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Abstract: The aim of this study is to develop and test the factorial validity of a questionnaire about police officer’s 
transformational leadership on the ground. Based on Bass’s (1985) transactional/transformational leadership model, Police 
Officers Transformational Leadership Scale is composed of 33 items rated on a Likert-type scale from (1) Completely disagree 
to (6) Completely agree. Respondents were 167 police officers from a large French Canadian police organization and two small 
police corps. The results show that a model structure with two second-order dimensions (transactional and transformational 
leadership), consistent with Bass’s theory (1985), provided a good fit to the data. The results suggest that this questionnaire is 
well suited for describing the transformational leadership of police officers. 
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1. Introduction 

Policing has changed over the last 30 years. It has changed 
from a reactive military model to a more proactive model of 
community policing [1]. In such a model, police aim at 
problem solving instead of crime elucidation and are more 
concerned with citizens’ specific problems and concerns [2]. 
Community policing is modifying police officers’ work. 
Police officers become more autonomous at work. They must 
improve their relationships with citizens [3], and collaborate 
with the community to improve quality of life and feelings of 
safety [4]. Moreover, police officers must become effective 
communicators [5]. They must be engaged in their 
community, listen carefully to citizens and seek citizens’ 
involvement whenever possible. Police officers must make 
fundamental decisions on the street, far from their 
supervisors [4]. According to Bayley [6] and Shearing 
(1996), community policing transforms police from being an 
emergency squad in the fight against crime to becoming 
primary diagnosticians and treatment coordinators. In the 
bigger picture, community police officers’ work includes 
resolving conflicts, helping victims, preventing accidents, 

solving problems, and reducing fear as well as reducing 
crime [7, 8]. These behaviors call for police officers’ 
leadership. 

However, when it comes to assess police officers’ 
leadership, there is no measurement instrument to our 
knowledge. Previous studies about police leadership were 
interest in the leadership of police chiefs [9], and police 
managers [10, 11, 12, 5, 13]. Therefore, the aim of the study 
reported herein is to develop and validate a measurement 
instrument of police officer leadership in their practice on the 
ground. 

2. Theoretical Framework 

Over the past three decades, new leadership theories have 
occupied a central position in leadership studies. These 
theories refer to authentic leadership [14], charismatic 
leadership [15] (Conger, & Kanungo, 1994), relational 
leadership [16] (Uhl-Bien, 2006), servant leadership [17] 
(Parris, & Peachey, 2013), shared leadership [18] (Pearce, 
Conger, & Locke, 2008), transformational leadership [19] 
(Bass, 1985), and visionary leadership [20, 21, 22] (Saskin, 
1988; Nanus, 1992; Posner and Kouzes, 1993). The study 
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adopted Bass’s transformational model of leadership (1985) 
because it is the most widely used. Moreover, it has been 
validated in various fields such as the military [23] (Kane & 
Tremble, 2000), education [24, 25] (Koh, Steers, & Terborg, 
1995; Dussault, Payette, & Leroux, 2008), project 
management [26] (Thite, 2000), and coaching [27] (Rowold, 
2006). According to [28] Vito, Higgins, and, Denney (2014), 
the transactional/transformational leadership applies well to 
police leadership. Moreover, [29] Andreescu and Vito (2010) 
show that police officers tend to favour a transformational 
leadership style for their managers. This theory describes 
leadership according to three dimensions: transactional, 
transformational, and laissez-faire [30] (Avolio, Bass, & 
Jung, 1999). Most effective leaders use both transactional 
and transformational leadership style [30, 31] (Avolio, et al., 
1999; Bass, 1997) and avoid laissez-faire, which is non-
leadership. 

Transactional leadership involves day-to-day management 
and close contact. This leadership style is composed of two 
factors: contingent reward and management-by-exception. 
Leaders using contingent reward reinforce positively 
subordinates when they do what is required. Management-
by-exception is the use of negative feedback if subordinates 
fail to meet expectations. The leader neglects to provide 
instructions when subordinates met their objectives, he 
allows subordinates to continue to do work as usual as long 
as they meet performance goals. He intervenes only when 
problems arise. 

Transformational leadership is comprised of three factors: 
charisma, intellectual stimulation, and individualized 
consideration. Charismatic leaders are highly esteemed, they 
are role models that followers strive to emulate and align 
around a common mission [32] (Bass, Avolio, & Atwater, 
1996). Such leaders create loyalty and enthusiasm in 
subordinates. Intellectual stimulating leaders encourage 
subordinates to think outside of the box, to innovate, to be 
aware of the problems and reflect on solutions. Leaders 
paying attention to the needs and skills of their subordinates 
use individualized consideration. They do so in supporting 
subordinates through some form of coaching. 

