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Abstract

The present study examines whether, and to what degree, supervisor support in law enforcement is
associated with job satisfaction, holding the effects of age, rank, education, gender, and working unit
as constant in the analysis. A total of 216 Turkish National Police (TNP) employees working in
Istanbul Police Department, comprising 185 regular police officers and 31 ranked police officers,
completed the study survey. The influence of supervisor support on the job satisfaction levels of TNP
employees was analyzed by structural equation modeling (SEM) under the theoretical framework of
Frederick Herzberg’s two-factor theory. The results of the study indicate that TNP employees’
perceived supervisor support has a statistically significant positive effect on their job satisfaction levels.
The more TNP employees perceive their supervisors as supportive, the higher their job satisfaction
levels. Among the five demographic variables, only working unit of TINP employees makes
statistically significant contribution to their job satisfaction levels. The predictor variable of supervisor
support along with working unit collectively, explain 45 % of the total variation in job satisfaction.

Keywords: Job Satisfaction, Supervisor Support, Working Unit, SEM, Turkish National
Police.

Introduction

It has been accepted that people working in occupations where they are expected to
deal with the problems of others, such as health care, teaching, and especially law
enforcement, may suffer more stress than people do in other professions (Finn & Tomz,

1998).
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Several studies of law enforcement stress have found that work-related factors are the
main source of stress for law enforcement personnel, stress that is directly related to their
psychological, emotional, and physiological well-being (Harpold & Feemaster, 2002).
Decline in job satisfaction, increased family problems, substance and alcohol addiction and
reduced performance are among the notable consequences of occupational stress (Ivanhofft,
1994; Violanti, 1997).

In the current environment including pockets of international terrorism, police officers
perform their duty in the face of high demand and increasing at-risk situations. Gershon
(2000) concur that working under continuously stressful conditions leads to the
dissatisfaction and exhaustion of police officers. The stressful conditions that law
enforcement officers are exposed can affect both their work-related and their physiological
wellbeing. Ortega et al. (2007) point out that police officers work in a unique
environment, subjecting themselves to potentially traumatic events in conditions that
impact their emotional and physical well-being.

There is a strong positive relationship between individual performance and
organizational performance: the higher the well-being of the officers, the higher the
overall agency performance (Brough & Williams, 2007). Law enforcement managers must
be aware that the success of any law enforcement agency depends on the well-being of its
members. It is thus important for law enforcement agencies to devote significant time to
understanding the factors within the organization and how they affect the employees.

The purpose of the study is to understand the direction of the relationships, if any,
among supervisor support, job satisfaction of law enforcement officers in the Turkish
National Police (TNP). More specifically, the study investigates how the supervisor
support reported by law enforcement officers may affect their job satisfaction levels.
Identifying the effects of supervisor support to the job satisfaction levels of officers
provides an opportunity for police managers to shape organizational culture positively and
adopt operational policies that improve organizational performance.

Review of Literature

Job satisfaction in human service occupations such as law enforcement has both
extrinsic and intrinsic aspects. The extrinsic aspects of job satisfaction are considered to be
the salary and promotion provided by the organization. The intrinsic aspects are work
with citizens and colleagues, educational opportunities, organizational support, personal
needs of recognition and accomplishment, and social support (Koeske et al., 1994; Davis,
1996).

The concept of job satisfaction is generally defined as one’s cognitive, emotional, and
behavioral responses to a job as a result of evaluation of job features and job-related events
(Locke, 1976).

One of the most comprehensive definitions of job satistaction is made by Spector
(1997). Spector (1997) defined job satistaction as “How people feel about their jobs and different
aspects of their jobs. It is the extent to which people like or dislike their jobs” (p. 2). He also states
that job satisfaction has nine aspects: pay, promotion, supervision, benefits provided,
contingent rewards as a means of recognition and appreciation, operating procedures and
policies, dealing with coworkers, nature of the work, and communication within the
organization (Spector, 1997).

Koeske et al. (1994) note some extrinsic aspects of job satisfaction: salary and
promotion provided by the organization, the intrinsic aspects include work with citizens
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and colleagues, educational opportunities, organizational support, personal needs for
recognition and accomplishment, and social support.

