional dissonance is defined as structural discrepancies between experienced 

emotions and the appropriate emotions display required in the working context (Bakker & 

Heuven, 2006; Zapf, 2002; Zapf, Vogt, Siefert, Mertini, & Isic, 1999).  The relevance of 

emotional dissonance is to police officers is important because of their exposure to extreme 

emotional situations during the course of their work which include confrontational, often 

violent interactions with contacts and emotional encounters with victims of both accidents 

and crimes (Bakker & Heuven, 2006; Brown & Campbell, 1994; Toch, 2002).  The concept 

of emotional dissonance evolved from research related to emotional labor, represented by 

the quality of interactions between the employee and the client (Hochschild, 1983; Zapf, 

2002; Zapf et al., 1999).  

Emotion work pertains to the psychological effort required in the expression of 

organizationally required emotion during contact with clients (Morris & Feldman, 1997; 

Zapf, 2002).  Emotion work occurs within the context of interpersonal interactions with 

individuals in which the expression of emotions to recipients are regulated to comply with 

organizational requirements or norms (Grandey, 2000).  Emotion work is particularly 

salient to police officers who are required, as part of their job, to manage their emotions 

and portray a professional appearance, (i.e., facial expressions, body language, and physical 

expressions) conveying neutrality, control, and command presence (Bakker & Heuven, 

2006).  Balancing emotional expression is particularly difficult for police officers because at 

the same time they are expected to exude a controlled professional demeanor in the face of 

manipulation, conflict, and aggression, police are also expected to convey the appropriate 

amount of sympathy and compassion for victims of crimes.  Police officers often face 
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difficulty when required to switch between these disciplinary and human expressions of 

regulated emotions (Bakker & Heuven, 2006).   

Arguments among scholars (e.g., Ashforth & Humphrey, 1993; Zapf, 2002) 

contending the regulation of emotions has both positive (i.e., task effectiveness, self-

expression, and facilitation of interpersonal encounters) and negative (i.e., increased stress 

and associated health outcomes) consequences may be attributed to differential effects 

across various empirical studies on stress-related illness and burnout (Bakker & Heuven, 

2006, Zapf, 2002).  The relationship between emotional dissonance and burnout, however, 

remained consistent across studies involving a variety of human service professions 

(Bakker & Heuven, 2006; Heuven & Bakker, 2003; Zapf, Seifert, Schmutte, Mertini, & Holz, 

2001; Zapf et al., 1999).  While few researchers investigate the influence of emotional 

dissonance influences on how police officers’ cope with stressors, research on emotional 

dissonance and burnout provides the basis for hypotheses in this dissertation.  This 

research is briefly outlined next.  

Police Studies Involving Emotional Dissonance 

Individuals experience increasing amounts of emotional exhaustion during frequent 

interpersonal contact in the human service exchange (Maslach, 1983; Maslach & Jackson, 

1982; Maslach et al., 1996).  Providers of human services use depersonalization to cope 

with increasing emotional exhaustion and conserve emotional resources (Maslach et al., 

1996).  The cynicism and dehumanizing attitude associated with emotional distancing 

through depersonalization, however, may ultimately result in diminished levels of 

professional efficacy.   

The process by which burnout occurs is premised on emotionally charged 

124



   

   

interactions between the provider and recipient of the service and the providers’ 

respective ability to regulate their emotional response (Bakker & Heuven, 2006).  Police 

officers are frequently exposed to emotionally charged interactions including violent 

physical confrontations with offenders, exposure to injury and death, and associations with 

victims of crime or accidents.  In addition, when confronted with these situations, police 

often must express, or suppress, their emotions (Bakker & Heuven, 2006).  Consequently, 

police officers are likely to frequently engage in emotional dissonance as part of their job.   

With few exceptions, researchers fail to evaluate the influence of emotional 

dissonance on police officers.  Findings from one study (Bakker & Heuven, 2006) 

demonstrate emotional burdens influence burnout via effect on emotional dissonance.  

Bakker and Heuven's findings also indicate the relationship between emotional dissonance 

and in-role performance occurs through influence on burnout.  These findings imply police 

officers involved in emotionally laden civilian interactions experience discrepancies 

between experienced and displayed emotions, resulting in increased emotional exhaustion 

and cynicism.  The results emphasize how relevant emotional dissonance is to research 

related to job stress and coping among individuals who are required to regulate their 

emotions in the face of emotionally charged encounters.   

Summary 

Police officers are exposed to extreme emotional situations during the course of 

their work (Bakker & Heuven, 2006; Brown & Campbell, 1994; Toch, 2002).  Because 

stressful operational organizational encounters require individuals to respond in an 

appropriate and organizationally normative manner, predisposition to emotional 

dissonance may influence an office’s coping choices.  In accordance with theory of coping 
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and supporting empirical evidence, police officers exhibiting higher levels of emotional 

dissonance will engage in fewer task-oriented coping strategies, and more emotion-

oriented and avoidance coping strategies when faced with stressors.  Accordingly, the 

following hypotheses are posited:  

Hypothesis 8:   Emotional dissonance and the choice of coping mechanisms among 
police are related. 

Hypothesis 8a:  Individuals high in emotional dissonance use less task-focused 
coping than individuals who are low in emotional dissonance. 

Hypothesis 8b:  Individuals high in emotional dissonance use more emotion-focused 
coping than individuals who are low in emotional dissonance. 

Hypothesis 8c:  Individuals high in emotional dissonance use more avoidance coping 
than individuals who are low in emotional dissonance. 

Chapter Summary and Hypotheses 

Work environment influences job satisfaction, and researchers generally agree 

there is a negative association between job stress and satisfaction with one's job (Cooper, 

Sloan, & Williams, 1988; Sullivan & Bhagat, 1992).  Coping styles, however, moderate this 

process such that individuals who choose appropriate (i.e., problem-focused) coping 

mechanisms after experiencing job related stressors will more likely engage in OCBs and 

experience both lower degrees of burnout and higher levels of job satisfaction.  Conversely, 

individuals who engage in inappropriate (i.e., avoidance) coping behaviors to contend with 

stress will engage in less OCBs and experience both higher levels of burnout and lower 

levels of job satisfaction.  

Moreover, experienced stress is likely influenced more by organizational climate 

than by individual differences such as personality (Hart & Cotton, 2003). Individual 

differences, however, influence coping choices individuals make when faced with 
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organizational stressors (Lazarus & Folkman, 1984).  Thus, personality and affective 

emotional states will likely influence the chosen coping mechanism in stressful 

circumstances. 

Whereas some individuals seem to be largely unaffected by daily hassles and job 

stressors, others are less resistant to the negative effects of such stressors.  Of interest to 

the present research are how individuals in high-risk occupations contend with these 

stressors when faced with an acute crisis event, and how a crisis influences the specific 

variable set discussed above.  The hypotheses associated with each of these relationships 

are summarized in Table 9. 

Table 9 

Summary of Variables and Associated Hypotheses 

Variables Hypotheses 

OCB Hypothesis 1:  There is a negative relationship between stress and OCB. 

Burnout Hypothesis 2:  There is a positive relationship between stress and burnout. 

Job Satisfaction Hypothesis 3:  There is a negative relationship between stress and job 
satisfaction. 

Coping 

Hypothesis 4:  The relationship between stress and OCB, burnout, and job 
satisfaction depends upon the chosen coping mechanism. 

Hypothesis 4a:  The relationships between stress and both OCB and job 
satisfaction depend upon the level of task-focused coping such that when task-
focused coping is high, the relationship between stress and both OCB and job 
satisfaction is less negative than when task-focused coping is low.   

Hypothesis 4b:  The relationship between stress and burnout depends upon 
the level of task-focused coping such that when task-focused coping is high, 
the relationship between stress and burnout is less positive than when task-
focused coping is low.   
Hypothesis 4c:  The relationships between stress and both OCB and job 
satisfaction depend upon the level of emotion-focused coping such that when 
emotion-focused coping is high, the relationship between stress and both OCB 
and job satisfaction is less negative than when emotion-focused coping is low.   

(table continues) 
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Table 9 (continued). 

Variables Hypotheses 

Coping (cont.) 

Hypothesis 4d:  The relationship between stress and burnout depends upon 
the level of emotion-focused coping such that when emotion-focused coping is 
high, the relationship between stress and burnout is less positive than when 
emotion-focused coping is low.   

Hypothesis 4e:  The relationships between stress and both OCB and job 
satisfaction depend upon the level of avoidance coping such that when 
avoidance coping is high, the relationship between stress and both OCB and 
job satisfaction is more negative than when avoidance coping is low.  

Hypothesis 4f:  The relationship between stress and burnout depends upon the 
level of avoidance coping such that when avoidance coping is high, the 
relationship between stress and burnout is more positive than when 
avoidance is low.   

Transformational 
Leader  
Behaviors 
 

Hypothesis 5a:  The relationships between stress and both OCB and job 
satisfaction depend upon followers' perception of leader behavior such that 
when transformational leadership is perceived to be high, the relationship 
between stress and both OCB and job satisfaction is less negative than when 
transformational leadership is perceived to be low.   

Hypothesis 5b:  The relationship between stress and burnout depends upon 
followers' perception of leader behavior such that when transformational 
leadership is perceived to be high, the relationship between stress and 
burnout is less positive than when transformational leadership is perceived to 
be low.   

Crisis 

Hypothesis 6a:  The relationship between stress and outcomes such as OCB, 
burnout, and job satisfaction, is intensified in the presence of a crisis event. 

Hypothesis 6b:  The relationship between stress and outcomes such as OCB, 
burnout, and job satisfaction, is intensified by the perceived effect a crisis has 
on the individual. 

Personality 
Profiles 

Hypothesis 7:  Personality profiles and the choice of coping mechanisms 
among police are related.     

Hypothesis 7a:  Spectator police, scoring low in Extraversion, 
Conscientiousness and Neuroticism, use less task-focused coping, use less 
emotion-focused coping, and do not use avoidance coping. 

Hypothesis 7b:  Insecure police, scoring low in Conscientiousness and 
Extraversion and high in Neuroticism, use less task-focused coping, use more 
emotion-focused coping, and do not use avoidance coping.  
Hypothesis 7c:  Skeptic police, scoring low in Extraversion and Neuroticism 
and high in Conscientiousness, use more task-focused coping, use less 
emotion focused coping, and do not use avoidance coping. 

(table continues) 
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Table 9 (continued). 

Variables Hypotheses 

Personality 
Profiles (cont.) 

Hypothesis 7d:  Brooder police, scoring low in Extraversion and high in 
Conscientiousness and Neuroticism, do not use task-focused coping, use more 
emotion-focused coping, and do not use avoidance coping. 

Hypothesis 7e:  Hedonist police, scoring high in Extraversion and low in 
Conscientiousness and Neuroticism, do not use task-focused coping, use less 
emotion-focused coping, and use less avoidance coping. 

Hypothesis 7f:  Impulsive police, scoring high in Extraversion and Neuroticism, 
and low in Conscientiousness, do not use task-focused coping, use more 
emotion-focused coping, and do not use avoidance coping.  
Hypothesis 7g:  Entrepreneur police, scoring high in Conscientiousness and 
Extraversion and low in Neuroticism, use more task-focused coping, use less 
emotion-focused coping, and not use avoidance coping. 

Hypothesis 7h:  Complicated police, scoring high in Extraversion, 
Conscientiousness and Neuroticism, use more task-focused coping, use more 
emotion-focused coping, and do not use avoidance coping. 

Emotional 
Dissonance 

Hypothesis 8:  Emotional Dissonance and the choice of coping mechanisms 
among police are related. 

Hypothesis 8a:  Individuals high in emotional dissonance use less task-
oriented coping than individuals who are low in emotional dissonance. 

Hypothesis 8b:  Individuals high in emotional dissonance use more emotion-
focused coping than individuals who are low in emotional dissonance. 

Hypothesis 8c:  Individuals high in emotional dissonance use more avoidance 
coping than individuals who are low in emotional dissonance. 

The research model (Figure 2) associated with this dissertation indicates a direct 

relationship between the predictor variable, perceived stress among police officers, and 

three affective and behavioral outcome variables, OCB, burnout, and job satisfaction, exists.  

Based on theory and supporting empirical evidence, moderating variables, coping styles, 

transformational leadership, and crises, are posited to either buffer or intensify these 

relationships.  Moreover, personality differences, dispositional factors, and emotional 

dissonance, are expected to directly influence how the choice of coping mechanisms by 
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which an individual contends with job-related stressors.  The methods by which these 

relationships are tested are discussed in Chapter 3. 
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CHAPTER 3  

METHODS 

Introduction 

This chapter explains in detail how the present study is conducted.  Four primary 

questions are addressed in this chapter (Huck, 2008).  These questions include 1) Who are 

the participants in the study; 2) What materials are needed; 3) What data are collected; and 

4) What is required of the participants.  Potential threats to validity and reliability concerns 

are also addressed.  Finally, a pilot study is conducted.  Lessons learned from evaluation of 

the pilot study are assessed to inform and improve the main study.   

Research Design and Discussion 

The following sections deal with implementation decisions associated with this 

dissertation.  For example, decisions about the types and number of participants and 

comparison groups, the type of activities, format of questions asked, dependent and 

independent variables, and how and when measurement occurs are addressed.  Because 

the research design is a critical component of any research project, factors associated with 

design, including a study outline, are addressed first.  

The Study 

The aim of a study outline, or CONSORT (consolidated standards of reporting trials) 

statement, is to communicate the overall plan and flow of the study (Altman, Schulz, Moher, 

Egger, Davidoff, Elbourne, et al., 2001; Moher, Schulz, & Altman, 2001; Trochim & Donnelly, 

2007).  The outline for this section of the dissertation is depicted in Figure 3.  It is 

separated into four parts beginning with the questionnaire, moving through the pilot and 

main study, and ending with analysis of the data.  
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Pilot Test 

 Final Modifications & IRB Revisions 

 

Pilot Study 

Contact Agencies for Participation & Distribute Survey at Roll Call 

 Reminders Distributed at Roll Call (1 – week post distribution) 

 Reminder for Cash Award at Roll Call (2 – weeks post distribution) 

 Draw for Cash Award (3 – weeks post distribution) 

 

Review Questionnaires for Accuracy & Missing Data 

 Data Entry and Statistical Analysis and Reporting of Results 

 

Primary Study 

Data Analysis 

Questionnaire 

Select Items for Questionnaire Submission  

Academicians & Police Officers Review Instrument – Modifications Made 

Identify Variables for Study  

Institutional Review Board (IRB) Approval 

Figure 3.  Study outline. 
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The outline begins by depicting the initial phase of constructing the questionnaire.  

First, variables for study were identified and the items used to measure the variables were 

either located in the relevant literature, or developed for the study.   Expert academicians 

and police officers then reviewed the items for clarity and modifications were made based 

upon their feedback.  Finally, the survey was submitted to, and approved by, the 

Institutional Review Board (IRB).  IRB approval documents are located in Appendix A.    

A pilot study facilitates survey distribution, data collection and analysis, and final 

modification of the instrument prior to conducting the main study.  The survey was 

distributed to a predetermined group of police officers.  The returned surveys were 

checked for accuracy and missing data.  A complete statistical analysis was run on the data.  

Necessary modifications to the survey were made.  These modifications were evaluated 

and approved by IRB.   

Agencies participating in the main study were scheduled for contact and the 

primary investigator distributed the survey to officers at roll calls or daily briefings for 

each agency.  Reminders were announced the following week at roll call and briefings.  

Winners of a cash award offered as incentive for completing the survey were announced at 

roll call or briefings three weeks after the initial distribution of the survey.  Data were then 

entered and statistically analyzed for reporting of the final results. 

Research Design 

In this study I assess the relationship among variables in a natural occupational 

setting.  Because experimental control is lacking, an experimental design was not employed 

(Campbell & Stanley, 1963).  Instead, the natural occurrence of stressful work-related 

events punctuated by an intervening crisis, how individuals respond to such events as part 
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of their daily occupational routines, and the effect of these responses on various behavioral 

and affective outcomes in an organizational setting is relied upon.   

A particular difficulty associated with crisis research is predicting when and where 

crisis events will occur.  This difficulty precludes employing a pretest-posttest control 

group, experimental, or quasi-experimental research design in one-shot survey research.  

Individual perceptions of what constitutes a stressful or crisis event are central to this 

research project because a crisis event may be considered severe by one individual and 

have little or no effect on another despite equivalent exposure.  An effective research 

design must account for these inherent difficulties.   

The research design employed in this dissertation is best described by Huck and 

Cormier’s (1996) static-group comparison, one-shot survey research design.  With this 

design, a posttest survey is administered to two groups, those exposed to crisis events and 

those not exposed to crisis events.  The posttest is administered to both groups, only one of 

which incurs X, a naturally occurring crisis event.  The non-crisis group represents the 

group not exposed to the crisis event.  The diagram in Figure 4 depicts the research design 

used in this dissertation. 

 1  X         O  
 2              0  
     

Figure 4.  Static-group comparison one-shot survey research design. 

The ability to identify and observe relationships as they naturally unfold in an 

occupational setting outweighs the benefit of a more closely controlled laboratory 

experiment for the purpose of this dissertation.  There are potential shortcomings 

associated with this research design, however, including the inability to determine the 
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status of the two groups prior to the occurrence of the crisis event.  It is also important to 

note differences between the two groups may be present prior to the occurrence of the 

crisis.  Furthermore, rival hypotheses may exist which also help explain observed variance 

after the occurrence of a crisis.   

These shortcomings and other factors may influence the manner in which data are 

collected.  Non-experimental research designs, which fail to control or manipulate 

variables, can also constitute a threat to internal validity (Huck, 2008; Trochim & Donnelly, 

2007).  This threat is deemed necessary, however, as it is difficult to institute an 

experimental design in a naturally evolving research environment.  Data in this study are 

collected via a survey instrument from police officers associated with various agencies 

engaging in daily work-related activities in their natural occupational environments.   

Threats to Validity 

The theoretical foundation supporting the choice of variables in this dissertation, 

and their respective relationships is discussed in Chapters 1 and 2.  Each of the variables is 

operationally defined (Trochim & Donnelly, 2007) in this chapter.  Mono-method bias is 

addressed by using measures from previous studies with evidence of validity and 

reliability.  Artifactual bias can also occur due to self-reported responses from common 

sources for both predictor and criterion variables (Podsakoff & Organ, 1986).  This type of 

threat to validity is known as common method variance (Campbell & Fiske, 1959; Fiske, 

1982).  Statistical remedies to address common method variance include comparing 

demographic responses to archival information from each responding organization 

(Podsakoff & Organ, 1986).  Post hoc remedies are also used to determine the extent of 

common method variance.  Thus, Harman’s one-factor test, scale trimming with the use of a 
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panel of experts to determine the appropriate exclusions, and the statistically more 

conservative partial correlation procedure are important in determining the extent of 

artifactual bias and are appropriately used in the analysis of data for this dissertation.  

Moreover, if sample size permits, escalating the unit of analysis will allow splitting the 

responses in each unit so variables representing perceptions of OCB and Transformational 

Leadership are collected from different sources.  Finally, scale reordering, altering the 

design of the questionnaire such that the dependent and criterion variables are randomly 

placed throughout the questionnaire, is employed to reduce the effects of consistency 

artifacts (Podsakoff & Organ, 1986).   

Great care is taken to ensure anonymity of both respondents and their respective 

agency affiliation in order to reduce evaluation apprehension of the respondents.  

Furthermore, academic experts will evaluate the survey instrument to reduce the 

possibility of communicating researcher expectancies to respondents.  The following 

sections address issues related to both internal and external validity, heretofore called 

rigor and relevance respectively (Taylor, Goodwin, & Cosier, 2003), so inferences based 

upon the operationalizations in this study can be reasonably made.   

Rigor 

In chapter 2, the constructs of interest to this dissertation were defined.  Chapter 3 

addresses the operationalization, or translation of a construct into a functioning and 

operating reality, of these constructs.  Rigor is an important factor pertaining to the 

measure of a construct.  Two types of rigor, construct and criterion-related validity, are 

addressed next. 
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Construct validity. 

Construct validity (Cronbach & Meehl, 1955; Huck, 2008; Trochim & Donnelly, 

2007) assesses the degree to which inferences are legitimately made, from 

operationalizations to the theoretical constructs, upon which the operationalizations are 

based.  Construct validity, like external validity, involves generalizing.  The generalization 

associated with construct validity, however, is from the measures in the study to the ideal 

concepts associated with those measures.  In essence, construct validity addresses whether 

a survey, and its respective items, actually measures what is intended.  Two measurement-

related validity concepts, face validity and content validity, which reflect the demonstration 

of various aspects of construct validity, are also important.   

Face validity. 

Face validity is important to ensure the operationalization, on its face, is a good 

translation of a construct (Huck, 2008; Trochim & Donnelly, 2007).  To ensure the quality 

of face validity for operationalized constructs in this dissertation, previously validated 

measures are used when possible.  A systematic evaluation by academic and professional 

police experts also helps to determine if each clearly defined variable is represented by its 

respective multiple-item measure.  These experts concur there is sufficient face validity for 

measures used in the survey. 

Content validity. 

Two criteria are widely used when assessing content validity, which concerns the 

degree to which an instrument’s items collectively measure what the instrument intends 

(Huck, 2008).  The first is a representative collection of items and the second is the use of 

sensible methods in the construction of an instrument (Nunnally & Bernstein, 1994).    
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When available, previously validated instruments measuring specific constructs are used.  

Selection of these items is based on an extensive literature review discussed in Chapters 1 

and 2.  Where existing measures are unavailable, items are developed based on existing 

literature in the respective field.  For these measures, content validity is also evaluated by 

crosschecking the respective operationalization with a list of theoretically derived criteria 

specifying the domain and definition of the variable (Trochim & Donnelly, 2007).  Academic 

experts are used to determine the accuracy and consistency of the criterion list.  Principal 

components factor analysis, item-to-scale analysis, and inter-item correlation also helps 

assess content validity.  The results from these statistical evaluations are discussed in 

chapter 4. 

Criterion-related validity. 

Criterion-related validity addresses the operationalization of a construct against 

criterion based on theoretically derived predictions of how well the operationalization will 

perform in relation to some other independent measure (Huck, 2008; Trochim & Donnelly, 

2007).  Four types of criterion-related validity are addressed in this section including 

predictive validity, concurrent validity, convergent validity, and discriminant validity.    

Predictive validity. 

Predictive validity is assessed when an operationalization accurately predicts what 

is theoretically posited (Huck, 2008; Trochim & Donnelly, 2007).  The associations among 

variables in this dissertation are theoretically supported.  Moreover, correlations between 

the operationalized independent variables and dependent variables in the study represent 

predictive validity.  Correlations among variables are assessed in the analysis in chapter 4.    
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Concurrent validity. 

Concurrent validity is demonstrated when the operationalization can distinguish 

between two, theoretically distinguishable, groups (Huck, 2008; Trochim & Donnelly, 

2007).  The results of such a test are more powerful if discrimination between two similar 

groups is found.  Concurrent validity is assessed by comparing responses from two groups 

of police officers that should theoretically differ in their responses.  These two groups are 

1) police officers working in the field, and 2) police officers performing administrative 

functions.  Concurrent validity is assessed in the analysis.   

Convergent and discriminant validity. 

Convergent validity confirms theoretically related items converge as expected 

(Trochim & Donnelly, 2007).  Convergent validity is evident when high correlations in a 

correlation matrix occur among theoretically related items.  Discriminant validity, 

conversely, is examined by the degree to which items are dissimilar or diverge from other 

theoretically unrelated items.  Discriminant validity is evident when low or no correlations 

occur within a correlation matrix of items.  Both convergent and discriminant validity are 

assessed by analyzing item inter-correlations.   

Relevance 

External validity is a central concern in studies employing inferential statistics 

(Huck, 2008).  External validity pertains to the generalizability of results beyond the 

confines of a specific investigation (Taylor et al., 2003; Trochim & Donnelly, 2007).  An 

objective of this dissertation is to generalize findings to similar police agencies.   

One of the best ways to increase the likelihood results will generalize is to randomly 

select individuals from an accessible population to serve as a proxy sample.  Several factors 
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affect the ability to randomly sample from a population.  With respect to the present study, 

random sampling from all police agencies in the US is prohibitive because there is currently 

no single database from which active police officers can be indentified.  Moreover, both cost 

and temporal demands prohibit personally contacting all police agencies to obtain 

permission to solicit and collect responses from their respective members.  Finally, many 

factors affect the ability to collect data from police agencies including managerial and union 

concerns over respondent confidentiality, issues associated with risk management for the 

department, and suspicions surrounding the nature of, or use of results from, such a study.   

Consequently, some measure of non-probability sampling is necessary when obtaining 

responses from police samples. 

Safeguards, however, are used to assist in generalizing results from police studies.  

Samples are gathered from multiple agencies representing the population of interest.  Data 

from agencies of various sizes, demographic makeup in gender, age, rank, assignment, and 

race, and geographical locations such as urban, suburban, and rural agencies helps to 

increase the generalizability of findings.  Moreover, supplementing sampling with 

randomly selected regional agencies also helps address concerns over external validity.  

While some measure of non-probability sampling is employed in this study, data collection 

is enhanced with responses from individuals in two randomly selected regional agencies.  

Moreover, the size, demographic makeup, and geographical location of contributing 

agencies vary to increase the generalizability of findings. 

In an attempt to increase response rates, respondents from each agency are entered 

into a drawing for a $100 cash reward.  In order to ensure confidentially of respondents, a 

set of raffle tickets are distributed with each survey.  The respondents are instructed to 
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keep one ticket and return the matching ticket with their completed survey for entry into 

the drawing.  The drawing ensues at predetermined dates to encourage timely responses.    

Furthermore, response rates in police studies tend to be higher when the 

department endorses the study and the confidentiality of respondents is ensured.  Where 

possible, surveys are distributed by the researcher at in-service training, roll call, or daily 

briefings so the importance of the study and specific instructions can be discussed directly 

with respondents.  Where agencies allow the survey to be completed on department time, 

the respondents are asked to complete the study at the time of distribution.  Where 

respondents are asked to complete the study during either slow work periods or on their 

own personal time, responses are returned directly to the researcher via postage paid 

return envelopes or placed in a locked drop box in the briefing rooms.  Online surveys are 

also available for participants with access to computers.  Characteristics of the responding 

officers are compared to those of the department to determine if individuals who respond 

represent the overall characteristics of the department and if any differences among 

respondents and departments exist.  The media used for delivery of the survey is also 

controlled for in the analysis to minimize variance attributable to the response method.     

Comparison groups are also addressed in the design of this study.  Whether or not 

the respondents face a crisis in their work environment will distinguish between the two 

groups in this study.  Thus, two groups are identified – 1) those whose work environment 

was recently affected by a crisis and 2) those whose work environment was not recently 

affected by a crisis.  Individuals who identify a recent crisis affecting their work 

environment are assigned to one group, and those whose work environment was not 

affected by a recent crisis are considered the control group.  The crisis is thoroughly 
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defined in the survey to ensure a common frame of reference among respondents.    While 

random assignment to a control group is important to experimental designs, the nature of 

this study makes such assignment impossible (Huck, 2008).   

Reliability 

Reliability pertains to the quality of measurement, the consistency of measures, and 

repeatability of measures (Cronbach, 1951; Huck, 2008; Trochim & Donnelly, 2007).  A 

common method of estimating reliability of measures is to compare the Cronbach’s alpha of 

scales to alphas from previous studies.  A minimum of .70 for the reliability estimate is 

recommended and used in this study (Nunnally & Bernstein, 1994).   

Reliability coefficients for each measure are compared to the reliability coefficients 

from previous studies. Factor analysis is also conducted to determine if each of items loads 

appropriately on the intended construct, evaluation of eigenvalues greater than unity, and 

a Cattell’s (1966) scree plot are used to determine the appropriateness of the factor 

loadings.  Each of the measures used in this study are discussed next, beginning with 

measures for the independent variables then evaluating the measures for the dependent, 

moderating, and control variables.    

Survey Measurement Instrument Development 

The process used to develop the survey instrument is described in the following 

section.  A description of the development of each scale is also outlined.  In addition to 

discussion of each dependent, independent, and moderating variable, this section also 

addresses control variables.   
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The Questionnaire 

A good survey methodology facilitates the timely collection of large volumes of data 

from multiple organizations and allows for group comparisons.  Survey research differs 

from both analytical models and mathematical simulations by incorporating responses 

from individuals in actual organizations to test relationships.  Departmental permission to 

administer a survey and collect data from police respondents encourages member 

participation and helps increase response rates.   

Where possible, survey development and administration closely follows the 

Tailored Design Method developed by Dillman (2000).  Response rates, non-response 

issues, and measurement error concerns are addressed by incorporating Dillman’s 

methodology.  Most of the items used in the development of the survey instrument are 

based upon theoretically derived, previously validated instruments.  New items are 

developed when no existing measures are available.   

The survey was approved by the IRB with all rules governing the use of human 

subjects in research (Appendix A).  The survey was also distributed to four academic 

experts in research methodology, police stress and coping, crisis and disaster research, 

and/or the field of leadership; a practicing police psychologist and contributing author to a 

monthly police union member publication; four high-ranking police officials ranked 

Lieutenant or above; and four field police officers from various police agencies to 

determine if the overall survey matches the explicated purpose of the research project and 

to evaluate initial content validity.  Modifications relating to content, wording, and 

formatting were made based upon this expert feedback.  The questionnaire was distributed 

for review to a six-member panel of administrative and field police officers for further item 
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clarification and to ensure the survey covers all aspects of police stress, coping, and related 

constructs.   

The questionnaire was pre-tested in an agency participating in a pilot test of the 

instrument.  Further modifications to the questionnaire were incorporated prior to 

distributing the instrument to the sample population.  All changes and modifications to the 

survey were submitted to the IRB review board for approval prior to the main study.   

Figure 3 depicts the research model for this study.  The primary independent 

variable in this study is police stress.  The dependent variables in this study include OCB, 

burnout, and job satisfaction.  The moderating variables in this study are coping styles, 

transformational leader behaviors, and crisis.  Personality and emotion are predictor 

variables influencing the moderating coping variable.  The measures for each of these 

variables and the control variables are discussed next.  

Independent Variables 

The independent variable in this study is police stress.  Stress positively influences 

burnout, and negatively influences both OCB, and job satisfaction.  A validated measure 

from previous research studies is used with consent from Charles Spielberger (author of 

the measure) for the independent variable in the survey items used in this dissertation.   

Stress. 

Stress is defined as a relationship between the person and environment appraised 

by the person as taxing or exceeding people’s resources and endangering his or her well-

being (Lazarus & Folkman, 1984).  The Police Stress Survey (PSS) is a 60-item, previously 

validated instrument frequently used to assess organizational and operational sources of 

stress in police work (Spielberger, Westberry, Grier & Greenfield, 1981; Violanti & Aron, 
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1993, 1995).  Previous versions of the PSS were scored having the respondent indicate how 

stressful an event was by writing a number between 0 and 100 and noting how frequently 

the event occurred in the past month and within the past year.  Researchers investigating 

the consistency and factor structure of the PSS found the instrument to be valid and 

reliable (e.g., Spielberger et al., 1981; Violanti & Aron, 1993, 1995).  The mean stress 

ratings for PSS items range from 38.4 for Performing non-police tasks to 86.1 for Fellow 

officer killed in the line of duty on a scale of 0 = least stressful to 100 = most stressful 

indicating the PSS items sample a wide range of stress intensity (Spielberger et al., 1981).   

The factor structure, latent roots analysis, and Cattell’s scree tests of prior studies 

support a two-factor solution (Spielberger et al., 1981).  The two-factors structure is also 

supported in the police literature (e.g., Spielberger et al., 1981; Violanti & Aron, 1993, 

1995).  The factors are commonly labeled: 1) administrative and organizational pressure 

and 2) physical and psychological threat or inherent/operational stress.  Violanti and Aron 

(1993, 1995) evaluated the effects of police stressors on job attitudes and physiological 

distress and assessed perceptions of stress among police officers.  In both studies, 

Cronbach’s alpha internal reliability estimates for the administrative and operational 

dimensions are reported at .90 and .92 indicating the PSS is a reliable measure of perceived 

police stress.  

The two ratings of stress and frequency in the PSS can create confusion for the 

respondents resulting in incomplete data and increase the length of the survey, and some 

authors eliminate this portion of the survey in their research efforts (e.g., Violanti & Aron, 

1993, 1995).  After discussions with Charles Spielberger, one of the focal authors of the PSS, 

changes to the response format of the PSS were made.  The responses to, and scoring of, the 
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PSS used in this dissertation is based on a system similar to that of the Job Satisfaction 

Survey, also developed by Spielberger (Spielberger & Vagg, 1999).   

The PSS is used in this dissertation to assess perceived stress of police officers.  

Respondents are instructed to read each item and rate it on (1) the relative amount of 

stress associated with the event and (2) the frequency of the occurrence of the event in the 

officers own experience during the past six months.  The amount of stress is rated with an 

interval level, Likert response anchored format ranging from 1 = no perceived stress to 7 = 

high amount of perceived stress in accordance with ratings in the Job Stress Survey 

(Spielberger & Vagg, 1999).  The frequency of stress is presented in a subsequent column.  

Responses range from 0, never experienced the event, to 7+, experienced the event more 

than seven times in the past six months.  A copy of the measures from the PSS is located in 

Appendix B. 

The first event listed is assignment of disagreeable duties and is given rating of 4, a 

moderate amount of stress, because it is rated by individuals in a variety of occupations as 

producing an average amount of stress (Spielberger et al., 1981).  Officers are instructed to 

use all of their knowledge and experience, taking into account the amount of time and 

energy they feel would be necessary in adjusting or coping with the event when rating the 

amount of stress associated with each event.  Each subsequent event is rated 

proportionately higher or lower in stress in comparison to being assigned disagreeable 

duties, which is generally considered moderately stressful.  Officers are also asked to 

bubble the number in the adjacent column indicating the number of times they personally 

experienced the event in the past six months.  Scoring the PSS includes cross multiplying 

the perceived stress ratings by the frequency ratings, summing the results for the overall 
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measure, and then dividing by 60 (the total number of survey items).  The same procedure 

is used to calculate an index for the two PSS subscales.    

Dependent Variables 

The dependent variables in this study are organizational citizenship behavior, 

burnout, and job satisfaction.  Validated items from previous research studies are used for 

each of these variables (e. g., Dantzker, 1994; Maslach, Jackson & Leiter, 1996; Organ, 

1997).  Consent from the authors of each measure was obtained.  

OCB. 

OCB items were adopted with permission from Phillip Podsakoff and Dennis Organ.  

Five dimensions of OCB identified by Organ (1988) were included in this dissertation 

including altruism, conscientiousness, sportsmanship, courtesy, and civic virtue.  Altruism 

is defined as discretionary behaviors aimed at helping another organizational member with 

organizationally relevant problems or tasks (Podsakoff, MacKenzie, Moorman & Fetter, 

1990).  There are five items associated with this dimension.  Examples of items 

representing altruism include (1) helps others who have been absent and (2) is always 

ready to lend a helping hand to those around him/her.   

Conscientiousness is also discretionary behavior by the organizational member 

transcending minimum role requirements such as attendance, following rules, obeying 

regulations, respecting break times set forth by the organization (Podsakoff et al., 1990). 

Five survey items characterize this dimension of OCB.  Examples of survey items 

representing the conscientiousness construct include (1) attendance at work is above the 

norm and (2) obeys company rules and regulations even when no one is watching.   
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Sportsmanship refers to the organizational member’s willingness to tolerate, 

without complaining or griping, less than ideal circumstances (Podsakoff et al., 1990).  

There are five reverse-coded items comprising this dimension.  Examples of items for the 

Sportsmanship dimension are (1) consumes a lot of time complaining about trivial matters 

and (2) tends to make mountains out of molehills.  Courtesy refers to discretionary 

behavior aimed at the prevention of interpersonal, work-related problems (Podsakoff et al., 

1990).  Five items comprise this dimension.  Examples of the Courtesy dimension items 

include (1) takes steps to try to prevent problems with other workers and (2) is mindful of 

how his/her behavior affects other people’s jobs.   

Civic virtue is behavior indicating the member responsibly participates and 

becomes involved with, and shows concern for, the well-being of the organization 

(Podsakoff et al., 1990).  Four items comprise this dimension of OCB.  Examples of Civic 

Virtue items include (1) Attends meetings that are not mandatory, but are considered 

important and (2) Keeps abreast of changes in the organization. A 5-point, interval Likert 

scale ranging from (1) strongly disagree to (5) strongly agree is used to assess all items 

comprising the overall OCB construct in this study.  All items corresponding to OCB are 

located in Appendix B. 

The evaluation of psychometric properties from previous studies indicates these 

scales are valid and reliable for research involving OCB (e.g., Podsakoff et al., 1990).  

Podsakoff et al. used individual confirmatory factor analysis (CFA) for these scales and 

found the overall fit of the 5-factor model to the data was quite good (TLI = .94) and all 

items load significantly on their intended factors, indicating convergent validity.  Overall 

CFA and factor intercorrelations assess discriminant validity.  The unstandardized factor 
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loadings for the twelve-factor CFA in Podsakoff et al.'s study demonstrate all items load 

significantly on their hypothesized factors with a respectable fit (TLI = .92) supporting 

discriminant validity.   

Examination of factor reliabilities and intercorrelations from previous studies 

indicate the OCB measure is also reliable (Podsakoff et al., 1990).  The internal consistency 

reliabilities determined by coefficient alphas for all constructs meet or exceed the 

recommended threshold of .70 for newly developed scales (Nunnally & Bernstein, 1994).  

Individual tests of correlations yields results all significantly less than 1.00 indicating the 

constructs are distinct.  Podsakoff et al. found high correlations between two OCB 

constructs (i.e., courtesy and altruism), which was expected based upon Organ’s (1988) 

original distinction between these two constructs.  Based upon prior research and results 

from the pilot study, the OCB measure used in this dissertation is confirmed as valid and 

reliable.   

Burnout. 

Items comprising burnout were adopted, with permission, from the Maslach 

Burnout Inventory–Human Services Survey (Maslach & Jackson, 1986; Maslach et al., 

1996).  There are three dimensions of burnout including emotional exhaustion, 

depersonalization, and personal accomplishment, which are measured as subscales of the 

burnout construct.   Emotional exhaustion is a key component of burnout such that the 

depletion of emotional resources diminishes the individual’s ability to continue giving.  

Depersonalization is also central to burnout and is characterized by a callus attitude or 

dehumanizing perspective toward others and is related to emotional exhaustion (Jackson 

et al., 1996).  Thus, correlation between emotional exhaustion and depersonalization is 
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expected.  Personal accomplishment, the tendency to evaluate one’s work with clients 

negatively, is a third component of burnout.  The Maslach Burnout Inventory–Human 

Services Survey (MBI-HSS) assesses all three aspects of burnout.  A description of each 

subscale is listed in Table 10.   

Table 10 

Subscales for Burnout 

Subscale Description of Assessment 

EE Feelings of emotional overextension and association due to one’s work 

Dp Unfeeling and impersonal response toward the recipient of service, care, 
treatment, or instruction 

PA Feelings of competence and successful achievement in one’s work with people  

Note. EE = Emotional exhaustion; Dp = Depersonalization; PA = Personal accomplishment 

 

The frequency of the three aspects of burnout is assessed using a six-point fully 

anchored response format.  Respondents are asked to determine how often each item 

occurs according to the following instruction:  Following are statements of job-related 

feelings.  Please read each statement carefully and decide if you ever feel this way about 

your job.  The MBI-HSS Six-point Fully Anchored Response Format is depicted in Table 11. 

Table 11  

MBI–GSS Six-point Fully Anchored Response Format 

Item 8:  I feel burned out from my work. 

How Often: 
0 

Never 

1 

A few times 
a year or 
less  

2 

Once a 
Month 

3 

A few times 
a week 

4 

Once a week 

5 

A few times 
a day 

6 

Every day 

 ⓪       

 

150



   

  

Burnout is a continuous variable, the presence or absence of which is either 

experienced or not experienced.  Experienced feelings of each dimension of burnout range 

from low to moderate to high degrees.  The three degrees of overall burnout and statistical 

split, based on the normative distribution, is detailed in Table 12.   

Table 12 

Degrees of Burnout 

Degree Description Normative Distribution 

High High scores on EE and Dp subscales and low score 
on PA subscale 

Upper third of normative 
distribution 

Average Average scores on all three subscales Middle third of normative 
distribution 

Low Low scores on EE and Dp subscales and high score 
on PA subscale 

Lower third of normative 
distribution 

There are nine items representing the emotional exhaustion construct, which 

describe feelings of being emotionally exhausted and overextended by one’s work.  There 

are five items in the depersonalization subscale characterizing an unfeeling and impersonal 

response toward recipients of one’s service or care.  A moderate correlation of these 

distinct, but related aspects of burnout is in accord with theoretical expectations (Maslach 

et al., 1996).  Higher mean scores on these items indicates higher degrees of experienced 

burnout.  The personal accomplishment subscale consists of eight items describing feelings 

of competence and successful achievement in work with recipients of service or care.  Low 

mean scores on these items indicate higher levels of burnout.  This subscale is theoretically 

independent of emotional exhaustion and depersonalization and a negative correlation 

with other subscales is thus not expected to be significant.  Examples of burnout items are 

located in Appendix B. 
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A three-factor model for these items is confirmed in previous research using 

confirmatory factor analysis where three composite score indicators for each of the three 

subscales are used as a basis of analysis (Lee & Ashforth, 1993).  Lee and Ashforth find 

emotional exhaustion and depersonalization are distinct factors, yet related constructs, as 

indicated by high intercorrelations.  Additionally, both emotional exhaustion and 

depersonalization are highly correlated with psychological strain than is personal 

accomplishment, which is more closely related to control-oriented coping.  

It is also important to note previous studies using all 22 items indicate consistent 

cross-loadings for Item 12, I feel very energetic, and Item 16, Working with people directly 

puts too much stress on me (Byrne, 1993; Leiter & Durup, 1994; Schaufeli & Van 

Dierendonck, 1993).  Item 12, a personal accomplishment item, loads significantly and 

negatively on emotional exhaustion, while Item 16, an emotional exhaustion item, loads 

significantly on depersonalization.  Maslach et al. (1996) suggest keeping the 22-item 

structure to maintain consistency in scoring with the large body of research using this 

measure.  In research sensitive to departures from predicted factor structure, it is 

recommended these two items be omitted from the analysis.  Subscale means, however, 

should be reported using the full 22-item MBI–HSS measure, according to the developers of 

the instrument.  Internal consistency for these scales is previously established using 

Cronbach’s alpha (Maslach et al., 1996).  Reliability coefficients and standard error of 

measurement from previous studies are .90 and 3.80 for emotional exhaustion, .79 and 

3.16 for depersonalization, and .71 and 3.73 for personal accomplishment.  