Finally, the last dimension of Bass’s model is the laissez-

faire leadership. It is a non-leadership style because the 
leader refuses to make decision, avoid conflicts, and is not 
available when subordinates need him [30] (Avolio, et al., 
1999). Considering the nature of police officer jobs that calls 
for actions, and previous studies in policing [10, 11, 13, 4] 
(Deluga & Souza, 1991; Espinoza-Parra, et al., 2015; Shim, 
et al., 2015; Steinheider, & Wuestewald, 2008), and military 
[33, 34, 35] (Atwater & Yammarino, 1993; Hardy et al., 
2010, Ivey, & Kline, 2010) that do not take into account 
laissez-faire, it was decided that laissez-faire would not be 
assessed in the questionnaire. 

When measuring leadership, the instrument must have 
good psychometric properties (reliability and factorial 
validity) for intended use [36] (Crocker & Algina, 1986). 
Moreover, it should be of a minimum length that will yield 
score with good psychometric properties. It is also important 

to mention that except [5] McLeod and Herrington (2016), no 
studies have presented a police leadership questionnaire nor a 
self-version of a police leadership questionnaire based on 
Bass theoretical framework. With the advent of new 
assessment methods (i.e. 360-degree feedback), a self-report 
instrument to assess police officer leadership appears 
justified. This type of instrument would enable police officer 
to assess their self-awareness by comparing their perceptions 
to those of their colleagues, and superiors. 

3. Method 

3.1. Item Construction 

Interviews were performed with two police officers who 
are sergeants in two French Canadian police corps and an 
executive from the École Nationale de Police du Québec 
(Québec National Police School). The interviews aims at 
describing police officers leadership behaviors according to 
the multifactor leadership model. During the interview, each 
factor of the multifactor leadership model was described first. 
Next, there were ask if they knew police officers who are 
performing such behaviors. After, they were ask to describe 
the behaviors performed by these officers. At the highlight of 
these interviews and inspired by scales such as Multifactor 
leadership Questionnaire [30] (Avolio et al., 1999), Échelle 
du leadership transformatif du directeur d’école 
(Transformational leadership scale for school principal) [37] 
(Dussault, Valois, & Fernette, 2007), Transformational 
leadership Inventory [38] (Podsakoff. MacKenzie, & 
Bommer, 1996) the Police Officer Transformational 
Leadership Scale was done. 

The Police Officer Transformational Leadership Scale is 
composed of 33 items rated on a Likert-type scale from (1) 
Completely disagree to (6) Completely agree. As suggested 
by [39] Laveault and Grégoire (1997) and [40] McDonald 
(1999), a neutral option was not used because it is 
problematic and it does not necessarily represent a strictly 
neutral position. Transactional leadership is assessed with 11 
items; seven items for contingent rewards (i.e. I thank a 
citizen for his help), and four items for management-by-
exception (i.e. I tell a cyclist that he is riding dangerously). 
Transformational leadership is assessed with 22 items; nine 
for charisma (i.e. I am passionate by my work), seven items 
for individual consideration (i.e. I am having a coffee with 
citizens at the coffee shop), and six items for intellectual 
stimulation (i.e. I share information with colleagues). 

3.2. Sample 

Following the signing of a confidentiality agreement with 
the targeted organizations, the invitation to respond to the 
questionnaire was initiated through the police. The diffusion 
of this one was done by the professional e-mail. A text 
presenting the objective of the study was presented in the e-
mail in addition to the web link to complete the electronic 
questionnaire. 

Respondents were 167 police officers from a large French 
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Canadian police organization and two small police corps. 
They are 31 females and 129 males (seven do not indicate 
their gender). Eight were aged between 18-24 years old; 38 
between 25-34 years old; 45 between 35-44 years old; 69 
between 45-54 years old, and 7 were older than 55 years old. 
They have between one year of experience as police officer 
and more than 36 years of experience. Twenty-six have less 
than a year of experience as police officer, 27 have between 1 
and 5 year of experience, 24 have between 6 and 10 years of 
experience, 30 have between 11 and 15 years of experience, 
15 have between 16 and 20 years, 13 have between 21 and 25 
years of experience, 15 have between 26 and 30 years of 
experience, one between 31 and 35 years of experience, and 
six have more than 36 years of experience (10 do not indicate 
their experience as police officer). 

