J Police Crim Psych (2018) 33:123-136
DOI 10.1007/s11896-017-9240-2

@ CrossMark

The Emotionally Intelligent Officer? Exploring Decision-Making
Style and Emotional Intelligence in Hostage and Crisis
Negotiators and Non-Negotiator-Trained Police Officers

Amy Rose Grubb ' - Sarah J. Brown® - Peter Hall'

Published online: 20 July 2017
© Society for Police and Criminal Psychology 2017

Abstract The research described in this article explores
decision-making styles and levels of emotional intelli-
gence displayed by police hostage and crisis negotiators
in the UK. One hundred and seventeen negotiators from
21 police forces took part in the research, and their data
were compared with 118 non-negotiator-trained police of-
ficers and 203 university students. Participants completed
the General Decision-Making Style Questionnaire (Scott
and Bruce Educ Psychol Meas 55(5):818-831, 1995) and
the Emotional Intelligence Inventory (Gignac 2008), with
data analysed using multivariate analysis of covariance
(MANCOVA) and ¢ tests. When controlling for the effects
of age and social desirability, significant differences were
found between both police samples and the student sam-
ple. All police officers displayed significantly lower levels
of avoidant decision-making and significantly higher
levels of overall emotional intelligence than students and
these findings were also reflected within certain facets of
emotional intelligence, specifically. These findings pro-
vide support for the existence of a unique ‘police officer
profile’, but fail to support the premise of a distinct ‘hos-
tage and crisis negotiator profile’ within the UK police
population. The findings are discussed with relevance to
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Introduction

Police hostage and crisis negotiators (HCNs) may encounter
an infinite number of varying situations during the perfor-
mance of their role, which may range from dealing with an
individual who is in crisis to negotiating with someone who
has taken a person, or persons hostage. There is accumulating
evidence to suggest that negotiation is an effective police tool
(McMains and Mullins 2001; Regini 2002) and that the use of
negotiation can result in an increased likelihood of successful
peaceful resolution of both hostage and crisis incidents (Flood
2003). However, there is limited empirical research that iden-
tifies the characteristics and competencies of HCNs or the
skills that are specifically linked to performance within this
often complex role (see Grubb and Brown 2012; Grubb et al.
2015; Grubb 2016). Police HCNs need to be able to respond
effectively and efficiently within a variety of stressful and
often highly emotive environments, and it is likely that several
constructs/characteristics aid performance by either facilitat-
ing operational tasks associated with the role or helping to
mitigate the stress experienced by HCNs whilst ‘in theatre’.
Currently, it is unclear whether these characteristics are likely
to be relevant to all serving police officers, or whether the
competencies of effective HCNs differ to the rest of the
non-negotiator-trained police community. The current re-
search attempts to address this question by exploring
whether officers that are trained as HCNs differ in relation
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to two constructs that tangentially and commonsensically,
at least, have application to performance within the HCN
role: decision-making style and emotional intelligence
(ED).

HCNs have to make decisions dynamically and often
with little time to prepare, ranging from carefully deciding
which dialogue to utilise next, or which tool from the ne-
gotiator repertoire to employ within a conversation, to de-
cisions regarding risk assessment of different parties in-
volved in a hostage or crisis scenario (Grubb 2016).
Decision making is, therefore, at the forefront of any ne-
gotiation. The concept of EI, also has relevance to the
entire negotiation process, which is very much concerned
with emotions. Understanding and appropriately reading a
subject’s emotions is a core tenet to negotiation, which is
only further superseded by the HCN’s ability to effectively
manage said emotions, in conjunction with their own.
Whilst identifying the decision-making styles and specific
facets of EI that are linked to performance within HCNs is
beyond the scope of the current study, the findings will
help to provide insight into whether HCNs represent a
unique sub-group within the police population, thereby
providing a foundation on which to build further research
which may have more specific implications for selection
policies. Identification of a specific HCN profile could be
used to inform future research to establish the competen-
cies that are linked to and can predict HCN performance,
and this would enable police forces to perform targeted
recruitment and enhance the selection of trainee HCNG.
As such, the current paper presents an exploratory attempt
to identify whether individual differences exist between
negotiator-trained and non-negotiator-trained police offi-
cers in relation to their decision-making style and levels
of EI, with the intention of paving the way for future re-
search and furthering the academic understanding of hos-
tage and crisis negotiation.

Review of the Literature
Decision-Making Style

Scott and Bruce (1995, p. 820) described decision-making
style as ‘the learned, habitual response pattern exhibited by
individuals when confronted with decision situations’, sug-
gesting that decision-making style is not a personality trait,
but a habit based propensity to react in a certain way. The
premise is that when encountered with a stressful situation,
individuals are likely to respond in a fairly consistent habitual
manner when deciding how to react to the situation, but that
the style of decision-making adopted may also be context-
dependent. Scott and Bruce (1995) developed a classification
system for individual decision-making style that consists of
five distinct styles that are not mutually exclusive (see also
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Thunholme 2004). Individuals tend to utilise more than one
style and consistently display a primary and secondary
decision-making style (Driver et al. 1990). The five styles
are described as (1) rational: whereby logical and structured
approaches to decision-making are employed; (2) intuitive:
whereby individuals rely upon hunches, feelings and impres-
sions when making decisions; (3) dependent: which relies
upon the direction and support of others; (4) avoidant: where-
by decision-making tends to be postponed or avoided and (5)
spontaneous: which is exemplified by impulsive and ‘spur of
the moment” decisions (Scott and Bruce 1995).

The style of decision-making adopted by individuals is
likely to contribute to performance/success within any occu-
pational role, and researchers have identified that certain
decision-making styles are more effective than others
(Anderson 2000; Russ et al. 2001; Nutt 1990; Sadler-Smith
2004). For example, rational decision-making styles have
been found to be positively correlated, and avoidant styles
negatively correlated, with assessments of managerial perfor-
mance (Russ et al. 2001). Other researchers have linked the
intuitive decision-making style to performance within busi-
ness settings (Anderson 2000; Sadler-Smith 2004).
However, although decision-making ability has been demon-
strated to constitute a vital skill within the business and man-
agerial context (Barnard 1938; Simon 1947, 1960 cited in
Russ et al. 2001; Taylor 1965 cited in Russ et al. 2001;
Ivancevich et al. 1977), there is very limited research that
has been conducted to assess this construct within law en-
forcement or emergency services personnel. In light of the
‘high stakes’ scenarios that HCNs typically encounter, it
seems prudent to suggest that decision-making style is likely
to play a role in performance within such settings (i.e. a nego-
tiator who is dealing with a hostage situation that may be
bound by time-specific deadlines is unlikely to perform well
if they display a primarily avoidant decision-making style).

