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Abstract 
The purpose of this study is to determine the relationship between personal and social resources 

and burnout for police officers. Current conceptualizations of the condition of burnout are 

challenged as being too phenomenological and ambiguous, and consequently, not given to direct 

empirical testing. The conservation of resources model is based on the supposition that people 

strive to retain, protect, and build resources as a means to protect them from the impacts of 

burnout. The model proposes that the effects of stress (i.e. burnout) can be manifested in 

personal and professional attitudes and attributes, which can measure burnout using self-reports 

to provide strong support for the conservation of resources model, in that, personal and 

professional demands are related to the exhaustion component of burnout, whereas personal and 

professional resources can be compiled to counteract the negative impact of the burnout 

condition. Highly similar patterns of burnout resistance factors were witnessed in police officers 

in two department precincts. In addition, results confirmed the positive influence of key 

demographic variables in burnout resistance using the conservation of resources model. 

Participants in this study are all sheriff’s deputies with a populous county in a Pacific 

Northwestern state. Four instruments will be used in this quantitative study for data collection (a) 

a series of demographic questions, (b) the Organizational Citizenship Behavior, (c) the PANAS-

X Scale, and (d) The Maslach Burnout Inventory.  

Keywords: Conservation of Resources, Burnout, Behavioral Variables, Law Enforcement 

Officer, Quantitative Analysis 

 

Introduction 
Police officers are prone to burnout and suffer significantly from its consequences (Crank & 

Caldero, 2012). A causal factor associated with the onset of burnout is depersonalization in the 

framework of the police profession (Hawkins, 2001). The effects of burnout are often manifested 

in stress symptoms, emotional exhaustion, and negative affect, including workplace cynicism 

(Bennett & Schmitt, 2002; Neiderhoffer, 1967; Violanti & Marshall, 1983), because the police 

profession is one that is filled with emotional and psychological stressors (Bureau of Labor 

Statistics, 2002). According to Wagner and Brzeczek (1983), interactions with chronic criminals, 

vagrants, prostitutes, or juvenile delinquents cause much of the stress of police work. The 
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constant contact with such troubled individuals can also create and reinforce a negative world 

view (Lyman, 2008; Nelson, 2000). Additionally, police officers confront divergent reactions 

from noncriminal segments of the population, which can also be stressful. The emotionally 

charged incidents that officers are routinely called upon to resolve and adjudicate can essentially 

produce emotional ups and downs and persistent work-related tension (Arrigo & Garsky, 1997; 

Regehr, LeBlanc, Jelley, & Barath, 2008). 

Hence, police work is considered to be a highly stressful occupation. As stated, law enforcement 

professionals are frequently exposed to the most violent, antisocial, and distrustful groups in 

society, and police officers are expected to exercise discretion with members of these groups 

under critical circumstances (Crank, 1991; Pollock, 2007). Police officer is ranked as the second 

most dangerous occupation (Bureau of Labor Statistics, 2010). Police officers are 73.1 times 

more likely to be assaulted at work than the overall industrial average (Brandl & Stroishine, 

2003). Of every 100 officers that performed in a peace officer capacity, 10 were attacked in the 

course of their duties. In 2010, 532,395 police officers were assaulted while on duty, and 13,962 

suffered injury (U.S. Department of Justice, 2010). One of the more prevalent reasons cited for 

the high incident of assault is that police officers deal with suspects who may not peacefully 

acquiesce to police officers’ instruction (Brandl, 1996; Conlon, 2004). If defiance is encountered, 

the police officers must use some counterforce rather than ignore the defiance (Alpert & 

Dunham, 2004; Garner, Buchanan, Schade, & Hepburn, 1996; Mazoni & Eisner, 2006). 

 In addition to the emotional strain of police work, the police organization itself may also be 

stress inducing. Spielberger, Westberry, Grier, and Greenfield (1981) have identified some 

characteristics of the police organization as significant factors in predicting stress among 

officers. The bureaucratic nature of police organizations, the imposition of impersonal rules, and 

the distinct chain of command are characteristics that reduce individual input into the 

organization to a minimal level and therefore cause stress (Coman & Evans, 1991; Noblet, 

Rodwell & Allisey, 2009). According to Golembiewski and Kim (1991), the quasimilitary nature 

of police management tends to breed alienation and stress among police officers. In addition, 

researchers have found that the demanding rules of the policing profession, internal hierarchical 

positioning, and limited employee promotional opportunities also contribute to officer job stress 

inside the police organization (Crank, 2004; Kogan, 2001; Kroes, Hurrell & Margolis, 1974).  

The physical and emotional consequences that police officers endure make them vulnerable to 

symptoms of mental illness, and consequently external they suffer high incidents of suicide, 

divorce and alcoholism (Gilmartin, 2002; Tuck, 2009; Violanti, 1995). Police officer stress also 

causes them to generally question the value of the public service role, and to specifically 

question whether to continue their police career (Chia-huei, 2009). Consequently, it is important 

for law enforcement agencies to evaluate negative affectivity (NA), and organizational 

citizenship behavior within the context of burnout that results in turnover among its officers. 

Background of the Study 

Employee retention is a critical concern for police agencies. The loss of a single trained police 

officer can seriously impact police agencies. Considering the rigorous selection standards (e.g., 1 

in 1,000 is qualified for the position; Siegel & Senna, 2005) and that new police officers must 

successfully complete a total of 8 months of training, cause significant staffing issues in all 

police agencies. Therefore, managers should take a greater interest in the physical and emotional 

well-being of the agency employees that they already have. Today’s generation of workers does 

not seek employment in dangerous and high-pressure organizations. The police officer’s function 

is not viewed as desirable and many skilled people disregard the law enforcement profession as a 
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whole (Jankiewicz, 2000). Simply put, other employment opportunities are more desirable to this 

generation (McClenahen, 2003).  

Police managers and administrators need to implement proactive strategies to help officers, 

which would, in turn, aid the department in promoting officer longevity (Torres, 2005). The 

importance of a retention strategy is further supported by recent job trends indicate that it is now 

harder to locate suitable and/or qualified police applicants (American Police Beat, 2006). For the 

first time in decades, police departments observed their best candidates take positions in other 

vocations because of the multitude of options available to the applicant (McClenahen, 2003). 

Police agencies are finding it hard to compete with the private sector, despite offering high pay 

and full benefits (Brock, 2010; Lifsher, 1999).  

Nationwide, most police agencies have difficulty recruiting police officers (Jones, 2005). Interest 

in the job of police officer is waning. Today’s generation is not interested in assuming the safety 

risks, long hours, and stress associated to this position (Koogan, 2001). At the local level, 

competition for suitable candidates is arduous. A strong localized economy (despite the recent 

recession) couple with the availability of both manufacturing and high tech positions, impact 

police department’s ability to secure suitable applicants (Sullivan, 2007). Also, the volume of 

police agencies within the Pacific Northwest serves to diminish the available pool of quality 

police recruits (Hailey, 2006). In the end, conservative estimates predict that few job seekers are 

qualified for the position based upon the rigid hiring standards, which includes strict 

preemployment screening (Finneran, 2000). This translates into a severe labor shortage. 

Inasmuch, recruiting and retaining suitable applicants is a priority among law enforcement 

agencies nationwide (American Police Beat, 2004; Brand, 1999).  

 

Literature Review 
Burnout is an area of particular concern to the law enforcement profession. The compromise of 

even a single police officer to the condition serves to undermine workplace stability and morale 

(Whisenand, 2009). The police profession observes a strict culture and set of customs where 

officers often derive their overt identity and life satisfaction from the profession. Police 

departments pride themselves in being close-knit organizations where the professional role often 

transcends the workplace and into the individual officer’s life. The inherent dangers of police 

work require that officers build trust bonds with fellow employees who they often rely upon for 

their personal safety and well-being (Torres, 2005). Inasmuch, police organizations are often 

referred to as “families” or “brotherhoods.” The influence of burnout can exponentially cripple 

moral in a police organization. The compromise of a single officer can quickly transcend the 

individual and affect large components of the employee group given the influence of fraternal 

relationships (Gilmartin, 2001).  

The research study examines what factors may be involved in the frequent burnout of police 

officers. The first section of the literature review contains the theoretical framework upon which 

this study is built. The literature review is then organized around the dependent and independent 

variables in the study, with the second section including a definition for the term burnout and 

specific studies on burnout in police officers. The third section will define negative affectivity 

and how that may play a role in burnout. The fourth section will be a discussion of organizational 

citizenship behavior. The fifth section will include information about police officer 

demographics and how marital status, gender, race or geographical area may be b related to 

burnout. The literature review will close with a summary.  
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Theoretical Framework/Model 
The theoretical framework/model for the study (see Figure 1) is based on the conservation of 

resources (COR) theory (Hobfoll, 1989). Hobfoll asserted that as the challenge of employees to 

manage both family and work demands increases, it is important for researchers to study the 

consequences of professional role stress, as well as work-family demands using COR. Employee 

perception of insufficient time and energy to successfully engage in work function have been 

linked to both work and family dissatisfaction and tension, as well as depression and related life 

stress (Greenhaus, Collins, Singh, & Parasuraman, 1997).  

 
Figure 1. Conceptual framework. 

 

According to Hobfoll (2001), the conservation of resources (COR) theory predicts that resource 

loss, threatened loss, or lack of replenishment is a primary component of the stress reaction 

process based on the nature of the environment rather than an individual (McPadden, 2006). The 

conservation of resources theory recognizes that an individual’s environment may be both 

objectively and socially construed. The ability to both gain and lose resources to address the 

stress process can be impacted by both internal and external resources to both the collection of 

actual resources and limitations to access to resources. Both real and implied facilitators and 

barriers can be uniquely applied to an individual based upon his or her interpersonal status 

(marital status, education) and also his or her personal make-up (race, gender, sex). Access to 

resources can be delimiting based upon on a host of internal, as well as, external factors (Hobfoll 

& Lilly, 1993). As an example, it has been argued that older workers possess more valued 

resources such as seniority, tenure, and status than younger workers (Parasuraman, Greenhaus & 

Ganrose, 1992). Women may possess restricted access to resources due to marriage constraints 

(home pressures), the “glass ceiling” effect, and a lack of suitable mentors (Cooper & Davidson, 

1982). Minorities may also face similar restriction in their access to resources based upon 

lingering discrimination and prejudice. It has been well established that race plays a significant 

role in the hiring and promotion process in policing (Inciardi, 2007). The advent of the civil 

service process and affirmative action programs were created in direct response to the lack of 

opportunity and also access to life resources that minorities experience in the field of criminal 

justice (Fogelson, 1977).  

Hobfall (2001) also states that as greater role conflict is experienced, fewer resources are 

available to offset the losses. In the end, persons with greater resources access and compilation 

are better positioned to experience resource gain and avoid the debilitating condition of burnout. 
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Thus personal, as well as, interpersonal status is predicted to have an effect upon resource 

acquisition, accumulation, and maintenance (Pleck, 1985). 

 Hobfall (2001) proposed that people must invest resources to protect against resource loss, 

recover from losses, and resource gain (p. 349). Workplace demands threaten and deplete one’s 

resources. Prolonged exposure to career demands will result in emotional exhaustion, which is a 

core dimension of the condition of burnout. COR theory has been used to predict a range of 

stress outcomes in organizational settings including law enforcement. In addition, COR theory 

includes biological, cognitive, and social components of stress reaction. Consequently, the 

holistic result of stress among the population of interest in this study (law enforcement officers) 

is likely to affect and in turn be affected by affectivity, burnout, organizational citizenship 

behavior, and selected demographic variables. 