Buitendach and De Witte (2005) describe job satisfaction as an affective or emotional
reaction to a job as a result of the comparison the actual outcomes with the required
outcomes. Job satisfaction is experienced if employees feel that their individual capacities
and values can be utilized in the work environment and the opportunities and rewards are
offered in work environment.

Violanti and Aron (1994) found a strong and positive relationship between high level
of job satisfaction and the psychological well-being of police officers. Job satisfaction is
considered as one of the strongest predictors of a valued organizational outcome and
commitment (Jaramillo et al., 2005).

Social support is defined as an informal social network of interpersonal transactions
providing practical assistance and information along with emotional concern. Two
important sources of social support are supervisors and colleagues (Etzion, 1984). A direct
negative association is found between social supports and such threats to valued
organizational outcomes as absenteeism, turnover, and job dissatisfaction (Perrewe &
Carlson, 2002).

Social support has been found to be both directly and indirectly related to increased
well-being (Cohen & Wills, 1985). Workplace support improves employee wellbeing by
reducing work-related adverse outcomes such as job dissatisfaction and worsened mental
health (Moyle, 1998). Carlan (2007) states that one of the main reasons for work-related
dissatisfaction that is mentioned by law enforcement officers is stress directly related to the
organizational characteristics of workplace.

In quasi-military organizational structure where top managers dominate the managerial
relations and do not support to subordinates, their job dissatistaction is an inevitable result
(Pursley, 1974). Supervisors in charge of enforcing the practices and rules of the
organization with subordinates are seen as important figures in the organization, since they
have some flexibility in reflecting policies and practices to personnel (Ellison, 2004).
Employees in the same law enforcement agencies but different departments can perceive
the same rules and procedures difterently because of the management styles of their
supervisors. Schwabe et al. (2001) concluded that creating a law enforcement workplace
where employees can interact with each other in a more cohesive way is directly related
to their stress levels, meaning that in such environment employees experience less stress
regardless of how many criminal activities they must handle.

Earlier research (Eisenberger et al., 1986) identified the supervisor’s attitudes towards
subordinates are indicators of organizational support because a supervisor, as an agent of
the organization, has discretion and responsibility for managing and assessing subordinates’
performance. Characteristics of supervisor support are showing tolerance for employees
who have difficulties with tasks, giving credit for jobs well done, and providing incentives
for employees to perform better. Even listening to employees’ complaints about workplace
stress is an important step for supervisors to mitigate employees’ stress, although that does
not change anything; it makes them feel better (Wicks, 2005).

The quality of workplace social support as perceived by employees is strongly related to
burnout, (Brown & O’Brien, 1998) and to job satisfaction (Eisenberger et al., 1997).
According to a study conducted by Pienaar, Sieberbagen and Mostert (2007), social
support coming from the supervisor was found to be strongly related to job satisfaction.
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One of the most important predictors of job satisfaction is support provided by the
organization according to the results of many studies related to the antecedents of job
satisfaction (Rhodes & Eisenberger, 2002; Stamper & Johlke, 2003). Supervisor supporting
coworker was found to have a positive impact on job satisfaction (LaRocco & Jones,
1978). Many research findings reveal that the lack of management or supervisory support
leads to increase in job stress and decrease satisfaction (Jaramillo et al., 2005; Toch, 2002).
Ganster et al. (1996) found that supervisor’s role within the organization and officer’s
autonomy over tasks, decisions, and resources have direct impact on employees’ physical
and emotional well-being.

Gender, age, working experience in the department, rank, and assignment type are the
common demographic variables in most studies of police stress (Violanti & Aron, 1995;
Newman & Rucker-Reed, 2004). Zhao et al. (1999) cited as representative individual
level variables that are associated with burnout and reduced job satisfaction: service years,
gender, and shift work. British researchers (Johnson et al., 2005 as cited in Martinuessen et
al.,, 2007) found that as age rises, officers experience higher levels of job satisfaction and
less stress.

