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Abstract 
The purpose of this study was to investigate the effect of police officers’ participatory decision-making, 

supervisory quality and attitude, organizational justice on job satisfaction focused on mediating effect of work-
life conflict. As a result of analysis of 185 police officers, the results were as follows. The causal relationships 
between participatory decision-making, organizational justice and work-life conflict, the ones between 
supervisory qualities and attitude, organizational justice, work-life conflict and job satisfaction, all of them 
reached the significance levels, not the causal relationship between supervisory qualityand attitude work-life 
conflict. Thus, the results for the interaction have shown, participatory decision-making and organizational 
justice and work-life conflict have negative influences on work-life conflict respectively, and supervisory 
qualities and attitude conflict, organizational justice conflict, work-life conflict have effect on job satisfaction 
with positive and negative effect. The Sobel-test showed that the Sobel-test statistic of the mediating effect of 
work-life conflict on causal relationships between organizational justice and job satisfaction is significant, but 
not in the mediating effect of work-life conflict on causal relationships between supervisory qualities and 
attitude and job satisfaction. According to the analytical results, work-life conflict is an important factor that 
can improve police officers' job satisfaction in the public organizational context with an open-oriented- system 
and culture for employees' participation in the process of decision making and equality and fairness for 
organizational management. It is also noted that work-life harmony for employees may be incompatible with 
the supervisor's perception of the work-oriented or prioritized-way in hierarchical organizations like police 
agencies. 
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1. INTRODUCTION 
On February 27, 2018, the Environment and Labor Committee of the National Assembly passed the 

“Amendment to the Labor Standards Law, which reduces the working hours per week from 68 hours to 52 
hours,” after agreement with the ruling party and the opposition party six years later. This means that the 
overall atmosphere of our society is increasing awareness of the importance of efficient work culture and the 
use of time outside of work. Work-life balance has also become an important policy issue as a demand for 
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overall balance of work-family life [1]. The work-life balance issue is a problem that applies to all occupational 
groups, but especially in the case of police officers, the work to be performed is exposed to various risks, and 
the performance process is relatively unstable compared to other occupations. A typical work-life conflict is 
occupational stress that can harm shift work and family relationships[2].The work-life conflict experienced by 
police officers is an area that requires organizational attention and research in that it can have negative effects 
not only on the individual but also on the organizational level. 

According to a previous study, conflict problems occurring in the work-life area induce physical and mental 
stress, which lowers overall life satisfaction, and also leads to job stress, affecting job satisfaction in the 
organization [3]. Therefore, in order to improve organizational performance and job satisfaction through 
efficient human resource management at the organizational level, various policy support should be provided 
to resolve the internal conflicts of employees.  

This study purpose to identify the direct and indirect effects of major factors (participatory decision-making, 
supervisor's quality and attitude, organizational justice) that affect the job satisfaction of police officers using 
work-life conflict as a parameter. 

 
2. THEORETICAL CONTEXT 

There may be many factors affecting the job satisfaction of police officers, but this study selected factors 
from three aspects (participatory decision-making, supervisoryquality and attitude, and organizational fairness). 
In addition, it is intended to test the mediating effect of work-life conflict on the relationship between the 
independent variable set in this study and the job satisfaction, which is the dependent variable. 

Police officers are more likely to get various diseases due to shift work, and job stress is increasing due to 
disturbances of drunk peoples and violent acts during night duty. In addition, Due to the specificity and risks 
of the police's work, such as post-traumatic stress disorder (PTSD), which occurs in the handling of various 
crime cases, there is a high possibility that negative factors such as intention to change jobs, job burnout, or 
job satisfaction are deteriorated [4].  

Currently, the police organization is implementing various policies such as performance management, 
competency evaluation, promotion, and compensation system improvement to maximize the efficiency of the 
police and increase job satisfaction of the members, but most of these policies are motivated through external 
compensation or morale enhancement. Therefore, It is difficult to say that an institutional effort to improve the 
fundamental quality of life. 

The following will be a theoretical discussion of the factors selected in this study. 

 

Participatory Decision-making. Participatory decision-making refers to the degree of participation in the 
decision-making process (who, when, where, and how) [5], and as already shown in previous studies, 
participatory decision-making is considered to be a factor that increases job satisfaction. [5-8]. In a study 
focused on general hospital nursing managers, it was confirmed that there was a significant correlation between 
decision-making participation and job satisfaction [9]. However, unlike the results of this study, if the 
recognition of participation in decision-making is an added task, there is a possibility of lowering the 
performance [5]. In the study of the decision-making participation process of teachers, participation in the 
decision-making process was not always positive, and pointed out that there were negative aspects of 
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participation [10]. 

Supervisory Quality and Attitude. The quality and attitude of the supervisor can mean the level of awareness 
of whether the supervisor assists and expresses interest to the employees in their performance [11]. In previous 
studies, the support of the supervisor was deduced as a variable that reduces work-life conflict and increases 
job satisfaction [12] [13]. 