3.3. Analyses 

First descriptive analyses (items, factors and dimensions) 
are presented, follow by internal consistencies and 
correlations (factors and dimensions). Second, confirmatory 
analysis is performed to verify the factorial structure of the 
questionnaire. 

The tested model is based on [19] Bass’ (1985) theory of 
leadership and previous studies [41, 42] (Bycio, Hackett, & 
Allen, 1995; Waldman, Bass, & Einstein, 1987) which 
propose a structure with two second-order dimensions 
(transactional and transformational leadership). Three factors 
(charisma, individualized consideration, and intellectual 
stimulation) are associated with the first second-order 
dimension (transformational leadership) and two factors 
(contingent reward and management-by-exception) are 
associated with the second second-order dimension 
(transactional leadership). 

The factor structure was tested with confirmatory factor 
analysis using EQS6.2 [43] (Bentler, 1990). Maximum 
likelihood estimation is used. Three indices were used to 
estimate the correspondence between the matrices of 
theoretical and empirical estimates: the chi-squared statistic 
(χ2), the comparative fit index (CFI), and the non-normed fit 
index (NNFI) proposed by [44] Tucker and Lewis (1973). A 
non-significant χ2 therefore indicates that the proposed 
model adequately represents the sample date. However, the 
χ2 statistic is very sensitive to sample size, tending to 
increase significantly with increasing sample size [45] 
(Marsh, Balla, & McDonald, 1988). Therefore, it is strongly 
recommended to use other indices such as the χ2/df, CFI and 
the NNFI [43] (Bentler, 1990). A χ2/df value close to 2 
indicates goods fit to the data, whereas a value close to 5 
indicates an adequate fit. Models that present CFI and NNFI 
above .90 are generally considered adequate [45] 
(Schumacker & Lomax, 1996), while models presenting 
values above .95 are considered to provide a good fit [46] 
(Hu & Bentler, 1999). 

Based on a small sample size and the number of 
parameters to estimate in the model, item parcels (mean score 
for each factor) based on different recommandations [47, 48] 
(Little, Rhemtulla, Gibson, & Schoemann, 2013; Marsh, 

Lüdtke, Nagengast Morin & Von Davier, 2013) were used 
instead of items. 

4. Results 

Table 1 presents means score for each of the item of the 
questionnaire. It shows that items related to contingent 
reward have the highest mean score. Moreover, it also shows 
that items related to individual consideration and to 
management-by-exception obtained the lower mean score. 

Table 1. Means score for each item of the scale. 

Item M (SD) 
Transformational leadership   
Charisma  
I smile in public. 4.9 (1.1) 
I communicate enthusiastically with citizens. 5.1 (0.8) 
I'm honest with my colleagues. 5.2 (0.8) 
I get involved with my community. 3.9 (1.5) 
I listen carefully when talking with citizens. 5.1 (0.9) 
I'm passionate about my work. 4.9 (1.2) 
I look at problems with optimism. 4.7 (1.0) 
I express myself positively with citizens. 5.3 (0.7) 
Intellectual stimulation  
I point out careless cycling behaviour. 3.9 (1.4) 
I challenge my colleagues to improve their services. 4.1 (1.4) 
I share information with citizens. 4.1 (1.3) 
I share the information with my colleagues. 5.3 (0.7) 
I seek citizen involvement whenever possible. 4.1 (1.1) 
I inform citizens of certain problems. 4.6 (0.9) 
Personal recognition  
I recognize the citizens in my territory (neighbourhood). 4.4 (1.3) 
I have coffee with citizens at the local restaurant. 3.0 (1.7) 
I take interest in the lives of citizens. 4.5 (1.1) 
I take interest in those who have recently be victimized by a 
crime. 

5.1 (0.9) 

I recognize potential in each person. 5.1 (0.7) 
At the restaurant, I say hello to citizens. 5.1 (1.0) 
I talk with street workers. 3.8 (1.6) 
Transactional leadership   
Contingent reward  
I congratulate colleagues on their successes. 5.4 (.74) 
During briefings, I point out the good performance of 
colleagues. 

4.9 (1.1) 

I recognize the good performance of colleagues. 5.3 (0.8) 
I thank citizens for their assistance. 5.5 (0.7) 
I congratulate citizens on their good behaviour. 4.9 (1.1) 
I submit the candidacy of a colleague for a job well done. 4.4 (1.3) 
I thank citizens for their civic actions. 5.2 (0.9) 
Management-by-exception  
I remind colleagues when they neglect guidelines. 4.5 (1.2) 
I point out careless cycling behaviour. 3.9 (1.4) 
If a colleague experiences difficulties at work, I help bring 
corrective measures. 

