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Policing and Gender:

Male and Female Perspectives 

Among Members of the New Zealand Police

Abstract


In 1996, the New Zealand Police (NZP) obtained a stratified random sample of 536 personnel. This study examines possible gender differences in this sample for such work-related factors as supervisory fairness, supervisory support, and job satisfaction. Prior research suggests that male and female officers may have similar work-place perceptions, but that they do not necessarily arrive at these perceptions in the same fashion. Two research questions guide this study: (1) In terms of perceptions of the work place, including job satisfaction, level of perceived support, and fairness of their supervisors, are female and male sworn officers in the New Zealand Police more like each other or their same-gender nonsworn cohort? (2) What are the effects of variables such as ethnicity, age, length of service, type of work assignment, work location, and orientations toward policing on the relationships between perceptions of the work place, gender and sworn status? Indeed, the analyses suggest that while much is similar about the men and women who provide policing services in New Zealand, their respective views of the work place are due to somewhat different sets of forces. The policy implications of the findings for police research generally and gender-based police research in particular are also addressed. 

Policing and Gender:

Male and Female Perspectives 

Among Members of the New Zealand Police

INTRODUCTION


Policing has been described as one of the most “gendered” professions in the United States, a male bastion where the percentage of female employees is far below that of the general labor force (Sass and Troyer 1999; see, too, Blau and Ferber 1987; Martin 1989, 1991; Sanders, Hughes, and Langworthy 1995). In fact, the term “occupational segregation” may best describe the gender ratio found in police work (Lewis and Nice 1994; see, too, Sass and Troyer 1999). Gendered divisions of labor and perceptions of different police roles for male and female officers remained a feature of police work at the end of the 20th century (Miller 1998:156). While putative causes of this variant of segregation range from occupational choices made by females that keep them from blue-collar jobs (Fiorino 1994) to higher attrition rates associated with female-linked family responsibilities (Brown, Hazenberg and Ormiston 1999; Brown and Heidensohn 2000:91-92; Holdaway and Parker 1998; Seagram and Stark-Adamec 1992) to coworker and organizational discrimination (Martin 1992; Sass and Troyer 1999; Winters 1989; see, too, Brown 1998; Brown, Hazenberg and Ormiston 1999; Brown and Heidensohn 2000:80-82; Heidensohn 1992:200-217; Schulz 1993), inter alia, the fact remains that on average in the United States less that 15% of sworn officers and about 5% of supervisors are females (Brown and Heidensohn 2000:77; Martin 1989; Sanders et al. 1995).  


The implications of a male-dominated vocation for female employees have long interested police and labor-science researchers. In police forces internationally, the same kinds of problems have repeatedly been identified. The most persistent complaints are that a chivalrous attitude among supervisory staff has led to discriminatory practices in the deployment of female officers, that women have been unfairly disadvantaged in promotional competitions, and that a macho culture within the police creates a difficult work environment for women. This is worsened in cases where sexual harassment occurs (cf. Brown 1997; 1998; Brown, Hazenberg and Ormiston 1999; Brown and Heidensohn 2000; Heidensohn 1992; Holdaway and Parker 1998; Hyman 2000; Jones 1986; Sutton 1992).

Despite the considerable gender imbalance and its negative consequences, the findings about female officers’ perceptions of their work environment are more mixed than  might be expected. For example, Worden (1993) reports that male and female officers see their roles, clientele and departments in much the same way. Brown and Heidensohn (2000) and Heidensohn (1992), while acknowledging the existence of a female “cop culture” in the USA, appear to find few differences in the way that male and female officers view their jobs. A central variable in much gender-based policing research is job satisfaction. The key question addressed in such studies is generally the same: do men and women report similar or different levels of  satisfaction with police work?  While some researchers report significant differences in job satisfaction by gender, with females typically reporting lower levels (eg Holdaway and Parker 1998; Jones 1986; Sutton 1992), the opposite has also been reported (cf. Buzawa 1984; Buzawa, Austin and Bannon 1994; Dantzker 1994; Grant, Garrison and McCormick 1990). The consensus view is that in America, “the job satisfaction of female officers is not different from that of male officers” (Dantzker and Kubin 1998: 21; see, too, Felkenes 1991; Fry and Greensfield 1980), a conclusion that comports well with Worden’s (1993) observation about the lack of gender-specific perspectives on the general conditions of police work.  


Since the 1990s, a significant amount of work has been conducted from an international perspective, much of it from current or former British Commonwealth nations. For example, Singer and Love (1988) found that officer perspectives in New Zealand on psychological well-being, job satisfaction and job involvement also differed little by gender. In Britain, Brown and Heidensohn (2000:84-88) and Jones (1986:91-95) suggest that men’s and women’s motivations for joining the police, and their career aspirations, are probably the same. Heidensohn (1992:207-208) found that the types of work that policemen and policewomen preferred tended to be similar also, although Jones (1986:61-63) found some minor differences. A study of the New Zealand Criminal Investigation Branch (CIB) by Hyman (2000) found that both male and female officers were overwhelmingly enthusiastic about the nature of their jobs, and also tended to agree about its negative aspects. This is in contrast with the findings of Brown (1998) in England and Wales and Holdaway and Parker (1998) in an English Criminal Investigation Department (CID) constabulary, where many women officers expressed clear dislike of a police culture that they perceived to be highly sexist. A similar problem exists in other European countries (Brown 1997). In the Australian police too, a “cult of masculinity” is reported to be a significant issue (Sutton 1992), with Australian female officers reporting anti-female sex discrimination in promotion and deployment, more often than their male counterparts. This is also a common complaint in the United States (cf. Felkenes 1991; Hickman, Piquero and Greene 2000; Martin 1991; Seagram and Adamec 1992). 
In the New Zealand CIB study, while some respondents felt that being a woman was a disadvantage in the police, others perceived it as a promotional advantage. Many, however, felt that gender barriers had disappeared, especially in recent times, and that being male or female no longer mattered (Hyman 2000:31-34). In New Zealand, comparatively low retention rates for women were most strongly related to domestic obligations once they started having children (Hyman 2000:42). This is also the case in Britain (Jones (1986:91-95) and in Australia, where, according to Prenzler (1995), the reasons given by women for separating from the service were disproportionately related to maternal exigencies. 


Flavin and Bennett (2001), in a comparative study of police officers in three Caribbean nations, found that, as a rule, male and female officers within a given nation did not differ on such dimensions as equal treatment, job-related stressors, abuse of power, type of work, physical environment in which work is performed, and other officer personal characteristics (e.g., years of service, police referents, rank, and assignment to special duties). Flavin and Bennett (2001) did report a nation effect. That is, they found differences across Caribbean nations on these same dimensions. Their analyses of officer responses across gender and across nations led Flavin and Bennett (2001:79) to conclude that “perceptions of the policing experience are shaped more by the nation within which the force is located than by the gender of the constables. Put another way, it appears that women officers have more in common with their men colleagues than they do with women constables policing in other near-by nations.”  
In short, where gender has been examined in policing systems (and police cultures) with largely British roots, the findings concerning male and female perspectives on the police work world are fairly similar. 