Data for test-retest reliability is reported for intervals ranging from two weeks to 

one year (e.g., Jackson, Schwab, & Schuler, 1986; Lee & Ashforth, 1993; Leiter, 1990; Leiter 
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& Durup, 1996).  The coefficients from each of these studies are consistent and range from 

low to moderately high.  These longitudinal studies support consistency within each 

subscale indicating the stability of the MBI–HSS, which is consistent with the purpose of 

measuring an enduring state with this instrument.    

Convergent validity for the instrument is demonstrated in several ways including by 

correlating an individual’s MBI–HSS score with independently made spouse or co-worker 

behavioral ratings (Jackson & Maslach, 1982; Maslach & Jackson, 1979; Maslach & Pines 

1977).    Results from these studies also reveal correlations between scores on the MBI–

HSS with specific job characteristics theoretically expected to contribute to experienced 

burnout in these studies.  Scores on the MBI–HSS are also correlated with measures of 

other various outcomes hypothesized to be related to burnout, providing further evidence 

for the validity of the MBI–HSS instrument.  

Discriminant validity is also demonstrated by distinguishing the MBI–HSS from 

measures of other, potentially confounding, psychological constructs such as job 

satisfaction (e.g., Jackson, Turner, & Brief, 1985; Leiter, 1985; Riggar, Godley, & Hafer, 

1984; Zedeck, Maslach, Mosier, & Skitka, 1988).  Furthermore, scores on the MBI–HSS are 

not subject to distortion by social desirability as indicated by a lack of correlation with 

scores in the Crowne-Marlowe (1964) Social Desirability (SD) Scale.  Correlations from 

these studies provide sufficient evidence for the validity of the MBI–HSS as a measure of 

burnout.   

Job satisfaction. 

Job satisfaction, a positive affective reaction or feeling resulting from the appraisal 

of one’s job or job experience, is linked to organizational efficiency and effectiveness 
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through its influence on absenteeism, productivity, employee turnover and other similar 

factors (Hackman & Oldham, 1975; Locke, 1976; Miller, Mire & Kim, 2009).  Because the 

utility of general job satisfaction measures for application to police organizations is limited, 

a previously validated, general-purpose police job satisfaction measure is used in this 

dissertation.  The job satisfaction measure used in this study consists of 23 facet-specific 

job items and 1 overall job satisfaction item, which are most frequently cited in the 

organizational behavior and/or job satisfaction literature.  All items for this measure are 

located in Appendix B.  Responses indicating job satisfaction levels are specified on an 

interval Likert scale ranging from 1, extremely dissatisfied, to 5, extremely satisfied, for each 

item following the question stem: How satisfied are you with__________________________.  

Four questions representing a facet-free approach are included in the questionnaire.  

Respondents are asked to rate these items based on how strongly they agree with each 

statement.  These statements are: 

1. Overall, I am satisfied with my job. (Reverse-coded) 

2. If I could change police departments without losing seniority or benefits, I would. 

3. If I received an offer for a better paying job outside of policing I would immediately 
accept it. 

4. Given the opportunity, I would retire early to start my own business. 

The validity of the questionnaire is represented in several ways.  On its face, the 

instrument measures the job satisfaction concept, as demonstrated by comparing the 

instrument to previously validated job satisfaction instruments and by obtaining the input 

of academic experts, police psychologists, and professional police officers.  Criterion-

related validity is established in previous studies where the items predict how long 

individuals remain in policing (Dantzker, 1994).  Content validity is supported in that the 
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instrument represents overall job satisfaction as well as satisfaction with multiple facets of 

police work, as indicated in both individual item analysis and subscale item analysis.  The 

significant correlation between items of the job satisfaction measure and intention to 

change police departments, correlations ranging from -.14 to -.38 (p = .001), or accept an 

offer outside of policing, correlations ranging from -.14 to -.33 (p = .001), provides further 

evidence of content validity in previous studies (Dantzker, 1994).    

The instrument also demonstrates consistency across test populations through 

comparison of similar mean scores, item-to-item and item-to-scale comparisons, and 

Cronbach’s alpha statistical tests (.90), indicating reliability of the measure (Dantzker, 

1993, 1994).  The Cronbach’s alpha scores for four sub-scales of this measure in Dantzker’s 

(1993) study are .80 for general administration, .78 for extras, .77 for job, and  .89 for 

equipment.  Items related to the general administration scale include the measure of 

satisfaction to community relations, interdepartmental transfer, in-service training, top 

administrators, off duty job policy, efficiency evaluations, grievance process, educational 

requirements for recruits, and promotional procedures.   Items related to the extras 

subscale include insurance, retirement, pay, benefits, educational incentives, and overtime 

compensation.  The job subscale is comprised of items relating to general duties, current 

assignment, report-making system, supervisory support, supervisory consultation 

availability, and supervisor assistance.   The equipment subscale consists of two items 

representing the quality and availability of equipment.  

Moderating Variables  

The moderating variables in this dissertation are coping, transformational 

leadership behaviors, and crisis.  When available, validated items from previous research 
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studies were used with permission (Endler & Parker, 1999; Podsakoff et al., 1990).  Items 

were created when not available in the literature.  Consent from the authors who 

developed these measures was obtained.  . 

Coping. 

Coping is dynamic cognitive and behavioral effort, exhorted by an individual, to 

manage both internal and external demands of transactions that strain, or surpass, an 

individual’s resources (Folkman, Lazarus, Dunkel-Schetter, Delongis & Gruen, 1986; 

Lazarus & Folkman, 1984; Latack & Havlovic, 1992).  In accordance with theoretical and 

empirical support, three coping dimensions including task-focused, person-focused, and 

avoidance coping are measured by using the Coping Inventory for Stressful Situations 

(CISS) with permission (Endler & Parker, 1999).  The CISS was developed because of a lack 

of relative consensus among researchers focusing on coping, the need for a reliable and 

valid coping measure to test the interaction model of stress and anxiety, and the 

psychometric weakness of many of the existing scales including low reliabilities, lack of 

empirical support, and unstable factor structure (Endler & Parker, 1999).   

A general consensus in the coping literature of the basic distinction between 

problem-focused and emotion-focused coping exists, as most coping measures include 

scales assessing these two dimensions (e.g., Billings & Moos, 1981, 1984; Folkman & 

Lazarus, 1980, 1985, 1986; Parker & Endler, 1999; Pearlin & Schooler, 1978).  A third 

coping strategy is identified as avoidance coping (e.g., Endler & Parker, 1990, 1994, 1999).  

Previous factor analysis for all three scales indicate only one factor greater than unity exist 

for each of the task and emotion dimensions, but two subscales exist for the avoidance 

dimension, namely distraction (eight items) and social diversion (five items).  
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The 48-item CISS includes 16 items per dimension.  Examples of task-focused items 

are 1) Schedule my time better, and 2) Focus on the problem and see how I can solve it.  

Items representing the emotion-focused coping strategies include 1) Preoccupied with 

aches and pains, and 2) Blame myself for having gotten into this situation.  Avoidance items 

include 1) Think about the good times I’ve had, and 2) Try to be with other people.  

Respondents are asked to read each item and indicate how much they engage in these 

types of activities when they encounter a difficult, stressful, or upsetting situation.  

Responses are recorded on an interval Likert format response ranging from 1 = not at all to 

5 = very much.   

Psychometric properties associated with the adult version of the CISS from previous 

studies are discussed next.  Discussion of the psychometric properties for the adolescent 

version is omitted, however, because only the adult version of the CISS is used in this 

dissertation.  Internal consistency, the extent to which all items are measuring the same 

constructs (Cronbach, 1951), of the scale’s items is assessed with Cronbach’s alpha.   

When tested on normative groups such as adults, undergraduate students, 

psychiatric patients, early adolescents, and late adolescents, the alpha coefficients from 

previous studies are satisfactory (e.g., Endler & Parker, 1999).  The alphas range from .87 

for female adolescents to .92 for early male adolescents for the task scale, .82 for male 

psychiatric patients to .90 for adult male for the emotion scale, .76 for female psychiatric 

patients to .85 for male undergraduates for the avoidance scale.  Test-retest reliabilities 

conducted over a six-week period are moderate to high with the task and emotion scales 

exhibiting the highest reliabilities (≥ .68) and avoidance exhibiting moderate reliability (≥ 

.54) for both males and females, indicating the CISS scales are stable over time.  Patterns of 
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the corrected item-remainder correlations represented by correlations between the item 

and the sum of the other remaining items in the scales are similar across the normative 

samples (0.27 to 0.71 for the task scale, 0.14 to 0.68 for the emotion scale, and 0.12 to 0.65 

for the avoidance scale).   

A similar pattern exists for the inter-item correlations ranging from .30 to .39 for the 

task scale, .23 to .35 for the emotion scale, and .22 to .26 for the avoidance scale.  Mean 

inter-item correlations greater than .25 indicate multidimensional scales (Briggs & Cheek, 

1986), which could explain lower mean inter-item correlations for the avoidance scale than 

for either the task or emotion scales.  The results of the item remainder and inter-item 

correlations provide support for the internal stability of the CISS scales.  Further tests for 

reliability and validity were conducted during the pilot study.   

Transformational leader behaviors. 

Transformational leader behaviors are those influencing followers values, activating 

followers higher-order needs, and motivating followers to selfless action on behalf of the 

leader’s organization (Bass, 1985; Podsakoff, MacKenzie & Bommer, 1996: 259-260; Yukl, 

1989).  Six key transformational behaviors include 1) identifying and articulating a vision, 

2) providing an appropriate model, 3) fostering the acceptance of group goals, 4) having 

high performance expectations of followers, 5) providing individualized support, and 6) 

intellectual stimulation (Podsakoff et al., 1990).  Because transformational leader behaviors 

are believed to augment effects of transactional leader behavior on employee outcomes 

(Bass, 1985; Podsakoff et al., 1990), transactional leader behavior should be measured in 

conjunction with transformational leader behaviors.  Scales measuring both 

transformational and transactional leader behaviors are adopted with permission from 
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Podsakoff et al.’s (1990) study of the effects of transformational leader behaviors on 

followers trust in leader, satisfaction and OCBs.  Transformational leader behavior 

dimensions are represented by six first-order factors and transactional leader behavior is 

represented by one first-order factor in this dissertation.   

For the purpose of this dissertation, police officers are asked to rate how accurately 

each statement describes their superior at the rank of Captain or above, or the nearest 

equivalent.  Responses are indicated in an interval Likert format ranging from 1 = strongly 

disagree to 5 = strongly agree.  Five contingent reward items are used to measure 

transactional leader behavior.  Examples of these items include 1) Always gives me positive 

feedback when I perform well and 2) Gives me special recognition when my work is very 

good.  

Transformational leader behaviors are represented by six dimensions, three of 

which comprise core transformational leader behaviors (Podsakoff et al., 1990).  Examples 

of items representing the identifying and articulating a vision dimension include 1) Has a 

clear understanding of where we are going and 2) Paints an interesting picture of the 

future for our group.  Items from the providing an appropriate model dimension include 1) 

Leads by “doing” rather than simply by “telling” and 2) Provides a good model for me to 

follow.  Examples from the fostering the acceptance of group goals dimension are 1) 

Fosters collaboration among work groups and 2) Encourages employees to be “team 

players”.  Items from the high performance expectations and providing individualized 

support dimensions are represented by 1) Shows us that he/she expects a lot from us and 

2) Insists on only the best performance, and 1) Acts without considering my feelings 

(reverse coded) and 2) Shows respect for my personal feelings, respectively.  Finally, 
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examples of items from the intellectual stimulation dimension include 1) Challenges me to 

think about old problems in new ways and 2) Asks questions that prompt me to think.  All 

items for each of the six transformational leader behavior dimensions and the transactional 

leader behavior dimension are located in Appendix B.   

Psychometric properties of the scales developed in the Podsakoff et al. (1990) study 

were reviewed and discussion of the results follows.  Separate confirmatory factor analyses 

were conducted to evaluate the factor structure of the scales.  An overall confirmatory 

factor analysis was conducted to simultaneously assess the convergent and discriminant 

validities of all constructs in the Podsakoff et al. study.  Covariance structure analysis 

procedures were then used to assess any augmentation effects of transformational leader 

behaviors over transactional behaviors and to examine potential mediating relationships 

among variables in the study.   

All seven of the leader behaviors load significantly on Podsakoff et al.’s hypothesized 

factors, meeting the criterion for discriminant validity, and all correlations are significant 

and less than 1.00 (Podsakoff et al., 1990).  Factor intercorrelations for identifying and 

articulating a vision, providing an appropriate model, and fostering the acceptance of group 

goals are all high (approaching or exceeding .90) showing these three behaviors may be 

indicators of an underlying core transformational leader dimension.  Further analysis 

indicates these three factors load significantly on a core transformational leader factor (TLI 

= .97).   

Discriminant validity for the Podsakoff et al. (1990) study is assessed through an 

overall confirmatory factor analysis, and by examining the factor intercorrelations.  With all 

measures examined simultaneously, the twelve-factor solution is supported (TLI = .92).  
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Moreover, internal consistency is indicated by alpha for all transformational leadership 

factors meeting or exceeding Nunnally and Bernstein’s (1994) recommended threshold of 

.70 for newly developed scales.  Reliability alphas are .87 for the three core 

transformational behavior items, .78 for the three items representing high performance 

expectations, .90 for the four items representing providing individualized support, .91 for 

the four items representing intellectual stimulation, and .92 for the five items representing 

transactional leader behaviors.  These reliability scores provide support for internal 

consistency of the transformational leader behavior scales.  

All individual tests of the correlations are significantly less than 1.00 revealing all 

constructs are distinct (Podsakoff et al., 1990).  In accordance with Bass’ (1985) theoretical 

reasoning, the core transformational leadership construct is highly correlated with 

intellectual stimulation.  Bass reports high correlations between intellectual stimulation 

and charismatic leadership and suggests articulating and propagating new ideas and beliefs 

are associated with the core transformational leadership construct which may be a focal 

determinant of the intellectual stimulation of followers (Podsakoff et al., 1990).  Thus, high 

intercorrelation between these constructs is expected.      

Crisis. 

A crisis is a consequential psychosocial stressor event likely to produce a significant 

disruptive imbalance between environmental demands and the response capability of the 

individual (McGrath, 1970).  Because no measures involving crisis were found in the 

literature, crisis items were developed for this dissertation.  To identify whether their 

departments were exposed to a crisis, respondents were provided a definition of a crisis 

along with some recent examples of crisis events affecting law enforcement agencies.  
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Respondents were then asked whether or not they were exposed to a crisis event within 

the past six months indicated by a 1 (yes), or a 2 (no) dichotomous response, followed by a 

description response of the crisis in five words or less.  Examples of such crisis include a 

hurricane, earthquake, or inmate or civilian riot.  Three items each are used to identify the 

extent to which the crisis, if experienced, affects respondent's jobs and personal lives on a 

Likert response scale ranging from 1, not affected, to 5, strongly affected.  Validity and 

reliability of the crisis items were assessed in the pilot study.    

Additional Relationships 

Additional variables evaluated in this dissertation are personality and emotional 

dissonance.  When available, validated items from previous research studies were used 

with permission (Hite, 2009; IPIP, 2009; Zaph, 2009).  Items were created when not 

available in the literature.  Consent from the authors who developed these measures was 

obtained.   

Personality. 

Personality is defined as the most significant manner in which individuals diverge in 

their stable emotional, interpersonal, and motivational styles (McCrae & John, 1992).  

Scales measuring personality are adapted from the International Personality Item Pool: A 

scientific Collaboratory for the Development of Advanced Measures of Personality and 

Other Individual Differences (IPIP) website (Finholt & Olson, 1997).  Written permission is 

not required to use these scales (http://ipip.ori.org).  Items from the IPIP are used because 

access to valid and reliable measures of individual differences, developed conjointly among 

scientists worldwide, is readily available in the public domain. 
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Modified items from the 50-item IPIP representation of Costa and McCrae’s (1992) 

five NEO Personality Inventory domains are measured on an interval Likert response 

format scale ranging from 1 = very inaccurate to 5 = very accurate.  Six items from each of 

the Big 5 dimensions are used to total 30 items (e.g., Hite, 2009).  Examples of items from 

the openness dimension are 1) I have a vivid imagination and 2) I am full of ideas.  

Examples from the conscientiousness dimension include 1) I am always prepared and 2) I 

pay attention to details.  Examples of items from both the extraversion and agreeableness 

dimensions include 1) I am comfortable around people and 2) I start conversations, and 1) 

I sympathize with others feelings and 2) I take time out for others, respectively.  Finally, 

examples from the neuroticism dimension include items such as 1) I get stressed out easily 

and 2) I worry about things.   

Reliability estimates, determined by Cronbach’s alpha, from a previously validated 

measure of IPIP items (e.g., Hite, 2009) for openness and conscientiousness are .84 and .79 

respectively.  The reliability estimates for the remaining dimensions are .87 for 

extraversion, .82 for agreeableness, and .86 for neuroticism.  Reliability estimates are 

assessed in the pilot study for the modified scales used in this study.  A full list of the items 

representing the personality dimension is provided in Appendix B.   

 Emotional dissonance. 

Emotional dissonance is the structural discrepancy between felt emotions and the 

appropriate display of required emotions displayed in the working context (Hochschild, 

1983; Zapf, 2002; Zapf, 2002; Zapf, Vogt, Siefert, Mertini, & Isic, 1999).  Six items for 

emotional dissonance were adapted with permission from a larger study on emotion work 

(Zapf Vogt, Siefert, Mertini & Isic, 1999).  Respondents are asked how often they are 
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confronted with the following situations during their work and responses are indicated on 

an interval Likert response scale ranging from 1 = never to 5 = always.  Examples of 

statements include:  1) Having to show certain feelings to civilians or inmates that do not 

correspond to the way you feel at the moment and 2) I can openly display my true feelings 

at work (reverse coded).   

Moderate to strong correlations between emotional dissonance and psychological 

strain and well-being (.24 to .48) provides evidence of validity from previous studies (Vagg 

et al., 1999).  Cronbach’s alpha for three individual items in the Vagg et al., (1999) study are 

.90, .78, and .79, and Cronbach’s alpha is .79 for all items in a study by Zapf et al. (2001).   

Reliability estimates for all items used in this dissertation are estimated in the pilot study.  

A list of the emotional dissonance items is located in Appendix B.   

Control Variables 

It is important to control for variables possibly providing alternative explanations 

for variance.  Gender in policing is such a variable.   Men and women differ in the influence 

of various stress factors on variables such as career commitment, psychological strain, and 

depression (Liu, Spector, & Shi, 2008; Wolfgang, 1995).  Specifically, men find lack of 

participation and interdepartmental conflict more stressful than women, and women find 

inadequate salary, insufficient personal time, and competition for advancement more 

stressful (Liu et al., 2008).  Researchers also find men and women differ in both the 

severity and frequency of reported stress, and men and women appraise job stressors and 

stress symptoms differently (Geller & Hobfoll, 1994; Murphy, Beaton, Cain, & Pike, 1994; 

Spielberger & Reheiser, 1994; Xie & Johns, 1995). For example, men report lower levels of 

job demands and experience less job distress such as physical, emotional, and mental 
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exhaustion (Geller & Hobfoll, 1994; Hochwarter, Perrewe, & Dawkins, 1995).  In addition, 

gender and occupation interact to predict job stressors and strains (Liu et al., 2008).   

Race is also of interest when controlling for potentially extraneous variables.  

Research findings indicate both race and gender influence general behavior patterns in 

police departments, officer assignments, and the perception among police officers of how 

one is treated by peers (Dodge & Pogrebin, 2001; Kohan & Mazmanian, 2003; Martin, 

1994).  Researchers also investigate how gender, sexual orientation, class, and race interact 

to affect work environments of police officers (Burgess-Proctor, 2006; Barak, Flavin, & 

Leighton, 2007; Kohan & Mazmanian, 2003).  Race, class, and gender influence gender 

interactions, officer conduct, and general organizational behavior (Martin, 1994).  Martin 

found the historical context of policing as both White and male guided interactions 

between women police officers, between men and women police officers, and between 

Black and White police officers.  This context influenced the gendering process as well, as 

men police officers treated women police officers and Black police officers as objects of 

sexual desire or glorified secretaries and as a source of labor, respectively. 

Researchers also find respondents from police departments differ in age (Kohan & 

Mazmanian, 2003; Violanti & Aron, 1993, 1995).  While age explains neither a significant 

amount of variance on any given measure nor group difference in Kohan and Mazmanian’s 

study of burnout and OCB among police officers, age is directly related to rank because 

officers achieve promotion in rank over time, and both age and rank explain variance in 

police studies (Violanti, 1981; Violanti & Aron, 1993, 1995).  In accordance with previous 

police research, gender, race, age, rank and organizational size are included as control 

variables in this dissertation (e.g., Kohan & Mazmanian, 2003; Liu et al., 2008; Martin, 
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1994; Spielberger & Reheiser, 1994; Violanti, 1981; Violanti & Aron, 1993, 1995; Xie, 1996; 

Xie & Johns, 1995). 

Theoretical Population 

Police officers are engaged in an occupation that is, by virtue of the job, inherently 

risky.  Police are affected differently by stress than are individuals performing in less-risky 

jobs (Deschamps, Pagnon-Badiner, Marchand & Merle, 2003).  Police officers engaged in 

daily policing activities are the target population for this study.   

Accessible Population 

The sample drawn from the target population is comprised of officers from multiple 

police agencies located throughout the south to southwestern region of the US.  Three 

agencies, with which previous working relationships with the author of this dissertation 

exist, were contacted to participate in this study.  Selection of agencies within regional 

proximity to participating agencies is necessary to ensure cost effective data collection.  

Three additional agencies within regional proximity, with which the author was not 

affiliated, were also contacted with a request to participate in the study.  One of those 

agencies declined to participate due to current involvement with another study.  The other 

two agencies agreed to participate.   

Statistical Power, Effect Size, and Sample Size 

A power analysis assists in determining the necessary minimum sample size to 

detect a specific effect size given acceptable alpha levels for this dissertation (Cohen, 1988).  

Four variables are involved in statistical inference for power analysis including significance 

criterion or alpha (α = .05), sample size (N), population, effect size (ES), and statistical 

power (Cohen, 1992).  The risk of committing a Type I error, which is mistakenly rejecting 
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the null (H0) hypothesis, is represented by α, the maximum risk associated with such a 

rejection.  For the purpose of this dissertation, α is set at .05.   

The statistical power, the probability of rejecting a false H0, associated with a 

significance test reflects the long-term probability of rejecting H0, given ES, α, and N.  When 

ES ≠ 0, H0 is false.  Failure to reject H0 under these circumstances may result in a Type II, or 

β, error, and 1 – β, represents power.  In this dissertation, the ideal power is specified at .80 

(so β = .20) because a materially smaller value greatly increases the risk of a Type II error 

and a materially larger value may result in an N exceeding allocated resources for this 

study.  While a power of .80 is the ideal goal for this study, a more realistic power of .50 is 

also acceptable.   

Specification of ES, the degree to which H0 is believed to be false, is often the most 

difficult part of power analysis.  ES is indexed by the discrepancy between H0 and H1, the 

alternate hypothesis, for statistical tests, all of which are scale free and continuous ranging 

from zero upward (Cohen, 1992).  For all statistical tests, the H0 have ES = 0.  Having some 

idea of the scale for each test is necessary to understand the ES index’s meaning.  Thus, 

small (.02), medium (.15), and large values (.30) that are approximately consistent values 

across indexes for each test are the proposed conventions of ES (Cohen, 1988, 1992).  

According to Cohen (1992) a medium ES represents an effect likely to be visible to the 

naked eye of a careful observer and it represents the average size of observed effects in 

various fields.  The small and large ES are distally equal from the medium ES, so as to be 

noticeably, but not trivially, smaller and larger than the medium ES.  For the purpose of this 

dissertation, a medium ES (.15) is used.  Because of advances in statistical processing 

software capabilities the use of statistical software to calculate sample size a priori is 
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appropriate (Cohen, 1992).  The statistical software G*POWER (v. 3) is used to determine 

the appropriate sample size for this study (Faul, Erdfelder, Buchner, & Lang, 2009; Faul, 

Erdfelder, Lang, & Buchner, 2007).   

The F test, for the family of tests in multiple regression analysis (Omnibus R2 

deviation from zero) is used to determine the minimum sample size for a power of .95 and 

.99 with a medium effect size of .15 and α = .05.  One reason for the use of a medium effect 

size is due to the sensitivity of some statistics to large sample sizes (Cohen, 1992).  A small 

effect size (.02) is very difficult to detect and will require a sample of 1050 for a power of 

.95 and 1409 for a power of .99.  A medium effect size (.15) requires a sample size of 146 

and 194 with power of .95 and .99 respectively.  With a medium effect size (.15) and power 

of .95 (α = .05), a sample of 146 is required for the final study.   The central and non-central 

distributions of this calculation are plotted in Figure 5. 

 
Figure 5.  Central and non-central distribution for sample size calculation. 

The traditional formula used to calculate a sample size in a power analysis is n = (λ / 

f2) + (k + 1), where n = sample size, λ = table value for α = .05, f2 = ES index, k = number of 

independent variables (Cohen, 1988; Cohen, Cohen, West, & Aiken, 2003).  Using this 

calculation as a crosscheck for power, a medium effect size (.15) requires a sample size of 
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147 and 194 with power of .95 and .99 respectively.  This calculation is consistent with the 

G*POWER (v.3) computer generated sample size.  The calculations for power using this 

formula for α = .05 and α = .01 are presented in Table 13.   

Table 13 

Calculations for Sample Size 

α Calculation [n = (λ / f2) + (k + 1)] 

α =  .05 

Power = .95 

[146.3333 = (20.9/.15) + (6 + 1)] 

Power = .99 

[193.6667 = (28/.15) + (6 + 1)] 

α =  .01 

Power = .95 

[187= (27/.15) + (6 + 1)] 

Power = .99 

[240.3333 = (35/.15) + (6 + 1)] 

Pilot Study 

A pilot was conducted in early January 2010.  A police agency in North-central Texas 

agreed to participate in the study.  Officers were asked by the principle investigator to 

complete the survey at an in-service training event and were given time on-duty to 

complete the survey.  Completed surveys were collected that day.  The survey contained 

two raffle tickets with identical numbers, one of which was returned with the completed 

survey.  A drawing for a $100 cash award was conducted two-weeks after the survey was 

completed.  Data collected from the pilot study was used to make necessary adjustments to 

the survey in preparation for the final study, scheduled for spring 2010.   

169



   

  

Data Analysis 

Demographic Characteristics of the Pilot Study Sample 

Items typically used in survey research measured a number of demographic 

characteristics.  These items include gender, ethnicity, age, marital status and number of 

children at home, education, department location, department type, department size 

indicted by the number of sworn officers, rank, years of experience, and present duty 

status.  Over 87% of the respondents in this study are male.   With respect to ethnicity, 68% 

of the respondents characterize themselves as non-Hispanic White, 17.1% as Hispanic, and 

14.6% as African-American or other.  Most of the officers (63.4%) on the department are 

between the ages of 25 and 38 and 22% are over 45.  Most of the respondents are married 

(61%), have at least some college education (70.7%), and 48.7% have earned an 

undergraduate college degree or higher.  The majority of respondents are ranked as 

officers (75.6%), have less than 10 years of experience (61%), and serve as patrol officers 

(65.9%).  Characteristics of the sample for the pilot study are presented in Table 14. 

Table 14 

 Demographic Characteristics of the Pilot Study Sample 

Characteristic N % 

Gender Male 36 87.8 
Female 5 12.3 

Ethnicity 

White (non-Hispanic) 28 68.3 
African-American 1 2.4 
Hispanic 7 17.1 
Other 5 12.2 

Age 

18-24 1 2.4 
25-31 12 29.3 
32-38 14 34.1 
39-45 5 12.2 
Over 45 9 22.0 

(table continues) 
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Table 14 (continued). 

Characteristic N % 

Marital status 

Single 10 24.4 
Married 25 61.0 
Divorced  5 12.2 
Separated 1 2.1 
Widowed 0 0.0 

Number of Children 
at Home 

0 18 43.9 
1 8 19.5 
2 12 29.3 
3 2 4.9 
4+ 1 2.4 

Education 

Some high school 0 0.0 
High school graduate 6 14.6 
Some undergraduate college 15 36.6 
College degree 14 34.1 
Some master courses 3 7.3 
Master degree 3 7.3 
Some doctoral courses 0 0.0 
Doctoral degree 0 0.0 

Degree Earned 

Associate 3 7.3 
Bachelor 17 41.5 
Master 3 7.3 
Doctorate 1 0.03 

Department Location 
Urban 21 51.2 
Suburban 20 48.8 
Rural 0 0.0 

Type of Department 

City 0 0.0 
County 0 0.0 
State 2 4.9 
University 39 95.1 
Federal 0 0.0 
Other 0 0.0 

Number of Sworn 
Officers 

<10 0 0.0 
11-50 24 58.5 
51-100 16 39.0 
101-500 0 0.0 
>500 0 0.0 

Current Rank 

Officer/Deputy 31 75.6 
Sergeant 7 17.1 
Lieutenant 2 4.9 
Captain 1 2.4 
Chief or Higher 0.0 0.0 

(table continues) 
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Table 14 (continued). 

Characteristic N % 

Patrol Trained Yes 41 100.0 
No 0  

Years of Experience 
in Policing 

1-5 16 39.0 
6-10 9 22.0 
11-15 5 12.2 
16-25 7 17.1 
Over 25 4 9.8 

Present Duties 

Custody 4 9.8 
Patrol/Traffic 27 65.9 
Investigative 3 7.3 
Administrative 7 17.1 
Other 0 0.0 

 

Descriptive Statistics 

Descriptive analyses included evaluation of the means, standard deviations, and 

reliabilities for each scale after outliers and extreme scores greater than three standard 

deviations above or below the mean were removed (Tabachnick & Fidell, 1996).  Because 

participants were from the same police agency for the pilot study, organizational 

differences were not assessed. 

Factor Analysis 

Exploratory factor analysis (EFA) was conducted for newly developed or modified 

scales and where dimensions of a variable were assessed.  As a conservative heuristic, 

items with a loading smaller than 0.5 on any factor were deleted.   The Kaiser (1960) 

eigenvalue-one criterion was used to identify the appropriate number of factors.  A Cattell’s 

scree plot was used to further support the factor structure of the data.     

Hierarchical Regression Analysis 

Once the descriptive statistics were analyzed and the factor structure of the data 
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confirmed, hierarchical regression analysis was used to test the hypotheses proposed in 

Chapter 2.  Data were entered into the regression equation in predetermined order to 

determine the relationships among the predictor variables.  Hierarchical regression 

analysis allows the researcher to determine the order in which the variables are entered 

into the equation and provides F-tests to compute the significance of each subsequent 

variable to the change in variance reflected by R-square.  

Hierarchical regression is used because the order in which the variables are entered 

into the equation is theoretically important.  For example, theory on stress and coping 

indicates individuals engage in coping behaviors after being exposed to stressors (Endler & 

Parker, 1990, 1999; Lazarus, 1966; Lazarus & Folkman, 1984).  Coping, however, is 

predicated upon both the personality of the individual and level of emotional dissonance 

experienced as a result of police work.   Thus, the relationship between emotional 

dissonance and coping and that between personality and coping is assessed in separate 

analyses.  The entry order of variables for the hierarchical regression indicates stress must 

be entered first, followed by the individual moderating variables.  The interaction terms of 

stress and each moderating variable, coping, transformational leadership, and crisis, are 

then entered into the regression.   

Barron and Kenny’s (1986) test of moderation is used to test the moderated 

relationships in this model.  Moderators function as third variables, which partition the 

independent variable into subgroups, and establish domains of the independent variable’s 

maximum effectiveness with respect to specific dependent variables.  More specifically, the 

relationship between two variables is moderated when it is dependent upon a third 

variable, which affects the direction or strength of the dependent and independent variable 
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relationship.  The moderator effect is represented as an interaction between the 

independent variable and a factor that specifies conditions for its operation.  In the 

following equations, the role of Z1-3 as moderators is evaluated by assessing the parameter 

estimate of the interaction term (β7-12) and the F-test statistic associated with Hierarchical 

Regression analysis for the respective interaction terms.  Because the pilot study was 

conducted for the primarily purpose of testing the validity and functionality of the data 

collection instrument, an overall regression model was used to assess potential 

relationships.  Individual regression analyses are assessed in Chapter 4.  The following 

regression equations represent the regression models tested for each dependent variable: 

Y1 = β0 + β1X1 + β2Z1 + β3Z2 + β4Z3 + β5(X1Z1)+ β6(X1Z2) + β7(X1Z3) + β8(X1Z1Z2) + β9(X1Z1Z3) 

+ β10(X1Z2Z3) + β11(X1Z3Z3)  + β12(X1Z1Z2Z3) + e 

Y2 = β0 + β1X1 + β2Z1 + β3Z2 + β4Z3 + β5(X1Z1)+ β6(X1Z2) + β7(X1Z3) + β8(X1Z1Z2) + β9(X1Z1Z3) 

+ β10(X1Z2Z3) + β11(X1Z3Z3)  + β12(X1Z1Z2Z3) + e 

Y3 = β0 + β1X1 + β2Z1 + β3Z2 + β4Z3 + β5(X1Z1)+ β6(X1Z2) + β7(X1Z3) + β8(X1Z1Z2) + β9(X1Z1Z3) 

+ β10(X1Z2Z3) + β11(X1Z3Z3)  + β12(X1Z1Z2Z3) + e 

Where: 
Y1-3 = Dependent Variables 
 Y1 = OCB 
 Y2 = Burnout 
 Y3 = Satisfaction 
X = Independent Variable 
 X1 = Stress  

 
Z1-3 = Moderating Variables 
 Z1 = Coping 
 Z2 = Leadership 
 Z3 = Crisis 
β1..i = coefficient weight  
e = error term 

 
 Separate analyses are used to evaluate the relationships of emotional dissonance 

and personality with coping.  In these analyses, emotional dissonance and personality are 

predictor variables, and coping along with each coping dimension, are the criterion 

variables.  The regression equations for each analysis are presented in Table 15. 
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Table 15 

Regression Equations for Coping, Emotional Dissonance, and Personality 

 Y4 = β0 + β1X2...10 + e 

Y5 = β0 + β1X2...10 + e 

Y6 = β0 + β1X2...10 + e 

Y7 = β0 + β1X2...10 + e 

Where: 
Y1-3 = Dependent Variables 
 Y1 = OCB 
 Y2 = Burnout 
 Y3 = Satisfaction 

X = Independent Variable 
 X2 = Emotional Dissonance  
 X3 = Spectator 
  X4 = Insecure 
       X5 = Skeptic 
       X6 = Brooder 
       X7 = Hedonist 
 X8 = Impulsive 
 X9 = Entrepreneur 
 X10 = Complicated 

β1..i = coefficient weight  
e = error term 

 

Pilot Study Analysis 

 A pilot study provides valuable information prior to conducting the main study.  The 

pilot study in this dissertation was conducted for the following reasons.  First, the pilot 

study was used to review data collection procedures.  It was important to assess the 

receptiveness and response rate of police officers to this study.  The pilot study facilitated 

this goal.  Second, the pilot study provided the opportunity to test the survey items and the 

venue for data collection.  For example, I found that response rates are highest if data are 

collected during in-service training or briefings.  Follow-up interviews with respondents 

also provided valuable information regarding the clarity of the items used in the survey.  

Finally, the pilot study provided vital information regarding the necessary power and 

sample size for the main study.  Analysis of the hypothesized relationships among 
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aggregate variables also provided some insight into potential findings.  It is important to 

note that the small sample used in the pilot study was insufficient to provide adequate 

power, and interpretation of findings associated with this pilot study should be considered 

with caution.   

Analytical Procedures 

Prior to evaluating the relationships among the variables, the descriptive statistics 

and psychometric properties of the data were analyzed.  In order to evaluate the factor 

structure of newly developed or modified scales and for variables where dimensionality 

played a part in the analysis, separate factor analyses were conducted for police stress, 

coping, and emotional dissonance.   Next, analysis of bivariate correlations was conducted 

to simultaneously assess the convergent and discriminant validity of all constructs.  

Following this evaluation, a hierarchical regression analysis was conducted to determine 

whether stress influences OCB, burnout, and job satisfaction, and to what extent these 

relationships are moderated by coping, transformational leadership, and the occurrence of 

a crisis event.  Independent regressions were used to evaluate the relationships between 

personality and coping, and emotional dissonance and coping.    

Characteristics of the Data  

The returned surveys were first inspected for anomalies and outliers.  The data 

were coded and subjected to statistical tests for normality, kurtosis, and autocorrelation.  

Descriptive statistics and tests for normality, constancy of variance, heterogeneity, and 

independence were performed.  Visual inspection of the plots of the standardized residuals 

indicates that the data are within expected ranges.  Specifically, residuals-versus-fitted-

values plots support constant variance; normal probability plots indicate an approximately 
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normal distribution of the residuals; histograms of the residuals confirm an approximately 

normal distribution of the residuals, and the residuals-versus-order-of-the-data plot 

indicates multicollinearity is not an issue. 

Formal tests of the regression assumptions were then performed.  Results from 

Leven’s tests for constant variance indicate that all residuals appear to have constant 

variance (p > 0.01).  Runs test for randomness of the residuals indicate that residuals for 

the aggregate variables are randomly distributed (p > 0.01).  Anderson-Darling normality 

tests indicate that variables are normally distributed at p > 0.01.  Durbin-Watson statistics 

are within acceptable range ( < 1.15) for all criterion variables indicating no first-order 

autocorrelation in the residuals. 

Factor Analysis 

Factor analysis is used to reduce the set of observed variables to a small number of 

latent factors in order to analyze the relationships among the items used in the survey.  The 

factor analysis for the items associated with variables in this study is predicated on the 

assumption that there are predetermined factors accounting for the correlations among the 

observed items.  The factor structures of existing scales used in this study are well 

established and the measures are deemed valid and reliable.  Moreover, aggregate OCB, 

burnout, job satisfaction, and transformational leadership scales were used to evaluate 

relationships in this study.  The single factor structure of these variables is excluded from 

the factor analysis discussion.  The following section centers on newly developed or 

modified scales, or circumstances where the dimensionality of a variable is directly tested.  

Results from the individual factor analysis for police stress, coping, emotional dissonance, 

personality, and crisis variables are assessed next.   
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Police stress. 

The police stress survey was modified, with permission from the author, to create a 

more streamlined instrument.  Thus, it is necessary to factor analyze responses based on 

the new format.  The following discussion provides information about the EFA conducted 

on the police stress items used in this survey. 

A principle component factor analysis of the police stress items with eigenvalues 

greater than 1 yielded a 13-factor structure.  The factors were rotated using Varimax with 

Kaiser normalization, and as a more conservative heuristic, items with a factor score below 

.5 were suppressed.  The first four factors contained 45 out of the 60 items.  Factor 1 

contained 14 items, factor 2 contained 11 items, factor 3 contained 9 items, factor 4 

contained 7 items, and factor 5 contained 4 items.  All items in factor 1 pertained to 

political, press, administrative, departmental, and supervisory concerns, with the exception 

of two items pertaining to accidents in a patrol car and dealing with family disputes and 

crisis situations.  Police officers are often docked, or ripped, paid days when involved in 

accidents in police vehicles.  This item also cross-loaded on the third factor containing job 

related items.  The wording of the family disputes and crisis question is unclear as to 

whether it pertains to the officer’s family or domestic disturbance calls, which may explain 

why it falls into the first factor containing mostly administrative items.   

Items in the second factor pertain to court leniency, inadequacy of the justice and 

correctional system, and public insults, criticism and apathy toward police.  The third 

factor contains job-related items including those pertaining to incompatible partners, high-

speed chases, confrontations with aggressive crowds, accident in a patrol car, physical 

attacks, use of force, use of deadly force, and exposure to dead or battered children and 
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adults in pain.  The fourth factor contains job-specific items referring to court appearances, 

inactivity, boredom, working alone, and increased responsibility.  One apparently 

administrative item, lack of input into policy decisions, also appeared in the fourth factor.  

Policy decisions often directly affect job-specific duty, which might explain the convergence 

of this item on the fourth factor.   

Of the remaining 15 items, 6 failed to load on any factor with a score of .5 or higher.  

The remaining items pertain to various aspects of police work.  The thirteenth factor 

contained no items with a score of  .5 or higher.  Despite the 13 factor structure, this model 

generally aligns with findings from previous studies supporting a 2-factor model with 

administrative and job related items.  It appears that administrative items in this pilot 

study are either internal to the department, such as supervisors, departmental regulations, 

discipline, and sufficient salary or external to the department, such as the juridical and 

correctional system and public attitudes toward police, which may explain the emergence 

of a third factor.     

The majority of the items characterized by internal and external administrative and 

job-related items loaded on the first three factors.  The 13-factor factor structure differs, 

however, from the 2-factor structure proposed by Spielberger and colleagues (1981).  

Extracting 2-fixed factors and removing non- and cross-loading items yields a 39-item 2-

factor structure (Table 16).   