5.2 (0.7) 

I correct reckless pedestrians. 3.9 (1.4) 
I remind citizens of their legal obligations. 4.5 (1.1) 

Table 2 shows that the scale presents good internal 
consistency (α =.88). Transactional leadership has good 
internal consistency (α =.83), as for contingent reward 
(α=.81) and management-by-exception (α=.70). 
Transformational leadership also presents good internal 
consistency (α=.88) as for charisma (α=.75), intellectual 
stimulation (α=.77), and individual consideration (α=.78). 
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Table 2 also presents means score for each factor. It shows 
that participants perceived themselves as more transactional 
leader than transformational even though scores are high on 
both scales. A surprising result, considering that according to 
[29] Andreescu and Vito (2010), police officers favour a 

transformational leadership style for their managers. 
Moreover, it shows that contingent reward obtain the higher 
score of all subscales. Table 2 shows moderate positive 
significant correlations between all dimensions and 
subscales. 

Table 2. Intercorrelation matrix between variables. 

Variable M (SD) α 2 3 4 5 6 7 
1) Transactional 4.8 (.63) .83 .84 .90 .90 .73 .73 .61 
2) Contigent Reward 5.1 (.65) .81  .53 .67 .62 .63 .54 
3) Management-by-exception 4.4 (.80) .70   .61 .44 .64 .53 
4) Transformational 4.6 (.63) .88    .86 .90 .89 
5) Charisma 4.9 (.62) .75     .70 .62 
6) Intellectual Stimulation 4.5 (.74) .77      .69 
7) Individual consideration 4.4 (.79) .75       

All correlations are significant at .01 level 

Figure 1 presents the standardized solution to the 
confirmatory factor analysis for police officers. The indices 
for the tested model with a structure that includes two 
second-order dimensions (transactional leadership and 
transformational leadership) presents a good fit to the data 
(χ2 = 11.27, df= 4; χ2/df = 2.8; NNFI=.96; CFI=.98) for 

police officers. Each loading of the model is significant. The 
Figure 1 shows that Contingent reward and Management-by-
exception contribute equivalently to transactional leadership. 
Moreover, it shows that Individual consideration has a higher 
contribution to transformational leadership than Charisma 
and Intellectual stimulation. 

 

Figure 1. Standardized solution to the confirmatory factor analysis for police officers. 

5. Discussion 

The objective of this study was to develop and validate a 
self-report instrument to measure police officer leadership on 
the ground according to the Bass’s 
transformational/transactional leadership paradigm. The 
results show that a model structure with two second-order 
dimensions (transactional and transformational leadership), 
consistent with [19] Bass’s theory (1985), provided a good fit 
to the data. 

From a scientific standpoint, the Police Officer 
Transformational Leadership Scale, with its good 
psychometric properties, could contribute to an empirical 
description of perceived police officer leadership. On the 
practical side, police officers could compare their own 
perceptions with those of their chief, manager, or colleagues 

in a 360-degree assessment. This would help police officers 
become more aware of their behaviors. It would also 
encourage police officers to take leadership training that 
would target their shortcomings. Moreover, the questionnaire 
could be used to verify the effect of leadership training on 
police officers’ perceptions of their own leadership. Future 
studies can use this scale to try to identify predictors of 
police officer leadership. These studies could link leadership 
to variables such as motivation, commitment and personality, 
for example. Other studies could explore the relationship 
between police officer leadership and outcomes like 
criminality or citizens’ feelings of safety. 

Certain limitations of this study should be addressed in 
future research. The small sample comprises police officers 
working in three police corps so the psychometric properties 
of the questionnaire should be verified in other police officers 
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populations and larger samples. Future studies could also 
verify the predictive validity of this instrument. Follow-ups 
could also be performed on cohorts of police officers 
programs to determine the impact on self-perceptions of 
leadership. 

6. Conclusion 

The study presents the validation of a questionnaire to 
assess leadership of police officers. Based on [19] Bass’s 
(1985) multifactor leadership theory, the scale is composed 
of 33 items rated on a 6-point Likert-type scale. The 
questionnaire assesses transactional leadership (Contingent 

Management-by-exception) and transformational reward and 
leadership (charisma, intellectual stimulation and personal 
recognition). It does not take into account laissez-faire 
leadership because the nature of police officer jobs calls for 
actions. Respondents were 167 French Canadian police 
officers. The results show that the questionnaire has good 
psychometric properties and can be use in future studies. 
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