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The term ‘police’ broadly refer the purposeful maintenance of peace 

& harmony in the society and the commission of unlawful acts. Alan and 

associates (1976) pointed out that the major duties of police force would 

include: protection of life and property, preservation of peace, prevention of 

crime, detection and arrest of violators of law, enforcement of law and 

ordinances, and safeguarding of the rights of the citizen of the states. Along 

with these, there are many more auxiliary functions which are equally 

important either in them or indirectly in discharging the primary functions as 

above, such as security of VIPs, security of various celebrities, during 

natural calamities & crisis when the people are in distress. In the course of 

these wide ranging and multifarious tasks they also provide the initial input 

into the criminal justice system. In this modern technological era police is 

vast information generating, processing and disseminating institution. 

Information related to criminal violations, order maintenance problems, 

keeping various records is overwhelming. The latest statistics suggests that 

almost 5.17 million cases are registered in the country, 1.5 arrests are made 

per IPC case, and almost 4 lack people are convicted by the courts in a year 

(NCRB, 2002). According to estimation the interaction ratio between public 

and police is 8 : 10 public per day as there are a million police personnel in 

the country. It is also a factual problem that the ratio between police and the 
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public is widening day–by-day in our country. Despite the continuous efforts 

of the NCRB to modernize every police station of India the goal seems to be 

far away.  

 

 The word police is derived from Latin word ‘politia’ which literally 

stands for the condition of a ‘polis’ or state. In the past it meant a system of 

governance or administration (police state) but now it indicates an organized 

body of civil officers engaged in the preservation of law and order, detection 

of crime and enforcement of laws. The Oxford Dictionary defines the term 

as a system of official organization whose job is to make people obey the 

law and to prevent and solve crime. According to the Encyclopedia 

International, police are agents charged with enforcing the law and 

maintaining order. The Lexicon Universal Encyclopedia states that “police 

in modern society is a department of government concerned with public 

order, providing protection and investigating breeches of law. Police duties 

include crime detection, apprehension and arrest of criminals patrolling, riot 

control, and traffic regulation”. (Singh & Singh, 2009) 

 

Western scholars unanimously hold the view that the Indian Police 

System is a creation of the British rule in India. They further point out that it 

is difficult to trace anything answering to the police system. These views 
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presented by the Western scholars are not perfectly true as it is evident that 

protection of life was very much prevailing in ancient period in one or 

another form. That is why, these scholars hold that it is difficult to isolate 

references to police organizations in ancient Indian polity as the mention of 

different forms of crimes, administration of criminal justice and the structure 

of internal security system are inextricably linked with the broad stream of 

religious, ethics and political institutions. Various evidence are available so 

far as security of people in ancient time is concerned. The police as a 

department had become a well established administrative institution during 

Mauryan Empire. Rao (1973) pointed out that there is evidence of the 

existence of a security organization in the Harappan Civilization. With a 

long and live coastline, the Indus people were undoubtedly sea-farers and 

had established trading stations all along the coast so that their ships sailing 

on the high seas could be refurbished, and drawn ashore in the times of 

distress. The Indus merchants had established colonies in the far-flung parts 

of their known world, and undertook prolonged maritime journeys. They had 

evidently, as was the practice later, employed security guards to ensure 

smooth trading ventures. The townships unearthed in the Indus basin and 

other sites of the contemporary civilization give a fairly clear picture of the 

social, political and religious life of the people. They had also drawn up 
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elaborate arrangements for internal security. The two rows of houses in 

Harappa which have been identified to be military barracks, perhaps, 

accommodated a regularly armed detachment intended for the defense of the 

city. An interesting Harappan seal shows that figure of a man holding a stick 

interpreted by Soviet scholars as portraying ‘dandadhara’ (yama). This is, 

perhaps, the first pictorial representation of a policeman. 

 

 As is evident from the later Vedic, Buddhist and Jain canonical 

literature, sea-farers, ocean-going ships and trading caravans used to carry 

security men. The Jataka stories have detailed accounts of caravan 

movements to distant lands. The folk literature vividly portrays insecure 

conditions through which the caravans had to pass. Robbers used to have 

regular settlements, frequently looted the merchandise and decapitated the 

merchants. These insecure conditions rendered it imperative that the 

merchants arranged their own land and trans-oceanic guards and security 

men. But Kautilya, who considered an elaborate system of policing and laid 

down several guards of bureaucracy, could rightly be called the father of 

modern concept of police. The traditions set by Kautilya were followed 

throughout the history and all over India except in that certain new 

designations were evolved after the advent of the Kusans as they brought 

with them the system of posting military officers as governors and heads of 
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the various departments. Actually the policing system of Kautilya was based 

on two distinct lines i.e., civilian departments entrusted with police powers, 

and a cadre of regular police officers. During that period the police 

headquarters were located in the capital with representative police officers in 

all principal centers and important villages. 

 

Most important aspect of Kautilya system was community 

participation in preventing crime as he did not only place responsibility on 

the central and district administration for the prevention of crime but also 

laid down that the people in the rural and urban areas were by and large 

answerable to the crime committed within their areas. 

 

 After Asoka, the Indian history enters a comparatively dark period of 

five centuries until rise of the imperial Guptas. During the Gupta period, 

besides the continuance of combined police-military bureaucratic 

machinery, police officers of high levels do not figure either in the 

contemporary literature or epigraphs. During Vedic period the judiciary and 

the police were the two most important wings of the State Administration. In 

the Vedic period when states were small and the king was directly 

administering justice, police was an integral part of the system. With the 

passes of time, the police responsibility widened and different organizations 
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had to be necessarily created in order to effectively implemented the law and 

order, and bring the criminals to justice. In short the villages in ancient India 

have enjoyed autonomy since the Vedic period, and the system was hardly 

disturbed by the great ruler’s seeking to establish imperial authority. 

 

 In medieval India the Dharma sutra and the Arthasastra reveal a fairly 

well-developed criminal justice system with the king at the apex. The royal 

court of criminal jurisdiction used to take cognizance of serious crimes 

against the State. Officers charged with misconduct, persons accused of 

theft, dacoit or sex offences had to appear before the court. But during Gupta 

period the highly centralized nature of polity of the Mauryan period had 

given way to a fairly decentralized administrative structure. The above 

system of criminal justice administration continued for 5-6 hundred years 

without any major change. 

 

 During Mughal rule in India, there is lack of unanimity among 

historians as to the exact hierarchical structure of the criminal justice 

administration. It was usual practice of Mughal rulers to established thanas, 

chowkies in different strategic areas for maintenance of internal order in the 

conquered territory. 
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 East India Company acquired powers in 1757 in India and were 

following the same pattern of administration as the Mughal, but Cornwallis 

stands out as the innovator of an organized police administration. His 

regulation No. XXII of 1793 entitled “Regulations for the police of the 

Collectorships of Bengal, Bihar, and Orrisa in which he made many 

important provisions. It is very much clear from the history of British Rulers 

that they display total lack of faith in the natives of the land and institutions, 

especially in the area of criminal administration. In Brief the first hundred 

years of British rule in India brought a number of remarkable changes in the 

system of criminal justice administration. In India, those Police Acts which 

were formulated by the Britishers are still in practice. 

 

Concept of Emotional Intelligence 

 The first independent variable of present research study is emotional 

intelligence. The most distinct roots of emotional intelligence can be traced 

back to Darwin’s early work on the importance of emotional expression for 

survival and adaptation. Since the publication of the best selling, book 

entitled ‘Emotional Intelligence by Daniel Goleman (1995), the topic of 

emotional intelligence has witnessed unparalleled interest and hot discussion 

among social scientists. 
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 Despite the widespread belief that emotions and intelligence are two 

contradictory concepts, emotions have been included in the intelligence 

literature since the early 1920’s (Mayer & Saloyey, 1998; Mayer, Salovey, 

& Caruso, 2000c). Individuals who expressed emotion were often viewed 

negatively because emotions and reasoning were seen as opposing terms 

(Grandey, 2000; Mayer & Salovey, 1997; Mayer et al., 1990; Mayer et al., 

2000c). In fact, those who engaged in emotional expression were often 

considered mentally ill and were subject to therapy in order to suppress their 

emotionality (Mayer et al., 2000c). It wasn’t until the early 1960’s that some 

researchers agreed that emotions could guide one’s thinking and actions and 

could direct one’s attention toward solving problems (Mayer & Salovey, 

1997; Mayer et al., 2000c).  

 

 Many prominent researches in the field of emotional intelligence have 

compared the emotional intelligence construct to a historical intelligence 

construct labeled social intelligence (e.g., Bar-On, 2000; Mayer & Salovey, 

1990; Mayer & Salovey, 1993; Salovey & Mayer, 1990; Mayer et al., 

2000c). In some instances, these two types of intelligences have been used 

interchangeably (e.g., Bar-On, 2000). Emotional intelligence has also been 

referred to as a type of social intelligence (e.g., Mayer & Salovey, 1990; 

Mayer & Salovey, 1993; Mayer et al., 2000c). 
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 Thorndike (1920) introduced the concept of social intelligence. He 

divided intelligence into three facets: abstract intelligence (i.e., managing 

and understanding ideas), mechanical intelligence (i.e., managing and 

understanding concrete objects), and social intelligence (i.e., managing and 

understanding people). Social intelligence refers to the ability to perceive 

one’s own and other’s behaviors and motives in order to successfully make 

use of that information in social situations (Thorndike, 1920). Social 

intelligence involves adapting to social situations and using social 

knowledge to act accordingly (Mayer & Salovey, 1993). Cantor and 

Kihlstrom (1987) referred to social intelligence as possessing knowledge of 

social norms, and having the ability to get along well with others. 

 

 A necessary step in identifying a new intelligence is to determine 

whether it is distinct from already existing types of intelligence (Mayer et 

al., 2000c). The social intelligence construct had many early critics due to 

the finding that it was not easily distinguishable from other types of 

intelligence (Cronbach, 1960; Mayer & Salovey, 1993; Mayer & Salovey, 

1997; Throndike & Stein, 1937). One reason for this lack of discriminant 

validity was that the definition of social intelligence was too broad (Mayer 

& Salovey, 1993). Furthermore, there were few attempts to measure the 
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social intelligence construct (e.g., Cronbach, 1960; Riggio, Messamer, & 

Throckmorton, 1991; Schneider, Ackerman, & Kanfer, 1996) and many 

endeavors proved to be unsuccessful as a result of the increased reliance on 

self-report measures (e.g., Hedlund & Sternberg, 2000). Many researchers 

felt that the study of social intelligence was not warranted as a result of the 

inability to accurately define and measure this construct (Mayer & Solvey, 

1997). 

 

 Mayer and Salovey (1997) suggested that the emotional intelligence 

construct would not suffer from the same problems as the social intelligence 

construct. Emotional intelligence focuses more on emotional problem 

solving, rather than on the social, political, or verbal aspects inherent in the 

social intelligence construct (Mayer et al., 2000c; Mayer & Geher, 1996). 

Emotional intelligence is also similar to interpersonal and intrapersonal 

intelligences, as defined by Gardner (1983) in his theory of multiple 

intelligences (Mayer & Salovey, 1993; Mayer & Geher, 1996). Gardner 

(1983) defined interpersonal intelligence as the ability to understand others, 

and he defined intrapersonal intelligence as the ability to understand oneself. 

 

 The theory guiding the development of the emotional intelligence 

construct comes from the notion that emotions are one of the necessary 
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mental operations along with motivation and cognition (Mayer & Salovey, 

1993; Mayer et al., 2000c). Our emotions serve as signals that result in 

reactions to changing circumstances (e.g., a response to a threat may be fear 

or anger; Mayer et al., 2000c). In essence, our emotions impact on our 

behavioral responses to situational cues (Arvey, Renz, & Watson, 1998; 

Mayer et al., 2000c). Emotional intelligence may arise as a result of the 

interaction between emotions and cognitions (Mayer & Salovey, 1995, 1997; 

Mayer et al., 2000c). For example, mood can influence an individual to think 

positively or negatively and there has been a great deal of research 

examining the impact of mood on effective decision-making (Mayer & 

Salovey, 1993; Mayer et al., 2000c). Emotionally intelligent individuals use 

their emotions to engage in intelligent thought and also possess the ability to 

think intelligently about their emotions (Mayer & Salovey, 1997; Mayer et 

al., 2000c). 

 

 Emotional intelligence gained popular and academic attention during 

the 1990’s. During this time, audacious claims were made regarding the 

ability of emotional intelligence to predict work and non-work “success”. 

However, many of these claims lack empirical evidence and have been 

based on anecdotal accounts (Barrett, Miguel, Tan, & Hurd, 2001; Dulewicz 

& Higgs, 2000). The first uses of the term “emotional intelligence” were by 
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Mayer, DiPaolo and Salovey (1990) and Salovey (1990). The popularity of 

emotional intelligence was not a result of the surge of academic work but 

rather a result of the publication of Daniel Goleman’s book entitled 

“Emotional Intelligence” (Goleman, 1995), and his successive book 

examining emotional intelligence at work (Goleman, 1998). In 1997, another 

researcher, Bar-On introduced the first published scale assessing self-

reported emotional intelligence. Bar-On (1997) has also contributed to the 

prominence of emotional intelligence in popular culture. 

 

 There has been much effort in the past decade devoted to defining and 

measuring the emotional intelligence construct. However, researchers have 

not reached a consensus on the definition and measurement of emotional 

intelligence (Dulewicz & Higgs, 2000; Mayer, Salovey, & Caruso, 2000a; 

Mayer, et al., 2000c). There are a lot of arguments about the definitions of 

emotional intelligence, arguments that regarded both terminology and 

operationalizations. The first published attempt towards a definition was 

made by Salovey and Mayer (1990) who defined emotional intelligence as 

“the ability to monitor one’s own and other’s feeling and emotions, to 

discriminate among them and to use this information to guide one’s thinking 

and actions. Later Salovey and Mayer (1997) revised their definition of 

emotional intelligence, the current characterization now being most widely 
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accepted. Emotional intelligence is thus defined as: “the ability to perceive 

emotions, integrate emotions to facilitate thought, understand emotions, and 

to regulate emotions to promote personal growth.” “At the most general 

level, emotional intelligence refers to the ability to recognize and regulate 

emotions in ourselves and others (Goleman, 2001). 

 

Another prominent researcher of the emotional intelligence construct 

is Bar-On, the originator of the term “emotional quotient.” Possessing a 

slightly different outlook, he defines emotional intelligence as being 

concerned with understanding one self and others, relating to people, and 

adapting to surroundings to be more successful in dealing with the 

environmental demands (Bar-On, 1997). Regardless of the discrepancies 

between definitions of emotional intelligence, it is clear that what is being 

referred to is distinct from standard in intelligence. In fact, several emotional 

intelligence models have been proposed that have competing view points on 

the nature of this construct (e.g., Mayer et al., 2000c). Let us try to 

understand briefly the various models of emotional intelligence which will 

certainly help in visualizing the very concept. 
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Current Theoretical Models of Emotional Intelligence 

 

A review of the literature focusing on the models of emotional 

intelligence during the last fifteen years allows different classifications of 

the construct, but these classifications are, in some sense, compelling and 

complementary. As a first division we could distinguish several approaches 

following the publication of Golemen’s book (1995). These are pseudo-

scientific proposals with a noticeably commercial intention, and with 

divulgation rather than scientific purposes (Cooper & Sawaf, 1997; Elias, 

Tobias, & Friedlander, 1999; Shapiro, 1997; Weisinger, 1997). 

 

On the other hand as a second division, we distinguish those scientific 

models which propose a theoretical explanation of their components. These 

models are based on the review of previous literature, conduct controlled 

empirical studies to validate them, and use measurement instruments 

developed with this purpose (Bar-On, 1997; Boyatzis, Goleman, & Rhee, 

2000; Mayer & Salovey, 1997). 

 

These theoretical approaches have guided current lines of research. In 

general, these approaches try to discover the emotional components that 

underlie emotionally intelligent people and the mechanisms and processes 

that set off the use of these abilities in our everyday life. Currently, there are 
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three theoretical approaches accepted by the scientific community, these are: 

the emotional intelligence ability model by Mayer and Salovey (1997; 

Brackett & Salovey, 2006), Bar-On’s Emotional-Socail Intelligence (ESI) 

model (1997; Bar-On, 2006), and the emotional competencies model 

focused on the workplace (Goleman, 1998; 2001; see also Boyatzis, 2006). 

 

Emotional Intelligence ability-based model has been propagated by 

Mayer & Salovey (1997). Reviewing the literature on emotional intelligence, 

one finds that Mayer and Salovey’s mental ability model is the theoretical 

approach that has generated the largest number of researches published in 

peer-review journals (Mathews et al., 2002; Geher, 2004). The interest of the 

scientific community for this model is based on several reasons: (1), the 

solid and justified theoretical base, (2), the novelty of the measurement 

compared to other approaches, and (3), its systematic evaluation and support 

by empirical data obtained from basic and applied fields. Moreover, the 

critics of the concept consider Mayer and Salovey’s model and genuine 

approach to the study of intelligence that could add interesting contributions 

to the emotional and individual differences field (Matthews et al., 2002). 

 

Although there was a previous theoretical approach (Salovey & 

Mayer, 1990), the most accepted proposal is the one that considers EI as a 
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mental ability, specifically: “Emotional intelligence involves the ability to 

perceive accurately, appraise, and express emotion; the ability to access 

and/or generate feelings when they facilitate thought; the ability to 

understand emotion and emotional knowledge; and ability to regulate 

emotions to promote emotional and intellectual growth” (Mayer & Salovey, 

1997, p. 10) 

 

The model comprises four abilities: perception, assimilation, 

understanding, and regulation of emotions, concisely emotional perception 

consists of the ability to perceive emotions on the self and on the others, and 

also on objects, art, stories, music and other stimuli. The assimilation of 

emotions is ability to generate, use, and feel emotions as necessary to 

communicate feelings, or to use them in other cognitive processes. 

Emotional understanding is related to the ability to understand emotional 

information, how emotions combine and shift across time, and the ability to 

appreciate emotional meanings. Finally, emotional regulation refers to the 

ability to stay open to feelings, and to monitor and regulate one’s and others 

emotions to promote understanding and personal growth. 

 

These four branches are hierarchy organized, thus, perceiving 

emotions is at the most basic level, and managing emotions is at the highest 
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and most complex level in the hierarchy, therefore, the ability to regulate 

ones and others emotions is built on the basis of the competencies of the 

three other branches. 

According to these authors, emotional intelligence represents an 

intelligence system focused on the processing of emotional information, and, 

as that, it must be part of other traditional and well established intelligences 

(Mayer, Caruso, & Salovey, 1999). In this sense, the methodology for the 

assessment of emotional intelligence is based on performance or ability 

measure, in line with the assessment methodology used to measure other 

intelligences (i.e., math intelligence or logic-spatial intelligence). 

 

Although the authors initially developed self-reported measures for 

the assessment of the concepts (Trait Meta-Mood Scale, TMMS; Salovey, 

Mayer, Goldman, Turvey, & Palfai, 1995), their biggest efforts have been 

focused on the design and development of ability measures or performance-

based measures, culminating in the development of the MSCEIT (Mayer-

Salovey-Caruso Emotional Intelligence Test; Mayer, Salovey & Caruso, 

2002; Mayer Salovey, Caruso, & Sitarenios, 2001; 2003). This instrument 

provides an indicator of people’s emotional performance level in different 

items that evaluate: the ability to perceive emotions in faces, pictures and 

abstracts designs; the ability to assimilate emotions in several thinking and 



 18 

decision making processes; the ability to understand simple and complex 

emotions, their combinations and the shift of emotions; and finally, the 

ability to manage and regulate owns and other’ emotions. 

 

The second model of emotional intelligence has been proposed by 

Bar-on (1997; Bar-On, 2000) and known as Bar-On’s Emotional-Social 

Intelligence Model. Bar-On’s (1997) theoretical approach to EI is wider and 

more comprehensive than Mayer and Salovey’s model (1997). From Bar-

On’s point of view  ‘emotional – social intelligence is a cross-section of 

interrelated emotional and social competencies, skills and facilitators that 

determine how effectively we understand and express ourselves, understand 

others and relate with them, and cope with daily demands’ (Bar-On, 2006). 

The accent on ‘non-cognitive’ factors represents a withdrawal from the 

traditional conceptions of intelligence which underlined the relevance of 

cognitive factors. The aim of this proposal was to find out the key factors 

and components of social and emotional functioning that lead individuals to 

a better psychological well-being (bar-On, 2000, 2004, 2006). 

 

Bar-One’s model defines the construct ‘emotional–social 

intelligence’, which is formed by a cross-section of inter-related emotional 

and personality traits that are well established and interact together in the 
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individual. Specifically, emotional and social intelligence comprises five 

high level factors, which are subdivided in 15 sub factors: (1), Intrapersonal 

skills refers to the ability of being aware and understand emotions, feelings, 

and ideas in the self, and it is subdivided into the five sub factors Self-

Regard, Emotional Self Awareness, Assertiveness, Independence, and Self-

Actualization; (2), Interpersonal Skills refers to the ability of being aware 

and understanding emotions, feelings, and ideas in the others, and it is 

subdivided into the three sub factors; Empathy, Social Responsibility, and 

Interpersonal Relationship; (3), Adaptability refers to the ability of being 

open to change our feelings depending on the situations, and includes the 

three sub factors Reality-Testing, Flexibility, and Problem-Solving; (4), 

Stress Management refers to the ability to copy stress and control emotions, 

it is composed by the sub factors Stress Tolerance and Impulse Control; and 

Lastly, (5), General Mood refers to the ability of feeling and expression 

positive emotions, and being optimistic, and comprises the sub factors 

Optimism and Happiness (for an extensive review, see Bar-On, 2006). 

 

In order to evaluate the factors proposed in his model, Bar-On 

developed the first commercial instrument available to measure EI (EQ-I; 

Bar-On, 1997). Later, Bar-On, designed a large amount of measuring 

instruments (i.e., interviews, questionnaires for external raters, self-report 
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measures for different ages, and different versions of these instruments) 

distributed by Multi-Health System (MHS). For research purposes the most 

employed measure is the Emotional Quotient Inventory (EQ-I; Bar-On, 

1997), a self- reported measure comprising 133 items that evaluates the five 

components described in his theoretical model. As the author points out, the 

EQ-I is a wide inventory that includes many emotional and social 

competencies, giving not just an estimation of the EI level, but also an 

affective and social profile (Bar-On, 2000). This led some authors to 

consider Bar-On’s proposals as a mixed model of EI, since it combines 

social, emotional, cognitive, and personality dimensions (Mayer, Salovey, & 

Caruso, 2000). A substantial part of the research developed by this group 

and by independent groups is focused on the psychometric properties of the 

EQ-I, its predictive, construct and incremental validity upon other classical 

constructs (i.e., personality and cognitive intelligence) and its contribution to 

different everyday life criteria (Bar-On,  2000, 2004, 2006). 

 

The third model of Emotional Intelligence which has its importance to 

workplace is proposed by Goleman and is known as Model of Competencies 

focused on the workplace. No doubt, the term emotional intelligence was 

brought to light by Daniel Goleman’s book and by his statements regarding 

the influence of these abilities upon many areas of our lives (Goleman, 
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1995). In his first book, Goleman stated that emotional intelligence 

comprises five essential elements: (i) knowing one’s emotions; (ii) managing 

emotions; (iii) motivating oneself; (iv) recognizing emotions in others, and 

(v) handling relationships. 

 

In 1998, Goleman presented his second book, proposing a theory of 

performance in organizations based on a model of emotional intelligence. 

This model was created and adapted to predict the effectiveness and personal 

outcomes in the workplace and in organizational fields (Goleman, 1998). 

The model is based on several competencies, which were identified by 

researches conducted in hundreds of organizations; these competencies are 

considered characteristic of the most brilliant and successful employees 

(Goleman, 2001). Currently, the model presents four essential dimensions, 

which are subdivided into twenty competencies (Boyatzis, Emotional self-

awareness, Accurate self-assessment, and Self-orientation, and 

Organizational awareness; Self-management comprising Self-control, 

Trustworthiness, Conscientiousness, Relationship Management which 

comprises Developing others, Influence, Communication, Conflict 

management, Leadership, Change catalyst, Building bonds and teamwork 

and collaboration. 
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According to Goleman, each one of these four dimensions are the 

basis to develop other learned abilities or competencies necessary in the 

organizational field. For example, the Self-awareness domain provides the 

basis for the development of learned competencies such as to perform an 

‘accurate self-assessment’ of the advantages and disadvantages in decision 

making processes, which is necessary when an executive must play his/her 

leading role in his/her work team. For Goleman (2001), an emotional 

competency is learned capability based on emotional intelligence those 

results in outstanding performance at work. 

This idea of learned competence is essential to understand Goleman’s 

proposal. Thus, while emotional intelligence as defined by Mayer and 

Salovey represents our potential to dominate specific emotional abilities, 

from Goleman’s proposal, emotional competencies by themselves represent 

the level in which a person dominates specific abilities or skills based on 

his/her emotional intelligence level and make this person more effective in 

his/her work (Goleman, 2001). 

 

In order to evaluate social and emotional competencies in the 

organization, this approach uses 360 methodology or measures based on 

external raters. This methodology is easier and quicker than other 

measurement methods such as the individualized interview, and it is also 
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wider because it provides a general indicator of twenty emotional 

competencies regarding the work performance using just one instrument. 

Besides, this instrument shows higher security and reliability than other 

because it allows the comparison between the employees’ perception of 

his/her own competencies and other employee’s perception of his/her own 

competencies and other employee’s and boss’ perceptions of these 

competencies (Boyatzis, et al., 2000). The instrument used to evaluate 

Goleman’s model is the Emotional Competence Inventory 2.0 (ECI 2.0), 

which is based on 360 methodologies and shows evidence of validity and 

reliability (Boyatzis et al., 2000; Sala, 2002). Built on the measure 

developed by Bayatzis, the authors of the ECI consider that the instrument 

has applicability only in the workplace and organizational fields. The ECI 

consists on 110 items, where 3 items is the minimum number to evaluate 

each competence. The ECI comprises two ways of evaluation: a self-

reported measure where people are asked to estimate their performance in 

each one of the competencies, and an evaluation by an external rater, such as 

work mates or superiors. 

 

Compared to other approaches, to date, the model by Bayatzis and 

Goleman (see Boyatzis et al., 2000; Goleman, 2001) has less empirical 

support (Boyatzis, 2006). 
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Comparing Models of Emotional Intelligence 

 

Despite the existence of three distinct models of emotional 

intelligence, there are theoretical and statistical similarities between the 

various conceptions. On a global level, all of the models aim to understand 

and measure the elements involved in the recognition and regulation of one’s 

own emotions and the emotions of others (Goleman, 2001). All models 

agree that there are certain key components to emotional intelligence, and 

there is even some consensus on what those components are. For example, 

all three models of emotional intelligence implicate the awareness (or 

perception) of emotional and the management of emotions as being key 

elements in being an emotionally intelligent individual. 

 

A relationship between elements of the models has been established 

through statistical analyses. As outlined in the descriptions of the measures 

of emotional intelligence, there is evidence that different measures of 

emotional intelligence are related and may be measuring similar 

components. Brackett and Mayer (2002) found significant similarities 

between regulation of emotion subscale of the Mayer-Salovey-Caruso 

Emotional Intelligence Test and the interpersonal EQ scale of the Bar-On 

Emotion Quotient Inventory. Considerable similarities have been found 
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between self-report measures of emotional intelligence. Brackett and Mayer 

(1998) found that two self-report measures, the Emotion Quotient Inventory 

and the Self Report Emotional Intelligence Test, were highly correlated. 

However, no relation between the two measures could be found when 

personality and positive well-being were controlled for, suggesting that 

while the two measures share variance, this variance may be attributable not 

to the measurement of emotional intelligence but to the measurement of 

other factors. 

 

Concept of Work Identification 

 

 The second independent variable of present investigation is work 

identification which is important at the performing of duties by police 

personnel. It has significant impact because until and unless, the police 

personnel do not identify themselves with the work they are doing, they will 

be unable to understand their responsibilities & duties. 

 

The concept of identification originated in psychoanalytic theory. 

Freud (1949) described identification as “the endeavor to mould a person’s 

own ego after the fashion of one that has been taken as a model” Many 

personality theorists emphasize identification as a process of socialization in 

childhood period. (Sanford, 1955; Kagan, 1958; and Kelman, 1958). In the 

same manner identification at work with work-itself in the organization is 
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developed through adult socialization during one’s work life-Review of 

literatures on identification and other psychological states like sense of 

commitment and feeling of involvement reveal that three sets of factors 

determine the psychological conditions. The first factor is related job 

incumbent. Secondly, aspects of work itself and third is organizational 

variables. March & Simon (1958) found that there are four major facets of 

job life which help in developing identification with the work and the 

organization. These are – organization, work itself, sub-group and external 

organization. Therefore mentioned facets determining work identification 

are very broad in nature. The factors of work identification have been clearly 

spelled out by Hall & Lawler (1970); and Patchen (1970) who considered 

job challenge while, Brown (1969); Lawler & Hall (1970); and March & 

Mannari (1977) identified job control and autonomy as determiners of 

identification. Srivastava & Dolke (1978) viewed that work identification is 

composed of two aspects viz, importance attached to work (IATW) and 

satisfaction of needs through work (SNTW), and on this basis they 

developed a scale to measure work identification. Since there is paucity of 

investigation on work identification, hence, similar concept, though, 

operationally little-bit different, i.e. job involvement, measuring ones 

identification with work, is being taken for discussion for safeguarding the 
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status of work identification. The work on job involvement has already 

received much attention. The description follows: 

Job involvement studies started in mid 1960s, especially, with, the 

pioneering extensive work of Lodahl & Kejner (1965) who for the first time 

explored many important aspects of job involvement. It is matter of fact that 

job involvement is an important aspect determining work performance in 

which the phenomenon of motivation and satisfaction are readily implicit. 

Actually, the load of researches in 1950s and early 1960s on job motivation 

and job satisfaction were too heavy, hence, several theories of job 

satisfaction and job motivation had come into prominence, such as, 

Maslow’s interpretation of his theory of need hierarchy in job context in 

1954, Herzberg et. al. (1957), Vroom (1964), Porter & Lawler (1968), and 

Alderfer (1969, 1972) which gained popularity but also received criticisms, 

hence, concept of job involvement evolved out of the heavy load on job 

motivation studies and craze for the new appropriate similar concept to 

determine work performance. The concept of job involvement attracted a lot 

of interest and attention of psychologists, managers and supervisors towards 

job involvement. This all led Lodahl & Kejner (1965) for developing a scale 

to measure job involvement for the first time. 
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In plain words, job involvement can be referred to as ‘the attitude of 

employees towards work’ Lodahl (1965) emphasized that during the process 

of socialization certain work values are injected into the self of the 

individual that remains even at the later stage in the form of attitudes 

towards job. Lodahl and Kejner (1965) further elaborated and considered 

that “job involvement is the internalization of values about the goodness of 

work on the importance of work in the worth of person, and perhaps it thus 

measures the case with which the person can be further socialized by an 

organization”. It is therefore, clear that the values which are internalized by 

the individual during the course of socialization are the major outcomes of 

socio-environmental influences. If there is a positive impact of these aspects 

then individual gets committed and job involved. Different thinkers have 

opted different styles in defining the phenomenon of job involvement. 

Lodahl and Kejner (1965) defined as “the degree to which a person 

identifies psychologically with his work or the importance of his work in his 

total self image is regarded as job involvement”, while, according to Lawler 

and Hall (1970) job involvement refers to “psychological identification with 

one’s work as well as the degree to which the job situation is central to 

person and his identity”. Diefendorff, Brown, Kemin, and Lord (2002) 

argued that job involvement is “a key factor influencing important individual 
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and organizational outcomes”. Furthermore, Brown contends that 

“increasing job involvement can enhance organizational effectiveness and 

productivity by engaging employees more completely in their work and 

making work a more meaningful and fulfilling experience (1996). Job 

involvement is a distinct concept that differ from the concept of work ethnic 

(Kanungo, 1982a), concept from job satisfaction and organizational 

commitment. Thus job involvement is a critical factor in shaping worker 

outcomes (Diefendorff et. al. 2002). Job involvement is the degree of 

importance an individual assigns the job in his or her life. (Paullay et. al. 

1994). 

 

 An individual with a high degree of job involvement would place the 

job at the centre of his/her life=s interests. The well-known phrase ‘I live, 

eat, and breathe my job’ would describe someone whose job involvement is 

very high ….. persons with low job involvement would place something 

other than their jobs (e.g., family hobbies) at the center of their lives” 

(DeCarufel & Schaan, 1990) 

 

 There has usually been criticism and controversy regarding any new 

concept, thus, job involvement is not an exception. Patchen (1970) has 

pointed out that ‘general interest’ in the job is more or less similar to the 

concept of job involvement but he himself accepted that inspite of some 
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similarities between these two, ‘general interest’ can not be termed as job 

involvement. Kanuge, Mishra and Dayal (1975) pointed out that job 

involvement attitude represents the degree to which the total situation is 

thought of as being central to one’s life or self –concept while, Saleh and 

Hasek (1976) have proposed four different conditions in which an individual 

may be job involved: 

 

i) When work to him is a central life interest. 

ii) When actively participates in his job. 

iii) When he perceives performances as consistent to his self-concept, 

and  

iv) When perceives performance as central to his self-esteem. 

 

Kanungo (1979) classified job involvement into two different contexts- 

i) Involvement with ‘specific job’ and 

ii) Involvement with ‘work in general’. 

 

In fact, he focused on sociological and psychological approaches to job 

involvement after criticising the traditional interpretation of the concept. 

Kanungo (1982) defined the phenomenon of job involvement as a “cognitive 

state of psychological identification with the job and depends on the degree 
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to which the job is perceived to meet one’s salient needs, be they intrinsic or 

extrinsic”. 

 

Broadly, there are three important sets of factors which are determiners 

of job involvement and have been identified after reviewing the definitions 

with regard to job involvement. These factors comprise, factors related to 

job incumbents; aspects of work itself and; organizational conditions. After 

that work identification has been used interchangeably to job involvement. 

