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EXECUTIVE SUMMARY:

The goals of this three-phase project were fifst, to provide
current information on work and family issues from.the police
officer’s perspective and second, to identify the existence and
prevalence of work andkfamily programs currently offered
nationally by law enforcement agencies.

PHASE 1

The first phase of this project was a pilot study to develop
a questionnaire to study work and family issues in law
enforcement. The Work and Family Issues in Law Enforcement
Questionnaire (WFILE) was developed and distributed to 1800
officers representing 21 agencies in Western New York. Surveys
were delivered to each police agency for distribution and
returned via self addressed stamped envelopes. Useable -
questionnaires were returned by 597 (33.2%) officers.

The majority of officers who responded to the survey were
patrol officers with an average of 16 years working in law
enforcement. Respondents were predominately male, white, married
and had some college experience.

The results of this phase of the project indicated that for
these officers, work and family experiences influenced each other
and that the family compensated for what was lacking in the job.
conflict between oficers’ ;oles as parent and spouse were
minimal. A major finding in this phase of the project was.a
significant lack of knowledge among officers as to what programs 7

were available to assist them and their family members. For



example, although all of the police officers who participated in
this phase had access to some form of an Employee Assistance
Program (EAP), only 58% knew that an EAP was available to
officers. Of those who knew about it, only 12% reported having
used it. In addition to providing information for the law
enforcement community in Western New York, the goal of Phase I
was to provide data that could be used to develop the Police
Officer Questionnaire in Phase II.

PHASE II

The Police officer‘Questionnaire (POQ) was developed based
on modifications made to the WFILE. This 148 item questionnaire
was sent to 4480 officers from New York, NY and surrounding
agencies, Dallas, TX and surrounding agencies,and Minneapolis, MN
and surrounding agencies. Useable responses were received from
1632 (36.4%) officers representing 51 agencies.

The majority of respondents were male, white and married.
More than half had a college degree with an average of 13 years
in law enforcement. The primary job titles of respondents
included payrol officer, sergeant, and detective.

over one fourth of respondents reported that they
experiénced quite a bit to a great deal of stress as a result of
the job. When asked to identify from a list of 14 stress-related
symptoms how many they had experienced within the last month, 25
percent ;f the respondents ipdicated that they had experienced
headaches, back problems, allergies and sleeplessness within the

last month. When the number of symptoms reported per officer



were summed, 68 percent of the respondents indicated that they
had experienced at least one symptom within the last month with
some officers reporting as many as 8 stress-related symptoms.
surprisingly, New York City and Dallas officers reported less
stress than officers from the New York area, Dallas area,
Minneapolis and the Minnesota area.

For this group of officers the job appeared not to have a
great impact on their relationship with their spouse or partner.
Spouse/partner support seemed to be more in the form of traits of
the spouse/partner such as attitude, sense of humor,
understanding and communication about the job. For these
officers spouses/partners were less likely to provide support by
facilitating use of counseling, support groups or educational
programs. |

The results indicate that officers with children seem to be
more greatly impacted by incidents that involve children and
thought about their own children during those incidents. It is
likely that these officers could benefit from some type of
debriefing after being involved in incidents that involve
children to minimize the negative effects on the officer and
family.

When asked how supportive their supervisors, fellow
officers, union or management were for an officer seeking
assistance, overall top management was rated as less supportive
than the other groups. From a list of ways the agency could

better assist officers, highest ratings were given to mandating
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. confidentiality, reducing stigma for seeking assistance and
adopting a Law Enforcement Officer’s Bill of Rights.

While officers were aware of the availability of several
services, there were wide variations across geographic areas in
awareness. Actual use of services was low. Officers indicated
that they were most willing to participate in post-shooting
debriefing for the officer and spouse and counseling for families
of officers killed in the line of duty. Officers showed least
willingness to use group therapy and peer counseling.

PHASE III

To identify what services law‘enfdrcement agencies provided
for officers and their family members, the Work and Family
Support Services for Law Enforcement—Questionnaire was developed
(also called the Agency Questionnaire, AQ). This questionnaire
identified providers of services, types of services offered,
agencies’ obstacles to use of services, agencies’ enhancement of
services and organizational impact.

The AQ was sent to 587 law enforcement ag?nqies throughout
the United States. Usable surveys were returned by 380 agencies
(64.7%) representing 48 state agencies, 166 agencies serving
populations of 25,000 to 49,999, 84 agencies serving populations
of 50,000 to 99,999 and 82 agencies serving populations over
100,000. The number of male officers in the agencies ranged from
5 to 31,845 and the number of female officers ranged from 1 to’
5,620.

