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Abstract. In this research, you will find the differences of work mentality in policemen and the
relationship of it with stress. The tests were applied to a group of 60 police officers from Bréila, the
subjects being predominantly men. The group was divided into 30 borderline policemen and 30
forensic technicians, aged between 28 and 53, and with between 6 and 30 years of work
experience. Given the presented, the objectives of the paper are: to find out the existence of a
difference between forensic technicians and borderline policemen in terms of work ethic and also
what influence stress has on it. Following the statistical calculations, all objectives were achieved,
all hypotheses being valid. There are significant differences in the dimensions of work ethic,
obligation and avoidance, border policemen having significantly lower scores. In terms of
correlations, work ethic correlated negatively with stress, scores obtained by both specializations.
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1. Introduction

1.1 Work Mentality

A mindset is a belief that guides how people handle situations - how they will sort out
what is happening and what they should do (Shamash, A., 2014). Stanford University
psychologist Carol Dweck (2006) popularized the idea of mentality by contrasting different
beliefs about where our abilities come from. "If we have a fixed way of thinking, as our innate
ability, then a failure can be unsettling because it makes us doubt how good we are. Instead, if we
have a growth mindset, then we expect to be able to improve our ability - and a failure shows us
what we need to work on. People with a fixed state of mind have to prove themselves and
become very defensive when someone suggests they made a mistake - they are measured by their
failures” (Dweck, C. 2006: 60).

People with a growth mentality often show perseverance and resilience when they have
made mistakes - become more motivated to work harder (Gary, K., Joseph, B. 2016). Gary Klein
has discovered through his research that people who focus on ways to reduce problems and
mistakes are much different than people who, in addition to worrying about mistakes, are excited
about the chances of making discoveries and gaining experience (Gary, K., Joseph, B. 2016).
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While some individuals try to perform as few tasks as possible, others have a dedication that
causes them to work at full capacity every day. People with a strong work mentality embody
certain principles that guide their work behavior, leading them to consistently produce high-
quality results (Meriac, J. 2014). They are reliable, dedicated, hardworking, cooperative, and
disciplined.

Max Weber is generally credited for introducing the term work mentality, work ethic
being conceptualized in many different ways in the last century. Miller, Woehr, and Hudspeth
(2001) reviewed Weber's work on the theoretical origins of construct and measurement and
concluded that the work mentality is best conceptualized as a multidimensional variable. More
specifically, it is composed of seven subcomponents, including:

1. Self-confidence - representing an impulse towards independence in carrying out tasks.
It can be particularly unsafe for people who are not yet established in their careers, as it is
conceivable that they will be respected less than established professionals (Miller et al. 2002).
Even previous studies seem to affirm the commitment of younger employees to self-confidence,
as they show a strong tendency to express themselves and a desire to be more responsible, to
make influential decisions, and to function autonomously (Taylor, R., Thompson, M. 1976).

2. Morality/ethics - a desire to engage in fair/moral behavior. Occasionally, morality is
used to describe how people act, while ethics is used to define the study of standards of behavior,
especially the rules of right and wrong (Gbadamosi, G. 2004). However, more often, the terms
ethics and morality are used as a way of referring to how people act or are expected to act.

3. Free time - appreciation for relaxation/hobbies. Some research suggests that an
individual who is highly motivated to seek leisure activities would receive less satisfaction from
the work he or she performs than a person with a low interest in recreational activities (Miller et
al. 2002). Other studies show that a high leisure orientation and a high work ethic are not
necessarily opposite of the end of the spectrum (Furnham, A. 1990). These studies suggest that
people who receive job satisfaction are not necessarily excluded from receiving satisfaction from
leisure activities and vice versa. Thus, one might have a strong leisure ethic as well as a strong
work ethic.

4. Hard work - the belief that an increased level of efficiency is the key to the effective
accomplishment of tasks. It is the belief that one can become a better person and achieve one's
goals through a commitment to the value and importance of work (Miller, et al. 2002). An
individual engaged in hard work can overcome almost any obstacle, can achieve personal goals,
and can become a better person (Miller, et al. 2002).

