TENSION ON THE THIN BLUE LINE:
Police Officer Resistance to Community-
Oriented Policing

TODD J. DICKERTt
Western Michigan University

ABSTRACT: While over 60% of police agencies in the United States are either
implementing or planning for community policing (Annan, 1995), actual imple-
mentation of community policing practices is disjointed and has produced more
problems than solutions. One such problem is the resistance among officers to the
philosophy itself. In a study of the orientations of non-community policing of-
ficers in the largest public safety department in the US, it is determined that ele-
ments of the organizational culture of the police agency are not significant
predictors of support for the community policing philosophy. Rather, individual
orientations toward citizen involvement in crime prevention and job involvement
are predictors of officer support. Implications for police managers are discussed.

INTRODUCTION

Many law enforcement agencies across the US have implemented
or are currently implementing community-oriented policing (COP), the
most significant paradigm to emerge in law enforcement since the team
policing concept of the early 1970s. According to the Police Founda-
tion’s National Survey of Community Policing Practices funded by a
National Institute of Justice grant, 61% of local law enforcement agen-
cies in the US are either in the process of planning for or actually imple-
menting a COP program, and an additional 17% are seriously
considering such a program (Annan, 1995). This is an extraordinary
rate of implementation for a philosophy that is so very young (Angell,
1971, cf. Wilson & Kelling, 1982, 1989) and unproven (Clairmont, 1991;
Zhao & Thurman, 1997). The rise in prominence of COP programs has
frequently been attributed to the effectiveness of these programs at re-
ducing fear of crime in a community, the improvement and expansion
of the typical services provided by police agencies, and the emphasis on
police officers’ accountability to both the public and the police depart-
ment for which they work (Bayley, 1988; Goldstein, 1987, 1990; Pepin-
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sky, 1989; 'Trojanowicz & Bucqueroux, 1990; Trojanowicz & Carter,
1988; Wilson & Kelling, 1982, 1989; Wycoff, 1988).

With so many law enforcement agencies using or considering the
COP philosophy, there is a desperate need for a better understanding
of the major obstacles to successful implementation — among the most
significant of them being officer resistance to the philosophy. It is not
at all uncommon for officers to have a negative orientation toward the
COP philosophy. For example:

Community policing is total bullshit and a waste. . .We got a
memo. It said that community police officers are supposed to
respond to calls, generally, and engage in community policing
in their zones. But they do not respond to calls. They only
stay in their zones to do community policing (Dicker, 1998).

Individual officer objections to the COP philosophy are one thing.
When combined with organizational resistance, however, they present
an extraordinary challenge to the 78% of police chiefs who believe that
COP should eventually be implemented on a department-wide basis
(Annan, 1995). Such organizational resistance should not be taken at
all lightly.

Police and sheriff’s departments are some of the most intractable
and inflexible of public bureaucracies, capable of resisting and ulti-
mately thwarting efforts to implement change (Guyot, 1979). This
resistance is traditionally attributed to the rigid, paramilitary, and bu-
reaucratic organizational design of most police agencies and is credited
with the death of team policing (Sherman, Milton & Kelly, 1973). The
organizational dynamics of police agencies that are implementing the
COP philosophy — such as organizational culture, resistance to organi-
zational change, formal and informal lines of communication, peer and
reference group comparisons, and bureaucratic reorganization — are
woefully understudied in the literature (Greene, 1994). A vast majority
of literature on COP consists of anecdotal, qualitative evaluations and
case-study research or studies of the impact of COP on orientations,
rather than the reverse (cf. Rosenbaum, Yeh, & Wilkinson, 1994; Wil-
son & Bennett, 1994). Very few nationally generalizable analyses have
been performed, and none have adequately addressed the theoretical
issues behind officer resistance to COP implementation at the individ-
ual level. If this resistance cannot be overcome by those seeking to
change fundamental policing philosophy, it presents an ominous threat
to the successful implementation of COP, which once labeled a “failed
experiment,” will likely go the way of team policing.

The research goals of this study are to identify the major compo-
nents of police officer resistance to the COP philosophy and develop an
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effective methodology for developing an informed plan for the training
and education of officers that addresses these sources of resistance.
Here, data are examined from a major implementation of the COP phi-
losophy in the largest public safety department in the US. The study
consists of a quantitative analysis of survey data administered to non-
COP officers in the department’s 15-year-old program.