 

Concept of Occupational Stress: 

 

 The third important independent variable which has been taken for 

present research endeavor is occupational stress. Job related stressors are 

known by different names; such as work stress, job stress, organizational 

stress, role stress, and occupational stress, which will be discussed later on in 

succeeding lines. At present it is important to look into the term stress 

because this very term got currency before the concept of occupational 

stress, work stress, job stress, organizational stress because people got 

satisfied their hunger out of the natural resources that naturally grew on 

earth but stress had been witnessed from the very initial stage of men’s 

existence on the earth. The present day world is highly mechanized, 

informative and materialistic, thus, as a result, the life has become quite 
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challenging and competitive at all levels. Supposedly, due to these reasons 

the thinkers of the present century have considered the present time as an 

“age of stress”.  

 

In the present time, most of people may be observed talking, 

discussing the term yet, significantly few people use the term in the same 

way or even attempt for a clear-cut definition of the term stress. The term 

has been so loosely defined that there have been recommendations that the 

use of the term be abandoned altogether. Selye (1980) has accordingly 

stated that “the concept of stress is still fraught with definitional 

contradictions, and suffers from the mixed blessing of being too well 

known and too little understood”. Ivancevich & Matterson (1980) have 

even compared stress with sin, as both are considered important by many 

people even though different people are not always talking about the same 

thing when they use the word. 

 

The word “stress” has been originated from the “Latin” word 

“Stringere” which means ‘to draw tight’. The term was used to refer to 

hardship, strain, adversity or affliction. Various terms have been 

synonymously used with stress, viz; anxiety, frustration, pressure, conflict, 

strain etc. The psychologist named, Walter Cannon (1914), in his work on 

homeostasis had used the term stress to describe emotional states that had 
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possible detrimental physical impact on the focal organism. In 1935, he 

modified the use of the term stress to describe physical stimuli and used 

the term strain for organism’s response to the stressors. Some experts have 

described the term stress as the quality of stimulus (Dunbar, 1947), while 

others defined it as the quality of both stimulus and the response. Wolf 

(1950) described it as a state of human organism. Some others have 

described it as that class of stimuli which produce anxiety and reportable 

experience of tense dread (Basowitz et. al, 1958). Selye (1936), a Canadian 

researcher, was the first person who introduced the term in “Life 

Sciences”.  He explained the term stress in terms of biological concept 

referring it to as the ‘General Adaptation Syndrome’ (GAS). According to 

him there are three phases of response to stress. The first phase is alarm, 

second phase continues with resistance and thirdly, it may terminate with 

exhaustion. These three phases are incorporated in physical and chemical 

changes which prepare an individual to fight or flee.  

 

During eighteenth and nineteenth centuries, stress was equated with 

force, pressure or strain exerted upon a material object or person which 

resists these forces and attempts to maintain its original state. In physics, 

stresses are the forces that place pressure on bodies. In psychology stress is 

the demand made on organism to adjust, to cope and to adapt. In 
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physiology, the various changes in the physiological functions in response 

to evocative agents denote stress. In psycho-physiology, stress is that 

stimulus which imposes detectable strain that cannot be easily 

accommodated by body and so presents itself as impaired health and 

behavior. (Pestonjee, 1992). 

 

In general way, stress is defined as physical, emotional or mental 

pressure; force or system of forces applied on body. But there are three 

approaches to study stress.  They will be discussed briefly here. 

 

Stimulus Perspective of Stress:  

 

Stress conceived as a stimulus has been used to describe 

environmental situations characterized as new, intense, rapidly changing, 

demanding, sudden, or unexpected (Beehr, 1984; Beehr and Bhagat, 1985; 

Selye, 1975). Stressful stimuli can also include stimulus deficit, absence of 

expected stimulation, high persistent stimulation, fatigue and boredom. In 

this perspective, stress has been treated as an independent variable. This 

model of stress is an engineering one in which external stressor gives rise 

to stress reaction or strain within the individual (Cox, 1978), Lazarus 

(1966) also considered such events as failure or the threat of failure, 

noxious or unpleasant agents in the environment, isolation, and rapid social 
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changes as stress stimuli. Other stimulus situations mentioned in the 

various writings as stressful are (i) losses of personal, physical, cognitive, 

or affective functions; (ii) frustration of anticipated reward or goal 

attainment; (iii) failure or change in social feedback mechanism; (iv) 

impulse flooding; and (v) approach – avoidance conflict situations. 

Symonds (1947) has also discussed stress as environmental stimulus. He 

has pointed out, “it should be understood once and for all that stress is that 

which happens to the man, not that which happens in time; it is a set of 

causes, not a set symptoms”. 

 

The stress as stimulus has taken into active research on relationship 

between stress and somatic illness. Meyer (1958) long back argued that 

certain alterations of life circumstances have potential influence on balance 

between health and illness. Holmes (1974), Rahe (1968) and their 

associates examined in a series of studies whether changes in the life of a 

person statistically correlated with illness. Holmes and Rahe (1967) 

generated a hierarchical list of life event changes likely to require 

significant alternations in the ongoing adaptive patterns of the individual. 

The crucial life events are not the direct cause of illness. The important 

factor which causes illness is the new demand on the usual adaptive 

patterns of the person. The greater the demand of social situation or event, 
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for making new adaptive efforts to readjust to it, more is the likelihood that 

an inadequate response will be that a utilized, thus, eliciting pathological 

psychological reactions. These social situations or events which require the 

focal person to make excessive adaptive effort have been considered as 

stress, by this group of stress researchers. 

 

But the basic question is that which conditions, situations can be 

regarded as stressful and, what are their common characteristics? Probably 

the common features of stressful stimuli are undesirable, unpleasant, 

uncomfortable, threatening, and demanding. Weitz (1970) enlisted eight 

types of stressful situations, namely speeded information processing, 

noxious environmental stimuli, perceived threat, disrupted psychological 

function, isolation, confinement, blocking, group pressures, and frustration. 

Lazarus (1966) considered perceived threat as the central characteristic of 

stressful situation. Frankenhaeuser (1975a) has denoted “lack of control 

over events” as stressful situation. 

 

Response Perspective of Stress: 

 

The second approach to understand stress is ‘response perspective of 

stress. In this perspective, it is the way in which the individual handles the 

perceived stressors- the defense it mobilizes and the alarm reactions ignited 
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– that constitutes the true nature of the stress. In fact, the more emphasis in 

this perspective is on the meaning of stimulus, rather than objective nature 

of the stimulus itself. Those who take stress from response perspective see 

it as an imbalance between the requirements to make an adaptive response 

and the repertoire of the focal person. The greater the perceived 

discrepancy between demand and response capacity and the higher the 

appraise cost of making such reactions, that more stress these will be 

impinging on the individual. The term stress has been used to refer to the 

response to stressors by Beehr (1984), Caplan, Cobb, French, Harrison and 

Pinneau (1975), and Kahn & Quinn (1970). 

 

The response based definition of stress concerns with the 

specification of the particular response patterns which may be taken as 

evidence that the person is, or has been, under pressure from a disturbing 

environment. That response or pattern of response is treated as stress or as 

its defining parameter (Cox, 1978). Theorists who define stress from a 

response perspective see it as an ‘imbalance’ between the requirements to 

make an adaptive response and the ‘repertoire’ of the individual. The 

greater the fraction of expectancies in a situation, and the greater the 

perceived discrepancy between the demand of the situation and capacity, 

and the  higher the appraised cost of making such a reaction, the more 
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stress there will be acting on the individual. The work of Selye (1966) first 

set the model for response theories of stress. Tache and Selye (1978) stated 

that stress is the non-specific response of the body to any demand made 

upon it”.  He described, stress quite equivocally as the persons response to 

the demands of his environment. Selye’s primary concern was for the 

physiological mechanism and this has led to a close association between 

response based and physiological model of stress. Selye’s elucidation of 

the body response to stress has led to a better grasp of the biochemical, 

anatomic, and neuro- hormonal change the accompany adaptation to stress. 

In fact, three basic themes build Selye’s concept of stress. First, the 

physiological stress response does not depend upon the nature of stressors, 

and not on the organism in which it is evoked. The response syndrome 

represents a universal pattern of reactions which protect the person and 

preserves its integrity. Second, he believes that defence reactions progress 

in three stages, if the exposure to stress is continuous, namely alarm 

reactions; resistance- bodily changes marking the person’s adaptation to 

the external force and exhaustion. The third one is that if these defense 

responses are severe and prolonged, it would result in disease states. 
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Transactional Perspective of Stress:  

 

The third approach has taken as transactional perspective of stress 

which appears to be emerging as a broad integrative framework in this 

complex area. In this perspective, stress has been described as part of 

complex and dynamic system of transaction between the person and his 

environment. It emphasizes that stress is an individual perceptual 

phenomenon rooted in psychological process. This model has been 

developed largely by Lazarus and his associates (1984). According to 

them, stress is said to occur in the face of “demands that tax or exceed the 

resources of the system or, to put it in slightly different way, demands to 

which there are no readily available adaptive responses”. This perspective 

emphasizes ‘cognitive appraisal’ and ‘coping responses’. A stressful 

transaction begins with a primary cognitive appraisal that a situation 

requires on effective response to avoid or reduce physical or psychological 

threat or harm, and a secondary appraisal that no completely effective 

response is immediately available. The events or situation is not stressful 

in itself. It becomes a source of stress only when the focal person appraises 

it as to be a threat for him and to exceed his capability, ability to deal with 

it. The person makes the best response possible and actively defines and 

shapes stressful transactions by means of his cognitive appraisals and 
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coping responses. This model says that situations can not be simply labeled 

as ‘stressful’ or not stressful’. They may be potentially stressful or may be 

stressful for such- and- such proportion of the population. To determine the 

existence of stress one must consider the status of the focal person in 

relation to the environment. This is the reason that the same situation or 

event is differently responded by different persons or event differently by 

the same person at different times. 

 

The concept of stress is bound to the person, and is a subjective 

experience. The physical and psycho-social situations become stressors via 

cognitive appraisal and interpretation of the threat situations by the focal 

person. Lazarus’ model begins when the individual evaluates a particular 

event or situation or demand. After perceiving, the focal person makes two 

types of appraisal at his cognitive level, i.e. primary and secondary 

appraisals. In primary appraisal, the individual evaluates the threats or loss 

likely to happen. Further, in secondary appraisal, the individual appraises 

his capability and resources to deal with the confronting situation. The 

severity of the felt stress is determined by the degree of imbalance between 

cognitively appraised demand or threat and cognitively appraised supplies 

of the human and physical resources. It may be understood as; a stress 

reaction in the individual is the joint affect of his psychic and somatic 
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dispositions and the stress provoking quality of situational condition. The 

definition proposed by Appley & Trumbell (1967) fits in this model. 

According to them, “stressfulness of stimulus exposure or event is 

dependent upon the pattern of stimulus-organism interaction in a particular 

time and a particular place”. According to Lazarus (1957), ‘the general 

adaptation syndrome’ may be precipitated not only by noxious stimuli but 

the psychological reactions to physical stimuli also. McGrath (1976) has 

also defined stress as “environmental situation perceived as presenting a 

demand which threatens to exceed person’s capacities and resources for 

meeting it, under conditions where he expects a substantial differential in 

the rewards and the costs for meeting the demands versus not meeting it”. 

The definition of stress propensity by Cox (1978) also well fits in this 

perspective. According to him, “stress can only be sensibly defined as a 

perceptual phenomenon arising from a comparison between the demands 

on the person and his ability to cope. An imbalance in this mechanism, 

when coping is important, gives rise to the experience of stress, and to 

stress response”.  

 

Wofford and Daly (1997) proposed “cognitive – affective” model of 

stress which emphasized the role of cognitive and perceptual processes in 

response to stress situations. The model says that why each individual’s 
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perception and response to stressful situation is a unique one. The core of 

their theoretical model is a cognitive- affective stress prosperity construct 

which consider eight individual difference variables; viz; cognitive-

effective connectivity, psychological magnification, attribution  style, locus 

of control, negative affectivity, self-esteem, private self-consciousness, and 

anger irritability, as determinants of stress-strain relationship. 

 

Actually, psychological stress is not a simple event, but is a process 

which comprises following successive events: 

(i) Perception of some unusual demanding, noxious or adverse 

situation or event. 

(ii) Cognitive appraisal by the focal person of the demands or threats, 

and probable undesirable consequence of the situation, and of his 

capabilities and available resources. 

(iii) Emergence of state of emotional disequilibrium spontaneously 

followed by deviant or unhealthy psychological, physiological and 

bio-chemical responses. 

(iv) Operation of adaptive or coping efforts by the focal person at 

cognitive and behavioral levels.  

 

Thus, “stress may be referred to as” deviant psycho-physiological 

state of the individual resulted from a situation cognitively appraised as 
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excessively demanding or threatening and requiring the focal person make 

some adaptive efforts to cope with it”. 

 

Let us try to know briefly about stress in Indian context. Rao (1983), 

highlighted the origin of stress in ancient thought. He pointed out two 

Sanskrit words ‘Klesa’ and ‘Dukha’ which correspond to the concept of 

stress. The concept of ‘Klesa’ has its origin in the root’ ‘khis which means 

‘to torment’ ‘to cause pain or ‘to afflict’. The ‘Klesa’ is not a mental 

process, but is a set of hindering load on mental process. Thus the concept 

‘Klesa,’ system views ‘Dukha’ to signify the stress that the individual 

experiences in the course of his interaction with the world around him. On 

the basis of a review of ancient Indian literature, Rao concluded that the 

conceptual model of appraisal of the self (Asmita), the object (Raga), and 

the threat (Dwesha). In fact, the cognitive appraisal constitutes the 

functional framework for the conceptual model of stress not only in 

“Samkhya- Yoga” system but also in ‘Vedanta’ and Budhism. He has 

referred to three type of stress which ‘Samkhya speaks of viz.,  Adhyatmik 

(Personal), Adhibhoutik (Situational) and ‘Adhidavic’ (Environmental).  

 

But more accepted definition of stress states that “stress is a dynamic 

condition in which an individual is confronted with an opportunity, 
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constrain or demand to what he or she desired and for which the outcome 

is perceived to be both uncertain and important (Schuler, 1980). 

 

After 1960s the term stress, attracted attention of psychologists and 

other social scientists and since then stress has been considered as one of 

the major factors in work organization (Agarwala, Malhan and Singh, 

1980): and life in general as well, Schuler (1980), and Steers (1981) 

pointed out that stress causes absence from job and consequently effects 

turnover. Reddy, Srikant and Ramamurti (1990) on the basis of their 

research study drew the conclusion that the stresses among the people 

between 41-50 years of age group are greater than those between 51-60 

year age group. Stress experiences were attributed to working conditions, 

organizational roles, various relationships, organizational structure and 

development in the work situation. 

 

Due to minute differences in the phenomenon of job stress, work 

stress, occupational stress and organizational stress, the experts use these 

terms interchangeably. Organizational stress arises out of organizational 

climate and structure. Job stress is the result of physical working 

conditions while; work stress is experienced during the work performance 

of the employees. On the other hand, occupational stress is used in broader 

way, which refers to the intrinsic aspects of job, organizational structure 
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and climate as well as the role facets in the organization. Here job stressors 

have been used synonymous to the occupational stress. Survey of literature 

on occupational stress reveals that there are number of factors related to the 

job, effect the behavior of employees and as a result the normal life is 

disturbed (Maclean, 1974; Brief et. al. 1981). All the above cited factors 

either related to employees, environment or are born due to interaction of 

the factors related to employees and environment. A number of theories of 

human stress (Pervin, 1968) and performance (McGrath, 1976) are based 

on the programmatic view that behavior is a function of characteristics of a 

person and the environment (Lewin, 1935; Murray, 1938). French, 

Rodgers, and Cobb (1978) evaluated the theory of “Person-Environment 

Fit”. The theory distinguishes between two types of “fit” and each 

measured in terms of commensurate properties of the person and 

environment / job environment. There is the “fit” of needs and values of 

the person with the environmental supplies and opportunities to meet these 

needs and values. There is also the “fit” between the demands of the 

environment and the abilities of the person to meet these demands. In 

simple term it can be said that the first kind of “fit” is the extent to which 

the individual’s abilities, capabilities, and skills match the expectation of 

the job while other kind of “fit” is the extent to which the work 
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environment attracts satisfaction of needs of the individual. It is clear from 

the theory that those who are unable to fit may suffer from stress in the job 

situation. The theory was tried to support empirically by Harrison (1976) 

who discussed the needs supplies and abilities demands distinction further, 

but it has received little study. 

 

Colwell (1998) pointed out that studies have shown that those in law 

enforcement experience a high rate of suicide. Schaefer (1983) viewed that 

law enforcement has traditionally been referred to as an occupation that 

leads to a variety of stress related maladies such as hypertension, 

cardiovascular irregularities, and gastrointestinal disorders. 

 

Not only this police personnel are stressed by many things including 

their seniors, shift-work resulting in the loss of time spent with their 

families, fellow workers and the public at large. They also are stressed by a 

number of other factors such a low pay, irregular sleep schedule and 

conflict with family and friends. 

 

There are four prominent approaches to study of job stress, which 

typically focus the stressors job life and consequent strains. The first one is 

medical approach, having its roots in the tradition of Cannon and Selye; 

focus on physical causes and consequence of job stress. This approach did 
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not develop from primary interest in occupational or workplace, though it 

is applied to them. 

 

The second is the psychological approach which emphasizes 

psychological causes and consequences of stress. The approach is labeled 

as clinical or counseling psychology approach and involves the treatment 

of depression or anxiety through counseling and psychotherapy. This 

approach also like medical approach, was not developed and applied 

specifically for dealing with this stress prevailing in the workplace. 

 

The third approach known as clinical or counseling psychology, 

adapted to the study of occupational stress focus on physical characteristics 

of the work and workplace as stressors and as job performance as the 

typical outcome. This approach typically targeted the treatment of the 

organization, not the individual. 

 

The last one is the organizational psychology approach which 

accepts that psychological variables’ prevailing in the organizations causes 

psychological strains. In this approach typical target of treatment is making 

necessary changes or modifications in the organization or the 

characteristics of workplace. Hence, this approach was developed with 

specific interest in workplace stress. 
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In fact, stress is experienced by almost all the people in all spheres 

of life, such as in the event of death of any relatives, conflict between 

friends and family members, failure at any point, geographical mobility, 

new job, being fired from job etc. Although we tend to think of stress as 

caused by external events, events in themselves are not stressful. Rather, it 

is the way we interpret and react to events that makes them stressful. 

People differ dramatically in the types of events they interpret as stressful 

and the way in which they respond to such stress. There are several signs 

and symptoms that can be noticed when one can experience stress. These 

signs and symptoms generally fall into four categories: 

 

Feeling: feeling anxious, feeling scared, feeling irritable, feeling 

moody. 

 

Thoughts: low self-esteem, fear of failure, inability to concentrate, 

embarrassing easily, worrying about the future, preoccupation with 

thoughts; forgetfulness 

 

Behavior: speech difficulties, crying of no apparent reason, acting 

impulsively, nervous of tone voice, increasing smoking, increasing use of 

drugs and alcohol, losing appetite or overeating. 
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Physiology: sweaty hands, increased heart beat, trembling, dryness 

of throat and mouth, urinating frequently, sleeping problems, indigestion, 

headaches, susceptibility of illness. 

 

Central Florida Police Stress Unit (2004) listed the stressors of 

police work have been the subject of much effort at categorization. For 

instance: 

 

Stressors internal to the police organization: poor supervision; 

absence of upward mobility; absence of an extrinsic reward system; 

offensive policies and procedures; excessive paperwork; and poor 

equipments. 

 

Stressors external to police organization: absence of career 

development and lateral entry; jurisdictional turf battles; an ineffective 

criminal justice system; biased press; minority attitudes; derogatory 

remarks; political interference; and lack of community resources. 

 

Stressors connected with police work: role conflict and strain; 

rotating shift work; fear & danger; relinquishing cases to the detective 

division; victim pain & anguish and employee review boards. Stressors in 

police are also related to criminal justice practices such as unfavorable 

court decisions, recidivism, court delays and continuances, adversarial 
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nature of the justice system. The police personnel generally experience the 

sign of stressors. They are; difficulty communication thoughts, difficulty 

remembering instructions, difficulty maintaining balance, difficulty 

making decisions, limited attention span, unnecessary risk-taking, 

disorientation or confusion, easily frustrated, unable to engage in problem 

solving, refusal to follow orders, refusal to leave the scene, increased use 

of drugs/alcohol. 

 

In the present research endeavor, basically we are interested in those 

factors which are responsible for stress in organizational setting 

particularly related with police personnel. These factors may be work-load, 

organizational roles, policies, politics, relationship among employees at 

both horizontal and vertical level, working conditions etc. Cooper and 

Marshall (1976) and McGrath (1976) pointed out the major sources of 

stress which can be categorized broadly as: organizational structure and 

climate, factors intrinsic to job, role in the organization, career 

development relationships at work. Mathur (1994) concluded that the 

following factors are closely related to development of stress related 

problems among police personnel. These factors were; relations within 

police organization. Organizational structure, criminal justice system 

practices, police officers himself and career development. Series of stress 
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and strain among high workload officers was found to be stress producing 

event in their lives, as well as performing the job as a right officer and 

dealing with crime and related matters (Totland and Pendleton, 1989). Hart 

and Waring (1995) observed that organizational experiences rather than 

operational experiences are more important in determining psychological 

well-being. Sewell (1981) asserts that although law enforcement may not 

be the most physically dangerous profession in the world, it is by far the 

most emotionally dangerous occupation due to poor administration and 

supervision and inadequate salary, amongst others. Band and Manuelle 

(1987) as cited in Hart and Waring asserts that a growing body of evidence 

suggested that main source of psychological distress among the police is 

police organization. 

 

Finn (1997) pointed out that stress affect both the official and 

organization. The cumulative affects of stress can lead to: impaired 

performance and reduced productivity reduce morale, public relation 

problems, labor management frictions, civil suits stemming from stress-

related shortcomings in personnel performance, tardiness and absenteeism, 

decreased turnover, added expenses of training and hiring new recruits, as 

well as paying overtime, when one is left short-staffed. In the same line 

Hammontree (1992) claimed that high levels of police stress and life stress 
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are significantly related to illness and absenteeism and police work is 

stressful. 

 

So far organizational variables are concerned, the most important is 

role stress which is major occupational stressor and can be referred to as a 

particular role in the organization to the extent to which the employees’ 

expectations and organizational expectations match. Many systems of 

classifications have been used to discuss role stress. Kahn & Quinn (1970) 

role stress into three categories, (i) expectation generated stress which 

includes role ambiguity and role conflict; (ii) expectation resources 

discrepancies which includes role overload, responsibility authority 

dilemma inadequate technical information; and (iii) the third category is of 

role and personality. French and Caplan (1973) have indicated role 

conflict, role ambiguity and role overload as general types of role stress. 

These three concepts have been reviewed as per explanations given below: 

 

Role conflict implies “an incompatibility between job tasks, 

resources, rules or policies and other people” (Nicholson & Goh, 1983). 

Role ambiguity is the state of uncertainty and lack of clarity regarding job 

duties and responsibilities (Kahn et. al. 1964; Marshall & Cooper, 1979). 

So far as role overload is concerned, it has also been reported as an 

important source of occupational stress in which an individual is faced 
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with a set of obligations requiring him to do more within a specified time 

limit. 

 

Many studies have revealed that role stress negatively correlated 

with satisfaction with pay, job itself, advancement, supervision, 

motivation, productivity and positively correlated with anxiety, 

depressions resentment, turnover, absenteeism etc. (Brief & Aldag, 1976, 

Caplan & Jones 1970, Singh, Agawla & Malhan, 1991; Jagdish & 

Srivastava, 1983). Pareek (1983b) pointed out that recently researches have 

been done only in three role stresses, namely-role ambiguity, role conflict 

and role overload, although, he found many other role stressors in 

organization. There include self-role distance, inter role distance, role 

isolation, role ambiguity, role expectations conflict, resource inadequacy 

role stagnation, role erosion, and role overload. While Pestonjee (1991) in 

his effort identified four leading stressors namely- role erosion, role 

expectation & conflict, role isolation and inter role distance. 

 

Physical working conditions play vital role, so far as performance of 

employees is concerned. Inadequate or hazardous physical conditions at 

work such as insufficient or excessive lighting, loud noise, temperature, 

crowded workplace can causes stress. These physical qualities of work 
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environment cause direct sensory stress and indirect psychological stress 

through their potentiality for causing negative health consequences. 

 

The quality of interpersonal relationship at work place plays a 

dominant role in determining employees’ job behavior and job strains. It 

has been consistently linked to job stress (Payne, 1980). Kets de Vries 

(1984) reported that at least three types of interpersonal relationships have 

been studies, viz., relationship with co-workers, relationship within work 

groups, and relationship with supervisors or superiors. In the same manner 

organizational structure and climate also cause severe psychological stress 

to its members. Various researches have pointed out climate and culture of 

the organization has also been found to be source of satisfaction and stress. 

 

Having discussed numerous concerted efforts by researchers for 

pinpointing different important stressors, it seems important to highlight 

the contention expressed by Vaction (1987) who conducted a study on 

executives and pointed out that role stress may occur not only during one’s 

official professional job but may also result from the fact that they are 

expected to continue their role when they are outside of the organization. 

Thus Vaction’s view provides significant information that role stress does 

not only have its impact within the organization but also outside the 

organization i.e., in the family and other segment of socio-cultural 
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conditions. This contention seems to get validated by Sne’s (1981) study 

that concludes that women experience more role stress as compared to 

men. Akhtar & Vadra (1990) pointed out that there are many sources of 

stress within the organization which are directly or indirectly related to 

outside events. Amongst other factors, family and society has its greater 

impact such as illness of any members of family, family financial crisis etc. 

Cooper (1981) pointed out that stress at work can affect the individual at 

home as well as society in which he lives. 

 

Mathur (1993) noted that job stress remains a neglected area of 

research and reported that some job related factors act as specific and 

focused stressors for the police. These factors are; working conditions, 

work overload, lack of recognition, fear of being killed on duty, high 

intensity stressful events, inadequate equipments, anti-terrorist operation, 

complaints against police by public, confrontation with public, lack of job 

satisfaction, police hierarchy. Further more, Mathur (1994) concluded that 

following factors are closely related to development of stress related 

problems among police personnel. These factors were; relation within 

police organization, organizational structure, criminal justice system 

practices, police officers himself and career development. The above 

description was entered around the role stressors in the work context 
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though we are specifically concerned to the phenomenon of occupational 

stress or job stressors. At this juncture it is necessary to clarify our view 

that role stressors themselves are the important major ingredients of 

occupational stressors. Since role stressors were more significantly 

observed, so, it occupied its whelming position but later on these were 

incorporated in the broader concept of occupational stress. Therefore, the 

descriptions of role stressors were not out of context. 

 

Now briefly we take another side of coin. Generally it is said that 

job stress is extremely harmful to most of the employees. It creates hurdles 

in the work environment causing significant deterioration in effectiveness 

of the employees and of the organization. However, stress is not always 

undeniable and harmful. According to Standfest (1996) limited amounts of 

stress can be positive results. Recognizing its positive impact, Selye coined 

the term “eustress” for a positive stress. Many researchers are the opinion 

that without stress modern organizations would loose the name of action. It 

is argued that stress promotes employee’s inclination towards job. Hinkle 

(1973) has accordingly written that “to be alive is to be under stress”. Kets 

de Vries (1979) has observed that each individual needs a moderate 

amount of stress to be alert and capable of functioning effectively in the 

organization. Anderson (1976) noted that ‘U’-shaped relationship between 
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stress and performance, which indicates that a moderate level of stress in 

optimal for performance, whereas low or high degree of stress cause 

deterioration in performance level. Other researchers have also noted that 

curvilinear relationship between stress and performance (Baddely, 1972; 

Meglino, 1977; Cohen, 1980; Moss, 1981; Ivancevich & Matterson, 1981; 

Allen et al. 1982; Jamal, 1984; Srivastava and Krishna, 1991). 

 

An important aspect is source and imagined outcomes of the stress 

determine the effect of stress. The stress arising from certain job factors 

have been observed to put positive effect on job behavior and well-being of 

the employees. Hall and Lawler (1971) found that job pressures involving 

time, financial responsibility and quality factor were related to positive 

organizational outcomes. Burke (1976) also pointed out that job stress 

arising from excessive responsibility, perceiving oneself not qualified 

excessively large workload, and making decisions that affect the lives of 

others were positively related to job satisfaction. Mathew (1986) has 

advocated that particular types of stresses are essential for being creative. 

However, other stressors inhibit performance and can cause health 

problem. Chronic stress if left unchecked can tear at the very fabric of law 

enforcement. It can become a progressive disease which will slowly 

undermine the efficiency and potential of a police force, Klein (1989).  
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Concept of Adjustment: 

 

By keeping in mind the above contentions, the present investigator 

chooses adjustment as one of the variables of study. In the present research 

endeavor adjustment has been taken as dependent variable. The problem of 

adjustment has become so vital in our complex and civilized society that 

not only psychologists but other social scientists have turned their deep 

concern and interest to understand the term. Now the problem is a matter 

of wide spread concern that thousand of articles are coming up. The 

complex structure and functioning of our society has proved to be too 

taxing for individuals adjustive capacities to meet the demands of the 

society. Various behavioral disorders are increasing day by day and now it 

is challenging work for psychologists and others social scientists. Almost 

fifty years back Kaplan (1959) observes: “mental disorders are today the 

number one public health problem of the nation. They affect more people 

and more families than any other single disorder, and evidence indicates 

that maladjusted individuals are being produced at a faster rate than 

facilities to take care of them can be provided”. This prediction of Kaplan 

is very much true and prevalent even modern age. 

 

The present time is regarded as the age of information technology 

where human beings behave like a machine demanding excessive work and 
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speedy reaction. This would naturally pose a greater threat to the 

individuals’ adjustive mechanisms and consequently his mental health. Our 

police department is far behind so far as modern technologies are 

concerned. Due to one or another reasons mental illness, drug addiction, 

alcoholism, suicides and other psychological problems become so common 

that the prevention of serious mal-adjustment is urgently required. The 

police personnel suffer from worries, irritability, disturbed interpersonal, 

intra-personal relationship, resentment towards higher authority, ill 

relations with juniors, ineffective dealing with public, worries over health 

and so on, which are indicative of lack of proper adjustment. Hence, 

mental illness is not confined to people admitted in hospitals, institutions; 

it also reaches into home, society and it can be found at the work place. 

Thus, it is a common concern for the behavioral scientists in general that 

the problem of adjustment is of immense importance for all of us and they 

feel that police personnel must be helped in developing good home, health, 

social, emotional and other types of adjustment. If there is wrong with any 

aspect of adjustment of the police personnel they can’t perform their duties 

properly, effectively in spite of best efforts. So, early detection of 

maladjustment will help the police personnel in achieving optimum level 

of performance and satisfaction. Through proper and effective counseling 
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and psychotherapy it is possible to make the individual for healthy 

adjustment. Lehner and Kube (1955) pointed out in ‘the dynamics of 

personal adjustment; have well emphasized the adequate behavior patterns 

in leading a happier life by mentioning, “we would not expect to cross the 

desert in a boat or the ocean in an automobile, but many of us fail to realize 

that it is just an unrealistic to expect inadequate behavior patterns to carry 

us satisfactorily through journey of life.  

 

There are few terms; adaptation, conformity and normalcy which are 

synonymously used with adjustment. It is necessary to understand these 

terms before going into detail the nature and types of adjustment. 

 

Adaptation and Adjustment: 

 

The concept of adjustment was biological and originally it was 

termed adaptation. Darwin (1859) in “The Origin of Species” clearly 

pointed out that only the organism which are most fitted to adapt to the 

hazards of the physical world could survive and this was called as 

“survival of the fittest”, for example, the skin, the proportion of limbs, and 

the like are adapted to the mode of life of given races in a particular 

climate (Darwin, 1871). 
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The type of adjustment with which biologists were concerned was 

nothing but physical adaptation. The term adaptation has been replaced by 

‘adjustment’ which now stands for psychological survival in which the 

social scientists are more interested i.e., the subject of their interest in 

individuals’ adjustment to social or inter-personal pressure and not only 

adaptation to physical world, (Lazarus, 1961). The basic difference 

between adaptation and adjustment is that the process of adjustment is 

more complex than adaptation. So the complex process of adjustment can 

not be fitted into the simple concept of biological adaptation because of 

individual differences and complex environment in which he survives. 

 

The second important difference between adjustment and adaptation 

is adjustive behavior and adaptive behavior. Adjustive behavior has been 

differentiated from adaptive behavior on the basis of ‘tension- reduction’. 

Adaptive behavior is basically concerned with the immediate reduction of 

tension, whereas adjustive behavior is the result of long term satisfaction 

achieved. Kaplan (1965) gave very remarkable remarks, “people may 

persist for years in adaptive behavior which brings immediate rewards but 

does not contribute to long-term satisfaction. They have little tolerance for 

emotional stress and use any available means to secure relief. On the other 

hand, the adjusted person is capable of delaying immediate relief of 
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anxiety in favor of behavior patterns which build towards more 

constructive and lasting rewards”. 

 

Conformity and Adjustment: 

 

The second concept which is used synonymously to adjustment is 

conformity. Some people believe that to adjust means to conform. But 

conformity is only one kind of adjustment, one kind of interaction; and the 

quality of adjustment it produces depends on circumstances. People 

generally, take good adjustment to be passive conformity to the demands 

of environment. That means, a conformist is generally considered to be a 

well adjusted person. On the other hand the individual is considered to be 

mal-adjusted if he deviates from the immediate behavior/norm even if his 

deviated action may bring some change in the society which may lead to 

its welfare. In this way conformity may be considered as one of the criteria 

of good adjustment. Conformity is only one form of adjustment not used as 

synonymous to adjustment whether the adjustment achieved by 

conforming behavior is good or bad depends on the circumstances, 

conditions under which it takes place. This can be more clearly understood 

by the example cited by Lehner and Kube (1955) as a person confirms to 

the wishes of his parents in deciding about a particular job for him. But this 

conformity takes place as he thinks that the wishes of his parents 
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correspond to his own whishes and abilities. Naturally, this conformity to 

the whishes of his parents will lead to satisfaction. On the other hand, if he 

accepts the decision of his parents in selecting a particular job under 

compulsion, as he thinks that their desires do not correspond to his own 

desires and abilities, the conformity may have bring dissatisfaction in him 

and may damage his self-esteem. This conformity takes place in both-good 

and bad circumstances, but in one case the quality of adjustment is good 

whereas in other condition it is bad. In the opinion of Torgerson & Adams 

(1954) “to a psychologist, adjustment implies not mere conformity but a 

harmonious relationship between the individual and his present 

environment. A person can achieve adjustment either by adapting his 

behavior to the demands of a situation or by changing the situation to meet 

his personality needs”. 