The present study extends this line of inquiry, into the work world of the New Zealand Police. Several unique features of this island nation make it an appropriate locus for a gender-based policing study. In 1893, the adult women of New  Zealand won the right to vote. New Zealand women’s relatively early success in earning the right to vote came after a concerted effort by both female and male suffragists.
  New Zealand, as the first self-governing country to pass legislation providing for universal suffrage, has long touted itself as a world leader in women’s rights (Nolan and Daley 1994:4), making it a unique research locus for the study of possible gender-based differences in policing.  


The United Nations’ (1997) Human Development Report provides a second gender-related factor. This annual document contains two gender-based indexes. The first, called the gender development index (GDI), shows the overall achievements of men and women as to three factors: life expectancy, educational attainment, and adjusted real income. The gender empowerment measure (GEM) looks at the economic, political and professional participation of both genders in public life. New Zealand ranks 8th out of 146 nations on the GDI and 4th out of 94 nations on the GEM. By way of comparison, the United States is 5th and 7th respectively on these two indexes; Canada is 1st on the GDI and Norway is 1st on the GEM. Significant too in this regard is that in New Zealand today, most of the key functions of the legislature are headed by women. In April 2002, the Governor-General, the Prime Minister, the Attorney-General, the leader of the government’s coalition partner, the Chief Justice, and the Secretary for Justice, were all women. Between 1999 and October 2001, the leader of the country’s principal opposition party was female as well.     


Given its history and current practices, New Zealand appears to have integrated women into the vocational, cultural and social mainstream far better than most developed nations. Before turning to a gender-based examination of the New Zealand Police, two additional elements require attention. First, an appreciation for the social and political history of New Zealand and the New Zealand Police, and the role of women in it, is essential. Second, the extant literature on work-place gender differences, with an emphasis on policing, provides a conceptual base and helps to frame the research questions.

POLICE AND NEW ZEALAND

New Zealand was annexed to the British Crown in 1840, and from this time uniformed constables, supervised by Police Magistrates, became part of the country’s official law enforcement apparatus.  In 1846 a Governor’s Ordinance replaced the police magistracy with paramilitary Armed Police Forces, which were modeled on the Irish Constabulary and controlled directly by the governor. Initially, the focus of police activity was largely on the control of native (Maori) insurrection; however, particularly in the South after the gold rushes of the 1860s, they performed a civil role.  In 1853, after the Constitution Act had given private land owners the vote, the Armed Police became provincially organized, and in 1867 a new force, known as the Armed Constabulary, was created to operate alongside the provincial police in suppressing Maori rebellion over land appropriations.  


Provincial government was abolished in 1876, and the following year the provincial police and the Armed Constabulary were combined as the Armed Constabulary Force.  This new organization had two divisions: a constabulary branch and a reserve branch, the latter being essentially a military field force.  From 1878 members of the constabulary, involved in civil policing, were disarmed (as they remain today), while the reserve branch developed toward becoming a national army. Eight years later, in 1886, the constabulary and the military wings of the police were formally separated as national defense and police forces. It is from this point that the modern New Zealand Police (NZP), shaped originally on the model of the London Metropolitan Police, commences (Dunstall 1994:285-89).

Women in the New Zealand Police

New Zealand was relatively late in introducing women to its police force.  During the late nineteenth century, as in most other Western jurisdictions at the time, women were only used in marginal, informal policing capacities. Men in sole charge of police stations generally had to be married; consequently, their wives could tend to the station in their absence, care for and search female prisoners, cook for all prisoners and visiting officers. At the large stations, such women were sometimes informally designated as “female searchers” or “matrons” and given a small stipend. 


Formal recognition of the Matron system was inaugurated in the 1890s. The first full-time Matron was appointed in Wellington 1895. A second was appointed in Auckland in 1897 and a third in Dunedin the same year. A fourth was appointed to Christchurch, the last of the four main centers, in 1898. These were nonsworn, non-uniformed positions with no training, low pay, and no arrest powers. Frequently full-time Matrons were the wives of sworn officers and their duties principally involved dealing with women and children in the courts, escorting female prisoners to courts, and the searching of women arrestees.  In smaller stations, Matrons and searchers held part-time positions. Between 1891 and 1913, forty-two such designations were made (Hill 1995). 


By 1914, most large cities in North America, and some European cities, had appointed female constables. Australia followed with the assignment of two female “special constables” in 1915 and the first policewoman was hired in England in 1916. This trend was resisted in New Zealand on the ground that women were temperamentally unsuited to police work. Lobbying from organizations such as the Women’s Christian Temperance Union, the Young Women’s Christian Association, and the Society for the Protection of Women and Children, together with male shortages during the First World War, increased pressure for the appointment of policewomen and by the end of the way women had become an accepted part of the British Metropolitan police. Internationally, in fact, the war was a catalyst for the recruitment of female police (Heidensohn 2000:46-75), however in New Zealand – like France and parts of Africa - widespread opposition, based on the notion that women were not equipped physically or emotionally to make good police, killed the idea. In the end a compromise was reached with the appointment of four Assistant Matrons to help the Matrons in the four main centers. In addition, in 1917 the female “health patrols” were legislated, the job of which was to roam areas after dark and protect the health and morality of young people. The first patrols were appointed under the auspices of the Department of Health in 1918. Due to budgetary constraints, however,

their existence was short-lived (Dunstall 1999; Hill 1995).



Debate and controversy over female police continued for two more decades before any further significant developments took place. In 1928, following more intensive lobbying, a bill to amend the Police Force Act was drafted, to allow for the appointment of policewomen with the powers of constables. However the government dithered so long over the bill that it eventually lapsed and never became law. Meanwhile, Matrons continued their duties, working a standard 84-hour week, in 24-hour shifts. Pay was poor. In 1922, the annual salary of matrons was between 141 and 172 pound per week, or 57% to 70% of the wage received by new constables living in barracks (Dunstall 1999:125).  Pressure for women police continued to build, and in 1938 the country’s first Labour Government legislated for the appointment of female constables. Opposition from the Police Commissioner delayed any action, however, and it was not until 1941 that the first ten female police trainees were drafted in New Zealand. 


Unlike men, for whom training had been suspended due to the war (Hill 1986), most of these women received three months formal training, but did not wear uniforms. Instead, like their Australian counterparts, they worked in the plainclothes division, where, it was felt their services would be most useful in interviewing female suspects and investigating illegal gambling, prostitution and opium dens. Women in mufti also went on patrol, but were discouraged from making arrests. By 1944 only 33 police officers out of about 1,500 police were women, but as the Second World War ended and the soldiers returned, women officers were often relegated to menial and clerical work (Dunstall 1999; McGill 1992).


In 1945 the wage of women police was about 87% of their male equivalents, and they were excluded from the first equal pay legislation that came in 1960. Pay parity was finally granted to policewomen in 1966. Moreover, until 1947 female officers also had lower status than males and were employed as only “temporary constables.” After that they gained full constable status and in 1952 it was decided to allow women police to wear uniforms as well. The first intake of eight uniformed policewomen graduated that year. Initially, policewomen were required to work only in pairs unless accompanied by a male officer, and were not issued with batons. 


Not much else changed until the 1960s. In 1965 the department required that, given equal pay, front-line policewomen should thenceforth carry batons. The public and the Police Association objected to this policy, distressed at the idea of a policewoman being exposed to violence (McGill 1992). Sexual discrimination of this type was becoming unacceptable, however, and in 1966 the Police Commissioner ruled that sex could no longer be a factor in the delegation of police duties. Nonetheless, many districts remained reluctant to employ women fully. Firm directions laid down by the Police Commissioner in 1973 saw this official discrimination largely disappear. He increased the number of policewomen, made it clear that male and female NCOs could command police tasks, and included material on the management of female personnel in NCO and commissioned officers’ training courses (Hill 1986).  Four years later, in another controversial move, the Police Commissioner experimented with trousers as part of the uniform for policewomen.     