The limited research which has been conducted focusing
on the role of decision-making style within such personnel has
tended to be linked to the physiological stress response.
Research by Thunholme (2008) conducted with Swedish ar-
my officers indicates that individuals who utilise certain
decision-making styles are more likely to respond negatively
to stress and exhibit higher stress responses in certain situa-
tions, particularly those involving military or operational de-
cision-making. Thunholme found that the avoidant decision-
making style correlated significantly with higher levels of cor-
tisol release during test sessions, indicating that individuals
utilising this style experienced a higher level of negative stress
when asked to make decisions under test conditions. This
finding has implications for individuals working within highly
stressful situations, as it implies that certain decision-making
styles may be related to more effective coping. To date, there
is no empirical research that explores decision-making styles
among police officer populations and as such, it is unclear
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whether decision-making style is a construct which bears rel-
evance to policing, or more specifically whether it plays a role
in specialist police activities, such as that of hostage and crisis
negotiation.

Emotional Intelligence

Salovey and Mayer (1990, p. 189) define EI as ‘the ability to
monitor one’s own and others’ emotions, to discriminate
among them and to use the information to guide one’s think-
ing and actions’, whereas, Bar-On (1997, p. 16) defines EI as
‘an array of non-cognitive capabilities, competencies and
skills that influence one’s ability to succeed in coping with
environmental demands and pressures’. There are a number
of different models of EI; probably the most widely accepted
model is that of Salovey and Mayer (1990) who divided EI
into four dimensions and proposed that these dimensions exist
sequentially (Mayer et al. 2001). These four dimensions can
be summarised as the perception of emotion, the integration
and assimilation of emotion, knowledge about emotions and
management of emotions (George 2000; Mayer et al. 1999b).
The first stage refers to the accuracy with which a person can
identify emotions in themselves and others; the second refers
to the process whereby an individual uses or assimilates emo-
tions to facilitate thought (i.e. the use of emotions to guide
thinking); the third refers to an individual’s understanding of
how his/her emotions change and the final stage refers to the
management of one’s own mood and emotions along with the
emotions of others. The construct of EI has been suggested to
play a vital but multifaceted role in aspects of life including
work, health and happiness and research indicates that indi-
viduals who are higher in EI, tend to be more successful in
their careers, have higher levels of general life satisfaction and
are healthier (Grewal and Salovey 2005). It is clear, therefore,
that EI is a salient construct within the human psyche and one
that contributes positively to individual success and satisfac-
tion in a number of domains.

There is a vast amount of psychological research focused
specifically on the role of EI in occupational settings, with
respect to both workplace performance/success and academic
performance (Nowicki and Duke 1992; Shoda et al. 1990; Van
Rooy and Viswesvaran 2004). Some researchers have even
gone so far as to suggest that EI is a more important predictor
of workplace performance/success than 1Q (Bar-On 1997;
Goleman 1995; Dulewicz et al. 2003); and EI has been consis-
tently and empirically linked to both occupational performance
and success (Carmeli and Josman 2006; Christiansen et al.
2010; Cote and Miners 2006; Goleman 1995; Lam and Kirby
2002; Law et al. 2004; Semadar et al. 2006; Sy et al. 20006).

EI has also been conceptualised as a protective factor in
terms of resilience to negative life events and is thought to
buffer the effects of aversive events on mental health
(Ciarrochi et al. 2001). A relationship between EI and

resilience has been demonstrated, with Armstrong et al.’s
(2011) findings demonstrating that high scores on all four
dimensions of EI successfully predict higher levels of resil-
ience in a general population sample of 414 participants from
across the world (including the USA, Australia, the UK and
Canada). Emotionally intelligent behaviour has been sug-
gested to be particularly adaptive when individuals are
confronted by stressful situations (Armstrong et al. 2011)
and Salovey et al. (1999 p. 161) have proposed that individ-
uals with higher levels of EI cope better with the emotional
demands of stressful encounters as a result of their abilities to
‘accurately perceive and appraise their emotions, know how
and when to express their feelings, and effectively regulate
their mood states’.

Research also indicates that EI may influence the perfor-
mance of individuals within specific occupational roles (Bar-
On et al. 2000). Bar-On et al. (2000) investigated the differ-
ences in EI between two distinct occupational groups in
Germany, both of which suffered high levels of occupational
stress: police officers and paraprofessional personnel in men-
tal health and child care professions. They found that police
officers scored significantly higher than either of the care
worker practitioner groups on most of the primary measures
of EI, suggesting that the abilities of police officers to be
emotionally more aware of themselves and of others makes
them more adaptable to stressful events and equips them with
more efficient/effective coping strategies. Due to the stress
that is likely to be experienced by HCNs when dealing with
hostage or crisis situations, it seems prudent to suggest that
high levels of EI would not only serve to facilitate their nego-
tiating skills, but also to enhance their resilience and protect
them from the adverse effects of the stresses experienced as a
result of negotiation deployments.

It is clear that EI contributes positively to individual suc-
cess within a variety of settings; however, research has also
implicated the role of EI within team/group performance
(Quoidbach and Hansenne 2009; Jordan and Troth 2004,
Jordan and Lawrence 2009; Stough et al. 2009). These find-
ings suggest that the ability to identify and regulate your own
and others’ emotions is a skill that works to positively enhance
the performance of a number of individuals within a team.
This also has implications for HCNs who exist as part of a
cadre and typically work within a team format (i.e. the nego-
tiation cell). The ability, therefore, to effectively manage the
emotions of the parties involved (including that of the hostage
taker/individual in crisis and secondary negotiator) is conse-
quently proposed to constitute a vital part of hostage and crisis
negotiation and highlights the potential importance of the EI
construct within such settings.

Although there is a plethora of research studies where the
role of EI in a number of occupational settings has been in-
vestigated, the empirical research focused on police settings is
limited. However, the idea of El as a contributing factor within
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police organisations is gaining momentum, and those re-
searchers that have measured EI within police officers have
demonstrated positive findings that promote the benefits of EI
within law enforcement settings (Afolabi et al. 2010; Al Ali
et al. 2012; Aremu and Tejumola 2008; Daus, Rubin, Smith
and Cage, 2004 as cited in Al Ali et al. 2012; Lev 2005). Al
Ali et al. (2012), Afolabi et al. (2010) and Lev (2005), for
example, all found a positive correlation between EI and po-
lice officer performance within their samples of police officers
in the United Arab Emirates, Nigeria and Israel, respectively.
Furthermore, there is strong evidence to indicate that EI is
particularly beneficial within occupations that involve regular
interpersonal contact with people, particularly where such
contacts are the basis for effectiveness (Caruso et al. 2000).
This criteria is congruent with the majority of police officer
roles, particularly that of HCNs, who spend the vast majority
of their time communicating and interacting with hostage
takers or individuals in crisis.

