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This paper examines the issue of job satisfaction in the contéix¢ dfurkish National
Police (TNP). It brings comparative view to the factors affecting the level of job satisfac-
tion among police personnel. In addition, this study is the first atterapséss the level of
job satisfaction among the members of the TN validity of the factors, which were
found to be effective in determining police officers’ job satisfactiothénUS and that of
employees of other countries’ law enforcenegencies, were tested on a nationally organ-
ized, centralized police department.

Using survey data collected Turkey during the summer of 2005, we employed multivar-
iate statistics (OLS) and multilevel modeling techniques (HLM) in our analysetdress

(a) the level of job satisfaction among the members of the TNP in comparison tdSheir
counterparts and (b) the effeatsdemographic, jurisdictional, and macro/micro-level
work environment factors on the officers’ lew#ljob satisfaction. The results supported
some of the earlier findings, but also provided different outcomes froexisteng body of
related literature. In conclusion, we suggest and discuss several policy implications for the
future of the TNP and for the study of police management in general terms.

INTRODUCTION

Given the continually changing naturesafciety policing is one of the
most complicated social service activities, made more so lyeteral popu-
lation’s increasindear of crime and expanded demands of service from police
organizations. Success in policing, as in other social services, is rel#ted to
level of job satisfaction held by police personieladdition to other factors
affecting the organizational success (Lambert, Hogan & B&2G@®; Jaramil-
lo, Nixon & Sames, 2005; Lurigo & Rosenbaum, 19%8spite increasing
interest in the issue of personmealtisfaction liked to thriving community
policing applicationsknowledge regarding job satisfaction in police organiza-
tions is,at best, limited (Buzawa, Austin & Bannon, 1994; Dantzker, 1994). In
the search fothe factors affecting the level of satisfaction among police offic-
ers, most studies have relied on data retrieved frorpali§e organizations.
These studies have usually indicated major groups of factors affecting the
level of satisfaction among police personnel (O’Leary-Kelly & Griffif95):

(a) demographic characteristics of tiéicers (e.g., Buckley & Petrunik,
1995; Griffin, Dunbar &McGill, 1978; Jacobs & Cohen, 1978; Lofkowitz,
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1974), and (b) the work environment characteristics of the organizations (e.g.,
Greene, 1989; Winfree & Taylor, 2004; Zhao, Thurman & He, 1999).

Demographic backgrounds of the officers, such as age, gender, ethnicity
education, rank, andb tenure, have been widely assessed as potential sources
of job satisfaction in policing studies (see Buzawa, 1984;4&.ifeo, 1998).
Although work environment has albeen recognized widely as another strong
predictor ofjob satisfaction in general (Agho, Mueller & Price, 1993; Brown
& Sounders, 1990), policing studies have not paid as much atteattbrs
factor as they have seemographics (Matrofski, Ritti & Snipes, 1994; Zhao, et
al., 1999). Several theoretical frameworgach as “Hierarchy of Needs
Theory” (Maslow, 1943) or “Achievement Motivation Theory” (McClelland,
1985), examined work environments to find out what motivates empldyees.
general, police administration texts focus on Herzbe(tP$8) two-factor
theory of motivation t@xplain the effects of work environment on police job
satisfaction (see, Fyfe, Greene, Walsh, WilsoMéLaren, 1997; Roberk,
Kuykendall & Novak, 2002; Sheehan and Corner, 1995; Whise2ad,).
Herzberg indicated that satisfaction atiglsatisfaction in a job originate with
factors directly related tawork environment, such as administrative policies,
supervision, salary, work conditions, amatognition of achievements. In any
of these theories, thaolice job satisfaction/work environment relationship
remains largely undetermined, especially outside of the US. Someoagher
izational characteristics, such as serving in an udvaaral area, or the de-
partment size, have also been examined as potential sources of job satisfaction
among police personnel (Dantzer, 1997; Winfree & Taylor, 2004).

Taking these facts as its starting point, this studgnds to assess the
effects of generally examined demographic variables, wovironment, and
department characteristics on the job satisfaction leveatsegbersonnel of a
police agency outside the US: the Turkish National Police (TtHE)pational
law enforcement agency dfurkey. TNP is a centralized, democratic police
organization realizing the tasks of policing regarded as normal idemgp-
cratic country, such as the detection and prevemtiamime in the interest of
public safety (Skolnick, 1999). Examining mmportant issue of contemporary
policing, job satisfactiorhased on data collected from a non-Western police
department, the general aim of teisidy is twofold: (a) for the first tinfe
empirically assessing the level of job satisfaction and its correlates among the
members of the TNP, and (b) testing the validityeristing information
regarding the sources of job satisfaction for police personnel, which is mostly
derived from local-leveUS police departments, on a centralized, multi-juris-
dictional and unified police organization.

Sour ces of Job Satisfaction in Policing

Generally referred to a&‘pleasurable or positive emotional state resulting
from the appraisal of onejsb” (Locke, 1976: 1300), more specifically, job
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satisfaction can also lgefined as “the state of mind that results from an indi-
vidual's needs or valudseing met by the job and its environment” (Hopkins,
1983: 32). Having higher level of satisfaction among the employees of an
organization is considered to be important for sevemdons. Buzawa (1984
61) stated that “studying patterns of job satisfactiomigortant due to their
correlation with importanémployee behavioral characteristics and potentially
dramatic effects on overall performance of the organization.” For instance, a
high level of jobsatisfaction is positively related to the employee’s commit-
ment tothe organization (Brunetto & Farr-Wharton, 2003; Brown & Peterson,
1993; Johnston, Futrell, ParasuramaBlé&ck, 1990; Lim & Teo, 1998) and to
the general well-being of the officers (Kohan®Connor, 2002). A higher
level of commitment to the organization, in turn, is related convetsehe
boundary-spanning employee turnover (Brown & Peterson, 1888nons,
Cochran & Blount, 1997). Decreasing turnover rates is an important outcome
of increasing criminal justice employedsvel of job satisfaction, where the
cost of hiring and trainingew personnel is relatively higher than for many
other institutions and organizations (Haar, 2005; Howard & Boles, 2004).

In general, job satisfaction is a multifaceted management concept in both
public and private organizations, composed of several factors such as satisfac-
tion with supervision, the work itself, benefits, appraisal, promotion practices,
and coworkers (Hackman & Oldhadf80). To determine the factors affect-
ing the level of satisfaction in several aspectpalice work, existing studies
have dealt with multiple variables. Related studhiegolicing have generally
examined two types of factors as the sources of job satisfaatitimidual
characteristics and work environment (O’Leary-Kelly & Griffin, 1995).