 

Normality and Adjustment: 

 

The third term which has taken synonymous to adjustment is 

normality. The term normal means conformity to a particular norm or 

standard which is generally a statistical average and which is not 

concerned with value judgment. Hence, any body that deviates from the 

established or set norm/norms by the society, state, country is taken to be a 

sign of abnormality and ultimately a sign of maladjustment. This seems to 
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be improper explanation because norms are not universal accepted. A 

person who is normal, as evaluated against statistical criterion, may not 

always be well adjusted. If, it has been found that to quarrel with one’s 

wife is a statically normal behavior in a certain culture (Schneiders, 1965), 

quarrelsome behavior should be considered as well adjusted behavior. 

Hence, any behavior which is normal statistically can not be necessarily 

taken to be well adjusted behavior; its social, moral and psychological 

aspects are also to be considered. However, if the norm is derived from the 

criteria of adequate behavior, and not only from what most of the people 

are, or do, normality can be taken as good adjustment. 

 

Nature of Adjustment: 

 

Adjustment is a term much used by psychologists and lay people. 

The lay man, however, tend to use the term improperly. They seem to 

assume that adjustment is desirable behavior. Actually it is general term 

that connotes either good or successful adjustment, or poor adjustment i.e. 

termed as maladjustment. The term adjustment has been described in many 

ways by different psychologists, biologists, mental hygienists and other 

behavioral scientists in many ways. As already explained biologists take 

adjustment in terms of adaptation to the physical world. Some explain 

adjustment in terms of conformity to the environmental demands; some 
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say that a normal or statically average man is an adjusted man. So, no two 

behavioral scientists are agreed upon a common definition of adjustment. 

Generally it has been argued that the concept of adjustment is a mere 

fiction, as people have always failed in giving a standard definition of 

adjustment, partly because of its many meanings, and partly because the 

criteria against which adjustment could be evaluated are not well defined; 

further, the boundaries between adjustment and maladjustment are never 

water-tight. 

 

In very simple term adjustment refers the extent to which an object 

fits the purpose for which it is intended. We attempt to adjust situation and 

condition in our environment in such ways that our daily programme of 

activities run smoothly. Now we try to understand the meaning of 

adjustment from different point of view as proposed by different social 

scientists. 

 

The mental hygienists take a more personal view of the adjustment 

process and consider it to be the need for persons adjusting to him, 

understanding his strength and limitations, facing reality and achieving a 

harmony within him (Kaplan, 1965). They put emphasis on the 

achievement of self acceptance, freedom from internal conflicts, self-
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realization and developing unifying set of values which make life 

purposeful and meaningful. 

 

Social aspect of adjustment requires that the individual should 

achieve a reasonable compromise between his drive for self-realization and 

the demand of the society in which he lives. He should establish a 

satisfying contact with the other members of his group. His outlook on life 

should be socially oriented. 

 

Clinical psychologists consider an organized behavior to be adjusted 

behavior and, therefore, freedom from fears, phobias, anxiety, obsessions, 

hostilities, complexes, stress and other pathological symptoms, are the 

criteria against which adjustment can be evaluated. 

 

The counselors, while dealing with a maladjusted individual, try to 

bridge the gap between the real-self and the ideal-self of the client. It 

means that maladjustment is taken to be a state of cleavage between the 

real-self and the ideal-self. Actually the client is made to understand his 

real self, so that he may adjust himself effectively. 

 

Personality psychologists define adjustment on the basis of self-

concept self-picture of the individual which should be in accord with 

reality. “Adjustment is the process of meeting life’s problems and is 
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personality and the self-concept aspect of personality in action” (Glanz & 

Walston, 1958). We may define the self-concept as the total psychological 

view that the individual has of himself in relation to the environment, or it 

is an organization of self meaning or ways of seeking self (Combs and 

Snygg, 1956). 

 

Some psychologists have taken adjustment from quite a different 

angle and defined it in terms of integration of separate responses or acts, 

‘large unit of behavior in which separate acts or responses are joined or 

integrated are called adjustment” (Asher, Tiffin & Knight, 1953). 

 

It is evident from the above discussion that the process of adjustment 

is multi dimensional and this is the reasons to disagreement among 

different behavior scientists. But most of the psychologists agree, to the 

extent, and that is, defining adjustment in terms of achieving a balance 

between internal demands and the requirements of the environment, or 

between internal psychological forces and external conditions. 

 

We are constantly attempting to adjust or fit in environmental 

elements to meet our needs and interests. At the same time we are engaged 

in the process of adjusting ourselves-our attitude and behavior to meet 

satisfactorily the demands made upon us by our personal problems and our 
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social relationships. Both processes viz, adjustment of environment and 

adjustment to self constitute the bases of personality development. From 

birth onward the individual is concerned consciously or unconsciously 

with making whatever positive changes are needed, within and outside 

himself that will provide for him personality satisfaction and socially 

acceptable patterns of behavior. The extent to which an individual is able 

to achieve successful life adjustment depends on two things, i.e. (a) the 

environmental stimuli to which he is successively exposed during his life 

span, especially during his childhood and adolescent years, and (b) his 

inherited and acquired power to make whatever changes within himself 

that shall serve as the bases of constructive thinking, feeling and doing. On 

the other hand poor environmental conditions and deficient potentiality are 

more than likely to encourage the development of maladjustments and that 

can be harmful both to the individual himself and to those other persons 

whose lives are affected by his demonstrated attitudes and behavior. For all 

practical purposes, however, adjustment is taken to be a process and not as 

a condition (Symonds, 1946; Madiagan, 1962; Coleman, 1960; Lazarus, 

1961; Schneiders, 1965; Kaplan, 1965; Gordon, 1963; Rammers and Gage, 

1955). Coleman (1960) pointed out, “the process by which an organism 

attempts to meet the demands placed upon it by its own nature and by its 
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environment. This aspect of adjustment has been also emphasized by 

Schneiders (1965) as he says that” we can define it most simply as a 

process involving both mental and behavioral responses, by which an 

individual strives to cope with inner needs, tensions, frustrations and 

conflicts and to bring harmony between these inner demands and those 

imposed upon him by the world in which he lives”. While considering 

adjustment as a process, we are interested in the ways the individual 

modifies or inhibits his internal impulses or alters the environmental 

demands to eliminate the conflicts (Lazarus, 1961). 

 

During the process of adjustment, an individual is confronted with 

two factors i.e. environmental demands, needs and motives to be satisfied. 

There is always a conflict between these two forces which call forth 

adjustive process. And that behavior has been considered adjustive 

behavior which makes a compromise between these two forces and helps 

the individual achieving harmonious, stable and satisfying relationship 

with his environment. Madigan (1962) says “if the conflicts are solved to 

satisfy the individuals’ needs within the tenets approved by the society, the 

individual is considered adjusted”. Besides, adjustment also requires a 

harmonious inter-relationship within the individual of his various 

behavioral tendencies. The function of adjustment is to bring about a stable 
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equilibrium among the various components of external and internal 

situations. 

 

Thus there are two points of view concerning the process of human 

adjustment. According to one point of view, an individual is personally 

responsible for his attitudes and behaviors in all areas of his life 

relationships. Emphasis is placed on the individuals’ ability to chart his 

course of action; he is, “master of his fate”. Proponents of other school of 

thought claim that an individual’s beliefs, attitudes, and general pattern of 

adjustment at any time are determined to a great extent by the effects on 

his developing personality of his previous experiences and his present 

environmental influences. An individuals’ degree of successful life 

adjustment probably is closely related to past experiences, environmental 

influences, and personal strengths. An individual possess the power to 

select, and to apply to himself the environmental elements and the 

experiences that may seem to him to be best suited to satisfactory 

adjustment. At the same time, however, the operation in a person’s life of 

scientifically evolved principles of cause and effect can’t be disregarded. 

Smith (1961) suggested that good adjustment leads to general satisfaction 

of the whole person rather than the satisfaction of an intense drive at the 

expense of others. Besides this, a well adjusted person always considers his 
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long interest and not simply the satisfaction of one intense drive. This type 

of adjustment is both realistic and satisfying. 

 

At this point of discussion it seems relevant to evaluate maladaptive 

reactions in its form. The persons who have developed unhealthy reaction 

patterns find it difficult to adjust effectively either with the internal or 

external demands. Their behavior becomes disturbing to themselves and to 

the society as well as to the organization in which they work. The 

neurotics, psychotics, and psychopaths, however, all have attempted at 

making an adjustment with the internal and external demands, but they 

have not considered their unhealthy impact on their personality and 

society. It is also noticed that abnormal have their own adjustment patterns 

and have developed some symptoms which help them in avoiding more 

dangerous and anxiety provoking situations. In simple term their adjustive 

behavior patterns are not smooth, constructive and reality oriented, rather 

they are referred to mal-adjustive reactions. Mal-adjustive reactions may 

appear whenever the individual finds the situation beyond his control and 

existing mobilizing capacity. He may be threatened by his incompetence in 

handling the situation in effectively arising out of biological, socio-cultural 

and psychological stress. Sometimes the individual may adjust under 

severe stress. Policing is such a job which puts such demands on its 
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personnel’s which leads to stress. There may be lot of reasons which will 

be discussed in forth coming chapter, but it is a reality that policing is a job 

which demands to work under stress. The police personnel develop habit to 

work under such situation and such types of adjustment are referred to as 

negative adjustment as they are not smooth and easy going. 

 

The above description to the adjustment can be summarized as: (a) 

adjustment is a process, (b) by this process the individual tries to bring 

harmonious, stable and satisfying relationship with his environment, (c) by 

this process the individual tries to his needs and desires in accordance with 

environmental demands on the one hand, and satisfy his abilities and 

limitations on the other, (d) a good adjustment always aims at long-terms 

satisfaction instead of satisfying an immediate intense need. 

 

But the basic question is that who are well adjusted and who are 

poorly adjusted individual? It is not easy to demarcate between these two 

because the psychologists fail to provide scientific and objective criteria of 

healthy and un-healthy adjustments. Due to individual differences, it is 

also difficult to fix a criterion as an individual may be called adjusted at 

one time, but he may be maladjusted at another time in the same social 

situation and condition. He may be adjusted to one aspect of life and not to 

another. There may be various reasons and factors which influence the 
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adjustment of the individual. Criteria against which adjustment is 

evaluated either as good or bad based on its value systems. And this value 

system naturally differs from one culture to another. Some of the indices of 

good adjustment at present might become a sign of maladjustment in 

future. Hence, to the lay person, adjustment often represents a relatively 

vague belief that to achieve a desired condition/situation will result in 

successful adjustment. The trained person recognized the fact that human 

beings of all ages constantly are in the process of adjusting to this or that 

condition/situation to interpersonal relationships. They recognize also that 

the form of the adjustment may or may not be conducive to the attainment 

of personal success or of social welfare. An individual’s adjustment is 

adequate, wholesome, or healthful to the extent that he has established a 

harmonious relationship between himself and the conditions/situations, and 

persons who comprise his physical and social environment. An individual 

who is unable to surmount obstacles in his path to achieve or who is 

rejected by the members of his group may become inadequately adjusted. 

Complete rejection or repeated failure to achieve is likely to be conducive 

maladjustment. 

 

Hence, an individual’s pattern of behavior and attitudes generally 

represents his adjustment status. However, one or another characteristic 
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attitude or form of behavior may constitute a significant factor of 

adjustment. Satisfactory adjustment includes personal and social value 

standards. Among the criteria that encompass the important components of 

adjusted behavior are the possession of (i) a wholesome outlook on life, (ii) 

realistic perception of life, (iii) emotional and social maturity, and (iv) a 

good balance between inner and outer forces that activate human behavior. 

 

Adjustment is an active process that occurs as the individual in his 

family situation, advances educationally, pursues vocational outlets, and 

engages in social relationships. His adjustment is helped as he acquires 

new experiences, accepts ideas and behavior with which he may not agree, 

conforms to this ways of the members of the group or to the society, and 

strives to attain self-realization. There are four broader areas of adjustment 

viz; family adjustment, educational adjustment, occupational adjustment, 

and social and community adjustment. 

 

The family is the basic unit of society. It is generally agreed that as 

the home is so will be the larger social group. The intimate relations that 

are inherent in home and family life may build up either closely knit 

loyalties or disrupting discords and that carries whole life. Educational 

institutions play a vital role in the process of adjustment through healthy 

education. A well balanced, forward-looking educational program is 
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essential to the development of individual and group adjustment to 

personal and social demands. Job adjustment is dependent upon job 

conditions, employee attitudes, and degree of efficiency healthy working 

conditions, intelligent and understanding supervision, pleasant employee 

relationships and adequate financial support are helpful in good 

adjustment. Social and community adjustment is another area where 

participation in organized or informal group activity is a test of an 

individual’s power to adjust his own attitudes and interests to the interests, 

needs or rights of other people. 

 

Since adjusting implies to bring about of changes within ones self, 

adjustment can be considered to be the products of bearing. What takes 

place within the individual during the learning or adjusting process is not 

yet completely understood and that is why researches have led to the 

formulation of various theories of learning. Brief descriptions of various 

theories have been given below: 

 

The theory of connectionism, proposed by Thorndike, is an attempt 

to explain learning as bond connection between stimulus and response. The 

laws of exercise and effect apply to the adjustment process, in that an 

individual tends to adjust to a situation or condition to the extent that he 

has experience with it. Behaviorism is based on stimulus-response 
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connections which grow more complex as they form new connections 

between originally unrelated stimuli and responses. According to this, 

adjustment process of an individual is basically influenced by the 

environments whereas, in view of the Gestalt theory, through insight the 

individual gains an understanding of his adjustment problems and learns to 

react to them as in integrated person. Freud’s psychoanalytic approach to 

adjustment is diametrically opposed to the behaviorist explanation of 

learning and he emphasized the significance of emotional experiences as 

determiners of behavior reactions and as adjustment motivators.  On the 

other hand the functionalists regard psychology as the study of man’s 

adjustment to his environment including the evolved techniques that aid 

him in his adjustment as well as the means by which he can improve his 

adjustment through learning. But many psychologists do no adhere strictly 

to any one psychological theory but apply eclectic approach to study and 

understand adjustment process of human being. 

 

During the process of adjustment an individual adapts many ways 

consciously and unconsciously. He adopts some substitute forms of 

behavior. These substitute behavior are called defense mechanism. Human 

drives and urges impel man to activity of one form or another. The form 

and direction that this activity takes depend on the forces of cooperation 
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and opposition to which an individual is exposed, on his intelligence, and 

on his interests. As an individual begins his struggle for existence, he is 

interested primarily in self-preservation. He makes whatever adjustment is 

necessary to preserve himself in his complex environment. In this society 

he strives to maintain his individuality and at the same time to conform to 

the interest and wishes of the members of his group, since, if he is to 

survive in the group, some conformity is essential. 

 

An individual’s behavior patterns act as mechanisms of adjustment. 

Thus, he tends to reduce the force of the drives that are calling for action. 

The normal individual is usually able through the exercise of socially 

accepted means to achieve his goals in his struggle for the satisfaction of 

various wishes and urges and for survival. The individual’s concept of 

evaluation of the goal itself may be incomplete or faulty; his appreciation 

of his ability to achieve may be inadequate. If either of these two situations 

exist, it is difficult for him to achieve personal satisfaction through 

participation in ordinary or realistic experiences. Hence he attempts to 

adopt an adjustive form of behavior that satisfies his impulse to 

satisfactory achievements. His constant effort to vary his behavior so as to 

achieve his desired goal demonstrates the use of one or another of the 

mechanisms of adjustment. Although psychologists, psychiatrists and 
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mental hygienists are not in general agreement concerning a classification 

of the various mechanisms of adjustment, they do agree that substitute 

activity may take many forms. The adjustment mechanism commonly 

utilized by individuals in their attempts to make adjustment include such 

as: introjections, compensation, displacement, identification, 

rationalization, projection, sublimation, egocentrism. Hence an individual 

opts any of the above form to make adjustment in his family, society & 

work place. In very brief ideal adjustment involves a great deal more than 

simply coping or even coping happily with the circumstances of ones life. 
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 In the preceding chapter – I, detailed discussion about the meaning 

and concepts of different dependent and independent variables were 

presented. The present chapter is aimed to describe and discuss the available 

research studies which are directly or indirectly related to different variables 

concerned to the present study. The presentation of the variable-wise survey 

of literature will follow the same sequence which was adopted in the 

chapter-I describing the concept and meaning of each dependent variable 

and their independent variables. Hence, the studies related to different 

variables are as follows. 

 

Emotional Intelligence Related Studies 

 The importance of emotional intelligence in everyday life can’t be 

overlooked for general people and particularly for police personnel. Several 

studies have found that emotional intelligence can have a significant impact 

on various elements of everyday living. Palmer et. al. (2002) found that 

higher emotional intelligence was a predictor of life satisfaction. In the same 

manner Pellitteri (2002) reported that higher in emotional intelligence men 

also more likely to use an adaptive defense style and thus exhibited healthier 

psychological adaptation. Performance measures of emotional intelligence 

have illustrated that higher levels of emotional intelligence are associated 

with an increased likelihood of attending to health and appearance, positive 
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interactions with friends and family, and owing objects that are reminders of 

their loved ones. Mayer, Caruso, and Salovey (1999) pointed out that 

emotional intelligence correlated significantly with higher parental warmth 

and attachment style while others found that those scoring high in emotional 

intelligence also reported increased positive interpersonal relationships 

among children, adolescents, and adults (Rice, 1999; Rubin, 1999). 

 

 On the other side of the coin, negative relationships have like wise 

been identified between emotional intelligence and problem behavior. 

Mayer, Caruso, and Salovey (2000) found that lower emotional intelligence 

was associated with lower self-reports of violent and trouble-prone behavior 

among college students. Lower emotional intelligence has been significantly 

associated with owing more self-help books, higher use of illegal drugs and 

alcohol, as well as increased participation in deviant behavior. 

 

 The police organization is a unique one. The duties and 

responsibilities of police personnel are different from that of other 

professionals. They have direct involvement with public in almost all the 

affairs. The importance of emotional intelligence for these professionals has 

immense importance. They need advanced emotional intelligence which can 

be beneficial in many ways; such as identifying the individual, dealing with 

the individual, groups etc. The application of its usefulness has been most 
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frequently documented in the professional work place. Cherniss (2000) 

outlines four main reasons why the workplace would be a logical setting for 

evaluating and improving emotional intelligence competencies. 

(i) Emotional intelligence competencies are critical for success in 

most jobs. 

(ii) Many adults enter the workplace without the competencies 

necessary to succeed or excel at their job. 

(iii) Employers already have the established means and motivation for 

providing emotional intelligence training. 

(iv) Most adults spend the majority of their working hours at work. 

 

Survey of literature has revealed the fact that considerable research in 

the emotional intelligence field has focused on leadership, a fundamental 

workplace quality. The result has shown that effective leadership 

fundamentally depends upon the leader’s ability to solve the complex social 

problems which can arise in organizations (Mumford, Laccaro, Harding, 

Jacobs & Fleishman, 2000). It has been already proved that those who are 

high on emotional intelligence has been saving money for their 

organizations. Hence several studies have reported the economic value of 

hiring staff based on emotional intelligence. In a report to congress, the 

Government Accounting Office (1998) outlined the amount saved when the 
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United State Air Force used Bar-On’s Emotional Quotient Inventory to 

select proper recruiters; they increased their ability to select successful 

recruiters by threefold and saved three million annually. Similarly, study has 

been conducted by Boyatzi’s (1999) and found similar results. Cherniss and 

Goleman (1998) pointed out that the impact of training employees in 

emotional and social competencies with programs which followed their 

guidelines was higher than for other programs, and by not implementing 

these programs companies were receiving less of an impact and 

consequently losing money. Can we able to develop and implement such 

programs for our police personnel? 

 

The literature suggests that emotional intelligence in an important 

construct in the workplace. Studies have suggested that emotional 

intelligence is an important aspect in predicting workplace success 

(Goleman, 1995, 1998). Further it has been also suggested that employees’ 

sensitivity to the internal state of colleagues can be beneficial in the 

workplace. Riggio (2001) suggested that this type of ability can assist 

employees in coordinating activities and working interdependently. 

 

The application of Emotional Quotient in predicting outcomes has been 

researched in a variety of domains, but the main focus has been in the area 

of human resource management (Salovey, et. al., 2004). The role of 
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emotional intelligence has been investigated with respect to leadership style 

(Coetzee & Schaap, 2003), managerial decision-making (Sayaeh, Anthony, 

& Perrewe, 2004), training competence in financial advisors (Lusking, 

Aberman & Delorenzo, 2005) and worker performance and effectiveness 

(Bar-on, Handely, & Fund, 2006; Boyatizs, 2006) 

 

Emotional Intelligence has been taken in relation to gender differences. 

Competing evidence exists in the surrounding whether or not males and 

females differ significantly in general levels of emotional intelligence. 

Goleman (1998) asserts that no gender differences in emotional intelligence 

exist, admitting that while men and women may have different profiles of 

strength and weaknesses in different areas of emotional intelligence, their 

overall levels of emotional intelligence are equivalent. However, studies by 

Mayer and Geher (1996), Mayer, Caruso, and Salovey (1999), and recently 

Mandoll and Pherwani (2003) have found that women are more likely to 

score high on measures of emotional intelligence than men, both in 

professional and personal settings. 

 

The discrepancy may be due to measurement choice. Brackett and 

Mayer (2003) found that female scored higher than males on emotional 

intelligence when measured by a performance measure. However, when 

using self-report measures such as the Bar-On Emotional Quotient Inventory 
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(EQI) and the Self-Report Emotional Intelligence Test (SREIT), they found 

no evidence for gender difference. Perhaps gender differences exist in 

emotional intelligence only when one defines emotional intelligence in a 

purely cognitive manner rather than through a mixed perspective. It could 

also be the case that gender differences do exist but measurement artifacts 

such as over-estimation of ability on the part of male are likely to occur with 

self-report measures.  

 

In addition to the above findings Emotional Intelligence has been taken 

a different sample but not police personnel, in relation to stress performance, 

personality, psychological acceptance to work place, Individual differences, 

leadership, Motivational Behavior, etc. 

 

Slaski and Cartwright (2003) conducted a study on emotional 

intelligence training and its implications for stress on health and 

performance and they found that training resulted in increased emotional 

intelligence, improved health and well being. 

 

Day and Associates (2005) revealed that emotional quotient was highly 

correlated with most aspects of personality and failed to moderate that 

hassles and strain relationship. 
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Lyons & Schneiders Conducted a study on the topic “the influence of 

emotional intelligence on performance under stress,” and pointed out that 

higher levels of emotional intelligence would promote challenge appraisals 

and better performance, where as lower emotional intelligence could foster 

threat appraisal & worse performance. They further pointed out that it would 

differ in males and females. 

 

Muhammad (2006) studied emotional intelligence to predict job 

satisfaction and found that an individual’s emotional intelligence quotient 

was not a significant predictor of the level of job satisfaction. 

 

The importance of emotional intelligence on work place in general and 

specifically for police personnel can not be overlooked. In recent days as 

well as in future, as Goleman views the rise of emotional intelligence as 

resulting from recent scientific discovery (particularly the research on Brain 

functioning undertaken by LeDoux; 1986; 1992), its ascendancy can be 

understood to relate to a much broader set of shift within the work place-

shift in control strategies, persuaded by organizations, shifts in the character 

of work shift in the demands made by employees, and indeed, shifts in the 

demand that employees make on their work places. 
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Further as Gabriel (2001) has argued, we may need to rethink our guiding 

metaphor in relation to present day context of organizational controls. The 

iron cage of rationality has increasingly been replaced with a “glass cage” of 

total exposure to the gaze of management, consumers, fellow employees. 

 

There are no direct studies of emotional intelligence on Indian police 

personnel. Bar-on, Brown, Kirkcaldy & Thomas (2000) conducted research 

on child-case workers, educators and police officers in mental health care 

that examined emotional intelligence  in relation to the latitude permitted for 

emotional expression to occupational culture. The result was that police 

officers were more emotionally adapted than the other groups and also high 

scores on positive affect and emotional stability. Manzella and West (2003) 

pointed out that significant amount of officers training has been directed at 

attempting to reduce the gap between low emotional and cognitive 

information is processed and acted upon. 

 

Work Identification Related Studies 

 

At the present movement, extensive work is available on job involvement 

after a pioneering study conducted by Lodahl and Kejner (1965). Bass 

(1965) found job involvement positively related to performance. Runyon 

(1973) observed job involvement as relatively stable personal characteristics 
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and also found that men are traditionally more likely to value work than 

women besides, from its importance to earn a living. In Indian context many 

studies related to job involvement were conducted such as Akhtar and 

Kumar, (1978); Sharma and Kapoor (1978); Sharma and Sharma, (1978); 

Bajaj (1978a); Anantharaman (1980); Ansari (1986); Kumari and Singh 

(1988) studied in relation to demographic variables, job involvement with 

reference to occupational levels, the studies of Bajaj (1978a); Anantharaman 

and Begum (1982); and Kumari & Singh (1988) are important. The findings 

of Akhtar and Bachcha (1984) Singh (1984) Dolke and Srivastava (1988) 

reported inconsistent results while studying job involvement in relation to 

adjustment, satisfaction, participation, skill, childhood aspiration and 

expectations etc. Job involvement was studied among different occupational 

groups (Singh, 1984; Kumari & Singh, 1988). The various dimensions like 

role conflict and role ambiguity in relation to job involvement have also 

been investigated (Madhu & Harigopal, 1980; Singh & Mishra, 1983). The 

results of the above studies were found inconsistent with regard to job 

involvement. A negative relationship was found between job involvement 

and occupational stress by Srivastava and Sinha (1983). 

 

In the present investigation, work identification has been opted as the 

independent variable which has been taken parallel to the concept of job 
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involvement. Srivasta and Dolke (1978) after examining the factor structure 

of work identification with organizational identification and job involvement 

pointed out that work identification was based on work attractiveness and 

personal congruence with work while organizational identification included 

factors of membership maintenance, dedication to organization, ego-

involvement and pride in the organization and they pointed out that work 

identification and organizational identification were factorial different form 

job involvement. 

 

Paratt (2000) conducted a study on “the good, the bad and ambivalent, 

managing identification of Amway distributors”. He examined the practices 

and processes involved in managing member’s organizational identification. 

The result shows organization managed identification by using two types by 

practices, sense breaking practices that break down meaning and sense 

giving practices were successfully, members positively identified with the 

organization when either sense breaking or sense giving practices failed, 

member identified, misidentified or experienced ambivalent identification 

with the organization. 

 

Martin and Epitropaki (2000) explores the effect of organizational 

identification on employee’s implicit leadership theories and the perception 

of leader behaviors. The study involved a cross-sectional survey of 339 
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employees’. They pointed out that the level of organizational identification 

did not affect the prototype of an idea work based leader. However, high 

organizational identification was associated with more positive rating on 

actual managers, the extent to which their manager displayed transactional 

and transformational behaviors and with more positive psychological 

reactions to work, implies high in organizational identification based on the 

judgments of their leaders transactional and transformational behavior on the 

extent to which they recognized. 

 

Work identification has not been studied directly on police sample but it 

has been taken in relation to various organizations and the results could be 

generalized. Hischfeld et. al (2000) tested the proposition that identification 

with the work role and engagement in the work role constitute different 

aspects of general commitment to work. They concluded that people who are 

highly committed to work do not identify with work role; though they 

engaged in the work role too. 

 

The impact of organization on employee’s identification has also 

importance for performance at work. Lee (2004) pointed out that trust is 

positively related to continuous improvement efforts when employees 

strongly identify with the organization. 
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Van and Christ (2004) put emphasis on social identification for 

individual identity with organization. They argued that individuals think and 

act on behalf of group they belong to between the group memberships adds 

to their social identity, which partly determines one’s self-esteem. In the 

organizational world social identity and self categorization has its important 

impact on work identification which is associated with performance. They 

found that organizational identification feeling into job satisfaction, which in 

turn predicts turn over intentions. 

 

An in-depth look into the available literature, it has been observed that there 

is a preponderance of job involvement studies but there is a paucity of work 

identification studies. Ansari (1986) studying work identification in relation 

to demographic variables found job level, job tenure, and income unrelated 

to work identification. Similarly, Alam and Ansari (1992) found 

insignificant relationship of job tenure and number of dependents with work 

identification. A study of police psychologists found no statistically 

significant correlation between job involvement and job satisfaction (Bergen 

et. al., 1992). A study of Canadian police officers observed that job 

involvement correlated positively with job satisfaction and organizational 

commitment (DeCarufel & Schaan, 1990). McElory et. al. (1999) observed 

that job involvement correlated significantly with organizational 
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commitment and turnover intentions. In a study of Southern police officers, 

Lord (1996) reported a relationship between job involvement and the 

stressors of role conflict and role ambiguity. A study of New Zealand police 

officers found no difference in level of job involvement between male and 

female respondents (Love & Singer, 1988). Job involvement has been taken 

in relation to job stress (Grossi et. al. 1996), job satisfaction (Cranny et. al., 

1992), organizational commitment (Lambert et. al. 1999), life satisfaction 

(Lambert et. al, 2005). Brown argued that high level of job involvement 

could possibly lead to trading off family commitments in favor of job 

commitments” (1996). Individual too occupied with their jobs may 

experience problems at home when family members or friends push them to 

less time focussed on the job. 

 

It is explicit from the review of studies that work identification has not 

received much attention from researchers, hence, a very few studies have 

been done but none have been studied in relation to emotional intelligence, 

occupational stress and adjustment of police personnel. 

 

Occupational Stress Related Studies 

 

Now, in the on-going lines we would be giving available studies 

regarding to the specific variable of occupational stress. In the context of 
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this independent variable, a good number of studies are available. Jagdish 

(1983) studying occupational stress in relation to job satisfaction and 

mental health and reported that with the exception of responsibility for 

persons, factors of occupational stress, all eleven stressors significantly 

impaired supervisor’s job satisfaction. Moreover, he also reported that 

employees’ job satisfaction significantly moderated relationship between 

occupational stress and mental health. Most of the researchers have studied 

occupational stress from the pathological point of view, such as Vena et. al 

(1986) reported that ischemic heart diseases and acute myocardial 

infraction are known to be very high among police officers subjected to 

higher degree of stress. The pattern of stress is directly related to morbidity 

and mortality. Even various infectious disorders, accidents and cancer of 

various body organs are known to be very high among police personnel as 

compared to others. Although occupational stress plays vital role in any 

organization and it is found to be highly associated with absenteeism 

(Madhu & Poodhum, 2006) (Gupta & Beehr. 1979); (Morgolis, Kores & 

Quinn, 1974), voluntary turnover (Invancevich, Mattersion & Preston, 

1982) and job dissatisfaction (Beehr, 1976; and Pestonjee & Singh, 1982). 

Tylor and Cangoni (1988) examined occupational stress research and 

concluded that psychological factors can affect job satisfaction, work 
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adjustment, work attitude, and over all well-being in the work 

environment. 

 

In one of the studies Bason (1988) described potential sources of 

occupational stress comprising (i) factors intrinsic to the job, (ii) role in the 

organization, and (iii) organizational structure and climate. Allen & Fry 

(1989) found sex as moderator variable in establishing occupational stress, 

organizational establishing occupational stress, and organization 

effectiveness relationships. Singh (1990) found significant negative 

correlation between social support three of four occupational stress sub-

scales namely, job satisfaction, organizational stress and somatic distress. 

High levels of perceived social support were found associated with low 

level of perceived occupational stress. 

 

It is generally observed that there exists a negative relationship 

between stress and performance. But in fact, the effect of stress on 

performance varies with the degree of stress and the nature of task 

performed. It has been empirically established the fact that high level of 

job stress causes deterioration in job performance (McGrath, 1976; Beehr 

& Newman, 1978). But at the same time it has been reported that low or no 

stress also associate with low performance level. In absence of stress the 

individual lacks arousal and so the motivation to perform. The curvilinear 
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relationship between stress and performance can be traced back to the 

work of Yerks and Dodson (1908). Their model gained momentum with 

the development of Scott’s (1966) activation theory of motivation, and at 

present it appears to be the most popular one (Allen, Hill & Greer, 1982; 

Moss, 1981). 

 

In addition to degree of stress, certain kinds of stressors also have 

been noted to be functional to the performance. Hall and Lawler (1971) 

reported that job pressures involving time, financial responsibility and 

quality factors were related to positive organizational outcomes. On the 

other hand, consistent and severe stress of job life, necessarily cause 

noticeable deterioration in employee’s performance (Kahn et al. 1965; 

McGrath, 1976). Too much stress places unattainable demands on a person 

which results in lower performance. 

 

 

Srivastava (1991) has indicated negative relationship of occupational 

stress with performance whereas Bharti, Nogarathanamma & Reddy 

(1991) found significantly inverse relationship between job satisfaction 

and occupational stress. Ganesan and Johnson (1992) studied occupational 

stress and health. On the basis of their finding they emphasized that 

organizational, group and career stressors were experienced by the 
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superiors in the lower range but these stressors were indicative of a 

possible causal relationship to physical and psychological symptoms and to 

the physiological indicator of stress. 

 

In one of the study Reddy and Ramamurit (1992) studying job stress 

among older executives and pointed out that older executives experienced 

more stress in the areas of relationships with colleagues, role in the 

organizational working conditions, and home work interface. They also 

reported that low stress in the area of organizational structure, its 

development, and relationship with boss. In a study of police personnel by 

Bhaskar (1986) pointed out several factors which were intrinsic to job and 

closely related to work were identified as major contributors of stress 

related problems. During 1993 Bureau of Police Research and 

Development conducted a study to identify various stressful aspects at 

work, home and community environment and also to understand their 

impact on health. According to Finn (1997), police work is widely 

considered to be among most stressful occupations. It is associated with 

high rate of divorce, alcoholism, suicide and other emotional health 

problem. Colwell (1998) confirms this notion indicating that police work 

tends to impose a higher degree of stress and a multiplicity of stressful 

situations on the individual than do most other profession. According to 
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Roosendaal (2002), financial problems are one of the main contributing 

factors towards suicide among police in RSA. Finn (1977) asserts that law 

enforcement is associated with high rates of divorce, alcoholism, suicide 

and other emotional problems. 