The most common service providers identified by agencies



were chaplains, reported by 245 of 380 agencies that responded to
that item. One agency reported having 60 chaplains who provided
services to officers. Forty-three agencies reported that the
chaplains were also sworn law enforcement officers. The next
most common providers were EAP coordinators followed by
psychologists and psychiatrists, social workers comprised the
smallest category. Of agencies that specified qualifications for
providers, more than half of them cited state licensure,
certification or a doctoral degree.

The AQ listed 29 services related to work and family
support. Thé most frequently reported serviée pfovided by
agencies was post-shooting debriefing. Other services provided
by at least 80 percent of the agencies included counseling, EAPs,
work-out facilities, training in domestic violence, and insurance
that provided mental health treatment. The majority of the 29
services were provided by fewer than half of the agencies. Less
popular services included EAPs specially designeé for law
enforcement, family orientation programs, programs on work and
family issues for recruits and officers throughout their careers,
family firearﬁ safety, group therapy, crisis telephone service,
or flexible work schedules. A very small number of agencies
provided child care services (2%, n=7).

For these agencies, nothing stood out as a major obstacle in
the use of services, but highest ratings were given to budgetary
concerns, lack of personnel to provide services, and the étigma

associated with seeking assistance. Managers’ use of programs to



target officers for disciplinary action received the lowest
rating as an obstacle to service use.

To facilifate development, awareness and acceptance of
services more tﬁan 50 percent of the agenciee reported that they
mandated confidentiality, provided information on the benefit of
services, provided training at the academy level, trained
supervisors on access, use and referral of services, allowed
officers to attend counseling while on duty, provided funding for
services, allowed officers to provide peer support on the job and
had a public policy statement of support from administration.
Only 26 percent of the agencies indicated that they had plans to
increase the number of family programs within the next two years.

In terms of the organization, while 90 percent of.the
agencies had mission statements, few included reference to work
and family (23%). A little over a third of the agencies kept
utilizations statistics on services, but very few agencies‘(n=28)
had conducted impact studies or planned to do so within the next
year. Such impact studies would be very effective in identifying
the real value of work and family support services to agencies,
officers and their family members.

The nature of police stress and its impact on the law
eﬁforcement family have been documented since the 1970s. The
results of this project contributes comprehensive'data that can
enhance the understanding of the current state of work and family
issues with which law enforcement families must contend. Also,

the information provided can assist agencies in developing



services for officers and their family members that will meet
their needs and make the best use of resources. This project
provides a bench mark of the type of work and family support
programs offered by agencies nationally. What is needed in the
future is greater awafeness of and trust in support programs by
officers to increase their knowledge of and willingness to use
the services. Agencies need to be more proactive in recognizing
the benefits of work and_ family support services, providing such
services to their officers, and measuring their impact. More
needs to be done to encourage police agencies to adopt policies
that include services for families, promote the development of
effective interventionvstrategies and encourage officers to

participate.



INTRODUCTION

In the fall of 1995, the Police Research and Education
Project (PREP) was awarded a grant from the National Institute of
Justice to assist in that agency’ s goal to develop and implement
policies and programs to reduce stress and promote law
enforcement family well-being. The following report summariées
the results of three surveys designed to identify police
officers’ family-related stress factors and organizational
programs available to assist law enforcement officers and their
families.
I. OBJECTIVE

An objective of this project was to identify from the police
officers’ perépective the nature and extent of work and family
issues which influenced them and to assess their knowledge of and
willingness to use provided support services. A second objective
was to identify the existence and prevalence of work and family
programs for law enforcement families that are currently utilized
by law enforcement agencies. The following three phase approach
was used to meet the objectives stated above:
a. Phase I: Pilot Sstudy

Pilot data were collected from 597 law enforcement officers
representing municipal, suburban, and rural police agencies in
Western New York. The Work and Family Issues in Law Enforcement
Questionnaire (WFILE, Delprino & Kennedy, 1994) was developed

specifically for this pilot study.
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B. Phase II: Police Officer Questionnaire

Based on results obtained in Phase I; the WFILE was modified
to develop the "Police Officer Questionnaire" (POQ). The POQ
was administered to officers in police agencies in three
geographical'locations in the Northeast (New York, New York and
surrounding areas), Midwest (Minneapolis, Minnesota and
surrounding areas), and the Southwest (Dallas, Texas and
surrounding areas). Analyses were conducted to allow for
comparisons among agencies based on geographic location.
c. Phase III: Agency Questionnaire