Individual Characteristics

The personnel’'s demographic characteristics consttuimportant part of
the studies on police job satisfaction (see Buckney & Petrunik, 1995; Buzowa,
1984; Griffin, et al., 1978; Lofkowitz, 1974). ‘Years in the service’ is ohe
the generally examined variables in this category.gdreral finding of these
studies is that seniority and job satisfaction are negatively related (Buzawa, et
al., 1994; Dantzker, 1994; Zhao, et al., 1999). To explairsituation, they
usually rely orthe argument that alienation and cynicism increase with the
years in service, and so does the dissatisfaetitnthe work (Gaines, 1993).
The counterargument, however, is that organizational valuesasuolalty
and commitment increase with seniority and, therefore, the déwaitisfac-
tion increases the longer the timetba job (Griffin, et al., 1978; Schnitzius &
Lester, 1980). In both arguments, a curvilinedationship structure is men-
tioned to be a problematic isswehich implies that the decrease or increase in
the levelof satisfaction may begin after a certain point of employment in a
department (Dantzker, 1994; Griffiet al., 1978; Lim & Teo, 1998). There are
also other studies that found significant effect of this variable on the level
of job satisfaction (Bennet, 1997; Lester & Butler, 1980). Since rank is related
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to seniority in many police agencies, iaivariable generally covered within
this issue and, thus, yields identical results.

Gender and ethnicity are two other important variables usexplain the
differences in job satisfaction among police personnel. It is mostly dhe to
historical dominance of white male personnel in potigganizations (Grant,
Garrison & McCormic, 1990; Leonari985; Martin, 1980; Sullivan, 1993)
and indifference to the needs of minority and female offi¢alsx, 1976;
Schulz, 1995; Steel & Lovrich, 1997). ¢reneral, it is hypothesized that the
female and the minority officersould be in the group least satisfied with
their job. Several studiesxamining the effects of these two important varia-
bles, however, reached mixed results on the issue. Buzowa,(é08K) and
Burke & Mikkelsen (2005), for examplegported that female and minority
officers are more likely to be dissatisfied wilteir job than the other members
of police organizations (see also, Dowl2§05). Lim and Teo (1998) and
Dantzker and Betsy (1998), on the other hand, concluded that there is not a
significant difference between male and female offiaeterms of job satis-
faction and commitment to the department. Likewise, Buzowa (1984) reported
mixed results across jurisdictions with regard todfiects of gender and race
on the level of satisfaction among police officers.

The educational background of the employees is also considered to be a
potential source of jobatisfaction among police personnel. Since the begin-
ning of the modernization of the criminal justice system and policirigein
late 1960s, education has always been acceysteah essential factor in effec-
tive and successful law enforcement in American sodssg, President’s
Commission on Law Enforcement and Administratdrdustice, 1967). With
this shift, the education level of officemsse dramatically between the 1960s
and 1990gCarter & Sapp, 1990). Substantial empirical results of this rise,
however, have not been clearly evaluated (see, Zhab, 8099). The studies
examining the education/job satisfacti@bationship have reached divergent
results. Lofkowitz (1974), for example, reported that the level of education is
conversely related to the level job satisfaction, whereas Buzowa (1984)
noted the contrary situation for one of his research sites, butmotfishd the
same result in the other site. Dantzge994, 1998) found that education level,
at best, weakly affectgdb satisfaction (see also, Sherman, 1980). Griffin, et
al. (1978) stated thahe level of education did not make any difference to the
officers’ level of job satisfaction.

In general, existing studies indicate tdamographic characteristics of the
individuals, asontrol or explanatory variables, are of limited capacity to
contribute substantively to the understandinthefsources of police job satis-
faction (see Buzowa, 1984; Buzowa, et 4094; Zhao, et al., 1999). dkk
environment characteristics, however, have been indicatea/éomore poten-
tial to explain the sources of job satisfaction among members of police organi-
zations (see, Buzowa, et al., 1994; Zhao, et al., 1999).
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Work Environment

In this context, researchezgamined the effects of work itself, workplace,
and several work-related applications on the level of employeesatigiac-
tion. Since the emergence of community policing applicatiomsany police
departments, understanding the effects ofnthek environment on the offic-
ers’ positive behaviors towards these innovations has become more important
(Zhao, et al.1999). Community policing applications, moreover, promise to
provide a more supportive environment to the officers by empow#réig
problem-solving and decision-makisgills (Trojanovicz & Buckueroux,
1990), which, in turn, areupposed to improve the positive attitudes of officers
towards their job.

Recent studies on the jelatisfaction of police officers indicate that creat-
ing more opportunities fasfficers to participate in decision-making processes,
improve theimproblem-solving skills, and have more autonomy in their daily
activities, along with similar innovations in poliocganagement, improves the
level of job satisfaction among officers (Adams, Rohe & Arcury, 2002;
Halsted, Bromley & Cochrar2000; Skogan & Hartnett, 1997; Trojanovicz &
Buckueroux, 1990; Wycoff & Skogan, 1993).

Despite the fact thatome aspects of work environment, such as manage-
ment practices, have sparked some attention in recent tleaedfects of the
immediate work environmeiitave not been examined extensively in police
job satisfaction studies. As mentioned in the earlier parts of this study, Herz-
berg’s (1968) two-factor theory indicated some importaciors that motivate
employees in theiwvork environment. At the center of Herzberg’s theory is the
argument that job satisfaction is rooted mainly in the job context, which is
found in the worlenvironment (original emphasis)This context includes
perceptions about the importance of the wits&lf, the autonomy and respon-
sibility of the employeeavhile conducting his or her duties, and the recogni-
tion/guidance received about the work performed. These issues, from a theo-
retical perspective, provide a framework for what should be considered as job
characteristics that may potentially affect the level of job satisfaction.

In a recent study, Zhao and ltislleagues (1999) examined the effects of
intrinsic work conditions on police officers’ level of job satisfactidhey
indicated that the police officers’ job satisfaction could generally be explained
by the characteristiasf their job, which is found in their intrinsic work envi-
ronment. They, indeed, reported that work environment factors explain more
variation in the level oparticipants’ level of job satisfaction than demographic
characteristics. The emphasis at &m&l of their study was on the fact that
these results are based data collected from a medium-sized US police
department. They then invite other scholars tottestelationship between
work environment and job satisfaction of police officers with different study
designs and in different contexts.