 

Geldenhuys (2003) asserts that police work is not a job but a calling. 

Police personnel face physical dangers on daily basis and stress for which 

he/she is not trained to deal with. In the same year he mentions that police 

work is an emotionally and physically dangerous job. Geldenhuys 

mentions high divorce rate, high rates of physical illness, high rates of 

suicide and the many officials turning to alcohol to try to get rid of 

memories and problems. He also asserts that the police official has to face 

scrutiny from the community and his own peers on daily basis. Accidents 

and with harm to self (Theurell, 1974) and accidents causing harm to 

others (Colquhoun, 1976) have been noted to be caused by job stress. It has 

long been known that mortality rate differs across occupations (Cobb & 

Rose, 1973) indicating the vital significance of occupational stress. 

According to Geldenhuys (2003) most police officials who have to kill a 

suspect in the line of duty experience a great deal of conflicting emotions 

like guilt even if they were completely justified in using violence. Police 

officials are trained to hide their emotions, right from first day at the police 
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training. They see emotions as getting in the way of the job they are 

performing. Emotions are suppressed daily for years. The stress takes it toll 

either quickly or slowly and police officials experience Post-Traumatic 

Stress Disorders. 

 

Burke (1994) studied a group of police officers and identified five 

predictor variables affecting emotional and physical well-being of 

personnel. These factors identified were; demographic and situational 

variables, stressful events, work family conflict, coping response and 

psychological burnout components. In the same year Satpathy pointed out 

on the basis of empirical description of diseases likely to occur among 

police. These include various stress disorders, problem related to climatic 

hazards, affective disorders and various types of injuries and casualties. He 

further pointed out that during the decade 1982 to 1992, 7144 policemen 

lost their lives due to terrorist attacks, communal riots and other. The 

figures of injured policeman are much higher as injuries and death of 

police personnel is increasing at an alarming rate. The family suffers due to 

loss of lives or death of a bread earner along with long standing effect on 

their future lives. Those who are seriously injured how they adjust in 

family and society is a question of concern of every body. 
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National Institute of Justice (1991) pointed out that the families of 

police officers also suffer stress, a kind of vicarious occupational stress. 

The unpredictability shift work, fear, isolation and low pay all causes 

family problems. Children of officers are held to higher standards by the 

community, spouses are often at odds in figuring out how to communicate 

with one another, and both groups must deflect the never-ending stream of 

public inquiry whenever the police department is the news. Relationships 

in police families are often distant and alienate. A serious problem is that 

many police departments view police stress as an employee problem, not 

an organizational problem and that is why we come across suicide, murder 

of seniors and fellows in the police department. 

 

The research generally indicates that acute and chronic stressors 

experienced by police officers can lead to various undesirable physical and 

psychological outcomes that can adversely affect their professional and 

personal lives. Diminished job satisfaction and performance, family issues, 

substance abuse, health problem and suicide are among the noted 

consequences of occupational stressors for police personnel. (Alexander & 

Walker, 1997; Anshel, 2000; Brown & Campbell, 1994; Ivanhoff, 1994; 

Swanson, Gains & Gore, 1991; Territo & Vetter; 1981; Violanti, 1997; 

Hart et al. 1994). 
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Mohr et al. (2003) conducted a study on ‘mediating effects of sleep in 

the relationship between traumatic stress and health symptoms in urban 

police officers. The results suggest that traumatic stress symptoms were 

significantly related to both somatic symptoms and health functioning. 

Their findings suggest that sleep may serve as an important mediator 

between traumatic stress and somatic symptoms. 

 

Garcia, Nesbary & Gu (2004) did a very comprehensive study on 

‘perceptual variations of stressors among police officers during an era of 

decreasing crime. They found top ranked stressor-concern for a fellow 

officer being injured or killed is consistent, and reinforces that frequent 

perceived potential for crisis situations even during a period of low crime. 

Public criticism is indicative of the contemporary stressors experienced by 

police officers. That such criticism is so prevalent among stressors may 

further explain some of the self protective insular characteristics of much 

professional policing organization. Further more, they pointed out that 

family demands for personal time and involvement continues to be 

significant stressors for police officers. They find a very interesting and 

relevant thing that different nations in the perception of stressors among 

officers of distinct races, ranks, job tenure, work shift and assignment areas 

are indicative of intrinsic and organizational influences on stress. So far as 
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organizational stressors are concerned, these stressors are less of a factor 

for police officers in the early years and later stages of their career. 

Officers with more than twenty years of experience are also significantly 

less susceptible to job-related and overall stressors than those with fewer 

years on the job; external stressors are more significant for officers in the 5 

to 20 year range of experience. Their research also confirms that working 

the late shift results in more job related stress than other shift. There was a 

significant difference in the organization stressors scores of officers 

assigned to headquarters and to high-crime areas, and the external stressor 

scale there was a significant difference among those assigned to moderate-

crime areas and specialized units. Gender differences remained 

insignificant. This is likely because of the inherent job hazards and 

adjustment to the body’s natural circadian rhythm that can lead to poor 

sleep quality and fatigue and can disrupted family relationships (O’Neill & 

Cushing, 1991; Violanti 1984). More interestingly, there is no statistically 

significant difference in the stress levels evidenced by male and female 

officers. Although female officers are more prone to specify stress from 

co-worker behaviors, their stress scores are not notable higher than that of 

male officers. 
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Newman et al. (2004) studied police stress, state-trait anxiety, and 

stressors among US marshals. The main stressors identified by respondents 

were related to organizational variables i.e. problems with managers, bad 

bosses, and work environment. More stress was experienced by deputies 

who were inclined to think about job-related illness or being injured while 

on duty, those who were facing retirement and those who disliked their 

current assignments. It is fact that job stress is experienced by the 

employees. Tosi & Tosi (1974) investigated the relationship between role 

conflict and role ambiguity and various measures of job involvement. The 

study yielded negative correlation between role ambiguity and role conflict 

and the measures of job involvement. Thompson, Kirk & Brown (2005) 

conducted a study on work based support, emotional exhaustion, and 

spillover of work stress to the family environment of police women and 

their findings suggest that a fruitful avenue of exploration of behaviors 

linked to emotional exhaustion. They further pointed out that role 

ambiguity and role overload were main stressors for work role stressors. 

Work based support from superiors not colleagues predicted to reduce role 

stressors and emotional exhaustion and improve perception of family 

functioning. 
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Ranganella and White (2005) pointed out that motivations for 

becoming a police officers were similar regardless of race or gender, and 

the most influential factors were altruistic and practical, specifically the 

opportunity to help others, job benefits and security. Lambert, Hogan & 

Allen conducted a study on ‘correlates of correctional officer job stress: the 

impact of organizational structure and pointed out that instruction 

communications and procedural justice have a direct effect on correctional 

staff job stress. Griffiths conducted a study to look at transformational 

change in a government department. Five sources of change stress were 

found; increased workload, uncertainty, antiquity, interpersonal conflict, 

perceived unfairness, and perceived loss. 

 

According to Roberts and Levison (2001), findings suggest that police 

officers took their job stress home and it influenced their interactions with 

their wives. These influences of job stress were found regardless of 

couple’s marital satisfaction, the husband’s work shift and the couple’s 

parenthood status. They further claim that job stress is for more toxic for 

marital interaction than is physical exhaustion.   

 

Recently Madhu & Poodhun (2006) conducted a study on stress 

symptoms and substance use among police officials and concluded that 

there are sizeable numbers of police members who are stressed and are 
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coping ineffectively. The stress is affecting them mentally and physically. 

It also affects their interpersonal relationship. Abodllahi (2002) has 

mentioned that stress in policing has been the subject of volumes of 

literature for several decades. He compartmentalized the whole stress 

related researches into four categories which includes (i) intra- 

interpersonal (i.e. personality related stressors), (ii) occupational job 

related stressors), (iii) organizational (organizationally related stressors), 

and (iv) health consequences of police stress.  

 

In this way, a substantial literature has discussed stress related to the 

inherent hazards of police work and increasing crime rates (Dunham & 

Alpert, 1997; Horn, 1990; Lester, 1999; Stevens, 1999; Violanti & Aron, 

1993), Organizational practices (Crank & Caldero, 1991; Lord, 1996), 

judicial decisions (Stratton, 1986), public perceptions and support 

(Dunham & Alpert, 1997), and comparative occupations (Lardner, 1998; 

Meleod, 1990; Patterson, 1992). Despite this coverage there is scarcity of 

studies in relation to motivation and adjustment. 

 

A look on the researches in the area of job stressors have indicated 

that stressors on work are many in number which  can be broadly put under 

the broad categories of organization, environmental, and individual factors. 

In view of Selye (1976) stress is an additive phenomenon as for instance, a 
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single stressor even at work may seem to be relatively unimportant but if it 

is added to an already high level of stress then it can further increase the 

stress to the extent like there is a saying that ‘even an addition of a straw 

can break the camels’ back’. 

 

Studies on occupational stressors and its related facets have argued 

that stress researches have been done on varied samples in relation to 

numerous factors but it is imperative to highlight that almost none of the 

researches especially in Indian context have undertaken occupational stress 

study to adjustment of police personnel. Therefore, occupational stress 

study undertaken in the present investigation in relation to adjustment of 

police personnel is of significant value because filling the void of 

knowledge in this area, the stressors influencing adjustment having 

identified might be properly managed to improve quality of life, family, 

social, emotional, personal and moreover employees productive efficiency.  

 

Adjustment and Related Studies: 

 

Khan(1989) pointed out that the greater the anxiety the lesser the 

adjustment because higher amount of anxiety produces tension, 

restlessness, suffocation and many other disturbing symptoms which 

ultimately affect the healthy mode of an individual’s adjustment. He may 
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feel deficient in making healthy adjustment towards family, health, social 

and emotional life, as well as he may have an overall maladjustment. In the 

same way Verma & Upadhyaya (1983) showed that adjustment, anxiety 

and conflict were negatively correlated. Greater number of low adjusted 

subjects showed higher anxiety as well as conflict and vice-versa. Khan 

and Sinha (1971) reported that most of the studies concluded that anxiety 

was a symptom of inadequate adjustment and possibly a cause. 

 

Adjustment has also been studied in relation to social deprivation. 

Shamshad and Haidry investigated the patterns of adjustment and approval 

seeking behavior of socially disadvantaged group. In the case of male 

respondents the social deprivation and adjustment were found to be 

positively and significantly related in the area of home, health, and social, 

adjustment as well as on over all adjustment. The same trends of results 

were found to female subjects but they were differing on emotional 

adjustment. In case of female subjects emotional adjustment showed a 

positive and significant relationship between deprivation and emotional 

adjustment. The above study was supported by Gunthey (1983); Sagar 

(1975); Kumar (1975) and many others. 

 

Many police personnel are very creative particularly at the time of 

crises. Shamshad and Sharan (1985) examine the effect of adjustment on 
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creativity. The findings revealed the fact that high creative groups on 

verbal and non-verbal test of creativity significantly differed from the low 

creative groups in respect to their adjustment in different areas as well as 

on over all adjustment. High creative groups on verbal and non-verbal 

creativity indicating better adjustment, as compared to their low 

counterparts. Hence, it can be inferred that subjects excelling high on 

creativity enjoyed healthy home, health, social and emotional adjustment 

as well as overall adjustment. 

 

Gupta and others (1976) found creativity to have positive and 

significant relation with social, emotional and educational adjustment of 

the individual. Singh and Pandit (1977) reported that creativities displayed 

better adjustment. On the other hand, Kaur (1983) has reported high 

creative to have problems in their socio-psychological areas. 

 

Adjustment has been studied in relation to approval motives 

(Shamshad, 1996) cognitive differentiation, sex variance and urban-rural 

environment (Shamshad & Sulaiman, 1994), effect of intelligence on 

adjustment (Shamshad, 1996) effect of sex difference on adjustment 

(Shamshad, 1996). Martin and Robin (1999) examine the relationship 

between pre-move relation preparations with psychological adjustment to 

job relocation. They found that pre-move relocation preparation the better 
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was the relocations’ post move mental health and job-related contentment 

and enthusiasm. Those police personnel who have been informed earlier 

about their move feel less stress. Nezlek and Gable (2002) studied 

depression as a moderator of relationship between positive daily events and 

day-to-day psychological adjustment. It was reported that daily adjustment 

negative co-varied with the number of negative events and adjustment. 

Furthermore, for the self-esteem and cognitive trial measures, adjustment 

co-varied more strongly with negative and positive events for the 

depressed than they did for the non-depressive. 

 

Shulman and associates (2000) conducted study on associations 

between family relationships and individual adjustment on young male 

soldiers during the first week of basic training. Three sources of 

information were used to evaluate. The results show that family 

relationship partly soldier’s closeness to best friends, number of social 

nominations and commanders rating of soldier’s military and social 

competence. In addition, family relations explained soldiers perceived 

serial competence as assessed via closeness to best friend and number of 

socio-metric nominations. It is argued that together, the results retreat the 

role played by the family and attitude toward offspring learning home and 

toward their adjustment to military service. 
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It has been reported and observed that many police personnel are drug 

abused. This does not only put a negative impact on their career and public 

dealing but also influences their family life. Fals and et al. (2003) 

examined the relationship between the psychological adjustment of 

children living in households of parents in which fathers were entering 

treatment for substance abuse and the following sets of variables. (a) 

Parents’ socio-demographic characteristics (b) parents’ dyadic adjustment, 

(c) fathers’ substance use severity and (d) parents’ psychological 

adjustment. Results revealed that each of the variable sets made a 

significant unique contribution to the prediction of children’s psycho-

social adjustment. The similar type of study was also conducted by the 

same authors (Fals et al. 2004). They studied emotional and behavioral 

problems of children living with drug-abusing fathers; comparison with 

children living with alcohol-abusing and non-substance abusing fathers. 

The study revealed the fact that children with drug-abusing fathers 

experienced more internalizing and externalizing symptoms than children 

with alcoholic or non-substance abusing fathers. Inter-parental conflict and 

parenting behavior mediated the relationship between family type and 

children’s adjustment. Interventions to improve fathers’ parenting behavior 

and reduce partner conflict may lead to better adjustment among custodial 
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children of drug abusing father. Keller, Cummings & Davis (2005) studied 

the role of marital discord and parenting in relations between parental 

problems drinking and child adjustment and suggested that children 

exposed to parental drinking problems are at risk for maladjustment. 

Cramer & Tracy (2005) in a longitudinal study the pathway from early 

childhood personality to early adult adjustment and maladjustment. The 

results indicated that a shift in personality from childhood to adulthood, 

influenced by the use of defense mechanisms, was the strongest predictor 

of adult adjustment. Developmental shifts in outgoingness, influenced by 

the use of the defense of perception, predicted better psychological health, 

less depression, but more anxiety. Shifts in self-confidence, influenced by 

the use of the defense of identification, predicted better psychological 

health, less depression, and less anxiety. 

 

The organizational climate is very important aspect which influences 

employees’ adjustment. If the climate is congenial the employees’ 

performance is expected better because of good adjustment. Martin and 

associates (2005) conducted a study on the role of psychological climate in 

facilitating employee’s adjustment during organizational change. Result 

shows that employees whose perceptions of the organizational and 

environment in which they were working were more positive, were more 
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likely to appraise change favorably and reported better adjustment in terms 

of higher job satisfaction, psychological well-being, and organizational 

commitment and lower absenteeism and turnover intensions. 

 

In one of the study it was examined the impact of police officers on 

psychology adjustment of their partners. One hundred and three Victorian 

police officers and their spousal partners completed measures assessing 

trauma exposure, PTSD Symptomology (PCL) and general psychological 

well being (GHQ-28). Partners were hypothesized to demonstrate patterns 

of psychological adjustment similar to the officers. Based on PCL Scores, 

nearly one third of the officers and almost 14% of the partners 

demonstrated PTSD. Consistent with hypotheses, regression analyses 

identified that, after controlling for partner’s prior trauma exposure, 

characteristics of officer’s psychological adjustment particularly 

avoidance-numbering symptoms-were significant predictors of poorer 

psychological adjustment in their partners. Theoretical explanation for 

such associations is discussed, especially with reference to the theories for 

the systematic effects of trauma; and suggestions for further research are 

proposed. 

 

Zuckerman and et al. (2006) in a longitudinal investigation on self 

enhancement by social investigations on self enhancement by social 
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comparison pointed out that self-enhancement by social comparison 

(assessing whether people perceive themselves more positively than they 

perceive others) was prospectively related to an increase in self-reported 

adjustment. Better adjustment including high self-esteem, was not 

prospectively related to an increase in self-enhancement. The investigation 

also included a diary period, allowing the assessment of intra-subject co-

variation between daily reports of self-esteem and daily reports of 

perceived challenge and daily events. High self-enhances were less likely 

to report lower self-esteem under high challenge and less likely to report 

high self-esteem under positive events. 

 

Hillman et al. (2004) carried out a study on emotional and motivated 

behavior: postural adjustments to affective picture veining and found out 

that sex difference for postural responses to unpleasant picture, an effect 

not found for pleasant and neutral picture contents. Female exhibited 

increased postural movements in the posterior direction and male exhibited 

increased movement in the anterior direction for unpleasant picture, 

whereas Netz and Raviv (2004) did a research study on age difference in 

motivational orientation towards physical activating and results indicated 

significant age differences on age, gender, level of education etc. The older 

individuals felt lower self-efficacy in relation to physical activity and 
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expected fewer benefits from participating in physical activity. However, 

older individuals who engaged in physical activity rated themselves as 

more active and fit than no exercisers of their same age and gender 

physical activity and level of education were positively correlated with 

self-efficacy and men were more efficacious than women were. On the 

other hand Ilies & Judge (2005) carried out study on goal regulation across 

time; the effects of feedback affect and the result showed that participants 

adjusted their goals downwardly following negative feedback and created 

positive goal-performance discrepancies by raising their goals following 

positive feedback. Very recently Brown (2006) conducted a research study 

on relationship between emotional intelligence of leaders and motivational 

behavior of employees and the results suggested no correlation between 

leaders’ use of emotional intelligence and the motivational behavior of 

employees. Roh (2004) in his article entitled “Motivation in the 

Community Policing Era” Application of Expectancy Model” pointed out 

that without cooperation by operating members of an organization; any 

attempt for an organization reform is doomed to fail.  Furthermore, when 

the reform requires positive and voluntary participation by group members, 

as community does, policies should stimulate and maximize members’ 

motivation. Community policing cannot succeed solely relying upon 
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sophisticated programs. A comprehensive reform of agencies targeting 

structure, management, culture and environment can lead to successful 

implementation of community policing. 

 

There are very few research studies which have been conducted 

directly on police personnel’s adjustment. Shaathoff & Buckman evaluated 

26 state police officers which revealed that the most common primary 

diagnosis was adjustment disorder followed by substance abuse and 

personality disorder. Adjustment have been studied in relation to anxiety, 

work alienation, ego strength, social deprivation, creativity, motives, 

intelligence, depression, marital discord etc. but not directly in relation to 

emotional intelligence, work identification and occupational stress of 

police personnel. 

 

Objectives of the Study: 

 

It is our day to day experience that the police have been criticizing by 

the public, the Government agencies and politicians on its role and 

functioning. But the dimensions of the role of police have expanded and the 

manner in which this role has to performed has called for challenges. 

Recently, (on 14.09.09) our Home Minister has made a statement in which 

he pointed out police personnel are like ‘football’. Simply it refers the 
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condition of police personnel. On the other hand, almost daily we come 

across that police personnel commits suicide or gun down their seniors, 

juniors, or fellows and many are indulged in substance abuse. Violanti 

(1996) pointed out that police officers kill themselves at the rate six times 

greater than in the general population, and police officers kill themselves at a 

rate 8.3 times greater than those who died at the hand of criminals. Many 

police personnel don’t spare their family members when they are tensed and 

under stress, they also become alcoholic and indulged in many unsocial 

activities. Several studies conducted during 1970’s looked at drinking on 

duty as an indicator of alcoholism and produced some frightening figures, 

from Reiss 2.5% to Van Raalte’s 67%. It means that police perform duties 

under one or another kind of pressure. If the pressure from internal 

investigators is not enough, there is peer pressure in the opposite direction 

which, in tug-of-war fashion, increases the tension at both ends. Any police 

personnel who wish to gain trust and respect of his colleague must 

demonstrate his willingness to thumb his nose at administrative spirit behind 

minor regulation and to break certain rules. In such circumstances and 

atmosphere it becomes difficult to carry jobs effectively and efficiently. 

Now things are in process of change but the old sprit remains. It is difficult 

to predict how and when the things will be favorable although the 
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Government of India is trying to bring major changes in police organization 

as Minister of Home Affairs has been sensing the problems of police. Any 

way even today all types of pressure are noticeable. 

 

The objective of present proposed research endeavor is to see the 

influence of emotional intelligence, work identification, and occupational 

stress on adjustment among male and female police personnel of Kashmir 

valley. We know that police personnel are the key players to maintain peace 

and harmony in the society. But the efficient working is most likely 

dependent on their adjustment especially as a function of adequate 

understanding over their emotional intelligence, identify themselves with 

work as well as coping with occupational stress. The major objectives of the 

study are as follows: 

1) To study of influence of emotional intelligence on the adjustment of 

male and female police personnel. It is also important to find out 

levels of emotional intelligence of male and female police personnel 

separately. 

2) The second objective of the study is to find out the impact of work 

identification on male and female police personnel’s adjustment. It is 

assured that those police personnel who identify themselves with their 
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work will be more adjusted than those who less identify with their 

work. 

3) Another objective of the present research’ is to find out the impact of 

occupational stress on various types of adjustment of male and female 

police personnel. Along with above it is also intended to identify 

powerful stressors which have adverse impact on male and female 

police personnel adjustment. Moreover the present investigator is 

interested to find out stressors for male and female police personnel 

separately. 

4) The important objective of the present study is to find out significant 

different between male and female police personnel on different 

variables. 

 

Since earlier researches have not provided any direction of 

relationship between the variables as stated above, hence, there is no option 

to formulate hypothesis except the null hypotheses. Hypothesis in all 

researches are necessary as these help in determining comprehensively the 

objectives of the study and subsequently help in a making proper choice of 

statistics for analyzing the data in quest of answering objectives of the study. 

Here an effort was made to formulate null-hypotheses comprehensively and 

briefly that follows. 
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Ho1:- “Emotional intelligence” will not influence adjustment and its two 

 facets viz, social  and emotional in general and specifically male and 

 female police personnel. 

 

Ho2:- “Self awareness- a facet of emotional intelligence will not effect 

 adjustment and its  two facets i.e. social and emotional of police 

 personnel in general and specifically male and female police 

 personnel. 

 

Ho3:- “Self regulation” a facet of emotional intelligence will not influence 

 adjustment and its two facets i.e. social and emotional as well, of 

 police personnel in general and specifically male and female police 

 personnel. 

 

Ho4:- “Motivation” a facet of emotional intelligence will not influence 

 adjustment and its two facets i.e. social and emotional as well, of 

 police personnel in general and specifically male and female police 

 personnel. 

 

 

 

 

 

 

Ho5:- “Social awareness”- a facet of emotional intelligence will not 

 influence adjustment and its two facets i.e. social and emotional as 
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 well of police personnel in general and specifically male and female 

 police personnel. 

 

Ho6:- “Social Skills”- a facet of emotional intelligence will not influence 

 adjustment and its two facets i.e. social and emotional as well, of 

 police personnel in general and specifically male and female police 

 personnel. 

 

Ho7:- Work Identification will not affect adjustment and its two facets. viz, 

 social and emotional in general and specifically male and female 

 police personnel. 

 

Ho8:- “Importance attached to work (IATW)”- a facet of work identification 

 will not effect adjustment and its two facets i.e. social and emotional 

 as well of police personnel in general and specifically male and 

 female police personnel. 

 

Ho9:- “Satisfaction of need through work (IATW)”- a facet of work 

 identification will not effect adjustment and its two facets i.e. social 

 and emotional as well, of police personnel in general & specifically 

 male and female police personnel. 

 



 119 

Ho10:- “Occupational stress” will not influence adjustment and its two facets 

 social and  emotional, as well of police personnel in general and 

 specifically male and female police personnel. 

 

Ho11:- “Role overload”- a facet of occupational stress will not affect 

 adjustment and its two facets, social and emotional as well of police 

 personnel in general and specifically male and female police 

 personnel. 

 

Ho12:- “Role ambiguity”- a facet of occupational stress will not effect 

 adjustment and its  two facets social and emotional as well, of police 

 personnel in general and specifically male and female police 

 personnel. 

 

Ho13:- “Role Conflict”- a facet of occupational stress will not effect 

 adjustment and its two facets i.e. social and emotional as well, of 

 police personnel in general and specifically male and female police 

 personnel. 

 

Ho14:- “Unreasonable group and political pressure”- a facet of occupational 

 stress will not influence adjustment and its two facets i.e. social and 

 emotional as well, of police personnel in general and specifically male 

 and female police personnel. 
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Ho15:- “Responsibility for persons”- a facet of occupational stress will not 

 effect adjustment and its two facets i.e. social and emotional as well, 

 of police personnel in general and specifically male and female police 

 personnel. 

 

Ho16:- “Under participation”- a facet of occupational stress will not attribute 

 adjustment and its two facets i.e. social and emotional as well, of 

 police personnel in general and  specifically male and female police 

 personnel. 

 

Ho17:- “Powerlessness”- a facet of occupational stressors will not predict 

 adjustment and its two facets i.e. social and emotional as well, of 

 police personnel in general and specifically male and female police 

 personnel. 

 

Ho18:- “Poor-peer relations”- a facet of occupational stress will not attribute 

 adjustment and its two facets i.e. social and emotional as well, of 

 police personnel in general and  specifically male and female police 

 personnel. 

 

Ho19:- “Intrinsic impoverishment”- a facet of occupational stress will not 

 predict adjustment and its two facets social and emotional as well, of 
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 police personnel in general and specifically male and female police 

 personnel. 

 

Ho20:- “Low Status”- a facet of occupational stress will not influence 

 adjustment and its  two facets viz, social and emotional as well, of 

 police personnel in general and specifically male and female police 

 personnel. 

 

Ho21:- “Strenuous working conditions”- a facet of occupational stress will 

 not effect adjustment and its facets i.e. social and emotional as well of 

 police personnel in general and specifically male and female police 

 personnel. 

 

Ho22:- “Unprofitability”- a facet of occupational stress will not predict 

 adjustment and its two facets social and emotional as well, police 

 personnel in general and specifically male & female police 

 personnel. 

 

Having tested hypotheses, the obtained findings lead to give some of 

the suggestions. The findings of present proposed research investigation lack 

its generality as the total sample and the sub sample being unequal in size 

failed to give consistent results. It is due to an appropriate proportion 
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between male and female police personnel as female police are less than 

four percent as compared to male counter parts. 

 

 The researches on such problem one of its high applicability as proper 

utilization of emotional intelligence, proper management of stress and highly 

identification with work are most likely to enhance effective and over all 

adjustment of police personnel and subsequently productive efficiency in 

police organization as police personnel are more prone to get into serious 

health, social, personal and emotional problems due to exigencies of their 

duties and related professional hazards. They always experience stress in 

their job and some times they carry them to their family, society etc. 

Therefore it is necessary to terminate further deliberation here and to follow 

the next chapter for understanding more about the objectivity of the 

methodology opted in understanding the present larger investigation. 
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 Methodology is a crucial step in any research and has its importance 

in scientific investigation because objectivity in any research investigation 

cannot be obtained unless it is carried out in a very systematic and planned 

manner. Redman & Mory (1923) in explaining ‘research’ contented that it is 

“a systematized effort to find out the solution of the problem”. Methodology 

is sum of these techniques being carried out by a investigator in order to find 

out the real dynamics operating for any problem. Mounton and Marais 

(1993) viewed methodology as “the logic of the applications of scientific 

methods to the investigation of the phenomena”. It is a kind of decision 

making process in which researcher has to select the most suitable and 

appropriate model, sampling techniques, measuring instruments/ tools and 

data analysis methods suitable for selected problem. However, the 

objectivity of scientific investigation is contingent upon the accuracy of 

research methodology adopted by the researcher. In this regard Selltizer et 

al. (1962) has rightly pointed out that “research design is the arrangement of 

conditions for collecting and analyzing the data in a manner that aims to 

combine relevance to research purpose with economy in procedure”. It is a 

kind of appropriate architecture prepared in advance by the investigator with 

minimum expenditure of time, cost and other requirements. In view of 

Mohsin (1984) “research design contains a built-in system of checks against 
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all factors that might affect the validity of the research outcomes”. Scientific 

investigation involves careful and proper adoption of research design, use of 

standardized tools, and tests, identifying adequate sample by using 

appropriate sampling techniques, sound procedure for collecting data, and 

then after careful scrutiny, tabulation of data and the use of appropriate 

statistical techniques for analyzing data. 

 

The above steps are necessary and important, in carrying out research 

enhance the predictive value of findings, hence, the findings may be 

generalized to predict the behaviour of the population from which sample 

have been taken or drawn. The procedures which have been opted for the 

present investigation are being discussed below: 

 

Sample: 

 

In behavioral science researches, sample is a fraction of population. 

It is impossible to take the whole population for investigation. Mohsin 

(1984) contended that sample is a small part of total existing events, 

objects or the information. Kerlinger (1983) believes that “sampling is 

taking any portion of a population or universe as representative of that 

population or universe”. Thus, sampling is a process through which a small 

portion of population selected for observation. By making observations on 
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the appropriate sample, it is possible to draw reliable and valid inferences 

or make generalizations on the population as a whole from where the 

sample to which it is drawn. 

 

The survey of available literature on adjustment in relation to 

emotional intelligence, work identification, and occupational stress have 

revealed the fact that police personnel have been rarely studied in general 

and police personnel of Kashmir valley in particular, for this reason it was 

decided to choose police personnel for study. Hence, for the purpose of 

data collection Director Bureau of Police Research and Development, 

Ministry of Home Affairs, New Delhi was approached and requested to 

issue a letter to DGP, JK for cooperation to the concerned officers of 

various police stations of Kashmir valley. Without their cooperation it was 

impossible to conduct investigations smoothly as Kashmir valley is more 

disturbed state of India. The investigator faced a lot of problems due to 

disturbance but with the help of District officials the data collection was 

collected. Two groups of police personnel were decided for study the first 

group comprises male police personnel & the second group comprises 

female police personnel, who are the most neglected in the field of 

psychological research. The ratio of female police in India is 3.23% which 

is far below than male counterparts. Due to this reason the sample of 
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female personnel is 100. The Investigator personally visited various police 

stations and approached to police personnel. Those who were willing to 

give their responses were given questionnaire. About fifteen to twenty five 

percent of the police personnel approached were not ready to give their 

responses due to preoccupant, official engagement or personal reasons in 

this way sampling was purposive in nature and data were collected purely 

on random basis because of uncertainty of duty, work-load etc. The 

questionnaire was printed in English, Hindi & Urdu. During scrutiny it was 

found that twenty to thirty percent questionnaires were incomplete due to 

one or other reasons, hence, excluded or rejected and about twenty to 

twenty five percent questionnaires were returned. The sample is as under: 

 

Table – 3.1: 

Showing the break-up of the sample: 

 Group  N 

A Male Police Personnel  200 

B Female Police Personnel  100 

 Total  300 

 

The Biographic Characteristics (based on mean, and S.D.) of the 

sample for the two groups separately have been shown in Table - 3.2 
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TABLE – 3.2 

Showing the Biographies of the Samples 

Gender Sample 

Size 

Age  

(in Years) 

Salary  

(in Rupees) 

Experience  

(in Years) 

No. of 

Dependents 

Family Status Qualification 

Mean S.D. Mean S.D. Mean S.D. Mean S.D. Joint 

% age 

Nuclear 

% age 

Under 

Graduate 

% age 

Graduate 

% age 

Male 

Police 

200 32.21 5.11 10383.82 3176.32 11.41 3.72 6.04 2.52 124 

62% 

76 

38% 

170 

85% 

30 

15% 

Female 

Police 

100 30.31 4.71 9893.56 2126.41 7.42 5.00 4.53 1.91 44 

44% 

56 

56% 

72 

72% 

28 

28% 

Total 300         168 

56% 

132 

%44 

242 

80.67 

58 

19.33 
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So far as average age of male police personnel is concerned they are elder 

then female police personnel and they get more salary but having more no of 

dependents. The female police personnel are highly educated than male 

police personnel. As data reveals 28% female police personnel are graduate 

where as only 15% male police personnel are graduate. The 56% female 

police personnel prefer nuclear family where as 62% male police personnel 

believe in joint family system.  

Description of Tools: 

 

In behavioral sciences measurements have always been considered 

very complex task but an inevitable means to understand human 

experiences and behavior. Various psychological tests have been 

developed to understand human behavior objectively. There is no single 

psychological tests which can tell about all aspects of human behavior 

because of its intricacy and instability. Therefore, every psychological test 

is developed for some specific objective and purpose. Among the various 

methods used for testing the various aspect of human behavior, the 

questionnaire method has been considered as the most convenient and 

favorable instrument to collect data. Pertaining to questionnaire, it is 

imperative to mention that without ascertaining the efficacy of the tools, 

reliable results can not be obtained; therefore, standardization of the 
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psychological tools is necessarily a prerequisite. In this regard, it is equally 

important to mention that whatever the tools have been used in quest of 

studying the present problem the standardized psychological tools were 

administered. The description of the tools used in the present research 

study follows: 

Emotional Intelligence Scale: 

 Emotional intelligence Scale developed and standardized by Singh 

(2004) was used. The scale consists of sixty statements with five alternative 

responses, namely “Describe me very well,” “Describe me well”, “Describe 

me moderately well”, “Describe me a little”, and “not at well describe me 

very well”. The subjects were required to give their responses which suit 

them well. The items of Emotional intelligence scale were grouped under 

five categories namely, “Self Awareness, Self Regulation, Motivation, 

Social Awareness and Social Skills. The subjects have to weight statements 

in 5,4,3,2 &1 for describe me moderately well, described me a little and not 

at all described me respectively. High score indicates high level of 

Emotional Intelligence and low score indicates low level of emotional 

intelligence. The author has reported scale is highly reliable and valid. 
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1- Work Identification Scale: 

 

 Work Identification Scale has been developed by Srivastava and 

Dloke (1978). There are twelve items which are related to the two-facets of 

Work Identification, i.e., (i) importance attached to work – facet (IATW) 

and (ii) satisfaction of needs through work (SNTW). Each facet contains six 

items. The items of the scale are positively phrased. The respondents are 

required to respond on a 5-point scale by giving a score of 1 to highly 

disagreed statement and 5 to highly agreed statements. The scoring is simply 

because it is done by simply adding the scores given to various statements. 