The first factor consists of external items affecting an officer’s ability to perform his 

or her job including court leniency with criminals and ineffectiveness of the judicial system, 

periods of inactivity, public attitudes toward police, insufficient manpower, and performing 

non-police tasks.   
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Table 16 

 PSS 2-Factor Structure, Rotated Component Matrixa 

 Component 1 Component 2 
PSS5 0.795  
PSS17 0.561  
PSS21 0.749  
PSS22 0.716  
PSS23 0.871  
PSS28 0.541  
PSS29 0.735  
PSS30 0.725  
PSS31 0.875  
PSS33 0.562  
PSS35 0.669  
PSS44 0.573  
PSS45 0.627  
PSS46 0.654  
PSS48 0.852  
PSS50 0.514  
PSS51 0.806  
PSS55 0.602  
PSS56 0.707  
PSS57 0.781  
PSS3  0.551 
PSS4  0.541 
PSS6  0.642 
PSS7  0.857 
PSS9  0.748 
PSS12  0.752 
PSS13  0.801 
PSS18  0.718 
PSS20  0.75 
PSS24  0.726 
PSS34  0.778 
PSS36  0.549 
PSS41  0.609 
PSS42  0.553 
PSS43  0.691 
PSS52  0.636 
PSS53  0.675 
PSS59  0.664 
aRotation converged in 3 iterations.Extraction method: principal component analysis. Rotation method: 
Varimax with Kaiser normalization. 
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This factor also contains job specific items including making arrests alone, exposure to 

adults in pain, and use of force.  The second factor consists of items pertaining to 

administrative functions such as assignment of duties, lack of supervisor, department, or 

fellow officer support, internal and external political pressure, departmental regulations 

and discipline, and lack of participation in the decision-making process.   Loadings from the 

first factor range from 0.514 to 0.875 and loadings from the second factor range from 0.541 

to 0.857.  The factor analysis indicates the two dimensions are distinct indicating the scales 

measure dimensions of police stress.  The correlation matrix for the PSS survey (Table17) 

reveals that items within each factor are moderately correlated indicating convergent 

validity of the scales and items outside each factor exhibit lower correlations, further 

indicating discriminant validity of the scales. 
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Table 17  

Police Stress Survey Correlation Matrix 

 PSS5 PSS17 PSS21 PSS22 PSS23 PSS28 PSS29 PSS30 
PSS5 -        
PSS17 0.323*** -       
PSS21 0.571*** 0.466*** -      
PSS22 0.582*** 0.314** 0.651*** -     
PSS23 0.629*** 0.413*** 0.716*** 0.795*** -    
PSS28 0.261** 0.298** 0.449*** 0.367*** 0.442*** -   
PSS29 0.793*** 0.164 0.463*** 0.659*** 0.652*** 0.362*** -  
PSS30 0.783*** 0.131 0.491*** 0.627*** 0.698*** 0.316** 0.892*** - 
PSS31 0.657*** 0.436*** 0.672*** 0.712*** 0.864*** 0.559*** 0.763*** 0.809*** 
PSS33 0.497*** 0.101 0.464*** 0.521*** 0.441*** 0.4*** 0.57*** 0.543*** 
PSS35 0.564*** 0.339** 0.609*** 0.614*** 0.552*** 0.497*** 0.45*** 0.361*** 
PSS44 0.478*** 0.452*** 0.639*** 0.403*** 0.399*** 0.474*** 0.396*** 0.334** 
PSS45 0.429*** 0.323** 0.522*** 0.381*** 0.569*** 0.322** 0.251* 0.337** 
PSS46 0.572*** 0.513*** 0.715*** 0.537*** 0.493*** 0.43*** 0.387*** 0.32** 
PSS48 0.771*** 0.322** 0.664*** 0.66*** 0.742*** 0.445*** 0.671*** 0.728*** 
PSS50 0.386*** 0.583*** 0.445*** 0.344*** 0.417*** 0.217* 0.219* 0.2* 
PSS51 0.525*** 0.343** 0.592*** 0.681*** 0.857*** 0.451*** 0.493*** 0.596*** 
PSS55 0.636*** 0.202* 0.407*** 0.429*** 0.504*** 0.206* 0.646*** 0.566*** 
PSS56 0.4*** 0.536*** 0.63*** 0.599*** 0.725*** 0.326** 0.357*** 0.302** 
PSS57 0.466*** 0.621*** 0.736*** 0.591*** 0.591*** 0.528*** 0.354*** 0.356*** 
PSS3 -0.04 0.056 0.132 0.133 -0.009 0.168 0.143 0.024 
PSS4 0.492** 0.102 0.328** 0.575*** 0.36*** 0.232* 0.58*** 0.52*** 
PSS6 0.301 0.128 0.47*** 0.489*** 0.493*** 0.572*** 0.336** 0.432*** 
PSS7 0.18 -0.023 0.373** 0.4*** 0.2* 0.144 0.096 0.147 
PSS9 -0.034 -0.278** 0.04 0.31** 0.064 0.036 0.047 0.079 
PSS12 0.131 0.144 0.458*** 0.259* 0.184* 0.208* 0.104 0.159 
PSS13 0.222* 0.313** 0.582*** 0.47*** 0.363*** 0.379*** 0.176* 0.148 
PSS18 0.126 0.165 0.419*** 0.426*** 0.278** 0.3** 0.132 0.169 
PSS20 0.142 0.077 0.4*** 0.382*** 0.29** 0.177* 0.149 0.223* 
PSS24 0.32** 0.23* 0.595*** 0.708*** 0.607*** 0.431*** 0.285** 0.314** 
PSS34 0.219* 0.062 0.362*** 0.569*** 0.226* 0.115 0.144 0.197* 
PSS36 0.246* 0.219* 0.428*** 0.422*** 0.381*** 0.382*** 0.365*** 0.336** 
PSS41 0.32** 0.369*** 0.596*** 0.552*** 0.486*** 0.502*** 0.192* 0.197* 
PSS42 0.41*** -0.034 0.323** 0.354*** 0.242* 0.097 0.417*** 0.378*** 
PSS43 0.169 0.124 0.5*** 0.345** 0.202* 0.279** 0.147 0.196* 
PSS52 0.245* 0.209 0.254* 0.426*** 0.231* 0.324** 0.323** 0.294** 
PSS53 0.13 -0.087 0.419*** 0.377*** 0.2* 0.091 0.087 0.184* 
PSS59 0.235* -0.015 0.281** 0.512*** 0.287** 0.101 0.364*** 0.439*** 

(table c(table continues) 
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Table 17 (continued). 

 PSS31 PSS33 PSS35 PSS44 PSS45 PSS46 PSS48 PSS50 
PSS5         
PSS17         
PSS21         
PSS22         
PSS23         
PSS28         
PSS29         
PSS30         
PSS31 -        
PSS33 0.5*** -       
PSS35 0.488*** 0.686*** -      
PSS44 0.428*** 0.367*** 0.432*** -     
PSS45 0.523*** 0.241* 0.327** 0.393*** -    
PSS46 0.474*** 0.359*** 0.543*** 0.801*** 0.507*** -   
PSS48 0.798*** 0.537*** 0.465*** 0.538*** 0.586*** 0.658*** -  
PSS50 0.318** 0.254* 0.483*** 0.346** 0.152 0.495*** 0.26* - 
PSS51 0.799*** 0.441*** 0.452*** 0.318** 0.562*** 0.441*** 0.84*** 0.334** 
PSS55 0.524*** 0.435*** 0.331** 0.204* 0.414*** 0.36*** 0.656*** 0.2* 
PSS56 0.567*** 0.433*** 0.602*** 0.449*** 0.387*** 0.51*** 0.478*** 0.674*** 
PSS57 0.614*** 0.497*** 0.613*** 0.687*** 0.517*** 0.793*** 0.675*** 0.614*** 
PSS3 0.035 0.176* 0.039 0.307** -0.049 0.196 0.026 -0.096 
PSS4 0.478*** 0.501*** 0.313** 0.348** 0.047 0.36*** 0.413*** 0.077 
PSS6 0.616*** 0.417*** 0.359*** 0.363*** 0.27** 0.355*** 0.458*** 0.22* 
PSS7 0.172* 0.166 0.162 0.173* 0.064 0.36*** 0.249* 0.223* 
PSS9 -0.013 0.351*** 0.269** 0.061 -0.149 0.06 -0.068 0.079 
PSS12 0.182* 0.383*** 0.199* 0.513*** 0.166 0.484*** 0.274** 0.126 
PSS13 0.337** 0.373*** 0.384*** 0.61*** 0.134 0.551*** 0.359** 0.361*** 
PSS18 0.275** 0.304** 0.298** 0.39*** 0.231* 0.489*** 0.301** 0.141 
PSS20 0.238* 0.511*** 0.3** 0.253** 0.159 0.329** 0.281** 0.212* 
PSS24 0.474*** 0.491*** 0.531*** 0.402*** 0.377*** 0.593*** 0.522*** 0.437*** 
PSS34 0.2* 0.295** 0.275** 0.307** 0.202* 0.51*** 0.414*** 0.094 
PSS36 0.421*** 0.425*** 0.349** 0.41*** 0.026 0.309** 0.339** 0.292** 
PSS41 0.344** 0.438*** 0.561*** 0.652*** 0.356*** 0.662*** 0.408*** 0.583*** 
PSS42 0.243* 0.226* 0.069 0.167 0.087 0.302 0.338** 0.09 
PSS43 0.265** 0.244* 0.211* 0.617*** 0.264** 0.713*** 0.382*** 0.235* 
PSS52 0.373*** 0.196* 0.117 0.522*** 0.061 0.423*** 0.386*** 0.278** 
PSS53 0.211* 0.244* 0.129 -0.049 0.001 0.152 0.275** 0.037 
PSS59 0.331** 0.22* 0.153 0.393*** 0.062 0.383*** 0.253* 0.284** 

(table continues) 
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Table 17 (continued). 

 PSS51 PSS55 PSS56 PSS57 PSS3 PSS4 PSS6 PSS7 
PSS5         
PSS17         
PSS21         
PSS22         
PSS23         
PSS28         
PSS29         
PSS30         
PSS31         
PSS33         
PSS35         
PSS44         
PSS45         
PSS46         
PSS48         
PSS50         
PSS51 -        
PSS55 0.511*** -       
PSS56 0.671*** 0.362*** -      
PSS57 0.628*** 0.289** 0.674*** -     
PSS3 -0.038 0.024 0.063 0.014 -    
PSS4 0.24* 0.329** 0.203* 0.289** 0.244* -   
PSS6 0.506*** 0.25* 0.379*** 0.389*** 0.257* 0.575*** -  
PSS7 0.218* 0.276** 0.2* 0.137 0.305** 0.439*** 0.664*** - 
PSS9 0.012 -0.083 0.102 -0.069 0.376*** 0.388*** 0.469*** 0.625*** 
PSS12 0.156 0.183* 0.262** 0.345** 0.361*** 0.451*** 0.444*** 0.562*** 
PSS13 0.35*** 0.208* 0.539*** 0.497*** 0.454*** 0.506*** 0.679*** 0.697*** 
PSS18 0.26* 0.206* 0.175* 0.362*** 0.45*** 0.335** 0.483*** 0.58*** 
PSS20 0.233* 0.319** 0.374*** 0.275** 0.267** 0.468*** 0.522*** 0.648*** 
PSS24 0.607*** 0.265** 0.605*** 0.522*** 0.334** 0.357*** 0.644*** 0.673*** 
PSS34 0.307** 0.264** 0.155 0.326** 0.286** 0.45*** 0.431*** 0.719*** 
PSS36 0.382*** 0.08 0.366*** 0.319** 0.477*** 0.356*** 0.437*** 0.328*** 
PSS41 0.433*** 0.041 0.613*** 0.629*** 0.297** 0.277** 0.513*** 0.475*** 
PSS42 0.141 0.497*** 0.072 -0.022 0.328** 0.497*** 0.371*** 0.637*** 
PSS43 0.193* 0.065 0.197** 0.514*** 0.296** 0.4*** 0.452*** 0.554*** 
PSS52 0.357*** 0.165 0.3** 0.369*** 0.45*** 0.436*** 0.564*** 0.516*** 
PSS53 0.307** 0.298** 0.149 0.113 0.222* 0.43*** 0.559*** 0.777*** 
PSS59 0.191* -0.049 0.206* 0.273 0.311** 0.539*** 0.434*** 0.494*** 

(table continues) 
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Table 17 (continued). 

 PSS9 PSS12 PSS13 PSS18 PSS20 PSS24 PSS34 PSS36 
PSS5         
PSS17         
PSS21         
PSS22         
PSS23         
PSS28         
PSS29         
PSS30         
PSS31         
PSS33         
PSS35         
PSS44         
PSS45         
PSS46         
PSS48         
PSS50         
PSS51         
PSS55         
PSS56         
PSS57         
PSS3         
PSS4         
PSS6         
PSS7         
PSS9 -        
PSS12 0.345** -       
PSS13 0.482*** 0.746*** -      
PSS18 0.503*** 0.572*** 0.539*** -     
PSS20 0.504*** 0.814*** 0.661*** 0.536*** -    
PSS24 0.553*** 0.513*** 0.689*** 0.566*** 0.657*** -   
PSS34 0.497*** 0.575*** 0.551*** 0.601*** 0.602*** 0.7*** -  
PSS36 0.432*** 0.406*** 0.587*** 0.49*** 0.343** 0.528*** 0.292** - 
PSS41 0.417*** 0.524*** 0.728*** 0.459*** 0.515*** 0.816*** 0.461*** 0.563*** 
PSS42 0.295** 0.377*** 0.334** 0.411*** 0.457*** 0.426*** 0.514*** 0.262** 
PSS43 0.363*** 0.633*** 0.598*** 0.511*** 0.523*** 0.556*** 0.628*** 0.302** 
PSS52 0.332*** 0.409*** 0.635*** 0.519*** 0.268*** 0.495*** 0.519*** 0.584*** 
PSS53 0.433*** 0.445*** 0.536*** 0.454*** 0.529*** 0.53*** 0.617*** 0.331** 
PSS59 0.557*** 0.416*** 0.43*** 0.407*** 0.412*** 0.519*** 0.558*** 0.453*** 

(table continues) 
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Table 17 (continued). 

 PSS41 PSS42 PSS43 PSS52 PSS53 PSS59 
PSS5       
PSS17       
PSS21       
PSS22       
PSS23       
PSS28       
PSS29       
PSS30       
PSS31       
PSS33       
PSS35       
PSS44       
PSS45       
PSS46       
PSS48       
PSS50       
PSS51       
PSS55       
PSS56       
PSS57       
PSS3       
PSS4       
PSS6       
PSS7       
PSS9       
PSS12       
PSS13       
PSS18       
PSS20       
PSS24       
PSS34       
PSS36       
PSS41 -      
PSS42 0.221* -     
PSS43 0.572*** 0.248* -    
PSS52 0.49*** 0.349** 0.453*** -   
PSS53 0.206* 0.584*** 0.289** 0.341** -  
PSS59 0.488*** 0.354*** 0.686*** 0.627*** 0.253* - 

Note. White column headers/blue numbers highlight factors.  *Correlation is significant at the 0.05 level 
(2-tailed).  **Correlation is significant at the 0.01 level (2-tailed). 
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Inter-item correlation and reliability coefficients for each police stress factor are 

presented in Table 18.  The bivariate analysis indicates the factors are moderately 

correlated.  The correlation is significantly less than 1.00 indicating the factors are distinct. 

The Cronbach’s alpha statistic indicates the scales are reliable.    

Table 18  

PSS Factor Correlations and Reliability Statistics 

 PSSFactor1 PSSFactor2 

PSSFactor1 0.947  

PSSFactor2 0.542** 0.931 

Note. Cronbach’s alpha bold on diagonal. *Correlation is significant at the 0.05 level (2-tailed). **Correlation is 
significant at the 0.01 level (2-tailed). 

Coping. 

An initial factor analysis of the coping items with eigenvalues greater than 1 reveals 

a 13-factor structure, but no items loaded on the eighth to thirteenth factors when items 

less than .5 were suppressed.   Most of the items loaded on the first three factors.  Six items 

(CA1, CA8, CA9, CE6, CT1, and CT9) from avoidance, emotion-focused, and task-focused 

dimensions loaded on the fourth through seventh factors.  KMO and Bartlett’s tests failed to 

calculate, and the rotated matrix failed to converge in 25 iterations (convergence = .046) 

indicating the need for a different factor structure.   

In accordance with the coping literature (Endler & Parker, 1990, 1994, 1999), the 

factor structure was reassessed extracting three factors.  Removing non-loading, cross-

loading, and problematic items yields a 29 items, 3- factor structure (Table 19).  Bivariate 

analysis of the factors (Table 20) reveals that task-focused and emotion-focused coping are 
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significantly correlated, but neither factor is significantly correlated with avoidance coping.  

Reliability coefficients indicate that the scales are reliable (Table 20). 

Table 19  

Coping 3-Factor Structure: Rotated Component Matrixa 

  Component 1 Component 2 Component 3 
CT3 0.665   
CT4 0.665   
CT5 0.830   
CT6 0.788   
CT7 0.548   
CT8 0.660   
CT10 0.527   
CT11 0.533   
CT13 0.745   
CT14 0.723   
CT15 0.567   
CT16 0.610   
CE1  0.805  
CE2  0.696  
CE4  0.584  
CE5  0.750  
CE8  0.533  
CE9  0.795  
CE10  0.706  
CE12  0.863  
CE13  0.561  
CA2   0.648 
CA3   0.631 
CA5   0.562 
CA6   0.650 
CA9   0.738 
CA11   0.594 
CA12   0.661 
CA13   0.695 
Note. aRotation converged in 6 iterations. Extraction method: principal component analysis. Rotation method: 
Varimax with Kaiser normalization. 
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Table 20 

Coping Factor Correlations and Reliability Statistics 

 Task Emotion Avoidance 

Task .890   

Emotion -0.320* .881  

Avoidance 0.108 -0.035 .799 

Note. Cronbach’s alpha bold on diagonal. *Correlation is significant at the 0.05 level (2-tailed). **Correlation is 
significant at the 0.01 level (2-tailed). 
 

The KMO test value is sufficient (> 0.50) to indicate the 3-factor analysis of the 

variables is adequate.  In addition, the Bartlett’s test of sphericity (0.000) indicates a 

relationship among the items within each factor, further supporting this 3-factor structure. 

Results from the KMO and Bartlett’s tests are displayed in Table 21.   

Table 21 

KMO and Bartlett's Test – Coping 

Kaiser-Meyer-Olkin measure of sampling adequacy .517 

Bartlett's test of sphericity 

Approx. chi-square 704.535 

df  406 

Sig.   0.000 

 

Table 22 illustrates the correlation matrix for the coping items.  Significant 

correlations for items in the task-focused coping factor range from 0.268 to 0.685.  

Significant correlations for items in the emotion-focused coping factor range from 0.225 to 

0.643.     
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Table 22 

Coping Correlation Matrix 

 CT3 CT4 CT5 CT6 CT7 CT8 CT10 CT11 CT13 CT14 CT15 CT16 

CT3 -            
CT4 0.543*** -           
CT5 0.499*** 0.49*** -          
CT6 0.452*** 0.447*** 0.754*** -         
CT7 0.312** 0.268** 0.501*** 0.357*** -        
CT8 0.27** 0.404*** 0.534*** 0.442*** 0.603*** -       
CT10 0.256* 0.204* 0.296** 0.387*** 0.103 0.406*** -      
CT11 0.326** 0.468*** 0.481*** 0.442*** 0.299** 0.189* 0.036 -     
CT13 0.494*** 0.6*** 0.685*** 0.527*** 0.37*** 0.402*** 0.319** 0.43*** -    
CT14 0.465*** 0.288** 0.604*** 0.573*** 0.339** 0.331** 0.306** 0.554*** 0.55*** -   
CT15 0.313** 0.358*** 0.418*** 0.606*** 0.136 0.308** 0.344** 0.186* 0.298** 0.5*** -  
CT16 0.503*** 0.58*** 0.44*** 0.415*** 0.375*** 0.384*** 0.316** 0.237* 0.359*** 0.363*** 0.39*** - 
CE1 -0.019 -0.176* -0.13 -0.142 -0.154 -0.142 0.224* -0.247* -0.041 -0.115 -0.045 -0.184* 
CE2 -0.023 -0.078 -0.115 -0.076 -0.268** -0.211* 0.004 -0.257* -0.142 -0.172 0.008 -0.162 
CE4 -0.185* -0.371*** -0.433*** -0.291** -0.212* -0.423*** -0.095 -0.299** -0.409*** -0.457*** -0.289** -0.505*** 
CE5 -0.106 -0.177* -0.213* -0.197* -0.209* -0.142 0.039 -0.087 -0.173 -0.236* -0.084 -0.27** 
CE8 0.179* -0.164 -0.04 0.098 0.066 0.223* 0.301** -0.318** -0.059 0.049 0.193* 0.018 
CE9 -0.013 -0.194* -0.38*** -0.194* -0.284** -0.315** -0.017 -0.24* -0.333** -0.242* -0.174 -0.272** 
CE10 -0.142 -0.267** -0.12 0.034 -0.089 -0.128 0.034 -0.038 -0.17 -0.099 -0.131 -0.392*** 
CE12 0.014 -0.213* -0.209* -0.199* -0.143 -0.267** -0.036 -0.103 -0.239* -0.127 -0.209* -0.246* 
CE13 -0.122 -0.28** -0.266** -0.227* -0.155 -0.334** -0.253* -0.349** -0.404*** -0.3** -0.202* -0.276** 
CA2 -0.166 -0.299** -0.215* -0.045 -0.194* -0.278** -0.141 -0.213* -0.306** -0.209* 0.126 -0.043 
CA3 0.149 0.024 0.252* 0.451*** 0.124 0.017 0.231* 0.078 0.053 0.15 0.378*** 0.169 
CA5 0.058 -0.173* -0.203* -0.097 -0.193* -0.36*** -0.005 -0.064 -0.024 0.083 0.235** -0.056 
CA6 0.275** 0.016 -0.066 -0.176* 0.139 -0.023 0.108 -0.107 -0.059 -0.104 -0.01 0.07 
CA9 0.243* 0.052 -0.045 0.181* -0.071 0.152 0.219* -0.037 -0.068 -0.07 0.268** 0.281** 
CA11 0.391*** 0.153 0.078 0.133 0.14 0.023 0.151** 0.163 0.081 0.228* 0.259* 0.198* 
CA12 0.285** -0.02 0.24* 0.22* 0.123 0.073 0.273* -0.045 0.073 0.116 0.318** 0.184* 
CA13 0.164 -0.082 -0.082 0.1 -0.134 -0.175* -0.174 -0.081 -0.146 -0.057 0.305** 0.061 
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Table 22 (continued). 

 CE1 CE2 CE4 CE5 CE8 CE9 CE10 CE12 CE13 

CT3          
CT4          
CT5          
CT6          
CT7          
CT8          
CT10          
CT11          
CT13          
CT14          
CT15          
CT16          
CE1  -          
CE2 0.469***  -         
CE4 0.511*** 0.225*  -        
CE5 0.643*** 0.62*** 0.506***  -       
CE8 0.399*** 0.2* 0.081 0.143  -      
CE9 0.588*** 0.608*** 0.54*** 0.572*** 0.344***  -     
CE10 0.506*** 0.39*** 0.472*** 0.414*** 0.396*** 0.464***  -    
CE12 0.613*** 0.578*** 0.518*** 0.66*** 0.358*** 0.716*** 0.568***  -   
CE13 0.323** 0.442*** 0.47*** 0.447*** 0.081 0.408*** 0.394*** 0.636***  -  
CA2 0.084 0.07 0.309** 0.269** -0.151 -0.069 0.102 -0.087 0.158 
CA3 -0.125 -0.153 -0.043 -0.19* 0.17 -0.119 0.161 -0.134 0.008 
CA5 0.088 0.077 0.154 0.197* -0.059 -0.021 -0.036 -0.109 0.009 
CA6 -0.056 -0.185* 0.07 -0.082 0.018 -0.103 -0.053 -0.176* -0.021 
CA9 -0.029 -0.281** -0.057 -0.017 0.246* -0.205* 0.071 -0.223* -0.121 
CA11 0.064 -0.324** 0.138 -0.11 0.353*** 0.036 0.138 0.034 -0.153 
CA12 0.008 -0.224* 0.004 -0.032 0.34** -0.221* -0.132 -0.168 -0.137 
CA13 -0.034 -0.161 0.163 -0.023 0.024 -0.008 -0.061 -0.077 -0.059 

(table continues) 
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Table 22 (continued). 

 CA2 CA3 CA5 CA6 CA9 CA11 CA12 CA13 
CT3         
CT4         
CT5         
CT6         
CT7         
CT8         
CT10         
CT11         
CT13         
CT14         
CT15         
CT16         
CE1         
CE2         
CE4         
CE5         
CE8         
CE9         
CE10         
CE12         
CE13         
CA2  -        
CA3 0.333**  -        
CA5 0.551*** 0.136  -       
CA6 0.302** 0.427*** 0.36***  -      
CA9 0.456*** 0.443*** 0.254* 0.456***  -     
CA11 0.14 0.387*** 0.181* 0.382*** 0.275**  -    
CA12 0.246* 0.364*** 0.221* 0.399*** 0.373*** 0.389***  -   
CA13 0.437*** 0.268** 0.362*** 0.301** 0.454*** 0.396*** 0.396***  -  

Note. White column headers/blue numbers highlight factors. *Correlation is significant at the 0.05 level (2-
tailed). **Correlation is significant at the 0.01 level (2-tailed). 
 

Significant correlations for items in the avoidance coping factor range from 0.275 to 0.551.  

The items correlate more strongly within each factor than between the factors indicating 

the items converge as expected.  These analyses provide evidence of convergent and 

discriminant validity of the scales used in this study. 
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Emotional dissonance. 

An initial individual factor analysis of the emotional dissonance items with 

eigenvalues greater than 1 reveals a 2-factor structure.  Only one item (ED5) failed to load. 

After removing non-loading item, a 2-factor structure remains (Table 23).   

Table 23  

Emotional Dissonance 2-Factor Structure: Rotated Component Matrixa 

 Component 1 Component 2 

ED3 0.782  

ED4 0.752  

ED6 0.850  

ED1  0.887 

ED2  0.709 

Note. aRotation converged in 3 iterations. Rotation method: Varimax with Kaiser normalization. 

The first factor pertains to the showing feelings at work.  The second factor, 

containing only two items, pertains to the display of feelings toward specific individuals in 

the course of one’s work.  Items in the 2nd factor were added to the original items designed 

by Zapf (2009).  Thus, it appears that emotional dissonance at work may be either directed 

toward work in general or directed toward individuals to whom service is provided. 

The KMO test value is sufficient (> 0.50) to indicate the 2-factor analysis of the 

variables is adequate.  In addition, the Bartlett’s test of sphericity (0.000) indicates a 

relationship among the items further supporting this 2-factor structure. Results from the 

KMO and Bartlett’s tests are displayed in Table 24.  
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Table 24  

KMO and Bartlett's Test – Emotional Dissonance 

Kaiser-Meyer-Olkin measure of sampling adequacy 0.738 

Bartlett's test of sphericity 
Approx. chi-square 54.532 
df  10 
Sig.   0.000 

 

Table 25 depicts factor reliabilities and intercorrelations for the emotional 

dissonance variables.  The internal consistency, represented by coefficient alphas on the 

diagonal in the table, exceed Nunally’s (1978) recommended level of .70 for only the first 

factor.  The alpha for the second factor is below the recommended level.  The individual 

test of intercorrelation is significantly less than 1.00 suggesting that the constructs are 

distinct.  

Table 25 

Emotional Dissonance Factor Correlations and Reliability Statistics 

 EDWork EDContact 

EDWork .753  

EDContact 0.450** .603 

Note. Cronbach’s alpha bold on diagonal. *Correlation is significant at the 0.05 level (2-tailed). **Correlation is 
significant at the 0.01 level (2-tailed). 

 

The item correlations are presented in Table 26.  The items within the factors are 

significantly and moderately correlated with one another.  It is important to note the items 

labeled ED2 significantly and moderately correlate with all items in the first factor.  

Because of the low alpha coefficient and significantly moderate intercorrelation among 
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items in the second factor, the two items were eliminated from the survey in the primary 

study.   

Table 26 

Emotional Dissonance Correlation Matrix 

 ED3 ED4 ED6 ED1 ED2 

ED3 -     
ED4 0.587*** -    
ED6 0.483*** 0.481*** -   
ED1 0.223* 0.284** 0.039 -  
ED2 0.567*** 0.564*** 0.238* 0.435*** - 

Note.  Shaded regions highlight factors. *Correlation is significant at the 0.05 level (2-tailed). **Correlation is 
significant at the 0.01 level (2-tailed). 
 
Results 

The bivariate relationships among variables in this study were evaluated by 

analyzing the Pearson product-moment correlation coefficient.  Table 27 presents the 

mean, standard deviation and intercorrelations of the control, criterion, predictor, and 

moderator variables. The aggregate coping variable is marginally significantly correlated 

with police stress.  The aggregate transformational leadership (TFL), burnout, job 

satisfaction, and emotional dissonance variables are significantly correlated with polices 

stress indicating these variables share common variance beyond that accounted for by the 

control variables.  The bivariate correlations range from 0.285 to 0.634 and are either 

positively or negatively correlated in accordance with hypotheses in this study, providing 

support for the relationships in Hypotheses 2 and 3.  Hypothesis 2, police stress is directly 

related to burnout, is supported in this bivariate analysis (r = 0.60).  Hypothesis 3 states 

that police stress is inversely related to job satisfaction.  This hypothesis is also supported 

(r = -.634).   
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Moreover, the aggregate coping variable is significantly correlated with OCB and 

marginally correlated with burnout, and TFL is significantly correlated with job 

satisfaction.  Job satisfaction, emotional dissonance, and the brooder, hedonist, and 

impulsive personality types are all significantly associated with burnout.  The entrepreneur 

personality type is marginally correlated with burnout.  Emotional dissonance and both the 

brooder and entrepreneur personality types are significantly correlated with overall job 

satisfaction.  The brooder personality type is significantly correlated with emotional 

dissonance, and the correlation between the entrepreneur personality type and emotional 

dissonance is marginally significant.  

 Table 27  

Mean, Standard Deviation, and Correlations of Variables 

 N M SD 1 2 
1.   Gender 41 1.122 0.331 -  
2.   Ethnicity 41 2.024 1.589  0.089 - 
3.   Age 41 3.220 1.173 -0.071  0.118 
4.   CurrentRank 41 1.342 0.693 -0.186 -0.167 
5.   PoliceStress 39 8.668 7.105 -0.191 -0.225 
6.   AgCoping 39 3.001 0.342 -0.049  0.036 
7.   AgTFL 39 3.386 0.851 -0.048  0.184 
8.   CrisisOccur 37 1.514 0.507  0.068 -0.127 
9.   AgOCB 39 3.694 0.614 -0.116 -0.022 
10. AgBurnout 39 2.076 1.344 -0.249* -0.307* 
11. AgJobSat 39 3.353 0.709  0.101  0.179 
12. AgEmotDiss 39 3.359 0.649 -0.215 -0.305* 
13. Spectator 39 0.128 0.339  0.082  0.057 
14. Insecure 39 0.103 0.447  0.259*  0.156 
15. Skeptic 39 0.077 0.480 -0.062 -0.103 
16. Brooder 39 1.128 1.824 -0.24* -0.139 
17. Hedonist 39 0.641 1.693  0.082  0.057 
18. Impulsive 39 0.615 1.844  0.123 -0.050 
19. Entrepreneur 39 1.256 2.721 -0.179 -0.080 
20. Complicated 39 0.821 2.459  0.123  0.172 

(table continues) 
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Table 27 (continued). 

 3 4 5 6 7 
1.   Gender      
2.   Ethnicity      
3.   Age -     
4.   CurrentRank  0.336** -    
5.   PoliceStress  0.148  0.090 -   
6.   AgCoping  0.121 -0.285*  0.285* -  
7.   AgTFL -0.232  0.021 -0.374**  0.039 - 
8.   CrisisOccur  0.113  0.029 -0.045  0.101 -0.142 
9.   AgOCB -0.030 -0.021  0.010  0.364**  0.171 
10. AgBurnout  0.351**  0.130  0.600***  0.303* -0.187 
11. AgJobSat -0.485*** -0.196 -0.634*** -0.120  0.544*** 
12. AgEmotDiss  0.181  0.018  0.527***  0.169 -0.192 
13. Spectator -0.002 -0.182 -0.024 -0.119  0.145 
14. Insecure -0.139 -0.111 -0.200  0.065  0.165 
15. Skeptic -0.028 -0.077  0.221  0.039  0.065 
16. Brooder  0.132  0.054  0.226  0.100 -0.144 
17. Hedonist -0.132  0.055 -0.198 -0.362** -0.158 
18. Impulsive  0.084 -0.030  0.151  0.316**  0.038 
19. Entrepreneur -0.194  0.087 -0.205 -0.131  0.205 
20. Complicated  0.228  0.101  0.048  0.163 -0.224 

 
 8 9 10 11 12 

1.   Gender      
2.   Ethnicity      
3.   Age      
4.   CurrentRank      
5.   PoliceStress      
6.   AgCoping      
7.   AgTFL      
8.   CrisisOccur -     
9.   AgOCB  0.222 -    
10. AgBurnout  0.021 -0.028 -   
11. AgJobSat -0.137  0.087 -0.733*** -  
12. AgEmotDiss -0.245*  0.076  0.647*** -0.438*** - 
13. Spectator  0.068 -0.331**  0.070  0.112  0.048 
14. Insecure -0.006 -0.036 -0.130  0.298* -0.094 
15. Skeptic  0.162  0.176 -0.020 -0.030  0.213 
16. Brooder -0.138 -0.003 0.351** -0.402***  0.449*** 
17. Hedonist  0.068  0.112 -0.340**  0.154 -0.239* 
18. Impulsive  0.165  0.143  0.313** -0.157 -0.031 
19. Entrepreneur -0.082  0.115 -0.308*  0.324** -0.262* 
20. Complicated -0.107 -0.108 -0.041 -0.150 -0.137 

(table continues) 
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Table 27 (continued). 

 13 14 15 16 17 
1.   Gender      
2.   Ethnicity      
3.   Age      
4.   CurrentRank      
5.   PoliceStress      
6.   AgCoping      
7.   AgTFL      
8.   CrisisOccur      
9.   AgOCB      
10. AgBurnout      
11. AgJobSat      
12. AgEmotDiss      
13. Spectator -     
14. Insecure -0.089 -    
15. Skeptic -0.062 -0.038 -   
16. Brooder -0.240* -0.146 -0.102 -  
17. Hedonist -0.147 -0.089 -0.062 -0.24* - 
18. Impulsive -0.130 -0.079 -0.055 -0.212 -0.130 
19. Entrepreneur -0.179 -0.109 -0.076 -0.293* -0.179 
20. Complicated -0.130 -0.079 -0.055 -0.212 -0.130 

 
 18 19 20   

1.   Gender      
2.   Ethnicity      
3.   Age      
4.   CurrentRank      
5.   PoliceStress      
6.   AgCoping      
7.   AgTFL      
8.   CrisisOccur      
9.   AgOCB      
10. AgBurnout      
11. AgJobSat      
12. AgEmotDiss      
13. Spectator      
14. Insecure      
15. Skeptic      
16. Brooder      
17. Hedonist      
18. Impulsive -     
19. Entrepreneur -0.158 -    
20. Complicated -0.114 -0.158 -   
Note. *Correlation is marginally significant at the 0.10 level (2-tailed). **Correlation is significant at the 
0.05 level (2-tailed). ***Correlation is significant at the 0.01 level (2-tailed). 
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The effects of police stress on the dependent variables, OCB, burnout, and job 

satisfaction were also examined in separate hierarchically arranged multiple regression 

analysis (Table 28).  Gender, age, ethnicity, and current rank were used as control variables 

in these analyses.  Results from the hierarchical regression are discussed next.   

Table 28 

Hierarchical Regression Analyses Results 

Dependent 
Variable Independent Variable Standardized 

β R R2 ΔR2 

Aggregate 
OCB 

 Controlsa  .129 0.017 0.017 
    Police Stress  -2.057 .131 0.017 0.000 
    AgCoping -0.122 .459 0.211 0.194*** 
    AgTFL 0.443* .465 0.216 0.005 
    CrisisOccur 0.345 .505 0.255 0.039 
    Stress X AgCoping  3.120** .607 0.368 0.113** 
    Stress X AgTFL -0.625 .640 0.410 0.042 
    Stress X CrisisOccur -0.322 .646 0.418 0.007 
Model F = 1.63     

Aggregate 
Burnout 

 Controlsa  .530 0.281 0.281 
    Police Stress   2.024* .703 0.494 0.213*** 
    AgCoping  0.320 .720 0.518 0.024 
    AgTFL  0.305 .723 0.523 0.004 
    CrisisOccur  -0.006 .723 0.523 0.001 
    Stress X AgCoping  -0.813 .738 0.544 0.021 
    Stress X AgTFL -1.378 .760 0.578 0.034 
    Stress X CrisisOccur -0.246 .761 0.579 0.001 
Model F = 3.123***     

Aggregate Job 
Satisfaction 

 Controlsa  .541 0.293 0.293** 
    Police Stress  -1.710** .805 0.648 0.355*** 
    AgCoping -0.221 .806 0.649 0.001 
    AgTFL  0.219 .866 0.750 0.101*** 
    CrisisOccur -0.004 .867 0.752 0.002 
    Stress X AgCoping   0.948 .879 0.772 0.020* 
    Stress X AgTFL  0.375 .886 0.785 0.013 
    Stress X CrisisOccur -0.080 .886 0.786 0.000 
Model F = 8.333***     

Note. aGender, ethnicity, age, current rank. *p < 0.10, **p < 0.05,  ***p < 0.01. 

199



   

  

Hypothesis 1 states increased levels of police stress will result in decreases in OCB.  

The direction of the hypothesized relationship is indicted, but results of the hierarchical 

regression analysis do not statistically support this hypothesis.   Hypothesis 2 states that 

police stress and burnout are positively related.  The overall model is significant at p < 0.01.  

Police stress explains nearly 50% of the overall variance in the model and 21% of variance 

after controlling for gender, ethnicity, age, and current rank.  Thus, Hypothesis 2 is 

supported.  Hypothesis 3 states that as police stress increases, job satisfaction decreases.  

This hypothesis is also supported (p < 0.001).  After controlling for current rank, ethnicity, 

gender, and age, nearly 36% of the variance in the regression is explained by police stress.    

Hypothesis 4 states that coping moderates the relationship between police stress 

and each criterion variable.  Results for this hypothesis are mixed.  Coping moderates the 

relationship between police stress and OCB (ΔR2 = 0.113; β = 3.120).  The disordinal 

interaction effect between police stress and coping for OCB is depicted in Figure 6. 

 
Figure 6.  Police stress-coping interaction for OCB. 
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The interaction term for coping and police stress is marginally significant for job 

satisfaction (ΔR2 = 0.772; β = 0.948) but not significant for burnout.  It is important to note 

the low power associated with this small sample size may influence these analyses.  The 

ordinal interaction effect (Huck, Cormier, & Bounds, 1974) between police stress and 

coping for OCB is depicted in Figure 7.  Hypotheses 4a through 4f were not tested in the 

pilot study.  

 

Figure 7.  Police stress-coping interaction for job satisfaction. 

Hypothesis 5 states that the relationship between police stress and the outcome 
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stress and OCB, burnout, and job satisfaction are not significant.  Thus, Hypothesis 6 is not 

supported by the pilot data.  The small sample size used to evaluate these hypotheses may 

influence these results.     

Hypothesis 7 pertains to whether personality profiles are related to chosen coping 

mechanisms.  To test this hypothesis, three dimensions of personality, neuroticism, 

extraversion, and conscientiousness were first regressed on coping.  Findings reveal no 

support for direct relationships between any of the personality dimensions and coping.  

Next, each dimension of personality was regressed on each dimension of coping.  

Extraversion is positively related to task-focused coping (β = 0.429) and negatively related 

to emotion-focused coping (β = - 0.276) and neuroticism is positively related to emotion-

focused coping (β = 0.755) indicating that a profile of personality characteristics may 

better predict dimensions of coping.  The relationship between individual personality 

profiles and coping was, thus assessed.   

Identifying scores above and below the median, and classifying responses based on 

high or low scores in extraversion, neuroticism, and conscientiousness, helped compute 

personality profiles of respondents.   Each of eight personality profiles were then regressed 

against the criterion variables aggregate coping, task-focused coping, emotion-focused 

coping, and avoidance coping.  Results from the regression of personality types on each 

coping variable are provided in Table 29.   
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Table 29 

Regression Analyses Results for the Individual Personality Profiles 

Dependent 
Variable  Independent Variable Standardized 

β R R2 ΔR2 

Aggregate 
coping 

 Spectator (F = 1.408) -0.186 .419 0.176 0.033 
 Insecure (F = 1.176)  0.098 .389 0.151 0.009 
 Skeptic (F = 1.099)  0.006 .378 0.143 0.000 
 Brooder (F = 1.134)  0.065 .383 0.147 0.004 
 Hedonist (F = 2.037*) -0.312 .486 0.236 0.093** 
 Impulsive (F = 1.997*)  0.304 .482 0.232 0.090* 
 Entrepreneur (F = 1.148) -0.078 .385 0.148 0.005 
 Complicated (F = 1.378)  0.182 .416 0.173 0.030 

Task-focused 
coping 

 Spectator (F = 0.693) -0.015 .308 0.095 0.000 
 Insecure (F = 0.762) -0.099 .322 0.104 0.009 
 Skeptic (F = 0.693)  0.017 .308 0.095 0.000 
 Brooder (F = 0.790) -0.116 .327 0.107 0.012 
 Hedonist (F = 0.930) -0.173 .351 0.123 0.029 
 Impulsive (F = 0.716)  0.057 .313 0.098 0.003 
 Entrepreneur (F = 0.916)  0.173 .349 0.122 0.027 
 Complicated (F = 0.915)  0.173 .349 0.122 0.027 

Emotion-
focused coping 

 Spectator (F = 1.221) -0.201 .395 0.156 0.039 
 Insecure (F = 1.623)  0.299 .444 0.197 0.080* 
 Skeptic (F = 0.896)  0.049 .346 0.120 0.002 
 Brooder (F =1.415)  0.256 .420 0.177 0.059* 
 Hedonist (F = 1.708*) -0.304 .453 0.206 0.088* 
 Impulsive (F = 1.715)  0.303 .454 0.206 0.089* 
 Entrepreneur (F = 2.257*) -0.389 .505 0.255 0.138** 
 Complicated (F = 1.020)  0.135 .366 0.134 0.017 

Avoidance 
coping 

 Spectator (F = 0.797) -0.073 .328 0.108 0.500 
 Insecure (F = 0.782) -0.060 .325 0.106 0.003 
 Skeptic (F = 0.793) -0.068 .327 0.107 0.005 
 Brooder (F = 0.770) -0.045 .323 0.105 0.002 
 Hedonist (F = 0.758)  0.020 .321 0.103 0.000 
 Impulsive (F = 0.855)  0.112 .339 0.115 0.012 
 Entrepreneur (F = .0850)  0.112 .338 0.114 0.011 
 Complicated (F = 0.774) -0.051 .324 0.105 0.002 

Note. Model F statistic in parentheses. *p < 0.10, **p < 0.05, *** p < 0.01 
 

Hypothesis 7 states that personality profiles and choice of coping mechanisms are 

related.  Several of the personality profiles are significantly or marginally significantly 
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related to both aggregate coping and emotion-focused coping.  Thus, Hypothesis 7 is 

supported.   

Hypothesis 7a states that spectator type police engage in avoidance coping.  While 

the sign of the relationship is indicated, the relationship between the spectator type 

personality profile and any of the coping variables is not statistically significant.  Thus, 

Hypothesis 7a is not supported by the pilot study data.  Hypothesis 7b states that insecure 

type police engage in emotion-focused and avoidance coping strategies.  This hypothesis is 

partially supported with marginal statistical significance.  While insecure type police 

engage in emotion-focused coping strategies (β = 0.493; R2 = 0.08), there is no relationship 

between the insecure personality profile and either task-focused or avoidance coping 

strategies.  Hypothesis 7c states skeptic type police engage primarily in task-focused coping 

strategies.  This hypothesis is not supported.   

Hypothesis 7d through 7f each center on emotion-focused coping personality 

profiles.  According to these hypotheses, police with brooder, hedonist, and impulsive 

personality types engage in emotion-focused coping strategies, but the hedonist individual 

will also engage in avoidance coping.  Hypothesis 7d and 7f are supported with marginal 

significance for the brooder (β = 0.103; R2 = 0.059) and impulsive (β = 0.303; R2 = 0.089) 

personality types. Hypothesis 7e is partially supported with marginal significance for the 

hedonist personality type (β = -0.132; R2 = 0.088).  It is interesting to note, however, that 

the relationship between the hedonist personality type and emotion-focused coping is in 

the opposite direction of that predicted indicating that the stronger the hedonist 

personality type, the less he or she will engage in emotion-focused coping strategies.  This 
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result is likely because of the emotionally robust nature of the individual with a hedonist 

personality type having little need for emotional support.   