In addition to the small cluster of studies that support a link
between EI and police performance, there are a number of
specific facets of EI that would appear logically to be
associated with, and particularly pertinent to, the role of
hostage/crisis negotiation. The first relates to the concepts of
appraisal and expression of emotion, which are described by
Mayer and Salovey (1997) as the ability to recognise emotion
in other people’s facial and postural expressions and the ability
to recognise honest and dishonest expressions of emotions.
These abilities are particularly relevant to the hostage/crisis
negotiation situation, as the ability to accurately detect an in-
dividual’s emotional state is vital for consistent communica-
tion (Al Ali et al. 2012) and, therefore, the HCN’s ability to
draw upon these skills may facilitate the negotiation process
and enhance the likelihood of a successful and peaceful reso-
lution. The concept of empathy also falls within this facet of EI
and relates to the ability to demonstrate an awareness of other
people’s feelings, concerns and needs (Gardner 2005).
Empathy is considered to be one of the main underpinning
processes within the hostage/crisis negotiation context, and it
is specified as a key component within the Behavioural
Change Stairway Model developed by the Crisis Negotiation
Unit of the Federal Burcau of Investigation (CNU/FBI)
(BCSM; Vecchi et al. 2005) and the adapted version of the
BCSM, the Behavioural Influence Stairway Model (BISM:
Van Hasselt et al. 2008; Vecchi et al. 2005; Vecchi 2007)
utilised by HCNs worldwide. The ability to display empathy
in this context forms a key component of active listening that
is used to help create a relationship between the HCN and
individual in crisis or hostage taker. This process has parallels
with the therapeutic alliance observed within the psychother-
apeutic context (Grubb 2010) and is thought to play a vital role
within the successful resolution of negotiation incidents. The
second facet of EI that would appear to be particularly relevant
to hostage/crisis negotiation is that of emotion regulation.
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Cherniss (2000), for example, demonstrated that enhancement
of EI skills within police officers, as a result of training to
effectively manage emotions, has positive outcomes in terms
of helping regulate individual’s reactions and those of others,
particularly in conflict, dangerous and difficult situations.

To date, there is no specific published academic research
that focuses on the role of EI within hostage or crisis negoti-
ation; however, the construct has been implicated within the
more generic negotiation literature (Barry et al. 2004; Fulmer
and Barry 2004; Thompson et al. 1999) and has more recently
been applied to the concept of international negotiation (see
Caruso 2015). Fulmer and Barry (2004), for example, sug-
gested that the benefits from EI in other occupational and
academic contexts are likely to extrapolate to negotiation con-
texts by providing greater sensitivity to emotional cues,
minimising the negative effects of emotion on decision-
making and facilitating the implementation of emotion-based
tactics in negotiation. They proposed that El is a vital concept
within the negotiation process as emotional expression is a
pervasive tool within human communication. Researchers
have identified that aspects of EI, such as negotiator’s emo-
tional expression (verbal or non-verbal) assist in providing
important informational cues that help to propel the negotia-
tion through its various phases (i.e., initiation, influence, prob-
lem solving and conclusion) (Morris and Keltner, 2000 as
cited in Fulmer and Barry 2004). Caruso (2015) suggests that
emotionally intelligent negotiators are more likely to (1) dem-
onstrate accurate self- and other-awareness of emotions, (2)
connect emotionally with others and match the mood to the
task, (3) utilise excellent emotion vocabulary and conduct
accurate affective forecasting and (4) stay focused and calm
and keep other parties calm. On the basis of extrapolation of
these findings, it is, therefore, prudent to suggest that EI is an
important element within hostage and crisis negotiation, due
to the nature of the highly emotive situations that typically
require the expertise of police HCNs and the need for HCNs
to manage both their own and others’ emotions effectively.

Aims, Objectives and Hypotheses

The main aim of the current study is to compare police HCNs
with non-negotiator-trained police officers and a non-police
sample of students to identify the decision-making styles
and levels of EI demonstrated by police HCNs in the UK.
This will help to establish whether HCNs are more likely to
utilise certain types of decision-making styles or display
higher levels of EI than the comparative groups. Whilst
decision-making style has been linked to performance within
a number of occupational roles and a lower stress response in
certain environmental conditions, there is no published re-
search that identifies whether police officers (or those
performing certain police roles) employ certain decision-
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making styles more than others when compared to a non-
police population. The authors speculate that certain types of
decision-making style may serve to be more beneficial for
those deployed as HCNs by enabling them to cope more ef-
fectively with role-related stress, and the current study aims to
identify whether such differences exist. Alternatively, research
evidence has successfully implicated the importance of EI
within police work and extrapolation of this evidence suggests
that EI is a vital skill for police HCNs, with particular refer-
ence to the elements of appraisal/expression of emotion and
regulation of other people’s emotions. The authors, therefore,
propose that the abilities to identify and modulate both their
own and other people’s emotions are skills that are vital to de-
escalating crisis and hostage situations and that these skills, in
particular, may differentiate HCNs from non-negotiator-
trained officers. As such, the following hypotheses were tested
within the current study: (1) there will be a significant differ-
ence between the decision-making styles employed by HCN,
police officers and students. (2a) HCNs will score significant-
ly higher on measures of EI than police officers and students.
(2b) Police officers will score significantly higher on measures
of EI than students. (2c) HCNs will score significantly higher
than both police officers and students on measures of EI that
specifically involve the identification and regulation of other
people’s emotions (i.e. the Emotional Awareness of Others
(EAO) EI subscale and the Emotional Management of
Others (EMO) EI subscale).

Method
Design

The current study utilised a cross-sectional survey design
whereby data were collected in the form of a psychometric
test battery. The battery consisted of six pre-validated scales
measuring the following constructs: (a) Personality, (b)
Coping Style, (c¢) Cognitive Emotion Regulation, (d)
Decision-Making Style, (e) Emotional Intelligence (EI) and
(f) Social Desirability. Constructs d and e were considered
as dependent variables within the current paper, and the inde-
pendent variable was group membership with three levels
(HCN, police officer, student). Age and social desirability
were included as covariates within the analysis to control for
potential confounding effects.. Please refer to Grubb et al.
(2015) for results relating to a, b and c.

