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A Distinctive Organizational Control Practice: Geographic Personnel Rotation
Seref G. Onder
ABSTRACT

Organizational control is a fundamental processiviensures organizations achieve
their goals. The importance and difficulty increageen the organization is a law
enforcement agency. Control within an organizatian be implemented in several
different ways. Regular rotations and transferpaysonnel is one of the control
mechanisms employed by organizations to directjvai® and encourage employees to
adhere to organizational standards and objectiMes.Turkish National Police (TNP)
rotates and transfers police officers geographjaaliile providing security services
throughout the country. Geographic personnel matGPR) is a human resource
management policy of the TNP which bans home @playment and obligates officers
to transfer regularly for various deployment pesi@d in differing regions. The
research examines geographic personnel rotatiocyped an organizational control
mechanism.

To help better understand GPR’s impact on contnel study examined data
collected from interviews with human resource mang@nd police chiefs who
implement the policy, from participant observatiand from documents and archival
records. GPR is a distinct control mechanism th® Eploys to maximize personnel
performance and minimize police deviance. Moreificantly, GPR allows the TNP to
reward and punish employees depending on theiope&ance, as well as detect and
reduce deviation from organizational norms. GPR aféects the formation of police
identity, which may increase or decrease commitrteetite organization based on the
perceived fairness of the practice.
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CHAPTER 1: INTRODUCTION

It was the end of the day shift when Lieutenanikigot a call about a fight. He, together
with his colleague Selim, drove directly to the s$ to stop the conflict. As soon as he parked
the car, Tarik wanted to respond to the group. H@rnevhen he checked his colleague, he
found Officer Selim hiding under the dashboard eL e learned that Selim’s relatives were
involved in the fight, and Selim hesitated to stgp the conflict in order to avoid criticism from
his family.

It is obvious that Selim’s action violated organiaaal standards and procedures.
Keeping employees in accordance with organizationiak is an important task, especially in
law enforcement agencies. Practices of organizalticontrol are important activities which aim
to increase this consistency.

The purpose of this study is to examine the comffelct of a specific organizational
practice in a law enforcement agency. It explohesitnplementation of geographic personnel
rotation (GPR) in the Turkish National Police (TNR)m an organizational control perspective.
This chapter starts with a brief introduction of 8PR policy and then continues with the

research question and significance of the study ftontrol and organization perspectives.

TNP and GPR

The TNP is one of the major, highly centralizedoral organizations responsible for the
security and well-being of citizens in the urbaeaa of Turkey. The organization consists of a
central headquarters, 33 different central departsp@nd 81 provincial police departments with

more than 900 separate district directorates. Alhese units are directed by the central



administration in accordance with country-wide laeades, rules, and regulations. The TNP’s
work force includes approximately 250,000 ranked aon-ranked police officers.

Being a police officer in Turkey is an arduous qation as there are difficult working
conditions and complicated policies. One of thelbhips comes from the TNP’s human
resource management and assignment policies. Asveber of the TNP, | am not allowed to
work in my city of origin at any time during my esr. Moreover, | must regularly move among
provinces and regions depending on certain deplaymperiods for the assigned locations. Thus,
with the completion of the eighth year of my fiasisignment, | have had to fill out the official
form, “Assignment Preference for Second Region’hegar since 2009. This form comes with a
30-plus page annual deployment order, which reguhbat | indicate my preferences for seven
of the 25 provinces in the TNP'§%Region, which lies to the east of Turkey (see Fédul).

Each year, | submitted my list of preference inuday and waited until the second week of June
to hear whether | was to be deployed in one optioginces in the Eastern Region. This
obligation has continued even during my leave talgmad for education, which started in 2011.
After repeatedly filling out the form for five-yesrl was assigned to Diyarbakir in 2014, one of
the cities in the South East Anatolia region, eimugh | was still continuing my graduate study
in the USA.

Geographic personnel rotation is a human resoussegement policy of the TNP that
bans home city deployment and obligates officetsaiosfer regularly according to various
deployment periods; they also must work twice & 2 region. The deployment period is from

three to 10 years in thé'flegion and two to six years in th&!2egion (TNPARR, 1992).



Figure 1.1 GPR Practice within and between Regions.
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A typical police officer must work in several defmaents across various regions (in at
least three different provinces according to reuta) throughout his/her professional career
under this elaborate system of rotation. It likelguld be impossible to find even a single police
officer who started at and retired from the sanae@without spending an interim period in
another location. A small number of transfers arplemented at officers’ requests; however,
most take place based on formal personnel poliaghByear, over 20.000 police officers transfer
within and between theland 2 regions. Moreover, around 60.000 police officeesatfected
directly by being part of the preparation periodahhgoes from January to June. As a result, the
policy creates a high level of personnel circulaiio the agency.

The TNP has practiced a GPR-like personnel tramsfiicy under the Civil Servant Act
since the establishment of the Turkish Republitd83. One of the first regulations, the Civil

Servant Act (Memurin Kanunu) of 1926, declared thatsfers of government officials be done



by consent; however, the “administration shallwait for the consent of the employee in the
case of deviant behaviot’or in the case of employees with two consecuteary of low
performance (TGNA, 1926). In 1962, the Turkish General NatioAssembly approved the

first rotation regulation (two-page/34 articles)toé TNP that set geographic regions and made
specific arrangements for transfers in the poliganization (Ministry of Interior, 1962). Since
then, GPR rules have changed several times andrigea@uite complicated human resource
management practice that greatly influences paitieers.

The TNP is one of the first national organizatiartsch created its own separate rotation
policy. Furthermore, the TNP is not an exceptiomiplementing geographic rotation
regulations in the public sector in Turkey. For mgaars, many national governmental
organizations have regularly practiced geograpibaptation and job-related employee
relocation. National organizations with departmeartd units in provinces throughout the
country are the primary institutions that practi&ieR-like rotation policies. According to 2015
data, 2, 823,760 public servants served in 50rdiffienational organizations, providing services
like health, security, education and general adstriaive service3 About 2.2 million of these
civil servants work under varying geographic ratatregulations. For example, the Turkish
Military has five to seven different geographicimts and various deployment periods for these
regions (SAAY, 2005), while the education departhdbstinguishes between urban and rural
areas as two main regions and practices teachmesifpai rotation under six different categories
(MEBOAYDY, 2010). Eventually, all provincial/regiahgovernors, judges, prosecutors, law
enforcement officers, military personnel, teachdogtors, social service personnel, and even

imams experience some sort of rotation throughueit professional careers if they work for the

1 Article 35
2 Article 77
3 http://www.bumko.gov.tr/TR,908/kadro-istatistikldrim| , Access date 6/09/2015




national government. However, the TNP’s GPR pakcyne of the first, most complicated, and
distinctive policies.

The present GPR regulation for the TNP, the “Turlktional Police Appointment and
Rotation Regulation - TNPARR” code, has more th@mpdges/60 articles. The “Object” section
describes the purpose of the document as beinggidate TNP members’ appointments and
rotations in conformance with the service requinetsebalanced and objective way” (Article 2).
The Regulation details the rules and procedureagpointments and transfers of the TNP
members. It includes general and specific procedane principles of appointment and rotation,
service regions and periods, and exceptional mestike postponements, exemptions and
mandatory transfers. According to the Regulatiba, TNP’s Department of Personnel Affairs

(DoPA) is responsible for planning and organiziegsonnel appointment and rotation.

Resear ch Question

Although GPR is one of the most influential anchgigant personnel policies in the
TNP, few studies have examined its implementatimhimpacts. This study aims to increase
understanding of the control dynamics of the GPiepoThus, the central question in this
dissertation is:Mow has the TNP practiced GPR as a means of orgtaaiml control?” The
focus is close examination of the perceptions atetpretations of the human resource managers
and middle/high level police chiefs in the TNP wiave applied and worked under the GPR
policy. Approaches introduced in scholarship oraargational control help in more fully

understanding the practices and effects of GPR.



Significance of Research

Organizational control is one of the most critipedcesses in organizations, which helps
ensure they can accomplish goals and desired psafare (Cardinal, Sitkin, and Long, 2010;
Etzioni, 1965; Geringer and Hebert, 1989; Mitch&878; Ouchi, 1977, 1979; Sitkin and
Bijlsma-Frankema, 2010; Snell, 1992). Despitenitpartance, organization scholars have
neglected it for many years (Sitkin et al., 20IM)ganizations in both the public and private
sectors employ several different control mechanisnesder to achieve their performance goals
and to ensure their members adhere to rules andastéds. The importance and difficulty of
control increase in law enforcement agencies coetptr other government agencies (Maanen,
2010). Control is more important in the law enfanemt context because any deviant behavior
or police crime most likely affects human rightslanay result in serious consequences.
Moreover, control in law enforcement agencies iseqgifficult, as police officers are dispersed
to work across wide areas, and most of the timg weaek alone under their own discretion and
authority. This case study aims to contribute edhganization control literature by providing a
deep analysis of a geographic rotation practice faocontrol perspective.

Control within an organization can be implementedeveral different ways. The
management and organization theory literature rapsatihat organizations frequently employ
regular rotation and transfers of personnel fort@dpurposes. Although much has been written
about control in police agencies, including thevpraion of police misconduct or corruption, the
capacity and effects of personnel rotation polieies control mechanism have not been
systematically studied. Moreover, little scholapsimvestigates the GPR policy in the TNP.

Thus, this study aimed to fill these gaps.