Hypotheses 7g and 7h each center on both task-focused and emotion-focused coping 

strategies.  Hypothesis 7g and 7h states entrepreneur and complicated type individuals will 

engage in both task-focused coping and emotion-focused strategies but not use avoidance 

coping strategies.  There is partial support for the proposition that entrepreneur type 

police engage in emotion-focused coping (β = 0.303; R2 = 0.089) but no evidence that he or 

she engage in task-focused coping strategies.  There is no support for Hypothesis 7h. 

Hypothesis 8 states that emotional dissonance is related to the choice of coping 

mechanisms chosen by police.  Because the relationship between emotional dissonance and 

emotion-focused is marginally significant (β = 0.281; R2 = 0.064), Hypothesis 8 is supported 

(Table 31).  Hypotheses 8a, 8b, and 8c state that emotional dissonance is differentially 

related to each dimension of coping.  Specifically, Hypothesis 8a states that individuals high 

in emotional dissonance will engage in fewer task-focused coping strategies than will 

individuals low in emotional dissonance.  While the direction of the hypothesis is 

supported (β = -0.026), the hypothesis is not statistically significant after controlling for 

current rank, ethnicity, gender, and age.   

Hypothesis 8b states that individuals high in emotional dissonance will use more 

emotion-focused coping than those low in emotional dissonance. Results in Table 30 

indicate this hypothesis is marginally supported (β = 0.281; R2 = 0.064).  Finally, 

Hypothesis 8c states that individuals high in emotional dissonance will use more avoidance 

coping than those low in emotional dissonance.  This hypothesis is not supported.   
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Table 30 

Regression Analyses Results for Emotional Dissonance 

Dependent 
Variable 

 Independent Variable Standardized 
β R R2 ΔR2 

Aggregate 
Coping 

  Controlsa  0.378 0.143 0.143 
     Gender -0.076    
     Ethnicity  0.006    
     Age  0.211    
     Current Rank -0.368**    
 Emotional Dissonance  0.123 0.394 0.155 0.012 
 Model F = 1.211     

Task-focused 
Coping 

 Controlsa  0.308 0.095 0.095 
     Gender -0.065    
     Ethnicity 0.143    
     Age -0.189    
     Rank -0.169    
 Emotional Dissonance 0.040 0.310 0.096 0.001 
 Model F = 0.702     

Emotion-
focused Coping 

 Controlsa  0.342 0.117 0.117 
     Gender 0.041    
     Ethnicity -0.086    
     Age 0.272*    
     Rank -0.102    
 Emotional Dissonance 0.281* 0.426 0.181 0.064* 
 Model F = 1.46     

Avoidance 
Coping 

 Controlsa  0.320 0.103 0.103 
     Gender -0.105    
     Ethnicity -0.063    
     Age 0.286*    
     Rank -0.327*    
 Emotional Dissonance -0.166 0.353 0.125 0.022 
 Model F = 0.942     

Note. aGender, ethnicity, age, current rank. *p < 0.10, **p < 0.05, ***p < 0.01. 

Most of the hypotheses tested in the pilot study were supported.  Some hypotheses were 

partially supported.  Table 31 presents a summary of hypotheses tested in the pilot study. 
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Table 31 

Summary of Regression Analyses 

Variables Hypotheses Support 

OCB Hypothesis 1:  There is a negative relationship between stress 
and OCB. NS 

Burnout Hypothesis 2:  There is a positive relationship between stress 
and burnout. S 

Job 
Satisfaction 

Hypothesis 3:  There is a negative relationship between stress 
and job satisfaction. S 

Coping 

Hypothesis 4:  The relationship between stress and OCB, 
burnout, and job satisfaction depends upon the chosen coping 
mechanism. 

PS 
 

Hypothesis 4a:  The relationships between stress and both OCB 
and job satisfaction depend upon the level of task-focused 
coping such that when task-focused coping is high, the 
relationship between stress and both OCB and job satisfaction is 
less negative than when task-focused coping is low.   

N/A 
 

Hypothesis 4b:  The relationship between stress and burnout 
depends upon the level of task-focused coping such that when 
task-focused coping is high, the relationship between stress and 
burnout is less positive than when task-focused coping is low.   

N/A 

Hypothesis 4c:  The relationships between stress and both OCB 
and job satisfaction depend upon the level of emotion-focused 
coping such that when emotion-focused coping is high, the 
relationship between stress and both OCB and job satisfaction is 
less negative than when emotion-focused coping is low.   

N/A 

Hypothesis 4d:  The relationship between stress and burnout 
depends upon the level of emotion-focused coping such that 
when emotion-focused coping is high, the relationship between 
stress and burnout is less positive than when emotion-focused 
coping is low.   

N/A 

Hypothesis 4e:  The relationships between stress and both OCB 
and job satisfaction depend upon the level of avoidance coping 
such that when avoidance coping is high, the relationship 
between stress and both OCB and job satisfaction is more 
negative than when avoidance coping is low.  

N/A 

Hypothesis 4f:  The relationship between stress and burnout 
depends upon the level of avoidance coping such that when 
avoidance coping is high, the relationship between stress and 
burnout is more positive than when avoidance coping is low.   

N/A 

(table continues) 
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Table 31 (continued). 

Variables Hypotheses Support 

TFL 
Behaviors 
 

Hypothesis 5a:  The relationships between stress and both OCB 
and job satisfaction depend upon followers' perception of leader 
behavior such that when transformational leadership is 
perceived to be high, the relationship between stress and both 
OCB and job satisfaction is less negative than when 
transformational leadership is perceived to be low.   

NS 

Hypothesis 5b:  The relationships between stress and burnout 
depends upon followers' perception of leader behavior such that 
when transformational leadership is perceived to be high, the 
relationship between stress and burnout is less positive than 
when transformational leadership is perceived to be low.   

NS 

Crisis 

Hypothesis 6a:  The relationship between stress and outcomes 
such as OCB, burnout, and job Satisfaction, is intensified in the 
presence of a Crisis event. 

NS 

Hypothesis 6b:  The relationship between Stress and outcomes 
such as OCB, Burnout, and Job satisfaction, is intensified by the 
perceived effect a crisis has on the individual. 

N/A 

Personality 
Profiles 
 

Hypothesis 7:  Personality profiles and the choice of coping 
mechanisms among police are related.     S 

Hypothesis 7a:  Spectator police, scoring low in Extraversion, 
Conscientiousness and Neuroticism, use less task-focused 
coping, use less emotion-focused coping, and do not use 
avoidance coping. 

NS 

Hypothesis 7b:  Insecure police, scoring low in Conscientiousness 
and Extraversion and high in Neuroticism, use less task-focused 
coping, use more emotion-focused coping, and do not use 
avoidance coping.  

PS 

Hypothesis 7c:  Skeptic police, scoring low in Extraversion and 
Neuroticism and high in Conscientiousness, use more task-
focused coping, use less emotion focused coping, and do not use 
avoidance coping. 

NS 

Hypothesis 7d:  Brooder police, scoring low in Extraversion and 
high in Conscientiousness and Neuroticism, do not use task-
focused coping, use more emotion-focused coping, and do not 
use avoidance coping. 

S 

Hypothesis 7e:  Hedonist police, scoring high in Extraversion and 
low in Conscientiousness and Neuroticism, do not use task-
focused coping, use less emotion-focused coping, and use less 
avoidance coping. 

PS 

(table continues) 
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Table 31 (continued). 

Variables Hypotheses Support 

Personality 
Profiles 
(cont.) 

Hypothesis 7f:  Impulsive police, scoring high in Extraversion and 
Neuroticism, and low in Conscientiousness, do not use task-
focused coping, use more emotion-focused coping, and do not 
use avoidance coping.  

S 

Hypothesis 7g:  Entrepreneur police, scoring high in 
Conscientiousness and Extraversion and low in Neuroticism, use 
more task-focused coping, use less emotion-focused coping, and 
not use avoidance coping. 

PS 

Hypothesis 7h:  Complicated police, scoring high in Extraversion, 
Conscientiousness and Neuroticism, use more task-focused 
coping, use more emotion-focused coping, and do not use 
avoidance coping. 

NS 

Emotional 
Dissonance 

Hypothesis 8:  Emotional dissonance and the choice of coping 
mechanisms among police are related. S 

Hypothesis 8a:  Individuals high in emotional dissonance use less 
task-focused coping than individuals who are low in emotional 
dissonance. 

NS 

Hypothesis 8b:  Individuals high in emotional dissonance use 
more emotion-focused coping than individuals who are low in 
emotional dissonance. 

S 

Hypothesis 8c:  Individuals high in emotional dissonance use 
more avoidance coping than individuals who are low in 
emotional dissonance. 

NS 

Note. S = supported; NS = not supported; PS = partial support; N/A = not applicable. TFL = transformational 
leadership behavior. 
 

 Revised Power Analysis 

Tests for power analysis and sample sizes were conducted to determine the actual 

power and sample size required based on the pilot study data.  The calculations were 

performed in Minitab v. 15 Statistical Software English.  The calculated power for the pilot 

study sample (n = 39) with an effect size of .15 is 0.15.  A calculation with the pilot study 

data was performed to determine the sample size needed based on an effect size of .15 and 

power of .50 and .80, respectively.  Results are presented in Table 32.   
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Table 32 

Recalculations for Power and Sample Size 

Effect Size Sample Size (α =  .05) 

.15 

Power = .50 

N = 173 

Power = .80 

N = 351 

Based upon the pilot study data, a sample size of 173 is necessary to achieve 

acceptable power of .50, and a sample of 351 is necessary to achieve the ideal level of 

power = .80.  Power between .50 and .80 was determined sufficient a priori for this study.  

As such, a sample size ranging between 173 and 351 will be needed for the primary study.    

Summary, Revisions, and Changes to the Main Study 

Follow-up interviews with the respondents in the pilot study were performed to 

determine if there were any problems associated with the wording of the survey.  Officers 

offered several suggestions to help improve the clarity of the survey.  These suggestions, 

and changes based on the results of the data analyses, are summarized in Table 33.   

Most items associated with the police stress variable were clear and understood by 

the respondents.  Three items, however, appear to be problematic.  The first two items 

pertain to the death of a partner and the use of deadly force in the line of duty.  The 

respondents were instructed to indicate the frequency with which each event has occurred 

in the past 6 months.  Both of these items occur rarely yet the occurrence of such events 

affects both personal behavior and departmental policy, even if the event occurs in a 

neighboring department.  Thus, the items were reworded to reflect a longer time periods 

and interdepartmental occurrences. 
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Table 33 

Summary of Changes to the Main Study 

Variables Proposed Changes Change 
Police Stress Reword the following three items: 

1) Change Fellow officer killed in the line of duty to 
Fellow officer killed in the line of duty at any time 
(please include neighboring departments if the death 
affected you) 

2)  Change Killing someone in the line of duty to You, a 
partner, or fellow officer using deadly force in the line 
of duty within the past 2 years. 

3) Change Dealing with family disputes and crisis 
situations to Responding to family disputes and crisis 
situations.   

Change wording 
in survey 

OCB OCB collected from partner and supervisor, if possible. None 
TFL Behaviors  Add Goodwin et al. (2001) contingent reward items to the 

survey 
Add items to 
survey 

Emotional 
Dissonance 

Psychometric properties are reevaluated with a larger 
sample size. 

Leave items in 
survey 

Demographic 
Variables 

Restructure responses for the education variable. 
Restructure responses to reflect numerically equal 
categories. 
Deleted question regarding whether an officer is patrol 
trained. 

Restructure 
responses 
 
Delete question 

Survey The survey for the main study will be delivered in both a 
paper and pencil format and in an on-line venue. 

Deliver survey 
through 
multiple media 

 

Based on the factor analysis and subsequent interviews with respondents, the police 

stress item referring to contending with family disputes and crisis events appears to be 

problematic.   Some respondents interpreted the item to refer to their own family and not 

responding to a call while on duty, while others interpreted the item as a duty-related 

response.  Thus the item was reworded to reflect the job-related nature of the item and 

minimize any confusion.  Finally, the frequency rating for first item, assignment of 
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disagreeable duties, was left blank for several surveys.  Thus the instructions were 

modified to inform the respondent to fill in the frequency rating for that item.   

The OCB ratings for the pilot study were collected from both the respondents, rating 

the level of OCB of their partner, and supervisors, rating the levels of OCB of their followers.  

Where possible, supervisor ratings were collected, but respondents continued to rate the 

OCB of their closest working partner.   

Results from the hierarchical regression analyses also influence potential changes to 

the main study.  Contrary to hypotheses, no relationship between police stress and OCB 

was found.  A small sample size (n = 39) and low power (.15) associated with the pilot 

study may account for the null results associated with this variable.  A larger sample size 

and higher power value may yield significant results.  Also, the factors for OCB did not load 

cleanly on the five factors supported in previous studies (Podsakoff et al., 1990).  This 

unclear loading could be because respondents were asked to rate OCB of their partner.  

OCB of the individuals was also collected from the respondent’s supervisors in the pilot 

study.  The regressions were reassessed to determine if supervisor ratings of OCB yield 

different results.  Hypothesis 1 was still not supported using supervisor ratings for OCB.  

Because it would be difficult to obtain supervisor ratings in the next phase of data 

collection, respondents rated their partner’s OCB when collecting data for the main study.   

Finally, task performance items were added to the OCB items.  These items however, 

created problems in the loading of the factors by cross loading on multiple factors and 

loading on different factors.  Because these items are not developed as part of the OCB 

scales, they were assessed separately from the OCB factors.   
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Hypothesis 2, that police stress is positively related to burnout, is supported.  The 

factor analysis for the burnout variable revealed potential problems with the general 

burnout items, which were added to the survey.  After removing these items from the 

analysis, the remaining items load in accordance with previous findings.  These general 

burnout items remained in the survey, but caution should be exercised when evaluating 

factors with these items in the main study.   

Transformational leader behaviors explain variance beyond that of transactional 

leader behaviors.  The transactional leader scales, however, created loading problems in 

the factor analysis by loading on multiple factors and some of these items had to be 

removed in the final factor analysis.  Bass (1985) and Goodwin et al. (2001) found that 

contingent reward items share common variance with transformational leader 

components.  These findings may explain the cross loading of Podsakoff et al.'s (1990) 

contingent reward items.  While the items were problematic in the pilot study, they 

remained in the survey for the main study and were removed only if they presented 

problems with the factor analysis, and 9 Goodwin et al. (2001) contingent reward items 

were added, with permission, to the survey for the main study.   

The factor analysis for the emotional dissonance variable also indicates that changes 

may be beneficial to the main study.  Results from the factor analysis reveal a 2-factor 

structure comprised of items related to the respondents work environment and items 

related to contact with others as part of the respondents job.   The Cronbach alpha 

reliability statistic of the second factor is less than that recommended by Nunnally and 

Bernstein (1994).  The problems may be associated with low sample size, and the items 

were reassessed in the main study.   
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Several items in the demographic portion of the survey required restructuring.  

Specifically, the response section to education variable was confusing to some respondents.  

They were instructed to indicate the highest level of education completed for each year of 

high school, each year of college, and each year of graduate studies.  These categories are 

not well suited for collecting this data because individual completion time for obtaining a 

college degree varies.  The survey for the main study was restructured to reflect the highest 

levels of education completed based on multiple categories including 1) some high school, 

2) high school graduate, 3) some college, 4) undergraduate degree, 5) some masters work, 

6) masters degree, 7) some doctorate work, and 8) doctoral graduate.  These categories 

also allow the elimination of the proceeding question pertaining to the highest degree 

obtained.  

The categories for years of experience in police work were also restructured to 

ensure that each category contains the same number of years.  The instrument in the pilot 

study failed to consider this as the first three categories reflect 5-year increments, while 

the last two categories reflect larger increments.  Thus, the fourth category was adjusted to 

reflect a 5-year increment and the final category was adjusted to reflect over 21 years of 

police experience.    

The categories for the number of sworn officers remained unchanged despite the 

uneven number of officers in each category.   The reasoning behind not altering the 

question to reflect an even number of officers in each category is that it would either hide 

potentially important differences in the size of the department by combining smaller 

departments with larger departments, or create to numerous categories so as to confuse 

the respondents.    
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There was also confusion about whether classifying a university police department 

as university or state agency.  Both categories are correct for a state-funded institution.  

Thus, the university category for this question was deleted from the survey.  Finally, the 

question regarding whether a respondent is patrol trained or not is unnecessary and 

deleted in the survey for the main study.   Copies of the original and revised survey are 

located in Appendix C and Appendix D, respectively.   

Finally, the survey for the pilot study was offered in a paper-and-pencil format only.  

The survey for the main study included an online delivery option.  This optimized response 

rates by offering a web-based option to officers who prefer online surveys.   
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CHAPTER 4  

DATA ANALYSIS AND RESULTS 

Introduction 

Detailed results of the main study are reported in this chapter.   The following 

sections include discussions pertaining to the survey instrument and response rate; sample 

characteristics; factor analyses of newly developed variables and variables with multiple 

dimensions; preliminary data analysis and hypotheses test results; and post-hoc statistical 

analyses.  Hypotheses are analyzed using methods outlined in Table 34.  In all analyses, 

statistical assumptions were tested and unless otherwise stated, the data passed all tests.   

Table 34 

Statistical Methods for Testing Hypotheses 

Hypotheses Analytical Method Purpose of Hypotheses 
1-3 Hierarchical multiple regression analysis Prediction 

4-6 Hierarchical moderated multiple regression 
analysis Prediction 

7-8 Hierarchical multiple regression analysis Prediction 

The Data Analysis Outline 

The aim of the outline statement is to communicate the flow of the data analysis 

section of the study (Altman, Schulz, Moher, Egger, Davidoff, Elbourne, et al, 2001; Moher, 

Schulz, & Altman, 2001; Trochim & Donnelly, 2007).  The data analysis outline for this 

section of the dissertation is depicted in Figure 8.  It is separated into four parts beginning 

with the analysis and coding of the completed surveys, moving through the statistical 

analyses including analysis of descriptive statistics, factor analyses, and hierarchical 

regression analyses and ending with reporting of results.  Interpretation of the results is 

the final stage of the process, discussion of which is reserved for Chapter 5. 
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The Survey Instrument 

 The paper-based survey instrument consists of 15 sections, each containing 

Run Descriptive Statistics 

 Report Descriptive Statistics 

 

Descriptive Statistics 

Run Individual and Combined Factor Analysis 

 Conduct Hierarchical Regression Analysis 

 Conduct Additional Statistical Tests 

 Conduct Post Hoc Analysis 

 

Report Results 

 Interpretation of Results (Chapter 5) 

Statistical Analysis 

Results 

Survey 

Code Survey Items  

 
Enter Data for Statistical Processing 

 

Collect Data and Review Questionnaires for Accuracy & Missing Data 

 

Figure 8.  Data analysis outline. 
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multiple items, most of which require Likert-style responses.  There are 302 total items, 

including 12 demographic questions in the survey.  Two of the items are open-ended 

questions asking respondents to provide their thoughts and opinions about the Crisis 

variables.  Coded scale items from the survey are located in Appendix B.   

The Survey Response Rate 

 Surveys were distributed at 9 police agencies located in the southern and 

southwestern US.  The majority of the data were collected over a 3-week period, with most 

agencies supporting on-premises data collection during daily briefing and shift changes.  

Two agencies distributed and collected the surveys themselves.  Individual response rates 

for each agency are listed in Table 35; the overall response rate for the survey is 78.6% .  

Multiple surveys were not included in the dataset (usable vs. unusable) due to partial 

completion, multiple answers per item, incomprehensible markings, and non-completion.  

Surveys were also removed after data entry due to noted inconsistencies in the responses, 

such as marking all items 1 or 5.  

Table 35 

Survey Response Rate 

Agency # of Surveys Distributed Response Rate 
1 90 (86 usable) 95.6% 
2 90 (71 usable)* 78.9% 
3 45 (32 usable) 71.1% 
4 20 (15 usable) 75.0% 
5 30 (15 usable) 50.0% 
6 30 (17 usable) 56.7% 
7 12 (7 usable) 58.3% 
8 15 (11 usable) 73.3% 
9 150 (143 usable)* 95.3% 

Total 482 (379 usable) 78.6% 
Note. *Department distributed and collected surveys. 
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Data Analysis 

Characteristics of the Data  

 The returned surveys were first inspected for anomalies and outliers.  The data 

were then coded and subjected to statistical tests for skewness, kurtosis, and 

autocorrelation.  Descriptive analyses for this study include evaluation of the means, 

standard deviations, and reliabilities for each scale after outliers and extreme scores 

greater than three standard deviations above or below the mean were evaluated and, when 

deemed necessary, removed (Tabachnick & Fidell, 1996).   

Tests for normality, constancy of variance, heterogeneity, and independence were 

also performed (Cohen, Cohen, West, & Aiken, 2003).  Visual inspection of the plots of the 

standardized residuals indicates the data are within expected ranges.  Specifically, 

residuals-versus-fitted-values plots support constant variance; normal probability plots 

indicate an approximately normal distribution of the residuals; histograms of the residuals 

confirm an approximately normal distribution of the residuals, and the residuals-versus-

order-of-the-data plot indicates multicollinearity is not an issue. 

Formal tests of the regression assumptions (Cohen et al., 2003) indicate some data 

violate regression assumptions of constancy of variance, normality, independence, and/or 

randomness.  Results from Leven’s tests for constant variance indicate residuals appear to 

have constant variance (p > 0.01) except for coping dimensions and job satisfaction.  Run's 

test for randomness of the residuals indicates residuals for the aggregate variables are 

randomly distributed (p > 0.01), with the exception of job satisfaction.  Anderson-Darling 

normality tests indicate variables are normally distributed at p > 0.01, except for Stress, 

OCB and coping dimensions.  No first-order autocorrelation in the residuals is indicated. 
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When a regression model is not appropriate for a data set, there are two choices to 

make: (1) abandon the regression model for a more appropriate model, or (2) employ 

some transformation on the data so the regression model is appropriate for the data 

(Kutner, Nachtsheim, & Neter, 2004).  Transformations of the variables were performed.  

Subsequent tests of the residuals indicate successful transformations corrected the 

problems so that regression assumptions are no longer violated.   

When evaluating moderated regression, the interaction effect of the independent 

and moderating variable may create lack of invariance of regression coefficients.  One 

solution to this problem is to center the variables about the mean (Aiken & West, 1991).  

This transformation does not influence the regression results, but it does influence the 

ability to interpret regression coefficients.  The independent and moderating variables 

were centered for the hierarchical moderated multiple regression analyses in this study.   

Demographic Characteristics of the Main Study Sample 

In addition to measuring constructs associated with research questions, survey 

items typically measure a number of demographic characteristics.  Demographic items 

include gender, ethnicity, age, marital status and number of children at home, education, 

department location, department type, department size (indicted by the number of sworn 

officers), and officer's current rank, years of experience, and present duty status.  Table 36 

provides a demographic characteristics summary of organizational members surveyed. 

The majority of respondents are male, non-Hispanic White, between the ages of 32 

and 45.  Most officers are married with at least 1 child living at home and have at least 

some college experience.  Just under half of the respondents report they work in an urban 
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department and are almost equally split between classifying their respective department as 

a city, a county, or a state agency.      

Table 36 

Demographic Characteristics of the Main Study Sample 

 Characteristic N % 

Gender Male 351 88.4 
Female 37 9.3 

Ethnicity 

White (non-Hispanic) 314 79.1 
African-American 49 12.3 
Asian-American 1 0.3 
Hispanic 3 0.8 
Other 16 4.0 

Age 

18-24 16 4.0 
25-31 80 20.2 
32-38 95 23.9 
39-45 116 29.2 
Over 45 78 19.6 

Marital status 

Single 52 13.1 
Married 291 73.3 
Divorced  36 9.1 
Separated 5 1.3 
Widowed 2 0.5 

Number of 
children at home 

0 90 22.7 
1 89 22.4 
2 116 29.2 
3 45 11.3 
4+ 11 2.8 

Education 

Some high school 2 0.5 
High school graduate 70 17.6 
Some college 175 44.1 
Undergrad graduate 109 27.5 
Some masters 18 4.5 
Masters degree 17 4.3 
Some doctoral 0 0.0 
Doctoral degree 0 0.0 

Department 
Location 

Urban 184 46.3 
Suburban 93 23.4 
Rural 93 23.4 

(table continues) 
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Table 36 (continued). 

 Characteristic N % 

Type of 
Department 

City 126 31.7 
County 112 28.2 
State/University 144 36.3 
Federal 1 0.3 
Other 8 2.0 

Number of 
Sworn Officers 

<10 1 0.3 
11-50 42 10.6 
51-100 47 11.8 
101-500 163 41.1 
>500 125 31.5 

Current Rank 

Officer/Deputy 268 67.5 
Sergeant 63 15.9 
Lieutenant 32 8.1 
Captain 14 3.5 
Chief or higher 5 1.3 

Years of 
Experience in 
Policing 

1-5 88 22.2 
6-10 78 19.6 
11-15 88 22.2 
16-20 70 17.6 
Over 21 61 15.4 

Present Duties 

Custody 10 2.5 
Patrol/Traffic 264 66.5 
Investigative 53 13.4 
Administrative 31 7.8 
Other 30 7.6 

 

Over 20% of the respondents work for agencies with less than 100 officers, and over 40% 

work for agencies employing between 100 and 500 sworn officers.  Nearly one third of the 

respondents work for departments with over 500 sworn officers.   The majority of the 

respondents rank themselves as either officers or deputies; they have less than 15 years of 

experience in police work; and they work in a patrol capacity.   

Investigation of Scales 

The scales used in this study are discussed next.  A description of each scale is 

followed by a discussion of the reliability of the measure in the main study.  Factor analyses 
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are assessed for newly created scales or where multiple dimensions of a variable are used.  

A Cattell’s scree plot (Cattell, 1966) is used to further evaluate the factor structure of the 

data and unless otherwise stated, these plots support their respective factor structures.  

Moreover, the Kaiser-Meyer-Olkin (Kaiser, 1981) measure of sampling adequacy and 

Bartlett's test of sphericity (Hair, Black, Babin, Anderson, & Tatham, 2006; Kaiser, 1981) 

are used to determine it each factor structure is adequate and if there is a relationship 

among the items within each factor, respectively.  Finally, parallel analysis (Hayton, Allen, & 

Scarpello, 2004) was performed as a factor retention method to confirm findings from the 

KMO and Bartlett's tests.   

Stress. 

A 60-item, previously validated measure was used to assess Police Stress.  A stress 

index for each item was computed by multiplying how often the stressful event occurred (0 

= never to 7 = 7+ times) over the past six months by the amount of stress (1 = low to 7 = 

high) each item is perceived to cause.  The mean police stress rating for this sample is 

10.819 (SD = 7.66) indicating a low overall stress rating.  The maximum and minimum 

scores for stress are 38.24 and 0.00, respectively.  Reliability of the standardized items for 

the Police Stress scale is high (α = 0.953).   

OCB. 

A 24-item, previously validated measure was used to assess OCB.  Respondents 

rated how accurately each statement described their closest working partner on a scale of 

one to five (1 = strongly disagree to 5 = strongly agree).  The mean OCB rating for this 

sample is 3.595 (SD = 0.674) indicating officers perceive that their partners engage in 
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moderate levels of OCB.  The maximum and minimum scores for OCB are 5.00 and 1.29, 

respectively.  Reliability of the standardized items for the OCB scale is high (α = 0.951).   

Burnout. 

A 24-item, previously validated measure was used to assess burnout.  Respondents 

rated how often an event occurred on a scale of zero to six (0 = never to 6 = everyday).  The 

mean burnout rating for this sample is 2.534 (SD = 0.747) indicating that officers perceive 

infrequent levels of experienced burnout.  The maximum and minimum scores for burnout 

are 5.27 and 0.00, respectively.  Reliability of the standardized items for the Burnout scale 

is high (α = 0.873).   

 Job satisfaction. 

A 25-item, previously validated measure was used to assess job satisfaction.  

Respondents rated how satisfied they were with aspects of their job on a scale of one to five 

(1 = strongly dissatisfied to 5 = strongly satisfied).  The mean job satisfaction rating for this 

sample is 3.281 (SD = 0.720) indicating a moderate overall job satisfaction rating for this 

sample of police.  The maximum and minimum scores for job satisfaction are 4.96 and 1.13, 

respectively.  Reliability of the standardized items for the Job Satisfaction scale is high (α = 

0.936).   

Coping.   

A 48-item, previously validated measure was used to assess coping dimensions.  

Respondents were instructed to think of a recent stressful, difficult, or upsetting situation 

at work, and rate how much they engaged in an activity described by the survey items on a 

scale of one to five (1 = not at all to 5 = very often).  Because a three-factor structure is 

theoretically and empirically supported for coping (Endler & Parker, 1990, 1994, 1999), a 

224



   

   

principle component factor analysis of the coping items for a 3-factor structure was 

assessed.  The factors were rotated using Varimax with Kaiser normalization, and as a more 

conservative heuristic, items with a factor score below .5 were suppressed.  The factor 

analysis for coping is presented in Table 37. 

Table 37 
 
Coping 3-Factor Structure (Main Study): Rotated Component Matrixa 
 
  Component 1 Component 2 Component 3 
Cope_T_6 0.593   
Cope_T_9 0.561   
Cope_T_12 0.502   
Cope_T_15 0.564   
Cope_T_18 0.764   
Cope_T_21 0.723   
Cope_T_24 0.700   
Cope_T_27 0.633   
Cope_T_30 0.575   
Cope_T_36 0.706   
Cope_T_39 0.650   
Cope_T_42 0.654   
Cope_T_48 0.703   
Cope_A_1  0.570  
Cope_A_13  0.706  
Cope_A_16  0.751  
Cope_A_19  0.664  
Cope_A_22  0.567  
Cope_A_25  0.710  
Cope_A_28  0.711  
Cope_A_31  0.571  
Cope_A_37  0.633  
Cope_A_40  0.699  
Cope_A_43  0.558  
Cope_A_46  0.679  
Cope_E_8   0.651 
Cope_E_11   0.725 
Cope_E_14   0.707 
Cope_E_20   0.690 
Cope_E_23   0.705 
Cope_E_26   0.646 
Cope_E_32   0.777 
Cope_E_35   0.714 
Cope_E_38   0.536 
Cope_E_44   0.576 

Note. aRotation converged in 5 iterations. Extraction method: principal component analysis. Rotation method: 
Varimax with Kaiser normalization. 
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Results from the KMO and Bartlett’s tests are displayed in Table 38.  The KMO test 

value is sufficient (> 0.50) to indicate the 3-factor structure of the variables is adequate.  

The Bartlett’s test of sphericity (p = 0.001) indicates a relationship among the items within 

each factor, further supporting the 3-factor structure.  Moreover, the three-factor structure 

of coping is theoretically and empirically supported (Endler & Parker, 1990, 1994, 1999).   

Table 38 

KMO and Bartlett's Test – Coping (Main Study) 

Kaiser-Meyer-Olkin measure of sampling adequacy 0.883 

Bartlett's test of sphericity 

Approx. chi-square 5615.635 

df  595 

Sig.   0.001 
 

Bivariate analyses of the factors (Table 39) reveal task-focused coping and emotion-

focused coping are not significantly correlated.  Avoidance coping is significantly correlated 

with emotion-focused coping (r = .303; p < 0.01), as expected.  Reliability coefficients 

indicate scales for each dimension of coping are reliable. 

Table 39 

Coping Factor Correlations and Reliability Statistics (Main Study) 

 Task Emotion Avoidance 

Task .882   

Emotion .008 .882  

Avoidance .079 .303** .887 

Note. Cronbach’s alpha bold on diagonal. *Correlation is significant at the 0.05 level (2-tailed). **Correlation is 
significant at the 0.01 level (2-tailed). 
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The mean task-focused coping rating for this sample is 3.751 (SD = 0.577) indicating 

that officers use moderate to high levels of these coping strategies.  The maximum and 

minimum scores for task-focused coping are 4.92 and 1.33, respectively.  The mean 

emotion-focused coping rating for this sample is 2.367 (SD = 0.710) indicating that officers 

use moderate to high levels of these coping strategies, but they use fewer emotion-focused 

coping strategies than task-focused coping strategies.  The maximum and minimum scores 

for coping are 4.67 and 1.00, respectively.  The mean avoidance coping rating for this 

sample is 2.505 (SD = 0.715) indicating that officers use moderate levels of these coping 

strategies but they use fewer avoidance coping strategies than either task-focused coping 

or emotion-focused coping strategies.  The maximum and minimum scores for avoidance 

coping are 4.69 and 1.00, respectively.  Reliability of the standardized items for Task-

focused Coping, Emotion-focused Coping, and Avoidance Coping scales, are high (Table 43). 

Transformational leadership. 

A 28-item, previously validated measure was used to assess transformational 

leadership.  Respondents were instructed to rate how accurately each statement described 

their supervisor on a scale of 1 = strongly disagree to 5 = strongly agree.  The mean 

transformational leadership rating for this sample is 3.428 (SD = 0.798) indicating that 

officers perceive moderate levels of transformational leader behavior from their 

supervisors.  The maximum and minimum scores for transformational leadership are 5.00 

and 1.10, respectively.  Reliability of the standardized items for the Transformational 

Leadership scale is high (α = 0.960).   

An 8-item, previously validated measure was used to assess contingent reward 

items (Goodwin, Wofford & Whittington, 2001).  Respondents were instructed to rate how 
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accurately each statement describes their supervisors' contingent reward behavior on a 

scale of 1 = strongly disagree to 5 = strongly agree.  The mean contingent reward rating for 

this sample is 3.079 (SD = 0.826) indicating that officers perceive moderate levels of 

contingent reward supervisor behavior.  The maximum and minimum scores for contingent 

reward are 5.00 and 1.00, respectively.  Reliability of the standardized items for the 

Contingent Reward scale is high (α = 0.900).   

Crisis. 

A dichotomous, newly created measure was used to assess crisis.  Respondents 

were given a clear definition of a crisis for the purpose of this study and instructed to 

indicate whether a crisis had recently affected their department/division/unit (1 = yes; 2 = 

no).  The mean crisis rating for this sample is 1.38 (SD = 0.486) indicating that more 

officers identified a crisis event than not.   

Crisis effect. 

 In addition to measuring crisis as a dichotomous variable, a crisis effect variable 

was created to assess the effect a crisis event has on an organizational member.  A six-item 

scale was created to assess crisis effect.  Respondents were asked to rate to what extent 

they were affected by the crisis on a scale of 1 = not affected to 5 = strongly affected. The 

mean crisis effect rating for this sample is 2.865 (SD = 1.156) indicating that officers 

perceived crisis to have a moderate effect.  The maximum and minimum scores for crisis 

effect are 5.00 and 1.00, respectively.  Reliability of the standardized items for the Crisis 

Effect scale is high (α = 0.921).   

  A principle component factor analysis of the crisis effect items, with Eigenvalues 

greater than 1, was assessed.  The factors were rotated using Varimax with Kaiser 
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normalization, and as a more conservative heuristic, items with a factor score below .5 

were suppressed.  The factor analysis for crisis effect is presented in Table 40.   

Table 40 
 
Crisis Effect Factor Structure Main Study: Rotated Component Matrixa  

  Component 1 
Crisis Effect_1 0.814 
Crisis Effect_2 0.865 
Crisis Effect_3 0.898 
Crisis Effect_4 0.770 
Crisis Effect_5 0.889 
Crisis Effect_6 0.848 

Note.  a1 component extracted. Extraction method: principal component analysis. Rotation method: Varimax 
with Kaiser normalization. 

 

Results from the KMO and Bartlett’s tests are displayed in Table 41.  The KMO test 

value is sufficient (> 0.50) to support the single factor structure of the variables.  The 

Bartlett’s test of sphericity (p = 0.001) indicates a relationship among the items within the 

factor, further supporting this single factor structure.   

Table 41 
 
KMO and Bartlett's Test – Crisis Effect (Main Study) 

Kaiser-Meyer-Olkin measure of sampling adequacy 0.870 

Bartlett's test of sphericity 
Approx. chi-square 1791.550 
df  15 
Sig.   0.001 

Emotional dissonance. 

A 6-item, previously validated measure was used to assess emotional dissonance.  

Respondents were instructed to rate how often they were confronted with situations at 
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work on a scale of 1 = never to 5 = always.  The mean emotional dissonance rating for this 

sample is 3.075 (SD = 0.799) indicating officers engage in moderate levels of emotional 

dissonance.  The maximum and minimum scores for emotional dissonance are 5.00 and 

1.00, respectively.  Reliability of the standardized items for the Emotional Dissonance scale 

is high (α = 0.834).   

Personality profiles. 

Personality profiles were computed by identifying scores above and below the 

median and classifying responses based on high or low scores in Extraversion, Neuroticism, 

and Conscientiousness components of the Big 5 dimensions of personality.  Respondents 

were then classified as one of eight personality profiles (0 = no, 1 = yes) as outlined in 

Table 8.  For example, individuals scoring low in Extraversion, Neuroticism, and 

Conscientiousness are classified as the spectator personality type.  The mean rating for 

each personality profile is: spectator = 0.108 (SD = 0.311); insecure = 0.153 (SD = 0.361); 

skeptic = 0.108 (SD = 0.311); brooder = 0.111 (SD = 0.314); hedonist = 0.124 (SD = 0.330); 

impulsive = 0.100 (SD = 0.301); entrepreneur = 0.153 (SD = 0.361); and complicated = 

0.143 (SD = 0.35).  All profile mean scores are well below the mid-point of 0.5 indicating 

that respondents are not classified into any specific profile.  In fact, 41 respondents are 

classified as spectator, 58 respondents are classified as insecure, 41 respondents are 

classified as skeptic, 42 respondents are classified as brooder, 47 respondents are classified 

as hedonist, 38 respondents are classified as impulsive, 58 respondents are classified as 

entrepreneur, and 54 respondents are classified as complicated.   The largest numbers of 

respondents are classified as insecure and entrepreneur personality types and the smallest 

numbers of respondents are classified as impulsive personality types.       

230



   

   

Bivariate Correlation Analyses 

The bivariate relationships among variables in this study were evaluated by 

analyzing the Pearson Product-Moment correlation coefficient.  Table 42 presents the 

means, standard deviations and intercorrelations of the control, criterion, predictor, and 

moderator variables.     

Table 42 

Mean, Standard Deviation, and Correlation of Variables (Main Study) 

 N M SD 1 2 
1.   Gender 371 1.100 0.296 1  
2.   Ethnicity 366 1.320 0.876  0.082* 1 
3.   Age 368 3.440 1.137  0.113**  0.088* 
4.   Current Rank 367 1.500 0.902 -0.018 -0.052 
5.  Department Size 362 3.980 0.962 -0.103** -0.019 
6.   OCB 379 197.634 137.114  0.023 -0.047 
7.   Burnout 375 0.468 0.761  0.039  0.004 
8.    Job Satisfaction 379 1.148 0.240 -0.051 -0.089* 
9.    Police Stress 379 0.000 1.172  0.016 -0.062 
10. Task Coping 379 0.000 23.822  0.026 -0.009 
11. Emotion Coping 379 0.000 15.624  0.068  0.021 
12. Avoidance Coping  379 0.000 14.720  0.134***  0.130** 
13. Crisis 379 0.105 0.500 -0.011  0.058 
14. Crisis-Effect 379 0.000 56.994 -0.021 -0.042 
15. TFL 379 0.000 0.787 -0.065  0.019 
16. Contingent Reward 379 0.000 0.819 -0.047  0.014 
17. Emotional Dissonance 379 3.088 0.783  0.052 -0.091* 
18. Spectator 379 0.108 0.311  0.062 -0.006 
19. Insecure 379 0.153 0.361 -0.013  0.014 
20. Skeptic 379 0.108 0.311  0.030 -0.042 
21. Brooder 379 0.111 0.314  0.088* -0.049 
22. Hedonist 379 0.124 0.330 -0.008 -0.012 
23. Impulsive 379 0.100 0.301 -0.018  0.008 
24. Entrepreneur 379 0.153 0.361 -0.089*  0.031 
25. Complicated 379 0.143 0.350 -0.032  0.044 

(table continues) 
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Table 42 (continued). 

 3 4 5 6 7 8 9 10 
1.   Gender         
2.   Ethnicity         
3.   Age 1        
4.   Current Rank  0.430*** 1       
5.  Department Size -0.092* -0.152*** 1      
6.   OCB -0.032  0.111**  0.121** 1     
7.   Burnout  0.052  0.042 -0.044 -0.361*** 1    
8.    Job Satisfaction -0.045  0.039  0.147***  0.438*** -0.414*** 1   
9.    Police Stress  0.019  0.028 -0.165*** -0.280***  0.439*** -0.474*** 1  
10. Task Coping  0.001  0.093*  0.036  0.172*** -0.035  0.152***  0.049 1 
11. Emotion Coping  0.099*  0.067 -0.057 -0.046  0.278*** -0.046  0.149*** -0.066 
12. Avoidance Coping  -0.160*** -0.067 -0.094* -0.039  0.070 -0.103**  0.167***  0.029 
13. Crisis  0.058 0.114** -0.555*** -0.132***  0.033 -0.170***  0.108**  0.016 
14. Crisis-Effect -0.069 -0.125**  0.622***  0.120** -0.012  0.198*** -0.105**  0.011 
15. TFL -0.098*  0.001  0.119**  0.436*** -0.331***  0.582*** -0.268***  0.211*** 
16. Contingent Reward -0.137*** -0.03 0.096*  0.274*** -0.229***  0.485*** -0.158***  0.156*** 
17. Emotional Dissonance -0.101** -0.025 -0.026 -0.126***  0.315*** -0.088*  0.314***  0.059 
18. Spectator  0.065  0.173***  0.043 -0.031 -0.039 -0.085* -0.046 -0.190*** 
19. Insecure  0.014 -0.023 -0.097* -0.151***  0.166*** -0.040  0.032 -0.093* 
20. Skeptic  0.111** -0.002  0.025 -0.034  0.041 -0.001  0.045  0.154*** 
21. Brooder  0.119**  0.144***  0.033 -0.018  0.126*  0.053  0.004  0.187*** 
22. Hedonist -0.017 -0.025 -0.028  0.040 -0.100* -0.027 -0.094* -0.058 
23. Impulsive -0.099* -0.087* -0.023  0.004  0.046 -0.045  0.095* -0.141*** 
24. Entrepreneur -0.115** -0.118**  0.031  0.152*** -0.314***  0.08* -0.109**  0.108** 
25. Complicated -0.058 -0.037  0.023  0.032  0.089*  0.052  0.083*  0.024 

(table continues) 
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Table 42 (continued). 