Following this invitation, Lambert, Hogan and Barton (2000) also exam-
ined the importance of immediate work environmenthenlevel of job satis-
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faction across police officers conductitngditional and community-oriented
policing duties. Their study, similé Zhao, et al.’s (1999) findings, indicated
that, regardless afssignment type, immediate work environment is an im-
portant predictor of job satisfaction in several dimensions (week, super-
visors and coworkers).

Several studiesr American policing indicated that there are nhumerous
differences in small town and metropolitan police organizatiottsisense of
approaching their duties, their expectations for their jobs attitddes to-
wards their jobs (see Eisenstein, 1982). More specifically, these studies indi-
cated that small and mid-sized agenaes mostly concerned with crime
prevention, whereas larger departments are mramanal law-enforcement-
oriented (Decker, 1979; Meager, 1985). Since tloeganizational and social
contextual differences are rooted in department strucandssizes, it is
generally assumed that the job satisfaction levels of poffazers might be
affected by thesfactors (see, Winfree & Taylor, 2004). Examining 14 munic-
ipal police departments in the US, Dantzker (19@pprted that agency size
creates a difference in the level of police gattisfaction. He found that the
fewer the number of personnel in an organizattbe, more satisfied the
employees. Winfreand Taylor (2004), on the other hand, examining the
members of a central police organizatitom rural, small-town and metropol-
itan police departmentapted that there was not a significant difference in the
general attitudes dhe officers, including job satisfaction. They explained this
situation with the fact that there isvautual cultural background among the
officers due to the unified training and management applications.

Policing in Turkey has beemriving following the general movement
towards more efficient public organizations in the West (Bolarebwler,
2000). The Europeadnion (EU) membership process has also fueled this
movement in the TNP. Examining jelatisfaction, its components and sources
in the TNP is timely, thereforéy order to plan future managerial strategies
within the organizationMostly describing the conditions valid also for
Turkey, Bennet (1997: 296) stated the importance of examining the issue of
police job satisfaction in a developing society as follows:

Job satisfaction is aespecially important concept for policing in less developed
nations throughout the worldVith democratization and human rights rapidly
becoming international imperatives, knowledge albmyt to increase receptivity to
change in traditional policies and operations, redrastly turnover in personnel,

and increase the incidence of cooperative behavior is necessarypdostforces

in the developing worl@dperate with very limited financial and personnel resourc-
es, so they must understand how to use those resources most effectively and effi-
ciently. At the same time, developing nations...exgeriencing dramatic increases

in crime, and particularly crimesf violence, that challenge their established ways

of operating.

Job satisfaction, as mentioned earlier, is accepted as an imgartaomt
determining numerous employee attitudes. For thetiing, this study assess-
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es the issue of job satisfactiamong members of the TNP. Another important
mission ofthis study is to fill the gap within the literature on police job satis-
faction with regard to the lack of adequate information attmuemployees of
non-Western police organizations (see also, Lim & Teo, 1998).

Method
Data

The data used for this studgmes from a survey administered among the
members of the TNP in the summer of 2005. The overall stuayedsised
replication of a survey conducted by Washington Statizersity’s Division
of Governmental Studies and Services for the Spokane Hadipartment
(Zhao, efal., 2003). Since the department is a national, centralized unit, the
survey was conducted in seven different jurisdictions. These jurisdigtEnes
purposefully chosen to providerepresentative sample. Each jurisdiction is
from a different geographical region Dfirkey, from small-town departments
to metropolitan police departmertin addition, these jurisdictions have dif-
ferent populations, crime rates, numbers of officers, and growth rates, in order
to maintain a representatigample. These jurisdiction characteristics are
displayed in Table 2. Civilian officerspolice officers and mid-level super-
visors were invited to participate voluntarily in thervey because of the
conceptual considerations of the study, namely, assepsiegptions about
mid-level supervisors. From 1,015 questionnaire forms, 812 were filled and
returned appropriately, constituting an 80% response rate.

Research Design

Existing research indicates that a study assessing the sources ofqgimlice
satisfaction should cover the effectswb main factors: demographic charac-
teristics and work environment. The design of the current study, therefore, is
structured accordingly. Several demographic characteristics péttieipants
and the variableseflecting work environment were correlated with different
facets ofjob satisfaction. Furthermore, these variables were regressed in
ordinary and hierarchical multilevel models to evaluate their prediction
strengths over job satisfaction indicators.

As indicated abovenost of the studies examining these two common
factors relied omlata derived from US police organizations, which are mostly
local law enforcement agenciesn important difference in this study is the
fact that it examines these factorsa national, centralized, and multi-jurisdic-
tional law enforcement agency outside the U®: Turkish National Police
(TNP). In this context, the policing applications in all jurisdictiofishe
departments are virtually identical, due to taet that the laws regulating
policing practices, policeecruitment, and training and education are identical.
Indeed, the centrality of management gives little discretidadal police
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chiefs to implement their own policies, whigh,turn, brings uniformity to
policing all around the country. Routine rotation of difficers across jurisdic-
tions and throughout various regions of the country, as well as rstanlyard-
ized pay inall jurisdictions, are other elements increasing the uniformity of
social context within the TNP. Seveéifferent TNP jurisdictions, ranging
from metropolitan city departments to small-town police departmbatse
been included in this study. This structure gives this study an opportanity
assess the effects of different department sinesworkloads in a centralized
police organization where thumiformity of social contexts and work attitudes
are expected to be similar. The first aim of this study, theto, iake this
opportunity and examine the effects of jurisdictional differencescantral-
ized police organization setting, on employees’ job satisfaction levels.

The multilevel nature ahe data, however, violates the general assumption
of ordinary least squares (OLS) regression. Since the participants of this
survey were clustered by seven different jurisdictions of the TNP, tenras
in predicting their level of job satisfaction might not be independent. During
the analyses adata in this study, therefore, hierarchical linear modeling
(HLM) techniques (Raudenbush & BryRD02) have also been employed,
along with OLS models, taccount for individual-level independent variables
(level 1) and jurisdiction-level variables (level 2) separately.

Second, this study intends to bring a comparative view tisthee of
police jobsatisfaction. Although the TNP is a national police organization,
comparing the personnel job satisfaction scores from the TNP wamani-
can police department might, at least, help to shed light on the situatitwe for
TNP. In an extensioto the main body of analysis, therefore, Spokane PD
members’ job satisfactioscores (Zhao, et al., 2003) were used to maintain a
comparative approach. This comparisonttanface of it, seems valid because
the Spokane PD survey results egeent, use the same measures, and present
departmental demographics cldeghe average demographics of the TNP. In
addition, several other items, such as the lef/blureaucracy (as measured by
an index measure as explained below), measures concerning the participants’
perceptions of their work, and the participants’ levedahmitment to their
departments (the TN&hd the Spokane Police Department, respectively) were
also compared.