Theoretical Framework and Research Hypothesis

Frederick Herzberg’s two-factor theory (also known as Motivator Hygiene Theory) is a
theoretical framework of this study. He developed this theory to explain satisfaction and
motivation of the employees in the workplace. This theory states that satisfaction in the
workplace is driven by motivation and hygiene factors. Motivation is considered an inner
force that drives employees to attain personal and organizational goals. Motivating factors
are considered to be intrinsic to the job, or the work carried out. Hygiene factors are all
related to aspects of the working environment such as supervisory practices, working
conditions, and organization policies.

Frederick Herzberg describes the motivating factors as the six important job content
factors that include achievement, recognition, work itself, responsibility, advancement,
and possibility of growth. On the other hand, he explains the hygiene factors as the job
context factors including supervision, company policy, relationship with supervision, work
conditions, relationship with colleagues, salary, personal life, relationship with
subordinates, status within the organization, and job security perceived (Ruthankoon &
Ogunlano, 2003).

Based on the Frederick Herzberg’s two-factor theory assumptions, conceptually sound
and theoretically relevant model of the study is developed to evaluate the effects of
supervisor support on the job satistaction levels of TNP employees.

In the light of empirical findings from the literature and the theoretical framework
above, the following hypothesis is developed to test the structural relationship between
supervisor support and job satisfaction

H: Turkish National Police (TNP) employees’ self-reported supervisor support level is
positively associated with their job satisfaction levels.

Methodology
Sampling

The unit of analysis of this study is the individual active police officer in the city of
Istanbul. Currently, the Istanbul Police Department has about 40,000 active members.
Sampling includes consideration of the TINP as the only national police organization in
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Turkey in which members are randomly appointed on a rotating basis to 81 cities of
Turkey for specific periods of time. Istanbul is the biggest city of Turkey with a
population of more than 15 million. The survey was sent to 516 active police officers in
Istanbul. Web-based survey was used to collect the data. Advantages of internet surveys
include having no time limitations for participants’ access of the survey (Birnbaum, 2004)
and its convenient nature for data coding and entry (Bartlett, 2005). The samples were
randomly selected from Department of Personnel lists, using a stratified random sampling
method. The personnel lists contain complete contact information on all active police
officers from which the study sample is derived.

Survey Instrument

The questionnaire consists of three sections, beginning with measurement of the
perceptions of Turkish National Police (TNP) members working in Istanbul Police
Department about the job satisfaction.

This study used the Job Satisfaction Survey developed by Spector (1985) to measure
the TNP employees’ perceptions of job satisfaction. The reasons why the Job Satisfaction
Survey was chosen were that its applicability to a broad range of occupations (Blood et al.,
2002), and it’s having high acceptable reliability across countries (Schmidt, 2007).

For this study, one item from each subscale of the Job Satisfaction Survey (Pay,
Supervisor, Contingent Rewards, Coworker, Communication, Benefits, Nature of Work,
Operating Procedures and promotion opportunities) was used. Participants were asked to
indicate to what extent they are satisfied with each item, by using a five-point Likert scale
ranging from “strongly disagree” to “strongly agree.”

The second section of the study contains the measurement of the supervisor support
variable. Karasek’s Job Content Survey (Karasek, 1985) modified by Baruch-Feldman et
al. (2002) was used to measure the participants’ agreement or disagreement with each item
on a five-point Likert scale ranging from “strongly disagree” to “strongly agree.”

The third section of this study includes the demographic variables of age, gender, rank,
educational level, and working unit. The age of the police officers is clustered into five
categories: 25 years old or younger, 26-30 years old, 31-35 years old, 36-40 years old, and
41 years old or older. The highest educational degree that participants had completed was
asked by using five categories: high school, two-year college, Bachelor of Arts/Science,
Master of Arts/Science, and Ph.D. Officer rank was measured on a five-point Likert scale
that ranges from police officer to Major or higher. Gender was categorized as male or
female. The working unit was categorized as dichotomy; operational and non-operational
units. Participants were asked to indicate whether they were working at operational units
or non-operational units.

Statistical Methods

Statistical analysis of the study was conducted in three main parts: descriptive analysis,
confirmatory factor analysis (CFA), and structural equation modeling (SEM).