The higher score refers to high work identification and low scores refer to 

low work identification and the same direction of scores stand for the two 

facets too. The authors of the scale had not reported the reliability and 

validity of scale, which was determined by Ansari (1988). The obtained 

reliability found to be r =.82 and validity r=.75 that confirm the reliability as 

well as the validity of the scale. 

 

Occupational Stress Index: 

 

 The third scale which has been used in the present investigation is of 

Occupational Stress Index. This scale has been constructed and standardized 

by Srivastava & Singh (1981). Initially, authors had framed 50 statements 
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covering all the relevant components of job life which could have caused 

stress in one way or the other. After modification, the scale in the present 

form comprises 46 statements. Out of 46 items 18 are ‘false keyed’ and rest 

28 items ‘true keyed’. 

 

 

 The Occupational Stress Index covers twelve dimensions, viz.; Role 

Overload, Role Ambiguity, Role Conflict, Unreasonable Group & Political 

Pressure, Responsibility for persons, Under participation, Powerlessness, 

Poor Peer Relations, Intrinsic Impoverishment, Low Status, Strenuous 

Working Condition, Un-profitability. The scale is reported highly reliable 

and valid. 

 

Adjustment Measurement Inventory: 

 

 To measure adjustment level of police personnel a revised scale 

constructed and standardized by Kumar (1999) was used. There are two 

dimensions of the adjustment inventory i.e. Social & Emotional. The social 

adjustment consists of ten items whereas emotional adjustment consists of 

thirty items, in this way there are forty items of the inventory. The inventory 

is applicable to both individual and group. It is emphasized that no item has 

to be omitted and there is nothing right or wrong about these items. The 

scoring of inventory is very simple. A, ‘No’ response is assigned a 
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numerical value of 1 except for the item no. 33 in which case reverse is 

applicable. The sum of these values give the adjustment score for the 

respondent since the responses contributing towards the adjustment are 

given a score, the higher the total score, the better would be the adjustment 

of the subject. The reliability and validity of the inventory is reported r=0.93 

and r=0.71 respectively. 

Biographical Information Blank: 

 

 To know the information’s about the biographies of the respondents, a 

bio-information blank (BIB) was prepared that included sex, age, education 

qualifications, designation job tenure, family structure, salary, marital status, 

number of dependents etc. and the respondents were requested to furnish 

these information too. The biographical information helps in discussing the 

results (Appendix – VI) 

 

Statistics Used: 

 

In order to meet the objectives of the study, the objectives were 

transformed into the hypothetical relationship are called hypotheses. In the 

light of the proposed hypotheses, it was decided to apply multiple 

regression method which is quite flexible to access two a more predictors 

at a time to see their influence on criterion variable. This technique 
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consists of Standard, Hierarchical, and Stepwise depending on the way 

predictor variable entering the equation. The term regression and 

correlation are used more or less interchangeably. The regression is used 

with an eye in prediction, whereas, correlation is more meaningful for 

determining the degree of association. 

 

 

Multiple regression is the technique by which the value of the 

dependent variable is predicted from knowledge of the values of the 

independent variables. The variables used for prediction are called 

predictor variables and the variable that is predicted is called the criterion 

variable. The objective of research in using regression is to illuminate the 

relationship between a set of independent variables and dependent variable. 

As a preliminary step, it can be determined how strong the relationship is 

between independent variables and dependent variable and then to asses 

the importance of various independent variables to the relationship. In the 

present analysis stepwise method predictors enter to the equation step-wise 

one after the other on the basis of their highest simple correlation with 

criterion variables. This process continues until no more useful information 

is obtained from the further addition of prediction ‘F’ value of ANOVA for 

regressions predicted over all influence of all independent variable on the 

dependent one and the main variable predicting dependent variable are 
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confirmed by significant ‘t’ values. Hence, in the present study, Stepwise 

Multiple Regression was used for giving statistical treatment to the data. 
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 Chapter IV is developed to describe and discuss results of the present 

problem entitled “influence of emotional intelligence, work identification 

and occupational stress on adjustment; a study of male and female police 

personnel of Kashmir Valley”. In order to seek the objectives which are very 

much evident from the problem itself, the analyses of the data were carried 

on by applying Stepwise Multiple Regression Analysis on the sample group 

of male and female personnel working in various police stations of Kashmir 

Valley. 

 

 Before undertaking results and interpretation of the present piece of 

research endeavor, it is important to mention here that analyses of data of the 

study using Stepwise Multiple Regression technique through SPSS 

technique have given the entire analysis in different steps but we are using 

the tables of model summary, ‘ANOVA’ as well as tables showing 

coefficient’ revealing the number of powerful and best predictor entered to 

influence dependent variable. The remaining steps like the lists of excluded 

variables, descriptive statistics have not been put here for the sake of 

convenience pressuring that except the independent variable (IVs) that 

entered to the equation, the remaining independent variables will definitely 
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be the part of variables excluded or have not come into the equation. It is 

also necessary for clarity to mention that variables numbering from V1 to V22 

are the independent variables, whereas V23 to V25 are dependent variables. 

V23 refers to social adjustment, V24 refers to emotional adjustment and V25 

refers to total adjustment. The independent variable have been numbered 

from V1 to V22 indicates self awareness, self regulation, motivation, social 

awareness, social skills, total emotional intelligence, importance attached to 

work, satisfaction of need through work, total work identification, role 

overload, role ambiguity, role conflict, unreasonable group and political 

pressures, under participation, powerlessness, poor peer relations, intrinsic 

impoverishment, low status, stressors working conditions, unprofitability 

and total occupational stress respectively. Therefore same pattern of 

numbers will be used to refer either independent or dependent variables in 

the tables. By keeping in view the above contentions the description & 

discussion of results will follow in proceeding part of this chapter. 

Interpretations of results as follow. 
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Table 4.1 

Showing Model Summery 

 

 

 

 

 

a. Predictor  : V12 

b. Predictors: V12, V2 

c. Predictors: V12, V2, V16 

d. Predictors: V12, , V2, V16, V3 

e. Predictors: V12, V2, V16, V3, V7 

f. Predictors: V12, V2, V16, V3, V7, V5 

g. Predictors: V12, V2, V16, V3, V7, V5, V14 

h. Predictors: V12, V2, V16, V3, V7, V5, V14, V15 

i. Predictors: V12, V2, V16, V3, V7, V5, V14, V15, V20  

j. Predictors: V12, V2, V16, V3, V7, V5, V14, V15, V20, V4 

Model Summary

.331a .110 .107 2.22 .110 36.719 1 298 .000

.409b .167 .162 2.15 .058 20.516 1 297 .000

.435c .189 .181 2.12 .022 7.987 1 296 .005

.468d .219 .209 2.09 .030 11.426 1 295 .001

.503e .253 .240 2.04 .033 13.154 1 294 .000

.522f .272 .257 2.02 .019 7.747 1 293 .006

.536g .288 .270 2.00 .016 6.358 1 292 .012

.555h .308 .289 1.98 .021 8.695 1 291 .003

.569i .324 .303 1.96 .015 6.603 1 290 .011

.578j .335 .312 1.95 .011 4.764 1 289 .030

Model

1

2

3

4

5

6

7

8

9

10

R R Square

Adjusted

R Square

Std. Error of

the Estimate

R Square

Change F Change df1 df2 Sig. F Change

Change Statistics

Predictors: (Constant), Role confl icta. 

Predictors: (Constant), Role confl ict, Self Respectb. 

Predictors: (Constant), Role confl ict, Self Respect, Powerlessnessc. 

Predictors: (Constant), Role confl ict, Self Respect, Powerlessness, Motivationd. 

Predictors: (Constant), Role confl ict, Self Respect, Powerlessness, Motivation, IATWe. 

Predictors: (Constant), Role confl ict, Self Respect, Powerlessness, Motivation, IATW, Social skillf. 

Predictors: (Constant), Role confl ict, Self Respect, Powerlessness, Motivation, IATW, Social skill, Responsibility for persong. 

Predictors: (Constant), Role confl ict, Self Respect, Powerlessness, Motivation, IATW, Social skill, Responsibility for person,

Un Participation

h. 

Predictors: (Constant), Role confl ict, Self Respect, Powerlessness, Motivation, IATW, Social skill, Responsibility for person, Un

Participation, Steneous working conditions

i. 

Predictors: (Constant), Role confl ict, Self Respect, Powerlessness, Motivation, IATW, Social skill, Responsibility for person, Un

Participation, Steneous working conditions, Social awareness

j. 
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TABLE – 4.1A 

Stepwise Multiple Regression 

Predictors (IVs) of Social (DV) – a dimension of Adjustment 

Sample of Police Personnel (N = 300) 

ANOVAd 

 

Model 

Sum of 

squares 

 

df 

Mean Square  

F 

 

Sig. 

1.Regression  180.322 1 180.322 36.719 .000a 

Residual 1463.425 298 4.911   

Total 1643.747 299    

2. Regression 274.878 2 137.439 29.820 .000b 

    Residual 1368.868 297 4.609   

    Total 1643.747 299    

3. Regression 310.845 3 103.615 23.010 .000 c 

   Residual 1332.902 296 4.503   

     Total 1643.747 299    

4. Regression 360.546 4 90.137 20.722 .000 d 

   Residual 1283.200 295 4.350   

     Total 1643.747 299    

5. Regression 415.501 5 83.100 19.891 .000 e 

   Residual 1228.246 294 4.178   

     Total 1643.747 299    

6. Regression 447.141 6 74.523 18.248 .000 f 

   Residual 1196.606 293 4.084   

     Total 1643.747 299    

7. Regression 472.641 7 67.520 16.835 .000 g 

   Residual 1171.106 292 4.011   

     Total 1643.747 299    

8. Regression 506.616 8 63.327 16.206 .000 h 

   Residual 1137.130 291 3.908   

     Total 1643.747 299    

9. Regression 531.932 9 59.104 15.416 .000 i 

   Residual 1111.815 290 3.834   

     Total 1643.747 299    

10.Regression 549.964 10 54.996 14.531 .000 j 

   Residual 1093.782 289 3.785   

     Total 1643.747 299    

a. Predictor  : V12 

b. Predictors: V12, V2 

c. Predictors: V12, V2, V16 

d. Predictors: V12, , V2, V16, V3 

e. Predictors: V12, V2, V16, V3, V7 

f. Predictors: V12, V2, V16, V3, V7, V5 

g. Predictors: V12, V2, V16, V3, V7, V5, V14 

h. Predictors: V12, V2, V16, V3, V7, V5, V14, V15 

i. Predictors: V12, V2, V16, V3, V7, V5, V14, V15, V20  

j. Predictors: V12, V2, V16, V3, V7, V5, V14, V15, V20, V4 

k. Dependent Variable: V23 
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Table – 4.1B 

Coefficient showing the Real Predictor Variablea 

 

Model 

Un-standardized 

Coefficients 

Standardized 

Coefficients 

 

t 

 

Sig. 

B Std. Error Beta 
1. Constant: 

V12 

2.358 

.197 

.600 

.032 

 

.331 

3.928 

6.060 

.000 

.000 

2. Constant: 

V12 

 V2 

-.190 

.159 

7.908E-02 

.809 

.033 

.017 

 

.268 

.248 

-.235 

4.894 

4.529 

.815 

.000 

.000 

3. Constant: 

V12 

 V2 

V16 

-1.395 

.128 

7.591E-02 

.146 

.907 

.034 

.017 

.052 

 

.216 

.238 

.158 

-1.539 

3.788 

4.390 

2.826 

.125 

.000 

.000 

.005 

4. Constant: 

V12 

V2 

 V16 

 V3 

.238 

.132 

9.565E-02 

.180 

-6.76E-02 

1.014 

.033 

.018 

.052 

.020 

 

.222 

.300 

.195 

.191 

.235 

3.946 

5.322 

3.484 

-3.380 

.814 

.000 

.000 

.001 

.001 

5. Constant: 

V12 

 V2 

 V16 

 V3 

 V7 

-1.245 

.119 

8.680E-02 

.216 

-7.64E-02 

9.456E-02 

1.074 

.033 

.018 

.052 

.020 

.026 

 

.200 

.272 

.234 

-.216 

.191 

-1.159 

3.622 

4.882 

4.180 

-3.869 

3.627 

.247 

.000 

.000 

.000 

.000 

.000 

6. Constant: 

V12 

 V2 

 V16 

 V3 

 V7 

 V5 

-1.927 

.119 

7.507E-02 

.218 

-9.73E-02 

9.025E-02 

5.185E-02 

1.090 

.032 

.018 

.051 

.021 

.026 

.019 

 

.200 

.235 

.236 

-.275 

.182 

.161 

-1.768 

3.655 

4.152 

4.278 

-4.650 

3.495 

2.783 

.078 

.000 

.000 

.000 

.000 

.001 

.006 

7. Constant: 

V12 

 V2 

 V16 

 V3 

 V7 

 V5 

 V14 

-2.427 

.113 

7.417E-02 

.203 

-.104 

8.415E-02 

5.060E-02 

.117 

1.098 

.032 

0.18 

.051 

.021 

.026 

.018 

.046 

 

.190 

.233 

.220 

-.293 

.170 

.157 

.130 

-2.210 

3.503 

4.139 

3.984 

-4.967 

3.274 

2.740 

2.522 

.028 

.001 

.000 

.000 

.000 

.001 

.007 

.012 

8. Constant: 

V12 

 V2 

 V16 

 V3 

 V7 

 V5 

 V14 

 V15 

-1.916 

.115 

6.535E-02 

.348 

-9.85E-02 

7.825E-02 

5.529E-02 

.139 

-.160 

1.098 

.032 

.018 

.070 

.021 

.025 

.018 

.046 

.054 

 

.194 

.205 

.377 

-.278 

.158 

.172 

.154 

-.222 

-1.745 

3.616 

3.643 

4.947 

-4.762 

3.075 

3.022 

2.991 

2.949 

.082 

.000 

.000 

.000 

.000 

.002 

.003 

.003 

.003 

9. Constant: 

V12 

 V2 

 V16 

 V3 

 V7 

 V5 

 V14 

 V15 

 V20 

-2.128 

.111 

6.014E-02 

.314 

-.107 

8.300E-02 

6.032E-02 

.130 

-.179 

9.195E-02 

1.091 

.032 

.018 

.071 

.021 

.025 

.018 

.046 

.054 

.036 

 

.187 

.189 

.339 

-.303 

.167 

.187 

.144 

-.249 

.147 

-1.951 

3.512 

3.363 

4.416 

-5.161 

3.284 

3.309 

2.811 

-3.305 

2.570 

.052 

.001 

.001 

.000 

.000 

.001 

.001 

.005 

.001 

.011 

10. Constant: 

V12 

 V2 

 V16 

 V3 

 V7 

 V5 

 V14 

 V15 

 V20 

 V4 

-2.314 

.110 

6.030E-02 

.307 

-8.93E-02 

8.358E-02 

7.877E-02 

.138 

-.163 

9.650E-02 

-4.36E-02 

1.087 

.031 

.018 

.071 

.022 

.025 

.020 

.046 

.054 

.036 

.020 

 

.185 

.189 

.332 

-.252 

.169 

.244 

.153 

-.227 

.155 

-.146 

-2.129 

3.505 

3.394 

4.341. 

-4.020 

3.328 

3.941 

2.993 

-3.003 

2.710 

-2.183 

.034 

.001 

.001 

.000 

.000 

.001 

.000 

.003 

.003 

.007 

.030 
 

* Dependent Variable: V25 
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Table – 4.1A shows the overall picture of the influence of the IVs on one of 

the dimensions of adjustment (DV) viz; social adjustment’ (v25) of total 

sample of police personnel and Table - 4.1 shows the model summary. 

 

 Table – 4.2 of ANOVA presenting F- values ranging from F=14.531 

to F=36.719 which are statistically found highly significant far beyond .01 

level of confidence hence, it confirms that there would have been definitely 

some IVs predicting ‘social adjustment’ an area of adjustment of police 

personnel. This has been ascertained by another step of multiple regression 

analysis when its calculated t-values which have given in table-4.1B for 

coefficients. The table clearly emphasizes that role conflict (V12), 

powerlessness (V16), responsibility for person(V14), under participation 

(V15), strenuous working conditions (V20), dimensions of occupational stress 

and four dimension of emotional intelligence viz; self respect (V2) 

motivation (V3) social skills (V5) and social awareness (V4) as well as 

IATW(V7), a facet of work identification are found to be significant 

predictors of social adjustment as there corresponding t-values, t=3.505, 

t=4.341, t=2.993, t=3.003, t=2.710, t=3.394, t=4.020, t=3.941, t=2.183 and 

t=3.328 respectively are statistically rendered significant far beyond .01 

level of confidence. Hence related null hypotheses = Ho13, Ho17, Ho15, 

Ho16, Ho21, Ho2, Ho4, Ho6, Ho5 and Ho8 respectively stand rejected, where 
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as apart from there ten null hypotheses, all the remaining null hypotheses 

(given in chapter II) found to be accepted as none of the independent 

variables entered to the equation to predict social adjustment for the total 

sample. 

 

This is clearly evident from the above findings represented in Table-

4.1A & Table-4.1B, it seems logical that five occupational stressors i.e. role 

conflict, powerlessness, responsibilities for the persons, under participation 

and strenuous working conditions; four facets of emotional intelligence i.e. 

self respect, motivation, social skills, social awareness and importance 

attached to work-a facet of work identification are significant predictor of 

social adjustment of police personnel as it is matter of fact that social and 

job situations can not separated. When people join their work place they 

carry on with them to social events from the society to which they belong 

and the same have their reflection in their professional task or responsibility, 

the same way when people came back to their society they carry on their 

work related issues and problems to their society, hence both are highly 

interdependent. At the same time one can not deny to the fact that position 

and privileges at work place do determine one position in the society. The 

social adjustments of police personnel are found to be high but at the same 

time influenced by stressors to create adjustment problem in society. Role 



 142 

conflict, powerlessness, responsibility for the persons, under participations 

and strenuous working conditions are likely to become instrumental for 

maladjustment in society. In fact police personnel are always confused 

regarding their work as they get contradictory instructions from higher 

authorities, they some time did not given clear cut instructions of working 

methods along with sufficient facilities and moreover they are overloaded 

so, they always perceive role conflict in their job. Police personnel have the 

feeling of high level of powerlessness because of their decisions concerning 

to distributions of assignment, suggestions regarding training and 

technologies and more over there opinion in many important situations are 

not considered properly either political or bureaucratic interference from the 

outside. Inspite of above anything which happens the police personnel are 

fixed responsibilities. Another, stressor which influences social adjustment 

of police personnel is under participation. In police organization decision 

and direction is always flow from higher to lower, almost in all the situations 

and conditions. The employees working at base line have to obey and 

implement the order of superiors. There suggestions, opinions never been 

sought in improving the system, hence, inspite of hard work they have the 

feeling of under participation and which is true too. Incase of strenuous 

working conditions, it is true that police job is highly stressful in the sense 
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that their schedules, time, and place are highly unpredictable which 

subsequently influence their social adjustment although the Indian police 

organization is in the way of modernizing the system but the goal has not 

been achieved because of large number of odd conditions. Inspite of risky 

circumstances the police personnel discharge their duties under tense 

conditions and thereby their social adjustment is influenced. But even in odd 

conditions they have to make adjustment in society. 

 

Emotional Intelligence is an important aspect for human being 

particularly at workplace. It is very much clear from above findings that four 

facets of emotional intelligence i.e. self respect, motivation, social skills and 

social awareness are influencing social adjustment of police personnel. 

 

The police personnel of Kashmir Valley were found to be emotionally 

mature as the result indicates that they are able to identify their feelings 

emotions and moods, they know their strength and weaknesses and they take 

initiative to interact in social situation inspite of their hard work. They 

always try to improve their performance by striving to achieve the goals. 

They also believe in performance and also have faith in ‘where there is will 

there is way’, hence, they are always motivated. They have social skills and 

social awareness too. They have belief in themselves as communicator, 

leadership, etc. They have ability to sense pulse of others. It means that they 
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are completely aware about the feelings, emotions of the people of the 

society hence, they are socially adjusted. It is very difficult for police 

personnel to interact and attend social gatherings but due to emotional ability 

the social adjustment of police personnel is possible otherwise they would be 

maladjusted. 
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Table 4.2 

Showing Model Summary 

 

Model Summary

.412a .170 .167 4.16 .170 60.913 1 298 .000

.462b .213 .208 4.06 .044 16.451 1 297 .000

.503c .253 .246 3.96 .040 15.933 1 296 .000

.515d .265 .255 3.93 .012 4.792 1 295 .029

.527e .278 .265 3.91 .012 4.973 1 294 .027

.540f .291 .277 3.88 .014 5.622 1 293 .018

Model

1

2

3

4

5

6

R R Square

Adjusted

R Square

Std. Error of

the Estimate

R Square

Change F Change df1 df2 Sig. F Change

Change Statistics

Predictors: (Constant), Motivationa. 

Predictors: (Constant), Motivation, Un Participationb. 

Predictors: (Constant), Motivation, Un Participation, TOTAL_WIc. 

Predictors: (Constant), Motivation, Un Participation, TOTAL_WI, Responsibility for persond. 

Predictors: (Constant), Motivation, Un Participation, TOTAL_WI, Responsibility for person, Intrinsic Impoverishmente. 

Predictors: (Constant), Motivation, Un Participation, TOTAL_WI, Responsibility for person, Intrinsic Impoverishment,

Unreasonable Group

f. 

 

 

a. Predictor  : V3 

b. Predictors: V3, V15 

c. Predictors: V3, V15, V9 

d. Predictors: V3, , V15, V9, V14 

e. Predictors: V3, V15, V9, V14, V18 

f. Predictors: V3, V15, V9, V14, V18, V13 
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TABLE – 4.2A 

Stepwise Multiple Regression 

Predictors (IVs) of Emotional (DV) – a dimension of Adjustment 

Sample of Police Personnel (N = 300) 

ANOVAg 

 

Model 

Sum of 

squares 

 

df 

Mean 

Square 

 

F 

 

Sig. 

1.Regression  1055.285 1 1055.285 60.913 .000 a 

   Residual 5162.715 298 17.325   

   Total 6218.000 299    

2. Regression 1326.240 2 663.120 40.261 .000 b 

    Residual 4891.760 297 16.471   

    Total 6218.000 299    

3. Regression 1576.103 3 525.368 33.501 .000 c 

   Residual 4641.897 296 15.682   

     Total 6218.000 299    

4. Regression 1650.307 4 412.577 26.646 .000 d 

   Residual 4567.693 295 15.484   

     Total 6218.000 299    

5. Regression 1726.282 5 345.256 22.598 .000 e 

   Residual 4491.718 294 15.278   

     Total 6218.000 299    

6. Regression 1810.840 6 301.807 20.065 .000 f 

   Residual 4407.160 293 15.042   

     Total 6218.000 299    

a. Predictor  : V3 

b. Predictors: V3, V15 

c. Predictors: V3, V15, V9 

d. Predictors: V3, , V15, V9, V14 

e. Predictors: V3, V15, V9, V14, V18 

f. Predictors: V3, V15, V9, V14, V18, V13 

g. Dependent Variable: V24 
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Table – 4.2B 

Coefficient showing the Real Predictor Variablea 

 

Model 

Un-standardized 

Coefficients 

Standardized 

Coefficients 

 

t 

 

Sig. 

B Std. 

Error 

Beta 

 

1. Constant: 

V3 

2.259 

.284 

1.599 

.036 

  

.412 

1.412 

7.805 

.159 

.000 

2. Constant: 

V3 

 V15 

-1.055 

.247 

.301 

1.761 

.037 

.074 

  

.359 

.215 

-.599 

6.751 

4.056 

.550 

.000 

.000 

3. Constant: 

V3 

 V15 

 V9 

-5.467 

.222 

.369 

.111 

2.043 

.036 

.074 

.028 

  

.323 

.264 

.207 

-2.676 

6.137 

4.964 

3.992 

.008 

.000 

.000 

.000 

4. Constant: 

V3 

 V15 

 V9 

 V1 

-6.100 

.211 

.329 

9.792E-02 

.204 

2.050 

.036 

.076 

.028 

.093 

  

.307 

.236 

.184 

.117 

-2.975 

5.813 

4.319 

3.484 

2.189 

.003 

.000 

.000 

.001 

.029 

5. Constant: 

V3 

 V15 

 V9 

 V14 

 V18 

-5.506 

.224 

.400 

9.914E-02 

.225 

-.170 

2.054 

.037 

.082 

.028 

.093 

.076 

  

.325 

.286 

.186 

.129 

-.127 

-2.680 

6.128 

4.872 

3.551 

2.420 

-2.230 

.008 

.000 

.000 

.000 

.016 

.027 

6. Constant: 

V3 

 V15 

 V9 

 V14 

 V18 

 V13 

-5.320 

.187 

.318 

.102 

.202 

-.211 

.210 

2.040 

.039 

.089 

.028 

.093 

.078 

.089 

  

.272 

.228 

.192 

.115 

-.157 

.161 

-2.609 

4.739 

3.592 

3.682 

2.172 

-2.716 

2.371 

.010 

.000 

.000 

.000 

.031 

.007 

.018 
 

*Dependent Variable: V24 
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 In the Table – 4.2 the model summary has been given and in Table – 

4.2A the influence of predictor variables (IVs) have been shown for the 

emotional (V24)- a dimension of adjustment (DV) and the F-values 

ranging(from F=20.065 to 60.913) found to be highly significant which 

denote that there are certainly some predictor variables (IVs) significantly 

influencing one of the adjustment dimension namely ‘emotion’. It is amply 

clear from the Table-4.2B that IVs that entered to the equation are 

‘motivation’ (V3) - a dimension of emotional intelligence, ‘total work 

identification’ (V9) and four dimension of occupational stress namely ‘under 

participation’ (V15), ‘responsibility for persons’ (V14), ‘intrinsic 

impoverishment’ (V18), and ‘unreasonable group’ & political pressures 

(V13), that significantly influence ‘emotional’ (V24)-a dimension of 

adjustment (DV). As their corresponding t-values given in Table 4.2B 

ranging from maximum t=4.739 to the minimum t=2.172 are highly 

significant beyond .01 level of confidence and hence relative null hypotheses 

Ho4, Ho16, Ho7, Ho15, Ho19, and Ho14 given in chapter-II rendered rejected. 

 

 It is very much evident from the above findings given in Table-4.2A 

& Table- 4.2B that motivation, under participation, responsibility for 

persons, intrinsic impoverishment, & unreasonable group & political 

pressures (dimensions of occupational stress) and work identification as a 
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whole are significant predictors of emotional adjustment of police personnel 

as it is fact that emotional aspects of an individual can not be separated even 

in the job situation. So far as police work is concerned it is fact that police 

work does not advocate the demonstration of feelings and emotions. Indeed, 

it strongly encourages the suppression of emotions; for fear that it would 

interfere with the ability to make rational judgments and decision. Emotions 

and feelings, however, do impact police work. Emotions are inherent within 

the human condition and it can not be legislated out of existence by 

organization policy or culture. So the findings of present research study 

indicates the above contention as the police personnel are emotionally 

imbalance but they have to show a balanced mental state and that is why 

total work identification as well as a facet of emotional intelligence i.e. 

motivation found to be its impact on emotional intelligence. The police 

personnel are bound to show their attachment with their works. Further more 

most of them are not highly qualified but getting an average salary of more 

than ten thousand per month hence, they identify themselves with the work 

and also perceive satisfaction from the work they are doing. As the level of 

emotional adjustment is low but their job is such that they can not 

demonstrate their negative kind of emotions, feelings and fear etc., but 
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sometimes, they became emotionally imbalance which leads to them to 

commit unlawful acts like suicide, homicides. 
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Table 4.3  

Showing Model Summary 

 

 

 

 

 

 

 

a. Predictor  : V6 

b. Predictors: V6, V16 

c. Predictors: V6, V16, V7 

d. Predictors: V6, , V16, V7, V14 

e. Predictors: V6, V16, V7, V14, V17 

f. Predictors: V6, V16, V7, V14, V17, V20 

g. Predictors: V6, V16, V7, V14, V17, V20, V18 

h. Predictors: V6, V16, V7, V14, V17, V20, V18, V22 

i. Predictors: V6, V16, V7, V14, V17, V20, V18, V22 

j. Predictors: V6, V16, V7, V14, V17, V20, V18, V22, V1 

k. Predictors: V6, V7, V14, V17,  V18, V22, V1,  

Mode l Summary

.394a .155 .153 5.08 .155 54.838 1 298 .000

.446b .199 .194 4.96 .044 16.215 1 297 .000

.502c .252 .244 4.80 .053 20.854 1 296 .000

.529d .280 .271 4.71 .028 11.675 1 295 .001

.545e .297 .285 4.67 .017 6.901 1 294 .009

.556f .309 .295 4.63 .012 5.269 1 293 .022

.568g .322 .306 4.60 .013 5.513 1 292 .020

.576h .332 .314 4.57 .010 4.286 1 291 .039

.573i .328 .312 4.58 -.004 1.737 1 293 .189

.584j .341 .322 4.54 .013 5.605 1 291 .019

.579k .336 .320 4.55 -.005 2.126 1 293 .146

Model

1

2

3

4

5

6

7

8

9

10

11

R R Square

Adjusted

R Square

Std. Error of

the Estimate

R Square

Change F Change df1 df2 Sig. F Change

Change Statistics

Predictors: (Constant), Total E.Ia. 

Predictors: (Constant), Total E.I, Pow erlessnessb. 

Predictors: (Constant), Total E.I, Pow erlessness, IATWc. 

Predictors: (Constant), Total E.I, Pow erlessness, IATW, Responsibility for persond. 

Predictors: (Constant), Total E.I, Pow erlessness, IATW, Responsibility for person, Poor Peer Relationse. 

Predictors: (Constant), Total E.I, Pow erlessness, IATW, Responsibility for person, Poor Peer Relations, Steneous w orking

conditions

f . 

Predictors: (Constant), Total E.I, Pow erlessness, IATW, Responsibility for person, Poor Peer Relations, Steneous w orking

conditions, Intrinsic Impoverishment

g. 

Predictors: (Constant), Total E.I, Pow erlessness, IATW, Responsibility for person, Poor Peer Relations, Steneous w orking

conditions, Intrinsic Impoverishment, TOTAL_OS

h. 

Predictors: (Constant), Total E.I, Pow erlessness, IATW, Responsibility for person, Poor Peer Relations, Intrinsic

Impoverishment, TOTAL_OS

i. 

Predictors: (Constant), Total E.I, Pow erlessness, IATW, Responsibility for person, Poor Peer Relations, Intrinsic

Impoverishment, TOTAL_OS, Self Aw areness

j. 

Predictors: (Constant), Total E.I, IATW, Responsibility for person, Poor Peer Relations, Intrinsic Impoverishment, TOTAL_OS,

Self Aw areness

k. 
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TABLE – 4.3A 

Stepwise Multiple Regression 

Predictors (IVs) of Total Adjustment (DV) 

Sample of Police Personnel (N = 300) 

ANOVAI 

 

Model 

Sum of 

squares 

 

df 

Mean Square  

F 

 

Sig. 

1.Regression  1415.670 1 1415.670 54.838 .000a 

Residual 7693.077 298 25.816   

Total 9108.747 299    

2. Regression 1813.947 2 906.974 36.926 .000b 

    Residual 7294.799 297 24.562   

    Total 9108.747 299    

3. Regression 2294.058 3 764.686 33.215 .000 c 

   Residual 6814.689 296 23.023   

     Total 9108.747 299    

4. Regression 2553.500 4 638.375 28.728 .000 d 

   Residual 6555.247 295 22.221   

     Total 9108.747 299    

5. Regression 2703.851 5 540.770 24.823 .000 e 

   Residual 6404.895 294 21.785   

     Total 9108.747 299    

6. Regression 2817.002 6 469.500 21.864 .000 f 

   Residual 6291.745 293 21.474   

     Total 9108.747 299    

7. Regression 2933.593 7 419.085 19.817 .000 g 

   Residual 6175.154 292 21.148   

     Total 9108.747 299    

8. Regression 3023.229 8 377.904 18.071 .000 h 

   Residual 6085.518 291 20.912   

     Total 9108.747 299    

9. Regression 2986.914 7 426.702 20.353 .000 i 

   Residual 6121.832 292 20.965   

     Total 9108.747 299    

10.Regression 3102.600 8 387.825 18.790 .000 j 

   Residual 6006.146 291 20.640   

     Total 9108.747 299    

11.Regression 3058.717 7 436.960 21.090 .000 k 

   Residual 6050.030 292 20.719   

     Total 9108.747 299    

a. Predictor  : V6 

b. Predictors: V6, V16 

c. Predictors: V6, V16, V7 

d. Predictors: V6, , V16, V7, V14 

e. Predictors: V6, V16, V7, V14, V17 

f. Predictors: V6, V16, V7, V14, V17, V20 

g. Predictors: V6, V16, V7, V14, V17, V20, V18 

h. Predictors: V6, V16, V7, V14, V17, V20, V18, V22 

i. Predictors: V6, V16, V7, V14, V17, V20, V18, V22 

j. Predictors: V6, V16, V7, V14, V17, V20, V18, V22, V1 

k. Predictors: V6, V7, V14, V17,  V18, V22, V1 

l. Dependent Variable: V23 
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Table – 4.3B 

Coefficient showing the Real Predictor Variablea 

 
Model 

Un-standardized 
Coefficients 

Standardized 
Coefficients 

 
t 

 
Sig. 