Dependent Variable

Job satisfaction is the primary dependeariable in this study. In general,
job satisfaction is measured in global and specific faceted fori@atsk,
Hepworth, Wall, & Warr, 1981). In the global format, employeesasted
about their general satisfaction with their job (BrayfielR&the, 1951). In the
specific faceted measurements, however, employees are astkettheir
satisfaction with different aspects of their job, such as the work itself, super-
vision, and salary. Based on the recommendations of Dar{it2@3), a facet-
ed measurghe Job Descriptive Index (JDI) (Smith, Kendall, & Hulin, 1969)



POLICE JOB SATISFACTION IN TURKEY 33

was used in this study. This instrument can identify five facets afgtisfac-
tion: satisfaction with the woritself, supervisor, coworkers, pay, and promo-
tion. In the analysis, three tiese facets were used: (a) satisfaction with job
content (1=.68), (b) satisfaction with supervisar<£.72), and (c) satisfaction
with coworkers ¢=.80). Thevalidity of this measure was also proved in
several other studies (see Hulin, 1969; Hulin & Water, 1971).

Independent Variables

Two groups of independent variables were used in the analygbs.flrst
group, thedemographic characteristics of the participants and their perceptions
regarding macro- and micro-levialctors on their work environment and job
context were included. Aggender, rank, marital status, education level, and
years in the department were used as demographic charactefitiepartic-
ipants. In addition, participants’ perceptiongé@gards to job content were
included in order to assess the effects of the work environmehedavel of
job satisfaction. A model assessing three important factors iogotent]
perceptions regarding the importancetd work itself, the level of respon-
sibility required by the work, antthe recognition received for the warkwas
generated by Hackman and Oldham (1980). In their measurghpth®oti-
vate people contain three properties:rf@pningfulness of the work (em-
ployees’ perceiving the works worthwhile and important), (b@sponsibility
in the work (employees’ perceiving themselves tabeountable for the
outcomes of the workand (c)knowledge about the results of the work
(employees’ perceptions of the feedback they receive about the work).

These three core characteristics of the work environmerdssessed
according to five dimensions of the work. Experieno@dningfulness is
assessed according to perceptions about thevakidty, task significance, and
task identity in the work. Experienceesponsibility is the product of percep-
tions regarding autonomy in theork. Finally knowledge of the actual results
of the work is calculated by assessing perceptions afdbguacy of feedback
from superiors or colleagues regarding ¢fffert involved in the work. In this
model, the total outcome @efined as “high internal work motivation’
(Hackman & Oldham, 198(3) (see Table 1). In summary, the five dimen-
sions reflecting the motivating level of the work as usetiimstudy are: skill
variety (@=.65), task significancén=.58), task identityd=.56), autonomy
(a=.33), and feedbacki€.67).

Note thatthe alphas in some cases are not as large as one would desire.
Hackman and Oldham (1980) themselves also stated that the job characteris-
tics, as measured by JDS, are imdependent from one another. When a job
scores high on certain characteristics, it also tendsdoe high on certain
other dimensions. They identified ttds a limitation to their measurement and
recommended approaching the resglstiously. In our study, these com-
posite dimensions are included, because they bansistently been used in
previous researcand are accepted as valid measures of job motivation levels
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Table 1: Three Psychological States of the Employees and Their
Correlates.

Core Job Characteristics | Critical Psychological States Outcomes
Skill Variety /Task ldentity Experienced meaningfulnegs
Task Significance of the work L
5 o High internal
Experienced responsibility| \work motivation
Autonomy for outcomes of the work
Feedback from Job Feedback from job

(Retrieved from Hackman & Oldham, 1980, p. 77).

(see Aldag, Barr & Brief, 1981, for a reviesge also, Zhao, He & Lovrich,
2002, and Zhao, et al., 2003, for recent examples).

Going beyond the characteristics of the intimate work environnieat,
macro-level organizational processes were ets@red as a possible explana-
tory variable in employee satisfaction in police organizationsaskess the
macro-level effects of the organizational processes, a bureaucracy index was
used. The presence of bureaucracy within a partidgpartment might also
explain job satisfaction, as it does for other job-related attitudesaswgthess
and commitment (see Reese, 1986; Violanti & Arron, 1994; Zhao, et al.,
2002). In this study, bureaucracy is assessed with a composite measure of
eight items §=.79). These items assess the respondents’ perceplionsthe
presence of several problems within the departnsewct) as excessive work-
load, too much red tape, inadequate equipnparttr working conditions, and
inadequate management. The choreesyed froml- no problemto 3- serious
problem. The composite measure of bureaucracy, similathtao, et al.’s
(2002) measure, B summed scale based on eight items (see Appendix A for
all items). Several studies (Brown & Campbell, 1994; Comdtvéns, 1991)
mention that these typical characteristics ofltheesaucracy are generally
defined in police organizations.

In the second group, available jurisdicticmaracteristics in our data were
utilized as the actual number of crimes / population rateedoh 1,000 peo-
ple) and the number afimes / number of officers rate (for each 100 sworn
officers) inorder to assess the effects of jurisdiction characteristics. The latter
formula indicates the workload aach department, whereas the former one is
positively related witldepartment size, in terms of jurisdiction population and
number of officers. Seven jurisdictions of the TNP, from different sizes and
different geographical regions of the country, were included idlai@. The
number of crimes represents the total numberasgs that the police depart-
ment actually dealt with in 2004, basenl the official records of each jurisdic-
tion’s police department. Population is derived from the Gerggabkus of
Turkey (2000), representing the numberedidents within a particular juris-
diction. The number of officeneflects only the sworn-in personnel of the
department actively dealing with policing duties.
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Table 2a: Descriptive Statistics
VARIABLES N % |MEAN| SD
Gender
Male (0) 699 86
Female (1) 112 14
Marital Status
Married (1) 597 74
Single (2) 186 23
Engaged (3) 22 2.7
Romantic relation (4) T 0.9
Yearsin the TNP
5 and below (1) 309 38
6-10 (2) 179 22
11-15 (3) 181 22
16-20 (4) 96 12
20 and above (5) 47 5.8
Rank
Civilian officer (1) 24 3
Line police officer (2) 690 85
Sergeant (3) 70 8.6
Lieutenant (4) 27 3.3
Education L evel
High School (1) 353 44
Associates Degree (2) 247 34
Bachelor's Degree (3) 161 20
Graduate Degree (4) 24 3
Job Dimensions Min. | Max.
Skill Variety 4.7 1.58 1 i
Task Identity 4.08 1.59 1 7
Task Significance 5.59 1.23 1 7
Autonomy 3.42 1.44 1 7
Feedback 4.36 1.62 1 7
Job Satisfaction
Satisfaction with work 23.33 10.35 0 45
Sat. with supervisors 335 15.23 0 b4
Sat. with co-workers 35.98 14.63 0 b4
Commitment to TNP 5.36 1.71 0 7
Bureaucracy Index 18.2 4 7 24
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Findings

In total, the results of 812 surveys framven different jurisdictions of the
TNP were examined. Most of the participants were male (86%), married
(73.5%), lineofficers (85%), and between the ages of 26 and 35 (53.4%). All
descriptive statistics of the participants dahd included variables are dis-
played in Table 2a and 2b. The correlations between these variables are also
provided as Appendix B.

