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 “He who loses his temper is no longer a policeman.”  

                                                                          (Mahatma Gandhi) 

In every community, LAWS exist to regulate society. Within 

society, it is usually the police who ensure that these laws are 

enforced. As we all would agree, police is one Department in our 

society, which affects the lives of practically each and every 

individual, whether on account of law and order or crimes or simple 

movement on the road.  There is hardly a day when we do not hear 

about police excesses, police failures or police misbehaviour in this 

country. Collectively as an organisation and individually as members 

of the organization the police come in for severe criticism in the 

media, in the orders and judgments of courts and by various 

organised sections of society. Whenever we think of police, more so in 

Indian context, a sharp negative image generally overshadows the 

human cognitions. One thinks of brutality, corruption, high 

handedness and highly politicized functionary.   

The police in India is at cross roads today. There is growing 

demand from people for proactive, professional and people-friendly 

policing. However, because of the constraints imposed by an archaic 

legal system as well as several other systemic problems, police 

organizations are not able to meet the expectations of people even in 

a limited way. The ever-deteriorating image of the police is in turn 
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contributing to their effective functioning. Many problems of police 

cannot be solved without addressing the basic causes, which are 

systemic in nature. However, a substantial improvement in the 

functioning of the police can be brought through proper training and 

development of police personnel (Sastry, 2001).  

Training has been defined as a conscious effort to improve and 

increase knowledge, skill and attitude of an individual in a desired 

direction. The object of training is not only to develop the 

professional skill of an individual for the performance of duties in the 

assigned job, but also to improve his capacity for shouldering greater 

responsibilities. Unfortunately, though the crucial and transforming 

role of the training is acknowledged by one and all, there has not 

been any sustained or meaningful endeavour to improve the scope 

and quality of police training. This is a crowning pity. 

Actually no worthwhile improvement in the training of police 

officers and men will be possible and training will remain a ritual 

unless capable and conscientious officers are brought in the training 

institutions. But in many training institutions, the trainers who 

should hold pivotal positions there feel disenchanted and 

demotivated. Instruction in most of the police training schools and 

colleges is based largely on the use of lecture method. There is acute 

paucity of books, training materials and aids. Very few educational 

films have been produced in India on police training. 

Most of the police training institutions have no research base. 

Research is absolutely necessary in police training institutions so 

that they remain intellectually vibrant and up-to-date in their 

knowledge of the problems. Without a research cell under competent 

instructors it is not possible for the training institutions to take note 
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of the changing situations and draw up realistic training 

programmes.  

The syllabi of the police training institutions are heavily 

weighted in favour of outdoor activities, and knowledge of skills 

relating to human relations, man-management and higher 

administration receive little attention in the training programmes 

(Sen and Saxena, 1994). 

 Of all agencies in the criminal justice system, the police are the 

most highly regarded by the public (Howitt, 1998) irrespective of 

objective evidence about performance (Christiansen et al., 1982).  

Police officers are work organisations. Thus, potentially, there is a 

strong role for psychology with the police as with any other 

organisation.  In other words, police psychology could be construed 

as merely a sub field of Organisational Psychology. According to 

Ainsworth (2000), psychologists working with the police fulfil much 

the same role as organisational psychologists in any organisation.  

There are a number of psychologists whose work is primarily in the 

criminal justice system, which includes the police, criminal courts, 

prisons and other organisations responsible for dealing with the 

criminals. 

Police Psychology is one of the major applied components of 

Forensic Psychology. Wrightsman (2001) defines Forensic Psychology 

as… "any application of psychological knowledge or methods to a 

task faced by the legal system". The field of Forensic and Criminal 

Psychology is not now fixed with its foci, boundaries and future 

clearly defined.  It is an evolving field that will inevitably change the 

employment of psychologists as personnel within different 

components of the criminal justice system. There are a number of 

police works that can be improved with contributions from forensic 
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and criminal psychologists. Police selection, behavioural training and 

stress are typical examples. 

1.1  HISTORY OF POLICE 

 The Latin word “Politia”, the Greek word “Polis”, the Spanish 

word “Policia” and the French word “Police” sound more or less 

similar in pronunciation. The word Police is derived from all these 

words, which mean citizenship, government, capital and city. The 

rulers in the different ages sought the service of a group of people in 

order to keep law and order, to prevent crimes, to find out criminals, 

to execute punishment, to ensure law, discipline and morality, and 

to provide security among the subjects. In a broad sense such 

caretakers evolved into police force in later ages. (Sandhya,  2001). 

 The police are one of the most powerful occupational groups in 

society.  This was not always so. In the earliest human societies, 

there were no police, people simply banded together to enforce 

kinship-based rules (Robinson et al., 1994). As society evolved 

however, state power emerged, and with it came formal police 

systems (Michalowski, 1985). By 1829, with the creation of London 

Constabulary, policing became not just formalized but 

professionalized. The social developments that accounted for the 

shift from no police to a professional police force are instructive 

(Maguire & Radosh, 1999). 

1.1.1 History of Police in India 

The police in India is as old as the nation herself. Its origin 

may be traced to the feudal obligation of the land owners to 

maintain, by means of underpaid and disorderly rabble the 

semblance of order on their estates. The   indigenous system of 

police, based upon the responsibility of the landholders or the village 
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communities were gradually modified by the progressive intervention 

of the state. A popular belief is that the Indian Police System is a 

creation of the British rule in India but a study of the ancient Indian 

history shows the origin and development of the law enforcement 

institutions since the Vedic period. Kautilya, who established an 

elaborate system of policing and laid down several grades of 

bureaucracy, could rightly be called the father of the modern concept 

of police.  

The first hundred years of British rule in India saw a number 

of remarkable changes in the system of criminal justice 

administration. With the East India Company’s interference in the 

country’s administration, laws were revised to suit the imperial 

needs. Warren Hastings suggested the first major amendments in 

1772, when he prepared a detailed note indicating the remedial 

measures necessary to maintain law and order in Bengal. His report 

was later amended from time to time but the basic features are still 

discernible. 

History of modern Indian Police can be traced back to 1861 

when the Indian Police Act was passed. Basic powers and functions 

and structure of Kerala Police as also other states can be attributed 

to this Act and IPC, CrPC etc. enacted during the British Regime. The 

Act of 1861 was based on the draft bill submitted by Commission of 

1860. Objective before the commission of 1860 was to set up civil 

constabulary primarily to enable reduction of the strength of "Native 

Troops" of Army to the minimum required for the occupation of the 

country. In 1857, the Mutiny or war of independence, in which 

native troops were involved, had occurred.  This called for curbing 

the strength of the native troops.  Also the question of economisation 

was involved. The proposed constabulary was expected to be an 

economically viable substitute for the Military Police, and less 
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dangerous too. The Commission said - "It is economical to substitute 

an organized civil policeman for a Military policeman who is a native 

soldier, if the former can do the work required to be done, in as 

much even as a highly organised civil constabulary cost much less 

than Military police. Then, it must be remembered that an organised 

policeman, though trained to arms, does not generally carry or 

possess arms. Politically, therefore, while he is more useful he is less 

dangerous than a Military policeman, who is really a Native Soldier" 

(National Police Commission, 1860). 

 The role envisaged by British for the civil constabulary was to 

maintain internal tranquillity, protect life and property, prevent and 

detect crime, to furnish guards for public properties and public 

installations like jails, treasuries etc. and to perform a variety of civil 

duties.  In order to keep the civil constabulary firmly under control, 

this was put "at the disposal of the Magistrate".  

 The intentions of the British were quite clear.  To them police 

was to be an instrument of control of a colony, rather than a means 

to secure the people at large.  In this scheme of thing therefore, 

courtesy, good behaviour and decency had not much of a place. 

 The British legacy, unfortunately, got too much entrenched in 

the Indian Police System. Even in the post-independence period, the 

police have not been able to shed the image of an agency of 

repression, misbehaviour and harassment, to the people. As a result, 

an average policeman, to borrow August Vollmores' expression, "is 

denounced by the public, criticized by the preacher, ridiculed by the 

movies, berated by the newspapers and unsupported by the 

prosecuting officers and judges. He is condemned while he enforces 

the law and dismissed when does not.  He is supposed to possess the 
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qualifications of soldier, doctor, lawyer, diplomat, and educator…" 

(Mathur, 2001). 

1.2 KERALA POLICE - ORGANISATIONAL STRUCTURE AND 

VARIOUS WINGS OF THE DEPARTMENT  

  Police forces are Government organisations charged with the 

responsibility of maintaining law and order. The police may also be 

known as a constabulary, after constables, who were an early 

manifestation of police officers. 

 Kerala Police is an approximately 42,000 strong police force of 

the state of Kerala in the Republic of India, serve a population of over 

31.8 million residing in five cities, 53 municipal towns, and 1452 

villages spread over an area of 38,863 square kilo meters with an 

average population density of 819 per square kilo meter. Of this, 

about 8.2 million people live in urban areas and 23.6 million live in 

rural areas.  

The Kerala police, like other state police forces in India, is 

headed by an officer of the rank of Director General of Police (DGP). 

Most of the senior officers of the force belong to the Indian Police 

Service (IPS). The IPS is a direct descendant of the Imperial Police of 

the colonial days. DGP is assisted by a number of staff officers who 

help him in discharge of duties. The staff officers are basically in the 

rank of ADGP/IGP/DIG/SP and various other subordinate staff such 

as, DySPs, CIs, SIs, HCs and PCS. There is a large number of 

ministerial staff looking into various aspects and subjects to help the 

police. 

Development of any society needs protection by the police. 

Through various branches, the police play effective role in 
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maintaining the rule of law and justice. The following are the 

branches of the Kerala Police.  

1.2.1 General Executive Branch (Local Police) 

The duty of the police is to help secure a safe and just society 

in which the rights and responsibilities of individuals, families and 

communities are properly balanced. The main objectives of the police 

are to (1) promote safety and reduce disorders, (2) reduce crime and 

the fear of crime and (3) contribute to delivery of justice, which 

secures and maintains public confidence in the rule of law. 

 Keeping the above aspects in view, the general executive 

branch (local) of police is associated with the general public in their 

day-to-day life. They function with the object of safeguarding the life 

and property of the people and providing them adequate security by 

preventing crimes. Functioning of the general executive branch is 

always under scrutiny by the public in all aspects because the state 

has a responsibility to provide a standardized and comprehensive 

police service which makes the public feel safe.  

 Thus, the executive branch is a mirror which reflects public in 

the primary functions of the police, bringing offenders to justice, 

fighting or preventing crimes, upholding the laws, protecting and 

helping the needy and reassuring the public of their safety. It is very 

important to note that the executive branch carries out these 

responsibilities through 440 police stations of 17 police districts.  

1.2.2 Hi-Tech Crime Enquiry Cell 

At present, there is only one formal set up relating to handling 

of cyber crime and other techno based crimes in Kerala police that is 

known as Hi-Tech Crime Enquiry Cell (HTCEC) located at police 

headquarters.  It comprises of highly trained personnel who have 
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been trained in Cyber Forensics.  They are equipped with the state-

of-the-art hardware and software to handle any kind of cyber crime.   

1.2.3 Special Branch CID  

The Special Branch CID, headed by an officer of the rank of 

Additional Director General of Police and assisted by an IGP and two 

DIGs, has two divisions, namely, Intelligence and Security. The 

functioning of the intelligence division is classified. The security 

division is responsible for the protection of VIPs and other protected 

persons. It monitors and coordinates the security arrangements with 

the district police units in Kerala when VIPs visit this state.  

1.2.4 Crime Branch CID 

The Crime Branch CID, a specialist unit headed by an officer of 

the rank of Additional Director General of Police and assisted by an 

IGP and two DIGs, is responsible for the investigation of especially 

complicated cases, heinous crimes or sensational cases. It also 

investigates communal riot cases and cases involving counterfeit 

currency and passports/visas.  

1.2.5 Armed Police Battalions  

Kerala Police has got eight battalions of the so-called armed 

police. It does not mean that the district police are unarmed. 

Functionally, the armed police battalions serve as reserve force to be 

deployed whenever and wherever the district police fall short of 

manpower in the maintenance of law and order. When so deployed, 

they function under the control of the district police officers and are 

returned to their camps as soon as the requirement is over. Unlike 

district police, they are not permitted to undertake crime 

investigation work.  
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1.2.6 Kerala Police Academy  

 The training establishment of Kerala Police has come a long 

way since the Police Training School of Travancore state in 1882 and 

the Police Training College at Thiruvananthapuram (Trivandrum) 

that has been in existence since 1943. 

 Kerala Police Academy (KEPA) is situated in Thrissur (Trichur), 

that began functioning in May 2004. The Academy runs full-term 

basic courses for sub-inspectors, constables, women constables, 

drivers and telecommunication wing constables. It also runs short-

term courses and in-service courses for various ranks. Spread over 

an area of 348 acres (1.4 km²), the Academy is designed to have a 

capacity of training 1950 trainees of various ranks (1500 constables, 

400 officers and 50 women constables) at a time, which is one of the 

highest in India. Built at a cost of Rs. 220 million, the Academy has 

indoor training facility to train 1200 people at a time, a main parade 

ground of 7.5 acres and a sports complex ground of 3.5 acres. The 

Academy has got a 300 yards firing range. The MT school of the 

Academy can train 300 drivers at a time. There is also a police dog 

training center and kennel which can train 18 dogs at a time. 

 KEPA is the main training centre of Kerala Police.  The 

Academy will cater to the training needs of all officers of Police 

Department including IPS officers. Kerala Police Academy gives 

training in Management, Traffic, Communication, Computers, 

Swimming, Driving, Transport and Forensics.  Seminars and 

workshops on topics of current relevance are conducted.  

KEPA is conscious of the challenge of transforming police 

training to suit the needs of a modern democratic society.  Kerala 

Police Academy is about to revise both the content as well as the 

methodology of police training.  Every person who joins Kerala Police 
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will undergo basic training here at the Kerala Police Academy.  Every 

trainee will be taught how to handle and use a computer;  how to 

drive a jeep and motor cycle; drill and musketry;  handle and use of 

wireless set;  to write reports;  to be properly sensitized to the special 

need of women and children;  to know much about different kinds of 

weapons and explosives;  to handle traffic safety matters; to acquire 

the skills and knowledge regarding Forensic Sciences;  to 

communicate properly on telephone;  to swim under field conditions;  

to communicate with different groups in a non-offensive manner to 

be proficient in unarmed combat.   

A Forensic Science Lab is here to give training in “Scientific 

Aids to Investigation”. The Model Police Station in the Academy is a 

true replica of an actual police station and help trainees in role-play. 

This will also be a mock police station for trainees and the academy 

community.  

Training for other Departments like Excise, Forest, Fire force, 

Motor Vehicles etc., is also conducting in Academy. 

1.2.7   State Crime Records Bureau  

The State Crime Records Bureau (SCRB) is headed by an IGP 

who is assisted by a DIG and three Superintendents of Police. There 

are five divisions of the SCRB. 

1. Police Computer Centre 

2. Police Telecommunications 

3. Criminal Intelligence Bureau (State Crime Records Bureau) 

4. Finger Print Bureau 

5. Photographic Bureau 
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The Police Computer Centre is responsible for computerization 

of the department and development of analytical software for their 

special requirements. 

The Police Telecommunications unit is responsible for 

maintaining the wireless network of the department. Presently the 

wireless communication is based on VHF, HF and satellite. The unit 

also maintains dedicated Wide Area Network. 

The Criminal Intelligence Bureau (State Crime Records 

Bureau) maintains and analyzes crime statistics in the state. 

1.2.8 Forensic Science Laboratory  

 Kerala Police has got a small but relatively well-equipped 

Forensic Science Laboratory (FSL) since 1961 at 

Thiruvananthapuram (Trivandrum). The Forensic Science Laboratory 

consists of eight Divisions, namely, Ballistics, Biology, Serology, 

Chemistry, Explosives, Documents, Documents (Civil), and Physics. 

A Director is the Head of the FSL and he is assisted by two Joint 

Directors. Each Division has one Assistant Director and a Scientific 

Assistant. There are mobile FSL units in every district.  

1.2.9 Assistance To NRIs / NRKs  

 As far as help to NRIs and NRKs are concerned, it can be 

stated that a large number of Keralites work abroad or even live 

abroad, and there is a consistent contact of these persons with their 

own and near and dear ones back in the state.  They also run 

business and own properties in the State.  During their time of 

distress, they can also contact the Police Station by talking over 

Telephone.  Numbers of the SHOs or Inspectors or DySPs or even the 

SP/CP concerned are available in this site.  Apart from that if they 
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feel that they can send complaints.  They can do so by sending email 

to the concerned Officer or to the DGP.   

1.2.10 Motor Transport Wing  

Police department requires the back up and support of a large 

fleet of vehicles to have proper mobility. Reaching a spot of 

disturbance, attending to distress calls, etc. will necessitate proper 

vehicles. A number of vehicles over the period of time have been 

inducted to the Kerala Police. At present, the Kerala police have got a 

fleet of 402 buses, 1786 jeeps and 127 cars etc. Each district is 

having a distinct MT wing managed professionally. Further there are 

certain police stations located in water logged areas of Alleppey, 

Kottayam and Ernakulam districts.  These Police stations have been 

provided with speed boats which generally on the back waters.  

1.2.11 Highway Police & Highway Alert  

This system was introduced in the Kerala Police with the 

objectives of controlling traffic, enforcement of Traffic Laws, 

prevention of road accidents, providing immediate attention and 

assistance to victims of accidents, handling of law & order issues, 

and enforcement of laws on highways, etc. The highway patrol 

system has 30 base stations (police stations) on highways. Each 

highway police vehicle is assigned an ‘operational area’ and a base 

station. The officers and men are deployed for duty in the Highway 

Police from various police stations in the district, and they perform 

duties in three shifts. Each shift is of 12 hours duration and one 

shift is on rest.  

1.2.12 Coastal Police  

 Coastal Police, as the name suggests, will be on the coast. 

Government of India, as a part of a scheme, has sanctioned 8 
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Coastal Police Stations in the State. These coastal police stations will 

basically look after the security of the coasts and conduct patrolling 

in the sea up to 5 nautical miles. The cases reported on the sea (in 

the territorial waters) will be investigated by the coastal police.  

1.2.13 Mounted Police   

The mounted police are normally used for ceremonial 

purposes. Of course, there is a provision to hire mounted police even 

by private persons for various occasions. But, it is hardly done 

considering various other factors.  The mounted police is also used in 

Thiruvananthapuram City for doing night patrolling and sometimes 

they are also taken out to attract people and to establish good police 

- public relationship. Recently, as part of a scheme, the mentally 

retarded children of certain homes were also given training on horse-

riding by the mounted police for their mental development. 

1.2.14 Dog Squad  

Dogs are not only the best friends of common people but they 

also do excellent professional work and help the police. There are two 

types of dogs employed by police; i.e. ‘tracker’ dogs which track 

criminals and ‘sniffer’ dogs which detects explosives, narcotics etc. 

Kerala Police, like other police forces, also has an exclusive dog 

squad. Every police district is having a kennel having a few dogs both 

‘tracker’ as well as ‘sniffer’.  

1.2.15 Police Band 

There are 8 police bands in the State. 7 of them are with the 7 

Battalions of Armed Police whereas one band is with AR Camp of 

Thiruvananthapuram City.  These bands are used in ceremonial 

purposes and also for police functions and State functions.  These 

bands can also be hired by private persons and private organisations 
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as per the government rules on payment basis with certain 

conditions.  Sometimes, police bands perform at prominent places to 

boost police - public relationship.  

1.3 THE COMMUNITY POLICING 

The police forces in democratic countries have proved the 

importance of the co-operation of the public in improving the 

efficiency of the functioning of the police. The concept of community 

policing came about as a refreshing breakaway from the faceless 

policeman approach to the good old friendly neighbourhood security-

service provider. The basic ingredient in the community policing 

concept is that the community should be made the real partner of 

police. The basic idea is to narrow down the gap between the public 

and the police where more openness, transparency and improvement 

in the police image is sought. This makes community policing 

forward-looking and futuristic. It envisages that the house is in 

order, organized better and structured in such a fashion where 

effective team building occurs (Jha, 2004).  

The effects of the implementation of community oriented 

policing (COP) on police personnel job satisfaction remain a subject of 

considerable controversy. Although the dramatic changes associated 

with COP programmes and the implementation of practices reflecting 

a COP philosophy commonly introduce uncertainty and insecurity in 

police agencies, a number of single-jurisdiction case studies of COP 

adoption have reported positive effects on police employee job 

satisfaction among officers engaged in COP activities.  In a study of 

Brody et al. (2002), it was evident that there are positive effects on the 

mean job satisfaction levels for police officers attributable to the 

implementation of COP. The study was conducted among a cross-

section of local government employees from 12 local government 
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jurisdictions by using survey and archival data on job satisfaction. It 

was found that (a) police personnel in high COP implementation 

agencies report higher job satisfaction than police personnel in other 

agencies, and (b) the ubiquitous job satisfaction gap between police 

and non-police personnel in local governments is closed by the 

systematic adoption of COP. 

In examining community policing by studying law enforcement 

practices in rural areas, Weisheit and his colleagues (1994) utilized 

data that were based on a larger research project on crime in rural 

areas. In this particular article, the authors interviewed 6 rural 

sheriffs and 28 police chiefs from small towns. Only 13 interviews, or 

18%, were actually face-to-face; the rest of the interview data were 

collected by telephone. The authors point out that this was an 

exploratory study that focused on finding police administrators from 

the widest range of social and physical environments, due to their 

understanding of the varied differences across rural areas. Weisheit et 

al. focused their interviews on police managers in 18 states who were 

identified as predominantly rural and looked for common themes 

among the various organizations. The authors point out the irony of 

researchers historically looking at large city police departments for 

examples of community policing involvement, when they have rarely 

looked to small town and rural police for ways to make police more 

effective and responsive using the community policing model. 

Establishing and maintaining mutual trust is the central goal 

of community partnership. Trust will give the police greater access to 

valuable information that can lead to the prevention of and solution 

of crimes. It will also engender support for police activities and 

provide a basis for a productive working relationship with the 

community that will find solutions to local problems. 
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Kerala police has implemented such programmes from time to 

time. It has been decided to implement the Community Policing 

Security Programme as the official programme of the Kerala Police. 

The programme is named ‘Janamaithri Suraksha Programme’. 

Considering the area having 500 homes as a unit, the 

jurisdiction of a police station may be divided in to several 

community policing beats. One beat area should not exceed 3 sq. 

kms. That is, the beat officer should be able to cover each 

community-policing beat with in one beat time. For example as a 

postman performs his duty of a post office area every day, the beat 

officer should be able to visit his beat area to ensure the security of 

the people of his region. 

Kerala has successfully implemented many community 

policing schemes years back.  Some of the examples are enumerated 

below. 

1. Complaint Card System – Traffic police print complaint cards 

and distribute among the public.  The public could directly 

address the City Police Commissioner / Supdt. of Police 

through these cards.  The system was first introduced by the 

then City Police Commissioner, Calicut City in 1980.  Even 

now the Taxies and autorickshaws in Calicut City are well-

known for the polite behaviour and people friendly culture.  

This could be inculcated among the autorickshaw and taxi 

drivers through the complaint card system and proper 

education of the drivers.  

2. Residential Associations – Neighbourhood watch schemes with 

the help of residential associations have been successfully 

implemented in Trivandrum City, Kollam, Kozhikode etc.  
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3. Traffic Warden System – Volunteers who are trained in traffic 

duty are put to help the traffic police in traffic control. This has 

been successfully implemented in many cities of Kerala.  

4. Social Service – All the three cities in Kerala and Thrissur and 

Kollam Districts have Family Counselling Centres which are 

highly successful.  The Kollam District is also having a Victim 

Liaison Cell namely KRIPA. Since many years police have been 

helping the public in construction of roads, in getting drinking 

water etc which has won the applaud of the public.  

5. Prepaid Autorickshaw Hiring System - This has been 

successfully implemented in cities like Trivandrum, Kochi, 

Kollam etc.  

6. Crime Stopper System – The public can give information to the 

District Police by ringing up a Toll Free No. 1090 through out 

the State of Kerala. This was appreciated by the National 

Human Rights Commission, and the National Human Rights 

Commission advised all other states to introduce this system.  

1.4 RECRUITMENTS 

Kerala follows a unique system of recruitment, so far as 

recruitment of the Sub Inspectors (Local, Armed Reserve, and Armed 

Police Battalion) and the Police Constables (except Technical/Semi-

technical Categories like, Drivers, Band PCs, Carpenter PCs, etc). 

According to the recruitment methodology, the Sub Inspectors in all 

the three categories are recruited by the Kerala Public Service 

Commission (KPSC). In the case of constables also, the recruitment 

is also done by the KPSC. 

In the case of police constables, the vacancies are reported to 

the Kerala Public Service Commission from the Armed Police 
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Battalions, and in the case of Sub Inspectors, from the Police 

Headquarters. On the basis of the same, the KPSC on notification, 

receives applications from qualified candidates and selects them 

through competitive written test, physical test and interview. In the 

case of police constables, only written test and physical test are 

carried out. The candidates are appointed on the basis of rank lists 

prepared by the Public Service Commission. 

1.5 POLICE TRAINING 

There is nothing training cannot do. Nothing is above its reach. It 

can turn bad morals to good; it can destroy bad principles and 

recreate good ones; it can lift men to angelship. (Mark Twain) 

Training today has irrevocably turned towards the ideal of 

integrating work and life. In such integration, trainee is the king. In 

terms of training, the acceptable trend worldwide is training through 

direct integration of the workplace variables. To sum up in the words 

of Warren Bennice, “the acronym for today’s organization is no longer 

COP (control, order, predict). It is more like ACA (align, create, 

adapt). 

The fundamental principle of police training is to provide the 

prospective police officer with the requisite knowledge and skills, 

backed with the right attitude, to be able to do his job efficiently and 

effectively. The key to successful police force lies in post-induction 

training and periodic up gradation of skills, technological skills and 

leadership skills at all stages of the career of the individual. The aim 

of the training should be to provide a cultural change among the 

total force through value-based training, where ethical and moral 

values are also imparted.  
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The organizational culture and behaviour should be made 

conductive to nature and promote the values, which are taught in 

the training institution, the training package may include multi-level 

gender sensitive training to both women and men as a part of 

induction training to promote better understanding between men 

and women as a complementary force with a common objective. They 

should become life long learner and autonomous leaders at all levels 

of police organization. The training package should improve the 

psychological approach to crime prevention and rehabilitation or 

delinquents. The rehabilitated delinquent may perhaps become 

ambassadors of peace and security promoters.  

The police force needs to promote an organisational culture 

where the concept of reward and punishment becomes the spirit of 

functioning of the organisation. This will be needed to sustain the 

motivation level of the personnel in the organization. The physical 

fitness is important pre-requisite for the smart police force. The 

training should ensure that the physical, mental and spiritual well-

being becomes the part of the life style of police personnel. 

Our police force needs to be a friendly, corruption free, 

responsible, tolerant to ambiguity and pressure, caring for the people 

with a sense of compassion and empathy, able to create confidence 

and win over the hearts of the people, be efficient and time 

conscious, stress tolerant, mentally and physically fit and robust, 

able to provide high quality leadership potential at all levels of 

hierarchy and be a model for conduct and discipline (Abdul Kalam, 

2005). 

Rainy and Jayan (2004) conducted a study among 400 law 

enforcement trainees at one of the Kerala Armed Police Battalions.  

The content analysis of self-reports collected from the police trainees 
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revealed that they are suffering too much stress from the training. 

Often those young, highly qualified individuals who apply for the job 

(due to the high rate of unemployment in Kerala - some of those who 

currently undergo training are highly educated and even have PhDs 

and MAs in their respective field of study) face conflicting situations 

and confusing surroundings coupled with adverse conditions of life.  

Those who find it hard to hold on to their training schedule and 

those who complain about the skill oriented training face with severe 

punishments. The results indicated that those who scored high in 

stress were also high in their hostility score and those trainees were 

suffering from both the psychological and somatic health problems.  

1.5.1 The Need for Continuous Training and Development in 

Police Organizations  

 The importance of continuous training and development of 

employees in any organization cannot be overemphasized. Training a 

new entrant to the organization with the necessary knowledge, skills 

and attitudes is to undertake his job effectively. As change is a 

continuous process in every organization, employees have to 

continually upgrade their abilities in tune with the requirements of 

their job. This is only possible through continuous training and other 

developmental efforts. Continuous training and development are all 

the more important in a professional service organization like police 

where the members require specialized knowledge and skills in 

maintaining public order and investigation of cases. 

1.5.2  Why is Training and Development of Subordinates a 

Challenge Before Police Leadership? 

 Training and development of subordinates is a challenging 

task in any organization because of several complex factors involved 

in the process. The task becomes more challenging in a large service 
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organization like police wherein the officers and men need to have 

proper attitudes and skills. At present, a large number of officers and 

men join police service without the required skills and attitudes as 

appropriate ability/ psychological tests are not conducted at the time 

of entry, to assess their suitability for the job. Hence, inculcating the 

desired attitudes and developing the necessary skills after they join 

the service, through training and other developmental interventions, 

becomes a Herculean task. The issue of training and development of 

subordinates has become the most challenging task before the police 

leadership in the new millennium because of the following additional 

reasons. 

1. Increasing conflicts in the Indian society as a result of 

significant social, economic and political changes during the 

last two decades. 

2. Increasing awareness among people due to increase in literacy 

level and impact of mass media. The enormous growth of mass 

media, especially the television medium, in the post 

liberalization era and the developments in the sphere of 

Information Technology enabled people to have easy and 

instantaneous access to information. 

3. Increasing expectations of the public from the police. 

4. Declining professionalism in police. 

5. Increasing secessionist, terrorist and extremist activities in 

various part of the country and the growing inability of the 

police to contain them. 

6. Increasing sophistication in the commission of traditional 

crimes. Criminal conspiracies are now hatched in far away 

places and executed with precision with the help of cellular 

phones. 
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7. The alarming increase in highly technical crimes such as cyber 

crimes, credit card frauds, stock market scams etc., which 

require altogether different type of knowledge and skills on the 

part of the investigating officers. 

8. The growing concerns about Human Rights violations by law 

enforcement officials. 

9. Induction of large number of women in police organizations 

and the necessity to integrate them into the main stream of 

policing through appropriate training. 

10. The growing demand on police officers and men to discharge 

their duties effectively in archaic legal system with inadequate 

resources. 

11. The revolutionary technological changes that have taken place 

in the society during the last ten years and the need for police 

organizations to attune their men to the changes. 

1.5.3 Lacunae in the Present System of Training 

 Police training suffers from several lacunae at present. 

Training is not a priority area in police and senior officers scarcely 

pay any attention to it. Unlike many other organizations, attending 

refresher courses periodically is not compulsory in police and many 

officers do attend even a single in-service course in their entire 

career. Police officers working in the field, who need the necessary 

training, are treated as indispensable and are most often not spared 

by their superior officers. On the other hand, officers working in 

unimportant assignments are repeatedly nominated for several 

courses. Thus in-service training is not need-based and continuous.  

In respect of civil police constabulary, no formal system of in-

service training exists in many states. The induction courses for both 

constabulary and sub-inspectors are not designed properly, after a 
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careful analysis of the training needs. The inputs in indoor subjects 

such as Law, Forensic Sciences etc., are not updated periodically. 

There is less emphasis on imparting professional skills and 

inculcating the right attitudes required in police service. The training 

is not trainee centered and not based on adult learning principles. 

The lecture method, which has been proved to be the least effective 

method of imparting training to adults, continues to be extensively 

used in many training institutions. In outdoor training there is more 

emphasis on repetitive and mechanical drill rather than field craft 

and tactics, firing, unarmed combat etc.  

 The training institutions have become a dumping ground for 

unwanted and disinterested police personnel, who neither have the 

aptitude nor the motivation to impart quality training. Many of them 

lack integrity and the right attitudes required in police service and 

are bad role models for the trainees. The training institutions also 

suffer from lack of proper infrastructure (Sastry, 2001). 

 The importance of training for the development of human 

resources cannot be overemphasized. In today’s organizations, we 

require peak performers with a positive attitude to imbibe knowledge, 

professional skills and attitudes. They will have to work in teams for 

promoting cooperative and collaborative modes of functioning. It is 

being felt that the rate of learning in the organization should be 

greater than or equal to the changes in the external environment. 

Human resource development in the workplace is the need of the 

hour and it requires highest levels of professional competence. 

1.6  NEED AND SIGNIFICANCE OF THE STUDY 

 The human capital of an organization is a primary determinant 

of its strength and effectiveness. The police organization has its 

mainstay not so much the physical infrastructure or technological 
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inputs as the officers and men who comprise its human resources.  

It is this resource that needs to be developed to a quantitative level 

where the kit of skills is not only diverse but also which equip the 

policemen to deal and adapt to the newer challenges that are thrown 

in his way. They have a demand placed on it to be professional. 

Being professional is not just sticking to the core values and duty 

briefs as originally envisaged. It is also to continually adapt and 

change with the ever-dynamic situations and conditionalities that 

emerge in the work environment. So the available human resource 

has to be continually developed by training in new skills and new 

technology too.    

In other words, the leaders of this organization have to invest 

wisely in its human resource to provide it with the effectiveness 

required for tackling newer professional challenges – some round the 

corner and some already upon us. It has now become a question of 

professional survival. Training is the only answer. The best system of 

performance appraisal and rewards and punishment system will not 

ensure optimal skill development by itself. A sustained and well-

developed training programme can do this with tangible results. That 

is why it is said that training is the heart and soul of human 

resource development. In the police organization, this becomes a 

gospel truth because professional police work is increasingly 

becoming knowledge, skills and value oriented. 

  In order to appreciate the great challenge of fostering core 

values of professional policing and equipping police subordinates 

with knowledge and skills one must understand that more than 90 

per cent of the police organization in India comprises of officers of the 

rank of ASI or below. To paraphrase the above, it may be said that 

the constabulary is the mainstay of any police force and India is no 

exception. According to the data given in the Crime in India Report 
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1998 of National Crime Records Bureau, out of the grand total of the 

actual strength of 10,20,000 approximately, nearly 9,00,000 

comprises of  officers below the rank of ASI (in the civil police). A 

similar situation obtains in the armed police where out of the grand 

total of 2, 95,000 police officers actually present on the ground        

2, 79,000 approximately are from the ranks of ASI or below i.e., Head 

constables and Constables. 

  The above data clearly indicates that the police as an 

organization will derive its overall image from the professionalism 

played by its cutting edge officers i.e., the SHO down to the 

constabulary. That is why it is so important for the police leadership 

to realize that these subordinate officers at the cutting edge have to 

be provided with the desirable competencies – values, attitudes, 

knowledge and skills – to effectively further the core objectives of 

policing in a democratic society. It is time for the police leadership to 

recognize and formulate the agenda at hand. 

  In the context of the above, where does the Indian Police 

stand? Training and development of subordinates have never been 

the priority or thrust areas of strategic decision making in Indian 

Police hierarchies.  

 Police officers are work organisations. Thus, potentially there is 

a strong role for psychology with the police as with many other 

organizations. Police psychology consists largely of attempts by 

psychologists to try to enhance or facilitate good police practice.  The 

application of psychology to policing is a rapidly growing area in 

Western countries, but in India it is in the stage of infancy. 

 It is a matter of great concern that the concept of Human 

Resources Development does not exist at all in police organizations 

in the country, even though a ministry was created by the Govt. of 
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India nearly two decades ago, and many public and private sector 

organizations have implemented H.R.D practices since then.  Several 

problems faced by the police in the country today – lack of 

professionalism, poor morale, poor public image etc. – can be directly 

attributed to the failure to develop the human resources in the 

organization in a systematic way. 

The success of the modern police department in carrying out 

its mandate to protect and serve the public depends increasingly on 

the human relations skills of its officers. The tragic consequences of 

a break down in trust and meaningful communication between the 

police and community were evident in the civil disorders of recent 

years. Abrasive contacts between police and citizens were judged to 

be a major cause of these disorders (National Advisory Commission 

on Disorders, 1998). As the enforcer of the law, the policeman has 

become, for many in the ghettos and more recently in the colleges, a 

living symbol of all the inequities in the social system. Isolated from 

the community he is serving by the hostility of citizens resentful of 

his presence, the officer may behave in a manner that generates 

more hostility, and a vicious circle is created. 

 The significance of this for the psychological health of the 

community becomes clear when we consider the kind of work the 

officer is called upon to do. It is not routinized, mechanical work. Up 

to 90 per cent of his time on patrol is spent in handling calls of non-

criminal service nature – calls that depend on his ability to relate to 

people and resolve conflicts through employment of his interpersonal 

skills. Psychologically correct intervention, perhaps accompanied by 

an appropriate referral, can have remarkably positive effects on the 

life of the family and, as a result, on their attitude toward the Police 

Department (Bard, 1968). 
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 When one considers the shocking fact that 22 per cent of 

police deaths and 40 per cent of police injuries sustained nationwide 

are incurred as a result of calls to intervene in family disputes, the 

tremendous importance of proper handling of these contacts of police 

personnel, as well as to the mental health of the families involved, 

cannot be minimized. But whether these contacts are handled well or 

poorly depend not merely on the development of special skills, but 

also on the officer’s attitude toward this kind of work and on his 

feelings about the citizens with whom he is working (Bard and 

Berkowitz, 1968). 

How does police department prepare a man to remain cool and 

not respond in kind to the hostility he receives in the field? How does 

the department prevent the resentment the officer feels as a result of 

verbal abuse in the ghettos from being converted into bitter racism? 

How does it prepare him to handle his non-criminal contacts – with 

youth, families in crisis, neighbour disputes – in a manner that 

decreases conflicts and wins respect for the department? In recent 

years, police departments in several countries have obtained 

consultation from mental health professionals in the development of 

training programmes to answer these needs. But in India, these 

kinds of attempts are not much promoted and appreciated by the 

police higher-ups. 

Human relations training differs from other kinds of police 

training in that it is not concerned primarily with the acquisition of 

knowledge or specific skills. It is concerned rather with the officer’s 

attitudes, prejudices, reactions to stress, personal role definition, 

and feelings toward the community. These factors determine the way 

the officer relates to the citizens he encounters at work. When we say 

about human relations skills, the most important of these are 
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assertiveness, emotional intelligence and self esteem (Niederhoffer, 

1967; Mills and Bohannon, 1980). 

Assertiveness means the honesty to express one’s thoughts 

directly, beliefs openly and feelings appropriately. How many police 

officers have this quality? Perhaps, the “yes sir – no sir” culture 

prevailing in the department makes many to become less assertive or 

not assertive when they show honesty in their behaviour. In police, 

many lower level functionaries are not assertive before their 

superiors. Because of the upbringing and the existence of a peculiar 

culture in police (wherein the subordinates have to be silent before 

the superior), many subordinates do not want to (they are really 

afraid) express their legitimate and genuine views to superiors. To 

disagree with a superior officer is wrongly interpreted as impolite 

behaviour. People enjoying higher status in the police hierarchy also 

think that it is the duty of subordinates to be not assertive. Assertion 

indicates self respect and positive self image. A policeman who is 

assertive is appreciated better than who is not assertive, people will 

respect and admire him. He is rated to be a person who has values 

and self respect. Assertiveness ensures that his views get due 

consideration (James, 2001).  

The law enforcement community is constantly being 

scrutinized and criticized regarding the manner in which officers 

interact with the public that they serve. Indeed, emotional 

intelligence is at the core of policing. Research by Burnette (2008) 

indicates that functional or higher levels of emotional intelligence 

enhance a person's ability to interact effectively with others. 

Research also indicates that emotional intelligence may be learned. 

Given the nature of the policing, the potential benefit to law 

enforcement agencies employing officers with functional or high 
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levels of emotional intelligence was assumed to be a desirable 

attribute.  

People high in self-esteem claim to be more likable and 

attractive, to have better relationships, and to make better 

impressions on others than people with low self-esteem. High self-

esteem makes people more willing to speak up in groups and to 

criticize the group's approach. Leadership does not stem directly 

from self-esteem, but self-esteem may have indirect effects 

(Baumeister et al., 1996). 

Crocker and Knight (2003) argue that the importance of self-

esteem lies in what people believe they need to be or do to have 

worth as a person. These contingencies of self-worth are both 

sources of motivation and areas of psychological vulnerability. In 

domains of contingent self-worth, people pursue self-esteem by 

attempting to validate their abilities and qualities. This pursuit of 

self-esteem, we argue, has costs to learning, relationships, 

autonomy, self-regulation, and mental and physical health. 

There is a lot of interest in whether a certain type of person is 

attracted to joining the police. Personality of the police was studied 

by using the traditional personality measures by the western 

researchers. The present study attempts to explore the eastern 

concepts of personality, such as inertia, activation and stability. 

These dimensions of personality are related with the human relations 

skills such as, assertiveness, emotional intelligence and self esteem.  

On the basis of these observations, an attempt was made to 

develop a package of human relations training to enhance the skills 

of assertiveness, emotional intelligence and self esteem for recruit 

police constables based on the principles of adult learning, including 

various themes such as, improving personal and organizational 
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communication, public speaking, interpersonal relationships, team 

building, leadership and motivation, positive attitudes, conflict 

resolution, managing stress, building high self esteem, achieving 

emotional balance, developing a professional presence, etc. 

Human relations training for officers does not provide the 

whole answer to the problem of improving police community 

relations, but is nonetheless of considerable importance. A 

successful programme not only affects the attitude of the officers 

receiving the training but indirectly, by its very existence, also has a 

positive effect on the whole tone of the department. 

 The world is changing more quickly and dramatically than 

anytime in history. Police officers throughout the world face 

challenges without precedent. Never in history has the policeman’s 

job been more difficult. The days when you could take a man who 

was honest and physically superior, hand him a stick, a gun and a 

badge and make a good policeman out of him are gone forever. The 

future in law enforcement belongs to those who prepare for it.  

Police has a sorry record in public relations. Instead of making 

the public afraid of them or wary of them, they have to be more 

friendly and polite and communicative. They have to build up 

confidence in the public mind. The more the police speak without 

inhibitions the better it would be for society in general. As this is the 

phase of implementing Community Oriented Policing (COP) named 

‘Janamaithri Suraksha programme' as the official programme of the 

Kerala Police, the impact of training in human relations skills for 

police will definitely help to narrow down the gap between the public 

and the police where more openness, transparency and improvement 

in the police image is sought. 
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Machines are no substitutes for men; resources are no 

substitutes for attitudes; and the quality of human resource is 

critical to the success of human endeavours. Therefore, we commit 

ourselves to improving and transforming the human resource in the 

police and making them skilled, competent, just and humane. 

 Ensuing chapters in the thesis represent an attempt in this 

direction. 

1.7  STATEMENT OF THE PROBLEM 

The problem under study is entitled as “ASSERTIVENESS AT 

WORK: HUMAN RELATIONS SKILL TRAINING AMONG RECRUIT 

POLICE CONSTABLES - A KERALA EXPERIENCE”. 

1.8 DEFINITION OF THE KEY TERMS 

Operational definitions of the key terms involved in the title are 

explained below in order to have much precision about the study. 

1.8.1 Assertiveness 

 Assertiveness is the ability to formulate and communicate 

one's own thoughts, opinions and wishes in a clear, direct and non-

aggressive way. 

1.8.2 Training 

 Training endeavours to impart knowledge, skills and attitudes 

necessary to perform job-related tasks. It is a planned set of 

experiences designed to improve skills and job performance of 

individuals in their current positions and to prepare personnel with 

potential for advancement to more responsible positions in the 

enterprise. It embodies the concepts such as psychological growth, 

greater maturity and increased confidence. 
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1.8.3 Human Relations Skill Training 

 Human relations is a multi-disciplinary process used to 

promote and protect human physical and mental well-being through 

non-violent means, and ensure people have the opportunity to set  

and achieve constructive life objectives free from arbitrary 

discrimination. Human relation refers to all types of interactions 

among people, including their conflicts, co-operative efforts and 

group relationships.  

Human relations skill training differs from other kinds of 

training in that it is not concerned primarily with the acquisition of 

knowledge or specific skills. It is concerned rather with the officer’s 

attitudes, prejudices, reactions to stress, personal role definition, 

and feelings toward the community. 

1.8.4 Recruit Police Constables 

 Recruit police constables are the police trainees in the civil 

constabulary undergo the basic police training for nine-months in 

the Kerala Police Academy. They are recruited from all districts of the 

Kerala State. Police constables or the policemen are the officers of 

the most junior rank in the police organisational hierarchy, whose 

job is to keep public order, prevent and solve crimes, etc.  

1.9 OBJECTIVES OF THE INVESTIGATION 

1.9.1 Broad Objectives 

1.9.1.1  To identify and explore the various psychological   insights 

utilize in the police force 

1.9.1.2 To develop and implement the package of the human 

relations skill training for the recruit police constables and 

to evaluate its efficacy 
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1.9.2 Specific Objectives  

1.9.2.1 To identify and explore the various psychological insights 

utilize in the police force 

1.9.2.2  To identify the stressors in police training 

1.9.2.3 To understand the general health problems faced by the 

police trainees during training  

1.9.2.4 To critically examine the syllabi of the basic training course 

for recruit police constables 

1.9.2.5 To assess whether human relations skill training is needed 

in the police training curricula 

1.9.2.6  To elicit the responses of the recruit police constables, 

senior police officers and public on the desirable 

personality traits and skills needed for effective police 

personnel.  

1.9.2.7     To explore the psychological variables, such as the type of 

personality, emotional intelligence, assertiveness and level 

of self esteem among the police trainees. 

1.9.2.8 To find out whether there exist any relationship among the 

psychological variables, such as personality dimensions 

(inertia, activation and stability), assertiveness, emotional 

intelligence and self esteem among the recruit police 

constables 

1.9.2.9 To find out the main and interaction effects for the 

variables, emotional intelligence and self esteem on 

assertiveness among the police trainees 
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1.9.2.10 To find out the main and interaction effects for the 

variables, personality dimensions, emotional intelligence 

and educational qualification on assertiveness among the 

police   trainees  

1.9.2.11 To find out the main and interaction effects for the 

variables, personality dimensions, various levels of self 

esteem and educational qualification on assertiveness of 

the recruit police constables 

1.9.2.12 To find out the main and interaction effects for the 

variables, personality dimensions, emotional intelligence 

and gender differences on assertiveness among the police 

trainees  

1.9.2.13 To find out the main and interaction effects for the 

variables, personality dimensions, self esteem and gender 

differences on assertiveness among the police trainees  

1.9.2.14  To prepare and develop the package of human   relations 

skill training among the recruit police constables 

1.9.2.15 To execute and to test the efficacy of the newly developed 

intervention strategy to enhance human relations among 

the recruit police constables 

1.9.2.16 To evaluate the formative and overall outcome of the    

training programme in terms of trainees’ reaction (how well 

trainees liked the training), learning (what principles, facts 

or skills were learned), behaviour (what were the resulting 

changes in job behaviour) and results (what were the 

tangible results from training) 



 

 

Introduction   36 

1.10 HYPOTHESES 

Upholding the objectives mentioned above, the following 

hypotheses have been formulated. 

1.10.1  There will be significant relationship between 

assertiveness, self esteem, emotional intelligence and IAS 

personality traits. 

1.10.2 There will be significant difference between the 

classificatory factors of emotional intelligence (low and 

high) and self esteem (low and high) on assertiveness. 

1.10.3  There will be significant interaction among the 

classificatory factors of educational qualification (post-

graduate, graduate, plus two and S.S.L.C), emotional 

intelligence (low and high) and personality dimensions 

(inertia, activation and stability) on assertiveness.  

1.10.4 There will be significant interaction among the 

classificatory factors of educational qualification (post-

graduate, graduate, plus two and S.S.L.C), self esteem (low 

and high) and personality dimensions (inertia, activation 

and stability) on assertiveness.  

1.10.5 There will be significant interaction among the 

classificatory factors of gender (male and female), 

emotional intelligence (low and high) and personality 

dimensions (inertia, activation and stability) on 

assertiveness. 

1.10.6 There will be significant interaction among the 

classificatory factors of gender (male and female), self 
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esteem (low and high) and personality dimensions (inertia, 

activation and stability) on assertiveness.  

1.10.7 There will be significant difference between before and after 

intervention assessments of experimental group on 

assertiveness, emotional intelligence and self esteem. 

1.10.8 There will be significant difference between before and after 

intervention assessments of control group on 

assertiveness, emotional intelligence and self esteem. 

1.10.9 There will be significant difference between the 

experimental and control groups on assertiveness, 

emotional intelligence and self esteem in the post-

intervention assessment. 
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 A fruitful research can be carried out only through a process of 

investigation of the past research and thinking with the current 

research. A review of literature indicates the utmost relevance of 

some of the previous studies and theories to the investigation.  As 

research is a social product and each piece of research is a social 

product and forms a basis for forthcoming ones, the probability of 

contribution of a particular research study increases with the 

establishment of its linkage with the existing body of knowledge. 

When we have a research idea, it is always possible that someone 

else has had the same idea and already done the experiment. A 

literature search also will allow us to discover whether the 

experiment has been done any "tricks of the trade" that might help 

us in designing our own experiment (Elmes et al., 2003). Thus an 

investigation, to be worthwhile, should be related to what has been 

carried out and conducted by previous investigations. 

 A primary survey of the theoretical as well as empirical works 

along with the experts’ opinion in the area concerned has brought 

about new insights and directions for the study proposed. In this 

section some of the relevant literature have been plotted which were 

collected from books, journals and from internet as well. A direct 

access to the literature related to the variables is given under the 

headings: 

 Psychology and Policing  
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 Police Culture  

 Police Personality  

 Assertiveness  

 Emotional Intelligence  

 Self Esteem  

 Human Relation Skill Training for Police 

2.1 POLICE PSYCHOLOGY  

 Police officers have to be a “lawyer, scientist, medic, 

psychologist, athlete and public servant” (Ramsey Clark).  

 The application of psychology to law enforcement and public 

safety is a rapidly growing area increasingly recognized as vital to 

many aspects of police work and academic study of policing. 

However, the field suffers from something of an identity complex. 

British authors like to call it “applied psychology” (Ainsworth, 2002), 

and in other parts of the world, whenever a psychologist helps the 

police, it is called “occupational psychology” (Brown & Campbell, 

1994). Whenever the distinctive phrase “police psychology” is used, it 

is usually by people like Bartol (1996); Bartol & Bartol (2004) and 

others (Chandler, 1990) who are recognizing the pioneer, Dr. Martin 

Reiser (Reiser, 1972, 1982; Reiser & Klyver, 1987) as America’s first 

police psychologist. Other psychologists may have worked with police 

before Reiser’s time, but records of their contributions have been lost 

in history and/ or they were most likely part time consultants.  

2.1.1 Personnel Selection 

 The oldest known usage of psychology in policing was for 

mental testing, which was soon followed by personality testing 

(Bartol & Bartol, 2004). During the early 20th century, several 

prominent psychologists tested the intelligence of police officers. For 
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example, the well-known psychologist Louis Terman in 1917 found 

that the average IQ of some California officers was only 80, and for 

many years, so was the IQ cutoff for being able to hired in a public 

safety job. The psychologist Louis Thurston in 1922 found some 

Michigan officers with an average IQ of 71, and other studies found 

officers with IQs as low as 55. According to Poland (1978), it wasn’t 

until the late 1960s or early 1970s when most police officers 

achieved at least an average score; i.e., and IQ of 100, on intelligence 

tests. Intelligence testing today is still quite controversial, with some 

studies saying that IQ only helps with academic performance, but 

the majority of studies saying IQ tests do have some predictive utility 

for field performance (Bartol & Bartol, 2004).  

 Personality testing was urged by the many Crime 

Commissions, which were formed in the 1960s. At first, police 

departments only appeared to be using personality testing to appease 

the public, and by far, the MMPI (Minnesota Multiphasic Personality 

Inventory) was the most frequently used test (Murphy, 1972). This 

was eventually followed by other testing instruments such as, 

Minnesota Multiphasic Personality Inventory-Revised (MMPI-2), 

Inwald Personality Inventory (IPI), California Psychological Inventory 

(CPI), Personality Assessment Inventory (PAI), NEO Personality 

Inventory-Revised (NEO PI-R), Sixteen Personality Factor (16-PF)-

Fifth Edition, etc.  

 The variety of personality tests used for personnel selection in 

police work is as follows.  

 The MMPI-2 contains 567 multiple-choice items and is the 

most used and most studied test. It was designed to discover 

abnormal or pathological traits, but shows promise with 

predictive validity for other purposes.  
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 The IPI contains 310 true-false items, and is used in about 

12% of police departments. It was designed to predict normal 

as well as deviant job performance patterns, and has high face 

validity.  

 The CPI contains 462 true-false items, and is used in about 

25% of police departments. It was designed to measure normal 

personality traits, and rather consistently predicts style of 

interpersonal behaviour.  

 The PAI contains 344 four-point scale items with self-

contained validity measures. It was designed to detect serious 

psychopathological disorders as well as some characterological 

disorders.  

 The NEO PI-R contains 240 five-point scale items and 

measures differences in personality traits based upon a five-

factor model of personality. To what extent it measures police 

performance is largely unknown.  

 The 16–PF contains 185 three-point scale items, and is used 

by about 19% of police departments. It detects bipolar 

differences among sixteen factors of personality, and is popular 

for its on-line administration format.  

 The typical psychologists involved with personnel selection 

would use personality test results to assist selection boards to either 

“screen-in” or “screen-out” applicants for police work, with the 

understanding that these results would not be used as the sole 

criterion for selection (Talley & Hinz, 1990). Most personality testing 

for personnel selection is, unfortunately, aimed at “screening-out” 

those with such severe, maladaptive personality traits that those 
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applicants are deemed “unsuitable” for police work (Hiatt & 

Hargrave, 1988). 

 Regarding the unsatisfactory officer, Bartol (1982), among 

others (Hiatt & Hargrave, 1988), have found that police applicants 

who consistently score low on personality tests and are later involved 

in misconduct, accidents, deadly force, and/or resignation tend to 

fall into one of two groups:  

 Antisocial personality - characterized by narcissism, 

suspiciousness, cynicism, tough-mindedness, insensitivity, 

defensiveness, rigidity, irritability, resentfulness, sensation 

seeking and hyperactivity.  

 Ineffectual personality - characterized by indecisiveness, 

introversion, dependency, cautiousness, over-sensitivity and 

tended to be quite individuals who went through the motions 

and failed to make a difference on the street.     

Regarding the superior officer, Bartol (1982), among others 

(Azen et al., 1974; Mills & Bohannon, 1980) have found that police 

applicants who scored the “best’ on personality tests and are later 

evaluated by their supervisors and peers as superior police officers 

tend to have the following personality traits: 

 Superior personality- bright, assertive, autonomous, self-

assured, responsible, level-headed, achievement-oriented, 

accepting of society’s values and standards, has fewer 

problems with authority and supervision, tends to be less 

tense, anxious or worrisome, recovers more quickly from stress 

and threat, and demonstrates better social skills in dealing 

with the public.  
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 To be useful, a personality test in law enforcement should have 

an alpha coefficient of 0.69 or higher, and because many 

psychological tests either fail to reach this benchmark or have high 

levels of predictive validity, some police departments have turned to 

an alternative method of personnel selection - the assessment center 

- sometimes called “situational testing” or “stress interviewing.” 

Personality testing is also sometimes used to identify corruption 

prone officers. The following are some personality traits as measured 

by four instruments (the MMPI-2, IPI, 16-PF and CPI), which had 

high correlation with corruption:  

TABLE 2.1 

Personality Traits Associated with Police Corruption 

MMPI- 2 16-PF 

Lying 0.32 Tough poise 0.23 

Hypochondriasis 0.31 Overly shrewd 0.22 

Paranoia 0.34 Over enthusiastic 0.28 

Problematic Anger 0.39 Bold 0.28 

Imperturbability 0.41 Adjustment Problems 0.20 

IPI CPI 

Trouble with the law 0.29 Capacity for status 0.20 

Anti social attitudes 0.24 Good impression 0.28 

Family conflicts 0.32 Independence 0.22 

 

In the study of Lough and Ryan (2005), the performance of two 

groups of Tasmania police employees (all of whom were constables or 

probationary constables) was evaluated after their first year of 

training and on-the-job employment. Group membership was a 

function of initial selection process — one group undertook detailed 

psychological profiling as part of their pre-employment testing, and 

the other group did not. The non-screened group was compared to 
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the profiled (screened) group across a range of performance 

measures. Across seven out of eight measures, the screened group 

outperformed the non-screened group, with four of the differences 

statistically significant. The screened group also had a lower dropout 

rate. The simplest explanation of results suggests that a different 

quality of applicant is selected by the psychological profiling system, 

when compared to more traditional processes such as simple 

selection interviews. 

2.1.2 Police Counselling 

 A common, everyday function for the police psychologist is 

police counselling. In the vast majority of departments, police officers 

usually receive free, in-house counselling as often as they need it, 

and confidentiality is sometimes an issue, so external sources for 

counselling are sometimes obtained. Duties of a “police counsellor” 

include being available for crisis situations on a 24-hour basis, 

research and development of police training programs, providing 

advisory assistance in personnel management, crisis intervention 

including suicidology and post-trauma, stress management, and 

referral of departmental personnel and their families to sources of 

counselling for specialized or long-term treatment. Police stress is 

perhaps the most common problems a police psychologist deals with, 

although a variety of other problems exist, ranging from compassion 

fatigue to martial problems to alcoholism to suicide (Delprino & 

Bahn, 1988). 

2.1.3 Fitness for Duty Assessment 

 Certain kinds of psychological assessments are done as a 

matter of standard procedure with some aspects of police work. For 

example, police officers working undercover, narcotics, vice, or 

internal affairs are frequently required to undergo some sort of 
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periodic psychological assessment to ensure they are "fit" to continue 

working in these high-stress positions. Assessment is also 

automatically done after any police officer shoots a person in the line 

of duty. The kind of psychological service provided here is generally 

of a more long-term and continuously monitored, since the emotional 

complex, which occurs after a shooting, is called Post-Shooting 

Traumatic Reaction (PSTR). The symptoms include a heightened 

sense of danger, anger, sleep difficulties, isolation/withdrawal and 

flashbacks (Bartol & Bartol, 2004). 

2.1.4 Hostage Negotiation  

 Approximately 40% of police departments in America use 

psychologist as consultants, advisors, or (less frequently) as full-time 

members of a crisis/hostage negotiation team (Hatcher et al., 1998). 

It is known fact that by using psychologists, police departments can 

significantly reduce the number of incidents resulting in injury or 

death (Butler et al., 1993). The on-scene psychologist in a 

crisis/hostage situation would be expected to profile and assess the 

hostage-taker, determine their motivation, vulnerabilities, and 

dangerousness, suggest dialogue strategies or psychological tactics 

which would defuse the situation, and spend equal time analyzing 

which hostages might engage in behaviours that diminish or 

enhance their chances for survival (Borum & Strentz, 1993). 

2.1.5 Other Psychological Services  

 Psychologists may be use on a consulting basis to help police 

departments comply with the Americans with Disabilities Act of 

1990, and/or comply with other federal laws or court mandates 

regarding racial or gender discrimination. Sometimes, a psychologist 

is used in policing to help police try to obtain a confession from a 

suspect, or in other words, to help tailor the methods and techniques 
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of interrogation to the personality and style of the suspect. However, 

this is the type of psychological service usually provided in 

investigative psychology. False confession can occur for a variety of 

reasons, ranging from the suspect feeling “overpowered” by police 

questioning to someone who is “psychologically vulnerable” admitting 

to something they didn’t do (Kassin, 1997).  

2.2  POLICE CULTURE  

 It is fairly easy to recognize the different cultures typical of 

different organizations. Since culture is little more than the sum of 

the shared knowledge, behaviours and practices of members of that 

culture, then it be possible to identify the particular characteristics 

of different organizations. There are typical characteristics of the 

organizational cultures of police forces that are not found in the 

same measure or same combination in the cultures of other 

organizations.  

 Skolnick (1966) was the first to suggest that the culture of the 

police influences the work of the police force. While there are 

occupations for which relatively minimal amounts of training will 

prepare incumbents for the major eventualities, as we have seen, 

multiplicity and diversity of tasks are characteristic of police work.  