B Std. Error Beta 

1. Constant: 

V6 

3.583 

7.947E-02 

2.292 

.011 

  

.394 

1.563 

7.405 

.119 

.000 

2. Constant: 
V6 

 V16 

6.510E-02 
6.708E-02 

.474 

2.400 
.011 

.118 

  
.333 

.218 

.027 
6.149 

4.027 

.978 

.000 

.000 

3. Constant: 
V6 

 V16 

 V7 

-4.408 
5.472E-02 

.569 

.278 

2.522 
.011 

.116 

.061 

  
.271 

.261 

.238 

-1.748 
5.019 

4.908 

4.567 

.081 

.000 

.000 

.000 

4. Constant: 
V6 

 V16 

 V7 

 V14 

-5.754 
4.590E-02 

.521 

.261 

.378 

2.508 
.011 

.115 

.060 

.111 

  
.228 

.239 

.224 

.178 

-2.294 
4.166 

4.538 

4.351 
3.417 

.023 

.000 

.000 

.000 

.001 

5. Constant: 

V6 

 V16 

 V7 

 V14 

 V17 

-2.280 

4.890E-02 
.577 

.221 

.318 
-.270 

2.814 

.011 

.116 

.061 

.112 

.103 

  

.243 

.265 

.189 

.150 
-.139 

-.810 

4.458 
4.993 

3.590 

2.849 
-2.627 

.418 

.000 

.000 

.000 

.005 

.009 

6. Constant: 

V6  

V16  

V7  

V14 

V17 

 V20 

-2.663 

4.417E-02 
.466 

.231 

.295 
-.279 

.191 

2.798 

.011 

.125 

.061 

.111 

.102 

.083 

  

.219 

.214 

.198 

.139 
-.144 

.130 

-.952 

3.985 
3.743 

3.771 

2.644 
-2.735 

2.295 

.342 

.000 

.000 

.000 

.009 

.007 

.022 

7. Constant: 

V6 

 V16 

 V7 

 V14 

 V17 

 V20 

 V18 

-2.528 

4.727E-02 
.529 

.244 

.325 
-.255 

.238 

-.214 

2.778 

.011 

.126 

.061 

.111 

.102 

.085 

.091 

  

.235 

.243 

.209 

.154 
-.131 

.162 

-.132 

-.910 

4.267 
4.181 

4.003 

2.921 
-2.504 

2.800 

-2.348 

.363 

.000 

.000 

.000 

.004 

.013 

.005 

.020 

8. Constant: 

V6 

 V16 

 V7 

 V14 

 V17 

 V20 

 V18 

V22 

-2.761 

3.672E-02 

.307 

.245 

.230 

-.338 
.131 

-.328 

6.091E-02 

2.765 

.012 

.165 

.061 

.120 

.109 

.099 

.106 

.029 

  

.182 

.141 

.210 

.109 

-.174 
.089 

-.203 

.266 

-.999 

3.025 

1.861 
4.044 

1.915 

-3.104 
1.318 

-3.094 

2.070 

.319 

.003 

.064 

.000 

.056 

.002 

.189 

.002 

.039 

9. Constant: 
V6 

 V16 

 V7 

 V14 

 V17 

  V18 

 V22 

-2.674 
3.508E-02 

.279 

.239 

.206 

-.364 
-.343 

8.118E-02 

2.767 
.012 

.164 

.061 

.119 

.107 

.106 

.025 

  
.174 

.128 

.205 

.097 

-.188 
-.211 

.354 

-.966 
2.901 

1.701 
3.954 

1.732 

-3.395 
-3.242 

3.233 

.335 

.004 

.090 

.000 

.084 

.001 

.001 

.001 

10. Constant: 

V6 

 V16 

 V7 

 V14 

 V17 

  V18 

 V22 

 V1 

-3.463 

5.627E-02 
.238 

.246 

.237 
-.361 

-.348 

9.556E-02 
-.129 

2.766 

.015 

.163 

.060 

.119 

.106 

.105 

.026 

.055 

  

.279 

.110 

.211 

.112 
-.186 

-.214 

.417 
-.184 

-1.252 

3.759 
1.458 

4.093 

2.001 
-3.392 

-3.315 

3.726 
-2.367 

.212 

.000 

.146 

.000 

.046 

.001 

.001 

.000 

.019 

11. Constant: 

V6 

 V7 

 V14 

 V17 

  V18 

 V22 

 V1, 

-3.068 

5.456E-02 
.241 

.209 

-.380 
-.377 

.121 

-.138 

2.758 

.015 

.060 

.117 

.106 

.103 

.019 

.054 

  

.271 

.206 

.099 

-.196 
-.233 

.529 

-.196 

-1.112 

3.649 
4.002 

1.783 

-3.593 
-3.655 

6.495 

-2.528 

.267 

.000 

.000 

.076 

.000 

.000 

.000 

.012 

* Dependent Variable: V25 
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Stepwise multiple regression analysis statistics has been adopted to analyze 

the data for identifying real predictors of criterion variables. The predictor 

variables are different dimensions of emotional intelligence, occupational 

stress, and work identification where as criterion variable is adjustment. For 

the purpose of describing and discussion results the table of model summary 

(Table 4.3) and table of ANOVA as well as table of coefficient have been 

taken into account. Table-4.3A and Table-4.3B indicate that predictor 

variables significantly influence total adjustment of police personnel. Table-

4.3A highlights significant F-value ranging from 21.090 to 54.838 where as 

Table 4.3B provides the sequence of predictor variables on the dependent 

variable viz; adjustment. The predictor variables that emerged to influence 

adjustment are ‘emotional intelligence’ (V6), ‘importance attached to work’ 

(V7)-a facet of work identification, ‘responsibility for persons’ (V14), ‘poor 

pear relations’(V17), ‘intrinsic impoverishment’ (V18)- facets of occupational 

stress, and ‘total occupational stress’ (V22) as well as self awareness’ (V4)- a 

dimension of emotional intelligence as they are corresponding statistical 

values t-values, t=3.649, t=4.002, t=1.783, t=3.593, t=3.655, t=6.495 & 

t=2.528 are found to be highly significant respectively as  a consequent to 

the findings null hypotheses Ho1, Ho8, Ho15, Ho18, Ho19, Ho10 & Ho2 
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(given in chapter II) get rejected apart from these null hypotheses the 

remaining null hypotheses are found to be accepted. 

 

 In the light of above findings given in Table-4.3A & Table 4.3B it 

seems quite logical that  seven predictors namely, total emotional 

intelligence, importance attached to work; a dimension of work 

identification and three occupational stressors-responsibility for persons, 

poor peer relations, intrinsic impoverishment along with total occupational 

stress and self awareness – a dimension of emotional intelligence are 

significant predictors of total adjustment of police personnel as it is true that 

adjustment to any situation has its significance. It is also very much clear 

from the analyses of data for total police personnel that the level of 

adjustment is not much highly but it is moderate level. This can be 

ascertained from the findings that emotional intelligence has emerged a 

powerful predictor for total adjustment. Out of the above seven predictors 

emotional intelligence above contribute 15.5% so far as adjustment level of 

police personnel is concerned. It means that police personnel have self-

awareness, self regulation, motivation, social awareness and have social 

skills to handle the various situations and conditions as they have above 

average emotional intelligence. They also identify the importance of their 

duties and responsibilities as they are being given time to time in service 
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training programme. On the other side occupational stress is an aspect which 

is most likely to produce negative work related behaviour. Similarly higher 

feeling of responsibility for persons, poor peer relations, intrinsic 

impoverishment and occupational stress are also likely to become 

instrumental for low adjustment as police personnel have the feelings that 

the have the responsibility to protect life of public but at the same time they 

do not carry the feeling of good relation in the organization. During the data 

collection it was observed that the duties and responsibilities of police 

personnel are of monotonous in nature. They do not get enough opportunity 

to utilize their abilities and experiences and more ever their suggestions are 

not considered enough but they are given order by their superiors and they 

are bouned to follow and implement the orders. But inspite of all these odd 

conditions they try to adjust themselves because of some tangible and 

intangible benefits like, they have more than five number of dependents, less 

educated, getting many perks and benefits by the organization and having 

feeling of job and family security. Since police personnel have perception of 

self awareness which refers to cognitive ability to accurately appraise ones 

own functions, feelings and behaviours. So by keeping in mind the above 

negative and positive aspects of job life they make judgments and decisions 

which helps them to adjust socially and emotionally. In the light of the 
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discussions on these seven predictor variables, it is imperative to mention 

that these IVs should be given proper care to enhance overall adjustment. 

This can be done by imparting training how to increase level of emotional 

intelligence, identify themselves with the work and coping strategies with 

stressors. If overall adjustment is maintained then in view of present 

investigator adequate success will be attained in which the adjustment level 

of police personnel may be automatically enhanced. 

 

 In the preceding discussions it has been found that self awareness, 

(V1) - a dimensions of emotional intelligence, satisfaction of need through 

work, (V8) - a dimension of work identification; role overload (V10), role 

ambiguity (V11), low status (V19) & unprofitability (V21)- dimensions of 

occupational stress failed to influence either any facet of adjustment i.e. 

social adjustment, emotional adjustment or total adjustment for the total 

sample. In simple terms the police personnel did not give much importance 

to these variables that is why they failed to put their impact on dependent 

variable. 
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Table 4.4 

Showing Model Summary 

 

 

 

 

 

a. Predictor: V14 

b. Predictors: V14, V20 

c. Predictors: V14, V20, V17 

d. Predictors: V14, V20, V17, V16 

e. Predictors: V14, V20, V17, V16, V15 

Mode l Summary

.243a .059 .054 1.80 .059 12.427 1 198 .001

.317b .101 .092 1.76 .042 9.131 1 197 .003

.350c .122 .109 1.74 .022 4.824 1 196 .029

.383d .147 .129 1.72 .024 5.588 1 195 .019

.419e .176 .154 1.70 .029 6.781 1 194 .010

Model

1

2

3

4

5

R R Square

Adjusted

R Square

Std. Error of

the Estimate

R Square

Change F Change df1 df2 Sig. F Change

Change Statistics

Predictors: (Constant), Responsibility for persona. 

Predictors: (Constant), Responsibility for person, Steneous w orking conditionsb. 

Predictors: (Constant), Responsibility for person, Steneous w orking conditions, Poor Peer Relationsc. 

Predictors: (Constant), Responsibility for person, Steneous w orking conditions, Poor Peer Relations, Pow erlessnessd. 

Predictors: (Constant), Responsibility for person, Steneous w orking conditions, Poor Peer Relations, Pow erlessness, Un

Participation

e. 
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TABLE – 4.4A 

Stepwise Multiple Regression 

Predictors (IVs) of Social (DV) – a dimension of Adjustment 

Sample of Male Police Personnel (N = 200) 

ANOVAf 

 

Model 

Sum of 

squares 

 

df 

Mean 

Square 

 

F 

 

Sig. 

1.Regression  40.153 1 40.153 12.427 .001 a 

Residual 639.767 198 3.231   

Total 679.920 199    

2. Regression 68.494 2 34.247 11.034 .000 b 

    Residual 611.426 197 3.104   

    Total 679.920 199    

3. Regression 83.181 3 27.727 9.107 .000 c 

   Residual 596.739 196 3.045   

     Total 679.920 199    

4. Regression 99.806 4 24.951 8.387 .000 d 

   Residual 580.114 195 2.975   

     Total 679.920 199    

5. Regression 119.399 5 23.880 8.265 .000 e 

   Residual 560.521 194 2.889   

     Total 679.920 199    

 

a. Predictor: V14 

b. Predictors: V14, V20 

c. Predictors: V14, V20, V17 

d. Predictors: V14, V20, V17, V16 

e. Predictors: V14, V20, V17, V16, V15 

f. Dependent Variable: V23 
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Table – 4.4B 

Coefficient showing the Real Predictor Variablea 

 

Model 

Un-standardized 

Coefficients 

Standardized 

Coefficients 

 

t 

 

Sig. 

B Std. 

Error 

Beta 

 

1. Constant: 

V14 

4.026 

.173 

.580 

.049 

  

.243 

6.943 

3.525 

.000 

.001 

2. Constant: 

V14 

 V20 

2.539 

.156 

.105 

.752 

.048 

.035 

  

.220 

.205 

3.378 

3.238 

3.022 

.001 

.001 

.003 

3. Constant: 

V14 

 V20 

 V17 

3.805 

.132 

.115 

-9.493E-02 

.942 

.049 

.035 

.043 

  

.186 

.227 

-.152 

4.041 

2.688 

3.331 

-2.196 

.000 

.008 

.001 

.029 

4. Constant: 

V14 

 V20 

 V17 

 V16 

3.066 

.124 

7.725E-02 

-.116 

.129 

.982 

.049 

.038 

.044 

.054 

  

.175 

.152 

-.185 

.179 

3.123 

2.548 

2.041 

-2.652 

2.364 

.002 

.012 

.043 

.009 

.019 

5. Constant: 

V14 

 V20 

 V17 

 V16 

 V15 

3.289 

.142 

9.033E-02 

-.108 

.285 

-.166 

.972 

.048 

.038 

.043 

.081 

.064 

  

.200 

.177 

-.172 

.395 

-.290 

3.386 

2.926 

2.400 

-2.500 

3.540 

-2.604 

.001 

.004 

.017 

.013 

.001 

.010 

* Dependent Variable: V23 
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Now discussion will take place in relation to male police personnel. which 

has been depicted in Table 4.4, Table – 4.4A and Table 4.4B adjustment 

(DV) dimension viz; social adjustment (V23), has been found to be predicted 

as F-values given in Table - 4.4A is highly significant even far beyond .01 

level of confidence and by extending the analyses, the results are given in 

Table – 4.4B which clearly reveals that five, predictor variables viz; 

responsibility for persons (V14), strenuous working conditions (V20), poor 

peer relation’ (V17), ‘powerlessness’ (V16), and ‘under participation’ (V15)- 

all dimensions of occupational stress have emerged to influence ‘social 

adjustment’ (V23)- a dimension of adjustment (DV) of male police personnel 

therefore obtained t-values ranging from maximum t=3.540 to minimum t= 

2.400 are statistically found highly significant beyond .01 level of 

confidence that remitted to the rejection of related null hypotheses Ho15, 

Ho21, Ho18, Ho17 , and Ho16 (given in chapter II) are found rejected. It is 

very interesting to point out here that many police personnel have the feeling 

of responsibility for persons which alone contributes almost 24% its 

influence. It means that they are carrying the feelings of responsibilities for 

others. They are concerned about the future of others it is also interesting to 

point out here that only five stressors are found to be influencing social 

adjustment and not other independent variable. It is fact that the working 



 162 

condition of police personnel is not up to mark. They discharge their duty in 

tough situations. During data collection it was observed that even they do 

not have proper place to sit and do their work. They always encounter with 

tense circumstances, most of the assignments are risky and complicated and 

they always perceive working conditions as unsatisfactory. In many 

conditions the police personnel do not get support and cooperation even 

from their colleagues and they are not well equipped with modern 

equipments as well as they are not well trained to combat with terrorists. 

Since Kashmir is a terrorist affected state and it has been found that terrorists 

are having more sophisticated weapons as compared to Kashmir police. So 

far as powerlessness and under participation are concerned, they are 

significant predictors of social adjustment of police personnel as it is hard 

fact that they can not be separated from work situations. They have the 

feeling that they do not get ample opportunity to participate in goal setting, 

decision making and no importance is given to their independent thinking. In 

defense of the above findings it is imperative to point out that work related 

conditions and work distribution system in the Indian Police Organization 

are not up to the standard at par with international policing. Hence police 

personnel make become conditioned to work under stressful situations which 

are most likely to be generated by responsibility for person, strenuous 
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working conditions, poor peer relations, powerless and under participation. 

Police personnel have the feeling of powerlessness, under participation 

because of their suggestions regarding the various plans, their opinion and 

interests are not considered properly due to bureaucratic setup of police 

organization in India. The police personnel of Kashmir Valley, they have 

feeling, perception of under participation as they are not given due weight 

age in various decisions making process. Sometimes they have to work 

under military and paramilitary forces particularly during search operations. 

They do not get time to participate in social activities. Hence, their social 

adjustment in influenced. But they have to make adjustment in society. 



 164 

Table 4.5 

Showing Model Summary 

 

 

 

 

 

 

a. Predictor: V12 

b. Predictors: V12, V17 

c. Predictors: V12, V17, V6 

d. Predictors: V12, V17, V6, V7 

e. Predictors: V12, V17, V6, V7, V15  

f. Predictors: V12, V17, V6, V7, V15, V1  

Mode l Summary

.286a .082 .077 3.94 .082 17.664 1 198 .000

.374b .140 .131 3.82 .058 13.336 1 197 .000

.417c .174 .161 3.75 .034 7.971 1 196 .005

.441d .194 .178 3.71 .020 4.958 1 195 .027

.466e .217 .197 3.67 .023 5.595 1 194 .019

.485f .235 .211 3.64 .018 4.622 1 193 .033

Model

1

2

3

4

5

6

R R Square

Adjusted

R Square

Std. Error of

the Estimate

R Square

Change F Change df1 df2 Sig. F Change

Change Statistics

Predictors: (Constant), Role conf licta. 

Predictors: (Constant), Role conf lict, Poor Peer Relationsb. 

Predictors: (Constant), Role conf lict, Poor Peer Relations, Total E.Ic. 

Predictors: (Constant), Role conf lict, Poor Peer Relations, Total E.I, IATWd. 

Predictors: (Constant), Role conf lict, Poor Peer Relations, Total E.I, IATW, Un Participatione. 

Predictors: (Constant), Role conf lict, Poor Peer Relations, Total E.I, IATW, Un Participation, Self  Aw arenessf . 
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TABLE – 4.5A 

Stepwise Multiple Regression 

Predictors (IVs) of Emotional (DV) – a dimension of Adjustment 

Sample of Police Personnel (N = 200) 

ANOVAg 

 

Model 

Sum of 

squares 

 

df 

Mean 

Square 

 

F 

 

Sig. 

1.Regression  273.548 1 273.548 17.664 .000 a 

Residual 3066.247 198 15.486   

Total 3339.795 199    

2. Regression 467.961 2 233.981 16.050 .000 b 

    Residual 2871.834 197 14.578   

    Total 3339.795 199    

3. Regression 580.195 3 193.398 13.736 .000 c 

   Residual 2759.600 196 14.080   

     Total 3339.795 199    

4. Regression 648.625 4 162.156 11.750 .000 d 

   Residual 2691.170 195 13.801   

     Total 3339.795 199    

5. Regression 724.067 5 144.813 10.740 .000 e 

   Residual 2615.728 194 13.483   

     Total 3339.795 199    

6. Regression 785.241 6 130.874 9.888 .000 f 

   Residual 2554.554 193 13.236   

     Total 3339.795 199    

a. Predictor: V12 

b. Predictors: V12, V17 

c. Predictors: V12, V17, V6 

d. Predictors: V12, V17, V6, V7 

e. Predictors: V12, V17, V6, V7, V15  

f. Predictors: V12, V17, V6, V7, V15, V1  

g. Dependent Variable: V24 
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Table – 4.5B 

Coefficient showing the Real Predictor Variablea 

 

 

Model 

Un-standardized 

Coefficients 

Standardized 

Coefficients 

 

t 

 

Sig. 

B Std. 

Error 

Beta 

 

1. Constant: 

V12 

9.510 

.341 

1.486 

.081 

  

.286 

6.400 

4.203 

.000 

.000 

2. Constant: 

V12 

 V17 

12.565 

.403 

-.342 

1.667 

.081 

.094 

  

.338 

-.247 

7.538 

5.002 

-3.652 

.000 

.000 

.000 

3. Constant: 

V12 

 V17 

 V6 

6.348 

.334 

-.333 

3.359E-02 

2.745 

.083 

.092 

.012 

  

.280 

-.240 

.192 

2.313 

4.029 

-3.613 

2.823 

.022 

.000 

.000 

.005 

4. Constant: 

V12 

 V17 

 V6 

 V7 

3.501 

.329 

-.270 

3.046E-02 

.131 

3.003 

.082 

.095 

.012 

.059 

  

.276 

-.195 

.174 

.151 

1.166 

4.014 

-2.836 

2.568 

2.227 

.245 

.000 

.005 

.011 

.027 

5. Constant: 

V12 

 V17 

 V6 

 V7 

 V15 

1.481 

.251 

-.287 

2.799E-02 

.156 

.216 

3.089 

.088 

.094 

.012 

.059 

.091 

  

.211 

-.207 

.160 

.179 

.170 

.479 

2.866 

-3.034 

2.377 

2.635 

2.365 

.632 

.005 

.003 

.018 

.009 

.019 

6. Constant: 

V12  

V17  

V6 

V7 

V15 

 V1 

1.678 

.279 

-.286 

4.779E-02 

.162 

.244 

-.114 

3.062 

.088 

.094 

.015 

.059 

.092 

.053 

  

.234 

-.207 

.273 

.186 

.193 

-.188 

.548 

3.181 

-3.060 

3.216 

2.762 

2.672 

-2.150 

.584 

.002 

.003 

.002 

.006 

.008 

.033 
 

* Dependent Variable: V24 
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 In the Table 4.5A the influence of predictor variables (IVs) have been 

shown for the emotion (V24)-a dimension of adjustment (DV) and the t-

values ranging maximum 17.664 to minimum 9.888 found to be highly 

significant which denote that there are certainly some predictor variables 

(IVs) significantly influence one of adjustment dimension namely emotional 

adjustment. It is amply clear from the Table 4.5B and Table 4.5(model 

summary) that the independent variable entered to the equation are the role 

conflict (V12), ‘poor peer relations’ (V17)- both facet of occupations stress, 

‘total emotional intelligence’ (V6), ‘importance attached to work (V7)-a 

dimension of work identification, ‘under participation’ (V15) – a dimension 

of occupational stress & ‘a dimension of emotional intelligence i.e. self 

awareness’ (V1), that ‘significantly influence emotional (V24) - a dimension 

of adjustment (DV). As their corresponding t-values given in table 4.5B, 

t=3.181, t=3.060, t=3.216, t=2.762, t=2.672 & t=2.150 respectively are 

highly significant beyond .01 level of confidence & hence related null 

hypotheses Ho13, Ho18, Ho1, Ho8, Ho16 & Ho2 given in chapter II are 

rendered rejected. 

 

 In support of above findings it is important to point out here that with 

regard to emotion at work, that is very significant behavioural aspect, which 

plays a key role in reflecting organizational images & organizational 



 168 

effectiveness as well. So far as emotional adjustment of male police 

personnel are concerned it  is being influenced by three dimensions of 

occupational stress viz; role conflict, poor peer relation and under 

participation which means that the male police personnel get contradictory 

instructions regarding their work by their different officers. They have 

perception of interference of officers, colleagues while they perform their 

duties along with they do not get clear cut instructions. Sometimes they are 

given responsibilities for which they are not trained. So far as (V17), (V15) 

and (V7) are concerned, the explanations have already given in Table 4.1B. 

Except the degree and quantum of these variables effect an emotional aspect 

of male police personnel it has been already pointed in proceeding writing 

that police personnel that they hide their emotions. To manage this type of 

emotion they become turn into alcoholic & drug addicts. Unfortunately these 

substances are feeble coping tools and they create more problems of their 

own, which one normally more life threatening than the original stressors. It 

has been also found that emotional intelligence (V6) also influencing 

emotional adjustment of police personnel. Those police personnel who apply 

social skills, and having self awareness, social awareness, social regulation 

& motivation, they may able to make emotional balance to adjust in odd 

conditions and situations too. From the findings it is evident that the 
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emotional adjustment of male police is just near the normal adjustment level 

and it is due to the emotional maturity among themselves. 
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Table 4.6 

Showing Model Summary 

 

 

 

 

 

a. Predictor: V14 

b. Predictors: V14, V2 

c. Predictors: V14, V2, V16 

d. Predictors: V14, V2, V16, V7 

e. Predictors: V14, V2, V16, V7, V17 

Mode l Summary

.262a .068 .064 5.03 .068 14.534 1 198 .000

.349b .122 .113 4.89 .054 12.055 1 197 .001

.399c .159 .146 4.80 .037 8.638 1 196 .004

.460d .212 .196 4.66 .053 13.079 1 195 .000

.492e .242 .223 4.58 .030 7.699 1 194 .006

Model

1

2

3

4

5

R R Square

Adjusted

R Square

Std. Error of

the Estimate

R Square

Change F Change df1 df2 Sig. F Change

Change Statistics

Predictors: (Constant), Responsibility for persona. 

Predictors: (Constant), Responsibility for person, Self  Respectb. 

Predictors: (Constant), Responsibility for person, Self  Respect, Pow erlessnessc. 

Predictors: (Constant), Responsibility for person, Self  Respect, Pow erlessness, IATWd. 

Predictors: (Constant), Responsibility for person, Self  Respect, Pow erlessness, IATW, Poor Peer Relationse. 
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TABLE – 4.6A 

Stepwise Multiple Regression 

Predictors (IVs) of Total Adjustment (DV)  

Sample of Police Personnel (N = 200) 

ANOVAf 

 

Model 

Sum of 

squares 

 

df 

Mean 

Square 

 

F 

 

Sig. 

1.Regression  367.027 1 367.027 14.534 .000 a 

Residual 5000.128 198 25.253   

Total 5367.155 199    

2. Regression 655.360 2 327.680 13.700 .000 b 

    Residual 4711.795 197 23.918   

    Total 5367.155 199    

3. Regression 854.240 3 284.747 12.367 .000 c 

   Residual 4512.915 196 23.025   

     Total 5367.155 199    

4. Regression 1137.910 4 284.478 13.117 .000 d 

   Residual 4229.245 195 21.688   

     Total 5367.155 199    

5. Regression 1299.351 5 259.870 12.394 .000 e 

   Residual 4067.804 194 20.968   

     Total 5367.155 199    

a. Predictor: V14 

b. Predictors: V14, V2 

c. Predictors: V14, V2, V16 

d. Predictors: V14, V2, V16, V7 

e. Predictors: V14, V2, V16, V7, V17 

f. Dependent Variable: V25 
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Table – 4.6B 

Coefficient showing the Real Predictor Variablea 

 

 

Model 

Un-standardized 

Coefficients 

Standardized 

Coefficients 

 

t 

 

Sig. 

B Std. 

Error 

Beta 

 

1. Constant: 

V14 

15.536 

.522 

1.621 

.137 

  

.262 

9.585 

3.812 

.000 

.000 

2. Constant: 

V14 

 V2 

9.064 

.488 

.165 

2.442 

.133 

.047 

  

.245 

.232 

3.712 

3.655 

3.472 

.000 

.000 

.001 

3. Constant: 

V14 

 V2 

 V16 

4.674 

.463 

.153 

.393 

2.823 

.131 

.047 

.134 

  

.232 

.216 

.194 

1.655 

3.528 

3.276 

2.939 

.099 

.001 

.001 

.004 

4. Constant: 

V14 

 V2 

 V16 

 V7 

-1.109 

.422 

.133 

.499 

.263 

3.173 

.128 

.046 

.133 

.073 

  

.211 

.188 

.246 

.238 

-.349 

3.297 

2.913 

3.752 

3.617 

.727 

.001 

.004 

.000 

.000 

5. Constant: 

V14 

 V2 

 V16 

 V7 

 V17 

3.920 

.345 

.133 

.570 

.214 

-.331 

3.608 

.129 

.045 

.133 

.074 

.119 

  

.173 

.188 

.281 

.193 

-.188 

1.087 

2.676 

2.970 

4.280 

2.906 

-2.775 

.279 

.008 

.003 

.000 

.004 

.006 

* Dependent Variable: V25 
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Table 4.6A highlights the influence of predictors on total adjustment 

(V25). Hence, before describing the results it seems warranted to mention 

that adjustment is very important indicator of effective work and family life 

satisfaction without proper and effective adjustment it is difficult to have 

commitment towards work and family to the greater extent. From Table 

4.6A and Table 4.6B it is vividly clear that (IVs) have their influence on 

‘adjustment’ (DV) as F=12.394 given in the table is highly significant far 

beyond the .01 level o confidence. And in depth stepwise analysis provides a 

very clear picture that how number of predictors entered to the equation 

serially one after other. The predictor variables entered first to predict total 

adjustment (DV) is responsibility for persons (V14) thereafter, self regulation 

(V2), powerlessness (V7) and poor peer relations (V17) emerged as predictors 

of total adjustment as the statistical values t=2.676, t=2.970, t=4.280, 

t=2.906, & t=2.775 respectively. Hence, our proposed null hypotheses Ho15, 

Ho3, Ho17, Ho7 and Ho18 rendered rejected (given in Chapter II). 

 

 In defense of the aforementioned findings there is no need to elaborate 

(V7), (V14), (V17) as the explanations have already been given in Table-4.3B 

which is very much relevant here too. But so far as (V2) & (V16) are 

concerned, it is very imperative to mention here our opinion with baseline 

police personnel that self regulation at work is very important aspect which 

plays crucial role in organizational development. 
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 Inspite of odd conditions the police personnel adjust very quickly to 

new challenges, problems and become flexible to deal with the problems in 

so many situations. They have to apply their own ideas and sources to 

overcome the conditions. Since police personnel of Kashmir Valley have 

become habitual in serving tense conditions hence they have developed the 

ability to relax. Another independent variable which is significantly 

influencing total adjustment is powerlessness. It is quite apparent from 

Table-4.3A which refers to male police personnel that these police personnel 

are always on disposal of their seniors, they have follow decisions & 

instructions of higher authority. The Indian police system still following 

colonial approach where the interest, opinions, and suggestion of junior staff 

are not valued and it is fact that police personnel always perceive danger in 

the profession because they are the first to reach’ at the scene, spot & 

encounter with public and terrorist or other antisocial elements hence they 

lack total adjustment even though they have to adjust themselves. 

 

 Now we take female police personnel for discussion. It has been 

earlier pointed out that the share of female police personnel is less than 4% 

and even less than this in many states as compared to male police personnel. 

It is fact that female police personnel are most neglected sample from 

research point of view. The social scientist especially psychologist have not 

given enough importance to understand their behavioural aspects in policing. 
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This fact has also been realized by Bureau of Police Research & 

Development as the Director, of BPR&D has pointed out the need of 

research study on female police personnel and by keeping facts in minds the 

female police personnel have been chosen for study in the present research 

endeavor. 
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Table 4.7 

Showing Model Summary 

 

 

 

 

 

 

a. Predictor: V12 

b. Predictors: V12, V2 

c. Predictors: V12, V2, V3 

d. Predictors: V12, V2, V3, V13 

Model Summary

.532a .283 .276 2.65 .283 38.753 1 98 .000

.614b .376 .364 2.48 .093 14.468 1 97 .000

.653c .427 .409 2.39 .050 8.405 1 96 .005

.706d .499 .478 2.25 .072 13.702 1 95 .000

Model

1

2

3

4

R R Square

Adjusted

R Square

Std. Error of

the Estimate

R Square

Change F Change df1 df2 Sig. F Change

Change Statistics

Predictors: (Constant), Role conf licta. 

Predictors: (Constant), Role conf lict, Self  Respectb. 

Predictors: (Constant), Role conf lict, Self  Respect, Motivationc. 

Predictors: (Constant), Role conf lict, Self  Respect, Motivation, Unreasonable Groupd. 
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TABLE – 4.7A 

Stepwise Multiple Regression 

Predictors (IVs) of Social (DV) – a dimension of Adjustment 

Sample of Female Police Personnel (N = 100) 

ANOVAe 

 

Model 

Sum of 

squares 

 

df 

Mean 

Square 

 

F 

 

Sig. 

1.Regression  271.195 1 271.195 38.753 .000 a 

Residual 685.805 98 6.998   

Total 957.000 99    

2. Regression 360.206 2 180.103 29.273 .000 b  

    Residual 596.794 97 6.153   

    Total 957.000 99    

3. Regression 408.249 3 136.083 23.807 .000 c 

   Residual 548.751 96 5.716   

     Total 957.000 99    

4. Regression 477.420 4 119.355 23.643 .000 d 

   Residual 479.580 95 5.048   

     Total 957.000 99    

a. Predictor: V12 

b. Predictors: V12, V2 

c. Predictors: V12, V2, V3 

d. Predictors: V12, V2, V3, V13 

e. Dependent Variable: V23 
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Table – 4.7B 

Coefficient showing the Real Predictor Variablea 

 

 

Model 

Un-standardized 

Coefficients 

Standardized 

Coefficients 

 

t 

 

Sig. 

B Std. 

Error 

Beta 

 

1. Constant: 

V12 

-.563 

.343 

1.040 

.055 

  

.532 

-.541 

6.225 

.590 

.000 

2. Constant: 

V12 

 V2 

-4.664 

.255 

.146 

1.454 

.057 

.038 

  

.395 

.334 

-3.208 

4.498 

3.804 

.002 

.000 

.000 

3. Constant: 

V12 

 V2 

 V3 

-1.736 

.257 

.173 

-9.808E-02 

1.728 

.055 

.038 

.034 

  

.399 

.396 

-.233 

-1.005 

4.711 

4.533 

-2.899 

.317 

.000 

.000 

.005 

4. Constant: 

V12 

 V2 

 V3 

 V13 

-.996 

.271 

.145 

-.210 

.310 

1.636 

.051 

.037 

.044 

.084 

  

.420 

.331 

-.500 

.394 

-.609 

5.263 

3.944 

-4.788 

3.702 

.544 

.000 

.000 

.000 

.000 

 

* Dependent Variable: V23 
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 Table-4.7A indicates the influence of predictor variables of female 

police personnel’s social adjustment (V23) which is one of the dimensions of 

adjustment (DV). The table reveals F-value (F=23.643) found significant for 

beyond .01 level of confidence and further stepwise multiple regression 

analyses revealed to the fact that ‘role conflict’ (V12) ‘self regulation’ (V2), 

‘motivation’ (V13), emerged as predictors of one of the adjustment 

dimension, namely social as the obtained t-values with respect to these 

independent variables are found statistically highly significant and 

remaining eighteen independent variables are found statistically insignificant 

to influence social adjustment of female police personnel. Table – 4.14A 

gives the t-value as t=5.263, t=3.944, t=4.788 and t=3.702 respectively 

therefore, null hypotheses related to these variables viz; Ho13, Ho3, Ho4 & 

Ho14 (given in chapter II) rendered rejected. 

 

 When we compare the results of male & female police personnel as 

well as total police personnel it is clear that number of IVs is less in 

influencing social adjustment. It may be due to sample size, as sample size 

of female police personnel is only 100. The explanations of these IVs i.e. 