Table 2b: Descriptive Statistics

Jurisdictions| N | % |Population* NZOf N_‘ of Crime/ Qrime/ Growth
Officers|Crimes| Population** | Officers*** | Rate****
J-1 222 273 2897 17727 28643 9.8 165.8 22.15
J-2 104 128 10033 27247 201892 20.1p 740.9 29.47
J-3 273 33/6 603 1133 8639 14.3p 762.49 44.13
J-4 28 34 82 165 886 10.74 586 28.49
J-5 67 83 196 645 6820 34.73 1057.3 -0.73
J-6 63 78 93 153 827 8.8/7 540.52 46.27
J-7 5% 6.8 55 121 521 9.4 480.58 58.76
* (X) 1000

** Number of Crimes / Population (X) 1000
*** Number of Crimes / Number of officers (X) 100
*xx Par Cent increase in the population between 1990 and 2000

When the satisfaction scorestbé TNP members were compared with the
scores otheir colleagues from the Spokane PD, significant differences were
discovered. The members of the TNP were significantlydatisfied with
their work, supervisors and coworkers. The biggd&rence was in satisfac-
tion with the work itself. In the other comparable itehmsyever, no signifi-
cant differences were discovered except for inforieedback at workit is
noteworthy that there was no significant difference betweendhenitment
levels of Spokane PD and TNP memb&rsheir respective departments,
which was contrary texpectations after finding out significant differences in
all dimensions of job satisfactianeasures. Possible explanations for this
situation are discussed below. Allher comparative scores are included in
Table 3.

In order to find theexplanatory effects of demographic, jurisdictional, and
organizational variables, several different OLS and multileggtession
(HLM) models were run for each dimension of job satisfaction. In the begin-
ning, only the demographic characteristics of the participaets included in
Model 1 to assess the effects of individual-level factors diffarent dimen-
sions ofjob satisfaction (Table 4). Then, work characteristics and organiza-
tional environment variables weaglded to the model (Model 2, Table 5). At
the third stage, six jurisdiction dummy variables were added to MNsodiehv-
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ing J-2 outof the equations as the reference group to assess whether jurisdic-
tion characteristics can account for any of the residual variances)dtile-

vel regression models (HLM) were run using Generalized Linear Lateht
Mixed Models (GLLAMM) (Table 6). Following this modeling, veempared
group differences using ANOVA to see whether there were any differences
among different dimensior job satisfaction (Table 7) across the jurisdic-
tions. Finally, jurisdiction-level characteristics were addelodel 3 and
multilevel regression analyses were run (Table 8).

Table 3: Item Comparisons (M ean Scores/Standard Deviations)

Variables TNP (n=812) | SPD (n=249) | t- test Score
Satisfaction with work 23.33/10.35 31.62/8.8 -11.4**
Satisfaction with supervisor 33.5/15.28 38.96/12.7 -5.1%*
Satisfaction with co-workers 35.98/14.63 43.46/10.8 -7.4%*
Commitment to the Department 5.36/1.71 5.26/1.31 9
Skill variety at work 47115 3.56 /.65 -11.08
Task identity at work 4/15 42/1.3 -.95
Task significance at work 41/1.6 57/1 -15.95
Autonomy at work 34/1.4 46/.5 -13.01
Feedback at work 43/1.6 46/11 -2.24*
Bureaucracy at the Department 18.2/4 13.3/2 17.13

*p<.05  **p<.0l

Effects of Demographics:

When the demographic characteristiédghe participants were assessed
alone in the first model axplanatory variables, age, rank, and marital status
came out as significant predictors of satisfaction withvtbek itself. Older
and higher-ranking participants were more satisfied with their work than
younger and lower-rankingfficers. Marital status had a negative effect on the
satisfaction with work; in comparing married participaotsinmarried ones,
the satisfaction level decreasdthe married participants were more satisfied
with their work than the unmarried participar@her demographic variables
did not have a significant effect on the other two dimensiofjsbo$atisfac-
tion, except for the effect of rank on the satisfaction with supervisors.

When the work characteristics, perceived organizatiemaironment, and
jurisdictional characteristiowere included in the following OLS and HLM
models over the demographic variables, however, no demographic variable,
only the rank, remained a significant predictor of $atisfaction scores. The
rank consistently remainedsggnificant predictor of satisfaction with work
itself in a positive relation. As the data moves from lower ranks to higher ones,
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Table4: Modd 1 (OL S Regression) -Demogr aphics Only Restricted M odel

PREDICTOR VARIABLES MODEL 1
SATISFACTION SATISFACTION SATISFACTION
WITH WITH WITH
WORK ITSELF SUPERVISOR CO-WORKERS
Demographic Characteristics B & SE B & SE B & SE
Age 1.63/.77* .64/1.18 -.39/1.14
Gender -.10/.81 .93/1.23 -1.43(1.2
Rank 3.5/.78** 3.66/1.2** .14/1.15
Education status -.75/.46 -41.7 .13/.68
Years in TNP .67/.45 .90/.69 .56/167
Marital Status -1.85/.94* .20/1.4 -.76/1.1
Constant 14.6/2.77*** 21.8/4.2%** 37.64/3.77**
R? .088 .02 .004
*= p<.05 **=p<.01 ***=p<.001
Table5: Model 2 (OLS) -Demographics & Work Characteristics
PREDICTOR VARIABLES MODEL 2
SATISFACTION SATISFACTION SATISFACTION
WITH WITH WITH
WORK ITSELF SUPERVISOR CO-WORKERS
Demographic Characteristics B & SE B & SE B & SE
Age .26/.64 -.9/1.1 -1.5/1.1
Gender -.09/.68 .20/1.1 -2.15/1.16
Rank 1.6/.66* 2.1/1.1* -1.2/1.13
Education status -.82/.38 -.48/.65 .064.65
Years in TNP .14/.38 .37/.65 .03/]56
Marital Status -.26/.56 1.4/1 -.15/1.1
Work Characteristics
Skill Variety 1.4/.24%** .48/.41 .51/.4
Task Identity .8/.22%** .25/.38 .71.38
Task Significance 1/.29** 2/ 5*** .9/.5
Autonomy .97/.22%** 1.5/.38*** .8/.34*
Feedback 1.14/.23*** 1.5/.4*** .9/.4*
Organizational Environment
Bureaucracy Index -.3.07*** -.5/.12%** -.6/.12%**
Constant 2.5/2.9 11.2/5.03* 40.12/5.1***
R? .39 .20 11
*=p<.05 **=p<.01 ***=p<.001
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the scores for satisfaction with work itself increasigghificantly even when
the work characteristics, organizational characteristics and jurisdictional
characteristics were taken into account in OLS and HLM models.