Information gained from Phase II was used in part in the
development of the "Agency Questionnaire" (AQ). The AQ was
administered to a national sample of State, municipal, suburban,
and rural police agencies. The goal of this survey was to
identify the extent and nature of programs offered by law
enforcement agencies across the United States to address police
officers’ stress and family well-being. Analyses identified the
existence of programs offered by agencies, providers of services,
obstacles related to the use of programs, and steps taken to
facilitate program development and use. -
IXI. NATURE OF THE PROBLEM

In the past 20 years more than 150 articles, several books
and numerous manuals have been published on police stress. By
comparison, the empirical research findings oh the relationship
between police stress and family life is lacking. These earlier

works provide useful insight into police stress and family life,
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however, the police family requires greater attention. Although
they do not carry a badge or a gun, family members suffer
vicariously as'a result of the stress the officer experiences
from the job (Sleek, 1993). Greater understanding can be gained
and assistance provided by the evaluation of objective empirical
data.

In addition, the minimal research findings of the 1970s may
not be generalizable to the current state of the police family.
The work environment of law enforcement officers has changed due
in part to escalating crime rates, greater restrictions placed on
how the officers perform the job, and the introduction of new
technology (Ainsworth, 1995; National Institute of Justice,
1997). In the past 20 years, the structure and function of the
family has also evolved due to changing demographics of the work
force, as well as changing attitudes and values among workers
(Zedeck, 1992).

One way to assist officers and their family members to
reduce stress and promote law enforcement family well-being is
through training. However, offering training or providing
services to officers and their families without a thorough
analysis of needs or identification of current programs may
result in programs that do not directly address the concerns of
those receiving the services. A needs assessment would make
apparent the objectives of training programs and services to be
offered (Goldstein, 1991) and further identify critical issues

which should be addressed. Also, identifying nationally the
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existence and effectiveness of programs would assist agencies in
developing programs that would best meet their needs and
resources.

Ellison and Genz (1983) indicated that no comprehensive data
existed at that time which supported the assertion of high rates
of family dysfunction attributed to careers in law enforcement.
This lack of data apparently continues in this decade as
indicated by Scrivner’s testimony on police stress and family
well being before the U.S. House of Representatives Selection
Committee on Children, Youth, and Families:

"The incidence and prevalence of police family

problems, while believed to be significant, are not

known because no systematic data collection has been

performed nationwide. This lack of empirical evidence

limits the understanding of the extent of family

problems. More importantly, it impedes the development

of effective intervention strategies. Finally, the

lack of data makes it difficult to encourage police

departments to adopt policies that include services for

families." (Police Stress, 1991, p. 8)

Current information about the stressors experienced by
officers and their family members in addition to the perceived
need, effectiveness, and willingness to use programs, would allow
agencies to develop family-friendly policies and programs that
will be maximally effective.

Also, given the potential cost of developing programs,
identifying work and family issues from the officers’ perspective
can ensure that such programé are focused, cost-effective, and
address officers’ and family members’ needs. Policies and
programs that are developed based on identified officers’ needs

may less likely be perceived as being imposed on the officers and
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therefore may have a greater chance of success.

In addition, the identification of work and family programs
currently used across the nation by police agencies will provide
agencies with models of programs that they can implement. Such
information would increase general knowledge on a national level
to provide a benchmark of the extent, nature and effectiveness of
work and family programs in police departments.

In sum, the state of the art indicates a strong need for
empirical data to define the full extent of law énforcement
officer stress, family well being and identification of effective
intervention strategies. Documenting the factors that are
related to work and family issues in law enforcement is critical
if relevant services are to be provided to officers and their
family members. Police agehcies need to identify and implement
programs that are most effective in responding to officers’ and
family members’ concerns to make best use of financial and
community resources. Through the use of surveys of officers and
law enforcement agencies, this project adds to empirical data on
law enforcement families to identify the need and existence of
programs which can guide the development of training and
intervention programs.

a. Research Findings Related to the Problem
1. Iﬁtroduction

It has been argued that the work-place and the family are

the two most central institutions in an individual’s life

(Mortimer, Lorence & Kumka, 1986). In the past it was assumed
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that these two spheres of an individual’s life could remain
separate. More recent trends indicate théf these spheres are not
usually separate domains. What occurs in one will typically
influence the other (Zedeck, 1992).

Social and employee attitude changes, in addition to
legislation, have contributed to the increased attention given to
work and family issues. Also, the family structure has changed
significantly in thevpast two decades (Thomas & Ganster, 1995).