In the study by Karatepe and Kilic [12], work-life conflict was used as a mediator between the quality and 
attitude of the supervisor and job satisfaction. In addition, in the study of Makola and Mashegoane [14], it was 
analyzed that the interaction between supervisory quality and attitude and work-life conflict had a significant 
effect on job satisfaction. 

However, most of the previous studies were conducted for other occupations, not police officers, and even 
if the focus was on police officers, there were almost no studies using the variables of work-life conflict as a 
parameter. 

 

Organizational Justice. Organizational justice is a concept related to the expected psychological 
compensation of the time and effort invested by the organization. Because any organization has scarce 
resources (human and material), the members of the organization have no choice but to increase their interest 
in how to allocate value. In other words, it can be said to be an act manifested by methodological individualism 
[15]. Behavioral scientists argue that this sense of justice is a fundamental value that builds human economic 
and social behavior [16]. 

As Greenberg (1990) argues, organizational justice means fair allocation of resources (distributive justice), 
justice in decision-making processes (procedural justice), and justice of social interactions (interactional 
justice), this can be said to mean the degree of process recognized by individuals within the organization [17]. 

According to a study by Judge and Colquitt [18], it was concluded that procedural justice and interaction 
justice among organizational justice lower job satisfaction by mediating work-life conflict. And Andrade and 
Ramirez [19] also found that organizational justice can cause work-life conflict if it does not work properly. 

 

Work-life Conflict. Within the organization, job satisfaction of members can be important factors such as 
the degree of participation in decision making, the quality and attitude of the supervisor, and the justice of the 
organization. However, while work-life conflict can be mediated by this to have a more positive effect on job 
satisfaction, it can also have a negative effect.  

According to previous studies, work-life conflict has a negative effect on absenteeism, burnout, or 
performance creation in important work due to the separation between role demands within the organization 
and the environment around the individual, as well as work-life conflict can cause depression, emotional and 
physical fatigue. in family life [20]. 

 

Job Satisfaction. Job satisfaction is the degree of satisfaction felt in an emotional and cognitive aspect of a 
job given to an individual. The individual evaluates the job or job situation positively or negatively according 
to the degree of satisfaction [21]. The conceptual definition of job satisfaction has been tried by many scholars.  

Looking at this, Locke (1976: 1302) defines 'job satisfaction as the degree of recognition of physical and 
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psychological satisfaction resulting from the evaluation of an individual's job or job experience [22].' Milton 
(1981: 159) defines 'job satisfaction as a psychological state with positive emotions about one's job life by 
referring to a favorable attitude toward the job as an individual has.' In addition, he was defined as 'job 
satisfaction is a satisfaction function for the needs experienced through a job, and a sense of valuable 
achievement obtained from a job [23].' 

Beatty & Schneider (1981: 392-394) defined job satisfaction as a “pleasant emotional state obtained through 
evaluation of an individual's job through efforts to achieve and promote job value” [24]. In addition, Cranny, 
Smith & Stone (1992) defined it as 'an emotional response obtained through comparison between one's 
expectations and the performance achieved through job completion' [25]. Mueller and McCloskey (1990) 
defines' job satisfaction as a positive impact on employment 'and explains that job satisfaction is a tool for 
assessing how well it meets members' needs, desires or expectations [26]. And Smith (1995) defined 'job 
satisfaction as a series of psychological and emotional attitudes resulting from a balance of good and bad 
emotions and good and bad emotions experienced by individuals in relation to their jobs' [27]. 
 
3. DATA AND STATISTICAL MEHOD 
 
3.1 Data 

This study collected data from police officers who work in Daegu metropolitan city and some cities of 
Gyeongsangbuk-do province in Korea. The number of sample data was 185, giving a response rate of 77.8%.  
The survey measured the demographic characteristics of the respondents by questioning gender, age, police 
rank, and educational achievement which is used as control variables in the research.  

As a result of the demographic analysis, males (85.6%) were more than females (14.4%) among respondents, 
because the police group had a relatively large number of men. The age group was the highest in the 30s 
(28.8%), and the least in older than 60s (1.7%). By police rank, inspector (33.5%) were the highest, followed 
by assistant inspector, senior policeman, policeman, senior inspector, and superintendent. Lastly, at the 
education level, the highest number of bachelor’s degree was followed by high school graduates and master’s 
degree. 

 
Table 1. Description of survey sample (N=185) 

 
Gender  

Male 
Female 

85.6% 
14.4% 

Age 
20-29 
30-39 
40-49 
50-59 
older than 60 

 
17.8% 
28.8% 
28.0% 
23.7% 
1.7% 

Police rank 
Policeman 
Senior Policeman 
Assistant Inspector 

 
13.5% 
20.2% 
28.6% 
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Inspector 
Senior Inspector 
Superintendent 

33.5% 
3.2% 
1.1% 

Educational achievement 
High school 
Bachelor’s degree 
Master’s degree 

 
5.9% 

90.4% 
3.7% 

 
 
3.2 Analytical Results 

 
The questionnaire comprised of a total of 23 items categorized underthree sections: supervisory quality and 

attitude (6 items), participatory decision-making (3 items), organizational justice (4 items), work-life conflict 
(5 items), and job satisfaction (5 items). All items were rated on a five-point Likert Scale. This study calculated 
Cronbach’s Alphas for testing the reliability of the scales utilized in this research. 4 research concepts have 
high values of Cronbach’s Alphas coefficient, more than 0.8 with high internality consistency of every 
identified component. In this research, factor analysis was performed to validate construct dimensionality. 