Participants

The HCN sample consisted of 117 (77% male; 23% female)
HCNs from 21 UK police forces with a mean age of 43 years
(SD = 6.1) and an age range of 29-61. The vast majority of
participants (n = 115; 98%) were White British, 1 (1%)

participant was Other White and 1 (1%) was Pakistani.
Participants’ lengths of service within the police ranged from
30 to 400 months, with a mean of 244 months (SD = 76.7),
and their lengths of service as HCNs ranged from 0 to
192 months, with a mean of 64 months (SD = 45.5). The
number of incidents dealt with as a HCN ranged from 0 to
300, with a mean of 43 (SD = 52.0).

The police officer sample consisted of 118 (63% male;
37% female) officers from 21 UK police forces with a mean
age of 41 years (SD = 7.5) and an age range of 21-57 years.
All 118 (100%) participants were White British. Participants’
lengths of service within the police ranged from 28 to
480 months, with a mean of 182 months (SD = 92.6).

The student sample consisted of 203 (45% male; 55% fe-
male) undergraduate and postgraduate students from
Coventry University, with a mean age of 22 years
(SD =5.9) and an age range of 18-50 years. The majority of
participants were White British (n = 124; 61%), and the re-
mainder of the sample consisted of students from a variety of
different ethnicities: Other White (n = 18; 9%); Indian (n = 19;
9%); Pakistani (n = 12; 6%); Bangladeshi (n = 1; 1%); Other
Asian (n = 1; 1%); Black African (n = 14; 7%), Other Black
(n =3; 2%), Chinese (n = 1; 1%) and Other Ethnicity (n = 10;
5%).

Measures
Demographic Questionnaire

Participants completed a brief demographic questionnaire that
was sample specific and contained questions relating to per-
sonal characteristics, work history within the police or course
of study. Demographic questions included age, gender,
nationality, ethnicity, course and year of study, force, rank,
length of service as an officer, length of service as a HCN
and number of incidents dealt with as a HCN.

The General Decision-Making Style Questionnaire

The general decision-making style questionnaire (GDMS;
Scott and Bruce 1995) is used to classify individuals as having
one of five independent decision-making styles: rational (log-
ical and structured approaches to decision-making), avoidant
(postponing or avoiding making decisions), intuitive (reliance
upon hunches, feelings and impressions), dependent (reliance
upon the direction and support of others), or spontaneous (im-
pulsive and prone to making ‘snap’ or ‘spur of the moment’
decisions). It consists of 25 items, scored on a five-point
Likert-type scale ranging from 1 = Strongly Disagree to
5 = Strongly Agree, with five items identified for each
decision-making style. Each decision-making style can obtain
a maximum of 25 and a minimum of 0 and the highest score
from each of the subscales is used to classify participants in
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terms of their decision-making style. The scales of the GDMS
have been shown to be reliable with a range of samples, with
reported Cronbach’s alphas ranging from: .77-.85 for the
Rational scale; .78—.84 for the Intuitive scale; .62—.86 for the
Dependent scale; .84—.94 for the Avoidant scale and .83—.87
for the Spontaneous scale (Loo 2000; Scott and Bruce 1995).
Please refer to Table 1 for subscale alphas obtained for the
current study.

The Genos Emotional Intelligence Inventory—Full Version

The emotional intelligence inventory (EIL; Gignac 2008) con-
sists of 70 items designed to measure the frequency with
which an individual displays emotionally intelligent behav-
iours across seven dimensions. The items are scored on a
five-point Likert scale, from 1 = Almost Never to 5 = Almost
Always. The EII provides a Total Emotional Intelligence
(Total EI) score, along with seven EI subscale scores that
measure the demonstration of EI skills across the following
seven different dimensions: Emotional Self-Awareness (ESA);
Emotional Expression (EE); Emotional Awareness of Others
(EAO); Emotional Reasoning (ER); Emotional Self-
Management (ESM); Emotional Management of Others
(EMO) and Emotional Self-Control (ESC). The Total EI score
is based on an equally weighted composite of the seven EI
dimensions defined above, and therefore, represents the fre-
quency with which an individual engages in a diverse variety
of emotionally intelligent behaviours relevant to the identifi-
cation and management of their own and others’ emotions.
The EII demonstrates a high level of internal consistency with
the overall EII scale displaying a Cronbach’s alpha score of
greater than .90 across a variety of nationalities and the sub-
scale scores also demonstrating respectable levels of internal
consistency, with alphas ranging from .71-.85 (Gignac 2008).
Please refer to Table 1 for the subscale alphas obtained for the
current study.

The Balanced Inventory of Desirable Responding

The balanced inventory of desirable responding (BIDR;
Paulhus 1988) consists of 40 items that are scored on a
Likert scale of 1 = Not True to 7 = Very True. Respondents
are asked to rate the items according to their level of agree-
ment with the item, and one point is added for each extreme
response of 6 or 7. The BIDR is used to measure two con-
structs: Self-Deceptive Positivity (the tendency to give self-
reports that are believed but have a positivity bias) and
Impression Management (deliberate self-presentation to an
audience). The scores from items 1-20 (with even items re-
versed) are summed to create a self-deceptive positivity scale
score; the scores from items 21-40 (with odd items reversed)
are summed to create an impression management scale score
and all items are summed (with appropriate scores reversed) to
create an overall social desirability score. The BIDR reports
good levels of internal consistency as follows: .83 for the total
measure; .68—.80 for the self-deceptive positivity scale and
.75—.86 for the impression management scale (Paulhus
1988) and the Cronbach’s alpha obtained for the current sam-
ple was .81 (.71 for the self-deceptive positivity subscale; .79
for the impression management subscale), demonstrating an
adequate level of internal consistency. The overall BIDR score
was used as a covariate within the analysis to control for
socially desirable responding within the sample.

Procedure

Ethical approval for the research was obtained from the
Coventry University Research Ethics Committee. Permission
to take part in the research was provided by the Assistant
Chief Constable (ACC) or Force Lead Hostage Negotiator
Coordinator (HNC) for each police force. All participants
were provided with a participant information sheet and were
asked to sign a consent form prior to taking part. HNCs for

Table 1  Summary of the means, standard deviations, ¢ tests and univariate ANOVA results for scores on the GDMS

Dependent Cronbach’s Norm group HCNs T test Police officers T test Students T test Univariate
variables alpha (N=400 m=117) (norm* HCN) (n = 118) (norm* PO) (n=203) (norm* S) ANOVA (group)