These changes have resulted in greater conflict between the

'spheres of work and family (Kraut, 1990). Workers’ attitudes

" have been identified as placing greater emphasis upon quality of

life and in linking work, private life and leisure (Greenhaus &
Beutell, 1985; Kanter, 1977).

Given the changing nature of the workplace, some companies
have initiated policies and organizational programs such as
Employee Assistance Programs to assist employees in dealing with
work and family issues. Legislative actioﬁs such as the Family
Medical Leave Act of 1993 have also increased the attention given
to this topic. Although some organizations have begun to address
work and family issues, changes in the family structure have
typically not been accompanied by equally significant changes in
law enforcement agencies’ policies toward work and family. These
issues are a legitimate organizational concern, because failure
to address them may result in the loss of valuable workers or
productivity (Friedman & Galinsky, 1992).

Research has shown that work-family conflicts can be major
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'sourges of stress and can have a profound negative impact on
individuals’ satisfaction in both work and family life. The
conflict can lead to increased depression and lowering of overall
life satisfaction (Schneer & Reitman, 1993).

Thomas and Ganstef (1995) indicate that specific
organizational approaches such as supervisory support and
flexible scheduling may alleviate many effects of work-family
conflict and thereby play a mediating role in employees’ ability
to deal with stress resulting from the conflict. Greenhaus,
Bedeian and Mossholder (1987) provided evidence that perceptions
of nonsupportive work environment were associated with low levels
of marital adjustment and quality of life and high levels of
work-family conflict. Therefore it is not enough just to have
family-supportive policies. Employees must know that the
programs exist and supervisors must support their use.

Innovative polices and programs cannot yield their intended
effects if they exist within an unsupportive culture (Friedman &
Galinsky, 1992).

2. Work and Family Issues in Law Enforcement

The influence of a career in law enforcement on the
officen'é family has been documented since the 1970s and 1980s
(Cain, 1973; Jacdues & Mutchnick, 1979; Maynard & Maynard, 1982;
.Maynard, Maynard, Mccubbin & Shao, 1980; Ready, 1979; Saper,
1980; Reiser, 1978; Stenmark, DePiano, Wackwitz, Cannon &
WalfiSh, 1982; Stratton & Stratton, 1982). Although much of this

earlier literature is anecdotal, it does indicate that some
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police agencies in the past have paid attention to work and
family issues in policing. In a national survey of police
agencies by Delprino and Bahn (1988), 42% of the respondents
indicated that their agenéy did provide_some form of counseling
to police officers’ family members. Approximately 52% of the
respondents indicated that counseling was offered to the officer
for personal and family problems. However, the perceived need
for each form of counseling was much higher (i.e., 60% and 72%
respectively).

A common theme in this literature has been that the
occupationalbdemands and the stressful nature of police work have
a great impact on the family life of police officers (Bibbins,
1986). The responsibilities associated with police work are so
great that often they result ih behaviors and circumstances that
supplant family life relations and transform both the individual
and the family (Niederhoffer & Niederhoffer, 1978). Burke (1993)
found that for policé officérs, work-family conflict was
significantly related to measures of emotional well-being. Such
findings may not be surpfising considering that the police family
has been called a high risk 1ife-§tyle (Depue, 1981).

| Factors that can adversely influence an officer both on and
off the job include physical and psychological threats that are
unique to police work, court leniency with criminals, negative

press accounts of the police, and perceived lack of support from

. supervisors and fellow officers. These stressors can lead

officers to isolate themselves from the public and their family
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members (Maynard, Maynard, McCubbin & Shao, 1980; Violanti &
Marshall, 1983). In addition, the public criticism that officers
may experience can lead their spouses and children to feel
isolated and segregated (Wrightsman, Nietzel & Fortune, 1994).

Not only can the officer’s job impact the family but the
family can also influence the officer’s ability to cope with the
stress associated with the job. Research indicates that married
officers report lower levels of job satisfaction than do single
officers (Buzawa, 1934; Preiss & Ehrlich, 1966). Burke (1988)
reported that officers with greater work-family conflict were
less satisfied with their jobs. One expianation ﬁay be.that the
demands of a family are not compatible with the long hours,
changing shifts, and inherent dangers of police work. It has
been reported that family objections to police work sometimes
lead officers to leave law enforcement (Burke, 1988; Buzawa,
1984).

Family members can also be a critical support system for the
officer, and family stability may be a valid predictor of success
in police work (Bibbins, 1986). A police officer can expect
his/her level of marital satisfaction to be a pervasive influence
on professional attitude and performance (Stenmark, DePiano,
Waékwitz, Cannon & Walfish, 1982; Elliott, Bingham, Nielsen &
Warner, 1986). Kirkcaldy (1993) reported that sﬁpport received
from the home environment and time management were two facets
that helped officers cope with stress.