In New Zealand, as elsewhere in the West, there has been a raft of legislation in recent years designed to remove sexual discrimination from the workplace. In the United States, the 1972 Title VII amendment to the Civil Rights Act 1964 prohibited, inter alia, discrimination on the basis of sex and in Britain the Sex Discrimination Act 1975 did the same (Brown 1997:7). In New Zealand, the Police Act 1958 and the State Sector Act 1988 both outlaw unjustified discrimination and disadvantage, but more powerful has been the Human Rights Act 1993, which makes sex and other forms of discrimination illegal, thus reinforcing similar provisions that had been contained in the Employment Contracts Act 1991 and which were reproduced in the Employment Relations Act 2000. The Human Rights Act also makes sexual harassment in employment illegal and makes employers responsible for taking steps to prevent it. This legislation has had considerable impact on employment relations in New Zealand and, as far as the police are concerned, has been accompanied by strenuous efforts to eradicate sexual discrimination at all levels. In addition, a Flexible Employment Option (FEO) and other family-friendly policies have been in place in the police since 1995 to assist the retention of women employees beyond their marriage and child-rearing years (viz. Hyman 2000:141-149). 


In spite of the changes that have taken place, women have always been underrepresented in the NZP, both numerically and in terms of seniority. In 1958 the first woman passed the police sergeants’ exam and another passed the senior sergeants’ exam in 1960. Prejudice and attrition through domestic duties tended to keep women out of commissioned ranks; however, the first woman inspector was appointed in 1966. Others followed, but in small numbers. In 1986 figures showed that although women made up 5.2% of sworn staff within the NZP that year, only 2.6% achieved rank. This compared with 26% of the men (McGill 1992). In 1996, women made up 26% of the total police complement, and about 14% of the sworn staff. All sworn executive staff, including the Commissioner, the Deputy Commissioner, the various Assistant Commissioners, the five Regional Commanders and the 27 District Commanders, were men (New Zealand Police 1996). By May 2000, sworn female staff had risen to 15% - a figure similar to that in England and the United States. In May 2000, all sworn executive staff, including the Commissioner, the two Deputy Commissioners, and the 12 District Commanders, were men (Hyman 2000:158; New Zealand Police 2000:157-158).  
The New Zealand Police Today      

The contemporary NZP exhibits what Bayley (1985:59) calls a single centralized police structure.  The Commissioner of Police, appointed by the Governor General under provisions of the 1958 Police Act, is the NZP’s chief executive.  When the research was conducted, the NZP was divided into four regions, each with a regional commander holding the rank of Assistant Commissioner, and 16 districts, each with a district commander or Superintendent, all administered from Office of the Commissioner in Wellington. Training was also centralized in Wellington at the Royal New Zealand Police College.
  The Commissioner received managerial assistance from the Police Executive Conference.  The Conference consisted of the Commissioner, the Deputy Commissioner, all regional commanders, the three National Headquarters Assistant Commissioners, the Director of Information and Technology, and the Director of Marketing and Communications.  In spite of what is a highly centralized administrative structure, the NZP’s leadership manages to delegate much responsibility for daily operations to local police commanders. 


According to its annual “Corporate Profile,” the NZP operates “a decentralised service based on the principles of community orientated policing” (New Zealand Police 1996a:6).  In the 1970s, the NZP created “specialist ‘community’ services to foster closer police/community relationships” (New Zealand Police 1996a:7). Largely advisory and educational in nature, these services did not represent a change from the existing crime control model. In the 1980s, New Zealand experienced a shift toward community oriented policing, and currently espouses community policing principles, including (1) a style of policing that emphasizes local partnerships to “share perspectives and identify issues and problem and to develop innovative solutions”; (2) the localization of resources to provide for a local response; (3) the adoption of a “problem solving” operating model to “create a climate in which officers continually scan their communities for recurrent problems and underlying causes”; (4) the hallmark community-based programming, such as neighborhood support, rural and victim support groups; (5) proactive policing service, such as Youth Education Services, Youth Aid, Crime Prevention and community liaison; and (6) a management style that promotes staff communications, a team approach to policing, a “bottom up/top down” approach to planning; and (7) “bottom-up” innovations (New Zealand Police 1996a:15-16). The NZP’s community-orientated policing is “designed to help the community develop a sense of ‘ownership’ of offending-related problems as well as greater trust and confidence in policing” (New Zealand Police 1996a:12).

GENDER DIFFERENCES IN THE WORK PLACE

Any identifiable group that frequently occupies a particular role may be perceived as having the characteristics usually associated with that role (Eagly 1987; see, too, Kite 1996).  For example, practitioners of the helping profession of nursing — females or males — may be viewed as caring, helpful and sensitive to the needs of others. This linkage seems especially important when considering the male-dominated occupation of law enforcement, with an emphasis on strength and aggressive behavior. 


Recent developments in policing could be changing this image. Over the past 10 years, local law enforcement officers in the United States have recently been given the additional task of interfacing with the public and involving members of the community in, essentially, passive policing (Champion and Rush 1996; Peak and Glensor 1996). These activities, which include holding “town meetings,” working with local anti-crime groups and other “activists” within geographically well-defined areas, have been a challenge for many officers, especially those who view their primary work as “fighting crime” (Sparrow 1988; Winfree, Bartku, and Seibel 1996; Winfree, Guiterman and Mays 1997). 


Contemporary policing programs, including community policing, may best be served by two types of officers: first, the perceived female role of social-activist officer acting as the nurturer or even social service worker; second, the perceived male role of the more physically challenging and professional law-enforcement officer or crime fighter (McDonald and Martin 1998). Since most police departments are male-dominated work environments, most police officers, when surveyed, view themselves as crime fighters (Brown 1981; Winfree et al. 1997; Worden 1995). This cult of machismo has been enhanced in the United States in areas where the “broken windows” approach to policing has been adopted (Brown and Heidensohn 2000:96-97) It has been suggested, however, that the increasing presence of female officers has the potential to temper policing styles by introducing a “softer” element into the job (Brown 1997:9-11; Brown, Hazenberg and Ormiston 1999:206; Brown and Heidensohn 2000:92-102; Heidensohn 1992:218-222; Sutton 1992:76).    


Researchers have also explored team-oriented systems of production, the conceptual basis for many law enforcement activities, especially the precursors to community policing such as team policing and problem-solving policing.  For example, Hodson (1997) studied how coworker relationships can determine employees’ levels of job satisfaction and their respective relationships with management. Hodson (1997:426) found that “coworker conflict is negatively associated with both job satisfaction and good relations with management. Conversely, coworker solidarity generates high levels of job satisfaction. Coworker solidarity also is associated with better relations with management.” In the team-oriented atmosphere of law enforcement, particularly when departments use community policing strategies, any variance by gender in job satisfaction and relations with management (e.g., perception of fairness and support) may be linked to the level of cooperation versus competition present in the workplace.