 11 12 13 14 15 16 17 18 
1.   Gender         
2.   Ethnicity         
3.   Age         
4.   Current Rank         
5.  Department Size         
6.   OCB         
7.   Burnout         
8.    Job Satisfaction         
9.    Police Stress         
10. Task Coping         
11. Emotion Coping 1        
12. Avoidance Coping   0.150*** 1       
13. Crisis -0.024 -0.044 1      
14. Crisis-Effect  0.012 -0.006 -0.914*** 1     
15. TFL  0.029 -0.027 -0.138***  0.134*** 1    
16. Contingent Reward  0.037  0.001 -0.133***  0.115**  0.748*** 1   
17. Emotional Dissonance  0.199***  0.021  0.073 -0.046 -0.093* -0.039 1  
18. Spectator -0.130*** -0.147*** -0.038  0.025 -0.093* -0.026 -0.056 1 
19. Insecure  0.267***  0.020  0.011 -0.003 -0.008 -0.025  0.106** -0.148*** 
20. Skeptic -0.118** -0.061 -0.038  0.043  0.051  0.046  0.001 -0.121** 
21. Brooder  0.101** -0.039  0.005 -0.008 -0.047 -0.034  0.050 -0.123** 
22. Hedonist -0.146***  0.068  0.031 -0.087* -0.001 -0.016 -0.099* -0.131*** 
23. Impulsive  0.077*  0.108**  0.020  0.015 -0.020  0.020  0.066 -0.116** 
24. Entrepreneur -0.240***  0.052  0.070 -0.062  0.077* -0.015 -0.190*** -0.148*** 
25. Complicated  0.173*** -0.011 -0.066  0.082*  0.028  0.051  0.128** -0.142*** 

(table continues) 
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Table 42 (continued). 

 19 20 21 22 23 24 25 
1.   Gender        
2.   Ethnicity        
3.   Age        
4.   Current Rank        
5.  Department Size        
6.   OCB        
7.   Burnout        
8.    Job Satisfaction        
9.    Police Stress        
10. Task Coping        
11. Emotion Coping        
12. Avoidance Coping         
13. Crisis        
14. Crisis-Effect        
15. TFL        
16. Contingent Reward        
17. Emotional Dissonance        
18. Spectator        
19. Insecure 1       
20. Skeptic -0.148*** 1      
21. Brooder -0.150*** -0.123** 1     
22. Hedonist -0.160*** -0.131*** -0.133*** 1    
23. Impulsive -0.142*** -0.116** -0.118** -0.126*** 1   
24. Entrepreneur -0.181*** -0.148*** -0.150*** -0.160*** -0.142*** 1  
25. Complicated -0.173*** -0.142*** -0.144*** -0.153*** -0.136*** -0.173*** 1 

Note.  OCB = organizational citizenship behavior; TFL = transformational leadership.  *Correlation is marginally significant at the 0.10 level (2-tailed). 
**Correlation is significant at the 0.05 level (2-tailed). ***Correlation is significant at the 0.01 level (2-tailed). 
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It is important to note that some independent and moderating variables (police stress, task 

coping, emotion coping, avoidance coping, transformational leadership, contingent reward, 

and crisis effect) are centered about the mean to minimize lack of invariance effects of 

regression coefficients that can occur when creating interaction terms (Aiken & West, 

1991).  The mean statistics for each of these variables is zero due to centering. 

With respect to the control variables, gender is positively correlated with age (p < 

0.05) indicating the average age of females in the sample is higher than the average age of 

males; and negatively correlated with department size (p < 0.05) indicating that larger 

departments employ fewer female officers.  Gender and ethnicity are negatively correlated 

with avoidance coping (p < 0.01 and p < 0.05, respectively) indicating that female officers 

use higher levels of this coping strategy and that ethnicities other than non-Hispanic White 

use more avoidance coping strategies.       

Age is positively correlated with current rank (p < 0.01) and both the skeptic and 

brooder personality types (p < 0.05) indicating that older officers attain higher rank and 

tend to be categorized as skeptic and brooder personality types.  Age is negatively 

correlated with avoidance coping (p < 0.01), contingent reward (p < 0.01), emotional 

dissonance (p < 0.05), and the entrepreneur (p < 0.05) personality type indicating that 

older officers use fewer avoidance coping strategies, engage less in emotional dissonance, 

and tend be classified as entrepreneur personality types.  Current rank is negatively 

correlated with department size (p < 0.01), crisis effect (p < 0.05), and the entrepreneur (p 

< 0.05) personality type indicating that officers more advanced in rank are from smaller 

departments, are less affected by crisis, and are less likely to be entrepreneur personality 

types.   Current rank is also positively correlated with OCB (p < 0.05), Crisis (p < 0.05), and 
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the spectator and brooder personality types (p < 0.01) indicating that officers of higher 

rank tend to perceive higher levels of OCB from their closest working partners, more 

readily identify a crisis within their department, and tend to be categorized as spectator 

and brooder personality types.   

The size of the department has the greatest number of correlations.  Department 

size is positively correlated with OCB (p < 0.05), job satisfaction (p < 0.01), crisis effect (p < 

0.01) and transformational leadership (p < 0.05) indicating larger departments have 

officers who perceive their closest working partners engage in higher levels of OCB, are 

more satisfied in their jobs, are more affected by crisis, and perceive higher levels of 

transformational leader behaviors from their leaders.  Department size is negatively 

correlated with police stress (p < 0.01) and Crisis (p < 0.01), indicating that officers in 

smaller departments perceive higher levels of stress and identify that a crisis event has 

recently occurred.   

 With respect to the dependent variables, all three are moderately correlated.  

Specifically, OCB is positively correlated with job satisfaction (p < 0.05) and negatively 

correlated with burnout (p < 0.01), and burnout is negatively correlated with job 

satisfaction (p < 0.01).  All three dependent variables are correlated with police stress, (p < 

0.01), and the association is positive for burnout only.  OCB is positively correlated with 

task-focused coping (p < 0.01), transformational leadership (p < 0.01), contingent reward 

(p < 0.01), and the entrepreneurship personality type (p < 0.01).  OCB is negatively 

correlated with crisis (p < 0.01), emotional dissonance (p < 0.01), and the insecure 

personality type (p < 0.01).   
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 Burnout is positively correlated with emotion-focused coping (p < 0.01) and the 

insecure (p < 0.01) personality type.  Job satisfaction is positively correlated with task-

focused coping (p < 0.01), transformational leadership (p < 0.01), and contingent reward (p 

< 0.01).   Job satisfaction is negatively correlated with avoidance coping (p < 0.05) and 

crisis (p < 0.01). 

 Police stress is positively correlated with emotion-focused coping (p < 0.01), 

avoidance coping (p < 0.01), Crisis (p < 0.01), emotional dissonance (p < 0.01).  Police stress 

is negatively correlated with transformational leadership (p < 0.01), contingent reward (p 

< 0.01), and the entrepreneur (p < 0.05) personality type.   

Of the three dimensions of coping, only task-focused coping is positively correlated 

with both transformational leadership and contingent reward (p < 0.01).  This dimension of 

coping is also positively correlated with the skeptic (p < 0.01), brooder (p < 0.01), and 

entrepreneur (p < 0.05) personality types.  Emotion-focused coping is positively correlated 

with avoidance coping (p < 0.01), emotional dissonance (p < 0.01), and the insecure (p < 

0.01), brooder (p < 0.05), and complicated (p < 0.01) personality types. Avoidance coping is 

positively correlated with the impulsive (p < 0.05) and negatively correlated with the 

spectator (p < 0.01) personality types.    

 Of the remaining variables in this study, crisis is negatively correlated with both 

transformational leadership and contingent reward (p < 0.01) leader behaviors.  

Transformational leadership is positively correlated with contingent reward (p < 0.01).  

Emotional dissonance is positively correlated with the insecure and complicated 

personality types (p < 0.05) and negatively correlated with the entrepreneur (p < 0.01) 

personality type.  All of the personality types are related with significant correlations 
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ranging from 0.116 to 0.181.  Multiple marginal correlations among variables are depicted 

in Table 46. 

Analyses of Hypotheses 

The research model in Figure 9 depicts the tested relationships among the variables 

of interest to this study.  Each hypothesis is depicted within this research model.  The 

following sections provide discussions of the statistical methods used in the analysis of the 

data, the regression equations associated with each statistical method, and the regression 

models associated with the respective hypotheses for this research model.   

 

Figure 9.  Research model of OCB, burnout, job satisfaction, police stress, coping, leadership 
and crisis (main study). 
 

Hierarchical Multiple Regression Analysis 

Hierarchical multiple regression (HMR) analysis was used to analyze the tested 

relationships in Hypotheses 1-3 and Hypotheses 7 and 8.  HMR is appropriate because the 

order in which the variables are entered into the equation is theoretically important.  
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Control variables were entered into the equation first, followed by the criterion variable for 

each predictor-criterion relationship tested.  Table 43depicts the equations of the HMR 

regression models tested for Hypotheses 1-3. 

Table 43 

Regression Equations for Hypotheses 1-3  

 Y1 = β0 + β1X1 + e 

Y2 = β0 + β1X1 + e 

Y3 = β0 + β1X1 + e 

Where: 
Y1-3 = Dependent Variables 
 Y1 = OCB 
 Y2 = Burnout 
 Y3 = Job Satisfaction 

 
X1 = Independent Variable - Police Stress 
β0 = Constant  
β1 = Coefficient Weight  
e = Error Term 

 

Separate analyses using HMR were used to evaluate the relationships of emotional 

dissonance and personality types with the coping dimensions.  In these analyses, emotional 

dissonance and each respective personality type are predictor variables, and each 

dimension of coping, are the criterion variables.  The regression equations for these 

analyses are presented in Table 44. 

Table 44 

Regression Equations for Hypotheses 7 and 8 

 Y4 = β0 + β1..iX2..10 + e 

Y5 = β0 + β1..iX2..10 + e 

Y6 = β0 + β1..iX2..10 + e 

Where: 
Y4-6 = Dependent Variables 

X = Independent Variable 
X2 = Emotional 

β0 = Constant  
β1..i = Coefficient Weight  
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Y4 = Task-focused Coping 
Y5 = Emotion-focused Coping 
Y6 = Avoidance Coping 

 

Dissonance  
X3 = Spectator 
X4 = Insecure 
X5 = Skeptic 
X6 = Brooder 
X7 = Hedonist 
X8 = Impulsive 
X9 = Entrepreneur 
X10 = Complicated 

e = Error Term 

 

Hierarchical Moderated Multiple Regression Analysis 

Hierarchical moderated multiple regression analysis (HMMR) was conducted in 

order to analyze the proposed effects in Hypotheses 4-6.  HMMR is appropriate because the 

order in which the variables are entered into the equation is theoretically important.  In 

addition, tests of moderation were conducted in the analyses to assess the effects of 

interaction terms.    

As in the pilot study, Barron and Kenny’s (1986) test of moderation is used to test 

the moderated relationships with these data.  Moderators function as third variables, which 

partition the independent variable into subgroups, and they establish domains of the 

independent variable’s maximum effectiveness with respect to specific dependent 

variables.  More specifically, the relationship between a dependent and independent 

variable is moderated when it is dependent upon a third variable, which affects the 

direction or strength of the dependent and independent variable relationship.  The 

moderator effect is represented as an interaction between the independent variable and a 

factor that specifies conditions for its operation.  In the following equations, the role of Z1..i 

as moderators is evaluated by assessing the parameter estimate of the interaction term 

(β1..i), and the ΔF-test statistic associated with HMMR analysis for the respective interaction 
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terms.  The regression equations in Table 45 represent the regression models tested for 

each dependent variable. 

Table 45 

Regression Equations for Hypotheses 4-6 

Y1..3 = β0 + β1X1 + β2Z1a + β3(X1Z1a)+ e 

Y1..3 = β0 + β1X1 + β2Z1b + β3(X1Z1b)+ e 

Y1..3 = β0 + β1X1 + β2Z1c + β3(X1Z1c)+ e 

Y1..3 = β0 + β1X1 + β2Z2 + β3(X1Z2) + e 

Y1..3 = β0 + β1X1 + β2Z3 + β3(X1Z3) + e 

Where: 
Y1-3 = Dependent Variables 
 Y1 = OCB 
 Y2 = Burnout 
 Y3 = Satisfaction 
X = Independent Variable 
 X1 = Stress  
 

Z1-3 = Moderating Variables 
Z1a = Task-focused Coping 

 Z1b = Emotion-focused Coping 
 Z1c = Avoidance Coping 
 Z2 = Leadership 
 Z3 = Crisis 
β0 = Constant  
β1..i = Coefficient Weight  
e = Error Term 

Results 

The effects of police stress on the dependent variables, OCB, burnout, and job 

satisfaction were examined in separate hierarchically arranged multiple regression 

analyses (Table 46).  Gender, age, ethnicity, current rank, and department size were used as 

control variables in these analyses.  Results from the HMR analyses are discussed next.   

Hypotheses 1. 

Hypothesis 1 states there is a negative relationship between police stress and OCB.  

Hypothesis 1 is supported (β = -0.279; p < 0.01).  The change in R2 indicates police stress 

explains 7.9% of the variance beyond that explained by the control variables.  Of the 

control variables, current rank is significant (β = 0.169; p < 0.01) and both age and 
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department sizes are marginally significant (β = -0.109 and β = 0.079 respectively; p < 

0.10).  

Table 46 

HMR Analyses Results (H1 - H3) 

Dependent 
Variable 

Independent  
Variable 

Standardized 
β 

 
R 

 
R2 

 
ΔR2 

Model 1  
(OCB) 

 Controlsa  0.198 0.025 0.039** 
    Police Stress  -0.279 0.338 0.099 0.075*** 
Model F = 28.663     

Model 2 
(Burnout) 

 Controlsa  0.093 0.006 0.009 
    Police Stress   0.442 0.443 0.182 0.188*** 
Model F = 77.762     

Model 3 (Job 
Satisfaction) 

 Controlsa  0.182 0.019 0.033** 
    Police Stress  -0.481 0.506 0.243 0.224*** 
Model F = 101.310     

Note. aGender, ethnicity, age, current rank, department size. *p < 0.10, **p < 0.05, ***p < 0.01. 

Hypothesis 2. 

Hypothesis 2 states there is a positive relationship between police stress and 

burnout.  This hypothesis is also supported (β = 0.442; p < 0.01).  In this model, only the 

control variable department size is significant (β = 0.073; p < 0.10), and only marginally so.  

The change in R2 for Hypothesis 2 indicates police stress explains 18.8% additional 

variance in burnout beyond that explained by the control variables alone.  

Hypothesis 3. 

Hypothesis 3, police stress and job satisfaction are negatively related, is also 

supported (β = -0.481; p < 0.01).  Of the control variables, ethnicity is marginally significant 

in this model (β = -0.098; p < 0.10).  The HMR regression model associated with Hypothesis 

3 indicates police stress explains 22.4% of additional variance in job satisfaction after 

controlling for gender, age, ethnicity, current rank, and department size.  
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Hypothesis 4. 

The moderating effects of each dimension of coping on the relationships between 

police stress and OCB, burnout, and job satisfaction were examined in separate 

hierarchically arranged moderated multiple regression analyses (Table 47).  Gender, age, 

ethnicity, current rank, and department size were used as control variables in these 

analyses.  Hypotheses 4a-4f state that each dimension of coping moderates the relationship 

between police stress and the outcome variables, respectively.  Results of HMMR indicate 

task-focused coping moderates the relationship between police stress and OCB (ΔR2 = 

0.013; p < 0.05); emotion-focused coping moderates the relationship between police stress 

and OCB (ΔR2 = 0.019; p < 0.01) and between police stress and burnout (ΔR2 = 0.010; p < 

0.05), and that avoidance coping moderates the relationship between police stress and job 

satisfaction (ΔR2 = 0.010; p < 0.05) and marginally moderates the relationship between 

police stress and burnout (ΔR2 = 0.006; p < 0.10).  Based on these results, Hypotheses 4 is 

supported.  

Table 47 

HMMR Analyses Results (H4 and H4a-H4f) 

Dependent 
Variable 

Independent and 
Moderating Variables 

Standardized 
β R R2 ΔR2 

Model 1 (OCB) 
Task-focused Coping  -0.116 0.396 0.136 0.013** 
Emotion-focused Coping  0.142 0.366 0.113 0.019*** 
Avoidance Coping -0.034 0.340 0.095 0.001 

Model 2 
(Burnout) 

Task-focused Coping    0.035 0.093 0.006 0.009 
Emotion-focused Coping  -0.103 0.502 0.234 0.010** 
Avoidance Coping   0.079 0.450 0.183 0.006* 

Model 3 (Job 
Satisfaction) 

Task-focused Coping  -0.037  0.530 0.263 0.001 
Emotion-focused Coping  0.017  0.509 0.241 0.001 
Avoidance Coping -0.105  0.516 0.249 0.010** 

Note. *p < 0.10, **p < 0.05, ***p < 0.01. 
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Theoretical and empirical evidence support a three-factor structure for coping.  

Thus, it is important to evaluate the relationship between police stress and the outcome 

variables for each dimension of coping.  Hypotheses 4a - 4f state that task-focused coping, 

emotion-focused coping, and avoidance coping moderate the relationship between police 

stress and each of the outcome variables.   

Hypothesis 4a. 

Hypothesis 4a states that task-focused coping influences the negative relationships 

between police stress and both OCB and job satisfaction such that high levels of task-

focused coping mitigate these negative relationships.  Results indicate task-focused coping 

moderates the relationship between police stress and OCB (ΔR2 = 0.013; p < .05), but not 

job satisfaction (ΔR2 = 0.001; ns).  Moreover, the moderated effect of task-focused coping on 

the police stress - OCB relationship is such that high levels of task-focused coping 

intensifies the negative slope (Figure 10), contrary to expectations.  Thus, Hypothesis 4a is 

not supported.  It is interesting to note that while officers high in task-focused coping 

engage in higher levels of OCB than officers low in task-focused coping, the differences 

diminish under highly stressful circumstances - questions for further study.  This 

inconsistency is addressed in Chapter 5.    
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Figure 10.  Ordinal interaction of task-focused coping for OCB. 

Hypothesis 4b. 

Hypothesis 4b states that high levels of task-focused coping diminish the positive 

relationship between police stress and burnout.  Findings indicate that high levels of task-

focused coping do not attenuate the positive relationship between police stress and 

burnout.  Hypothesis 4b is not supported (ΔR2 = 0.009; ns).    

Hypothesis 4c. 

Hypothesis 4c states that emotion-focused coping influences the negative 

relationship between police stress and both OCB and job satisfaction.  Specifically, this 

hypothesis suggests that high levels of emotion-focused coping diminish the negative 

relationship between police stress and both OCB and job satisfaction.  Emotion-focused 

coping moderates the relationships between police stress and OCB (ΔR2 = 0.019; p < .01) 

but it does not moderate the relationship between police stress and job satisfaction (ΔR2 = 

0.001; ns).   
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The relationship among police stress, emotion-focused coping, and OCB is depicted 

in Figure 11.  Increased levels of police stress negatively influences officer engagement in 

OCB.  Based on the disordinal relationship depicted in Figure 11, the OCB of officers low in 

emotion-focused coping suffer more in high stress conditions than officers high in emotion-

focused coping.  Emotion-focused coping attenuates the negative relationship between 

police stress and OCB, as expected.  Thus, Hypothesis 4c is partially supported.   

 
Figure 11.  Disordinal interaction of emotion-focused coping for OCB. 

Hypothesis 4d. 

Hypothesis 4d states that emotion-focused coping influences the positive 

relationship between police stress and burnout.  Specifically, this hypothesis suggests high 

levels of emotion-focused coping mitigate the positive relationship between police stress 

and burnout.  Findings indicate emotion-focused coping moderates the relationship 

between police stress and burnout (ΔR2 = 0.010; p < .05).  Increased levels of stress 

positively influence officer burnout.  The ordinal interaction among police stress, burnout, 

and emotion-focused coping is depicted in Figure 12.   
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Burnout increases at a greater rate as police stress intensifies from low stress to 

high stress conditions for officers low in emotion-focused coping than for those high in 

emotion-focused coping.  Therefore, emotion-focused coping mitigates the effect of police 

stress on burnout.  It is interesting to note that these mitigating effects diminish under 

highly stressful conditions.  Thus, Hypothesis 4d is supported.   

 
Figure 12.  Ordinal interaction of emotion-focused coping for burnout. 

Hypothesis 4e. 

Hypothesis 4e states avoidance coping influences the negative relationship between 

police stress and both OCB and job satisfaction.  Specifically, this hypothesis states 

avoidance coping intensifies the negative relationships between police stress and both OCB 

and job satisfaction.  Contrary to expectations, avoidance coping does not moderate the 

relationship between police stress and OCB (ΔR2 = 0.001; ns), but avoidance coping 

moderates the relationship between police stress and job satisfaction (ΔR2 = 0.010; p < .05).   

Police stress is negatively related to job satisfaction, and avoidance coping 

intensifies this relationship.  Based on the disordinal relationship depicted in Figure 13, 
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police officers high in avoidance coping are more satisfied in their jobs under low stress, 

but less satisfied in their jobs as police stress increases than are officers low in avoidance 

coping.  Thus, avoidance coping appears effective in mitigating the effect of Stress on job 

satisfaction under low stress conditions but avoidance coping appears to be maladaptive 

under high stress circumstances, as expected.  Thus, Hypothesis 4e is partially supported.     

 
Figure 13.  Disordinal interaction of avoidance coping for job satisfaction. 

Hypothesis 4f. 

Hypothesis 4f states avoidance coping influences the positive relationship between 

police stress and burnout.  Specifically, this hypothesis states avoidance coping intensifies 

the positive relationships between police stress and burnout.  Avoidance coping marginally 

moderates the relationship between police Stress and burnout (ΔR2 = 0.006; p < .10).   

Police stress is positively related to officer burnout and avoidance coping 

exacerbates this relationship.  Based on the disordinal relationship depicted in Figure 14, 

under conditions of low stress police officers high in avoidance coping experience lower 

levels of burnout than those low in avoidance coping.  As stress increases, officers high in 
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avoidance coping experience increasing levels of burnout than do officers low in avoidance 

coping.  Avoidance coping helps attenuate burnout under low levels of stress but is 

maladaptive under high stress conditions, as expected.  Therefore, the direction of H4f is 

supported, but only marginally so.   

 
Figure 14.  Disordinal interaction of avoidance coping for burnout. 

 

The moderating effects of transformational leadership on the relationships between 
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such that perceptions of high levels of transformational leadership attenuate the positive 

relationship between police stress and burnout.   

 Table 48 

HMMR Analyses Results (H5a - H5b) 

Dependent 
Variable 

Independent and 
Moderating Variables 

Standardized 
β R R2 ΔR2 

Model 1 (OCB) 

 Controlsa  0.198 0.025 0.039** 
    Police Stress  -0.179 0.338 0.099 0.075*** 
    TFL 0.388 0.481 0.215 0.117*** 
    Police Stress x TFL -0.108 0.492 0.224 0.011** 
Model ΔF = 4.731     

Model 2 
(Burnout) 

 Controlsa  0.093 0.006 0.009 
    Police Stress  0.376 0.443 0.182 0.188*** 
    TFL -0.249 0.488 0.222 0.042*** 
    Police Stress x TFL 0.124 0.502 0.234 0.014*** 
Model ΔF = 6.176     

Model 3 (Job 
Satisfaction) 

 Controlsa  0.182 0.019 0.033** 
    Police Stress  -0.373 0.506 0.243 0.224*** 
    TFL 0.442 0.673 0.441 0.196*** 
    Police Stress x TFL -0.089 0.678 0.447 0.007** 
Model ΔF = 4.477     

Note. aGender, ethnicity, age, current rank, department size. *p < 0.10, **p < 0.05, *** p < 0.01 

Hypothesis 5a. 

A significant moderating effect for Hypothesis 5a exists for job satisfaction (ΔR2 = 

0.007; p < .05) and OCB (ΔR2 = 0.011; p < .05).  While transformational leadership 

moderates the relationship between police stress and OCB, the slopes associated with the 

interaction (β = -0.108) are not as predicted (Figure 15).  In this instance, high levels of 

transformational leader behavior increase overall engagement in OCB, but the negative 

relationship between police stress and OCB is more negative when transformational 

leadership is perceived than when it is not, contrary to expectations.  This inconsistency is 

further addressed in Chapter 5.   
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Figure 15.  Ordinal interaction of transformational leadership for OCB. 

 
Figure 16 depicts the effect of transformational leadership on the relationship 

between police stress and job satisfaction.  To the degree that officers perceive high levels 

of transformational leadership behaviors, they are more satisfied with their jobs.  Officers 

perceiving low levels of transformational leadership behaviors are less satisfied with their 

jobs.  Satisfaction with one's job suffers more under high stress conditions when 

transformational leadership is lacking, as expected.  Therefore, Hypothesis 5a is partially 

supported.  The rate of decrease in job satisfaction from low to high stress conditions is 

greater when perceptions of transformational leadership are low than when they are high. 

Hypothesis 5b. 

While transformational leadership positively moderates the relationship between 

police stress and burnout (ΔR2 = 0.014; p < .01), the slopes associated with this regression 

(β = 0.124) are not as predicted (Figure 17).  To the degree that leaders exhibit high levels 

of transformational leadership, followers perceive lower levels of burnout.  
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Figure 16.  Ordinal interaction of transformational leadership for job satisfaction. 

 
It is interesting to note that followers perceive higher levels of burnout as police stress 

increases for both high and low levels of perceived transformational leadership, but the 

change occurs at a stronger rate for high perceived transformational leadership, contrary 

to expectations.  The type of burnout measured may explain why leadership fails to reduce 

the effects of burnout when stress is high; this explanation is further explored in Chapter 5. 

 
Figure 17.  Ordinal interaction of transformational leadership for burnout. 
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Hypothesis 6a.  

The moderating effects of Crisis on the relationships between police stress and OCB, 

burnout, and job satisfaction were examined in separate hierarchically arranged 

moderated multiple regression analyses (Table 49).  Contrary to expectations, the crisis 

variable is not significant for OCB (ΔR2 = 0.001; ns), burnout (ΔR2 = 0.001; ns), or job 

satisfaction (ΔR2 = 0.003; ns).  

Table 49 

HMMR Analyses 
Results 

(H6a)Depende
nt Variable 

Independent and 
Moderating Variables 

Standardized 
β R R2 ΔR2 

Model 1 (OCB) 

 Controlsa  0.198 0.025 0.039** 
    Police Stress  -0.275 0.338 0.099 0.075*** 
    Crisis -0.071 0.434 0.099 0.003 
    Police Stress x Crisis -0.022 0.344 0.097 0.001 
Model ΔF = 0.181     

Model 2 
(Burnout) 

 Controlsa  0.093 0.006 0.009 
    Police Stress  0.441 0.443 0.182 0.188*** 
    Crisis  -0.007 0.443 0.179 0.001 
    Police Stress x Crisis 0.010 0.443 0.177 0.001 
Model ΔF = 0.042     

Model 3 (Job 
Satisfaction) 

 Controlsa  0.182 0.019 0.033** 
    Police Stress  -0.489 0.506 0.243 0.224*** 
    Crisis -0.018 0.511 0.245 0.004 
    Police Stress x Crisis 0.022 0.513 0.246 0.003 
Model ΔF = 1.221     

Note. aGender, ethnicity, age, current rank, department size. *p < 0.10, **p < 0.05, ***p < 0.01. 

As a different approach to examine the relationship between a crisis and these 

outcome variables, I also examined the perceived effect of the crisis on respondents' 

personal and professional lives.  The moderating effects of crisis effect on the relationships 

between police stress and OCB, burnout, and job satisfaction were examined in separate 

hierarchically arranged moderated multiple regression analyses.  Gender, age, ethnicity, 
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current rank, and department size were used as control variables in these analyses.  

Results are presented in Table 50.   

Table 50 

HMMR Analyses Results (H6b) 

Dependent 
Variable 

Independent and Moderating 
Variables 

Standardized 
β 

 
R 

 
R2 

 
ΔR2 

Model 1 (OCB) 

 Controlsa  0.198 0.025 0.039** 
    Police Stress  -0.257 0.338 0.099 0.075*** 
    Crisis Effect 0.035 0.343 0.099 0.003 
    Police Stress x Crisis Effect -0.018 0.343 0.097 0.001 
Model ΔF = 0.001     

Model 2 
(Burnout) 

 Controlsa  0.093 0.006 0.009 
    Police Stress  0.415 0.443 0.182 0.188*** 
    Crisis Effect 0.139 0.481 0.196 0.016*** 
    Police Stress x Crisis Effect  -0.125 0.477 0.209 0.015*** 
Model ΔF = 6.440     

Model 3 (Job 
Satisfaction) 

 Controlsa  0.182 0.019 0.033** 
    Police Stress  -0.486 0.506 0.243 0.224*** 
    Crisis Effect 0.011 0.506 0.241 0.001 
    Police Stress x Crisis Effect  -0.083 0.513 0.246 0.007* 
Model ΔF = 3.014     

Note. aGender, ethnicity, age, current rank, department size. *p < 0.10, **p < 0.05, ***p < 0.01. 

Hypothesis 6b. 

Hypothesis 6b states the relationships between police stress and OCB, job 

satisfaction, and burnout are intensified by the perceived effect a crisis has on officers.  

Crisis effect does not moderate the relationship between police stress and OCB (ΔR2 = 

0.001; ns), but the moderating effect of crisis effect is significant for the police stress-

burnout relationship (ΔR2 = 0.015; p < .01).  The moderating effect of crisis effect is 

marginally significant for the police stress-job satisfaction (ΔR2 = 0.007; p < .10) 

relationship.   
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While the relationship between police stress and burnout as moderated by crisis 

effect is statistically significant, the direction of the moderated effect (β = -0.125) is 

opposite of that hypothesized (Figure 18), contrary to expectations.  Followers perceive 

higher levels of burnout as police stress increases.  Moreover, officers who perceive they 

are strongly affected by a crisis event experience higher levels of burnout than those who 

perceive the crisis event as having lower effects on them, particularly under low stress 

conditions.  It is interesting to note the differences between those individuals high in crisis 

effect and those individuals low in crisis effect converge as police stress intensifies.  

Specifically, when police stress is high, burnout is experienced similarly regardless of how 

personalized the crisis event.  Under low stress conditions, officers experience lower levels 

of burnout with lower perceived crisis effect than with higher perceived crisis effect.  In 

addition, officers perceiving low crisis effects experience burnout at a stronger rate than 

officers perceiving high crisis effect as the level of stress increases.  Therefore, Hypothesis 

6b is not supported for burnout.  This inconsistency is further addressed in Chapter 5.   

 

Figure 18.  Ordinal interaction of crisis effect for burnout. 
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The disordinal interaction of crisis effect on the relationship between police stress 

and job satisfaction is depicted in Figure 19.  The effect of a crisis marginally influences the 

relationship between police stress and job satisfaction such that perceptions of high crisis 

effect have a stronger influence on the police stress - job satisfaction relationship than 

perceptions of low crisis effect.  As police stress intensifies, job satisfaction decreases at a 

higher rate for officers more strongly affected by a crisis than for those less affected 

officers, as expected.  Therefore, Hypothesis 6b is marginally supported for job satisfaction.   

 
Figure 19.  Disordinal interaction of crisis effect for job satisfaction. 
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types with the exception of the brooder are statistically related to emotion-focused coping.  

The spectator, hedonist, and impulsive personality types are marginally associated with 

avoidance coping.  Thus, Hypothesis 7 is supported.  

Table 51 

HMR Analyses (H7 and 7a-7h) 

Dependent 
Variable Independent Variable Standardized 

β R R2 ΔR2 

Model 2 (Task-
focused Coping) 

Spectator (ΔF = 17.214) -0.218 0.251 0.063 0.046*** 
Insecure (ΔF = 11.113) -0.175 0.217 0.047 0.030*** 
Skeptic (ΔF = 16.056)  0.209 0.245 0.060 0.043*** 
Brooder (ΔF = 12.091)  0.184 0.223 0.050 0.033*** 
Hedonist (ΔF = 0.350) -0.032 0.134 0.018 0.001 
Impulsive (ΔF = 0.700) -0.045 0.138 0.019 0.002 
Entrepreneur (ΔF = 4.704)  0.115 0.173 0.030 0.013** 
Complicated (ΔF = 0.072) -0.014 0.131 0.017 0.001 

Model 3 
(Emotion-
focused Coping) 

Spectator (ΔF =8.115) -0.152 0.197 0.139 0.022*** 
Insecure (ΔF = 32.775)  0.292 0.317 0.101 0.084*** 
Skeptic (ΔF = 7.106) -0.141 0.180 0.036 0.020*** 
Brooder (ΔF =1.191)  0.059 0.142 0.020 0.003 
Hedonist (ΔF = 8.171) -0.151 0.198 0.039 0.022*** 
Impulsive (ΔF = 9.531)  0.163 0.207 0.043 0.026*** 
Entrepreneur (ΔF = 25.038) -0.258 0.287 0.082 0.065*** 
Complicated (ΔF = 12.034)  0.182 0.222 0.049 0.033*** 

Model 4 
(Avoidance 
Coping) 

Spectator (ΔF = 3.283) -0.091 0.247 0.061 0.009* 
Insecure (ΔF = 0.574) -0.040 0.216 0.047 0.002 
Skeptic (ΔF = 1.705) -0.068 0.238 0.057 0.005 
Brooder (ΔF = 1.644) -0.068 0.238 0.057 0.004 
Hedonist (ΔF = 2.251)  0.078 0.241 0.058 0.006* 
Impulsive (ΔF = 2.509)  0.083 0.243 0.059 0.007* 
Entrepreneur (ΔF = .0854)  0.048 0.234 0.055 0.002 
Complicated (ΔF = 0.004) -0.003 0.229 0.052 0.001 

Note. Model F statistic in parentheses. *p < 0.10, **p < 0.05, ***p < 0.01. 

Hypothesis 7a. 

Hypothesis 7a states spectator police, scoring low in all three of the personality 

dimensions, use less task-focused coping, use less emotion-focused coping and do not use 

avoidance coping.  This hypothesis is supported.  The relationships between the spectator 
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personality type and task-focused coping (β = -0.218; p < .01), emotion-focused coping (β = 

-0.015; p < .01), and avoidance coping (β = -0.091; p < .10) are all negative, but the latter is 

marginally significant.  The spectator personality type uses fewer of both the task-focused 

coping and emotion-focused coping strategies than do non-spectator personality types.  

Hypothesis 7b. 

Hypothesis 7b states that insecure police use less task-focused coping and engage in 

more emotion-focused coping but do not use avoidance coping.  There is no statistically 

significant relationship between the Insecure personality type and avoidance coping (β = -

0.040; ns); but there is a statistically significant negative relationship for task-focused 

coping (β = -0.175; p < .01) and a statistically significant positive relationship for emotion-

focused coping (β = 0.292; p < .01) indicating that the insecure personality type uses fewer 

task-focused coping strategies and more emotion-focused coping strategies than the non-

insecure personality type.  Thus, Hypothesis 7b is supported. 

Hypothesis 7c. 

Hypothesis 7c states that skeptic personality types use more task-focused coping 

strategies, they use fewer emotion-focused coping strategies, and they do not use 

avoidance coping.  The relationship between the skeptic personality type and task-focused 

coping is statistically significant and positive (β = 0.209; p < .01) and the relationship 

between the skeptic personality type and emotion-focused coping is statistically significant 

and negative (β = -0.141; p < .01).  There is no statistically significant relationship between 

the skeptic personality type and avoidance coping (β = -0.068; ns).  This hypothesis is 

supported indicating that the skeptic personality types use more task-focused coping 

strategies and fewer emotion-focused coping strategies than non-skeptic personality types.   
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Hypothesis 7d. 

Hypothesis 7d states that brooder personality types do not use task-focused coping 

strategies, they use more emotion-focused coping strategies, and they do not use avoidance 

coping.  This hypothesis is not supported.  The relationship between the brooder 

personality type and task-focused coping is statistically significant and positive (β = 0.181; 

p < .01) indicating that this personality type uses more task-focused coping strategies than 

non-brooder personality types.  Neither of the relationships between the brooder 

personality type and either emotion-focused coping  (β = 0.059; ns) or avoidance coping (β 

= -0.068; ns) are statistically significant indicating the brooder avoids using these coping 

strategies. 

Hypothesis 7e. 

Hypothesis 7e states hedonist personality types do not use task-focused coping 

strategies and they use fewer of both the emotion-focused coping and avoidance coping 

strategies. This hypothesis is partially supported.  The relationship between the hedonist 

personality type and task-focused coping is not significant (β = -0.032; ns), it is statistically 

significant and negative for emotion-focused coping (β = -0.151; p < .01), and it is 

marginally significant and positive for avoidance coping (β = 0.078; p < .10) indicating 

hedonist personality types use fewer emotion-focused coping strategies than do non-

hedonist personality types. 

Hypothesis 7f. 

Hypothesis 7f states impulsive personality types do not use task-focused coping 

strategies, they use more emotion-focused coping strategies, and they do not use avoidance 

coping.  This hypothesis is supported.  The relationship between the impulsive personality 
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type and task-focused coping is not significant, (β = -0.045; ns), it is statistically significant 

and positive for emotion-focused coping (β = 0.163; p < .01), and it is only marginally 

significant for avoidance coping (β = 0.083; p < .10) indicating that impulsive personality 

types use more emotion-focused coping strategies than do non-impulsive personality 

types.   

Hypothesis 7g. 

Hypothesis 7g states entrepreneur personality types use more task-focused coping 

strategies, fewer emotion-focused coping strategies, and they do not use avoidance coping 

strategies.  This hypothesis is also supported.  The entrepreneur personality type is 

statistically and positively related to task-focused coping (β = 0.115; p < .05); statistically 

significant and negatively related to emotion-focused coping (β = -0.258; p < .01), and not 

statistically related to avoidance coping (β = -0.048; ns) indicating entrepreneur 

personality types use more task-focused coping strategies and fewer emotion-focused 

coping strategies than do non-entrepreneur personality types.   

Hypothesis 7h. 

Hypothesis 7h states officers with the complicated personality type use more task-

focused coping and emotion-focused coping strategies, but they do not use avoidance 

coping strategies.  This hypothesis is partially supported.  The relationship between the 

complicated personality type and emotion-focused coping is statistically significant and 

positive (β = 0.182; p < .01), but it is not statistically significant for either task-focused 

coping (β = -0.014; ns) or avoidance coping (β = -0.003; ns) indicating that complicated 

personality types use more emotion-focused coping strategies than do non-complicated 

personality types.   
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Hypothesis 8. 

The effects of emotional dissonance on task-focused coping, emotion-focused 

coping, and burnout were examined in separate hierarchically arranged multiple 

regression analyses (Table 52).  Hypothesis 8 states emotional dissonance and the choice of 

coping mechanisms are related.  Results indicate emotional dissonance is related to the 

emotion-focused coping (β = 0.208; p < .01).  Thus, Hypothesis 8 is supported. 

Table 52 
 
HMR Analyses Results (H8 and H8a-H8c) 
 
Dependent 
Variable 

Independent and 
Moderating Variables 

Standardized 
β R R2 ΔR2 

Model 1 (Coping) 
Controlsa -0.012 0.282 0.066 0.079*** 
    Emotional Dissonance   0.282 0.063 0.001 
Model ΔF = 0.047     

Model 2 (Task-
focused Coping) 

 Controlsa  0.120 0.001 0.014 
    Emotional Dissonance    0.047 0.128 0.001 0.002 
Model ΔF = 0.735     

Model 3 
(Emotion-focused 
Coping) 

 Controlsa  0.131 0.003 0.017 
    Emotional Dissonance   0.208*** 0.244 0.043 0.042*** 
Model ΔF = 15.080***     

Model 4 
(Avoidance 
Coping) 

 Controlsa  0.270 0.059 0.073*** 
    Emotional Dissonance   -0.006 0.270 0.056 0.001 
Model ΔF = 0.015     

Note. aGender, ethnicity, age, current rank, department size. *p < 0.10, **p < 0.05, ***p < 0.01. 

Hypothesis 8a. 

Hypothesis 8a (H8a) suggests individuals high in emotional dissonance use fewer 

task-focused coping strategies than individuals low in emotional dissonance.  Findings for 

H8a are non-significant.  Thus, H8a is not supported (β = 0.047; ns).   

Hypothesis 8b. 

Hypothesis 8b states that individuals high in emotional dissonance use more 
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emotion-focused coping strategies than individuals low in emotional dissonance.  Results 

from the HMR analysis provide support for this hypothesis.  Emotional dissonance is 

positively related to emotion-focused coping (β = 0.208; p < .01).   

Hypothesis 8c. 

Hypothesis 8c states that individuals high in emotional dissonance use fewer 

avoidance strategies than individuals low in emotional dissonance.  While the direction of 

the beta for this regression model is negative, results from the HMR analysis are 

statistically non-significant (β = -0.006; ns).  Therefore, Hypothesis 8c is not supported. 

Power Analysis 

Tests were conducted to determine actual power based on the sample size for the 

main study data.  The calculations were performed in Minitab v. 15 Statistical Software.  

Results for the power analysis are presented in Table 53.  The sample for the main study is 

n = 379.  An effect size of .15 yields a power statistic of 0.83 for all regression equations 

assessed.    

Table 53 

Power Analysis for the Main Study 

Effect Size Sample Size (α =  .05) 

.15 Power = 0.83 
N = 379 

Summary 

In sum, 379 police officers from nine participating agencies across the southern and 

southwestern US participated in this study yielding an overall response rate of 78.6%.   

Characteristics of the sample are consistent with previous research using police as 
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respondents.  Most of the hypotheses in this study are either partially or fully supported.  

Summary results from the HMR for Hypotheses 1-3 and Hypotheses 7-8 and the HMMR for 

Hypotheses 4-6 are presented in Table 54. 

Table 54 

Summary of Regression Analyses for the Main Study 

Variables Hypotheses Support 

OCB Hypothesis 1:  There is a negative relationship between 
stress and OCB. S 

Burnout Hypothesis 2:  There is a positive relationship between 
stress and burnout. S 

Job Satisfaction Hypothesis 3:  There is a negative relationship between 
stress and job satisfaction. S 

Coping 

Hypothesis 4:  The relationship between stress and OCB, 
burnout, and job satisfaction depends upon the chosen 
coping mechanism. 

S 

Hypothesis 4a:  The relationships between stress and both 
OCB and job satisfaction depend upon the level of task-
focused coping such that when task-focused coping is 
high, the relationship between stress and both OCB and 
job satisfaction is less negative than when task-focused 
coping is low.   

NS 

Hypothesis 4b:  The relationship between stress and 
burnout depends upon the level of task-focused coping 
such that when task-focused coping is high, the 
relationship between stress and burnout is less positive 
than when task-focused coping is low.   

NS 

Hypothesis 4c:  The relationships between stress and both 
OCB and job satisfaction depend upon the level of 
emotion-focused coping such that when emotion-focused 
coping is high, the relationship between stress and both 
OCB and job satisfaction is less negative than when 
emotion-focused coping is low.   