The study also is significant since GPR is suchagonpart of working in the TNP. Any
rotation that requires geographic transfer hagptiential to affect not only the organization but
also employees (and their households) who must rfroue one place to another. The formal
and informal impacts of GPR on organizational penance and the conformity of police
officers to organizational goals are still mosthkaown.

From a human resource management perspective,tharé0.000 police officers join
the rotation preparation process each year in dodensure better assignments between
February and June; eventually one third will rataieis waiting period for all participants and
the transfer period for the personnel who move €aasious organizational and individual
uncertainties and difficulties. This high levelp#rsonnel circulation most likely affects the
relationships among police officers, between thepalepartment and the public, and even
between the police department and other organimthen the total staff of the TNP (over
250,000) is considered, the size of the rotatiazobees an important indicator of the scope and
significance of GPR. Each year one out of fourgmbfficers rotates or is affected by GPR.
Eventually, all the police officers in a city paicepartment will turn over depending on the
service deployment years. Building trust with neemiers or working with a new chief or
superintendent takes time as well. The effectasidfers on the areas that need special expertise
like counter terrorism, intelligence gathering amdanized crime investigation is another factor

also increases the study’s significance.

Summary of Chapters
Chapter 2 examines scholarly literature relevamrg@mnizational control and personnel
rotation practices, while Chapter 3 introducesstuely’s conceptual framework. Chapter 4

provides a detailed account of the study’s resedesign, including data collection and data



analysis. Chapter 5 presents the study’s findibgsed on interview, document and observation
data. Chapter 6 discusses the results of the studgxamines its implications for both

scholarship and practice.



CHAPTER 2: RELEVANT SCHOLARSHIP

Although some Turkish scholars have mentioned G&lRypor examined control in the
TNP, few have studied the policy from organizatic@ntrol perspective. Among those who
have examined GPR, some have focused on promatibiransfer problems in the TNP (Ozcan
and Gultekin, 2000), TNP’s personnel appointmenittaansfer policies (Kogtz, 2005), police
officers’ geographic preferences (Hekim, 2011), paecteptions of GPR transfers (Duru, 2012).
The organizational control studies mostly have $eclion deviant behavior among TNP
members. Derdiman (2005), for example, evaluatedetal status of proposed assignnteints
the TNP, and Cerrah et al. (2009) examined policeuption; however, none mentioned the
relationship between GPR and organizational control

A similar neglect exists in the international la&ire, where few studies have examined
GPR-like practices from an organizational contigpective. Kaufman (1960) was one of the
first to discuss the effects of personnel transé@radministrative control. In the literature on
human resource management, scholars have focugsersmnmnel rotation and prevention of
corruption (Abbink, 2004; Huberts, 1998; Ickes &aimuelson, 1987); they also have examined
effects of job rotation in decreasing the risk ofidents in the workplace (Frazer, Norman,
Wells, and Neumann, 2003; Jorgensen, Davis, Kotpw&dla, and Dunning, 2005; Rodrick,
Karwowski, and Quesada, 2006). At the same timmagdoave argued that rotation causes more
deviant behavior (De Zwart, 1993) and that its tiggaconsequences move organizations away
from achieving their desired goals and performg@annon, Poole, and Prangley, 1972; Green

and Canny, 2003; Morris, 1956; Munton, 1990; Pind689).

4 The transfer of police officers upon the requédst director.



This chapter reviews relevant scholarship on oggiunal control theories and
personnel rotation practices. It seeks to devédiefbasis for the conceptual framework presented
in Chapter 3. The chapter starts with a brief idtiction to control theories. Then, it examines
the formal and informal attributions of personrahtion practices, such as detecting and
preventing deviant employee behavior and creatiggrazational identity as an organizational
control mechanism. The chapter also explores ure@geonsequences of rotation which may

weaken control. The literature review ends witlexdew of GPR studies in Turkey.

Organizational Control
When you ask a manager what the three most impdtargs about a joint venture are,
he or she will likely answer, ‘control, control, ool (as cited in Kenis and Provan
2006; 227).
Organizational control has been a recurring topiofganization and management
scholars. Discussion of control in organizations ba traced to scholars of classical
organization and management theories. Fayol (19d©gxample, categorized control as one of
the five elements of management. His classificatbfomanagerial tasks included forecasting and
planning, organizing, commanding, coordinating eoxtrolling (p.6). He accepted control as a
necessary function which “consists in verifying Wier everything occurs in conformity with
the plan adopted, the instructions issued and ipteeestablished” (p.107). For him, control
contained three major steps: creating standargsrdrmance, assessing results according to
those standards and making corrections.
Many later scholars after Fayol conducted valughldies of control and its
implementation in organizations. Almost all of tetudies noted that control is a necessary

process and an important task for any organizat@achieve its goals; at the same time, itis a

10



complex and dynamic phenomenon (Cardinal et al.028tzioni, 1965; Geringer and Hebert,
1989; Mitchell, 1978; Ouchi, 1977, 1979; Sitkinakt 2010; Snell, 1992). Etzioni (1965)
highlighted the importance of organizational cohlippointing out its crucial function in

meeting organizational goals and performing weticérding to Etzioni, any organization
“requires formally institutionalized allocation méwards and penalties to enhance compliance
with their norms, regulations, and orders” (p.63@dst scholars agreed on defining
organizational control as a process that directgjvates and encourages employees to adhere to
organizational standards and pursue organizatmbjattives (Cardinal et al., 2010; Mitchell,
1978; Ouchi, 1977, 1979; Snell, 1992). Mitchell {89 described the process as planning
(setting goals, objectives, and standards); estahlj procedures designed to meet the goals and
objectives; data gathering and feedback systenmglicate when standards and objectives are
being met; and systems of action to reduce deviatimm the charted course (p. 292).

The mainpurposeof control is to accomplish better alignment ofpoyees’ capabilities,
performance, activities and conformance with orgatnonal goals (Sitkin et al., 2010). Etzoni
(1965) believed administrators have to make suaktagach member of the organization complies
with or conforms to organizational norms, whetheluntarily or involuntarily. Many studies
discuss ways of realizing such alignment. Fayod@%uggested that periodic checks are
necessary to detect weaknesses in and deviatiomstfre plan and to prevent recurrence of
failure. Davies (1989) noted that controlling preses include directing (set work activities and
standards), detecting (monitor progress), corrgd@timinate deviations), and motivating
(encourage greater effort) activities implementgdhe organizations (p.7). In addition,
according to the assessment of the Committee afispmg Organizations of the Treadway

Commission (2012), control has preventative infieethat aims to discourage employees from

11



any kind of deviation, and detective power thatl§imrregularities after problems have occurred.
Each function that Davies (1989) listed plays apantant role in encouraging employee
conformity with organizational objectives and putsidi desired performance. From these
approaches, administrators of an organization mégipate that a control mechanism needs to
perform all of these functions in order to achisuecess. It can also be argued that an
organization can employ different practices fofetént functions. For instance, an indoor
surveillance camera system can detect deviant g@ploehavior. Likewise, one practice may
serve different purposes. For example, a comp@enmzonitoring program may detect
irregularities in the working hours of an employdetection) and adjust his or her payment
accordingly (correction). Analysis of GPR from aattol perspective, then, should include a
functional evaluation. The functions mentionedha literature appear in the framework in
Chapter 3.

A number of dimensionfor analyzing the implementation of organizatiooanhtrol
mechanism appear in organization and managemeoiasship. First is the degree foirmality
of a control. Control mechanisms can be formahéwrimal. Formal control mechanisms are
written, explicit arrangements such as directivas rles that aim to influence input, behavior
or outcome in an organization. Informal control me@sms, on the other hand, include social
structures such as norms, organizational idertititure, or values that affect employees’ actions
and behavior (Korsgaard, Meglino, and Jeong, 204i6hough one study (Ouchi 1979) claimed
informal and formal control mechanisms are mutuallglusive mechanisms, as Cardinal et al

(2004) argued, “individual control mechanisms cahilgit both formal or informal attributes”

(p.57).
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Another distinction can be made depending orsthece of the controStudies of
organizational control distinguish between interuadl external controls (Gortner, Mahler, and
Nicholson, 1987; Sitkin and Bijlsma-Frankema, 20 ) Gortner et al. (1987), controls
directed from outside of an organization are extkecontrols; they include the influences of
policy makers, elected officials, and regulatorgraes that are related to the organization.
Internal controls, on the other hand, come frondm®f an organization. External and internal
control system may influence each other, and nikediylexternal control (e.g., the legislature)
leads and shapes the operation of internal comteaghanisms.

Although it is not mentioned explicitly in theditature, a source-based approach can
include further distinctions. For example, interoahtrols can be differentiated depending on the
origin of the control, including the organizatiogifainistration (e.g., discipline committees),
employee (e.g., peer control), and culture or @msifen (identity or cultural control). This
distinction is important because as Maanen (20h@¢dined, different control mechanisms may
function in different ways. One behavior that onechmnism classifies as deviant may not be
labeled as deviant under other control mechaniarsexample, a law enforcement agency
might consider accepting small gifts from shopg.(dree coffee) misconduct, while cultural
norms among police officers may view it as nornmal polite behavior.

In addition, many studies provide more macro-lelas$sifications of organizational
control. Etzioni (1965), for example, examined migational control, emphasizing its coercive
utilitarian, andsymbolic(or normative)features. Edwards (1978), on the other hand, oatgl
control assimple, technologicadndbureaucratic Ouchi’s (1979) organizational control
approach, one of the best known, includes separaficontrol mechanisms depending on

organizational structure, suchraarket bureaucracyandclan control mechanismsnell (1992)
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highlighted the question of what is or can be cdted and then he introduced target-based
control categories. Control mechanisms in this viaw be divided intbehavior output and
input contro] depending on what the organization seeks to inflaeAny control mechanism or
organizational practice might be placed into onenore of these classifications.