(V2), (V3), (V12), are the same as having already been given in Table- 4.1B 

except unreasonable group and political pressure. It is important to add some 

more so far as role conflict is concerned, the female has to play dual role as 

compared to male because they have an additional role i.e., managing their 
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houses along with job too. As far as unreasonable group and political 

pressure is concerned the female police have the perception that they are 

unable to make balance between political & group pressures and instructions 

given to them. Some times they work unwillingly due to group and political 

pressure. In this way they sometimes violate rules and regulations. It is hard 

fact that policing has been interfered by politicians and the same has been 

realized and pointed out by present Home Minister of Indian. Due to above 

reasons the social adjustment of female police personnel is not conducive. 
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Table 4.8 

Showing Model Summary 

 

 

 

 

a. Predictor: V3 

b. Predictors: V3, V11 

c. Predictors: V3, V11, V21 

 

 

 

TABLE – 4.8A 

Stepwise Multiple Regression 

Predictors (IVs) of Emotional (DV) – a dimension of Adjustment 

Sample of Female Police Personnel (N = 100) 

ANOVAd 

 

Model 

Sum of 

squares 

 

df 

Mean 

Square 

 

F 

 

Sig. 

1.Regression  572.962 1 572.962 34.030 .000 a 

Residual 1650.028 98 16.837   

Total 2222.990 99    

2. Regression 661.644 2 330.822 20.553 .000 b 

    Residual 1561.346 97 16.096   

    Total 2222.990 99    

3. Regression 725.042 3 241.681 15.489 .000 c 

   Residual 1497.948 96 15.604   

     Total 2222.990 99    

d. Predictor: V3 

e. Predictors: V3, V11 

f. Predictors: V3, V11, V21 

g. Dependent Variable: V24 

Mode l Summary

.508a .258 .250 4.10 .258 34.030 1 98 .000

.546b .298 .283 4.01 .040 5.509 1 97 .021

.571c .326 .305 3.95 .029 4.063 1 96 .047

Model

1

2

3

R R Square

Adjusted

R Square

Std. Error of

the Estimate

R Square

Change F Change df1 df2 Sig. F Change

Change Statistics

Predictors: (Constant), Motivationa. 

Predictors: (Constant), Motivation, Role ambiguityb. 

Predictors: (Constant), Motivation, Role ambiguity, Un-Profitabilityc. 
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Table – 4.8B 

Coefficient showing the Real Predictor Variablea 

 

 

Model 

Un-standardized 

Coefficients 

Standardized 

Coefficients 

 

t 

 

Sig. 

B Std. 

Error 

Beta 

 

1. Constant: 

V3 

-.873 

.326 

2.330 

.056 

  

.508 

-.374 

5.834 

.709 

.000 

2. Constant: 

V3 

 V11 

-4.685 

.298 

.368 

2.798 

.056 

.157 

  

.465 

.204 

-1.674 

5.340 

2.347 

.097 

.000 

.021 

3. Constant: 

V3 

 V11 

 V21 

-3.483 

.325 

.368 

-.297 

2.819 

.057 

.154 

.147 

  

.506 

.204 

-.174 

-1.236 

5.742 

2.384 

-2.016 

.220 

.000 

.019 

.047 

 

* Dependent Variable: V24 
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 The second adjustment dimension viz; emotional (V24) is witness to 

the influence by various predictors as F=15.489 given in Table – 4.8B is 

significant well beyond the .01 level of confidence. The summary of analysis 

is given in Table – 4.8 and Table 4.8B reveals that the real or significant 

predictors that are most likely significantly influencing the adjustment facet 

‘emotion’ (V24). The predictor variables which emerged to influence 

emotion – a facet of adjustment (DV) include the one aspect of emotional 

intelligence viz; motivation (V3) and two dimensions of occupational stress 

viz; role ambiguity (V11), unprofitability (V21) as their respective statistical 

values t=5.742, t=2.384 & t=2.016 given in Table – 4.8B are highly 

significant. Hence related null hypotheses Ho4, Ho12, and Ho22 (given in 

chapter II) get rejected. The explanations of (IV) V3 have already been given 

in Table 4.1B. Here the result is very interesting that role ambiguity has not 

influenced social, emotional or total adjustment of male police personnel as 

well as total police personnel, but in the case of female police personnel role 

ambiguity and unprofitability have been found function of emotional aspect 

of adjustment. It is hard fact that police personnel irrespective of ranks, sex 

are trained to hide their emotions right from the first day at the training. 

They experience emotion as getting in the way of the job they are doing. 

Emotions are suppressed daily for years and more over police work is 

physically and emotionally a dangerous job. The reasons for this are the ever 

present danger of physical violence, potential sudden death, they have to 
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participate in encounters and so many abnormal and odd dealings, they 

develop a great deal of conflicting emotions like guilt that is why the 

emotional level of female police personnel has been found low and more 

over female police personnel have been found having high level of 

perception of role ambiguity & un-profitability. Because they are not given 

clear cut information related to their job role, the objectives of work role are 

quite unclear, they have the perception that what type of expectations the 

senior, officers do have from then. Another interesting finding related to 

female police personnel is that they have the perception of police 

organization as unprofitable. When they compare themselves with other 

professional they find that they get less salary in comparison to quantum of 

their work as well as they are not rewarded for their work. It is in fact true 

that there are no defined work hours for them as well as they have to 

perform variety of duties at the same time such as verification, collection of 

evidences for unlawful acts, controlling of mob, combating with terrorists 

and, in fact, they are not especially well trained for all these. So they have 

the perception of role ambiguity and they perceive police organization as 

unprofitable. Hence, their emotional adjustment is effected and as a result 

they justified in showing aggressive behaviour, using violence, they 

experience great deal of mental trauma and depression. They become 

alcoholic and drug addict to hide their emotions and even commit suicide. 
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 The proceeding discussion of results were related to the influence of 

independent variables (predictors) on the social, and emotional dimensions 

of adjustment but the on going description & discussions of results will 

pertain to the influence of  independent variables (IVs) on female police 

personnel’s over all adjustment. 
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Table - 9 

Showing Model Summary 
 

 

 

 

 

a. Predictor: V22 

b. Predictors: V22, V17 

c. Predictors: V22, V17, V18 

d. Predictors: V22, V17, V18, V21 
 

TABLE – 4.9A 

Stepwise Multiple Regression 

Predictors (IVs) of Total Adjustment (DV) 

 Sample of Female Police Personnel (N = 100) 

ANOVAe 

 

Model 

Sum of 

squares 

 

df 

Mean 

Square 

 

F 

 

Sig. 

1.Regression  686.624 1 686.624 29.785 .000 a 

Residual 2259.166 98 23.053   

Total 2945.790 99    

2. Regression 809.137 2 404.568 18.367 .000 b 

    Residual 2136.653 97 22.027   

    Total 2945.790 99    

3. Regression 949.852 3 316.617 15.229 .000 c 

   Residual 1995.938 96 20.791   

     Total 2945.790 99    

4. Regression 1071.184 4 267.796 13.571 .000 d 

   Residual 1874.606 95 19.733   

     Total 2945.790 99    

a. Predictor: V22 

b. Predictors: V22, V17 

c. Predictors: V22, V17, V18 

d. Predictors: V22, V17, V18, V21 

e. Dependent Variable: V25 

Model Summary

.483a .233 .225 4.80 .233 29.785 1 98 .000

.524b .275 .260 4.69 .042 5.562 1 97 .020

.568c .322 .301 4.56 .048 6.768 1 96 .011

.603d .364 .337 4.44 .041 6.149 1 95 .015

Model

1

2

3

4

R R Square

Adjusted

R Square

Std. Error of

the Estimate

R Square

Change F Change df1 df2 Sig. F Change

Change Statistics

Predictors: (Constant), TOTAL_OSa. 

Predictors: (Constant), TOTAL_OS, IATWb. 

Predictors: (Constant), TOTAL_OS, IATW, Intrinsic Impoverishmentc. 

Predictors: (Constant), TOTAL_OS, IATW, Intrinsic Impoverishment, Un-Prof itabilityd. 
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Table – 4.9B 

Coefficient showing the Real Predictor Variablea 

 

 

Model 

Un-standardized 

Coefficients 

Standardized 

Coefficients 

 

t 

 

Sig. 

B Std. 

Error 

Beta 

 

1. Constant: 

V22 

.716 

.103 

3.223 

.019 

  

.483 

.222 

5.458 

.825 

.000 

2. Constant: 

V22 

 V17 

-3.824 

.101 

.244 

3.692 

.018 

.104 

  

.474 

.204 

-1.036 

5.480 

2.358 

.303 

.000 

.020 

3. Constant: 

V22 

 V17 

 V18 

-3.364 

.137 

.265 

-.492 

3.591 

.023 

.101 

.189 

  

.644 

.221 

-.278 

-.937 

6.051 

2.621 

-2.602 

.351 

.000 

.010 

.011 

4. Constant: 

V22 

 V17 

 V18 

 V21 

-3.145 

.160 

.287 

-.568 

-.435 

3.500 

.024 

.099 

.187 

.175 

  

.749 

.239 

-.321 

-.221 

-.899 

6.687 

2.902 

-3.043 

-2.480 

.371 

.000 

.005 

.003 

.015 

 

* Dependent Variable: V25 
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 Table – 4.9 gives the model summary and Table – 4.9A highlights that 

F-value ranging maximum F=29.785 to F=minimum 13.571 pertaining to 

some predictors on over all adjustment are found to be highly significant far 

beyond .01 level of confidence. Further analysis, given in Table-4.9B 

revealed the predictor variables viz; ‘total occupational stress (V22), 

‘importance attached to work’ (V7)-a dimension of work identification and 

two dimension of occupations stress namely ‘intrinsic impoverishment’ 

(V18), as well as ‘un-profitability’ (V21), have their significant predictive 

influence an over all female police personnel’s adjustment as their statistical 

values t=6.787, t=9.02, t=3.043 & t=2.480 are found highly significant 

which subsequently reject related null hypotheses Ho10, Ho8, Ho19, & Ho22 

(given in chapter II). 

 

 The Table-4.9A reveals an interesting fact that neither total emotional 

intelligence nor its five facets find its place in predicting overall adjustment 

of female police personnel. So far as importance attached to work, intrinsic 

impoverishment and occupational stress are concerned the explanations of 

these variables have already been presented in Table-4.3B and so far as 

variable unprofitability is concerned this has been well explained in Table 

4.8B. Hence the over all adjustment of female police personnel is influenced 

that lead to maladjustment. 
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 Since police work is widely considered the most stressful occupation 

hence overall adjustment of female police personnel is affected as female 

police personnel has to play multifarious role in addition to their jobs. In the 

present study the over all adjustment level of female police personnel is 

below average adjustment as compared to male counter parts and the level of 

stress has also been found in higher side. It means stress among female 

police personnel arising as a result of unwanted interference of colleagues, 

superiors and even politicians. They always face physical danger, they do 

not get conducive conditions for working due to lack of infrastructure, work 

load is high and all the time they get criticism from public and superiors in 

place of receiving glory, praise and appreciation. Being female police 

personnel they have to tolerate and overlook a lot of things. As the findings 

speak the fact that female police personnel’s occupational stress has 

contributed almost are likely to become instrumental for maladjustment. But 

inspite of above facts based on findings the female police personnel 

discharge their duties due to one or another seasons. It is also fact that 

female police personnel are emotionally matured which has been reflected in 

the present study and the same protect them from maladjustment. 
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Table – 4.10 

Showing the t – ratio of Male & Female Police Personnel 

 

*Significant at 0.01 Level 

** Significant at 0.05 Level 

Variables  Male Police Mean  

Diff  

Female Police  

Mean  Sd.  Sed Mean  Sd  Sed  t- value 

Self Awareness  

Self Regulation 

Motivation 

Social Awareness 

Social Skill 

Total Emotional Intelligence  

Importance Attached to Work 

Satisfaction of Needs Through Work 

Total Work Identification 

Role Overload 

Role Ambiguity 

Role conflict 

Unreasonable Group & Pol. Pressures 

Responsibility for Persons 

Under Participation 

Powerlessness 

Poor Peer Relations 

Intrinsic Impoverishment 

Low Status 

Strenuous Working Conditions 

Unprofitability 

Total Occupational Stress 

Social Adjustment 

Emotional Adjustment 

Total Adjustment 

49.49 

41.69 

44.71 

40.60 

42.22 

218.70 

21.70 

18.99 

40.58 

26.86 

14.43 

17.99 

17.51 

11.56 

15.64 

21.56 

16.79 

13.15 

12.18 

15.74 

11.92 

182.01 

8.19 

16.01 

24.02 

6.75 

7.33 

5.86 

6.43 

7.14 

23.41 

4.70 

4.93 

8.54 

4.09 

3.09 

3.44 

3.00 

2.60 

4.10 

5.19 

3.23 

2.56 

2.96 

3.45 

2.71 

3.63 

2.30 

22.09 

5.85 

.48 

.52 

.41 

.45 

.50 

1.66 

.33 

.35 

.60 

.29 

.22 

.24 

.21 

.18 

.29 

.37 

.23 

.18 

.21 

.24 

.19 

1.56 

.16 

.26 

.13 

4.90 

2.67 

3.65 

6.03 

3.48 

20.72 

1.87 

1.37 

3.11 

3.14 

0.98 

0.28 

2.25 

1.38 

0.27 

9.02 

4.23 

1.05 

1.21 

0.87 

4.25 

13.19 

2.49 

3.50 

12.09 

44.59 

39.02 

41.06 

34.57 

38.74 

197.98 

19.83 

17.62 

37.47 

23.72 

13.45 

18.27 

15.26 

10.18 

15.37 

12.54 

12.56 

14.20 

10.97 

14.87 

7.67 

168.82 

5.70 

12.51 

18.11 

8.88 

7.10 

7.38 

8.86 

7.03 

29.56 

4.56 

4.52 

8.24 

5.92 

2.63 

4.83 

3.94 

2.37 

3.14 

2.45 

2.59 

3.08 

2.91 

3.91 

2.77 

25.56 

3.11 

4.74 

5.45 

.89 

.71 

.74 

.89 

.70 

2.96 

.46 

.45 

.82 

.59 

.26 

.48 

.39 

.24 

.31 

.24 

.26 

.31 

.29 

.39 

.28 

2.56 

.31 

.47 

.55 

3.57* 

2.17** 

3.17* 

4.50* 

2.90* 

4.48* 

2.36** 

1.71 

2.19** 

3.52* 

2.04** 

0.38 

3.75* 

3.28* 

0.45 

14.78* 

8.63* 

2.14** 

2.42** 

0.01 

9.04* 

3.20* 

5.29* 

4.79* 

7.77* 
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Table – 4.10 highlights the comparison between male and female police 

personnel of Kashmir Valley on various independent and dependent 

variables. There are twenty two independent variables and three dependent 

variables in the present research study. Out of twenty two, seventeen 

independent variables have been found significant and all three dependent 

variables are found to be significant at 0.01 level of confidence. Only five 

independent variables were not found significant. Here each independent 

and dependent variables will be discussed. 

 

 Table – 4.10 reveals the fact that the values of t = 3.57, t=2.17, t=3.17, 

t=4.50, and t=2.90 for all five dimensions of emotional intelligence i.e. self 

awareness, self regulation, motivation, social awareness, and social skills 

respectively found to be significant at 0.01 level of confidence except self-

regulation which was found significance at 0.05 level of confidence. Such 

significance of difference reveals to the fact that the two group  of police 

personnel (male and female) significantly differ on all five dimensions of 

emotional intelligence. It is very much evident from the Table 4.10 that 

mean values of the two group of police personnel on all five dimensions that 

male police personnel are high as compared to female police personnel 

whose mean values on five dimensions found to be low. Overall picture of 

the total emotional intelligence indicates the same trend. It means that the 
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male police personnel are more emotionally mature than female police 

personnel, as the mean value of male police personnel on emotional 

intelligence is, Mean = 218.70 where as mean value of female police 

personnel, Mean = 197.988. It is because of the fact that male police 

personnel are more exposed to various situations and as a result they have 

learnt to manage the emotions. They become habitual how to handle, 

control, deal with mobs, and other similar conditions. The male member 

discharge their duties and responsibilities in tough situations. While female 

police personnel are not exposed to such conditions. They are only called to 

deal with female civilians. Hence, the male police personnel are emotionally 

mature than female police personnel. 

 

 Table–4.10 also highlights the comparison between male and female 

police personnel on two dimensions of work identification and work 

identification as a whole. Table-4.10 indicates that the value of t=2.36 for 

one of the dimensions of work identification i.e. importance attach to work 

found to be significant at 0.05 level of confidence. Such significance of 

difference speaks to the fact that the two groups of police personnel (male 

and female) significantly differ on importance attach to work dimension of 

work identification. Mean values of the two groups of importance attach to 

work dimension reveals to the fact that male police personnel are high on 
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this dimension (Mean = 21.70) compared to female police personnel whose 

mean found to be significantly low (Mean = 19.83). Overall picture of this 

dimension indicates that male police personnel give more importance to 

their work compared to female police personnel. It is because of the fact that 

males are expected to discharge their responsibilities only at work place 

whereas female are expected to play dual role means at work place as well 

as at home. This is the reason why male and females have been attach with 

the work. 

 

 Another dimension of work identification is satisfaction of need 

through work which found insignificant meaning that male and female 

police personnel do not differ on this dimension. Mean value of male police 

personnel (Mean =18.99) and female police personnel (Mean=17.62) 

indicate that the two groups of police personnel are moderately experience 

satisfaction through their work as mean values of the two groups have a little 

different so found to be insignificant even at 0.05 level of confidence. 

 

 So far as total work identification is concerned, it is also found that 

the two groups of police personnel differ significantly. It is because of the 

fact that satisfaction of need through work is found to be very low which 
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became instrumental for neutralizing the data hence, t-value failed to bring 

significance of difference even at 0.05 level. 

 

 Table – 4.10 also highlights the comparison between male and female 

police personnel on twelve dimensions of occupational stress and 

occupational stress as a whole. Out of twelve dimensions, three dimensions 

of occupational stress viz; role conflict, under participation and strenuous 

working conditions are found that two groups of police personnel do not 

differ. Mean values of three dimensions of male police personnel (Mean = 

17.99, Mean=15.64 and Mean=15.74 respectively) and female police 

personnel (Mean=18.27, Mean=15.37 and Mean=14.87 respectively) 

indicate that the two groups of police personnel are experiencing high level 

of stress through the work they are doing as mean values of both the groups 

have a little difference, so found insignificant. It has already been pointed 

out in the Chapter III ‘result and discussion that the police personnel are not 

clear about the roles which are assigned to them. They always lack their 

participation particularly in decision making processes. So far as strenuous 

working conditions are concerned the police personnel perceive it as 

stressful. It is in fact, true that the police personnel, whether male or female, 

always work under unfavorable conditions. They are not equipped with 

modern facilities. They have to discharge their duties in every seasons, 
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situations and conditions. Hence, male and female police personnel have 

similar perceptions regarding strenuous working conditions, role conflict and 

under participation. 

 

 Further the Table – 4.10 reveals that the male and female police 

personnel significantly differ on rest of nine dimensions of occupational 

stress and occupational stress as a whole. So far as role ambiguity, 

unreasonable group & political pressure, responsibilities for persons, 

powerlessness, poor-peer relations and profitability are concerned, the 

explanations have already been given in preceding writings. Here role 

overload and low status will be explained in relation to the perception of 

male and female police personnel. Such significance difference speaks to the 

fact that the male police personnel perceive role overload as mean value 

(Mean=26.86) which is quiet high as compared to female police personnel 

whose mean found to be significantly low (Mean = 23.72). Overall picture 

of this dimension indicates that male police personnel have more work load 

as compared to female police personnel. It is because of the fact that the 

male police personnel are given more works and responsibilities. As far as 

low status is concerned both the groups differ. The male police personnel 

have the higher perception of low status as compared to female police 

personnel. In police organization, it has been observed that the higher 
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authorities do not care for respect of base line employees. The police 

personnel are always criticized by public and get lower status in society too 

extrinsically. It is also very much evident from this table that both the groups 

differ significantly on occupational stress. Table indicates that the value of 

t=3.20 for total occupational stress found to be significant at 0.01 level of 

confidence. The significance of difference indicates that the two groups of 

male and female police personnel differ on the perception of occupational 

stress. Mean values of two groups on occupational stress reveals the fact that 

male police personnel are high on the total occupational stress 

(Mean=182.01) compared to female police personnel whose mean found to 

be significantly low (Mean=168.82). The level of stress of both the groups is 

at higher side but their perception differ. It is true that the male police 

personnel are given more responsibilities than female police personnel. 

Generally the male police personnel are given more outdoor responsibilities 

such as investigation of cases, search works, catching the criminals, 

combating with terrorists, filing the case in courts, controlling the mobs, 

providing security to VIPs etc., but on the other hand the female police 

personnel are involved more in office. Hence, they differ significantly. 

 

 The same table, Table-4.10 also focuses the comparison between male 

and female police personnel on adjustment levels as well as two dimensions 
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of adjustment i.e. social and emotional. Table indicates that values of t=5.29 

and t=4.79 for social and emotional respectively, the dimensions of 

adjustment found to be significant at 0.01 level of significant. The two 

groups of police personnel have also been found significant difference for 

total adjustment as its t=7.77. It means that the two groups differ 

significantly on total adjustment as well as its two dimensions. Mean values 

of two groups on social, emotional and total adjustment reveal to the fact 

that the male police personnel are high on these dimensions (Mean=8.19 & 

Mean=16.01) compared to female police personnel whose mean calculated 

to be significantly low (Mean=5.70 & Mean=12.51). The overall adjustment 

level of the two group also found significantly different as mean value of 

male police personnel (Mean = 24.02) is higher than female police personnel 

(Mean =18.11). In fact the adjustment level of male police personnel and 

female police personnel is not up to mark, even though they try to adjust 

socially, emotionally due to one or another, tangible or intangible reasons. 
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 In the preceding Chapter-IV, comprehensive details of the description 

and the interpretation of results have already been given and now, the 

present chapter is completely devoted to present conclusions in the light of 

the results obtained and moreover, to extend suggestions which can be taken 

into consideration in similar future endeavours. 

 

 In the present study, stepwise multiple regression analysis was used to 

analyses the data which had power of isolation the predictor variables in 

sequence which could have significant influence on police personnel’s 

total adjustment and its two dimensions. 

 

 In the light of the results, a very clear picture emerged that emotional 

intelligence as a whole (V6) has significant influence of police personnel’s 

adjustment (V25) of the total sample, that means police personnel are 

emotionally matured and that is why they are adjusted both socially and 

emotionally, but not on the adjustment of male and female police personnel. 

Self awareness fail to influence either adjustment or its two dimensions that 

is social (V23) and emotional (V24). It means that the police personnel fail to 

identify their feelings and emotions, unable to understand their mood 

disturbances, they are not clear about their values and goods, unaware about 

their strength and weaknesses, they need feedback about their behaviour and 
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performance etc. The above aspects of emotions of police personnel can be 

increased by organizing training programmes. The psychologist could be 

helpful in this context. Rest of the dimensions was found significant 

influence on social adjustment of the total sample along with motivation 

influence in emotional adjustment whereas social awareness was found 

influence in total adjustment of the total sample of police personnel.   

 

In addition to the major findings it is evident that importance 

attached to work (V7) and work identification (V9) has emerged to be 

significant predictor variables influence in social dimensions (V23), total 

adjustment (V25) and emotional adjustment (V24) respectively for the total 

sample of police personnel. But satisfaction of needs through work (V8) 

failed to influence total adjustment and its two dimensions of total sample 

as well as male and female police personnel. The police personnel whether 

male or female do not get satisfaction of needs through the work they are 

doing.. It means that they do not cherish what they are doing, all their 

needs are not adequately satisfied, they do not get recognition through their 

work and this is the reason that satisfaction of needs failed to influence 

social, emotional and total adjustment of police personnel. This 

psychological aspect can be created among police personnel by motivating 

them to involve themselves in the organization. On the other hand it is also 
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very much clear that occupational stressors like role conflict (V12), 

unreasonable group and political pressure (V13), responsibility for persons 

(V14), under participation (V15), powerlessness (V16), poor peer relations 

(V17), intrinsic impoverishment (V18), strenuous working conditions (V20) 

and total occupational stress (V22) have emerged to be significant 

predictors of two facets of adjustment, adjustment as a whole of total 

police personnel. It is interesting to point out here that four dimensions of 

occupational stress viz; role overload (V10), role ambiguity (V11), low 

status (V19) and unprofitability (V21) failed to put its impact on either two 

facets of adjustment or adjustment as a whole of total police personnel. 

Earlier research studies showed that police personnel have the perception 

that they have work load, ambiguity in their work, low status and police 

organization as unprofitable one but now this perception an seem to be 

changed as these stressors failed to influence the adjustment whether social 

or emotional of police personnel, so far as other stressors are concerned 

that can be minimized by inculcating various psychological techniques 

such as, time management, regular exercise, rest, pause, yoga, meditation, 

relaxation and religious therapy. 

 

 So far as male police personnel are concerned it is to be pointed out 

here that only two dimensions of emotional intelligence viz; self awareness 
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(V1) and self regulation (V2) were found to influence emotional adjustment 

(V24) and total adjustment (V25) whereas one dimensions of work 

identification i.e. importance attached work (V7) have significant influence 

on emotional adjustment and total adjustment. Furthermore, seven facets of 

occupational stress – role conflict (V12), responsibility for persons (V14), 

under participation (V15), powerlessness (V16), poor peer relation (V17), 

intrinsic empowerment (V18) and strenuous working conditions (V20) have 

found to be significant predictors of various dimensions of adjustment of 

male police personnel. 

 

 The third which is more neglected group from the research point of 

view is female police personnel. It is mansion here that two facets of 

emotional intelligence – self regulation (V2) and motivation (V3) influence 

social as well as emotional dimensions of adjustment. It is necessary to point 

out here that there is difference in emotional intelligence of male and female 

police personnel. Female police personnel are lacking in self awareness, 

social awareness and in social skills. It in fact true that they ae less involved 

in social activities as compared to male police personnel. That is why they 

have less skill to deal with social aspects. No doubt these personality 

attributes can be inculcated and enhanced by adopting appropriate training 

programmes.  
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 From the table - 4.10 it is clear that male and female police personnel 

significantly differ on rest of the variables except satisfaction of needs 

through work, role conflict, under participation and strenuous working 

conditions. It means that their perception regarding these four variables is 

similar but not the identical as there is difference in the average scores of 

these variables. 

 

In continuation of this only one dimension of work identification 

namely importance attached to work (V7) was found to have its influence on 

total adjustment, but not on any one of its dimension. Further it is clear from 

the results that total occupational stress (V22) and its five facets namely, role 

ambiguity (V11), role conflict (V12), unreasonable group and political 

pressure (V13), intrinsic impoverishment (V18) and unprofitability (V21) have 

found to be significant predictors of two dimensions of adjustment and total 

adjustment of female police personnel. There is an interesting point that 

emotional intelligence and its three facets – self awareness (V1), social 

awareness (V4) and social skills (V5), work identification and its one facets 

i.e. satisfaction of needs through work (V8) and seven dimensions of 

occupational stress viz; role overload (V10), responsibility for persons (V14), 

under participation (V15), powerlessness (V16), poor peer relation (V17), low 
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status (V19) and strenuous working condition (V20) have failed to be 

significant either of total adjustment or its two dimensions. 

 

Suggestions and Recommendations: 

 

 One of the most serious challenges to the Indian Police emerging due 

to changing scenario is the increasing occurrences of stress particularly job 

stress and related mental health problems. They also experience various 

needs to be fulfilled adequately. Due to these reasons they face different 

types of adjustment problems. There is another fact which is very much 

relevant here that limited manpower (about eighty thousand vacancies in 

police department is lying vacant at various hierarchical levels) and 

increasing social problems have contributed for increasing stress on police. 

 

 It has been found out from results and reported by police personnel as 

well as observed during data collection that most of them were dissatisfied 

with their seniors and feeling like work load, extended duty hours, no time 

for family & social activities etc. Many of these factors can by minimized by 

suitable changes within the system as this would help promoting positive 

perception and preventing psychological disorders. 

 

 Appropriate steps should be taken to remove barriers for easy flow of 

information and communications with higher authorities. In this regard the 
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junior officers must be encouraged to express themselves openly because 

they know much better about ground reality. On the other hand the officers 

should be sensitized to understand the psychological, social, economic 

problems of their subordinates. 

 

 Police-public relation must be established through common gathering 

and exchanges ideas for combating crime. The young generation should be 

provided ample opportunity in such interaction because, it is easy to 

inculcate positive attitude, favourable perception towards police. And at the 

same time police personnel will be able to learn how to control their 

emotions while dealing with public. The message must be transmitted that 

the police are the public and that the public are the police. 

 

 One more thing which emerged in this study is that interpersonal 

relations between peer group and colleagues need to be improved for healthy 

work environment. This can be improved by organizing various social 

gatherings of police personnel. They must be sensitized to each others. By 

interacting to each other the emotional problems could be minimized. 

 

 The present police culture of defensiveness, suspicions, secrecy, 

cynicism, organizational deviance and corruption, rigid hierarchical 

structure, police brutalities and use of excessive discretionary power need to 
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be replaced by a new police culture of democratic, transparent environment, 

high level of professional training and commitment and new professional 

values characterized by social justice, due recognition of human rights and 

community service with deep human service. In addition to above, 

interference by politicians should be discouraged at all cost in police 

functioning. A proper system of reward and punishment must be followed so 

as to encourage effectiveness and professionalism in police. Generally police 

personnel experience that this profession is unprofitable one, which is one of 

the job stressors as indicated in results. Reward is a trusted method from the 

time immemorial and need to be overemphasized. 

 

 More research studies should be conducted on the topic like; 

depression, anxiety and psychological morbidity. There is a constant need 

for research in the organizational role stress, work stress, work setting 

variables, physical work condition and new technology, organizational 

structure and climate, stress and accident and mortality, stress and 

organizational effectiveness, job stress and personality characteristics, role 

stress and mental health, other job stressors and mental health as well as 

positive consequences of job stress of police personnel. It is also necessary 

to look into the need patterns of police personnel. It is suggested that for 

obtaining greater generality of the findings such studies must be conducted 
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on a larger sample groups including top most police officers. Such research 

studies have also been conducted on women police personnel. 

 

 On the basis of findings of present research investigation the 

following recommendations have been made: 

1) Police personnel are under continuous and constant stress due to 

number of stressors (as evident in Table-4.10). This must be reduced 

by applying psychological techniques. 

2) Psychologist / counselors are appointed at district level for early 

detection of mental problems and for promoting positive mental 

health. 

3) Police personnel both male and female have facing stressors like role 

conflict, low status. Many of these factors can be minimized by 

making proper planning. 

4) In the present study police personnel have perceiving of role overload 

and that is true in the sense that ratio between police and public is 

increasing. Hence there is urgent need to increase man power position 

for decreasing work load. 

5) The police personnel has to do a variety of tasks, there must be 

specialized training for each task and only competent personnel be 

deputed for this. 
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6) It has been also found out that interpersonal relations are not 

congenial among police personnel. The good relationship among 

police personnel is improved by creating / providing better working 

conditions and developing respect for human values. This can be over 

come by adopting participatory management technique. 

7) The adjustment level of both male and female police personnel is not 

up to the mark. It is recommended that adjustment level be improved 

by slight modification in leave rules that will help police personnel to 

spend more time with family and society. 

8) The level of emotional intelligence was not found up to optimal level. 

By appointing psychologists the emotional intelligence level can be 

increased. The organization must provide emotional competence 

training programme. 

9) The police personnel perceive that there various needs are not 

adequately satisfied through their work. It is necessary to look after 

these aspects. This can be solved by providing assistance. 

10) The police personnel reported that the attitude of the public toward 

police is negative. To overcome such problems it is necessary to 

educate younger generation about hardships faced by police, the 

circumstance under which police personnel have to operate and how a 
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common citizen can help the police, hence the district officers must 

plan to interact with school student on regular basis. The role of media 

can not be overlooked in building positive perception of public. 

 

 Having gone through the present research endeavour, it is experienced 

that researches especially in the areas of behavioural sciences are the 

ongoing and continuous process as what findings obtained today may 

entirely change tomorrow because of dynamics changes in human beings as 

well as in the environment. There is always fluctuation in human behaviours 

because it is influenced by external factors every moment. In spite of this 

reality every research bears certain pit-falls which requires proper care in 

future but in all circumstances it is observed that men are born to commit 

errors and consequently behavioural science researches are never valid or 

tenable for ever. Therefore, realization of the gaps left during the 

investigation is a foremost important aspect if properly cared may enhance 

the efficacy of the methodology and subsequently obtaining objective results 

in future researches. In the light of findings presented in detail, in Chapter 

IV, number of suggestions being put forth for future investigations, either on 

same line or on other related problems. 
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Since, the present investigation failed to give clear-cut comparative 

findings with regard to police personnel across the levels so, it is suggested 

that same or related problems must be studied on comparatively a larger 

sample across all levels. 

 

Biographical variables, like total experience, experience in the 

present position, number of dependents, educational qualifications, salary 

etc. must be studied to identify their influence on adjustment of police 

personnel as they are most likely to play an important role in determining 

the adjustment but very rarely studied, especially pertaining to police 

personnel. 

 

Since, in the present Indian context, the role of police is ever and 

over demanding to maintain law and order problems due to many reasons, 

so the employees of this larger group must be studied from different angles 

as the present investigator made his best effort to identify stressors and 

various need deficiencies important for police personnel’s associated with 

their professions. 

 

Moreover, the quality of work life and quality of life in general of 

police personnel are also important to be studied as these people generally 

have larger number of dependents and these dependants have lesser chance 
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to be looked after by them as they are out of home most of the time due to 

one and other duty assignments. 