PS 

Hypothesis 4d:  The relationship between stress and 
burnout depends upon the level of emotion-focused 
coping such that when emotion-focused coping is high, the 
relationship between stress and burnout is less positive 
than when emotion-focused coping is low.   

S 

(table continues) 
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Table 54 (continued). 

Variables Hypotheses Support 

Coping (cont.) 

Hypothesis 4e:  The relationships between stress and both 
OCB and job satisfaction depend upon the level of 
avoidance coping such that when avoidance coping is 
high, the relationship between stress and both OCB and 
job satisfaction is more negative than when avoidance 
coping is low.  

PS 

Hypothesis 4f:  The relationship between stress and 
burnout depends upon the level of avoidance coping such 
that when avoidance coping is high, the relationship 
between stress and burnout is more positive than when 
avoidance coping is low.   

MS 

Transformational 
Leader Behaviors 
 

Hypothesis 5a:  The relationships between stress and both 
OCB and job satisfaction depend upon followers' 
perception of leader behavior such that when 
transformational leadership is perceived to be high, the 
relationship between stress and both OCB and job 
satisfaction is less negative than when transformational 
leadership is perceived to be low.   

PS 

Hypothesis 5b:  The relationship between stress and 
burnout depends upon followers' perception of leader 
behavior such that when transformational leadership is 
perceived to be high, the relationship between stress and 
burnout is less positive than when transformational 
leadership is perceived to be low.   

NS 

Crisis 

Hypothesis 6a:  The relationship between stress and 
outcomes such as OCB, burnout, and job satisfaction, is 
intensified in the presence of a crisis event. 

NS 

Hypothesis 6b:  The relationship between stress and 
outcomes such as OCB, burnout, and job satisfaction, is 
intensified by the perceived effect a crisis has on the 
individual. 

NS 

Personality 
Profiles 
 

Hypothesis 7:  Personality profiles and the choice of coping 
mechanisms among police are related.     S 

Hypothesis 7a:  Spectator police, scoring low in 
Extraversion, Conscientiousness and Neuroticism, use less 
task-focused coping, use less emotion-focused coping, and 
do not use avoidance coping. 

S 

Hypothesis 7b:  Insecure police, scoring low in 
Conscientiousness and Extraversion and high in 
Neuroticism, use less task-focused coping, use more 
emotion-focused coping, and do not use avoidance coping.  

S 

(table continues) 
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Table 54 (continued). 

Variables Hypotheses Support 

Personality 
Profiles (cont.) 

Hypothesis 7c:  Skeptic police, scoring low in Extraversion 
and Neuroticism and high in Conscientiousness, use more 
task-focused coping, use less emotion-focused coping, and 
do not use avoidance coping. 

S 

Hypothesis 7d:  Brooder police, scoring low in Extraversion 
and high in Conscientiousness and Neuroticism, do not 
use task-focused coping, use more emotion-focused 
coping, and do not use avoidance coping. 

NS 

Hypothesis 7e:  Hedonist police, scoring high in 
Extraversion and low in Conscientiousness and 
Neuroticism, do not use task-focused coping, use less 
emotion-focused coping, and use less avoidance coping. 

PS 

Hypothesis 7f:  Impulsive police, scoring high in 
Extraversion and Neuroticism, and low in 
Conscientiousness, do not use task-focused coping, use 
more emotion-focused coping, and do not use avoidance 
coping. 

S 

Hypothesis 7g:  Entrepreneur police, scoring high in 
Conscientiousness and Extraversion and low in 
Neuroticism, use more task-focused coping, use less 
emotion-focused coping, and not use avoidance coping. 

S 

Hypothesis 7h:  Complicated police, scoring high in 
Extraversion, Conscientiousness and Neuroticism, use 
more task-focused coping, use more emotion-focused 
coping, and do not use avoidance coping. 

PS 

Emotional 
Dissonance 

Hypothesis 8:  Emotional dissonance and the choice of 
coping mechanisms among police are related. S 

Hypothesis 8a:  Individuals high in emotional dissonance 
use less task-focused coping than individuals who are low 
in emotional dissonance. 

NS 

Hypothesis 8b:  Individuals high in emotional dissonance 
use more emotion-focused coping than individuals who 
are low in emotional dissonance. 

S 

Hypothesis 8c:  Individuals high in emotional dissonance 
use more avoidance coping than individuals who are low 
in emotional dissonance. 

NS 

Note. S = supported; NS = not supported; PS = partial support; MS = marginal support. 

All of the hypotheses pertaining to direct relationships between police stress and 

the criterion variables are supported.  The relationship between police stress and the 
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criterion variables depends upon the chosen coping strategy for job satisfaction but not for 

OCB or burnout.  Task-focused coping moderates the police stress-criterion variable 

relationship for OCB, but not for burnout or job satisfaction, but the influence of this 

moderation is opposite of the hypothesized relationship.  Emotion-focused coping 

moderates the police stress-criterion variable relationship for OCB and burnout, but not for 

job satisfaction.  Avoidance coping moderates the police stress - criterion variable 

relationship for job satisfaction and marginally moderates the relationship for burnout, but 

not for OCB. 

Transformational leadership behaviors exhibited by leaders in the organization 

affect how organizational members perceive stressors.  Transformational leadership 

moderates the relationship between police stress OCB, job satisfaction, and burnout.  The 

effect of the moderated relationships for OCB and burnout, however, is in a direction 

opposite of that predicted.  The occurrence of crisis events do not moderate the 

relationships between police stress and any of the criterion variables in this study, but the 

effect a crisis has on officers marginally moderates the relationships between police stress 

and job satisfaction.   

Personality profiles influence the type of coping strategy organizational members 

choose.  Specifically, spectator, insecure, brooder and entrepreneur personality types tend 

to choose task-focused coping strategies, but latter two personality types use more of these 

strategies than do individuals not categorized as brooder and entrepreneur personality 

types.  While all personality types with the exception of the brooder use emotion-focused 

coping strategies, the insecure, impulsive and complicated use more emotion-focused 

coping strategies than do individuals not categorized as these personality types.  The 
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spectator, hedonist, and impulsive personality types utilize avoidance coping, but the 

relationships for the latter two are marginally significant.  Organizational members high in 

emotional dissonance use emotion-focused coping over task-focused coping and avoidance 

coping strategies.   Inconsistencies associated hypotheses listed in Table 54 are addressed 

in Chapter 5. 
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CHAPTER 5 

DISCUSSION 

Overview 

Results of the data analysis and hypothesis testing for the main study were reported 

in Chapter 4.  This chapter presents a discussion of the findings from the main study.   Some 

of the findings in Chapter 4 were not as expected, and explanations of the inconsistencies 

are discussed herein.  In addition, study limitations in terms of validity are presented.  

Implications, both theoretical and practical, are also outlined.  Finally, future research is 

proposed. The following sections include discussions pertaining to the hypothesized 

relationships and (in) consistencies; limitations; contributions and implications; future 

research and chapter summary.  The chapter concludes with some final comments.   

Summary of Regression Results 

The following discussion pertains to the results associated with the relationships 

hypothesized in Chapter 2.  Results from Chapter 4 raise important questions regarding 

(in)consistencies associated with some of the hypothesized relationships.  The non-

occurrence of a particular relationship may be as important as a hypothesized occurrence 

and explanations of such non-occurrences are offered.   The following sections deal with 

the hypotheses, arranged by independent and moderating variables as related to the 

respective criterion variables.  Specifically, the discussion centers on significant, marginally 

significant, and non-significant effects (Table 55) and whether they are consistent with 

theory and empirical support presented in earlier chapters. 
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Table 55 

Summary of Regression Analyses for the Main Study 

Variables Hypotheses Support 

OCB Hypothesis 1:  There is a negative relationship between stress 
and OCB. S 

Burnout Hypothesis 2:  There is a positive relationship between stress 
and burnout. S 

Job satisfaction Hypothesis 3:  There is a negative relationship between stress 
and job satisfaction. S 

Coping 

Hypothesis 4:  The relationship between stress and OCB, 
burnout, and job satisfaction depends upon the chosen coping 
mechanism. 

S 

Hypothesis 4a:  The relationships between stress and both OCB 
and job satisfaction depend upon the level of task-focused 
coping such that when task-focused coping is high, the 
relationship between stress and both OCB and job satisfaction 
is less negative than when task-focused coping is low.   

NS 

Hypothesis 4b:  The relationship between stress and burnout 
depends upon the level of task-focused coping such that when 
task-focused coping is high, the relationship between stress and 
burnout is less positive than when task-focused coping is low.   

NS 

Hypothesis 4c:  The relationships between stress and both OCB 
and job satisfaction depend upon the level of emotion-focused 
coping such that when emotion-focused coping is high, the 
relationship between stress and both OCB and job satisfaction 
is less negative than when emotion-focused coping is low.   

PS 

Hypothesis 4d:  The relationship between stress and burnout 
depends upon the level of emotion-focused coping such that 
when emotion-focused coping is high, the relationship between 
stress and burnout is less positive than when emotion-focused 
coping is low.   

S 

Hypothesis 4e:  The relationships between stress and both OCB 
and job satisfaction depend upon the level of avoidance coping 
such that when avoidance coping is high, the relationship 
between stress and both OCB and job satisfaction is more 
negative than when avoidance coping is low.  

PS 

Hypothesis 4f:  The relationship between stress and burnout 
depends upon the level of avoidance coping such that when 
avoidance coping is high, the relationship between stress and 
burnout is more positive than when avoidance coping is low.   

MS 

(table continues) 
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Table 55 (continued). 

Variables Hypotheses Support 

Transformational 
leader behaviors 
 

Hypothesis 5a:  The relationships between stress and both OCB 
and job satisfaction depend upon followers' perception of leader 
behavior such that when transformational leadership is 
perceived to be high, the relationship between stress and both 
OCB and job satisfaction is less negative than when 
transformational leadership is perceived to be low.   

PS 

Hypothesis 5b:  The relationship between stress and burnout 
depends upon followers' perception of leader behavior such that 
when transformational leadership is perceived to be high, the 
relationship between stress and burnout is less positive than 
when transformational leadership is perceived to be low.   

NS 

Crisis 

Hypothesis 6a:  The relationship between stress and outcomes 
such as OCB, burnout, and job satisfaction, is intensified in the 
presence of a crisis event. 

NS 

Hypothesis 6b:  The relationship between stress and outcomes 
such as OCB, burnout, and job satisfaction, is intensified by the 
perceived effect a crisis has on the individual. 

NS 

Personality 
profiles 
 

Hypothesis 7:  Personality profiles and the choice of coping 
mechanisms among police are related.     S 

Hypothesis 7a:  Spectator police, scoring low in Extraversion, 
Conscientiousness and Neuroticism, use less task-focused 
coping, use less emotion-focused coping, and do not use 
avoidance coping. 

S 

Hypothesis 7b:  Insecure police, scoring low in Conscientiousness 
and Extraversion and high in Neuroticism, use less task-focused 
coping, use more emotion-focused coping, and do not use 
avoidance coping.  

S 

Hypothesis 7c:  Skeptic police, scoring low in Extraversion and 
Neuroticism and high in Conscientiousness, use more task-
focused coping, use less emotion-focused coping, and do not use 
avoidance coping. 

S 

Hypothesis 7d:  Brooder police, scoring low in Extraversion and 
high in Conscientiousness and Neuroticism, do not use task-
focused coping, use more emotion-focused coping, and do not 
use avoidance coping. 

NS 

Hypothesis 7e:  Hedonist police, scoring high in Extraversion and 
low in Conscientiousness and Neuroticism, do not use task-
focused coping, use less emotion-focused coping, and use less 
avoidance coping. 

PS 

Hypothesis 7f:  Impulsive police, scoring high in Extraversion and 
Neuroticism, and low in Conscientiousness, do not use task-
focused coping, use more v, and do not use avoidance coping.  

S 

(table continues) 
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Table 55 (continued). 

Variables Hypotheses Support 

Personality 
profiles (cont.) 

Hypothesis 7g:  Entrepreneur police, scoring high in 
Conscientiousness and Extraversion and low in Neuroticism, use 
more task-focused coping, use less emotion-focused coping, and 
not use avoidance coping. 

S 

Hypothesis 7h:  Complicated police, scoring high in Extraversion, 
Conscientiousness and Neuroticism, use more task-focused 
coping, use more emotion-focused coping, and do not use 
avoidance coping. 

PS 

Emotional 
Dissonance 

Hypothesis 8:  Emotional dissonance and the choice of coping 
mechanisms among police are related. S 

Hypothesis 8a:  Individuals high in emotional dissonance use less 
task-focused coping than individuals who are low in emotional 
dissonance. 

NS 

Hypothesis 8b:  Individuals high in emotional dissonance use 
more emotion-focused coping than individuals who are low in 
emotional dissonance. 

S 

Hypothesis 8c:  Individuals high in emotional dissonance use 
more avoidance coping than individuals who are low in 
emotional dissonance. 

NS 

Note. S = supported; NS = not supported; PS = partial support; MS = marginal support. 

Hypothesized Relationships - Inconsistencies 

Four types of inconsistencies are addressed herein.  The first inconsistency 

transpires when significant effects are hypothesized but marginal effects are found.  The 

second occurs when findings are marginal but in a direction opposite of that hypothesized.  

The third arises when findings are significant but in a direction opposite of that 

hypothesized.  The final inconsistency occurs when significant results are expected but 

none are found.   

When inconsistencies occur, the researcher must determine the cause.   Among the 

reasons for inconsistencies is insufficient power to detect the specified effect size.  

Methodological concerns associated with the operationalization of the construct may also 

account for inconsistencies.  Moreover, theoretical explanations for the inconsistencies may 
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lead a researcher to consider a new research model.  Finally, the proposed association, as 

hypothesized, may simply not be there.  The following paragraphs include discussion of 

inconsistencies associated with this study.   

Hypothesis 4a 

Hypothesis 4a (H4a) states task-focused coping attenuates the negative relationship 

between police stress and both OCB and job satisfaction.  Results indicate task-focused 

coping moderates the relationship between police stress and OCB (ΔR2 = 0.013; p < 0.05) 

but not job satisfaction (ΔR2 = 0.001; ns).  Moreover, the moderated effect of task-focused 

coping on the police stress - OCB relationship is such that high levels of task-focused coping 

intensify the negative relationship.  Thus, inconsistent with theory and the tested model, 

H4a is not supported.   

Conservation of resources (COR) theory (Hobföll, 1989, 2000) offers an explanation 

for the inconsistency associated with OCB.  The basic tenet of COR theory is that individuals 

work to accumulate, retain, and protect resources (i.e., those objects, personal 

characteristics, conditions, or energies valued by the individual) and that the loss of such 

valued resources is threatening to them.  Under conditions of low stress, police use task-

focused coping resources (i.e., high task-focused coping).  In doing so, they are able to 

minimize the effects of stress and focus their efforts on voluntary engagement in OCB.  As 

stress levels increase, the expenditure of task-focused coping resources occurs at the 

expense of voluntary engagement of OCB.  Under high stress conditions, individuals tap 

additional coping strategies from a finite resource store.  Voluntary engagement in 

behavior other than that necessary to endure the highly stressful circumstances is set aside 

and all resources center on addressing the stressful situation at hand.  COR theory coupled 
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with the voluntary nature of OCB offer an explanation for findings that high levels of task-

focused coping exacerbate the negative influence of police stress on OCB.  Thus, the 

hypothesis and research model should be revised to include the exacerbating effects of 

task-focused coping on the police stress - OCB relationship under highly stressful 

conditions.   

Results for H4a also indicate task-focused coping does not moderate the 

relationship between police stress and job satisfaction.  Organizational and operational 

police stressors are identified in the police literature, and organizationally induced 

stressors more strongly influence police officers than do operationally induced stressors 

(e.g., Firth-Cozens & Payne, 1999; Graf, 1982; Martelli, Waters, & Martelli, 1989; 

Spielberger, Westberry, Grier, & Greenfield, 1981, Reiser, 1974; Violanti, 1981; Violanti & 

Aron, 1993; Violanti & Aron, 1995).  One explanation for the non-finding associated with 

job satisfaction is that task-focused coping influences the relationships between 

organizational and/or operational police stress.  Post hoc analysis using both the 

organizational (ΔR2 = 0.001; ns) and operational (ΔR2 = 0.000; ns) dimensions of police 

stress indicates no support for this contention, however.   

Hence, it appears that task-focused coping simply does not moderate the 

relationship between police stress and job satisfaction.  One explanation for this result, 

which was not considered in the formulation of H4a, centers on rational choice associated 

with task-focused coping and affective states associated job satisfaction.  Job satisfaction is 

derived from assessing how satisfied individuals are with various aspects of their jobs.  

There is a large affective component to this assessment.  The focused, task-oriented, and 

purposeful orientation of task-focused coping involves making rational, as opposed to 
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emotional choices.  Thus, the rational nature of task-focused coping is not likely to 

influence job satisfaction, which is largely an affective construct.      

This explanation is consistent with Knoke's (1990) Synthesized Motivational Model.  

Specifically, Knoke's model evaluates rational choice, normative conformity, and affective 

bonding in the assessment of how individuals are motivated to join and contribute to 

collective action in organizations.  While Knoke's model focuses on assumed material 

incentives or rational exchange for effort among group members, it can be extended to 

incorporate job satisfaction as an outcome.   

Based on the rational choice perspective of Knoke's model, officers engage in cost - 

benefit analyses to maximize utility and select coping strategies based upon contextual 

effects of perceived effectiveness of such strategies in influencing how satisfied they are 

with the job.  Based upon a normative conformity perspective, officers are inspired to 

adhere to codes of conduct based upon socially instilled values concerning principled 

behavior.  Thus, coping choices are driven, in part, by a framework of regulation by norms 

or prescribed guides for conduct or action.  In an affective bonding perspective, officers are 

motivated to choose coping mechanisms based on emotional attachments to others, 

groups, or the organization.  The affective motivation ensues via identification processes 

whereby both the officer's role and specific affective bonds to others are internalized.  With 

respect to job satisfaction, officers are less likely to rely upon rational choice in coping with 

stress.  Thus, H4a should not consider task-focused coping as a strategy to moderate the 

relationship between police stress and job satisfaction and the research model should be 

modified to reflect such a conclusion.   
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Hypothesis 4b 

Hypothesis 4b (H4b) states that high levels of task-focused coping diminish the 

positive relationship between police stress and burnout.  Findings indicate that high levels 

of task-focused coping do not exacerbate the positive relationship between police stress 

and burnout (ΔR2 = 0.009; ns).  Thus, inconsistent with theory and the tested model, H4b is 

not supported.   

Task-focused coping is the focused and purposeful, task-oriented effort focused on 

solving a specific problem.  Task-focused coping involves cognitive restructuring to better 

understand or reevaluate the problem or attempts to change the circumstances or situation 

surrounding the problem.  Task-focused coping is a rational, as opposed to emotional, 

approach to problem solving.  Burnout is comprised of three distinct dimensions, and 

researchers generally find that the emotional exhaustion dimension of burnout explains 

the majority of variance (Maslach & Jackson, 1984, 1986).  Thus, the factor structure of the 

burnout measure could explain the results associated with H4b.   

The overall burnout measure used is comprised of mainly emotional exhaustion 

items.  The composition of burnout, as measured herein, is consistent with theory 

identifying the emotional exhaustion dimension of burnout accounting for the majority of 

variance in burnout studies.  Thus, it is not surprising that the rational, cognitive attributes 

of task-focused coping do not influence the relationship between police stress and this, 

primarily emotional, dimension of burnout.  Post hoc analysis of the factor structure 

associated with burnout is discussed next.   

Three of the items in the burnout measure are categorized as questions about how 

respondents generally feel about contacts with inmates or civilians.  These three items 
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were not part of the final factor structure of burnout because they failed to meet the 

minimum criteria for inclusion.  When burnout is assessed as a 4-factor structure, however, 

these three items load cleanly on a fourth factor representing a general burnout dimension.  

Results from the KMO and Bartlett’s tests are displayed in Table 56.  The KMO test value is 

sufficient (> 0.50) at .837 to indicate the 4-factor structure of the variables is adequate.  

The Bartlett’s test of sphericity (p = 0.001) indicates a relationship among the items within 

each factor, further supporting a 4-factor structure.  

Table 56 

KMO and Bartlett's Test – Burnout (Post Hoc) 

Kaiser-Meyer-Olkin measure of sampling adequacy. 0.837  

Bartlett's test of sphericity 

Approx. chi-square 2189.496 

df  190 

Sig.   0.001 

   Post hoc analysis indicates task-focused coping influences the relationship 

between police stress and the more general assessment of burnout (ΔR2 = 0.010; p < .05).  

Specifically, officers high in task-focused coping feel lower levels of general burnout under 

low stress conditions.  As stress increases, the benefits of task-focused coping in reducing 

perceptions of burnout diminish, and officers perceive slightly higher levels of burnout.  

Low levels of task-focused coping have little effect on the change in perceived burnout from 

low to high stress conditions.  Thus, high levels of task-focused coping are beneficial in 

reducing perceived (general) burnout under less stressful conditions, but task-focused 

coping exacerbates the relationship between police stress and the general dimension of 

burnout under highly stressful conditions.  Researchers are advised to evaluate the 
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relationships among police Stress, task-focused coping and each dimension of burnout, 

including the more general dimension of burnout, in future research on police stress, 

coping and burnout.  Moreover, the research model associated with this study should be 

modified to include assessment of each dimension of burnout, including the more general 

dimension.   

Hypothesis 4c 

Hypothesis 4c (H4c) states that emotion-focused coping diminishes the negative 

relationship between police stress and both OCB and job satisfaction.  Findings indicate 

that emotion-focused coping does not moderate the relationship between police stress and 

job satisfaction (ΔR2 = 0.001; ns).  Thus, inconsistent with theory and the tested model, H4c 

is not supported for job satisfaction.   

Emotion-focused coping consists of self-oriented emotional reactions directed 

toward, but not always successful at, reducing stress (Endler & Parker, 1990).    

Researchers suggest that emotion focused coping is not always successful at reducing 

stress (Endler & Parker, 1990), but the conditions under which Emotion-focused coping is 

successful at reducing stress are unspecified.  Findings, regarding the lack of success of 

emotion-focused coping at reducing stress, help to explain why emotion-focused coping 

fails to moderate the relationship between police stress and job satisfaction in the current 

research model.   

A closer look at bivariate correlations in this study yields additional insight into the 

inconsistencies associated with H4c.  Specifically, emotion-focused coping is significantly 

correlated with police stress (r = 0.149).  The correlation indicates the relationships among 

police stress, emotion-focused coping, and job satisfaction may be modeled incorrectly.  In 
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particular, emotion-focused coping may function as a mediator, as opposed to a moderator, 

between police stress and job satisfaction.  That is, police stress influences job satisfaction 

through the process of emotion-focused coping.  More specifically, police stress influences 

officers' need to cope, and the use of emotion-focused coping as a coping strategy 

influences job satisfaction (Figure 20).    

 

Post hoc analysis supports a mediated model for emotion-focused coping.  

According to Kenny and associates (Barron and Kenny, 1986; Judd and Kenny, 1981), there 

is long-standing support for mediated models.  Mediation occurs when a mediating variable 

intervenes between the stimulus and response variables.  Diverse theorists hold shared 

beliefs in the importance of processes that intervene between input and output (Baron & 

Kenny, 1986).  In general, if a variable accounts for the relationship between the predictor 

and criterion variables, it functions as a mediator.  According to Barron and Kenny, 

mediators explain how external events assume internal psychological significance, whereas 

moderators specify when certain effects will hold.   

Post hoc analysis indicates that emotion-focused coping functions as a mediating 

variable between police stress and job satisfaction.  Specifically, post hoc regressions were 

evaluated according to Barron and Kenny (1986) to test mediation.  In the first model, the 

mediator variable (emotion-focused coping) was regressed on the predictor variable 

(police stress).  In the second model, the predictor variable (police stress) was regressed on 

Emotion-Focused 

 

Job Satisfaction Police Stress 

Figure 20.  Alternative research model of police stress, emotion-focused coping, and 
job satisfaction. 
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the criterion variable (job satisfaction).  In the third model, the mediator (emotion-focused 

coping) variable was regressed on the criterion variable (job satisfaction).  Results for 

these regressions are depicted in Table 57. 

Table 57 

Regression Analyses Results for Emotion-focused Coping Mediation 

Dependent 
Variable Independent Variable Standardized 

β 
 

R 
 

R2 
 

ΔR2 

Model 1 (Predictor-
Mediator) 

 Controlsa  0.131 0.017 0.017 
    Police Stress  0.150 0.197 0.039 0.022*** 
Model F = 2.269**     

Model 2 (Predictor-
Response) 

 Controlsa  0.093 0.009 0.009 
    Police Stress  -0.442 0.443 0.196 0.188*** 
Model F = 13.563***     

Model 3 (Mediator-
Response Model) 

 Controlsa  0.093 0.033 0.033** 
    Emotion-Focused Coping  0.275 0.289 0.083 0.075*** 
Model F = 5.004***     

Note. aGender, ethnicity, age, current rank, department size. *p < 0.10, **p < 0.05, ***p < 0.01. 

All three of the regression models evaluating mediation are significant in the 

expected direction.  Moreover, the change in R2 in the third regression model (ΔR2 = 0.075) 

is less than that of the second regression model (ΔR2 = 0.188).  Thus, emotion-focused 

coping mediates the relationship between police stress and job satisfaction.  While the 

mediated relationship does not reach the threshold for perfect mediation described by 

Barron and Kenny (i.e., the predictor variable has no effect when the mediator is 

controlled), the partial mediating effect provides an explanation for the inconsistency 

associated with H4c, and the research model should be modified to reflect this evidence.  

Hypothesis 4e 

Hypothesis 4e (H4e) states avoidance coping intensifies the negative relationship 

between police stress and both OCB and job satisfaction.  Contrary to expectations, 

avoidance coping does not moderate the relationship between police stress and OCB (ΔR2 = 
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0.001; ns).  Thus, inconsistent with theory and the tested model, H4e is not supported for 

OCB.   

COR theory offers an explanation as to the results associated with H4e.  According to 

Hobföll (1989, 2000), individuals work to accumulate, protect, and retain necessary 

resources, and the loss of such valued resources is threatening to them.  Expenditure of 

resources, such as those used to cope in stressful circumstances, requires re-accumulating 

valued resources to replenish those used.  To avoid having to accumulate additional 

resources to replace those spent, individuals will protect existing resource stores and 

expend them only when necessary.   

OCB are behaviors in which individuals voluntarily engage, and for which there is 

neither direct compensation nor contractual obligation.  When conducting a cost-benefit 

assessment to determine whether to expend valuable resources to engage in avoidance 

coping activities such as making cognitive changes, distracting oneself with alternative 

tasks, or using social diversion to alleviate stress, officers are likely to choose the option to 

simply withhold OCB until the stressful circumstances pass and threat to deplete their 

coping resources is diminished.  Once the threat to depleting the coping resource store 

passes officers can once again voluntarily engage in OCB.  Moreover, training may diminish 

the probability that officers will engage maladaptive coping strategies such as avoidance 

coping.  Thus, researchers should consider COR theory, the voluntary nature of OCB, and 

officer training when formulating hypotheses and evaluating the relationships between 

stress, coping, and OBC.  Furthermore, the research model should be revised to consider 

the fact that avoidance coping does not moderate the relationship between police stress 

and OCB.   
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Hypothesis 4f 

Hypothesis 4f (H4f) states avoidance coping intensifies the positive relationship 

between police stress and burnout.  Avoidance coping moderates the relationship between 

police stress and burnout, but only marginally (ΔR2 = 0.006; p < .10).  Thus, inconsistent 

with theory and the tested model, H4f is not supported.   

If a construct is appropriately operationalized, hypotheses are theoretically 

grounded, and there are inconsistencies between the hypothesized relationships and 

findings, the researcher must determine if the relationships simply do not exist.  In the case 

of whether avoidance coping intensifies the relationship between police stress and 

burnout, the operationalization of the burnout variable comes into question.  Specifically, 

the Overall burnout variable consists of primarily Emotional Exhaustion items.  It is 

important to consider whether avoidance coping moderates the relationship between 

police stress and each dimension of burnout to determine whether the individual 

dimensions influence results.  Post Hoc analysis of the moderating effect of avoidance 

coping on the relationships between police stress and the emotional exhaustion (ΔR2 = 

0.005; ns), depersonalization (ΔR2 = 0.000; ns), and personal accomplishment  (ΔR2 = -

0.002; ns) dimensions of burnout yields non-significant results.  Moreover, burnout, as 

operationalized herein, is significantly related to other variables.  Thus, the 

operationalization of the burnout variable does not appear problematic. 

A closer look at the bivariate correlations may also yield additional insight into the 

inconsistencies associated with H4f.  Specifically, there is a positive correlation between 

avoidance coping and police stress (r = 0.167; p < .001), indicating that these variables are 

related.  While the correlation between avoidance coping and burnout is not significant (r = 
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0.070; ns), there is a significant correlation between police stress and burnout (r = 0.439; p 

< .01).   These correlations indicate the relationships among police stress, avoidance 

coping, and burnout may be modeled incorrectly.  Specifically, police stress may function as 

a mediator between avoidance coping and burnout (Figure 21) whereby avoidance coping 

influences the level of stress, which in turn influences perceived burnout.    

 
 

 
Post hoc analysis does not support a mediated model for avoidance coping.  

Specifically, post hoc regressions were evaluated according to Barron and Kenny (1986) 

and Hayes (2009) to test mediation (Table 58).  In the first model, the mediator variable 

(police stress) was regressed on the predictor variable (avoidance coping).  In the second 

model, the predictor variable (avoidance coping) was regressed on the criterion variable 

(burnout).  In the third model, the predictor (avoidance coping) and mediating (police 

stress) variables were regressed on the criterion variable (burnout). 

Table 58 

Regression Analyses Results for Avoidance Coping Mediation 

Dependent 
Variable 

Independent 
Variable 

Standardized 
β R R2 ΔR2 

Model 1 (Predictor-
Mediator) 

 Controlsa  0.185 0.034 0.034** 
    Avoidance Coping   0.156 0.238 0.057 0.023*** 
Model F = 3.372***     

Model 2 (Predictor-
Response) 

 Controlsa  0.086 0.007 0.007 
    Avoidance Coping   0.061 0.104 0.011 0.004 
Model F = 0.747     

Model 3 (Mediator-
Response) 

 Controlsa  0.086 0.007 0.007 
    Police Stress  0.434 0.435 0.089 0.182*** 
Model F = 15.851***     

Note. aGender, ethnicity, age, current rank, department size. *p < 0.10, **p < 0.05, ***p < 0.01. 

Figure 21.  Alternative research model of avoidance coping, police stress, and burnout. 

Avoidance 

 

Burnout Police Stress 
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Barron and Kenny suggest that the requisite conditions in all three of the regression 

equations must hold to establish mediation.  Of the three regression models evaluating 

mediation, the effects in the second model do not hold.  Thus, police stress does not 

mediate the relationship between avoidance coping and burnout.  Alternatively, avoidance 

coping does not mediate the relationship between police stress and burnout (Figure 22).  In 

this case, the final regression model in the test for mediation is not significant (ΔR2 = 0.004; 

ns).    

 
 

If the operationalization of the variables is sound and alternative theoretical 

explanations are not found, assessment of the power, sample size, and effect size is 

warranted.  In this case, the sample size of 379 yields sufficient power of 0.83 with an effect 

size of .15.  Thus, the marginal moderating effect of avoidance coping on the relationship 

between police stress and burnout is due to chance and avoidance coping does not function 

as a moderator.  The research model should be revised accordingly.   

Hypothesis 5a 

Hypothesis 5a (H5a) states the relationships between police stress and both OCB 

and job satisfaction depend upon followers' perception of leader behavior such that when 

transformational leadership is perceived to be high, the relationship between stress and 

both OCB and job satisfaction is less negative than when transformational leadership is 

perceived to be low.  A significant moderating effect for Hypothesis 5a exists for OCB (ΔR2 = 

0.011; p < .05), but the slopes associated with the interaction are not as predicted.  

Figure 22.  Alternative research model of police stress, avoidance coping and burnout. 

Police Stress Burnout Avoidance 
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Specifically, high levels of transformational leader behavior increase overall engagement in 

OCB, but the negative relationship between police stress and OCB is more negative when 

transformational leadership is perceived than when it is not, contrary to expectations.  

Thus, inconsistent with theory and the tested model, H5a is not supported for OCB.   

When subordinates perceive high levels of transformational leadership behavior 

from supervisors, they engage in higher levels of OCB.  This direction holds under both high 

and low stress conditions.  Supervisors' transformational leadership behaviors are less 

influential on subordinate OCB under conditions of high stress, however.  While these 

findings are contrary to expectations, they are consistent with Hobföll's (1989, 2000) COR 

theory.  OCB is not mandated under explicit work contracts or psychological contracts 

between the employee and employer.  OCB is voluntary workplace behavior, engagement 

in which occurs at the discretion of the employee.   

Hobföll suggests that working individuals do not expend all of their valued 

resources in the course of their jobs, but rather, they create and strive to protect a store of 

resources.  During highly stressful circumstances, individuals must tap into the store of 

resources, but in the interest of preservation, they will reduce extra role behavior first.  

Highly stressful conditions are one such instance where individuals are likely to reduce 

extra role behaviors such as OCB.  Moreover, leader's transformational behaviors are more 

likely to have a positive influence on behavior under low stress conditions simply because 

subordinates are more likely to exhibit OCB under conditions of low stress, when resource 

stores are less likely to be tapped.  As stress levels increase, overall engagement in OCB 

diminishes, and thus does leaders' abilities to influence the scarce behavior.   

Because subordinates struggle to retain resources by reducing OCB under highly 
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stressful conditions, supervisor transformational leadership behaviors will have 

diminishing influence on OCB as stress levels increase.  COR theory coupled with the 

voluntary nature of OCB offer an explanation for findings that high levels of 

transformational leadership exacerbate the negative influence of police stress on OCB 

under highly stressful circumstances.  Thus, H5a should be revised to include the 

exacerbating effects of transformational leadership on the police stress - OCB relationship 

under highly stressful conditions.   

Hypothesis 5b 

 Hypothesis 5b (H5b) states the relationships between police stress and burnout 

depend upon followers' perception of leader behavior such that when transformational 

leadership is perceived to be high, the relationship between stress and burnout is less 

positive than when transformational leadership is perceived to be low.  A significant 

moderating effect for H5b exists for burnout (ΔR2 = 0.014; p < .01), but the slopes 

associated with the interaction are not as predicted.  Thus, inconsistent with theory and the 

tested model, H5b is not supported.   

To the degree that leaders exhibit high levels of transformational leadership, 

followers perceive overall lower levels of burnout.  It is interesting to note that followers 

perceive higher levels of burnout as police stress increases for both high and low levels of 

perceived transformational leadership, but the change occurs at a stronger rate for high 

perceived transformational leadership, contrary to expectations.  The type of burnout 

measured may explain why leadership fails to reduce the effects of burnout when stress is 

high.  Post hoc analysis of the three dimensions of burnout reveals that transformational 

leadership significantly moderates only the emotional exhaustion dimension (ΔR2 = 0.011; 
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p < .05) for the relationship between police stress and burnout, but the relationship is also 

exacerbated under high levels of stress.      

The strong negative correlation between transformational leadership and both 

police stress (r = -0.268; p < .01) and burnout (r = -0.331; p < .01) indicates that 

transformational leadership plays an important role in the relationship between stress and 

burnout.  In fact, the significant inverse correlations suggest that transformational 

leadership should be beneficial in reducing both stress and burnout.  Why, then does 

transformational leadership exacerbate perceived burnout?   

The answer lies in the fact that exacerbation takes place only under highly stressful 

conditions.  Transformational leadership is beneficial under both low and high stress (i.e., 

individuals perceived lower rates of burnout under both low and high stress when they 

perceive transformational leadership behaviors), but it is less beneficial under conditions 

of high stress.  These findings are explicable when you consider COR theory, which 

suggests that individuals work to accumulate and retain valuable resources.  Highly 

stressful circumstances require that individuals tap resource stores, which in turn 

increases perceived burnout.  The effectiveness of which transformational leadership 

reduces burnout diminishes as individuals are exposed to increasing levels of stress for 

which they must tap internal resource stores.  Individuals are less likely to recognize the 

benefit of transformational leader behavior until stress is reduced, at which time leaders 

are better able to help subordinates replenish vital resources.  Thus, H5b should be 

modified to include the exacerbating effects of transformational leadership under highly 

stressful conditions with respect to burnout.   
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Hypothesis 6a 

Hypothesis 6a (H6a) states the relationship between stress and outcomes such as 

OCB, job satisfaction, and burnout is intensified in the presence of a crisis event.  Contrary 

to expectations, the crisis variable is not significant for OCB (ΔR2 = 0.001; ns), Burnout (ΔR2 

= 0.001; ns), or job satisfaction (ΔR2 = 0.003; ns).  Thus, inconsistent with theory and the 

tested model, H6a is not supported.   

One of the problems identified by disaster and crisis researchers (Kreps, 1984; 

Kroll-Smith & Gunter, 1998; Quarantelli, 1987, 1994) is the difficulty in operationalizing 

and measuring disaster and crisis constructs.  Crisis events, as operationalized in the 

present study, differ from daily stressors in rarity or infrequence of the occurrence, 

magnitude or significance of the event, and disruptive capacity of the event creating the 

need to alter other areas of life or occupation in order to contend with the situation.  

Moreover, many of the respondents failed to identify a crisis in the dichotomous question, 

but classified a crisis event according to how it affected them.  Thus, the dichotomous crisis 

variable, as operationalized, fails to sufficiently measure a crisis event.  Future research 

should focus on developing a measure that reflects the definition posited in this 

dissertation.   

Hypothesis 6b 

Hypothesis 6b (H6b) states the relationship between stress and outcomes such as 

OCB, job satisfaction, and burnout is intensified by the perceived effect a crisis has on the 

individual.  The crisis effect variable does not moderate the relationship between police 

stress and OCB (ΔR2 = -0.001; ns), but the moderating effect is significant for the police 

stress-burnout relationship (ΔR2 = 0.015; p < .01).  The moderating effect of crisis effect is 
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only marginally significant for the police stress-job satisfaction (ΔR2 = 0.007 p < .10) 

relationship.  While the relationship between police stress and burnout is statistically 

significant, the direction of the relationship is opposite of that hypothesized.  Thus, 

inconsistent with theory and the tested model, H6b is not supported.   

Hobföll's (1989, 2000) COR theory offers an explanation for the results associated 

with H6b.  Specifically, Hobföll posits that individuals strive to develop and retain valuable 

resources, those objects, personal characteristics, conditions or energies valued by the 

individual, and the loss of such resources is threatening to them.  Individuals have a finite 

store of resources, and tapping into these is necessary, particularly under highly stressful 

conditions.   

In crisis situations, however, individuals are likely to pull out all the stops and utilize 

all means necessary to contend with the situation at hand.  Individuals are unlikely to 

engage in OCB in times of crisis, because they are striving to address the event while 

working to sustain necessary levels of resources to see them through.  Similarly, job 

satisfaction is likely to be low on the list of priorities in the midst of crisis, when survival or 

simply riding out the event is paramount.  When stress is high, officers perceive higher 

levels of perceived burnout, but it appears that the effect a crisis event has on an individual 

does not elevate stress beyond the threshold they already experience under highly 

stressful conditions, explaining why perceptions of crisis effect do not exacerbate burnout 

when stress is high.  Thus, a crisis event is unlikely to influence behaviors and affective 

states, the occurrence of which is not likely at the time of the crisis event.  Moreover, the 

sufficient sample size of 379 with a power of .83 and effect size of .15 indicates that the 

marginal effects for job satisfaction are likely due to chance.  Researchers should focus on 
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behaviors, such as deviant behaviors and task performance, which are more likely 

influenced by crisis.  Moreover, the research model should be amended to reflect the 

conclusion that the effect a crisis has on police do not influence officer's engagement in OCB 

or perceived job satisfaction.  Finally, researchers should also evaluate the type of burnout 

that crisis effect is likely to influence.   

Hypothesis 7d 

Hypothesis 7d (H7d) states that brooder personality types do not use task-focused 

coping strategies, they use more emotion-focused coping strategies, and they do not use 

avoidance coping.  H7d is not supported.  The Brooder personality type is statistically 

significant and positive for only task-focused coping (β = 0.181; p < .01) and non-significant 

for both emotion-focused coping (β = 0.059; ns) and avoidance coping (β = -068; ns) 

indicating that the brooder personality type uses more task-focused coping strategies than 

non-brooder personality types, but they do not use emotion-focused coping or avoidance 

coping strategies.   

   The formulation of H7d was based on the characteristics of the brooder 

personality type.  Specifically, the brooder's tendency to give up easily indicated they 

would not engage in direct problem solving associated with task-focused coping.  

Moreover, the shy, insecure nature of the brooder personality type was thought to 

influence a self-orientated emotional focus, resulting in the use of more emotion-focused 

coping strategies.  A closer look at the characteristics of the brooder personality type 

provides additional insight not considered when formulating H7d.   

Brooder personality types are shy, withdrawn, and insecure.  They are very 

scrupulous, brooding over every decision, ambivalent, and tend to give up easily when faced 
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with difficult circumstances.  It appears that the meticulous nature of the brooder personality 

type compensates for their tendency to fret over decisions and give up under difficult 

circumstances.  Brooding over decisions compels this personality type to choose rational, task-

specific, and problem-focused coping strategies.  Moreover, the shy, withdrawn, and insecure 

nature of the brooder does not influence emotion-focused coping strategy choice, as 

hypothesized.  Quite the opposite, these characteristics apparently reinforce the tendency of 

brooders to fret over decisions toward a rational, as opposed to an emotional, coping choice.  

Furthermore, the brooding focus on the problem at hand drives the brooder personality type 

toward, not away from, more effective coping strategies like task-focused coping.  Thus, the 

brooder is not likely to use maladaptive avoidance coping strategies.    

Because brooders tend to give up under difficult circumstances, it is important for 

future researchers to identify the circumstances surrounding their choice of coping strategies.  

For example, this personality type may make very different choices under highly stressful 

circumstances.  Thus, the contextual circumstances must be controlled when evaluating the 

coping choices of this type of individual.  

Hypotheses 7e 

Hypothesis 7e (H7e) states hedonist personality types do not use task-focused 

coping strategies and they use fewer of both the emotion-focused coping and avoidance 

coping strategies.  The relationship between the hedonist personality type and task-

focused coping is not significant (β = -0.032; ns), indicating no use of task-focused coping 

strategies.   The relationship between the hedonist personality type and emotion-focused 

coping is statistically significant and negative (β = -0.151; p < .01), indicating hedonist 

personality types use fewer emotion-focused coping strategies than he non-hedonists.  The 

relationship between the hedonist personality type and avoidance coping is marginally 
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significant and positive for avoidance coping (β = 0.078; p < .10) indicating hedonist 

personality types use more avoidance coping strategies than do non-Hedonist personality 

types.  Inconsistent with theory and the tested model, H7e is partially supported.   