Confirmatory factor analysis (CFA), a powerful statistical tool to validate measurement
models for the latent constructs (Wan 2002), was used to develop and validate the
measurement model for the latent variables of the study; the supervisor support and the
job satisfaction. Since latent variables cannot be directly observed and measured,
measurement models are developed for each latent variable using multiple observable
indicators (Byrne, 2006).
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The third section of statistical analysis is Structural Equation Modeling (SEM), a
statistical process that assesses how well the collected sample data fit to the theoretically
driven developed model. Unlike other statistical analyses, using SEM in data analysis has
the strength to extract measurement error from estimates of observed variables, which
provides more accuracy in estimating the strength and degree of relationship (Byrne,
2001).

SEM of this study consists of measurement models of job satisfaction, supervisor
support and the control variables of age, gender, rank, educational level, and working unit
to investigate the structural relationship between them.

Reliability of the measurement is one of the most important requirements for any
survey instrument and in that respect the Cronbach’s Alpha coefticient score is one of the
most widely used criteria for assessing instruments that contain ordinal data. Cronbach’s
Alpha score evaluates the extent to which a measurement produces consistent results at
different times (Cronbach, 1951). Kline (2005) states as a general rule of thumb that
Cronbach’s score greater than 0.70 indicates that a latent variable has adequate internal
consistency. Therefore, a minimum level of 0.70 is used as the criteria for the reliability
analysis for this study.

The goodness of fit test in SEM determines whether or not the model, developed based
on theoretical assumptions, should be accepted. Model acceptance makes the
interpretations of the path coefficients meaningful (Garson, 2009).

Schermelleh-Engel et al. (2003), and Garson (2009) states that there is no consensus
about which goodness of fit indexes should be considered for model evaluation, yet
reporting all of the indexes should be avoided since that indicates the researcher is on a
fishing expedition. Schermelleh-Engel et al. (2003) recommend following goodness of fit
criteria, which are generally cited by many scholars for model evaluation, stating:

The following criteria form an adequate selection of indices which are frequently
presented in current publications: ¥2 and its associated p value, ¥2/df, RMSEA and its
associated confidence interval, SRMR, NNFI, and CFI. The fit indices RMSEA, NNFI
and CFI are sensitive to model misspecifications and do not depend on sample size as
strongly as %2 (Fan, Thompson, & Wang, 1999; Hu & Bentler, 1998; Rigdon, 1996),
therefore they should always be considered (p. 51).

The table 1 provides the information about goodness of fit indexes selected for this
study and their cut-off values for model evaluation.

Results

From the initial estimate of 516 TNP employees working in Istanbul Police
Department, a total of 232 people responded to the questionnaire. The final dataset of the
study comprised 216 responses after omitting the 16 participant responses who had not
completed the majority of the questions.

The table 2 presents the descriptive statistics of the selected control variables.
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Table 1: Goodness of Fit Index and Cut-off Values

Index Shorthand Cut-off Criteria Author
Schermelleh-Engel et al.
Chi-square X2 Smaller the better (2003); Wan (2002);

Garson (2009)

Chi-square associated p

Schermelleh-Engel et al.

value > .05 (2003); Wan (2002);
Garson (2009)
. <2 Ullman (2001);
g:e‘cslglfe / Degree of ) g <3 Kline (1998);
<4 Wan (2002); Kline (2005)
Browne & Cudeck (1993);
Wan (2002); Schumacker
Root Mean Square < .05; good & Lomax (2004); Garson
Error of Approximation RMSEA (2009)
.05 < value < .08; Wan (2002):
acceptable
RMSEA “associated p popogp > o5 Garson (2009)
value
.90 < value < .95; Hoe (2003);
acceptable
Tucker-Lewis Index TLI Hu & Bentler (1999);
> .95 ; good Schumacker and Lomax
(2004)
.90 < value < .95; Hu & Bentler (1999);
Comparative Fit Index  CFI acceptable Schreiber, Stage, King,
> .95 ; good Nora, & Barlow (2006)
) Garson (2009); Wan
Standardized Root SRMR. < .05; good (2002);
Mean Square Residual .05 < value < .08; Hu & Bentler (1999);
acceptable Thomspson (2004)
75 < value < 200; Wan (2002); Garson
.. Hoelter ]
Hoelter's Critical N Index acceptable (2009);
> 200 ; good Garson (2009)