REVIEW OF THE LITERATURE

The natural result of widespread implementation of COP in so
many communities with very different characteristics is that the defini-
tion of COP has become substantially muddied in the literature. In
many cases, COP is merely a buzzword that a police department uses to
enhance its image as being responsive and community conscious (Ross,
1995; Trojanowicz, 1990). COP in these cases often amounts to little
more than alternative patrol strategies (e.g., officers on horses, on bi-
cycles, and on foot patrol). In other cases, COP is something done in
order to qualify for extensive federal assistance under the Crime Bill of
1994. In such instances, COP is frequently little more than an exercise
in police administrators’ creativity to identify existing programs that
have the appearance of innovative or community-based practices so
that federal agencies might allocate grant funds to them, such as, “We
have a DARE program and a Community Relations Officer, so we must
be doing community policing” (Ross, 1995; Zhao & Thurman, 1997).
Therefore, it is important to identify what COP is — and more impor-
tant, what it is not — to effectively ignore those agencies that have im-
plemented “community policing lite” rather than a more substantial
version.

Defining COP

Since the term “community policing” refers to a wide array of for-
mal and informal approaches to policing, criteria must be established
that allow researchers to sift through the unlimited styles and ap-
proaches to separate the wheat from the chaff. A starting point for such
criteria would be to require that true COP requires a combination of a
focus on changing the relationship between the police and the commu-
nity and changes to organizational strategies and tactics.

The Relationship Between the Community
and the Police

The first element recognizes that law enforcement agencies should
no longer view crime as a “police problem,” but instead that police
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should engage in a cooperative effort with community residents, busi-
ness owners, and other members of the community while viewing crime
as a “community problem” (Bayley, 1988; Brown, 1991, 1992; Gold-
stein, 1987, 1976; Trojanowicz & Bucqueroux, 1990; Trojanowicz &
Carter, 1988; Wilson & Kelling, 1982, 1989; Wycoff, 1988). This focus is
ubiquitous in the law enforcement community, evidenced by a prolifer-
ation of neighborhood police officers, town meetings, increased con-
tacts, and other efforts to involve citizens and reduce fear of crime in
neighborhoods (Brown, 1992; Wilson & Kelling, 1982, 1989).

Organizational Strategies and Tactics

“QOrganizational strategies” refers to specific changes in the organi-
zational structure, process, and culture that facilitate the implementa-
tion of specific program components. These changes include changing
the traditional paramilitary, bureaucratic organizational structure to al-
low for bottom-up decision making rather than the top-down variety
(Angell, 1971; Brown & Morgenthau, 1993; Goldstein, 1987; Ross, 1995;
Trojanowicz & Bucqueroux, 1990). Initiating a COP program also in-
volves eliminating any reactive policing style and adopting a problem-
solving orientation, which requires greater line-officer autonomy in
identifying, defining, and developing solutions to problems (Goldstein,
1990; Trojanowicz, 1990). The COP officer must be free to address
community problems as they arise, which implies a freedom to change
work schedules and maintain shift flexibility (McElroy, Cosgrove, &
Sadd, 1993). Patrol techniques, including innovative modes of transpor-
tation such as horseback or bicycle or reintroducing foot patrol are also
a common organizational strategy (Bayley, 1988; Trojanowicz & Carter,
1988; Wycoff, 1988). Finally, the use, dissemination and analysis of in-
formation are a critical element of the organizational strategies em-
ployed by law enforcement agencies (Burgreen & McPherson, 1992).
These organizational strategies are sometimes evident in COP pro-
grams, but all too frequently they are not.

This definition has the dual characteristics of being broad enough
to be able to apply to a variety of programs in very different community
and organizational settings as well as eliminating those programs that
are essentially public relations efforts (Ross, 1995; cf. Brown & Mor-
genthau, 1993). Any empirical evaluation of COP ought to carefully
consider whether or not the agency being examined has, in fact, imple-
mented the COP philosophy or whether it has simply implemented a
new public relations program. This determination will help to avoid
coming to an erroneous conclusion about whether the COP philosophy
works by basing the evaluation only on programs that actually are COP.
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COP Officers and Their Orientations Toward
the Philosophy

Most previous studies of COP assumed general support among po-
lice officers for the philosophy (Yates & Pillai, 1996). More recently,
studies have examined the impact of COP programs on officer attitudes
and orientations. For example, Lurigio and Skogan (1994) found that
Chicago police officers were dubious of the efficacy of COP and ambiv-
alent about its effects, and they lacked support for many of the program
components such as foot patrol. Rosenbaum et al. (1994) found that
COP had a neutral effect on officer attitudes and orientations toward
both the job, but some positive effects on officer attitudes toward the
community and the COP philosophy. Wilson and Bennett (1994) had
greater success in finding COP influences on police attitudes toward the
job, but found no correlation between COP on officers’ views on the
effectiveness of the philosophy. Several other studies report similar re-
sults (Greene & Decker, 1989; Hayeslip & Cordner, 1987; Lurigio &
Skogan, 1994; Wycoff & Skogan, 1992). Aside from studies of the im-
pact of COP programs on police officers who work in the program, no
empirical research has yet been conducted on non-COP officers’ atti-
tudes toward COP, an area that is critical if the philosophy is to be
expanded beyond its current implementation.