The hedonist personality type is socially skilled and both physically and emotionally 

robust.  These individuals are self-serving as indicated by their pleasure orientation.  They 

are also unreliable, as indicated by their undependable nature.  The hypothesized 

relationship in H7e for avoidance coping is based upon the pleasure oriented and 

undependable nature of the hedonist.  Such characteristics indicate that these individuals 

will avoid facing a problem rather than deal with it head on.   

The inconsistency associated with H7e is in the marginal finding for avoidance 

coping.  There appear to be no problems associated with the operationalization of the 

hedonist construct, as it is operationalized in accordance with the other personality 

constructs, for which findings are consistent with expectations.  Thus, either the hypothesis 

is formulated erroneously, or problems exist with the power of the test.  A sample size of 

379 yields a power of .83 with an effect size of .15 for the test.  The marginal findings for 

avoidance coping appear to be due to chance alone.  Thus, the hypothesis that the hedonist 

personality type will use fewer avoidance coping strategies requires additional 

consideration.  The hedonist is socially adept and such characteristics likely compensate 

for their self-serving nature.  Moreover, the emotional vigor of the hedonist may serve to 

keep them from engaging in maladaptive coping such as that of avoidance coping.  Future 

researchers should evaluate how hedonist personality types cope with these 

considerations in mind, however, and the hypotheses that the Hedonist engages in more 

avoidance coping strategies should be reassessed.        
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Hypothesis 7h 

Hypothesis 7h states officers with the complicated personality type use more task-

focused coping and emotion-focused coping strategies, but they do not use avoidance 

coping strategies.  The relationship between the complicated personality type and emotion-

focused coping is statistically significant and positive (β = 0.182; p < .01); but the 

relationships between the complicated personality type and either task-focused coping (β = 

-0.014; ns) or avoidance coping (β = -0.003; ns) are not statistically significant indicating 

that complicated personality types use more emotion-focused coping strategies than do 

non-complicated personality types, but they do not use either task-focused coping or 

avoidance coping strategies.  Thus, inconsistent with theory and the tested model, H7h is 

partially supported.   

The complicated personality type is sensitive and emotionally intense, engaging in 

occasional emotional outbursts followed by feelings of guilt.  The hypothesized relationship 

in H7h for Task-focused coping is based upon the conscientious nature of the complicated 

personality type.  Such characteristics indicate that these individuals will focus on and 

resolve the problem at hand in a direct and rational manner.  The strong emotional 

component associated with this personality type explains the positive significant findings 

for the relationship between the complicated personality type and emotion-focused coping, 

but the inconsistency with respect to task-focused coping requires additional 

consideration.   

In addition to being prone to emotional outbursts, the complicated personality type 

is also orderly and conscientious.  These traits imply that the complicated personality type 

will also use rationality in his or her approach to problem solving. It appears, however, that 
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the emotional characteristics of complicated individuals supersede any rational decision 

processes associated with coping choices.  This individual's emotional intensity and 

instability coupled with his or her dependency on others supersedes the likelihood that the 

complicated personality type will use task-focused coping strategies.  Researchers should 

determine the nature of the event creating the need for coping choices to determine the 

context of the stressor when evaluating the complicated personality type.  Moreover, 

hypotheses surrounding the complicated should be revised to reflect conclusions herein.   

Hypothesis 8a 

Hypothesis 8a (H8a) suggests individuals high in emotional dissonance use fewer 

task-focused coping strategies than individuals low in emotional dissonance.  There is no 

significant relationship between task-focused coping and emotional dissonance.  Thus, 

inconsistent with theory and the tested model, H8a is not supported (β = 0.047; ns).    

Individuals high in emotional dissonance were expected to use fewer task-focused 

coping strategies because the emotional reaction of officers at work associated with 

emotional dissonance was thought to diminish the focused, and purposeful task-oriented 

effort, associated with task-focused coping, directed toward addressing a problem.  More 

specifically, the rational approach in task-focused coping to better understanding a 

problem through cognitive restructuring differs dramatically from emotional reactions and 

avoidance mechanisms associated with other coping strategies.  Individuals high in 

emotional dissonance were thought to use fewer task-focused coping strategies and more 

of the emotionally oriented coping strategies.  While the use of fewer task-focused coping 

strategies was expected, the non-significant relationship between emotional dissonance 
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and task-focused coping was not expected.  A closer look at both emotional dissonance and 

task-focused coping constructs offers an explanation for such an inconsistency.   

Emotional dissonance is the discrepancy between felt and displayed emotions at 

work.  These discrepancies occur within the context of face-to-face interactions with the 

public in which the expression of emotions to recipients are regulated to comply with 

organizational requirements or norms.  In the case of police work, officers are trained to 

consider each public interaction as having the potential to become volatile or dangerous.  

Thus, officers must expend resources to display command presence within the context of 

each interaction, regardless of the outcome of the contact.  Additional resources are tapped 

when these contacts are extraordinary or escalate into verbal or physical confrontations, at 

which time the use of emotional dissonance is most critical.  During these types of 

encounters, officers are likely to rely on training and instinct, which may substitute for the 

use of task-focused coping strategies.  Moreover, less volatile contacts requiring rational, 

problem focused efforts by officers will not likely necessitate emotional dissonance, further 

explaining the non-significant findings between emotional dissonance and task-focused 

coping.  Thus, it appears these two constructs are simply not related, and the research 

model should be modified to reflect this conclusion.     

Hypothesis 8c 

Hypothesis 8c states that individuals high in emotional dissonance use fewer 

avoidance strategies than individuals low in emotional dissonance.  While the direction of 

the beta for this regression model is negative, results from the HMR analysis are 

statistically non-significant (β = -0.006; ns).  Therefore, inconsistent with theory and the 

tested model, H8c is not supported.   
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Because avoidance coping involves activities and cognitive changes such as 

distracting oneself with alternative tasks or using social diversion to avoid stressful 

situations, individuals high in emotional dissonance were expected to use fewer avoidance 

coping strategies.  Avoidance coping was expected to be negatively associated with 

emotional dissonance but the non-significant relationship was unexpected.  A closer look at 

both avoidance coping and emotional dissonance may clarify this inconsistency.   

The maladaptive approach associated with avoidance coping differs from both the 

rational, problem-focused approach associated with task-focused coping and the person-

focused or self-focused approach associated with emotion-focused coping.  While task-

focused coping and emotion-focused coping center on strategies used to address a stressful 

problem, avoidance coping centers on avoiding the stressful problem altogether.  The use 

of avoidance coping is not likely because officers are trained to deal with many different 

types of problems and confrontations.  Officer training is likely to preempt the use of 

maladaptive coping in the face of emotionally charged contacts.  Thus, emotional 

dissonance and avoidance coping are simply not related and the research model should be 

amended to reflect this conclusion.   

Summary 

Chapter 4 raised important questions surrounding inconsistencies associated with 

some of the hypothesized relationships.  Four types of inconsistencies between hypotheses 

and the tested model were addressed.  Specifically, marginal effects when significant effects 

are expected, significant effects in the wrong direction, marginal effects in the wrong 

direction, and results associated with the hypothesized relationships were addressed.  

Included among potential causes for such inconsistencies were insufficient power and 
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effect sizes, methodological concerns associated with the operationalization of the 

constructs and variables, alternative theoretical considerations, and the fact that the 

relationships, as hypothesized, simply do not exist.     

Where appropriate, additional theories were discussed to explain inconsistencies.  

Most notably, Hobföll's (1989, 2000) COR theory offers explanations for both 

inconsistencies and results associated with some hypotheses.  Knoke's (1990) Synthesized 

Motivational Model also helps to explain inconsistent results.  While several inconsistencies 

and marginal findings occurred, many of the hypothesized relationships were supported.  

Consistent findings and theoretical support for the hypothesized relationships are 

discussed next.   

Hypothesized Relationships - Theoretical/Empirical Support 

Hypothesis 1 

Hypothesis 1 (H1) states there is a negative relationship between police stress and 

OCB.  Consistent with theory and the tested model, H1 is supported.  As officers experience 

increasing levels of police stress, their propensity to engage in OCB decreases.  

Prescriptively, OCB is critical to the efficient functioning of an organization because of the 

contributions made by individuals engaging in such behaviors.  When officers engage in 

OCB, productivity and efficiency increase.  Because police stress negatively influences OCB, 

increases in stress diminish organizational efficiency and effectiveness by virtue of 

diminished engagement in OCB.   

It is important for managers to recognize the nature of job stressors and work to 

minimize these influences on organizational members because employees with lower 

levels of stress are more inclined to engage in OCB.   The focus on reducing job stressors is 
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particularly salient to managers in police organizations because administrative job stress, 

which is under the control of management, is consistently identified as explaining the 

largest portion of variance in police stress.  By reducing stressors, particularly 

administrative stressors, managers provide an environment conducive to the performance 

of both task-related functions and OCB, to the benefit of the department.  

Hypothesis 2 

Hypothesis 2 (H2) states there is a negative relationship between police stress and 

burnout.  Consistent with theory and the tested model, H2 is supported.  Burnout emanates 

from emotionally charged and demanding interactions with recipients and is particularly 

prevalent among service providers.  Police are frequently in contact with members of the 

community.  Moreover, officers are the primary contact with the public and serve as the 

face of the department, engaging in one-on-one contact in various capacities with the 

public.  For instance, police are charged with keeping the peace, enforcing the law, and 

creating and maintaining a safe environment in which members of society live and work.  

 Police are also often dispatched to emergencies, crimes, and traffic injuries and 

fatalities characterized by great human suffering and highly volatile, often dangerous, 

emotionally charged encounters.  Thus, the propensity of police to experience burnout is 

high.  Officers experiencing high levels of burnout are less likely to contribute to the 

effective functioning of an organization.  Moreover, repeated exposure to antecedents of 

burnout (i.e., stressors) affect officers' physical and psychological well-being.  Such 

frequent exposure influences officers' ability to optimally execute job-related tasks and 

fulfill responsibilities.   

Prescriptively, understanding the nature of burnout, including the stressors that 
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lead to burnout, and taking steps to reduce the consequences of burnout will contribute to 

organizational efficiency and effectiveness.  By instituting training and offering specific 

activities or programs to mitigate departmentally induced and task-specific stressors, 

managers will create a working environment in which officers contend with emotionally 

charged encounters in the most efficient manner possible, thus reducing the effects of 

burnout on police officers.   

Hypothesis 3 

Hypothesis 3 (H3) states there is a negative relationship between police stress and 

job satisfaction.  Consistent with theory and the tested model, H3 is supported.  Job 

satisfaction influences nearly every aspect of employee work life.  Dissatisfied employees 

are less productive and have the ability to influence the productivity of employees around 

them.  Employees who are less satisfied tend to have higher rates of absenteeism and 

illness and are less committed to the organization.  Job satisfaction is particularly salient to 

police because of the strenuous, stressful, and dangerous nature of police work.    

Police have high levels of responsibility in dealing with civilians, suspects, and 

inmates.  Each of these encounters demands different skill sets.  Officers who are 

dissatisfied with their job are less likely to exert the necessary level of tact and social skill 

to successfully negotiate the public-police interface.  Moreover, suspect and inmate contact 

requires acute attention to officer safety, heightened physical readiness and cognitive 

awareness, and respect for, and understanding of, human dignity in situations 

characterized by ambiguity, conflict, and danger.  In these situations, decreased job 

satisfaction is likely to influence how officers approach contacts.   
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Prescriptively, managers must be aware of how satisfied officers are in their jobs 

and work to create an environment conducive to high levels of job satisfaction.  One way 

managers can influence job satisfaction is to identify gaps between officers' expectations 

and the reality of the job demands and address such gaps through training.  Moreover, 

keeping the lines of communication open so officers can vent frustrations in a non-

threatening environment can facilitate understanding between the officer and the brass.    

Hypothesis 4 

Hypothesis 4 (H4) states the relationship between police stress and OCB, burnout, 

and job satisfaction depends upon the chosen coping mechanism.  Consistent with theory 

and the tested model, H4 is supported.  Coping consists of dynamic cognitive and 

behavioral efforts aimed at managing both internal and external demands that strain one's 

resources.  Essentially, individuals’ use whatever means are necessary, useful, and readily 

available to cope with situations that exceed their resource limits.  The strategies by which 

officers cope are problem-focused, emotion-focused, or avoidance-based.  There is 

consensus among researchers regarding these three coping dimensions, and researchers 

generally agree that avoidance coping is maladaptive and less beneficial than either task-

focused coping or emotion-focused coping.      

Police are continuously trained to respond to a multitude of situations.  Such 

training is often reinforced through cognitive and physical role-playing.  One purpose of 

such training is to encourage officers' to intuitively respond in an appropriate manner 

when faced with difficult, dangerous, or life-threatening situations.  The ability to 

successfully cope with stressful circumstances is central to resolving, as opposed to 

escalating, potentially volatile situations.   
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Prescriptively, officers should be trained to cope with all conceivable situations, an 

ideal objective.  In reality, officers react to each situation based on a myriad of contextual 

factors including experience, instinct, and the immediate circumstances surrounding the 

encounter or event.  Understanding how coping influences officer behavior under stress is 

important because of the potential for such knowledge to inform the training programs and 

support mechanisms within a department.  Knowing how officers cope provides managers 

with understanding, not only of the potential outcomes to a given situation, but also of the 

process by which officers base decisions under stress.  This knowledge has the potential to 

shape selection, training, and promotion processes within departments.  Moreover, better 

understanding the coping process of police under stress can increase productivity in, and 

reduce liability associated with, this high-risk profession.  

Hypothesis 4c 

Hypothesis 4c (H4c) states emotion-focused coping attenuates the negative 

relationship between police stress and both OCB and job satisfaction.  Consistent with 

theory and the tested model, H4c is supported for OCB.  The negative relationship between 

police stress and OCB is empirically supported, and emotion-focused coping attenuates the 

negative effect of police stress on OCB.  Thus, the negative relationship between police 

stress and OCB is less negative for officers high in emotion-focused coping than for those 

low in emotion-focused coping.   

Prescriptively, the use of emotion-focused coping is effective in facilitating 

engagement in OCB.  Thus, officers' use of emotion-focused coping positively contributes to 

the overall functioning of the police department.  A finer grained analysis of these 

relationships reveals additional information beyond the simple interpretation of the 
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effectiveness of emotion-focused coping in reducing stress and increasing OCB.   

It is interesting to note that when police stress is low, officers low in emotion-

focused coping engage in higher levels of OCB than officers high in emotion-focused coping.  

When police stress is high, officers high in emotion-focused coping engage in higher levels 

of OCB than officers low in emotion-focused coping, indicating that emotion-focused coping 

is beneficial under conditions of high stress but less so under conditions of low stress for 

OCB.  These findings are consistent with researcher's contentions that emotion-focused 

coping is not always successful at reducing stress.   

Managers must be aware of the effectiveness of emotion-focused coping in reducing 

high levels of stress in addition to the less effective nature of such coping under less 

stressful conditions with respect to officer engagement in OCB.  Managers can assist 

officers using a utilitarian evaluation to determine the costs and benefits of expending 

versus conserving coping resources under low levels of stress to maximize engagement in 

OCB.  Moreover, managers can assist employees by designing process that reduce 

administrative stressors so that officers are better equipped to deal with more pressing 

stressors when they arise.  Finally, managers can institute training designed to help 

employees identify when the use of emotion-focused coping is most effective to benefit 

both the officer and the department.   

Hypothesis 4d 

Hypothesis 4d (H4d) states that emotion-focused coping influences the positive 

relationship between police stress and burnout.  Consistent with theory and the tested 

model, H4d is supported.  The positive relationship between police stress and burnout is 

attenuated for officers high in emotion-focused coping over those low in emotion-focused 
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coping.  While the positive effect of stress on burnout is not as strong for officers who are 

high in emotion-focused coping, officers low in emotion-focused coping experience lower 

overall levels of burnout than do officers high in emotion-focused coping.  Thus, emotion-

focused coping is effective at reducing how strongly stress influences burnout, but those 

officers high in emotion-focused coping also perceive higher overall levels of burnout.  

These differences tend to converge under highly stressful circumstances.  These findings 

are consistent with researchers' contentions that emotion-focused coping is not an always 

an effective coping strategy.   

Prescriptively, officers and managers need to recognize the tradeoffs associated 

with the use of emotion-focused coping in reducing the effects of stress on burnout.  

Directing efforts at identifying and engaging in more appropriate coping strategies will 

help officers choose more efficient means of coping with stress without increasing 

perceived burnout.  In addition, researchers should focus on the type of burnout 

experienced to determine if emotional exhaustion, depersonalization, or diminished 

personal accomplishment dimensions of burnout account for greater variance.   

Hypothesis 4e 

Hypothesis 4e (H4e) states avoidance coping intensifies the negative relationships 

between police stress and both OCB and job satisfaction.  Consistent with theory and the 

tested model, H4e is supported for job satisfaction.  The negative relationship between 

police stress and job satisfaction is intensified for officers who use avoidance coping.  These 

findings empirically support researchers contentions that avoidance coping is a 

maladaptive coping strategy.  It is interesting to note the effects that high versus low stress 

levels have on this relationship.  Officers high in avoidance coping tend to experience 
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higher levels of job satisfaction under low stress, but they experience lower levels of job 

satisfaction under high stress conditions.  Thus, the maladaptive nature of avoidance 

coping is manifested primarily under highly stressful circumstances.   

Prescriptively, officers and managers should be aware of the maladaptive nature of 

avoidance coping for job satisfaction, particularly under highly stressful circumstances, in 

order prevent or reduce inappropriate use of such coping strategies.  When officers are 

faced with high levels of stress, they need to have access to additional resources to help 

reduce the negative effects of stress on job satisfaction.  Understanding the conditions 

under which avoidance coping is effective versus ineffective allows managers to assess 

resource allocation and training to improve job satisfaction.  Because avoidance coping is 

beneficial to officers' job satisfaction for lower levels of stress, researchers should 

investigate the type of stress experienced by officers to determine if operational stress or 

organizational stress is more prominent under high versus low levels of stress.  Such 

information will provide guidance in resource allocation and training to reduce officer 

stress and help officers achieve higher levels of job satisfaction.      

Hypothesis 5a 

Hypothesis 5a (H5a) states the relationship between police stress and both OCB and 

job satisfaction depends on followers' perceptions of leader behavior, such that 

perceptions of high levels of transformational leadership attenuate the negative 

relationships between police stress and both OCB and job satisfaction.  Consistent with 

theory and the tested model, H5a is supported for job satisfaction.  To the degree that 

officers perceive high levels of transformational leadership behaviors, they are more 

satisfied with their jobs.  Officers perceiving low levels of transformational leadership 
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behaviors are less satisfied with their jobs.  Satisfaction with one's job suffers more under 

high stress conditions when transformational leadership is lacking, as expected.  

These findings are prescriptive to managers in that understanding the effectiveness 

of transformational leadership in mitigating the effects of stress on officers' job satisfaction 

provides insight into managerial effectiveness in police departments.  Specifically, the 

transformational qualities of leaders inspire officers such that they are more satisfied 

under conditions of both low and high stress, and these effects are stronger under more 

stressful circumstances.  Identifying individuals who are able to arouse followers to 

transcend self-interests, influence followers values, activate followers higher-order needs, 

and motivate followers to self-less action on behalf of the organization and promoting them 

to positions of leadership is in the department's, and the follower's, best interest.  

Moreover, incorporating training that focuses on the development of transformational 

leadership qualities into existing leadership development programs will help current 

departmental leaders to develop and nurture effective leadership qualities.   

Hypothesis 7 

Hypothesis 7 (H7) states personality profiles and the choice of coping mechanisms 

are related.  Consistent with theory and the tested model, H7 is supported.  Prescriptively, 

it is important to understand not only how single personality factors influence the stress-

coping process, but also how personality factors interact to influence the process because 

coping preferences for individuals differ considerably.  Specifically, coping preferences for 

individuals high in neuroticism versus preferences for individuals high in 

conscientiousness are polar opposites.  Individuals, however, may simultaneously score 

high in both neuroticism and conscientiousness.  A typology of personality profiles offers a 
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framework for classifying and testing how combinations of scores on multiple personality 

factors shape coping behavior. 

Practically speaking, managers who are aware of how profiles of personality 

characteristics shape coping behaviors are better able to identify individuals best suited for 

specific tasks and responsibilities.  For instance, an individual identified as a spectator 

personality type differs greatly in dispositional proclivities than those identified as a 

complicated personality type.  These differences influence the coping strategies the 

individual chooses.  Such information is vital when making decisions about who is best 

suited for highly specialized responsibilities such as undercover, narcotic, or S.W.O.T. team 

assignments.  Each of the supported hypotheses associated with personality profiles are 

addressed next.    

Hypothesis 7a 

Hypothesis 7a (H7a) states spectator police use fewer task-focused coping 

strategies, use fewer emotion-focused coping strategies, and do not use avoidance coping 

strategies.  Consistent with theory and the tested model, H7a is supported.   Spectator 

personality types are characterized as being emotionally flat and unresponsive to both 

others and to situational cues.  Spectators are not overly interested in social norms and lack 

ambition in their approach to work.  Prescriptively, it is important for managers to be 

aware that the spectator personality type uses fewer productive coping strategies than 

those not categorized as spectators because the dynamic and often dangerous nature of 

police work requires individuals to make good decisions when faced stressful situations.   

Because of the lack of ambition characterizing the spectator personality type, they will not 

likely seek advancement, but managers should be aware of their lack of coping skills and 
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direct these individuals toward less stressful positions that do not require the use of coping 

skills.   

Hypothesis 7b 

Hypothesis 7b (H7b) states insecure police use fewer task-focused coping strategies, 

engage in more emotion-focused coping strategies, and do not use avoidance coping 

strategies.  Consistent with theory and the tested model, H7b is supported.  Insecure 

personality types are self-conscious and overly sensitive to mental and physical 

experiences.  They tend to be poorly organized and highly dependent upon others' 

opinions.  Prescriptively, it is important for managers to be aware that insecure individuals 

rely more heavily on emotion-focused coping strategies and use fewer task-focused coping 

strategies, which are more productive in attenuating stress, because emotion-focused 

coping is generally productive under conditions of low stress than under conditions of high 

stress.  Under highly stressful circumstances, emotion-focused coping is maladaptive.  

Managers should avoid directing insecure officers into highly stressful aspects of police 

work.  For example, these individuals may not be well suited for undercover or hostage 

negotiation police work, but they might excel in a custody division or with administrative 

responsibilities. 

Hypothesis 7c 

Hypothesis 7c (H7c) states that skeptic personality types use more task-focused 

coping strategies, they use fewer emotion-focused coping strategies, and they do not use 

avoidance coping strategies.  Consistent with theory and the tested model, H7c is 

supported.  The skeptic personality type is characterized as self-secure and emotionally 

stable.  They tend to be closed in their relations to others and somewhat rigid, but they are 
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effective in managing life issues.  Prescriptively, it is important for managers to know that 

officers with the skeptic personality type tend to rely on task-focused coping strategies, 

which are the most productive coping strategies.  They use fewer emotion-focused coping 

strategies and do not use the maladaptive avoidance coping strategies.  This type of 

individual is well suited to cope with highly stressful situations, and such knowledge puts 

managers in a position to direct the skeptic's career path toward responsibilities where 

their coping strengths are best utilized.  The closed and rigid nature of the skeptic makes 

them less suitable as mentors and trainers and managers are advised to carefully plan in 

what mentoring roles they direct the skeptic.   

Hypothesis 7f 

Hypothesis 7f (H7f) states impulsive personality types do not use task-focused 

coping strategies, they use more emotion-focused coping strategies, and they do not use 

avoidance coping strategies.  Consistent with theory and the tested model, H7f is 

supported.  The impulsive personality type is characterized by a pleasure orientation with 

little control over his or her emotional reactions.  The impulsive is attention seeking, 

requires social confirmation, and they appear chaotic and changing.  Prescriptively, it is 

important for managers to recognize that the Impulsive personality type relies primarily on 

emotion-focused coping strategies, because such coping is maladaptive in highly stressful 

conditions.  For practical purposes, managers should be aware that officers characterized 

as impulsive personality types may not perform optimally under highly stressful 

conditions.  While they may not be well suited for highly stressful assignments such as 

undercover or narcotic police work, the Impulsive personality type may excel in an area 
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like transportation services or logistics.  In addition, training should focus on the 

development and use of task-focused coping strategies for these personality types.       

Hypothesis 7g 

Hypothesis 7g (H7g) states entrepreneur personality types use more task-focused 

coping strategies, fewer emotion-focused coping strategies, and they do not use avoidance 

coping strategies.  Consistent with theory and the tested model, H7g is supported.  The 

entrepreneur personality type tends to be socially secure, domineering, and independently 

thinking.  These individuals are goal-oriented and effective in their jobs.  Prescriptively, it is 

important for managers to recognize that the entrepreneur uses more task-focused coping 

strategies, fewer emotion-focused coping strategies, and they do not use avoidance coping 

strategies because task-focused coping is among the most productive of the coping 

strategies.  The effective use of coping strategies coupled with the positive traits associated 

with these individuals makes the entrepreneur a strong candidate for highly stressful 

police work such as undercover assignments, narcotic stings, hostage negotiations, and 

S.W.O.T. team work.   Managers should also consider the benefit of using entrepreneur 

personality types in mentoring and training programs to take full advantage of their 

positive attributes and strong coping skills.       

Hypothesis 8 

Hypothesis 8 (H8) states emotional dissonance and the choice of coping strategy are 

related.  Consistent with theory and the tested model, H8 is supported.  Emotions are non-

enduring mood states, which affect workplace behavior and have the ability to influence 

individuals coping and adaptation processes.  Emotional dissonance is the discrepancy 

between felt and displayed emotions at work, influencing the ways in which individuals 
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cope with stress.  Prescriptively, emotional dissonance is salient to police officers and 

managers because police are often exposed to extreme emotionally charged situations yet 

required to constantly maintain and display appropriate command presence as part of 

their normative job-related behavior.   

The influence of engagement in emotional dissonance on officers' choice of coping 

behavior is important because not all coping strategies are adaptive.  For example, 

engagement in emotional dissonance can influence officers to choose more emotion-

focused coping strategies.  Practically speaking, managers can design and implement 

training programs to help officers recognize the conditions under which they are likely to 

engage in emotional dissonance and how such engagement influences officer behavior.  By 

recognizing such tendencies, officers and managers can affect officers' decision-making 

processes.     

Hypothesis 8b 

Hypothesis 8b (H8b) states that officers high in emotional dissonance use more 

emotion-focused coping than individuals who are low in emotional dissonance.  Consistent 

with theory and the tested model, H8b is supported.  Prescriptively, it is important for both 

officers and managers to understand the positive influence of emotional dissonance on 

emotion-focused coping because of the potential danger associated with highly emotional 

encounters in civilian, inmate, and criminal suspect contacts.  While engagement in 

emotional dissonance may help officer's portray command presence in emotionally 

charged encounters, it may also influence potentially maladaptive use of emotion-focused 

coping under highly stressful conditions.  Emotion-focused coping is beneficial under 

conditions characterized by low levels of stress, and the positive association of emotional 
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dissonance with emotion-focused coping under less stressful conditions may be beneficial.  

This association; however, can result in the maladaptive use of emotion-focused coping 

under more stressful circumstances. 

Practically speaking, managers are advised to assist officers in identifying the 

conditions under which engagement in emotional dissonance is beneficial or maladaptive.  

In addition, implementing training programs to assist offices in contending with 

emotionally charged situations is likely to reduce the need for emotional dissonance 

engagement.  Finally, managers should identify both the circumstances under which 

officers use emotional dissonance, and the individuals who readily use emotional 

dissonance to direct their work-related activities away from highly stressful jobs. 

Summary 

In sum, few individuals become police officers because it was the best available 

option at the time.  Most officers have a strong desire to protect and serve the public, and 

they readily accept the danger and discomfort associated with police work.  In fact, the 

hiring process of most police departments is a long and arduous process, requiring 

dedication from the applicant and costly resources from the department.  Once hired, the 

training process requires continued commitment from the trainee and substantial 

expenditures by the department.  Investments in physical and emotional commitments by 

the officer and monetary resources by the department continue throughout an officers' 

career.   

Understanding how police stress influences officers' propensity to engage in OCB is 

vital to the efficient and effective functioning of police departments.  Moreover, buffering 

the effects of police stress on perceived burnout will facilitate departmental performance 
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by reducing the consequences associated with burnout.  Ensuring that officers are satisfied 

in their jobs will also produce substantial dividends for the officer and the department, 

reflected in higher job commitment and lower turnover, lower healthcare and worker's 

compensation costs, and increased productivity.   

Each of these relationships is influenced by the coping mechanisms by which 

officers' contend with stressful circumstances surrounding their work.  Understanding the 

effectiveness of various coping strategies in attenuating the relationships between police 

stress and behavioral and affective outcomes is beneficial to police organizations.  

Moreover, the influence of the department's leaders on these relationships has strong 

managerial implications.  Leaders high in transformational leader qualities shape how 

satisfied officers are in their jobs.  Furthermore, recognizing how organizational and 

environmental crisis shape these relationships is vital to any first responding organization.  

Finally, understanding the relationships between personality profiles and coping and 

emotional dissonance and coping provides managers the ability to make more fully 

informed assessments of training and promotion options.  Revised research models, based 

on these findings, are discussed next.     

Revised Research Models 

The findings and inconsistencies discussed herein contribute to the necessity for 

reassessment of the research model.  Specifically, results associated with H4a for job 

satisfaction, H4b for burnout, H4c for job satisfaction, H4e for OCB, H6a for crisis, H6b for 

OCB, H7d for emotional dissonance, H8a for emotional dissonance, H8c for emotional 

dissonance, and the marginal effects of H6b for job satisfaction lead to questions regarding 

the operationalization of the variables, theoretical basis for some hypotheses, and/or the 
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composition of the research model.  Thus, the original research model outlined in Chapter 2 

is revised to better depict the relationships among variables of interest.   

Figure 23 depicts the first of several separate revised research models illustrating 

the relationships among variables.    

 
 

Figure 23.  Alternative research model of police stress, burnout, job satisfaction, and the 
effects of task-focused coping, emotion-focused coping, and avoidance coping. 

 
Specifically, the direct moderated relationships among police stress and the three outcome 

variables as moderated by each coping dimension is modeled separately from the 

relationships among other predictor, moderating, and criterion variables assessed.  
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Included in the revised model is the mediated effect of emotion-focused coping between 

police stress and job satisfaction and reassessment of the emotional exhaustion, 

depersonalization, and general dimensions of burnout.  The revised model excludes paths 

determined theoretically inconsistent with the original hypotheses.    

Figure 24 depicts the moderating relationship of transformational leadership 

between police stress and each of the criterion variables.  The major revision to the model 

is an assessment of each dimension of burnout.  Moreover, the model depicts the 

moderating effects of transformational leadership for each of these dimensions.   

 

 

 

 

Figure 24.  Alternative research model of police stress, ocb, burnout, job satisfaction, and 
transformational leadership. 

The moderating effect of the crisis effect variable is illustrated in the research model 

depicted in Figure 25.  The paths for moderation of both OCB and job satisfaction were 
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eliminated based discussion in earlier sections.  Furthermore, the emotional exhaustion, 

depersonalization, and general dimensions of hurnout are included in the revised model. 

 

Figure 25.  Alternative research model of police stress, burnout and crisis effect. 

The direct effect of emotional dissonance and coping is depicted in the research 

model in Figure 26.  The direct path for the relationship between emotional dissonance and 

task-focused coping was eliminated based discussion in earlier sections.  The direct path 

for the relationship between emotional dissonance and avoidance coping was also deleted 

from the model based on findings discussed earlier.   

 

Figure 26.  Alternative research model of emotional dissonance emotion-focused coping. 

The direct relationships between each of the personality profiles and both task-

focused coping and emotion-focused coping are depicted in Figure 27.  The direct paths for 

each of the personality variables and avoidance coping are excluded based on discussion in 

earlier sections.  Moreover, the direct paths depicted for both task-focused coping and 

emotion-focused coping are based on previous discussion.   
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Figure 27.  Alternative research model for personality profiles and coping dimensions. 

Summary 

The research model outlined in Chapter 2 contains multiple variables and is very 

complex.  Moreover, the hypotheses for some of the relationships in the research model 

include multiple relationships.  In order to simplify and clarify the hypothesized 
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relationships, the single, complex model is broken into several models depicting individual 

relationships among each of the predictor, moderating, mediating, and criterion variables.  

In addition, the hypothesized relationships are depicted based on theoretical and 

operational findings discussed herein.  While these new research models simplify the visual 

depiction of relationships and include adjustments based on additional theoretical 

considerations, several limitations associated with this study requiring explication remain.  

These limitations are discussed next.   

Limitations of the Study 

Limitations of the study are discussed in this section.  The following discussion 

centers on rigor and relevance.  Specifically, comments are made in context to internal and 

external validity concerns.   

Rigor and Relevance 

 Rigor. 

Chapter 1 and Chapter 2 provide the foundation for the theoretical model and define 

constructs of interest.  Chapter 3 addresses the operationalization, or translation of a 

construct into a functioning and operating reality of these constructs, and presents findings 

from pilot study data.  Chapter 4 presents an analysis of the main study data, and Chapter 5 

offers a discussion of these findings.  While every effort was made to ensure validity and 

reliability at every step of this study, it is important to address potential limitations 

associated with both rigor and relevance.  Several limitations pertaining to rigor are 

addressed first. 

 Sample size and power. 

One potential limitation is the sample size with respect to the population of police in 
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the US.  The power associated with a statistical test is the ability of the test to provide 

statistical support to reject the null hypothesis if, in fact, the null hypothesis is false (Huck, 

2007).  It is possible that some of the hypotheses were not rejected because the statistical 

tests lack sufficient power to detect the true state represented by the sample data.   

The sample for this study included 379 usable surveys.  Based the calculated power 

statistic of .83 and alpha of .05, there is sufficient power to detect real effects at an effect 

size of .15 indicating either the effect is not there as theorized and hypothesized, or there 

are problems associated with the operationalization of some constructs.  Moreover, the 

accessible sample came from a geographically limited area.  The inclusion of respondents 

from a more dispersed region may provide additional explanatory value.   

Mono-method bias and common method variance. 

One potential limitation is Mono-method bias, a threat to construct validity due to 

the use of only one method of measurement (Trochim & Donnelly, 2007).  Artifactual bias 

can occur due to self-reported responses from common sources for both predictor and 

criterion variables (Podsakoff & Organ, 1986, Podsakoff, MacKinzie, Lee, & Posdakoff, 

2003).  Such a threat to validity is known as common method variance (CMV), which can 

lead to common method bias (Campbell & Fiske, 1959; Fiske, 1982; Podsakoff et al., 2003).  

All data in this study are self-reported and collected through a single questionnaire in a 

cross-sectional research design.  Thus, common method variance may cause systematic 

measurement error and bias estimates of the true relationships among theoretical 

constructs by inflating or deflating observed relationships resulting in either Type I or 

Type II errors (Bagozzi & Yi, 1990; Doty & Glick, 1998; Podsakoff et al., 2003; Podsakoff & 

Organ 1986).   
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Procedural and statistical remedies were applied to address common method 

variance.  Mono-method bias is addressed by using measures from previous studies with 

evidence of validity and reliability.  Post hoc analysis of demographic responses to archival 

information from each responding organization (Podsakoff & Organ, 1986) indicates no 

statistical differences in demographic responses.  Scale trimming, the use of a panel of 

experts to determine appropriate exclusions, and scale reordering, altering the design of 

the questionnaire such that the dependent and criterion variables are randomly placed 

throughout the questionnaire, were also employed to reduce the effects of consistency 

artifacts (Podsakoff & Organ, 1986).  Moreover, Harmon's one-factor test and confirmatory 

factor analysis were conducted, as post hoc statistical tests, to assess the presence of 

common method effect.    

All 20 variables were entered into a factor analysis.  Unrotated principal 

components factor analysis and principal component factor analysis, with varimax rotation, 

were assessed to determine the number of factors necessary to account for the variance 

among variables.   If a single factor emerges or a single factor accounts for the majority of 

covariance among the variables, than a substantial amount of common method variance is 

present (Podsakoff et al., 2003; Podsakoff & Organ, 1986).  Both the unrotated principal 

components factor analysis and the principal component factor analysis, with varimax 

rotation, revealed the presence of 9 factors, with Eigenvalues greater than one, accounting 

for 72.96% of variance.  Of the variance explained by the 9 factors, half (50.24%) is 

explained by the first five factors.  Thus, no common factor is present.  Partial correlations 

among variables, after controlling for the independent variable, indicate theoretically 

expected partial correlations (Table 59).   
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Table 59 

Partial Correlation of Variables 

 1 2 3 4 5 
1.   OCB 1     
2.   Burnout -0.268*** 1    
3.   Job Satisfaction  0.314*** -0.241*** 1   
4.   Task Coping  0.175*** -0.088*  0.179*** 1  
5.   Emotion Coping -0.007  0.238***  0.057 -0.106** 1 
6.   Avoidance Coping   0.006 -0.010  0.008  0.006  0.143*** 
7.   Crisis  0.036 -0.067 -0.007  0.067 -0.151** 
8.   Crisis-Effect -0.057 -0.006 -0.077  0.071 -0.12** 
9.   TFL  0.367*** -0.229***  0.513***  0.231***  0.087* 
10. Contingent Reward  0.237*** -0.176***  0.464***  0.17***  0.081* 
11. Emotional Dissonance -0.051  0.216***  0.060  0.023  0.17*** 
12. Spectator -0.067 -0.047 -0.127** -0.223*** -0.156*** 
13. Insecure -0.155***  0.172*** -0.014 -0.119**  0.249*** 
14. Skeptic -0.001  0.032  0.026  0.177** -0.135*** 
15. Brooder -0.033  0.131**  0.074  0.187***  0.070 
16. Hedonist  0.054 -0.086* -0.075 -0.045 -0.135*** 
17. Impulsive  0.035  0.021  0.009 -0.137***  0.083* 
18.  Entrepreneur  0.133** -0.271***  0.015  0.152*** -0.199*** 
19.  Complicated  0.042  0.044  0.085*  0.007  0.186*** 

      
 6 7 8 9 10 

1.   OCB      
2.   Burnout      
3.   Job Satisfaction      
4.   Task Coping      
5.   Emotion Coping      
6.   Avoidance Coping  1     
7.   Crisis -0.067 1    
8.   Crisis-Effect -0.135***  0.075 1   
9.   TFL 0.019 -0.071 -0.069 1  
10. Contingent Reward 0.015 -0.025 -0.071  0.74* 1 
11. Emotional Dissonance -0.059 -0.006  0.083 -0.030 -0.009 
12. Spectator -0.151***  0.045 -0.029 -0.094 -0.019 
13. Insecure 0.006  0.012 -0.073  0.008 -0.002 
14. Skeptic -0.039  0.078 -0.005  0.088*  0.084* 
15. Brooder -0.045  0.044  0.031 -0.030 -0.008 
16. Hedonist 0.099* -0.036  0.028  0.008 -0.009 
17. Impulsive 0.078 -0.086* -0.017 -0.016  0.004 
18.  Entrepreneur 0.075  0.042  0.094*  0.016 -0.059 
19.  Complicated -0.030 -0.095* -0.024  0.014  0.014 

(table continues) 
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Table 59 (continued). 

 11 12 13 14 15 
1.   OCB      
2.   Burnout      
3.   Job Satisfaction      
4.   Task Coping      
5.   Emotion Coping      
6.   Avoidance Coping       
7.   Crisis      
8.   Crisis-Effect      
9.   TFL      
10. Contingent Reward      
11. Emotional Dissonance 1     
12. Spectator -0.052 1    
13. Insecure  0.106** -0.142*** 1   
14. Skeptic -0.030 -0.129** -0.152*** 1  
15. Brooder  0.073 -0.171*** -0.144*** -0.147*** 1 
16. Hedonist -0.081* -0.132** -0.167*** -0.126** -0.13** 
17. Impulsive  0.024 -0.103* -0.159*** -0.117** -0.102* 
18.  Entrepreneur -0.165*** -0.126** -0.186*** -0.128** -0.118** 
19.  Complicated  0.113** -0.138*** -0.177*** -0.15*** -0.14*** 

      
 16 17 18 19  

1.   OCB      
2.   Burnout      
3.   Job Satisfaction      
4.   Task Coping      
5.   Emotion Coping      
6.   Avoidance Coping       
7.   Crisis      
8.   Crisis-Effect      
9.   TFL      
10. Contingent Reward      
11. Emotional Dissonance      
12. Spectator      
13. Insecure      
14. Skeptic      
15. Brooder      
16. Hedonist 1     
17. Impulsive -0.122** 1    
18.  Entrepreneur -0.167*** -0.15*** 1   
19.  Complicated -0.143*** -0.151*** -0.166*** 1  

Note. OCB = organizational citizenship behavior; TFL = transformational leadership. *Correlation is 
marginally significant at the 0.10 level (2-tailed). **Correlation is significant at the 0.05 level (2-tailed). 
***Correlation is significant at the 0.01 level (2-tailed). 
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 For example, transformational leadership is significantly correlated with contingent 

reward (r = 0.740).  This correlation is expected since researchers have found some 

contingent reward items are more strongly associated with the transformational, as 

opposed to the management-by-exception, subscales measuring transformational 

leadership (Bass 1985; Bycio, Hackett, & Allen, 1995; Goodwin, Wofford, & Boyd, 2000; 

Goodwin, Wofford, & Whittington, 2001).  In accordance with coping theory, both emotion-

focused coping and avoidance coping are significantly correlated (r = -0.106 and r = 0.143, 

respectively). 

 As expected, all personality profile variables are significantly correlated because 

each shares variance from the conscientiousness, neuroticism, and extraversion 

dimensions of the big five personality factors (Vollrath & Torgerson, 2000, 2002).   All 

other significant partial correlations of the personality profiles with all other variables are 

weak.  The remaining correlations are either not sufficiently strong to suggest common 

method variance, or they are theoretically expected as discussed in Chapter 4.  Based upon 

the more conservative partial correlation procedure, the presence of common method 

variance is not indicated.    

 Item construction. 

Another limitation involves some of the items in the survey.  It is important to 

determine if proxy items in the survey measure the construct they were supposed to 

measure.  Specifically, the crisis variable in this study was problematic.  The crisis variable 

failed to sufficiently capture the occurrence of a crisis.  Thus, caution must be exercised in 

drawing conclusions based on findings associated with the crisis and crisis effect variables.   
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Self-report data. 