There has been a renewed interest in understanding the
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issues faced by police families and supporting them to deal with
the stresé that appears to be inherent in police work. The
renewed interest is evident by the hearing held on this topic
before the House of Representatives Select Committee on Children,
Youth, and Families (Police Stress, 1991), national conferences
on the police family sponsored by agencies such as the FBI (Reese
& Scrivner, 1994), and currentAwritings on this topic (Anderson,
Swenson, & Clay, 1995; Blau, 1994; Janik, 1995; Kirschman, 1997;
White & Honig, 1995). The goal of the current report is to add
to the existing body of knowledge of the police family by
providing systematic data collection, as called fof by Ellison,
Genz (1983) and Scrivner (Police Stress, 1991), to contribute to
understanding the nature and extent of problems faced by police
families and developing effective intervention strategies.
III. Methodology And Results

The methodology includes information on the research plan
utilized for each of the three phases of this project. 1In
addition, the results obtained from each phase are presented and
discussed.
A. Phase I: Pilot Study Methodology and Results

This section presents the development of the Work and Family
Issues in Law Enforcement Questionnaire (WFILE), information
about the sample, and a summary of the findings.

1. Development of the Work and Family Issues in Law Enforcement
Questionnaire (WFILE)

The WFILE was developed in two steps. First, a review of
the literature was conducted. Second, structured telephone

18



interviews with eight law enforcement officers and 13 mental
health professionals who worked with officers and their family
members provided the basis for the WFILE. The structured
ihterview was designed to aécertain the primary concerns and
issues of police officers with regard to work and family.
Interview participants represented city, county, state and
federal law enforcement agencies. The mean age of the 21
participants in the structured interviews was 45. Participants
also had an average of 16 years of experience working with law
enforcement personnel. Responses obtained from the open-ended
items of the telephone interviews were content analyzed (Weber,
1985) and were used in the development of the WFILE.
2. Description of the WFILE

The WFILE consisted of 178 items. Several items ﬁere
grouped together to form scales (Appendix A-1). The first 17
items requested demographic information about the respondent.
' The remaining items consisted of open-ended questions, Likert
type items, and scales which measured:

a. Work and Family Orientation

b. Work and Family Issues

c. Job’ s Influence on Spouse/Significant Other

d. Spouse/Significant Other Support

e. Influence of Parental Role on the Job

f. Job’ s Influence on Relationship with Children

g. Job’ s Influence on Relationships and Friendships

h. Knowledge of Programs to . Assist with Work and Family
Issues

19



i. Willingness to use Programs to Assist with Work and
Family Issues

j. Department’ s Ability to Assist Officers with Work and
Family Issues

k. Relationship with Officer’ s Partner

3. Method
a. Sample

Participants were 597 law enforcement officers from 21
agencies located in Western New York. The agencies included
county, metropolitan, suburban and rural police departments.
Descriptive statistics for the responses to the WFILE are
presented in Table 1, Appendix A-2.

The majority of police officers who responded to the survey
were patrol officers. Other titles included chief, captain,
lieutenant, detective and sergeant. The majority of respondents
were male (n=541). The average age of participants was 40 years
(SD=8.20). Most of the reépéndents were white (n=540). An
overwhelming majority had indicated that they had some college
experience (n=517). Seventy-five percent (n=446) indicated that
they were married and 80 percent (n=489) reported that they had
children. As a group, police officers reported having worked an
average of 15.75 years (SDé8.23) in law enforcement. A little
over one-third (35.7%, n=213) of police officers also reported
that they had other family members who worked or had worked in
law enforcement.

b. Procedure
The WFILE was distributed to 1800 officers serving in police

20



agencies in Western New York. Each officer received a cover
letter (Appendix A-3) eiiciting his or her support, a copy of the
WFILE and a self-addressed, stamped return envelope. The Erie
County Department of Central Police Services assisted in the
delivery and collection of completed surveys. The Erie County
Department of Central Police Services is responsible for the
training of recruits for all 21 police agencies in Erie County.
In addition, this agency oversees the forensic laboratory,

. communications and information systems for all police agencies in
Erie County.

Surveys were delivered by Central Police Services to each
agency. The chiefs of each agency were requested to distribute
the survey to their officers. Therefore, every officer in each
agency was given an opportunity to participate. Officers were
asked to return their completed questionnaires to the Erie County
Employee Assistance Program. The County’ s EAP was chosen as the
site for the return of the questionnaire because it was believed
that it would enhénce the officers’ need of confidentiality and
anonymity of their responses. Of the 1800 questionnaires
distributed, 597 usable questionnaires were returned, providing a
33.2% return rate.