 Ainsworth (1995) suggests that no two days of police work are 

ever the same. He lists among the diverse situations with which 

police officers have to deal the following: attending road traffic 

accidents, going in pursuit of teenage vandal, taking drunks to the 

police station, attending domestic disputes, helping to police a riot 

and working through backlogs of paper work. At the same time, the 

police officer is required to have a good working knowledge of the law 

and to act lawfully. Finally, the officer is expected to promote a 

positive image of the police force. This is a range of tasks with which, 
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say, the average supermarket checkout assistant or psychologist 

does not need to cope. The training police officers are, consequently, 

according to Ainsworth, a compromise between what is practical to 

put in training and what would be ideal. While earlier generations of 

police officers received little training except that provided by on-the-

job experience, increasingly policy is towards fairly extensive 

training. Ainsworth (1995) indicates that police training in the past, 

encouraged rote learning of legislation and the powers available to 

the police. Nowadays, it increasingly concerns how to deal with the 

wide variety of incidents, which come under the rubric of police 

work.  

 Part of the training of new recruits is through contact or on-

the-job training with more seasoned or experienced officers. At one 

level, this can be regarded as teaching the recruits the job at a 

practical level. On the other hand, seasoned officers may employ 

practices that are less than ideal or even unacceptable to their 

managers. Consequently, the novice police officer may merely learn 

bad practice from his or her colleagues. This is particularly 

important when we consider the transmission of occupational 

subculture or police culture.  

 Police culture refers to the characteristic patterns of belief, 

behaviour, thinking and interaction that police officers tend to share 

in common. They are essentially normative as they are the accepted 

and prescribed standards of police personnel. This does not mean 

that they are fixed and unchanging. Although personnel may be 

recruited because they seem to reflect the characteristics of a ‘good’ 

police officer, they learn police culture by interacting with other 

police officers. The occupational culture may be in some ways at 

odds with what new officers have learnt at police college. There may 

be a painful reality shock when they try to put their college 
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knowledge into practice. They may find that their new ways of doing 

things clash with what is acceptable to the transmitters of police 

culture-the old school of officers.  

2.2.1 Canteen/ Cop Culture  

 While police culture is a generic description of the cultural 

characteristics of the police, there is also evidence of the prevalence 

of certain sorts of attitude that characterize the general thinking of 

ordinary police officers. We may call this canteen or cop culture in 

order to differentiate it from the more general police culture. There 

may actually be a clash between managerial cultures and the 

subculture of other ranks.  

 Wootton and Brown (2000) summarise canteen culture as 

involving and valuing: 

 Action;  

 Cynicism: 

 Conservatism; 

 Mission; 

 Pessimism; 

 Pragmatism;  

 Solidarity; 

 Suspicion; 

 Racial prejudice  

 The list might be extended further since, in addition to racism, 

sexism, homophobia and heterosexism are characteristic of the 

culture. 

 After joining the police, the processes of occupational 

socialization may create a situation in which the individual’s police 

identity is not psychologically compatible with other aspects of the 
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individual identity (e.g. their sexuality). In-group identification refers 

to the sense of a common identity shared by members of the force. 

This may encourage hostility and discrimination by the majority 

group towards the out-group. Women, ethnic minorities, lesbians 

and gays are not readily tolerated because they are ‘other’ or different 

from the accepted norm. 

2.3 POLICE PERSONALITY  

 There is a lot of interest in whether a certain type of person is 

attracted to joining the police and the characteristics of that person 

(the ‘police personality’). Skolnick (1975) talks about a ‘working 

personality’ (that is, a distinct way of perceiving and responding to 

the world). Alternatively it could be that the ‘police sub-culture’ 

(sometimes known as ‘canteen culture’) socializes different 

individuals into a specific type of personality. In other words, is the 

police personality’ born or made? Altogether, however, the police are 

viewed as a homogeneous group that is different to civilians.  

 In early American study, Niederhoffer (1967) highlight the 

following characteristics of police officers: emotionally maladjusted, 

authoritarian, impulsive and risk-takers, rigid, physically aggressive, 

lacking in self-confidence, and having a preference for being 

supervised. The problem with such a list, particularly as it is 

negative, is whether these are traits of the police or labels from 

society.  

 Because of the continual confrontation of crime, police officers 

can become cynical (Niederhoffer, 1970). They come to see deceit, 

selfishness, cruelty and greed everywhere, even ulterior motives in 

people doing well. Furthermore, police officers become aware that 

they can be used-victims are not always what they seem (for 

example, crimes being reported were none occurred).  
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 Manning (1971) draws out some of the key beliefs of the USA 

police force, which are,  

 People cannot be trusted.  

 You have to make people respect you.  

 Everybody hates a cop. 

 The legal system let us down. 

 People need to be controlled. 

 Stronger punishment will deter criminals. 

 Balch (1972) examined whether American police officers were 

authoritarian, and concluded that they were no different from the 

average white, middle class American. In fact, Balch argued against a 

‘police personality’ and explains any authoritarian behaviour as the 

role demands of the job.  

 Rubinstein (1973) describes the early experiences of ‘rookie 

cops’ in urban America and notes how the police officer soon 

becomes suspicious of everything (for e.g., a man sitting alone in the 

park may be a sex offender waiting to pounce on passing children). 

This suspicion is not helped by police training, which encourages 

awareness of everything as potentially criminal (for e.g., a person 

who does not ‘belong’ in certain areas, or an individual sitting in a 

car who avoids eye contact).  

 This negative view has been challenged by the more recent 

research, which has a sounder methodology. Using a wide selection 

of psychological tests in New York, Fenser et al. (1977) compared 

patrol officers with local citizens. The police officers were found to be 

more intelligent, more masculine, less neurotic and extrovert than 

the local citizen. However, the police officers were found to hold 

common beliefs about crime and society. 
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While Crank (1986), like many recent studies, focused on 

police chiefs, the researchers found that cynicism increase at the 

beginning of the police career, then declines with the years of service. 

There is also a negative correlation between education and cynicism 

in this American study.  

Carpenter and Raza (1987) analyzed personality characteristics 

of police applicants as measured by the Minnesota Multiphasic 

Personality Inventory (MMPI) to compare them with the normal 

population, to investigate within-group differences associated with 

sex and age, and to investigate differences among applicants to 

small-town, medium-town, and large city forces. Data were gathered 

from 1981 through 1985 on 257 police applicants from a 

southwestern State. Of this group, 92.2 percent were male and the 

mean age was 30. These applicants were also compared to members 

of three related professions: recently hired private company security 

guards, newly assigned U.S. Navy nuclear submariners, and U.S. Air 

Force trainees. Except for these occupational groups, the 

comparisons reported in the study used Mayo clinic adult norms. 

Both male and female police applicants could be characterized as 

somewhat more psychologically healthy than the normative 

population, as they were generally less depressed and anxious, more 

assertive, and interested in making and maintaining social contacts. 

Police applicants were a more homogeneous group than the 

normative population. Female applicants were likely to be more 

assertive, nonconforming, and energetic than male applicants. Older 

applicants tended to be less satisfied, have more physical 

complaints, to be more likely to develop physical symptoms in 

response to stress, and be more conservative than their younger 

counterparts. Police applicants were most like nuclear submariners, 
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particularly in their degree of conformance, trust of others, and 

energy. 

 Gerber (2001) conducted a research on police personalities 

that men and women police officers adopt during interaction. She 

accomplished this by centering a large scale, solid, and 

comprehensive empirical study that used interviews and 

observations, questionnaires for the police partners and police 

supervisors, the Extended Personal Attributes Questionnaire (EPAQ), 

self-evaluation, and unilateral power and control scales to study the 

male dominated profession of policing. Her research was a massive 

project that included 75 precincts of New York City and 154 police 

teams. These teams were composed of 66 male-only teams and 59 

female-only teams. Gerber investigated whether male and female 

police officers appeared to have different personality traits because 

men have a higher status than do women in our society. Her study 

made it evident that personalities individuals adopt are fluid. To 

demonstrate the phenomenon, she successfully tested the status 

model or gender stereotyping while probing verbal-aggressive 

personality traits. Gerber asserted that regardless of sex category, 

the officer with higher status became the one to take on the more 

assertive or instrumental role on the police team. The officer holding 

the lesser status adopted the accommodating or expressive attribute. 

This held constant for both men and women. Her research showed 

that sex category and work experience played instrumental roles in 

personality adjustments.   

2.3.1 Traditional Personality Measures  

 Some researches have tried to establish the ‘police personality’ 

using traditional personality measures. In 1980, Adlam used the 

Rokeach Value Survey (a questionnaire that aims to establish an 
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individual's core values) with 137 inspectors and chief inspectors.  

'Honesty' and 'responsible' were ranked highest of the 18 values, 

while 'intellectual' and 'imaginative' were placed at the bottom. 

Generally, this shows less concern for feeling and intuition by the 

sample. 

 Research conducted by Mckew (1981) suggested that the police 

attract and then mould personalities of a particular type and that the 

expression of positive traits in policing is amenable to training and 

positive, aggressive supervision. The nature of policing or the public 

image of it possibly attracts those who share common personality 

attributes. Further, the extended screening process to establish proof 

of good character resulted in the selection of certain types of persons. 

Also, considerable data supported the notion that most police officers 

are recruited from the white working class or lower middle class and 

that this segment of society tends to produce personality 

characteristics, norms, and values similar to those of police. 

American research in particular has indicated that the danger police 

face has tended to produce officers who demonstrate toughness and 

assertiveness. Confrontation with danger is also seen to nourish 

suspicion. The officer, who must often react quickly in dangerous 

situations, retreats into the convenient device of stereotyping 

suspects. Prejudices are formed from these stereotypes. Further, 

contact with danger and a hostile public fosters the development of 

tight peer group relations among police that tends to produce further 

alienation from the public. Police training and supervision on the job 

should make every effort to combat conditioning that produces 

destructive prejudices and alienation from the public. When left to 

their own devices of coping with the circumstances and pressures of 

policing, officers can easily develop negative behavior patterns. 



 

 

Review   54 

 In one study, Gudjonsson and Adlam (1982) investigated 

personality patterns in four different British police groups. The 

subjects comprised: (i) 84 police recruits; (ii) 84 probationary 

constables; (iii) 73 experienced constables; and (iv) 112 officers of 

senior rank. Of particular interest were personality traits measured 

by the Eysenck Personality Questionnaire (EPQ) and the Eysencks' 

I5. The former measures Psychoticism (P), Extraversion (E) and 

Neuroticism (N), whereas the latter monitors Impulsiveness (Imp), 

Venturesomeness (Vent) and Empathy (Emp). All groups tended to be 

low on P, but whereas the recruits were highly extraverted, 

venturesome and impulsive, the remaining groups were more 

reserved, controlled and exhibited fewer empathetic responses. The 

findings are discussed in terms of ‘wastage’ and occupational 

socialization. 

Gudjonsson and Adlam (1983) used the Eysenck Personality 

Questionnaire (EPQ) on 112 inspectors, chief inspectors and 

superintendents. This questionnaire is designed to establish the 

individual’s personality among three dimensions: extrovert-introvert 

(EI), emotional-stable (NS) and psychotic-stable (PS). The police 

officers tended to be more introverted than the norm (but not 

significantly so), but lower on psychoticism than norm. This is 

associated with rule obeying and conformity.  

The alternative viewpoint on the 'police personality' 

concentrates on the occupational culture of the police - or 'canteen 

culture' as it is sometimes called - which moulds the views of police 

officers. Many studies have highlighted how the police label 

themselves, and stereotype and label others.  In particular, there is 

great pressure to conform to the specific norms of the culture.  Even 

researchers who have been involved in participant observation of the 

police find this pressure upon them. Practically because of the 
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nature of the job, police officers can become socially isolated (that is, 

it is difficult to sustain friendships outside the police). Studies have 

found this to be the case for the majority of officers. Thus, the police 

tend to make friends within their own group and this accounts for 

the police solidarity. This solidarity is further enhanced by the 

danger and pressures of the job. In recent years, psychologists have 

been increasingly active in conducting assessments for candidates 

and incumbent employees in law enforcement and other "high-risk" 

occupations (Blau, 1994; Inwald & Resko, 1995). A mid 1980s survey 

indicated that there has been substantial growth in the use of 

psychological services in law enforcement.  More than 75% of 

responding agencies reported a need for psychological evaluations for 

suspended and problem officers (Delprino & Bahn, 1988).  

 Trompetter (1998) suggests several psychological domains that 

he believes are essential for effective functioning as law enforcement 

officer.  

 Emotional control/ anger management  

 Stress and threat tolerance 

 Acceptance of criticism 

 Impulse/risk control 

 Positive attitude 

 Assertiveness/tenacity 

 Command presence/persuasiveness 

 Integrity 

 Dependability/reliability 

 Initiative/achievement motivation 

 Conformance to rules and regulations 

 Adaptability/flexibility 

 Vigilance/attention to detail 

 Interpersonal sensitivity 
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 Social concern 

 Team work 

 Practical intelligence/decision making ability 

 Objectivity/tolerance 

 The utility of personality inventories for predicting successful 

police officer performance is an important issue in the law 

enforcement employment selection process. The study done by 

Chibnall and Detrick (2003) was to evaluate the incremental validity 

of the Minnesota Multiphasic Personality Inventory (MMPI-2), the 

Inwald Personality Inventory (IPI), and the Revised NEO Personality 

Inventory (NEO PI-R) for predicting police academy performance of 79 

recruits. Results indicated that each inventory contributes 

significantly to prediction of academic performance in the academy, 

while only the NEO PI-R predicts physical performance. The addition 

of the NEO PI-R to selection processes that already incorporate the 

MMPI-2 and IPI may be useful for enhancing prediction of police 

officer performance. 

2.3.2 Type A Behaviour Pattern  

 The Type A behaviour pattern is a concept originated by Meyer 

Friedman and Ray Rosenman. The Type A behaviour pattern (TABP) 

is defined as an action-emotion complex stimulated by certain 

environmental events. It can be observed in any person who is 

aggressively involved in a chronic, incessant struggle to achieve more 

and more in less and less time, and if required to do so, against the 

opposing efforts of other things or other persons. The overt 

manifestations of this struggle include explosive, accelerated speech, 

a heightened pace of living; impatience with slowness; concentrating 

on more than one activity at a time; self-preoccupation; 

dissatisfaction with life; evaluation of the worthiness of one's 
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activities in terms of members, a tendency to challenge and compete 

with others even in non-competitive situations; and a free-floating 

hostility. The major facts of "core" elements of the behaviour pattern 

are extremes of aggressiveness, easily aroused hostility, a sense of 

time urgency, and competitive achievement striving (Mathews, 1982). 

 Emotions of anger and hostility play an important role in the 

Type A behaviour pattern.  Such people experience strong stress 

reactions in the high-pressure environments in which they operate, 

but they also seek out these environments; indeed, it is almost as if 

they are addicted to them.  The Type A behaviour pattern can be a 

two-edged sword:  While placing people at high risk of heart-related 

illness and death, it also gives them the drive to do particularly well 

in certain kinds of works (Boyd, 1984; Taylor, Locke, Lee, & Gist, 

1984). The Type A personality pattern can produce an exception to 

the theory that stress yields poor work performance. In part at least, 

the superior performance of Type A people appears to be due to their 

devoting more time to their work (Byrne & Reinhart, 1989).  

 Some recent research suggests an explanation for the high 

performance levels that Type A people often achieve. There is reason 

to believe that there are two major components bound together 

within the Type A behaviour patterns. One is an achievement-striving 

component that involves highly competitive, hard-driving behaviour; 

this component is associated with improved performance but is 

correlated to health considerations. The other component of Type A 

is an impatience and irritability factor that shows no relationship to 

performance, but is consistently associated with health problems. It 

seems that a free-floating anger, ready to be aroused at a minute's 

notice, is the source of the health related problems that Type As 

experience; this is the area in which stress manifests itself, not in 
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achievement striving and competitiveness per se (Spence, Helmreich, 

& Pred, 1987; Spence, Pred & Helmreich, 1989). 

 It is possible that an increased proportion of particular 

personality types may enter police employment, both by self-selection 

and recruitment selection. Type A personalities, for example, are 

likely to be attractive to police forces by dint of other common 

characteristics they share - high levels of drive, competitiveness and 

achievement. It is also possible that the development of Type A 

behaviour is positively encouraged by police culture and that some of 

these traits may be culturally acquired. To consider screening out 

these high striving achievers, albeit potentially stress-prone, would 

not only be to screen out sole of those with the best career potential, 

but would automatically exclude some 50% of the population and is 

clearly non-viable.  The only practicable means of translating this 

knowledge into action is to consider a behaviour modification 

programme to address personality damaging styles, both inherent 

and acquired, for which there is some evidence of benefit (Davidson 

& Cooper, 1980).  

 Magnavita et al. (1997) examined the possible relationship 

between Type A behaviour pattern (TABP) and traffic accident risk in 

a cohort of traffic policemen. Data were gathered from 86 police 

drivers in a small Italian town, using the Bortner questionnaire, 

Results reveal that police drivers with Type A behaviour had higher 

traffic accident risk than those with lower scores at the Bortner 

scale. Adjusted odds ratio was 4.2 (95 per cent) after correction for 

confounding variables in multiple logistic regression. 

 Kirkcaldy et al. (1998) studied the relationship between diverse 

demographic variables and the occupational stress indicator 

subscales were examined among several hundred UK senior police 
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officers. Officers who prior to their promotion to superintendent had 

spent most of their time within the criminal detective branch 

displayed the highest Type A behaviour (aggressive, dominant and 

assertive), and traffic officers the worst subjective reports of 

psychological and physical health.  Superintendents whose present 

role is in the CID displayed the highest level of job satisfaction. There 

was some indication that women senior police officers used stress-

coping techniques - particularly task strategies and homework - 

more frequently than did men; otherwise no gender differences were 

found in terms of other scales of job stress and satisfaction. Marital 

status was related to Type A behaviour and coping techniques, and 

parenthood with job-related pressure and job satisfaction. More 

specifically, parents reported less stress in the home - work interface 

than non-parents, and were more likely to report more satisfaction in 

the organizational structure of the police service. The impact of 

tenure on "controllability" and Type A was moderated by police rank, 

that is, ambitiousness was significantly negatively correlated with 

tenure for superintendents but not so for chief-superintendents. 

Finally, educational qualifications/level was related to job 

satisfaction. Overall job satisfaction (especially, satisfaction with 

personal relationships at work as well as satisfaction with the 

organizational structure) was lowest for the most highly educated 

personnel.  

 Interruption and Type A behaviour as causes of overload in 

police radio dispatchers were examined in the observational study of 

Kirmeyer (1998).  All of the dispatchers (N=72) were observed 

throughout one work shift, and about one half of the sample were 

observed for two additional shifts.  For each work activity, observers 

recorded whether it was finished before the next activity was begun 

(sequential processing), left unfinished so that the dispatcher could 
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attend fully to a new demand (preemption), or processed but 

ultimately left unfinished while the dispatcher simultaneously 

attended to one or more new demands (simultaneity).  Analysis 

revealed that subjects who more often had their activities pre-empted 

or who handled demands simultaneously appraised their work as 

more overloading and took more coping actions. The effect of 

objective work volume on appraisal was indirect, mediated by 

interruption.  Regardless of the level of interruption, Type A subjects 

proved to have lower thresholds for appraising demands as 

overloading and taking coping actions than did Type B subjects. 

These findings indicate interruption as a critical factor in job stress 

among human service professionals and also demonstrate the 

importance of measuring objective work demands in studies of this 

phenomenon.  

 Police officers, in the performance of their duties, face a range 

of potentially stressful situations and events. These have the capacity 

to cause significant personal distress, leading to short-term changes 

in mood and psychological functioning. Some researchers have 

argued that over the course of their police careers officers develop a 

number of traits, such as cynicism, aloofness, suspiciousness, and 

alienation, which help them cope with the stresses of their jobs. The 

study of Evans et al. (2002) reported the post-hoc analysis of data 

collected as part of a larger study of Australian police officers' 

occupational stresses and coping behaviors. Subjects' responses on 

the Jenkins Activity Survey (measuring Type A behaviors) and the 

Trait scale of the State-Trait Anxiety Inventory were compared across 

length of service. Intercorrelations between the scales were also 

assessed. Results showed that officers with more than 12 years of 

service differed significantly from those with fewer years of service on 
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the Hard-driving and Competitive dimension in the Jenkins Activity 

Survey and also had significantly lower trait anxiety scores. 

 From a survey of over 500 senior UK police officers completing 

the occupational stress inventory, Brown et al. (2004) observed that 

those serving in England and Wales exhibited the highest job stress 

related to structure and climate, co-worker relationships and their 

managerial role.  There were no inter-regional differences on the 

individual difference variables, Type A behaviour, locus of control, or 

on physical health measures. Superintendents in Scotland used 

coping methods least frequently including domestic/home support, 

time management and social support, the latter strategy being most 

used by Northern Ireland officers. Findings relating job stress to job 

satisfaction were inconsistent with other police populations.                

2.3.3 The Triguna Typology – An Ancient Indian Personality 

Typology 

 Attempts to forge a systematic understanding of human 

behaviour were not originated with the contemporary Western 

Psychology. In comparison to Eastern religion, which is the richest 

source of such formulated Psychologies, the formal psychology is 

merely a recent revision. 

 ‘Trigunas’ as human temperament are first mentioned in 

Adharva Veda. In this man’s temperament consists of elements, such 

as tamas which means harmful and destructive in nature, and rajas 

which means selfish, sensuous, and showy in nature, satva which 

means selfless and serene, benevolent and benign nature.  

 In Samkhya philosophy, a guṇa is one of three "tendencies": 

tamas, sattva, and rajas. These categories have become a common 

means of categorizing behavior and natural phenomena in Hindu 

http://en.wikipedia.org/wiki/Samkhya
http://en.wikipedia.org/wiki/Tamas_%28philosophy%29
http://en.wikipedia.org/wiki/Sattva
http://en.wikipedia.org/wiki/Rajas
http://en.wikipedia.org/wiki/Hindu_philosophy
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philosophy, and also in Ayurvedic medicine, as a system to assess 

conditions and diets. For this reason Triguna and tridosha are 

considered to be related in the traditions of Ayurveda. Guṇa is the 

tendency not action itself. For instance, sattva guṇa is the tendency 

towards purity but is not purity itself. Similarly rajas guṇa is that 

force which tends to create action but is not action itself. Each of the 

three gunas is ever present simultaneously in every particle of 

creation but the variations in equilibrium manifest all the variety in 

creation including matter, mind, body and spirit (Theos,  1999). 

 All creation is made up by a balance composed of all three 

forces. For creation to progress, each new stage "needs a force to 

maintain it and another force to develop it into a new stage. The force 

that develops the process in a new stage is sato guna, while tamo 

guna is that which checks or retards the process in order to 

maintain the state already produced, so that it may form the basis 

for the next stage"(Yogananda, 1973). 

 Sattva (originally "being, existence, entity") has been translated 

to mean balance, order, or purity. Indologist Georg Feuerstein 

translates sattva as "lucidity". This typically implies that 

aspects of creation with more of sattva have uplifting and life 

supporting qualities (Feuerstein, 1977) 

 Rajas (originally "atmosphere, air, firmament") is also 

translated to mean preservation or dynamism. (Rajas is 

etymologically unrelated to the word raja.) 

 Tamas (originally "darkness", "obscurity") has been translated 

to mean "too inactive" or "inertia", negative, lethargic, dull, or 

slow (Whicher, 1998). Usually it is associated with darkness, 

delusion, or ignorance. A tamas quality also can refer to 

anything destructive or entropic. In his Translation and 

http://en.wikipedia.org/wiki/Hindu_philosophy
http://en.wikipedia.org/wiki/Ayurvedic_medicine
http://en.wikipedia.org/wiki/Diet_%28nutrition%29
http://en.wikipedia.org/wiki/Tridosha
http://en.wikipedia.org/wiki/Ayurveda
http://en.wikipedia.org/wiki/Sattva
http://en.wikipedia.org/wiki/Indology
http://en.wikipedia.org/wiki/Georg_Feuerstein
http://en.wikipedia.org/wiki/Lucidity
http://en.wikipedia.org/wiki/Rajas
http://en.wikipedia.org/wiki/Raja
http://en.wikipedia.org/wiki/Tamas_%28philosophy%29
http://en.wikipedia.org/wiki/Lethargy
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Commentary on the Bhagavad-Gita, Maharishi Mahesh Yogi 

(1969) explains "The nature of tamo guna is to check or retard, 

though it should not be thought that if the movement is 

upward tamo guna is absent". 

2.3.3.1 Personality Theory behind IAS Trait Conceptions 

 Ancient Indian thought, particularly Sankhya Yoga, speaks of 

three qualities (gunas) in all nature: Inertia (Thamas), Activation 

(Rajas) and Stability (Sathwa). An individual’s mind also can be 

described and differentiated from minds of other people in terms of 

the extent to which it has these three components. 

 No doubt, there are contrasted brain processes going parallel 

with the contrasted behavioral inhibition (resulting from fear) in 

Inertia and behavioral excitation (resulting from compensatory 

aggressiveness) in Activation. Stability (freedom from both fear as 

well as need for compensatory aggression) possibly involves brain 

transcendence through quiescence. Fear is responsible for 

dissociation, rigidity, defensive ego and compensatory desires. 

Freedom from fear leads to flexibility, spontaneity and unitiveness 

which is the same as self-control or will. In terms of the analogy of 

vibrations, ‘I’ may be regarded as a band of consciousness 

constituted by a few independent weak vibrations of high frequency, 

‘A’ one strong predominant medium frequency vibration and ‘S’ 

several well integrated weak low frequency vibrations. S involves 

greater sensitivity (similar to Weber-Fechner law which postulates 

greater differential sensitivity at lower levels of sensation), 

awareness, flexibility and control). Inertia is compulsive Thamas, 

Activation is compulsive Rajas and S is relative absence of I as well 

as A. Pure S or SS (Gunatheetha state) is the absence of any 

particular vibration at all. An SS individual, can at will create any 

http://en.wikipedia.org/wiki/Bhagavad-Gita
http://en.wikipedia.org/wiki/Maharishi_Mahesh_Yogi
http://www.psychology4all.com/IPSYGlossaryDetails.htm
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vibration in his mind and usually, when he functions in the relative 

plane, creates a network of low frequency vibrations.  

 ‘S’ generally involves maximum capacity with minimum of 

desire, dependence or involvement (in the matter of sex or any other 

activity or work). I involves minimum capacity with wishful thinking. 

‘A’ is medium capacity with maximum desire, egoistic effort or 

indulgence. According to the Sankhya concept, the sum of the three 

qualities is always a constant; differences are in terms of the relative 

strengths of the three components. The IAS Rating Scale (Mathew, 

1995) measures the relative predominance of these three 

characteristics in an individual.  

 I: Inertia 

 Root fear (death or survival anxiety, existential insecurity) at 

this level or type of personality is accompanied by defensive non-

awareness or inhibition. Inertia is introverted instability or proneness 

to develop introverted type of maladjustment under stress. This is 

characterized by lethargy, laziness, fear, inhibition, anxiety, 

shallowness of emotions, low initiative, low self-confidence, low self-

respect, etc. People having a large degree of I lack energy; they are 

slow, late, not venturing, shy, withdrawn, weak-willed, suggestible, 

submissive, masochistic, intropunitive, and so on. They are unable 

to refuse, assert or argue individually; but are collectivistic and show 

hysteric collective aggression. They show blind conformity and 

inability to mix with strangers. They do not have strong emotional 

ties. The strong emotion they show is fear. They believe in fate and 

luck (external locus of control) and are superstitious. They have least 

awareness and show poor moral control and they have simple 

sensuous values only. Mentality characterized by high I is most 

susceptible to dissociation, as the vibrations are not well integrated 

http://www.psychology4all.com/IPSYGlossaryDetails.htm
http://www.psychology4all.com/IAS-RatingScale.htm
http://www.psychology4all.com/vgm.htm
http://www.psychology4all.com/IPSYGlossaryDetails.htm
http://www.psychology4all.com/IPSYGlossaryDetails.htm
http://www.psychology4all.com/IPSYGlossaryDetails.htm
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by the unitive overall awareness process. Ordinarily, each 

constituent vibration is modified by the general vibrational quality of 

the mind and each new experience modifies the total vibrational 

quality a little bit. The person with high I has a loosely structured 

mind and it may have more than one relatively independent 

component. He has least control of his own mind and therefore may 

function like different persons (multiple personality) in different 

situations with different patterns of memory and action tendencies. 

He is also capable of having circumscribed amnesia for events. 

 A: Activation 

 This is characterized by restless overactivity, uncontrolled 

energy, high drive, and inability to remain alone or silent. Activation 

is extraverted instability or proneness to develop extraverted types of 

maladjustment under stress. Persons having high A are compulsive 

mixers, impatient, hasty, risk taking, rash, adventurous, analytical, 

efficient in planning practical things for the future, competitive, go-

getting, assertive, aggressive, maniacal, proud, egoistic, rebellious, 

dominant, individualistic, greedy, possessive, dogmatic, etc. They 

show considerable sportsman spirit. They recognize, admire and 

encourage excellence in others, and allow others to keep the benefits 

and earnings of rightful effort. Their predominant emotions are anger 

and passionate, possessive love. They often show intense 

ambivalence. They have a high degree of practical intelligence and 

mechanical ability. They show organizational abilities and strong 

group identifications. They show inability to be restful. They value 

power, are autocratic, need rigid external moral control, have moral 

conflicts, and so on. They are ready to die to defend their honor or 

the group. They believe in self-effort and freedom of the will (internal 

locus of control). They are usually struggling all the time and have 

mental conflicts. They are sadistic or extra-punitive; they have good 

http://www.psychology4all.com/IPSYGlossaryDetails.htm
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http://www.psychology4all.com/IPSYGlossaryDetails.htm


 

 

Review   66 

anticipation and awareness of material things. The two sub-types of 

‘A’ are the physically aggressive type (manifested often as interest in 

sports or war) and the hyperintellectual type (showing interest in 

science and technology).  

 The ‘A’ type person has more awareness (of physical, practical 

things) than the pure ‘I’ type person but less than that of pure ‘S’ 

type. His mind has more integration than the ‘I’ type. However, he 

also experiences some dissociative tendencies like often losing 

temper or getting into mood swings altering the mode of functioning; 

but he will have at least some awareness or memory of his 

experiences when he changes the mode of functioning. 

 S: Stability  

 Stability is characterized by high self-awareness, sensitivity, 

freedom, flexibility and control. Stability is stress tolerance and 

freedom from fear and maladjustment tendencies.  

 People having a high degree of ‘S’ are present-centered, egoless 

and non-conventional. S is action with Sakshibhava (witness mode 

as against Karthrubhava or egoistic doership mode) and 

deterministic acceptance of events.  

 Persons having a high degree of S can be fast or slow, can 

work or rest as they choose or as the situation demands. They can be 

very sociable or be alone with equal ease. They can assert if they 

want to. They show meta-motivation and are capable of detached 

action. They are wise, mature and intuitive. They are creative, self-

actualizing, holistic, balanced, even-tempered and dispassionate. 

They are capable of the deepest (at the same time detached) emotion 

and their predominant emotion is altruistic love or compassion. They 

are relaxed, peaceful, self-sufficient, democratic, fair, unselfish, 

http://www.psychology4all.com/IPSYGlossaryDetails.htm
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tolerant, altruistic, transcending, and broad-minded. They have a 

natural moral sense based on mature love. Their autonomy operates 

within their awareness of inherent morality. They believe in the value 

of self-effort, which results from will, which in turn is regarded as 

part of the pre-determined chain of events in nature. They are 

impunitive. The two sub-types are artistic and philosophical. 

 The pure S type person has a very well integrated personality. 

He may be able to function differently in different situations, but 

with full control, awareness and memory. From the holistic point of 

view, cognitive (intellectual), affective (emotional) and volitional (will) 

capacities are mutually dependent and a stable person has all these 

potentialities though the actual skills (ex. mechanical ability or 

musical talent) he has depend on specific ancestral experiences as 

well as practical training. Usually high S persons find more 

satisfaction in actualizing their artistic or philosophical potentialities 

than in exercising practical skills in dealing with material things.  

 Stability is Sakshibhava (witness-mode with deterministic and 

mature acceptance of event sequences), as different from egoistic 

action with Karthrubhava. Both Inertia and Activation involve 

Karthrubhava, Inertia characterized by diffidence and Activation by 

compensatory explosive aggressiveness and impulsivity. 

 There is a scarcity of studies have been observed on eastern 

perspective of personality in the field of policing.  

2.4 Assertiveness  

 Assertiveness is a trait taught by many personal development 

experts and psychotherapists and the subject of many popular self-

help book. It is linked to self-esteem and considered an important 

communication skill. As a communication style and strategy, 
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assertiveness is distinguished from aggression and passivity. How 

people deal with personal boundaries; their own those of other 

people, helps to distinguish between these three concepts. Passive 

communicators do not defend their own personal boundaries and 

thus allow aggressive people to harm or otherwise unduly influence 

them. They are also typically not likely to risk trying to influence 

anyone else. Aggressive people do not respect the personal 

boundaries of other and thus are liable to harm other while trying to 

influence them. A person communication assertively by not being 

afraid to speak his or her mind or trying to influence others, but 

doing so in a way that respects the personal boundaries of other. 

They are also willing to defend themselves against aggressive 

incursions (Robert et al., 1992).  

 An assertive style of behavior is to interact with people while 

standing up for your rights. Being assertive is to one's benefit most of 

the time but it does not mean that one always gets what he/she 

wants. The result of being assertive is that: i) you feel good about 

yourself and ii) other people know how to deal with you and there is 

nothing vague about dealing with you. 

 Assertive people have the following characteristics: 

 They feel free to express their feelings, thoughts, and desires.  

 They know their rights.  

 They have control over their anger. It does not mean that they 

repress this feeling. It means that they control it for a moment 

and then talk about it later in a reasoning manner (Smith, 

1975). 

 Assertiveness training can help those who have previously 

suffered in silence to speak up for themselves, and many students on 
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assertiveness training courses are people who have suffered a loss of 

self-confidence due to destructive relationships in their personal or 

working lives. However, not all assertiveness training students are 

people who feel downtrodden and abused. Some people in positions 

of authority seek assertiveness training in order to learn how to 

persuade people to do as they wish without having to become a bully 

(Bower and Bower, 1991).              

 Assertiveness training as a method of personal development 

grew in popularity during the 1980s and 1990s, and the subject is 

now taught in many universities and colleges. Initially, it was seen 

primarily as a 'woman's subject' and associated with feminism, with 

the assertiveness training viewed as a means for women to escape 

from traditional, submissive female roles. The majority of 

assertiveness training students are still women, but over the years 

an increasing number of men have discovered its benefits (Smith, 

1975). 

 The 'Bill of Assertive Rights' by Smith (1975) is as follows: 

 You have the right to judge your own behavior, thoughts, and 

emotions, and to take the responsibility for their initiation and 

consequences upon yourself.  

 You have the right to offer no reasons or excuses for justifying 

your behaviour. 

 You have the right to judge if you are responsible for finding 

solutions to other people's problems. 

 You have the right to change your mind. 

 You have the right to make mistakes - and be responsible for 

them. 
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 You have the right to say, 'I don't know'. 

 You hare the right to be independent of the goodwill of others 

before coping with them. 

 You have the right to be illogical in making decisions. 

 You have the right to say, 'I don't understand'. 

 You have the right to say, 'I don't care'. 

Hill (1977) conducted a study to develop and evaluate an 

Assertiveness Skills program for faculty members at a major 

Southwestern University. This paper describes the procedures used 

to (1) assess faculty concerns related to the interpersonal aspects of 

the instructional situation, (2) develop an assertiveness skills 

workshop series designed for university faculty, addressing those 

concerns, (3) conduct the workshops and (4) evaluate the results. 

Subjects were randomly assigned to experimental and waiting list 

control groups. Outcome measures included pre- and post self-

reports of social competence and in-lab behavioral situations, and 

self-reported amount of change both immediately after the workshop 

and at a six month follow-up. Results indicated the effectiveness of 

an assertiveness skills program in increasing self-confidence and 

assertive behavior. Follow-up results indicated that these changes 

are maintained over time and tend to generalize to situations other 

than those related to instructional situation 

The research paper by Smith-Jentsch et al. (1996) extended 

the existing literature on assertiveness in a way that supports 

industrial training as well as the selection of individuals for team 

positions. Data are reported from three studies that examined 

determinants of team performance-related assertiveness. First, data 

from 149 college students demonstrated that assertiveness consists 
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of multiple dimensions which were not all related to performance in a 

team decision-making task. Second, data obtained from 225 

business students indicated that correlations among self-report 

measures and peer ratings of the same assertive responses assigned 

by intact team members varied according to the interpersonal 

context (i.e., personal, stranger, work related) in which scale items 

were framed. Third, data from 60 college students suggested that 

team performance-related assertiveness has a significant skill 

component. Whereas both attitudinally focused and skill-based 

training improved attitudes toward team member assertiveness, 

practice and feedback were essential to producing behavioral effects. 

Misra (1997) conducted a study to examine the level of 

occupational stress and assertiveness among police officers. The 

sample consisted of 75 respondents belonging to Indian Police 

Service and Provincial Police Service of the Uttar Pradesh cadre. To 

attain the objectives of the study, two scales measuring occupational 

stress and assertiveness respectively were administered to the 

sample population. Critical ratio test and co-efficients of correlation 

were used to analyze the data. The following conclusions were drawn: 

(i) No significant differences were found between police officers who 

were more assertive and those who were less so, in areas of personal 

life stress, environmental stress, organizational stress, interpersonal, 

and personal stress. (ii) A significant difference was found between 

more and less assertive police officers on overall occupational stress. 

(iii) Occupational stress areas, namely, private life, environmental, 

organizational, interpersonal, and personal were found to be 

correlated negatively and significantly with assertiveness. (iv) 

Assertiveness was found to have no effect on occupational stress 

experienced by higher ranked police officers. 
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 In the study of Perczel and Tringer (1998), the preliminary 

results of an evaluation of a systematic assertiveness training 

programme (based on a cognitive-behavioural approach) in 

psychiatric care in Hungary are presented. The method adopted was 

specific to the Hungarian/Middle-European circumstances since 

people had difficulty in exercising their personal rights in the past. In 

groups of “neurotic” patients and comparison subjects, three 

questionnaires (the Rathus-scale (R), the Assertiveness Inventory (AI) 

and the Uncertainty Questionnaire (UQ)) were administered at the 

beginning and at the end of the treatment. The training programme 

consisted of eight sessions with an emphasis on education about 

assertiveness and on the practice of skills such as saying “no” or 

standing up for oneself. A statistical analysis indicated significant 

improvement in the social skills of the participants, while an item 

analysis showed high internal consistency in all three 

questionnaires, and a concurrent validity analysis revealed a strong 

correlation between the Rathus-scale and the Assertiveness 

Inventory. The results indicated that assertiveness training can be 

used effectively in mental health care in Hungary. 

 Weitlauf et al. (2000) assessed the effects of physical self-

defense training on multiple aspects of women's perceived self-

efficacy and other self-reported personality characteristics. Training 

powerfully increased task-specific (self-defense) efficacy beliefs as 

well as physical and global efficacy beliefs. Training increased self-

reported assertiveness, and posttraining decreases in hostility and 

aggression were found on several of the subscales of The Aggression 

Questionnaire indicating that training did not have an aggression-

disinhibiting effect. In the experimental condition, most of the effects 

were maintained (and some delayed effects appeared at follow-up. 
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 Weitlauf et al. (2001), in another study, assessed the impact of 

self-defense training for women on multifaceted aspects of perceived 

self-efficacy. As compared to a waiting list control condition, training 

increased self-efficacy perceptions not only for self-defense skills but 

also across a variety of domains, including self-defense abilities, 

sports competencies, and coping skills. Trained participants also 

experienced a significant increase in more global aspects of 

personality, including perceptions of physical self-efficacy and 

assertiveness. No changes were detected on a trait measure of global 

self-efficacy; however, there was a significant change on a composite 

score of a multidomain self-efficacy questionnaire and on several 

domain-specific subscales, indicating that trained participants 

experienced a boost in multiple domains of self-efficacy not directly 

tapped by the intervention. 

 Shimizu et al. (2003) investigated the relationship between 

burnout and assertiveness skill training among Japanese hospital 

nurses to improve the mental health of human service workers. The 

subjects were forty-five registered nurses referred to a self-expression 

skill intervention program by their section superiors, with each 

superior choosing from two to five nurses. The hospital was located 

in the Kyushu area and staffed by about four hundred nurses. The 

subjects were divided into an intervention group (19 nurses) and a 

reference group (26 nurses). The intervention group received the 

assertiveness skill training in July and August, 2001. The 

communication skill training was carried out in accordance with the 

assertiveness training (AsT) precepts of Anne Dickson. In June, 

2001, we delivered a set of questionnaires including age, gender, 

working years, a burnout scale, and a communication skill check-list 

as a baseline survey. The baseline questionnaires were returned at 

the end of June, 2001. In January, 2002, they delivered the same 
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questionnaire again to the two groups and collected them at the end 

of the month. Excluding the only male and insufficient answers, 

twenty-six nurses (58%) returned complete answers in the initial and 

subsequent surveys. They found that the personal accomplishment 

and the two communication skills such as "accepting valid 

criticisms" and "negotiation" of the intervention group had improved 

significantly five months after the training as compared with that of 

the reference. The results implied that assertiveness skill training 

might have a favorable effect on burnout among Japanese hospital 

nurses. 

 Several programmes have been developed to help support 

victims of bullying, but few have been formally evaluated. On the 

basis of previous research and from a review of existing programmes, 

a Social Skills Training (SST) Programme was developed by Fox and 

Boulton (2003) for victims of bullying, and the effectiveness of this 

intervention was evaluated. Twenty-eight children (aged nine to 11 

years) took part in the SST Programme - 15 in the experimental 

group and 13 in the waiting-list control group. A Peer Nomination 

Inventory was used to assess social skills problems, peer 

victimization and friendship/peer acceptance. In addition, a number 

of psychosocial adjustment variables (i.e. depression, anxiety, self-

esteem) were assessed, using self-report. The measures were 

completed at three time points over the course of an academic year. 

It was found that there was an increase in 'global self-worth' (i.e. self-

esteem) for the experimental group (compared to the control group). 

However, there were no other significant improvements, e.g. in terms 

of social skills problems or victim status. These findings have 

important implications for interventions to tackle the negative effects 

associated with bullying in schools. 
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 Onyeizugbo (2003) studied two hundred and fourteen (214) 

married persons, 101 men and 113 women aged 20-60, with at least 

high school education and investigated the effects of gender, age, and 

educational attainment on assertiveness among married persons in 

Nigeria. The Assertive Behavior Assessment scale was used to 

measure assertiveness. It was hypothesized that persons with higher 

educational attainment will report more assertiveness than persons 

with lower educational attainment. Results supported the 

hypothesis. In addition, interactions between gender and age, and 

gender and educational attainment were found. Younger men 

reported more assertiveness than younger women whereas older 

women reported more assertiveness than older men. Also, women 

participants of lower educational attainment reported more 

assertiveness than their men counterparts whereas men of higher 

educational attainment reported more assertiveness than their 

women counterparts. Results of this study suggest that women in 

Nigeria may become more assertive with age. 

 Lin et al. (2004) evaluated the effect of an assertiveness 

training program on nursing and medical students’ assertiveness, 

self-esteem, and interpersonal communication satisfaction. Using a 

longitudinal research design, 69 participants whose scores on the 

Assertive Scale were 50% (i.e., low assertiveness) and who were 

willing to participate were included and assigned to an experimental 

group (33 subjects) or comparison group (36 participants; 

participants were matched with the experimental group by grade and 

sex). Participants in the experimental group received eight 2-h 

sessions of assertiveness training once a week. Data were collected 

before and after training and again one month after the end of the 

training using the Rotter’s Internal versus External Control of 

Reinforcement Scale, Sex Role Inventory, Assertive Scale, Esteem 
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Scale, and Interpersonal Communication Satisfaction Inventory. The 

generalized estimated equation (GEE) method was used for statistical 

analysis. The assertiveness and self-esteem of the experimental 

group were significantly improved in nursing and medical students 

after assertiveness training, although interpersonal communication 

satisfaction of the experimental group was not significantly improved 

after the training program. 

 John and Christine (2004) in their article indicated that the 

Conflict Resolution Model was formulated by a group of Australian 

psychologists who set about integrating the literature on achieving 

mutually beneficial outcomes in a conflict situation in order to create 

a best-practice prescriptive process for conflict resolution. A number 

of experimental studies conducted at the University of Tasmania with 

students and school-aged children have found significantly improved 

outcomes in resolving conflict following training in listening, 

assertiveness, and problem-solving skills identified in the model. 

These skills are also core elements of the theory of healthy 

relationships formulated in 1970 by Thomas Gordon and 

implemented in Parent Effectiveness Training (PET). 

 Self-defense classes aim to prevent violence against women by 

strengthening women’s capacity to defend themselves; however, little 

research has examined the effects of self-defense training on 

women’s attempts to fight back during actual attacks. Brecklin and 

Ullman (2005) investigated the relationship of self-defense or 

assertiveness training and women’s physical and psychological 

responses to subsequent rape attacks (N = 1,623).Multivariate 

analyses showed that victims with pre-assault training were more 

likely to say that their resistance stopped the offender or made him 

less aggressive than victims without training. Women with training 

before their assaults were angrier and less scared during the incident 
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than women without training, consistent with the teachings of self-

defense training. Pre-assault training participants rated their degree 

of non-consent or resistance as lower than did non-participants, 

perhaps because they held themselves to a higher standard. 

 Murakami and Fukumitsu (2005) conducted various studies 

on assertiveness training. In Study 1, 23 pupils nominated by their 

teachers as seriously aggressive were assigned to criterion group, 

and 567 non-aggressive to contrast group. They were among 1701 

third to sixth grade pupils at eight elementary schools with 59 

teachers. A problem-aggression scale was constructed, with 13 items 

that best discriminated the two groups. In Study 2, teachers rated 

aggressiveness of their pupils with a 5-point scale. Participants were 

224 third to sixth grade pupils and eight teachers. Reliability of the 

teacher ratings was .93. The problem-aggression scale had a 

correlation of .46 with the ratings, and its test-retest reliability 

coefficient was .85. Measurement accuracy was high on the higher 

end of the scale when data of 814 pupils were analyzed with IRT. In 

Study 3, intervention with assertiveness training was experimentally 

examined. Thirty-eight and 35 pupils in the third grade were 

assigned to experimental and control groups, respectively. 

Assertiveness training had a weak therapeutic effect on the low 

aggressive pupils when a 3-way ANOVA was performed on the pre- 

and post-intervention scores. 

 Karagazog et al. (2008) developed a quantitative methodology 

to ascertain the level of self esteem and assertiveness of last year 

students in baccalaureate degree programs at Cumhuriyet University 

Nursing School, School for Health Sciences’ Midwifery School, 

Education Faculty’s Mathematics Teacher, Classroom Teacher, and 

Social Sciences Teacher programs and to determine if there is a 

correlation between self esteem and assertiveness. The research 
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population was a total of 372 students who were in their final year of 

university in these programs. Sampling was not done in the 

research, the entire population was studied. However there was a 

total of 82 students who were not included in the research because 

of illness, absenteeism, registration on hold, who could not be found 

on campus or who did not want to participate in the research and 

who did not correctly complete the survey form. The research was 

conducted with total of 290 students. Total response rate was 77.9%. 

The data were collected using a “Personal Information Form,” Stanley 

Coopersmith Self Esteem Inventory (SEI) and Rathus Assertiveness 

Schedule (RAS). Frequency distribution, t test, correlation and 

variance analysis were used in the analysis of the data. The results 

of the study were that the nursing students had the highest scores 

from SEI (80.64 ± 15.83). Similarly the nursing students had the 

highest scores on the RAS (36.29 ± 25.33). 

 To understand how constructive responses could be 

encouraged and supported, research was conducted by Chaiyavej 

and Morash (2009) to show the reasons for female police officers' 

responses to sexual harassment. A survey was administered in small 

groups to 117 female officers from 5 law enforcement agencies in a 

Midwestern state. For the 106 who had experienced harassment in 

the last 2 years, perceiving sexual harassing behavior as a violation 

of organizational policy predicted seeing harassing acts as severe, 

which in turn predicted assertive reactions. A de-emphasis on 

individuality and not participating in organizational decision making 

were predictive of high concern about social reactions, which then 

predicted the use of passive responses to harassment.  

 Bankole and Dauda (2009) examined the composite and 

relative influence of interpersonal and assertiveness skills on 

conflict-handling style of labour leaders in Lagos State, Nigeria. A 
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descriptive survey research design of ex-post facto type was adopted 

for the study. Two hundred and fifty respondents (labour leaders) 

were purposively selected from ten randomly selected industrial 

unions in Lagos State. Data were collected through questionnaires 

and two hypotheses were tested at 0.05 alpha levels, using multiple 

regression. The findings revealed significant joint effect of 

interpersonal skill and assertiveness skill on conflict-handling style 

of labour leaders (F (2,247) = 15.549, p<0.05), which implies that the 

two skills collectively are potent predictors of conflict-handling styles 

of labour leaders. Also, the result showed that assertiveness skill is a 

better predictor of labour leaders’ conflict-handling style with a 

significant relative effect of (B = 0.286, t = 5.242; p<0.05) while 

interpersonal skill had (B = 0.096, t = 2.167; p<0.05). 

2.5 EMOTIONAL INTELLIGENCE  

 A view of human nature that ignores the power of emotions is 

sadly short sighted. The very name, ‘Homo sapiens’, the thinking 

species, is misleading in the light of the new appreciation and vision 

of the place of emotions in our lives that science now offers. As we all 

know from experience, when it comes to shaping our decisions and 

our actions, feeling counts every bit as much-and often more than 

thought. We have gone too far in emphasizing the value and the 

import of the purely rational-or what IQ measures in human life. For 

better or worse, intelligence can come to nothing when the emotions 

hold sway (Goleman, 1995).  

 Emotional intelligence is not a new idea in psychology. The 

study of this concept began in the late 1930’s when Thorndike (1920) 

wrote about “social intelligence”. Thorndike (1920) defined “social 

intelligence as the ability to understand and manage men, women, 

boys and girls to act wisely in human relations. This definition is 
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associated to social intelligence with three main elements which are: 

capacity for social towards society, social knowledge and individual’s 

capacity for social adjustments. From these three elements, it is 

believed that the third element contained the element that is more 

alike to today’s emotional intelligence (Singh, 2003). 

In 1983, the idea of emotional intelligence resurfaced. Gardner 

(2000) introduced the theory of “multiple intelligence”. In his theory, 

Gardner proposed the concept of “interpersonal” and “intrapersonal” 

intelligence. Interpersonal intelligence is the ability to understand, 

appreciate and get along with others. On the other hand, people who 

possess intrapersonal intelligence has the capability of 

understanding themselves, knowing themselves and fitting 

themselves with the environment (Kaufhold 2005). In the early 

1990’s, Mayer and Salovey formally conceptualized the term 

“emotional intelligence.” According to them, emotional intelligence is 

the ability of identifying, using, understanding and managing 

emotions. The emotional intelligence concept was then, popularised 

in the mid-1990’s by the publication Daniel Goleman’s first book 

entitled “Emotional Intelligence”. Goleman (1995) described 

emotional intelligence as the capacity of recognising our own feeling 

and those of other, for motivating ourselves and for managing 

emotions well in us and in our relationships. 

In simple terms, emotional intelligence can be described as 

knowing what feels good, what feels bad and how to get from bad to 

good feeling. Emotional intelligence consists of quality such as self-

awareness (knowing one’s internal states, preferences, resources and 

intuitions), self-control (keeping disruptive emotions and impulses in 

check), motivation (emotional tendencies that guide or facilitate 

reaching goal), empathy (awareness of others feelings, needs, 
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concern) and social skills (capacity of acting in such a way that one 

is able to obtain the desired result form others).   

2.5.1 Nature of Emotional Intelligence 

 One of the Psychology’s open secrets is the relative inability of 

grades, IQ or SAT cores despite their popular mystique, to predict 

unerringly who will succeed in life. To be sure, there is a relationship 

between IQ and life circumstances for large groups as a whole; many 

people with very low IQs end up in menial jobs, and those with high 

IQs tend to become well-paid-but by no means always.  

 Goleman narrates five major aspects of Emotional Intelligence 

such as self-awareness, self-regulation, motivation, empathy and 

social skills. Of course, people differ in their abilities in each of those 

domains; some of us may be quite adept at handling, say, our own 

anxiety but relatively inept at soothing someone else’s upsets. The 

underlying basis for our level of ability is, no doubt, neural, but as 

we see the brain is remarkably plastic constantly learning Lapses in 

emotional skills can be remedied; to a great extent each of these 

domains represents a body of habit and response that, with the right 

effort can be improved on.  

 Self-awareness is fundamental to psychological insight; this is 

the faculty that much of psychotherapy means to strengthen 

emotions that simmer beneath the threshold of awareness can have 

a powerful impact on how we perceive and react, even though we 

have no ideal they are at work. But once the reaction is brought into 

awareness- once it registers in the context- once can evaluate things 

anew, decide to shrug off the feelings left earlier in the day, and 

change one’s outlook and mood. In this way emotional self-

awareness is the building block of the next fundamental of emotional 

intelligence; bring able to shake off a bad mood.  
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 Commenting on ‘self-regulation’ Goleman says downs as well 

as ups spice life, but need to be in balance in the Calculus of the 

heart it is the ratio of positive to negative emotions that determines 

the sense of well being-atleast that is the verdict from studies of 

mood in which hundreds of men and women how carried beepers 

that remained than at random times to record their emotions at that 

moment. It is not that people need to avoid unpleasant feeling to feet 

content, but rather that stormy feelings not go unchecked, displacing 

all pleasant moods. People who have strong episodes of anger or 

depression can still feel a sense of well being if they have a counter 

veiling set of equally joyous or happy times.  

 Goleman continues, channeling emotions toward a productive 

end is a master aptitude whether it be in controlling impulse and 

putting off gratification regulating our mood so they facilitate rather 

than impede thinking, motivating ourselves to persist and to try, try 

again in the face of set backs, or finding ways to enter flow and so 

perform more effectively -–all bespeak the power of emotion to guide 

effective effort. Empathy builds on self-awareness; the more open we 

are to our own emotions, the more skilled we will be in reading 

feelings. The capacity – the ability to know how another feels – comes 

into play in a vast array of life arenas. The absence of empathy is 

also telling it's lack is seen in criminal psychopaths, rapist, and child 

molesters.  People's emotions are rarely put into words; for more 

often they are expressed through other cues. The key to intuiting 

another's feelings is in the ability to read non-verbal channels. 

 Social skills are the stuff of interpersonal polish, the necessary 

ingredients for charm, social success, even charisma. Those who are 

adept in social intelligence can connect with people quite smoothly, 

be astute in reading their reactions and feelings, lead and organise, 

and handle the disputes that are bound to flare up in any human 
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activity. These interpersonal abilities built on other emotional 

intelligences. A more healthy pattern, of course, is to balance being 

true to oneself with social skills. 

 To refine the concept of emotional intelligence, Bernet and 

Michael (1996) developed the Style in the Perception of Affect Scale 

(SPAS) to measure skills in the integrated, rapid and effortless 

awareness of changes in body feelings that constitute the prompts 

for emotions. Without this skill, responses tend to be delayed and 

inappropriate. Analysis shows that this style of perceiving feelings 

correlates highly with mental health, contentment, creativity and 

personal warmth. It is theorised that this style, by utilising the 

subject's feeling awareness of the subtleties in the communications 

and responses of other persons, is the foundation also for empathy 

and social intelligence which are qualities often grouped with 

emotional intelligence. Keeping our distressing emotions in check is 

the key to emotional well being. Indeed, self-regulation is one of the 

major aspects of Goleman's theory of emotional intelligence.  

 In another study, individual differences in the ability to 

connect thoughts to emotions were studied with 321 participants 

who read the writings of a target group and guessed the emotions of 

targets. Findings are interpreted to mean that same forms of 

emotional problem solving require emotional openness as well as 

general intelligence (Mayer and Geher, 1996). 

 The relatively more studied aspects of emotional intelligence – 

empathy and social skills have been examined theoretically by 

Bernet and Michael (1996). They contended that the subject’s feeling, 

awareness of the subtleties in the communications and the 

responses of the person, is the foundation for empathy and social 

intelligence.  
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 In the study of Petrides and Furnham (2000), two hundred and 

sixty predominantly White participants completed a measure of trait 

emotional intelligence (EI) and estimated their scores on 15 EI facets 

on a normal distribution with 100 points as the mean and 15 points 

as a standard deviation. Females scored higher than males on the 

"social skills" factor of measured trait EI. However, when the 15 

facets of self-estimated EI were combined into a single reliable scale 

and the participants's measured trait EI scores were held constant, it 

was demonstrated that males believed they had higher EI than 

females. Most of the correlations between measured and self-

estimated scores were significant and positive, thereby indicating 

that people have some insight into their EI. Correlations between 

measured and self-estimated scores were generally higher for males 

than females, and a regression analysis indicated that gender was a 

significant predictor of self-estimated EI. 

Examining the link between emotional intelligence and 

interpersonal relations, Schutte (2001) was able to find positive 

correlation between emotional intelligence and social skills as well as 

with empathic perspective taking and self-monitoring in social 

situations. 

Social intelligence appears to play a principal role in 

leadership, conclude Kobe et al. (2001) by analysing self reported 

leadership experiences in relation to social and emotional 

intelligence.    

Karen and Sandy (2001) gathered evidence of problems in 

social skills through anecdotal records and observational checklist 

completed for 39 students. Analysis of probable cause data revealed 

that students demonstrated lack of emotional intelligence that 

inhibited the development of social competence. 
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In an attempt to set out the theoretical foundation of emotional 

intelligence as a constellation of traits and self-perceived abilities, 

Petrides and Furnham (2001) concluded that trait emotional 

intelligence can be conceptualized as a distract composite construct 

at the primary level of hierarchical trait structures. 

The lopsided scientific vision of an emotionally flat mental life 

which has guided the last 80 years of life on intelligence – is 

gradually changing as psychology has began to recognise the 

essential role of feeling in thinking. Many investigators have searched 

the nature of relationship between general intelligence and emotional 

intelligence. One of the theoretical claims made regarding the 

concept of emotional intelligence is that it concerns a range of 

human abilities which are independent of the more familiar concept 

of intellectual ability (Derksen et al., 2002). 

 Emotional intelligence is an increasingly popular consulting 

tool. According to popular opinion and work place testimonials, 

emotional intelligence increases performance and productivity; 

however, there has been a general lack of independent, systematic 

analysis substantiating that claim. Lam and Kirby (2002) 

investigated whether emotional intelligence would account for 

increases in individual cognitive – based performance over and above 

the level attributable to traditional general intelligence. The authors 

measured emotional intelligence with the Multi factor Emotional 

Intelligence Scale (MEIS). As measured by the MEIS, overall 

emotional intelligence is a composite of the three distinct emotional 

reasoning abilities: perceive understanding, and regulating emotions. 

Although further psychometric analysis of the MEIS is warranted, 

the authors found that overall emotional intelligence, emotional 

perception, emotional regulation uniquely explained individual 
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cognitive – based performance over and beyond the level attributable 

to general intelligence. 

 Barrett et al. (2002), has examined sex differences in emotional 

awareness. Female participants from 7 different samples, ranging in 

age, scholastic performance, socio-economic status and culture 

scared higher on a performance test of emotional awareness than did 

male participants. Women consistently displayed more complexity 

and differentiation in their articulations of emotional experiences 

than did men, even when the effect of verbal intelligence was 

controlled. Together the findings suggest that sex difference in 

display of emotional awareness is a stable, highly generalisable 

effect. 

  Slaski and Cartright (2002) investigated the relationship 

between a measure of EQ, subjective stress, distress, quality of work 

in life and management performance. Significant correlations in the 

expected directions were found indicating that managers who scored 

higher in EQ suffered less subjective stress, experienced better 

health and well-being and demonstrated better management 

performance.  

Terms like self-efficacy, optimism and hope have special 

importance when `discussing emotional intelligence as Goleman does 

it under the topic of motivation. Luthans (2002) tries to bring a 

positive approach to organizational behaviour. Although the 

importance of positive feelings has been recognised through the 

years in the academic organisational behaviour and the popular 

literature, both management scholars and practitioners have 

arguably too often taken a negative perspective trying to fix what is 

wrong with managers and employees and concentrating on 

weakness. Luthans hopes this line of thought in Organizational 
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Behaviour will be capable of contributing to performance 

improvement in today's work place. 

Nikolaou, and Tsaousis (2002) explored the relationship 

between emotional intelligence and sources of occupational stress 

and outcomes on a sample of professionals in mental health 

institutions. A total of 212 participants were administered the 

Emotional Intelligence Questionnaire as well as the Organizational 

Stress Screening Tool (ASSET), a new organizational screening tool, 

which measures workplace stress. The results were in the expected 

direction showing a negative correlation between emotional 

intelligence and stress at work, indicating that high scorers in overall 

EI suffered less stress related to occupational environment. A 

positive correlation was also found between emotional intelligence 

and organizational commitment, which according to the ASSET 

model is considered as a consequence of stress, suggesting a new 

role for EI as a determinant of employee loyalty to organizations. 