Structural Equation Modeling (SEM) was applied to investigate the causal relationships suggested in the 
research questions especially focusing on testing the mediating effect of work-life conflict. SEM is a 
multivariate statistical tool that permits researchers to test theoretical models with latent variables and multiple 
indicators. Thus, the SEM procedure was utilized to assess the fit between empirical data and the theorized 
model. The path diagram (AMOS model) shows two goodness-of-fit values: the Chi2 with connected p-value 
and the Root Mean Square Error Approximation (RMSEA). The Chi2 should be as low as possible and the 
RMSEA must be close to or lower than 0.05. By examining the correlations between the research variables, 
the paths of the AMOS model is presented in Figure 1 below. In addition, the results from the statistical analysis 
of the AMOS model is presented in Table 1 below, with associated statistics: Chi-square = 43.1785, degree of 
freedom (df) = 32, p-value = 0.0200, and RMSEA = 0.046. The other statistics included: Goodness of Fit Index 
(GFI) = 0.932, adjusted GFI = 0.908, and the Normed Fit Index (NFI) = 0.926. Nearly all the results conformed 
well to the fundamental requirements as proposed by many research studies employing SEM. This shows that 
the modal structures were sufficiently fitting.  

As you can see the table 1, the causal relationships between participatory decision-making, organizational 
justice and work-life conflict, the ones between supervisoryquality and attitude, organizational justice, work-
life conflict and job satisfaction, all of them reached the significance levels (t-value >2.58, the significance 
level with p-value < 0.01), not the causal relationship between supervisoryquality and attitude work-life 
conflict. Thus, the results for the interaction have shown, participatory decision-making(β= -.201) and 
organizational justice and work-life conflict (β= -.151) have negative influences on work-life conflict 
respectively, and supervisoryquality and attitude conflict (β= .250), organizational justice conflict (β= .704), 
work-life conflict (β= -.192) have effect on job satisfaction with positive and negative effect.  

The main purpose of this research is to examine the mediating effect of work-life conflict on causal 
relationships between supervisoryquality and attitude, participatory decision-making, organizational justice, 
and job satisfaction. This study performed Sobel-test for the significance of mediation. The Sobel-test showed 
that the Sobel-test statistic of the mediating effect of work-life conflict on causal relationships between 
organizational justice and job satisfaction is significant (2.786 > 1.96), but not in the mediating effect of work-
life conflict on causal relationships between supervisoryquality and attitude and job satisfaction (1.621 < 1.96). 
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Figure 1. The AMOS Model of the Research  
 

Table 1. Analysis of Results of AMOS Model 
                      Paths                 Coefficient        t-value    

         Supervisory quality and attitude → Work-life conflict           -.122 -.973 

         Participatory decision-making → Work-life conflict           -.201 -4.099*** 

         Organizational justice → Work-life conflict -.151 -2.950*** 

Supervisory quality and attitude → Job satisfaction .250 3.087*** 

Organizational justice → Job satisfaction .704 6.810*** 

Work-life conflict→ Job satisfaction -.192 -2.998*** 

 
GFI = 0.932, AGFI = 0.908, RMSEA= 0.046, NFI = 0.926 

***p< 0.01 
 
4. CONCLUSION 

 
It is clear, according to the analytical results, work-life conflict is an important factor that can improve police 

officers' job satisfaction in the public organizational context with an open-oriented- system and culture for 
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employees' participation in the process of decision making and equality and fairness for organizational 
management. It is also noted that work-life harmony for employees may be incompatible with the supervisor's 
perception of the work-oriented or prioritized-way in hierarchical organizations like police agencies. The well-
being of employees includes the meaning and value as a managerial strategy for organizational performance 
improvement. For the organizational importance of well-being, private organizations have consistently been 
changing and enhancing their business strategies for improving welfare, equal treatment, communication, 
involvement in decision making, and organizational culture focusing on both individual and organizational 
viewpoints. However, there is a limitation on the acceptance of the well-being of employees into police 
organizations concerning the supervisor's one-sided perceptions and attitudes on their followers' compliance 
and loyalty toward organizational works instead of individual life. 

This study has an academic contribution to empirical testing on work-life conflict in the field of public 
organizations like police organization especially focusing on the mediating effect in the research model for 
improving job satisfaction because the existing literature has not almost given research interest to work-life 
conflict. Regardless of the findings and the value of the empirical test, the major limitation of this study 
warrants consideration, which is a potential selection bias. This study did not control other variables 
including demographic variables like gender, rank, and so on with the possibility of effects on work-life 
conflict. Future research needs to set up a better research design for more valid results.   
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