Another common element in gender-based analyses of the work place is equal access to promotion and respect by superiors. For example, Szilagyi, Sims, and Keller (1976) reported that satisfaction increases as one is promoted to management or supervisory position. Management-science researchers also suggested that there was a strong positive relationship between the level of supervisory support and both job satisfaction and job performance; the latter, in turn, was related to employee self-esteem (Hall and Foster 1977). The result was higher levels of involvement and support of their organizational policies. When employees adopted supportive views of management, their involvement in career development increased. This lack of agreement or conflict with the ideology of management may help to explain the disparity in job satisfaction levels between the genders. Indeed, management-staff relations are central to how anyone views his or her work place. Again, however, as summarized by Flavin and Bennett (2001:61), men and women experience similar stressors over which they have no control, including the overall quality of communications between officers and with superiors.


Police studies of job satisfaction that include gender as a variable, as previously mentioned, have yielded mixed results. Another key to these somewhat disparate findings may be the extent to which women feel integrated into a given police force and whether that force’s administration is sensitive to their job-related needs, including appropriate responses to questions of affirmative action (Buzawa 1984). Consider, too, that the job-satisfaction inconsistency for males and females does not appear as often in professions dominated by males, including law enforcement (Muchinsky 1993; Singer and Love 1988; Worden 1993). As Martin (1980) suggested more than 20 years ago, female officers may find assimilation into the police culture a difficult task, leaving them to choose which part of their descriptive title as police-woman is emphasized. One, in which the police-woman gives them gender identity; the other, the police-woman, “defeminizes” them as they adopt a traditional, male-defined, service role (see also Chan 1997:61; Sutton 1992:79-82).  


While far more women moved into police work in the last two decades of the last century that at any previous time, it remains a male dominated occupation, and this male dominance continues to shape the experiences of both male and female members of the police subculture (Holdaway and Parker 1998; Martin 1992; Martin and Jurik 1996; Sutton 1992:73-74). The police organization’s emphasis on male characteristics which may be lacking in women, such as strength and physique, continues to hamper women’s entry into police work.  Researchers routinely report deployment discrimination, in which women are given “safe” duties deemed appropriate for them, such as in communications or in work with domestic violence, abused children, and rape victims (Brown 1998:226; Brown, Hazenberg and Ormiston 1999:212, Brown and Heidensohn 2000:212; Jones 1986:63-67; 150-161). This is often considered to be “rubbish” work. Moreover, as noted, many officers perceive that male domination in policing has created professional obstacles to career advancement and job satisfaction (Price 1996:635; Holdaway and Parker 1998; Sutton 1992:83-84).  Others see recent equal opportunities policies to be working to women’s advantage (Brown 1986:114-116; Brown and Heidensohn 2000:87; Hyman 2000:31-33). The consensus, however, is that some negative discrimination still exists in various forms and degrees, and that this is due to the male-dominated nature of policing: “Masculinity is not only a demographic characteristic of the organization, but a cultural descriptor as well” (Crank 1998:179).  


Clearly, then, multiple forces are at work in shaping employee perspectives about their jobs and their coworkers. The extent to which work is gendered, with specific tasks more appropriate for one gender or the other, may allow us to learn whether the net results are due to the forces of gender or work (Feldberg and Glenn 1979).  The view of competing gender and work perspectives has been proposed as masking real differences between the job-related views of men and women (Flavin and Bennett 2001; Dantzker and Kubin 1998).  Many researchers who have studied male and female police officers find support for selected differences in how the genders view the work world (Felkenes 1993; Martin 1989; Miller 1998; Price 1996; Walker 1993).  However, there is considerable disagreement about the nature of these differences.
  It is unclear if being a woman in a male-dominated job is the key or whether the work itself shapes a “worker’s” attitudes and orientations. 


The present study provides a unique opportunity to explore the level of gendering present in the police work world of a nation with a similar legal and social tradition to those of Britain and the United States: New Zealand. The gendered-policing issue is addressed by focusing on the level of job satisfaction, perception of supervisory support and supervisory fairness for the men and women who work in two unique aspects of police work. That is, most contemporary policing agencies, no matter how they are structured, consist of two general types of employees: sworn and nonsworn. New Zealand is no exception. In the New Zealand Police, sworn officers are those personnel that operate within the General Duties Branch, the Criminal Investigation Branch, and the Traffic Safety Branch.  These personnel provide specialized skills, such as fraud squads, drug squads, Youth Aid, the Youth Education Service, dog sections, search and rescue, and armed offender squads.  Nonsworn officers are those personnel that provide administrative support, and forensic and other specialist services to the police (New Zealand Police 1996a:6). 


The specific questions this study addresses include the following:

1.

In terms of perceptions of the work place, including job satisfaction, level of perceived support, and fairness of their supervisors, are female and male sworn officers in the New Zealand Police more like each other or their same-gender nonsworn cohort?

2.

What are the effects of variables such as ethnicity, age, length of service, type of work assignment, work location, and orientations toward police activities on the relationships between perceptions of the work place, gender and sworn status?

Answers to the first question will provide insights into the work and gender perspectives on employment experiences. Should male and female officers more closely resemble each other than either the nonsworn males or females, such a finding would support the work perspective. Conversely, should female officers exhibit responses that are more synchronous with female nonsworn personnel, that would be viewed as bolstering the gender perspective, a conclusion that would be strengthened by a finding that nonsworn and sworn males had more job-related perspectives in common with each other than with females generally. If no or few significant differences are observed, the conclusion may be that “the emphasis on gender differences rather than gender similarities in the literature may be unwarranted” (Flavin and Bennett 2001:57).  However, such a generalization does not mean that men and women arrive at the same point by identical paths. The inclusion of additional controls, to answer the second question, should suggest the directness and strength of these relationships.  

METHODS

In 1996, as part of a long term plan to revitalize and reorganize, the NZP authorized Human Synergistics, Incorporated, a subsidiary of Price Waterhouse Urwick, to survey its entire police force (Winfree and Newbold 1999:4). The current study took advantage of  this unique policing structure by using secondary analysis to analyze this system-wide survey of all ranks and all districts. The study, called “Policing 2000: Safer Communities Together,” included a broad range of questions that addressed perceptions of the police work world, job satisfaction, and work-related skills.


The survey researchers at Human Synergistics stratified the NZP according to rank and selected a random sample of 1,050. Each randomly selected sample member received an instrument, instructions and return envelope at his or her work address.  Since no attempt was made by the researchers to identify recipients, they could not apply  personal follow-up letters or contacts to those who did not immediately return the questionnaires. Instead, the researchers resorted to general reminders sent through the police newsletters and memoranda.  This campaign was reasonably successful, as police research goes. The 1996 “Corporate Report” of the NZP (1996) listed 8,641 staff members, two-thirds of whom, or 6,666 employees, were sworn officers. Therefore, the returned questionnaires represented a 6% stratified random sample of the entire NZP and a completion rate of 51%.
 While a return rate closer to that achieved by Brown (1998) (69%) and Heidensohn (2000:107) (up to 76%) would of course have been desirable, in the data set we used this was not possible because the original researchers did not employ personal follow up procedures. While this is regrettable, comparisons by location do support the geographic representativeness of returned questionnaires.
 

Sample characteristics

Table 1 contains a summary of the key demographic and work-related information about sample members. More than three-quarters of the members of the entire NZP sample were males.  According to the NZP (1996a), among the sworn officers in the sample, 13.9% were female (data not shown in the table), a figure that comports well with the actual percentage of female offices in the NZP (14%).
 Women were more than one-half (55%) of the nonsworn portion of the sample, a figure within 1% of the actual proportion found in the NZP.