Finally, the relationship between EI, job stress, and various 

demographic variables such as gender, age, and education was 

investigated and results are discussed in the light of the 

organizational framework.  

 Welch (2003) proposed that emotional intelligence enables 

teams to boost their performance. He looked at five EI team 

competencies which build on individual EI skills. These are 

inclusiveness, adaptability, assertiveness, empathy, and influence. 

However, these competencies are not enough on their own. There 

also has to be "a bridge of intent" where each member of the team 

commits to increasing his or her self-understanding. In this respect 

EI is not a static skill but becomes the way the team does business. 

Concluded that those teams which develop their EI are likely to have 

far more initiative in dealing with organisational challenges, will be 
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far better at addressing ongoing concerns such as stress, change and 

conflict and will genuinely get more out of work. 

The article of Manzella and West (2003) discussed methods for 

police officers to develop and maintain a decision making process 

that is emotionally intelligent to promote personal safety. The key 

components of emotional intelligence are self-awareness and 

empathy. These qualities are not only the foundation of emotional 

intelligence but are essential for sound moral development and social 

responsibility. Self-awareness is the understanding of one’s emotions 

or motives and beliefs, as well as strengths and limitations. Empathy 

is the ability to understand and share others’ feelings. Cognitive or 

intellectual empathy is the ability to predict others’ thoughts and 

feelings. These two components of emotional intelligence are 

processed in separate areas of the brain. Most officers intuitively 

understand the differences between cognition and emotion. Since 

offenders cannot be expected to possess high levels of self-awareness 

or empathy, it is especially important that officers either come to the 

job with those characteristics or that they are trained to acquire 

them. Current research indicates that emotional intelligence can be 

learned. Emotional intelligence is a critical attribute for virtually all 

levels of criminal justice professionals. Self-awareness and empathy 

can be learned and applied through psycho-dramatic role training. 

Officers with emotional intelligence will be much better equipped to 

successfully confront the challenges of their assignments when 

responding to demanding individuals and situations. As a result, 

they will create fewer incidents, provide a higher level of safety, and 

reduce the risk of liability. 

Skipper et al. (2003) conducted a study of 26 teams of 

insurance claims adjusters. They discovered that teams with high 

levels of emotional intelligence got higher performance ratings than 
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others. They also found that members who were more able to 

manage emotions were more satisfied with other group members 

and with team communications. These members also received more 

social support than those who did not possess high levels of 

emotional intelligence. Interactive skills are just as important today, 

if not more so, than they have ever been. One’s ability to manage 

interpersonal relationships and to create positive leader-member 

relations is essential to managers’ effectiveness. Leaders who can 

manage their emotions while reading others emotions and effectively 

resolve conflict facilitate higher performance within their 

organizations. 

Langhorn (2004) conducted a study of pub restaurant 

managers in the UK concerning their emotional intelligence. He used 

the Bar-On (EQi) measurement instrument in his research and 

discovered that managerial emotional intelligence is positively related 

to employee satisfaction, customer satisfaction, and profit 

performance. Employee satisfaction plays a key role in human 

capital retention and perhaps even acquisition, depending on the 

image being projected to potential candidates by those presently 

employed within the organization. His research further indicates, 

with a significant degree of accuracy, that emotional intelligence is 

able to predict the performance of managers. His study was able to 

establish that emotional intelligence can contribute up to 21 percent 

of the success of managers. The main predictors of manager’s 

performance are: emotional self-awareness, social responsibility, 

interpersonal relationships and optimism (Langhorn, 2004). Along 

these same lines, Langhorn (2004) found that manager’s emotional 

intelligence can enhance team satisfaction by as much as 10 percent. 

This is a significant finding in today’s business environment that 

requires team collaboration and cohesiveness. Teams with satisfied 
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team members tend to be higher performers which increases profit 

performance. He also discovered that emotional intelligence can 

predict team turnover with a moderate degree of accuracy. Managers 

without emotional intelligence can contribute to as much as 12 

percent of team member turnover (Langhorn, 2004).  

The major components of emotional intelligence that 

contribute to team member turnover are problem solving, stress 

tolerance, and happiness. Managers must possess the ability to 

effectively control team emotions through stress tolerance. This is 

supported through positive working environments – creating 

happiness at work - and the manager’s ability to successfully solve 

problems (Langhorn, 2004). Team members who are experiencing 

problems in these areas are more likely to leave the organization 

than others; manager emotional intelligence levels can help in these 

situations. Performance of managers “appears to depend on their 

ability to be aware of and understand their own emotions” 

(Langhorn, 2004). Perhaps having the ability to understand and 

manage emotions allows leaders and employees to better design 

strategies that better relate to candidates for employment, designing 

and conducting training programs, and to communicate more 

effectively with employees on matters of performance, thus creating a 

more positive environment which promotes employee satisfaction 

and high performance organizations.  

 Despite claims that emotional intelligence (EI) predicts 

performance on work-related tasks and successful interpersonal 

interactions, little research exists to support these claims. In the 

study done by Day and Carroll (2004), the construct and criterion-

related validity of an ability-based measure of EI (Mayer, Salovey, & 

Caruso, 2000) were examined. The four-factor model for the MSCEIT 

fit the data well. As hypothesized, there were some gender and 
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experience differences in the MSCEIT subscales. The MSCEIT 

subscales were modestly correlated with personality, unrelated to 

individual-level citizenship behaviour, and somewhat related to 

group-level citizenship behaviour. Only the Emotional Perception 

Scale of the MSCEIT was correlated with performance on a cognitive 

decision-making task. 

Higgs (2004) reported that higher emotional intelligence scores 

are positively related to lower stress levels. This would create a more 

positive work environment which aids in human capital retention.  

 Ozmen (2005) examined the emerging concepts of 

transformational/transactional leadership in the Turkish National 

Police (TNP) and the contributions of emotional intelligence (EI) to 

this theory. The MLQ5X-Short was used as a research instrument, 

and the data obtained from 1,925 Turkish police officers in different 

ages, gender, and ranks was analyzed. Descriptive statistics and 

several statistical techniques including factor analysis, multiple 

regression, and multivariate analysis of variance were used for the 

analysis. Shortly, three latent leadership components were identified 

in the Turkish National Police (TNP); namely, the Full Range 

Leadership Model, Passive and Avoidant Leadership, and 

Management-by-Exception Active. The results revealed significant 

association between transformational leadership and emotional 

intelligence competency categories, as well as individual effectiveness 

and satisfaction. 

 Despite much research on police organization generally, little 

or no research exists on career commitment of young police in 

Nigeria. Aremu (2005) investigated the predicting effect of 

credentialing, career experience, self-efficacy, emotional intelligence 

(EI), and motivation on the career commitment of young police in 
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Ibadan, Nigeria. A field-based survey approach was adopted to collect 

a quantitative data through the means of a questionnaire from 200 

non-commissioned officers that were randomly sampled from a police 

command. Multiple regression statistical analysis employed revealed 

that the independent variables were good predictors (collectively and 

independently) of career commitment of young police. These findings 

were limited to participants from a police command, as well as 

variables investigated. Thus, efforts should be made in the future to 

extend the study's scope to other police commands and across the 

commission in the police. The findings provide evidence on the need 

to improve upon the career commitment of Nigerian police. Hence, 

attention should be paid on the predicting variables investigated in 

that they provide a significant basis for the current study. These 

would enrich policing system and culture within the rank and file of 

Nigeria police. 

Emotional intelligence, an essential factor responsible for 

determining success in life and psychological wellbeing, seems to 

play an important role in shaping the interaction between individuals 

and their work environment. Oginska-Bulik (2005) conducted a 

study to explore the relationship between emotional intelligence and 

perceived stress in the workplace and health-related consequences in 

human service workers. A sample of 330 participants (42.4% of men 

and 57.6% of women), representing various human service 

professions (physicians, nurses, teachers, probation officers and 

managers) was selected for the study. The mean age of the 

participants was 38.4 years (SD = 8.45), and the employment period 

was 8.3 years (SD = 6.13). Three methods were used in the study: 

the Emotional Intelligence Questionnaire – with Polish modification, 

the Subjective Work Evaluation Questionnaire developed in Poland, 

and the General Health Questionnaire (GHQ-28) with Polish 
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modification. The results confirmed an essential, but not very strong, 

role of emotional intelligence in perceiving occupational stress and 

preventing employees of human services from negative health 

outcomes. The ability to effectively deal with emotions and emotional 

information in the workplace assists employees in coping with 

occupational stress therefore, it should be developed in stress 

managing trainings. 

In this age of information and highly skilled work teams, 

emotional intelligence has become an important skill to possess. It 

has become as crucial, if not more so, for individuals to collaborate 

and communicate with each other on a vast array of projects than to 

exercise technical skills. Holt & Jones (2005) found that employees 

appreciate supervisors who exhibit emotional intelligence. A positive 

relationship also exists between subordinate’s commitment to the 

organization and their supervisor’s emotional intelligence abilities. As 

organizations continue to attempt to achieve more for less, soft skills 

such as emotional intelligence have become relevant in leadership 

effectiveness and organizational success. When organizations enable 

their employees to raise their level of work performance, they become 

more productive and competitive. Individual productivity then 

transcends from the individual to help collectively create a more 

productive organization. This suggests that leadership, environment, 

emotional intelligence, and motivation help produce employee 

performance. Emotional intelligence has also proven to benefit 

mentoring relationships. These relationships in turn impact staff 

turnover as well as completion of projects (Holt & Jones, 2005). Holt 

and Jones also suggested that emotional intelligence could be a 

powerful tool in accomplishing strategic business goals in the areas 

of hiring, training, and performance development. 
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Emotional intelligence training coupled with individual 

experiences can enhance an organization’s ability to make needed 

changes, develop teams, and improve performance. Emotional 

intelligence is found to be present in the workplace through 

corporate communications, marketing, safety, turnover, team 

leadership, influence, and organizational awareness (Holt & Jones, 

2005).  

Without empathy, which starts with self-awareness, influence 

can not take place. Leaders and co-workers must possess the ability 

to understand others and what their needs are if they are to 

maximize their influence on them. Employees who possess 

considerable emotional intelligence competencies consistently 

outperform their co-workers. It has also been discovered that 

emotional intelligence is a better predictor of executive success than 

IQ or previous experience in Latin America, German, and Japan. 

Deshpande et al. (2005) discovered that people with high emotional 

intelligence levels are better employees and tend to have better ethics 

and related standards along with superior attitudes toward their 

work than their counterparts.  

Emotional intelligence is closely associated with effective 

leadership as well as followership. Daus and Ashkanasy (2005) 

suggested that successful transformational leadership is associated 

with emotional intelligence, particularly in the area of understanding 

emotions. Others have also reported similar findings in South Africa. 

This would suggest that understanding and managing the emotions 

of others would be a strong asset for leaders to possess. They are 

better equipped in motivating and leading others as they transform 

their organizations into high performance and profitability. Daus and 

Ashkanasy (2005) reported that police officers are in a field that 

requires one of the highest levels of emotional intelligence of all 
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fields. Qualitative and quantitative data suggest that officer’s 

emotional intelligence is critical for their job performance and 

preventing negative stress outcomes from the job. They further report 

that emotional intelligence can predict job satisfaction which is a 

predictor of turnover (Daus et al., 2005). Mood management (self 

management) is also related to job satisfaction and emotional 

intelligence. The higher employees score on the MSCEIT V.2 the 

greater their potential to receive higher performance evaluations, 

promotions, merit raises, and peer ratings; all of which are related to 

success human capital retention (Daus & Ashkanasy, 2005).  

  Johnson (2005) reported that the “best performing leaders” 

are those with higher levels of emotional intelligence. They generally 

possess the following traits: self-confidence, achievement orientation, 

initiative, influence, and change catalyst. Johnson reported that 

thousands of studies have shown that effective leaders use more 

emotional intelligence competencies every day than others in 

leadership positions.  

The study of Almeida and Soeiro (2005) analysed the 

relationship between personality, moral conduct, emotional 

intelligence and gender. The tools used to identify associations 

between personality, moral conduct, emotional intelligence and 

gender differences in law enforcement candidates were: the Defining 

Issues Test-DIT (Rest, 1986), the Moral Judgment Test- MJT (Lind, 

2000), the Mayer Salovey Caruso Emotional Intelligence Test- 

MSCEIT (Salovey, Mayer, Caruso, 2001), the Emotional Quotient 

Inventory- EQ-i (Bar-On, 1997) and the NEO-PI-R (Costa & McCrae, 

2000). 222 candidates (62% female and 38% male) undergoing 

selection to become law enforcement officers participated in this 

study. A significant difference in gender was found in the following 

areas of Emotional Intelligence: managing emotions, interpersonal 
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scale and general mood and stress management with women having 

higher scores than men. Women presented higher values in 

extraversion and openness to experience. In the MSCEIT significant 

correlations between experimental emotional intelligence, strategic 

emotional intelligences, perceiving emotions, managing emotions and 

the dimensions evaluated by NEO-PI-R neuroticism, extraversion and 

openness to experience were found. Significant correlations between 

the areas evaluated by EQ-I: adaptability, inter and intrapersonal 

scales, general mood, managing stress and the five dimensions 

evaluated by NEO-PI-R were also found. In conclusion, there was a 

relationship between personality and moral conduct and an 

association between openness to experience and index C (evaluated 

by MJT) and an association between neuroticism and P Score 

(evaluated by DIT). 

Martin and Hutchinson (2006) examined the relationship 

between the emotional intelligence and gender of the principal, and 

teacher’s perceptions of the principal’s leadership effectiveness. The 

researcher administered the Emotional IQ Test to 32 randomly 

selected principals. One hundred and sixty randomly selected 

teachers in the buildings of these administrators then took the 

observer form of the Leadership Practices Inventory (LPI) to measure 

the leader’s perceived effectiveness. The leadership practices and 

gender were correlated to the two aspects of emotional intelligence to 

determine possible relationships. Findings show that principals with 

higher emotional intelligence are perceived to be more effective. 

Overall, women have a higher EQ than their male counterparts and 

the building level assignment had a significant impact on how 

principals were perceived. 

Dries and Pepermans (2007) demonstrated the utility of using 

some indication of emotional intelligence (EI) to identify high 
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potential in managers. Presupposed correspondences between the EI 

Personal Factors Model (Bar-On) and Briscoe and Hall's 

metacompetency model of continuous learning are elucidated. The 

sample consisted of 51 high potentials and 51 regular managers, 

matched onto one another by managerial level, gender and age. All 

participants completed an online survey containing Bar-On's 

Emotional Quotient Inventory, Blau's career commitment scale and a 

self-anchored performance item. Findings were EQ subscales: 

assertiveness, independence, optimism, flexibility and social 

responsibility appear to be covert high-potential identification 

criteria, separating between high potentials and regular managers. 

Furthermore, high potentials display higher levels of job performance 

and, supposedly, less boundaryless career attitudes.  

 In a world of ongoing organizational transformation, the ability 

to effectively manage emotions in leadership, sales and customer-

interface positions may be critical to success in those positions. It is 

in the light of this, Ogunyemi (2007) investigated through empirical 

method, the effects of brainstorming and emotional mastery 

programmes at fostering emotional intelligence of executive 

management personnel. The study also aimed at establishing 

whether gender will moderate the effects of the two treatments on 

emotional intelligence. A randomized pre-test-post-test 3 x 2 factorial 

design was adopted. The simple random sampling procedure was 

utilized in selecting participants and assigning them to two treatment 

groups and the control group. Data were collected with a 

Standardized instrument. Analysis of covariance (ANCOVA) was 

employed for data analysis with significant level of 0.05. Findings 

revealed among other things that the treatments differentially and 

significantly affected participants’ emotional intelligence. The study 

advocated for enhancement of employee’s emotional intelligence 
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through the use of training programmes like the one used in this 

study. 

 Millet (2007) investigated the relationship between emotional 

intelligence and job satisfaction among police officers by utilizing 

self-report survey instruments, the Emotional Quotient Inventory: 

Short and the Job in General Scale. The findings of this study shed 

further light on the theoretical and practical utility of the construct 

of emotional intelligence in organizational settings. 

Aremu and Tejumola (2008) used an ex-post facto approach to 

assess emotional intelligence in the Nigeria Police. In the study, 

emotional intelligence of participants was content-rated using 

Emotional Intelligence Test. With a sample of 285 police (officers and 

men), the results indicated that Nigerian police are not emotionally 

intelligent when they were tested on the following variables: gender  

(t = .692, >0.05), age (t = .66, >0.05), job status (t = .36, >0.05), 

marital status (t = 1.1, >0.05), and years of experience (F = 1.372, 

>0.05). The results indicate the need for the Nigerian Police to 

embrace emotional intelligence. 

 The law enforcement community is constantly being 

scrutinized and criticized regarding the manner in which officers 

interact with the public that they serve. Research by Burnette (2008) 

indicates that functional or higher levels of emotional intelligence 

enhance a person's ability to interact effectively with others. 

Research also indicates that emotional intelligence may be learned. 

Given the nature of the policing, the potential benefit to law 

enforcement agencies employing officers with functional or high 

levels of emotional intelligence was assumed to be a desirable 

attribute. Can the emotional intelligence level of a patrol sergeant 

impact the emotional intelligence level of his or her subordinates? 
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Recommendations were suggested that included 1) the use of an 

abilities-based EQ test instrument for future research, 2) the use of 

experiments within the ranks of supervisors and field training 

officers to determine if enhancement of emotional intelligence will 

have a quantifiable effect on subordinate personnel, 3) the use of 

emotional intelligence enhancement training, and 4) the use of and 

participation in emotional intelligence research projects directed 

toward the policing profession. 

Emotional intelligence in policing is best described in a 

research article by Saville (2008). In any policing controversy – 

excessive use of force, racial profiling, police suicide, discourtesy – 

separating human emotions from that controversy’s cause is difficult, 

an officer’s emotional intelligence – whether the lack of emotional 

awareness or the inability to control emotions – will emerge. There 

can be no escaping one’s emotions; indeed, if repressed, they cause 

even more problems. This of particular concern to law enforcement, 

due to the myth that an officer should grin and bear emotional crises 

and shake them off at the end of the shift. That myth has 

contradicted by research, which has uncovered a much different 

reality. Contemporary psychological research shows that the strong, 

silent type (typical of many police officers) cannot suppress human 

emotions without suffering serious consequences. Emotional 

intelligence is just serious training. Many officers are just now 

appreciating how deeply the emotional intelligence competencies 

affect the police profession. Indeed emotional intelligence is at the 

core of policing. Most police training and education efforts have 

downplayed if not ignored the role of emotions. Often, academy 

educators leave it to field trainers to help new officers through 

emotionally charged and stressful situations. Departments 

occasionally provide stress management programmes or use 
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untrained mentors to help officers manage their emotions. But few of 

these approaches consider emotional intelligence.  

Theory suggests that highly emotionally intelligent individuals 

are likely to experience psychological wellbeing at a higher level than 

individuals who are low in emotional intelligence. Carmeli et al. 

(2009) examined the relationship between emotional intelligence and 

four aspects of psychological wellbeing (self-acceptance, life 

satisfaction, somatic complaints and self-esteem). Data were 

collected from employees through two different structured surveys 

administered at two points in time. The results of four hierarchical 

regression models provide, in general, support for the positive 

association between emotional intelligence and psychological 

wellbeing components – self-esteem, life satisfaction, and self-

acceptance. Only marginal significant support was found for the 

negative relationship between emotional intelligence and somatic 

complaints. The present study contributes to a growing body of 

literature seeking to determine the role of emotional intelligence in 

explaining individuals' wellbeing at work. In addition, the study 

indicated that employees who experience a psychological state of 

wellbeing may function better than employees who experience 

emotional deficit. 

Fitch (2009) in his article explained the features of emotional 

intelligence (EI), and outlined five common irrational beliefs that 

undermine EI, and proposed seven steps for improving police officers’ 

EI. Emotions represent complex internal feeling states with cognitive, 

physical, and behavioral components. Emotional reactions are not 

caused by the objective facts of a situation, but by the ways people 

appraise and assign meaning to other people and to things. Albert 

Ellis, the founder of rational emotive therapy, offers a three-step 

model for explaining the role of beliefs and self-talk statements in 
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influencing emotional reactions. These “ABCs” of emotions for police 

officers are “activating events” (people, things, or other assumed 

stressors in an officer’s life); “beliefs and self-talk” (statements that 

officers tell themselves about the activating events in their lives); and 

“consequences” (results from an officer’s beliefs and self-talk 

statements). Within these ABCs there are five common irrational 

beliefs. They are “should/must” thinking (others, one’s self, and 

events must conform to one’s fixed beliefs and values); “all-or-

nothing" thinking (people and things are assessed in absolute terms); 

“awfulizing or maximizing" (exaggeration of a minor problem, making 

it serious); “labeling" (simplistic, fixed judgments about people and 

events); and “why questions" (belief that certain adverse events 

should not happen). The article suggested ways of countering these 

irrational beliefs. The seven steps for improving EI among police 

officers are explained under the topics of appraisal, self-talk, hot 

buttons, emotional literacy, physical and mental cues, distinguishing 

practical from emotional problems, and more time for decisions. 

Research by Ojedokun (2010) indicated that emotional 

intelligence is a trainable skill capable of discouraging unethical 

work attitude among Nigeria police personnel by imparting on the 

perception of effort-reward imbalance. However, exploration of the 

moderating effect of emotional intelligence on the relationship 

between effort-reward imbalance and attitude towards unethical 

work behaviour has been absent from literature. Therefore, this 

research examined how emotional intelligence moderates the 

relationship between effort-reward imbalance and attitude towards 

unethical work behaviour among a sample of police personnel in 

Nigeria. The study is a survey adopting an ex-post facto research 

design to collect data from two hundred and twenty-five (N=225) 

police personnel at Ogun State Police Command Headquarters, 
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Eleweran, Abeokuta. A questionnaire measuring effort-reward 

imbalance, emotional intelligence, attitude towards unethical work 

behaviour and demographic variables was the instrument for data 

collection. Hypothesis was tested using moderated hierarchical 

regression. Results revealed that effort-reward imbalance and 

emotional intelligence were significant predictors of attitude towards 

unethical work behaviour. 

Now of age, EI offers a great deal to police educators, recruiters 

and leaders. The personal competencies like self-awareness, accurate 

self-assessment, self control and social competencies like conflict 

management, empathy, and leadership are necessary in policing. 

2.6 SELF ESTEEM 

 Self-esteem has become a household word. Teachers, parents, 

therapists, and others have focused efforts on boosting self-esteem, 

on the assumption that high self-esteem will cause many positive 

outcomes and benefits—an assumption that is critically evaluated in 

this review.  

 Appraisal of the effects of self-esteem is complicated by several 

factors. Because many people with high self-esteem exaggerate their 

successes and good traits, we emphasize objective measures of 

outcomes. High self-esteem is also a heterogeneous category, 

encompassing people who frankly accept their good qualities along 

with narcissistic, defensive, and conceited individuals.  

 The modest correlations between self-esteem and school 

performance do not indicate that high self-esteem leads to good 

performance. Instead, high self-esteem is partly the result of good 

school performance. Efforts to boost the self-esteem of pupils have 

not been shown to improve academic performance and may 
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sometimes be counterproductive. Job performance in adults is 

sometimes related to self-esteem, although the correlations vary 

widely, and the direction of causality has not been established. 

Occupational success may boost self-esteem rather than the reverse. 

Alternatively, self-esteem may be helpful only in some job contexts. 

Laboratory studies have generally failed to find that self-esteem 

causes good task performance, with the important exception that 

high self-esteem facilitates persistence after failure.  

 People high in self-esteem claim to be more likable and 

attractive, to have better relationships, and to make better 

impressions on others than people with low self-esteem, but objective 

measures disconfirm most of these beliefs. Narcissists are charming 

at first but tend to alienate others eventually. Self-esteem has not 

been shown to predict the quality or duration of relationships.  

 High self-esteem makes people more willing to speak up in 

groups and to criticize the group's approach. Leadership does not 

stem directly from self-esteem, but self-esteem may have indirect 

effects. Relative to people with low self-esteem, those with high self-

esteem show stronger in-group favoritism, which may increase 

prejudice and discrimination.  

 Neither high nor low self-esteem is a direct cause of violence. 

Narcissism leads to increased aggression in retaliation for wounded 

pride. Low self-esteem may contribute to externalizing behavior and 

delinquency, although some studies have found that there are no 

effects or that the effect of self-esteem vanishes when other variables 

are controlled. The highest and lowest rates of cheating and bullying 

are found in different subcategories of high self-esteem.  

 Self-esteem has a strong relation to happiness. Although the 

research has not clearly established causation, we are persuaded 
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that high self-esteem does lead to greater happiness. Low self-esteem 

is more likely than high to lead to depression under some 

circumstances. Some studies support the buffer hypothesis, which is 

that high self-esteem mitigates the effects of stress, but other studies 

come to the opposite conclusion, indicating that the negative effects 

of low self-esteem are mainly felt in good times. Still others find that 

high self-esteem leads to happier outcomes regardless of stress or 

other circumstances.  

 High self-esteem does not prevent children from smoking, 

drinking, taking drugs, or engaging in early sex. If anything, high 

self-esteem fosters experimentation, which may increase early sexual 

activity or drinking, but in general effects of self-esteem are 

negligible. One important exception is that high self-esteem reduces 

the chances of bulimia in females.  

Overall, the benefits of high self-esteem fall into two categories: 

enhanced initiative and pleasant feelings. We have not found 

evidence that boosting self-esteem (by therapeutic interventions or 

school programs) causes benefits. Our findings do not support 

continued widespread efforts to boost self-esteem in the hope that it 

will by itself foster improved outcomes. In view of the heterogeneity of 

high self-esteem, indiscriminate praise might just as easily promote 

narcissism, with its less desirable consequences. Instead, we 

recommend using praise to boost self-esteem as a reward for socially 

desirable behavior and self-improvement (Baumeister et al, 2003). 

 In psychology, self-esteem reflects a person’s overall evaluation 

or appraisal of his or her own worth. Self-esteem encompasses 

beliefs (for example, “I am competent/incompetent”) and emotions 

(for example, triumph/despair, pride/shame). Behavior may reflect 

self-esteem (for example, assertiveness/shyness, confidence/ 
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caution). Psychologists usually regard self-esteem as an enduring 

personality characteristic (trait self-esteem), though normal, short-

term variations (state self-esteem) occur. Self-esteem can apply 

specifically to a particular dimension (for example, “I believe I am a 

good writer, and feel proud of that in particular”) or have global 

extent (for example, “I believe I am a good person, and feel proud of 

myself in general”) 

 Synonyms or near-synonyms of self-esteem include: self-worth, 

self-regard, self-regard, self-respect (The Macquarie Dictionary, 

1999), self-love (which can express overtones of self-promotion) 

American Heritage Dictionary, 2000) and self-integrity. Self-esteem is 

distinct from self-confidence and self-efficacy, which involve beliefs 

about ability and future performance.  

2.6.1 History of the Concept  

 The Oxford English Dictionary traces the use of the word “self-

esteem” in English back as far as 1657. John Milton is argued to 

have first coined this term (Pickering, 2008). After a career in the 

proto-psychological lore of phrenology in the 19th century the term 

entered more mainstream psychological use in the work of the 

American psychologist and philosophers Lorne Park and William 

James in 1890. 

 Self-esteem has become the third most frequently occurring 

theme in psychological literature: as of 2003 over 25,000 articles, 

chapters, and books referred to the topic (Rodewalt & Tragakis, 

2003)  

2.6.2 Definitions  

 Given a long and varied history, the terms has, unsurprisingly, 

no less than three major types of definitions in the field, each of 
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which has generated its own tradition of research, findings, and 

practical application:  

1. The original definition presents self-esteem as a ratio found by 

dividing one’s successes in areas of life of importance to a 

given individual by the failures in them or one’s 

“success/pretensions” (James, 1890). Problems with this 

approach come from making self-esteem contingent upon 

success: this implies inherent instability because failure can 

occur at any  moment (Crocker and Park, 2004)  

2. In the mid 1960s, Morris Rosenberg and social-learning 

theorists defined self-esteem in terms of a stable sense of 

personal worth or worthiness, This became the most frequently 

used definition for research, but involves problems of 

boundary-definition, making self-esteem indistinguishable 

from such things as narcissism or simple bragging 

(Baumeister, Smart, & Boden, 1996).  

3. Nathaniel Branden in 1969 briefly defined self-esteem as “the 

experience of being competent to cope with the basic 

challenges of life and being worthy of happiness”. This two-

factor approach, as some have also called it, provides a 

balanced definition that seems to be capable of dealing with 

limits of defining self-esteem primarily in terms of competence 

or worth along. 

 Branden’s (1969) description of self-esteem includes the 

following primary properties:  

1. Self-esteem as a basic human need, i.e., “…it makes an 

essential contribution to the life process”, ..is indispensable to 
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normal and healthy self-development, and has a value for 

survival.” 

2. Self-esteem as an automatic and inevitable consequence of the 

sum of individuals’ choices in using their consciousness. 

3. Something experienced as a part of, or background to, all of 

the individuals thoughts, feelings and actions.  

 Self esteem is a concept of personality, for it to grow, we need 

to have self worth, and this self worth will be sought from embracing 

challenges that result in the showing of success.  

2.6.3 Measurement  

 For the purpose of empirical research, psychologists typically 

assess self-esteem by a self-report inventory yielding a quantitative 

result. They establish the validity and reliability of the questionnaire 

prior to its use. Researchers are becoming more interested in 

measures of implicit self-esteem. Implicit self-esteem refers to 

person’s disposition to evaluate themselves positively or negatively in 

a spontaneous, automatic, or unconscious manner. It contrasts with 

explicit self-esteem, which entails more conscious and reflective self-

evaluation. Both explicit self-esteem and implicit self-esteem are 

subtypes of self-esteem proper.  

 Implicit self-esteem is assessed using indirect measures of 

cognitive processing. These include the Name letter Task (Koole & 

Pelham, 2003) and the Implicit Association Test (Greenwald & 

Farnham, 2000). Such indirect measures are designed to reduce 

awareness of, or control of, the process of assessment. When used to 

assess implicit self-esteem, they feature stimuli designed to represent 

the self, such as personal pronouns (e.g., “I”) or letters in one’s 

name.  
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 Popular lore recognizes just "high" self-esteem and "low" self-

esteem. The Rosenberg Self-Esteem Scale (1965) and the 

Coopersmith Self-Esteem Inventory (1967/1981) feature among the 

most widely used systems for measuring self-esteem. The Rosenberg 

test usually uses a ten-question battery scored on a four-point 

response-system that requires participants to indicate their level of 

agreement with a series of statements about themselves. The 

Coopersmith Inventory uses a 50-question battery over a variety of 

topics and asks subjects whether they rate positive or negative 

characteristics of someone as similar or dissimilar to themselves. 

2.6.4. Theories 

 Many early theories suggested that self-esteem is a basic 

human need or motivation. American psychologist Abraham Maslow, 

for example, included self-esteem in his hierarchy of needs. He 

described two different forms of esteem: the need for respect from 

others and the need for self-respect, or inner self-esteem (Maslow, 

1987). Respect from others entails recognition, acceptance, status, 

and appreciation, and was believed to be more fragile and easily lost 

than inner self-esteem. According to Maslow, without the fulfillment 

of the self-esteem need, individuals will be driven to seek it and 

unable to grow and obtain self-actualization. 

 Modern theories of self-esteem explore the reasons why 

humans are motivated to maintain a high regard for themselves. 

Sociometer theory maintains that self-esteem evolved to check one’s 

level of status and acceptance in ones’ social group. According to 

terror management theory, self esteem serves a protective function 

and reduces anxiety about life and death (Greenberg, 2008). 
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2.6.5 Quality and Level of Self-esteem  

 Level and quality of self-esteem, though correlated, remain 

distinct. Level-wise, one can exhibit high but fragile self-esteem (as in 

narcissism) or low but stable self-esteem (as in humility). However, 

investigator can indirectly assess the quality of self-esteem in several 

ways:  

1. In terms of its constancy over time (stability)  

2. In terms of its independence of meeting particular conditions 

(non-contingency)  

3. In terms of its ingrained nature at a basic psychological level 

(implicitness or automatized).  

2.6.6 Self-esteem, Grades and Relationships  

 From the late 1970s to the early 1990s many Americans 

assumed as a matter of course that students self-esteem acted as a 

critical factor in the grades that they earn in school, in their 

relationships with their peers, and in their later success in life. Given 

this assumption, some American groups created programs which 

aimed to increase the self-esteem of students. Until the 1990s little 

peer-reviewed and controlled research took place on this topic.  

 Peer-reviewed research undertaken since then has not 

validated previous assumptions. Recent research indicated that 

inflating students’ self-esteem in and of itself has no positive effect 

on grades. One study has shown that inflating self-esteem by itself 

can actually decrease grades.  

 High self-esteem correlates highly with self-reported 

happiness. However, it is not clear which, if either, necessarily leads 

to the other. Additionally, self-esteem has been found to be related to 
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forgiveness in close relationships, in that people with high self-

esteem will be more forgiving than people with low self-esteem 

(Eaton, Struthers, & Santelli, 2006). 

 The relationship involving self-esteem and academic results 

does not signify that self-esteem contributes to high academic 

results. It simply means that high self-esteem may be accomplished 

due to high academic performance (Baumeister et al., 2003).  

2.6.7 Contingencies of Self-worth  

 Contingencies of self-worth comprise those qualities a person 

believes he or she must have in order to class as a person of value; 

proponents claim the contingencies as the core of self-esteem.  

 According to the “Contingencies of Self- Worth model” (Crocker 

& Wolfe, 2001) people differ in their bases of self-esteem. Their 

beliefs - beliefs about what they think they need to do or who they 

need to “be” in order to class as a person of worth - form these bases. 

Crocker and her colleagues (2006) identified seven “domains” in 

which people frequently derive their self-worth:  

1. Virtue  

2. God’s love  

3. Support of family  

4. Academic competence  

5. Physical attractiveness  

6. Gaining others’ approval  

7. Outdoing others in completion  

 Individuals who base their self-worth in a specific domain 

(such as, for example, academic success) leave themselves much 

more vulnerable to having their self –esteem threatened when 

negative events happen to them within that domain (such as when 
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they fail a test at school). A 2003 study by Crocker and others found 

that students who based their contingency of self-worth on academic 

criteria had a greater likelihood of experiencing lower-state self-

esteem, greater negative affect, and negative self-evaluative thoughts 

when they did not perform well on academic tasks, when they 

received poor grades, or when graduate schools rejected them 

(Crocker, Karpinski, Quinn, & Chase, 2003).  

Crocker and her colleagues (2003) have constructed the 

“Contingencies of Self-Worth Scale”, which measures the seven 

domains mentioned above that previous research had hypothesized 

as providing important internal and external sources of self-esteem. 

Crocker argues that the domains on which people base self-worth 

play a greater role than whether self-worth is actually contingent or 

not. Contingencies of self-worth can function internally, externally, 

or somewhere in between. Some research has shown that external 

contingencies of self-worth, such as physical appearance and 

academic success, correlate negatively to well-being, even promoting 

depression and eating-disorders (Jambekar, Quinn, & Crocker, 

2001). Other work has found internal contingencies, on the other 

hand, unrelated or even positively related to well-being (Sargent, 

Crocker, & Luhtanen, 2006).  

 Research by Crocker and her colleagues also suggests that 

contingencies of self-worth have self-regulatory properties (Crocker, 

Luhtanen, Cooper, & Bouvrette, 2003). Crocker et al. define 

successful self regulation as “the willingness to exert effort toward 

one’s most important goals, while taking setbacks and failures as 

opportunities to learn, identify weaknesses and address them, and 

develop new strategies toward achieving those goals” (Crocker, 

Brook, & Niiya, 2006). Since many individuals strive for a feeling of 

value, it makes sense that those people would experience special 
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motivation to succeed and actively to avoid failure in the domains on 

which they base their own self-worth. Accordingly, successful self-

regulation can prove difficult for people aiming to maintain and 

enhance their self-esteem, because they would have to actually 

embrace failure or criticism as a learning opportunity, rather than 

avoid it. Instead, when a task which individuals see as fundamental 

to their self-worth proves difficult and failure seems probable, 

contingencies of self-worth lead to stress, feelings of pressure, and a 

loss of intrinsic motivation. In these cases, highly continent people 

may withdraw from the situation. On the other hand, the positive 

emotional affect following success in a domain of contingency may 

become addictive for the highly contingent individual (Baumeister & 

Vohs, 2001). Over time, these people may require even greater 

successes to achieve the same satisfaction or emotional “high”. 

Therefore, the goal to succeed can become a relentless quest for 

these individuals (Crocker & Nuer, 2004). 

 Researchers such as Crocker believe that people confuse the 

boosts to self-esteem resulting from successes with true human 

needs, such as learning, mutually supportive relationships, 

autonomy, and safety (Crocker & Nuer, 2004; Crocker & Park, 2004).  

Crocker claims that people do not seek “self-esteem”, but basic 

human needs, and that the contingencies on which they base their 

self-esteem have more importance than the level of self-esteem itself.  

 Rosenthal (1995) focused his study on the issue of self esteem 

among women managers and on the psychological processes which 

may constrain it. One potentially relevant process is how we perceive 

the causes of our success and failure. Evidence from psychological 

laboratories suggests that women show a comparative tendency to 

"explain away" their success and take more personal responsibility 

for failure. The sample consisted of 158 managers in three 
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organizations who accounted for incidents of their own and their 

direct subordinates' successful and unsuccessful performance. The 

results indicated significant differences in how women and men 

account for their own success. Compared with their male 

counterparts, women managers tended to attribute their 

achievement of work goals less to their ability and more to hard 

work. Women also made more "generous" attributions for the success 

of subordinates. Finally, women managers (unlike men) tended to 

believe that ability had more to do with their subordinates' 

successful performance than their own. 

 Judge (2003) studied about core self evaluations and work 

success. Core self-evaluations (CSE) is a broad, integrative trait 

indicated by self-esteem, locus of control, generalized self-efficacy, 

and (low) neuroticism (high emotional stability). While only a decade 

old, research on CSE suggests that it explains much of the overlap 

among these trait measures, while also predicting many work and 

other applied outcomes better than the individual traits. Individuals 

with high levels of CSE perform better on their jobs, are more 

successful in their careers, are more satisfied with their jobs and 

lives, report lower levels of stress and conflict, cope more effectively 

with setbacks, and better capitalize on advantages and opportunities. 

Though research on individual self-concept traits such as self-esteem 

and locus of control should continue, researchers interested in these 

traits should consider the advantages of CSE in its relation to 

success in work and in life. 

 Vohs and Heatherton (2003) examined the effects of self-

esteem and threats to the self on interpersonal appraisals. Self-

esteem scores, ego threat (operationalized as a substantial decrease 

in self-esteem across an average of 9 months), and their interaction 

were used to predict likability and personality perceptions of college 
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men and women. The results revealed a curvilinear function 

explaining likability: Moderate to low self-esteem men and women 

were higher in likability when threatened, whereas high self-esteem 

men were seen as less likable when threatened. Personality ratings 

indicated that high self-esteem men and women who were threatened 

were rated highest on Antagonism (i.e., fake, arrogant, unfriendly, 

rude, and uncooperative). Mediational analyses revealed that 

differences in Antagonism statistically accounted for differences in 

likability. These patterns are interpreted with respect to gender and 

time in interpersonal perceptions as well as naturalistic versus 

laboratory investigations.  

Park and Crocker (2005) examined the interactive effects of 

self-esteem, contingencies of self-worth, and ego threat on 

supportiveness and liking. Targets high or low in self-esteem and 

academic contingency receive failure test feedback or no evaluative 

feedback. Then, targets interact with another participant who 

discloses a personal problem; afterward, both participants complete 

questionnaires assessing targets’ supportiveness and liking. High 

self-esteem, highly contingent targets feel less supportive and like 

partners less after interacting under threat than under no threat. 

Partners, in turn, perceive these targets to be less supportive and 

less likeable. Low self-esteem, highly contingent targets show the 

reverse pattern, although these findings do not reach statistical 

significance. Further analyses reveal that the interpersonal effects of 

ego threat were caused by threats in a specific domain of contingency 

(e.g., academics) rather than being a contingent person in general or 

having external or internal contingent self-worth.  

Sillick and Schutte (2006) examined the extent to which 

perceived parental love is associated with happiness levels in 

adulthood and investigated whether emotional intelligence and self-
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esteem mediate this relationship. In a sample of 88 Australian 

adults, with a mean age of 41.55, SD = 12.78, perceived parental love 

predicted adult happiness. Emotional intelligence and self-esteem 

were related to both perceived parental love and happiness. The 

relationship between perceived parental love and happiness was 

mediated by emotional intelligence and self-esteem. When perceived 

maternal and paternal love were examined separately, maternal love 

was positively associated with adult happiness with mediation 

through higher emotional intelligence and self-esteem. While early 

paternal love had a direct association with adult happiness, there 

was no mediating effect of self-esteem or emotional intelligence. Also, 

only maternal love made a unique contribution to predicting adult 

happiness, suggesting that perceived love received from a mother 

during childhood may be particularly important to the development 

of happiness. 

  Miller and Daniel (2007) considered links between self-esteem 

and resilience, and suggests implications for teachers and schools. A 

two-dimensional model of self-esteem is employed as a theoretical 

framework to revisit a range of factors frequently associated with 

internal resilience. It is argued that because of the way in which self-

referent characteristics have been conceptualized in the past, the 

links between self-esteem and resilience may have been 

underestimated. Following discussion of the theoretical issues, 

suggestions are made about to how this model of self-esteem can 

provide schools with a conceptual framework to help inform 

resilience-based approaches to support vulnerable children.  

 Kammeyer-Mueller et al. (2008) examined the relationships 

among self-esteem, education, occupational prestige, and income 

over a span of seven years during early careers. They used social 

identity theory to propose that self-esteem will be affected by 
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extrinsic career success, and self-consistency theory to propose that 

extrinsic career success will be affected by self-esteem. The results 

based on a cross-lagged regression design, suggested that self-

esteem increases occupational prestige (β=.22), and income (β=.22), 

but career outcomes did not alter self-esteem. 

 In the study of Juth et al. (2008), self-esteem has been 

demonstrated to predict health and well-being in a number of 

samples and domains using retrospective reports, but little is known 

about the effect of self-esteem in daily life. A community sample with 

asthma (n = 97) or rheumatoid arthritis (n = 31) completed a self-

esteem measure and collected Ecological Momentary Assessment 

(EMA) data 5x/day for one week using a palmtop computer. Low self-

esteem predicted more negative affect, less positive affect, greater 

stress severity, and greater symptom severity in daily life. 

Naturalistic exploration of mechanisms relating self-esteem to 

physiological and/or psychological components in illness may clarify 

causal relationships and inform theoretical models of self-care, well-

being, and disease management.  

 Salami (2008) examined the psychosocial factors that predict 

mentoring among nurses. The study adopted a survey research 

design. Questionnaires were used to collect data on self-esteem, 

locus of control, emotional intelligence and demographic factors from 

480 nurses (males 230; females =250) from five states in 

Southwestern Nigeria. Data analysis included regressing mentoring 

behaviour on the psychosocial factors. The results revealed that self-

esteem, locus of control, emotional intelligence, age, job status and 

tenure are linear predictors mildly associated to mentoring but 

gender is not.  
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Brown et al. (2009) studied about the cultural similarities in 

self esteem functioning. The study reported that the East Asians 

report lower levels of self-esteem than North Americans and Western 

Europeans. These differences could mean that self-esteem is a 

culturally bounded construct, experienced differently in different 

cultures, or they could mean that self-esteem is a universally 

relevant construct whose average level is raised or lowered in 

different cultures. To examine these possibilities, the authors 

assessed self-esteem functioning in China and America. Study 1 

found that, across cultures, self-serving attributions are stronger 

when self-esteem is high than when it is low. Study 2 replicated this 

finding and also found that, across cultures, failure produces less 

emotional distress when self-esteem is high than when it is low. 

Because self-esteem functioned similarly in China as in America, the 

authors concluded it is of general psychological importance.  

 Sinclair et al. (2010) evaluated the scaling assumptions and 

component structure of and normative data for the Rosenberg Self-

Esteem Scale (RSES) using a sample of US adults (N = 503), both 

overall and across demographic subgroups and provided new data 

regarding the relationship between the two RSES subcomponents of 

self-competence (SC) and self-liking (SL), and other demographic and 

clinical variables. As hypothesized, all psychometric tests supported 

the underlying structure of the RSES. Overall RSES scores varied 

significantly across age, racial and ethnic, education, employment 

status, income, and marital status groups. Furthermore, differences 

between SC and SL were also found across groups differing in 

gender, age, employment status, and marital status groups. 

 Signal amplification bias, the tendency to overestimate how 

much one’s behavior conveys internal states, has been theorized to 

negatively affect relationships. The study by Cameron and Robinson 
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(2010) tested whether signal amplification has negative consequences 

in close relationships and whether this form of miscommunication is 

more detrimental to lower self-esteem individuals, who doubt their 

partner’s regard. Dating couples participated in a lab-induced social 

support interaction. Results supported predictions, revealing that 

when lower self-esteem support seekers overestimated how much 

they conveyed, they rated their partners' responses as less supportive 

than higher self-esteem support seekers who also engaged in signal 

amplification. Yet self-esteem did not predict perceptions of a 

partner’s supportiveness when impressions exceeded meta-

perceptions. These results highlight the role of self-esteem in 

understanding implications for miscommunication and for targeting 

interventions. 

 The research of De Marree et al. (2010) examined the 

accessibility of one’s self-esteem as a predictor of the "strength" 

(durability and impactfulness) of that self-esteem. Based on attitude 

accessibility research, the authors predicted that accessibility of self-

esteem (i.e., a self-attitude) would be positively related to self-

esteem’s ability to resist change and guide information processing. In 

Study 1, accessibility of self-esteem was positively related to 

resistance to change in a paradigm where participants listed either 

positive or negative self-attributes. Self-esteem was also associated 

with biases in judgments of ambiguous personality feedback (Study 

2) and in explanatory style and future event predictions (Study 3), 

but did so to a greater extent as self-esteem accessibility increased. 

In addition, these patterns were obtained after controlling for other 

variables, including general reaction time, evaluative extremity, self-

concept clarity, and self-esteem certainty. 
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2.7 HUMAN RELATIONS SKILLS TRAINING FOR POLICE 

 The importance of training for the development of human 

resources cannot be overemphasized. In today’s organizations, we 

require peak performers with a positive attitude to imbibe knowledge, 

professional skills and attitudes. They will have to work in teams for 

promoting cooperative and collaborative modes of functioning. It is 

being felt that the rate of learning in the organization should be 

greater than or equal to the changes in the external environment. 

Human resource development in the workplace is the need of the 

hour and it requires highest levels of professional competence.    

 Mental health consultation efforts for police departments in 

other places of the world have produced imaginative programmes to 

meet specific training needs. The following is a brief review of several 

of these programmes. 

 Siegel and associates (1963) have developed a program in 

inter-group relations training for the Philadelphia Police Department 

centered on the study of case histories of police-citizen interaction. 

 Elkins and Papanek (1966), community psychiatrists 

associated at the time of their consultation with St. Luke’s Hospital 

centre, New York City have reported on a consultation program with 

officers of precinct of the New York Police Department in a 

predominantly Puerto Rican area. The consultation was undertaken 

as a part of an effort to cool rising tensions between the police and 

the community. Initially, the psychiatric consultant lectured to the 

officers on “neutral” topics such as drug abuse in order to win their 

respect and confidence. This was achieved. However, when he later 

tried to lecture to the officer class on Puerto Rican mores (part of a 

program he had helped design with the precinct captain and a 

citizen’s group in order to familiarize the officers with Latin American 
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culture) he encountered silent resentment and hostility from the 

assembled officers. Only when the psychiatric consultant stopped 

lecturing and opened up the session for an exchange of feelings 

about the highly emotional issue of the Puerto Rican community did 

things begin to move again.  

In 1968, Sikes and Cleaveland developed a programme 

designed to cool tensions and increase communication between the 

Houston police Department and the Negro community. The program 

was based upon a sensitivity training approach in which equal 

numbers of police officers and ghetto residents participated in T-

group laboratories. The program eventually involved all 1400 officers 

of the department. 37 percent of police and 65 percent of ghetto 

residents participating reported that their feelings were “more 

positive” towards the other group as a result of the meeting.  

 Another programme based on the sensitivity training approach 

involving police and ghetto residents has been designed by Watson 

(1968) and has been in operation with the police department and 

ghetto community of Grand Rapids, Mich. The feedback showed that 

structured simulation games worked better at resolving discordant 

feelings than the direct verbal confrontation approach whenever 

highly polarized groups are brought together for purpose of conflict 

resolution. 

 Shev (1968), a psychiatrist in practice in Sausalito, California 

has developed an on going program of consultation to the Sausalito 

Police Department. He meets regularly with the 17 officers of the 

department, presents a lecture on a topic of concern (handling in a 

acute psychotic drug addiction, homosexuality), and then opens up 

the meeting for group discussion. A programme of psychiatric 

consultation for police officers, designed to familiarize men with the 
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handling of psychiatric problems and emergencies specifically, has 

been put in operation and the Mississippi Police academy by Fr. 

William Jaquith, the psychiatric director of the Mississippi State 

Hospital.  

 Bard (1968), a psychological consultant to the New York Police 

Department, has evolved a program to train officers in understanding 

and handling family disputes. Eighteen patrolmen (nine Negro, nine 

Caucasian) were chosen from a volunteer group from one precinct to 

participate in a four-week program of lectures, intensive small group 

discussions, and “learning by doing” through practical intervention 

in professionally performed family dispute situations. The men, who 

then operated in biracial teams in the predominantly Negro precinct, 

handled all family dispute calls for the precinct and became known 

as the family crisis intervention unit.  

 As consultants to the Los Angeles Police Department, Newman 

and Steinberg (1970) designed and developed a human relations 

training program for new recruits and officers returning to the police 

academy for further in-service training. Special emphasis is given to 

relations between the police and minority groups, family crisis 

intervention, and dealing with personal stress. The most effective 

training modalities have been those in which individual participation 

is greatest, especially small group discussions led by an outstanding 

fellow officer of the same rank as the participants. 

 Van Maanen (1973) examined the process by which rookie 

police recruits attain the motives, sentiments, and behavioral 

characteristics of the occupational culture as perceived by the 

recruits attempting to become police officers. The development of 

community of a purpose is defined by four distinct processual stages. 

The following socialization begins with four stages: (1) choice, (2) 
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introspection, (3) encounter and (4) metamorphosis. These stages 

serve as temporary occupational points for describing the processual 

movement that recruits follow. New recruits’ early police experiences 

and adventures result in their becoming part of the occupational 

culture shared by police in general. The ongoing socialization process 

of becoming an officer cause a gradual incorporation of a police 

collective consciousness that can be categorized as emphasizing a 

“we against them” working philosophy. 

 Pogrebin and Poole (1988) explored the strategic uses of 

humour in the police organization in a year-long ethnographic study 

of a suburban police department in Colorado. They examined four 

types of humour characteristics of the work relations among patrol 

officers: jocular aggression, audience degradation, diffusion of 

danger/tragedy, and normative neutralization. Humour allows for a 

wide range of creative expressions by which specific ideas, attitudes, 

and behaviours may be tested. Through humour, patrol officers 

relate and interpret work experiences to reinforce their own 

perspective of policing. Institutionalized humorous communication 

also contributes to the maintenance of organizational relationship. 

 In their study of police lying, Hunt and Manning (1991) utilized 

data that were collected by Hunt’s research on police training in a 

large metropolitan police department. Hunt completed a fieldwork 

approach by spending 18 continuous months as a participant 

observer, focusing her efforts on the differences and similarities of 

the occupational socialization process between male and female 

police recruits. The study illustrated the organizational constraints 

that results in deviant occupational behaviour among police. Hunt 

and Manning systematically showed how officers are taught to tell 

non-truths as part of their every day work. Being taught to lie has its 

beginnings in an officer’s training at the police academy. The authors 



 

 

Review   123 

found that lying begins with the police officers having to account for 

their behaviour to supervisors. This deception can extend to lying in 

court about the extent of actual probable cause to conduct a search 

of a citizen, the seizure of illegal items, and finally, the actual arrest. 

The authors documented the cultural norms of police that justify and 

excuse lying in order to accomplish departmental goals of 

apprehending criminals, rather than this behaviour being perceived 

as illegal and dishonest. 

 Wilson's (1993) study report was aimed at developing a 

National Risk Management Strategy to mitigate the risk of injury to 

officers sustained through contact with the public.  The objective of 

the report was to determine whether different tactics for conflict 

resolution distinguished officers who are at high risk for resistance 

from low risk prone officers.  It was hypothesized that officers who 

encounter highest resistance are those who favour a more 

confrontational approach to dispute resolution. It was also 

hypothesized that perceptions of the effectiveness of various tactics 

of resolving disputes would be dependent upon the characteristics 

(i.e., gender, age, number and behaviour) of the participants in the 

dispute. Results indicated that officers who were more resistance 

prone reported a preference for dispute resolution strategies like 

arrest.  By contrast, those who reported experiencing low resistance 

in their encounters with the public were those who believed that 

'bargaining' and 'compromising' were effective ways of resolving 

disputes. The results also indicated that the perception of the 

effectiveness of any particular strategy were dependent upon the 

characteristics of the individuals described in the situations.  For 

example, police officers were shown to anticipate a greater chance of 

success at resolving a dispute involving an older person, or a woman, 

ensuring that police officers have the appropriate skills through 
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training was highlighted as a critical component to effective risk 

management. 

Wilson et al. (1994) identified and examined situational and 

officer characteristics, which influence the resistance patrol officers' 

experience with members of the public. A survey measuring the 

amount of resistance experienced on 13 different taskings was 

completed by 326 Australian police officers.  In addition, the survey 

measured assertiveness and susceptibility to feelings of anger.  The 

results indicated that a number of situational factors related 

significantly to the amount of resistance experienced. In particular, 

the number of officers, bystanders, and suspects each influenced 

resistance significantly.  Gender, rank, age and the amount of self-

defense training of the attending officer did not relate significantly to 

the level of resistance reported.  However, assertiveness and anger 

control did distinguish officers who experienced high levels of 

resistance from those who experienced low levels. Careful selection 

and training of officers is recommended as a means of risk reduction. 

 Wilson and Braithwaite (1996) investigated how to manage the 

risk of injury to officers sustained through contact with the public.  

The objective of the report was to identify and describe specific 

sequences of verbal and physical behaviours that occur during the 

course of an exchange between an officer and a citizen.  A particular 

focus was on identifying those behaviours that increase the risk of 

injury to either the officer or the citizen.  The study also sought to 

examine officers described by their peers and supervisors as 

particularly 'skilled' in dealing with the public, with a view to 

developing a training scheme to assist police administrators in 

managing the risk of patrol.  Information exchange statements by the 

officer were the most frequently occurring behaviour in all 

interactions. Information exchange statements from the parties led to 
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supportive statements by police and further exchanges.  Controlling 

statements by officers were associated with a chain of continuing 

controlling statements, and were more commonly associated with 

verbal and physical abuse from the citizen than was information 

exchange. Physical acts were preceded by declining information 

exchange. Officers described as 'skilled' were more active in an 

interaction than the 'average' officers, displaying more control, 

threats and physical behaviour. Skilled officers also received more 

verbal abuse, casting some doubt on the validity of the group 

assignment procedure. Gender influenced a preference for various 

behaviours.  Implications for police training were presented including 

the need for police to begin each interaction with a clear view of the 

goal of the exchange and to communicate this effectively. 

 Sun (2003) examined the behavioural differences between 

field-training officers (FTOs) and their comparable colleagues in 

handling interpersonal conflicts. Data used were collected from two 

metropolitan police departments. Actions taken by officers are 

grouped into two major categories, control and supportive, and are 

then examined along two dimensions, diversity and aggressiveness.  

Findings show that FTOs perform a greater number of supportive 

actions than do non-FTOs throughout their encounters with citizens. 

FTOs and non-FTOs, however, display no differences in the level of 

force involved in their control actions toward citizens. 

 In an article, Deswal (2007) stressed the need for police 

training in soft skills. Soft skills are critical to a force like police as 

they deal with people all the time. In policing, community handling 

plays a critical role. Each and every policeman interacting with 

citizens has to reflect the highest quality of service and dedication. 

No professional, howsoever brilliant, will succeed unless they are 

imbued with soft skills. The author identified some key human 
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relations skills  for police, such as communication, emotional 

intelligence, interpersonal skill, management by values, time 

management, conflict management, executing change, building 

confidence and self esteem, coping with stress, handling citizens, 

public speaking, leadership, creative thinking, negotiating skills, 

presentation skills, grooming and personal hygiene, etc. The benefits 

of these skills to police force are these will add to the continuous 

quest of the police for excellence in service and performance. This 

will add to the people friendly work culture, create a name that 

instills great confidence in people and also enhances positive rub-offs 

on officers and people and may increase performance and efficiency. 

The foregoing discussion of most of the issues mentioned in 

this review shed light on the importance for the establishment of 

human relation training program and that presents an opportunity 

and a challenge for the mental health consultant to make a 

significant contribution in the field of policing. 

 



CHAPTER 3 

 

 

 
 

 

 

Methodology 
 

 

 

 

3.1 Major Research Design  

3.2 Phase I: Pilot Study  

3.3 Phase II: Needs 

Assessment Study  

3.4 Phase III: Exploration of 

Related Psychological 

variable related to Human 

Relations Skills 

3.5 Preparation and 

Development of the Module 

of the HRST Package 

3.6 Targeted Intervention  



 

 

Methodology   128 

3.7 Evaluation of the 

Training  

 



 

 

 

 

 Research is a systematic activity that is directed towards 

discovery and the development of an organized body of knowledge 

(Best and Kahn, 1995). The researcher usually has a choice of 

research designs, methods of observation, methods of measurement, 

and types of analysis. All of these must be congruent; they must fit 

together (Kerlinger, 1996).  

 Methodology is universally significant step in any research 

work because the truthfulness and validity of information that is 

secured in the study depends largely upon the fruitfulness of its 

methodology. A methodology becomes productive only when it takes 

into consideration the possible source of error and does the proper 

manipulations in the design so as to minimize them. 

 Methodology and data collection are the tools used to obtain 

the raw material of hypothesis-testing. The guiding principle of the 

method section is that it must be detailed enough for other 

researchers to read it and be able to replicate the study (American 

Psychological Association, 1994). Keeping all these aspects in mind, 

every possible attempt is made to compose the present methodology 

a sound one. 
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3.1 MAJOR RESEARCH DESIGN 

 The broad objectives of the present investigation are:  

3.1.1 To identify and explore the various psychological insights 

utilize in the police force 

3.1.2 To develop and implement the package of the human relations 

skill training among the police trainees and to evaluate its 

efficacy 

 To accomplish these objectives, the present study is designed 

to carry out in six phases:  

I. PILOT STUDY 

II. NEEDS ASSESSMENT STUDY 

III. EXPLORATION OF PSYCHOLOGICAL VARIABLES RELATED TO 

HUMAN RELATION ASPECTS 

IV. PREPARATION AND DEVELOPMENT OF THE MODULE FOR 

HUMAN RELATIONS SKILL TRAINING PACKAGE 

V. TARGETED INTERVENTION AND PERFORMANCE MONITORING 

VI. EVALUATION OF THE TRAINING 

 According to the Classification System proposed by Asher 

(1994), the various phases of the present investigation such as, pilot 

study, needs assessment, preparation and development of the 

module for human relations skill training package, targeted 

intervention and evaluation of the training are qualitative-descriptive 

and the third and fifth phases of the study are quantitative-

descriptive. Both of these are the important categories of passive 

observational research designs. 
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 Qualitative research, if anything, is a category of research 

method that has more variations, approaches, and themes than 

quantitative descriptive research. Qualitative descriptive research 

includes much of basic research where the aim is to discover new 

variables and new relationship among old and new variables. The 

method then is limited only by the creativity and energy of 

psychologists in their quest for greater understanding of people. A 

clear objective is to conceptualise new dimensions of behaviour, 

thought, feeling, and aspects of the inner and exterior environments 

that elicit them. 

 In quantitative-descriptive design, all observations are 

quantified via the use of ratings, scales, test scores, and the like. 

Strength of support of various hypotheses and alternative hypotheses 

are determined and it is hoped, theory is advanced. The quantitative-

descriptive procedures are fundamental to the development of good-

quality experimental research designs. Further, they are often the 

only design available where variables are intrinsic in subject and 

cannot be manipulated, where it is unethical to manipulate 

variables, or where it is too expensive to manipulate variables. 