Snell’s target-based categorization (input, ougnd behavior) has been cited by many
scholars (Cardinal et al., 2010; Liu, Yetton, amdi&, 2010). As each organization has different
goals and standards, the subject of the controlwaay Thus, one or more of these controls can
be employed to achieve desired performance. Cdinggautput can be possible in organizations
in which the final product can be identified, quaed, and measured. Behavior control
mechanisms, on the other hand, regulate emplogeésities and procedures in terms of how
they conduct tasks. Organizations that provideipugarvices, for example, likely prefer
behavior or input control mechanisms, as therdeavanvays to measure the value of their
services (Cardinal et al., 2010; Gortner et al§7t%nell, 1992). Input control systems rely
heavily on an effective staffing process, whichudes selection, training and monitoring of
personnel. Some organizations (e.g., the U.S. Dmeat of Defense) depend on input control,
as other control options may have limitations. &fwal. (2010) add that when task uncertainty is
high, “experiential learning becomes a crucial pathe development process such as on the job
training, job rotation and mentoring” (p.12).

Etzioni (1965) examined organizational control unitheee different structures: coercive,
utilitarian, and symbolic (or normative). doercivestructures, threat or force is used as a
physical control mechanism. Prisons are typicaébizations where coercive control
predominatedUtilitarian control uses rewards as the major means of comhaé¢ or white

collar organizations like factories, banks andghacetime military have formal structures that
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supply utilitarian control. “Identitive” control eoes fromsymbolic powerwhich employs
symbols and identity to increase employees’ intezaton of directives and commitment.
Religious organizations and voluntary associatemesentities that use identitive control most
effectively (pp. 651-2).

Recent studies of organizational control have eatrated on informal control
mechanisms like organizationdentity/culture regulation, concertive contraindpeer control
(Alvesson and Willmott, 2002; Barker, 1993; Gorteeal., 1987; Kaufman, 1960; Nair, 2010;
Tompkins and Cheney, 1985). Although each of tlsesérol mechanisms has its own
distinctive characteristics, the common featurtha organizational members (either alone or
with managerial influence) play active roles durthg creation and continuation of the control
mechanism.

Tompkins and Cheney (1985) described identificaisran effort to lead employees to
behave or decide in a way that complies with ortional values and goals. Members of the
organization may have different --even conflictiggals than the organization (George and
Qian, 2010; Gortner et al., 1987; Weibel, 2010¢nlification, according to Gortner et al.
(1987), is the process of merging or aligning imdiinals’ and the organization’s ultimate goals.
Socialization and loyalty play critical roles indtalignment. Socialization refers to the
adaptation process through which employees leatnrdaarnalize organizational norms and
values from handbooks, orientations, meetings afamal gatherings. Loyalty occurs when
trust and commitment create “identitive power” begén the organization and employee. From
this perspective, routine personnel transfers mayige a type of “on—the-job” socialization,
while increasing loyalty to the center by buildioige organizational identity. Indeed Kaufman’s

(1960) assessment of the use of frequent trantsfdagild a distinctive organizational identity in
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the U.S. Forest Service voiced the same argumeny thecades ago. Gortner et al. (1987)
further noted that ideological commitment and idfedtion become more important for some
departments like the CIA and FBI, as their areaseofice are more sensitive (p.225). As the
identity internalized by the by employees, identibntrol works better and creates a kind of self-
censorship among personnel. As a result, membemtsathold the organization’s interests over
their own personal interests. For the organizationirol through organizational identity or
identity formation becomes one of the most effectientrol mechanisms (Gortner et al., 1987).

Peer control(Loughry, 2010) andoncertive contro(Barker, 1993) highlight the peer
relationship and its influence on control procesEash worker rewards and punishes others
depending on the norms and values created anahatiteed by the contributions and consensus
of all team members. Thus, this type of controldoet require managerial or external
monitoring. Scholars noted that these sorts ofrobntechanisms, as they are more likely to be
effective and inexpensive, especially in servicedoborganizations. They stress the
effectiveness of the control when goal alignmekéesgplace with the consent of the employee
(Barker, 1993; Gortner et al., 1987; Tompkins ameiizy, 1985; Weibel, 2010).

The last input from the organizational controlritieire can be called tmen
functionalityof control mechanisms. Control activities do neta}s produce positive results.
On some occasions, control becomes problematiorf@nizations when it produces negative
reactions from employees, developing tensions beEtveenployees and the organization (Barker,
1993). Mitchell (1978) argued that control acte#timay generate stress for employees who
develop physiological reactions; control also istlyoin monetary terms. From an employee’s
perspective, negative physiological and psychokdgieactions can reflect perceptions of losing

personal freedom, control-based behavior selectiod limitations on creativity and flexibility
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(pp. 301-302). This stress may affect employee Wiehaegatively. As a consequence, instead
of helping enhance goal attainment, control mayealeviance in an organization. In other
words, controlling action can become a reason éetatht behavior (Delbridge, 2010, p. 88).

Another concern is that conflict of interests besw@rganization and employee may
produce negative consequences for an organiz&mployees may work normal pace when
supervisor on the floor, whereas they may slow dtverabsence of manager. Not all control
mechanisms are capable of handling this conflicthey may be inadequate to detect, prevent,
or correct deviant behavior. Furthermore, anotyyee bf conflict can be seen between different
control mechanisms. The meaning of a deviant behavian employee can be different from
the management’s perspective. Thus, peer contrplfametion differently from a hierarchically
designed formal control mechanism (Gortner etl@87; Korsgaard et al., 2010; Maanen, 2010;
Weibel, 2010).

Among organizational control studies, little resbahas specifically focused on
personnel rotation policy as a control mechaniselfit The rest of the chapter reviews and seeks

to integrate studies which mention personnel rotaéind its control impact.

Personnel Rotation as a Control Mechanism

Some studies in the organizational control literatexamine different aspects of
personnel rotation. Most claim that rotation p@gcan help organizations and have positive
impacts on performance. However, others arguerthation practices also can produce
unexpected results. In this section, | concentratstudies related to control and rotation in both
international and Turkish scholarship.

One of the first studies that focused scholarlgratbn on regular personnel transfers in

public organizations i$he Forest Ranger: A Study in Administrative Betwva\Herbert
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Kaufman’s (1960) research about the U.S. Foresti@&esought to better understand
administrative control in the organization and thetors behind the Agency’s success in
unifying the activities of rangers in widely disped locations. One of the issues that he
examined was the impact of the personnel transfieeyp Regular transfers of personnel were
used to build a distinct organizational identitattincreased the conformity of rangers with
organizational decisions and policies. Such trassteeutraliz[ed] the forces of localism” on
foresters (p.217). While increasing commitmenti® drganization, frequent rotations of
personnel broke local bonds and connections thglhtficapture” officers. Kaufman also noted
that personnel transfers could be viewed as a téenf the development, adjustment and
broadening of personnel” (p.176). Circulation alémlarangers to learn from different locations,
help each other adapt, and increase a sense ofgieoand commitment to the headquarters,
sharing similarities and difficulties like membe@rfsa family. Kaufman summarized:

Promotion and transfers are thus far more than odetbf staffing. As practiced in the

Forest Service, they also foster in each officentdy with the agency— with its survival

and welfare, with its goals, with its procedureghvits members (p.183).
The second important aspect Kaufman pointed dimigisthe personnel transfer policy served as
an administrative control mechanism to detect ascodirage possible personnel deviation from
organizational norms, although it was not desigioedhis specific purpose. With the
implementation of each transfer, the successombeea“natural” inspector of their predecessor.
All of the files, diaries, documents and decisioesorded during the previous service were
accessible to the next officer. As a result, threyess who checked the documents were able to
reveal any earlier inconsistencies with Forest 8ergolicy and report them. This situation also

created constant pressure for current rangershwhativated them to stay inside appropriate
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lines and not take any unacceptable actions. Kaufit@60) ended his study by touching on a
downside of the practice: it prevented rangers fh@aving deep knowledge about an area and to
use this accumulated experience over time.

Many other organizations have employed regulargmers| rotation as a control tool.
Some scholars have examined the control effecdsi@i rotations. Some studies found that
personnel rotation reduced the risk of work-relategsculoskeletal disorders (Frazer et al.,
2003; Jorgensen et al., 2005; Rodrick et al., 20W6ye relevant here, others reported that
employee rotation can be seen as an organizatonalol method to prevent and detect fraud in
organizations (Association of Certified Fraud Exaens, 2012). According to the 2012 Report to
the Nations on Occupational Fraud and ABuf® example, mandatory vacation/job-rotation
reduced fraud by one-third in industries like bawgkand financial services, government and
public administration, and manufacturing. Moreovke survey revealed that fraud was detected
less in organizations that adopted job rotationghaéory vacation policies, whistle-blower
reward programs and surprise audits (Associatiddesfified Fraud Examiners, 2012).