Valid inferences about a larger population of study interest can be drawn only from a
survey instrument that established reliability statistics tests have shown to be reliable.
Cronbach’s Alpha Coefficient was computed for latent constructs of the study; job
satisfaction and supervisor support. The Cronbach’s alpha Coefficients were found .889
and .874 for supervisor support and job satisfaction respectively, both of them greatly
surpass the minimum recommended level of .70, indicating that these measurement scales
have high internal consistency.

Goodness-of-fit statistics for both the generic and the revised models are displayed in

the table 3.
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Table 2: Frequency Distributions for Control Variables

Variable Attributes Frequency Percent Cumulative
Percent
Education High School 17 7.9 7.9
Two-year college 80 37.0 44.9
University 102 47.2 92.1
Master 15 6.9 99.1
PhD 2 0.9 100.0
Rank Police Officer 185 85.6 85.6
Sergeant 8 3.7 89.4
Lieutenant 9 4.2 93.5
Captain 5 2.3 95.8
Major and above 9 4.2 100.0
Age 25 years old or younger 46 21.3 21.3
26-30 years old 90 41.7 63.0
31-35 years old 37 17.1 80.1
36-40 years old 28 13.0 93.1
41 years old or older 15 6.9 100.0
Gender Female 20 9.3 9.3
Male 196 90.7 100.0
Working Unit  Operational 84 38.9 38.9
Non-operational 132 61.1 100.0
Table 3: Goodness of Fit Statistics for Generic and Revised SEM
o Generic  Revised
Index Shorthand  Criteria Model Model
Chi-square x2 Smaller the better 366.887  171.559
Chi-square associated p value  p > .05 0 0
Chi-square / Degree of 2 /df <2;<3;<4 1.994 1.532
Freedom
Root Mean Square Error of RMSEA .05 < value < .08; acceptable 0.068 0.050
Approximation < .05; good
RMSEA associated p value PCLOSE > .05 0 0.496
Tucker-Lewis Index TLI 90 < value < .95; acceptable 0.884 0.957
> .95 ; good
Comparative Fit Index CFI 90 < value < .95; acceptable 0.898 0.965
> .95 ; good
Standardized Root Mean SRMR .05 < value < .08; acceptable 0.090 0.056
Square Residual <.05; good
Hoelter's Critical N Hoelter 75 < value < 200; acceptable 127 173
Index > 200 ; good
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SEM technique was used to explore the relationships among the latent constructs,
including supervisor support and job satisfaction after validating these constructs through
confirmatory factor analysis (CFA) by using Wan’s three-stage approach (2002). Five
control variables: education, age, gender, working unit, and rank were added to the
generic model to test the eftects of these variables on the endogenous latent variables, since
they might account for the variation.

The generic structural equation model 1s presented in Figure 1.

Wan’s three-stage approach (2002) was used for validating the generic hypothesized
structural equation model. To check the indicators’ appropriateness, the critical ratio of
standardized regression weight of each indicator and structural path between variables was
assessed in the first step to understand whether there were insignificant indicators or paths.
On the basis of these criteria, four control variables: education, age, gender, and rank were
excluded from the generic model, since the hypothesized relationships from these variables
to endogenous variables failed to demonstrate significance at p < .05. Only the control
variable of unit was retained in the model, since the structural path from unit to the
endogenous variable, job satisfaction demonstrated significance relationships at p < .05
with regression coefficient value of .21.The hypothesized relationship between supervisor
and job satisfaction was found to be statistically insignificant at p < .05 with a
corresponding regression coefficient value of. 61.

In the second stage of CFA, after removing insignificant variables from the generic
model, overall model fit was evaluated to understand how well our measurement models
fit the data. Goodness of fit statistics selected was used to evaluate whether or not the
measurement model fit the data. The goodness-of-fit statistics then showed that the
revised structural model demonstrated a reasonable fit to the data, but still indicating need
to correlate pairs of measurement errors between indicators to achieve better results.
Then, third stage of SEM was conducted to identify the possible sources of the lack of it
by looking at the modification indices, indicating the extent to which the value of chi-
square decreases when the pair of error terms is correlated. Pairs of error terms yielding
the largest improvement in the model were selected for the model. The revised structural
equation model is presented in Figure 2.