5. The importance of work - the belief that work is important in itself. The centrality of
work refers to the importance that an individual attaches to his opportunity to work. It transcends
the need and desire for compensation and is a major frame of reference in self-identification
(Hirschfeld, R., Field, H. 2000). A study by Pryor and Davies (1982) investigated the real
concept of work centrality and focused on three conceptualizations. Firstly, it is the belief that
work is good and offers dignity, secondly, the centrality of work is a residual concept (i.e., the
less interested it is in non-work activities the greater the centrality of work) and thirdly, the
emotional interest we have in work, the passion for the process (Pryor, J., Davies, M. 1982).

6. Wasted time - an appreciation of the productive use of time. Time lost in this context
refers to a continuum, with one end representing a high commitment to time management to
maximize productivity, and the other characterizing a low commitment to time management
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(Herman, R. 2002). Efficient use and constructive timing are consistent with a strong work ethic,
and it has long been understood that improved performance is related to the efficient use of time
in the way of productivity (Mudrack, P. 1999).

7. Delay of satisfaction - the ability to postpone rewards until a later date. Delay of
satisfaction reflects the ability to give up short-term rewards to gain some benefits in the future
(Joy, V., Witt, L., 1992). A person can sustain a course of action chosen to achieve a long-term
goal, even if there are tempting alternatives that offer short-term satisfaction (Reynolds, B.,
Schiffbauer, R. 2005).

Victor VVroom is famous for his work on the theory of expectation of motivation, in which
he examines why people have chosen to follow a certain course of action. Vroom's theory of
expectations deals with motivation and management and assumes that behavior results from
conscious choices between alternatives whose purpose is to maximize pleasure and minimize
pain (Miner, J. 1993). He believed that an employee's performance is based on individual factors
such as personality, abilities, knowledge, experience, and skills. The theory states that, at the
workplace, individuals have a variety of goals and can be motivated if they believe that: there is a
positive correlation between effort and performance; favorable performance will result in a
reward; the value of the result for the employee can be determined; the desire to satisfy the need
is strong enough to be worth the effort (Victor, V. 1964). Victor Vroom (1964) argued that the
theory of expectations is based on the following three beliefs:

1. Valence - refers to the emotional orientations that people have in terms of results
(rewards). The depth of an employee's desire for extrinsic rewards (money, praise, promotion,
vacation, benefits), or intrinsic rewards (satisfaction).

2. Expectations - Employees have different expectations and confidence levels about what
they can do.

3. Instrumentality - employees' perception expressed as the probability that there will be a
reward associated with the completion of the assigned task. It suggests that an employee's beliefs
about expectations, instrumentality, and valence interact psychologically to create a motivational
force so that the employee acts in ways that bring pleasure and avoid pain.

1.2 Stress

Occupational stress is psychological stress related to someone's work, it often comes from
requirements that exceed a person's knowledge, skills, or expectations. (Sulsky, L., Smith, C,,
2005) Several psychological theories explain at least partially the occurrence of occupational
stress. . Theories include the demand-control-support model, the effort-reward imbalance model,
the person-environment matching model, the job characteristics model, the diathesis-stress
model, and the resource-demand model.

1. Control-support application model
The demand-control-support model (DCS) is the best known and applied theory in the
investigation of occupational stress (Schonfeld, IS, Chang, C.-H. 2017). This model shows us the
relationship between the low decision-making capacity at work and the large number of tasks to
be performed produce a high level of stress. The high degree of difficulty of the tasks received
and the reduced ability to make decisions, analyzed together but also separately, can generate
tension at work (a high level of stress at work (Karasek, R. 1979). This model included
subsequently, social isolation at work or in other words the lack of collaboration in the
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performance of tasks by colleagues and supervisors, which can lead to mental and physical health
problems (Karasek, R. 1979).

2. The effort-reward imbalance model
The effort-reward imbalance (ERI) model analyzes the relationship between the work done by the
employee and the rewards the employee receives. The ERI model shows us that tasks at work
require high effort and low rewards which leads to psychological problems for employees
(Siegrist et al. 2004).

3. Person-environment adaptation model

The person-environment adaptation model emphasizes the fit between a person and his
work environment, the correspondence between them influencing the health of the individual. For
healthy working conditions, the skills and resources of employees must correspond to the
requirements of their work (Schonfeld, I., Chang, C. 2017). The greater the mismatch (either
subjective or objective) between the person and his environment the higher the stress, the non-
integration can also lead to lower productivity and other workplace problems (Mark, G., Smith,
A., 2008).