Ickes and Samuelson (1987) argued that routine@pees transfers “prevent corruption-
especially in the foreign services- by ensuring gmployees do not occupy a job long enough
to reap the benefits of corrupt activities” (p.285% Zwart (1993) and Huberts (1998) echoed
this, stating that administrators can employ furdl and geographic personnel rotation as
preventive tools to limit bureaucratic corruptiarddraud. Spending a long time in a position
and having extensive knowledge about a jurisdictioa task can encourage individuals who

wants to benefit unfairly from their staté®egular rotation in some critical positions can

5“The 2012 Report to the Nations on OccupationalBrand Abuse is based on the results of an osliney
opened to 34,275 Certified Fraud Examiners fromoBet 2011 to December 2011...The data are based solel
the information provided in these 1,388 cases...geduand completed between January 2010 and theofime
survey participation” (Association of Certified lchExaminers, 2012, p. 65).
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effectively reduce such corruption. De Zwart obsdrthat “transfers enable the government to
punish and reward the civil servants and help lgetight people in the right places at the right
time” (p.148). In the same vein, Abbink (2004) coaktd experimental research to examine the
effects of staff rotation on corruption in the Gamrpublic sector. The subjects were recruited
from Wirtschaftsforschung at the University of Bofiime students participated in a game
designed to probe “stranger” and “partner” relagimps in a bribery scenario. He concluded that
staff rotation “reduces the levels of bribes ad aelthe frequency of inefficient decisions due to
bribery” (p. 887). Abbink pointed out that trustdareciprocity are among the vital components
of corruption, and they can emerge only after leemga relationships develop between public
officials and those who seek to bribe them.

Another study conducted by Gounev, Dzhekova andoBe@012) examined the anti-
corruption measures related to control of Europgéiaion (EU) borders. They mentioned
rotation practices many times in their final repmstone of the effective control mechanisms
(e.g., pp- 8, 82, 92,101,102). The study includaegl agencies and units that are responsible
for border security in 23 EU countrié&ouynev et al. found that 75 % of the border agenc
practice rotation of team members (12 of them wpdesd rotation, six limited, and four not
implemented); 66% of the border agencies randootbted officers among different daily duties
(nine widespread use, seven limited, and sevemqémented) (p.134). Such rotation “aims to
prevent the establishment of durable corruptiomwosts or personal relations with local
communities that may influence an officer's judgtii€p.101). Some of these agencies use
geographic rotation in response to petty corruptinas a disciplinary penalty in cases of

insufficient evidence to file charges.

6 Bulgaria, Czech Republic, Estonia, Finland, Frai@ermany, Greece, Hungary, ltaly, Lithuania, Lajvi
Luxembourg, Malta, Netherlands, Poland, Romaniay&{ia, Slovenia, Spain, Sweden, Denmark, and UK.
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Similar personnel rotation practices can be foumidw enforcement agencies. Prenzler
(2009) recommended personnel rotation as a prexeotintrol mechanism to deal with deviant
police behavior. He pointed out the disruption @frapted networks through regular transfers. In
addition, Prenzler reminded police of the needbdfdance in deployment periods, as excessive
frequency of transfers can cause loss of knowleggelow personnel morale (p.130). Ross
(2012), another policing scholar, listed “routinanisfer of police officers” as one of the
organizational controls in place to decrease thesipdity of police corruption (p.139). Providing
sufficient salaries, better training in ethics,efal personnel selection, and external control
mechanisms and commissions are other ways to retha=sired police behavior. Many
commissions that have investigated police misconad corruption have recommended regular
rotation of police officers to prevent corruptiamdsto minimize police misconduct (Fitzgerald,
1989; Mollen, 1994)The Fitzgerald Report (1989) was one of them. Bpert of “Commission
of Inquiry into Possible Illegal Activities and Asgated Police Misconduct”, known as the
Fitzgerald report produced as a product of two y€h987-1989) comprehensive investigation of
a long-term corruption and abuse of power in Quleads Australia. After 238 days public
hearing testimony from 339 witnesses, final repag published as 600 pages and made more
than 100 recommendations to deal with corruptiothépublic sector. The report recommended
rotation of officers in sensitive or “high risk”eas on a three year to five year basis:

Local misconduct is constrained by a greaterofsgxposure, a relative lack of

authority, and periodic dislocation caused by tienss appointments and promotions.

Those constraints all vanish and the opportunitegxpansion of criminal activities

spread as the police involved gain seniority, iflce and the ability to protect

themselves (p. 208).
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The International Association of Chief of PolicA@P) is a leading organization that has served
U.S. law enforcement agencies since 1893. IACP #mdevelop and disseminate improved
administrative, technical and operational practeed promote their use in police work... and to
encourage adherence of all police officers to Ipigifessional standards of performance and
conduct” (iacp.com, 2014). In order to achieve ¢hgsals, the Association established the
National Law Enforcement Policy Center in 1987 teate and develop model policies that seek
to assist law enforcement agencies in this criacal difficult task. As of March 2015, 127
different model policies recommend and direct lafoecement agencies in several areas, from
personnel management to crime prevention. Twoedalpolicies are about personnel rotation
practices: the Personnel Transfer and Rotatiorcp¢li994) and the Corruption Prevention
policy (1996). Both recommend a carefully desigtradsfer policy for the good of the
organization and police officers. IACP makes praxalrecommendations for successful
rotation and transfer policies.

The human resource management literature alsogesviumerous theoretical and
empirical studies that examine the positive anchtieg consequences of job rotation and
employee relocation. These studies have founditbatient personnel transfers help
organizations to reveal hidden productivity of eaygles (Ickes and Samuelson, 1987);
strengthen identification of employees with theamrigation(Casad, 2012); promote employee
performance (Rehman, 2011); and increase emplegerihg, employer learning, and employee
motivation (Eriksson and Ortega, 2006).

As mentioned above, not all studies agree aboytdbk#ive impact of personnel rotation
on improved control and goal attainment. Some sohallaim that regular transfer of personnel

produces unexpected consequences. De Zwart (1f8®8&xample, argued that a regular transfer
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practice may be a source of, instead of a detetoebrruption in an organization. Starting with
the Mogul empire and continuing to state governsi@ntontemporary India, he described a
“grab what you could in the shortest possible tirfe147) logic, contending that only a short
time in control led to more corruption. While deborg the destructive effect of frequent
transfers, DeZwart distinguished between politeoad administrative transfers: “Administrative
transfers serve organizational ends,-like puniskorguption, whereas political transfers serve to
enlarge the power of certain politicians or weatteat of their rivals” (p.150). The promotion of
corruption reflected the mutual dependency betvpeditician and bureaucrats that creates a
dark network where “transfers were used by poétisito provide bureaucrats with opportunities
to earn an illegal income from bribes and to fdtw to share this income” (p. 148This
argument highlights the purposes and expectatibritation policies. As can be seen, one
practice in different hands can serve two diffefgniposes: prevention and promotion of
corruption

In addition, other negative consequences of rataimd relocation practices may prevent
personnel from conforming to organizational goald achieving desired performance. Some
studies of job-related relocation extensively exadithe psychological side of transfers,
including the stress of relocation, the negatifea$ on households, and the difficulty of
socialization after relocation (Green and Cann@30/unton, 1990; Pinder, 1989; Pinder and

Schroeder, 1987). Other studies of job rotatioredinted its negative effects from an

7 One example appears in the article: “Especiallhancities, the smuggling and illegal brewing labhol is a big
industry. The police are known to patronize bodajleg gangs in exchange for a share in the prdfiis.a
policeman it can be very profitable indeed to abtzist in a city. But he has to invest. The primeaf post such as,
say, a Deputy Inspector of Police in Ahmedabad ¢tygtal of Gujarat) is said to be about Rs.75,@00und
$1,100) and for an Inspector of Police that wolddR$.150,000. Higher posts are more expensive bedha yield
can be higher. Bootleggers pay low ranking policetiogjust leave them be. These policemen than twsbkare the
profits with the superiors, who promise not to hthen transferred before their time — i.e. befbiythave at least
recovered their investment. In turn, these supghiave to share their profits or otherwise be athi€iut. In this
way, money is sluiced upward” (De Zwart, 1993, )L
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organizational perspective, finding that job raiatprevents job specialization, causes serious
loss of productivity, decreases performance, andesmcommunication and trust problems
among personnel (Casad, 2012; Cosgel and Micedi8;19uang, 1999; Ickes and Samuelson,
1987; Morris, 1956). Moreover, Gannon and his aglees (1972) mentioned that “involuntary
job rotation is related to negative outcomes sucimereased employee turnover and decreased
productivity... also increased tension, anxiety, lokself-confidence and decreased job
satisfaction” (p.447). Prenzler (2009) acknowledtfed serious loss of knowledge and damaged
morale can occur with compulsory relocation in p@lorganizations (p.130).

Obviously, these studies have examined a wide rahgsues and point to many
difficulties with personnel rotation. Relativelywestudies, though, have examined geographic
rotation policies in law enforcement agencies. Whssessing the lack of studies about GPR and
GPR-like transfer policies in the world, Duru (20t®&ncluded that as most police forces in
developed countries are located at the local letvisl difficult to find law enforcement agencies

with transfer policies that include large geograpmeas.

Turkish Scholar ship

Nonetheless, some research in Turkey has menti@R&dpolicies. Gultekin and Ozcan
(2000), for example, investigated the effect ottdd officials’ involvement in the promotion
and transfer of police chiefs in the TNP. The atglemncentrated on the influence of political
power- as an external control- on the promotiortsteemsfers of ranked police officers. They
analyzed and compared the promotional and rotdttastry of 300 police directors and the
perceptions of 306 ranked police officers aboutgiwnotion and transfer practices of TNP
police chiefs. Among the results of the study wBré0% of the participants agreed on the

negative influence of external control on promotamd transfer of police chiefs and 2) 56%
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indicated that they might consider quitting the TéllF¢ to political influence and its negative
effects on police transfers and promotions. Guitelkid Ozcan concluded that political
intervention causes serious deviation from orgdianal rules and influences the promotion and
transfers f police chiefs.