Burnout 

According to Montero-Marin and Garcia-Campayo (2010), burnout has been traditionally 

defined as a relatively uniform condition in all humans that has basically the same cause and 

symptoms. Burnout has been defined as the prolonged response to emotional and interpersonal 

stressors that occur over a prolonged period of time and which are determined by exhaustion, 

cynicism and inefficacy. Exhaustion is defined as the feeling that one has nothing left to offer on 

an emotional level to anyone else. Cynicism is defined as feeling disconnected from work, the 

people served by that work, and colleagues at work. Inefficacy is defined as a person’s belief that 

he or she is incompetent at work. These three dimensions have been traditionally considered 

responsible for burnout (Montero-Marin & Garcia-Campayo, 2010). 

Other researchers have defined burnout as a debilitating psychological condition that occurs after 

a period of unrelieved stress at work (Maslach & Leiter, 2005, 2008; Maslach, Leiter, & 

Schaufeli, 2009). Burnout can be seen as a depletion of energy in the individual that leads to 

emotional exhaustion; burnout also causes a lowered resistance to illness, a noticeable increase in 

depersonalization in personal relationships, a general increase in the dissatisfaction with life and 

pessimism, and an increase in absenteeism at work (Maslach & Leiter, 2005; Maslach & Leiter, 

2008; Maslach, Leiter, & Schaufeli, 2009). 

Maslach and Leiter (2005) argued that burnout is a systematic disconnect that occurs between a 

person’s real self and his or her expectations of work. As Maslach and Leiter (1997) reported, 

“Burnout is the index of the dislocation between what people are and what they have to do. It 

represents an erosion in values, dignity, spirit, and will—an erosion of the human soul” (p. 24). 

Maslach and Leiter (2005) argued that burnout is not the fault of the individual worker. Instead 

the fault lies with the impact of the work environment, which either promotes or mitigates 

burnout. The sources of burnout, according to Maslach and Leiter (2008), are (a) work overload, 

(b) lack of control, (c) insufficient reward, (d) unfairness, (e) breakdown of a sense of 

community, and (f) value conflicts. Maslach and Leiter (2008) suggested that leaders in the 

workplace are responsible for promoting a healthy workplace by determining ways to make the 

work environment less stressful. 

Burnout studies have been conducted on various occupations. A large number of studies have 

looked at teacher burnout (DeMik, 2008; Schlichte, Yssel, & Merbler, 2005) and burnout in 

health-care professionals (Marine, Ruotsalainen, Serra, & Verbeek, 2006). Fewer studies have 

looked at police burnout, which may be, as Kurtz (2009) has reported, because the image society 

has of the ever-strong police officer, much like the image society projects on fire fighters, is one 

of an individual who can cope with the stress of the job. The next subsection looks at studies that 

have focused on police burnout.  
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Burnout in Law Enforcement 

According to GilMartin (2002), “Each year many police officers and their families are devastated 

by the day-to-day pressures associated with police careers. Stress causes attitude and behavioral 

changes, impairs family and social relationships, creates a cynical attitude and destroys careers” 

(p. 48). GilMartin and Harris (2001) stated that stress is the primary factor in law enforcement 

“burnout.” In addition, research conducted over the past several decades has demonstrated that 

burnout has serious detrimental effects which include depression, a sense of failure, fatigue and 

loss of career motivation (Schaufeli & Enzmann, 1998). Statistics also indicate that continuous 

exposure to violence significantly contributes to burnout. These affective disorders can lead to 

early retirement and high suicide rates among police officers.  

According to the American Police Beat (2004) burnout is ending the careers of many successful 

and competent police officers. Consequently, American Police Beat concluded that burnout 

transforms hard-working and productive civil servants into angry and cynical malcontents who 

underachievers in their roles on a daily basis. Early in their careers, effective street officers learn 

that the street survival mind set is a necessary tool of the trade (Oglesby, 2003). They begin to 

interpret the behavior of people and the outside world in general as potentially harmful to their 

safety and survival (Kappeler, Sluider, & Alpert, 1994). This mind set conditions officers to 

interpret situations as perilous that most people would not even recognize as potentially 

dangerous. This perceptual mind-set, which is referred to as hypervigilance, creates the capacity 

to view situations and people as having the capacity to become violent without warning or to 

create circumstances that threatens an officer's safety and survival (Gilmartin, 2002). Hyper-

vigilance, although absolutely necessary for police officer survival, is not without emotional 

consequences, most notably burnout.  

Maslach and Jackson (1986) defined burnout as a syndrome of emotional exhaustion, 

depersonalization, and reduced personal accomplishment that can occur among individuals who 

work in helping professions such as social work, counseling, nursing, and police work. 

Emotional exhaustion occurs when workers feel emotionally drained by continuous contact with 

needy people (Richardsen & Martinussen, 2004). Police work is heavily contact oriented, and 

emotional exhaustion sets in when officers meet with distressed individuals on a daily basis in 

crisis situations.  

Depersonalization is characterized by negative feelings and cynical attitudes toward the 

recipients of one’s services or care (Richardsen & Martinussen, 2004). Over time police officers 

may depersonalize when they realize their inability to achieve positive outcomes for their service 

populations (Hawkins, 2001). According to Constant (1992), “Police have a job that must be 

done well in seemingly impossible circumstances” (p. 1). In addition, police officers frequently 

assist clients that have learned to depend upon a social system for support and solutions to their 

problems. People that come into contact with police are often desperate and may use 

manipulative tactics in order to use the system to their advantage (Segal & Sienna, 2005). As 

frustration with client behavior begins to grow police officers may begin to view clients not as 

individuals, but as depersonalized entities. Police officers then begin to view their work and their 

daily professional contacts in a cynical fashion (Bennett & Schmitt, 2002).  

Given the negative outcomes inherent in the delivery of social services, a reduced sense of 

personal accomplishment may be experienced. According to Richardsen and Martinussen (2004), 

reduced perceived personal accomplishment results from a tendency to negatively evaluate one’s 

own work. Success in social work, including police work, is often determined by the outcomes in 

the clients’ lives. However, this measure of success is not merely dependent on the work of the 
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individual police officer but success also on the decisions made by the prosecutor, courts and 

individual client. Even though officers cannot control the decisions made by others, officers 

often take responsibility for the poor choices made by the outside entities as their own personal 

failures. Faced with mounting frustrations, officers often depersonalize to deal with the failures 

of the system and the client (Hawkins, 2001). All of these factors eventually lead to burnout. 

Burnout has been recognized as a serious concern for employers in the criminal justice and all 

other service industries. Burnout has been linked to negative health effects such as anxiety, 

depression, decreased self-esteem, cholesterol problems, headaches, diminished psychological 

well-being, and various other health concerns (Cordes & Dougherty, 1993; Kahill, 1988; 

Maslach, 1982, 1993; Shirom, Westman, Shamai, & Carel, 1997). Organizational repercussions 

are also associated with burnout. Burnout is linked to turnover, decreased employee 

commitment, and decreased job satisfaction (Jackson, Schwab, & Schuler, 1986; Leiter & 

Maslach, 1988; Wolpin, Burke, & Greenglass, 1991). Additional symptoms associated with 

burnout were identified by Schaufeli and Enzmann (1998) as affective disorders, decreased 

motivation, and dysfunctional attitudes and behaviors at work.  

Negative Affectivity 

The second variable of interest in the study is Negative Affectivity (NA), which can be described 

as a dispositional trait. A dispositional trait is defined as an internalized frame of reference 

through which a person appraises and reacts to a situation using consistent and stable ways of 

thinking, feeling, and behaving (Chiu & Francesco, 2003). NA can also be described as an 

independent personality trait that can predict attitudes and behavior (Agho, Mueller, & Price, 

1997; Diener & Emmuns, 1984). Persons high in negative affectivity experience a variety of 

negative emotions across time and situations (Chiu & Francesco, 2003), and are characterized as 

being easily distressed, agitated, upset, pessimistic, and dissatisfied. Negative Affectivity is also 

a chronic mood, state that reflects pervasive individual differences in negative emotionality and 

self-concept coupled with the tendency to experience negative feelings, such as annoyance and 

distress (Spector, 2000). Negative affectivity, or neuroticism, encompasses trait anxiety, low 

self-esteem, and depression. Intuitively, it is a predisposition to view the world in negative terms, 

leading to self-recrimination, distress, and dissatisfaction (Aaron, 2007).  

Individuals high in negative affectivity tend to view themselves negatively and dwell upon 

mistakes, disappointments, threats and shortcomings (Watson & Clark, 1984). Negative 

affectivity has been examined in an organizational context to determine the relationship between 

negative affectivity and turnover (Chiu & Francesco, 2003). Their study was designed to 

determine the effects of dispositional traits including negative affectivity on the turnover 

intentions of Chinese managers. The results of the study indicated that high negative affectivity 

scores were related to high turnover intention. Other studies have measured the effect of negative 

affectivity on health and on job satisfaction (Agho et al., 1993; Chiu & Kosinski, 1999; 

Cropanzano, James & Citera, 1993; Levin & Stokes, 1989; Staw, Sutton, & Felled, 1986). The 

results show that negative affectivity has negative effects on both. Negative affectivity manifests 

itself in an associated lack of self-worth, which impacts the police officer’s capacity to display 

confidence in critical decision making (Crank, 1991; Klockars, 1980). Although previous 

research has been designed to assess the relationships between negative affectivity, job 

satisfaction and turnover intention, no research has assessed the relationship between negative 

affectivity and burnout. It is hypothesized that high negative affectivity will positively correlate 

with Burnout and negatively with Organizational Citizenship Behavior. 

 



[8] 

 

International Journal of Crime, Law and Social Issues 

Vol. 6 No. 1 (January - June 2019) 

Organizational Citizenship Behavior 

The third variable that will be analyzed during the current study is Organizational Citizenship 

Behavior (OCB). OCB was initially defined by Organ (1988) as discretionary behavior directed 

at individual organization members or at organizations as a whole, which goes beyond existing 

role expectations, and benefits an organization and/or is intended to benefit it. Two features of 

the OCB definition are salient. OCB has been defined as individual helping behaviors and 

gestures that are organizationally beneficial, but are not formally required (Muchinsky, 2009; 

Organ, 1990). First, the behavior is voluntary and not assigned by a job description or role in the 

organization; second, the behavior benefits the organization from the organization perspective 

(Hui, Lam & Law, 2000; Van Dyne et al., 1995). Lepine, Erez, and Johnson (2002) have 

suggested that OCB is composed of five dimensions: altruism, conscientiousness, sportsmanship, 

courtesy, and civic virtue. Altruism consists of discretionary behaviors which are aimed at 

helping persons with an organizationally relevant task or problem. Employees engaging in high 

OCB demonstrate high suitability to the professional policing model. Such employees tend to 

keep themselves informed of topical issues, attend organizational meetings and contribute to 

discussions, as well as involvement in organizational activities that assist and improve the 

organization and its subsidiaries. 