4. Model of job characteristics
The job characteristics model analyzes the employees' abilities in correctly identifying tasks, how
autonomous they are in performing tasks and what their effect is. The model analyzes how the
employee feels and what are the acquisitions accumulated in the profession by making them
(Mark, G. and Smith, A., 2008). The theory holds that the way we feel at work generates different
cognitive and behavioral outcomes, such as increased motivation, satisfaction but also the
phenomenon of absenteeism (Mark, G. and Smith, A. 2008).

5. The diathesis-stress model
The diathesis-stress model shows the degree of adaptation of the individual to stressful life
experiences. This model shows that the individual is constantly confronted with stressors at work
at different degrees of intensity (Turk, D., 2002). If individuals have a resistance to stress and a
high level of adaptation, then stress at work can not lead to a mental or physical problem, but if,
on the contrary, employees are not prepared for this phenomenon, they are not adaptable, then
they appear both physical and mental health problems (Turk, D., 2002).

6. Resource demand model

The resource-demand model derives both from the theory of resource conservation and
from the DCS model, the demands being the size of the workload. Resources refer to physical
(e.g., equipment), psychological (e.g., job-related skills and knowledge), social (e.g., support of
supervisors), and organizational (e.g., how much task-related discretion is offered to the worker)
resources that are available to perform the task satisfactorily (Demerouti et. al, 2001). High
workloads and low levels of resources also result in “job strain”. Factors related to the
psychological theories mentioned above about professional stress:

a. Role conflict involves the worker facing incompatible demands, workers being directed
in contradictory directions in an attempt to meet these requirements (Beehr, T. 1995).

b. The ambiguity of the role is the lack of informational clarity about the duties that the
role of the worker in an organization requires. (Beehr, T. 1995). Like role conflict, the ambiguity
of the role is a source of tension.
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c. Coping refers to individual efforts to prevent the occurrence of a stressor or to alleviate
the stress that the impact of the stressor is likely to produce (Carver, C., Connor-Smith, J. 2010).
Pearlin and Schooler (1984) argued that because work roles are opposed to roles such as parent
and husband, tend to be impersonally organized, work roles are not a conducive context to cope
successfully.

d. The organizational climate takes into account many dimensions of the work
environment (for example safety, abuse, work-family climate). Communication, leadership style,
and employee participation in decision-making are factors that contribute to one or more
organizational climates (James, L., Jones, A. 1974).

2. The research

2.1 Objectives and hyphotheses

This research was conducted to discover the relationship between work mentality and
stress of 2 specializations in the police force. The aim is to find out the difference between
forensic technicians and border policemen in terms of work mentality and also what influence
stress has on it

Hypothesis 1: Forensic technicians are presumed to have higher scores in obligativity and
avoidance than border policemen.

Hypothesis 2: It is assumed that stress correlates negatively with the level of obligation
and avoidance.

2.2 Description of the lot of participants and the used methods

The tests were applied on a group of 60 police officers from Braila, the subjects being
predominantly men. The group was divided into 30 border policemen and 30 forensic scientists,
aged between 28 and 53 and with between 6 and 30 years of work experience.

To gather data for the study, the research tools that were used the Work Mentality
Questionnaire (MM), and the Stress Perception Scale.

The work mentality questionnaire measures 3 scales, these being fulfillment and
determination (to what extent work is perceived as a factor of fulfillment or a condition of
existence), obligation and avoidance (to what extent work is perceived as a tiring obligation) and
the mentality towards work overall.

The stress perception scale, which contains 30 questions, is used to determine the level of
stress perceived by subjects. Depending on the score, the subject can fall into one of 3 categories
of stress: low stress, moderate stress, and intense stress.

2.3. Tools used

The work mentality questionnaire measures 3 scales, these being fulfillment and
determination (to what extent work is perceived as a factor of fulfillment or a condition of
existence), obligation and avoidance (to what extent work is perceived as a tiring obligation) and
mentality towards general work.

The stress perception scale, which comprises 30 questions, and is used to determine the
level of stress perceived by subjects. Depending on the score, the subject can fall into one of 3
categories of stress: low stress, moderate stress and intense stress.
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2.4. Data analysis and processing

Hypothesis 1: Forensic technicians are presumed to have higher scores in obligation and
avoidance than border policemen.
Table 1. The difference between the scores of forensic technicians (mean = 4,907) and
border policemen (mean = 4,227) in relation to the presence on duty and the
performance of tasks.