« M M SD  £(116) M SD t(117) M SD £(202) F@,432) 5°

Intuitive (I) 7 3.62 351 066 —1.72 354 0.67 -1.29 3.63 0.67 0.14 0.03 008
Rational (R) .70 3.50 392 043 1048 391 050 8.88** 388 0.65 833** 0.63 008
Dependent (D) .73 3.48 3.08 0.61 —7.01%* 3.15  0.68 =536%* 351 0.73 0.60 0.01 028
Spontaneous (S) .78 2.89 2,63 0.64 —430%* 2.56  0.68 =5.27*% 279 0.83 —1.67 0.46 .00°
Avoidant (A) .90 2.54 1.76 0.61 —13.61%* 186 0.67 —11.13** 255 1.02 0.15 6.01%* 03%

Possible scores for each subscale ranged from a minimum of 1 to a maximum of 5. Superscript text effect size (S small, M medium, L large). Adjusted
probability level (Bonferroni) for ANOVAs = .05/5 = .01. Adjusted probability level (Bonferroni) for ¢ tests = .05/15 = .003. 5° partial eta squared

#Norm data taken from Spicer and Sadler-Smith (2005)

*Statistically significant at the p < .01 level, **statistically significant at the p < .003 level
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each force were provided with a set of questionnaires that
were disseminated to HCNs to complete either at one of their
quarterly meetings or within their own time. Each HCN was
also provided with a second questionnaire to disseminate to a
non-negotiator police officer colleague to complete. Student
participants were recruited mainly via a research participa-
tion scheme whereby psychology students are allocated
research credits for taking part in research studies. All
questionnaires were completed in paper format and all par-
ticipants were provided with a debrief sheet at the end of
the questionnaire. Statistical analyses were conducted
using SPSS software and included the use of descriptive
statistics, multivariate analysis of covariance
(MANCOVA), and ¢ tests.

Results

The data were screened and parametric assumptions were test-
ed prior to analysis taking place. Any violated assumptions
were considered to be successfully counteracted by the large
sample size (N = 438), the number of participants in each cell
exceeding 30 and the robust nature of the MANOVA test (see
Field 2009; Pallant 2007). Effect sizes were calculated using
the guidelines proposed by Cohen (1988, p. 22) and are indi-
cated by the terms small, medium or large in brackets after the
partial eta squared figure (%) and the letters ‘S’, ‘M’ and ‘L’ in
the tables.

Decision-Making Style

To investigate the influence of group membership on
decision-making style, a three (group: HCN, police officer
and student) way between groups MANCOVA was performed
using the five decision-making style subscales as dependent
variables (please refer to Table 1 for means, standard
deviations, F values and effect sizes). A main effect of group
was observed on the combined dependent variables, F (10,
858) = 2.19, p = .017; V = 0.05 and partial 5° = .03 (small)
indicating a significant difference between the decision-
making style subscale scores obtained for each group.
Univariate ANOVAs (using a Bonferroni adjusted alpha level
of p < .01) revealed significant differences for the avoidant
decision-making style, with separate post hoc analyses (Tukey
HSD) revealing that both HCNs and police officers scored
significantly lower than students on this style of decision-
making. This finding provides partial support for hypothesis
1 by providing evidence that both police samples utilise
avoidant decision-making significantly less than the non-
police comparison group. No statistically significant differ-
ences were observed between HCNs and police officers on
any of the subscales.

Emotional Intelligence

To investigate the influence of group membership on EI, a
three (group: HCN, police officer and student) way between
groups MANCOVA was performed utilising the eight EII sub-
scales as dependent variables. A statistically significant differ-
ence was observed between the three groups on the combined
dependent variables, F' (14, 816) = 2.05, p = .012; V = 0.07
and partial n* = .03 (small) (please refer to Table 2 for details
of means, standard deviations, F values and effect sizes).
Separate univariate ANOVAs (using a Bonferroni adjusted
alpha level of p < .006) revealed significant differences for
six of the EI variables. Separate post hoc analyses (Tukey
HSD) revealed that both police samples scored significantly
higher than students on the Emotional Self-Management,
Emotional Management of Others, Emotional Self-Control,
and Overall Emotional Intelligence subscales. The police of-
ficer sample also scored significantly higher on the Emotional
Self-Awareness subscale than students and the HCN sample
scored significantly higher than students on the Emotional
Reasoning subscale, providing support for hypotheses 2a
and 2b. No statistically significant differences were observed
between any of the mean subscale scores for HCNs and police
officers, thereby leading to the rejection of hypothesis 2c.

Comparisons with Norm Group Data

One-way independent sample ¢ tests (utilising appropriate
Bonferroni adjusted alpha levels) were performed in order to
compare the norm data means with those obtained from the
three samples in order to triangulate the findings (please see
Tables 1 and 2 for ¢ test and significance values). The findings
revealed that the police sample means were significantly dif-
ferent to the norm data means in four of the five GDMS sub-
scales and that the student sample means were remarkably
similar to those provided by the norm dataset (significant dif-
ferences were observed between student and norm data mean
scores on one of the five subscales). This suggests that the
police samples do in fact differ from the general population
in regard to their decision-making styles, and this further sup-
ports the differences observed within this study. The findings
also support the assertion that the student sample provides a
fairly representative comparison group when comparing
decision-making style in light of the similar subscale scores
obtained on the GDMS. With regard to EI, however, the ¢ tests
revealed a lack of significant differences between the mean
scores obtained for the majority of the EII subscales and those
reported for the norm dataset (one out of eight for both police
officer samples) and significant differences between all of the
student mean subscale scores and the norm dataset scores.
This suggests that whilst statistically significant differences
were observed between the police samples and students in this
case, the findings are limited to some extent by the fact that
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Table 2 Summary of the means, standard deviations, 7 tests and univariate ANOVA results for scores on the EII
Dependent variables Cronbach’s Norm data  HCNs T test Police officers T test Students T test Univariate

alpha (N =4775 (n=117) (norm* HCN) (n = 118) (norm* PO)  (n = 203) (norm* S)  ANOVA

(group)

a M M SD  t(116) M SD  +(117) M SD 1202 F@2.417) i
Emotional Self Awareness (ESA) 77 41.94 41.60 4.08 -1.02 4138 392 -132 38.19 519 -10.26%*% 543* 035
Emotional Expression (EE) 78 39.53 40.27 404 191 3928 4.82 —0.34 35.86 5.17 —10.03** 5.00 028
Emotional Awareness of Others (EAO) .82 40.22 4136 392 321 39.74  4.15 -1.18 37.04 522 —887% 494 028
Emotional Reasoning (ER) 73 39.29 3924 418 0.00 3734 437 —4.81%* 3424 449 -16.06%*% 588* .03?
Emotional Self-Management (ESM) 1 38.36 3850 3.84 021 37.82 429 -l1.11 3536 4.68 —9.14%* 587* 038
Emotional Management of Others (EMO) .83 40.29 42.04 397  474%* 4047 422 073 36.67 5.15 —10.16%* 8.97* .04?
Emotional Self-Control (ESC) 72 39.51 4025 3.89 2.16 39.42 420 0.08 36.78 523  —7.28%  6.33% .03%
Overall Emotional Intelligence (OEI) .83 279.13 28326 2235 198 27545 2430 -1.63 254.14 28.68 —12.01*%*% 8.78* 04°

Minimum and maximum scores unavailable as scale scores were provided by test publisher and scoring algorithm is not publicly available. Superscript
text effect size (S small, M medium, L large). Adjusted probability level (Bonferroni) for ANOVAs = .05/8 = .006. Adjusted probability level for ¢

tests = .05/24 = .002. 5° partial eta squared
#Data taken from Gignac (2008)

*Statistically significant at the p < .006 level, **statistically significant at the p <.002 level

these differences were not reflected/corroborated by compar-
isons with the norm data utilised to validate the scale.