Other definitions of OCB focus on the target of the behaviors. One such definition divides OCB 

into two categories; (a) OCBI behaviors that immediately benefit particular individuals, and; (b) 

OCBO, or behaviors that benefit the organization as a whole (Podakoff, MacKenzie & 

Moorman, 1997; Williams & Anderson, 1991). This definition is essentially an examination of 

the antecedents and levels of targets in the organization (Somech & Drach-Zahavy, 2004). Other 

researchers have found that OCBO had contextual antecedents (e.g., reward, equity) and OCBI 

had personal disposition antecedents (e.g., empathy; McNeely & Meglino, 1994; Somech & 

Drach-Zahavy, 2004). These definitions provide more of an insight into the possible motivations 

that result in the observable behavior.  

After an extensive review of available research, Podsakoff, MacKenzie, Moorman, and Fetter 

(2000) defined organizational citizenship behavior by grouping OCB behaviors into seven 

different categories. The seven categories are helping behaviors, sportsmanship, organizational 

loyalty, organizational compliance, individual initiative, civic virtue, and self-development. For 

the purposes of the present study, this definition of OCB, which focuses on specific types of 

behaviors, will be employed. It is hypothesized that police officers engaging in these behaviors 

will be more likely to experience burnout due to the higher likelihood that they will exhaust 

themselves. Specifically, officers who take on more responsibility than they are asked to take on 

for a specific job could run the risk of overburdening themselves.  

Summary 

Public expectations of police are quite high; the public expects police to respond to their 

problems 24 hours a day and 7 days a week. Society has come to expect police to respond 

immediately to problems, to be courteous, and to solve problems satisfactorily. Many police 

officers initially internalize this expectation. In fact, the desire to help people and achieve 

positive outcomes for others is often cited as reasons for entering policing (Raganella & White, 

2004). However, the ability to achieve these outcomes is often controlled by others. Police 

administrators, prosecutors, judges, and legislators generally decide the outcomes of law 

enforcement encounters with the public. The decision to decline to prosecute a case, impose a 

less than favorable outcome to a case, or to legislate controversial laws are directives outside of 

the control of police officers (Thibault, Lynch, & McBride, 2004). These decisions can 
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sometimes undermine police officer decision making and morale, leading to officer negative 

affect and burnout.  

Some police officers take their public responsibilities more seriously than others. Within police 

agencies there are individual differences in OCB. Some officers go well beyond their job 

descriptions and do everything they can to satisfy public expectations. Other officers do the 

minimum to avoid getting fired, and most are somewhere in between (Manning, 1978). 

It is hypothesized that those officers that are higher in OCB will manifest greater symptoms of 

burnout than those lower in OCB. Perhaps officers higher in OCB are more negatively affected 

by the numerous obstacles to effective police work discussed above; the indifference and 

sometimes hostility shown by the public toward police officers; the complexities of the criminal 

justice process that sometimes negates police work; and of course the ongoing efforts by criminal 

to violate laws and evade police control. Officer lower in OCB may be less adversely affected by 

these constant frustrations. 

Hypotheses 

HO1. There are no statistically significant relationships between burnout (MBI) and negative 

affectivity (PANAS-X). 

HO2. There are no statistically significant relationships between burnout (MBI) and 

organizational citizenship behavior (OCB). 

HO3. There are no statistically significant relationships between age and burnout (MBI). 

HO4. There are no statistically significant relationships between years of service and burnout 

(MBI). 

HO5. There are no statistically significant relationships between education level and burnout 

(MBI). 

HA1. There are statistically significant relationships between burnout (MBI) and negative 

affectivity (PANAS-X). 

HA2. There are statistically significant relationships between burnout (MBI) and organizational 

citizenship behavior (OCB). 

HA3. There are statistically significant relationships between age and burnout (MBI). 

HA4. There are statistically significant relationships between years of service and burnout 

(MBI). 

HA5. There are statistically significant relationships between education level and burnout (MBI). 

The study examined differences in burnout as delineated by selected personal/internal resources 

(i.e., race and gender) among police officers in a populous county in a Pacific Northwest State 

Hypotheses Testing Burnout and Selected Personal/Internal Resources 
HO 6. There are no statistically significant differences between Burnout (MBI ratings) delineated 

by male and female participants. 

HO7. There are no statistically significant differences between Burnout (MBI ratings) delineated 

by Caucasian and non-Caucasian participants. 

HA6. There are statistically significant differences between Burnout (MBI ratings) delineated by 

male and female participants. 

HA7. There are statistically significant differences between Burnout (MBI ratings) delineated by 

Caucasian and non-Caucasian participants. 

The study also examined differences in burnout as delineated by selected social/external 

resources (i.e., precinct location, marital status) among police officers in a populous county in a 

Pacific Northwest State.  
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Hypotheses Testing Burnout and Selected Social/External Resources 

HO8. There are no statistically significant differences between Burnout (MBI ratings) delineated 

by North and South precincts.  

HO9. There are no statistically significant differences between Burnout (MBI ratings) delineated 

by married and not married participants. 

HA8. There are statistically significant differences between Burnout (MBI ratings) delineated by 

North and South precincts.  

HA9. There are statistically significant differences between Burnout (MBI ratings) delineated by 

married and not married participants. 

 

Methodology 
This research design is classified as a quantitative descriptive survey study design, according to 

Leedy and Ormrod (2005). The research study will utilize survey instruments for data collection. 

Nardi (2003) explained that surveys are efficient and effective research tools to use when 

researchers want to obtain a large amount of data in a relatively short period of time.  

The methodology utilized is based upon the conservation of resources model (Hobfall, 1989). 

The model encompasses several stress theories and proposes that persons seek to acquire and 

maintain adequate personal resources to address both family and workplace demands. Resources 

that are sought include conditions (married status and workplace tenure), personal characteristics 

(self-esteem), and energies (time, money, and knowledge). The variables represented in this 

study serve to represent these resources. Stress represents a natural consequence to the real or 

perceived loss of these resources. The perceived loss of resources can lead to a negative state of 

mind, which may manifest itself in a variety of behaviors to include depression, anxiety, or 

dissatisfaction. Behaviors such as workplace separation may be initiated as a coping mechanism 

to address the real or perceived threat to the loss of resources. If some behavior is not engaged in 

a person’s resources may become so depleted that burnout will ensue (Hobfoll & Shriom, 1993, 

Wright & Cropanzano, 1998). Burnout, and key resources represent the tenets of this research 

study. 

Sampling 

Participants in this study are all sheriff’s deputies a populous county in a Pacific Northwest State 

(N = 274). The department is delineated by North and South precincts, which have nearly 

equivalent staffing. The median age of personnel is 45 years of age. The department’s race 

composition is predominately White (97%), with Hispanic (2%), Black (1%), rounding out the 

ranks (Bureau of Justice Statistics, 2008). Gender representation is largely male (92%). The 

average years of experience for personnel are 12 years of law enforcement service (Niebusch, 

2005). 

Leedy and Ormrod (2005) indicate that, although survey participation rates vary widely 

depending on the nature and length of the survey questionnaire, participation averages 20%. 

Police officers, as a population, exhibit assertive and altruistic personality traits (Kurke & 

Scrivner, 1995). Therefore, it was expected that this research population will exceed the average 

return rate. As a result, it was approximated that 72 completed surveys would be returned to the 

researcher. The estimate exceeded the minimum requirement for parametric statistical 

assumptions (N = 30) based on the Central Limit Theorem (Berenson, Levine, & Krehbiel, 

2006). However, a small sample does serve to limit external validity of the findings (Leedy & 

Ormrod, 2005). 



[11] 

 

International Journal of Crime, Law and Social Issues 

Vol. 6 No. 1 (January - June 2019) 

In order to maximize participation rates and corresponding external validity of the findings, the 

sampling method included probability and nonprobability procedures. First, the research agency 

provided information regarding the survey to all deputies, which provided an authoritative 

motivation. Consequently, there is a simple random characteristic of probability that everyone in 

the available population had an equal chance of participating. Second, nonprobability sampling 

characteristics of convenience and purpose are part of the sampling method (Nardi, 2003). More 

details on the data collection procedures are reported later in this chapter. 

Measures 

Burnout (MBI). The Maslach Burnout Inventory (MBI; Maslach & Jackson, 1986), which is 

one of the most widely used measures of burnout (Richardsen & Martinussen, 2004). The scale 

of measurement for the MBI survey is ratio in nature. The MBI, shown in Appendix A, was 

designed to categorize burnout into three subscales: (a) Emotional Exhaustion; (b) 

Depersonalization; and (c) Personal Accomplishment. There are 22 questions on the survey that 

are rated on a 7-point Likert-type scale of frequency, ranging from 0 (never) to 6 (every day). 

The Cronbach’s alpha reliability coefficients for the subscales are (a) .90 for Emotional 

Exhaustion; (b) .79 for Depersonalization; and (c) .71 for Personal Accomplishment (Richardsen 

& Martinussen, 2004). These values exceed the baseline metric associated with highly reliable 

survey instruments according to Nardi (2003). The test-retest reliability coefficients for the 

subscales are also excellent: (a) .82 for Emotional Exhaustion; (b) .80 for Personal 

Accomplishment; and (c) .60 for Depersonalization (p < .001; Leiter & Maslach, 1988, Maslach, 

1993).  

The Emotional Exhaustion subscale (nine items) measures personal over-extension at work 

(Maslach & Jackson, 1986). An example of an item from this subscale is “I feel used up at the 

end of the day.” Scores of 16 or less are considered low, 17 through 26 are moderate, and scores 

above 26 are high. Questions 1, 2, 3, 6, 8, 13, 14, 16, and 20 of the MBI address Emotional 

Exhaustion.  

The Depersonalization subscale (five items) measures an unfeeling response towards those 

receiving services from the respondent (Maslach & Jackson, 1986). An example of this subscale 

is “I don’t really care what happens to some recipients.” On this subscale, a score of 6 or less is 

low, 7 through 12 is moderate, and 13 or higher is considered high. Questions 5, 10, 11, 15, and 

22 address Depersonalization. The Personal Accomplishment subscale (eight items) assesses 

feelings of competence and achievement from one’s work with people (Maslach & Jackson, 

1986). An example of this is “I feel I’m positively influencing other people lives through my 

work.” The scale of measurement for the MBI survey is interval in nature. However, when the 

subcategory ratings are averaged for the applicable question responses, the data becomes ratio 

level. 

Overall, cumulative scores for all questions of 39 or higher reflect low levels of burnout, 32 

through 28 moderate levels, and 31 or lower indicate high levels of burnout (Maslach & Jackson, 

1986). Questions 4, 7, 9, 12, 17, 18, 19, and 21 address Personal Accomplishment.  

MBI scoring was performed cumulatively according to the authors’ directives (Maslach & 

Jackson, 1986). Each question’s average rating, the subcategory cumulative average rating (e.g., 

emotional exhaustion, personal accomplishment, and depersonalization), and the total cumulative 

average of all question/subcategory ratings were reported descriptively. Then, the total 

cumulative average by all participant ratings for all questions was averaged (i.e., cumulative 

score divided by the number of participants) and evaluated by demographic variable delineation. 

MBI total cumulative average ratings by participant were used in the inferential statistical 
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calculations from which to test the corresponding hypothesis. This variable utilized interval level 

data.  