Another limitation involves the use of a self-report data.  Self-report data is widely 

used in survey research.  The widespread use of such survey data does not; however, 

diminish potential limitations to rigor.  While every effort was made to minimize bias 

associated with self-reported data, the inclusion of more objective data from each 

department may provide additional insight into the conclusions reached herein.  One such 

type of data is performance data such as response time of officers.  Other objective data 

includes crime statistics and total number of contacts made by officers.  Subjective data 

includes public satisfaction statistics collected from telephone reporting units following up 

on officer contacts and numbers of complaints and commendations.   The inclusion of such 

data will reduce the likelihood of bias due to self-reporting. 

 Complexity in the research model. 

Finally, the research model in this study is large and complex, reflecting many 

constructs and is underscored by multiple theoretical foundations.  The complexity of such 

a large model increases the difficulty of conducting more thorough examinations of the 

many constructs and respective variables.  Because the nature of this research is unique 

and in it's infancy, a smaller research model, or multiple smaller research models, will limit 

the scope of the investigation to a more reasonable size.   

 Relevance - external validity. 

The sample in this study is composed of a variety of individuals from various 

agencies.  Only one high-risk occupation, however, was examined.  Officers from multiple 

agencies from the City, County, and State level were surveyed representing a wide cross-

section of police agencies.  In addition, rural, suburban, and urban departments ranging in 
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size from a few officers to well over 500 officers were included in the sample.  Nonetheless, 

external validity is limited and generalizing results should be done with caution.  

Additional research with samples from other high-risk occupations is required to confirm 

these results.  Scholarly and practical contributions and respective implications are 

discussed next.  

Contributions and Implications 

Contributions and related implications are discussed in this section.  Contributions 

are focused on high-risk occupations and crisis, and the intersection of stress, coping, and 

personality, in high-risk occupations (Table 60).  The following discussion centers on 

contributions to theoretical advancement and implications.  Comments are made in 

conjunction with the implications for both strategists and managers.   

Table 60 

Major Contributions 

Area Implications 

High-risk occupations 

There is limited research in the management literature 
regarding high-risk occupations and this dissertation is 
thought to be the only study evaluating the direct and 
moderated relationships among the variables of 
interest in one high-risk occupation - namely police 
work. 

Crisis No stress and coping studies evaluate the intersection 
of job stressors, coping and crisis events among police.   

The intersection of stress, 
coping and personality in 
high-risk occupations 

The notion that stress, coping, and personality intersect 
to shape behavioral and affective outcomes in high-risk 
occupations is not prevalent in the literature, and this 
dissertation contributes by being the first to investigate 
the intersection of stress, coping, and personality types 
and the attempt to synthesize findings into a more 
integrated theory of stress.   
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Major Contribution 1 - High-risk Occupations 

Contribution - high-risk occupations. 

This dissertation is thought to be the only study to evaluate the moderated 

relationships among stress, coping, and both behavioral and affective outcomes such as 

organizational citizenship behavior, burnout, and job satisfaction in high-risk occupations 

inundated by crisis.  Equally important is the role personality plays in coping under such 

circumstances.  More specifically, the notion that individuals in high-risk occupations 

utilize coping strategies differently than those in less-risky occupations is not prevalent in 

the literature, but there is a theoretical foundation noted in Chapters 1 and 2 for such a 

conclusion.  The assessment of how coping moderates the relationship between stress and 

behavioral and affective outcomes represents the attempt to model the coping strategies of 

individuals in a high-risk occupation - namely police.   

Coping was assessed and found to moderate the relationship between stress and 

both behavioral and affective outcomes among police.  Moreover, the chosen coping 

strategy differentially moderates these relationships.  Specifically, police use task-focused 

coping and emotion-focused coping strategies when engaging in OCB and they use 

emotion-focused coping to buffer the effects of police stress on burnout.  Avoidance coping 

exacerbates perceived burnout and largely influences how satisfied officers are with their 

jobs.  Officers high in avoidance coping experience higher levels of burnout and have lower 

levels of job satisfaction under highly stressful situations.  This evidence affirms 

researcher's contentions that avoidance coping is maladaptive, that officers face difficulty 

coping with stress; and that officers engage in maladaptive coping strategies under 
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stressful circumstances (e.g., Anshel, 2000; Burke, 1993; Dietrich & Smith, 1984; Evans & 

Coman, 1992; Graff, 1986; Latack & Havlovic, 1992).   

Implications - high-risk occupations. 

Prescriptively, this work potentially provides a more realistic view of how 

individuals in high-risk occupations cope with stress and can more accurately inform both 

researchers and practitioners.  From a practical standpoint, individuals in high-risk 

occupations do not always make rational choices when coping with stress despite 

organizational attempts to train them otherwise.  Individuals providing service to, and 

engaging in, emotionally charged contacts with the public are particularly vulnerable to 

irrational decision-making processes (Bakker & Heuven, 2006; Maslach, 1982; Maslach & 

Schaufeli, 1993).  Police work is one such occupation that is both high-risk and requires 

frequent, often emotionally charged, contact with the pubic.   

Findings pertaining to avoidance coping are particularly interesting and run 

contrary to theoretical and empirical findings that avoidance coping is both beneficial and 

detrimental (Ben-Zur, 1998; Bowman & Stern, 1995).  Based on these results, avoidance 

coping among individuals in high-risk occupations is apparently not beneficial, but rather it 

can be detrimental.  Researchers generally agree that maladaptive coping strategies are 

often used under uncontrollable circumstances (Anshel, 2000).  The use of such coping 

strategies in uncontrollable circumstances by individuals in high-risk occupations is 

particularly dangerous, and in the case of police, can lead to the loss of both officer and civilian 

life.   

Avoidance coping positively moderates the relationship between police stress and 

burnout.  Police high in avoidance coping experience lower levels of burnout under low 
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stress but experience higher levels of burnout under highly stressful situations.  Thus, 

avoidance coping exacerbates officer's perception of burnout under high levels of stress.  

The primary catalyst of burnout is emotionally charged interactions with contacts at work.  

These encounters are also some of the least controllable situations officers face.  The use of 

avoidance coping in these situations is maladaptive and supervisors may need to reassess 

training for officers to help them choose more effective coping strategies when faced with 

such emotionally charged encounters.     

Conclusions - high-risk occupations. 

Examination of how individuals in high-risk occupations contend with stress is a 

primary focus of this study.  High-risk occupations present unique challenges, as these 

occupations are more dangerous and expose individuals to different types of physiological 

and psychological stress than less-risky occupations.  Moreover, organizations operating in 

dangerous or risky environments incur higher costs in employee training and replacement, 

healthcare, and worker’s compensation insurance than those operating in more docile, less 

risky environments (Deschamps, Pagnon-Badiner, Marchand, & Merleet, 2003).  Law 

Enforcement is identified as one of the most stressful and risky occupations (Anshel, 2000; 

Dantzker, 1987; Deschamps et al., 2003).  Compared to the general population, police suffer 

higher rates of illness, burnout, absenteeism, and premature retirement (Hart, Wearing, & 

Headley, 1995; Violanti, 1993).  Moreover, increased rates of heart disease and stomach 

disorder in addition to higher rates of alcohol and drug abuse, divorce, and suicide are risks 

associated with police work (Anshel, 2000; Lord, Gray, & Pond, 1991; Rogers, 1976).  

Coping is a mechanism by which individuals can attenuate the adverse effects of stress 
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associated with high-risk occupations (Endler & Parker, 1990, 1994, 1999; Lazarus & 

Folkman, 1984).  

If individuals in high-risk occupations, such as police, frequently choose adverse 

coping strategies under increasing levels of stress, and these choices increase perceived 

levels of burnout and diminish overall job satisfaction, managers are well advised to 

reassess assumptions about officers abilities to effectively cope with stress.  It may be that 

emotionally charged situations associated with high levels of burnout (Bakker & Heuven, 

2006; Maslach, 1982; Maslach & Schaufeli, 1993) require specialized training to ensure that 

adaptive, as opposed to maladaptive, coping strategies are used.  It also may be that the 

type of stress (e.g., organizational versus operational), or circumstances surrounding the 

stress (e.g., controllable versus uncontrollable), plays a role in how officers cope: questions 

for further study (e.g., Ben-Zur, 1998; Bowman & Stern, 1995; Lazarus & Folkman, 1984; 

Spielberger et al., 1981).  In addition to the type of stress, it is recommended that 

researchers study other high-risk occupations along with less risky occupations so that 

comparisons between levels of risk can be made.  

Major Contribution 2 - Crisis 

Contribution - crisis. 

Of particular interest to this dissertation is the intersection of job stressors and 

crisis events among police.  Specifically, the empirical question associated with this work 

evaluates what role a crisis event plays on the relationships between police stress and 

behavioral and affective outcomes.  The theoretical discussions in Chapters 1 and 2 provide 

a foundation for such an inquiry.   
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Previous researchers discuss the complexity associated with defining, 

operationalizing, and measuring crisis and disaster (Dash, Peacock, & Morrow; 1997; 

Draybeck, 1969, 1970; Dynes, 1983; Fritz, 1961; Fritz & Marks, 1954; Kreps, 1984, 1985, 

1995; Kroll-Smith & Gunter, 1998; Oliver-Smith 1998; Quarantelli, 1987, 1994; Taylor & 

Frazer, 1982; Wenger; 1987).  This study contributes a new scale by which a crisis event is 

measured.  The scale is both valid and reliable and appears to reflect important attributes 

of the crisis construct.   

Implications - crisis. 

A crisis event is found to influence the relationship between police stress and both 

burnout and job satisfaction for officers.  Specifically, officers who experience high levels of 

crisis effect also experience higher levels of burnout.  These officers are also less satisfied 

with their jobs, particularly when experiencing higher levels of stress.  Thus, a crisis event 

exacerbates burnout and diminishes job satisfaction in an already highly stressful job.  The 

evidence is particularly salient to high-risk police work where both officer and civilian 

safety is at stake.   

Prescriptively, this work provides a realistic view of how crisis events affect 

individuals already under stress in high-risk occupations.  Also highlighted are the 

potential consequences of the occurrence of such an event to both the individual and 

organization.  Moreover, researchers face difficulty when assessing crisis.  A means by 

which the effect a crisis event has on individual work life can be measured is provided.   

From a practical standpoint, individuals in high-risk occupations are more likely to 

experience crisis in the course of their work than those in less risky occupation.  The risk 

and danger associated with police work and the potential for highly emotional contacts 
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with civilians to escalate into violent encounters is a daily part of police work, for which 

officers are trained to contend (Deschamps et al., 2003).  Even well trained police officers 

are likely limited in their ability to deal with unexpected, high-impact crisis events, 

particularly in an already stressful working environment.  The effects of such exposure to 

crisis on an individual can be profound or even deadly.  Managers of individuals in high-

risk occupations are well advised to reassess training to include both stress and crisis 

response. 

Conclusions - crisis. 

The examination of stress-outcome relationships in high-risk occupations inundated 

by crisis is a major contribution.  Because police face more danger and are exposed to 

different physiological, physiological, and psychological stress than individuals in less-risky 

occupations (Deschamps et al., 2003), understanding how a crisis event influences officer's 

behavior and affective perceptions, above and beyond that of the high levels of stress 

associated with the job, is paramount.  The nature of risk associated with police work 

makes it highly likely that these individuals will face crisis events at some point in their 

careers.  Moreover, the costs associated with training, healthcare, and insurance to 

organizations operating in dangerous environments are much higher than to organizations 

in inert environments (Deschamps et al., 2003).  Thus, the managerial implications of 

ignoring the potential for a crisis to occur and how such an event might influence officers 

are potentially problematic.  Managers are advised to reassess their assumptions about 

whether an event rises to the level of crisis, according to the officer's perception; what 

training is in place to prevent a crisis from overwhelming officers, and what resources are 

available to officers in the event of such an occurrence.    
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The development of a scale to measure the effect a crisis has on police is also a 

major contribution.  It is recommended that researchers include crisis as a distinct variable 

in their continued assessment of stress on individuals, particularly in high-risk occupations.  

It is further recommended that researchers use this scale in research associated with other 

high-risk and less-risky occupations to determine its validity in different occupational 

settings.   

Major Contribution 3 - The Intersection of Stress, Coping and Personality in High-risk 
Occupations 
 

Contribution - the intersection of stress, coping and personality in high-risk 
occupations. 
 
The notion that stress, coping, and personality intersect to shape behavioral and 

affective outcomes in high-risk occupations is not prevalent in the literature.  There is a 

theoretical foundation for such a supposition, however, discussed in Chapters 1 and 2.  The 

evidence presented contributes by being the first to present the intersection of stress, 

coping, and personality types and the attempt to synthesize findings into a more integrated 

theory of stress.   

Few stress and coping researchers have systematically incorporated individual 

traits into a unified stress theory and those who do so focus on more narrow personality 

constructs or the broader dimensions like the Big 5 personality traits.  Other researchers 

suggest that personality affects both the appraisal of and coping with stress, and that 

personality is central to how individuals identify and shape stressful situations.  In fact, 

personality influences the stress process in a comprehensive way.  

Enduring personality traits, such as neuroticism, extraversion, and 

conscientiousness largely determine police officer's use of coping strategies (Wearing & 
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Hart, 1996) and influence levels of psychological well-being.  Because individuals may 

simultaneously score high in extraversion and low in neuroticism, two personality traits 

that have opposite effects on perceived stress, it is important to consider how personality 

profiles affect perceptions of stress and coping.  This study contributes by being the first 

known to examine how the personality profiles directly influence the chosen coping 

strategies of police.  Personality profiles directly influence the type of coping strategies 

among police investigated herein.  For example, officers high in conscientiousness and 

extraversion and low in neuroticism use avoidance coping strategies.  Conversely, officers 

at the opposite end of the personality profile continuum, scoring high in neuroticism and 

low in both conscientiousness and extraversion, use more emotion-focused coping 

strategies, fewer task-focused coping strategies, and no avoidance coping strategies.    

Implications - the intersection of stress, coping and personality in high-risk 
occupations. 
 
Prescriptively, this work provides a more realistic view of how personality, stress, 

and coping intersect to influence coping choices police make under stress.  From a practical 

standpoint, it is important to be able to identify combinations of enduring personality 

characteristics of police officers that seem to handle job-stressors well.  Police work is 

prone to stressful and potentially dangerous circumstances and encounters (Deschamps et 

al., 2003).  Individuals high in personality traits prone to select active, adaptive coping 

strategies and low in personality traits prone select to passive, maladaptive coping 

strategies are potentially more likely to handle stressful encounters well.     

Conclusions - the intersection of stress, coping and personality in high-risk 
occupations. 
 
Investigating how personality, stress, and coping intersect to influences individuals' 
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(in high-risk occupations) coping choices is one of the primary contributions of this study.  

If individuals are predisposed to choose maladaptive coping strategies under increasing 

levels of stress, managers in high-risk occupations are well advised to understand how 

profiles of personality traits influence perceptions of stress and coping behavior.  By 

identifying individuals' profiles of enduring personality characteristics, managers are 

better able to make decisions about where an individual best contributes to maximize 

organizational effectiveness.  In addition to replicating this study, it is recommended that 

researchers investigate which personality profiles are associated with individuals likely to 

cope well with intervening crisis events that inevitably occur in the course of police work.   

Future research directions are addressed in the following section.   

Future Research 

Previous sections highlighted inconsistencies and theoretical findings, revised 

research models, limitations, and contributions along with managerial implications.  This 

section addresses future research directions.  Specifically, two research gaps are identified 

(Table 61).  Future research is recommended to address each gap.  The final section offers a 

brief summary and some final comments. 

Research Gap - High-risk Occupations and Crisis 

Many of the variables in the research model in Chapter 2 are evaluated both 

independently and in various combinations (e.g., Asterita, 1985; Bakker & Heuven, 2006; 

Bartone, 2006; Jamal & Baba, 2000; Podsakoff, MacKenzie, Moorman, & Fetter 1990; Tang 

& Hammontree, 1992), but no studies of high-risk occupations that appraise this specific 

variable set were found.  Evaluating the relationships among these variables in high-risk 

occupations allows managers to better understand how to structure supervisor-
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subordinate relationships in order to maximize extra-role behavior and minimize the 

effects of stress, such as burnout and decreased employee satisfaction.   

Table 61 

Future Research 

Research Gaps  Future Research Directions 

 High-risk occupations 
and crisis 

 No studies of high-risk occupations appraising this specific 
variable set were found.  Future research should investigate 
how stress influences behavioral and affective outcomes 
under crisis in different high-risk occupational settings.   

The intersection of 
stress, coping, 
personality and emotion 

 Future stress research should include broader personality 
profiles and emotion to reflect the complexity of both the 
person-environment interaction; the cognitive assessment 
and reassessment that occurs as individuals attempt to cope 
with stressful situations; and the fact that individuals 
possess high and low levels of multiple personality 
dimensions simultaneously.   

 

In addition, understanding how these relationships vary when the individual is faced with 

crisis is particularly important to organizations in today’s dynamic environment.  

Researchers should investigate how stress influences behavioral and affective outcomes 

under crisis in different high-risk occupational settings.   

Moreover, while organizational members decrease their extra-role behavior under 

increasing stress, little is known about their propensity to engage in deviant behavior 

under such situations.  Results from the present study indicate that police use maladaptive 

coping mechanisms, but little is known about their propensity to engage in anti-citizenship 

behaviors.  Police disengage, withdraw emotionally, and use depersonalization when faced 

with emotionally charged contacts with inmates and civilians.  It may be that some police 
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engage, wittingly or unwittingly, in deviant behavior as stress increases.  Researchers 

should include anti-citizenship behavior when investigating outcome variables associated 

with similar research models.      

Research Gap - The Interaction of Stress, Coping, Personality, and Emotion 

Transactional stress theorists such as Lazarus and colleagues (Lazarus, 1966; 

Lazarus & Folkman, 1984; Lazarus & Launier, 1978) see stress as inherent to the ongoing 

transaction between the person and environment.  Conversely, interactionist theorists 

(Byrne, 1961; Endler, 1975; Endler & Edwards, 1982; Endler & Parker, 1990, 1994, 1999; 

Miller, 1987; Spielberger et al., 1981) suggest the individual and environment are distinct, 

with separate identities explaining distinct portions of variance in stress-related research 

studies.   

Coping is both problem-centered and emotion-centered.  That is, individuals cope by 

dealing with conditions triggering stress and/or by regulating accompanying emotions.  

Approaches to coping are considered more significant than both the extent and the 

frequency of a stress episode, because both the circumstances and individual well-being 

change due to cognitive reassessment, as the coping cycle progresses.  Because stable 

personality concepts influence primary and secondary appraisals, it is important for a 

comprehensive theory of stress and coping to include other aspects of personality.  Thus, 

predictive power can be improved by including trait measures into stress research.   

Psychological stress can be considered part of a larger field of inquiry, namely 

emotions.  Theoretical consolidation of stress and emotion literature offers positive 

consequences including a cross-fertilization of previously unmerged fields of inquiry.  

Moreover, the ability to evaluate individual’s coping and adaptation process is greatly 
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enhanced by expanding the traditional multi-dimensional conceptualization of the harm, 

threat, and challenge concept of stress to include multiple, specific emotions.  Learning 

about the how individual differences influence coping styles can help employers select 

individuals who are best suited for highly stressful jobs.  Understanding how leaders affect 

an individual’s ability to function in stressful jobs can also help organizations select leaders 

based on their propensity to positively influence individuals under stress.  

Integrating personality psychology with stress theory highlights how personality 

influences both appraisal of, and coping with stress.  Thus, the inclusion of personality 

variables in stress research extends theories of stress and coping.  This study adopts a 

different approach and includes both personality profiles and emotion as part of a complex 

research model to extend stress theory and evaluate the interaction of stress, coping, 

personality, and emotions.  By adopting both personality and emotion into a 

comprehensive model of stress and coping, the research gaps are addressed.  Future stress 

research should include broader personality profiles and emotion to reflect the complexity 

of both the person-environment interaction; the cognitive assessment and reassessment 

that occurs as individuals attempt to cope with stressful situations; and the fact that 

individuals possess high and low levels of multiple personality dimensions simultaneously.   

Summary and Final Comments 

Discussion of the findings from the main study was presented in Chapter 5.   Some of 

the findings from Chapter 4 were not as expected, and explanations of the inconsistencies 

were offered accordingly.  Revised research models were also presented.  Moreover, study 

limitations in terms of validity were presented.  Potential implications, both theoretically 

and practically, were also outlined.  Finally, future research was discussed.   
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Many hypothesized relationships were supported (Table 59).  Specifically, the direct 

relationships between stress and each of the behavioral and affective outcomes were as 

expected.   As predicted, the relationship between police stress and the criterion variables 

depends upon coping.  Officers high in task-focused coping engage in higher levels of OCB 

than officers low in task-focused coping, particularly under low stress situations, but these 

results diminish under increasing stress.  Emotion-focused coping attenuates both the 

negative relationship between police stress and OCB and the positive relationship between 

police stress and burnout.   

Hypotheses associated with transformational leadership were as expected for job 

satisfaction.  While transformational leader behaviors influence the relationship between 

stress and all three of the criterion variables, the direction of the hypothesized 

relationships for OCB and burnout were not as expected.  Crisis events influence the 

relationships between stress and the criterion variables, as well.  Specifically, a crisis event 

exacerbates perceived burnout.  Both personality profiles and emotional dissonance 

influence officer's chosen coping strategy.  Inconsistencies associated with this study 

center around methodological and theoretical factors.   

Methodological Factors 

Methodologically, the aggregate coping variable used in the pilot study was nearly 

identical to the avoidance coping variable used in the main study.  Post hoc factor analyses 

reveal that coping is a multi-dimensional scale and the items do not converge to represent 

a single-dimension coping variable.  A general coping measure should have been used or 

developed to measure overall coping.  In addition, the coping sub-hypotheses were written 

such that each hypothesis predicted outcomes for three outcome variables.  This format 

336



   

  

resulted in partial support for each of the respective hypotheses and did not allow for a 

finer grained assessment.  These hypotheses should have been parsed into multiple, 

individual hypotheses.  The eight sub-hypotheses pertaining to personality profiles suffer 

from the same structural issue.  Essentially, the research model and hypotheses were far 

too complex.  Simplifying the model by breaking it into several, more manageable parts 

facilitates the construction of less complex hypotheses and finer-grained analyses.   

The dichotomous crisis variable was problematic as well.  Crisis was operationalized 

as a dichotomous variable.   Among the potential explanations for the inconsistencies 

associated with the crisis variable is the possibility that officers surveyed did not identify a 

specific event as a crisis, as defined in the survey.  They appeared to recognize, however, 

the influence such an event has on their personal and professional well-being.  Thus, 

dichotomous nature of the crisis variable may not effectively capture the complexity of a 

crisis event as operationalized.   

Theoretical Factors 

There are potential theoretical explanations for some of the inconsistencies, as well.  

With respect to avoidance coping, researchers suggest that avoidance coping is both 

beneficial and detrimental (Ben-Zur, 1998; Bowman & Stern, 1995), and hypotheses were 

crafted based upon these findings.  Results from this study, however, indicate that 

avoidance coping is not beneficial, but rather a maladaptive coping strategy under 

increasing levels of stress.  Coping theorists who identify avoidance coping as maladaptive 

further identify controllable versus uncontrollable circumstances as having additional 

explanatory power (Anshel, 2000).  These theoretical perspectives should be considered 

and empirically tested in future coping research.   
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Additional theoretical perspectives also contribute to revised research models.  

Specifically, Hobföll's (1989, 2000) COR theory offers explanations for inconsistencies 

associated with some hypotheses.  As officers struggle to attain and preserve valuable 

resources, they reduce extra-role behavior, experience different levels of burnout, and are 

less satisfied in their jobs.  Transformational leader behaviors are limited in addressing 

such resource gaps under highly stressful circumstances.  Understanding the voluntary 

nature of OCB also helps in understanding how stress influences such behavior.  Because 

these behaviors are voluntary and do not function as part of the physical, implied, or 

psychological contracts, engagement is easily modified until resources stores are balanced 

or stress levels diminish.  

This project is not without its problems discussed as limitations.  While insufficient 

sample size and low power are common problems associated with survey research, these 

do not appear to be problematic in the present study.  The limited geographic region from 

which the sample was drawn, however, limits generalization.  In addition, self-report data 

were used and common method bias associated with the survey may be a concern.  The 

largest concern, however, is that the research model associated with this study was large 

and complex.  A simplified model, or looking at the model as several parts to a larger 

picture, reduces complexity and allows a more thorough examination of the respective 

variables. 

Finally, future research suggestions were made.  These suggestions center around 

two specific research gaps identified herein.  First, there is a dearth of management 

research on high-risk occupations and crisis.  In fact, no management studies evaluating 

high-risk occupations inundated by crisis were found.  The dangerous nature of high-risk 
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occupations should be sufficient impetus for research in this area.  When a crisis event 

compounds daily stress associated with such work, the level of perceived stress is that 

much higher.  Evaluating the relationships between stress and behavioral and affective 

outcomes allows managers to better understand how to structure supervisor-subordinate 

relationships in order to maximize extra-role behavior and minimize the effects of stress.  

Indeed, findings from this study indicate that transformational leader behaviors have the 

propensity to encourage extra-role behaviors such as OCB, to attenuate the negative effects 

of burnout, and to increase job satisfaction under increasing job stress.  The benefit of such 

intervention to both the individual and organization are potentially immense.    

The second research gap addressed herein pertains to the exclusion of personality, 

and more specifically personality profiles, and emotion in stress and coping research.  

Personality plays a critical role in the perception, selection, and shaping of stressful 

situations by individuals.  Integrating personality psychology with stress theory 

contributes theoretical knowledge addressing numerous unsettled concerns with 

traditional transactional stress theory (Vollrath, 2001).  These issues include showing how 

personality influences both appraisal of, and coping with stress.  Including personality 

variables in stress research is vital to extending theories of stress and coping.   

Theoretical consolidation of stress and emotion literature offers positive 

consequences including a cross-fertilization of previously unmerged fields of inquiry.  In 

addition, the expanded multi-dimensional conceptualization of the harm, threat, and 

challenge concept of stress to include multiple, specific emotions greatly increases the 

ability to evaluate individual’s coping and adaptation process (Lazarus, 1993).   Indeed 

Lazarus (1993) suggests psychological stress should be regarded as part of a larger field of 
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the study of emotions.  This dissertation serves as the first known attempt to model and 

empirically evaluate the interaction of stress, coping, personality, and emotion.   

The Research Question Revisited 

The purpose of this study was to analyze the relationship between stress and 

behavioral and affective outcomes such as OCB, burnout, and job satisfaction in high-risk 

occupations.  Equally important was how personality, crisis, and leadership moderate this 

relationship in the face of crisis events.  The primary research question addressed within 

this dissertation was: What is the relationship between stress and behavioral and affective 

outcomes in high-risk occupations as governed by coping, leadership, and crisis? 

The data analyzed in Chapter 4 and the evidence presented and discussed in 

Chapter 5 answers this question.  Principally, occupational stressors negatively influence 

individuals in high-risk occupations.  Moreover, crisis events exacerbate these influences.  

The use of adaptive coping strategies is most effective under conditions of low stress, but 

less so under highly stressful circumstances.  Similarly, transformational leader behaviors 

most effectively influence how individuals in high-risk occupations are affected by lower, 

but not higher levels of stress.  Profiles of personality characteristics and levels of 

emotional dissonance also influence the chosen coping strategies of those working in high-

risk occupations.  Prescriptively, it is important to understand the influences among the 

variables assessed in this study because negative outcomes in high-risk occupations are 

potentially more harmful to workers and more costly to organizations.  Thus, this 

dissertation answers the research question, but much work in this area remains to be done.  
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APPENDIX B 

SCALE ITEMS
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Police Stress Scale Items: 

PSS1 Assignment of disagreeable duties PSS31 Personal insult from citizen 

PSS2 Changing from day to night shift PSS32 Insufficient manpower to adequately handle a job 

PSS3 Assignment to new or unfamiliar duties PSS33 Lack of recognition for good work 

PSS4 Fellow officers not doing their jobs PSS34 Excessive or inappropriate discipline 

PSS5 Court leniency with criminals PSS35 Performing non-police tasks 

PSS6 
Political pressure from within the 

department 

PSS36 Demands made by family for more time 

PSS7 
Political pressure from outside the 

department 

PSS37 Promotion or commendation 

PSS8 Incapacitating physical injury on the job PSS38 Inadequate or poor quality equipment 

PSS9 Working a second job PSS39 Assignment of increased responsibility 

PSS10 Strained relations with non-police friends PSS40 Racial/gender pressures or conflicts 

PSS11 Exposure to death of civilians 
PSS41 Lack of participation on policy-making 

decisions 

PSS12 Inadequate support by supervisor PSS42 Inadequate salary 

PSS13 Inadequate support by department PSS43 Accident in a patrol car 

PSS14 
Court appearances on day off or day 

following night shift 

PSS44 Physical attack on one’s person 

PSS15 Assignment of incompatible partner PSS45 Demands for high moral standards 

PSS16 Delivering a death notification PSS46 Situations requiring use of force 

PSS17 Periods of inactivity and boredom PSS47 Job conflict (by-the-book vs. by-the-situation) 

PSS18 
Dealing with family disputes and crisis 

situations 

PSS48 Court decisions unduly restricting police 

PSS19 High-speed chases 

PSS49  You, a partner, or fellow officer using deadly 

force in the line of duty within the past 2 

years. 
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PSS20 Difficulty getting along with supervisors PSS50 Making arrests while alone 

PSS21 Responding to a felony in progress PSS51 Public apathy toward police 

PSS22 
Experiencing negative attitudes toward 

police officers 

PSS52 Competition for advancement 

PSS23 Public criticism of police PSS53 Poor or inadequate supervision 

PSS24 Disagreeable departmental regulations PSS54 Exposure to battered or dead children 

PSS25 Confrontations with aggressive crowds 
PSS55 Plea bargaining and technical rulings leading 

to case dismissal 

PSS26 

Fellow officer killed in the line of duty at 

any time (please include neighboring 

departments if the death affected you) 

PSS56 Frequent changes from boring to demanding 

activities 

PSS27 
Distorted or negative press accounts of 

police 

PSS57 Exposure to adults in pain 

PSS28 Making critical on-the-spot decisions PSS58 Possibility of minor physical injury on the job 

PSS29 Ineffectiveness of the judicial system 
PSS59 Put-downs and mistreatment of police 

officers in court 

PSS30 Ineffectiveness of the correctional system PSS60 Excessive paperwork 

Police Stress Survey items in this measure reprinted with permission from Charles Spielberger, 2009. 
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OCB Scale Items: 

Altruism: 

OCB-A1 helps others who have been absent. 

OCB-A2 helps others who have heavy workloads. 

OCB-A3 helps orient new people even though it is not required. 

OCB-A4 willingly helps others who have work related problems.  

OCB-A5 is always ready to lend a helping hand to those around him/her. 

Conscientiousness: 

OCB-C1 attendance at work is above the norm. 

OCB-C2 does not take extra breaks. 

OCB-C3 obeys company rules and regulations even when no one is watching. 

OCB-C4 is one of our most conscientious employees. 

OCB-C5 believes in giving an honest day’s work for an honest day’s pay. 

Courtesy: 

OCB-CTSY1 takes steps to try to prevent problems with other workers. 

OCB-CTSY2 is mindful of how his/her behavior affects other people’s jobs. 

OCB-CTSY3 does not abuse the rights of others. 

OCB-CTSY4 Tries to avoid creating problems for coworkers.  

OCB-CTSY5 considers the impact of his/her actions on coworkers. 

Civic Virtue 

OCB-CV1 attends meetings that are not mandatory, but are considered important. 

OCB-CV2 attends functions that are not required, but help the company image. 

OCB-CV3 keeps abreast of changes in the organization. 
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OCB-CV4 reads and keeps up with organization announcements, memos, and so on. 

Sportsmanship: 

OCB-S1 (R) consumes a lot of time complaining about trivial matters.  

OCB-S2 (R) always focuses on what’s wrong, rather than the positive side. 

OCB-S3 (R) tends to make “mountains out of molehills”. 

OCB-S4 (R) always finds fault with what the organization is doing. 

OCB-S5 (R) is the classic “squeaky wheel” that always needs greasing. 

Task Performance: 

TP1 achieves the objectives of the job. 

TP2 meets criteria for performance. 

TP3 demonstrates expertise in all job-related tasks. 

TP4 fulfills all the requirements of the job. 

TP5 could manage more responsibility than typically assigned. 

TP6 appears suitable for a higher-level role. 

TP7 is competent in all areas of the job, handles tasks with proficiency 

TP8 performs well in the overall job by carrying out tasks as expected. 

Reprinted from Leadership Quarterly, 1(2), Podsakoff, P. M., MacKenzie, S. B., Moorman, R. H., &, Fetter, R., 

Transformational leader behaviors and their effects on followers’ trust in leader, satisfaction, and 

organizational citizen behaviors, p. 107-142, (1990). with permission from Elsevier. 
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Burnout Scale Item Example:  

Item 8:  I feel burned out from my work. 

How Often: 0 

Never 

1 

A few times 

a year or 

less  

2 

Once a 

Month 

3 

A few times 

a week 

4 

Once a week 

5 

A few times 

a day 

6 

Every day 

 

Job Satisfaction Scale Items: 

General Job Satisfaction: 

GJS-25 Overall, I am satisfied with my job. 

GJS-26 (R)  If I could change police departments without losing seniority or benefits, I would. 

GJS-27 (R)  If I received an offer for a better paying job outside of policing, I would immediately accept it. 

GJS-28 (R)  Given the opportunity, I would retire early to start my own business. 

Extras: 

JS-E1 the current retirement program 

JS-E2 current base pay and salary increases 

JS-E3 current benefits: holidays, personal days, vacation time, etc. 

JS-E4 current insurance coverage 

JS-E5 compensation received for overtime, court time, etc. 

JS-E6 current educational incentives 

Equipment: 

JS-EQ1 the quality of equipment 

JS-EQ2 the availability of equipment 

JS-EQ3 the appropriateness of equipment 

JS-EQ4 how well equipment functions/performs 

General/Administrative: 
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JS-GA1 the written promotional exam system 

JS-GA2 the process and selection for inter-departmental transfers/vacancies 

JS-GA3 efficiency of the evaluation/grading  system 

JS-GA4 the current appeal and grievance procedures 

JS-GA5 departmental-community relations 

JS-GA6 the “approved off-duty” job policy 

JS-GA7 the availability of in-service training or outside schools 

JS-GA8 the educational requirements for new recruits 

JS-GA9 the department’s top administrators 

Job: 

JS-J1 the current method for filing reports 

JS-J2 your present assignment 

JS-J3 the general job description/duties of your present position 

JS-J4 supervisory support/backing 

JS-J5 availability of your immediate supervisor for an “on call” consultation 

JS-J6 the willingness of your immediate supervisor to help in problem solving in obtaining goals 

Overall: 

JS-Overall the overall job 

Police Job Satisfaction items in this measure reprinted with permission from Mark Dantzker, 2009. 

 

Coping Scale Items: 

Avoidance Coping: 

CA1 Try to go to sleep. 

CA2 Treat myself to a favorite food or snack. 

CA3 Think about the good times I've had. 

CA4 Go out for a snack or meal. 

CA5 Buy myself something. 

CA6 Go to a party. 
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CA7 Visit a friend. 

CA8 Spend time with a special person. 

CA9 Go for a walk. 

CA10 Talk to someone whose advice I value. 

CA11 Phone a friend. 

CA12 Try to be with other people. 

CA13 See a movie. 

CA14 Take time off and get away from the situation. 

CA15 Watch TV, use the computer, or play video games. 

CA16 Window shop. 

Emotion-Focused Coping: 

CE1 Feel anxious about not being able to cope. 

CE2 Become very tense. 

CE3 Tell myself that it is not really happening to me. 

CE4 Blame myself for being too emotional about the situation. 

CE5 Become very upset. 

CE6 Blame myself for not knowing what to do. 

CE7 "Freeze" and don't know what to do. 

CE8 Wish that I could change what has happened or how I felt. 

CE9 Worry about what I am going to do. 

CE10 Tell myself that it will never happen again. 

CE11 Focus on my general inadequacies. 

CE12 Get angry. 

CE13 Take it out on other people. 

CE14 Blame myself for procrastinating. 

CE15 Become preoccupied with aches and pains. 

CE16 Blame myself for having gotten into this situation. 

Task-Focused coping: 

CT1 Schedule my time better. 

CT2 Outline my priorities. 
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CT3 Think about how I have solved similar problems. 

CT4 Focus on the problem and see how I can solve it. 

CT5 Determine a course of action and follow it. 

CT6 Work to understand the situation. 

CT7 Take corrective action immediately. 

CT8 Think about the event and learn from my mistakes. 

CT9 Analyze the problem before reacting. 

CT10 Adjust my priorities. 

CT11 Get control of the situation. 

CT12 Make an extra effort to get things done. 

CT13 Come up with several solutions to the problem. 

CT14 Use the situation to prove that I can do it. 

CT15 Try to be organized so I can be on top of the situation. 

CT16 Do what I think is best. 

CISS items in this measure reprinted with permission from James Parker, 2009, 2011. 
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Transformational Leadership Scale Items: 

Transactional Leadership: 

TAL-CR1 Always gives me positive feedback when I perform well. 

TAL-CR2 Gives me special recognition when my work is very good. 

TAL-CR3 Commends me when I do a better than average job. 

TAL-CR4 Personally compliments me when I do outstanding work. 

TAL-CR5 (R) Frequently does not acknowledge my good performance.  

Articulates a Vision: 

TFL-AV1 Has a clear understanding of where we are going. 

TFL-AV2 Paints an interesting picture of the future for our group. 

TFL-AV3 Is always seeking new opportunities for the organization. 

TFL-AV4 Inspires others with his/her plans for the future. 

TFL-AV5 Is able to get others committed to his/her dream. 

Fosters Acceptance of Goals 

TFL-FAG1 Fosters collaboration among work groups. 

TFL-FAG2 Encourages employees to be “team players”. 

TFL-FAG3 Gets the group to work together for the same goal. 

TFL-FAG4 Develops a team attitude and spirit among employees. 

High Performance Expectations: 

TFL-HPE1 Shows us that he/she expects a lot from us. 

TFL-HPE2 Insists on only the best performance. 

TFL-HPE3 Will not settle for second best. 
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Individualized Support: 

TFL-ISPT1 (R) Acts without considering my feelings. 

TFL-ISPT2 Shows respect for my personal feelings. 

TFL-ISPT3 Behaves in a manner thoughtful of my personal needs. 

TFL-ISPT4 (R) Treats me without considering my personal feelings.  

Intellectual Stimulation: 

TFL-ISTM1 Challenges me to think about old problems in new ways. 

TFL-ISTM2 Asks questions that prompt me to think. 

TFL-ISTM3 Has stimulated me to rethink the way I do things. 

TFL-ISTM4 Has ideas that challenge me to reexamine some of my basic assumptions 

about my work. 

Provides Appropriate Model: 

TFL-PAM1 Leads by “doing” rather than simply by “telling”. 

TFL-PAM2 Provides a good model for me to follow. 

TFL-PAM3 Leads by example. 

Reprinted from Leadership Quarterly, 1(2), Podsakoff, P. M., MacKenzie, S. B., Moorman, R. H., &, Fetter, R., 

Transformational leader behaviors and their effects on followers’ trust in leader, satisfaction, and 

organizational citizen behaviors, p. 107-142, (1990). with permission from Elsevier. 

 

Crisis Scale Items: 

Crisis Event: 

Crisis A crisis has recently affected my department/division/unit. 

Crisis 

Description 

Briefly describe the event in 1-5 words (e.g., flood, earthquake, Swine Flu, death 

of departmental employee): 
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Crisis Effect Job: 

CA1 To what extent was your department affected by the crisis described above?  

CA2 
To what extent was your unit of assignment affected by the crisis described 

above? 

CA3 
To what extent were your duties affected the crisis described above (e.g., 

shifting responsibilities, rotating schedules or personnel to respond, etc.)? 

Crisis Effect Individual: 

CA4 
To what extent was your home or property affected by the crisis described 

above? 

CA5 
To what extent was your personal life affected by the crisis described above 

(e.g., additional time away from family, cancelled vacation, etc.)? 

CA6 
To what extent was your health affected by the crises described above (e.g., 

increased conflict with others, lack of sleep, head/stomach ache)? 

Victim Level Items: 

Primary 

victim 

…you were directly exposed to the event & suffered loss, harm, or serious 

threat to yourself, your immediate family, or your property. 

Secondary 

victim 

…you are concerned/grieving for relatives and friends who were directly 

exposed to the event & suffered loss, harm, or serious threat to themselves, 

their immediate family, or their property. 

Third-level 

victim …you are considered rescue and recovery personnel responding to the event. 

Fourth-level 

victim 

…you are part of the community directly affected by the event (including those 

who converge, who offer help, who share grief and loss, etc.) 
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Fifth-level 

victim 

...those who may be precipitated into states of disturbance even though not 

directly involved in the crisis. 

Sixth-level 

victim 

…those who, but for chance, would have been primary victims or who are 

indirectly or vicariously involved in the crisis.   

Not affected …the event did not affect you at all.   

Suggestion Overall, what suggestions do you have for your department that may assist 

Officers/Deputies when responding to a crisis?   
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Personality Scale Items: 

Agreeableness:  

PA-1 I sympathize with others feelings 

PA-2 I take time out for others 

PA-3 I have a soft heart 

PA-4 I feel others emotions 

PA-5 (RC) I am not really interested in others 

PA-6 (RC) I feel little concern for others 

Conscientiousness: 

PC-1 I am always prepared 

PC-2 I pay attention to details 

PC-3 I get chores done right away 

PC-4 I like order 

PC-5 I follow a schedule 

PC-6 (RC) I often forget to put things back in their proper place 

Extraversion: 

PE-1 I am comfortable around people 

PE-2 I start conversations 

PE-3 I talk to a lot of different people at parties 

PE-4 RC) I keep in the background 

PE-5 (RC) I am quiet around strangers 

PE-6 I don’t mind being the center of attention 

Neuroticism: 

PN-1 I get stressed out easily 

PN-2 I worry about things 

PN-3 I am easily disturbed 

PN-4 I get upset easily 
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PN-5 I change my mood a lot 

PN-6 I get irritated easily 

Openness: 

PO-1 I have a vivid imagination 

PO-2 I have excellent ideas 

PO-3 I am quick to understand things 

PO-4 I am full of ideas 

PO-5 (RC) I have difficulty understanding abstract ideas 

PO-6 (RC) I do not have a good imagination 

Personality items in this measure reprinted with permission from IPIP, http://ipip.ori.org/newPermission.htm . 

 

Emotional Dissonance Scale Items: 

ED-1 Having to show certain feelings to civilians (inmates) that do not correspond to the way you 

feel at the moment.   

ED-2 Having to show positive feelings to civilians (inmates), while in fact you fell indifferent.   

ED-3 You are often required to suppress feelings at work. 

ED-4 Suppression of feelings is an important aspect of my job. 

ED-5 You often have to force yourself to show certain feelings at work. 

ED-6 (R) I can openly display my true feelings at work. 
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