Policemen Statistic Std.
Error
Mean 4.907 2120
Forensic Median 5.000
technicians Variance 1.349
obligation. Std. Deviation 1.1614
avoidance Meap 4.277 1074
Border Medmn 4.300
policemen Varlance_ _ .346
Std. Deviation .5882

Tabel 2. The normality test shows if the distribution is normal. The results of the border guards
do not respect the normal distribution because the value of Sig is less than 005, which leads us to
apply a non-parametric method.

policemen Kolmogorov-Smirnov? Shapiro-Wilk
Statist| df Sig. Statist| df Sig.
lic ic
Forensic 105 | 30 200" | 964 | 30 383
I technicians
obligation. Border
avoidance . 185 30 .010 .937 30 076
policemen
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Tabel 4. There is a significant difference, at a significance
threshold p = 0.01 in terms of the obligation and avoidance of
the categories of police officers.

Obligation.
avoidance
Mann-Whitney U 277.500
Wilcoxon W 742.500
Z -2.559
Asymp. Sig. (2-tailed) .010

Grouping Variable: policemen

From the data presented in the table, the hypothesis is confirmed, it is observed that there
is a significant difference, at a significance threshold of p = 0.01 regarding the obligation and
avoidance of the 2 categories of policemen.

Avoidance is a coping mechanism of stress, i.e. the constant change of cognitive and
behavioral efforts to manage specific external and/or internal requirements that are assessed as
tiring or that exceed the person's resources. In this context, coping refers to the conditions of
psychological stress in which the individual tries to minimize stressful conditions through his
own management style. The feeling of obligation and avoidance occurs when work is evaluated
without enthusiasm or performed without pleasure. It is seen as an obligation, and individuals
notice only the negative aspects.

First of all, this is due to different work regimes. Forensic technicians have the
responsibility to be available 24/7, as they can be called to the crime scene at any time (road
accidents, robberies, murders, thefts, etc.). At the crime scene, attention to detail consumes a high
level of psychic energy, as omitting the smallest detail can lead to late resolve of the investigation
or its non-completion. After collecting the material evidence (traces, fingerprints, weapons,
molds, carriers, etc.), they return to the laboratory to examine and pronounce a conclusion, a
stage that also consumes a large amount of psychic energy for an indefinite period. Carrying out
on-site research and examination of samples in the laboratory cannot be delimited in time and
space. Instead, border policemen benefit from a fixed schedule, which cannot be influenced by
spontaneous events. In the case of border policemen from Braila, the consumption of psychic
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energy is not as high, the events, such as arrivals and departure of ships, requiring concentration
for short periods.

Secondly, border policemen come into contact predominantly with diplomats and tourists,
the general atmosphere being a stressor with a low impact on the psyche. Instead, forensic
technicians are constantly in contact with corpses, victims, and perpetrators.

The 2008 study "Job stress, burnout and coping strategies of South African Police
Officers” by Akhona Nangasmo Myendeki of the Department of Psychology at Fort Hare
University assumes that coping strategies act as a buffer between stress at the workplace and
burnout. Our results prove this, but indicate that only certain coping strategies, such as avoidance
and prayer, are used as a buffer between stress and burnout. Likewise, similar studies by Mostert
and Joubert in 2005 and by Storm and Rothmann in 2003 indicate that avoidance and prayer were
used to cushion the relationship between work stress and burnout.

Hypothesis 1: It is presumed that stress correlates negatively with the level of obligation
and avoidance.

Tabel 5. The table shows the scores obtained by both samples of subjects regardind the obligation
and avoidance scale (mean = 4.592) and stress (mean = 46.13).

Statistic| Std.
Error
Mean 4,592 1248
obligation. Median 4.500
avoidance Variance 934
Std. Deviation .9664
Mean 46.13 1.314
Median 45,50
stress Variance 103.541
Std. Deviation 10.176

Tabelul 6. The results of both samples indicate a normal distribution because Sig exceeds the
value of 005 in both cases.