Non-COP Officers and Their Orientations Toward
the Philosophy

Officers who are not now in a COP assignment comprise the pool
of officers from which new or expanding COP programs will need to
draw their personnel. They are also part of the organizational culture
of the agency in which COP is conducted. If efforts to implement new
COP practices do not extend their reach beyond the basic assumption
that simply teaching officers about COP will eventually engender their
support — something the literature clearly does not support — police
managers and agencies will operate in the absence of training and im-
plementation tools directed at reducing non-COP officer support.

As defined, the philosophy of COP requires significant changes in
the role of the police officer. These changes encompass work methods,
reporting relationships, work schedules, and organizational policies and
as such can be expected to encounter significant resistance by a portion
of those officers (Carter, 1995; Ivancevich & Matteson, 1990; Lurigio &
Skogan, 1994; McElroy, Cosgrove, & Sadd, 1993; Sadd & Grinc, 1994;
Wycoff & Skogan, 1992). In addition to the difficulty of mobilizing the
community and planning for the implementation of an extensive COP
approach, COP must contain as an integral part of the plan the effort to
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win the hearts and minds of the officers charged with policing the com-
munity (Lurigio & Skogan, 1994; Sadd & Grinc, 1994).

Organizational Change and Resistance

Such a plan must be developed with a consciousness of the forces
that promote and inhibit change in an organization. This consciousness
should include an understanding that individuals require a certain
amount of stability and predictability in their lives and that major
changes such as the implementation of a new policing philosophy in a
department may threaten this basic need and increase the level of stress
experienced by the officers (Ivancevich & Matteson, 1990; Kotter &
Schlesinger, 1979). Understanding the stress induced by dramatic orga-
nizational change and why officers resist that change has tremendously
important consequences. In the street-level environment of a police of-
ficer — characterized by limited resources to accomplish the organiza-
tional mission, physical and psychological threats, and conflicting role
expectations —adaptations to organizationally imposed change can re-
sult in a variety of undesirable consequences. Officers may resort to
rationing their services to the public, resulting in inadequate application
of resources to resolve problems, unequal enforcement of the law, and
inflexibility in responding to different challenges (Carter, 1995; Lipsky,
1980).

Adaptation to organizational change can also result in the amplifi-
cation of bias in both the officers’ orientation toward the public and
their treatment of them by encouraging stereotyping and moral judg-
ments (Guyot, 1991; Lipsky, 1980; Maynard-Moody, Musheno, &
Palumbo, 1990; Sacks, 1978; Van Maanen, 1974, 1978; Wadman, &
Ziman, 1993). Therefore, the degree to which an officer supports dra-
matic philosophical change within a police agency is likely to be closely
related to the degree of involvement the officer has in that agency or
the degree to which the officer perceives that his or her own personal
cultural value system agrees with the organizational culture of the
agency (Carter, 1995). Some studies have suggested that COP might be
used as a tool to enhance job satisfaction and performance among po-
lice officers and in fact change the organizational values (Greene, 1994;
Rosenbaum et al.,, 1994). Until these organizational values are
changed, the individual officer who might otherwise support the COP
philosophy may feel dissonance with the organization, that is, if COP is
rejected by most officers in the agency or viewed as a deviant assign-
ment that makes one different, there may be a strong impetus to reject
the philosophy as aberrant as well.
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The Political Environment of the Agency
and Resistance

A plan to win the hearts and minds of police officers to COP must
also address the environmental forces driving this change in policing
philosophy. External forces driving change include the marketplace
and social and political changes (Carter, 1995; Ivancevich & Matteson,
1990). The current trend in federalism toward decentralization and
shifting the locus of policy control from the federal to state and local
governments has resulted in a strong community-based programming
movement (Zhao & Thurman, 1997). The drive for more efficient and
responsive government has led to changes in the tastes of the citizenry
away from professional policing and toward more responsive models.
The marketplace now demands flexibility and interaction at higher
levels than would be tolerated under the professional model of policing,
creating a strong motivation for police departments to offer COP pro-
grams as an enhanced product for public consumption. With this sub-
stantial shift from the professional to the COP models comes the
requirement that police officers have a certain level of confidence in the
ability of the community to accept its increased role in crime prevention
(Grinc, 1994). Some remain dubious about the likelihood of police ac-
ceptance of that increased role of the citizen. Officers have been
known to have an extremely negative orientation toward citizen in-
volvement in the crime prevention function:

Community policing won’t work. I don’t like it. [It assumes]
the people in the neighborhoods are willing to cooperate and
participate. That’s wrong. They’re not intelligent, they’re stu-
pid. They don’t like us. They band together to fight with
themselves and to fight with us. . .I don’t know why they hire
[community police officers], they are never over there. I see
them all the time having lunch over on the east side, doesn’t
do a damn bit of good. You know what you gotta do is do
something about the juvenile problem. Trying to get the com-
munity involved won’t work. People don’t want to get in-
volved. (Dicker, 1998)

Several empirical studies in the literature identify the sources of police
attitudes toward citizens. Some researchers suggest that a primary fac-
tor in the development of officer attitudes toward citizens is conven-
ience or the need to classify citizens quickly into categories (Lipsky,
1980; Sacks, 1978). The officer, faced with the task of making quick
judgments in order to sort problem individuals from the benign as accu-
rately as possible, has developed a sixth sense that is more concretely
based upon the incongruity of the individual with his surroundings or
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some other identifying factor (Sacks, 1978). Further complicating the
matter is the fact that police officers frequently come in contact with
the most undesirable elements of society and with otherwise upstanding
citizens in extremely undesirable circumstances (Wilson, 1983).

Such constant interaction with the consequences of human behav-
ior and individuals with penchants for conflict and disorder all have
their effects on the accuracy of police orientations toward citizens. Van
Maanen (1978) provides a particularly descriptive analysis of police cat-
egorization of citizens based upon the officer’s perception of the citizen
as being either a suspicious person, an asshole, or a know-nothing. The
category into which an individual citizen or group falls affects the of-
ficer’s subsequent behavior in any police-citizen encounter (Van
Maanen, 1978). Others have also suggested that there is a nexus be-
tween officer orientations toward citizens and officer behavior (Lipsky,
1980; Sacks, 1978; Wilson, 1983). Recent additions to this area of re-
search include detailed examinations of the effect of citizen demeanor
and behavior on officers’ decision to arrest (Worden & Shepard, 1996).
These linkages raise the important issue of how likely an officer who
perceives citizens in an undesirable light is to embrace a philosophy
that encourages greater interaction with them.

HYPOTHESES

The first step in understanding these complex issues is to empiri-
cally examine the attitudes and orientations of law enforcement officers
with regard to the COP philosophy and to identify the determinants of
support for the philosophy. Such an analysis is likely to yield valuable
information and strategies that can be used to overcome negative orien-
tations and the resistance to the philosophy that such orientations might
create. It is hypothesized in this study that the determinants of an of-
ficer’s orientation toward the COP — support or resistance — is de-
rived from three major sources: (1) the degree to which the officer
views the COP philosophy as an accepted part of the organizational
culture of the agency, (2) the degree to which the officer views himself
or herself as a part of that culture, and (3) the officer’s orientation to-
ward citizens and their involvement in the crime prevention function.

METHODOLOGY

These hypotheses will be tested by the administration of a survey
to the officers of the Kalamazoo, Michigan Department of Public Safety
(KDPS). KDPS is the largest public safety department in the US with a
total of 254 sworn officers. A public safety department is different from
a police department because public safety officers (PSOs) also respond
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to fires as certified fire fighters. Traditionally, public safety is an organi-
zational design suited to small communities that cannot afford full-time
fire departments. Kalamazoo, however, has the distinction of bucking
this trend by having consolidated police and fire departments in the
early 1970s. Eleven of the personnel are full-time firefighters, and the
remaining officers are PSOs with both certifications. The large size of
KDPS, however, ensures that the overwhelming majority of a PSO’s
time is spent on law enforcement matters. Additionally, survey results
with regard to job involvement and satisfaction, as well as extensive
qualitative interviews, confirm that these PSOs view themselves as po-
lice officers, and their firefighting responsibilities are an additional
component of their job, not a central one.

Background and Characteristics of the COP Program

Kalamazoo, with a 1997 population of approximately 83,000, is the
anchor city of a metropolitan area in Southwest Michigan. The depart-
ment has a long history of active experimentation with policing strate-
gies and philosophies. In 1985, the department initiated its current
COP program. This implementation has been strongly supported by
the chief, who has devoted a great deal of time and effort to studying,
implementing, and promoting the philosophy.