Although the study mentioned control and GPR peliclgad limited discussion of the
influence of external control and ranked policecaffs. TNP’s human resource statistics says
93% of TNP employees (around 220,000 officers)sarern police officers, while 7% of the rest
are ranked officerdThe impact of GPR policy as an internal controthamism still needs to be
investigated.

Kog6z (2005) examined structural problems in thé®Tavid accepted GPR policy as one
of the most serious human resource managementgonsbHe criticized excessive changes in
the GPR regulation and recommended cancellingegstrs on home city and long term
assignments, Ko¢oz, who served as a personneligats for many years, stressed the need for
a more practical and rational control mechanisth@&TNP. Although he assessed GPR and
pointed out problematic sides of the policy, hemid evaluate the capacity of GPR as a control
mechanism or the administration’s control-relatedeetations.

Hekim (2011) conducted a quantitative study of #RR preferences of TNP personnel.
He examined police officers’ province selectiondébr in the GPR process, analyzing data that
included police officers’ preferences collecte@008, 2009 and 2010. The results indicated that
officers did not choose lesser developed providespite the monetary incentives for doing so.
Hekim also found a moderate, statistically sigmificrelationship (Pearson r=0.54, Spearman
r=0.6 p=0.01) between the officers’ preferencestaedsocial and economic levels of the

provinces in the 2nd region. Although this studyswae of the first empirical studies of GPR

8 Number of stafhttp://www.egm.gov.tr/EN/Pages/staff.asjalate accessed: 5/20/2014).
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practice, the scope of the examination did notidelan in-depth analysis of GPR from a control
perspective.

Duru (2012) conducted another study to better wstded the safety perceptions of police
officers and their impact on province selectionisieas. His survey of 900 ranked and non-
ranked police officers assigned to the Diyarbakilid® Department indicated that the perception
of safety in provinces in the eastern region affd¢he police officers’ selection process as well
as their overall satisfaction and performance. Dawnd that the officers’ perceptions varied
depending on the deployment period, distance ofategtion from a metropolitan city, crime
records and household perception. Again, Duru’s @R&tysis was limited to the perceptions of
police officers and did not focus on organizatioc@htrol.

In addition, Derdiman (2005) examined the propasssignment, a compulsory transfer
of an officer at the request his/her director duaritacceptable police behavfare criticized
proposed assignment and noted that uncertaintig®iregulation and the room for subjective
assessment needed to be corrected. He also pout¢ise immediate need for an independent
Police Council that would decide on transfers, pybams, retirements and other assignments in
more objective and fairer manner, free from anyetgpexternal pressure (e.g., political or
bureaucratic).

Cerrah et al. (2009) investigated prevention ofugation in Turkey by surveying
civilians in metropolitan cites (Ankara, Istanbualdalzmir) and police officers working in traffic
departments. They collected data from 1057 pagitip (486 citizens and 571 police officers) on
the general thoughts about routine corruption aneitigens and police officers in traffic
services. The study also aimed to discover theabt®ntrol over traffic police officers to

reduce daily corruption. Cerrah et al. concluded Helf or peer control takes place more often

9 See transfer of police officers upon the reqaépblice chiefs (Article 34 of GPR regulation).
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than supervisor control to prevent corruption ampaolice officers; they found a strong need for
better control mechanisms. Although the researgh@rged out the relationship between the
length of deployment and bribery (pp. 5, 8, 61, &#2¢y neither related this to the possible
influence of GPR nor mentioned the compulsory tiemnsf police officers who were connected
to bribing activity.

A report prepared by the Research Center for Sgcatidies (GUSAM, 2014) criticized
excessive transfers after an anti-corruption operatonducted in the government and several
Ministries in December 2013. The report declared the TNP executed approximately
210,0008° transfers with the accusation of police corruptigimally, Uslu (2012) criticized
frequent bureaucratic rotations, which weakenedhtmterrorism efforts especially in the

eastern part of the country as well as the expevfsesation.

Conclusion

Many other questions about GPR await answers amolus research effort. How do
external and internal controls affect GPR impleragan? Do members of the organization
change the impact of GPR? Does GPR prevent delvéravior in the organization? How does
GPR promote conformity of police officers with onggational norms? What are the effects of
GPR on police identity and culture in the TNP?

This chapter summarized many of the consequenaesdy emerge from organizational
control practices and rotation policies. Some gsithave argued that personnel rotation is a
useful tool to motivate and encourage conformitemiployees with organizational goals, to
prevent and detect deviant employee behavior, aaddress deviance from organizational goals

and desired performance. On the other hand, othdies found that personnel rotation policies

10 This number includes both geographic and depattteeal rotations that do not require geographicesobefore
and during the regular June circulation. About B0,06f these transfers were conducted in June 2014.
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may cause unexpected consequences, create moaatdashavior and decrease performance. In
Chapter 3, I introduce a conceptual framework fredoping a fuller understanding of GPR as a

control mechanism in the TNP.

28



CHAPTER 3: CONCEPTUAL FRAMEWORK

This chapter introduces the study’s conceptual éaork, which draws on ideas from
existing scholarship. The chapter starts with aflatiscussion of where this study can be placed
in the contemporary organizational control literaturhen, it describes the content and
dimensions of the conceptual framework that | erygdioto probe the control implications of the
TNP’s GPR policy. As Chapter 2 suggested, manylachbave been interested in macro-level
analysis. Etzioni (1965), for example, preferreduging on the nature of control mechanisms,
pointing out their coercive, utilitarian, and idgine features. Ouchi (1979) classified control
mechanisms depending on the sector in which thejyoaated and named them market,
bureaucratic, and clan controls. Snell (1992) exdattarget-based classification, noting that
input, behavior, and output are the primary outc®ioebe controlled. Unfortunately, however,
the organizational control literature has not ideld many studies that examine a single
organizational practice from different control-tteld perspectives.

From Ouchi’s perspective GPR policy can be seemtageaucratic control mechanism
or one might label the policy as a type of inpubehavior control mechanism. When it comes to
the nature of the control, on the other hand, BiZib965) provides a more useful approach for
understanding GPR policy. As the previous chaptamtioned, a control mechanism can be
coercive restricting and punishing undesired behawilitarian, rewarding good performance
by organizational members; mientitivenormative,using symbols, norms and values to increase
employee conformity to organizational goals. Fazi&ti, one organization or control
mechanism may employ all of these in different degr

| examined the main question of this study emplg\itzioni’'s broad perspective.

Inspired by Etzioni’s (1965) control mechanism slfsation, Davies’s (1989) control approach

29



and Sitkin et al.’s (2010) formality assessmentsehated a multi-dimensional conceptual
framework (see Figure 3.1) to analyze GPR polioynfian organizational control perspective.
The conceptual framework includes three dimensinagire of control, degree of formality and
source of control.

The first dimension, nature of the control, is thest important part of the analysis, as it
helps one to understand the extent of GPR poli¢grims of the kind of control mechanism
utilized. Davies (1989) discussed the nature otrobin his assessment of administrative staff
control systems in the British Civil Service. Adiaygt Dunsire’s (1979) procedural analysis, he
classified the administrative staff control intafaoles: director, detector, corrector and
motivator (see Table 3.1).

Table 3.1 Administrative Staff Control Roles and®ice

Director Detector Corrector Motivator

Persomal |Lipe manager Line manager Line manager Line manager

Staff reports  Staff reports ~ Suggestion
and Promotions and Promotions schemes

Work itself
Flextime Disciplinary Job Appraisal
working hours procedures Reviews and

Performance

Assessment

Impersonal | geafF inspection Staff inspection Staff inspection

Scrutinies Scrutinizes Scrutinizes
Establishment Establishment
control control
Probation Probation

Source: (Davies, 1989, p. 7)
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Davies assigned these roles to individual or oggimnal practices. For example, he placed
“Line manager” practices in the director, detectarrector and motivator roles. One practice
may work in several different ways. Which also ngelame manager executes directive,
detective, corrective and motivating task in teohsontrol at the same time. A line manager in
a factory, for example, directs his/her subordigatéh certain tasks and orders to complete the
production process. In case of a disorder, hefgieevienes in the problems and tried to fix it.
Line manager also motivates or punishes his/herslitates to increase the performance or
prevent deviant behavior in a work place.

Building on this approach, | tried to identify aoodmbine various elements of the
organizational control literature to produce a coghensive list of control mechanisms.
Following that, | classified the nature of the goht

» Directive control mechanisms determine standards and maati&maployees to comply
with organizational goals (Cardinal et al., 201@yvigs, 1989; Mitchell, 1978; Ouchi,
1977, 1979; Snell, 1992).

« Rewarding! or punitivecontrol mechanisms rewards or sanction dependirtg®
degree of employee’s compliance with organizatigueals (Cardinal et al., 2010;
Davies, 1989; Etzioni, 1965; Mitchell, 1978; Ouct®,77, 1979; Snell, 1992; Weibel,
2010).

» Detectivecontrol mechanisms uncover deviant behavior atg drganizations by
revealing where deviance from desired performamsedecurred (Committee of
Sponsoring Organizations of the Treadway Commissd06t2; Davies, 1989; Kaufman,

1960).