 As the purpose of each phase varies, different methodologies 

and research designs were adopted for each phase of the present 

investigation. This chapter gives the features regarding the 

description and design of each study, comprised of properties of the 

sample on which the studies were conducted, procedure of 

administration and data collection, and finally the mode of analyses 

made use for interpreting the data. 

3.2 PHASE I: PILOT STUDY 

 The first phase of the study is pilot study. A pilot study is a 

preliminary simplified version of a study to be carried out in detail. It 
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is for the purpose of finding out whether the final study is feasible 

and likely to yield the information desired.  

3.2.1 Objectives 

 The pilot study includes the first three specific objectives: 

3.2.1.1 To identify and explore the various psychological insights 

utilize in the police force  

3.2.1.2 To identify the stressors in police training 

3.2.1.3 To understand the general health problems faced by the 

police trainees during training  

3.2.2 Research Design 

 To accomplish the first objective of the study, both the archives 

and surveys have been utilized.  

3.2.2.1 Archival Research 

 Archival studies are an effective way to use information about 

events that have already occurred and therefore, enable the 

researcher to test hypotheses when variables are not available for 

direct experimental manipulation.  

3.2.2.2 Survey Research 

 It is a descriptive method in which subjects are asked a series 

of questions or responded to a series of statements about some topic. 

 To meet the second and third objectives, semi-structured 

interviews and open-end self reports were used. 
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3.2.2.3 Semi-structured Interviews 

 Interviews are employed as methods of data collection in most 

research designs, regardless of the underlying methodology. The 

interview, when coupled with an adequate schedule of pre-tested 

worth, is a potent and indispensable research tool, yielding data no 

other research tool can yield. It is adaptable, capable of being used 

with all kinds of respondents in many kinds of research, and 

uniquely suited to exploration in depth. 

 The degree to which interviews are structured depends on the 

research topic and purpose, resources, methodological standards 

and preferences, and the type of information sought, which of course 

is determined by the research objectives.  

 The type of interview most suited for collecting information 

regarding the stress experienced by the police trainees seems to be 

semi-structured interviews, because it allows the collection of 

information in a wide manner and in a limited span of time. 

3.2.2.4 Self-report 

 A self-report is an oral or written testimony given by the 

subjects on their past and present state of affairs. In other words, a 

self-report is a rating or judgment made by the individual about 

himself. 

 For the present study, the investigator collected a written 

report of the general health problems faced by the recruit police 

constables due to the stressful nature of their training. 

3.2.3 Sample 

 For the first objective, that is, to identify and explore the 

various psychological insights utilize in the police force, a sample of 

250 police personnel of various ranks and 82 experts in the field of 

Social Sciences, such as Psychology, Criminology, Sociology, Social 

Work and Law  have been selected through snow-ball sampling. 
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3.2.3.1  Snowball Sampling 

 Snowball sampling is an approach for locating information-rich 

key informants. Using this approach, a few potential respondents are 

contacted and asked whether they know of anybody with the 

characteristics that you are looking for in your research. Snowball 

sampling is designed to identify people with particular knowledge, 

skills or characteristics that are needed as part of a committee 

and/or consultative process. Snowball sampling uses 

recommendations to find people with the specific range of skills that 

has been determined as being useful, as such, snowball sampling 

aims to make use of community knowledge about those who have 

skills or information in particular areas. Thus the sample group 

appears to grow like a rolling snowball. As the sample builds up, 

enough data is gathered to be useful for research. 

TABLE 3.1 

Sample Break-up of the Police Personnel and Experts  

Based on Their Ranks and Designations in the Organization 

Respondents 
Number of 

Respondents 

Number of 
Respondents in 

percentage 

Director General of Police 1 0.30 

Additional Director General of Police 2 0.60 

Inspector General of Police (training) 3 0.90 

Superintendent of police 8 2.41 

Deputy Superintendent of police 12 3.61 

Circle Inspectors of Police 22 6.63 

Sub Inspectors of Police 42 12.65 

Police Constables 160 48.19 

Psychologists 22 6.63 

Criminologists 4 1.20 

Social Workers 18 5.42 

Sociologists 12 3.61 

Lawyers 26 7.83 

Total 332 100 
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 For the second and third objectives, that is, to identify the 

stressors in police training and to understand the general health 

problems faced by the police trainees during training, a sample of 

180 male and female recruit police constables in the Kerala Police 

Academy were selected using purposive sampling technique. The age 

of the participants of the study ranges between 18 and 32 years and 

their education varies from matriculation to post graduation. The 

break-up of the total sample according to gender, education and 

marital status are presented in Tables 3.2, 3.3 and 3.4, respectively. 

TABLE 3.2 

Sampling Break-up Based on Gender 

Gender Number of subjects 
Number of subjects 

in percentage 

Male 120 66.66 

Female 60 33.33 

Total 180 100 

 

TABLE 3.3 

Sampling Break-up According to the Level of Education 

Education 
No. of Respondents 

Percentage 
Male Female 

Post-graduates 35 18 29.44 

Graduates 42 28 38.88 

Diploma Holders 9 2 6.11 

Plus Two 22 10 17.77 

S.S.L.C 12 2 7.77 

Total 120 60 
100 

Grand Total 180 
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TABLE 3.4 

Sampling Break-up According to Marital Status 

Marital Status 
No. of Respondents 

Percentage 
Male Female 

Married 16 38 30 

Unmarried 104 22 70 

Total 
120 60 

100 
180 

 

3.2.4 Procedure 

 As a preliminary step of the research, the investigator 

contacted the Director of Kerala Police Academy, principals and 

commandants of police training colleges and camps and the trainers 

and teaching faculty of indoor and outdoor sessions of police training 

centres in Kerala through prior appointments. The investigator 

established a good rapport with the higher-ups in the police force of 

various ranks, retired police officers and working police constables in 

the Kerala Police and had elaborate discussions about the purpose of 

the study as well as the importance, application and nature of the 

information required for the study. 

 To fulfill the first objective of the study, that is, to identify and 

explore the various psychological insights utilize in the police force, 

the investigator underwent a thorough perusal of the archives such 

as, police training manual and curriculum, reports of police reforms 

commission, police records, etc. and used library references, too.  

The investigator adopted the survey technique in order to 

understand the application of psychology in the area of policing in 

India.  The data were collected from both the superior police officers 

and the experts in field of Social Sciences. For this, a programme 

was charted carefully by the investigator. After obtaining the prior 
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permission from the concerned authority, the investigator visited the 

institutions and personally met the officers. All their opinions have 

been recorded verbally. 

 To understand the personal stress and the general health 

problems of the recruit police constables, semi-structured interviews 

and collection of self-reports have been conducted. The procedure for 

this is narrated below.  

3.2.4.1  Conducting Interviews 

 At first, the participants of the study were undergone semi-

structured interviews. Since, the investigator was trying to collect the 

personal opinions and also as it is easy to manipulate one subject at 

a time, individual method is adopted. 

3.2.4.1.1  Interview Schedule  

 The interviewer prepared a funnel typed open-end schedule 

that included all the relevant aspects of the topic. The funnel starts 

with a broad question and narrows down progressively to the 

important specific point or points. Open-end questions are flexible; 

they have possibilities of depth; they enable the interviewer to clear 

up misunderstandings (through probing); they enable the interviewer 

to ascertain a respondent's lack of knowledge to detect ambiguity, to 

encourage co-operation, to achieve support and to make better 

estimates of respondent's true intentions, beliefs and attitudes. The 

response to open-end questions can suggest possibilities of relations 

and hypotheses. Respondents will give unexpected answers that may 

indicate the existence of relations not originally anticipated. In the 

interview schedule, there were twenty statements formulated.  
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3.2.4.1.2  Fixing the Interview 

 The date, time and place for the interview were fixed in 

advance, according to the interviewer's convenience in consultation 

with the interviewee, because only a motivated person can enhance 

the productivity of the interview. The selected place was free from 

distractions in order to assure confidentiality and to increase 

validity.  

3.2.4.1.3  At the Time of Interview 

 The interviewee is welcomed warmly and seated comfortably.  

A good rapport was established and the interviewer gave an 

orientation about the topic. The seriousness of the situation was 

maintained. As per the interview schedule, the interviewer collected 

information from the interviewees. In the final phase of the interview 

session, each participant was given an opportunity to communicate 

anything else he wants to share regarding the topic. After the 

interview is completed, the interviewer thanked the interviewees for 

their assistance and co-operation during the interview. 

3.2.4.1.4  Recording of the Interviews 

 Verbal recording was done. That is, whatever the interviewee 

says was taken down word by word. 

3.2.4.1.5   Reliability 

 The reliability of the collected information was observed by 

keeping consistency in dealing with different participants. 

3.2.4.1.6   Validity 

 Validity of the interview is dependent upon all the steps in 

methodology. So each step was done with great care. Face validity of 

the interview schedule was assured by consulting some experts of 

the area concerned. 
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3.2.4.2. Collection of Self-reports 

 After the interview, each participant was provided with a sheet 

of paper and was instructed to write down the unique and personal 

difficulties, including psychological and somatic health problems, 

which they suffer due to the stress from their own job. 

Confidentiality and anonymity were guaranteed. After completing, 

the self-reports were collected back by the investigator. 

3.2.5 MODE OF ANALYSIS 

 For the first phase of the present study, the data collected 

through the surveys, semi-structured interviews and open-end self-

reports were subjected to content analysis. 

3.2.5.1  Content Analysis 

 Content analysis is a method of studying and analysing 

communications in a systematic, objective and quantitative manner 

to measure variables (Berelson, 1954). Content analysis can be used 

to validate other methods of observation and measurement. 

3.2.5.1.1  Scheme of Analysis 

 The content of the data collected through surveys, semi-

structured interviews and open-end self-reports were analysed into 

main categories or content units. These main categories of the 

content of both the interviews and self-reports were further classified 

into subcategories to make the analysis more specific and easy. 

3.2.5.1.2  Procedure for Content Analysis  

 The procedure used for the content analysis is as follows: The 

main categories and subcategories were put into a chart form. Each 

interview and survey report and self -report were analysed carefully 

and the recording was done on a chart by putting a tally mark, if the 

same variable is repeated. Each variable was marked on the basis of 

the classification aforementioned. 
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3.2.5.1.3  Analysis of the Content 

 For analyzing quantitatively, the percentage of each variable 

was found out by dividing the number of responses by total number 

of responses. The grand total and percentages of each main category 

was also found out and based on that, comparison was made. The 

data, which were highly relevant but could not be quantified were 

taken and presented as lengthy narratives. 

3.3 PHASE II: NEEDS ASSESSMENT STUDY 

 The second phase of the study is Needs Assessment. This is a 

fundamental, critical first step in planning training. This phase helps 

the researcher to diagnose motivational deficiencies and ensure the 

relevance of training activities or clarify trainee expectancies prior to 

attending training. The needs assessment study is a procedure for 

predicting whether a population of sufficient size exists that would 

benefit from the proposed program and whether members of this 

population would actually use the program.  

3.3.1 Objectives 

3.3.1.1 To critically examine the syllabi of the basic training course 

for recruit police constables 

3.3.1.2 To assess whether human relations skill training is needed 

in the police training curricula 

3.3.1.3  To elicit the responses of the recruit police constables, 

senior police officers and public on the desirable personality 

traits and skills needed for effective police personnel.  

3.3.2  Research Design 

 To meet the first objective in this phase, the investigator 

utilized the archives, such as the Block Syllabus for Recruit Police 

Constables including the outdoor and indoor sessions. A copy of the 

syllabus is appended as Appendix I. 
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 To accomplish the second and third objectives, the investigator 

adopted the method of structured interviews and written surveys. 

3.3.3 Sample 

 The sample for the needs assessment study consisted a total 

sample of 3107, which includes, 180 recruit police constables, 420 

SI cadets, 1250 police constables, 220 head constables, 180 

assistant sub inspectors, 85 sub inspectors of police, 22 circle 

inspectors, 30 higher police officials and 720 public selected through 

convenience sampling. 

TABLE 3.5 

Break-up of the Sample According to the  
Police Hierarchy and Response from the Public 

Participants No. of Participants Percentage 

Director General of Police 1 0.032 

Addl. Director General of Police 2 0.064 

Inspector General of Police 3 0.096 

SPs 8 0.256 

DySPs 16 0.513 

CIs 22 0.706 

Sis 85 2.730 

ASIs 180 5.782 

HCs 220 7.259 

PCs 1250 40.154 

SI Cadets 420 13.49 

Rt. PCs 180 5.782 

Public 720 23.128 

Total 3107 100 

 

3.3.4  Procedure 

 For the Needs Assessment Study, the data were collected from 

the Police officers of various ranks, when they came for attending 
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various capsule and refresher courses conducted at Kerala Police 

Academy. At first, the investigator sought permission from the 

authority for meeting the police officers of various ranks in the 

Kerala Police Academy premises. 

3.3 4.1  Type of Interview 

 Structured interview method was used for collecting 

information. 

3.3.4.2    Interview Schedule 

 For the second objective, the interview schedule consisted of 

only one open-ended question, “Is human relations skill training 

needed in the police training curriculum?”  

 For the third objective, the interview schedule consisted of only 

one open-ended question, “what are the desirable personality traits 

and skills needed for effective police personnel?”  

3.3.4.3   Fixing Up of the Interview 

 Fixing up of the interview includes a prior agreement between 

the interviewees and the interviewer in terms of the date, time, and 

place of interview. For this, the interviewer contacted each subject in 

advance and had a personal conversation to fix up the above said 

aspects in order to assure sufficient motivation and cooperation of 

the subject. 

3.3.4.4    Actual Interview 

 Actual interview was conducted by the interviewer on the fixed 

up time and date. First of all rapport was established. Comfortable 

seating was arranged, and as far as possible external distractions 

were minimized. Awareness about the different aspects of the 
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concerned topic was made and the confidentiality of the information 

was assured. 

3.3.4.5   Middle Phase 

 In this phase, the interviewer discussed each point with the 

interviewees to elicit the responses. Doubts by the respondents were 

attended and clarified. 

3.3.4.6   Concluding Phase 

 In this phase, more personal information about the subjects 

was discussed. The respondent was allowed to suggest further 

opinion about the concerned topic. 

3.3.4.7   Recording of Responses 

 During the interview, the interviewer recorded the responses of 

each interviewee. In the present interview, verbal recording was used. 

3.3.4.8   Reliability 

 The reliability of the collected information was observed by 

keeping consistency in dealing with different subjects. 

3.3.4.9   Validity 

 Validity of the interview is dependent upon all the steps in 

methodology. So each step was done with great care. Face validity of 

the interview schedule was assured by consulting some experts of 

the area concerned. 

3.3.5     Analysis of the Data 

 Responses of all the subjects were tabulated and descriptive 

statistical procedures like frequency and percentage were used to 

summarize the data. 
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3.4 PHASE III: EXPLORATION OF PSYCHOLOGICAL VARIABLES 

RELATED TO HUMAN RELATIONS SKILLS 

3.4.1 Objectives 

3.4.1.1 To explore the psychological variables, such as the 

dimensions of personality, emotional intelligence, 

assertiveness and self esteem among the police trainees 

3.4.1.2 To find out whether there exist any relationships among the 

psychological variables, such as personality dimensions 

(inertia, activation and stability), assertiveness, emotional 

intelligence and self esteem among the recruit police 

constables 

3.4.1.3 To find out the main and interaction effects for the 

variables, emotional intelligence and self esteem on 

assertiveness among the police trainees 

3.4.1.4 To find out the main and interaction effects for the 

variables, personality dimensions, emotional intelligence 

and educational qualification on assertiveness among the 

police trainees  

3.4.1.5 To find out the main and interaction effects for the 

variables, personality dimensions, levels of self esteem and 

educational qualification on assertiveness of the recruit 

police constables 

3.4.1.6 To find out the main and interaction effects for the 

variables, personality dimensions, emotional intelligence 

and gender differences on assertiveness among the police 

trainees  
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3.4.1.7 To find out the main and interaction effects for the 

variables, personality dimensions, self esteem and gender 

differences on assertiveness among the police trainees  

3.4.2 Research Design 

 Quantitative descriptive design is made use for this phase of 

the study. In quantitative-descriptive design, all observations are 

quantified via the use of ratings, scales, test scores, and the like. 

3.4.3 Sample 

 A sample of 120 male and 60 female recruit police constables 

is selected through purposive sampling. The data is collected from 

Kerala Police Academy, which is the premier police training 

institution of Govt. of Kerala. The age of the participants of the study 

ranges between 18 and 32 years and their education varies from 

matriculation to post graduation. The break up of the total sample 

according to gender, education and marital status are already 

presented in Tables 3.2, 3.3, and 3.4 respectively which are included 

in the pages 133 and 134. 

3.4.4 Psychological Variables Chosen for the Study 

 The present study has made use of the psychological variables 

such as, Assertiveness, Emotional Intelligence, Inertia, Activation 

and Stability dimensions of personality and Self esteem.  These 

variables are dependent upon the variable, human relations skill 

training. The rationale for choosing these variables was based on a 

study conducted by Trompetter (1998). The study suggested several 

psychological domains essential for an effective functioning police 

officer, which is reviewed in chapter 2 of the thesis. Another reason 

for choosing these variables was based on the findings of the needs 

assessment study of the present investigation. 
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3.4.5 Measures  

 The psychological tests used for this phase of the study were,  

3.4.5.1 IAS Rating Scale (Mathew, 1995)  

 The Mathew IAS rating scale can be used as an instrument for 

measuring personality as well as an aid in developing self awareness 

for personality development and counselling. The instrument 

consists of 35 scales, which measures three broad behavioural 

tendencies (personality components or dimensions): Inertia, 

Activation and Stability. They cut across cognitive, temperament and 

motivational modalities. The trait descriptions are given below: 

3.4.5.1.1  Meaningfulness of IAS Trait Concepts 

 The concept of introversion-extraversion in modern Psychology 

as well as the Triguna theory of Samkhya does not take into 

consideration the internal motive for external behavior. Thamas is 

inactivity and introversion is withdrawal and inactivity. Rajas is 

activity and extraversion is externally observed activity as well as 

mixing. Some psychologists consider extraversion and introversion 

as mere preferences for activity or inactivity. 

 A psychologically and mathematically meaningful concept does 

not mix unrelated things. Inertia is non-activity because of inability 

to mix. A person who can easily mix if he wants to, but does not mix 

because of mere preference is considered Stable. Similarly only a 

person who mixes or is active out of dependence on the group or a 

compulsive need for activity is considered Activated, a person who 

can mix or not mix, act or not act with equal ease is considered 

Stable. 

http://www.psychology4all.com/IAS-RatingScale.htm
http://www.psychology4all.com/VGM.htm
http://www.psychology4all.com/IPSYGlossaryDetails.htm
http://www.psychology4all.com/IPSYGlossaryDetails.htm
http://www.psychology4all.com/IPSYGlossaryDetails.htm
http://www.psychology4all.com/IPSYGlossaryDetails.htm
http://www.psychology4all.com/IPSYGlossaryDetails.htm
http://www.psychology4all.com/IPSYGlossaryDetails.htm
http://www.psychology4all.com/IPSYGlossaryDetails.htm
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3.4.5.1.4  Reliability and Validity 

 Reliabilities may be determined for each population for each 

type of rating. Reliabilities are in general high, particularly for 

reasonably educated adult raters. The trait classification has a high 

degree of construct validity as they are based on a highly developed 

theory anchored on a time-tested traditional concept of personality. 

 A copy of the scale is appended as Appendix II and its response 

sheet as Appendix III. 

3.4.5.2  Assertiveness Inventory (Gambrill & Richley, 1995) 

 Assertiveness is the ability to formulate and communicate 

one's own thoughts, opinions and wishes in a clear, direct and non-

aggressive way. This test determines whether a lack of assertiveness 

skills may be keeping you from fulfilling your potential and reaching 

your goals. 

 The Assertiveness Inventory is developed by Gambrill and 

Richley (1995). This scale consists of 35 items which measures five 

variables related to assertiveness, viz., 1) ability to speak for self, 2) 

handling assertive people, 3) comfort with vulnerability, 4) 

subservience and 5) aggression. 

3.4.5.2.1   Reliability  

 The test-retest reliability coefficient is found to be 0.87.  

3.4.5.2.2 Validity 

 The comparison between normative and clinical samples 

showed significant differences between the groups on the means of 

each subscale. As well, the clinical group mean increased 

significantly after assertiveness training. 

 A copy of the scale is appended as Appendix IV and its 

response sheet as Appendix V. 
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3.4.5.3 Emotional Intelligence Scale (Jayaraj and Sananda Raj, 

1998) 

 Goleman describes emotional intelligence as "managing 

feelings so that they are expressed appropriately and effectively, 

enabling people to work together smoothly toward their common 

goals." According to Goleman, the four major skills that make up 

emotional intelligence are: 1) Self-Awareness, 2) Self Management, 3) 

Social Awareness and 4) Relationship Management (Goleman, 1995). 

 The Emotional Intelligence Scale is a questionnaire based on 

the theory of Daniel Goleman (1995), developed by Jayaraj, B and 

Sam Sananda Raj in 1998.  This scale has a total of 26 items.   

3.4.5.3.1  Reliability 

 The scale was measured for its odd-even reliability by 

administering upon a group of collegiate students (N=50) including 

male and female students of 20 -24 years. The product moment 

correlation coefficient was found to be 0.75. 

3.4.5.3.2  Validity 

 The scale was validated against external criteria i.e. the 

Emotional Maturity Scale (EMS) for general population. The number 

of items of this area is 48.  The product moment correlation 

coefficient obtained between total scores on all 26 items is found to 

be 0.64, (N=50). 

 A copy of the scale is given as Appendix VI. 

3.4.5.4 Self Esteem Inventory (Immanuel & Sananda Raj, 1985) 

 Self-esteem reflects a person's overall evaluation or appraisal 

of her or his own worth. The self esteem inventory was developed by 

Immanuel Thomas and H. Sam Sananda Raj in 1985. The scale 

consists of 20 items. All the items in the form are descriptive 
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statements in a five-point scale. The items are expected to tap self 

evaluation of the subjects from a wide variety of behavioural domains 

including academic, social, physical and emotional aspects. The 

items worded in such a fashion that there were equal number of 

positive and negative items arranged in random order.   

3.4.5.4.1  Reliability 

 The self esteem inventory was administered on 100 subjects 

(55 males and 45 females). The split-half reliability coefficient 

calculated were 0.95, after correction using Spearman-Brown 

prophecy formula. The retest reliability on a sample of 120 higher 

secondary pupils (67 boys and 53 girls) was 0.90. Both these 

coefficients are significant at 0.01 level. Hence the inventory is a 

reliable instrument for measuring self esteem. 

3.4.5.4.2  Validity 

 As the inventory was modeled after a few well known 

inventories meant for measuring self esteem, it may be said to 

possess content validity. In addition to this, validity was determined 

empirically with the help of self esteem scores obtained by means of 

a teacher rating technique. The correlation coefficient of 0.41 

obtained was significant at 0.01 level. 

 A copy of the scale is appended as Appendix VII.  

3.4.5.5 Personal Data Sheet 

 In addition to the variables measured, the investigator 

developed a Personal Data Sheet in order to collect the data 

regarding the relevant variables such as gender, age, educational 

qualification, marital status, etc. A copy of Personal Data Sheet (PDS) 

is given as Appendix VIII. 
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3.4.6  Procedure  

 A programme was charted carefully by the investigator. After 

obtaining the prior permission from the concerned authority the 

investigator visited the institutions. A self-introduction and a rapport 

with the police personnel were established. The investigator 

administered the tools one by one to the subjects in groups 

consisting of 15-30 persons. The sequence of the administration of 

the tools was: 1) Personal Information Schedule (PIS), 2) 

Assertiveness Inventory, 3) IAS Rating Scale, 4) Scale of Emotional 

Intelligence and 5) Self Esteem Inventory. After completion, the 

answer sheets were collected back and checked for omissions and 

those found to be incomplete were eliminated. 

3.4.7   Scoring 

 The completed psychological tests were, at first, checked for 

incomplete responses, which were excluded from the data set. The 

responses, which were completed in every sense, were scored 

manually according to the scoring procedure of each scale described 

below.   

 For the three inventories, viz., Assertiveness Inventory, 

Emotional Intelligence Scale and Self Esteem Inventory, the same 

method of scoring was used.  All these scales are five-point scales. 

Positive and negative items as well as different dimensions were 

scored separately. Items measuring particular dimension positively 

and responded as “strongly agree”, “agree” "undecided"; "disagree” 

and “strongly disagree” were given the scores of 5, 4, 3, 2 and 1 

respectively. And the items measuring particular dimension 

negatively and responded as “strongly agree” “agree”, “undecided”, 

“disagree” and “strongly disagree” were given the scores of 1, 2, 3, 4 

and 5 respectively. The total score was computed by summing up the 
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weights assigned to each item. The more score indicated the more 

these variables.     

 The scoring pattern of IAS Rating Scale is quite different from 

other three inventories. The answer sheets were checked for 

omissions. It is recommended that an answer sheet with more than 

three omitted scales should not be scored. Then it can be checked 

whether the total points of each item for one scale is 3. To attain the 

separate scores for three different dimensions, inertia, activation and 

stability, the scores in each column can be added, the total of all the 

score should be 105, if no item is omitted.  

The scores were tabulated for the purpose of analysis and 

interpretation. 

3.4.8 Method of Analysis 

 Statistical techniques were employed for the analysis of this 

phase of the study. The statistical techniques selected were based on 

the objectives set forth and the hypotheses formulated for the study.  

The statistical techniques used are presented below.  

3.4.8.1 Descriptive Statistics  

 To have a general idea of the nature of the distribution of the 

variables, the fundamental descriptive statistics like arithmetic 

mean, median, mode, standard deviation, skewness and kurtosis of 

the variables were calculated. 

3.4.8.2   Correlation Coefficient 

 The extent of relationship between two variables (interval or 

ratio type) is described by the Pearson's Product Moment Correlation 

Coefficient 'r'. Generally, the value of 'r' ranges from -1 to +1. A 

negative value indicates a negative relation i.e., X decreases, Y 
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increases. A positive value indicates a positive relation; X increases 

as Y increases. A value of zero means that X and Y are independent 

of each other or bear a random relation to each other. In the present 

investigation, the relationships among the variables, such as, inertia, 

activation and stability dimensions on personality, assertiveness, 

emotional intelligence and self esteem were established using 

Pearson Product Moment Correlation. 

 The following assumptions were observed during the 

correlational analysis. 

a. Assumption of Identity: 

 The relationship between variables can be represented by a 

straight line. Wherever relationship is not curvilinear, straight line 

relation is the simplest and the most reasonable hypothesis (Garrett, 

1981). 

b.  The distribution of the two variables should be normal, or at 

least not badly skewed. 

This can be determined by studying the distribution   

graphically. 

c.  Condition of homoscedasticity: 

 The condition of equal scattering in columns is reasonable. 

 The following statistical techniques were used in the 

interpretation of 'r's obtained. 

a. Testing the significance of the obtained correlation against the 

null hypothesis H0: r=0. 

 The significance of obtained 'rs' was tested against the 

hypothesis that the population 'r' is in fact zero. The acceptance or 
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rejection of a null hypothesis is based upon some level of 

significance, as an intention; usually 0.05 or .01 levels. 

b. Working out 0.05 confidence interval for 'r' was worked out using 

the formula suggested by Garrett (2004). 

 
96.1

n

r1
r

2




 , where r is the coefficient of correlation and N is 

the size of the sample. 

 The 0.05 confidence interval gives an indication about the 

interval within which the equivalent population value would lie at 

0.05 level of probability (Garrett, 2004). 

c.  Verbal interpretation of the correlation coefficient, 'r' 

 The significance of 'r' is verbally interpreted using the following 

classification suggested by Garrett (2004). 

(i) 'r' from 0.00 to 0.20 denotes indifferent or negligible 

relationship 

(ii)  'r' from ± 0.20 to ±0.40 denotes low correlation present, but 

slight. 

(iii) 'r' from ± 0.40 to ± 0.70 denotes substantial or marked 

relationship. 

(iv) 'r' from ± 0.70 to ±1.00 denotes very high relationship. 

3.4.8.3 Analysis of Variance (ANOVA) 

 To examine the significance of the difference amongst more 

than two sample means at the same time, ANOVA is used. The 

essence of ANOVA is that the total amount of variation in a set of 

data is broken down into two types, that amount which can be 

attributed to chance and that amount which can be   attributed to 

specific causes. The basic principle of ANOVA is to test for 
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differences among the means of the populations by examining the 

amount of variation with in each of these samples, relative to the 

amount of variables between the samples. 

 In order to legitimately use ANOVA, the following conditions 

must be met: 

1. The dependent variable comprises of interval or ratio data. 

2. The populations are normally distributed. 

3. The population variances are all equal. 

4. In the case of independent groups designs, independent 

random samples must have been taken from each population. 

 If we take only one factor and investigate the difference 

amongst its various categories having numerous possible values, we 

are said to use one-way ANOVA. The present study utilized Two-way 

and Three-way ANOVA. 

3.4.8.3.1 Two-way ANOVA 

 Two-way analyses one interval dependent in terms of the 

categories (groups) formed by two independents, one of which may be 

conceived as a control variable. Two-way ANOVA tests whether the 

groups formed by the categories of the independent variables have 

similar centroids. A two-way ANOVA, where the factors are called A 

and B, will give rise to two main effects (main effect of A and main 

effect of B), and a single two-way interaction (A*B). This is a total of 3 

results (3 F-ratios). 

3.4.8.3.2 Three-way ANOVA 

 Three-way ANOVA deals with three independents. It should be 

noted that as the number of independents increases, the number of 

potential interactions proliferates. A three-way ANOVA (where the 

factors are called A, B, and C) will give rise to three main effects 

(main effect of A, main effect of B and main effect of C), three two-
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way interactions (A*B, A*C and B*C) and a single three-way 

interaction (A*B*C). This is a total of 6 results (6 F-ratios). 

3.5 PHASE IV: PREPARATION AND DEVELOPMENT OF THE 

MODULE FOR HUMAN RELATIONS SKILL TRAINING PACKAGE 

 Once the needs assessment is completed and the decision is 

made to proceed, details of the programme can be planned. So, the 

fourth phase of the present investigation was the preparation and 

development of the module for Human Relations Skill Training 

(HRST) package for recruit police constables. 

3.5.1 Objective 

 To prepare and develop the package of the human relations 

skill training for the police trainees 

 As the intervention was intended to achieve certain goals, 

proper preparation from the part of the investigator was needed for 

enhancing the effectiveness of the programme. Adequate planning of 

the entire programme is required, for the programe is a group activity 

and the investigator must understand the characteristics of the 

group along with the participants’ needs and abilities. 

3.5.2 Methods Adopted 

 The module prepared for the present intervention was the 

upshot of the following: 

1. Extensive survey of literature reviews on Human relations skill 

training  

2. The findings from the first three phases of the present 

investigation, that is, the pilot study, the needs assessment 

study and the exploration of psychological variables related to 

human relations. 

3. Field Observation: Observation and painstaking perusal of soft 

skill training activities including oriental and western training 
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methods, different directive styles, and various effects on its 

beneficiaries  

4.  Interview with experts in the field of Human Resource 

Management and Psychology  

5. Field Experiments in the Soft skill training by the investigator 

herself for various populations, such as police, bank 

employees, teachers, excise guards and preventive officers, 

ministerial staff in the police department, adolescents, etc.  

6. The brainstorming sessions conducted at Kerala Police 

Academy for the faculty members regarding with the training 

module preparation. 

3.5.3  Training Modality 

 The content of a human relations programme cannot be 

effectively imparted through the traditional lecture approach. Since 

the nature of the material to be dealt with is primarily related to 

attitudes rather than to specific information, the appropriate mode 

adopted was participatory in nature. 

The details of the preparation and development of the module 

for the intervention package of Human Relations Skill Training are 

organised as a separate chapter (see chapter 4). 

3.6 PHASE V: TARGETED INTERVENTION AND PERFORMANCE 

MONITORING 

 The fifth phase of the study was targeted intervention and 

performance monitoring. This phase of the study is intended for the 

implementation of the package of Human Relations Skill Training.  

 Learning and transfer of skills should be assessed during and 

after training to modify and maintain programme strategy and 

improve outcomes. Performance monitoring is meant for tracking the 

elements of individual performance in terms of knowledge, skills and 

attitudes during and after training and it also demonstrates the 
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impact of the training on recruit police constables through pre-and 

post-tests. 

3.6.1 Objective 

 To execute and to test the efficacy of the newly developed 

intervention strategy to enhance human relations skills for recruit 

police constables. 

3.6.2 Participants 

 As the present investigation is an intervention study, the 

selection of the participants was performed by several stages. In the 

first stage, 120 male and 60 female recruit police constables undergo 

nine months-basic training course at Kerala Police Academy, the 

premier police training institution of Govt. of Kerala were selected 

using purposive sampling method. The sampling break up according 

to the gender is given in Table 3.2 on Page 133. Adequate 

representation of male and female police trainees was ensured in the 

sample. 

 In the second stage, three inventories were administered to 

assess assertiveness, emotional intelligence and self esteem of the 

entire sample. The descriptive statistics of the variables measured 

are given in Table 3.6. 

TABLE 3.6 

Mean and Standard Deviation of the Scores on the Variables, 

Assertiveness, Emotional Intelligence and Self Esteem (N = 180) 

Variables Mean SD 

Assertiveness 91.02 45.26 

Emotional Intelligence 69.45 31.74 

Self Esteem 59.56 11.19 

 

 All the three groups were classified as high, average and low 

based on mean and standard deviation of the scores on the 
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inventories. One standard deviation above the mean was considered 

as ‘above average’ and one standard deviation below the mean was 

considered as ‘below average,’ while the middle group as ‘average’. 

The 88 subjects, who scored ‘below average’ on at least one of the 

variables, were further considered for the intervention. Since the 

‘below average’ group is highly heterogeneous, all the 88 subjects 

were further grouped into seven according to the number of problems 

present in each subject. The criterion characteristics of the groups 

were ‘below average’ on all the three variables, ‘below average’ on any 

of the two variables and ‘below average’ on any one of the variables. 

The groups identified along with the number of police trainees in 

each group are given in Table 3.7. 

TABLE 3.7 

The Groups Identified and the  
Number of Recruit Police Constables in Each Group 

Number 
Combination of variables 

Total 
A E S A+E E+S A+S A+E+S 

Number of police 
trainees 
identified 

13 11 15 12 11 12 14 88 

Number of police 
trainees selected 

8 8 8 8 8 8 8 56 

A denotes Assertiveness 

E denotes Emotional Intelligence 

S denotes Self Esteem 

 As shown in Table 3.7, eight subjects, each (total is 56) 

representing their corresponding groups were selected according to 

the similarities of variables' distribution. From the selected 56 

subjects, 28 of them were assigned to experimental group and 28 of 

them to control group. For this, two subjects each from the selected 

sub groups were randomly assigned to experimental group. This 

procedure made the experimental and control group homogenous 

ensuring the representation of selected sub groups (Table 3.7).  
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3.6.3  Research Design 

 The present study is designed to carry out along with the nine 

months - basic training curricula of the recruit police constables. 

According to the Classification System proposed by Asher (1994), the 

execution of the intervention module is purely Qualitative-

descriptive.  

 As the objective of this phase of the study also included testing 

the efficacy of the newly developed intervention strategy to enhance 

the human relations skills such as emotional intelligence, 

assertiveness and self esteem, an experimental design was proposed. 

A Pretest-Posttest Design served the purpose.  

 Pretest is a measurement given to subjects at the outset of a 

study, prior to their being given a treatment (or not treated, when the 

subjects are in a control group). Posttest is a measurement given to 

subjects at the conclusion of a study, after subjects have experienced 

a treatment or have been in a control group; comparisons are made 

with pretest scores to determine if change occurred.  

 The advantage of this design is the greater reduction in 

between group variability before the treatment. 

3.6.4  Measures 

 For the present purpose, the investigator used the following 

tools. 

3.6.4.1. Assertiveness Inventory 

3.6.4.2. Scale of Emotional Intelligence 

3.6.4.3.  Self Esteem Inventory 

3.6.4.4. Personal Information Schedule (PIS). 
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 The statistical properties of all the three scales were featured 

in the IIIrd phase of the study, i.e., ‘Exploration of Psychological 

Variables’. 

3.6.5 Procedure 

 After obtaining prior consent from the concerned authority, the 

investigator visited the institution. A self-introduction and the 

rapport with the recruit police constables were established. The 

investigator administered the tools one by one to the subjects in 

groups consisting of 30 - 40 persons. The sequence of the 

administration of the tools was, 1) Personal Information Schedule, 2) 

Assertiveness Inventory, 3) Emotional Intelligence Scale and 4) Self 

Esteem Inventory. After completion, the answer sheets were collected 

back and checked for omissions and those found to be incomplete 

were eliminated. This was the procedure for the first stage of the 

sample selection in which 180 recruit police constables were 

assessed to identify those subjects who were ‘low’ on the variables 

related to human relations skills. 

3.6.5.1  Pre Intervention Assessment 

 The present study included the pre and post intervention 

assessments of both the experimental and control groups on the 

variables concerned. As the subjects for intervention were selected on 

the basis of their scores on three inventories measuring three human 

relations  factors, such as , assertiveness, emotional intelligence and 

the self esteem, the same scores were considered as the before 

intervention status of the subjects. The subjects who scored low on 

assertiveness, emotional intelligence and self esteem were randomly 

divided into experimental group which will be received the package of 

Human Relations Skill Training during the study and a control group 

that will not receive the training. Utmost care has been invested to 

ensure that there will be an approximately equal distribution 

between the two groups of the subjects. 



 

 

Methodology   159 

3.6.5.2 Intervention Procedure 

 After assigning the subjects to treatment and control 

conditions, the investigator sought the consent from the authority to 

meet the members of the experimental group for executing the 

intervention.  

 The intervention was on the experimental group following the 

stages and steps of the module prepared earlier. Chapter 4 of the 

present thesis discusses the various methods and modalities used 

for the preparation and development of the module based on the 

psychological techniques on human relations skills. That chapter 

also included the training institution faculty timetable and the 

instructional plan. 

3.6.5.2.1 Name of the Intervention 

 Assertiveness at Work: Human Relations Skill Training (HRST)   

for Police Recruits in Kerala 

3.6.5.2.2  Course Objectives 

1. To enhance the assertiveness skills and to practice strategies 

to cope with aggressiveness and passivity 

2. To improve emotional intelligence skills, so as to managing 

emotions well 

3. To eliminate low self esteem and to foster a positive self image  

3.6.5.2.3 Methodology 

 The training approach is based on principles of adult learning.  

The content of a human relations programme cannot be effectively 

imparted through the traditional lecture approach. Since, the nature 

of the material to be dealt with is primarily related to attitudes rather 

than to specific information, the appropriate mode adopted was 

participatory in nature. Two ‘observers’ from (the part of the police 
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authority) the supervisors of the recruits had also been arranged to 

monitor and scrutinize the training activities. 

3.6.5.2.4 Package of Intervention 

 The module of the Human Relations Skill Training (HRST) 

package for recruit police constables included the following sessions:  

 Ice Breaking  

 Group Dynamics 

 Introduction to Human Relations and Its Major Themes 

 Develop Human Relations Skills in the Work Place 

 Improving Personal and Organizational Communications 

 Understanding Your Communication Style 

 Public Speaking 

 Building High Self Esteem 

 Personal Values Influence Ethical Choices 

 Attitudes can Shape Your Life 

 Motivating Yourself and Others 

 Improving Interpersonal Relations with Constructive Self-    

Disclosure 

 Achieving Emotional Balance in a Chaotic World 

 Building Stronger Relationships with Positive Energy 

 Developing A Professional Presence 

 Team Building – A Leadership Strategy 

 Assertiveness Training 

 Resolving Conflict and Dealing with Difficult People 

 Responding to Personal and Work-Related Stress 

 Valediction 

 The execution of each session is detailed in Chapter 4. 



 

 

Methodology   161 

3.6.5.3 Follow-up of the Training and Post intervention 

Assessment 

 After the intervention, the participants of the experimental 

group practiced the specific tactics to manage with the challenges in 

maintaining good human relations for one month. After this, the 

participants of the intervention have undergone a one-day 

programme on personal growth lab consisted of group dynamic 

activities. Also, an experience sharing session had also been 

conducted. The purpose of the follow-up was just to stir-up, awaken 

and pulling together the experimental group.  In the afternoon, as 

per the prior information, all the participants of the intervention and 

the members of the control group were gathered. The investigator 

administered three psychological inventories measuring 

assertiveness, emotional intelligence and self esteem according to the 

standard procedure as performed for the pre test. 

3.6.5.3.1 Scoring  

 For all the three inventories, viz., Assertiveness Inventory, 

Emotional Intelligence Scale and Self Esteem Inventory, the same 

method of scoring was used. Positive and negative items as well as 

different dimensions were scored separately. Items measuring 

particular dimension positively and responded as “strongly agree”, 

“agree” "undecided"; "disagree” and “strongly disagree” were given the 

scores of 5, 4, 3, 2 and 1 respectively. And the items measuring 

particular dimension negatively and responded as “strongly agree” 

“agree”, “undecided”, “disagree” and “strongly disagree” were given 

the scores of 1, 2, 3, 4 and 5 respectively. 

 The scores were tabulated for the purpose of analysis and 

interpretation. 
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3.6.5.3.2  Statistical Techniques 

 The t-test was employed for analyzing and interpreting data. 

The t-test is a parametric test used to determine whether two means 

are significantly different from one another. In the present 

investigation, two types of t-test were used, the independent t-test 

and the paired t-test.   

 The independent t-test is used when comparing means from 

two independent groups of individuals. This test compares the 

performance of the participants in group A with the performance of 

the participants in group B. This test should be used when the data 

are parametric and obtained using an independent groups design. 

This type of t-test is often so called an unrelated t-test. 

 The paired t-test is used when comparing the means of two 

sets of observations from the same individuals or from pairs of 

individuals. In the repeated measures design, data is collected from 

each participant in all levels of the independent variable. The test 

itself considers pairs of data together, and for this reason this test is 

also known as a paired t-test. This test is often called as a correlated 

t-test. 

 All forms of the t-test require that the data are of at least 

interval level of measurement, are normally distributed, and have 

equal variances. 

3.7  PHASE VI:  EVALUATION OF THE TRAINING 

 The sixth and final phase of the study is the training 

evaluation. Program Evaluation is a form of applied research that 

includes a number of research activities designed to evaluate 

programs from planning to completion.  
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 The evaluation process may begin with the initial phase of 

programme planning - that of studying past experiences. If the 

programme planner has conducted similar activities in the past or if 

he can draw upon persons who have done so, a review of this past 

experience should serve as a guide for current efforts. Such a review 

will indicate that certain material, methods, schedules, participants 

and so forth are more likely to produce effective results than others. 

 Evaluation also influences the selection of programme 

objectives. Choosing certain objectives as being more important or 

more feasible than others is an evaluation in itself. Whether or not 

the achievement of an objective can be evaluated should be kept in 

mind. However, it is more important to consider, whether an 

objective is appropriate than whether it is easily measurable. 

 The principles of evaluation can serve as guidelines and can 

help the programme planner avoid some of the pitfalls encountered 

in evaluation. 

(1) Decisions about evaluation should be an integral part of the 

planning phase of programme design. To evaluate a training 

programme is to assess its value. Evaluation cannot be 

accomplished effectively unless the connection between the 

objectives of the programme and the evaluation procedures to 

be used are established in the planning stage. 

(2) Evaluation should contain an element of measurement.  This 

is intricately linked to the learning objectives. In this the 

learning objective will tell the programme manager what he is 

able to see or what he can expect participants to be doing 

when the objects have been reached. 
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(3) Evaluation should follow systematic design should include the 

following: 

(a) Who is to be evaluated? In most cases trainees or 

programme participants will be evaluated. 

(b) How often should evaluation be conducted? Evaluation 

should be conducted more than once. It is recommended 

that participant be evaluated before the programme 

begins, and again after it has been completed. 

(c) What is to be evaluated?  the basic choice is whether to 

evaluate the programme or the participants behaviour or 

performance 

(d) What is the level or depth of evaluation? Ideally 

evaluation should be carried out at more than one level 

and in more than one way i.e. reaction of participants 

should be learned as well as those of meeting leaders, 

coordinators, and the persons who are. 

(e)  Able to observe participants back on their jobs. 

(f) What evaluation methods are appropriate? Checklists 

and questionnaires to be filled out by programme 

participants are among the most frequently used 

methods of evaluation. However, other methods may 

replace or supplement them. 

Determining which method is appropriate depends 

largely on the type of learning outcome produced by the 

meeting or programme. 
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3.7.1 Objective 

 To assess the formative and overall outcome of the training 

programme in terms of trainees’ reaction (how well trainees liked the 

training), learning (what principles, facts or skills were learned), 

behaviour (what were the resulting changes in job behaviour) and 

results (what were the tangible results from training). 

3.7.2 Research Design 

 Although much of the analysis that occurs in programme 

evaluation is quantitative in nature, there is a great deal of 

qualitative analysis as well. In formative and summative 

assessments, quantitative data can be supplemented with a 

qualitative analysis of interviews and testimonies with the observers 

of the training (police trainers) and trainees and with direct 

observations of the programme in action. 

3.7.3 Method 

 Two types of evaluation procedures were done for the study. 

3.7.3.1    Formative Evaluation 

 It is a form of program evaluation that monitors the 

functioning of a program while it is operating to determine if it is 

functioning as planned. This type of evaluation is aimed at program 

improvement. Another general function of formative evaluation is to 

provide clear and continuing data on how the programme is being 

used (Sechrest & Figueredo, 1993). 

 As it is a daily program audit, feedback form (the evaluation 

proforma) in relation to each session was distributed and collected 

back by the investigator at the end of each session. The evaluation 

proforma contains 12 items or observations regarding the various 
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aspects of evaluation such as, preparation of the session including, 

content coverage, presentation and usefulness in job, was the 

session lively and clear, facilitation skill, use of audio-visuals, 

facilitators’ eye contact, gestures, mannerisms, pace of delivery and 

confidence, whether the session allowed for practice, whether the 

individual questions were addressed, whether adequate time allowed 

for questions, whether the objectives were met and what about 

training methodologies. The researcher employed a five point scale 

having ‘unsatisfactory’, ‘need improvement’, ‘satisfactory’, ‘above 

average’ and ‘superior’ categories for the assessment. A copy of the 

feedback form is appended as Appendix IX. 

3.7.3.2   Summative Evaluation 

 It is a form of program evaluation completed at the close of a 

program that attempts to determine its effectiveness in solving the 

problem for which it was planned. This type of evaluation is meant 

for the overall assessment of the programme effectiveness. 

Summative evaluations are the core of the evaluation process 

(Goodwin, 2002). For the summative evaluation, the printed 

evaluation forms including 10 statements regarding the overall 

assessment of the training were used. For this, the investigator 

employed a five point scale to rate the training such as, ‘excellent’, 

‘very good’, ‘good’, ‘fair’ and ‘poor’ categories. And,  ‘contract with self’ 

(personal contract on skills including, the content of the training that 

made an impression on the trainees, knowledge or skills they have 

acquired during training and the actions that they intend to take on 

the basis of the training) and the presentation of oral testimonies 

have also been utilized to serve the purpose. A copy of the printed 

final evaluation form is appended as Appendix X and ‘the contract 

with self’ is attached as Appendix XI. 
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3.7.4  Procedure 

 Printed feedback forms for daily audit were distributed among 

the participants after the end of each session. Also, the printed 

evaluation format and ‘the contract with self’ for the overall 

assessment of the training integrated the four outcomes proposed 

(Kirkpatrick and Kirkpatricky, 2006), such as trainees’ reaction (how 

well trainees liked the training), learning (what principles, facts or 

skills were learned), behaviour (what were the resulting changes in 

job behaviour) and results (what were the tangible results from 

training) were distributed among the trainees and observers of the 

training at the close of the intervention. After completing, the forms 

were collected back by the investigator. The investigator also 

facilitated the presentation of oral testimonies from them. 

3.7.4   Analysis 

 Daily audit, final evaluation forms, ‘the contract with self’ and 

the oral testimonies were analyzed for its content. 
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4.1  OBJECTIVE  

 To prepare and develop the module for the package of the 

human relations skill training for the police trainees  

4.2 HUMAN RELATIONS – A BRIEF INTRODUCTION  

 Human relations is a multi-disciplinary process used to 

promote and protect human physical and mental well-being through 

non-violent means, and ensure people have the opportunity to set  

and achieve constructive life objectives free from arbitrary 

discrimination. 

 Owners and managers of profit and nonprofit organizations 

define human relations as fitting people into work situations so as to 

motivate them to work together harmoniously. The process of fitting 

together should achieve higher levels of productivity for the 

organization, while also bringing employees economic, psychological, 

and social satisfaction. Human relations covers all types of 

interactions among people—their conflicts, cooperative efforts, and 

group relationships. It is the study of why our beliefs, attitudes and 

behaviors sometimes cause interpersonal conflict in our personal 

lives and in work-related situations. 

 One of the most significant developments in recent years has 

been the increased importance of interpersonal skills in almost every 
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type of work setting. For many employers, interpersonal skills 

represent an important category of transferable skills a worker is 

expected to bring to the job. Technical ability only is usually not 

enough to achieve career success. Studies indicate that many people 

who have difficulty in obtaining or holding a job possess the needed 

technical competence but lack interpersonal competence. 

The study of human relations helps us understand how people 

fulfill both personal growth needs and organizational goals in their 

careers. Many organizations are beginning to realize that an 

employee's life outside the job can have a significant impact on work 

performance, and some are developing training programs in human 

relations that address the total person. Increasingly, organizations 

are discovering that many forces influence the behavior of people at 

work. 

            Human relations is not a set of foolproof techniques for 

solving people-related problems. Rather, it gives people an 

understanding of basic behavior concepts that may enable them to 

make wiser choices when problems arise, to anticipate or prevent 

conflicts, and to keep minor problems from escalating into major 

ones. 

The development of the human relations movement has 

involved a redefinition of the nature of work and the gradual 

perception of managers and workers as complex human beings. Two 

landmarks in the study of motivation and worker needs are 

'Frederick Taylor's work in scientific management and Elton Mayo's 

Hawthorne studies. Many industry leaders predict an increased 

emphasis on human relations research and application. The reasons 

for this trend include higher educational of employees and managers, 

worker organizations pressing for attention to employee concerns, a 
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weakening of the traditional work ethic, and increased federal 

legislation affecting organizations. 

4.3 HUMAN RELATIONS MOVEMENT – A SCIENTIFIC 

BACKGROUND 

 Problems in human relations are not new - cooperative efforts 

carry the potential for conflicts among people. It is only within the 

past few decades that management has recognized that human 

relations can have considerable impact on organizational 

productivity. During this period, the human relations movement has 

matured into a distinct and important field of study. 

 Although it is difficult to pinpoint exactly when the human 

relations movement began, most researchers agree that the earliest 

developments emerged in the mid-1800s. In the beginning, the focus 

was mainly on improving efficiency, motivation, and productivity. 

But over time, this research became more involved with redefining 

the nature of work and perceiving workers as complex human 

beings. 

 Prior to the Industrial Revolution, most work was performed by 

individual craft-workers. Generally, each worker saw a project 

through from start to finish. Skills such as tailoring, carpentry, or 

shoemaking took a long time to perfect and were often a source of 

pride to an individual. Under this system, however, output was 

limited. The Industrial Revolution had a profound impact on the 

nature of work and the role of the worker. Previously, an individual 

tailor could make only a few items of clothing in a certain time 

period; factories could make hundreds. Employers began to think of 

labor as another item in the manufacturing equation, along with raw 

materials and capital. Employers at that time did not realize how 

workers' needs affected productivity. As a result, few owners or 
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managers gave much thought to working conditions, safety 

precautions, or worker motivation. Hours were long and pay was low. 

 Around the turn of the century, Frederick Taylor (1856–1915) 

and other researchers interested in industrial problems introduced 

the concept of scientific management. They believed that productivity 

could be improved by breaking down a job into isolated, specialized 

tasks and assigning each of those tasks to specific workers. The 

development of scientific management coincided with the 

revolutionary concept of mass production. Eventually it paved the 

way for the assembly line. Taylor's work was sharply criticized by 

those who believed it exploited workers. Employees were treated as a 

commodity, as interchangeable as the parts they produced. Taylor 

thought that by increasing production, the company would end up 

with a larger financial pie for everyone to share. Management would 

earn higher bonuses; workers would take home more pay. He did not 

foresee that his theories would be applied in ways that dehumanized 

the workplace. 

 In the late 1920s, Elton Mayo (1880–1949) and other 

researchers from Harvard University initiated what have become 

known as the Hawthorne Studies at the Hawthorne plant of Western 

Electric Company near Chicago. The purpose of the investigation was 

to explore the relationship between changes in physical working 

conditions and employee productivity. Specifically, Mayo was 

interested in the effect of different intensities of light on employee 

output. In one experiment, ample light was provided to a group of six 

female workers. Later, the amount of light was significantly reduced, 

but instead of productivity decreasing, as was expected, it actually 

increased. 
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 The researchers attributed the phenomenon to what has since 

become known as the Hawthorne effect—employees who participate 

in scientific studies may become more productive because of the 

attention they receive from the researchers. This discovery became 

important in the human relations movement because it has been 

interpreted to mean that when employees feel important and 

recognized, they exhibit greater motivation to excel in their work 

activities. 

4.4 HUMAN RELATIONS AS A FIELD OF STUDY 

 Human relations is an interdisciplinary field because the study 

of human behavior in organizational settings draws on the fields of 

communications, management, psychology, and sociology. It is an 

important field of study because all workers engage in human 

relations activities. Several trends have given new importance to 

human relations due to the changing workplace. 

 The labor market has become a place of constant change due 

to the heavy volume of mergers, buyouts, a labor shortage, closings, 

and changing markets. These changes have been accompanied by 

layoffs and the elimination of product lines. Even those industries 

noted for job security have recently engaged in layoffs. As the United 

States attempts to cope with rapid technological change and new 

competition from international companies, there is every reason to 

believe that there will be more volatility in the labor force. 

Interpersonal skills will be even more critical in the future (Seashore, 

1968). 

 Organizations are developing an increasing orientation toward 

service to clients. Relationships are becoming more important than 

physical products. Restaurants, hospitals, banks, public utilities, 

colleges, airlines, and retail stores all must now gain and retain 
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patronage. In any service firm, there are thousands of critical 

incidents in which customers come into contact with the 

organization and form their impressions of its quality and service. 

Employees must not only be able to get along with customers, they 

must also project a favorable image of the organization they 

represent. 

 Most organizations recognize improved quality is the key to 

survival. The notion of quality as a competitive tool has been around 

for many years, but in the 2000s, it is receiving much more 

attention. In a period of fierce competition, a consumer may not 

tolerate poor quality. Human beings are at the heart of the quality 

movement because workers are given the power and responsibility to 

improve quality. Companies are organizing their workers into teams 

in which each employee plays an important role. If team members 

cannot work together, the goals of the organization will suffer. In 

some cases, workers are cross-trained so they can do the work of 

others, if necessary. 

 The leaders of the work force in the twenty-first century need 

different skills to be successful. Workers are better educated and 

better informed, and have higher expectations. They seek jobs that 

give not only a sense of accomplishment but also a sense of purpose. 

They want jobs that provide meaningful work. Managers must 

therefore shift from manager as order-giver to manager as facilitator. 

They must also learn how to assume the roles of teacher, mentor, 

and resource person. Few lines of work will be immune from these 

trends. Employees must be flexible and adaptable in order to achieve 

success within a climate of change. It is important for everyone to 

develop those interpersonal skills that are valued by all employers 

(Mill and Porter, 1998) 



 

 

 Module Preparation 174 

4.4.1 Understanding Human Behaviour 

 Mental perceptions are influenced by everything that has 

passed through an individual's mind. That includes all of a person's 

experiences, knowledge, biases, emotions, values, and attitudes. No 

two people have identical perceptions because no two people have 

precisely the same experiences. Mental perceptions may sometimes 

lead to conflict. Each person has formed mental perceptions relating 

to a number of controversial issues. For example, most workers have 

an opinion on abortion and capital punishment, among other issues. 

When proponents and opponents clash in voicing mental perceptions 

of controversial issues, conflict occurs. If the issue is one pertinent to 

the workplace, such as affirmative action, human values have the 

potential to lead to problems. 

 Ethics also play a role in interpersonal conflict. Ethics refer to 

moral rules or values governing the conduct of a person or group. 

Perhaps more than anything else, an individual's adherence to 

values related to what is morally right determines the respect that 

others hold for that person. Lack of respect for one individual by 

another is likely to lead to poor human relations between the two. 

 The social dimension of behavior is determined by a person's 

personality, attitudes, needs, and wants. An individual's personality 

is the totality of complex characteristics, including behavior and 

emotional tendencies, personal and social traits, self-concept, and 

social skills. The objective of many training sessions for employees 

and supervisors is to improve a person's ability to get along with 

others. A person's personality has a major impact on human 

relations skills. 

 People reveal their attitudes through their personality. An 

attitude is a mental position one possesses with regard to a fact, 
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issue, or belief. Attitudes that often present problems in the 

workplace are those that concern biased and prejudiced viewpoints. 

Generally, employees who possess positive attitudes and who are 

open-minded are judged to have more desirable personalities than 

those with negative attitudes who hold biased viewpoints (Lind, 

2000). 

4.4.2 Communication  

 Perhaps the single most important aspect of designing any 

work environment is the plan that links all workers and supervisors 

with multiple channels of communication. Good communication may 

be cited as the most important component of sound human 

relations. Despite the recognition of the importance of 

communication, it presents one of the most difficult and perplexing 

problems faced in modern organizations. 

 Even in small organizations, where only a few people are 

involved, sound communication is difficult to establish. When an 

organization expands in numbers, as well as in diversity among its 

members, the establishment of communication channels becomes 

even more difficult. Good communication is essential for the smooth 

functioning of any organization. Managers need clear lines of 

communication to transmit orders and policies, build cooperation, 

and unify groups. Employees must be able to convey their concerns 

or suggestions and feel that management has heard them. Clear 

communication among co-workers is vital to good teamwork, 

problem solving, and conflict management. In short, effective human 

relations is founded on good communication. 

 When people in organizations want to send messages, conduct 

meetings, or communicate person to person, they have many 

options. With increased use of voice mail, e-mail, fax machines, and 
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videoconferencing, it is a wonder people have time to read all the 

incoming information, let alone interpret and respond to it. 

 Costly communication breakdowns are a prime factor in 

organizational problems ranging from high employee turnover to low 

productivity. Poor communication also takes a toll in employee 

injuries and deaths, particularly in industries where workers operate 

heavy equipment or handle hazardous materials (Johnson, 1972). 

 Although some communication breakdowns are inevitable, 

many can be avoided. Employees who are treated with respect, are 

empowered to think for themselves, and feel a sense of loyalty are 

more apt to communicate openly with other workers and leaders 

throughout the organization. 

4.4.3 Types of Relationships 

 Human relation occurs on several levels. Individuals interact in 

a variety of settings—as peers, subordinates, and supervisors. No 

matter what the setting, relationships are built. All types of groups 

exist in an organization. Formal groups are officially designated, 

while informal groups are formed unofficially by the members 

themselves. Some would argue that the informal groups have more 

power. In either situation, important human relationships are taking 

place. 

 Employees relate to their work group, other formal groups, and 

informal groups. The norms set by a group can greatly influence a 

person's behavior. Dress and language are two examples. 

Considering the number of groups in the complex organizations of 

the twenty-first century, the influence is unlimited. 

 The organization provides an opportunity for individual 

satisfaction. To achieve such satisfaction, and to continue as a 
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successful member in the organization, the individual must comply 

with organizational policies, procedures, and rules. The organization 

requires certain behaviors from its employees. The rewards for such 

behaviors are demonstrated in the form of raises, promotions, and 

continued employment. When the organization promotes an 

employee, it is relating to the individual. 

 Complex organizations depend on dividing the work among 

many formalized groups. Informal groups will also emerge, either 

positively or negatively affecting organizational outcomes. The 

relationship between organizations and groups must also be 

considered when quotas or standards are established. The 

acceptance or rejection of such standards illustrates the interaction 

between the organization and the group. 

 One also has a relationship to one's self. Are you happy with 

yourself? Are you happy with your relationships with others? With 

the organization? With your future? If not, perhaps you should 

analyze your relationship with yourself. 

 Managers and supervisors achieve results through people. 