The KDPS community policing program is operated by the Crime
Prevention Office, which consists of eight full-time neighborhood liai-
son officers (NLOs) supervised by a sergeant. The program takes ad-
vantage of a large federal HUD grant that created five large, full-time
neighborhood organizations that are incorporated, well funded, and led
by professional staff. These neighborhood organizations coordinate
crime prevention activities with their assigned NLOs and provide an
infrastructure for citizen participation that is unusually solid and well
prepared for the task. The COP program engages in numerous commu-
nity based activities in the furtherance of its goals. For example, in the
last year NLOs attended 175 community meetings and presentations
attended by approximately 9,900 people. NLOs gave support to 17 dif-
ferent neighborhood associations, organized one new neighborhood
watch, and resurrected two more ailing programs. The COP program
officers developed and funded a citizen police academy, served on five
crime and neighborhood task forces, attended numerous community
functions, and participated with other law enforcement agencies in
planning their COP programs. They also delivered the community
partnership message by making 17 public appearances in the media and
at functions designed to raise community awareness of their opportu-
nity and responsibility to get involved in crime prevention.
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Despite extremely strong support from the KDPS chief and many
of the city commission members, the anecdotal evidence suggests that
the problem of resistance to the COP philosophy continues to be a chal-
lenge to the 12-year-old program. Non-COP officers have labeled the
NLOs “no longer officers,” and a strong resentment has grown toward
the NLOs emerging out of the perception that they have more flexible
schedules and do not perform the same level or difficulty of work of
“regular” PSOs. Some NLOs report that they have a great deal of diffi-
culty gaining respect from their coworkers and acknowledgment for the
successes that they generate for the department. Moreover, they are
growing frustrated by their ostracism from the organizational culture of
the Department.

Data Collection

A survey instrument was directed to all PSOs that were of the rank
of lieutenant or below who were not assigned to the COP program,
resulting in a target population of 224. The instrument was distributed
to the PSOs’ mailboxes with a cover letter from one of their fellow of-
ficers requesting their cooperation. Of the 224 valid surveys that were
distributed, 118 were returned for a 53% response rate, which was
rather encouraging given the single-wave mailbox distribution. Re-
spondents’ background characteristics were not statistically different
from known departmental characteristics.

The survey contained 65 questions divided into sections that probe
the officers’ orientations toward the department (e.g., organizational
trust, pride, or prestige in working for the department); orientations to-
ward fellow workers (e.g., supervisor trust); orientations toward the job
(e.g., perceived level of control over the work environment, job involve-
ment); orientations toward both the community-oriented policing phi-
losophy; and orientations toward citizen involvement in crime
prevention. All questions except for the sociodemographic background
variables asked the respondents to indicate their level of agreement
with a statement and were scored on a five-point Likert-type scale rang-
ing from 1 (strongly agree) to 5 (strongly disagree). To ensure honest
responses, statements were worded in both positive and negative tones
that required the respondent to alternate between agreeing and dis-
agreeing with various statements on the same dimension and necessi-
tated reverse-coding for many of the items during the analysis of the
data.
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Creation of Indexes

Individual questions were combined into indexes (see Table 1 for
index construction) to form multiple indicators. Such an index was
used as the measure that would serve as the dependent variable resist
(overall resistance to the COP philosophy, a = .87). For the measures
that address the first part of the hypothesis — the organizational cul-
ture and the degree to which the officer views the COP philosophy as
an accepted part of that culture — the measures ORGTRUST (level of
organizational trust, a = .85), DIFFER (the degree to which NLOs are
viewed as being different from regular officers, a = .70), PRIDE (the
level of pride the officer feels in being a part of the department, o =
.88), JOBINVOL (the level of job involvement the officer has, a = .76),
and SUPTRUST (the level of supervisor trust, a = .93) serve as in-
dependent variables. Finally, the measure of the officer’s orientation
toward citizens and their involvement in the crime prevention function
is CITIZEN (a = .82), another independent variable. The individual
measure of CONTROL (the level of perceived control over the work
environment) also is used. All indexes were tested utilizing confirma-
tory factor analysis and fine-tuned by using Chronbach’s alpha (a) as a
measure of index reliability. The dependent variables are examined
against the independent variables using bivariate correlation analysis to
determine which factors are associated with one another. Then, ordi-
nary least squares linear regression is used to estimate the effects of the
independent variables on the dependent variable.

FINDINGS AND ANALYSIS

Univariate Analysis

Table 2 provides frequency distributions for each of the dependent
and independent variables in the analysis. Several trends of import
emerge from the data:

The General Level of Support for the
COP Philosophy

Most respondents expressed some support for COP. For example,
58% of respondents indicated that they agreed or strongly agreed with
the statement, “I support the community policing philosophy,” and
56% disagreed with the statement, “Community policing doesn’t
work.” However, many of the respondents also displayed suspicions
that COP is sometimes put to other, less obvious purposes. For exam-
ple, 32% agreed that COP is just a fad that will go away and 39%
agreed that COP is just another way to get grant dollars. A total of
54% agreed that most new programs are really just public relations
efforts.
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TABLE 1
Construction of Indexes (Multiple Indicators)

RESIST: Resistance to the Community Policing Philosophy (a = .87)

Community policing is a fad that will eventually go away.
Community policing won’t improve police officers’ image.
Community policing doesn’t do much for the officers involved.
Community policing is just a way of getting federal dollars.