Organizational citizenship behavior (OCB). The scale used to measure OCB has 24 questions 

divided into five subcategories (e.g., altruism, conscientiousness, sportsmanship, courtesy, and 

civic virtue) and was authored as public domain by Podsakoff, MacKenzie, Moorman, and Fetter 

(1990). The individual statements are rated on a 7-point Likert scale from ranging from 1 

(Strongly Disagree), to 7 (Strongly Agree). The subcategory sportsmanship is reverse scored to 

increase the validity of the survey representation of organizational citizenship behavior. The 

scale of measurement for the OCB survey is interval in nature. However, when the subcategory 

ratings are averaged for the applicable questions, the data becomes ratio level. The overall 

Cronbachs alpha coefficient was .87 and exceeds the benchmark for internal consistency among 

survey questions of .70 as reported by Berenson, Levine and Krehbiel (2006). Saathoff (2009) 

also concluded that the OCB scale by Podsakoff et al. (1990) is the most widely used instrument 

in research. This variable will utilize interval level data. See Appendix C for a reprint of the 

OCB instrument questions and rating scale.  

OCB scoring was performed cumulatively according to the authors (Podsakoff et al., 1990). Each 

question’s average rating, the subcategory cumulative average rating (e.g., altruism, 

conscientiousness, sportsmanship, courtesy, and civic virtue), and the total cumulative average of 

all question/subcategory ratings were reported descriptively. The sportsmanship subcategory was 

reverse scored. Then, the total cumulative average by all participant ratings for all questions was 

averaged (i.e., cumulative score divided by the number of participants) and evaluated by 

demographic variable delineation. OCB total cumulative average ratings by participant were 

used in the inferential statistical calculations from which to test the corresponding hypothesis. 

Negative affectivity. The PANAS-X scale measures 60 emotions. The participant rates how they 

usually feel in regard to the emotions presented. The anchors of the survey are based on a 5-point 

Likert scale, ranging from 1 (not at all) to 5 (extremely). The scale of measurement for the 

PANAS-X survey is interval in nature. However, when the ratings are averaged for all question 

responses among all survey participants, the data becomes interval level. 

Negative affectivity is evaluated by a modified version of the Positive and Negative Affect 

Schedule (PANAS-X scale). The modification of the scale consisted of a reduction of the amount 

of items on the scale for the current study from 60 to 20; 10 descriptors for positive affect (PA) 

scale (attentive, interested, alert, excited, enthusiastic, inspired, proud, determined, strong and 

active); and 10 descriptors for negative affect (NA) scale (distressed, upset-distressed; hostile, 

irritable-angry; scared, afraid-fearful; ashamed, guilty; nervous, and jittery). The validity for the 

negative affect portion of the PANAS scale ranges from .92 to .95 (Watson & Clark, 1999). The 

Cronbachs alpha reliability coefficients for the scale range from .85 to .90 for negative affect 

(Watson & Clark, 1999). See Appendix B for a reprint of the PANAS-X scale questions and 

rating system.  

Each rating on the PANAS-X positive and negative affect descriptions were totaled, averaged, 

and reported descriptively and evaluated by demographic variable delineation. Next, the positive 

and negative affect cumulative scores (i.e., sum of all ratings by all participants) were averaged 

(i.e., cumulative score divided by the number of participants) and compared. The cumulative 

negative affect average rating by participant was used in the inferential statistical calculations 

from which to test the corresponding hypothesis. 

Demographic variables. Demographic information were obtained from the sample via survey 

responses that includes age (in years), sex (male, female), race (Caucasian, non-Caucasian), 
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years of service, education level (high school, some college, associate’s degree, bachelor’s 

degree, master’s degree, doctorate), marital status (married, not-married, divorced), and precinct 

location. The scale of measurement for the demographic variables examined in this survey were 

measured at multiple levels to include, age, education, and years of service at the ordinal level. 

Race, sex, marital status, and precinct location were measured at the nominal level. 

Each of the demographic variables were numerically scored for data analysis purposes associated 

to the SPSS software platform. Each of the measures produced a numerical score associated and 

entered to facilitate statistical analysis. For each ordinal and nominal measure, numeric 

association corresponded to each of the demographic choices offered to study participants. The 

variable of age was separated into four categories to include ages 21-30 = 1, ages 31-40 = 2, ages 

41-50 = 3, ages 51 and over = 4. Education level was scored using a similar system: high school 

diploma/GED = 1, some college = 2, associate’s degree = 3, bachelor’s degree = 4, master’s 

degree = 5, doctorate = 6. Year of service was scored: years 1-2 = 1, years 3-4 = 2, years 5-10 = 

3, years 11-15 = 4, years 16-20 = 5, 21+ years of service = 6. Race was scored: White = 1, Black 

= 2, Hispanic = 3, Asian = 4, Native American = 5, Other = 6. Marital status utilized the same 

numerical model: never married = 1, married = 2, divorced = 3. Precinct location followed the 

same nominal model: North Precinct = 1 and South Precinct = 2. 

 

Data Collection and Analysis 
Description of the Sample 

Data sets were collected using a questionnaire survey (posted on Surveymonkey.com) and was 

available to participants from September 6th, 2011 through September 30
th

, 2011. Invitations to 

participate in the survey were distributed via email to 274 active officers for both the North and 

South precincts on September 6, 2011 using the internal Microsoft Outlook e-mail exchange 

server. To encourage participation, a full-color flyer was posted in high traffic locations at both 

precincts (North and South). Additionally, participation was verbally endorsed by the Sheriff of a 

populous county in a Pacific Northwest State in staff meetings for the duration of the survey. 

When the participants accessed the survey, they were asked to read and electronically sign a 

consent form for their responses to be used in the study. On completion of the questions, they 

were asked to submit the survey electronically. Upon submission of the survey, the results were 

then e-mailed from surveymonkey.com to the researcher’s personal email address. The data was 

then transferred into SPSS and the appropriate statistical tests were run to determine significance.  

This study included participants (n = 81) employed as sheriff’s deputies in a populous county in 

a Pacific Northwest State. Table 1 presents demographic data related to the subjects included in 

the sample: 
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Table 1 Summary of the Demographic Variables of the Study 

 
 

The North precinct represented 44.4% of the sample, and the South precinct represented 55.6% 

of the sample. The age ranges were as follows: 21 - 30 (23.5%), 31 - 40 (32.1%), 41 - 50 

(29.6%), 51 and over (14.8%). 92.6% were Caucasian and 7.4% were non-white. 51.9% of the 

participants were married and 48.1% were not married. The years of experience were as follows: 

1 - 2 years (19.8%), 3 - 4 years (32.1%), 5 - 10 years (25.9%), 11 - 15 years (16%), and 16 - 20 

years (6.2%). The education levels were as follows: HS Diploma/GED (28.4%), Some College 

(23.5%), Associates Degree (33.3%), Bachelor's Degree (12.3%), Master's Degree (1.2%) and 

Doctorate (1.2%).  

The response rate between the two precincts (North v. South) was anticipated. Although there are 

similar numbers of Deputy Sheriff’s working at the two locations, the placement of Deputies is 

predicated on a seniority based, employee bid system. The North Precinct experiences a lower 

call for service load. As previously mentioned the North Precinct population cache resides in a 

more rural environment and attracts more senior labor pool. Violanti and Aron (1993) state that 

the more senior the officer the more pronounced the “burnout” behavior. Lower survey return 

rates would present a natural outcome given the seniority disparity. The gender representation is 

not unanticipated. Hickey (2007) estimates the percentage of women in policing at 8 percent, 

which was consistent to the survey agency in percentage of female workforce among 

commissioned personnel (Niebusch, 2005). Nearly 78% of the surveys were returned by 

Deputies that possessed less than 11 years of experience. The average year of service within the 

research agency is 12 years of experience (Niebusch, 2005). Once again, the experience level of 

the Deputies that returned the survey would consistent with the complacency that occurs 

following 11 year of service, or the “realism” phase described by Schlnick and Bayler (1986) and 

represented in table 1: Police syndromes. The educational attainment of the participants is 

remarkable. Thibault, Lynch, and McBride (2004) estimate that 22% percent of police officers 

nationwide possess a college degree. In the present study, 48% of those that completed the 

survey possess a college degree. Nationwide, 38% of Americans hold a college degree, but in 

Washington State 42% of residents hold a college degree. The survey agency’s educational 

attainment would be in keeping with the national and state average, but far in excess of median 

police populations. Marital status of employees is not made public.  

Hypothesis 1 

Hypothesis 1 examines the relationship between negative affectivity (as measured by the 

PANAS-X scale) and burnout (as measured by the MBI scale). Specifically, the hypothesis being 

tested is as follows: There is no statistically significant relationship between burnout (MBI) and 
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negative affectivity (PANAS-X). To test this hypothesis, a Pearson Product-Moment correlation 

was conducted using a two-tailed test at α = .05. The results (see Table 2) indicate that there is a 

positive correlation between negative affectivity (M = 18.210 SD = 7.368) and burnout (M = 

70.531 SD = 13.683), r = .889, p < .001, n = 81.  

 

Table 2 The Pearson Correlation Results for the Relationship Between Burnout and Negative 

Affectivity 

 
 

For this study, the Negative Affectivity Scale and the Burnout Scale correlate at a significant 

level with each other. Due to these findings, the null hypothesis is rejected, and the research 

hypothesis is accepted. As such, higher burnout scores were associated with higher scores in 

negative affectivity. 

Hypothesis 2 

Hypothesis 2 examines the relationship between organizational citizenship behavior (OCB) and 

burnout, as measured by the MBI scale. Specifically, the hypothesis being tested is as follows: 

There is no statistically significant relationship between burnout (MBI) and organizational 

citizenship behavior (OCB). To test this hypothesis, a Pearson correlation was conducted using a 

two-tailed test at α = .05. The results (see Table 3) indicate that there is a significant negative 

correlation between organizational citizenship behavior (M = 129.333 SD = 24.971) and burnout 

(M = 70.531 SD = 13.683), r = -.744, p < .001, n = 81.  

 

Table 3 The Pearson Correlation Results for the Relationship Between Burnout and OCB 

 
 

For this study, organizational citizenship behavior and burnout correlate at a significant level 

with each other. Due to these findings, the null hypothesis is rejected and the research hypothesis 

is accepted. As such, higher burnout scores were associated with lower scores in organizational 

citizenship behavior. 

Hypothesis 3 

Hypothesis 3 examines the relationship between age and burnout as measured by the MBI scale. 

The hypothesis being tested is as follows: There is no statistically significant relationship 

between age and burnout (MBI). To test this hypothesis, a Pearson correlation was conducted 

using a two-tailed test at α = .05. The results (see Table 4) indicate that there is a statistically 

significant positive correlation between age (M = 2.407 SD = 1.034) and burnout (M = 70.531 

SD = 13.683), r = .223, p = .045, n = 81.  
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Table 4 The Pearson Correlation Results for the Relationship Between Burnout and Age  

 
 

For this study, age and burnout correlate at a significant level with each other. Due to these 

findings, the null hypothesis is rejected and the research hypothesis is accepted. As such, higher 

burnout scores were associated with increasingly advanced age of the participants. 

Hypothesis 4 

Hypothesis 4 examines the relationship between years of service and burnout as measured by the 

MBI scale. The hypothesis being tested is as follows: There is no statistically significant 

relationship between years of service and burnout (MBI). To test this hypothesis, a Pearson 

correlation was conducted using a two-tailed test at α = .05. The results (see Table 5) indicate 

that there is a statistically significant positive correlation between years of service (M = 2.568 SD 

= 1.161) and burnout (M = 70.531 SD = 13.683), r = .871, p < .001, n = 81.  