Therefore, the complex organizations of the 2000s require managers 

and supervisors to display a concern for people. The successful 

leader creates an effective balance between people and productivity, 

and recognizes human relations as the key ingredient transforming 

organizational plans into organizational results. Although it is often 

misunderstood, effective human relations will lead to success (Bork 

and Roff, 1998). 

 Human relations is not limited to supervisors. It also applies to 

every employee in an organization. Statistics indicate that successful 

people competently practice inter-personal skills, while the 

incompetent are left behind. Fortunately, these skills can be 
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developed. Good relationships must be built among individuals and 

within groups of an organization. Although this is not an easy task, 

success without good human relations is not possible. Every 

individual must be prepared to meet the challenge. 

4.5 HUMAN RELATIONS SKILL TRAINING 

“The most immutable barrier in nature is between one 

man’s thoughts and another’s.”  – William James 

 Human relations and interpersonal communication skills are 

essential to working effectively in an organization. Personality 

conflicts or communication interference causes friction between 

people, which can drastically reduce productivity.  This course seeks 

to help participants understand the nuances of relating to people in 

a professional manner.  

4.5.1 Conditions for Human Relations Skill Training 

 The following conditions need to be met if participants are to 

achieve goals of improving their understanding, sensitivities, and 

skills in interpersonal relationships. A laboratory experience can help 

you to develop clearer ideas of the consequences of your behaviour. 

You can discover behavioural alternatives that are available and 

decide whether you want to change your behaviour by choosing and 

practicing an alternative. In order to feel free to do this, the following 

conditions are necessary:  

4.5.1.1  Presentation of self  

 Until the individual has (and uses) an opportunity to reveal the 

way he sees and does things, he has little basis for improvement and 

change. 
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4.5.1.2  Feedback  

 Individuals do not learn from presentation of self alone. They 

learn by presenting themselves as openly as possible in a situation 

where they can receive from others clear and accurate information 

about the effectiveness of their behaviour - a feedback system which 

informs them of how their behaviour is perceived and of what the 

consequences of that behaviour are. 

4.5.1.3 Atmosphere 

An atmosphere of trust and non-defensiveness is necessary if 

people are to feel free to present themselves, to accept and utilize 

feedback, and to offer it.  

4.5.1.4  Experimentation  

 Unless there is opportunity to try out new behaviors, the 

individual is inhibited in utilizing the feedback he receives.  

4.5.1.5  Practice 

 If his experiments are successful, the individual then needs to 

be able to practice new behaviours so that he becomes more 

comfortable with changes he has decided to make. 

4.5.1.6  Application  

 Unless learning and change can be applied to back-home 

situations, they are not likely to be effective or lasting. Attention 

needs to be given to helping individuals plan for using their learning 

after they have left the laboratory.  

4.5.1.7  Relearning how to learn 

 Because much of our traditional academic experience has led 

us to believe that we learn by listening to experts, there is often need 
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to learn how to learn from this experiential mode - presentation-

feedback-experimentation.  

4.5.1.8  Cognitive map 

 Knowledge from research, theory, and experience is needed to 

enable the participants both to understand his experiences and to 

generalize from them. Generally this information is most useful when 

it follows or is very close in time to the experiences.  

 The present study made use of sensitivity training or T-group 

training for the human relations skill training. The T Group creates a 

situation in which these conditions may come into being, allowing 

each member to participate in his own learning experience and to 

play a part in the learning experience of others in the group (Clegg, 

2000). 

4.5.2   Sensitivity Training 

 Sensitivity training is one type of experience-based learning. 

Participants work together in a small group over an extended period 

of time, learning through analysis of their own experiences, including 

feelings, reactions, perceptions, and behaviour. The duration varies 

according to the specific design, but most groups meet for a total of 

10-40 hours. This may be in a solid block, as in a marathon weekend 

program or two to six hours a day in a one or two-week residential 

program, or spread out over several weekends, a semester, or a year 

(Rae, 1985). 

 The sensitivity training group may stand by itself or be a part 

of a larger laboratory training design which might include role 

playing, case studies, theory presentations, and inter-group 

exercises. The present study made use of T Group (the T stands for 

training) as the primary setting for sensitivity training. 
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4.5.2.1  Underlying Assumptions 

 Underlying T-Group training are the following assumptions 

about the nature of the learning process which distinguish T-Group 

training from other more traditional models of learning. 

4.5.2.2  Learning Responsibility 

 Each participant is responsible for his own learning. What a 

person learns depends upon his own style, readiness, and the 

relationships he develops with other members of the group.  

4.5.2.3  Staff Role 

 The staff person's role is to facilitate the examination and 

understanding of the experiences in the group. He helps participants 

to focus on the way the group is working, the style of an individual's 

participation, or the issues that are facing the group.  

4.5.2.4   Experience and Conceptualization 

 Most learning is a combination of experience and 

conceptualization. A major T-Group aim is to provide a setting in 

which individuals are encouraged to examine their experiences 

together in enough detail so that valid generalizations can be drawn.  

4.5.2.5  Authentic Relationships and Learning 

 A person is most free to learn when he establishes authentic 

relationships with other people and thereby increases his sense of 

self-esteem and decreases his defensiveness. In authentic 

relationships persons can be open, honest, and direct with one 

another so that they are communicating what they are actually 

feeling rather than masking their feelings.  

4.5.2.6  Skill Acquisition and Values 

 The development of new skills in working with people is 

maximized as a person examines the basic values underlying his 

behaviour, as he acquires appropriate concepts and theory, and as 
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he is able to practice new behaviour and obtain feedback on the 

degree to which his behaviour produces the intended impact. 

4.5.2.7  Goals and Outcomes  

 Goals and outcomes of sensitivity training can be classified in 

terms of potential learning concerning individuals, groups, and 

organizations (Ukeins, 2000). 

4.5.2.7.1  The Individual Point of View 

 Most T-Group participants gain a picture of the impact that 

they make on other group members. A participant can assess the 

degree to which that impact corresponds with or deviates from his 

conscious intentions. He can also get a picture of the range of 

perceptions of any given act. It is as important to understand that 

different people may see the same piece of behavior differently-for 

example, as supportive or antagonistic, relevant or irrelevant, clear 

or ambiguous-as it is to understand the impact on any given 

individual. In fact, very rarely do all members of a group have even 

the same general perceptions of a given individual or a specific event. 

 Some people report that they try out behavior in the T Group 

that they have never tried before. This experimentation can enlarge 

their view of their own potential and competence and provide the 

basis for continuing experimentation. 

4.5.2.7.2 The Group Point of View 

 The T Group can focus on forces which affect the 

characteristics of the group such as the level of commitment and 

follow-through resulting from different methods of making decisions, 

the norms controlling the amount of conflict and disagreement that 

is permitted, and the kinds of data that are gathered. Concepts such 

as cohesion, power, group maturity, climate, and structure can be 
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examined using the experiences in the group to better understand 

how these same forces operate in the back-home situation.  

4.5.2.7.3  The Organization Point of View 

 Status, influence, division of labour, and styles of managing 

conflict are among organizational concepts that may be highlighted 

by analyzing the events in the small group. Subgroups that form can 

be viewed as analogous to units within an organization. It is then 

possible to look at the relation-ships between groups, examining 

such factors as competitiveness, communications, stereotyping, and 

understanding.  

 One of the more important possibilities for a participant is that 

of examining the kinds of assumptions and values which underlie 

the behaviour of people as they attempt to manage the work of the 

group. The opportunity to link up a philosophy of management with 

specific behaviours that are congruent with or antithetical to that 

philosophy makes the T Group particularly relevant to 

understanding the large organization (Nylen and Mitchell, 1998).  

4.5.2.8  Research and Impact 

 Research evidence on the effectiveness of sensitivity training is 

rather scarce and often subject to serious methodological problems. 

The following generalizations do seem to be supported by the 

available data. 

 People who attend sensitivity training programs are more likely 

to improve their managerial skills than those who do not (as 

reported by their peers, superiors, and subordinates) (Luft, 

1969).  
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 Everyone does not benefit equally. Roughly two-thirds of the 

participants are seen as increasing their skills after attendance 

at laboratories. This figure represents an average across a 

number of studies (Blank and Gottsegen, 1971). 

 Many individuals report extremely significant changes and 

impact on their lives as workers, family members, and citizens. 

This kind of anecdotal report should be viewed cautiously in 

terms of direct application to job settings, but it is consistent 

enough that it is clear that T-Group experiences can have a 

powerful and positive impact on individuals (Lubin and 

Zuckerman, 1986). 

 The incidence of serious stress and mental disturbance during 

training is difficult to measure, but it is estimated to be less 

than 1 per cent of participants and in almost all cases occurs 

in persons with a history of prior disturbances (Batchelder and 

Hardy, 1971). 

4.5.3 Sources Identified for Designing the Present Package of 

Training 

 The module prepared and developed for the present human 

relations skill training package for police trainees was the outcome of 

the following: 

 Extensive survey of literature reviews on Human relations skill 

training shed new insights for developing the intervention 

schedule. 

 The analysis and interpretation of the first three phases of the 

present research, such as, the pilot study, the needs 

assessment study and the exploration of psychological 

variables related to human relations provided an adequate 
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ground for organizing the training module specifically to 

recruit police constables. 

 Field observation and the meticulous perusal of soft skill 

training activities including the oriental and western training 

methods, different directive styles and various effects on its 

beneficiaries were also complemented to this study. 

 Interview with experts in the field of Human Resource 

Management and Psychology also placed a sizeable credence to 

this endeavor.  

 Field experiments in the interpersonal skill/sensitivity training 

by the investigator for various populations, such as, police, 

bank employees, teachers, excise guards and preventive 

officers, ministerial staff in the police department, adolescents, 

youth associations, etc. also laid a powerful foundation for the 

present phase of the study.  

 Brain storming sessions conducted at Kerala Police Academy 

among the faculty members and other experienced officers for 

the module preparation of Human Relations Skill Training 

were also the excellent sources of motivation for the 

investigator to put in order the training module. 

4.5.4 Measures and Pre-requisites Followed to Design the Human  

Relations Skill Training Programme for the Recruit Police 

Constables 

 Determine the content of the training 

 Determine what audience needs what training 

 Why is the audience not performing the desired behaviour 

now? 
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 If they cannot do it, train them to understand and 

perform it; 

 If they will not do it, provide motivation for them to 

change their attitude. 

 Determine the benefits of and barriers to adopting the new 

behaviour 

 Decide what behaviour is feasible 

 Determine what would reinforce the behaviour when adopted 

 Establish measurable training objectives 

 Define very clearly the content to be learned 

 Organize content for logical learning 

 Determine and develop learning materials 

 Develop materials presentations 

 Develop and organize administrative procedures 

 Analyze tasks and define the kinds of skills to be acquired or    

practices: reaction skills, perception skills, conceptual skills, 

application skills 

 Determine the learning process to be used: visual, auditory, 

physical, emotional, conceptual, practical, individual or group 

 Determine how participants will process and use new learning 

 Determine the most appropriate training media 

 Design evaluation criteria and instruments for the training 

 What resources are available?  Include: 

 Staff and other ‘people’ resources, committee members, 

associates from other programmes and volunteers; 
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 Services available from another source; educational 

materials free or at cost; 

 Information – about the issue, the target audience, the 

community and media structure and available 

educational materials; AND 

 Time- the number of weeks, months or years available to 

complete the programme      

 What community activities, organizations, and or other 

contributing factors exist? 

 What barriers (such as approval obstacles, absence of funding, 

hard-to-reach target) 

 Which activities would best suit the resources you have 

identified and best fit within the identified constraints? 

4.6 INTRODUCING THE PACKAGE OF INTERVENTION 

4.6.1 Name of the Intervention   

 Assertiveness at Work: Human Skill Training (HRST) for Police 

Recruits in Kerala  

4.6.2 Purpose 

 This training provides the recruit with a set of expectations 

about the interactions that he/she will have with the general public 

and the need to maintain high standards of personal and 

professional ethics. This training focuses on establishing effective 

police and community relations, understanding the human relations 

dimensions to police and citizen encounters, and to empower the 

recruits with  a high level of self esteem  and  to acquaint them with 

better communication styles and to introduce the ways to manage 
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the emotions well. Collectively, these topics address the qualitative 

dimensions of police and citizen interaction. By developing and 

understanding of the interactional process and the values and ethics 

that guide police and citizen behaviors, the police recruit will be in a 

better position to evaluate these encounters and reduce the potential 

for conflict.  

4.6.3 Audience 

 This course is specifically designed for the recruits in the 

Kerala police. The optimum class size is 30 participants. Besides the 

recruits, two observers have been arranged from the supervisors 

(trainers) of the police training to observe the entire training 

programme to certify whether the training concerns human relations 

or another topic and also, the role of the observers ensures 

continuous improvement and that training is an ongoing process. 

4.6.4 Facilitators 

 Investigator herself and there were two persons from the field 

of psychology and management to assist her during the training 

event. 

4.6.5 Course Objectives 

 Gain an understanding of the interpersonal skills necessary to 

succeed in their positions as police personnel 

 Learn how to maximize their effectiveness as a policeman 

through the development of their communication skills  

 Learn how to get the most out of those that work for and with 

them  
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 Understand the importance of and practice such skills as 

coaching, listening, dealing with conflict, giving constructive 

criticism, problem solving and the art of persuasion 

 Trainees will demonstrate their ability to define human 

relations 

 Trainees will identify human relations issues within their 

community 

 Trainees will practice applying a systems approach to a human 

relations issue 

 Trainees will describe the role they play in helping achieve the 

objectives of the human relations program which employs 

them. 

 Trainees will assess the obstacles they must overcome to 

achieve the objectives of their job. 

 Trainees will identify the assets available to them and the 

resources they need to overcome obstacles to the achievement 

of their job objectives. 

 Trainees will practice implementing action steps to achieve job 

objectives in the class setting.  

4.6.5.1 Specific Objectives of the Course 

 To enhance the assertiveness skills and to practice strategies 

to cope with aggressiveness and passivity 

 To improve emotional intelligence skills, so as to managing 

emotions well 

 To eliminate low self esteem and to foster a positive self image  
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4.6.5.2   Training Methodology 

 This course is not a theoretical course - it is built around 

practical skills that make the difference between effective and 

dysfunctional work groups. In teaching each skill, we present the 

learning point, illustrate its advantages and give examples of 

demonstrations. Each participant then, practices and gains 

confidence in using the skills.  

 The course models a variety of effective training methodologies, 

including demonstration, practice, discussion, brain storming, buzz 

groups, case studies, role play, games, visualization in participatory 

programming (VIPP), and presentation to give participants “hands-

on” skills practice. Participants receive instructor and peer feedback 

and develop a plan for on-the-job reinforcement of the skills. The 

content of the course is basic to every adult training/learning event. 

4.6.5.2.1 Principles of Adult Learning 

 Dialogue: Adult learning is best achieved through dialogue. 

Adults have enough life experience to dialogue with any trainer 

about any subject and will learn new attitudes or skills best in 

relation to that life experience. Dialogue needs to be 

encouraged and used in formal training, informal talks, one-

on-one counselling sessions, or any situation where adults 

learn. 

 Safety in environment and process: Make people feel 

comfortable making mistakes. Adults are more receptive to 

learning when they are both physically and psychologically 

comfortable. 

 Physical surroundings (temperature, ventilation, 

overcrowding, light, etc.) can affect learning. 
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 Learning is best when there are no distractions. 

 Respect: Appreciate learner’s contributions and life 

experience. Adults learn best when their experience is 

acknowledged and new information builds on their past 

knowledge and experience. 

 Affirmation: Learners need to receive praise for even small 

attempts. 

 People need to be sure they are correctly recalling or 

using information they have learned. 

 Sequence and reinforcement: Start with the easiest ideas or 

skills and build on them. Introduce the most important ones at 

first. Reinforce key ideas and skills repeatedly. People learn 

faster when information or skills are presented in a structured 

way. 

 Practice: Practice first in a safe place and then in a real 

setting ( if applicable). 

 Ideas, feelings, actions: learning takes place through 

thinking, feeling, and doing and is most effective when it 

occurs across all three. 

 20/40/80 rule: Learners remember more when visuals are 

used to support the verbal presentation and best when they 

practice new skill. We remember 20 percent of what we hear, 

40 percent of what we hear and see, and 80 percent of what we 

hear, see and do. 

 Relevance to previous experience: People learn faster when 

new information or skills are related to what they already know 

or can do. 
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 Immediate relevance: Learners should see how to use and 

apply what they have learned in their job or life immediately. 

 Future relevance: People generally learn faster when they 

realize that what they are learning will be useful in the future. 

 Team work: Help people learn from each other and solve 

problems together. This makes learning easier to apply to real 

life.  

 Engagement: Involve learner’s emotions and intellect. Adults 

prefer to be active participants in learning rather than passive 

recipients of knowledge. People learn faster when they actively 

process information, solve problems, or practice skills.  

 Accountability: Ensure that learners understand and know 

how to put into practice what they have learned. 

 Motivation: Wanting to learn  

 People learn faster and more thoroughly when they want 

to learn. The trainer’s challenge is to create conditions in 

which people want to learn. 

 Learning is natural, as basic a function of human beings 

as eating or sleeping.  

 Some people are more eager to learn than others, just as 

some are hungrier than others. In one person there are 

different levels of motivation.  

 All the principles outlined will help the learner become 

motivated. 

 Clarity 

 Messages should be clear. 
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 Words and sentence structures should be familiar. 

Technical words should be explained and their 

understanding should be checked. 

 Messages should be visual. 

 Feedback: Feedback informs the learner in what areas she/he 

is strong or weak.  

 The training methods used for the present intervention were 

based on acquiring knowledge, thinking skills, psychomotor skills 

and attitudes and beliefs.  

4.6.5.2.2 Description of the Training Methods Used   

 Group Discussions 

 The discussion method is trainee-oriented. Group discussions 

are generally informal, with a great deal of involvement, interaction, 

and sharing of experience.  Trainees remember more because of their 

involvement.  For this reason, the method is a very popular one with 

trainers and trainees alike. Discussions are especially useful for 

solving problems, for exploring issues, for sharing experiences, and 

for making decisions. This process is one of the best ways to bring 

about a change in attitude on the part of trainees. 

 However, discussion is time consuming and can be difficult to 

manage, especially in larger groups. Often, many viewpoints are 

presented and it can be difficult to keep a discussion on track. The 

trainer’s ability to ask appropriate questions, to encourage 

participation, to summarize key points, and to limit unnecessary or 

lengthy dialogues are the keys to effective discussions. Group 

discussions are of various types, namely,  
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 Small Group Discussion: In a group of not more than seven 

participants who discuss and summarise a given subject or 

theme. The group selects a chair person, a recorder, and/or 

someone to report to plenary. This allows two-way 

communication, involves active participation, can produce a 

strong sense of sharing or camaraderie and challenges 

participants to think, learn and solve problems. 

 Buzz Group: It involves not more than 2-3 participants, can 

allow participants to discuss their immediate reactions to 

information presented, give definitions and share examples 

and experience. This often creates a relaxed atmosphere that 

allows trust to develop and help participants express opinions 

freely and this also can raise energy level by getting 

participants to talk after listening to information. 

 Plenary or Whole Group Discussion: Here, the entire group 

comes together to share ideas. This enables people to see what 

other group members think about an issue and allows 

individuals or groups to summarise contents. 

 Brainstorming 

 In this method, trainees produce as many ideas as they can in 

a short period of time.  Quantity is what is desired.  They should say 

anything that occurs to them, however silly it might sound. One 

person in the group writes down every idea, including the funny ones 

(these can often be quite revealing or good for climate building after 

the exercise).  The one important rule is that trainees do not discuss 

or criticize any of the ideas brought forward.  Since most of us have a 

tendency to judge what others say and to express our criticism, it is 

important for the trainer to carefully monitor each group and 

interrupt every time someone breaks this rule. 
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The principle of brainstorming is that ideas stimulate the 

development of other ideas. It is a creative process. Criticism stops 

this flow of ideas, whereas encouragement and time pressure 

increase the activity level. As such, brainstorming is a useful group 

discussion method for encouraging involvement, for developing ideas, 

and for finding out in a short space of time what a group knows or is 

thinking.  

 Role Playing 

 Role-playing can be described as real behaviour in an 

imaginary situation. Role-playing isn’t acting a part or trying to 

behave as you think someone else would; it involves people being 

themselves in different situations. It is a good way to bridge the gap 

between the study of principles and techniques and the use of the 

same principles and techniques. 

 When you role-play a situation is described for you. It could 

cover what has just happened, or what is to happen in the immediate 

future, and the role the players are to take. Because you don't have 

to act in any prescribed way, role-plays don't have scripts or detailed 

directions. The role players use the information they have about the 

situation, their own experience, and their ways of behaving when 

they play the role. 

 Drama 

          Unlike role play, in this method actors are briefed in advance 

on what to say and can rehearse. As a result, the outcome is more 

predictable. This method is often used to illustrate a point and it also 

commands attention and interest and involves the audience by 

letting them empathise with actors’ feelings and emotions.  
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 Case Study 

 The case study method involves in-depth group discussion of 

real-life situations. It requires reading, study, analysis, discussion, 

and free exchange of ideas. As well, trainees make decisions and 

practice selling decisions to others. The case study portrays a factual 

and accurate picture, based on firsthand observations, of a situation 

that portrays people acting, interacting and reacting. They try to 

diagnose the problem(s) and develop solutions. 

 There are five important uses for the case method: (i) to 

promote discussion of the significant factors in a situation; (ii) to 

develop judgement, critical thinking, and problem solving ability; (iii) 

to learn important principles of management and leadership; (iv) to 

build human relations skills; and (v) to learn to identify the 

meaningful events in a situation. 

 However, a considerable amount of time is required for 

trainees to read, digest, and discuss all the material in case studies.  

The trainees’ level of concentration must be consistently high if good 

results are to be achieved. In addition, a case situation can never 

fully reflect the changing quality of the real situation. It only presents 

a situation from one observer’s point of view at a fixed point of time.  

Nonetheless, the case study method is one of the most popular 

classroom activities in training at organizational level. 

 Lectures 

 Usually, a lecture uses a fairly detailed set of notes. As such, 

lectures almost always involve a great deal of detailed preparation 

and planning beforehand. Most lectures are illustrated in one way or 

another. Audio-visual aids, such as slide projectors, overhead 

transparencies, flip charts, and videotapes, can add both clarity and 
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interest to a presentation. Skilful lecturers also adjust their material 

and vocabulary to fit the needs and level of comprehension of a 

specific group. All successful lectures are well organized, to the 

point, relevant, and use enough examples, illustrations and humour 

to keep the audience interested. 

 Lectures and short presentations can be an effective training 

method when the objective is to convey information. Thus, when 

introducing a new subject, a short presentation can arouse the 

interest of trainees and explain what they will be expected to learn.  

In many cases, it is important to provide trainees with some basic 

facts and concepts as background for later activities. Trainers often 

make short presentations to provide an overview of a topic, and to 

review, clarify, emphasize or summarize a lesson. A lecture is also 

effective when there is not much time and when there is need to 

show the application of rules or concepts. When time is limited or a 

group is large, lectures are sometimes the only manageable 

alternative. 

 Demonstrations 

 The demonstration method has certain similarities with the 

lecture method. In both cases, telling plays a large part. In the case 

of the demonstration method, however, a considerable amount of 

time is also spent in showing trainees how to do something. It is 

highly visual as well as verbal. 

 In this method, the trainer has to impart not only knowledge, 

but also skill. Understanding is also important. Normally, some sort 

of procedure or task is involved. This might include demonstrating 

the steps involved in replacing a wheel on a car, showing how to 

balance a financial ledger, or demonstrating interviewing techniques 

for hiring new employees. 

 The underlying principle of a demonstration is that skill comes 

from seeing how something is done, then having the opportunity to 
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practice and get feedback from trainers. Generally speaking, the 

demonstration begins with an explanation of what trainees should 

look for during the demonstration. As each step of the procedure is 

shown, it is important to stress its place in the sequence. This way, 

the skill will be seen as integrated activity, and not just a set of 

separate operations. Trainees then get the chance to practice for 

themselves. Feedback from the trainer is important so that correct 

behaviours can be reinforced and errors can be corrected. 

 The demonstration method arouses trainee interest. As well, 

the pace is flexible and can easily be changed to the needs of the 

group. On the other hand, considerable time, effort, and expense 

may be required to set up an effective demonstration. 

 Game 

 This involves a person or group performs an activity 

characterised by structured competition that allows people to 

practice specific skills or recall knowledge. Game is a good energizer 

which entertains and stimulates interest and alertness among 

participants. 

 Field Visit 

 Participants visit a community setting to observe a task or 

procedure and practice. It allows them to reflect on real-life work 

situations without work pressures. This is the best format to use 

knowledge and practice skills. 

 Visualisation in Participatory Programming (VIPP) 

 In this method, coloured cards varying in shape and size were 

used, this allow participants to quickly classify problems to find 

solutions which every participant decides on. This method helps to 

visualize the problems, ideas and concerns in a simple way. 

Everyone gets an opportunity to participate. 
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 Action Plan Preparation 

 This method helps participants to synthesise knowledge, skills, 

attitudes, and beliefs into a double plan, bridges classroom activities 

with practical application at work site. This method is ideal for 

factual topics. 

4.6.5.3 Structure of the Training 

 20 Sessions (Each session includes a period of 90 minutes and 

two sessions had been arranged per day. So, the completion of 

twenty sessions required 10 days. The present training programme is 

divided into three parts and each part is scheduled as a 3-day 

workshop, which covers at least six modules in an order of the 

human relations skills needed for the participants. The facilitator 

recommends spacing the training with one to two weeks between 

each part of the training. After each part of the training, the 

participants will be given home work assignments and practicum for 

the skill development for one week time. The first part of each 

training day will be dedicated to sharing homework assignments with 

the group for feedback and recommendations.   

4.6.5.4 Materials and Tools 

 Each session includes an introduction, learning objectives, 

participatory methodologies, and activities. A pre-post course 

assessment, pre-post competency self-evaluation, and peer feedback 

form on practice sessions were included in the HRST module. 

4.6.5.5 Time  

 Total 30 hours (The training started from 9.40 a.m. to 1.05 

p.m. The afternoon sessions included the technical update of the 

department which is domain specific and not included in the HRST.  
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The technical update is a pre-requisite pertaining to departmental 

knowledge/updates. Variations may include providing out of class 

sessions and stretching technical/ practical updates.) 

4.6.5.6 Venue  

 Seminar Hall, Kerala Police Academy, Ramavarmapuram, 

Thrissur – District, Kerala. 

4.6.5.7 Course Outline 

 The present study made use of 20 modules. Each module 

contains a specific skill on human relations, effective training 

methodologies related to each skill and the participants get 

experiential exercises on each session. The objective of each module 

and its usefulness in the job are also specified. The following are the 

modules set for the Human Relations Skill Training Package for 

Recruit Police Constables in Kerala.  

 Module One: Ice Breaking  

 The purposes of an ice-breaker are: (i) to encourage all 

participants in breaking down and discarding status, prestige, 

authority, structured attitudes and behaviour habitually employed in 

day-to-day activities ("ice" here is slang for rigid formality);  (ii) to  

encourage all participants to relax and enjoy themselves and each 

other as persons (not limited to roles or status holders) in 

preparation to becoming more open and open-minded towards the 

substantive training to follow; (iii) to encourage participants to 

interact with each other and get to know each other in non-orthodox 

and untraditional contexts; (iv) to soften up participants before they 

face the core material of the training; and (v) to improve the training 

process of the overall training workshop by preparing the 
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participants as above. For this session, a variety of games, group 

activities and community songs were integrated. 

A few examples of games and exercises used in this session are 

narrated below. 

1. Three Questions Game 

Everyone in the group writes down 3 provoking questions they 

would like to ask others in the group. Not the normal “what’s you 

name” type questions but something like, "Where is the most 

interesting place you have ever travelled" or "Name a topic you feel 

absolutely passionate about". Give them time to mingle, and to ask 

three different people in the group one of their three questions. Get 

back together and have each person stand and give their name. As 

they say their name, ask the group to tell what they know about this 

person. 

2. The Pocket/Purse Game 

Everyone selects one (optionally two) items from their pocket or 

purse that has some personal significance to them. They introduce 

themselves and do a show and tell for the selected item and why it is 

important to them. 

3. The Talent Show 

Everyone selects one talent or special gift that they possess 

and can demonstrate for the group. They introduce themselves, 

explain what their special talent is, and then perform their special 

talent for the group. 

4. Birthday Game 

Have the group stand and line up in a straight line. After they 

are in line, tell them to re-arrange the line so that they are in line by 

their birthday, January 1 on one end and December 31 at the other 

end. The catch is that they must do all this without talking or writing 

anything down. 
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5. Paper Airplane Game 

Everyone makes a paper airplane and writes their name, 

something they like and dislike on it (You may also want to add 

additional questions). On cue, everyone throws their airplane around 

the room. If you find an airplane, pick it and keep throwing it for 1-2 

minutes. At the end of that time, everyone must have one paper 

airplane. This is the person they must find and introduce to the 

group. 

6. The Shoe Game 

When entering, everyone must take off one shoe and leave it in 

a pile at the door. They keep the other shoe on. After everyone is in, 

the host will distribute the shoes to people not wearing the same 

shoe. When instructed, everyone must find the mix and find the 

person who belongs to the shoe and get some info about them. They 

then introduce their new friend to the group. 

 

 Module Two: Group Dynamics 

 Human group, no doubt, is a pervasive phenomenon and a 

formidable force in modern organizations. This module emphasizes 

the importance of psychology of small group behaviour and it throws 

light on important issues such as reasons for formation of groups; 

the models of work group behaviour; group size and composition; 

group goals, norms, roles and status relationships; group leadership; 

group cohesiveness and group think; group decision making and 

creativity. To initiate and illustrate the aspects of group behaviour 

mentioned above, the researcher utilized a variety of group games, 

activities and community based songs. Some activities used for this 

session are given below. 
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1. The snake sheds its skin 

Objectives 

i) To stimulate active involvement, and to make     participants 

make them feel more active and open-minded. 

ii)  To enhance group collaboration. 

Duration 

 5-10 minutes 

Steps 

A. The participants are divided into two groups which stand in 

two rows facing one another. The first pair of people are given 

the name of the village where the field school is being held. The 

next two select a name of a neighbouring village, for instance 

on the route to the nearest city, the third pair of the next 

village on that route, etc. 

Row 1: 

Village:  A    B    C      D    E    F     G    H    I     J 

Row 2:  

B. The participants hold hands with those to the left and right of   

them in the row. They should hold on tight so the row will not 

break up during the game.

C. Explain the procedure of the game: 

The facilitator will call: “The snake sheds its skin between village D   

and E (for example)”, after which the two people in each row with 

that village name should make a tunnel by raising their hands. So, 

each row has its own tunnel. Both ends of each row (numbers A and 

J in example above) should run as fast as possible to the tunnel of 
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their row with everyone following. The two ends move through the 

tunnel, and then get back in line. The row that returns to the original 

position first without having broken the line is the winner. 

D. Make sure everyone understands the procedure before 

starting. Do the game several times, calling different names of 

neighbouring villages to have tunnels formed in different 

places. 

 

2. Know yourself 

Objective 

 To demonstrate how poorly we observe the details of things we 

often see. 

Duration 

 5 minutes 

Steps 

A.  Ask the participants to form pairs.                 

B.  Ask one member of each pair to close his or her eyes and tell 

the other person in as much detail as possible what s/he 

him/herself is wearing (colors, pictures or text, holes, etc.). The 

one who is looking may probe for details. When they finish, the 

observer gives a score between 0-10, and together they 
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evaluate the exercise: what was lacking, why was it difficult, 

etc.? 

C.  Then the roles are exchanged and the previous observer closes 

his/her eyes and tells his/her partner in detail what s/he has 

in her/his pockets or handbag (without feeling). The observer 

may probe for details. When finished, s/he has to show the 

content of her/his pockets to check whether the description 

was correct. The observer gives a score between 0-10, and 

together they evaluate the exercise. 

D.  The experiences of the pairs are discussed in the large group. 

To what extent could we give details of our own clothes/pocket 

content? Why aren’t we more observant? How can we increase 

our observation skills? 

 

 

3. Trust each other 

Objective 

 To demonstrate the importance of trust in collaboration 

Duration 

 5-10 minutes 
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Step 

A.  Ask the participants to pair up with partners of the same   

gender and about the same weight. Let the pairs do the 

following exercises one by one. They should finish one exercise 

first before the next one is explained. 

B.  First, the partners, in turns, massage each other’s shoulders. 

C.  Second, they clasp arms back to back and take turns lifting 

one another by bending over. 

D.  Third, in a standing position and with the body stiff, they 

should let themselves fall back into the arms of the partner 

(who should catch well). 

E.  Evaluate the exercise. How did they feel when they had to let 

their bodies fall. Did they trust that their partner would catch 

them? Why or why not? What can we learn from this exercise? 

 

4. Mirror game 

Objective 

 To have the participants experience how it feels to take the 

lead or follow someone else. 
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Duration 

 5 minutes 

Steps 

A. The participants are requested to form pairs. Each pair stands 

facing one other at a close distance (about 20 cm) with their 

hands up in the air. 

B.  In turns, one member of each pair makes movements that are 

imitated by the other person, as if looking in a mirror. 

C.  After both have taken their turn, they repeat the exercise but 

this time with their hands gently touching. 

D.  In the last round, they continue to imitate each other in turns, 

but with their hands holding each other firmly. 

Discussion 

A. What was the difference between your experiences during the 

three rounds? 

B. How did you feel about leading or following during the three 

occasions? 

C. Have you ever experienced similar feelings about leading or 

following in daily life situations? 
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5. Drawing a house 

Objective 

 To raise awareness about collaboration and process control 

within a group. 

Materials 

i.  Newsprint paper. 

ii.  Felt-tip markers. 

Duration 

 10-20 minutes 

Steps 

A.  Ask the participants to form pairs. 

B.  Both partners of a pair hold the same marker in such a way 

that they are able to draw or write together. 

C.  The partners draw a picture and write a title together on a 

piece of newsprint paper. They are not allowed to speak during 

the exercise. 

Discussion 

A.  How did you feel and react during the exercise? 

B.  What factors contributed to or constrained the process of joint 

drawing and writing? 

C.  What can we learn from this exercise? Have you ever 

experienced similar feelings and reactions in a real life 

situation? What constraints do we normally encounter in 

group collaboration? 
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Note: The discussion can be done as a small group assignment after 

which the groups present to the other groups. 

 

 Module Three: Introduction to Human Relations and Its 

Major   Themes 

 This module explains the nature, purpose and importance of 

human relations in organizations, career success and work/life 

balance. This session also narrates the major developments in the 

field, historical overview of field, and forces influencing behaviour 

and the various themes for effectiveness such as, communication, 

self-awareness, self-acceptance, motivation, trust, self-disclosure, 

and conflict resolution. This session is arranged as an active lecture 

on the various aspects of the training. 

 Module Four: Develop Human Relations Skills in the Work 

Place 

 This session was intended for assessing the various human 

relations issues that the participants are addressing in their job. For 

this, small group discussions are facilitated. Role playing exercises 

were also introduced to them on the basis of behavioural analysis, 

such as proposing, building, supporting, disagreeing, defending or 

attacking, blocking or difficulty stating, open, testing, understanding, 

summarizing, seeking information, bringing in and shutting out. 
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They were introduced to a situation for role play in which how they 

interact with the superiors and the public. A few trainees were served 

as observers and they assessed the human relations issues of each 

participant with behaviour analysis form. 

 Module Five: Improving Personal and Organizational 

Communications 

 In modern organizations, all other functions depend on 

communication. It is the way in which information and 

understanding are transmitted: it unifies group behaviour; and it 

provides the basis for group cooperation. This module shows how 

communication is the foundation of modern work organizations, 

describes the basic elements involved in improving upward and 

downward communications, and explains the importance of good 

horizontal communication in coordinated group effort and how it can 

be improved. This module deals exclusively with communication 

principles and processes – first on the interpersonal, face-to-face 

level, and then on the organizational plane. 

Impersonal, one-way communication methods can be 

effectively used to share basic facts, policies, instructions, and other 

such information that requires no feedback from the receiver. 

Interpersonal communication involves a two-way exchange in which 

the receiver understands the message in the same way the sender 

intended it.  

           Communication is often filtered through semantics, emotions, 

attitudes, role expectations, and nonverbal messages. Body language 

conveys information about a person's thoughts and feelings through 

eye contact, facial expressions, gestures, and use of personal space, 

or proxemics.  
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Individuals can make their messages clearer by using 

repetition, avoiding buzz words, using discretion when writing 

correspondence, and timing the message so that the receiver can 

focus on what is being said. They can also learn active and empathic 

listening skills. Communication in organizations unifies group 

behavior and helps build teamwork. Formal communication 

channels follow the structure of the organization and can be vertical 

or horizontal. Informal channels, such as the grapevine, are both 

vertical and horizontal. The grapevine often transmits information 

more rapidly and accurately than formal channels but can also have 

an extremely negative effect on the organization if the rumors are 

untrue. Organizations can improve their internal communications by 

creating a climate that encourages upward communication. The 

integration of international trade and business means that 

companies must train their employees to be able to communicate in 

spite of language and cultural differences. Some exercises used in 

this session are mentioned below. 

1.  Drawing together 

Objective 

 To raise awareness about the importance of communication 

within a group 

Materials 

i)  Newsprint paper 

ii)  Felt-tip marker. 

iii)  Watch. 

Duration 

 5-10 minutes 
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Steps 

A.  The participants are divided into small groups of five members. 

Each member is given a number from one to five. 

B.  Each group is asked to make a collective drawing with a 

marker on sheet of newsprint paper. They are, however, not 

allowed to speak and each member is given only one minute 

for his/her part of the drawing. 

C.  The facilitator gives the start signal for the number ones. After 

one minute, s/he signals the number twos to take over, and so 

on until all the members of each group have contributed to the 

drawing. The results of the various groups are compared and 

members should explain what they tried to draw. 

Discussion 

A.  How many small groups made a coherent drawing? 

B.  How did they feel about the collaboration within the group? 

C.  How could they have made a better collective drawing? 
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 Module Six: Understanding Your Communication Style 

This is an extension of the fifth module. If workers cannot 

communicate well with management, they cannot perform their jobs 

properly, nor can they receive adequate recognition for their work. If 

communication in an organization is not good, then there is no way 

that the human relations in that organization can satisfy the people 

who work there. In this module, the trainees are provided with 

activities which help to identify and master good communication 

strategies. 

Communication styles are the patterns of behaviors that are 

observable to others. Communication style tends to be stable 

throughout a person's lifetime. Each person has a distinctive way of 

responding to people and events. Communication style bias is a 

common problem in organizations and should be viewed as a major 

barrier to good human relations. 

         The communication style model is formed by combining two 

important dimensions of human behavior: dominance and 

sociability. Combinations of these two aspects create four 

communication styles - emotive, directive, reflective, and supportive. 

With practice we can learn to identify other people's communication 

styles. A third dimension of human behavior - versatility - is 

important in dealing with varying communication styles. We can 

adjust your own style to meet the needs of others - a process called 

style flexing. One of the exercises introduced in this session given 

below. 
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1.  Wayward whispers 

Objective 

 To raise awareness about communication processes, especially 

about how messages can become distorted and to demonstrate how 

communication can be made more effective. 

Duration 

 10 minutes 

Steps 

A.  The facilitator writes a message on a piece of paper. The 

message should not be more than five sentences long and it 

should deal with something of interest to the participants. The 

sentences should preferably not be in a logical order, and 

should contain several numbers and difficult words. 

B.  The participants are divided into three groups with 6-8 

members each. Separate the groups at a distance of at least 4-

5 meters. The group members should line up and are each is 

given a sequential number. 

C.  The numbers ones of each group meet with the facilitator at a 

place somewhat removed from the other participants so they 

cannot hear the message. The facilitator slowly reads aloud the 

message written on the piece of paper, and repeats it only 

once. No questions are allowed. 

D.  The number ones go back to their respective groups and 

whisper the message in the ears of the number twos. They may 

say it only once. The number twos whisper it in the ears of the 

number threes, and so on until the last person in each row has 

received the message. The last person writes the message on a 
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piece of paper. In turn, the groups read aloud what the last 

person wrote. Are the final messages different from the original 

message, and from each other? 

E.  Evaluate the exercise. How does the message change when it is 

conveyed from one person to another? What were the 

weaknesses of the message itself hampering correct transfer? 

What were the weaknesses of the people transferring the 

message? How can we communicate in a better, more effective 

way? 

 

 Module Seven: Public Speaking 

 This module is an introduction to upfront speaking and 

addressing an audience. The skills with which lessons are delivered 

will usually determine the learner comprehensively absorbs, and 

remembers the material being put forth. Be it the delivery of factual, 

historical or lyrical content, the acquisition of public speaking skills 

will differentiate the professional policeman from an amateur. This 

training must overcome public speaking anxiety. 

 Public speaking is an art of delivering a speech with clarity, 

logic, confidence and conviction. This session addresses a few public 

speaking activities that will help us deal with fear of public speaking 

forever and ever! Public speaking remains a nerve-racking activity. 

Despite hours of practice, the sight of a stage sends shivers down the 

http://www.buzzle.com/articles/public-speaking.html
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spine and we find ourselves in a conundrum of thoughts. The main 

reason for goofed up public speaking episodes, is because we get 

overwhelmed by the audience and their capacity to judge us. Public 

speaking activities cannot be ignored, as it is a very important skill. 

If the fear of public speaking is not dealt with early, in childhood, it 

may persist to cause problems of socializing and of being accepted in 

social circles, later in life. Here are a few public speaking activities, to 

build confidence in us.  

 At first, a few energizing exercises were given based on body 

movements and voice modulation. Then, the participants were 

instructed to form a circle and were introduced some nursery rhymes 

and popular film songs to utter loudly with a lot of expressions and 

gestures. They are instructed not to attend what others say. Then, 

they are provided with an opportunity to roam around the hall and to 

speak loudly whatever comes in their mind with the facial 

expressions and hand movements. After 5 minutes, the participants 

were divided as a group of three persons, one person is acted as an 

audient, next person a speaker and other person as an evaluator. 

Thus all the three persons were served as a speaker, audient and 

critic one by one. After this, the participants were provided with a 

common topic to speak and arranged face-to-face, which was video-

recorded and presented for self-correction.   

 Module Eight: Building High Self Esteem  

Self-Esteem is appreciating your own worth and importance. If 

you have high self-esteem, you are more likely to feel competent and 

worthy. If you have low self-esteem, you are more likely to feel 

incompetent, unworthy, and insecure. Self-esteem includes your 

feelings of adequacy about the roles you play, your personality traits, 

your physical appearance, your skills, and your abilities. High self-
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esteem is the foundation for a successful personal life and 

professional life. 

 High self-esteem is essential for success at work. Personal 

expectations, as well as the expectations of others, have a powerful 

influence on self-esteem. These expectations can become self-

fulfilling prophecies. Managers and mentors can strengthen a 

person's self-esteem by expressing belief in her or his abilities and 

talents. To build high self-esteem, individuals must accept the past 

and build for the future. They have to identify and accept their 

limitations as well as realize the unique qualities of others. Making 

decisions and living with the consequences, positive or negative, can 

also help build self-esteem.  

 This module defines and discusses how self esteem is 

developed. It also explains the influences of self esteem on human 

relations and success at work, characteristics of people with low and 

high self-esteem, role of mentors in professional life, importance of 

self efficacy and self respect in one’s own personal growth. This 

module suggests some practical ways to how an organization can 

raise self esteem. Here are some activities which can help you build 

self-esteem.  

 Advertising Yourself: In this activity, one has to persuade the 

audience to become his friend. In the process, the person tries 

to find his qualities and also lets the others know about them. 

He can make use of words and pictures for persuading the 

people. Here, the participant is thinking about advertising 

himself as a friend, so it is natural for him to think positively. 

If he gets stuck in between, the audience can participate in 

this activity in order to encourage him. This interaction acts as 

a boost to build his self esteem. 
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 Gauntlet: A gauntlet is a kind of a glove which is a part of a 

medieval armor. In this activity, two rows are formed with 

people facing each other. Since the passage between these 

rows is like a tube, the game is known as gauntlet. Every 

participant is made to walk through these rows. As he 

proceeds, the members of the row pat him on the back, hug or 

say kind words to him. The participant is advised to walk 

slowly so as to pay attention to every gesture. This activity - 

the gauntlet, reminds us of a cricket game where sportsmen 

passing through the spectators are cheered and patted on their 

backs. 

 Discussion: This activity is conducted in a group. Every 

person in the group is given a theme on which he needs to 

write about, after which he participates in a discussion on the 

theme. 

 Interview: An interview greatly helps in overcoming low self-

esteem. In this activity, members of a group choose a theme 

and write on it. The person is then interviewed by other 

members of the group. Here, the person learns to present the 

topic systematically, which in turn, increases his confidence. 

 Module Nine: Personal Values Influence Ethical Choices  

 A strong sense of character grows out of your personal 

standards of behavior. It is based on your internal values and your 

judgment of what is right and what is wrong. Your values are the 

personal worth or importance you assign to an object or idea. 

People's values systems serve as the foundation for their attitudes, 

preferences, opinions, and behaviors. 

 Internal value conflicts involve choices between strongly held 

values. Value conflicts with others, often based on age, racial, 

http://www.buzzle.com/articles/signs-and-symptoms-of-low-self-esteem.html
http://www.buzzle.com/articles/signs-and-symptoms-of-low-self-esteem.html
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religious, gender, or ethnic differences, require skilled intervention 

before they can be resolved. Corporate values act as standards for 

behavior, goal setting, and strategic decision making. They also have 

an impact on human relations within the organization. They are 

strongly influenced by top management, which plays a significant 

role in setting the corporate climate by exemplifying and 

communicating it to others. By establishing strong corporate values, 

however, organizations may risk obsolescence, resistance to change, 

and inconsistencies among various departments. 

 Shared values unify employees in an organization by providing 

guidelines for behavior and decisions. Employees can choose the 

career and the organization that best suit their needs by ensuring 

that their personal values are compatible with the values of the 

organization in which they work. Corporate values and ethics on 

both the domestic and international levels are receiving increasing 

attention. As multinational organizations increase in number, the 

individuals involved will need to consciously examine their values 

and ethical standards to deal effectively with the differing value 

structures in each country. Top management, governments, and the 

public are holding organizations more accountable for their actions 

than in the past. 

This module calls attention to the need of developing a strong 

sense of character, how values are formed, value conflicts and how to 

resolve them, making ethical decisions based on personal values, 

corporate crime and steps to eliminate it. It also highlights that 

strong sense of character grows from personal standards of behavior, 

behaving according to values allows you to maintain integrity, shared 

values unifies employees by providing guidelines for behavior and 

decisions, value conflicts with others require skilled interventions 
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before they can be resolved and clarified personal values make 

ethical decisions easier. In this session, the unethical behaviours 

usually occur in policing were discussed through case studies. 

 Module Ten: Attitudes can Shape Your Life 

 This module emphasizes the impact of attitudes on success of 

individuals and organizations, ways people acquire attitudes, the 

attitudes that employers value, how to change your own or others' 

attitudes and organizational efforts to develop positive employee 

attitudes. This also describes changing an attitude can be a 

challenge and change is a part of continued growth and success. 

An attitude is any strong belief toward people and situations. It 

is a sate of mind supported by feelings. People possess hundreds of 

attitudes about work family life, friends, coworkers, and the like. 

Attitudes represent a powerful force in every organization.  

 Employers value attitudes that show a willingness to exercise 

self-leadership to learn, and to be a team player. Employers also 

appreciate employees who have a concern for health and wellness 

and an enthusiasm for life and work. Although many factors can 

influence the formation of an attitude, people do not easily adopt new 

attitudes or discard old ones. If you choose to, you can change your 

attitude by altering your thinking; thinking for yourself without 

undue pressure from your peers, family, and others; and keeping in 

open mind. You can help others change their attitudes by altering 

the consequences and conditions that surround the situation. 

Positive consequences and conditions produce positive attitudes. 

As one of the exercises, the participants were shown to the 

video clippings of Nick Vujicic (In Christ alone) – YouTube -

(www.lifewithoutlimbs.org), which narrates how a man named Nick 
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could survive and lead a happy life without having limbs, by birth 

itself. The success story of Nick remembers us that attitude matters 

everything. 

 Module Eleven: Motivating Yourself and Others 

 Motivation is a major component of human relations training 

because it gives us a framework for understanding why people do the 

things they do. In a work setting, it is what makes people want to 

work. Internal motivation occurs when the task or duty performed is 

in itself a reward. External motivation is initiated by another person 

and usually involves rewards or other forms of reinforcement for a 

job well done. Most authorities on motivation recommend that 

organizations attempt to provide their employees with a mix of 

external rewards and internal satisfaction. 

People are motivated by different needs. The motivational cycle 

describes the steps an individual goes through in satisfying a felt 

need. Motives are individualistic and can change over the years. 

Because there is no valid measure of a person's motives, motives can 

only be inferred. Motives vary in strength and importance and are 

therefore hierarchical. Maslow's hierarchy of needs theory states that 

psychological needs will come first, followed by safety and security,  

social, esteem, and then self-actualization needs. According to 

Maslow, although any need can be a motivator, only higher-order 

needs will motivate people over the long run. 

        Contemporary organizations attempt to motivate their 

employees through job design modifications, intrapreneurial 

incentives, training and education, incentives, and empowerment. 

People in organizations relate to each other in the ways they do 

because they are driven by psychological, social and economic forces 
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that have the power to motivate them to behave in particular ways. 

The way people behave when they experience conflicting motives 

within and among themselves is a major source of organizational 

strife. It is well established that in most circumstances proper 

motivation on the part of leadership can increase overall 

productivity. This session also introduces some of the theoretical and 

experimental approaches to motivation that have been influential in 

the human relations movement. 

As a training activity, to assess the participants’ motivation to 

pursue the job as police constables, the participants were addressed 

two questions, one was “why did you opt for this job?” and the 

second question was “if you get another job, will you quit this job?” 

The answers were discussed in the buzz groups. Another activity 

given was administering the “Level of Aspiration Test” to the trainees. 

 Module Twelve: Improving Interpersonal Relations with 

Constructive Self-Disclosure 

Open communication is an important key to personal growth 

and job satisfaction. Self-disclosure and the process of letting 

another person know what you think, feel, or want and this promotes 

communication within an organization. It differs from self-

description in that it usually involves some risk. Most people want 

and need accurate feedback from co-workers and the person who 

supervises their work. 

Constructive self-disclosure can result in many rewards to 

people and organizations. It can pave the way for increased accuracy 

in communication, reduction of stress, increased self- awareness, 

and stronger interpersonal relations. Everyone can learn how to use 

self-disclosure in a constructive way. Your goal should always be to 

approach self-disclosure with the desire to improve your relationship 

with the other person. Describe your feelings and emotions 

accurately, and avoid making judgments about the other person. 

Disturbing situations should be discussed as they happen; it is 
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difficult to recapture feelings once they have passed. Select the right 

time and place to share your thoughts and avoid inappropriate 

disclosure of highly emotional or intimate information. 

 A climate of trust serves as a foundation for self-disclosure. In 

the absence of trust, people usually avoid revealing their thoughts 

and feelings to others. Self-disclosure is also more apt to take place 

within an organization when people feel comfortable stepping outside 

their assigned roles and displaying openness for the feelings of 

others than when they do not. As with learning any new skill, you 

can improve your ability to disclose your thoughts and feelings by 

starting with less threatening disclosures and proceeding slowly to 

more challenging situations. 

One of the activities introduced to the participants were the 

analysis of the dynamics of interpersonal behaviour using the Johari 

Window which helps to conceptualize four kinds of information areas 

involved in communication: the open area, what you and others 

know about you; the blind area, what others know about you that 

you don't know about yourself; the hidden area, what you know but 

others do not; and the unknown area, what neither you nor others 

know. Most people gradually increase the open area as they learn to 

communicate with others.  

 Module Thirteen: Achieving Emotional Balance in a 

Chaotic World 

 Throughout life your behavior is influenced by the conscious 

and the subconscious parts of your mind. The conscious part is the 

mental activity you are aware and can control. The subconscious 

part of your mind has been described by William Menninger as a 

"storehouse of forgotten memories." It is mental activity that goes on 

without your knowledge. 

        Research conducted by Eric Berne helps us understand the 

influence of subconscious mental activity. He developed 
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transactional analysis, a way of analyzing the transactions that take 

place when two people meet. Berne discovered that everyone's 

personality is composed of three distinct parts called "ego states": 

Parent, Child, and Adult. People do not remain permanently fixed in 

any of these ego states but may fluctuate from one to another 

depending on the situation. 

The contacts you have with people at work involve a series of 

transactions between ego states. With practice you can learn to 

analyze transaction is one that determine which of your ego states 

(Parent, Adult, or Child) is speaking and which ego state the other 

person is using. 

          Transactions between people can be classified into three major 

categories: complementary, crossed, and ulterior. A complementary 

transaction is one that occurs when a message, sent from a specific 

ego state, gets the predicated or desired response from a specific ego 

state in the other person. A crossed transaction occurs when the 

sender of the message does not get the response that was expected or 

desired. An ulterior transaction occurs when the message says one 

thing but has another meaning. Both crossed and ulterior 

transactions often cause breakdowns in communication. Making the 

correct response to each transaction requires considerable control 

over your emotions. Emotional maturity is an important key to 

success at work. 

This module helps the participants to understand how 

emotions influence thinking and behavior, factors that contribute to 

emotional balance, critical role of emotions in the workplace and 

factors that influence emotional development, dealing with anger, 

factors that contribute to workplace violence, common emotional 

styles and strategies for achieving emotional control. 



 

 

 Module Preparation 225 

 Module Fourteen: Building Stronger Relationships with 

Positive Energy 

 The objective of this module is to know how positive energy 

contributes to interpersonal relationships, the need for 

encouragement and positive feedback, use of positive reinforcement 

to improve relationships and reward behaviour, major barriers to use 

of positive reinforcement and how to reward individuals and team 

performance. For this module, the investigator sought support from 

B.F Skinner (positive reinforcement), Eric Berne (positive strokes) 

and Maslow (hierarchy of needs). 

People usually feel good when their accomplishments are 

recognized and conversely become upset when work well done is 

ignored. Positive reinforcement, when used correctly to reward 

accomplishments, is a powerful motivator. Everyone needs to receive 

personal recognition and to feel important. Although many studies 

indicate that recognition is an important employee reward 

preference, often ranked higher than monetary rewards and job 

security, many people seem unable or unwilling to reward a job well 

done. Confirmation behaviors must be used in organizational 

settings more often. Praise, simple courtesy, active listening, written 

thank-you notes, incentives, and awards represent some of the ways 

we can reinforce another's behavior. 

Activity One: 

 Chart papers were cut in the shape of “fishes” and name of the 

participants were written one by one on each fish which were pasted 

on the wall of the seminar hall. Each participant was then asked to 

write the positives of other participants in the fish corresponding to 

their names. Each participant gets at least twenty seven positive 
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comments about themselves. After filling the fish with positives, 

which was given to the participants and they are instructed to read it 

and asked of how do they feel then. After receiving their comments, 

the impact of positive reinforcements and strokes were detailed. 

 Module Fifteen: Developing A Professional Presence  

 People tend to form impressions of others quickly at the time 

they first meet them, and these first impressions tend to be 

preserved. In an organizational setting, the time interval is often 

reduced to seconds. Positive impressions are important because they 

contribute to repeat business and referrals from customers. 

 The impression you form of another person during the initial 

contact is made up of assumptions and facts. When meeting 

someone for the first time, people tend to rely heavily on 

assumptions. Many of your assumptions can be traced to early 

cultural influences. Assumptions are also based on perceptions of 

surface language. The clothing and jewelry you wear, your hair style, 

and the fragrances you use all combine to make a statement about 

yourself to others. 

 Image consultants contend that discrimination on the basis of 

appearance is still a fact of life. The clothing you wear is an 

important part of the image you communicate to others. Four factors 

tend to influence your choice of clothing for work: (1) the products or 

services offered by the employer, (2) the type of person served, (3) the 

desired image projected by the organization, and (4) the region where 

you work. 

 In addition to clothing, research indicates that facial 

expressions strongly influence people's reactions to each other. The 
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expression on your face can quickly trigger a positive or negative 

reaction. Similarly, your entrance and carriage, voice, handshake, 

and manners also contribute to the image you project when meeting 

others. 

 This module stresses the importance of professional presence, 

such as, favorable first impressions, the image you project to others, 

choice of clothing for work, manners and interpersonal relations at 

work. Professional presence empowers us to be able to command 

respect in any situation, permits us to project confidence that others 

can quickly perceive and permits us to rise above the crowd. This 

module covers the topics, such as making good impression, the 

primacy effect, the major factors that form your image, surface 

language, career apparel, wardrobe engineering, facial expression, 

voice, handshake and etiquette for a changing world. 

 Module Sixteen: Team Building – A Leadership Strategy 

 Teamwork ensures not only that a job gets done but also that 

it gets done efficiently. Therefore, successful teamwork can often 

make the difference between the profitable and the unprofitable 

operation of an organization. The team-building leadership style is 

effective because it is suited to the needs of most of today's 

employees. 

 An effective work team tends to be informal and relaxed, with 

no obvious tensions. People are involved, interested, and anxious to 

participate in solving work-related problems. An effective work group 

also has clearly understood goals and objectives. 

Two important dimensions of supervisory leadership contribute 

to team building. One of these dimensions, consideration, reflects the 

extent to which a supervisor maintains relationships with employees 
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that are characterized by mutual trust, respect, and rapport. The 

other dimension, structure, reflects the extent to which a supervisor 

is likely to direct group activities through planning, goal setting, 

communication, scheduling, and evaluating. The managerial Grid 

helps clarify these two dimensions of leadership. Members of an 

effective work group should assume effective leadership and 

membership roles. Each member helps the group achieve its 

mission. Everyone assumes the role of team builder. 

 This module describes the need of teamwork in an 

organizational setting, common types of work teams, characteristics 

of an effective work team, behavioral science principles that support 

team building, team-building skills leaders need, team-member skills 

employees need, etc. This module also focuses very clearly on the 

leaders’ role in shaping, developing and maintaining excellent teams. 

Delegates will be given the opportunity to experience a number of self 

analysis tools and instruments which help to bring clarity and 

coherence when building the excellent team. Using practical down to 

earth approaches, this module brings enlightenment and a fresh 

perspective to the age old issue of how to build and maintain a truly 

high performing team. 

Activity One: 

 The participants were shown two video clippings related with 

team building. The first was the advertisement of the car – Accord 

Honda (The Power of Dreams) which is considered as the world’s 

most costly ad and best ad of the year 2007. From that, it is implied 

that the movement of even a tiny nail is highly significant to create a 

luxurious car. 
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 The second video shown to the trainees were the famous “Lead 

India – Tree”, which narrates a traffic jam in a crowded city due to 

the fall of a large tree on the road. The policemen were controlling the 

traffic, the passengers were blaming each other. Nobody extended 

any of the moves to solve the actual cause of the problem. At last a 

small school going boy came, observed the situation and 

spontaneously initiated to move the tree by his little hands, everyone 

surprised and all joined with him one by one to move the tree and 

they achieved the result. 

 The participants were also provided with a few training games 

and activities related with team building. One such game is narrated 

below. 

 Knotty problem 

Objective 

 To raise awareness about the importance of a team feeling in 

group learning and collaboration. 

Duration 

 5-10 minutes 

Steps 

A.  The participants are requested to stand closely in a circle. 

Everyone should extend their arms and find the hands of two 

different people. The result will be that the group forms a 

human knot. 

B.  Holding hands tightly, the group should try to return to the 

original position in a circle, without letting go the hands they 

are holding. 
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C.  Evaluate the exercise. What favored and constrained the 

solution of this problem by the group? 

 

 Module Seventeen: Assertiveness Training 

 In this session participants understand the philosophy of being 

assertive. Recognize the differences between being assertive and 

aggressive through exploration of personal reactions to given 

situations. Participate in role-playing exercises to practice the tenets 

of being assertive. Instill in participants the courage to be assertive 

in the most appropriate and effective way. 

 Module Eighteen: Resolving Conflict and Dealing with 

Difficult People 

 Conflicts between people can arise over breakdowns in 

communication, value clashes, personality clashes, and culture 

clashes. Additionally, organizations may create conflicts through 

their work policies, practices, and adversarial management. 

 Anger is at the root of many conflicts and usually indicates 

that a problem needs to be addressed. Even though anger can be 



 

 

 Module Preparation 231 

expressed in nonproductive ways, you can choose to show or use 

your anger in ways that benefit everyone. At the same time, the 

normal and appropriate expression of anger can address your 

anxiety and help you get rid of unhealthy stress. 