Most new programs are nothing more than public relations efforts.
Community policing officers are basically social workers with badges.
Community policing doesn’t work.

I support the community policing philosophy.*

ORGTRUST: Level of Organizational Trust (a = .85)

This department’s and my values are similar.

This department would lie to you if it was in its best interest.*
In this department you know where you stand.

This is a department you can depend on to do it right.

This is a department that is “good on its word.”

DIFFER: View that NLOs are Negatively Different from “Street Officers”
(o =.70)

1. Community policing officers aren’t like street officers.*
2. Community policing officers don’t work as hard as patrol officers.*

PRIDE: Level of Pride in Department (a = .88).

1. This department is a good place to work.
2. T am proud to tell others I am part of this department.

JOBINVOL: Level of Job Involvement (a = .76)

1. I am very much personally involved in my job.

2. Most of my interests are centered around my job.

3. I consider my job to be very central to my existence.

4. 1 like the law enforcement profession too well to give it up.
5. Law enforcement is the ideal profession for me.

SUPTRUST: Level of Trust in Supervisors (a = .93)

1. My supervisor is technically competent.
2. My supervisor usually makes the right decisions.
3. My supervisor usually follows through on assignments.

S BN ol a e

N WD

CITIZEN: Support Citizen Involvement in the Crime Prevention Function
(a=.82)

Law enforcement is easier to do when good citizens get involved.
Patrol officers should participate in community programs and meetings.
I can be more effective if I simply respond to calls.*

For the most part, citizens create more problems than they solve.*

I can do just about everything I need to do on this job without citizens’
help.*

Al

*NOTE: These items are reverse-coded.
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Organizational Trust

The overall level of organizational trust in this department is some-
what low. Strong evidence for this conclusion includes the finding that
79% of respondents agreed that commanders of the department would
lie to them if it was in its best interest, and 66% did not think the de-
partment was “good on its word.” This mistrust may very well be the
result of the history of the department over the past six years. While
the level of trust is low, it is interesting to note that these responses are
in direct conflict with the high level of responses on the PRIDE mea-
sure, to be discussed.

COP Officers Are Different from Regular Officers

There was strong agreement with the idea that COP officers are
different and that they work less than regular police officers. Some
50% agreed or strongly agreed with the statement that COP officers are
not like street officers, while 41% agreed or strongly agreed with the
statement that they do not work as hard as patrol officers.

Pride in the Department

Contrary to the organizational trust measure, 75% of respondents
felt that KDPS was a good place to work, and 54% were proud to tell
others that they were a part of this department. These results may be
surprising considering the lack of organizational trust. One interpreta-
tion of this apparent conflict is that the level of pride that an officer has
in working for this department is not associated with whether or not he
or she trusts the department, which leads to interesting questions for
further exploration.

Job Involvement

Similarly, most respondents reported high levels of job involve-
ment, e.g., 72% agreed or strongly agreed with the statement, “I am
very much personally involved in my job. Also, 56.6% of officers felt
that law enforcement was the ideal profession for them.

Supervisor Trust

Supervisors in this department enjoy a high level of trust from their
subordinates. A total of 62% of respondents rated their supervisors as
technically competent, 68% rated them as usually making the right de-
cisions, and 68% rated them as following through on assignments.



74 TENSION ON THE THIN BLUE LINE

Control over the Work Environment

There appears to be some dissension on the issue of whether or not
officers are satisfied with their level of control over the work environ-
ment. Respondents generally either felt they had too little control
(46%) or were satisfied with the level of control (33%) over the work
environment. Very few were neutral on this question.

Support for Citizen Involvement in Crime Prevention

Finally, there was consistent support for the premise that citizens
ought to get involved in crime prevention. Perhaps surprisingly, 63%
indicated that officers ought to participate in community meetings and
events.

Bivariate Correlations

In the bivariate analysis, background variables were entered into a
correlation matrix with the dependent variable to determine if any fac-
tors had an association with resistance to COP (see Table 3). Only one
of the background variables, RANK (coded 1 for patrol officer and 2
for all higher ranks), was significantly correlated (r = -.215, p = .028).
This is an indication that lower ranked officers have a greater level of
resistance to the COP philosophy.