As seen in Table 3, the goodness-of-fit measures indicate a good model fit to the data
for the revised structural equation model. Substantial improvement was achieved for the
TLI and CFI scores of the revised model compared to generic model. While TLI scores
increased from .884 to .957, the CFI value rose to .965 from .845, both of them indicate
good model fit. Hoelter index value of 173 (compared to 127 in the generic model) in the
revised model demonstrates that the revised model has acceptable sample size at the
determined threshold level. Even though the RMSEA score (.068) was within the
acceptable limits for generic model, a RMSEA score of .050 was achieved in the revised
model after the revision, indicating good model fit to the established criteria of .50. While
SRMR value of .090 in the generic model was within acceptable limits, the SRMR value
of .056 in the revised model is very close to good model fit criteria. As a result, the data
showed that the revised structural model has a reasonably good model fit.
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Figure 1: Generic Structural Equation Model
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Significant and positive association was detected between supervisor support and job
satisfaction (B= 0.63, p < 0.05). This result demonstrates that as supervisor support
increase within the organization, job satisfaction levels of employees also increase. Of the
five control variables selected for this study, only working unit variable have positive and
significant association with the endogenous variable of job satisfaction at p < .05 (f=.23).
The percentage of variation in the job satisfaction variable that is explained by the
variables of supervisor support and working unit is 45 %.

The hypothesis of the study is supported by the study findings. This result means that
the TNP members who perceive their supervisors as supportive are more likely to express
high levels of job satisfaction. Another important finding of the study is that whether TNP
employees are working in operational or non-operational units has a significant impact on
their job satisfaction levels. Those who are working in operational units are more likely to
express high levels of job satisfaction compared to their counterparts working in non-
operational units.

Discussion and Conclusion

Based on the finding that supervisor support has a significant and positive impact on the
job satisfaction levels of law enforcement employees, it is very important to support law
enforcement employees by their supervisors not only to increase their work-related
wellbeing, but also to improve the organizational performance. The finding of the study is
supported by the arguments raised by Perrewe and Carlson (2002), Toch (2002), Cohen
and Wills (1985), Jaramillo et al. (2005), Pienaar, Sieberbagen and Mostert (2007).

Since supervisors are seen as important figures in the organization who are responsible
for enforcing the practices and rules of the organization (Ellison, 2004), the finding that
supervisor support has a significant and positive impact on the job satisfaction levels of law
enforcement employees is parallel with what Carlan’s (2007) argument indicating that
work-related dissatisfaction of law enforcement officers is related to the organizational
characteristics of workplace.

Like many police organizations, TNP is a highly centralized and hierarchical
organization whose members are expected to behave according to prescribed rules and
regulations without questioning them. Especially in operational units and police stations,
managers of TINP rarely consider their employees’ views when they make decisions
affecting them. As cited by Shane (2008), to improve police performance, the rigid
hierarchical structure of law enforcement organizations must be changed by fostering
organizational democracy. Officers should be given more decision-making authority and
increased responsibility. Police managers should act in such a way that subordinates have
more voice in decisions, especially those affecting them.

Providing constructive feedback to their employees about their performance is also a
vital step for supervisors. Giving the employees more decision-making authority, increased
responsibility, and constructive feedback definitely raises their self-esteem, commitment
and dedication to the organization and that in turn increases both the well-being of TNP
members and organizational performance.

The findings of the study provide support for the utility of Herzberg’s (1968) two-
factor theory in explanations of job satisfaction. Research findings indicate that rather than
demographic variables such as education, rank, gender, and age, the organizational factor
of supervisor support is strongly correlated with officer job satisfaction with the exception

of working unit. Like other law enforcement organizations, TNP officials could reassess
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their organizational attribute of managerial styles and significant time should be devoted to
management courses. These eftforts should make police supervisors more approachable and
friendlier to their subordinates.