Correlational Analyses

Intercorrelations were assessed between each of the GDMS
and EII subscales for the three samples (please refer to
Table 3). The correlation matrices revealed several significant
relationships between variables, with the strongest relation-
ships being observed between the avoidant and rational
decision-making styles and numerous facets of the EII.
When synthesising these correlational findings, they suggest
that the avoidant decision-making style is significantly and
strongly negatively correlated with overall EI within all three
samples. The other EI facets also negatively correlate signifi-
cantly with the avoidant decision-making style in varying per-
mutations across the three samples, suggesting that partici-
pants who display an avoidant decision-making style are less
likely to engage in emotionally intelligent behaviours within
the workplace. On the other hand, the rational decision-
making style is significantly positively correlated with overall
EI within all three samples, suggesting that participants who
display a rational decision-making style are more likely to
engage in emotionally intelligent behaviours. A slightly dif-
ferent pattern was observed in relation to the HCN sample,
whereby a smaller number of significant correlations were
observed between the variables in comparison to the other
two samples (please refer to Fig. 1). Whilst the findings depict
a similar general pattern in relation to the correlations for the
HCN and police officer samples, some differences are evident.
For example, in the police officer sample, the spontaneous
decision-making style was negatively correlated with EE,
the rational decision-making style was positively correlated
with more EI facets, and the avoidant decision-making style
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was correlated negatively with more EI facets. These findings
suggest that whilst there were no significant differences be-
tween the HCN and police officer sample scores on each sub-
scale, there may be differences in relation to the manifested
constellations of these variables and how decision-making
style and EI may interact within the two police officer
samples.

Discussion

The results demonstrate firstly, that HCNs and police officers
utilise different decision-making styles to students and sec-
ondly, that they employ emotionally intelligent behaviours
more frequently than students. As such, they provide evidence
to suggest that police officers, as a whole, possess traits that
differentiate them from the general population in relation to
decision-making style and EI. However, the findings have
failed to discriminate HCNs from non-negotiator-trained offi-
cers and therefore, do not support the concept of a unique
‘HCN profile’. The results of the current study, therefore, sug-
gest that police HCNs possess similar traits and characteristics
to the wider police population when considering decision-
making style and EI.

The findings relating to decision-making indicate that all
three groups utilise the rational decision-making style as their
primary style and the intuitive decision-making style as their
secondary style, suggesting that these two styles are the most
commonly utilised (a finding corroborated by the norm data
provided by Spicer and Sadler-Smith 2005). This finding is
reassuring as it indicates that all three groups tend to utilise
those decision-making styles that are positively correlated
with performance in academic and occupational settings (i.e.
rational and intuitive styles) (Anderson 2000; Russ et al. 2001;
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Table 3  Intercorrelation matrices depicting correlations between GDMS and EII subscales for the HCN, police officer and student samples

HCNs I R D S A ESA EE EAO ER ESM EMO ESC OEI

1 1 —149 231% 527+ 107 .068 .091 .044 .180 .045 .168 —271%% 061

R 1 112 —204%  —183*%  .224* 272%% 178 322%% 0 327H% 195% .229% 314%*
D 1 .026 227% —-.032 —.049 —.058 135 —.093 .027 —.149 —-.037
S 1 .080 —171 —.172 —196%  —.140 —.020 —-.013 —233* =170
A 1 =354k —355%k  —30p%k  —D50%*  —3Q7kE  —338%F  —180 —.403%*
ESA 1 640 2%k ARTHE 546%F  616%F  A411FE 794%k
EE 1 JO1#E 536%E T14%% 665%F  468%F  846%*
EAO 1 S04%E 0 023%E  TTRkE 472k BTOF*
ER 1 SIsFE - 600%F  340%%  750%*
ESM 1 646%*F  527%F  B16F*
EMO 1 392%%  858%*
ESC 1 6427
OEI 1
Police officers I R D S A ESA EE EAO ER ESM EMO ESC OEI

I 1 —165 .069 S25%% 125 .036 —.003 —.072 —.068 —-.072 118 —.095 —.033
R 1 278%%  —300%*  —372%*  186* 310%% 173 317#% 277%F 221% Adqxx o 318%*
D 1 —.024 .165 —.035 —.002 —.047 .027 —.042 —-.010 .062 —.024
S 1 341 —186%  —307%F  —194%  —119 —.292%%  —150 —278%%  —261%*
A 1 =318k —404%%  —285¥k  —350%*  —500%% —393%% —405%* —47T**
ESA 1 O34k 649%F  ARSwE 51%* S@TEE SIIHE J64%*
EE 1 655k 537wk 4%k 658%E 594k 855k
EAO 1 604%% - 598%E 64Tk E  490%F  832%*
ER 1 553k 626%F  504%F  776%*
ESM 1 635%%  T41¥F  B55%*
EMO 1 543k 824wk
ESC 1 7627
OEI 1
Students I R D S A ESA EE EAO ER ESM EMO ESC OEI

I 1 —125 —044  401**  .093 .090 .083 132 .000 JAS51# .093 .056 .100

R 1 A86*E —496%F  —381%*  361FE 431%F  382%*  465%F 383k 38BFE  283FF  4R]**
D 1 —191#%  251%  —076 .006 —.061 026 —157% 032 —.094 —.063
S 1 205%* - 187**  —196%* —133 -171%  —.064 —173*%  —146%*  —185%
A 1 —202%% AT 364wk —362%F  —367FF  —4]15%k  —344%k — 456%*
ESA 1 596 697 587k 598%%  5Q5%E 483k ROTH*
EE 1 J703FE - 626%F 6667  722%*  513%F  R4THE
EAO 1 T36%F 595%EF - 781FR 456%F  8T1¥*
ER 1 STTER694%E 420%F  B09**
ESM 1 O11%F 680%*  822%*
EMO 1 AT6%E 852k
ESC 1 .708%*
OEI 1