 

Table 5 The Pearson Correlation Results for the Relationship Between Burnout and Years of 

Service 

 
 

For this study, years of service and burnout correlate at a significant level with each other. Due 

to these findings, the null hypothesis is rejected and the research hypothesis is accepted. As such, 

higher burnout scores were associated with longer years of service. 

Hypothesis 5 

Hypothesis 5 examines the relationship between education level and burnout as measured by the 

MBI scale. The hypothesis being tested is as follows: There is no statistically significant 

relationship between education level and burnout (MBI). To test this hypothesis, a Pearson 

correlation was conducted using a two-tailed test at α = .05. The results (see Table 6) indicate 

that there is a statistically significant negative correlation between education level (M = 2.333 

SD = 1.061) and burnout (M = 70.531 SD = 13.683), r = -.781, p < .001, n = 81.  
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Table 6 The Pearson Correlation Results for the Relationship Between Burnout and Education 

Level 

 
 

For this study, education level and burnout correlate at a statistically significant level with each 

other. Due to these findings, the null hypothesis is rejected and the research hypothesis is 

accepted. As such, higher burnout scores were associated with lower education obtained by the 

participants. 

Hypothesis 6 

Hypothesis 6 examines the differences in burnout scores as measured by the MBI scale between 

male and female participants. The hypothesis being tested is as follows: There is no statistically 

significant relationship between burnout (MBI) delineated by male and female participants. To 

test this hypothesis, an independent-samples t-test was conducted to compare the difference in 

burnout scores in male and female participants using a two-tailed test at α = .05.  

 

Table 7 The Independent t-Test Results for the Differences in Mean Scores between Burnout 

and Gender  

 
 

For this study, there was not a significant difference in the scores (see Table 7) for male (M = 

70.080, SD = 13.655) and female (M = 76.167, SD = 13.963); t (79) =-1.049, p = .297. Due to 

these findings, the null hypothesis is accepted. 

Hypothesis 7 

Hypothesis 7 examines the differences in burnout scores as measured by the MBI scale between 

White and non-White participants. The hypothesis being tested is as follows: There are no 

statistically significant differences between burnout (MBI) delineated by White and non-White 

participants. To test this hypothesis, an independent-samples t-test was conducted to compare 

burnout scores in White and non-White participants using a two-tailed test at α = .05 (see Table 

8).  
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Table 8 The Independent t-Test Results for the Differences in Mean Scores Between Burnout 

and Race  

 
 

For this study, there was not a statistically significant difference in the scores for White 

participants (M = 71.093, SD = 13.431) and non- White participants (M = 63.500, SD = 16.183); 

t (79) = 1.314, p = .193. Due to these findings, the null hypothesis is accepted.  

Hypothesis 8 

Hypothesis 8 examines the differences in burnout scores as measured by the MBI scale between 

the North and South precincts. The hypothesis being tested is as follows: There are no 

statistically significant differences between burnout (MBI) delineated by North and South 

precincts. To test this hypothesis, an independent-samples t-test was conducted to compare 

burnout scores delineated by the North and South precincts using a two-tailed test at α = .05 (see 

Table 9).  

 

Table 9 The Independent t-Test Results for the Differences in Mean Scores between Burnout 

and Precinct  

 
 

For this study, there was not a significant difference in the scores for the North precinct (M = 

70.361, SD = 13.314) and the South precinct (M = 70.667, SD = 14.120); t (79) = -.099, p = .921. 

Due to these findings, the null hypothesis is accepted.  

Hypothesis 9 

Hypothesis 9 examines the differences in burnout scores as measured by the MBI scale between 

married and not married participants. The hypothesis being tested is as follows: There are no 

statistically significant differences between burnout (MBI) delineated by married and not 

married participants. To test this hypothesis, an independent-samples t-test was conducted to 

compare burnout scores delineated by married and not married participants using a two-tailed 

test at α = .05 (see Table 10).  
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Table 10 The Independent t-Test Results for the Differences in Mean Scores between Burnout 

and Marital Status  

 
 

There was a significant difference in the scores for married participants (M = 64.119, SD = 

11.129) and not married participants (M = 77.436, SD = 12.890); t (79) = -4.987, p < .001. For 

this study, there is a statistically significant difference in burnout scores, with not married 

participants showing significantly higher burnout scores than married participants. Due to these 

findings, the null hypothesis is rejected and the research hypothesis is accepted. As such, higher 

burnout scores were associated with non-married participants. 

 

Results, Conclusions and Recommendations 
Discussion of the Results 

Research Question 1. Research question 1 examines the correlations between burnout (MBI), 

negative affectivity (PANAS-X), burnout (MBI), organizational citizenship behavior (OCB), and 

selected demographic variables (e.g., age, years of service, and education level) for deputy 

sheriffs in a populous county in a Pacific Northwest State. 

Hypotheses for Research Question 1. Hypothesis 1 examines the relationship between burnout 

(MBI) and negative affectivity (PANAS-X). The statistical results of this study show a 

significant positive correlation (r = .889, p < .001, n = 81) between burnout and negative 

affectivity, consistent with findings of previous research. While no research has been conducted 

specifically on the relationship between burnout and negative affectivity, several studies show 

that negative affectivity has an adverse impact on turnover (Chiu & Francesco, 2003), a 

damaging effect on health and job satisfaction (Agho et al., 1993; Chiu & Kosinski, 1999; 

Cropanzano, James & Citera, 1993; Levin & Stokes, 1989; Staw, Sutton, & Felled, 1986), and 

decreases an officer’s confidence when critical decisions must be made (Crank, 1991; Klockars, 

1980).  

Hypothesis 2 examines the relationship between burnout (MBI) and organizational citizenship 

behavior (OCB). The statistical results of this study show a significant negative correlation (r = -

.744, p < .001, n = 81) between burnout and organizational citizenship behavior, consistent with 

findings of previous research. In a study on the negative consequences of emotional exhaustion, 

it was found that the relationship between emotional exhaustion (a condition of burnout) and 

effective work behaviors was mediated by a commitment to the organization (Cropanzano, Rupp, 

& Byrne, 2003).  

Hypothesis 3 examines the relationship between age and burnout (MBI). The statistical results of 

this study show a significant positive correlation (r = .223, p = .045, n = 81) between burnout 

and age, consistent with findings of previous research. 

Hypothesis 4 examines the relationship between years of service and burnout (MBI). The 

statistical results of this study show a significant positive correlation (r = .871, p < .001, n = 81) 

between burnout and years of service, consistent with findings of previous research. Bouza 

(1990) determined that multi-faceted roles expected of a police officer, and the inability to meet 
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these unrealistic goals to personal satisfaction, quickly depletes personal resources and creates a 

state of mind that leads, ultimately, to burnout. The optimism that is present in the expectations 

and attitudes of officers early in their career is replaced by increased personal and organizational 

cynicism and stress. 

Hypothesis 5 examines the relationship between education level and burnout (MBI). The 

statistical results of this study show a significant negative correlation (r = -.781, p < .001, n = 81) 

between burnout and education level, consistent with the findings of previous research. A 2003 

study of nurses working at university and state hospitals in an urban setting determined that 

education level was a valid predictor of burnout, with education negatively correlated with the 

experience of burnout (Demir A, Ulusoy M, & Ulusoy MF, 2003).  

Research Question 2. Research question 2 examines the differences in burnout (MBI), negative 

affectivity (PANAS-X), burnout (MBI), and organizational citizenship behavior (OCB), as 

delineated by selected demographic variables (e.g., North/South precinct, male/female, 

Caucasian/non-Caucasian, married/not married) among deputy sheriffs in a populous county in a 

Pacific Northwest State. 

Hypotheses for Research Question 2. Hypothesis 6 examines the differences in Burnout (MBI 

ratings) delineated by male and female participants. For this study, there was not a significant 

difference in the scores (t (79) =-1.049, p = .297) and the null hypothesis was accepted. This 

finding is consistent with McCarty, Zhao, and Garland (2007) who determined that while women 

may have unique circumstances that put them at higher risk for burnout, there was not a 

statistically significant difference between male and female participants. Similarly, Kurtz (2009) 

determined that males and females experience the effects of burnout differently due to 

differences in the method of expressing stress (telling war stories for males; showing emotional 

vulnerability for females); the level of family support, and lower salaries and tenure for females.  

Hypothesis 7 examines the differences in Burnout (MBI ratings) delineated by White and non-

White participants. For this study, there was not a significant difference in the scores (t (79) = 

1.314, p = .193) and the null hypothesis was accepted. This finding is not consistent with a study 

by He, Zhao, and Ren (2005) who found that White male officers reported higher levels of stress 

than Black male officers. The researchers in this study allowed that few studies have examined 

the relationship between race and burnout and that more research should be conducted to 

determine if stress affects the races differently.  

Hypothesis 8 examines the differences in Burnout (MBI ratings) delineated by North and South 

precincts. For this study, there was not a significant difference in the scores (t (79) = -.099, p = 

.921) and the null hypothesis was accepted. Morash, Haarr, and Kwak (2006) examined stress in 

different locales and found no variables in community conditions, token status, and lack of social 

support that would reliably predict stress. In this study, the North and South precincts were 

demographically and geographically similar enough to produce no statistically significant 

differences.  

Hypothesis 9 examines the differences in Burnout (MBI ratings) delineated by married not 

married participants. For this study, there was a significant difference in the scores for married 

participants and not married participants (t (79) = -4.987, p < .001) with not married participants 

showing significantly higher burnout scores than married participants. This is consistent with the 

findings of Martinussen, Richardsen, and Burke (2007), whose research showed that stability in 

marriage increased job satisfaction and had a mediating effect on the demands of the occupation 

and a lack of other resources that act as a buffer for burnout. In addition, White and Honig 
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(1995) found that satisfactory communication with a spouse was correlated with a decrease in 

burnout.  

The results of this study identify demographics that are more highly affected by burnout. 

Additionally, the internal resources organizational citizenship behavior and negative affectivity 

showed mitigating effects on burnout. Understanding that burnout has a negative impact on the 

individual officer that affects both personal and professional life; and that burnout has a negative 

impact on the department, creating a revolving door of employees that have careers of limited 

duration, adding financial strain to the department due to hiring and training replacement recruits 

and affecting the stability and morale of the department. The current hiring process for police 

recruits includes a pre-employment screening that determines an individual’s suitability for 

police work. In addition to questions about demographics that could potentially exclude a 

candidate from employment (age and education level attained) it also includes a battery of 

medical, psychological and background tests that determine a candidate’s ability to perform as an 

officer. While the current process requires an examination by a psychologist and several 

psychological screenings, there are no tools used to predict the probability that an individual 

candidate is at a high risk for burnout and therefore be an asset or liability to the department. 

Screenings for the internal resources of organizational citizenship behavior and negative affect 

would allow police departments to make determinations on hiring that could predict the success 

and longevity of an officer’s career.  

There were limitations to this study that could not be avoided. This study only examined scores 

of deputy officers employed by the research agency, and may not be generalizable to urban 

police departments. In addition, there is an overrepresentation of White male participants, also 

due to the singular nature of the population examined. The non-experimental nature of the study 

eliminated the ability to utilize a control group and state that any one variable had a direct effect 

on burnout. Finally, because this study was conducted using an online survey tool concerns arose 

regarding the ability of the participant’s ability to use this tool accurately. Many of the 

participants were over the age of 46 and their familiarity and competence with utilizing 

technology revealed possible deficits.  