 There are several approaches for dealing with conflict, which 

may be grouped into three basic strategies: win/lose, lose/lose, and 

win/win. Using the win/win strategy not only can resolve a conflict 

but can also preserve good human relations. Regardless of the 

strategy implemented, your level of assertiveness and desire for 

cooperation are key factors in the effective resolution of personal 

conflicts with others. When people cannot solve their conflicts in an 

informal manner, many organizations create solutions through a 

conflict resolution process. This process is dependent on win/win 

attitudes: a strong sensitive leader; and a clear outline of the steps 

that need to be taken to resolve the conflict. Both unions and 

management are facing complex problems that involves productivity, 

job security and worker training, and the preservation of the quality 

of work life enjoyed by employees. Both sides are attempting to cope 

with the challenges of high technology and changing economic 

conditions. 

This session introduces participants to the importance of 

recognizing and dealing appropriately with conflict at work between 

any two or workplace parties. This session also pinpoints how to 

analyze interpersonal conflict, for this some response categories will 

introduce to them, such as, forcing (assertive, uncooperative), 

accommodating (unassertive, cooperative), avoiding (uncooperative, 

unassertive), (uncooperative, unassertive), compromising (between 

assertiveness and cooperativeness) and collaborating (cooperative, 

assertive). The three basic strategies for conflict resolution was also 



 

 

 Module Preparation 232 

introduced to them, such as, lose-lose, win-lose and win and win 

strategies. 

 Module Nineteen: Responding to Personal and Work-

Related Stress 

When individuals cannot adequately respond or successfully 

adapt to a changing or unexpected set of circumstances, stress is 

usually the result. People tend to resist change because they feel 

inadequate to meet the challenge, feel their security is threatened, 

fear the unknown, mistrust those initiating the change, or lack the 

ability to see, the big picture. Nevertheless individuals can respond 

successfully to change by using their values as a guideline for 

making decisions and achieving goals and by cultivating active 

adaptability. 

 Many of the stressors we experience are generated at work. 

Technostress - the inability to cope with computer technology in a 

healthy manner, is a significant contemporary threat to individuals 

and organizations. As organizations downsize, they force fewer 

employees to produce more work in less time. This emphasis on 

speed is often aggravated by incompetent supervision. In addition, 

transitions that occur in personal life, such as marriage, divorce, or 

relocation may add more stressors that interfere with a person's 

effectiveness on the job. Workers also experience stress when 

changing jobs, when trying to keep up with rapidly evolving jobs, and 

when dealing with unemployment. Organizations are attempting to 

aid workers in dealing with stress. 

 Nevertheless, some stress in life is beneficial and helps keep a 

person motivated and excited. Therefore, the goal is not to eliminate 

stress but to learn how to identify it and then manage it. Individuals 

can take personal responsibility for the effect stress has on their lives 

by controlling their goals and expectations; eating a balanced diet; 
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exercising regularly; taking time for mental relaxation; and effectively 

expressing their emotions. Many organizations offer wellness pro 

grams to help their employees counteract the effects of stress. These 

may include incentives to stay healthy, such as no&-smoking 

campaigns and weight control programs. Many wellness programs 

provide physical fitness opportunities, and nutrition training. 

Counselling programs are available in most organizations through 

employee assistance programs (EAPs). When workers are unable to 

manage an appropriate level of stress in their lives, they may be 

subjecting themselves to the effects of burnout. This condition 

requires effective self-help and help from others if it is to be 

overcome. 

The learning objectives set for this session are i) define stress 

by giving attention to what it is not, ii) identify the extra-

organizational, organizational, and group stressors, iii) examine 

individual dispositions of stress, iv) discuss the effects of stress, 

including physical, psychological, and behavioural problems and v) 

present both individual and organizational strategies for coping with 

stress.  Some breathing exercises were introduced to the group as 

one of the activities and also they are instructed of "screaming" in 

various intensities which are intended for venting the pent-up 

emotional energy. 

 Module Twenty: Valediction  

 This is the official closing of the training, which recapitulates 

the entire training events. This session is also meant for comparing 

the acquirement of knowledge and skills before and after training. 

This is also designed for the final evaluation of the course through 

the assessment of printed evaluation forms and oral testimonies. 
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The results or data of a research study are the raw materials 

for the solution of the research problem. The data and their analysis 

are the hypothesis-testing stuff of research. Analysis means the 

categorizing, ordering, manipulating, and summarizing of data to 

obtain answers to research questions. The purpose of analysis is to 

reduce data to intelligible and interpretable form so that the relations 

of research problems can be studied and tested. Interpretation takes 

the results of analysis, makes inferences pertinent to the research 

relations studied, and draws conclusions about these relations. The 

researcher who interprets research results searches them for their 

meaning and implications (Kerlinger, 1996). 

 This chapter presents the results reached by the investigator 

through the analysis of the data collected in various phases of the 

study in accordance with the sequence of work carried out. This 

makes the presentation of findings systematic and enhances 

meaningfulness of interpretation. The following are the different 

phases utilized for the study. 

Phase 1 : Pilot Study 

Phase 2 : Needs Assessment Study 

Phase 3 : Exploration of Psychological Variables Related to 

Human Relations  

Phase 4 :  Preparation and Development of the Module for Human 

Relations Skill Training                  

Phase 5 :  Targeted Intervention and Performance Monitoring 

Phase 6 :  Evaluation of the Training 



 

 

 

 

 

 

Phase 1 

PILOT STUDY -  

QUALITATIVE DESCRIPTIVE ANALYSIS 



 

 

 

5.1.1 Objective 1   

 To identify and explore the various psychological insights 

utilize in the police force 

 The domain of policing offers ample opportunity for 

psychological research. As psychological research is appreciated 

more by police management and an evaluation component is 

included more often than it used to be when changes are introduced 

within police forces, psychologists will come to play more significant 

part in contributing to knowledge about, and influencing 

developments in, a broad range of policing issues. However, 

psychologists need to be closely integrated into police forces if they 

are to perform their various roles constructively. The focus of this 

phase of the study is primarily at the micro level, encompassing both 

studies of police and psychological knowledge applied to police work. 

 A relevant tertiary educational qualification has come to be 

considered a desirable credential (Breci, 1997) or even an essential 

one for police officers in a number of western countries. This is not to 

deny, of course, than in some countries (for example, Turkey) with a 

large population of large families, a high rate of illiteracy, 

unemployment, and a guarantee of a job in the police force, many 

high school students choose the police profession as a career of 

economic reasons, especially in the light of occupational socialization 

within their families (Ozcan and Caglar, 1994). Police psychology is a 

well established discipline in a number of countries and psychology 
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modules form an integral part of courses taught to new recruits, sub-

officers and officers in many a police force and to university students 

worldwide. Whether employed as civilians or gazetted officers, 

specialist psychologists are an integral part of many police forces 

throughout the world. Police psychologists, for example, play a vital 

role in personnel selection (Bartol, 1996), in training and hostage 

negotiation (Hatcher et al., 1998). The relationship between police 

officers and psychologists, however, is not without conflict 

(Ainsworth, 2000). 

 While law enforcement personnel in different countries have a 

lot in common, there exist significant differences between police 

forces in different countries regarding general cultural differences, 

the laws governing their powers, their structure and procedures, 

accountability, selection and training, police subculture, use of 

technology and, finally, the type of demands placed on the police. 

Such important differences mean that one should not readily 

generalize findings from one country to another. 

 To identify the application of Psychology in policing, both the 

archives and surveys have been utilized in the present study. Being a 

qualitative study, no hypotheses have been formulated. The data 

collected were subjected to content analysis. 

5.1.1.1 Content Analysis of the Survey and Archives  

 Altogether 332 respondents were participated in the study 

including 250 police officers of various ranks, 22 psychologists, 26 

lawyers, 18 social workers, 12 sociologists and 4 criminologists. The 

major areas identified regarding the various psychological insights 

utilize in the police force and the percentages of respondents are 

shown in Table 5.1.  
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TABLE 5.1 

Areas Identified and the Percentages of Respondents 

Sl. 
No 

Major Areas Identified 
Percentage of 
respondents 

1. Selection of new recruits 98.46 

2. Predicting success within the police force 96.84 

3. Encounters with the public 96.75 

4. Stress 96.87 

5. Questioning suspects 94.56 

6. False confessions 92.17 

7. Detecting Deception during investigation 76.81 

 

 From the Table 5.1, it is evident that, out of 332 participants, 

97.45 % responded that psychologists have a great deal to contribute 

to police selection procedure by administering proper psychological 

tests of personality, motivation, commitment, values, interests etc. to 

“screen in and out” the prospective entrants to policing. 96.84% 

opined that the psychologists could predict success within the police 

force by using various psychological testing. 96.75% of the 

respondents opined that the application of psychology is more to the 

police-public interactions, especially, the public’s perception about 

the police uniform. 96.87% responded that psychological insights 

can be used to alleviate and manage the long term effects of police 

stress. In criminal investigation procedures, such as the 

interrogation of suspects (94.56% responded), false confessions 

(94.56% responded) and detecting deception (76.81% responded), 

psychologists can meaningfully contribute to the area of policing. 

During the survey, some other areas also have been identified by the 

respondents which is more of related to criminological psychology of 

interest to law-enforcement personnel, such as causes and 

management of criminal behavior, managing various types of violent 
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offenders, criminal investigating techniques like profiling, police 

decisions to prosecute, decision making in violent or potentially 

violent confrontations, police use of fire arms, and police officers’ 

perceptions of different offences.  To support these data, some 

literature reviews have also been supplemented through archival 

analysis.   

5.1.1.1.1 Selection of New Recruits 

 Perusal of the annual reports of western and Indian police 

forces shows that their demographic composition has been changed 

since the mid 1980s to include a greater proportion of females, 

university graduates and ethnic minority group members. At the 

same time, the role of police officers has become much broader and a 

lot more demanding (Dutton, 1986). It would not be an exaggeration 

to say that no other occupation calls for such a diversity of skills as 

that of being a police officer: responding to and investigating crime, 

dealing with distraught accident and crime victims and witnesses, 

coping with an angry crowd, diffusing a domestic dispute, having to 

knock on someone’s door to tell them a loved has been killed in a 

road accident.  The sheer variety of police skills is probably a factor 

that explains the popularity of cop shows on television crime-

obsessed societies but it makes the task of reaching consensus on 

the qualities of a police officer should possess selecting new recruits 

almost impossible. 

 Of course, there are significant differences in how different 

police forces, even in the same country, select their new recruits. 

Attractive salaries in some countries and/or high levels of 

unemployment mean that it is no longer a case of screening 

applicants who meet the minimum criteria. One of the consequences 
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of this has been a more sophisticated approach to police selection 

that aims to identify the ‘right person for the job’.  

 A number of interesting and methodologically good studies 

have been reported since Bull et al.’s (1983) book, Burbeck and 

Furnham’s comprehensive review of the psychological literature on 

psychological testing, job analysis and the selection interview and 

since Yuille (1986), Ainsworth and Pease (1987) and Hollin (1989) 

were published.   

 Supporters of the use of psychometric tests to screen in and 

screen out applicants to join police forces or police personnel to 

perform specialist functions have to confront the argument that, 

generally speaking, scores on such tests do not predict future 

performance. This, of course, does not mean that psychometric tests 

do not say something about individuals; rather it points to the 

importance of such factors as faking by test-takers and the 

possibility that what a police psychologist might be trying to predict 

may well be influenced by stress, physical exhaustion, and other 

factors present in an operational context, that militate against the 

predictive value of psychological tests.   

 The police selection is also plagued by the simple fact that 

there is no general agreement on what qualities a good recruit should 

possess and there is a lack of information concerning those who are 

not recruited. A key question in police psychology is whether some 

types of people (in terms of their values, attitudes or personality) are 

more likely to want to become police officers and it is this that 

explains characteristics of serving police personnel (the ‘pre-

dispositional’ model) or whether such police characteristics reflect 

the impact of training and socialization into the police role (the 
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‘socialization’ model). This section draws partly on Burbeck and 

Furnham’s (1985) review. 

 According to Worden (1993), the stereotypical police officer 

holds a jaundiced view of citizens, and the insularity and isolation of 

the job is thought to encourage an ‘us against them’ mentality. At the 

same time, their prosecutorial role (Stephenson, 1992), operational 

police appear to have a ‘concern for the truth: in what actually 

happens, rather than what they might wish to happen’ (Brown, 

1998). 

 It does appear that police are generally perceived, and 

especially by young people, as authoritarian and conservative. But 

are they? The answer to this question is important because, as 

Brown and Willis (1985) pointed out, authoritarianism is a recurring 

theme in police research and also because it relates to hostile police 

attitudes and behaviour which should not be tolerated and is also 

associated with unacceptable treatment of racial minorities 

(Scarman, 1981). 

5.1.1.1.2 Predicting Success Within the Force 

 Burbeck and Furnham (1985) concluded that neither 

intelligence nor education guarantee success in the police; in fact 

they, allude to the possibility that, ‘higher levels of education may 

paradoxically give rise to more dissatisfaction and higher wastage’, a 

hypothesis worth testing at a time when more university graduates 

are applying to join the police in India than a few years ago. To the 

disappointment, perhaps, of police psychologists, Burbeck and 

Furnham also concluded that psychological testing does not predict 

a recruit’s later performance and that part of difficulty may lie in the 

fact that there is so much variation in what being a police officer 

entails that , ‘it is not necessary to be expected that one common 
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denominator will be found’. In addition, there is no consensus on 

what is meant by ‘success’ and ‘failure’ in this context and what is 

needed is a multidimensional, reliable and robust set of criterion 

measures on which police officers could be judged by superiors, 

peers and junior officers. Discriminant analysis can then be used to 

determine what factors discriminate between successful and 

unsuccessful police officers. 

5.1.1.1.3 Encounters With the Public 

 The tradition of police uniform is as old as the history of 

modern law enforcement. The familiar “Khaki” para-military uniform 

of Indian Police dates back to pre-independence era. The police 

uniform can have extraordinary psychological and physical impact. 

Depending on the background of the citizen, the police uniform can 

elicit emotions ranging from pride and respect, to fear and anger 

(Johnson, 2001).  

 The survey result indicated the following negative and positive 

responses about the police uniform: 

 It is the most likely uniform to induce feelings of safety. 

 In contrast to casual clothes, it conveys an image of a more 

competent, reliable, intelligent and helpful person. 

 The mere presence of a person wearing it induces conformity to 

traffic regulations. 

 A dirty and /or creased uniform or a badly worn duty belt 

sends the message to the criminal suspects that a police officer 

is unprofessional and incompetent and, consequently, can 

invite violence.  
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 We can see that while the police uniform conveys the power 

and authority of the person wearing it, it also has a subconscious 

psychological influence on people the nature of which depends on a 

person’s pre-conceived feelings about police officers. For this reason, 

police administrators should think seriously about their policies 

concerning the uniform. 

 Police-public interactions are very problematic in many 

countries, especially in India. In fact, complaints arising from police-

citizen contacts account for much of the attention police receive. 

Some authors would argue that as psychologists come to play a 

bigger role in police training, such important skills as listening, 

counselling, stress awareness, communication, decision-making and 

conflict-resolution skills (Reiser and Klyver,1987) on recruit, sub-

officer and officer courses can be transferred to the workplace and 

improve police encounters with the public (Bull and Horncastle, 

1986).  

 Stephenson (1992) pointed out that there are very few in-depth 

studies of the effects of police-citizen interaction on attitudes of 

citizens. One such study by Cox and White (1998) surveyed 460 

students who had received a traffic citation and compared their 

responses with those of 373 who had not. The former were found to 

have negative perceptions of the police as far as police demeanour 

(for example, brutality) but not as far as police competence is 

concerned. These findings point to the need to differentiate between 

specific and general public attitudes towards the police. 

5.1.1.1.4    Stress 

 Police associations and police management worldwide are 

concerned about the long-term effects of stress on their members, 

which include medical problems, absenteeism, alcohol abuse, marital 

problems and staff turn-over. The available evidence indicates that it 

is not uncommon for police who stay in the job for their working 
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career to continue to experience professional exhaustion, otherwise 

known as ‘burnout’ (Oligny, 1994). There is a large body of literature 

on the topic of police stress (Reiser and Klyver, 1987).  

 Regarding stress management, there is no shortage of advice 

on how to both recognize stress (Ainsworth and Pease, 1984) and 

how to cope with it. Counselling is discussed by Bull et al. (1983) 

who also recommend relaxation, meditation, dietary control and 

exercise. They also argued that organizationally much can be done to 

reduce the risk of stress and strain by obviating role conflict and role 

ambiguity, and by managing job content and work loads. Both junior 

and senior officers themselves made the following suggestions for 

police command on how to reduce stress (Gudjonsson and Adlam, 

1982): (a) better training on how to cope with demanding situations; 

(b) greater support from senior colleagues; (c) better familiarity with 

police procedures; (d) improved police-community relations; and (e) 

fewer bureaucratic obstacles. For such suggestions to be 

implemented, changes at an organizational level are needed 

(Ainsworth and Pease, 1987).  

5.1.1.1.5  Questioning Suspects 

 Police officers generally spend a small proportion of their time 

during a tour of duty on tasks related to crime enquiries/ 

investigation. A British study by McGurk et al. (1994) used both 

questionnaires and interviews to collect data from 334 detectives in 

four police forces (the Metropolitan, Greater Manchester, 

Hertfordshire and Cambria Constabulary), and found that in 98 per 

cent their involved interviewing. 

 Not surprisingly, therefore, one of the core attributes expected 

of a good detective is detecting a lot of crime by being effective and 

efficient at questioning suspects. A significant number of criminal 

suspects confess, and obtaining a confession is strategically 

important because police are more likely to formally charge a suspect 

and to end up with a conviction. Horgan (1979) defined the goals of 
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interrogation as including: (a) learning the truth of the crime and 

how it occurred; (b) securing an admission/a confession of guilt from 

the suspect; (c) obtaining all the facts in order to ascertain modus 

operandi and the circumstances of the crime: (d) collecting 

information that will enable the investigators to draw logical 

conclusions; and (e) furnishing the prosecutor with the evidence 

required.           

 In Kerala Police, ‘’third-degree’’ punishments during the 

interrogation of suspects were more common in the past years. 

Several custodial deaths are reporting even today, regarding the 

brutality of the police officers during interrogation. In recent years in 

western countries there has been a shift away from physically 

coercive to psychologically manipulative tactics in police questioning 

of suspects. Interrogation is nowadays referred to as ‘interviewing a 

suspect’ to denote a shift which is a part of large change in policing 

whereby social control has become more subtle, more sophisticated, 

yet potentially more dominating than in the past.   

 According to Tousignant (1991), a prerequisite for a successful 

interrogation is for the interrogator to ‘treat suspects in a civilized 

manner, no matter how vicious or serious the crime might have 

been’. Another essential rule stated by the same author is that 

‘investigators should adopt a compassionate attitude and attempt to 

establish a rapport with suspects’. Such treatment is said to 

encourage suspects to be ‘open, forthright and honest’.  

 According to shepherd (1991), an investigator should 

remember that it is not only suspected offenders who resist 

questioning; the aetiology of resistance is much more complex. 

Shepherd argued that appropriate conversation and conversation 

management help an investigator to cope with resistance. This 

strategy entails: respect for the person, empathy, supportiveness, a 

non-judgmental attitude, straightforward talk and a conversational 

style signalling a commitment to talk across as equals, not up-down 
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or as pseudo-equals’. From the analysis of surveys and archives, it is 

evident that, most Indian police officers receive no interview training 

and, in fact, training courses are a relatively new development which 

is still under-researched and under-resourced. 

5.1.1.1.6  False Confessions 

 Some police investigators feel confident they know how to ‘spot 

a liar’ on the basis of ‘obvious’ clues, coupled with an assumption 

that most suspects routinely lie. Interviewer bias against the suspect 

and the coerciveness of the whole questioning context and process 

has been shown to occasionally result in false confessions especially 

by suggestible suspects (Torpy, 1994). 

 In the course of an interrogation an investigator is usually in 

control of the situation and in a position to place psychological 

demands on a suspect, communicate excessive expectations and 

also, manipulate the suspect’s emotions, especially since ‘suspects 

are never quite sure of exactly what information investigators 

possess’ (Tousignant, 1991). Experimental evidence shows that being 

told that one should remember certain non-existent facts in a 

memory task results in some subjects accepting more false clues 

relating to those facts than if no such expectation is communicated 

and the interview contains no such demands (Gudjonsson and 

Hilton, 1989). With a combination of the experimenter effect, the 

coercive circumstances of being questioned in a police station (Irving 

and Hilgendorf, 1980), a suggestible suspect (for example, one low on 

self-esteem and/or of low intelligence) and investigators who are bent 

on securing a confession, a false confession becomes a real 

possibility. Some authors have expressed strong concern about the 

reliability of confessions made by drug users while intoxicated or 

under the influence of drugs or suffering from withdrawal symptoms 

or drug induced illnesses (Davison and Forshaw, 1993). The same 

concern has been voiced about the reliability of confessions made by 
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individuals of low cognitive ability when questioned by the police 

(Torpy, 1994). 

In view of the emphasis by law-enforcement personnel on 

obtaining confession from criminal suspects, the empirical evidence 

for the use of coercion that results in coerced confessions and false 

confessions, the crucial significance of a confession as far as the 

outcome of trial is concerned and the evidence for interrogative 

suggestibility. Wakefield and Underwager (1998) maintained that 

expert testimony may be necessary to help jurors understand the 

circumstances that lead to non-voluntary confessions. 

5.1.1.1.7  Detecting Deception 

 A moment’s reflection tells us that deception implies that 

someone intentionally does or says something in order to induce a 

false belief in someone else (Ekman, 1985). Deception, as old as 

human existence, is a social phenomenon that permeates human 

life, irrespective of context, or one’s age, gender, education or 

occupation. Deception includes practical jokes, forgery, imposture, 

conjuring, confidence games, consumer and health fraud, military 

and strategic deception, white lies, feints and ploys in games and 

sport, gambling scams, psychic hoaxes and much more (Hyman, 

1989). 

 According to Hyman (1989), the early years of psychology’s 

existence as an independent science offered the strong possibility of 

a psychology of deception. However the rise and dominance of 

behaviourism in the United States at the start of the twentieth 

century left no room for associationist, mentalistic psychology and 

eclipsed the promising work of pioneers like Binet (1896), Dessoir 

(1893), Jastrow (1900) and Triplett (1900). The focus of these early 

deception scholars focused exclusively on demystifying conjuring 

tricks.  
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 Despite the significance, the enormity and heterogeneity of 

deception, it is disheartening to find that we cannot, as yet, speak of 

a psychology of deception in the same sense as we can talk about a 

psychology of memory. No single, coherent frame work has been put 

forward that can adequately account for the broad range of 

psychological issues involved in the plethora of deception contexts in 

terms of a coherent set of interrelated psychological propositions. 

Most of the attention by psychologists has been focused on lying and 

lie detection, and detection can be assisted by drawing on sub-areas 

within psychology such as physiological, clinical, developmental, 

cognitive and social psychology. 

 In Kerala and other states in India, psychologists are recruited 

as scientific assistants in polygraph, which functions as a part of 

Forensic Science Laboratory under the Department. of Police. The 

polygraph basically measures changes in: (a) blood pressure; (b) 

electro-dermal activity (that is, the galvanic skin reflex (GSR)); and (c) 

respiration. The polygraph is widely used by law-enforcement 

agencies as an investigative tool to verify witness statements, to clear 

suspects and to provide leads for interrogations (Honts and Perry, 

1992). Regarding the much-researched and talked-about polygraph, 

the main issue is its accuracy in general and the false positive rate in 

particular, as well as ethical concerns about its wide use. In 

considering the accuracy of the polygraph with whichever technique, 

it is important to remember that such factors as how experienced the 

examiner is, the trait anxiety of the examinee, and the use of certain 

countermeasures (for example, that augment one’s responses to 

control questions) can influence the test outcome.  

 Reflecting on the contributions to police work thus far and 

taking note of some of the limitations is necessary if psychology is to 
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meaningfully contribute to move police work generally into the 

twenty first century. 

5.1.2 Objective 2 

 To identify the stressors in police training 

5.1.2.1  Content Analysis of Semi-Structured Interviews 

 Altogether 180 recruit police constables, including 120 males 

and 60 females contributed to the study. The major sources of the 

stress experienced during police training were identified through the 

interview were presented in Table 5.2. 

TABLE 5.2 

Analysis Based on the Major  
Sources of Stress of Recruit Police Constables 

Sources of stress of recruit police constables Frequency Percentage 

Rules and regulations of the training academy 146 81.1 

Training modality 112 62.2 

Training curriculum 109 60.5 

Trainers 95 52.7 

Lack of leisure and entertainment  87 48.3 

Personal stressors  66 36.7 

Non-police personnel as visiting faculties 37 20.6 

Co-trainees 13 7.2 

Food and accommodation 8 4.4 

 

 From Table 5.2, it is apparent that the major source of stress 

experienced by the police trainees are from ‘rules and regulations of 

the training academy’ (81.1% responded), ‘training modality (62.2% 

opined), ‘training curriculum’ (60.5% reported), and ‘trainers’ (52.7% 

stated) respectively.  
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 As police is a disciplined force, the rules and regulations of the 

police academy is quite strict and authoritarian and the time 

schedules are so stringent. The training modality and training 

curriculum adopted in the academy are heavily laden by the age-old 

lecture method for indoor sessions and for outdoor sessions, the very 

similar training method practiced by the British colonial police in 

pre-independence era, follows in the Kerala police even now, like 

other states of India. To the British, police was to be an instrument 

of control of a colony, rather than a means to secure the people at 

large. The situation has been totally changed. Police training must 

cater to the needs of the organization as well as the trainee. The 

fundamental principle of police training is to provide the prospective 

police officer with the requisite knowledge and skills, backed with the 

right attitude, to be able to do his job efficiently and effectively. But, 

in practice, this may not happen.  

 More than 50% of the participants retorted that some trainers 

are so harsh and inconsiderate and their sarcastic and antagonistic 

comments were so painful and intolerable. If the trainers who have 

any kind of grudge and resentment towards any trainees, they have 

to face with severe punishments in the form of physical and mental 

torture. Communication with the trainers are so restricted and 

hampered in the academy. 

 The police trainees are devoid of any kind of leisure and 

entertainment activities. For them, a day starts from 6.30 a.m. and 

most of the days, they will have night training for 3 periods, from 9 

p.m. to 11.15 p.m. Due to the rigorous physical training during day 

time, everyone gets exhausted in the evening and even if they get 

leisure time, they won’t use it properly. 30% of the respondents 

reported that they are suffering from some personal stressors, too. 

Out of 180 recruit police constables, these 30% are married, in this 
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16 are males and 38 are females, majority of them is having children. 

They are very much tensed about the upbringing of their children 

and other house-hold responsibilities. In police academy, mobile is 

strictly prohibited and all the mobiles are kept by the officers in-

charge of the barracks. They couldn’t keep-in-touch with their 

relatives regularly. Another thing is that a small portion of them are 

on medication of various reasons. 

 Only 20.7% responded that some of the non-police personnel 

working as visiting faculties for indoor sessions in the academy are 

not proficient in the subjects they are dealing with. A few trainees 

(7.2%) opined that they cannot adjust with their co-trainees. As they 

are coming from various socio-economic statuses, this may take 

place. Out of 180 participants, only 4.4% are having the complaint of 

food and accommodation. That means Kerala police academy offers 

good ‘dine and stay’ for the police trainees. 

 The interaction with both the police trainees and police officers 

revealed that most of the police training institutions of the country 

still follow the age-old lecture method aimed at developing their 

knowledge while paying minimal attention to improve their skills and 

attitudes. Even in the premier police training institution like Kerala 

Police Academy, the situation was not very different till a few years 

ago when it was realized that the training conducted at the academy 

had very little to contribute towards the overall performance of the 

policemen in job situations. Most of the trainees passed out from the 

institution expressed quite frankly that the impact of training was 

highly insignificant as they could not actually learn the skills during 

their basic training. Unless training is made a priority area and is 

given individual attention by the top police leadership, overhauling of 

the entire training system is not possible. 
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 The stressors just mentioned could have a number of 

damaging physical and psychological effects on recruit police 

constables, which in turn can affect their job performance. These will 

vary from person to person, depending on such factors as the 

intensity of the stress and the recruit's personality, coping 

mechanisms, and sources of support. 

5.1.3 Objective 3 

 To understand the general health problems faced by the police 

trainees during training 

5.1.3.1 Content Analysis of Self-reports 

 The physical and psychological problems arising as the 

consequences of stress reported by the participants were also 

subjected to content analysis. The results are presented in Tables 5.3 

and 5.4, respectively. 

TABLE 5.3 

Analysis Based on the Physical  

Problems Faced by the Recruit Police Constables 

Physical Problems Frequency Percentage 

Back pain  112 62.22 

Digestive upsets 86 47.77 

Profuse sweating 75 41.66 

Fatigue  63 35 

Muscle tremors 58 32.22 

Pounding heart 47 26.11 

Twitches  32 17.77 

Headache 30 16.66 

Chest pain 24 13.33 

Common cold 17 9.44 

Menstrual irregularities 12 20.0 

Allergy 11 6.11 

Loss of appetite 6 3.33 

Breathing difficulty/Asthma 3 1.66 

Vomiting 2 1.11 
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 From Table 5.3, it is evident that the more prominent physical 

problems faced by the recruit police constables are back pain 

(53.3%), digestive upsets, profuse sweating, fatigue and muscle 

tremors. Some are suffering from pounding heart (26.11%), twitches 

(17.77%), headache (16.66%) and chest pain (13.33%). A few persons 

reported that they undergo recurrent common cold (9.44%), 

menstrual irregularities (20%), allergy (6.11%), loss of appetite 

(3.33%), breathing difficulty/asthma (1.66%) and vomiting (1.11%). 

TABLE 5.4 

Analysis Based on the Psychological  
Problems Faced by the Recruit Police Constables 

Psychological Problems Frequency Percentage 

Emotional outbursts 152 84.44 

Lack of concentration 147 81.66 

Dark moods 121 67.22 

Insomnia 102 56.66 

Restlessness 94 52.22 

Withdrawal 79 43.88 

Over eating 66 36.66 

Suicide ideation 23 12.77 

Substance abuse 19 10.55 

Alcohol consumption 14 7.07 

 

 From the Table 5.4, it is revealed that, the major psychological 

problems faced by the recruit police constables are emotional 

outbursts (84.44%), lack of concentration (81.66%), dark moods 

(67.22%), insomnia (56.66%), restlessness (52.22%), withdrawal 

(43.88%) and overeating (36.66%). 12.77% of the respondents opined 

that they came across with suicide ideation whenever they have 

undergone stress. Several suicides and attempted suicides were 

reported in police academy and various police training camps in 

Kerala. As alcohol and other addictive substances are strictly 

prohibited in police academy, a few trainees depend on them to 

alleviate their stress. 
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5.2.1 Objective 1 

 To critically examine the syllabi of the basic training course for 

recruit police constables 

5.2.1.1 Content Analysis of the Archive – The Block Syllabus of 

Recruit Police Training 

 The detailed data of the analysed contents are shown in Tables 

5.5, 5.6 and 5.7 respectively.  

TABLE 5.5 

Analysis Based on the Details  
of the Recruit Police Training in Kerala 

Sl. 
No. 

Details of the Training Period of Time 

1. Duration of Training 9 months 

2. Estimated No. of working days 216 

3. No. of days set apart for 2 mid-term 
intervals 

6 

4. No. of days available for training 210 

5. No. of Periods   

 1st term  70 x 9 630 

 2nd term  70 x 8 560 

 3rd term  70 x 8 560 

 Total 1750 

6. Distribution of periods:  Indoor Outdoor Total  

 1st Term 70 560 630 

 2nd Term  140 420 560 

 3rd Term  210 350 560 

 Total  420 1330 1750 
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 From Table 5.5, it is revealed that, out of 1750 periods of 210 

days, 76% of the total sessions are devoted for outdoor sessions and 

24% are for indoor sessions. That means police training is mainly 

focused on physical training. 

 The perusal of the syllabus for indoor sessions is shown in 

Table 5.6. 

TABLE 5.6 

Analysis Based on the Syllabus of Indoor Sessions 

Sl. No. Topics Periods 

1. General (Indian History) 55 

2. Organization and Administration 100 

3. Human Behaviour 35 

4. Police Duties 105 

5. Law 85 

6. Revision/Tests/Examination 40 

 Total 420 

          

 From Table 5.6, it is revealed that out of the 420 periods of 

indoor sessions, only 35 periods (8.33%) are offered for ‘Human 

behaviour’ which includes the topics such as, understanding human 

behavior (10 periods), behavior towards the public, principles of 

police conduct, selected cases to emphasise the importance of 

courtesy, impartiality and integrity (15 periods) and police behavior 

towards officers and colleagues (10 periods). These are the only 

psychological sessions the recruits get during their training. For this, 

only lectures are given, any kind of practicum was not given for any 

of the sessions mentioned above. These sessions are handled by the 

visiting faculties. If visiting faculties from Psychology are not 

available, the classes will be taken by the trainers from other fields. 

Actually, this portion of the syllabus is very much neglected by the 
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authority. From the findings of this phase of the study, it is clear 

that the syllabus follows in the indoor session of recruit training is 

insufficient and unsatisfactory to rally the psychological 

requirements of the police trainees. 

 Table 5.7 gives the picture of the syllabus of the outdoor 

sessions. 

TABLE 5.7 

Syllabus of the Outdoor Sessions of Recruit Police Constables 

Sl. 
No. 

Topics Periods 

1. 
Physical training and outdoor life (P.T, route march, 
swimming, etc.) 

180 

2. Drill 290 

3. 
Weapon training (bayonet training, firing rifle, grenade, 
etc.) 

150 

4. 
Crowd Control (lathi drill, cane drill, tear smoke, use of 
gas masks, etc.) 

110 

5. Field Craft and Tactics 160 

6. 
Miscellaneous (Fire fighting, first aid, cycling, tent 
pitching, etc.) 

50 

7. Unarmed Combat 50 

8. Games and Athletics 180 

9. General Periods (outdoor camp and passing out parade) 160 

 Total 1330 

 

 The close scrutiny of the Block syllabus for recruit police 

constables’ training revealed that out of 1750 periods of both indoor 

and outdoor sessions, only 35 periods (2% of the total periods) are 

included only for human behavioural aspects.  

 As we have seen in the first phase of the study, the 

psychological knowledge needed for police, such as, stress 

management, human relations skills for maintaining good public 
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relations, interviewing skills for questioning the suspects and the 

skills for identifying false confessions etc. are not included in the 

police training curriculum. That is, from the analysis, it is evident 

that the police training syllabus of recruit police constables is not 

adequate to meet the psychological needs and skills for the effective 

functioning of the police organization. So, the syllabus of the police 

training should be revised and upgraded to “psychologise” the police. 

5.2.2 Objective 2 

 To assess whether human relations skills training is needed in 

the police training curriculum  

 The sample for this phase of the study comprises a total of 

3107 persons including, 180 recruit police constables, 420 SI cadets, 

1250 police constables, 220 HCs, 180 ASIs, 85 SIs, 22 CIs, 30 higher 

police officials and 720 persons from the public. Without considering 

the public perception, this study cannot be a real one. The real 

picture of police attitudes, values, conduct and performance cannot 

be obtained without conducting a survey of public perception. 

Because, the final verdict on police professionalism is delivered by 

the public. The public is the ultimate consumer of police service, the 

most important stakeholder of policing. The professional credentials 

of police constables can be established by the endorsement of the 

public.   

5.2.2.1  Content analysis of the structured interviews 

 The result of the content analysis of the structured interview is 

shown in Table 5.8. 

TABLE 5.8 

Analysis Based on the Content of the Interview 

Sl. 
No. 

Content 
Responses 

(N = 3107) 

 

1. 

 

Is human relations skill 
training needed in the 

police training curricula? 

Yes No 

Frequency % Frequency % 

3079 99.098 28 0.091 
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 From the Table 5.8, it is revealed that, out of 3107 

participants, 99.098% responded that human relations skill training 

is needed in the police training curriculum and 0.091% responded 

which is not needed. By further probing, the persons responded ‘No’ 

explained that the human relations skill training will affect the 

discipline of police force and public will not have enough respect and 

fear towards the police. From the result, it is obvious that, the 

traditional views of policing, such as ‘police should keep a distance 

from the public’ is also persistent even nowadays. When compared to 

the positive responses, the frequency of the negative responses were 

so minimal and negligible, the investigator substantiated that human 

relations skill training is needed in the police training curricula and  

the study is proceeded for the accomplishment of the  next objective. 

5.2.3 Objective 3 

 To elicit the responses of the recruit police constables, senior 

police officers and public on the desirable personality traits and 

skills needed for effective functioning police personnel. 

 On the whole, a sample of 3107 persons, including 600 police 

trainees, 1787 police personnel and 720 persons from the public 

took part in the study.  

5.2.3.1 Content analysis of the survey 

 The content of the survey report unfolded a number of skills 

and traits identified by both the police and the public. These skills 

and traits were categorized into eight skill zones. The result is 

presented in Table 5.9. 
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TABLE 5.9 

Analysis Based on the Major  
Skill Zones Identified for Police Trainees 

Sl. No. Skill Zones Percentage 

1. Desired personality traits 98.33 

2. Monitoring personal performance 92.51 

3. Communication and relationship with others 90.04 

4. Investigation 76.43 

5. Knowledge 72.01 

6. Decision making /problem solving/ planning 54.63 

7. Practical effectiveness 52.33 

8. Written reports 49.66 

 

 Out of 3107 respondents, 98.33% answered that the police 

personnel should possess some desirable personality traits. The 

other essential and most valuable skills identified were, monitoring 

personal performance (92.51% responded), communication and 

relationship with others (90.04%), investigation (76.43%), knowledge 

(72.01%), decision making/problem solving/ planning (54.63%), 

practical effectiveness (52.33%) and written reports (49.66%). 

 These categories are further divided into several subunits. 

Thus, altogether, 36 skills and abilities were recognized. As the 

present study is focused on the first major skill zone - ‘desired 

personality traits’ and for the purpose of connectivity to the next 

phase, it is included at the end of this phase. The following tables, 

such as Tables 5.10, 5.11, 5.12, 5.13, 5.14, 5.15, 5.16 and 5.17 

illustrate the specific skills categorized in each skill zone. 
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TABLE 5.10 

Analysis Based on the Skills of Monitoring Personal Performance 

Sl. No. Monitoring Personal Performance Percentage 

1. Self monitoring 76.0 

2. Stress 73.33 

3. Fitness / health 62.22 

4. Learning from experience 47.51 

   

 To acquire the skills of monitoring personal performance is a 

needed area as far as policing is considered. It is the personal 

evaluation of one’s own self. 76% of the respondents opined that the 

police should have the skill of self monitoring, i.e, they should have 

the awareness of where they stand in the profession – in terms of 

professionalism, attitude, commitment, motivation, values, etc. 

73.33% responded that the police should acquire and practice the 

skills and ways of managing one’s own stress, to learn better coping 

strategies, to seek social support when they are in trouble, etc. 

62.22% responded that physical fitness is one of the important skills 

for  monitoring personal performance. After the basic training 

course, nobody is interested to keep a good musculature and also, 

they are not getting any kind of physical training or outdoor life 

including parade, drill, etc, further in their profession. It is observed 

that many of the young and middle aged policemen and officers are 

so obese, pot-bellied and having overweight. Kerala police is 

scandalized for their indecent, over-eating nature in the public 

places. Alcoholism and smoking are increasingly become a menace 

among police department. Due to this kind of an undisciplined life 

style and absent mindedness towards physical fitness, many of the 

police are also suffering from hypertension, cardiac arrest, obesity, 

diabetic problems, etc. As part of their job the police have to do 
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strenuous physical activities most of the time, to be physically fit is a 

must for them. Special fitness programmes like de-addiction, lose 

weight and ‘quit smoking’ must be undertaken in the department. 

Also, 47.51% responded that police should have the skill of learning 

from experience. As the nature of policing is multifaceted and 

undefined, the police should acquire the skill of learning from 

experience to solve the similar kind of problems. 

TABLE 5.11 

Analysis Based on the Skills of  
Communication and Relationship with Others 

Sl. No. Communication and Relationship with Others Percentage 

1. Consideration of feelings of others 93.08 

2. Non-verbal communication 82.13 

3. Oral communication 76.39 

4. Effective listening 74.55 

5. Self control 69.11 

6. Use of physical force 65.40 

7. Relationship with others 63.82 

 

 As the police are public servants, communication and 

relationship with others are the needed skills. The major skills of 

communication and relationship identified by the respondents were 

the consideration of feelings of others (93.08%), non-verbal 

communication (82.13%), oral communication (76.39%), effective 

listening (74.55%), self control (69.11%), use of physical force 

(65.40%), and relationship with others (63.82%). The policemen have 

a poor image in society. Often there are so many complaints about 

police personnel in the “language” they are using. To improve the 

skills of communication and relationship with others successfully, 
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the police can confiscate their image from the opprobrium attached 

to the negative perception of the public. 

TABLE 5.12 

Analysis Based on the Skills of Investigation 

Sl. No. Investigation Percentage 

1. Assesses the total situation 94.56 

2. Questioning 87.66 

3. Collation and analysis of information 76.49 

 

 A policeman, in order to be successful in job, needs wide range 

of skills. Most of the skills are highly specialized. Investigation skill is 

of such a nature. Among the investigation skills, the most important 

are assessment of total situation (94.56% responded), skills for 

interrogating the suspects (87.66%) and collation and analysis of 

information (76.49%). 

TABLE 5.13 

Analysis Based on the Skills of Knowledge 

Sl. No. Knowledge Percentage 

1. Knowledge of law 89.62 

2. Knowledge of technical skills 78.55 

3. Knowledge of procedures 72.11 

4. Community awareness 68.33 

 

 The centrality of knowledge in every position is established 

beyond doubt; without knowledge, professionalism cannot be self 

sustaining. Professional knowledge is the key resource in intelligent 

decision making, forecasting, design, planning, diagnosis, analysis, 

evaluation and intuitive judgment making. From Table 5.13, it is 

shown that the knowledge regarding the law (89.62% responded), 
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technical skills (78.55%), procedures (72.11%) and community 

awareness (68.33%) is a necessity in policing. 

 Regarding the law, the police should know the elementary 

aspects of Cr.P.C, I.P.C, Minor Acts, Police Regulation, Court 

Rulings, etc. Police should have the knowledge of technical skills in 

the use of wireless sets, skills in driving motorcycle/vehicle, use of 

telephones and computers, collecting intelligence, crowd control, 

unarmed combat, etc. With respect to the procedures, police should 

know about the procedures of arrest, search, execution of warrants, 

serving of summons etc. Also, the police must have the awareness of 

the area of his place of posting. 

TABLE 5.14 

Analysis Based on the Skills of  

Decision Making/Problem Solving/Planning 

Sl. No. Decision Making/ Problem Solving/ Planning Percentage 

1. Decision making 92.77 

2. Planning 89.04 

3. Flexibility 77.77 

4. Dealing with conflict and ambiguity 73.11 

 

 Table 5.14 gives the picture of the skills needed for effective 

decision making, problem solving and planning. These skills are 

highly crucial and a must for policing, because the cognitive skills of 

this nature will definitely help the  police personnel to tackle the 

most complex, confusing, complicated, dangerous and time 

consuming tasks at hand. Flexibility is one of the major components 

of creative problem solving and decision making. Also, in the case of 

conflict and ambiguity, these cognitive skills can contribute a lot. 
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TABLE 5.15 

Analysis Based on the Skills of Practical Effectiveness 

Sl. No. Practical Effectiveness Percentage 

1. Initiative 93.81 

2. Confidence 90.59 

3. Responsibility 88.66 

4. Leadership 84.97 

  

 From the Table 5.15, it is visible that the most important 

pragmatic skills needed for the police are initiative (93.81% 

responded), confidence (90.59%), responsibility (88.66%) and 

leadership (84.97%). One of the failures on the part of police is due to 

lack of good leadership. Some qualities of leadership are ability to 

communicate, level of confidence and credibility, ability to give 

acceptable motivational advice, ability to assess changing needs and 

ability to perform an expected level. The police department is 

characterized by rigid hierarchy and strict discipline. Hence, the 

quality of leadership plays a tremendous role in work culture that 

exists in place of working. 

TABLE 5.16 

Analysis Based on the Skills of Written Reports 

Sl. No. Written Reports Percentage 

1. Written reports 78.43 

 

 As the police personnel have to do a lot of paper work 

regarding the investigation and detection of crime, the skill of writing 

reports in an effective manner is also very important (78.43% 

opined). 
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TABLE 5.17 

Analysis Based on the Major Personality Traits Identified 

Sl. No Desired Personality Traits Percentage 

1. Emotional control /anger management 94.57 

2. Positive attitude and self esteem 73.91 

3. Assertiveness/tenacity 62.39 

4. Interpersonal sensitivity/empathy 56.66 

5. Flexibility/adaptability 43.91 

6. Social concern 41.71 

7. Communication skills 34.65 

8. Personal values 32.22 

9. Self confidence 27.07 

10. Practical intelligence/common sense 22.74 

11. Team work 17.79 

12. Achievement motivation 11.58 

 

 Traits are enduring dimensions of personality characteristics 

which account for the consistencies in a person’s behaviour or 

conduct. From Table 5.17, it is obvious that the major personality 

traits needed for an efficient police officer are emotional 

control/anger management (94.57% responded), positive attitude 

and self esteem (73.91% responded), and assertiveness/tenacity 

(62.39% responded). Other significant traits are interpersonal 

sensitivity (56.66%), adaptability (43.91%), social concern (41.71%), 

communication skills (34.65%), personal values (32.22%), self 

confidence (27.07%), practical intelligence/common sense (22.74%), 

team work (17.79%) and achievement motivation (11.58%). 

 Ainsworth (1993) reported a study in which a small sample of 

British police officers attending a course at Manchester University 

listed the following qualities in order of importance: a sense of 
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humour, communication skills, adaptability, common sense, 

resilience, assertiveness, sensitivity, tolerance, integrity, literacy, 

honesty and problem-solving ability. 

 In the study of Nayak and Saxena (2005), the desirable 

personality traits needed for the police are self esteem, physical 

fitness, emotional stability, sociability, personal hygiene, sensitivity 

towards people, tactfulness in communication, courage, 

truthfulness, politeness, courtesy, pride in uniform and esprit de 

Corps. 

 On the basis of the findings of the analysed content, a ‘Skill 

Format for Recruit Police Constables’ can be developed and used as 

an assessment measure for police selection and recruitment to 

obtain the right person for the  job. 

 For the next phase of the study to be followed, the desired 

personality traits emerged from this phase, such as emotional 

intelligence, self esteem and assertiveness have taken for 

consideration. Literature reviews (Trompetter, 1985) also suggested 

that these traits are closely related to human relations skills. 

 



 

 

 

 

 

 

 

Phase 3  

EXPLORATION OF 

PSYCHOLOGICAL VARIABLES 

RELATED TO HUMAN RELATIONS 

–  

QUANTITATIVE DESCRIPTIVE ANALYSIS 

  



 

 

 

 

This phase of the study is aimed to explore the psychological 

variables, such as the dimensions of personality, emotional 

intelligence, assertiveness and self esteem among the police trainees. 

 This portion presents the results found out by the investigator 

through the statistical analysis of the data collected. The different 

statistical designs such as, Descriptive statistics, Correlational 

Analysis, Two-way ANOVA and Three-ANOVA have been utilized. 

5.3.1 Preliminary Analysis 

5.3.1.1 Objective  

 To explore the psychological variables, such as the dimensions 

of personality, emotional intelligence, assertiveness and self esteem 

among the police trainees 

 This part of the chapter includes the preliminary examination 

of the test scores on the variables under consideration, such as 

inertia, activation and stability dimensions of personality, 

assertiveness, emotional intelligence and self esteem and the 

distribution is observed. To have a general idea of the nature of the 

distribution of the variables, the fundamental descriptive statistics 

like arithmetic mean, median, mode, standard deviation, skewness 

and kurtosis of the variables under investigation were calculated. 

The details are presented in the Table 5.18. 
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TABLE 5.18 

Basic Descriptive Statistics of  
Variables under Investigation (N = 180) 

Variables Mean Median Mode 
Standard 
Deviation 

Skewness Kurtosis 

Assertiveness 91.02 84.50 38.0 45.26 0.361 -1.308 

Emotional 

Intelligence 
69.45 67.50 29 31.74 0.216 -1.289 

Self Esteem 59.56 59.50 46.0 11.19 -0.132 -0.955 

Inertia 27.78 9.0 8 35.82 1.239 -0.408 

Activation 47.26 13.50 88 42.01 0.026 -1.989 

Stability 30.07 9.50 2 38.36 1.050 -1.846 

 

 From the Table 5.18, the values of the major measures of 

central tendency, viz., arithmetic mean, median and mode for the 

variable assertiveness are 91.2, 84.50 and 38.0 respectively. 

Arithmetic and median are almost equal but mode is less than these 

two. Regarding the symmetry of the distribution, that is the value of 

skewness, the variable assertiveness is positively skewed (0.361), 

which is close to zero indicating that the distribution is not much 

skewed. The value of kurtosis measures the peakedness of the 

distribution. A negative value of kurtosis suggests that the 

distribution is platykurtic. For the variable assertiveness, the value 

of kurtosis is -1.308. It suggests that the distribution can be 

considered as mesokurtic. 

 The values of arithmetic mean, median and mode for the 

variable emotional intelligence are 69.45, 67.50 and 29 respectively.  

The values of mean and median are almost equal, but the mode is 

lower than that of the arithmetic mean and median. The value of 

skewness is 0.216, suggests that the distribution is positively 

skewed. Regarding the peakedness of the distribution, the value 

obtained as kurtosis (-1.289) suggests that the distribution is 
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leptokurtic. Comparatively small values of skewness and kurtosis 

show that the variable emotional intelligence can be considered as 

normally distributed. 

 The variable self esteem is found to have a mean of 59.56, 

median of 59.50 and mode of 46.0. Here, the mean and median are 

almost equal, but mode is less than that of mean and median. The 

value of skewness is -0.132, which means the distribution is 

negatively skewed, which is very close to zero indicating that the 

distribution is not much skewed. The negative value of kurtosis          

(-0.955) suggests that that the distribution is platykurtic, but as the 

magnitude is small, the distribution can be considered as mesokurtic 

or normal. 

 From the Table 5.18, it can be observed that the values of 

arithmetic mean, median and mode are 27.78, 9.0 and 8 

respectively. The values of median and mode are lesser than the 

mean. The distribution is positively skewed, the value is 1.239 and 

regarding the peakedness of the distribution, it is platykutic, the 

value is –0.408. But relatively small values of skewness and kurtosis 

suggest that the variable inertia is approximately normally 

distributed. 

 As in the case of activation, the values of arithmetic mean, 

median and mode are 47.26, 13.50 and 88 respectively. The mode is 

greater than the values of mean and median and also, the value of 

mean is greater than that of median. Regarding the symmetry of the 

distribution, that is, the value of skewness is 0.026 which is very 

close and equal to zero implying that the distribution is almost 

normal. The measure of peakedness, kurtosis is -1.989, which 

implies that the distribution is almost mesokurtic. 
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 The values of arithmetic mean, median and mode for the 

variable stability are 30.07, 9.50 and 2 respectively. Arithmetic mean 

is greater than the median and mode. The measure of symmetry, 

skewness is 1.050. It suggests that the distribution is positively 

skewed, but not much divergence. The negative value of kurtosis (-

1.846) suggests that the distribution is platykurtic, but as the 

magnitude is as negligibly small, we can say that the variable 

stability is approximately normally distributed. 

 The negative skewness implies that the value of arithmetic 

mean is lower than that of median and mode and the positive 

skewness implies that the value of arithmetic mean is higher than 

the values of median and mode. From the Table 5.18, it can be seen 

that the comparatively small index of skewness suggests that the 

distribution is not much skewed and hence the variables under 

investigation are approximately normally distributed.  

 A close scrutiny of the distribution of the variables under 

investigation shows that the variables are not much deviated from 

normality and hence can be dealt as normally distributed. This made 

the investigator to continue with the parametric techniques of 

analysis like Pearson's product moment coefficient of correlation and 

analysis of variance. 

5.3.2 Correlational Analysis 

5.3.2.1   Objective  

 To find out whether there exists any relationship among the 

variables of personality (inertia, activation and stability dimensions), 

assertiveness, emotional Intelligence and self esteem of recruit police 

constables. 
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5.3.2.2   Hypothesis 

 There will be significant relationship between assertiveness, 

self esteem, emotional intelligence and IAS personality traits. 

 For testing this hypothesis, Pearson's Product Moment 

Coefficient of Correlation technique was used. 

 The correlational analysis and its results are presented in 

Table 5.19 and interpreted in the following section. 

TABLE 5.19 

Intercorrelation matrix of  
psychological variables related to human relations 

Variables Assertiveness 
Emotional 

Intelligence 
Self 

Esteem 
Inertia Activation Stability 

Assertiveness -      

Emotional 
Intelligence 

0.882** -     

Self Esteem 0.832** 0.898** 
- 

 
   

Inertia -0.556** -0.606** -0.587** -   

Activation 0.607** 0.592** 0.692** -0.532** -  

Stability -0.150* -0.086 -0.217** -0.346** -0.609** - 

** Correlation is significant at the 0.01 level (2-tailed). 

 *Correlation is significant at the 0.05 level (2-tailed). 

 It can be seen from the correlation matrix, the variable 

assertiveness has positive and highly significant correlations with 

emotional intelligence (r = 0.882) and self esteem (r = 0.832) at 0.01 

level and emotional intelligence has a positive and highly significant 

correlation with self esteem (r = 0.898) at 0.01 level. Based on the 

result, it is evident that these three variables are closely related with 

each other. The present study is supported with the findings of 

Karagozog et al. (2008) who found that the variable assertiveness has 

a positively significant correlation with self esteem. In another study 
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by Dries and Pepermans (2007) reported that emotional intelligence 

has a positive significant correlation with assertiveness. 

 Further, it can also be noted that the variables, assertiveness, 

emotional intelligence and self esteem have marked or substantial 

significant negative correlations with the personality dimension, 

inertia at 0.01 level. Inertia is characterized by introverted instability, 

inhibition, low initiative and low self confidence, and unable to refuse 

and assert individually and does not have strong emotional ties 

(Mathew, 1995). The present result once again authenticates and 

supports the attributes of inertia are very reliable for researches.  

 And again, assertiveness, emotional intelligence and self 

esteem have positive and marked or considerable significant 

correlations at 0.01 level with the personality dimension, activation, 

which is characterised by extraversion, risk taking, adventurous, 

belief in self effort and freedom of the will, showing considerable 

sportsman spirit and practical intelligence (Mathew, 1997).  

 The personality dimension, stability has an indifferent or 

negligible, negative relationship with assertiveness (r = -0.150, at 

0.05 level of significance) and it has a negative, insignificant and 

trifling correlation with emotional intelligence (r = -0.086). The 

relationship between stability and self esteem is low, slight and 

negative, but significant at 0.01 level (r =-0.217). Stability is 

characterised as egoless and non-conventional, they can be very 

sociable or be alone with equal ease, they can assert if they want to 

and to show meta-motivation and are capable of detached action 

(Mathew, 1997). The personality component, inertia has a negative, 

marked correlation with activation (r = -0.532) and a low, negative 

relationship with stability (r = -0.346) at 0.01 level of significance. 

Activation has a negative but noticeable association with stability (r 

=-0.609) at 0.01 level. Hence, the hypothesis is accepted. 
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5.3.3 Two-way Analysis of Variance 

5.3.3.1   Objective 

 To find out the main and interaction effects of the variables, 

emotional intelligence and self esteem on assertiveness among 

recruit police constables 

5.3.3.2   Hypothesis 

 There will be significant difference between the classificatory 

factors of emotional intelligence (low and high) and self esteem (low 

and high) on assertiveness. 

 To bring about this objective and to test the hypothesis, the 

scores of the variables, emotional intelligence and self esteem are 

classified into low and high groups taking medians as cut-off point 

and these data are put into two-way analysis of variance.  

TABLE 5.20 

Classification of the Sample Based on various levels  

of Emotional Intelligence and Self Esteem on Assertiveness 

Emotional Intelligence 

 

Self Esteem 

Assertiveness 

Low High Total 

Low 75 15 90 

High 15 75 90 

Total 90 90 180 

 

 From the Table 5.20, it can be observed that an equal number 

of persons belong to the groups of low emotional intelligence - low 

self esteem and high emotional intelligence - high self esteem (N = 

75). Like these, an equal number of persons belong to the other two 

groups such as, high emotional intelligence – low self esteem and low 

emotional intelligence – high self esteem (N = 15). 

 The results of two-way ANOVA are presented in Table 5.21. 



 

 

 

 

TABLE 5.21 

Summary of Two-way ANOVA 

(Emotional Intelligence x Self Esteem): Results for Assertiveness 

Variable 

Residual 

Main Effects 

Interaction 

Emotional Intelligence Self esteem 

Sum of 
squares 

Mean 
squares 

Sum of 
squares 

Mean 
squares 

F 
Sum of 

Squares 
Mean 

Squares 
F 

Sum of 
Squares 

Mean 
squares 

F 

Assertiveness 128345.280 729.235 70172.010 70172.010 96.227*** 16529.388 16529.388 22.667*** 533.610 533.610 0.732 

***p<0.001  
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 From the Table 5.21, it is shown that emotional intelligence 

has a highly significant influence on assertiveness (F = 96.227; 

p<0.001). The self esteem also is found to have significant effect on 

assertiveness (F = 22.667; p<0.001). But, there is no significant 

interaction effect of emotional intelligence and self esteem on 

assertiveness has been found out. 

TABLE 5.22 

Mean and Standard Deviation of  

Emotional Intelligence on Assertiveness 

Emotional Intelligence 
Assertiveness 

Mean N Std. Deviation 

Low 55.96 90 23.29 

High 126.08 90 33.04 

 

 From the means (Table 5.22), it can be seen that the persons 

who are having low level of emotional intelligence are less assertive 

(M = 55.96, SD = 23.29) and persons who are having high level of 

emotional intelligence are highly assertive (M = 126.08, S.D = 33.04).  

The research of Burnette (2008) indicated that functional or higher 

levels of emotional intelligence enhance a person’s ability to interact 

effectively with others, and also helps to stand up for one’s own 

rights and not let other people to take advantage of oneself.  

TABLE 5.23 

Mean and Standard Deviation of Self Esteem on Assertiveness 

Self Esteem 
Assertiveness 

Mean N Std. Deviation 

Low 60.50 90 29.88 

High 121.53 90 36.66 
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 From the cell means (Table 5.23), it can be noted that persons 

who are having low level of self esteem are less assertive (M = 60.50, 

S.D = 29.88) than those who have high level of self esteem (M = 

121.53, S.D = 36.66). It implies that high self esteem makes people 

more willing to speak up and stand up for one’s own rights. The 

findings of the present study were supported by Baumeister et al. 

(2003), Karagazog et al. (2008) and Lin et al. (2004). 

The findings of Masters et al. (1989) showed that non-assertive 

individuals have very little confidence in their own skills and efforts 

and feel subservient to the rights and desires of others. They show 

anxiety when they have to exhibit assertive behaviour and so they 

react unassertively even though such behaviour may not lead them 

toward attainment of desired goals. 

TABLE 5.24 

Mean and Standard Deviation  

of the Interaction between Emotional  
Intelligence and Self Esteem on Assertiveness 

Emotional Intelligence 

 

 

 

Self Esteem 

Assertiveness 

Low High 

Mean N SD Mean N SD 

Low 52.44 75 23.52 73.53 15 11.24 

High 100.80 15 25.71 131.13 75 32.13 

 

 Though there is no significant interaction between various 

levels of emotional intelligence and self esteem on assertiveness had 

been found out, it can be noted from Table 5.24 that, people who 

scored low in emotional intelligence and self esteem are having lower 

mean score for assertiveness (M = 52.44, SD = 23.52) than the other 

groups. Also, it is noticed that people who scored high in emotional 
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intelligence and self esteem are having higher mean score for 

assertiveness. Some research data suggested that elevated self-

efficacy along with high emotional intelligence is considered to be 

prime factors leading to positive accomplishments in nearly all of life 

endeavours (Kuncel, Hezlett & Ones, 2004). 