 

In chapter-V conclusions of the study and some suggestions in this 

regard have been presented. Table 5.1 presents results at a glance. The 

conclusions have just been given above while highlighting the findings. So 

far as suggestions are concerned, it has been pointed out that the present 

investigation must be carried out on the larger sample group and that 

should be done according to the  ranks of police personnel for identifying 

the relationship of need deficiency and job stressors with adjustment. Since 

female representation in police force is very less, hence the present 

investigator did not include female police officers. The female police 

personnel must be taken for research purposes. Moreover, biographical 

variables also are studied in relation to dependent and independent 

variables. A suggestion was extended to researchers for looking into the 

quality of work life and life in general empirically to give proper care to 

conditions for improving the quality of working conditions and quality of 

life in general. A happiest man is most likely to discharge his 

responsibilities with all commitments that may an asset for family, society, 

organization as well as for the nation at large rather to liability as it looks. 
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The present piece of research work was aimed to study the “Influence 

of emotional intelligence, work identification and occupational stress on 

adjustment: A study of male and female police personnel of “Kashmir 

Valley”. In the present study adjustment is a dependent variable whereas 

emotional intelligence, work identification and occupational stress are 

independent variables. The present scenario of work culture has forced the 

management, higher authorities, and behavioural scientists especially, 

psychologists for adopting the philosophy of utilizing maximum human 

resources and making the employees gay and happy at work place for 

enhancing their psychological attachment and involvement with work and 

the organization, enhancing well-being and improving over-all productive 

efficiency. 

 

 Violence and aggression with increasing overtones of terrorism has 

become not only a national but an international concern in recent time. Not 

only social scientists but all right- minded people are perturbed at the 

direction in which humanity is going. What is more, even in normal 

transactions like presentation of demands by people, organizations and 

raising of issues relating to justice and rights there is increasing resort to 
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pressure tactics and violence. The peacekeeping forces have therefore an 

increased onus of responsibilities since situations which demand their 

intervention are cropping up at every moment. International, national, 

domestic and local issues are being conducted within a culture of violence. It 

is our day to day experience that not a single day passes when any 

newspaper, television news channels, news on radio at national and 

international level do not feature some news related to police. In the 

contemporary world, the process of modernization, urbanization, and 

industrialization have undoubtedly, imprinted strong bearing on the nature 

and pattern of criminal behaviour. The modus operendi of crimes are getting 

changed. The crime rate is hiking every year. The flow of population from 

rural to urban areas has loosened the interaction, tradition, customs, and 

values of the society. The urban population being heterogeneous in nature 

tends to form incompatible groups on the basis of religion, caste, political 

affiliation. As consequences of these, there is a chance of group conflicts 

which may often develop into law and order problems. Violent crimes and 

violence in traditional crimes have noticeably increased in our country. 

These types of crimes include murder, riots, abduction, kidnapping, crime 

against women etc. 
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 Allan and associates (1976) pointed out that the major duties of police 

force would include; protection of life and property, preservation of peace, 

prevention of crime, detection and arrest of violators of law, enforcement of 

law and ordinances, and safeguarding the rights of individuals. Along with 

these, there are many more auxiliary functions which are equally important 

either in themselves or indirectly in discharging the primary functions as 

above, such as security of VIPs, security of celebrities, responsibilities in 

maintaining law and order during religious processions, they provide 

emergency services to citizens in distress, they have to regulate traffic. Not 

only this, police is required to render services of verification of men and 

materials. They also provide the initial input into the criminal justice system. 

 

 1860 to 1979 is a far cry. Human society all over the world has 

changed beyond expectation and recognition. Scientific development and 

technological inventions have brought about tremendous change in all 

sphere of life. The social norms and values have changed, the difference 

being reflected in the observations of the Indian Police Commission (1860) 

and the National Police Commission (1979), but the police in independent 

India is still governed and regulated by the Police Act of 1861. On the other 

hand, in this modern world of work there has been a debate and cry 

humanizing the workplace by adopting different strategies alongwith the 
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quality of work life that emerged as an umbrella concept encompassing all 

those aspects that contribute to the individuals’ physical as well as 

behavioural well-being through effective adjustment. Hence, the present 

endeavour was undertaken to identify the effect of various emotional 

intelligence, work identification and occupational stress on male and female 

police personnel’s adjustment. 

 

 The entire work is presented in six different chapters. Chapter-I deals 

with the historical background, meanings, and concepts pertaining to 

adjustment (dependent variable); emotional intelligence, work identification 

and occupational stress (independent variable). The problem of adjustment 

has become so important aspect in our complex and civilized society that not 

only psychologists but other social scientists have turned their deep concern 

and interest in understanding the very concept. The present century is 

marked by stress, strain, anxiety and instability, so we are experiencing more 

behavioural problems among public. Today we are facing a complex world 

which taxes our adjustive capacities and we are feeling difficulty in 

achieving a sense of harmony with the environment. The present time is 

characterized by psychological disorder and disturbed inter-personal 

relationship. Kaplan (1959) observes “mental disorders are today the number 

one public health problem of the nation. They affect more people and more 
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families than any other single disorder, and evidence indicates that 

maladjusted individuals are being produced at a faster rate than facilities to 

take care of them can be provided”. The concept of adjustment was 

biological and originally it was termed adaptation. Darwin (1859) in “The 

Origin of Species” clearly pointed out that only the organism which is most 

fitted to adapt to the hazards of the physical world and survive and this was 

called as “survival of the fittest”. The type of adjustment with which 

biologists were concerned was nothing but physical adaptation. The term 

adaptation has been replaced by ‘adjustment’ which now stands for 

psychological survival in which the social scientists are interested. There is 

difference between adaptation and adjustment. The process of adjustment is 

more complex than adaptation. The another difference is adaptive behaviour 

and adjustive behaviour. Another concept which is used synonymously to 

adjustment is conformity. Conformity is only one kind of adjustment, one 

kind of interaction. Again another term taken synonymous to adjustment is 

normality.  The term normal means conformity to a particular norm or 

standard which in generally a statistical average and which is not concerned 

with value judgment. The psychologists have different opinion about the 

concept of adjustment. The mental hygienists, the clinical psychologists, the 

counselors, the personality psychologists have defined the concept in 
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different manner. But most of the psychologists agree, to the extent, and that 

is, defining adjustment in terms of achieving a balance between internal 

demands and the requirements of environment, or between internal 

psychological forces and external conditions. Hence, for all practical 

purposes adjustment is taken to be a process and not as a condition 

(Symonds, 1946; Madiagan, 1962; Coleman, 1960; Lazarus, 1961; 

Schneiders, 1965; Kaplan, 1965; Gordon, 1963; Rammers and Gage, 1955). 

Now the basic question is that who are adjusted and are maladjusted 

individuals. It is not easy to give accurate answer because the psychologists 

fail to provide scientific and objective criterion of healthy and unhealthy 

adjustment. The process of adjustment cannot occur in isolation but it is the 

outcome of the life events and the individuals’ capacity to tolerate stress, 

associated with these events. When an individual perceives himself to be 

deprived of important need, it is likely that his threshold for coping with 

stress becomes lower, while if he perceives that he is getting his just dues he 

may not been as vulnerable to stress. The first independent variable of 

present research study is emotional intelligence. The most distinct root of 

emotional intelligence can be traced back to Darwins ugly work on the 

importance of emotional expressions for survivor and adaptation. Since the 

publication of a book entitled “Emotional Intelligence by Daniel Goleman 
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(1995) the topic of emotional intelligence has become important concern for 

all specially for psychologists. During 1920’s it was believed that 

individuals who expressed emotion were taken negatively and considered 

mentally ill and were subjected to therapy in order to suppressed there 

emotionality. But in the early 1960’s some researchers agreed that emotions 

could guide once thinking and actions and could direct once attention toward 

solving problem (Mayer & Salovey, 1997; Mayer et al., 2000c). Many 

prominenet researches in the field of emotional intelligece have compared 

the emotional intelligence construct to a historical intelligence construct 

labeled social intelligence (e.g., Bar-On, 2000; Mayer & Salovey, 1990; 

Mayer & Salovey, 1993; Salovey & Mayer, 1990; Mayer et al., 2000c). In 

some instances, these two types of intelligences have been used 

interchangeably (e.g., Bar-On, 2000). Emotional intelligence has also been 

referred to as a type of social intelligence (e.g., Mayer & Salovey, 1990; 

Mayer & Salovey, 1993; Mayer et al., 2000c). Emotional intelligence gain 

popular and academic attention during the 1990’s many thinkers claimed 

that the ability of emotional intelligence can be used to predict work and 

none work success. Since then people started to defined, understand and 

used to term seriously in various works of life. In simple terms it can be 

defined as “The ability to perceive emotions, integrate emotions to facilitate 
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thought, understand emotions, and to regulate emotions to promote 

personnel growth”. At the most general level, emotional intelligence refers 

to the ability to recognize and regulates emotions in our selves and others 

(Goleman, 2001)”. To understand the term from many angels, various 

approaches and theoretical models of emotional intelligence have been 

proposed. Such as EI ability based model proposed by Mayer & Salovey, 

1997, Bar-On Emotional-Social Intelligence 1997 and Model of 

Competencies given by Goleman 1998. Despite the existence of three 

distinct models of emotional intelligence, there are theoretical and statistical 

similarities between the various conceptions. On a global level, all of the 

models aim to understand and measure the elements involved in the 

recognition and regulation of one’s own emotions and the emotions of others 

(Goleman, 2001). All models agree that there are certain key components to 

emotional intelligence, and there is even some consensus on what those 

components are. For example, all three models of emotional intelligence 

implicate the awareness (or perception) of emotional and the management of 

emotions as being key elements in being an emotionally intelligent 

individual. The second important independent variable is work identification 

which is important at the performing of duties by police personnel it is 

significant infact because until and unless, the police personnel do not 
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identify themselves with the work they are doing, will be unable to 

understand to there duties and responsibilities. The concept of identification 

originated in psychoanalytic theory. Freud (1949) described identification as 

“the endeavor to mould a person’s own ego after the fashion of one that has 

been taken as a model” Many personality theorists emphasize identification 

as a process of socialization in childhood period. (Sanford, 1955; Kagan, 

1958; and Kelman, 1958). In the same manner identification at work with 

work-itself in the organization is developed through adult socialization 

during one’s work life-Review of literatures on identification and other 

psychological states like sense of commitment and feeling of involvement 

reveal that three sets of factors determine the psychological conditions. The 

first factor is related job incumbent. Secondly, aspects of work itself and 

third is organizational variables. March & Simon (1958) found that there are 

four major facets of job life which help in developing identification with the 

work and the organization. These are – organization, work itself, sub-group 

and external organization. Therefore mentioned facets determining work 

identification are very broad in nature. The factors of work identification 

have been clearly spelled out by Hall & Lawler (1970); and Patchen (1970) 

who considered job challenge while, Brown (1969); Lawler & Hall (1970); 

and March & Mannari (1977) identified job control and autonomy as 
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determiners of identification. Srivastava & Dolke (1978) viewed that work 

identification is composed of two aspects viz, importance attached to work 

(IATW) and satisfaction of needs through work (SNTW), and on this basis 

they developed a scale to measure work identification. 

 

 The third important independent variable which has been taken for 

investigation is of occupational stress which is known by different names. 

With upsurge in aggressions and tendencies the stress and strain on the job 

have increased manifold for police personnel. On the other hand there is 

greater risk to their life and safety which on the other side there is increased 

pressure and monitoring superiors as well as accountability to many related 

facets of administrative machinery. The job is not at all easy and a marked 

increased in on the job-stressors may be hypothesized with a fair degree of 

certainty, particularly in the areas where militancy is abounding. Stress is a 

key factor of life of an individual. The individual is confronted with an 

opportunity, constraint or demand to what he or she desires and for which 

the outcome is perceived to be both uncertain and important. (Schuler, 

1980). Selye (1936), the world’s premier stress researcher, described stress 

as the body’s non-specific response to any demand place on it, whether 

pleasant or unpleasant. He was the first person who coined the term and used 

it in Life Sciences. The very term was become very popular in social 
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sciences during 1960s. So, a wide variety of meanings have been given to 

the term stress. One of the most common notions is that stress represents 

some circumstances or situations external to an individual that make sudden 

or extraordinary demands upon him. Psychologically stress refers to the 

demand made on the organism to cope, to adjust, and to adopt whereas in a 

general way stress may be understood as hardship of physical; emotional or 

mental pressure or forces or systems of forces applied on body. Sometimes 

people feel stress free in one situation but they become stressful in another 

situation. Basically it depends upon the perception of the individual. How 

the individual perceives the situation and events (Standfest 1996). Limited 

amounts of stress can have positive results whereas much stress always 

become detrimental effects on individuals physical and mental health (Singh 

& Srivastava, 1996). It is in fact true that mild or moderate level of stress is 

necessary for good performance and accomplishing tasks. Due to minute 

differences in the phenomenon of job stress, work stress, occupational stress 

and organizational stress, the experts use these terms interchangeably. Here 

job stressors have been used synonymous to the occupational stress. Job 

stress is the result of physical working conditions. 

 

 There are four prominent approaches to study occupational stress 

which typically focus the stressors of job life and consequently strains. The 
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first is medical approach, second is psychological approach, third is clinical 

or counseling psychology approach and last one is organizational 

psychology approach. Mathur (1993) noted that job stress remains a 

neglected area of research and reported that some job related factors act as 

specific and focused stressors for the police. Since, none of the other 

researches were available pertaining to adjustment, so, it was planned to 

investigate, the same phenomenon of adjustment but with reference to some 

others independent variables namely, emotional intelligence, work 

identification and occupational stress. 

 

 Chapter- II deals with the available survey of literature. It contains 

both theoretical and empirical works of experts working in these specific 

aspect like adjustment, emotional intelligence, work identification and 

occupational stess. Khan (1989) pointed out that the greater the anxiety the 

lesser the adjustment. Verma and Upodhaya (1983) showed that adjustment, 

anxiety and conflict were negatively correlated. Adjustment has been studied 

in relation to approval motives (Shamshad, 1996), cognitive differentiation, 

sex variance and urban- rural environment (Shamshad & Sulamian, 1994). 

Nezlek & Gable (2002) studied depression as a moderator of relationship 

between positive daily events and day-to-day psychological adjustment. 

Many other studies have been conducted on police personnel related to their 
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adjustment such as Martin et.al. (2005), Zukerman and et.al. (2006), 

Shaathoff & Buckman (1990). A large number of studies have been 

conducted on the phenomenon of emotional intelligence in general. The 

literature suggest that emotional intelligence is an important construct in the 

work place. Studies have suggested that emotional intelligence is as 

important as traditional in predicting work place success (Goleman 1995, 

1998). Emotional intelligence has been taken in relation to general 

differences. The role of emotional intelligence has been investigated with 

respect to leadership style (Coetzee & Schaap, 2003), managerial decision-

making (Sayaeh, Anthony, & Perrewe, 2004), training competence in 

financial advisors (Lusking, Aberman & Delorenso, 2005) and worker 

performance and effectiveness (bar-on, Handely, & Fund, 2006; Boyatizs, 

2006). In the same way occupational stress has been taken differently by 

different researchers. Finn (1997) pointed out that police work is widely 

considered to be among most stressful occupations. Colwell (1998) confirms 

this notion indicating that police work tends to impose a higher degree of 

stress. A substantial literature has discussed stress related to the inherent 

hazards of police work, (Dunham & Alpert, 1997; Friedell & Pate, 1997; 

Horn, 1990; Violanti & Aron, 1993). Roberts and Levison (2001), findings 
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suggest that police officers took their job stress home and it influence their 

interaction with their wives. 

 

 In the first chapter and second chapter, having given detailed 

description of various variables involved in present investigation along with 

related variables survey of literature, the significance and the objective of 

present investigation were also described. In the light of the survey of 

literature it has been found that there is non-availability of such type of 

studies, hence, there was no option left except to formulate null-hypotheses 

that have been comprehensively described with the general notion that 

emotional intelligence, work identification and occupational stress nor their 

facets will influence adjustment as a whole and its four facets. In this way 

twenty two (22) null-hypotheses were formulated in all. 

 

 The Chapter-III describes the methodological and procedural aspects 

of the study. The study was conducted on the sample of male and female 

police personnel consisting of male police personnel, (n=200) and female 

police personnel, (n=100). Thus, the total sample size consisted of three 

hundred (N=300), taken randomly from various police station of Kashmir 

Valley. Keeping in view the nature of the present study adjustment scale by 

Kumar (1999), work identification scale develop by Srivastava and Dolke 
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(1978), emotional intelligence scale by Singh (2004) and occupational stress 

index standardized by Srivastava & Singh (1981) were used for the purpose 

of data collection. These texts were administered on the male and female 

groups of police personnel. In order to make the obtained data intelligible 

and interpretable, Stepwise Multiple Regression statistical treatment was 

given to the data for obtaining the results. 

 

 The Chapter-IV of the present research work presents results and their 

interpretation. On the basis of stepwise multiple regression analysis, the 

conclusion of findings advocate that adjustment is highly and significantly 

influenced by overall emotional intelligence, its four facets, and also by 

importance attached work alongwith various dimensions of occupational 

stress and occupational stress as a hole. The results have been presented also 

on separate page i.e. results at a glance (Table 5.1). There is an interesting 

finding that satisfaction of needs through work(V8)- a dimension of work 

identification, role overload(V10), low status(V19)- both dimensions of 

occupational stress have failed to the significant either of total adjustment or 

its two dimensions for the male police personnel, female police personnel 

and total police personnel. Another interesting point of the study is that 

emotional intelligence was found influencing total adjustment of total 

sample of police personnel whereas occupational stress was found 



 226 

influencing total adjustment of total police personnel as well as female 

police personnel but not male police personnel. 

 

 The Chapter-V incorporates conclusion and various suggestions in the 

light of the observation and experiences held by the researcher during the 

course in carrying out this entire research investigation, which be carefully 

undertaken in such future endeavours. In the present study three levels – 

Organization level, Personnel level and Government levels suggestions have 

been proposed these suggestions should be given priority and importance for 

smooth functioning of the police organization. As well as the police 

personnel are advised to incorporate the suggestions suggested for them. 

Police personnel are under continuous and constant stress due to a number of 

reasons operating in the work. Their needs are not properly satisfied. Due to 

these reasons they face different type of adjustment problems. During data 

collection it was reported by police personnel and it had been found out from 

results that most of them were dissatisfied with their seniors. They need to 

be given sufficient time for their family affairs. The findings suggest that 

inspite of all odd conditions and situations they are discharging their duty it 

is due to their emotional maturity. 
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 More research studies should be conducted on the topic like 

depression, anxiety and psychological morbidity. There is constant need for 

research in the organizational role stress, work stress, physical working 

conditions etc. It is suggested that for obtaining greater generality of the 

findings such studies must be conducted on a larger sample groups specially 

female police personnel. 

 

 Since, the present investigation failed to give clear-cut comparative 

findings with regard to police personnel across the levels, so, it is suggested 

that same or related problems must be studies on comparatively on a large 

sample across all levels. Further the top officers should be undertaken for 

research investigations so that their psychology may be understood. It is 

further suggested that the police personnel across various hierarchical be 

given in service training how to sustain their emotional intelligence for 

effective adjustment at work, family and in society. 

 

 Biographical variables must be studied to see their impact on 

adjustment of police personnel as they are most likely to play an important 

role in determining the adjustment but very rarely studied, especially 

pertaining to police personnel. 
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TABLE 5.1 

RESULTS At A Glance 

Sr. 

No. 

Independent variables Total Sample of Police Personnel Male Police Personnel Female Police Personnel 

Dependent variables Dependent variables Dependent variables 
V23 

Social  

Adjustment 

V24 

Emotional 

Adjustment 

V25 

Total 

Adjustment  

V23 

Social  

Adjustment 

V24 

Emotional  

Adjustment 

V25 

Total  

Adjustment 

V23 

Social  

Adjustment 

V24 

Emotional  

Adjustment 

V25 

Total 

Adjustment 

V1 Self Awareness     *     

V2 Self Regulation *     * *   

V3 Motivation * *     * *  

V4 Social Awareness *  *       

V5 Social Skills *         

V6 Emotional Intelligence   *       

V7 Important Attached to 

Work 

*  *  * *   * 

V8 Satisfaction of Needs 

Through Work 

         

V9 Work Identification  *        

V10 Role Overload          

V11 Role Ambiguity        *  

V12 Role Conflict *    *  *   

V13 Unreasonable Grp. & 

Political Pressure 

 *     *   

V14 Responsibility for 

Persons 

* * * *  *    

V15 Under Participation  * *  * *     

V16 Powerlessness *   * * *    

V17 Poor Peer Relation   *  * *    

V18 Intrinsic 

Impoverishment 

 * * *     * 

V19 Low Status          

V20 Strenuous Working 

Conditions  

*   *      

V21 Unprofitability        * * 

V22 Occupational Stress   *      * 
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Moreover, the quality of work life and quality of life in general of police 

personnel are also important to be studied as these people have larger 

number of dependents and these dependents have lesser chance to be looked 

after by their fathers and mothers as they are out of home most of the time to 

complete their official assignments. The more female police personnel must 

be taken for research purpose. In each police station a counselor/ 

psychologist must be appointed to deal with the psychological problems of 

police personnel. A tension, anxiety, stress free person is most likely to 

discharge his duties with all commitments that may be fruitful for himself 

and for his organization. 
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Section A: 

 

Instructions: Following are certain items. Read each item carefully and answer 

according to the best preference of yours. There are no right or wrong answers. Give 

Your choice according to the following table. 

 

Describe me very well (5) 

Describe me well (4) 

Describe me moderately well (3) 

Describe me a little (2) 

Not at all describe me (1) 

 

 

 I am able to identify my feelings.      (   ) 

 I have learned a lot about myself through my feelings and emotions.  (   ) 

 I understand the reasons for my moods.     (   ) 

 I am clearly able to see how my feelings impact my performance.  (   ) 

 My values and goals are very clear in my mind.    (   ) 

 I am aware of my strengths and weaknesses.     (   ) 

 I frequently seek feedback on my behaviour/ performance.   (   ) 

 I have full confidence in my self and in my decisions.   (   ) 

 I take initiative to meet people in social situation.    (   ) 

 When I contribute to group discussions I believe my contributions are as 

  valuable as those of other.       (   ) 

 



 If I am convinced that my position is right. I prefer to maintain my 

  position even If it means becoming unpopular.    (   ) 

 I am clear what I want from life.      (   ) 

 I can achieve what I want through my determination.   (   ) 

 I don’t easily give up even if I received set backs.    (   ) 

 When I have a problem that creates undue tension, I try to relax  

and gain a feeling of tranquility so that I can re-evaluate things.  (   ) 

 When I face a problem I focus on what I can do to solve it.   (   ) 

 I can adjust very quickly to new challenges, problem and information. (   ) 

 I am sensitive to the development in the environment and capture the 

 opportunity there.        (   ) 

 I am able to anticipate changes, and I plan in advance to encash the  

opportunities.         (   ) 

 I am able to handle multiple demands and rapid changes.   (   ) 

 I am quite flexible in my approach to life and problems.   (   ) 

 I can frequently anticipate solutions to my problems.   (   ) 

 When a certain approach to a problem does not work, I can quickly  

reorient my thinking.        (   ) 

 I seek out fresh ideas from a wide variety of sources.   (   ) 

 I constantly try to improve my performance.     (   ) 

 I set challenging goals for myself and strive to achieve them.  (   ) 

 I work hard for a “better” future reward rather than accept a lesser  

reward now.           (   ) 

 I constantly scan the environment to seize any new opportunity.  (   ) 

 I prefer to proact.        (   ) 



 I mobilize other though unusual, enterprising effort.    (   ) 

 I take initiative to start dialogue for a new adventure.   (   ) 

 I prefer to be idea leader.       (   ) 

 I believe in performance rather than just following the rules   (   ) 

 I believe where there is a will there is a way.     (   ) 

 I start any activity with the firm determination to complete it.  (   ) 

 Under pressure, I am confident I will find the way.    (   ) 

 People don’t have to tell me what they feel, I can sense it.   (   ) 

 I can sense the pulse of others and state unspoken feelings.   (   ) 

 I listen to the feelings of people when I walk into a room.   (   ) 

 I can sense the feelings of people when I walk into a room.   (   ) 

 I anticipate people’s need and try to satisfy them.    (   ) 

 I try to understand and meet the expectations of people.   (   ) 

 I seek information about people’s need and then provide  

service accordingly.        (   ) 

 I take initiative in talking to people in order to serve them better.  (   ) 

 I am very comfortable in working with people of different backgrounds. (   ) 

 I am able to identify who has real power in the group organisation  (   ) 

 I am able to relate well with people who matter in the organisational  

dynamics.         (   ) 

 I am able to influence the opinion of important people.   (   ) 

 I am able to convince people.       (   ) 

 I present myself in such a way that people get impressed.   (   ) 

 I keep my knowledge base updated and influence people through that. (   ) 

 



 I am able to read the needs of the hour and influence people through my 

 initiative.         (   ) 

 I am a good communicator.       (   ) 

 I am able to put across my messages effectively.    (   ) 

 I use a variety of medium of communication to get the desired response. (   ) 

 I am able to arouse enthusiasm in people.     (   ) 

 I emerge as a natural leader during unstructured situation.   (   ) 

 I recognize the need for change and work for removing the barriers. (   ) 

 I create such an atmosphere where people enthusiastically interact and  

participate in the team work.       (   ) 

 I build team identity and promote commitment among team members. (   ) 

 

 

 



Section-B 

 

Instruction:- Please, answer the following statements by giving the value of (5); 

within the bracket if you ‘Strongly Agree’; (4) If you Agree’; (3) If you are 

‘Undecided’; (2) If you ‘Disagree’; (1) If you ‘Strongly disagree’. 

 

1. 1. I would always cherish what I am doing.     (   ) 

2. Real pleasure, if there is anything like it, comes only through my work (   ) 

3. My work can get me the recognition I want     (   ) 

4. Most of my important needs can be satisfied through my work  (   ) 

5. I have tremendous attraction for my work.     (   ) 

6. I feel I am a person who has got the most appropriate work for  

himself to do.         (   ) 

7. I attach utmost importance to my work.     (   ) 

8. My work is the most pleasant thing for me in the world.   (   ) 

9. I feel that my life is on the right track in this work.    (   ) 

10. My work and I are the right track in this work.    (   ) 

11. What I am is not different from my work.     (   ) 

12. I can achieve the things that I consider important in my life through  

my work.         (   ) 

PLEASE RE-CHECK AND MAKE SURE THAT ALL THE STATEMENTS 

HAVE BEEN ANSWERED 

 



Section-C 

Instruction:- Please, answer the following statements in the same manner as given in 

Section-B. 

 

1. I have to do a lot of work in this job      (   ) 

2. The available information relating to my job-role and its  

outcomes are vague and insufficient.      (   ) 

3. My different officers often give contradictory instructions  

regarding my works.        (   ) 

4. Sometimes it becomes complied problem for me to make adjustment  

between political/group pressures and formal rules and instructions. (   ) 

5. The responsibility for the efficiency and productivity of many employees 

 is thrust upon me.        (   ) 

6. Most of my suggestions are heeded and implemented here.   (   ) 

7. My decisions and instructions concerning distribution of assignments  

among employees are properly followed.     (   ) 

8. I have to work with persons whom I like.     (   ) 

9. My assignments are of monotonous nature     (   ) 

10. Higher authorities do care for my self respect.    (   ) 

11. I get less salary in comparision to the quantum of my labour/work.  (   ) 

12. I do my work under tense circumstances     (   ) 

13. Owing to the excessive work load I have to manage with insufficient  

number of employee and resources.      (   ) 

14. The objectives of my work-role are quite clear and adequately planned. (   ) 

15. Officials do not interfere with my jurisdiction and working methods. (   ) 



16. I have to do some work unwillingly owing to certain group/political  

pressures.         (   ) 

17. I am responsible for the future of a number of employees.   (   ) 

18. My co-operation is frequently sought in solving the administrative or  

industrial problems at higher level.      (   ) 

19. My suggestions regarding the training programmes of the  

employees are given due significance.     (   ) 

20. Some of my colleagues and subordinates try to defame and malign me as  

unsuccessful.         (   ) 

21. I get ample opportunity to utilize my abilities and experience  

independently         (   ) 

22. This job has enhanced my social status.     (   ) 

23. I am seldom rewarded for my hard labour and efficient performance (   ) 

24. Some of my assignments are quite risky and complicated.   (   ) 

25. I have to dispose off my work hurriedly owing to uncertainty  (   ) 

26. I am unable to perform my duties smoothly owing to uncertainty and  

ambiguity of the scope of my jurisdiction and authorities.   (   ) 

27. I am not provided with clear instructions and sufficient facilities  

regarding the new assignments trusted to me.    (   ) 

28. In order to maintain group-conformity sometimes I have to do/produce  

more than the usual.        (   ) 

29. I have the great responsibility for the progress and prosperity of this  

organisation.         (   ) 

30. My opinions are sought in framing important policies of the 

 organisation/department.       (   ) 



31. Our interests and opinions are duly considered in making appointments  

for important posts.        (   ) 

32. My colleagues do co-operate with me voluntarily in solving  

administrative and industrial problems.     (   ) 

33. I get ample opportunity to develop my attitude and proficiency properly. (   ) 

34. My higher authorities do not give due significance to my post and work. (   ) 

35. I often feel that this job has made my life cumbersome   (   ) 

36. Being too busy with official work, I am not able to devote sufficient time  

to my domestic and personal problems.     (   ) 

37. It is not clear that what type of work and behaviour my higher  

authorities and colleagues expect from me.     (   ) 

38. Employees attach due importance to the official instructions and formal  

working procedures.        (   ) 

39. I am compelled to violate the formal and administrative procedures  

and policies owing to group/political pressures.    (   ) 

40. My opinion is sought in changing or modifying the working system  

instruments conditions.       (   ) 

41. There exists sufficient mutual co-operation and team spirit among the  

employees of this organisation/department.     (   ) 

42. My suggestions and co-operation are not sought in solving even those  

problems for which I am quite competent.     (   ) 

43. Working conditions are satisfactory here from the point of view  

of our welfare and convenience.      (   ) 

44. I have to do such work as ought to be done by others.   (   ) 

 



45. It becomes difficult to implement all of a sudden the new dealing  

procedures and policies in place of those already in practice.  (   ) 

46. I am unable to carry out my assignment to my satisfaction on account  

of excessive load of work and lack of time.     (   ) 

 

 

PLEASE RE-CHECK AND MAKE SURE THAT ALL THE STATEMENTS 

HAVE BEEN ANSWERED 

 

Section D 

Instructions- Please, read the following questions carefully and answer them by encircling 

the one of the two provided options i.e- ‘Yes’ or ‘No’, according to your own choice. 

 

1. Do you feel anxiety or problem while addressing people or during discussions?   Yes     No 

2. Do you find it difficult while speaking to strangers?      Yes     No 

3. Does it worry you for a long time, if somebody insult you?     Yes     No 

4. Are you bothered by work related dreams?       Yes     No 

5. Do you feel you are alone/lonely?        Yes     No 

6. Do you think you get anxious or disturbed very quickly?     Yes     No 

7. Is your mind so preoccupied with thoughts that you are not able to sleep properly.  Yes     No 

8. Have you ever felt like committing suicide?       Yes     No 

9. Are you often worried about your mistakes?       Yes     No 

10. Have you experienced the guilt feeling because of masturbating?    Yes     No  

11. Are you worried by the thought that people might make fun of you in the organization?    Yes     No 

12. Are you afraid of taking responsibility?       Yes     No 



13. Do you feel uncomfortable or bored quickly when with the other people?   Yes     No 

14. Do you worry that something bad will happen in future?     Yes     No 

15. Do you experience increase or decrease in your happiness or sadness without reasons? Yes     No 

16. Do you become uncomfortable when embarrassed?       Yes     No 

17. Do you often indulge in fantasies?        Yes     No 

18. Have you ever been ill because of giddiness?      Yes     No 

19. Do you give up very easily or except defeat easily?      Yes     No 

20. Does your interests change very quickly?       Yes     No 

21. Do you cry easily?          Yes     No 

22. Do you face difficulty in making friends?       Yes     No 

23. Does your heart become so much disturbed/unhappy that you even forget what  

 you are doing?          Yes     No 

24. Do you feel irritated by many things around you?      Yes     No 

25. Do you often find yourself under stress?       Yes     No 

26. Do you often curse your luck?        Yes     No 

27. Do you often feel alone?         Yes     No 

28. Do you find it difficult to talk or express yourself in the organization?   Yes     No 

29. Are you often worried?         Yes     No 

30. Does an irrelevant thought disturb your mind again and again, leaving you in distress? Yes     No 

31. Do you often find yourself depressed or lazy?      Yes     No 

32. Do you feel embarrassed about your looks?       Yes     No 

33.  If you witness accident do you rush to help people?      Yes     No 

34. Do you suffer from “inferiority complex”?       Yes     No 

35. Do you find yourself unable to take decisions regarding any act in the given time limit? Yes     No 

36. Do you experience change of mood without any evident reason?    Yes     No 



37. Do you get disturbed of the thought that people are watching you?    Yes     No 

38. Do you often face stomach upset or digestive problem?     Yes     No 

39. Do you feel that you do not have any true friend?      Yes     No 

40. Do you think that you always fail to complete/accomplish your work/task?   Yes     No 

 

 

 

PLEASE RE-CHECK AND MAKE SURE THAT ALL THE STATEMENTS 

HAVE BEEN ANSWERED 



Please, furnish the following information: 

 

 

 

(i) Sex………………………………………………………………………….. 

(ii) Age……………………………………………………………………………... 

(iii) Birth Order …………………………………………………………………….. 

(iv) Qualifications…………………………………………………………………... 

(v) Designation…………………………………………………………………….. 

(vi) Grade…………………………………………………………………………… 

(vii) Total Experience……………………………………………………………….. 

(viii) Experience in the present position……………………………………………... 

(ix) Salary (Basic)…………………………………………………………………... 

(x) Gross…………………………………………………………………………… 

(xi) No. of dependents……………………………………………………………… 

(xii) Marital Status…………………………………………………………………… 

(xiii) Family Type (Joint/Nuclear)…………… …………………………………. 

(xiv) Place of work…………………………………………………………………... 

If you wish to suggest for improvement of your job/organisation.  Please do write here. 

 

  ---------------------------------------------------------------------------------------------------------------

  ---------------------------------------------------------------------------------------------------------------

  ---------------------------------------------------------------------------------------------------------------

  ---------------------------------------------------------------------------------------------------------------

  --------------------------------------------------------------------------------------------------------------- 

 

 

THANK YOU VERY MUCH 
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