11 “Rewarding” includes “motivating” or “encouragirig.
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The list could be developed further; however, thtgpes were selected for their relevance to this

case and for their frequent use by organizatiooatrol scholars.

Correctivecontrol mechanisms are designed to reduce dewrib§idringing actions into

fuller compliance with rules (Davies, 1989; Fayif49).
Preventivecontrol mechanisms deters deviant employee beh&eim occurring

(Committee of Sponsoring Organizations of the TweadCommission, 2012).

Cultural/identitivecontrol mechanisms aim to shape employees’ betsaiiavays that

are consistent with organizational goals and statsd@tzioni, 1965; Gortner et al.,

1987; Kaufman, 1960; Maanen, 2010; Tompkins anch€e1985).

Figure 3.1 Multi-Dimensional Approach to Underst&BiER

Organizational

Practice

The second dimension examines the formality otthrgrol mechanisms. As the

Nature of the
control mechanism

Directive

Rewarding

Punittve
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Corrective
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Formality

Formal

Formal
and
Informal

Informal
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External

Organization
Groups

Indriduals

Internal

Outcome

previous chapter stated, rules and norms may @xisially or informally in organizations. They

also may be complementary or contradictory (Catdihal., 2010; Korsgaard et al., 2010;

Maanen, 2010). Moreover, formal mechanisms show thevworganization explicitly articulates

control, may or may not be taken seriously or eyaplplied in the organization. The last

dimension investigates the primary source of cdn@ontrol mechanisms initiated from inside

or outside the organization may have differentiafices (Gortner et al., 1987; Loughry, 2010).
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These three dimensions -- nature, formality andcaf control-- help in understanding
GPR policy. Lastly, the outcomes of implementingtcol are subject to question. As it is
discussed in the literature review, not all conadiivities produce the expected results for the
organization. It is significant to recognize thahtrol-related outcomes of the GPR policy are
difficult to measure fully and largely beyond treope of this project. However, in an effort to
better understand the impact of GPR policy, sonmaeftiata collected shed light on possible

outcomes.
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CHAPTER 4: RESEARCH DESIGN

This chapter describes the research design foyisigG PR policy in the TNP. | used a
gualitative approach to examine the research aureskhis research is an exploratory case study
that employed interviews, participant observatind document analysis. A more complete
understanding of how the TNP used GPR as a cam&ohanism became possible by observing
the interactions and communications of individwalie employ this organizational approach as

well as by interviewing such individuals.

Case Description

The Turkish national police organization was esshield on April 10, 1845. The
organization was named the “Directorate Gener&8ewurity” after the Republic of Turkey was
created in 1923. The TNP is a nationwide policanization, with more than 250.000 staffers. It
protects life and property, enforces laws, anddakeasures to combat crimes in Turkey. The
TNP is one of three national organizations (aloiity ¥he Gendarmerie General Command and
the Coast Guard Command) that work for public Sgcunder the direct supervision of the
Ministry of the Interior (TNP, 2012).

Turkey is divided into 81 provinces, and each pmogiis divided into districts. Each
district contains one or more municipalities. Mup&ities and larger areas are known as “urban
settlements.” The TNP is responsible for the ségand well-being of these urban areas. The
General Command of the Gendarmerie is responsibleifal areas with populations of less than
2000, and the Coast Guard Command is responsibméstal areas. The TNP is constituted of

a central organization located in the capital oityAnkara and hundreds of provincial/district
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departments located in the 81 different provinedsch are subordinated under the central
organization (See Figure 4.1).

Figure 4.1 Structure of the TNP

Ministry of
Interior
n
Gendarmerie General R —— |
Command Turkish National Police oasthiard tommand
]
Central Organization 81 Provincial Police
Headquartars and 33 Dapartmants and Organization Abroad
Central Departments Districts Directorates

Source: TNP’s Official websitettp://www.egm.gov.tr/EN/Pages/structure.aspx

Legislation gives the TNP the authority to assigy afficer to any place where security
is needed (DMK, 1965; DMYDSALIY, 1983; ETK, 1937; T®nstitution, 1982)? In particular,
articles 4, 5, and 9 of the Regulation on Appointtrand Rotation of Civil Servants
(DMYDSALIY) require the TNP to follow principles @&qual distributions of civil servants and of
public services throughout the country.

GPR is one of the TNP’s most important managenatgsses. First of all, it is
compulsory for all police officers. Although thease some exceptions, almost all personnel
rotate geographically. The Civil Servants Act 06T9Articles 62 and 63) requires that any civil
servant who does not officially start his/her nessignment within 15 days face losing

government employee stattidVloreover, when rotation combines with promotianked

12 DMK Article 72 and ETK Article 96.
13 This process is also called “automatic resignation
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officers who do not rotate for accepted reasonsadaeceive the increase in rank until they start

their next assignments.

Data Collection

| relied on data and methods triangulation (Den2099), collecting evidence from
multiple sources using different techniques (setmiesured interviews, participant observation
and document analysis). Using differing data saitoainderstand multiple meanings is
particularly important in a qualitative study (Gigtian, Yang, and Spice, 2008, p. 143). Yin
(2011), for example, recommends that a researcatbegat least three different reports verbally
or in documents to practice data triangulatiorB@. King (2004) asserts that primary data can
be gathered through interviews; however, he adatscthmparison of interview findings with
other evidence helps researchers confirm and aadtibdlity to results. The primary data of this
study were collected through interviews, which diésel and suggested explanations for the
organizational expectations from the GPR policytd?a(2002) argues that triangulation might
help researchers to produce consistent findingsinloonsistencies in findings obtained from
different data resources may offer deeper insigt24@).

Theinterviewis the most common method for collecting dataasecstudies (Yin, 2009,
p. 106) and in qualitative research (King, 200411, according to Tracy (2013) about 90 %
percent of all social science research uses ierzi For example, Kaufman’s (1960) study is a
concrete example of how interviews can be useforder to understand an organizational
practice. Interviews can reveal respondents’ opisiionotivations, and experiences. As some of
the key members of the organization developed,emphted, and changed GPR policy, finding
out about their perspectives and experiences helpaohine the research question. Participants

in this study were especially “valuable for prowvidiinformation and background on issues that
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cannot be observed or efficiently accessed” (Tracy32). King (2004) noted that interviews
reveal different levels of meaning in practiced thrganizational studies need to explore. He
added that some participants often welcome inteivi@s a means to clearly express their real
thoughts; verification of information in intervieviseasier than with other methods, thus
reducing possible misunderstanding and misintespoets (p.21). | employed semi-structured
interviews, including open-ended questions. Predeted questions helped me to collect
information, experiences, and perceptions about;®BRever, some interviews turned into in-
depth, wide-ranging conversations. For this realmoy (2008) finds the semi-structured
interview useful, as it provides this flexibility.

Finding appropriate participants and asking thbtrgguestions are two of the most crucial
parts of interviewing (Denzin and Lincoln, 2005nkji 2004; Tracy, 2013). The review of the
literature helped me to draft a list of interviewegtions. Four participants contributed to
exploratory interviews in order to tailor the quess and interview flow. In this pilot, | met with
one F'degree superintendent, orié @egree superintendent, one Major with human resour
management experience, and one Captain. Threes# thterviews were conducted face-to-face
and one by phone. | realized that face-to-face emation was more successful method of
contact with these participants. Based on thesalimterviews, | checked the wording, the
order of the questions and decided the phasesest/iaw implementation. | finalized the
guestions and decided on an interview strategyh@end of the pilot study, | finalized the
interview instrument, which includes 14 questiossd supplementary probes) and directive
reminders for me in order to keep the conversattated to the research question. During the

interviews, | tried to uncover participants’ undargling of GPR and to distinguish their control-
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related statements from each other by asking additiquestions designed to probe their
thoughts.

Determination of appropriate participants was aaal part of the study. In order to
examine GPR as a control mechanism, the first setecriterion was explicit experience of
GPR either through a decision-making position a luman resource management experience.
As the TNP’s DoPA is one of the first departmesetgoonsible for implementing and (when
necessary) changing the Turkish National Policeodkpment and Rotation Regulation, | first
got in touch with managers of the department. lested a list from the DoPA of current and
previous police chiefs who have human resource gemant experience in department and who
lead the organization at the top level; due tocadfirestrictions, however, they could not provide
such a list. This difficulty in accessing key infaation led me to use purposive, strategic
sampling (Marshall and Rossman, 2006).

Two additional reasons drove me to contact refr@dte chiefs and communicate with
individuals who were not working as human resoumemagers at the time of the interview. First
was the difficulty of meeting with current officgalActive officials are busy with enormous
workloads and limited staffing, especially duritg fpeak time of GPR circulation (May-July,
which also was the period for my data collectidrf)e second reason was the official and
possibly psychological restrictions that keep aoirificials from expressing their thoughts
freely. Therefore, all of the participants wereesétd from individuals who had no current
connection with the DoPA, either as a police cbieds a human resource manager. This gave
me access to key participants and kept responggsydree from possible external pressures.

The information and comments they provided weréequaluable.
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Starting from the most recent human resource masag® worked in the DoPA, | tried
to contact participants and make a possible respurigt by adding these managers’
suggestions, a form of snowball sampling. The tergdist included about 30 police chiefs who
have long histories with GPR as decision makefsuanan resource managers. The list could
have been longer; however, | excluded individugi® Wwad relatively short appointments
(between 2 and 3 years). After securing the ligiasfsible participants, | tried to get in touch
with them by phone or email to inform them abowt $hudy and request their participation. In
order to increase the representativeness of thieipants, | included middle-level police
officers, non-ranked police officers and guard (e the participant list.