Further examination of the bivariate correlations in Table 3 indi-
cates that for all of the variables associated with the organizational cul-
ture and the degree to which the officer feels a part of that culture,
there is a significant negative correlation with resistance. There is a
moderate negative association between RESIST and organizational
trust (r = -.376, p = .000), PRIDE in being a member of the department
(r = -.384, p = .000), and a somewhat stronger association between job
involvement and RESIST (r = -506, p = .000). There are additional
weaker but still significant negative associations between RESIST and
supervisor trust (r = -.223, p = .027) and satisfaction with the amount of
CONTROL over the work environment (r = -.238, p = .014). All of
these associations indicate that those officers who have higher orienta-
tions with regard to feeling a part of the organization, in control of their
work environment, and personally involved in the job tend to exhibit
less resistance toward the COP philosophy.
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TABLE 3
Pearson Product Moment Correlations (Pearson’s R)

Resistance to

(0/0) 4
Item Philosophy Significance
Background Characteristics
Length of time in law enforcement -.005 .960
Age .038 709
Gender .014 892
Rank -215%* .028
Ethnicity -139 158
Educational Attainment 130 187
Orientations Toward Department and Citizens

Organizational Trust -376%** .000
Pride in Department 384 .000
Job Involvement -.506** .000
Supervisor Trust -223% 023
Satisfied with Control over Work

Environment -238** .014
Community Policing Officers Are

Different 489 .000
Support for Citizen Involvement in

Crime Prevention - 122%%* .000

*P < .05, ** P < .01, *** P < .001

NOTE: Listwise deletion of missing values, n = 101

The only positive correlation is a moderate to strong relationship
between RESIST and the belief that COP officers are different from
“regular” officers (r = .489, p = .000). This is an indicator of an orienta-
tion in which those who support COP more tend to view NLOs as being
less different from other officers in the department. Finally, there is a
very strong correlation between RESIST and support for citizen in-
volvement (r = -.734, p = .000). This relationship is to be expected and
tends to confirm the internal reliability of the measure for resistance to
COP by indicating that those who believe in more citizen involvement
in the crime prevention effort also tend to view COP positively, and
vice versa.
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Multivariate Analysis

Finally, utilizing ordinary least squares linear regression (OLS), all
the independent variables were regressed against the dependent varia-
ble to determine if the correlation relationships revealed in the bivari-
ate analysis had a direct effect on the dependent variables. As a
precautionary measure against multicollinearity — many of the in-
dependent variables were correlated with one another — stepwise re-
gression with a minimum significance of F for entry into the model of p
= .05 was used to identify only those independent variables that made
significant contributions to the regression model. The results of the re-
gression analysis, shown in Table 4, indicate a very strong regression
model (r-square = .679, df = 8, F = 25.118). The regression analysis,
however, revealed that several of the independent variables did not
bear a predictive relationship with the dependent variable, despite the
fact that they were correlated with it.

TABLE 4
Regression Analysis on Resistance to the
Community-Oriented Policing Philosophy

Variable B SEB B Description

RANK 341 734 029 Rank (patrol versus sergeant or above)

ORGTRUST 128 136 .084 Level of organizational trust

DIFFER 825 183 283***  Views community officers as negatively
different from “regular” officers

PRIDE 293 267 106 Pride in being a part of the department

JOBINVOL -384 115 -245%** Level of job involvement

SUPTRUST 016 145 008 Level of supervisor trust

CONTROL 533 373 .098 Satisfied with the amount of control
officer has over work environment

CITIZEN -906  .112 -542*** Support for citizen involvement in crime
prevention

R? = 679, SEE = 3.45, df = 8, F = 25.118***
*P < .05, ** P < .01, *** P <.001

The standardized regression coefficients (B) revealed that the
strongest predictor of resistance to the COP philosophy is CITIZEN
(support for citizen involvement in crime prevention) with a § of -.542
(p < .001). Among the organizational culture independent variables,
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DIFFER (the belief that COP officers are different from regular of-
ficers) was a significant predictor of resistance (B = .283, p < .001), as
was JOBINVOL (job involvement, § = .245, p < .001). No other in-
dependent variables were significant predictors of COP resistance.

The inverse relationship between CITIZEN and RESIST is ra-
tional and expected. The greater is one’s support for involving citizens
in crime prevention, the lesser is one’s resistance to the philosophy.
The other two significant predictors of the dependent variable, DIF-
FER and JOBINVOL, also have a logical connection to support for
COP.

The desire of officers to fit into the organizational culture of the
agency is similar to that of any member of a group, though it is likely
enhanced by the understanding that an officer’s life sometimes depends
on the competence and alertness of fellow officers. The level of confi-
dence in fellow officers required by the street environment makes of-
ficers sensitive to the potential weaknesses or predictors of an officer’s
inability to perform in a crisis. This central element of the police cul-
ture means that factors that make officers seem different from the norm
may be interpreted as signs of potential unreliability. If one views COP
officers as different, and perhaps as even lazy as a result of the flexible
schedule or the fact that COP officers must sometimes remove them-
selves from the possibility of responding to calls for service, one might
view such differences as undesirable. Any job assignment, including
that of COP, that makes an officer different from the norm would cre-
ate resistance to the assignment in the mind of the officer. Conversely,
those who do not view COP officers as being negatively different from
other officers would not have as great a level of resistance.