The questionnaire included 10 age categories.
  The median response for age was in the 35-39 years of age category.  For the present analysis, the response categories were collapsed into four more manageable groups. More than half (55.1%) of the respondents were 35 years of age and older, with nearly one-third (31.5%) being in the 35-44 age category and nearly one-quarter (23.6%) were 45 or older.  At the other extreme, more than one in five  (22.4%) subjects were 18 to 29 years and an identical number were 30 to 34 years of age. More than 60% of the women were less than 35 years of age, while 60% of the men were 35 years of age or older.

--- Insert Table 1 about here ---


The respondents’ ethnicity presented a conceptual problem and measurement problem.  The survey included the following ethnic-group categories: (1) NZ European/Pakeha,
 (2) NZ Maori, (3) Pacific Islander, (4) Other European, (5) Asian, (6) Indian, and (7) Other.  Most subjects reported that they were in the first or fourth categories.  We collapsed these two groups together, giving them a value of zero and assigned minorities a value of one.  Using this recoding scheme, the sample included 366 (85.4%) Europeans and 38 (9.4%) minority-group members.  Europeans were equally overrepresented in the subsamples of men and women. 


Five variables measured the work-related individual characteristics. For example, the questionnaire included six categories for length of service, four of which were arranged in five-year intervals.  The median response was in the 6-10 years of service category. At the other extreme, nearly one in five members of the NZP reported more than 20 years of service. In fact, the gender-specific subsamples revealed that over one-quarter of the men had served more than 20 years. Nearly four in 10 of the women, on the other extreme, had served for five years or less.


Subjects serving in metropolitan areas accounted for more than three-quarters of the employees sampled (78.0% ), with no major differences in serving areas by gender. Females were more likely to serve as nonsworn members of the NZP.  While three-quarters of the sample were sworn officers, nearly nine in 10 of the men were sworn, compared with only 56% of the women. Very few women served in supervisory or administrative positions (1.7%), especially when compared with the men (26.5%).  Approximately one in five members of the overall sample was a supervisor or administrator. 

Attitudes and orientations of sample members

Human Synergistics, Inc., working with New Zealand’s Policing 2000 Team, created a 169-item questionnaire.  The self-administered  questionnaire consisted of several different parts.  The first part asked to what extent are people in the NZP expected or implicitly required to engage in a series of “96 behaviours.”  Each respondent was asked to indicate the extent to which  he or she felt “expected or implicitly required” to engage in a particular behavior or exhibit a specific personal style. They could answer (1) not at all, (2) to a slight degree, (3) to a moderate degree, (4) to a great extent, or (5) to a very great extent.


The second group of 15 questions focused on the local police organization and how each employee felt about working there. Nearly every question in this section of the questionnaire had the NZP as a referent. For example, employing the same five-item response set as the first group, respondents were asked “To what extent do you clearly know what is expected of you as a member of New Zealand Police?” Other items asked about satisfaction with the NZP, how well they “fit in” with the organization, and whether they joined the police for a career.  


The questionnaire included 60 questions about the perceived “inner workings” of the NZP.  This section asked each respondent to address a wide range of administrative, organizational, service, and specific personnel issues.  For example, four questions asked about the work being performed by the employee’s immediate supervisor or superior.  Still other questions asked about perceptions of how well the administration handled gender-based and ethnicity-based issues, especially as they related to promotion and career advancement.  As a general observation, this section of the questionnaire allowed the respondents considerable latitude in assessing their work world and their superiors in that work world.  Unlike the previous section, which was highly personal in reviewing the NZP as a place to work, this final series of questions about behavior and “personal styles” looked at the work world in a third-person, detached way. Also unlike the previous sections, respondents were asked to indicate the level of their agreement, ranging from (1) strongly disagree to (5) strongly agree, that the statements reflected what happens in the New Zealand Police.


Prior literature on classical policing and community policing aided in the exploration of this wide array of attitudes and orientations (Champion and Rush 1997; Peak and Glensor 1996; Roberg and Kuykendall 1993; Walker 1992).  For example, at least 15 questions focused on work as competition, while a like number of questions addressed work as a cooperative activity.  Nearly 20 items tapped helping or human relations skills that would generally be viewed as helping the goals of community policing.


Moreover, the respondents provided many assessments of the NZP as an organization in which to work. For example, they appraised the supportiveness of supervisors or superiors in a dozen different questions, all drawn from the final group of general statements about the NZP.  The assessment of supervisors is a common theme in recent police studies. By similar token, the extent to which respondents viewed the NZP as fair in handling personnel questions generally, but particularly those related to gender and minority group status is potentially important. The questionnaire included six management fairness items, all in the final section. Six questions from the questionnaire’s second section formed the last dependent variable, workplace satisfaction. These three constructs all have shown strong predictive efficacy to outcomes such as job retention and job satisfaction (Beck and Wilson 1997; Gutierrez and Thurman 1997; Hoath, Schneider and Starr 1998; Mowday, Porter and Steers 1982).  All of the selected items addressed how satisfied or interested the employee was in his or her work. 


Principal components factor analysis with varimax rotation was employed for data reduction (Nie et al. 1975:468-89; Armor 1974).  Nearly 60 variables were included in the first factor analysis.
 The resulting six primary factors or scales were assessed using SPSS’s reliability procedure (SPSS 1983). First, the scale analysis for the four-item work-as-competition scale (PolComp) achieved a Cronbach’s alpha value ( = 0.81) associated with high reliability: the higher the scale score, the greater the belief that the organization viewed work as competition. Second, the three-item work-as-cooperation scale (PolCoop) was equally reliable ( = 0.81): the higher the scale score, the greater the belief that the organization viewed work as cooperation.  Third, the five items that represented workplace satisfaction (JobSat) created a summated scale every bit as reliable as the previous two ( = 0.87): the higher the scale score, the greater the workplace satisfaction. Fourth, four items measured the extent to which supervisors or superiors were viewed as direct, up-front, encouraging and leading by example (AdmSupp). These items also formed a very reliable scale ( = 0.89): the higher the scale score, the greater the level of support perceived to be coming from one’s supervisors or superiors.   Fifth, three items emerged from the factor analysis that supported the idea of fairness among the management of NZP (AdmFair). This scale was marginally acceptable, based on the relatively low reliability coefficient ( = 0.66): the higher the scale score, the greater the extent to which the NZP’s management is viewed as fair in personnel decisions.  Because of its marginal reliability coefficient, any findings involving this scale must be viewed with caution.
 Finally, the four interpersonal skills often associated with being an open, communicative community police officer formed a scale (PolComm) well within the range of accepted reliability ( = 0.79): the higher the scale score, the greater the observance of these skills among NZP personnel. 

RESULTS
Attitudes toward Policing and Work Place Orientations: Gender Comparisons 


Table 2 contains the means for the four subgroups described in the first research question. Since each group is given a unique letter identifier (e.g., group A consisted of sworn females), the possible comparisons were AB, AC, AD, BC, BD, and CD. Six variables and six test conditions resulted in 36 separate t-tests. In six instances the differences were statistically significant.
  Two of the comparisons involved male-male comparisons. First, sworn males had significantly higher means for the community policing variable (PolComm) than the nonsworn employees.  Second, sworn officers also had significantly higher means scores than nonsworn males for the idea that NZP values cooperative police work (PolCoop). In other words, the sworn and nonsworn males differed little, except in those areas where we might expect such differences: perceptions of support for community and cooperative policing.  