Discussion of the Conclusions 

Police face a unique set of stressors that can be mitigated by personal, social, and professional 

resources. At this time, police departments are able to screen applicants using psychological 

tools such as the Minnesota Multiphasic Personality Inventory (MMPI and MMPI-2). While 

these tools are invaluable at determining an individual’s appropriateness for police work on 

scales such as depression, paranoia, psychasthenia and social introversion, they are poor 

predictors of a candidate’s ability to withstand burnout and the accompanying emotional 

exhaustion, depersonalization, and reduced personal accomplishment that can occur among 

individuals who work in high-stress professions. At this time, prescreening measures and 

rigorous academic and physical training determine an individual’s suitability at the beginning of 

their career, but are not good predictors of suitability when we examine burnout and the factors 

that influence it.  

In the conservation of resources (COR) theory (Hobfall, 1989) states that an individual’s 

experience of stress is related to the challenge of managing work and home related issues that 

arise, and that the inability to successfully navigate these issues can result in tension, depression, 

and dissatisfaction. As role conflict increases, fewer resources become available to mitigate the 

stressful effects of the losses (Hobfall, 2001). Long-term exposure to stressors can threaten and 

deplete the individual’s resources, despite attempts to mitigate or minimize losses, at a rate that 
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is higher than the individual’s ability to replenish them, creating a constant deficit of resources 

(Sonnentag, 2001). Individuals with stable internal resources, such as high organizational 

citizenship behavior and low negative affectivity, appear to be better equipped to cope with 

burnout. In addition, demographic variables such as marital status, education and length of time 

in position may add additional protective barriers to emotional exhaustion, depersonalization, 

and reduced personal accomplishment.  

At this time, police departments do not have the ability to predict a candidate’s likelihood to 

have a long and successful career. Most of the characteristics that are examined within the hiring 

process are overt: age, gender, race, marital status, and education level. While this study shows a 

favorable relationship between married, educated individuals and their ability to withstand 

burnout, this information does not predict that other, crucial components such as high 

organizational citizenship behavior and low negativity are also present. Similarly, while medical 

tests, psychological screenings, background checks can indicate a candidate’s suitability for the 

job, they do not assess underlying assets that can predict a good fit for a career in police work. 

Based on the results of this study, it is clear that desirable attributes that are not currently 

included in the hiring criteria may be a better predictor of success, specifically individual’s that 

show high organizational citizenship behavior and low negative affectivity. Adding these scales 

to the battery of psychological tests administered during the prescreening process is an upfront 

investment for the individual, department, and community; but based on the current information 

provided in this study, would be an investment that would pay off in officers with greater 

experience, resilience to stressors that are inherent in police work, and cohesiveness within the 

department. Finally, selecting a candidate with greater access to internal and external resources 

who is better able to acquire, accumulate and maintain resources to avoid the incapacitating state 

of burnout is a benefit to the individual officer, allowing for a career that is satisfying and meets 

their personal, social and occupational goals.  

Limitations 

Because of the nature of this study, limitations exist that could not be controlled by the 

researcher. The participants in the study are all deputy sheriffs in a populous county in a Pacific 

Northwest State who completed a survey delivered via link to their work email address. This 

group was chosen because of the familiarity and convenience of the researcher. The participant’s 

dual relationship as both employee and participant may have created a bias that affected their 

ability to honestly and accurately provide information that is sensitive and personal in nature. In 

addition, because there were no comparisons to agencies outside of the research agency, which is 

a combination of rural and suburban locations, it is impossible to infer the results of this study to 

urban police departments. Another limitation was tied to the population of interest: females and 

non-White minorities are underrepresented in the participant pool. The national average for 

females on a police force is 14.3%, while the females in this study made up only 7.4% of the 

total participants. The national average for non-White officers on a police force is 8%, and in this 

study represented only 7.4% of the total participants. The result of this variance from the national 

average is an overrepresentation of White male participants. Finally, there are inherent 

limitations and confounding variables to the structure of a correlational study due to the lack of a 

control group and therefore an inability to determine cause of relationships and differences. The 

result is an inability to infer the results to the entire population of police officers in the United 

States.  
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Conclusions 
An individual’s ability to cope with stress depends significantly on the internal traits and external 

resources that they possess; and their ability to gain new resources, maintain current resources 

and recoup lost resources. Hobfall’s conservation of resources (COR) model tells us that those 

best suited for a career in policing possess personal attributes or resources that allow them to 

weather personal, family and career crises. Using Hobfall’s model as a template, the 

psychological battery of tests for law enforcement should include screening applicants for 

personal resources to be drawn upon in times of stress, which should better predict career 

longevity. Two measures that predict a candidate’s susceptibility to burnout are the traits 

organizational citizenship behavior (OCB) and negative affectivity (NA). OCB is characterized 

by an individual participating in helping behaviors and gestures that benefit an organization or 

community and come from an internal desire to help, rather than an external requirement placed 

upon them. NA is characterized by negative emotional states that include pessimism, cynicism 

and a negative world view, and is frequently accompanied by feelings of depression and low 

self-esteem. Screening potential candidates for their placement on scales of OCB and NA would 

allow transparency on individual traits that are critical in the development of a psychologically 

healthy police officer and police department. While the stressors on police work are unique, this 

additional testing would be beneficial to other service oriented careers that experience a high 

level of burnout due to organization-specific stressors.  

An individual’s strongest and most altruistic desire to serve the public in a meaningful way such 

as police work is not enough. Resiliency to stress and the accompanying internal and external 

resources that are an integral part of a candidate are better indicators of a long career in police 

work and a measure of success for the individual, department and community.  

 

References 
Aaron, J. 2007. “Stress and coping in police officers.” Police Quarterly 4: 438-450. 

Agency Annual Report. 2005. Annual report. Retrieved from research.agency/Departments/ 

Sheriff. 

Agho, A., Mueller, C., & Price, J. 1993. “Determinants of employee job satisfaction: An 

empirical test of a casual model.” Human Relations 46: 1007-1027. 

Alpert, G., & Dunham, R. 1997. Critical issues in policing. 5
th

 ed. Illinois: Waveland. 

Alpert, G., & Dunham, R. 2004. Understanding police use of force. New York: Cambridge 

University Press. 

American Police Beat. 2004. Recruiting wars heat up. Retrieved from www.apbweb.com/ 

articles. 

Arrigo, B., & Garsky, K. 1997. “Police suicide: A glimpse behind the badge.” In R. Dunham & 

G. Alpert (eds.). Critical issues in policing. Illinois: Waveland, pp. 609-626. 

Babbie, E. 2006. Survey research methods. 2
nd

 ed. California: Cengage. 

Bayley, D. 1986. “The tactical choices of police patrol officers.” Journal of Criminal Justice 

15: 329-348. 

Bennett, A., & Schmitt, C. 2002. “The effect of work environment on levels of police cynicism.” 

Police Quarterly 5: 493-522. 

Bennett, M. 2006. “Training and retaining law enforcement officers.” 24/7 Magazine 12: 25-32. 

Bennett, W., & Hess, K. 2006. Management and supervision in law enforcement. 5
th

 ed. 

California: Cengage. 

http://research.agency/Departments/Sheriff
http://research.agency/Departments/Sheriff
http://www/


[24] 

 

International Journal of Crime, Law and Social Issues 

Vol. 6 No. 1 (January - June 2019) 

Berenson, M., Levine, D., & Krehbiel, T. 2006. Basic business statistics: Concepts and 

applications. 10
th

 ed. Illinois: Prentice Hall. 

Bidjerano, T. 2010. “Self-conscious emotions in response to perceived failure: A structural 

equation model.” Journal of Experimental Education 78: 318-324. 

Bostrom, M. 2005. “The influence of higher education on police officer work habits.” Police 

Chief Magazine 72 (10): 3-7. 

Bouza, A. 1990. The police mystique. New York: Plenum. 

Brand, D. 1999. “The future of law enforcement recruiting: The impacts of Generation X.” The 

Police Chief 66 (8): 52-63. 

Brandl, S. 1996. “In the line of duty: A descriptive analysis of police assaults and accidents.” 

Journal of Crime Statistics 24: 255-264.  

Brandl, S., & Stroshine, M. 2003. “Towards an understanding of the physical hazards of police 

work.” Police Quarterly 6 (2): 172-191 

Brock, E. 2010. “Locals face lack of new talent.” American City and County 125 (3): 20-20. 

Brough, P., & Frame, P. 2004. “Predicting police job satisfaction and turnover intentions: The 

role of social support and police organizational variables.” New Zeeland Journal of 

Psychology 33: 8-18. 

Bureau of Justice Statistics. 2008. Law enforcement management and administrative 

statistics. Retrieved from bjsdata.ojp.usdoj.gov/. 

Bureau of Labor Statistics. 2010. Census of fatal occupational injuries. Retrieved on from 

www.bls.gov. 

Chia-huei, W. 2009. “Role conflicts, emotional exhaustion and health problems: A study of 

police officers in Taiwan.” Stress and Health: Journal of the International Society for 

the Investigation of Stress 25: 259-265. 

Chiu, R., & Francesco, A. 2003. “Dispositional traits and turnover intention: Examining the 

mediating role and job satisfaction and affective commitment.” International Journal of 

Manpower 24: 284-298. 

Chiu, R., & Kosinski, A. 1999. “The role of affective dispositions in job satisfaction and work 

strain: Comparing collectivist and individualist societies.” International Journal of 

Psychology 34 (1): 19-28. 

Colaprete, F. 2009. Mentoring in the criminal justice professions. Illinois: Charles C. Thomas.  

Coman, G., & Evans, B. 1991.” Stressors facing Australian police in the 1990s.” Police Studies 

14: 153-165. 

Conlon, R. 2004. Blue blood. New York: Riverhead. 

Constant, T. 1992. Police stress: Burned out and up. Retrieved from realpolice.net. 

Cooper, C., & Davidson, M. 1982. High pressure: Working lives of women managers. 

London: Fontana. 

Cordes, C., & Dougherty, T. 1993. “A review and integration of research on job burnout.” 

Academy of Management Review 18: 621-656. 

Cotton, J., & Tuttle, J. 1986. “Employee turnover: A meta-analysis and review with implications 

for research”. Academy of Management Review 11: 55-70. 

CPP Inc. 2008. MBI product code 3467. Retrieved from www.cpp.com/detail/detail 

prod.asp?pc=35. 

Crank, J. 1991. “Work stress and job dissatisfaction in the public sector: An examination of 

public safety directors.” Social Science Journal 28 (1): 85-101. 

Crank, J. 2004. Understanding police culture. Ohio: Anderson. 

http://www.cpp.com/%20detail/detailprod.asp?pc=35
http://www.cpp.com/%20detail/detailprod.asp?pc=35


[25] 

 

International Journal of Crime, Law and Social Issues 

Vol. 6 No. 1 (January - June 2019) 

Creswell, J. 2003. Research design; Qualitative, quantitative and mixed methods 

approaches. California: Sage. 

Cropanzano, R., James, K., & Citera, M. 1993. “A goal hierarchy model or personality, 

motivation and leadership.” Research in Organizational Behavior 15: 267-322. 

Cropanzano, R., Rupp, D., & Byrne, Z. 2003. “The relationship of emotional exhaustion to work 

attitudes, job performance, and organizational citizenship behaviors.” Journal of 

Applied Psychology 88 (1): 160-169. 

DeMik, S. 2008. “Experiencing attrition of special education teachers through narrative inquiry.” 