4. Results

Question 18 of the WFILE consisted of 21 items intended to
measure officers’ work-family orientation. The orientation of an
individual explains his or her perception of the relationship

between work and family. Three major theories in the field of
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work and family relationships incluae spillover theory,
compensation theory, and segmentation theory. Spillover theory
states that there are no boundaries for behavior. What occurs in
the work environment and the family environment are similar
(Staines, 1980). Work attitudes and behaviors become ingrained
and carry over into home life (Kando & Summers, 1971).
Compensation theory states that there is an inverse relationship
between work and family (Staines, 1980). Individuals make
different investments of themselves in both, so that what is
lacking in one is made up for or compensated for in the other
(Evans & Bartolome, 1984). Segmentation theory postulates that
the spheres of work and family are distinct and do not influence
each other (Evans & Bartolome, 1984). This theory indicates that
individuals are able to compartmentalize work and family so that
there is no overlap from one to the other.

Examining the work and family items on pages 4 and 5 of
Appendix A-2, it is clear that respondents on average tended to
agree that their work and family éxperiences influence each
other. For this sample of officers, it appeared that the family
compensafed for what was lacking in the job.

' Question 19 consisted of 15‘items'designed to measure
concepts that the officers considered to be issues for them and
their family members as a result of being a police officer (page
6 of Appendix'A-Z). Although officers did not indicate any of
the items to be very much an issue for them or their family

members, the item which addressed the officer’s tendency to be

22



overprotective of family members received the highest mean score
(M=3.55, SD=1.13). 'other items viewed as Somewhat of an issue
were the physiologiéalﬂdemands that are placed on the body,
changes in eating, sleeping and exercising patterns, the job
requiring them to be away from the famiiy, and missing important
family events.

Items that were not considered issues for police officers in
this study and which received low mean rétings included the
relationship between the officers and their work partner,
conflict between the role of officer and parent, marital
conflict, and the job becoming a priority ovér the family.

Question 21, which consisted of 18 items, asked participants
to identify how a career in law enforcement influenced their
relationships with their séﬁuses/significant others (page 7 of
Appendix A-2). Although officers indicated that they spent time
with their spouse/significant other‘and that they socialized with
others outside of the department, they also indicated that they
were very protective of their spouses/significant others. For
this sample of officers, it appears that few of them argued with
their spouse/significant oﬁher about the job or considered their
relationship secondary ¢ompared to relationships with other
officers. | _

To the global question of how supportive the officers felt
their spbuse/Significant other was to their career in law
enfbrcement (page_B of Appendix A—2),vofficers believed that

their spouse/significant other was supportive. Question 23 of
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the WFILE presented a list of ways in which the
spouse/significant other may provide support to the officer.
Officers indicated that important support that they receive from
their spouse/significant other included the ability to be-
flexible in scheduling family events, maintaining a good sense of
humor, havihg a positive attitude, maintaining good communication
and attempting to better understand the job (pages 8-9, Appendix
A-2). Officers reported.that,their,spouses/éignificant others
rarely participated in any support groups or educationél seminars
on law enforcement, and rarely facilitated access to counseling.
The questionnaire also addressed police officers’ children.
While most police officers indicated that their children were
very supportive of them and their careers, they also would not
strongly encourage their children to choose law enforcément as a
career (page 9 of Appendix A-2). Question 27; which consisted of
five items, asked officers to identify how being a parent
influenced them in relationship to their job (pages 9-10 of
Appendix A-3). Officers reported that calls with children tended
to have a greater effect on them. They believed that they were
more understanding in situations that involve children and that
they were more aware of issues that affect children and
teenagers. Overall, police éfficers believed that being a parent
influenced how they perform on the job. The eight items which
made up question 29, asked officers to identify how the job
influenced them as parents (page 10 of Appendix A-2). The

highest mean scores were reported for items that described the
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officers as very protective of their children, and setting high
standards for then.

A number of items assessed support of parents and siblings
and friendships on and off the job (pages 11-12 of Appendix A-2).
Most officers considered their parents and siblings to be
supportive'of then. o

Question 32, which consisted of 17 items, was concerned with
how being a police officer influenced one’s relationships and
friendships with non-family members. While officers indicated
that they believed they were treated differently when others find
out they are police officers and that people expected them to
adhere to a higher set of standards, officers also reported that
they had many friends outside of the department and that they do
participated in non-department related activities.