Eventually, | was able conduct interviews with Etipants (see Table 4.1).
Contacting the retired police chiefs on the temalist was quite difficult. Some of these
individuals lived in provinces other than the capdity where the DoPA is located. | could not
reach 16 of the police chiefs due to limited coniaformation. These individuals were not using
email accounts and their phone numbers were nveaat the time of interviews. The ones (five
of them) who have email contacts did not answereqgyest. One respondent could not talk with
me due to his cancer treatment. Another participast part of the pilot study, | had to exclude
his comments. Another police chief was conductirgtical investigation and thus he refused
my request.

In accordance with Virginia Tech’s Institutional\Rew Board requirements, participants
were asked to sign an informed consent form befarenterview. | sent the consent form to
each participant prior to our scheduled interviewd eequested that they return it to me either

digitally or in hard copy prior to the interviewes Table 4.1).

39



Table 4.1Participants, by TNP/GPR Experience, Interview

Participant | Interview Year in I nterview place
Code Date TNP Rank GPR Experience Recor ding type IType
Work- Alone
1| PAIG 21-May-14| 11 years Captain HRM- No transfer yet Audio recogdi | face-to-face
Hand written Home-Alone
2| PHIY 22-May-14| 34 year 1st Degree Chief Decision Maker- 4 trarssfer notes by Skype
Work — Alone
3| PFIM 22-May-14| 21 years ™ Degree Chief| HRM- 3 transfers Audio recording@face-to-face
Cafe
4| PEIT 22-May-14| 25 years 1st Degree Chig¢f Decision Maker- 6 tragsfe Audio recording | face-to-face
Café
5| PTIY 23-May-14| 35 years 1 Degree Chief| Decision Maker-4 transfers Audio rdoay | face-to-face
Chief Inspector-Decision Maker- [3 Café
6 | PHIM 23-May-14| 32 years 1st Degree Chigftransfers Audio recording | face-to-face
Hand written Work — Alone
7| POIM 24-May-14| 18 years 7 Degree Chiefl HRM - 3 transfers notes face-to-face
Hand written Café
8| PTIM 24-May-14| 16 years # Degree Chief| HRM - No transfer notes face-to-face
Hand written Home Alone
9| PNIM 25-May-14| 32 years % Degree Chief| Decision Maker - 4 transfers notes face-to-face
Hand written Work- Alone
10| PBIK 7-Jun-14| 20 years Lieutenant 2 transfers notes face-to-face
Hand written Work- Alone
11| PIIM 8-Jun-14| 28 years Police officer 3 transfers notes face-to-face
Hand written Home Alone
12| PSIB 20-Jun-14 25 years Police guard No transfer notes face-to-face
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The TNP work experience of the participants rarfgeh 11 to 35 years, with an average
of 25 years. Other than the police guard and twa-lewel police supervisors, all of the
participants experienced multiple transfers duthwegr careers.

I conducted the confidential interviews beginninighvprepared questions. Additional
guestions were asked to probe their perceptionth iWeir consent, conversations were recorded
with a digital voice recorder. If a participantuséd digital recording, | wrote his/her answers
down. Five of the participants allowed me to useaaaio recorder. | completed the interviews in
Turkey between May 22 and June 20) 2014. All of the interviews were conducted in Kigh,
and all but one were conducted face-to-face. ligars were conducted individually at a time
and location of the participant’s choice. Four veahto meet in public places, while eight others
selected private locations, either in homes or wiaites. The shortest conversation took one
hour, while the longest one lasted close to fowrsoNone of the respondents refused to answer
any question, and they also provided the opporuaitisk follow-up and clarification questions
(Denzin and Lincoln, 2005). However, some answerevproportionally shorter than the others.

The interviews sought to probe the organizatioogid behind the GPR policy as well as
participants’ personal thoughts and experiencasicReants responded to some of the questions
in terms of the administrative logic, and they n@méd whether they agreed or disagreed with
GPR.

These purposefully selected participants were kéyrswho were able to provide their
perspectives as organizational veterans and leddiemsan resource managers and police chiefs
are among those who have influenced the TNP’s paed@olicy over the last 15-20 years.
These participants were highly knowledgeable abmisubject. Over the course of the data

collection process, | learned that the DoPA persbnret with chiefs of city police departments-
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several times in seminar and conferences. Revisibtige regulation typically happened after
intense discussions among headquarter police leater staffers in city and central
departments.

A second data resource wdgcumentswhich included regulations, agendas,
announcements, letters, memoranda, reports, aed wtiiten items. Documents often help to
confirm and augment information obtained from ottemources (Yin, 2009, p. 105). | expected
that any document related to GPR would help ingbemderstanding the policy. Yin (2009)
distinguishes archival records from other orgamreati documents by stressing their possible
guantitative side. | relied on service records,gaidecords, maps and charts of geographical
characteristics, and survey data and personneldedmm other studies. Numbers of annual
transfers and of police officers by home citiegioaal maps, and police crime records helped
me analyze, compare, and understand data gathreradrfterviews and observation.

Another type of document legislation related to GBR major and 26 minor revisions
to GPR regulations have been made since the fP& @gulation was released in 1962. | also
expected that interview respondents who are redperfsr implementing personnel policy
would have valuable documents, statistics, or tspadihis proved to be the case. Three
participants provided additional documents relate@PR, since they had worked for many
years as human resource managers. Other documer@seceived during site observation.

| also usegarticipant observatiorior data collection. | spent four weeks (betweeryMa
20 and June 20, 2014) in several workplaces ind@yrikcluding the DoPA, the Police
Academy, the llica Police Station, Alacati Courdggd Ankara. The annual GPR program starts
with needs assessment in February and ends witiGergeral Assignments Order” in mid-June.

| observed the DoPA personnel and sought to waiotef their activities such as departmental
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meetings. The administration did not allow me ia ssignment meetings because of clearance
requirements; however, | was able to talk withwdlials who attended these meetings about the
processes and activities. | observed behaviordadked with police officers and the public
about GPR while they were working, while we weeesélling, and while having lunch or
dinner.

In addition to participant observation, my 13 yeairgob experience in the TNP and eight
years of related educatitrprovided longer term observation data that | ttdse in better

understanding GPR.

Indicators of Control

A detailed review of works on organizational cohttnd personnel rotation allowed me
to develop ways to look for evidence of contropersonnel transfer. First was consideration of
formal and informal control mechanisms. Here, fdromatrol is the use of personnel rotation to
discourage and detect deviant personnel behakm®icbrruption or favoritism. Regular
personnel transfers discourage and add restraipsrsonnel deviation from organizational
norms, and “deviation cannot long remain hiddeneurtdese circumstances, once exposed,
cannot long continue” (Kaufman, 1960, p.158).

Thus, rotation, before or after deviant policedegabr like bribery or malfeasance, can be
seen as a preventive and a detective control peadiegular geographic rotation of personnel
who work in narcotic departments or immediate fotet after a rules infraction are concrete

examples of the formal practice of GPR.

14| entered Police High School (Polis Koleji) in B9@hen | was 14 years old. It is a four year, rexstil,
government supported high school which educatetestufor the Police Academy. After graduation i®Z29l
continued to the Police Academy and graduated @120
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Informal control entails the involvement of manyas (managers, DoPA personnel) and
can emerge in an abstract form like identificafiommation, which promotes self-control
through internalization of organizational valuesufman (1960) argued that “transfers of
personnel is a device for the development, adjustiawed broadening of personnel” (p.176). It
helps organizations to build identification by theeraction of members with the organization.
For Kaufman (1960), regular transfers reinforcemsge of belonging and of being part of an
organization because “everywhere, they encounterwii similar interest, similar objectives,
similar aspiration, similar complaint and — similanderstanding and appreciation of problems”
(p.179).

It was necessary to explore the contribution ofpenel rotation as an identitive and
concertive control among TNP members. Yet, tapfiegotation - informal control relationship
can be more difficult than measuring direct conthollooking for instances of indirect control, |
found numerous occasions in which officers who Haaen transferred several times used
similar language in describing those experiencas drscussing their loyalty to the TNP and its
values. Information about informal associationg.(ecomputer listservs) may be evidence of
sharing experiences or routines among those whegoat the same time or served together on
multiple occasions. All of these evidently are mfial ways of bolstering loyalty and
commitment to the job and to the TNP, which | lodker in interviews, documents and

observation.

Data Analysis
Scholars suggest several methods to analyze detmeth from interviews (Marshall and
Rossman, 2006; Miles and Huberman, 1994, Yin, 2008htent analysis is one of the common

methods that qualitative researchers employ i 8tadies (Marshall and Rossman, 2006). The
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content analysis in my study started with multigdadings of both the documents and transcripts
about GPR. The literature review provided a nundbeontrol-related ideas like directive,
rewarding, punitive, detective, preventive, andual/identitive control mechanisms in addition
to the formal/informal control distinction. Thesergpectives allowed me to create a multi-
dimensional approach.