*Significant at p < .05, **significant at p < .01

Sadler-Smith 2004). Despite the lack of observed significant
differences between HCNs and police officers on their
utilisation of the five decision-making styles, there were, how-
ever, differences between both police samples and the student
sample that clearly differentiate the groups and provide

evidence of a unique ‘police officer profile’. Both police sam-
ples report utilising the avoidant decision-making style to a
significantly lesser degree than students, thereby suggesting
that police officers are less likely to avoid or evade decision
making. These findings are commonsensical when applied to
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Fig. 1 Depiction of intercorrelations between GDMS and EII subscales
for each of the three samples. Correlations significant at the p > .3 have
been depicted. Strength of correlation is depicted by thickness of arrow

police settings, as despite the rank structure, police officers
often attend incidents that require immediate action and they
are unable to avoid making decisions if they want to perform
effectively within their role. There is no doubt that operational
policing is a role that requires non-avoidant and reactive de-
cision-making, in order to apprehend perpetrators and protect
victims of crime, so these findings appear logical in this sense.
The findings relating to the relatively lower utilisation of the
avoidant decision-making style by both police samples is partic-
ularly pertinent, when considered in combination with the previ-
ous literature relating to decision-making styles and the physio-
logical management of stress. Thunholme’s (2008) findings
demonstrated the negative effects of avoidant decision-making
within military officers, whereby those utilising avoidant styles
were more likely to respond negatively to stress and experience
higher stress responses (as measured by increased release of
cortisol). It is, therefore, reassuring that police officers within
the UK are utilising decision-making styles that are less positive-
ly correlated with negative stress responses and cortisol release.
The lack of significant differences between HCN and non-
negotiator officers, in terms of avoidant decision-making style
is of particular interest, however, when considering the nature of
the HCN role. Avoidant behaviour or decision-making in this
context is likely to result in potentially fatal consequences and,
therefore, needs to be circumvented by individuals in the HCN
role. The findings suggest that decision-making style could be
targeted as a training need to enhance the utilisation of more
effective decision-making styles and to further reduce the likeli-
hood of avoidant decision-making within police HCNGs.
Decisiveness (i.e. the opposite of avoidance) has also previously
been identified as a key characteristic within American HCNs
(Allen et al. 1991), which indicates the importance of decisive
decision-making within the HCN role and provides further sup-
port for training or enhancement work focusing on decision-
making style and processes within UK-based HCN teams.
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(i.e. thicker arrows depict correlations where p > .4). Block arrows
represent positive relationships between variables. Dashed arrows
represent negative relationships between variables

In addition to this, it is important to acknowledge the fact
that the current findings provide insight into the traits of these
samples from a non-context dependent setting (i.e. demonstrate
their general styles of decision-making), as opposed to the
styles specifically adopted by participants when exposed to a
specific situation. Ergo, the findings fail to identify the specific
decision-making styles adopted by HCNs when responding to
a hostage or crisis situation, and as such, may not provide an
entirely representative picture of whether HCNs differ in rela-
tion to non-negotiator-trained officers. It could be the case, for
example, that HCNs utilise different decision-making styles
when in situ, due to the parameters and situational variables
involved in highly pressurised crisis scenarios. Research by van
den Heuvel et al. (2014), for example, found that some strategic
police officers chose to intentionally forestall and defer
decision-making within a simulated hostage negotiation set-
ting, in order to contingency plan for worst case scenarios.
van den Heuvel et al.’s (2014) findings suggest that, to some
extent, intentional avoidant decision making may prove to be a
useful tool for strategic decision-makers within the hostage/
crisis context; however, the authors suggest that this needs to
be balanced with the importance of timely responses and
decision-making by HCN, to avoid aggravating subjects as a
result of stalling or being perceived as not listening/amenable to
the subject’s demands or needs. One could speculate, for ex-
ample, that intentionally deferring decision-making differs to
the avoidant decision-making style described by Scott and
Bruce (1995) in this context, as it is used intentionally for the
purpose of buying time, as opposed to controlling emotions by
avoiding dealing with the issue at hand.

The findings relating to EI indicate that both police samples
possess a significantly higher level of EI than students, further
supporting previous research findings where higher levels of
El in police officers as compared to other occupational groups
has been found (Bar-On et al. 2000). Within the current
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research, both police samples demonstrated significantly
higher scores on the overall measure of EI and three of the
specific EI facets (i.e. ESM, EMO and ESC). Police officers
also scored significantly higher on ESA and HCNs scored
significantly higher on ER than students. This finding is again
reassuring when considered in line with the research indicat-
ing a positive correlation between EI and police performance,
in a number of cross-cultural settings (Afolabi et al. 2010; Al
Alietal. 2012; Lev 2005); and the potential influence of EI on
resilience and protection from the negative effects of stress
(Armstrong et al. 2011; Salovey et al. 1999). Although the
findings are reassuring with regards to confirmation that po-
lice officers within the UK demonstrate the use of self-
reported emotionally intelligent behaviours at work to a great-
er extent than students, there is no evidence to suggest that
HCNs are more adept at utilising emotionally intelligent be-
haviours than police officers generally. In addition to this, the
HCN sample did not demonstrate higher levels of EI specifi-
cally relating to the awareness and management of other peo-
ple’s emotions, as originally predicted. This finding is partic-
ularly surprising and suggests that EI enhancement, particu-
larly within the facets mentioned above, is a potential area of
development and training for police HCNs, who often deal
with individuals in crisis/emotional turmoil and, as such, need
to be adept at identifying and managing such emotions.

Although the findings suggest that the police population
possess higher levels of EI and suggest that EI is an important
component within police work, it is difficult to identify wheth-
er El is a construct that is enhanced as a result of police train-
ing and operational experience, or whether it is an existing
construct that attracts individuals to the role of police work
in the first place. Within the UK, EI is not currently utilised as
a selection criterion; however, research indicates that the con-
struct is important and predicts performance within interna-
tional police settings (Afolabi et al. 2010; Al Ali et al. 2012;
Lev 2005). There is potential, therefore, for the development
of El-based psychometric testing to be incorporated within
UK police selection procedures, if further research were con-
ducted to confirm/establish the role of EI within police popu-
lations and to support predictive validity of a specific EI mea-
sure which could be utilised in this format.