Kolmogorov-Smirnov? Shapiro-Wilk

Statistic| df Sig. Statistic| df Sig.
obligation.evoidance 138 60 .006 .948 60 012
stress .069 60 200" .957 60 .033

Tabel 7. The stress level correlates negatively with obligation and avoidance, the significance
threshold being p = -0.268.

obligation. stress
avoidance




BLACKSEA JOURNAL The\"/Bl' afi Slea J‘_?L”&”i"ZOfSOPS.VChOZ'g%
ol. ,I1ssue l, 1-1Z2, ring,
OF PSYCHOLOGY |SSN: 2068-4649

eISSN: 2068-4649; Print ISSN: 2068-1186

www.bspsychology.ro
blicat Pearson Correlation 1 -.268"

obligation Sig. (2-tailed) 038
.avoidance

N 60 60

Pearson Correlation -.268" 1
stress Sig. (2-tailed) .038

N 60 60

obligation.avoidance
o
o

[ele e}
oo o

stress

Figure 3. Scatter dot 1

From the data presented in the table, the hypothesis is confirmed, it is observed that there
is a negative correlation between obligation and avoidance and stress, at a significance threshold
of p = 0.268.

Stress is a feeling of mental pressure or a response to aversive stimuli. It can be divided
into 3 levels:

The first level, where stressors are coming from external sources - work, high
requirements, lack of equipment, and lack of support from supervisors and colleagues - are
specific occupational stressors.

The second level can be seen as variables that act as a buffer against the negative effects
of stress on individuals.

The third level of the process consists of the results of stress, which can be positive or
negative.

In this case, both border policemen and forensic technicians, by the nature of their
profession, have assumed the obligation to be present at work (night shifts and unexpected cases),
to respond to alarm calls regardless of the time, and to report leaving home. along with location
and duration. Due to constant training and exposure to these stressors, the human body no longer
perceives them as a threat to homeostasis, resulting in them not being seen as a cause of high
stress. As mentioned above, avoidance is a coping mechanism(a variable that acts as a shock
absorber) whose role is to reduce the level of stress felt by the individual, but also increases the
level of obligation, since performing tasks at work does not cause pleasure.
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Conclusions

As you can see from the statistical results above, both hypothesis have been confirmed.

Hypothesis 1. Avoidance is a coping mechanism of stress, i.e. the constant change of
cognitive and behavioral efforts to manage specific external and/or internal requirements that are
assessed as tiring or that exceed the person's resources. In this context, coping refers to the
conditions of psychological stress in which the individual tries to minimize stressful conditions
through his own management style. The feeling of obligation and avoidance occurs when work is
evaluated without enthusiasm or performed without pleasure. It is seen as an obligation, and
individuals notice only the negative aspects. First of all, this is due to different work regimes.
Forensic officers have the responsibility to be available 24/7, as they can be called to the crime
scene at any time (road accidents, robberies, murders, thefts, etc.). At the crime scene, attention
to detail consumes a high level of psychic energy, as omitting the smallest detail can lead to late
resolve of the investigation or its non-completion. After collecting the material evidence (traces,
fingerprints, weapons, molds, carriers, etc.), they return to the laboratory to examine and
pronounce a conclusion, a stage that also consumes a large amount of psychic energy for an
indefinite period. Carrying out on-site research and examination of samples in the laboratory
cannot be delimited in time and space. Instead, border policemen benefit from a fixed schedule,
which cannot be influenced by spontaneous events. In the case of border policemen from Briila,
the consumption of psychic energy is not as high, the events, such as arrivals and departure of
ships, requiring concentration for short periods. Secondly, border policemen come into contact
predominantly with diplomats and tourists, the general atmosphere being a stressor with a low
impact on the psyche. Instead, forensic technicians are constantly in contact with corpses,
victims, and perpetrators.

Hypothesis 1. Stress is a feeling of mental pressure or a response to aversive stimuli. It
can be divided into 3 levels:

1. The first level, where stressors are coming from external sources - work, high
requirements, lack of equipment, and lack of support from supervisors and colleagues - are
specific occupational stressors.

2. The second level can be seen as variables that act as a buffer against the negative
effects of stress on individuals.

3. The third level of the process consists of the results of stress, which can be positive or
negative.

In this case, both border policemen and forensic technicians, by the nature of their
profession, have assumed the obligation to be present at work (night shifts and unexpected cases),
to respond to alarm calls regardless of the time, and to report leaving home. along with location
and duration. Due to constant training and exposure to these stressors, the human body no longer
perceives them as a threat to homeostasis, resulting in them not being seen as a cause of high
stress. As mentioned above, avoidance is a coping mechanism (a variable that acts as a shock
absorber) whose role is to reduce the level of stress felt by the individual, but also increases the
level of obligation, since performing tasks at work does not cause pleasure.
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