5.3.4 Three-way Analysis of Variance 

5.3.4.1 Objective 1  

 To find out the main and interaction effects for the variables, 

personality, emotional intelligence and educational qualification on 

assertiveness 

5.3.4.2 Hypothesis 

There will be significant interaction among the classificatory 

factors of personality dimensions (inertia, activation and stability), 

emotional intelligence (low and high) and educational qualification 

(post-graduate, graduate, plus two and S.S.L.C) on assertiveness.  

 In order to accomplish the independent and interactive effects 

of personality (inertia, activation and stability), emotional intelligence 

(low and high) and educational qualification (S.S.L.C, Plus two, 

graduate and postgraduate) on assertiveness, a three-way ANOVA 

has been performed. The summary of the results are given in the 

Table 5. 25. 



 

 

 

 

TABLE 5.25 

Results of Three-way ANOVA of Personality, Emotional Intelligence and Education on Assertiveness 

Variable 

Main Effects Interaction Effects 

Personality 

(A) 

Emotional 
Intellige

nce 

(B) 

Education 

(C) 
A-B A-C B-C A-B-C 

F- Value F - Value F – Value F – Value F - Value F - Value F – Value 

Assertiveness 30.331*** 78.002*** 27.467*** 1.795 3.824** 1.602 .550 

***p<0.001, **p<0.01 
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5.3.4.2.1  Main Effects 

5.3.4.2.1.1 Assertiveness Based on Personality 

 It can be seen from the Table 5.25, that personality has a 

significant role on assertiveness (F = 30.331; p<0.001). 

TABLE 5.26 

Mean and Standard Deviation of Various  
Dimensions of Personality on Assertiveness 

Personality 
Assertiveness 

Mean N SD 

Inertia 45.33 43 16.61 

Activation 119.44 89 38.49 

Stability 79.06 48 34.84 

 

 Based on the cell mean from Table 5.26, it can be said that the 

persons who scored high in activation are more assertive (M = 

119.44, SD = 38.49) than the other two personality dimensions, 

inertia and stability. As far as a policeman is concerned, the person 

with activation could shine out well in the profession. The role of the 

police has become too amorphous. Almost from dealing with the 

actual police functions like law and order, and crime control and 

traffic regulation, the police today deal with perhaps all items under 

the sun. This sort of situation has a number of unsavoury 

consequences. Firstly, it has a terrible strain on manpower and other 

resources of a department, already resource-starved. Secondly, 

because most of these duties are not part of regular police 

functioning, there is ill preparedness at times that brings the whole 

department into ridicule. Thirdly, because these extra duties mean 

diversion from the main activities of police, they too get adversely 

affected. So, a policeman who is so passive, sluggish, slow, lazy and 
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less energetic like inertic personality could not outperform in the 

profession. Rather, he should be hasty, risk taking, rash, 

adventurous and analytical. 

5.3.4.2.1.2 Assertiveness Based on Emotional Intelligence 

 From the Table 5.25, it is shown that emotional intelligence is 

significantly differ on assertiveness (F = 78.002, p<0.001). The 

detailed discussion of the results is already given in Table 5.22 on 

page 265. 

5.3.4.2.1.3 Assertiveness Based on Educational Qualification 

 From the Table 5.25, it can be observed that the education 

plays a significant role on assertiveness (F = 27.467; p<0.001). 

TABLE 5.27 

Mean and Standard Deviation of  

Educational Qualification on Assertiveness 

Education 
Assertiveness 

Mean N SD 

S.S.L.C 52.57 14 35.09 

Plus Two 53.81 32 21.56 

Graduation 77.35 79 32.51 

Post-graduation 142.07 55 23.86 

 

 Based on the mean scores (Table 5.27), it can be noted that the 

subjects having low educational qualification are less assertive than 

the highly educated groups. Here, postgraduates have a mean score 

of 142.07, graduates have a mean of 77.35, subjects with plus two 

have a mean of 53.81 and the persons only having S.S.L.C have a 

mean score of 52.57 on assertiveness. The result implies that high 

level of education leads to high level of assertiveness, that is, highly 
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educated persons can interact with people while standing up for their 

rights, resist manipulation and cope with criticism. Onyeizugbo 

(2003) reported that persons with higher educational attainment are 

more assertive than persons with lower educational attainment. 

For the police constables, the minimum educational 

qualification required to apply for the post is S.S.L.C. But, from Table 

5.27, it can be seen that out of 180 recruit police constables, 79 are 

graduates and 55 are post-graduates and only 14 are having with the 

qualification of S.S.L.C. The study implies that it is very easy to 

manipulate the persons with low level of education.  

 From the observation of the researcher, it is also revealed that 

a large proportion of police constables are deviated from their police 

duties, but they are serving their masters (higher-ups in the police 

officers) like slaves or servants (as a part of obedience to the 

authority) to their household activities and personal matters, by 

doing so, they are getting some rewards from the department like 

good service entry, police medal, bank loan etc. (This is not the case 

of every one who grabs the awards. But, not to deny, of course, these 

things happen in the Police Department.) These constables in the 

department are sarcastically known as “the flask dutymen”. To be a 

professional policeman, the minimum educational qualification 

required for a police constable should be raised to a graduation level. 

Education helps to stand up for one’s own rights and to establish the 

personal dignity and self worth and it also gives the spirit to resist 

the exploitation. 
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5.3.4.2.2   Two-way Interactions 

5.3.4.2.2.1 Assertiveness Based on Personality and Emotional 

Intelligence 

 The results presented in Table 5.25 shows that there is no 

significant role of the interaction between the various dimensions of 

personality and emotional intelligence on assertiveness in the recruit 

police constables.  

TABLE 5.28 

Mean and Standard Deviation of  

Emotional Intelligence and Personality on Assertiveness 

Emotional Intelligence Personality 
Assertiveness 

Mean N SD 

Low 

Inertia 40.44 39 4.03 

Activation 78.72 25 20.51 

Stability 57.35 26 24.63 

High 

Inertia 95.25 4 4.57 

Activation 135.34 64 31.52 

Stability 104.73 22 26.85 

 

 Based on the mean score (Table 5.28), it can be observed that 

the persons who are having high level of emotional intelligence and 

possessing activation as a major personality dimension are highly 

assertive than the other groups (M = 135.34). And also, we can see 

that the persons who are having low level of emotional intelligence 

and are possessing inertia as their major personality dimension are 

less assertive than the  other groups (M = 40.44). As F-ratio is not 

statistically significant for these variables, we cannot reach into this 

type of a conclusion. On the basis of this, it can be argued that 

whatever the level of emotional intelligence the police recruits have or 
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which type of personality they possess that may not be a factor that 

influence them to be assertive in life situations. 

5.3.4.2.2.2 Assertiveness Based on Personality and Education 

 According to the result presented in the Table 5.25, the 

educational qualification of the subjects and various dimensions of 

personality, such as inertia, activation and stability have significant 

interaction on assertiveness (F = 3.824, p<0.01).  

TABLE 5.29 

Mean and Standard Deviation of  

Personality and Education on Assertiveness 

Education Personality 
Assertiveness 

Mean N SD 

S.S.L.C 

Inertia 39.83 12 4.24 

Activation 129.00 2 46.67 

Stability - - - 

Plus Two 

Inertia 41.47 15 3.66 

Activation 76.10 10 26.43 

Stability 48.43 7 8.89 

Graduation 

Inertia 54.87 15 25.55 

Activation 96.89 36 31.73 

Stability 64.29 28 21.03 

Post-

graduation 

Inertia 35.00 1 32.51 

Activation 149.34 41 17.82 

Stability 127.38 13 11.56 

 

 On observation from cell means (Table 5.29), it can be stated 

that post-graduated police recruits with activation as their major 

personality dimension are more assertive (M = 149.34, SD = 17.82) 

than the other groups. And also, out of the four groups of education, 

the persons who are having activation as a dominant personality 
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dimension are having greater mean score for assertiveness than the 

other two personality dimensions, such as inertia and stability.  

5.3.4.2.2.3 Assertiveness Based on Emotional Intelligence and 

Education 

 From the Table 5.25, it can be seen that there is no significant 

interaction between emotional intelligence and education on 

assertiveness of the recruit police constables. 

TABLE 5.30 

Mean and Standard Deviation of  

Education and Emotional Intelligence on Assertiveness 

Education 
Emotional 
Intelligence 

Assertiveness 

Mean N SD 

S.S.L.C 
Low 39.83 12 4.24 

High 129.00 2 46.67 

Plus Two 
Low 49.60 30 11.51 

High 117.00 2 45.25 

Graduation 
Low 56.37 41 18.59 

High 100.00 38 a28.97 

Post-
graduation 

Low 108.43 7 33.68 

High 146.98 48 17.78 

 

 Based on the mean scores (Table 5.30), it can be said that the 

recruits who are postgraduates and also possessing high level of 

emotional intelligence have higher mean score (M = 146.98, SD = 17. 

78) for assertiveness, whereas, the subjects who are having S.S.L.C 

as their educational qualification and holding a low level of emotional 

intelligence are having lower mean score (M = 39.83, SD = 12) for 

assertiveness. As the result is not statistically significant, it can be 

argued that whatever educational qualification the subjects possess 

or what level of emotional intelligence they have that may not be a 

factor that influences them to be assertive in their lives.  
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5.3.4.2.3 Three-way Interactions 

5.3.4.2.3.1 Assertiveness Based on Education, Personality and 

Emotional Intelligence 

 On observation from the Table 5.25, it can be seen that there 

is no significant interaction effect among various groups of education 

(S.S.L.C, plus two, graduation and post-graduation) personality 

(inertia, activation and stability dimensions) and emotional 

intelligence (low and high levels) on assertiveness. 

TABLE 5.31 

Mean and Standard Deviation of Education,  

Personality and Emotional Intelligence on Assertiveness 

Education Personality 
Emotional 
Intelligence 

Assertiveness 

Mean N SD 

S.S.L.C 

Inertia 
Low 39.83 12 4.24 

High - - - 

Activation 
Low 129.00 2 46.67 

High - - - 

Stability 
Low - - - 

High - - - 

Plus Two 

 

Inertia 
Low 41.47 15 3.66 

High - - - 

Activation 
Low 65.88 8 2.90 

High 117.00 2 45.25 

Stability 
Low 48.43 7 8.89 

High - - - 

Graduation 

Inertia 
Low 40.18 11 4.26 

High 95.25 4 4.57 

Activation 
Low 76.29 14 12.66 

High 110.00 22 33.41 

Stability 
Low 50.06 16 12.87 

High 83.25 12 13.14 

Post-graduation 

Inertia 
Low 35.00 1 - 

High - - - 

Activation 
Low 124.33 3 12.42 

High 151.32 38 16.74 

Stability 
Low 108.43 7 33.68 

High 146.98 48 17.78 
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 From the cell means (Table 5.31), it can be noted that the 

subjects who are post-graduates, having activation as the major 

personality dimension and high in emotional intelligence show a 

greater mean score for assertiveness (M = 151.32, SD = 38) than the 

other groups. Whereas, the subject who is post-graduate, having 

inertia as the dominant personality dimension and low in emotional 

intelligence shows lower mean score for assertiveness (M = 35.00, N 

= 1), and also the subjects who are having S.S.L.C as their 

educational qualification, inertia as the personality dimension and 

low in emotional intelligence are also having a lower mean score for 

assertiveness (M = 39.83, SD = 4.24). However, the F-ratio is not 

statistically significant. 

5.3.4.3   Objective 2  

 To find out the main and interaction effects for the variables, 

personality, self esteem and educational qualification on 

assertiveness  

5.3.4.4 Hypothesis 

There will be significant interaction among the classificatory 

factors of personality (inertia, activation and stability), self esteem 

(low and high) and educational qualification (post-graduate, 

graduate, plus two and S.S.L.C) on assertiveness. 

 In order to find out the independent and interactive effects of 

personality (inertia, activation and stability), self esteem (low and 

high) and educational qualification (S.S.L.C, Plus two, graduate and 

postgraduate) on assertiveness, a three-way ANOVA has been treated 

which is presented in Table 5.32 and the major observations of the 

results are discussed below. 



 

 

 

 

 

TABLE 5.32 

Results of Three-way ANOVA of Personality, Self Esteem and Education on Assertiveness 

Variable 

Main Effects Interaction Effects 

Personality 

(A) 

Self 
Esteem 

(B) 

Education 

(C) 

2-way 3-way 

A-B A-C B-C A-B-C 

F- Value F – Value F – Value F – Value F - Value F – Value F – Value 

Assertiveness 17.886*** 31.505*** 26.235*** 1.149 3.238** 1.547 3.195* 

***p<0.001, **p<0.01, *p<0.05 
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5.3.4.4.1 Main Effects 

5.3.4.4.1.1 Assertiveness Based on Personality 

 It can be seen from the Table 5.32 that personality has a 

significant role on assertiveness (F = 17.886***, p<0.001). The result 

is already discussed in the Table 5.26 on page 278. 

5.3.4.4.1.2 Assertiveness Based on Self Esteem   

 It is evident from the Table 5.32 that the various levels of self 

esteem have significant differences on assertiveness (F = 31.505, 

p<0.001). The result is already discussed in the Table 5.23 on page 

274. 

5.3.4.4.1.3 Assertiveness Based on Education 

 From the Table 5.32, it is revealed that the various levels of 

education have significant influences on assertiveness (F = 26.235, 

p<0.001). The detailed discussion of the result is already given in 

Table 5.27 on page 279. 

5.3.4.4.2 Two-way Interactions 

5.3.4.4.2.1 Assertiveness Based on Personality and Self Esteem 

 It can be seen from the Table 5.32, that there is no significant 

interaction effect between the various personality dimensions and 

various levels of self esteem on assertiveness. 
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TABLE 5.33 

Mean and Standard Deviation of Various Levels of  
Self Esteem and Personality Dimensions on Assertiveness 

Self Esteem Personality 

Assertiveness 

Mean N 
Std. 

Deviation 

Low 

Inertia 41.78 40 9.36 

Activation 90.31 16 25.54 

Stability 68.50 34 32.95 

High 

Inertia 95.67 3 5.51 

Activation 125.82 73 38.01 

Stability 104.71 14 25.16 

 

 From the cell means (Table 5.33), it can be seen that the 

subjects having high level of self esteem and activation as the major 

personality dimension are having the highest mean score for 

assertiveness (M = 125.82, SD = 38.01) and the subjects having low 

self esteem and inertia as the personality dimension are less 

assertive than the other groups (M = 41.78, SD = 9.36).  

5.3.4.4.2.2 Assertiveness Based on Personality and Education 

 As is seen from the Table 5.32, personality dimensions and 

various levels of education yield a significant F-ratio on assertiveness 

(F = 3.238, p<0.01). The result is already discussed in Table 5.29. 

5.3.4.4.2.3 Assertiveness Based on Self Esteem and Education 

 From the Table 5.32, it can be seen that there is no significant 

interaction effect among the high and low levels of self esteem and 

the various groups of education (S.S.L.C, plus Two, graduation and 

post-graduation) on assertiveness. 
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TABLE 5.34 

Mean and Standard Deviation of the  
Interaction of Education and Self Esteem on Assertiveness 

Education 
Self 

Esteem 

Assertiveness 

Mean N SD 

S.S.L.C 
Low 44.15 13 16.10 

High 162.00 1 - 

Plus Two 
Low 46.72 25 10.38 

High 79.14 7 31.81 

Graduation 
Low 57.65 40 21.95 

High 97.56 39 29.10 

Post-

graduation 

Low 116.42 12 28.43 

High 149.23 43 16.72 

 

 From the mean analysis, it is seen that the subjects having 

high level of education (post-graduates) and high self esteem hold a 

high mean score for assertiveness (M = 149.23, SD = 16.72)). 

Majority of the subjects lie in this group (N = 43). Also, the subjects 

having low level of education (S.S.L.C) and low self esteem are having 

the lowest mean score for assertiveness. At the same time, the 

postgraduates who are having a low level of self esteem also possess 

a high mean score for assertiveness (M= 116.42, SD = 28.43) and  

one subject who has S.S.L.C as an educational qualification is 

having high self esteem and the highest mean score for assertiveness 

(M = 162.00). Hence, the hypothesis is rejected.  

5.3.4.4.3 Three-way Interactions 

5.3.4.4.3.1 Assertiveness Based on Self Esteem, Personality and 

Education 

 On examination of the Table 5.32, it is clear that the 

interaction among various levels of self esteem, personality 
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dimensions and the different groups of education of the subjects 

yield significant F-ratio on assertiveness (F = 3.195) at 0.05 level. 

TABLE 5.35 

Mean and Standard Deviation of Self  
Esteem, personality and Education on Assertiveness 

Self Esteem Personality Education 
Assertiveness 

Mean N Std. Deviation 

Low 

Inertia 

S.S.L.C 39.83 12 4.24 

Plus two 41.47 15 3.66 

Graduation 44.67 12 16.06 

Post-graduation 35.00 1 - 

Activation 

S.S.L.C 96.00 1 - 

Plus two 69.00 3 1.00 

Graduation 81.50 8 21.61 

Post-graduation 122.50 4 10.79 

Stability 

S.S.L.C - - - 

Plus two 48.43 7 8.89 

Graduation 55.90 20 17.84 

Post-graduation 124.57 7 14.72 

High 

Inertia 

S.S.L.C - - - 

Plus two - - - 

Graduation 95.67 3 5.51 

Post-graduation - - - 

Activation 

S.S.L.C 162.00 1 - 

Plus Two 79.14 7 31.81 

Graduation 101.29 28 33.08 

Post-graduation 152.24 37 15.95 

Stability 

S.S.L.C - - - 

Plus two - - - 

Graduation 85.25 8 11.78 

Post-graduation 130.67 6 6.06 

  

From the cell means (Table 5.35), it is viewed that the subjects 

having low level of education (S.S.L.C), low self esteem and inertia as 

the dominant personality have lower mean scores for assertiveness 

(M = 39.83, SD = 4.24). Also, it can be seen that the postgraduates 
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who are having high self esteem and activation as the dominant 

personality dimension have higher mean score for assertiveness than 

all other groups (M =  152.24, N = 37). From the above results, it is 

visible that the interaction of various levels of self esteem, distinct 

dimensions of personality and the different educational backgrounds 

has a significant influence on assertiveness. The result implies that 

the subjects who are highly educated, having high self esteem and 

activation as the prominent personality are more assertive, whereas 

the subjects having lower level of education, low self esteem and  

inertic (passive) personality are less assertive than others. 

5.3.4.5   Objective 3 

 To find out the main and interaction effects for the variables, 

emotional intelligence, personality, and gender on assertiveness of 

the recruit police constables 

5.3.4.6   Hypothesis 

There will be significant interaction among the classificatory 

factors of emotional intelligence (low and high), personality (inertia, 

activation and stability) and gender (male and female) on 

assertiveness). 

 With the purpose of finding out the role of emotional 

intelligence (low and high), personality dimensions (inertia, activation 

and stability) and gender differences (male and female) on 

assertiveness, 3-way ANOVA have been used. The result is presented 

in Table 5.36 and the major observations of the results are discussed 

below. 



 

 

 

 

 

TABLE 5.36 

Results of Three-way ANOVA of Emotional intelligence, Personality and Gender on Assertiveness 

Variable 

Main Effects Interaction Effects 

Emotional 
Intelligence 

(A) 

Personality 

(B) 

Gender 

(C) 
A-B A-C B-C A-B-C 

F- Value F – Value F – Value F – Value F - Value F - Value F – Value 

Assertiveness 85.809*** 8.383*** .008 .214 3.381 2.304 3.507* 

***p<0.001, *p<0.05 
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5.3.4.6.1 Main Effects 

5.3.4.6.1.1  Assertiveness Based on Emotional Intelligence 

 Based on the result presented in Table 5.36, it can be noticed 

that there are significant differences in the various levels of 

emotional intelligence on assertiveness (F = 85.809, p<0.001). The 

result is already discussed in the previous section (Table 5.22 on 

page 274). 

5.3.4.6.1.2 Assertiveness Based on Personality 

 The F-ratio given in the Table 5.36 shows that the various 

personality dimensions of the subjects have a significant role on 

assertiveness (F = 8.383, p<0.001). Based on the cell means, the 

result is already discussed in the preceding section (Table 5.26 on 

page 278). 

5.3.4.6.1.3 Assertiveness Based on Gender 

 Based on the result presented in the Table 5.36, it can be 

observed that no significant effect obtained for gender differences on 

assertiveness (F = 0.008). 

TABLE 5.37 

Mean and Standard Deviation of Gender on Assertiveness 

Gender 
Assertiveness 

Mean N Std. Deviation 

Male 99.51 118 48.74 

Female 74.85 62 32.41 

 

 From the Table 5.37, it can be seen that the males have a 

higher mean score for assertiveness (M = 99.51, SD = 32.41) than the 

females (M = 74.85, SD = 45.26). Though the F-ratio is not 
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significant, we cannot say that males are more assertive than the 

females. 

5.3.4.6.2 Two-way Interactions 

5.3.4.6.2.1 Assertiveness Based on Emotional Intelligence and 

Personality 

 It can be read from the Table 5.36 that the interaction effect 

between emotional intelligence and personality dimensions of recruit 

police constables on assertiveness is not significant. Table 5.28 on 

page 281 gives the picture about the cell means. 

5.3.4.6.2.2 Assertiveness Based on Emotional Intelligence and 

Gender 

 The result presented in the Table 5.36 indicates that there is 

significant interaction effect between the various levels of emotional 

intelligence and gender differences on assertiveness (F = 3.381, 

p<0.05). 

TABLE 5.38 

Mean and Standard Deviation of  
Emotional Intelligence and Gender 

Emotional Intelligence Gender 
Assertiveness 

Mean N SD 

Low 
Male 44.22 41 9.49 

Female 65.78 49 26.74 

High 
Male 128.95 77 32.89 

Female 109.08 13 29.60 

  

 From the cell means in the Table 5.38, it can be observed that 

the males who are having high level of emotional intelligence possess 

a higher mean score for assertiveness (M = 128.95, SD = 77) than the 
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females. And also, males who are having a low level of emotional 

intelligence have a lower mean score for assertiveness (M = 44.22, SD 

= 9.49) than the females in the same group.  

5.3.4.6.2.3 Assertiveness Based on Personality and Gender 

 From the Table 5.36, it can be found that there is no 

significant difference between personality and gender on 

assertiveness (F = 2.304). 

TABLE 5.39 

Mean and Standard Deviation of  

Personality and Gender on Assertiveness 

Gender Personality 
Assertiveness 

Mean N SD 

Male 

Inertia 46.94 35 18.07 

Activation 134.81 62 33.27 

Stability 82.90 21 31.25 

Female 

Inertia 39.38 8 3.89 

Activation 84.15 27 23.67 

Stability 76.07 27 37.71 

 

 Based on the cell means (Table 5.39), it can be reported that 

both the males and females who tend to have activation as the major 

personality dimension are holding higher mean scores for 

assertiveness than both the males and females who possess other 

two personality dimensions such as, inertia and stability. From the 

above result, it can be argued that the effect of personality on 

assertiveness is not compatible with the gender differences. 
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5.3.4.6.3 3-way Interaction 

5.3.4.6.3.1 Assertiveness Based on Emotional Intelligence, 

Personality and Gender Differences 

 On observation from the Table 5.36, it is evident that the F-

ratio is significant for the interaction among the various levels of 

emotional intelligence, personality dimensions and gender differences 

on assertiveness (F = 3.507, p<0.05). 

TABLE 5.40 

Mean and Standard Deviation  

of the Interaction among Emotional  
Intelligence, Personality and Gender on Assertiveness 

Emotional 
Intelligence 

Personality Gender 

Assertiveness 

Mean N 
Std. 

Deviation 

Low 

Inertia 
Male 40.71 31 4.08 

Female 39.38 8 3.89 

Activation 
Male 70.67 3 3.21 

Female 79.82 22 21.66 

Stability 
Male 48.43 7 8.89 

Female 60.63 19 27.82 

High 

Inertia 
Male 95.25 4 4.57 

Female - - - 

Activation 
Male 138.07 59 30.66 

Female 103.20 5 24.93 

Stability 
Male 100.14 14 22.50 

Female 112.75 8 33.26 

 

 Based on the cell means (Table 5.40), it can be said that the 

males having high level of emotional intelligence and activation as 

the dominant personality have the highest mean score for 

assertiveness than all other groups (M = 138.07, SD = 30.66). In the 



 

 

Results & Discussion   297 

case of females, the group which has the high level of emotional 

intelligence and stability as the personality dimension has higher 

mean score for assertiveness (M = 112.75, SD = 33.26) than the 

other groups. As the F-ratio is significant, it may be said that the 

assertiveness of the police recruits is influenced by the interaction of 

various levels of emotional intelligence, distinct personality 

dimensions and the differences in gender. 

5.3.4.7 Objective 4 

 To find out the main and interaction effects for the variables, 

self esteem, personality, gender on assertiveness  

5.3.4.8  Hypothesis 

There will be significant interaction among the classificatory 

factors of self esteem (low and high), personality (inertia, activation 

and stability) and gender (male and female) on assertiveness. 

 In order to find out the role of self esteem (low and high), 

personality (Inertia, Activation and stability) and gender (male and 

female) on assertiveness, a 3-way ANOVA has been put forwarded 

and the major observations are discussed below. 



 

 

 

TABLE 5.41 

Results of Three-way ANOVA of Self Esteem, Personality and Gender on Assertiveness 

Variable 

Main Effects Interaction Effects 

Self Esteem 

(A) 

Personality 

(B) 

Gender 

(C) 
A-B A-C B-C A-B-C 

F- Value F - Value 
F – 

Value 
F - Value F - Value F - Value F – Value 

Assertiveness 31.205*** 8.321*** 3.307 1.874 5.026* 4.887** 2.626 

***p<0.001, **p<0.01,*p<0.05 
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5.3.4.8.1 Main Effects 

5.3.4.8.1.1 Assertiveness Based on Self Esteem 

 It can be seen from the Table 5.41 that the various levels of self 

esteem (low and high) of the police recruits play a significant role on 

assertiveness (F = 31.205, p<0.001). The detailed description of the 

result is presented in the Table 5.23 on page 274. 

5.3.4.8.1.2 Assertiveness Based on Personality 

 It is evident from the Table 5.41 that the various personality 

dimensions such as, inertia, activation and stability significantly 

differ on assertiveness (F = 8.321, p<0.001).  The detailed results and 

discussion is already presented in Table 5.26 and on page 278. 

5.3.4.8.1.3 Assertiveness Based on Gender 

 An observation of the Table 5.41 shows that there is no 

significant effect of differences in gender on assertiveness (F = 3.307). 

The details of the results and discussions are presented in the Table 

5.37 on page 293. 

5.3.4.8.2 Two-way Interactions 

5.3.4.8.2.1 Assertiveness Based on Self Esteem and Personality 

 An examination of the Table 5.41 reveals that there is no 

significant interactions between self esteem and personality on 

assertiveness (F = 1.874). The result is detailed in the Table 5.33 on 

page 288. 

5.3.4.8.2.2 Assertiveness Based on Self Esteem and Gender 

 The F-ratio given in the Table 5.41 shows that there is 

significant interaction between the various levels of self esteem and 

differences in gender on assertiveness (F = 5.026, p<0.05). 
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TABLE 5.42 

Mean and Standard Deviations of  
Self Esteem and Gender on assertiveness 

Self Esteem Gender 

Assertiveness 

Mean N 
Std. 

Deviation 

Low 
Male 51.72 47 21.23 

Female 70.09 43 34.89 

High 
Male 131.14 71 33.55 

Female 85.63 19 23.29 

 

 From the cell means (Table 5.42), it is shown that the males 

having high self esteem have a higher mean score for assertiveness 

(M = 131.14, SD = 33.55) than the females in the same group (M = 

85.63, SD = 23.29) and males having low self esteem are less 

assertive than the females in the same group. The result also 

indicates that the males in the high self esteem group are more 

assertive than the males in the low self esteem group and also, 

females in the high self esteem group are more assertive than the 

females in the low self esteem group. 

5.3.4.8.2.3 Assertiveness Based on Personality and Gender 

 It is evident from the Table 5.41 that there is a significant 

interaction among the various dimensions of personality such as, 

inertia, activation and stability and the gender differences on 

assertiveness (F = 4.887, p<0.01). The cell means are presented in 

Table 5.39 on page 295. 
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5.3.4.8.3 3-way Interactions 

5.3.4.8.3.1 Assertiveness Based on Self Esteem, Personality and 

Gender 

 From the Table 5.41, it is clear that the F-ratio for the 

interaction among the various levels of self esteem (low and high), 

inertia, activation and stability dimensions of personality and 

differences in gender (male and female) on assertiveness is not 

significant (F = 2.626). 

TABLE 5.43 

Mean and Standard Deviation of Gender,  

Personality and Self Esteem on Assertiveness 

Gender Personality Self Esteem 
Assertiveness 

Mean N Std. Deviation 

Male 

Inertia 
Low 42.37 32 10.24 

High 95.67 3 5.51 

Activation 
Low 95.20 5 14.48 

High 138.28 57 32.22 

Stability 
Low 59.90 10 20.32 

High 103.82 11 23.90 

Female 

Inertia 
Low 39.38 8 3.89 

High - - - 

Activation 
Low 88.09 11 29.61 

High 81.44 16 19.17 

Stability 
Low 72.08 24 36.75 

High 108.00 3 35.16 

  

From the cell means (Table 5.43), it is revealed that the males 

who have high self esteem and activation as the personality 

dimension show the highest mean score for assertiveness (M = 



 

 

Results & Discussion   302 

138.23, SD = 32.22). But, the females who have high self esteem and 

stability as the personality dimension have the highest mean score 

for assertiveness (M = 108.00, SD = 35.16).  It is also evident from 

the Table 4.43 that out of the 12 interaction groups, the females 

holding low self esteem and inertia as the prevailing personality have 

the lowest mean score for assertiveness (M = 39.38, SD = 3.89) and 

the second lowest mean score for assertiveness (M = 42.37, SD = 

10.24) is to the group of males who is having low self esteem and 

inertia as the prominent personality dimension. The result is tended 

to show that the low self esteem and the personality dimension, 

inertia may contribute to a low level of assertiveness. Though the F-

ratio is not significant, it may be argued that the assertiveness is not 

influenced by the interaction of what gender the subjects have, in 

which personality dimension they include and what levels of self 

esteem they possess. 



 

 

 

 

 

 

 

Phase 4 

PREPARATION & DEVELOPMENT  

OF THE  

TRAINING MODULE -  

QUALITATIVE DESCRIPTIVE ANALYSIS 

 



 

 

 

 

 

 

 The result and discussion of this phase is detailed in Chapter 

4 (Pages 168-233). 

 



 

 

 

 

 

 

 

Phase 5 

TARGETED INTERVENTION AND  

PERFORMANCE MONITORING -  

QUANTITATIVE DESCRIPTIVE ANALYSIS 



 

 

 

5.5.1 Objectives for the Targeted Intervention 

5.5.1.1 Main Objective 

To implement the newly developed intervention strategy to 

augment the human relations skills for recruit police constables 

5.5.1.2 Specific objectives 

(i) To enhance the assertiveness skills and to practice strategies 

to cope with aggressiveness and passivity 

(ii) To improve emotional intelligence skills, so as to managing 

emotions well 

(iii) To eliminate low self esteem and to foster a positive self image 

5.5.2 Objective for the Performance Monitoring 

5.5.2.1 To test the efficacy of the intervention using pretest – 

posttest measures 

 In this phase, an intervention was provided to the experimental 

group, where as the control group had undergone the usual police 

training procedures. 

5.5.3 Hypotheses 

 On the basis of the specific objectives mentioned above, the 

following hypotheses have been formulated. 

5.5.3.1 There will be significant differences in the psychological 

variables of assertiveness, emotional intelligence and self 
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esteem between before-and-after interventions in the 

experimental group. 

5.5.3.2  There will be no significant differences in the psychological 

variables of assertiveness, emotional intelligence and self 

esteem between the before-and-after interventions in the 

control group. 

5.5.3.3  There will be significant differences in the psychological 

variables of assertiveness, emotional intelligence and self 

esteem between the experimental and control groups after 

intervention. 

5.5.4 Comparison of Psychological Variables in the Experimental 

Group between the Before-And-After Interventions 

 In order to test the efficacy of the intervention, the comparison 

of psychological variables in the experimental group between the pre-

test and post-test was assessed using the paired t-test. Table 5.45 

indicates the results. 

TABLE 5.44 

Means, Standard Deviations  
and t-values of Assertiveness, Emotional  

Intelligence and Self Esteem in the Experimental  

Group between the Before-and-After Interventions (N = 28) 

Variables 
Pre-Intervention Post-Intervention 

t-value 
Mean SD Mean SD 

Assertiveness 40.07 4.01 160.79 7.81 80.697*** 

Emotional Intelligence 30.93 3.09 108.50 8.23 43.118*** 

Self Esteem 45.57 3.06 73.04 3.17 27.520*** 

***p<0.001 

 From the Table 5.44, it is shown that all the t-values are found 

to be highly significant at 0.001 level. 
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 The mean score for assertiveness in the pre-intervention was 

40.07, but after intervention that is increased to 160.79 and the 

mean difference is 80.697 which is significant at 0.001 level. That 

means, after the intervention, the police recruits in the experimental 

group acquired the skills to communicate assertively by not being 

afraid to speak his mind or trying to influence others, but doing so in 

a way that respects the personal boundaries of others. They are also 

willing to defend themselves against aggressive incursions. Before 

intervention, it is observed that the majority was suffering from a 

loss of self confidence due to destructive relationships in their 

personal and working lives. So, the result implies that the present 

intervention could help those who have previously suffered in silence 

to speak up for themselves.  

 For emotional intelligence, the mean score of the pre-

intervention (30.93) was increased to 108.50 in the post-intervention 

and the difference in the mean scores is 43.118 that is found to be 

significant at 0.001 level. The law enforcement community is 

constantly being scrutinized and criticized regarding the manner in 

which officers interact with the public. Functional or higher levels of 

emotional intelligence enhance a person’s ability to interact 

effectively with others. The importance of cultivating positive 

emotions at work is spelled out in relation to high-potential 

identification and development policies and retention management. 

The result confirms that the present training package could improve 

the emotional intelligence skills of the police trainees in the 

experimental group. 

 It can also be seen that there is a highly significant difference 

in the mean scores of self esteem (t = 27.520) between the pre-post 

interventions at 0.001 level. That is, the mean score for self esteem 

in the pre-intervention (45.57) was increased to 73.04 in the post-
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intervention. Self esteem reflects a person’s overall evaluation or 

appraisal of his or her own worth and which is considered as the 

experience of being competent to cope with the basic challenges of 

life and being worthy of happiness. The result indicates that the 

police recruits in the experimental group could eliminate the low self 

esteem and the intervention package helped them to foster a positive 

self image. Hence the first hypothesis is accepted. 

5.5.5 Comparison of the Psychological Variables in the Control 

Group between the Before-and-After Interventions 

 To analyse and verify the second hypothesis, the comparison of 

psychological variables in the control group between the pre-test and 

post-test was assessed again using the paired t-test. The results are 

given in Table 5.45. 

TABLE 5.45 

Means, Standard Deviations  
and t-values of Assertiveness, Emotional  

Intelligence and Self Esteem in the Control  
Group between the Before-and-After Intervention (N = 28) 

Variables 
Pre-Intervention Post-Intervention 

t-value 
Mean SD Mean SD 

Assertiveness 40.57 3.55 40.43 3.66 0.94146 

Emotional 
Intelligence 

32.07 2.71 31.93 2.80 0.660 

Self Esteem 45.64 2.94 46.14 3.03 2.147* 

*p<0.05 

 Above table indicates the mean scores, standard deviations 

and t-values of assertiveness, emotional intelligence and self esteem 

in the pre-post intervention assessments of the control group. From 

the Table 5.45, it can be seen that the t-values for assertiveness and 

emotional intelligence are not significant. But a significant difference 
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is observed in the case of self esteem (t = 2.147, p<0.05 level). In 

comparison with that of the experimental group, this mean difference 

is very minute. In the experimental group, the police recruits to 

whom the intervention package was administered, the mean 

difference in the self esteem (t = 27.520, p = 0.001 level) was higher 

than that of the control group (see Table 5.44). Hence, the hypothesis 

is not accepted. 

 While doing comparison among the psychological variables 

being considered for the study, it is shown that only self esteem is 

found to be changed slightly, where as other two variables, 

assertiveness and emotional intelligence, are unaffected in the 

control group. That means the usual police training procedures are 

insufficient to develop the most prominent human relations skills 

such as assertiveness and emotional intelligence. The slight, 

significant difference in the mean of self esteem of the pre-post 

interventions in the control group may be due to the perception of 

the police recruits about their job. That is, the policeman is different 

from other government, uniformed professionals, because this job is 

of para-military structure that conveys power, authority and control 

over people and this job grabs fear and respect from the public 

towards the police. This attitude may create or boost the 

contingencies of their self worth. 

5.5.6 Comparison of the Psychological Variables in the 

Experimental and Control Groups after the Intervention 

 To assess and compare the effectiveness of the human 

relations skill training package and the usual police training 

procedures upon the psychological variables under study, 

comparisons were done in the post intervention assessments of both 

the experimental and control groups. Assertiveness, emotional 
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intelligence and self esteem were studied like this, subjecting the 

data to the independent t-test. The results are given in Table 5.46. 

TABLE 5.46 

Means, Standard Deviations  

and t-values of Assertiveness, Emotional  
Intelligence and Self Esteem between the Experimental  

and Control Groups in the Post-Intervention (N = 28) 

Variables 
Experimental Group Control Group 

t-value 
Mean SD Mean SD 

Assertiveness 160.79 7.81 40.43 3.66 73.821*** 

Emotional Intelligence 108.50 8.23 31.93 2.80 43.627*** 

Self Esteem 73.04 3.17 46.14 3.03 33.048*** 

***p<0.001 

 From the Table 5.46, it is revealed that all the t-values are 

significant at 0.001 level. At first, assertiveness is compared between 

the experimental and control groups. The mean score of 

assertiveness in the experimental group after the intervention was 

160.79, where as, that of the control group was 40.43 and the mean 

difference is 73.821. This shows that the experimental group has a 

significantly higher level of assertiveness than the control group after 

intervention. 

 In the case of emotional intelligence, the mean score for the 

experimental group is 108.50, and that for the control group is 31.93 

after intervention. The mean difference is 43.627. It implies that 

emotional intelligence is significantly higher than that of the control 

group in the post-intervention assessment. 

 While comparing the self esteem between the experimental and 

control groups, it can be noted that like the other psychological 

variables such as, assertiveness and emotional intelligence, again 

there is a high level of significant difference between both the groups 
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in the post-intervention assessment of self esteem. The experimental 

group has obtained a mean score of 73.04, where as the control 

group has scored 46.14 as the mean of self esteem in the post-

intervention assessment and the t-value is found to be 33.048 at 

0.001 level of significance. It means that self esteem is higher in the 

experimental group than the control group in the post-intervention 

assessment. Hence, the hypothesis is accepted. 

 From the Tables 5.44, 5.45 and 5.46, it is understood that the 

human relations skills training package and the various modules, 

principles, methodologies, activities and practicum involved it are 

found to be highly effective to enhance the assertiveness skills and to 

practice strategies to cope with aggressiveness and passivity; to 

improve emotional intelligence skills, so as to managing emotions 

well and to eliminate low self esteem and to foster a positive self 

image. The similar evidences to the findings of the present study 

were reported by many researchers, such as, Lockett (1995), Fox and 

Boulton (2003), Dwairy (2004), John and Christine (2004), Lin, et al 

(2004), Brecklin and Ullman (2005), Murakami and Fukumitsu 

(2005), Pepermans and Dries (2007), Brecklin (2008), Bankole and 

Dauda (2009) etc.  



 

 

 

 

 

 

 

 

Phase 6 

EVALUATION OF THE TRAINING -  

QUALITATIVE DESCRIPTIVE ANALYSIS 

  



 

 

 

 

No doubt ‘evaluation’ is regarded as an integral part of the 

training system. At every stage of training programme design, 

evaluation and feedback play an important role and provide enough 

scope for the improvement of every element of training. Evaluation is 

not just a single act or event, but an entire process. It is an intrinsic 

part of the interrelated activities of determining needs, establishing 

objectives, conducting the programme, and measuring the results.  

5.6.1 Objective 

 To assess the formative and overall outcome of the training 

programme in terms of trainees’ reaction (how well trainees liked the 

training), learning (what principles facts or skills were learned), 

behavior (what were the resulting changes in job behaviour) and 

results (what were the tangible results from training). 
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5.6.2 Result of Formative Evaluation (Daily audit) 

5.6.2.1 Feed back of Session 1: Ice Breaking 

TABLE 5.47 

Feed back of Session 1: Ice Breaking 

Sl. 
No. 

Questions/Observations 

Response (N = 28) 

U
n

s
a
ti

s
fa

c
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ry
 

N
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d
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t 

S
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A
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o
v
e
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v
e
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g
e
 

S
u

p
e
ri

o
r 

1 

The session was well prepared.   3 9 16 

a. Content coverage  3 6 12 7 

b. Presentation    6 22 

c. Usefulness in job  3 21 4  

2. The session was lively.    2 26 

3. The session was clear.   5 2 21 

4. Facilitation skill   3 19 6 

5. Use of audio-visuals   2 22 4 

6. 
Facilitator’s 

a. Eye contact 

  2 8 18 

 

b. Gestures    6 22 

c. Pace of delivery    24 2 

d. Mannerisms    23 5 

e. Confidence    1 27 

7. Training methodologies   12 8 8 

8. The session allowed for practice.    26 2 

9. The facilitator allowed time for questions.   13 10 28 

10. Individual questions were addressed.   14 10 4 

11. 
The facilitator evaluated the knowledge 
and skills acquired. 

   22 6 

12. The objectives were met.  1 2 20 5 

 

 From the Table 5.47, it is revealed that the first session, i.e., 

the ice breaking, was well appreciated by the participants. Out of 28 

participants, only 3 responded that the content coverage of the 
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session needs improvement.  Also, 3 responded that the ice breaking 

is not much useful in the application of their job. For the other 

segments, majority opined that the first session was lively and clear, 

they rated it as ‘superior’ and ‘above average.’ From this, it can be 

implied that the ice breaking session was highly effective to 

encourage participants to interact with each other and get to know 

each other in non-orthodox and untraditional contexts and to soften 

up participants before they face the core material of the training. 

5.6.2.2 Feedback of Session 2: Group Dynamics 

TABLE 5.48 

Feedback of Session 2: Group Dynamics 

Sl. 

No. 
Questions/Observations 

Response (N = 28) 

U
n
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a
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ry
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n

t 
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A
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e
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g
e
 

S
u

p
e
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o
r 

1 

The session was well prepared.   3 21 4 

a. Content coverage   6 18 4 

b. Presentation   2 17 9 

c. Usefulness in job     28 

2. The session was lively.    11 17 

3. The session was clear.     28 

4. Facilitation skill   2 3 23 

5. Use of audio-visuals    23 5 

6. 
Facilitator’s 

a. Eye contact 

   22 6 

 

b. Gestures    7 21 

c. Pace of delivery   6 18 4 

d. Mannerisms    24 4 

e. Confidence     28 

7. Training methodologies   8 15 5 

8. The session allowed for practice.     28 

9. The facilitator allowed time for questions.   9 19  

10. Individual questions were addressed.   10 16 2 

11. 
The facilitator evaluated the knowledge and skills 

acquired. 

    28 

12. The objectives were met.  1  5 23 
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       From the analysis of the feedback of the second session, i.e, 

group dynamics, it is revealed that the majority of the participants 

rated the session as superior and above average. All of the 

participants opined that this session has practical utility in their job, 

the session was clear to them, facilitators were so confident, the 

session allowed time for practice and the facilitators evaluated the 

knowledge and skills acquired by the participants. A few responded 

that the preparation of the session was satisfactory, including the 

content coverage and presentation of the session. Only one 

participant opined that the objectives of the session were not met, 

that it needs improvement. From the responses of the trainees, it is 

inferred that the group dynamic activities offered by the researcher 

were successful to maintain the cohesiveness and interaction among 

them. 

5.6.2.3 Feedback of Session 3: Introduction to Human 

Relations and its Major Themes 

TABLE 5.49 

Feedback of Session 3: Introduction  

to Human Relations and its Major Themes 

Sl. 

No. 
Questions/Observations 

Response (N = 28) 

U
n
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S
u

p
e
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o
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1. 

The session was well prepared.   6 22  

a. Content coverage     28 

b. Presentation     28 

c. Usefulness in job    20 8 

2. The session was lively.   10 18  

3. The session was clear.    16 12 

4. Facilitation skill    21 7 

5. Use of audio-visuals  9 19   
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Sl. 
No. 

Questions/Observations 

Response (N = 28) 

U
n

s
a
ti

s
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c
to

ry
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e
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p
ro

v
e
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e
n
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A
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o
v
e
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e
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g
e
 

S
u

p
e
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o
r 

6. 
Facilitator’s 

a. Eye contact 

   7 21 

 

b. Gestures    9 19 

c. Pace of delivery   3 8 17 

d. Mannerisms     28 

e. Confidence     28 

7. Training methodologies  9 19   

8. The session allowed for practice.  22 6   

9. The facilitator allowed time for questions.    23 5 

10. Individual questions were addressed.    21 7 

11. 
The facilitator evaluated the knowledge and 

skills acquired. 

   26 2 

12. The objectives were met.     28 

 

 As this session was an introduction to human relation and its 

major themes, much group activities were not involved. Lecture 

method was adopted and the use of audio-visuals was so minimal, 

though power point presentation of each theme was introduced. The 

theoretical and historical aspects were more highlighted and the 

need of human relations skills in the police organization was also 

emphasized. It may be because of these reasons, the trainees 

responded that the session did not allow for practice, use of audio-

visuals and the training methodologies should need improvement. 

Regarding the pace of delivery, a few trainees opined that the 

facilitator speaks very rapidly. Some regional differences in handling 

the language were also noticed. However, all the participants said 

that the objectives of the session were met, they rated it as superior. 

The mannerism and confidence of the facilitator were assessed as 

superior and also, the content coverage and the presentation of the 

session were rated superior by the participants. 
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5.6.2.4 Feedback of Session 4: Develop Human Relations Skills 

in the Work place 

TABLE 5.50 

Feedback of Session 4: Develop  

Human Relations Skills in the Work place 

Sl. 

No. 
Questions/Observations 

Response (N = 28) 

U
n
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p
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o
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1. 

The session was well prepared.   4 18 6 

a. Content coverage    17 11 

b. Presentation    2 26 

c. Usefulness in job     28 

2. The session was lively.     28 

3. The session was clear.     28 

4. Facilitation skill    22 6 

5. Use of audio-visuals    15 13 

6. 
Facilitator’s 

a. Eye contact 

   7 21 

 

b. Gestures    9 19 

c. Pace of delivery    16 12 

d. Mannerisms     28 

e. Confidence     28 

7. Training methodologies     28 

8. The session allowed for practice.    7 21 

9. 
The facilitator allowed time for 

questions. 

    28 

10. Individual questions were addressed.   7 15 6 

11. 
The facilitator evaluated the knowledge 
and skills acquired. 

    28 

12. The objectives were met.    22 6 

 

 From the Table 5.50, it is seen that the responses of the 

trainees regarding all the items in the feedback are very positive. Out 
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of the 28 participants, only 4 responded that the preparation of the 

session was satisfactory. And also, due to time constraints, all the 

individual questions raised by the participants were not answered 

adequately by the trainers. From the feedback, it is clear that the 

execution of this session and the methodologies and skills utilized 

were adequate to meet the objectives of the training. 

5.6.2.5 Feedback of Session 5: Improving Personal and 

Organisational Communication  

TABLE 5.51 

Feedback of Session 5: Improving  
Personal and Organisational Communication 

Sl. 
No. 

Questions/Observations 

Response (N = 28) 

U
n
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S
u

p
e
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o
r 

1 

The session was well prepared.   2 11 15 

a. Content coverage   9 11 8 

b. Presentation    5 23 

c. Usefulness in job    19 9 

2. The session was lively.    8 20 

3. The session was clear.     28 

4. Facilitation skill    21 7 

5. Use of audio-visuals    15 13 

6. 
Facilitator’s 

a. Eye contact 

    28 

 

b. Gestures    5 23 

c. Pace of delivery    2 26 

d. Mannerisms    16 12 

e. Confidence    9 19 

7. Training methodologies   6 10 12 

8. The session allowed for practice.    7 21 

9. The facilitator allowed time for questions.   2 12 14 

10. Individual questions were addressed.   3 20 5 

11. 
The facilitator evaluated the knowledge and skills 
acquired. 

    28 

12. The objectives were met.    21 7 
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 From the Table 5.51, it is clear that the majority of the items in 

the feedback were rated as above average and superior by the 

respondents. A few were rated that the preparation of the session 

and its content coverage, and training methodologies were 

satisfactory. Out of 28 respondents, 2 responded that the time 

allowed for questions by the facilitator was satisfactory. And also 3 

participants reacted that the individual questions put forwarded by 

them regarding the session were addressed by the facilitator only in a 

satisfactory manner. The explanation of the reason for it was the 

time constraints.   

5.6.2.6 Feedback of Session 6: Understanding Your 

communication Style 

TABLE 5.52 

Feedback of Session 6:  

Understanding Your communication Style 

Sl. 

No. 
Questions/Observations 

Response (N = 28) 

U
n
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S
u

p
e
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o
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1 

The session was well prepared.    13 15 

a. Content coverage   9 14 5 

b. Presentation   4 19 5 

c. Usefulness in job     28 

2. The session was lively.    18 10 

3. The session was clear.    21 7 

4. Facilitation skill    7 21 

5. Use of audio-visuals   12 7 9 

6. 
Facilitator’s 

a. Eye contact 

   21 7 

 

b. Gestures     28 

c. Pace of delivery    18 10 

d. Mannerisms    7 21 

e. Confidence    22 6 
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Sl. 

No. 
Questions/Observations 

Response (N = 28) 
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u
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7. Training methodologies    16 12 

8. The session allowed for practice.    14 14 

9. The facilitator allowed time for questions.    5 23 

10. Individual questions were addressed.    21 7 

11. 
The facilitator evaluated the knowledge and 
skills acquired. 

   7 21 

12. The objectives were met.    10 18 

  
       On an observation of the Table 5.52, it can be seen that a very 

few responded that the presentation, content coverage and use of 

audio-visuals were satisfactory. All participants opined that the 

session has usefulness in job and it was rated as superior and, 

gestures of the facilitator were also rated superior.  

5.6.2.7 Feedback of Session 7: Public Speaking  

TABLE 5.53 

Feedback of Session 7: Public Speaking 

Sl. 

No. 
Questions/Observations 

Response (N = 28) 
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n
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u

p
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1 

The session was well prepared.     28 

a. Content coverage    21 7 

b. Presentation     28 

c. Usefulness in job    2 26 

2. The session was lively.     28 

3. The session was clear.     28 

4. Facilitation skill    2 26 

5. Use of audio-visuals     28 
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Sl. 

No. 
Questions/Observations 

Response (N = 28) 

U
n

s
a
ti

s
fa

c
to

ry
 

N
e
e
d
 

im
p
ro

v
e
m

e
n

t 

S
a
ti

s
fa

c
to

ry
 

A
b
o
v
e
 a

v
e
ra

g
e
 

S
u

p
e
ri

o
r 

6. 
Facilitator’s 

a. Eye contact 

   23 5 

 

b. Gestures    3 25 

c. Pace of delivery     28 

d. Mannerisms     28 

e. Confidence     28 

7. Training methodologies    5 23 

8. The session allowed for practice.     28 

9. The facilitator allowed time for questions.    17 21 

10. Individual questions were addressed.    6 22 

11. 
The facilitator evaluated the knowledge and 

skills acquired. 

    28 

12. The objectives were met.     28 

 

 From the Table 5.53, it is so clear that the session on public 

speaking was very much admired by the participants. Majority of the 

items in the feedback were rated superior, and the remained were 

assessed as above average. 

5.6.2.8  Feedback of Session 8: Building High Self Esteem 

TABLE 5.54 

Feedback of Session 8: Building High Self Esteem 

Sl. 

No. 
Questions/Observations 

Response (N = 28) 

U
n

s
a
ti

s
fa

c
to

ry
 

N
e
e
d
 

im
p
ro

v
e
m

e
n

t 

S
a
ti

s
fa

c
to

ry
 

A
b
o
v
e
 a

v
e
ra

g
e
 

S
u

p
e
ri

o
r 

1 

The session was well prepared.     28 

a. Content coverage     28 

b. Presentation     28 

c. Usefulness in job     28 

2. The session was lively.     28 
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Sl. 

No. 
Questions/Observations 

Response (N = 28) 

U
n

s
a
ti

s
fa

c
to

ry
 

N
e
e
d
 

im
p
ro

v
e
m

e
n

t 

S
a
ti

s
fa

c
to

ry
 

A
b
o
v
e
 a

v
e
ra

g
e
 

S
u

p
e
ri

o
r 

3. The session was clear.     28 

4. Facilitation skill     28 

5. Use of audio-visuals     28 

6. 
Facilitator’s 

a. Eye contact 

    28 

 

b. Gestures     28 

c. Pace of delivery     28 

d. Mannerisms     28 

e. Confidence     28 

7. Training methodologies     28 

8. The session allowed for practice.     28 

9. 
The facilitator allowed time for 

questions. 

   16 12 

10. Individual questions were addressed.   10 9 19 

11. 
The facilitator evaluated the knowledge 
and skills acquired. 

    28 

12. The objectives were met.     28 

 

 From Table 5.54, it is seen that, all of the items, except two in 

the feedback were rated superior by all the trainees in the 

intervention. Everyone appreciated that the session was well 

prepared (including the content coverage, presentation and 

usefulness in job), lively and clear. The objectives of the session were 

met, the training methodologies, use of audio-visuals, facilitation 

skill etc were also impressive to the participants of the study.  
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5.6.2.9 Feedback of Session 9: Personal Values Influence 

Ethical Choices 

TABLE 5.55 

Feedback of Session 9:  

Personal Values Influence Ethical Choices 

Sl. 

No. 
Questions/Observations 

Response (N = 28) 

U
n

s
a
ti

s
fa

c
to

ry
 

N
e
e
d
 

im
p
ro

v
e
m

e
n

t 

S
a
ti

s
fa

c
to

ry
 

A
b
o
v
e
 a

v
e
ra

g
e
 

S
u

p
e
ri

o
r 

1 

The session was well prepared.    22 6 

a. Content coverage   2 2 24 

b. Presentation   4 14 10 

c. Usefulness in job    6 22 

2. The session was lively.     28 

3. The session was clear.     28 

4. Facilitation skill    7 21 

5. Use of audio-visuals   12 8 8 

6. 
Facilitator’s 

a. Eye contact 

    28 

 

b. Gestures     28 

c. Pace of delivery     28 

d. Mannerisms     28 

e. Confidence     28 

7. Training methodologies   3 8 17 

8. The session allowed for practice.   16 7 5 

9. The facilitator allowed time for questions.   6 18 4 

10. Individual questions were addressed.    19 9 

11. 
The facilitator evaluated the knowledge and 
skills acquired. 

    28 

12. The objectives were met.     28 

 

 From the Table 5.55, it can be seen that a very few 

participants responded that the content coverage and presentation of 

the session were satisfactory. Some opined that the use of audio-

visuals and the training methodologies adopted were satisfactory. As 
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these kinds of responses are a few in number, the researcher has 

taken these things into consideration for the execution of the next 

session. Because, the formative evaluation was intended for verifying 

the fact that everyone is benefitted equally by the intervention. 

5.6.2.10 Feedback of Session 10: Attitudes Can Shape Your Life 

TABLE 5.56 

Feedback of Session 10: Attitudes Can Shape Your Life 

Sl. 

No. 
Questions/Observations 

Response (N = 28) 

U
n

s
a
ti

s
fa

c
to

ry
 

N
e
e
d
 

im
p
ro

v
e
m

e
n

t 

S
a
ti

s
fa

c
to

ry
 

A
b
o
v
e
 a

v
e
ra

g
e
 

S
u

p
e
ri

o
r 

1 

The session was well prepared.    13 15 

a. Content coverage    19 9 

b. Presentation    13 15 

c. Usefulness in job    7 21 

2. The session was lively.     28 

3. The session was clear.     28 

4. Facilitation skill     28 

5. Use of audio-visuals    10 18 

6. 
Facilitator’s 

a. Eye contact 

    28 

 

b. Gestures     28 

c. Pace of delivery     28 

d. Mannerisms     28 

e. Confidence     28 

7. Training methodologies    4 24 

8. The session allowed for practice.    18 10 

9. The facilitator allowed time for questions.    11 17 

10. Individual questions were addressed.    16 12 

11. 
The facilitator evaluated the knowledge and 
skills acquired. 

   6 22 

12. The objectives were met.    14 14 

 

 From Table 5.56, it is revealed that the 10th session of the 

intervention was highly appreciated by the participants of the study. 

Majority of the responses were rated as ‘superior’. 
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5.6.2.11 Feedback of Session 11: Motivating Yourself and 

Others 

TABLE 5.57 

Feedback of Session 11: Motivating Yourself and Others 

Sl. 
No. 

Questions/Observations 

Response (N = 28) 

U
n

s
a
ti

s
fa

c
to

ry
 

N
e
e
d
 

im
p
ro

v
e
m

e
n

t 

S
a
ti

s
fa

c
to

ry
 

A
b
o
v
e
 a

v
e
ra

g
e
 

S
u

p
e
ri

o
r 

1 

The session was well prepared.    12 16 

a. Content coverage   14 10 4 

b. Presentation    5 23 

c. Usefulness in job    7 21 

2. The session was lively.     28 

3. The session was clear.     28 

4. Facilitation skill    22 5 

5. Use of audio-visuals   7 9 12 

6. 
Facilitator’s 

a. Eye contact 

    28 

 

b. Gestures     28 

c. Pace of delivery     28 

d. Mannerisms     28 

e. Confidence     28 

7. Training methodologies    12 16 

8. The session allowed for practice.    8 20 

9. The facilitator allowed time for questions.   3 2 23 

10. Individual questions were addressed.   9 12 7 

11. 
The facilitator evaluated the knowledge and 

skills acquired. 

    28 

12. The objectives were met.     28 

 
 It is seen from Table 5.57, Out of 28 participants, 14 opined 

that the content coverage was satisfactory. In addition, the 

comments about the use of audio–visuals (N = 7), time allowed for 

practice (N = 3) and addressing of the individual questions were also 

rated as satisfactory (N = 9). For the other segments, the responses 
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were weighed as above average and superior. The result implied that 

the session was interesting to the participants. 

5.6.2.12 Feedback of Session 12: Improving Interpersonal 

Relations with Constructive Disclosure  

TABLE 5.58 

Feedback of Session 12: Improving  
Interpersonal Relations with Constructive Disclosure 

Sl. 
No. 

Questions/Observations 

Response (N = 28) 

U
n

s
a
ti

s
fa

c
to

ry
 

N
e
e
d
 

im
p
ro

v
e
m

e
n

t 

S
a
ti

s
fa

c
to

ry
 

A
b
o
v
e
 a

v
e
ra

g
e
 

S
u

p
e
ri

o
r 

1 

The session was well prepared.    15 13 

a. Content coverage    21 7 

b. Presentation     28 

c. Usefulness in job     28 

2. The session was lively.     28 

3. The session was clear.     28 

4. Facilitation skill     28 

5. Use of audio-visuals   8 8 12 

6. 
Facilitator’s 

a. Eye contact 

    28 

 

b. Gestures     28 

c. Pace of delivery     28 

d. Mannerisms     28 

e. Confidence     28 

7. Training methodologies     28 

8. The session allowed for practice.     28 

9. 
The facilitator allowed time for 

questions. 

  3 7 18 

10. Individual questions were addressed.   10 12 6 

11. 
The facilitator evaluated the knowledge 
and skills acquired. 

    28 

12. The objectives were met.     28 

 

 From Table 5.58, it can be inferred that the 12th session was 

lively, clear and the objectives were accomplished through the 
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various training methodologies and facilitation skills adopted by the 

researcher. Only the items, use of audio-visuals (N = 8) and 

addressing of individual questions were rated satisfactorily by the 

participants (N = 10). 

5.6.2.13 Feedback of Session 13: Achieving Emotional Balance 

in a Chaotic World 

TABLE 5.59 

Feedback of Session 13: Achieving  

Emotional Balance in a Chaotic World 

Sl. 
No. 