Effects of Work Characteristics

All three dimensions of core job characteristics (see Tableeig signifi-
cant predictors of satisfaction with work itself. Participants experiencing more
meaningfulness in their work, experiencimgre responsibility for outcomes
of their work, and receiving more feedback from tljelir were significantly
more satisfied with their job when all Leveldhdividual) and Level-2 (juris-
dictional) variables wereontrolled in multilevel and ordinary regression
models. For the level of satisfaction with supervisor, task significauten-
omy at work, and feedback from work were three significant predictai$ in
models. As théevels of significance of task, responsibility for work out-
comes, and feedbadn job increased, the level of satisfaction with super-
visors also increased. Finally, satisfaction with coworkers was positively relat-
ed with autonomy at work and feedback on work in all regression models.

Effects of Organizational Environment

The bureaucracy index, the only variable to asgeseffects of organiza-
tional environment on the participants’ levels of job satisfaction insthidy
was a significant predictor for all dimensions of gaiisfaction in all regres-
sion models. The participants perceivingre bureaucracy in their organiza-
tional environment were significantly lesatisfied with their work, super-
visors and coworkers.

Effects of Jurisdictional Characteristics

Since we used a multilevel datasted within seven different jurisdictions
of the TNP, several analyses were conducted by hierarchical tiroehels to
account for any jurisdictional level variance. Individual-level variables (L-1)
O Demographics, perceived work characteristics, perceived organizational
environment] were separated from jurisdictional-level variables?). In
Model 3(Table 6), we found that the jurisdictional characteristics can account
for the residual variance on the participants’ levellbfsatisfaction. In addi-
tion, an ANOVA test (Table 7) indicated ththere were significant differenc-
es across the jurisdictions in the mean levels of job satisfaction of the particip-
ants. Following these findings, veenployed two jurisdictional characteristics
O crime rate and number of crimes per officem Model 4 (Table 8and
found that theseharacteristics were not related to the satisfaction with work
itself. However, the number afimes per officer in a jurisdiction was posi-
tively related to satisfaction with supervisor. When the average workiaad
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jurisdiction increased, the levels of the participants’ satisfaction tivéh
supervisor alsincreased. On the other hand, crime rate in a jurisdiction was
negatively related teatisfaction with coworkers. When the reported crime rate
of a jurisdiction increased, the participants’ levels of satisfactitm their
coworkers decreased in a respective jurisdiction.

Table 6: Model 3(HLM) -Full Model

PREDICTOR VARIABLES MODEL 3
SATISFACTION SATISFACTION SATISFACTION
WITH WITH WITH
WORK ITSELF SUPERVISOR CO-WORKERS
Demographic Characteristics B & SE B & SE B & SE
Age .183(.648) -1.008(1.094) -1.758(1.1P5)
Gender (Female) .021( .870) 1.737(1.469) -2.745(1{483)
Rank 1.581( .660)* 2.197(1.114) -1.369(1.12%)
Education Status -.877(.381) -.609( .643) .039( .p50)
Years in TNP .172(.380) 432(.641) .178(.§47)
Marital Status .488(.783) -1.125(1.322) .790(1.834)
Work Characteristics
Skill Variety 1.366( .247)*** .368(.416) .390( .42Q)
Task Identity 776( .223)** .246( .377) .716( .381)
Task Significance .944( .292)** 1.953( .493)*** .813(.497)
Autonomy .978(.222)*** 1.548( .376)*** .736( .379)*
Feedback 1.119( .234)*** 1.381( .396)*** .755( .400)*
Jurisdiction
J-1 -1.816(1.007) -4.604(1.699)** -2.519(1.716
J-3 -2.026( .991)* -2.580(1.673) -2.324(1.689)
J-4 -1.963(1.764) -1.029(2.977) -3.468(3]006)
J-5 -2.710(1.298)* -4.655(2.190)* -6.854( 2.212)**
J-6 -1.452(1.333) -1.841(2.249) 770(2{271)
J-7 -1.164(1.387) -3.547(2.341) -3.370(2]364)
Organizational Environment
Bureaucracy Index  -.292( .073)*** -.510( .124)*** -.590( .125)***
Constant 4.283(2.665)18.900(4.498)* ** 39.882(4.542)***
Number of Observations 811 811 811
Number of L1 Units 811 811 811
Number of L2 Units 7 7 T

*=p<.05 **=p<.01 **=p<.001



Table 7: Group Differencesin Job Satisfaction across Jurisdictions - ANOVA

Type of Job Groups Sum of squares df Mean Square F Sig.
Satisfaction
Satisfaction with Between Groups 5207,132 6 867,858,547 ,000
work itself index

Within Groups 81734,753 805 101,534

Total 86941,885 811
Satisfaction with Between Groups 2099,218 6 349,870,497 ,021
promotion

Within Groups 112814,024 805 140,142

Total 114913,241 811
Satisfaction with Between Groups 7537,902 6 1256,3%,696 ,000
supervisor

Within Groups 180727,067 805 224,506

Total 188264,969 811
Satisfaction with Between Groups 5837,739 6 972,958,667 ,000
coworkers

Within Groups 167836,084 805 208,492

Total 173673,823 811

AFXHNL NINOILOVASILYS 9Or 301710d
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Table 8: Model 4 (HLM) -Full Model W/ Jurisdiction Level Characteristics