The third predictor of support, the level of job involvement felt by
the officer, carries with it several possible interpretations. First, an of-
ficer who is more personally involved in his or her job might be predis-
posed to support innovative and community-oriented programming.
This predisposition may come from a realization that the professional
model of policing does not achieve the desired outcomes and from a
personal commitment to try in its place anything that works. Those of-
ficers who feel comfortable with the impersonal, bureaucratic role of
being a cog in the great machine of law enforcement (which results
from the professional model) would not necessarily experience the
same level of job involvement or commitment to try COP. Second, of-
ficers with higher job involvement might support programs they feel to
be of a higher caliber of service to the community and thus feel more
capable of achieving the organizational mission to which they feel a
higher degree of personal dedication. Finally, officers who feel greater
job involvement may be more disposed to support any department pro-
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gram. Therefore, they may score higher on the measure for support for
COP than other officers simply because they are more supportive in
general of all departmental policies and initiatives. Further analysis of
this relationship through the examination of other departments may re-
veal which of these interpretations is the most valid.

POLICY IMPLICATIONS

These data suggest that law enforcement officials, city and county
managers, or elected officials interested in increasing the likelihood of
successfully implementing COP in their communities should focus their
attention on the following areas.

Recruitment

Officers that are personally involved in the law enforcement pro-
fession should be sought. Personal involvement includes thinking that
law enforcement is ideally suited to their life goals. Applicants who are
entering the field for reasons of convenience, such as discharged mili-
tary personnel looking for a place to work while they seek other career
goals or those who enter the field knowing that they are only interested
in being police officers for a limited time, are less likely to be commit-
ted to COP than those who are fulfilling a personal calling to the job.
Also, job applicants should be examined for the characteristic of a high
regard for citizen involvement in crime prevention. Questions on the
job application or during the interview process can help to identify
those who have such opinions. Further, previous behavior of an appli-
cant that indicates a personal willingness to get involved as a citizen can
highlight this orientation. Such evidence might include participation in
neighborhood watch or crime prevention organizations. Other impor-
tant indicators include volunteering in community organizations, in-
volvement with human service organizations, or even the type of course
work or major selected in college.

Training

It is important to emphasize to street officers that COP officers are
“real” police officers. When COP officers make notable arrests or have
similar successes, the other officers should hear about them. Incorpo-
rating COP in the field training of new officers will show them what
COP officers do and thus remove the mystery behind their assignments.
Appointing one or more of the COP officers as a field training officer
(FTO) would ensure that new recruits receive training from COP of-
ficers during their initial exposure to the department. This field training
period provides recruits with exposure to the philosophy and activities
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of COP during a time in which they are open-minded, impressionable,
and eager to emulate their superior officers.

Management

The idea that COP officers are real police officers should be rein-
forced through departmental policies. Although COP requires flexible
schedules for the officers assigned to the unit, it does not preclude them
from participating in roll call or performing significant patrol functions.
Requiring COP officers to respond to calls whenever possible will in-
crease their interaction with other officers and give them opportunities
to establish credibility. COP officers should understand the importance
of maintaining a proper appearance to their fellow officers and behave
accordingly. Some jurisdictions require COP officers to respond to
every call within their assigned neighborhood, a practice strongly sup-
ported by this study. Department policy should require COP officers to
place backup high on their list of priorities. A common complaint
heard about COP officers is that they are not available to provide
backup for other officers or relief from heavy numbers of calls. Non-
COP officers, however, should be reminded that COP ultimately
reduces the number of calls and that it is in their best interest to have
COP officers on the job.

CONCLUSION

The fact that positive orientations toward the COP philosophy are
the result of orientations toward citizen involvement, job involvement,
and whether community police officers are like other officers is interest-
ing. However, even more interesting are which variables do not predict
support for COP. Neither rank, organizational trust, level of pride in
the department, supervisor trust, nor satisfaction with the amount of
control over the work environment predicted support for COP. All of
these variables have in common the fact that they are measures of com-
mitment and involvement in the organizational culture of the
department.

Those variables that significantly predicted support for COP also
have something in common — they are all more personal orientations,
that is, they are more internal orientations rather than orientations re-
garding the external environment or the department. The implications
for overcoming officer resistance to COP in future implementations of
the philosophy must include the realization that — in developing a plan
to win over the hearts and minds of police officers to the philosophy —
special care must be given to understanding that organizational culture
is not necessarily a strong predictor of rejection of the philosophy. It is
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those officers with lower morale or job involvement that are most likely
to resist the change in philosophy. Attempts to introduce COP to a
department must address the feelings of the officers who will ultimately
determine the success or failure of the effort.
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