Questions/Observations 

Response (N = 28) 

U
n

s
a
ti

s
fa

c
to

ry
 

N
e
e
d
 

im
p
ro

v
e
m

e
n

t 

S
a
ti

s
fa

c
to

ry
 

A
b
o
v
e
 a

v
e
ra

g
e
 

S
u

p
e
ri

o
r 

1 

The session was well prepared.     28 

a. Content coverage     28 

b. Presentation     28 

c. Usefulness in job     28 

2. The session was lively.     28 

3. The session was clear.     28 

4. Facilitation skill     28 

5. Use of audio-visuals     28 

6. 
Facilitator’s 

a. Eye contact 

    28 

 

b. Gestures     28 

c. Pace of delivery     28 

d. Mannerisms     28 

e. Confidence     28 

7. Training methodologies     28 

8. The session allowed for practice.     28 

9. The facilitator allowed time for questions.    5 23 

10. Individual questions were addressed.    18 10 

11. 
The facilitator evaluated the knowledge and skills 

acquired. 

   15 13 

12. The objectives were met.    12 16 
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 From the responses of participants (Table 5.59), it is revealed 

that the training methodologies and activities set for acquiring the 

skills of emotional intelligence was highly successful. Majority of the 

items were scored as superior and a few were above average.  

5.6.2.14 Feedback of Session 14: Building Stronger 

Relationships with Positive Energy 

TABLE 5.60 

Feedback of Session 14: Building  
Stronger Relationships with Positive Energy 

Sl. 

No. 
Questions/Observations 

Response (N = 28) 

U
n

s
a
ti

s
fa

c
to

ry
 

N
e
e
d
 

im
p
ro

v
e
m

e
n

t 

S
a
ti

s
fa

c
to

ry
 

A
b
o
v
e
 a

v
e
ra

g
e
 

S
u

p
e
ri

o
r 

1 

The session was well prepared.     28 

a. Content coverage     28 

b. Presentation     28 

c. Usefulness in job     28 

2. The session was lively.     28 

3. The session was clear.     28 

4. Facilitation skill     28 

5. Use of audio-visuals     28 

6. 
Facilitator’s 

a. Eye contact 

   7 21 

 

b. Gestures     28 

c. Pace of delivery     28 

d. Mannerisms     28 

e. Confidence     28 

7. Training methodologies   6 8 14 

8. The session allowed for practice.    5 23 

9. The facilitator allowed time for questions.     28 

10. Individual questions were addressed.     28 

11. 
The facilitator evaluated the knowledge and 

skills acquired. 

    28 

12. The objectives were met.     28 
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 From the Table 5.60, it is shown that the session is also well 

appreciated by the participants of the study. From the responses it 

can be seen that, only 6 participants commented that the training 

methodologies used were satisfactory. But all other segments in the 

feed back were rated superior and above average. 

5.6.2.15 Feedback of Session 15: Developing a Professional 

Presence 

TABLE 5.61 

Feedback of Session 15: Developing a Professional Presence 

Sl. 

No. 
Questions/Observations 

Response (N = 28) 

U
n

s
a
ti

s
fa

c
to

ry
 

N
e
e
d
 

im
p
ro

v
e
m

e
n

t 

S
a
ti

s
fa

c
to

ry
 

A
b
o
v
e
 a

v
e
ra

g
e
 

S
u

p
e
ri

o
r 

1 

The session was well prepared.    12 16 

a. Content coverage    15 13 

b. Presentation    18 10 

c. Usefulness in job     28 

2. The session was lively.    16 12 

3. The session was clear.    3 25 

4. Facilitation skill    7 21 

5. Use of audio-visuals   11 16 1 

6. 
Facilitator’s 

a. Eye contact 

   5 23 

 

b. Gestures    20 8 

c. Pace of delivery    18 10 

d. Mannerisms    2 26 

e. Confidence    4 24 

7. Training methodologies    17 11 

8. The session allowed for practice.  7 12 6 3 

9. The facilitator allowed time for questions.   11 12 5 

10. Individual questions were addressed.    18 10 

11. 
The facilitator evaluated the knowledge and 
skills acquired. 

   7 21 

12. The objectives were met.    12 16 
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 From the Table 5.61, it is seen that 7 participants opined that 

the session is not allowed for practice, it needs improvement. 12 

participants responded that the practical side of the session was 

satisfactory. 11 participants responded that the use of audio-visuals 

were also satisfactory. However, all the other items were scored as 

above average and superior. 

5.6.2.16 Feedback of Session 16: Team Building – A Leadership 

Strategy 

TABLE 5.62 

Feedback of Session 16: Team Building – A Leadership Strategy 

Sl. 
No. 

Questions/Observations 

Response (N = 28) 
U

n
s
a
ti

s
fa

c
to

ry
 

N
e
e
d
 

im
p
ro

v
e
m

e
n

t 

S
a
ti

s
fa

c
to

ry
 

A
b
o
v
e
 a

v
e
ra

g
e
 

S
u

p
e
ri

o
r 

1 

The session was well prepared.     28 

a. Content coverage     28 

b. Presentation     28 

c. Usefulness in job     28 

2. The session was lively.     28 

3. The session was clear.     28 

4. Facilitation skill     28 

5. Use of audio-visuals     28 

6. 
Facilitator’s 

a. Eye contact 

    28 

 

b. Gestures     28 

c. Pace of delivery     28 

d. Mannerisms     28 

e. Confidence     28 

7. Training methodologies    4 24 

8. The session allowed for practice.    5 23 

9. 
The facilitator allowed time for 

questions. 

   10 18 

10. Individual questions were addressed.    12 16 

11. 
The facilitator evaluated the knowledge 
and skills acquired. 

   4 24 

12. The objectives were met.    9 19 
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 From Table 5.62, it is shown that all the items were scored to 

the range of ‘very good’ to ‘superior’. That means the session on ‘team 

building – a leadership strategy’ was appreciated in a good manner 

by the participants.  

5.6.2.17 Feedback of Session 17: Assertiveness Training 

TABLE 5.63 

Feedback of Session 17: Assertiveness Training 

Sl. 
No. 

Questions/Observations 

Response (N = 28) 

U
n

s
a
ti

s
fa

c
to

ry
 

N
e
e
d
 

im
p
ro

v
e
m

e
n

t 

S
a
ti

s
fa

c
to

ry
 

A
b
o
v
e
 a

v
e
ra

g
e
 

S
u

p
e
ri

o
r 

1 

The session was well prepared.     28 

a. Content coverage     28 

b. Presentation     28 

c. Usefulness in job     28 

2. The session was lively.     28 

3. The session was clear.     28 

4. Facilitation skill     28 

5. Use of audio-visuals   8 18 2 

6. 
Facilitator’s 

a. Eye contact 

    28 

 

b. Gestures     28 

c. Pace of delivery     28 

d. Mannerisms     28 

e. Confidence     28 

7. Training methodologies    14 14 

8. The session allowed for practice.     28 

9. The facilitator allowed time for questions.   6 2 20 

10. Individual questions were addressed.   2 14 12 

11. 
The facilitator evaluated the knowledge and 
skills acquired. 

    28 

12. The objectives were met.    13 15 

 
 Table 5.63 revealed that the most of the items in the feedback 

were rated as superior by the trainees. Out of 28 participants, a few 
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opined that the use of audio-visuals (N = 8), time allowed for 

questions (N = 6) and the individual questions addressed by the 

facilitators (N = 2) were quite satisfactory in nature. Otherwise, the 

training was above average or superior. 

5.6.2.18 Feedback of Session 18: Resolving Conflict and Dealing 

with Difficult People. 

TABLE 5.64 

Feedback of Session 18: Resolving  
Conflict and Dealing with Difficult People 

Sl. 
No. 

Questions/Observations 

Response (N = 28) 

U
n

s
a
ti

s
fa

c
to

ry
 

N
e
e
d
 

im
p
ro

v
e
m

e
n

t 

S
a
ti

s
fa

c
to

ry
 

A
b
o
v
e
 a

v
e
ra

g
e
 

S
u

p
e
ri

o
r 

1 

The session was well prepared.   2 23 3 

a. Content coverage   3 8 17 

b. Presentation     28 

c. Usefulness in job     28 

2. The session was lively.     28 

3. The session was clear.     28 

4. Facilitation skill    7 21 

5. Use of audio-visuals    15 13 

6. 
Facilitator’s 

a. Eye contact 

    28 

 

b. Gestures     28 

c. Pace of delivery     28 

d. Mannerisms     28 

e. Confidence     28 

7. Training methodologies    10 18 

8. The session allowed for practice.    7 21 

9. The facilitator allowed time for questions.   6 19 3 

10. Individual questions were addressed.   10 12 6 

11. 
The facilitator evaluated the knowledge and skills 
acquired. 

    28 

12. The objectives were met.     28 
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 From Table 5.64, it is seen that the most of the observations 

done by the trainees were superior and above average. But certain 

observations were rated as satisfactory by the participants such as, 

preparation of the session (N = 2), content coverage (N = 3), time 

allowed for questions (N = 6) and the addressing of the individual 

questions by the facilitators (N = 10). 

5.6.2.19 Feedback of Session 19: Responding to Personal and 

Work Related Stress 

TABLE 5.65 

Feedback of Session 19:  
Responding to Personal and Work Related Stress 

Sl. 
No. 

Questions/Observations 

Response (N = 28) 

U
n

s
a
ti

s
fa

c
to

ry
 

N
e
e
d
 

im
p
ro

v
e
m

e
n

t 

S
a
ti

s
fa

c
to

ry
 

A
b
o
v
e
 a

v
e
ra

g
e
 

S
u

p
e
ri

o
r 

1 

The session was well prepared.     28 

a. Content coverage     28 

b. Presentation     28 

c. Usefulness in job     28 

2. The session was lively.     28 

3. The session was clear.     28 

4. Facilitation skill     28 

5. Use of audio-visuals     28 

6. 
Facilitator’s 

a. Eye contact  

   28 

 

b. Gestures     28 

c. Pace of delivery     28 

d. Mannerisms     28 

e. Confidence     28 

7. Training methodologies    7 21 

8. The session allowed for practice.     28 

9. The facilitator allowed time for questions.    2 26 

10. Individual questions were addressed.    10 18 

11. 
The facilitator evaluated the knowledge and 
skills acquired.  

   28 

12. The objectives were met.     28 
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 From the Table 5.65, it is understood that this session was 

very much interesting to the participants. Most of the observations 

given by the participants were in a highly positive direction, that is, 

those were rated as superior. 

5.6.2.20 Feedback of Session 20: Valediction 

TABLE 5.66 

Feedback of Session 20: Valediction 

Sl. 
No. 

Questions/Observations 

Response (N = 28) 

U
n

s
a
ti

s
fa

c
to

ry
 

N
e
e
d
 

im
p
ro

v
e
m

e
n

t 

S
a
ti

s
fa

c
to

ry
 

A
b
o
v
e
 a

v
e
ra

g
e
 

S
u

p
e
ri

o
r 

1 

The session was well prepared.     28 

a. Content coverage     28 

b. Presentation     28 

c. Usefulness in job    21 7 

2. The session was lively.     28 

3. The session was clear.     28 

4. Facilitation skill     28 

5. Use of audio-visuals   19 9 - 

6. 
Facilitator’s 

a. Eye contact 

    28 

 

b. Gestures     28 

c. Pace of delivery     28 

d. Mannerisms     28 

e. Confidence     28 

7. Training methodologies    23 5 

8. The session allowed for practice.    - - 

9. The facilitator allowed time for questions.    24 - 

10. Individual questions were addressed.    24 4 

11. 
The facilitator evaluated the knowledge and 

skills acquired. 

    28 

12. The objectives were met.     28 

 
 From the analysis of the Table 5.66, it is shown that the 

valedictory session of the training was executed well by the 
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researcher. The use of audio-visuals were quite minimal than the 

other sessions. The practicum given to the participants was only the 

assessment of formative and summative evaluation of the training.  

 From the feedback of each session, it is revealed that there is a 

gradual improvement in the responses of the trainees that they liked 

this training very much. On the basis of the analysis of the responses 

given by the participants through the feedback, necessary 

modifications and arrangements for further improvement of the 

training were done by the researcher after each session of the 

training. Due to the time constraints, the individual questions 

addressed by the facilitators were quite minimal, and the time 

allotted was not adequate to satisfy the participants in several of the 

sessions. From the formative evaluation, it is also obvious that no 

single observation was rated as unsatisfactory, and only a very few 

observations came under the category ‘need improvement’. Majority 

of the observations on each session was scored as above average and 

superior.                                           

 Altogether, we can say that, the formative evaluation of the 

training helped the researcher to determine whether a programme is 

operating according to plan. This also helped the investigator to 

improve each training session so lively and clear; to sharpen the 

facilitation skills and to stress upon the facilitators’ eye contact, 

gestures, mannerism, pace of delivery and confidence in dealing with 

each module; to take meticulous efforts to prepare each module in 

terms of its content coverage, presentation and usefulness in job; to 

augment the scope of audio-visuals in the human relations training; 

to focus on impressive training methodologies; to comprehend the 

importance of time allowing for clarifying the doubts and queries of 

the trainees regarding each session; and finally, these daily 
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programme audits facilitated the researcher to examine whether the 

objectives formulated for each session could have been materialised. 

5.6.3 Result of Summative Evaluation (Assesment of overall 

outcome of the training) 

5.6.3.1  Analysis of Final Evaluation Form  

TABLE 5.67 

Result of Summative Evaluation 

Sl 
No. 

 

Statements 

No. of Responses 

E
x
c
e
ll
e
n

t 

V
e
ry

  

G
o
o
d
 

G
o
o
d
 

F
a
ir

 

P
o
o
r 

1. 
I would like to rate this training overall 
as 

22 

78.6% 

6 

21.4% 
   

2. The content was 
20 

71.4% 

6 

21.4% 

2 

7.1% 
  

3. The materials and visual aids were 
11 

39.3% 

15 

53.6% 

2 

7.1% 
  

4. The amount of information was 
19 

67.9% 

9 

32.1% 
   

5. The sequence of information was 
15 

53.6% 

13 

46.4% 
   

6. The trainer facilitation was 
22 

78.6% 

6 

21.4% 
   

7. Training methodology was 
17 

60.7% 

11 

39.3% 
   

8. The practicum was 
19 

67.9% 

6 

21.4% 

3 

10.7% 
  

9. The organizational support was 
12 

42.9% 

10 

35.7% 

6 

21.4% 
  

10. The length of the training was 

Too long Too short 
Just 
right 

 
4 

14.3% 

24 

85.7% 

 

 From the Table 5.67, it can be seen that out of 28 participants, 

22 responded that they rated the training overall as excellent, and 

the remained (N = 6) rated the training as very good. 71.4% 

responded that the content of the training was excellent, 21.4% and 
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7.1% responded that the content was very good and good 

respectively. The materials and visual aids were rated as excellent, 

very good and good by 39.3%, 53.6% and 7.1% of the respondents 

respectively. More than 60% of the participants opined that the 

amount and sequence of information, training methodology, trainer 

facilitation and practicum given were excellent. The organizational 

support was rated as excellent by 42.9% of the participants, very 

good by 35.7% and good by 21.4 % of the trainees.  

 Regarding the length of the training, 85.7% of the trainees 

reported that it was just right, only 14.3% responded that the length 

of the training was short. On further probing, they answered that 

they enjoyed the human relations skill training than the outdoor and 

indoor activities of the usual police training procedures. It implies 

that the traditional police training methodologies cannot motivate the 

police trainees to a higher professional excellence. Research studies 

on learning indicate that a learner retains only 10% of what he 

reads, 20% what he hears, 30% of what he sees and hears and 70% 

of what he does. Hence, for proper learning to take place, it is very 

essential that interactive methods of teaching be used in place of 

traditional lecture method, while imparting training. A suitable 

learning climate should be created to motivate the trainees and 

involve them in the learning process. The focus should be more on 

experiential learning. 

 From the results of summative evaluation, including the 

analysis of the content of evaluation forms and sharing of oral 

testimonies, it can be said that the trainees demonstrated a profound 

appreciation towards the human relations skill training – its content, 

amount of information, sequence of information, trainer facilitation, 

training methodology, the materials and visual aids used, the 

practicum, and the organisational support and length of the training. 
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And, it is also noted that the trainees rated all the observations 

under the categories excellent, very good and good. When the 

trainees were asked of what could have made the training better, the 

majority answered that the timing of the training should be modified 

from half-day programme to one-day programme including the 

evening time. 

 Definitely, the human relations skill training is not a 

substitute, but a supplement for the traditional police training. No 

doubt that the police department does need men who are physically 

capable of performing the arduous duties. But, the human relations 

skill training is nonetheless of considerable importance not only in 

the attitudinal change and psychological growth of the recruit police 

constables, but also, by its very existence, has a positive effect on the 

entire tenor of the department. 

5.6.3.2 Content Analysis of the ‘Contract with Self’ 

 The major contents of the ‘Contract with self’ are, 

(i) The content of the training that impress you most 

(ii) New knowledge and skills acquired 

(iii) Actions you intend to take 
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TABLE 5.68 

The content of the training that impress the trainees most 

Sl. 
No. 

The content of the Training  N Percentage 

1. Ice breaking 27 96.4 

2. Group dynamics 26 92.9 

3. Introduction to human relations 17 60.7 

4. 
Develop human relations skills in the 
workplace 

21 75.0 

5. 
Improving personal and organisational 
communications 

21 75.0 

6. Understanding your communication style 23 82.1 

7. Public speaking 25 89.3 

8. Building high self esteem 28 100 

9. Personal values influence ethical Choices 19 67.9 

10. Attitudes can shape your life 26 92.9 

11. Motivating yourself and others 22 78.6 

12. Improving interpersonal relations 28 100 

13. 
Achieving emotional balance in a chaotic 
world 

26 92.9 

14. Building stronger relationships 21 75 

15. Developing a professional presence 19 67.9 

16. Team building – a leadership strategy 25 89.3 

17. Assertiveness training 27 96.4 

18. 
Resolving conflict and dealing with difficult 
people 

21 75 

19. 
Responding to personal and work related 
stress 

26 92.9 

20. Valediction 20 71.4 

 

 From the Table 5.68, it is revealed that the most impressive 

and interesting sessions of the training that the police trainees 

assessed were sessions 8 and 12, i.e., ‘building high self esteem’ and 

‘improving interpersonal relations’ (everyone responded). The second 
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highest preference goes to the sessions, ‘ice breaking’ and 

‘assertiveness training’ (96.4% responded). And, the next higher 

choice goes to the sessions, ‘group dynamics’, ‘achieving emotional 

balance in a chaotic world’, and ‘responding to personal and work 

related stress’ (92.9% responded). All these sessions are highly 

dependent on human relations skills. 

 The least preferred content of the training rated by the police 

trainees was the 3rd session, i.e., ‘introduction to human relations’ 

(60.7% responded). The reason for this may be the fact that the 

session adopted only the lecture method, not much group activities 

were involved. 

 From the Table 5.68, it is also noticed that the content of the 

training was adequate to acquire the skills of human relations. 

Because, even the least preferred session of the training was 

impressive to more than 60% of the respondents. 

5.6.3.3  New Knowledge and Skills Acquired and the Action the 

Trainees Intend to Take 

 All materials are potentially quantifiable. It is true that some 

materials are not as amenable to quantification as certain other 

materials. Sometimes, the results of qualitative analyses would be 

lengthy narratives for the specification of the information collected. 

 The participants listed out a wide array of knowledge and skills 

they have acquired from the training and the actions that they intend 

to take after the training. 

 Treating people fairly 

 Listening intently 

 Communicating warmth 

 Establishing rapport 
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 Understanding human behavior 

 Tactfulness  

 Cooperative team member 

 Avoiding stereotyping people 

 Feeling comfortable with different kinds of people 

 Fun person to work with 

 Treating others as equals 

 Dealing effectively with conflict 

 Helping clarify misunderstandings 

 Creating an environment of social interaction 

 Respecting other people 

 Being courteous 

 Using common greetings 

 Commending people when they have done a good job 

 Seeking and accepting others’ advice 

 Using effective communication (verbal and nonverbal) 

 Choosing appropriate times to criticize 

 Helping others feel good about themselves 

 Having faith in others’ decisions 

 Having empathy or understanding another’s position in an 

issue 

 Being tolerant of others 

 Avoiding assumptions 

 Doing your share of work 

 Creating a good impression with dress 

 Having a good attitude 

 Avoiding gossiping and arguments 

 Controlling your emotions 

 Learning to compromise when needed 

 Being considerate and sensitive to others 
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 Selecting your words carefully 

 Checking your own behavior 

 Being cheerful 

 Being dependable 

 Being willing to learn 

 Showing initiative 

 Using self-control 

 Being cooperative 

 Accepting criticism 

 Thinking positively 

 Avoiding negative influences 

 Respecting yourself 

 To speak up for one’s own rights 

 To resist those who manipulate us 

 Seek social support at the time of distress 

 A skill may be thought of as the ability to use one’s knowledge 

effectively. It is a developed or acquired ability. The knowledge 

referred to in this case is, of course, the knowledge of human 

relations – working with people and getting along with people. Too 

often it is assumed that since we have lived all our life with people, 

we must be proficient in human relations skills. Most of us, for 

example, have at least the minimum ability to disagree with another 

without creating open hostility. However, the difference between 

these socially accepted minimum skills and the skills needed for 

efficient group member functioning is great.  

 From the findings of the various phases of the study, it is 

substantiated that the psychologists have a great deal to contribute 

in the area of law enforcement and implementing the human 
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relations skills training for recruit police constables is definitely a 

need of the hour. 

 Summing up, there are many mental health services which can 

best be rendered by individuals already in the psychological front 

lines – and nobody is so much so as the police. After all, the police 

are available for anything 24 hours a day – and it is a resource 

agency without parallel. And just think of the paradox in our urban 

ghettos: nobody is more hated, feared and envied than the 

policeman; yet the police are the first to be summoned by ghetto 

residents in times of sickness, injury and trouble. The paradox has a 

bizarre quality which is in itself necessarily productive of the highest 

levels of tension. An unbelievable range of interpersonal services can 

be effectively and expeditiously handled by the police with 

appropriate support by mental health professionals. Law 

enforcement is a natural area in which psychologists may be able to 

perform a valuable service through consultation, behavioural 

assessment, training etc. Reflecting on the contributions to police 

work thus far and taking note of some of the limitations is necessary 

if psychology is to meaningfully contribute to move police work 

generally into the twenty-first century.  
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I seek acquaintances with Nature – to know her moods 
and manners. Primitive nature is the most interesting to 
me. I take infinite pains to know all the phenomena of 
spring, for instance, thinking that I have here the entire 
poem, and then, to my chagrin, I learn that it is but an 
imperfect copy that I possess and have read, that my 
ancestors have torn out many of the first leaves and 
grandest passages, and mutilated in many places. I 
should not like to think that some demigod had come 
before me and picked out some of the best of the stars. I 
wish to know an entire heaven and entire earth.                                             

Henry David Thoreau 

 Gone are the days when policing was viewed as a mere law and 

order problem. As globalisation has resulted into breathtaking 

changes in almost all walks of society, policing has to take this fact 

in account. Accordingly, policing to be more effective and remain in 

driving seat has to transform itself into an effective instrument of 

public service. With greater police–community participation and 

public service oriented approach, Indian police may add another 

feather to its cap.  

 In policing, we all have a lot of questions, and nobody has all 

the answers - not the Americans, not the British, not the Indians, 

nor anybody else.  In any country or culture, successful policing 

rests on four pillars: co-operation, training, education, and research.  

The police researches in India have focused either on police 

administration or on secondary aspects of the police system and in 
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the process, issues pertaining to human relations and behavioural 

training among police personnel have been largely neglected. 

 Training is the greatest investment in the Human Resource 

Development (HRD) for creative effective organisations. The 

performance gaps resulting from existing and expected performance 

levels may be effectively filled-up by gradual and excellent training 

efforts. Scientific and careful analysis of performance gaps in terms 

of cognitive, affective and psychomotor aspects of behaviour leads to 

excellent structuring of training function. 

 Knowledge of human relations is becoming recognized more 

and more as a science rather than as a group of common sense 

generalizations. It is also becoming recognized that once people 

understand the existing principles of human relations they can be 

taught to apply them with skill rather than learn them in the trial 

and error method of the past.  

 Many researchers proved that the most important human 

relations skills needed for effective functioning police personnel are 

assertiveness, emotional intelligence and self esteem (Niederhoffer, 

1967; Mills and Bohannon, 1980; Trompetter, 1998 and Nayak and 

Saxena, 2005). 

 Assertiveness is the ability to formulate and communicate 

one's own thoughts, opinions and wishes in a clear, direct and non-

aggressive way. Assertion indicates self respect and positive self 

image. In a hierarchy based police structure, many lower level 

functionaries are not assertive before their superiors. They mistake 

their non-assertiveness for their politeness. Less assertive people do 

not have self confidence to do what they feel to be right. A person 

who asserts his thoughts honestly will get approval and he will 
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enhance closer and satisfying relationships with his fellowmen 

(James, 2001). 

 Singh (2003) mentioned that developing good interpersonal 

relationships are a sure sign of success in emotional intelligence. In 

managing a good relationship, it must follow a sense of trust, 

confidence and reliance as well. The influence of emotions is 

contagious to other people. The sharing of positive and negative 

emotions will give a big impact to the other person. So, you should 

know on how to communicate your emotions through verbal and 

non-verbal medium as it will result in different effects. Emotional 

intelligence according to Mayer (2004) is more on discussing the 

changes in people. People are not bothered when one talks about 

attitude change in front of them but it will be a great challenge in 

dealing with people who is negative in nature and ask them to 

change. 

 A house is not a home if there is no love, understanding and 

care for its members. The same concept goes to an organisation. 

Each and every organisational member looks forward in finding a 

harmony and peaceful organisation to work with. In implementing it, 

some of the basic elements can be applied such as respect, 

understanding, empathy and consideration. Talent without 

intelligence can lead to organisational chaos, but neglecting the 

emotional intelligence could damage physical, mental and emotional 

health as well as the corporate health of the organization. 

 The importance of self-esteem lies in what people believe they 

need to be or do to have worth as a person. These contingencies of 

self-worth are both sources of motivation and areas of psychological 

vulnerability. In domains of contingent self-worth, people pursue 

self-esteem by attempting to validate their abilities and qualities. 
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This pursuit of self-esteem has costs to learning, relationships, 

autonomy, self-regulation, and mental and physical health (Crocker 

and Knight, 2003). 

 Research tentatively suggests that the police attract and then 

mould personalities of a particular type and that the expression of 

positive traits in policing is amenable to training and positive, 

assertive supervision. The nature of policing or the public image of it 

possibly attracts those who share common personality attributes. 

The study had made use of the eastern concepts of personality, the 

trigunas – inertia, activation and stability – in relation to the human 

relation skills such as assertiveness, emotional intelligence and self 

esteem. 

 The present study is attempted to identify and explore the 

various psychological insights utilize in the police force and to 

develop and implement the package of the human relations skill 

training for the police trainees and to evaluate its efficacy as its 

broad objectives. To carry out these objectives, the study is designed 

to execute in six phases, such as i) pilot study, ii) needs assessment 

study, iii) exploration of psychological variables related to human 

relations aspects, iv) preparation and development of human 

relations skill training module, v) targeted intervention and 

performance monitoring and vi) evaluation of the training. 

6.1 MAJOR FINDINGS OF THE STUDY 

6.1.1 Phase I: Pilot Study 

6.1.1.1 Objective 1   

 To identify and explore the various psychological insights 

utilize in the police force 
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6.1.1.1.1 Research Design  

 Archives and surveys 

6.1.1.1.2 Sample  

 A sample of 332 participants including 250 police    personnel 

of various ranks and 82 experts in the field of Social Sciences, such 

as Psychology, Criminology, Sociology, Social Work and Law have 

been selected through snow-ball sampling. 

6.1.1.1.3 Analysis 

 Content analysis of archives and surveys 

6.1.1.1.4 Findings 

 Out of 332 participants, 97.45 % responded that psychologists 

have a great deal to contribute to police selection procedure by 

administering proper psychological tests of personality, motivation, 

commitment, etc. to “screen in and out” the prospective entrants to 

policing. 96.84% opined that the psychologists could predict success 

within the police force by using various psychological testing. 96.75% 

of the respondents opined that the application of psychology is more 

to the police-public interactions, especially, the public’s perception 

about the police uniform. 96.87% responded that psychological 

insights can be used to alleviate and manage the long term effects of 

police stress. In criminal investigation procedures, such as the 

interrogation of suspects (94.56% responded), false confessions 

(94.56% responded) and detecting deception (76.81% responded), 

psychologists can meaningfully contribute to the area of policing.  

 During the survey, some other areas also have been identified 

by the respondents which is more of related to criminological 

psychology of interest to law-enforcement personnel, such as causes 



 

 

Summary   348 

and management of criminal behaviour, managing various types of 

violent offenders, criminal investigating techniques like profiling, 

police decisions to prosecute, decision making in violent or 

potentially violent confrontations, police use of fire arms, and police 

officers’ perceptions of different offences.  To support these data, 

some literature reviews have also been supplemented through 

archival analysis. 

6.1.1.2 Objective 2 

 To identify the stressors in police training 

6.1.1.2.1  Research Design  

 Semi-structured interviews 

6.1.1.2.2 Sample 

 A sample of 120 male and 60 female recruit police constables 

in the Kerala Police Academy were selected using purposive sampling 

technique. The age of the participants of the study ranges between 

18 and 32 years and their education varies from matriculation to 

post graduation. 

6.1.1.2.3 Analysis  

 Content analysis of semi-structured interviews 

6.1.1.2.4 Findings 

 The major source of stress experienced by the police trainees 

are from ‘rules and regulations of the training academy’ (81.1% 

responded), ‘training modality (62.2% opined), ‘training curriculum’ 

(60.5% reported), and ‘trainers’ (52.7% stated) respectively.  

 As police is a disciplined force, the rules and regulations of the 

police academy is quite strict and authoritarian and the time 



 

 

Summary   349 

schedules are so stringent. The training modality and training 

curriculum adopted in the academy are heavily laden by the age-old 

lecture method for indoor sessions and for outdoor sessions, the very 

similar training method practiced by the British colonial police in 

pre-independence era, follows in the Kerala police even now, like 

other states of India.  

 More than 50% of the participants retorted that some trainers 

are so harsh and inconsiderate and their sarcastic and antagonistic 

comments were so painful and intolerable. If the trainers who have 

any kind of grudge and resentment towards any trainees, they have 

to face with severe punishments in the form of physical and mental 

torture. Communication with the trainers are so restricted and 

hampered in the academy. 

 The police trainees are devoid of any kind of leisure and 

entertainment activities. For them, a day starts from 6.30 a.m. and 

most of the days, they will have night training for 3 periods, from 9 

p.m. to 11.15 p.m. Due to the rigorous physical training during day 

time, everyone gets exhausted in the evening and even if they get 

leisure time, they won’t use it properly. 30% of the respondents 

reported that they are suffering from some personal stresses, too. 

Out of 180 recruit police constables, these 30% are married, in this 

16 are males and 38 are females, majority of them is having children. 

They are very much tensed about the upbringing of their children 

and other house-hold responsibilities. In police academy, mobile is 

strictly prohibited and all the mobiles are kept by the officers in-

charge of the barracks. They couldn’t keep-in-touch with their 

relatives regularly. Another thing is that a small portion of them are 

on medication of various reasons. 
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 Only 20.7% responded that some of the non-police personnel 

working as visiting faculties for indoor sessions in the academy are 

not proficient in the subjects they are dealing with. A few trainees 

(7.2%) opined that they cannot adjust with their co-trainees. As they 

are coming from various socio-economic statuses, this may take 

place. Out of 180 participants, only 4.4% are having the complaint of 

food and accommodation. That means Kerala police academy offers 

good ‘dine and stay’ for the police trainees. 

6.1.1.3 Objective 3  

 To understand the general health problems faced by the police 

trainees during training 

6.1.1.3.1 Research Design 

 Collection of self-reports 

6.1.1.3.2 Sample 

 A sample of 120 male and 60 female recruit police constables 

in the Kerala Police Academy was selected using purposive sampling 

technique. 

6.1.1.3.3 Analysis 

 Content analysis of self-reports 

6.1.1.3.4 Findings  

 The more prominent physical problems faced by the recruit 

police constables are back pain (53.3%), digestive upsets, profuse 

sweating, fatigue and muscle tremors. Some are suffering from 

pounding heart (26.11%), twitches (17.77%), headache (16.66%) and 

chest pain (13.33%). A few persons reported that they undergo 

recurrent common cold (9.44%), menstrual irregularities (20%), 
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allergy (6.11%), loss of appetite (3.33%), breathing difficulty/asthma 

(1.66%) and vomiting (1.11%). 

 The major psychological problems faced by the recruit police 

constables are emotional outbursts (84.44%), lack of concentration 

(81.66%), dark moods (67.22%), insomnia (56.66%), restlessness 

(52.22%), withdrawal (43.88%) and overeating (36.66%). 12.77% of 

the respondents opined that they came across with suicide ideation 

whenever they have undergone stress. Several suicides and 

attempted suicides were reported in police academy and various 

police training camps in Kerala. As alcohol and other addictive 

substances are strictly prohibited in police academy, a few trainees 

depend on them to alleviate their stress. 

6.1.2 Phase II: Needs Assessment Study 

6.1.2.1 Objective 1  

 To critically examine the syllabi of the basic training course for 

recruit police constables 

6.1.2.1.1 Research Design  

 The investigator utilized the archives, such as the Block 

Syllabus for Recruit Police Constables including the outdoor and 

indoor sessions. 

6.1.2.1.2 Analysis 

 Content analysis of archives 

6.1.2.1.3 Findings 

 Out of 1750 periods of 210 days of basic police training, 76% 

of the total sessions are devoted for outdoor sessions and 24% are for 
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indoor sessions. That means police training is mainly focused on 

physical training. 

 Out of the 420 periods of indoor sessions, only 35 periods 

(8.33%) are offered for ‘Human behaviour’ which includes the topics 

such as, understanding human behavior (10 periods), behavior 

towards the public, principles of police conduct, selected cases to 

emphasise the importance of courtesy, impartiality and integrity (15 

periods) and police behavior towards officers and colleagues (10 

periods). These are the only psychological sessions the recruits get 

during their training. For this, only lectures are given, any kind of 

practicum was not given for any of the sessions mentioned above. 

These sessions are handled by the visiting faculties. If visiting 

faculties from Psychology are not available, the classes will be taken 

by the trainers from other fields. Actually, this portion of the syllabus 

is very much neglected by the authority.  

 From the findings of this phase of the study, it is clear that the 

syllabus follows in the indoor session of recruit training is 

insufficient and unsatisfactory to rally the psychological 

requirements of the police trainees. 

 The close scrutiny of the Block syllabus for recruit police 

constables’ training revealed that out of 1750 periods of both indoor 

and outdoor sessions, only 35 periods (2% of the total periods) are 

included only for human behavioural aspects. As we have seen in the 

first phase of the study, the psychological knowledge needed for 

police, such as, stress management, human relations skills for 

maintaining good public relations, interviewing skills for questioning 

the suspects and the skills for identifying false confessions etc. are 

not included in the police training curriculum.  
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 That is, from the analysis, it is evident that the police training 

syllabus of recruit police constables is not adequate to meet the 

psychological needs and skills for the effective functioning of the 

police organization. So, the syllabus of the police training should be 

revised and upgraded to “psychologise” the police. 

6.1.2.2 Objective 2 

 To assess whether human relations skill training is needed in 

the police training curricula 

6.1.2.2.1   Research Design 

 Structured interviews and written surveys 

6.1.2.2.2   Sample 

 A total sample of 3107, which includes, 180 recruit police 

constables, 420 SI cadets, 1250 police constables, 220 head 

constables, 180 assistant sub inspectors, 85 sub inspectors of police, 

22 circle inspectors, 30 higher police officials and 720 public selected 

through convenience sampling. 

6.1.2.2.3 Analysis 

 Content analysis of structured interviews and written surveys 

6.1.2.2.4   Findings 

 Out of 3107 participants, 99.098% responded that human 

relations skill training is needed in the police training curriculum 

and 0.091% responded which is not needed. By further probing, the 

persons responded ‘No’ explained that the human relations skill 

training will affect the discipline of police force and public will not 

have enough respect and fear towards the police. From the result, it 

is obvious that, the traditional views of policing, such as ‘police 
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should keep a distance from the public’ is also persistent even 

nowadays. When compared to the positive responses, the frequency 

of the negative responses were so minimal and negligible, the 

investigator substantiated that human relations skill training is 

needed in the police training curricula. 

6.1.2.3   Objective 3 

 To elicit the responses of the recruit police constables, senior 

police officers and public on the desirable personality traits and 

skills needed for effective police personnel. 

6.1.2.3.1 Research Design 

 Structured interviews and written surveys 

6.1.2.3.2   Sample 

 A total sample of 3113, which includes, 180 recruit police 

constables, 420 SI cadets, 1250 police constables, 226 head 

constables, 180 assistant sub inspectors, 85 sub inspectors of police, 

22 circle inspectors, 30 higher police officials and 720 public selected 

through convenience sampling. 

6.1.2.3.3   Analysis 

 Content analysis of interviews and surveys 

6.1.2.3.4   Findings 

 The content of the survey report unfolded a number of skills 

and traits identified by both the police and the public. These skills 

and traits were categorized into eight skill zones and each skill zone 

is further subdivided into specific skills. Out of 3107 respondents, 

98.33% answered that the police personnel should possess some 

desirable personality traits. The other essential and most valuable 
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skills identified were, monitoring personal performance (92.51% 

responded), communication and relationship with others (90.04%), 

investigation (76.43%), knowledge (72.01%), decision making/ 

problem solving/ planning (54.63%), practical effectiveness (52.33%) 

and written reports (49.66%).  

 The major personality traits needed for an efficient police 

officer are emotional control/anger management (94.57% responded), 

positive attitude and self esteem (73.91% responded), and 

assertiveness/tenacity (62.39% responded). Other significant traits 

are interpersonal sensitivity (56.66%), adaptability (43.91%), social 

concern (41.71%), communication skills (34.65%), personal values 

(32.22%), self confidence (27.07%), practical intelligence/common 

sense (22.74%), team work (17.79%) and achievement motivation 

(11.58%). 

 On the basis of the findings of the analysed content, a ‘Skill 

Format for Recruit Police Constables’ can be developed and used as 

an assessment measure for police selection and recruitment to 

obtain the right person for the  job. 

6.1.3 Phase III: Exploration of Psychological Variables Related to 

Human Relations Skills 

6.1.3.1  Research Design 

 Quantitative descriptive design 

6.1.3.2  Sample 

 A sample of 120 male and 60 female recruit police constables 

is selected through purposive sampling. 
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6.1.3.3  Measures 

 IAS rating scale (Mathew, 1995) 

 Assertiveness inventory (Gambrill and Richley, 1995) 

 Emotional Intelligence Scale (jayaraj and Raj, 1998) 

 Self esteem Inventory (Immanuel and Sananda Raj, 1998) 

 Personal Information Schedule 

6.1.3.4 Objective 1 

 To explore the psychological variables, such as the dimensions 

of personality, emotional intelligence, assertiveness and self esteem 

among the police trainees 

6.1.3.4.1 Analysis 

 Descriptive statistical analysis 

6.1.3.4.2 Finding 

 A close scrutiny of the distribution of the variables under 

investigation shows that the variables are not much deviated from 

normality and hence can be dealt as normally distributed. 

6.1.3.5 Objective 2 

 To find out whether there exists any relationship among the 

psychological variables, such as personality dimensions (inertia, 

activation and stability), assertiveness, emotional intelligence and 

self esteem among the recruit police constables 

6.1.3.6 Hypothesis 

 There will be significant relationship among assertiveness, self 

esteem, emotional intelligence and IAS personality traits. 

6.1.3.6.1  Analysis 

 Pearson’s Product Moment of Correlation Coefficient 
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6.1.3.6.2  Findings 

 Assertiveness has positive and highly significant correlations 

with emotional intelligence and self esteem.  

 Emotional intelligence has a positive and highly significant 

correlation with self esteem.  

 Assertiveness, emotional intelligence and self esteem have 

marked or substantial significant negative correlations with the 

personality dimension, inertia.  

 Assertiveness, emotional intelligence and self esteem have 

positive and marked or considerable significant correlations with the 

personality dimension, activation.  

 The personality dimension, stability has an indifferent or 

negligible, negative relationship with assertiveness. Stability has a 

negative, insignificant and trifling correlation with emotional 

intelligence and the relationship between stability and self esteem is 

low, slight and negative, but significant.  

 The personality component, inertia has a negative, marked 

correlation with activation and a low, negative, but significant 

relationship with stability. Activation has a negative but noticeable 

association with stability. 

 Hence, the hypothesis is accepted. 

6.1.3.7 Objective 3 

 To find out the main and interaction effects of the variables, 

emotional intelligence and self esteem on assertiveness among 

recruit police constables 
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6.1.3.8  Hypothesis 

 There will be significant difference between the classificatory 

factors of emotional intelligence (low and high) and self esteem (low 

and high) on assertiveness. 

6.1.3.8.1 Analysis  

 Two-way analysis of variance 

6.1.3.8.2 Findings 

 The recruit police constables having low level of emotional 

intelligence are less assertive and persons having high level of 

emotional intelligence are more assertive.  

  The persons having low level of self esteem are less assertive 

than those who have high level of self esteem. 

 But, no interaction effect is noticed between emotional 

intelligence and self esteem on assertiveness. 

 Hence, the hypothesis is not accepted. 

6.1.3.9 Objective 4  

 To find out the main and interaction effects for the variables, 

personality dimensions, emotional intelligence and educational 

qualification on assertiveness among the police trainees 

6.1.3.10 Hypothesis 

 There will be significant interaction among the classificatory 

factors of personality (inertia, activation and stability), emotional 

intelligence (low and high) and educational qualification (S.S.L.C,  

plus two, graduate and post-graduate) on assertiveness. 
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6.1.3.10.1   Analysis 

 Three-way ANOVA 

6.1.3.10.2   Findings 

6.1.3.10.2.1 Main Effects 

 Personality has a significant role on assertiveness. The persons 

having activation as the major personality dimension are more 

assertive than the persons who are holding other two personality 

dimensions, inertia and stability. 

  Education plays a significant role on assertiveness. The 

subjects having low educational qualification are less assertive than 

the highly educated groups. The post-graduate police trainees are 

more assertive than the trainees who are having low levels of 

education. 

6.1.3.10.2.2   Two-way Interactions 

 There is no significant interaction among the various 

dimensions of personality and emotional intelligence on 

assertiveness in the recruit police constables. 

 The educational qualification of the subjects and various 

dimensions of personality, such as inertia, activation and stability 

have significant interaction on assertiveness. The post-graduate 

police recruits with activation as their major personality dimension 

are more assertive than the other groups. The persons having 

S.S.L.C as an educational qualification and having inertia as thae 

major personality dimension are less assertive. 

 There is no significant interaction between emotional 

intelligence and education on assertiveness of the recruit police 

constables. 
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6.1.3.10.2.3   Three-way Interactions 

 There is no significant interaction effect among the various 

groups of education (S.S.L.C, plus two, graduation and post-

graduation) personality (inertia, activation and stability dimensions) 

and emotional intelligence (low and high levels) on assertiveness. 

 Hence, the hypothesis is not accepted. 

6.1.3.11   Objective 5 

 To find out the main and interaction effects for the variables, 

personality, self esteem and educational qualification on 

assertiveness  

6.1.3.12   Hypothesis 

 There will be significant interaction between the classificatory 

factors of personality (inertia, activation and stability), self esteem 

(high and low) and education (S.S.L.C, plus two, graduation and 

post-graduation) on assertiveness. 

6.1.3.12.1 Analysis 

 3-way ANOVA 

6.1.3.12.2 Findings 

6.1.3.12.2.1  Two-way Interactions 

 There is no significant interaction effect between the various 

personality dimensions and various levels of self esteem on 

assertiveness. 

 There is no significant interaction effect among the high and 

low levels of self esteem and the various groups of education 
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(S.S.L.C, plus Two, graduation and post-graduation) on 

assertiveness. 

6.1.3.12.2.2   Three-way Interactions 

 There is significant interaction among the various levels 

of self esteem, personality dimensions and the different groups of 

education on assertiveness. The subjects who are highly educated, 

having high self esteem and activation as the prominent personality 

are more assertive, whereas the subjects having lower level of 

education, low self esteem and  inertic (passive) personality are less 

assertive than others. 

Hence, the hypothesis is accepted. 

6.1.3.13   Objective 6 

 To find out the main and interaction effects for the variables, 

emotional intelligence, personality, and gender on assertiveness  

6.1.3.14 Hypothesis 

 There will be significant interaction among the classificatory 

factors of emotional intelligence (low and high), personality (inertia, 

activation and stability) and gender (male and female). 

6.1.3.14.1 Analysis 

 3-way ANOVA 

6.1.3.14.1.1 Findings  

6.1.3.14.1.1.1 Main Effect 

 There is no significant effect of gender differences on 

assertiveness. 
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6.1.3.14.1.1.2 Two-way Interactions 

 There is significant interaction among the various levels of 

emotional intelligence and gender differences on assertiveness. The 

males having high level of emotional intelligence are more 

assertiveness than the females of high emotional intelligence. And 

also, males who are having a low level of emotional intelligence are 

less assertive than the females in the same group. 

 There is no significant difference among the various 

personality dimensions and gender on assertiveness. 

6.1.3.14.1.1.3  Three-way Interaction 

 There is significant interaction among the various levels of 

emotional intelligence, personality dimensions and gender differences 

on assertiveness. The males having high level of emotional 

intelligence and activation as the dominant personality are more 

assertive than all other groups. The females having high level of 

emotional intelligence and stability as the major personality 

dimension are more assertive than others. Low emotionally 

intelligent, inertic females are less assertive than that of their male 

counterparts. 

 Hence, the hypothesis is accepted. 

 6.1.3.15  Objective 7 

 To find out the main and interaction effects for the variables, 

personality, gender and self esteem on assertiveness  

6.1.3.16  Hypothesis 

 There will be significant interaction among the classificatory 

factors of personality (inertia, activation and stability), gender (male 

and female) and self esteem (low and high). 
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6.1.3.16.1 Findings 

6.1.3.16.1.1 Two-way Interactions 

 There is significant interaction between the various levels of 

self esteem and differences in gender on assertiveness. The males in 

the high self esteem group are more assertive than the males in the 

low self esteem group and also, females in the high self esteem group 

are more assertive than the females in the low self esteem group. 

6.1.3.16.1.2   Three-way Interactions 

 There is no significant interaction effect among the various 

levels of self esteem (low and high), inertia, activation and stability 

dimensions of personality and differences in gender (male and 

female) on assertiveness. 

 Hence, the hypothesis is not accepted. 

6.1.4 Phase IV: Preparation and Development of the Module of 

Human Relations Skill Training for Recruit Police 

Constables 

6.1.4.1 Objective 1 

 To prepare and develop the package of the human relations 

skill training for the police trainees  

6.1.4.1.1  Research Design 

 Qualitative descriptive design 

6.1.4.1.2  Analysis 

 Content analysis of literature reviews, the findings of the first 

three phases of the present study, field observation, interviews with 

experts, field experiments and brain storming sessions. 
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6.1.4.1.3  Findings 

 The present package of the intervention is named as 

“Assertiveness at Work: Human Relations Skill Training (HRST) for 

Recruit Police Constables in Kerala”. 

 The module of the Human Relations Skill Training (HRST) 

package for recruit police constables included the following sessions: 

1) Ice Breaking, 2) Group Dynamics, 3) Introduction to Human 

Relations and Its Major Themes, 4) Develop Human Relations Skills 

in the Work Place, 5) Improving Personal and Organizational 

Communications, 6) Understanding Your Communication Style, 7) 

Public Speaking, 8) Building High Self Esteem, 9) Values Influence 

Ethical Choices, 10) Attitudes can Shape Your Life, 11) Motivating 

Yourself and Others, 12) Improving Interpersonal Relations with 

Constructive Self-Disclosure, 13) Achieving Emotional Balance in a 

Chaotic World, 14) Building Stronger Relationships with Positive 

Energy, 15) Developing A Professional Presence, 16) Team Building – 

A Leadership Strategy, 17) Assertiveness Training, 18) Resolving 

Conflict and Dealing with Difficult People, 19) Responding to 

Personal and Work-Related Stress and 20) Valediction. 

 Each session includes an introduction, learning objectives, 

participatory methodologies, and activities. A pre-post course 

assessment, pre-post competency self-evaluation, and peer feedback 

form on practice sessions were included in the HRST module. 

 The training methods used for the present intervention were 

based on acquiring knowledge, thinking skills, psychomotor skills 

and attitudes and beliefs. The course models a variety of effective 

training methodologies, including demonstration, practice, 

discussion, brain storming, buzz groups, case studies, role play, 

games, visualization in participatory programming (VIPP), and 
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presentation to give participants “hands-on” skills practice. 

Participants receive instructor and peer feedback and develop a plan 

for on-the-job reinforcement of the skills. The content of the course is 

basic to every adult training/learning event. 

6.1.5 Phase V:  Targeted Intervention 

6.1.5.1 Objective 1 

 To implement and test the efficacy of the newly developed 

intervention strategy to augment the human relations skills for 

recruit police constables 

6.1.5.1.1   Research Design 

 Pretest-Posttest Design 

6.1.5.1.2 Sample 

 28 participants in the experimental group and 28 participants 

in the control group using simple random sampling 

6.1.5.1.3   Analysis 

 Paired t-test was used for comparing the means of    

psychological variables between the pre-test and post-test of both the 

experimental and control groups. 

 Independent t-test was used for comparing the means of 

psychological variables between the experimental and control groups 

in the post-intervention assessment. 

6.1.5.1.4   Specific Objective 1 

 To compare the psychological variables of assertiveness, 

emotional intelligence and self esteem in the experimental group 

between the pre-test and post-test 
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6.1.5.1.5  Hypothesis 

 There will be significant difference in the psychological 

variables of assertiveness, emotional intelligence and self esteem in 

the experimental group between the pre-test and post-test. 

6.1.5.1.5.1  Findings 

 The present intervention could help those who have previously 

suffered in silence to speak up for themselves, improve the emotional 

intelligence skills of the police trainees and eliminate the low self 

esteem and helped to foster a positive self image in the experimental 

group.  

Hence the first hypothesis is accepted.  

6.1.5.1.6  Specific Objective 2 

 To compare the psychological variables of assertiveness, 

emotional intelligence and self esteem in the control group between 

the before-and-after interventions 

6.1.5.1.7  Hypothesis 

 There will be no significant differences in the psychological 

variables of assertiveness, emotional intelligence and self esteem in 

the control group between the before-and-after interventions. 

6.1.5.1.7.1  Findings 

 Only self esteem is found to be changed slightly, where as, 

other two variables, assertiveness and emotional intelligence, are 

unaffected in the control group between the before-and-after 

interventions.  

Hence, the hypothesis is not accepted. 
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6.1.5.1.8 Specific Objective 3 

To compare the psychological variables of assertiveness, 

emotional intelligence and self esteem in the experimental and 

control groups after intervention. 

6.1.5.1.9 Hypothesis 

There will be significant differences in the psychological 

variables of assertiveness, emotional intelligence and self esteem in 

the experimental and control groups after intervention. 

6.1.5.1.9.1 Findings 

 The experimental group has significantly higher level of 

assertiveness, emotional intelligence and self esteem than the control 

group in the post-intervention assessment. The present intervention 

strategy of human relations skill training was highly effective to 

enhance the assertiveness skills and to practice strategies to cope 

with aggressiveness and passivity, to improve emotional intelligence 

skills, so as to managing emotions well and to eliminate low self 

esteem and to foster a positive self image. 

 Hence, the hypothesis is accepted. 

6.1.6 Phase VI: Evaluation of the Training 

6.1.6.1 Objective 

 To assess the formative and overall outcome of the training 

programme in terms of trainees’ reaction (how well trainees liked the 

training), learning (what principles, facts or skills were learned), 

behavior (what were the resulting changes in job behaviour) and 

results (what were the tangible results from training) 
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6.1.6.1.1 Sample  

 28 participants in the experimental group using purposive 

sampling 

6.1.6.1.2 Analysis 

 Both the quantitative and qualitative descriptive designs 

6.1.6.1.3 Findings  

 From the feedback of each session, it is revealed that there is a 

gradual improvement in the responses of the trainees that they liked 

this training very much. On the basis of the analysis of the responses 

given by the participants through the feedback, necessary 

modifications and arrangements for further improvement of the 

training were done by the researcher after each session of the 

training. Due to the time constraints, the individual questions 

addressed by the facilitators were quite minimal, and the time 

allotted was not adequate to satisfy the participants in several of the 

sessions. It is also obvious that no single observation was rated as 

unsatisfactory, and only a very few observations came under the 

category ‘need improvement’. Majority of the observations on each 

session was scored as above average and superior.                                           

 Altogether, it can be said that, the formative evaluation of the 

training helped the researcher to determine whether a programme is 

operating according to plan. This also helped the investigator to 

improve each training session so lively and clear; to sharpen the 

facilitation skills and to stress upon the facilitators’ eye contact, 

gestures, mannerism, pace of delivery and confidence in dealing with 

each module; to take meticulous efforts to prepare each module in 

terms of its content coverage, presentation and usefulness in job; to 

augment the scope of audio-visuals in the human relations training; 

to focus on impressive training methodologies; to comprehend the 

importance of time allowing for clarifying the doubts and queries of 

the trainees regarding each session; and finally, these daily 
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programme audits facilitated the researcher to examine whether the 

objectives formulated for each session could have been materialised. 

 From the results of summative evaluation, including the 

analysis of the content of the evaluation forms and sharing of oral 

testimonies, it can be said that the trainees demonstrated a profound 

appreciation towards the human relations skill training – its content, 

amount of information, sequence of information, trainer facilitation, 

training methodology, the materials and visual aids used, the 

practicum, organisational support and length of the training. 

 The most impressive and interesting sessions of the training 

that the police trainees assessed were the sessions ‘building high self 

esteem’ and ‘improving interpersonal relations’. The second highest 

preference goes to the sessions, ‘ice breaking’ and ‘assertiveness 

training’. And, the next higher choice goes to the sessions, ‘group 

dynamics’, ‘achieving emotional balance in a chaotic world’, and 

‘responding to personal and work related stress’. All these sessions 

are highly dependent on human relations skills. 

6.2 LIMITATIONS OF THE STUDY AND SCOPE FOR FUTURE 

RESEARCH  

6.2.1 The present study was focused on only the three variables 

related to human relation skills. Different related variables can 

be studied.  

6.2.2 Different related personality variables can also be studied. 

6.2.3 Human relations training for police does not confine only to 

the fact finding and staff training, but also, information 

sharing, community education, mediation, conciliation, 

cultural literacy, hate crime response, conflict management, 

police–citizen encounters, handling family disputes etc. So, 

further study can be done in this respect. 
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6.2.4 The participants of the intervention programme was only 

focused on recruit police constables, so it can be extended by 

including the police constables and other personnel of police 

hierarchy.  

6.2.5 Intervention for a long duration, with more follow-ups can be 

done, if participants are available. 

6.2.6 In the intervention provided in the present study 20 different 

modules on human relations skill training were utilized. 

Though, it was more time, energy and money consuming, 

further study can be planned by providing these different 

modules in different combinations, so that the effect of 

different modules can be studied separately and in 

combinations. 

6.3  RECOMMENDATIONS 

6.3.1 There is a considerable paucity of psychological researches on 

the behavioural and human relation issues of police personnel 

in India. No doubt that the psychological researches and 

intervention programmes can help the police department 

functioning more effective, to enhance the professionalism, 

high morale and good public image and to transform the police 

into high performing, motivated and committed personnel. So, 

the Government and research funding agencies should 

promote and sanction more psychological researches in this 

area. 

6.3.2 Psychological profiling system can be used in the selection and 

screening procedures of recruits to the police, so as to get more 

motivated, committed and value oriented persons along with 

the written and physical tests for employment selection in 

police. Psychological assessment, such as the administration 

of personality inventories can also be used at the time of 

selection to predict successful police officer performance.  
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6.3.3 The basic training syllabus of recruit police constables in the 

Kerala Police is not adequate to meet the psychological needs 

and skills necessary for the effective functioning of the police 

organization. So, the syllabus of the police training should be 

revised and upgraded to “psychologise” the police, including 

behavioural training, such as human relations skill training, 

stress management, conflict resolution, de-addiction etc. along 

with the indoor and outdoor training of the present system. 

This should have a far reaching positive impact on the entire 

police department. 

6.3.4 It is apparent that a good deal of talent exists within the 

department among men and officers who can be identified and 

prepared to serve as trainers or facilitators for capacity 

development programmes. 

6.3.5 There is no psychologists who are working with the police on a 

full-time basis in any of the police academy or police training 

institution in India, so far. As the psychological problems and 

demands of the police increase rapidly, a psychologist should 

be assigned to the academy training staff on a full-time basis. 

This officer would be responsible for developing psychological 

assessments and implementing programs in human relations 

or interpersonal communications, stress management, etc. 

Specializing in this area, he or she would develop the 

necessary expertise with respect to knowing which officers 

within the department could be tapped as resource people to 

use in the different programs for which he is responsible. 
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Appendix IV 

 

SCALE OF ASSERTIVENESS 
Gambrill, E.D. & Richley, C.A. (1995) 

Instructions  

The following items are meant to find out some of your behavioural patterns and experiences. Write 
your personal opinion in the response sheet about each item by putting a '' mark against the 
appropriate response.  Viz. A, B, C, D and E which are given and the number of each statement.  A 
denotes 'Strongly Agree' B - 'Agree', C - 'Undecided', D - 'Disagree' and E - Strongly Disagree. 

 Please note: Select C only when you cannot say clearly whether you agree or disagree with 
a statement.  Do not omit any item.  Your responses will kept confidential and will be used for 
research purpose only. 

1.  I find it difficult to take a compliment. 

2.  I prefer not to criticize others, even if I am sure they are wrong. 

3.  I find it hard to tell someone that I have romantic feelings for him or her. 

4.  I’m not comfortable asking my boss for a raise, even if I think I deserve it. 

5.  I avoid dealing with difficult situations involving confrontation. 

6.  I tend to be the leader in a group of friends. 

7.  I feel people take advantage of me. 

8.  Talking to people in positions of authority makes me feel nervous, self-conscious, or unsure of 
myself.  

9.  I behave in a self-confident manner. 

10.  I express my opinions, even if others in the group disagree with me. 

11.  I feel awkward paying someone a compliment. 

12.  I am able to speak openly about my feelings. 

13.  I feel threatened when dealing with someone who is very assertive. 

14.  If I am not satisfied with the service in a restaurant, I let the waiter know. 

15.  I feel free to politely voice my disagreement with someone in a position of authority. 

16.  Opinionated people make me feel uncomfortable. 

17.  I put the needs of others ahead of my own needs. 

18.  When an argument is over, I replay the situation in my head, thinking of all the things I could 
have said, regretting that I hadn't thought of them then, or wishing I had the guts to say them. 

19.  I fear making phone calls to institutions, government agencies or businesses, because I might 
sound stupid if I don't understand the instructions. 

20.  If my neighbors made too much noise, I would let them know. 



 

 

21.  I feel comfortable saying "no" to people. 

22.  When I go out with other people, I'll do what they suggest, even if I feel like doing something 
else. 

23.  I am able to express my anger or frustration with a friend or partner if I think it's justified. 

24.  Instead of arguing, I tend to accept responsibility for other people's mistakes. 

25.  I tend to just go along with what everyone else wants, instead of stating my own desires. 

26.  If a friend woke me up late at night with an unimportant phone call, I would say that I was already 
sleeping and prefer not to be called that late. 

27.  I tend to be speechless when I am left alone with a person I find attractive.  

28.  When a friend borrows something from me and forgets to return it, I feel comfortable reminding 
her or him. 

29.  I will use intimidation to ensure that I get my way. 

30.  I have been known to lose my temper and swear at people. 

31.  Most people around me seem to be more assertive than I am. 

32.  I have nothing to lose by asking questions in front of other people. 

33.  At lunch, if my co-worker suggested going out for Chinese and I wanted Italian, I’d probably end 
up giving in and we’d go for Chinese. 

34.  When I’m driving and other people are in the vehicle, I insist on listening to the music I like at 
least some of the time. 

35.  I tend to yell at people when I don't get my way. 
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SCALE OF ASSERTIVENESS 
 

 

RESPONSE SHEET 

 

 

 A B C D E   A B C D E 

1.       19.      

2.       20.      

3.       21.      

4.       22.      

5.       23.      

6.       24.      

7.       25.      

8.       26.      

9.       27.      

10.       28.      

11.       29.      

12.       30.      

13.       31.      

14.       32.      

15.       33.      

16.       34.      

17.       35.      
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Name:      Age:  Male/Female 

Qualification  