--- Insert Table 2 about here ---


Four significant differences involved male-female comparisons.  First, nonsworn females reported higher mean scores for the community policing variable (PolComm) than nonsworn males. Second, nonsworn female employees had significantly lower mean scores than sworn males for the idea of police work as competition (PolComp). Third, female officers had lower mean scores than male officers on the question of administrator fairness (AdmFair). Finally, sworn females were also significantly lower than nonsworn males on this same dimension. Generally, the findings for nonsworn females do not suggest a specific pattern; however, the outlook for sworn females is not good, as their perceptions of administrator fairness are lower than both sworn and nonsworn males.


With respect to the first question, it appears from these comparisons that nearly all employees of the NZP share similar perspectives and outlooks on their jobs, the organization, and their supervisors.  When significant differences occur, more likely than not they involve cross-gender comparisons. In only one of 18 possible comparisons involving sworn personnel did the responses of one gender differ significantly from the other, and that was on administrator fairness. In short, females, sworn and nonsworn, differed little on the observed work-related dimensions from their male counterparts. 

Predicting Perspectives on Work and the Work Place

Table 3 summarizes a series of nine ordinary least squares regression equations, three for each of the three variables that reflect employee orientations on their jobs and the work place. For example, job satisfaction for all NZP employees is best understood in terms of the three orientations toward police work and, to a lesser degree, serving in a supervisory role. This set of regressors explains nearly 27% of the variance in the level of job satisfaction. Supervisors are more satisfied, as are those employees who believe that the NZP values both community policing skills and the idea that police work is a cooperative endeavor. Those employees who believe that the NZP views police work as a competitive endeavor are less satisfied.

--- Insert Table 3 about here ---


The second and third columns in Table 3 explore the same predictors for male and female job satisfaction levels, and several differences were observed. First, the model explains about 6% more variance among women (R2 = 0.325) than for the sample as a whole, while the explained variance for men is slightly less (R2 = 0.26), a modest difference at best. Second, only two orientations toward police work (PolComm and PolCoop) made significant contributions to the equation for female job satisfaction. For the equation that explores male job satisfaction, five independent variables made contributions, including length of service (longer the service, the lower the satisfaction), hierarchical status (supervisors express higher job satisfaction than others), and all three orientations toward police work.  Here, it would appear that for men job satisfaction is related to not only how they feel about the job, but also who they are.  For women employees of the NZP, job satisfaction is understood largely in terms of how they feel about policing. Interestingly, whether the NZP views police work as competition is unimportant for women, but the second most important factor for men (i.e., the greater the belief that police work is competitive, the lower the satisfaction).


The second set of three equations in Table 3 explores the level of administration support perceived by the NZP employees. The equation for  all the employees provides relatively modest insights (R2 = 0.183). Older employees, non-Europeans, and those who believe that the NZP views police work as competition report lower support from supervisors; police working in metropolitan areas and those who believe that the NZP values both community policing skills and views police work as a cooperative endeavor, report higher support from supervisors. To a far greater extent than was true for job satisfaction, personal characteristics aid in understanding perceptions of administrative support. Nonetheless, what officers feel about policing yields the most insight, especially when they believe that the NZP views police work as a cooperative activity. 





Women appear to view administrative support in somewhat different terms. First, the explained variance again is higher for women (R2 = 0.281) than for men (R2 = 0.167).  Second, older female employees viewed supervisors as less supportive; conversely, women who believed that the NZP views police work as a cooperative endeavor reported higher levels of administrative support. For men, several other variables were important, none of which are observed as significant in the equation for women. For example, non-European men reported less support from supervisors than European men. Also, men in metropolitan areas reported more support than men in rural areas.  Finally, all three policing orientations contributed to an overall understanding male perceptions of administrative support.  


The gender differences are striking. For women, support from superiors was largely understood in terms of how they feel about policing, excepting for the effect of age. Indeed, the negative effects of age on female perceptions of administrative support (i.e., the older the female, the lower the perceived support) are so strong, that they are seen in the regression equation for the entire sample. Men view the support of their superiors in terms of both who they are and how they feel about policing.


The final set of three equations in Table 3 addresses the one variable in Table 2 that yielded significant differences by gender: perceptions about the fairness of administrators and supervisors. The explained variance for the equation that includes all the NZP’s employees is again modest (R2 = 0.192).  A mixture of personal-biographical and orientations makes significant contributions to the equation: males and employees who believe that the NZP view police work as necessarily cooperative also rate their administrators as more fair; conversely, lower fairness ratings are the norm for older employees, sworn officers, and those who believe that the NZP view police work as necessarily conflictive. In this equation, cooperation and conflict contribute nearly identically to the overall explained variance, followed closely by gender.


Among female employees, fairness ratings are understood largely in terms of two variables.  First, older women rate their superiors as far less fair than younger women.  Second, sworn females also give their superiors lower ratings; indeed, the direct impact of gender on this  variable is so strong that sworn status makes a direct contribution in the regression equation for the entire sample, in spite of the fact that sworn status is largely irrelevant for males. This model explains a considerable amount of the variance (R2 = 0.269).  For the male employees, administrative fairness is all about work as cooperation or competition.  If the men believe that the NZP supports a competitive view of police work, they give their administrators lower fairness ratings, while perceived support for cooperation yields higher ratings of administrators’ fairness. It is interesting that not one of the police work orientation variables makes a significant contribution to the equation for women. The explained variance (R2 = 0.175) for men is, again, lower than for women. That is, if this segment of the analysis reveals a gender-based problem within the NZP it is that sworn females rate support from their superiors lower than males. There seems little doubt that, on several important dimensions, female employees of the NZP viewed their jobs and the work world differently from their male counterparts.

SUMMARY AND CONCLUSIONS

Two research questions shaped the course of this study of gender issues among members of the New Zealand Police. The first question was as follows: in terms of perceptions of the work place, including job satisfaction, level of perceived support, and fairness of their supervisors, are female and male sworn officers in the NZP more like each other or their same-gender nonsworn cohort?  Among the 36 t-tests, six revealed significant differences and two of the six were between sworn and nonsworn males. The sworn and nonsworn females did not differ significantly on any of the six included elements of the work place. However, four other significant differences did involve male-female comparisons: two involved nonsworn females and either sworn or nonsworn males; two others involved sworn females and either sworn or nonsworn males.  Sworn females view their administrators and supervisors as significantly less fair than do either sworn or nonsworn males. This aspect of the results is in agreement with the findings of Brown (1997; 1998), Holdaway and Parker (1998) and Sutton (1992), all of whom detected significant dissatisfaction among female officers about their relationships with male supervisors. 
 



Notwithstanding the above, the answer to the first question was mixed. But generally, the employees of the NZP differed little from one another on issues related to police work and the work place, a finding that is nconsistent with much contemporary research both in the United States and elsewhere (cf. Brown and Heidensohn 2000; Dantzker and Kubin 1998; Flavin and Bennett 2001; Jones 1986; Heidensohn 1992; Worden 1993 ). When the differences in mean scores were significant, more often than not the comparisons were cross-gender. However, the relatively small number of women included in the sample, both sworn and nonsworn, may limit the generalizability of the findings, as well might the unique gender-integration of New Zealand.  In spite of these caveats, there appear to be problems concerning sworn females’ perceptions of administrator fairness, a troubling finding by any organizational criterion. 