The next section of the questionnaire dealt with services
offered to help officers (pages 13-15 of Appendix A-2).
Throughout the questionnaire, respondents were given the
opportunity to make written comments about work and family
issues. In reference to services provided by the agency one
"officer commented:

“For 24 years I have heard this is a high stress, high

divorce, high abuse profession, well it certainly is! Not

once has a program been offered where the family could come

in and see what they are a part of (my first family of 18

years does not know what the inside of the station looks

like). Nobody would spend $1 for prevention which led to
high self-stress, divorce, and at one time excessive
drinking. I have only heard of one token program for after
the fact, and I don’t believe this is even being done now.

With before hand education I believe 90% of the problems

could be solved before they are uncontrollable. I would

rather retire before ask for help now. Respectfully
submitted."

25



T
'

This quote is indicative of what was found to be a lack of
knowledge amoné police officers as to what programs are available
to assist them and their family members. To address the
awareness, use and perceived need of agengy'ggprograms and
services, 12 programs and services identified from the literature
and interviews with police officers and mental health care
professionals were presented in questions 34a, 34b and 35.

Responses to these items indicated that the officers were
not fully aware of programs available to assist them and their
family members. For example, although all of the police officers
who participated in this study had access to some form of an
Employee Assistance Program, only 58% knew their agency offered
EAPs to officers. Of those who knew about it, only 12% reported
having used this service.

Two other services were offered by a fair number of
agencies, as indicated by fairly high "yes" responses: training
at the academy level on work and family issues, and training on
health and wellness. Less than 5% of officers were awaré of
spouse or family support groups or any programs for their
children. Reported usage of services was above 50%‘for some of
the services offered (page 14 of Appendix A-2): training at the
academy level on work and family issueé, family day at the
academy, family orientation program, training/workshops on work
and family issues throughout one’s career, and training on health
and wellness. Reported usage was low for the remaining services,

although EAP usage was the highest of these at 11.7%.
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The next set of qﬁeétions assessed respondents’ willingness
to use particular services if confronted with a difficult
situatiQn at home or work (page 15 of Appendix A-2). Officers
indicatedwa fairly high willingness to use pr;grams or services

if confronted with such a situation. Responses averaged between

"unsure" and "probably would use service" for all items.

Respondents were most willing to use training on health and
wellness.

Question 36 presented 10 statements about how the department
could assist officers with work and family issues (page 16 of
Appendix A-2). Reducing the stigma of seeking assistance
received the highest mean score, followed by publicizing the
availability of programs to officers and family members. It was
also relatively important for this sample of officers to have
more services provided at the academy level, develop programs
specifically designed for officers and to have the upper echelon
of the department acknowledge support of programs (all rated 3.5
or better).

The items included in question 37 were intended to provide
information about the officers’ relationships with their partner
and family members. Fewer than half of the respondents indicated
that they worked regularly with a partner. The response to items
in this question indicated that the officers trusted their
partners and that the officers’ spouses/significant others knew
the partners. However, officers who responded to these items did

not indicate that their partners knew more about them than their .
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family members nor that it was easier to talk to their partners
about their concerns than a family member.

Data reduction

Many of the items on the questionnaire were highly related
to each other. Data reduction was used to examine which items
formed reliable subscales and which items would be likely
candidates to retain for future research.

Different parts of the WFILE were factor-analyzed
separately. First, the 21 theoretically-derived items meant to
measure work-family orientation (spillover, segmentation, and
compensatioh) were subjected to factor analysis (principal
components, Varimax rotation). Results yielded five factors with
eigenvalues of 4.65, 1.85, 1.44, 1.34, and 1.12, accounting for
22.1%, 8.8%, 6.8%, 6.4%, and 5.3% of the variance, respectively.
Items in eaéh of the factors were analyzed for feliability:
factors 4 and 5 had unacceptably low reliability (¢ < .4), thus
were not considered further. For the other three factors, items
were deleted which had low item-total correlations, and for which
coefficient alpha would increase if the items were deleted. These
three factors (subscales) were labelled "work-family spillover"
(items originally meant to measure spillover and segmentation
were not seen as separate issues by our respondents),
"compensation", which included items that seemed to measure
family nurturance, and "communication of work experiences". Items
composing those subscales, tpei; reliabilities, means and

standard deviations are presentedfin Table 2 (Appendix A-4).
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Subscale scores wérelcpmputed by averaging the itéms in each
subscale.