EI enhancement/training for police officers is used within
the USA and is accepted as a core component within policing
(Saville 2006) and findings indicate that such training has
positive benefits within a number of contexts (Cherniss and
Goleman 2001; Ricca 2003; Sala 2001, 2006; Slaski and
Cartwright 2003). Chapman and Clarke (2002), for example,
found that EI training resulted in lower levels of reported
stress by officers and Ricca’s (2003) study concluded that EI
awareness training significantly reduced police officer burn-
out. In addition to this, findings from a study by Sala (2001)
(not using a police population) suggest that EI training im-
proved self-confidence, conflict management, communication

and conscientiousness, factors that intuitively would be bene-
ficial within negotiation contexts. These findings, therefore
suggest that there is potential for similar application of EI
training within police contexts in the UK.

There are a number of possible explanations for the lack of
differences observed between the two police samples. On a
macro level, it is important to consider that police officers who
are trained to be HCNs tend to perform this role in addition to
their day-to-day role within the police force. This means that
HCNs in the UK may not, in fact, spend a significant amount
of time acting as operational HCNs. Further research is, there-
fore, warranted to explore whether individuals who work “full
time” as HCN's within law enforcement agencies (i.e. dedicat-
ed hostage and crisis negotiation units in the UK; the FBI)
represent a more unique group characteristically than their
non-negotiator counterparts. More specifically, it could be
suggested that police officers (in a number of different roles)
are constantly encountering crisis situations and having to
utilise emotionally intelligent behaviours in order to resolve
conflict and effectively manage the public. Police officers as a
population, therefore, are trained to deal with pressurised sit-
uations and in how to deal with conflict and as such are likely
to possess a certain level of EI in order to effectively analyse
and respond to an infinite number of potential crisis/conflict
situations. It could be proposed, therefore, that the majority of
police officers demonstrate a higher level of EI than the gen-
eral population (and students in the case of the current study)
and that this baseline acts as a starting point, on which specific
negotiation training can build. With reference to decision-
making style, it could be argued that police officers utilise a
typical style of decision-making that is functional for police
work on a variety of levels (i.e. lower levels of dependent and
avoidant decision-making) and do not need to adapt this when
negotiating. It is, of course, impossible to decipher whether
such decision-making styles are present prior to individuals
joining the police, or whether they are adopted as a result of
training and operational police work. This is an argument
which is also debated heavily within the police personality
literature.

The current study benefits from the inclusion of a control/
comparison group as it enabled the researchers to obtain an
understanding of HCN/police officer characteristics within the
wider context of a non-police population. Despite the fairly
robust sample size (N = 438), the findings are limited to some
extent by the nature of the comparison sample. Although stu-
dents are frequently utilised within social psychological re-
search, they represent a fairly homogenous group as they typ-
ically represent a much smaller age range and higher mean
level of socioeconomic status than the general population. In
addition to this, there was a disparity in the mean age and
ethnic background of the two police samples and the student
sample, which may have influenced the findings. In particular,
the police samples were disproportionately White British in
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ethnicity, and as such, comparisons between two ethnically
homogenous samples and a more ethnically heterogeneous
sample may have therefore introduced some form of bias.
Such bias could potentially be avoided by conducting
follow-up research utilising a matched-pairs design across all
three samples in future. The choice of sampling strategy may
also limit the findings to some extent, as the snowball sam-
pling method adopted (whereby HCNs were asked to locate a
non-negotiator colleague to complete the psychometric test
battery) was not random and as such, may not have provided
a truly representative ‘control group’ of police officers for
comparison.

These limitations are further compounded, to some extent,
by the results of the independent ¢ tests conducted with the
norm data means. Although the GDMS results corroborate the
differences observed between the police samples and students,
comparisons using the EIl norm data means failed to replicate
this finding—which suggests that the police samples demon-
strate a similar level of EI as the general public population
utilised to validate the EIl. Comparisons between the police
officer groups and the student sample would, therefore, have
been enhanced by the utilisation of a more representative con-
trol group and further research would benefit from the
utilisation of a general population sample with a more similar
mean age, ethnic background, education and socioeconomic
status to that of the police samples. In addition to this, it is
difficult to directly compare current findings to those of pre-
vious research, as previously published studies have either not
incorporated a comparison group/sample or have utilised dif-
ferent psychometrics to measure the constructs in question.
There are, of course, numerous different tools that have been
developed to assess decision-making and EI, and it is, there-
fore, often difficult to directly compare findings across studies
utilising different methodologies and data collection tools.

Despite these limitations, the research benefits from a
fairly large and robust sample size and from the range of
officers (i.e. in terms of rank, role and length of service)
included within the study. Many researchers investigating
police practice tend to utilise participants from a single geo-
graphical force or region, whereas the current study has
included both HCNs and officers from 21 forces within the
UK, which equates to a representation of approximately
50% of the forces throughout the country. This breadth of
coverage helps to provide a more generalisable picture of
both HCNs and police officers in the UK and applies to
both small/large and rural/metropolitan forces and constab-
ularies. Future/follow-up research which adopts an even
greater proportion of the total HCN population within the
UK (~800) as a comparative group/sample may also pro-
vide a greater insight into these two police populations and
a more robust conclusion in relation to whether differences
do exist in relation to their decision-making style and
levels of EL

@ Springer

In light of the current findings, it is equally prudent to
suggest that future research would benefit from a cross-
cultural application, in order to establish whether the findings
are unique to a UK HCN context. Partial replication of the
current study (Young 2016) has also recently been conducted
within the USA with this intention in mind, to establish wheth-
er US HCNs present as a unique and homogenous group
within the police population or exhibit different decision-
making styles to their non-negotiator counterparts. One final
salient point of note is to highlight that whilst the findings may
suggest that differences exist in relation to the police officer
samples (in comparison to the student sample), it remains to
be established whether these differences directly translate into
improved performance. Future research, therefore, needs to
explore the potential link between certain decision-making
styles/higher levels of EI and police performance in order to
provide a potential model that could be utilised for police
recruitment in the UK.

Conclusion

The findings from the current study suggest the need to reject
the predicted existence of a unique ‘HCN profile’ but provide
evidence to support the notion of a distinct ‘police officer
profile’. The findings indicate that police officers tend to uti-
lise avoidant decision-making less and utilise significantly
more emotionally intelligent behaviours than the non-police
population, as demonstrated by a comparison sample of stu-
dents in the current study. Whilst the current findings indicate
a lack of support for the use of psychometric testing of certain
constructs within the selection process for HCNs specifically,
there is potential for the incorporation of specific psychomet-
ric testing within the selection of trainee police officers within
the UK if further research is conducted to empirically validate
such a procedure. Further research is also needed to explore
the exact role of decision-making style and EI within the
negotiation/conflict resolution process and to establish/verify
the effectiveness of training to develop certain decision-
making styles and facets of EI which may enhance HCN/po-
lice officer performance.
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