The second question speculated that certain personal-biographical variables and views of policing may have gender-specific influences on the work-world perceptions of men and women. Indeed, the models did a better job of predicting women’s  perspectives than those of men. This observation is probably due largely to the fact that the female members of the NZP tended to assess job satisfaction and administrators in terms of how they felt, rather than who they were. This finding, too, fits well with extant literature on gender roles and the work place. As Phelan (1994) observed, the job satisfaction of women seems more determined by subjective factors, including how they feel about work and coworkers, rather than objective factors such as years of service and rank. 


The analysis suggested several caveats to these generalizations. For example, administrative support was linked to the age of the female sworn employees: older sworn females viewed their administrators as less supportive and less fair than younger sworn females and nonsworn females as a whole. For males, administrative fairness was assessed exclusively in terms of their attitudes toward policing. This phenomenon may be due to the fact that many older females’ gender-opposite age-peers were supervisors and they were not. In Britain, Jones (1986:113-114) found that older women officers were far less optimistic about promotion chances that their colleagues – male or female. In the Jones study, young men and women were equally optimistic about promotion, a finding similar to that of a number of projects cited by Brown and Heidensohn (2000:86-87). This finding fits well, too, with both the relationships between status and job satisfaction (Hall and Foster 1977; Szilagyi et al 1976) and the findings about the occurrence of women’s promotion to supervisory-level staff (Brown 1998; Martin and Jurik 1996; Prenzler 1995). The interpretation gains credibility from the finding that age is inversely related to perceptions of administrative fairness for females only. 


Collectively, these two sets of gender-specific findings suggest men and women view fairness — especially in terms of evaluating one’s work — very differently. Men, who make up most of the senior administrators, share an attitude complex that is not present among women, especially their views of police work as competition. Those who see support in the NZP for  police work as competition tend to view the work place in negative terms; however, it is not only men who appreciate the dilemma posed by competitive concerns. Women officers only have to look around and see how few supervisors are female to understand the issue of fair and equitable treatment (Price 1996).


These results portend several important policy recommendations for any policing organization that finds similar gender-based disparities in the belief systems of their employees.  First, gender-sensitivity training, similar to that for used to respond to problems linked to race- and culture-based biases (see Chan 1997), should be included both in basic training for new officers and supplemental training for seasoned veterans. The differences in perspectives and outlook toward the work world should be a part of this curriculum. In the New Zealand Police, such initiatives have been in place since 1998 (Hyman 2000:144). Second, the organization should create an aggressive female recruitment campaign with an equally aggressive retention program for female officers. Police organizations, such as the NZP, may be doing a good job of recruiting females, but, if the figures contained in this report are to be believed, retention remains a problem. In addressing this issue it must be borne in mind, however, that not only do policewomen frequently disengage early for domestic reasons but also that internationally, policewomen are less likely to apply for promotion than policemen (Brown and Heidensohn 2000:87; Holdaway and Parker 1998; Hyman 2000:103-104; Jones 1986:109-113). Third, mid- and field-level supervisory staff should be “targeted” for additional gender-sensitivity training, especially where gender issues could impact their assessment of employee performance.   Fourth, organizations should consider implementing a “fast track” for supervisory and administrative personnel.  Appropriate psychometric testing, direct supervisory staff recommendations, and work-based performance standards could be used to select candidates for faster than normal movement through the administrative hierarchy.  Such a program should be free of any gender bias, including a preference for females; however, given the first three steps, far more women than is currently the case could percolate through to administrative and supervisory positions within the organization. 


It is important to recognize that in New Zealand, like most of the world, police work is still a male-dominated activity. This is in spite of a raft of anti-discriminatory legislation and a concerted effort by the police hierarchy to remove discriminatory practices at all levels (Hyman 2000:131-149). Recall, too, the New Zealand is one of the most gender-integrated nations surveyed by the United Nations. While the ratio of female to male officers has been increasing, so far few females have risen to supervisory level. As Price (1996) observed, female police employees view the issue of fairness as placing barriers in career advancement. Fairness — for women only — was related to who there were; while men viewed fairness nearly exclusively in terms of how they felt about policing.  Job satisfaction — and probably fairness assessments — would increase with rises in job status (Szilagyi et al. 1976).  


This study represents one more look behind a closed door in police research that, if policing agencies are serious about augmenting female roles, must be explored even more systematically. Future research in nations other than the United States, the United Kingdom, and former and current British Commonwealth states may cast light on the complex occupational setting that is policing, and the equally complex role played by gender. 

Table 1. Personal-Biographical Characteristics

	Variable
	Attributes
	Female

% (n) 
	Male

% (n) 
	Total Sample

% (n) 

	Gender
	0.  Female

1.  Male
	----
	----
	24.0% (120)

76.0     (381)

	Age
	1.  18-29 years of age

2.  30-34 years of age

3.  35-44 years of age

4.  45 years or older
	41.2%   (49)

19.3      (23)

20.2      (24)

19.3      (23)
	16.6%  (63)

23.4      (89)

35.0    (133)

25.0      (95)
	22.4% (112)

22.4     (112)

31.5     (157)

23.6     (118)

	Ethnicity
	0.   European

1.   Non-European
	85.8% (103)

14.2       (17)
	85.3% (325)

14.7       (56)
	85.4% (428)

14.6      (73)

	Length of service
	1.   Less than 2 year

2.   2-5 years

3.   6-10 years

4.   11-15 years

5.   16-20 years

6.   More than 20 years
	16.7%   (20)

36.7      (44)

31.7      (38)

  8.3      (10)

  5.8        (7)

  0.8        (1)
	  7.4%   (28)

17.9      (68)

17.9      (68)

18.2      (69)

12.7      (48)

25.9      (98)
	  9.6%   (48)

22.4     (112)

21.2     (106)

15.8       (79)

11.0       (55)

19.8       (99)

	Location
	0.   Non-metropolitan

1.   Metropolitan
	16.7%   (20)

83.3     (100)
	23.6%   (90)

76.4     (291)
	22.0%  (110)

78.0      (391)

	Police service status
	0.   Nonsworn

1.   Sworn
	55.8%    (67)

44.2       (53)
	14.4%   (55)

85.6     (326)
	24.4%  (122)

75.6      (379)

	Hierarchical status
	0.   Non-supervisory

1.   Supervisory/Admin.
	98.3%  (118)

  1.7         (2)
	73.5% (280)

26.5     (101)
	79.4%   (398)

20.6       (103)


Table 2. 
T-tests for mean comparisons with group means and, in parentheses, standard deviations
	Variable1
	Sworn 

Females 

(A)
	Nonsworn 

Females

(B)
	Sworn 

Males

(C)
	Nonsworn Males

(D)

	PolComm (BD)(CD)
	3.12 (0.87)
	3.37 (1.01)
	3.28 (0.77)
	2.99 (0.97)

	PolCoop (CD)
	3.17 (0.90)
	3.10 (0.96)
	3.13 (0.87)
	2.91 (0.76)

	PolComp (BC)
	2.39 (0.84)
	2.12 (1.05)
	2.48 (0.93)
	2.34 (1.00)

	JobSat
	2.79 (0.90)
	2.98 (1.01)
	2.91 (0.92)
	3.09 (1.07)

	AdmSupp
	3.48 (1.02)
	3.21 (1.00)
	3.35 (0.95)
	3.16 (0.97)

	AdmFair (AC)(AD)
	2.56 (0.86)
	2.79 (0.84)
	2.85 (0.77)
	3.01 (0.80)

	Totals
	53
	67
	326
	55


1Letters in parentheses reflect comparisons that were statistically significant (p  0.05).     