An identical set of analyses were performed for the 15 work
and family issues items. The factor analysis yielded three
factors. The eigenvalues and variance accounted for by each
factor are presented in Table 2, Appendix A-4. Reliability
analyses of each subscale showed that no items could be deleted
without decreasing coefficient alpha. These subscales were
labelled "occupational effects on the family," "negative effects
on the family," and "personal stress." Items composing those
subscales, their reliabilities, means and standard deviations are
presented in Table 2, Appendix A-4. |

The items relating to spousal relationship and support
issues were entered into two factor ahalyses because of
differences in the response format of two different parts of the
WFILE questionnaire. The first, with 18 items, yielded five
factors. The eigenvalues and variance accounted for by each
factor are presented in Table 2. Items in each factor which
decreésed coefficient alpha were deleted, and the resulting
reliabilities are presented in Table 2 as well. The second
factor analysis, with 13 items, yielded two factors. The
gigenvalues and variance accounted for by each factor are
presented in Table 2. Items in each factor which decreased
coefficient alpha were‘deleted, and the resulting reliabilities
are preséntéd in Table 2 as well.

The factor analysis of the 17 items in the work friendships
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scale yielded three factors (see Table 2). Items compqsing the
factors are presented in Table 2 as well. Two items were recoded
so that a high score indicated difficulty in establishiné
friendships with other officers, and items were averaged.

For items related to children, two factor analyses were

‘carried out, because of differences in the response format of two

different parts of the questionnaire. The first, with five
items, yielded a single factor (see Table 2). The second, with
13 items, yielded three factors. The eigenvalues and variance
accounted for by each factor are presented in Table 2.
Construction of the Police Officer Questionnaire

In addition to providing information for the law enforcement
community in Western New York, the primary goal of the pilot
study was to provide data that could be used to develop the
Police Officer Questionnaire in Phase II.

The results in Table 2 were carefully examined, as well as
item-total correlations for items in each subscale. Items that
seemed to be awkward or unclear in phrasing were rewritten. Some
subscales were not considered for inclusion on the Police Officer
Questionnaire because they measured constructs peripheral to the
central considerations of the research, and because of concerns
about the Police Officer Questionnaire becoming too lengthy for
easy response. Some subscales were shortened for the same

reason.

The final Police Officer Questionnaire is presented in

. Appendix B-1. All of the major concepts from the Erie County
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Study were included (in shortened form) in the Police Officer
Questionnaire with the exception of the items assessing
relationship with the partner. These items were not included
because it was expected that a large percentage of the Police
Officer Questionnaire respondents would not be working with a
partner.

B. Phase II: Police Officer Questionnaire Methodology and
Results

This section will present the deveiopment of the Police
| Officer Questionnaire (POQ), the sample to which it was
distribﬁted and a summary of the findings.

1. Development of the Police Officer Questionnaire

The POQ was developed based on modifications made to the
WFILE developed in Phase I. The POQ consists of 148 items
(Appendix B-1). Demographic information in the POQ was modified
to include information on the officer’s childcare and eldercare
responsibilities (items 15, 16). In addition, officers were
asked to report if they were previously married (item 13). |

For the POQ, four items were included to measure officers’
health, exercise,.alcohol and tobacco use (items 19-22). Two
additional items measured overall job stress (item»24) and the
number of hea1£h related stress symptoms experienced within the
last month (item 23).

Items 126 through 135 were added to address issues of
concern to the Police Research and Education Project (PREP), a
sister organization of the National Association of Police
Organizations (NAPO) and its membership. Some of these items
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include collective bargaining, the Law Enforcement Officer’s Bill
of Rights, residency requirements and high speed pursuit
policies.
2. Method
a. sample Selection

A power analysis was conducted to determine the appropriate
sample size. The results of the power analysis indicated that to
observe an effect size of .2 at a .05 level of significance and a
power level of .80, a sample of approximately 400 responses from
each group was needed (Babbie, 1992; Cohen, 1988; National
Education Associatidn, 1965). Prior to distribution of surveys,
a 70 percent response rate was anticipated. Therefore, to
receive approximately 400 surveys, 560 surveys needed to be
distributed to each group. Samples were drawn from six different
groups which included New York, New York and surrounding areas,
Minneapolis, Minnesota and surrounding areas, and Dallés, Texas
and surrounding areas. These areas were chosen because of their
geographic location (i.e. Northeast, Midwest, Southwest) and
becaﬁse it was anticipated that enhanced cooperation would be
achieved because of NAPO’s representation in each of these areas.
The New York City Police Department was triple sampled to account
for the larger number of officers within that deparfment relative
to the other departments <ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>