High School Journal: The University of North Carolina Press: 23-32. 

Demir A, Ulusoy M, & Ulusoy M. 2003. “Investigation of factors influencing burnout levels in 

the professional and private lives of nurses.” International Journal of Nursing Studies 

40 (8): 807-827 

Dickinson, P., & Heim, W. 1997. Police management: Real world scenarios. Massachusetts: 

Pearson Publishing. 

Diener, E., & Emmons, R. 1984. “The independence of positive and negative affect.” Journal of 

Personality and Social Psychology 47: 1105-1117 

Egan, T. 2005. Police forces, their ranks thin, offer bonuses, bounties and more. Retrieved 

from www.nytimes.com. 

Farber, B. 1990. “Burnout in psychotherapist: Incidence, types, and trends.” Psychotherapy in 

Private Practice 8: 35-44.  

Feighan, M. 2012. Recent suicides highlight chronic stress officers face on the job. Retrieved 

from adgeoflifecanada.com/. 

Finn, P. 2000. “On the job stress: Reducing it and preventing it.” National Institute of Justice 

Journal 12: 18-24. 

Finneran, T. 2000. How high should moral standards be?. Retrieved from policemag.com. 

Fiske, S., & Taylor, S. 1991. Social cognition. 2
nd

 ed. New York: McGraw Publishing. 

Fogelson, R. 1977. Big city police: An Urban Institute study. Massachusetts: Harvard 

University Press.  

Freedy, J., & Hobfoll, S. 1994. “Stress inoculation for reduction of burnout: A conservation of 

resources approach.” Anxiety, Stress, & Coping 6: 311-325. 

Garner, J., Buchanan, T., Schade, T., & Hepburn, J. 1996. Understanding the use of force by 

and against the police: Research in brief. Washington, DC: The Police Foundation. 

Gilmartin, K. 2002. Emotional survival for law enforcement officers. Arizona: EZ Press 

Gilmartin, K., & Harris, J. 2001. Malcontent and disgruntled employees. What's a supervisor 

to do?. Retrieved from policechiefmagazine.org/magazine/. 

Glicken, M. 2003. Social research: A sample guide. Massachusetts: Pearson. 

Golembiewski, R., & Kim, B. 1991. “Burnout in police work: Stressors, strain, and the phase 

model.” Police Studies 14: 74-80. 

Goodman, A. 1990. “A model for police officer burnout.” Journal of Business and Psychology 

5: 85-99. 

Grandey, A., & Cropanzano, R. 1999. “The conservation of resources model applied to work-

family conflict and strain.” Journal of Vocational Behavior 54: 350-370. 

Greenhaus, J., Collins, K., Singh, R., & Parasuranman, S. 1997. “Work and family influences on 

departure from public accounting.” Journal of Vocational Behavior 50: 249-270. 

Gutek, B., & Koss, M. 1993. “Changed women and changed organizations: Consequences of and 

coping with sexual harassment.” Journal of Vocational Behavior 42: 28-48. 

http://badgeoflifecanada.com/


[26] 

 

International Journal of Crime, Law and Social Issues 

Vol. 6 No. 1 (January - June 2019) 

Haar R. 2005. “Factors affecting the decision of police recruits to dropout of police work.” 

Police quarterly 8: 431-453. 

Hailey, J. 2002. Why the sheriff’s office gets it right. Retrieved from heraldnet.com/. 

Harris, L., & Baldwin, J. 1999. “Voluntary turnover of field operations officers: A test of 

confluency theory.” Journal of Criminal Justice 27: 483-493. 

Hawkins, H. 2001. “Police officer burnout: A partial replication of Maslach’s Burnout 

Inventory.” Police Quarterly 4: 343-360. 

He, N., Zhao, J., & Ren, L. 2005. “Do race and gender matter in police stress? A preliminary 

assessment of the interactive effects.” Journal of Criminal Justice 33: 535-547. 

Hickey, T. 2007. Taking sides: Clashing views in criminal justice. Iowa: McGraw-Hill. 

Hobfoll, S. 1988. The ecology of stress. Washington, DC: Hemisphere. 

Hobfoll, S. 1989. “Conservation of resources: A new attempt at conceptualizing stress.” 

American Psychologist 44: 513-524. 

Hobfoll, S. 2001. “The influence of culture, community, and the nested-self in the stress process: 

Advancing conservation of resources theory.” Applied Psychology: An International 

Review 50: 337-421. 

Hobfoll, S., & Freedy, J. 1993. “Conservation of resources: A general stress theory applied to 

burnout.” In W. Schaufeli, C. Maslach, & T. Marek (eds.). Professional burnout: 

Recent developments in theory and research. Washington, DC: Taylor & Francis, pp. 

115-129. 

Hobfoll, S., & Lilly, R. 1993. “Resources conservation as a strategy for community psychology.” 

Journal of Community Psychology 21: 128-148. 

Hobfoll, S., & Shirom, A. 1993. “Stress and burnout in the workplace: Conservation of 

resources.” In T. Golombiewski (ed.). Handbook of organizational behavior. New 

York: Marcel Dekker, pp. 41-61. 

Hui, C., Lam, S., & Law, K. 2000. “Instrumental values of organizational citizenship behavior 

for promotion: A field quasi-experiment.” Journal of Applied Psychology 85: 822-828. 

Inciardi, J. 2007. Criminal justice. 8th ed. New York: McGraw Hill. 

Jackson, S., Schwab, R., & Schuler, R. 1986. “Toward an understanding of burnout 

phenomenon.” Journal of Applied Psychology 71: 630-640. 

Jansen, N., Kant, I., Kristensen, T., & Nijhuis, F. 2003. “Antecedents and consequences of work-

family conflict: A prospective cohort study.” Journal of Occupational and 

Environmental Medicine 45 (5): 479-491. 

Jones, A. 2005. Police recruiting faces suitability hurdles. Retrieved from hendonpub.com. 

Jurkeiwicz, C. 2000. “Generation X and the public employee.” Public Personnel Management 

29 (1): 55-65. 

Kahill, S. 1988. “Symptoms of professional burnout: A review of the empirical evidence.” 

Canadian Psychology 29: 284-297. 

Kaminski, R., & Sorenson, D. 1995. “A multivariate analysis of individuals, situations and 

environmental factors associated with police assault injuries.” American Journal of 

Police 14: 3-48 

Kappeler, V., Sluder, R., & Alpert, G. 1994. Forces of deviance: The dark side of policing. 

Illinois: Waveland Press. 

Klockars, C. 1980. “The Dirty Harry Problem.” Annals of the American Academy of Political 

and Social Science 452: 33-47. 

http://heraldnet.com/


[27] 

 

International Journal of Crime, Law and Social Issues 

Vol. 6 No. 1 (January - June 2019) 

K ohan, A., & O'Connor, B. 2002. “Police officer job satisfaction in relation to mood, well-

being, and alcohol consumption.” Journal of Psychology 136: 307-318 

Koogan, M. 2001. “Bridging the gap across the generation divide in the federal workplace.” 

Government Executive 9 (33): 16-21. 

Kopel, H., & Friedman, M. 1999. “Effects of exposure to violence in South African Police.” In J. 

Violanti & D. Paton (Eds.). Police trauma: Psychological aftermath of civilian 

combat. Illinois: Charles C. Thomas, pp. 99-112. 

Kroes, W., Hurrell, J., & Margolis, B. 1974. “Job stress in policemen.” Journal of Police 

Science and Administration 2: 145-155. 

Kurke, M.I., & Scrivner, E.M. 1995. Police psychology into the 21
st
 century. New York: 

Psychology Press. 

Kurtz, D. 2009. Burnout among police officers: Differences in how males, female police 

officers manage stress may accentuate stress on the job. Retrieved from 

www.sciencedaily.com/releases/ 2009/02.090226110651.htm. 

Lapierre, L., & Allen, T. 2006. “Work-supportive family, family-supportive supervision, use of 

organizational benefits, and problem-focused coping: Implications for work-family 

conflict and employee well-being.” Journal of Occupational Health Psychology 11 (2): 

169-181. 

Leedy, P., & Ormrod, J. 2005. Practical research, planning and design. 8
th

 ed. New Jersey: 

Prentice Hall. 

Leitner, M., & Maslach, C. 1988. “The impact of interpersonal environment on burnout and 

organizational commitment.” Journal of Organizational Behavior 9: 297-308. 

LePine, J., Erez, A., & Johnson, D. 2002. “The nature and dimensionality of organizational 

citizenship behavior: A critical review of meta-analysis.” Journal of Applied 

Psychology 87: 52-65. 

Levin, I., and J. Stokes. 1989. “Dispositional Approach to Job Satisfaction: Role of Negative 

Affectivity.” Journal of Applied Psychology 5: 752-758. 

Lifsher, M. 1999. State strains to recruit new police. Retrieved from proquest.umi.com. 

Lumb, R., & Breazeale, R. 2002. “Police officer attitudes and community policing 

implementation: Developing strategies for durable organizational change.” Policing and 

Society 13 (1): 91-106. 

Lyman, H. 1998. Test scores and what they mean. 6
th

 ed. Massachusetts: Allyn and Bacon. 

Lyman, M. 2008. Criminal investigation: The art and the science. 4
th

 ed. New Jersey: 

Pearson. 

Manning, P. 1978. “The police: Mandate, strategies, and appearances.” In P.  Manning & J. Van 

Maanen (eds.). Policing: A view from the street. California: Goodyear. 

Marine, A., Ruotsalainen, J., Serra, C., & Verbeek, J. 2006. “Preventing occupational stress in 

healthcare workers.” Cochrane Database of Systematic 4. doi: 10.1002/14651858.CD 

002892.pub2. 

Martinussen, M., Richardsen, A., & Burke, R. 2007. “Job demands, job resources, and burnout 

among police officers.” Journal of Criminal Justice 35: 239-249. 

Maslach, C. 1982. Burnout: The cost of caring. New Jersey: Prentice Hall. 

Maslach C. 1993. Burnout: A multidimensional perspective. New Jersey: Prentice Hall.  

Maslach C., & Jackson, S. 1986. Maslach burnout inventory. 2
nd

 ed. California: Consulting 

Psychologists Press.  

http://proquest.umi,com/
http://www.sciencedirect.com/science/journal/00472352


[28] 

 

International Journal of Crime, Law and Social Issues 

Vol. 6 No. 1 (January - June 2019) 

Maslach, C., & Leiter, M. 1997. The truth about burnout: How organizations cause personal 

stress and what to do about it. California: Jossey-Bass. 

Maslach, C., & Leiter, M. 2005. “Stress and burnout: The critical research.” In C. Cooper (ed.). 

Handbook of stress medicine and health. 2
nd

 ed. Florida: CRC Press, pp. 153-170. 

Maslach, C., & Leiter, M. 2008. “Early predictors of job burnout and engagement.” Journal of 

Applied Psychology 93: 498-512.  

Maslach, C., Leiter, M., & Schaufeli, W. 2009. “Measuring burnout.” In C. Cooper & S. 

Cartwright (eds.). The Oxford handbook of organizational well-being. Oxford: Oxford 

University Press, pp. 86-108 

Maxfield, M., & Babbie, E. 2005. Research methods for criminal justice professionals. 4
th

 ed. 

California: Cengage. 

Mayo Clinic. 2004. Job burnout: Don't let a demanding job affect your health. Retrieved 

from mayoclinic.com. 