Job satisfaction is not a unitary concept, rather a complex and important concept which
law enforcement managers have to understand. Most employees do not believe their work
is being properly rewarded. The finding of the study revealed that officers who perceive
their jobs as being of a more challenging (operational units) are significantly more satisfied
than officers who see their jobs as being more simplistic (non-operational units). Despite
the fact that they are working under heavy work load, those who are working in
operational units are more satisfied since there are many factors indicating that their work
or performance are properly rewarded. The result is supportive of a recent study by Nalla
et al. (2011).

The finding of this study is parallel with the assumptions of the discrepancy theory
since this theory suggests that satisfaction is the function of what an employees actually
receive from his job and what they think they should receive or what they expect to
receive. In other words, job satisfaction is occurred when employees’ wants from their job
are met by the job offerings. Since employees’ wants are met to a large extent by the
offerings of operational unit, those who are working in operational units express more
satisfaction than their counterparts working in unoperational units.

The job characteristics model, developed by Hackman and Oldham in1975, argues that
five core dimensions of job characteristics lead to satistied and productive employees
(Robin & Rhodes, 1999). These five core dimensions are; skill variety, task identity, task
significance, autonomy, and task feedback. Task significance is defined as the degree to
which the job has a substantial impact on the lives of other people.

Employees working in operational units such as anti-terrorism, anti-smuggling,
intelligence express high level of job satisfaction because of the fact that what they are
doing has really a substantial impact on the lives of other people to a large extent. As stated
by Koeske et al. (1994), personal needs for recognition and accomplishment is one of the
important intrinsic aspects of satisfaction, personal needs and expectations are
accomplished in operational units, which in turn results in high level of job satisfaction.

In their study, Abdulla et al. (2011) examine the effects of environmental and
demographic factors on job satisfaction and they found environmental factors including
promotion, supervision, and salary as better predictors of job satisfaction than demographic
predictors such as sex, age and education level and years of experience. This study also
revealed the same result since only working unit was found to have positive and significant
association with the endogenous variable of job satisfaction. Rank, education, gender, and
age were not found to be significantly related to the job satisfaction levels of law
enforcement officers, but supervisor support and working unit.

The findings of this study can be cautiously replicated in different organizational
settings of police to see the influence of supervisor support on job satisfaction levels. In the
literature, there is an extensive discussion about the police culture in the world. Earlier
police culture studies see police culture as monolithic occupational culture that is shared
by all police officers (Crank, 1998). Even some scholars argue that police culture is same
everywhere in the world and police forces in different countries have similar cultural
understandings (Crank, 1998; Skolnick & Fyfe, 1993). These studies focused on finding
common underlying features of occupational police culture and the reasons for shared
cultural understanding among police officers. However, recent studies in the police
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culture state that instead of a monolithic police culture, there are several police subcultures
in police departments (Chan, 1997; Foster, 2003; Paoline, 2001; Paoline, Myers, &
Worden, 2000; Sheptycki, 1998; Waddington, 1999; Wood, Davis, & Rousa, 2004).
These studies argue that the idea of singular police culture is superficial to explain the
differences within and between police departments besides similarities in the police
cultures. Although there are some similarities and common sharing among police officers,
there are significant differences in the police culture. Therefore, researchers should keep
in mind this discussion if they plan to replicate this study.

This study uses a self-report survey as the primary data source, which limit the study to
the quantitative method. One of the important drawbacks of quantitative research is that
nuances of why and how supervisor support affects the sample population cannot be
observed. With the findings of the present study accepted as the starting point, other
qualitative or mixed methods and sources such as, interviews and observations could be
used by future researchers to address this topic in greater depth.

In addition to predictor variables of age, gender, education level, rank, and working
unit, future research could address whether or not other important predictors effect the
perceptions of law enforcement officers related to their work-related wellbeing.

With its significant finding the present study provides strong support to the argument
that supervisor support is one of the important predictors in policing for the work-related
wellbeing of police officers. Thus, this study presents directions to help law enforcement
managers understand the impacts of supervisor support in depth and develop policies and
programs to increase the wellbeing of TNP employees.
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