PREDICTOR VARIABLES MODEL 4
SATISFACTION SATISFACTION SATISFACTION
WITH WITH WITH
WORK ITSELF SUPERVISOR CO-WORKERS
Demographic Characteristics B & SE B & SE B & SE
Age .223(.648) -.882(1.093) -1.691(1.105)
Gender (Female) -.131( .866) 1.434(1.461) -3.008(1{478)
Rank 1.623( .662)* 2.293(1.117) -1.233(1.129)
Education Status -.819(.380) -.513(.641) .101( .p48)
Years in TNP .131(.380) Xx2(.641) .026( .649)
Marital Status .461(.783) -1.200(1.322) .760(1.837)
Work Characteristics
Skill Variety 1.429( .245)*** .496( .413) .481( .419)
Task Identity .800( .222)*** .228( .375) .698(.380)
Task Significance 1.004( .291)*** 2.041( .492)*** .919( .497)
Autonomy 976( .223)*** 1.560( .377)*** .764( .381)*
Feedback 1.143( .235)*** 1.441( .396)*** .856( .401)*
Jurisdiction Level Characteristics
Crime/Population -.004( .065) -.168( .110) -.239( .112)*
Crime/Officer -.000( .001) .005( .002)* .002(.002)
Organizational Environment
Bureaucracy Index  -.299( .073)*** -.522( .124)*** -.601(.126)***
Constant 1.85(52.527)  13.950(4.265)  37.923(4.313)***
Number of Observations 811 811 81
Number of L1 Units 811 811 811
Number of L2 Units 7 7 T

*=p<.05 *=p<.01 **=p<.001

Discussion

This study intends to fulfill two important goals: (a) for the fiiste,
examining the state of job satisfaction among the mendbeine TNP, and (b)
assessing the effects of generally examitmuelates of satisfaction in polic-
ing in anon-US police organization and testing their validity in a nationally
organized, centralized police department. Findings fromsthidy, therefore,
have implications for both the TNP and the general policing arena.
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For the TNP, our analysis indicated that employees’ lef/glb satisfac-
tion, for all dimensions covered in the analyses, is significantly oz
their American colleagues’ levef satisfaction. Although the comparative
analysis was based on only one local police organization’s dataHeobS, it
still is instructive regarding TNP members’ job satisfaction leveds, tiiis is
a limitation of the study; future studies should makeilar comparisons in
more detail betweethe TNP and other nations’ police organizations in order
to test the findings of this study. An interesting outcome ofdbisparison is
our findings on the relationship between job satisfaction and the level of
commitment felt by employees. As mentioned earlier, several sindieated
that the levebf job satisfaction is positively related to the commitment of a
police officer to his/her respective department (Brunetto & Farr-Wharton,
2003; Brown & Peterson, 1993phnston, Futrell, Parasuraman & Black,
1990; Lim & Teo, 1998). In owwomparative analysis, however, we discovered
a great difference among the levelgalf satisfaction scores, but not among
the levels of commitment tihe department, contrary to expectations. Based
on this finding, it can bargued that the level of commitment in the TNP is
mostly the result of several predictors other thardiheensions of job satis-
faction. Thisfinding should be studied further to understand possible other
predictors of commitmerfor police officers beyond dimensions of job satis-
faction.

Studying patterns of job satisfaction is especially important fof M as
Turkey undergoes the process of attaining Européa@on membership,
because of the potentialtiramatic effects EU membership may have on the
overall performancef the organization (Buzowa, 1984). The TNP, based on
these results, should seriously consider what steps are nedessengernize
its managerial and organizational policies. Especiallg@ent years, there has
been an increasingend in the TNP of introducing effective and employee-
centered management policiesoiler to make positive improvements to the
organization. The results of this study, however, indicated that micro-level, as
well as macro-level changes, in management issues are also important
determining the level of employsatisfaction. Organizational changes, there-
fore, should not stay at the macro-level, but ratmeddle-level supervisors,
who have the most directlationship with first-line employees, should also
participate in this movement. In orderdo this, the managerial and leadership
skills of the middle-level supervisors should be improved through several
educational steps and training programs.

Also for the existing bodyf literature on the issue of police job satisfac-
tion, the findings of this study are meaningful. Tdesign of the analyses
allowed us to assess the effects of demogragtacacteristics over the dimen-
sions of job satisfactioper se, as well as control variables of other organiza-
tional factors. In general, our analyses indicated that the effedé&srafgraph-
ic characteristics, with sonexceptions, disappear in most of the job satisfac-
tion dimensionsvhen organizational environment characteristics and work
characteristics are taken intonsideration. With a general assessment,
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therefore, this study supports earlier findinlgat organizational factors are
stronger than several demographic characteristipseigicting job satisfaction

in police organizations (see, Buzowa, et al., 1%¥x&ene, 1989; Winfree &
Taylor, 2004; Zhao, et al., 1999ore specifically, Herzberg’s (1968) two-
way theory of job satisfaction, stating that satisfaction and dissatisfaction in a
job comes from factors directly related to work environms&unth as adminis-
trative policies, supervisiosalary, working conditions, and recognition of
employee achievements, is supported with our analyses.

There arelso other implications from our findings in regards to the effects
of demographics on the dimensions of gaiisfaction. The first regression
model indicated that age, rank, and marital status nhigisignificant factors
when they are assessed as explanatory variables. The rank and agesivere
tively related to satisfactiowith work, whereas experience in the department
did not display the same significant relatidiis situation is slightly different
from theargument that organizational values such as loyalty and commitment
increase with senioritgnd, in turn, level of satisfaction increases with increas-
ing time on the job (Griffin, et al., 1978; Schnitziud &ster, 1980). In this
regard, the present result indicates that age, seniartyrank should be
assessed separately, because while age bmghtsignificant predictor, senior-
ity might not. Thissituation can be interpreted to mean that satisfaction with
work is a product of maturity in life more than the lengthiroe spent work-
ing in adepartment. Rank, in the TNP, is not related to seniority; graduates of
the Turkish National Police Academy, which is the higher educatiorotinit
the department, cdme assigned to managerial positions, despite relative youth
and lackof experience in first-line duties. The satisfaction with work/rank
relation, therefore, might not be associated with senioritydepartment, but
with increasingsocioeconomic status, autonomy, and responsibility at work.
Marital status was the finadlemographic characteristic affecting the levels of
satisfaction with work in the first model. Married officevere more satisfied
with their work than theiunmarried counterparts. This finding, similar to the
effect of age, might be interpreted as the product of maturity in life.