Mazoni, P., & Eisner, M. 2006. “Violence between the police and the public.” Criminal Justice 

Behaviour 33: 613-645. 

McCarty, W., Zhao, J., & Garland, B. 2007. Occupational stress and burnout between male 

and female police officers: Are there any gender differences? Paper presented at the 

annual meeting of the American Society of Criminology, Atlanta, Georgia. 

McClenahen, J. 2003. “The next crisis: Too few workers.” Industry Week 5 (252): 40-45. 

McNeely, B., & Meglino, B. 1994. “The role of dispositional and situational antecedents in 

prosocial organizational behavior: An examination of the intended beneficiaries of pro-

social behavior.” Journal of Applied Psychology 79: 836-844. 

Montero-Marín, J., & García-Campayo, J. 2010. “A newer and broader definition of burnout: 

Validation of the Burnout Clinical Subtype Questionnaire (BCSQ-36).” BMC Public 

Health 10: 302-310. 

Morash, M., Haarr, R., & Kwak, D-H. 2006. “Multilevel influences on police stress.” Journal of 

Contemporary Criminal Justice 22 (1): 26-43. 

Moriarty, A., & Fields, M. 1990. “Proactive intervention: A new approach to police EAP 

programs.” Public Personnel Management 19: 19-3. 

Muchinsky, P. 2009. Psychology applied to work. North Carolina: Hypergraphic Press. 

Nardi, P. 2003. Doing survey research: A guide to quantitative methods. New York: Pearson 

Education. 

Neiderhoffer, A. 1969. Behind the shield. New York: Anchor Books. 

Nelson, J. 2000. Police brutality. New York: Norton. 

Niebusch, R. 2005. A statewide analysis of the costs associated with first year hires. 

Unpublished paper. 

Noblet, A., Rodwell, J., & Allisey, A. 2009. “Job stress in the law enforcement sector: 

Comparing the linear, non-linear and interactive effects of working conditions.” Stress 

and Health: Journal of the International Society for the Investigation of Stress 
25(1): 111-120. 

Oglesby, E. 1991. Introduction to law enforcement and criminal justice. California: 

Thompson/Wadsworth. 

O’Hara, A., & Violanti, J. 2009. “Police suicide: A comprehensive study of 2008 national data.” 

Journal of Emergency Mental Health 11 (1): 17-23. 

Organ, D. 1988. Organizational citizenship behavior: The good soldier syndrome. 

Massachusetts: Lexington Books.  



[29] 

 

International Journal of Crime, Law and Social Issues 

Vol. 6 No. 1 (January - June 2019) 

Organ, D. 1990. “Personality and organizational citizenship behavior.” Journal of Management 

20: 465-478. 

Organ, D., Podsakoff, P., & MacKenzie, S. 2006. Organizational citizenship behavior. 

California: Sage. 

Orrick, W. 2008. Recruitment, retention, and turnover of police personnel. Illinois: Charles 

C. Thomas. 

Ortmeier, P. 2006. Introduction to law enforcement and criminal justice. 2
nd

 ed. New Jersey: 

Pearson. 

Pacio, N. 2008. Cop crisis: Officer shortage has Oakland’s Police Department looking for 

more than just a few good me. Retrieved from journalism.berkeley.edu/. 

Parasuraman, S., Greenhaus, J., & Granrose, C. 1992. “Role stressors, social support, and well-

being among two-career couples.” Journal of Organizational Behavior 13: 339-356. 

Peak, J. 2009. Policing America: Challenges and best practices. 6
th

 ed. New Jersey: Pearson. 

Peak, J., Gaines, L., & Glensor, R. 2009. Police supervision and management. 4
th

 ed. New 

Jersey: Pearson Publishing. 

Picanol, J. 2009. “Coping styles that have a negative influence on police marriages.” 

Dissertation Abstracts International-B 70: 11. 

Pleck, J. 1985. Working wives/working husbands. California: Sage. 

Podsakoff, P., MacKenzie, S., Moorman, R., & Fetter, R. 2000. “Transformational leader 

behavior and their effects on followers’ trust in leader satisfaction and organizational 

citizenship behaviors.” Leadership Quarterly 1: 107-142. 

Pollock, J. 2007. Ethical dilemmas and decisions in criminal justice. 6
th

 ed. California: 

Cengage. 

Prince, H., Halstead. J., & Hesser, L. 2002. “Leadership in police organizations.” International 

Association of Chiefs of Police 12: 208.  

Ragnella, A., & White, M. 2004. “Race, gender, and motivation for becoming a police officer: 

Implications for building a representative police department.” Journal of criminal 

justice 32: 501-513. 

Regehr, C., LeBlanc, V., Jelley, R., & Barath, I. 2008. “Acute stress and performance in police 

recruits.” Stress and Health: Journal of the International Society for the 

Investigation of Stress 24: 295-303. 

Richardsen, A., & Martinussen, M. 2004. “The Maslach burnout inventory: Factorial validity and 

consistency across occupational groups in Norway.” Journal of Occupational and 

Organizational Psychology 77: 377-384. 

Rogers, L. 2010. Post-Traumatic Stress Disorder: A police officer’s report. Michigan: 

Sunrise Books. 

Rosenbaum, M., & Cohen, E. 1999. “Equalitarian marriages, spousal support, resourcefulness 

and psychological distress among Israeli working women.” Journal of Vocational 

Behavior 54: 102-113. 

Saathoff, K. 2009. Adapting to supervisor styles: The moderating role of employee 

intelligence on organizational citizenship behavior. Unpublished master’s thesis, 

University of Nebraska, Omaha. 

Schaible, L. 2006. The impact of emotional labor, value dissonance, and occupational 

identity on police officers levels of cynicism and burnout. Unpublished doctoral 

dissertation, Washington State University. 



[30] 

 

International Journal of Crime, Law and Social Issues 

Vol. 6 No. 1 (January - June 2019) 

Schaufeli, W., & Enzmann, D. 1998. The burnout companion study and practice: A critical 

analysis. London: Taylor & Francis. 

Schaufeli, W., & Salanova, M. 2007. “Efficacy or inefficacy, that's the question: burnout and 

work engagement, and their relationship with efficacy beliefs.” Anxiety Stress Coping 

20: 177-196.  

Schlichte, J., Yssel, N., & Merbler, J. 2005. “Pathways to burnout: Case studies in teacher 

isolation and alienation.” Preventing School Failure 50 (1): 35-40. 

Sharpley, S. 1996. “A Review of the contributions of psychologists to the study of stress.” Stress 

News 8 (3): 11. 

Shirom, A., Westman, M., Shamai, O., & Carel, R. 1997. “Effects of work overload and burnout 

on cholesterol and tryglycerides levels: The moderating effects of emotional reactivity 

among male and female employees.” Journal of Occupational Health Psychology 2: 

275-288. 

Sigel, L. & Senna, J. 2005. Introduction to criminal justice. 9
th

 ed. California: Cengage. 

Silbert, M. 1982. “Sexual abuse as an antecedent to prostitution.” Child Abuse & Neglect 11: 

371-383 

Skolnick, J. 1994. Justice without trial. New York: John Wiley and Sons. 

Skolnick, J., & Bayley, D. 1986. The new blue line. New York: Free Press. 

Sonnentag, C. 2001. “Work, recovery activities, and individual well-being: A diary study.” 

Journal of Occupational Health Psychology 6 (3): 196-210. 

Sparger, J., & Giacopassi, D. 1983. Copping out: Why police leave the force. California: Sage. 

Spector, P. 2000. “Why negative affectivity should not be controlled in job stress research: Don’t 

throw the baby out with the bath water.” Journal of Organizational Behavior 21 (1): 

79-95. 

Spielberger, C., Westberry, L, Grier, K., & Greenfield, G. 1981. The police stress survey: 

Sources of stress in law enforcement. Florida: Human Resources Institute. 

Staw, B., Sutton, R., & Felled, L. 1994. “Employee positive emotion and favorable outcomes in 

the workplace.” Organization Science 5: 51-71. 

Stevens, D. 2003. Applied community policing in the 21st century. New Jersey: Pearson. 

Sullivan, J. 2007. High tech jobs limit public sector hiring. Retrieved from http:// 

seattletimes.nwsource.com. 

Thibault, E., Lynch, L., & McBride, R. 2004. Proactive police management. 6
th

 ed. New 

Jersey: Prentice Hall.  

Torres, S. 2005. “Preparing families for the hazards of police work.” Police Chief Magazine 2 

(52): 7-14. 

Travis, L., & Langworthy, R. 2008. Policing in America. 4
th

 ed. New Jersey: Pearson. 

Tuck, I. 2009. “On the Edge: Integrating spirituality into law enforcement.” FBI Law 

Enforcement Bulletin 78 (5): 14-21. 

U.S. Department of Justice. 2010. Law enforcement officers killed & assaulted. Retrieved 

from: www.fbi.gov/. 

Van Dyne, L., Graham, J., & Dienesch, R. 1995. “Organizational citizenship behavior: Construct 

redefinition, measurement, and validation.” Academy of Management Journal 34: 765-

802. 

Violanti, J. 1995. “The mystery within: Understanding police suicide.” Law Enforcement 

Bulletin 64: 19-23. 

 



[31] 

 

International Journal of Crime, Law and Social Issues 

Vol. 6 No. 1 (January - June 2019) 

Violanti, J., & Aron, F. 1993. “Sources of police stressors, job attitudes and psychological 

distress.” Psychological Reports 72: 899-904. 

Violanti, J., & Marshall, J. 1983. “The police stress process.” Journal of Science and 

Administration 11: 389-394. 

Violanti, J., & Marshal, J. 1985. “Stress, coping, and alcohol use: The police connection.” 

Journal of Police Science and Administration 2: 106-110. 

Wagner, M., & Brzeczek, R. 1983. “Alcoholism and suicide: A fatal connection.” FBI Law 

Enforcement Bulletin: 8-15. 

Walker, S., & Kantz, C. 2002. The police in America. Columbus, OH: McGraw-Hill. 

Watson, D., & Clark, L. 1999. The PANAS-X: Manual for the Positive and Negative Affect 

Schedule-Expanded Form. Iowa: University of Iowa. 

Wasilewski, M., & Olson, A. 2008. Engagement: a time for building foundation. Retrieved from 

http://www.officer.com/web/online/Police-Life 

Whisenand, P. 2009. Managing police organizations. 7
th

 ed. New Jersey: Pearson. Williams, L., 

& Anderson, S. 1991. “Job satisfaction and organizational commitment as predictors or 

organizational citizenship and in-role behaviors.” Journal of Management 17: 601-617. 

Wilson, O., & McLaren, C. 1977. Police administration. 4
th

 ed. New York: McGraw-Hill. 

Wolpin, J., Burke, R., & Greenglass, E. 1991. “Is job satisfaction an antecedent or a consequence 

of psychological burnout?” Human Relations 44: 193-209. 

Wright, T., & Cropanzano, R. 1998. “Emotional exhaustion as a predictor or job performance 

and voluntary turnover.” Journal of Applied Psychology 83: 486-493. 

Yearwood, D. 2003. Recruitment and retention study series: Sworn sheriff’s personnel. 

Retrieved from ncjrs.gov. 

Zellers, K., & Tepper, B. 2003. “Beyond social exchange: New directions for organizational 

citizenship behavior theory and research.” Research in Personnel and Human 

Resources Management 22: 395-424. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 