Table 3.  Multiple regression analyses with standardized () coefficients and, in parentheses, unstandardized coefficients (B)
	Independent  Variables
	JobSat

ALL
	JobSat

Females
	JobSat

Males
	AdmSupp

ALL
	AdmSupp

Females
	AdmSupp

Males
	AdmFair

ALL
	AdmFair

Females
	AdmFair

Males

	Gender 

(Male = 1)
	0.089

(0.198)
	----


	----
	0.035

(0.008)
	----
	----
	0.183c
(1.020)
	----
	----

	Age                  
	-0.004

(-0003)
	-0.147

(-0.121)
	0.062

(0.006)
	-0.112a
(-0.101)
	-0.264b
(-0.228)
	-0.049

(-0.004)
	-0.110a
 (-0.242) 
	-0.351b
(0.255)
	-0.013

(-0.009)

	Length of service
	-0.100

(-0.120)
	-0.004

(-0.006)
	-0.157a
(-0.188)
	-0.080

(-0.009)
	-0.037

(-0.005)
	-0.115

(-0.139)
	0.015

(0.004)
	0.001

(0.003)
	-0.022

(-0.002)

	Ethnicity 

(Non-European = 1)
	-0.029

(-0.007)
	-0.004

(-0.006)
	-0.019

(-0.005)
	-0.099b
(-0.272)
	0.016

(0.004)
	-0.136b
(0.306)
	-0.004

(-0.002)
	0.072

(0.174)
	-0.025

(-0.005)

	Location 

(Metro = 1)
	0.047

(0.107)
	0.043

(0.109)
	0.040

(0.008)
	0.157c
(0.367)
	0.128

(0.345)
	0.160c
(0.360)
	-0.039

(-0.225)
	0.021

(0.004)
	-0.054

(-0.009)

	Police service status 

(Sworn = 1)
	-0.093

(-0.206)
	-0.158

(-0.304)
	-0.069

(-0.187)
	0.067

(0.152)
	-0.030

(-0.006)
	0.072

(0.198)
	-0.148c
(-0.827)
	-0.305b
(-0.518)
	-0.098

(-0.218)

	Hierarchical status 

(Supervisor = 1)
	0.101a
(0.237)
	0.078

(0.574)
	0.117a
(0.252)
	0.040

(0.116)
	(0.089)

(0.092)
	0.042

(0.009)
	0.053

(0.316)
	0.034

(0.226)
	0.048

(0.008)

	PolComm
	0.182c
(0.204)
	0.252a

(0.254)
	0.171b
(0.198)
	0.112a
(0.129)
	0.113

(0.119)
	0.110a
(0.130)
	0.086

(0.243)
	0.142

(0.127)
	0.084

(0.008)

	PolCoop
	0.288c
(0.311)
	0.348b
(0.357)
	0.258c 
(0.258)
	0.242c
(0.267)
	0.376c
(0.405)
	0.192c
(0.214)
	0.233c
(0.634)
	0.188

(0.171)
	0.234c
(0.211)

	PolComp
	-0.154c
(-0.153)
	-0.062

(-0.006)
	-0.183b
(0.187)
	-0.093b
(-0.009)
	0.113

(0.119)
	-0.111a

(-0.112)
	-0.201c
(-0.501)
	-0.187

(0.164)
	0.195c
(-0.159)

	R2
	0.268
	0.325
	0.260
	0.183
	0.281
	0.167
	0.192
	0.269
	0.175


ap  0.05>0.01; bp  0.01>0.001; cp  0.001
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Notes
�.	There had been calls for the right to vote for women since at least 1869, when Mary Muller, using the pseudonym “Femina,” wrote An Appeal to the Men of New Zealand, in which she asked New Zealand men to grant women the vote.  She challenged that New Zealand ought to take the initiative and grant women the vote before other nations (Nolan and Daley 1994:3).


�.	The NZP now has one Commissioner, two Deputy Commissioners, and is divided into 12 district commands.


�.	Two factors appear to contribute to the contrasting views and disagreement.  First, officer-based studies tend to yield very low response rates, generally between 30% and 40% (Winfree et al. 1997 ). Second, the relatively small number of women in policing poses a major obstacle to gender-based studies in policing. Given that women about for, on average, about 9% of the local police and 14.5% of sheriff’s sworn officers, this figure could vary from as little at 1% or 2% to perhaps 20% to 25% (cf., Maguire and Pastore, 1997:38; Grennan, 2000; Walker 1992:314). Assume police department with 10,000 officers, making it one of the larger departments in the nation. A 10% random sample with a response rate of 30%, close to the norm for police-based research.  Also assuming the norm of 10% females, this procedure would yield a sample of 300 officers, perhaps 30 of whom would be females.  It is hard to conduct meaningful research on such small numbers.  In fact, many studies of police officers simply do not treat gender as a variable.


�.	A total of 536 questionnaires were returned; however, 25 did not indicate gender.


�.	In 1995, Stephens and Miller (1998) conducted a study of post-traumatic stress disorder among NZP officers in a limited geographic area of the nation.  In terms of age, length of service, gender and minority group/majority group status, the two samples are remarkably similar.  As was the case in the Stephens and Miller study, CIB was overrepresented and Traffic was underrepresented.  Specifically, Traffic officers, who accounted for 15% of the NZP, were only 8.6% of the Stephens and Miller study and 8.1% of “Policing 2000.”  General duty officers were represented in rough proportion to their complement in the NZP.  Interestingly, the completion rate (52%) was nearly identical with “Policing 2000.”


�.	Interestingly, among the nearly 75,000 sworn officers serving in federal law enforcement agencies, a nearly identical percentage (13.9%) were women (Maguire and Pastore 1997; see too Federal Bureau of Investigation 1997).


�.	The lowest category was under 20 years of age. The highest category was 60 years or over, which also contained only five respondents. 


�.	“Pakeha” is a Maori term with obscure origins, which is generally applied to Europeans. It does not usually carry negative connotations.


�.	Any variable that failed to load on a single factor with a factor loading score of at least 0.4 or one that loaded on more than one with scores of 0.3 or greater was trimmed (Armor 1974: 48).  A six-factor, 23-item solution explained more than 66% of the variance.  All six Eigen values were above 1.0. Please contact the second author for a copy of the Eigen values, factor loadings, and explained variances for all factors and items. 


�.	There is debate about the size of the Cronbach’s alpha required for a “reliable scale,” the answer usually reflecting the standards of the researcher’s academic discipline. Bainbridge (1989: 223) notes that psychologists accept split-half reliability coefficients as low as 0.67, while some disciplines require a coefficient of 0.70.  The 0.70 criterion is not absolute, however, analyses using scales with smaller coefficients should proceed with caution.


�.	As a rule of thumb, random chance alone dictates that one or two of the 36 comparisons would be significantly different; however, that one in six achieve a significance level less than or equal to 0.05 suggests that most are real differences.