Work characteristics, assessitig effects of intrinsic work conditions on
police officers’ level of job satisfaction, displaysegjnificant effects on all
dimensions of job satisfaction. This finding, in general, supportecetent
studies relying omlata from US police organizations (Lambert, et al., 2000;
Zhao, et al., 1999). Herzberg's (196@p-way theory that the strongest pre-
dictors of job satisfaction could be found in the intimate warkironment is
supported by the findings of this study. Teiéect, however, might be at dif-
ferent levels across the dimensions of job satisfactioprddicting satisfac-
tion with work, for instance, all dimensions of jobaracteristics had strong
effects while only autonomy and feedback were statisticaggificant in
predicting satisfaction with coworkels. general, however, when these varia-
bles were included ithe regression models, the effects of demographic char-
acteristics mostly disappeared. The overall explanatory powéhng afiodels,
moreover, drastically increased.
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Another dimension of work-related conditions was assessed atatt®-
level witha bureaucracy index. This index, as explained above, indicates the
existence of several problemaissues at the organizational level. This vari-
able had the most significant effect in all dimensions of job satisfaction. Earli-
er studies indicatesignificant effects of bureaucracy on several job-related
attitudes of police officers (Reese, 1986; Violanti & Arron, 1994; Zhao, et al.,
2002). Supporting these findings, our analyses indicategttiae officers’
satisfaction with their work, supervisors, and even with tbeivorkers is
mostly related to their perceptioabmacro-level organizational and adminis-
trative problems.

The multilevel analyses indicatelgat the jurisdictional characteristics
matter for employees’ levels of j@atisfaction. However, the limitations of
the data wauised did not allow us to examine what these exact jurisdictional
characteristics could be predicting job satisfaction scores. From the informa-
tion in ourdata, we utilized crime/population rate and crime/officer rate to
understand the effects of crime rasesl average workload in a given jurisdic-
tion. Bothof these jurisdictional characteristics displayed controversial effects
in our multilevel regression analyses.

Contrary to Dantzker’s (1997) findings abdl$ police organizations,
crime ratewhich is also related to the dimension of the department, had no
significant effect on satisfaction with work and satisfaction with supervisors.
Our findings, howeversupport the arguments of Winfree and Taylor (2004);
examining job-related attitudes of police officers, including job-satisfaction,
from small- andarge-sized jurisdictions of the New Zealand Police Depart-
ment, which has a centralized structure similar to the TNP, they noted no
significant differences across officers from different-sized jurisdictions. This
was mostly due tthe centralized setting of these police organizations, in
which the educational and cultutzckgrounds of the officers were uniform,
and rotation across jurisdictions is common and routine. In the analysis
examining satisfaction with coworkers, the effect of the crime/population rate
remained significant even whéime organizational and work-related variables
were in the model. This situation indicatbat in larger departments, values
such as close friendships and kinship might not exist as they migimnaller
departments.

Workload (crime/officer rate) had a controversial effecsatisfaction
with supervisors. Our findings indicated that officers wiwrk for the juris-
dictions that have relatively heavy workloads are more satigfidgdtheir
supervisors. This situation might be explainedh®syargument that policing,
in general, isa boring job and police officers are happier when they have
opportunities to practice what they assess as “actual policing” (see, Manning,
1997). Caldero and Crank (2004) tapped into this issue while elucidating an
ethical dilemma in policing, “noble cause corruption.” An importpatt of
this dilemma is caused by poliofficers’ aggressiveness in seeking problems
with which they can emplotheir skills and duties as officers. Based on these
arguments, we may speculate that pobiéfécers whose heavy workloats
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keep them fronboredom would be less concerned with the attitudes of their
supervisors and coworkers. In addition, supervisors in thesalictions
might also be more work-oriented and less concerned with détails that
might be bothersome to their subordinates.

This study is an important step towards understantii@gorrelates of job
satisfaction among policefficers. Our study reveals that, regardless of
demographic differences and the difficulties inherent in policing occupations
(i.e., exposuréo danger, heavy workload, etc.), officers might be more or less
satisfied with their job. This is mostly due to micro-amacro-level organiza-
tional and administrative policies, rather than other demographic, jurisdiction-
al, and inherent occupation-related factors. Police administrators shivald
duce effectivestrategies to diminish the negative effects of bureaucracy in
their departments. Modern managemtahniques and a transformational
leadership model (Northous2001) at the micro-level can create a positive
work environment, whickvould improve the officers’ level of satisfaction
with theirjob. Middle-level supervisors especially should pay attention to
passing onthe responsibility of first-line duties to their subordinates. In addi-
tion, givingfeedback to subordinates on their performance at work and its
results would be another way for supervisors to incréassatisfaction of
their subordinates.

In all democratic settings in the world, policing plays a critical role in
balancing increasing securityeeds and individual rights. The performance of
police organizations is strongly relatedtheir employees’ level of satisfac-
tion, aswell as to other legal and social correlates (see, Bennet, 1997). Future
studies in this subject should loakdifferent police organizations in order to
identify the predictors of police officers’ job satisfactimna consistent
manner. Police officers who are more satisfied whtir job will be an im-
portant guarantor of secure and free societies.

NOTES

1. Contact informationtHasan Buker, Turkish National Police Academy, Yucetepe Mabh.
Necatibey Cad. No: 108, 06580 Anittepe-Cankaya, Ankakephone: 312-412-1286. Email:
hbuker@pa.edu.tr  The authors wolilté to thank Drs. Nicholas Lovrich and Solomon Zhao for
their invaluable help.

2. Contact information: Osman Doltiyurkish National Police Academy, Yicetepe Mah.
Necatibey Cad. No: 108, 06580 Anittepe-Cankayrskara. Telephone: 312-412-1286. Email:
odolu@pa.edu.tr

3. A broad revievof the literature did not yield any published study as of June 2008, either in
English or Turkish, regarding job satisfaction in the TNP.

4. The administrativeubunits are called “iI” and “ilce” in Turkish and are the equivalents of
counties and cities in the American administrative structure.

5. Civilian officers are the equivalents of the non-sworn-in officers in the American system
and usually hold supportive, secondary duties, such as typist, driver, etc.

6. Note that the heavy workload refers to the average number of real crime casesfficdr
in a particular jurisdiction handled during the previous year.
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Appendix A: Organizational Bureaucracy Index Items

Excessive workload Inadequate supervision/direction

Inadequate equipment / technology Poor working conditions (space, lighting,
furniture, etc.)

Inadequate staff Inadequate budget resources

Inadequately specific policies / procedures Too much "red tape" within the department



Appendix B: Correlation Matrix

1 Gender

2 Rank

3 Education

4 Marital status

5 Years in TNP

6 Skill Variety

7 Task Identity

8 Task Significance

9 Autonomy
10 Feedback
11 Satisfaction w/ Work
12 Satisfaction w/ Supervisor
13 Satisfaction w/ Co-worker
14 Crime/pop. rate
15 Crime/ officer rate

16 Bureaucracy index
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