My analysis included two basic phases: prelimir@ging and structured coding. In the
first phase, | used perspectives in the pre-copgimgess and manually marked the text in order
to get tentative classifications. These broadlyndef categories allowed me to identify specific
actions that tapped control actions. During thistfphase, | followed Miles and Huberman’s
(1994) recommendations closely. They guide reseasdh using raw data for effective content
analysis. Their recommendations include three sabgsses: data reduction, data display, and
conclusion drawing or verification. Data reductioefers to the process of selecting, focusing,
simplifying, abstracting, and transforming the d4pal10). Data reduction does not occur only in
the analysis phase but also throughout the studse,Hooking for indicators of control was a
reduction strategy, leading to exclusion of infotima not relevant to the research questions.
Summarizing, coding, constructing themes, makingtelrs and partitions, and writing memos
served as reduction tools helping decide “whiclaaaiunks to code and which to pull
out”(Miles and Huberman, 1994, p. 11). Data displegndense and present information,
allowing one to infer conclusions. The last prodessonclusion drawing or verification through
which interpretation can take place. This parthef@nalysis helped me to finalize the tentative
classifications and groups.

The second phase included detailed coding. Duhiegrtterview analysis, | used

particular codes and sub codes (see Table 4.2)cditent analysis process ended by
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classifying, grouping, and interpreting GPR asdiom, reward and punishment, detection,

prevention, cultural/identitive and nonfunctionalifAs Chapter 5 will elaborate, some of the

control implications received more attention th#imeos when GPR policy was discussed.

Table 4.2 Final Coding Scheme

Codes and Sub codes

Example

Demographic information about the participants.

Personal

Punishment “If we need to assign someone out of his/her pegfees, that person
would be an unwanted officer either through theppeed transfer

Reward request or by not granting them an extension” (PAHay 21, 2014).
“Of course it detects deviant police behavior cdasng that people are

Detection scared by a chief while he has the power but attdeaves they start to
fill complain form about him” (PHIM, May 23, 2014).

Prevention

*[Police — “A police officer can use authority inappropriatelgainst a family

family/relatives/friends]
*[Police — business]
*[Police — ideology]
* [Psychological]

member, relatives or friend/enemy due to a corif(lREIT, May 22,

2014).

Performance

“Transfers help us to create diverse personnel lbddgh allows young

old interaction” (PFIM, May 22, 2014).

Culture/ldentity

“Police is the refugee of society” (PEIT, May 2212).

Reverse effect

“While GPP aims to prevent nepotism and favoritiarthe organization

it can be a reason for them” (PFIM, May 22, 2014).
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Limitations

Like most studies, this study has some limitatidfisst of all, the qualitative nature of
the approach sometimes produces criticisms abeugeheralizability of the findings (Marshall
and Rossman, 2006; Stake, 2005; Yin, 2009, 201lihoagh the differing data sources and
techniques may well strengthen the validity andbdglity of the research, each of these tools
(interview, document and observation) has assatiatetations. For example, participants may
not feel comfortable during interviews if they hawegative thoughts about the rotation policy.
Moreover, Yin (2009) notes that the availabilitydeaccessibility of documents and archival
records can produce two types of limitations. Gndhe hand, limited access can affect the
researcher’s analysis; on the other hand, an almgedz numeric data can cause a lack of
concentration and lead to inefficient use of tildghough relying on three data sources allowed
me to triangulate and compare information on défiférdimensions, organizational resistance and
restrictions made it difficult to gain access téirenrecords, to fully observe, and to reach some
important potential interviewees. Moreover, offlg@@ocedural barriers made it difficult to
collect survey data for mixed method analysis.

My position as a member of the organization beindisd and working under the GPR
regulation was both an advantage and a disadvamdteugh it likely provided greater insight
into and access to archival data and intervieweatso may threatened to increase bias. For
example, my recent assignment to tA€r@gion while | was still continuing graduate stwdys
a debatable decision. This and similar decisiofgrbend during the study produced some
negative perceptions about organizational decisiOnsthe other hand, my experience in the
organization starting from high school allowed mééétter understand and analyze the

organization and GPR.
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Another limitation comes from the scope of the gtud order to be more focused, the
study excluded other policies related to persomaiagement like recruitment, retirement and

appointment.

Summary
This chapter reviewed the study’s research desigroduction of the TNP organization,
data collection, indicators of control, and datalgsis. The following chapter addresses the

findings on the control aspect of the GPR.
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CHAPTER 5: FINDINGS

This chapter reports the results of the study basetie analysis of the interviews,
documents and participant observation. The chéyetgins with a brief examination of GPR
policy including the history of the regulation ait&ldevelopment of organizational control-
related features. It continues with the subtitlésclv discuss the various organizational control
influences of GPR as reward and punishment, detecind prevention. After the GPR and
culture/identity discussion, the chapter ends &ghessments of the nonfunctionality of GPR as

a control mechanism.

History of the GPR

Rotation of government officials has been practimednany years in Turkey. Examples
of this practice can even be seen in the OttomarbEfore the establishment of Turkey in 1923.
“Rotation is a heritage of Ottoman Empire in thélpusector; the imperial government was
finding inconvenient to assign an official from ts@me ethnic group as it may difficult to
control the group with their leaders” (POIM, May, 2014). This government tradition
continued in the new state after World War |.

In the early years of the Turkish Republic, the Tn&cticed a GPR-like personnel
transfer policy under the Civil Servant Act (MemuKanunu) of 1926. As one of the first
government official laws, the Civil Servant Act tered that transfers of personnel be done by
consent; however, administration should not waitlie consent of the employee in the case of
deviant behavior (Article 35) or in the case of émgpes who have had two consecutive years of
low performance at the office (Article77; TGNA, ¥)2Another law in 1930, the Interior Civil

Servants Act, stated that police chiefs shouldoeatelected from the same jurisdiction in which
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they are recordet’. The Grand National Assembly of Turkey startedssue more detailed and

separate regulations for the national agencigsari®60s, just after the military coup in 1961.

Directive Nature of GPR: Control in Action

The first designated GPR regulation was publishedwagust 29, 1962 for the TNP.
Participants who have human resource managemeetierpe mentioned that the TNP has used
its organizational autonomy to create, implemeiot @vise its GPR policy, during the entire
history of the organization. From this perspectivegan say that the source of these formal rules
and regulation is the TNP administration. Howeteeye were few external interventions (e.qg.,
political) on the regulations.

Some examples of the external interventions anddtdinformal directives from some
bureaucrats can be found in the history of the G&fRlation. lllustrations include the regional
placement of the Rize province (from tHérggion to the 2 region) at the request of the ruling
Prime Minister and updating some of the articlésteel to other regulation changes (e.g., adding
a veteran exemption in regard to anti-terrorismslg{lPAIG, May 21, 2014; PFIM, May 22,

2014; POIM, May 24, 2014). The history of the GBRjuite important to understand the formal
and informal control impact of the policy. An ansilyof the previous GPR regulations reveals
that the policy has been revised numerous timestbeehistory of the organization (see Table

5.1).

15 The term “recorded” refers to the province of origp which an individual and his/her family areyistered.
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Table 5.1 History of GPR Regulation

1st GPR Regulation
8/29/1962

Turkish title "Emniyet Mensuplarindan Polis ve K@i Siniflarinda
Bulunanlarin Yerdegistirme ve Atanmalari Hakkindanétmelik"
(5 Regions model)

05/18/1964 Minor revision - Articles 29, 31, and 32

2nd GPR Regulation
6/18/1965

Turkish title "Emniyet Mensuplarindan Emniyet Amikomiser ve Polis
Siniflarinda Bulunanlarin Yerdegistirme ve Atannraldakkinda
Yonetmelik" (3 Regions model )

05/30/1967 Minor revision- Addition of an Article

06/11/1970 Minor revision - Province adjustment

3rd GPR Regulation
11/6/1971

Turkish title " Emniyet Hizmetleri Sinifi Mensuplarn Atanma ve Yer
Degistirmeleri Hakkinda Yonetmelik2 Regions (2+2 sub regions) mode

02/22/1972 Minor revision - Articles 6 and 49

04/29/1972 Minor revision - Articles 29,30,33, &t

07/20/1976 Minor revision - Article 8

4th GPR Regulation
11/10/1981

Turkish title " Emniyet Hizmetleri Sinifi Mensuplaktanma ve
Yerdesistirmeleri Yonetmeligi"2 Regions (4+4 sub regions) model

06/16/1983 Minor revision - Article 22

03/24/1985 Minor revision - Articles 8, 21, 39, gmvince adjustment

12/21/1985 Minor revision - Province adjustment

12/30/1987 Minor revision - Article 16

5th GPR Regulation
8/28/1989

Turkish title " Emniyet Hizmetleri Sinifi Mensuplaktama ve
Yerdesistirme Yonetmelgi" 3 Regions ( 3+3+3 sub regions) model

06/15/1991 Minor revision - Article 24 and provinagjustment

6th GPR Regulation
9/11/1992

Turkish title " Emniyet Hizmetleri Sinifi Mensuplaktama ve
Yerdesistirme Yonetmelgi" 2 Regions (3+3 sub regions) model

05/13/1993 Minor revision - Articles 13, 18, 23dgrovince adjustment

08/27/1997 Minor revision - Province adjustment

01/02/1998 Minor revision - Province adjustment

05/04/2000 Minor revision - Province adjustment

01/01/2001 Minor revision Articles 2,3 and prase@nadjustment

04/08/2001 Moderate revisiorB-Regions (4+3+3 sub regions) model

03/26/2002 Last revision cancel2dRegions (7+3 sub regions) model

09/24/2003 Minor revision - Article 29

02/06/2004 Minor revision - Article 7

05/30/2008 Minor revision - Article 43 and proséhadjustment

11/04/2008 Minor revision - Articles 1 and 2

06/29/2010 Moderate rev. - Art. 7, 19, 23, 24,28 and prov. adjustment

03/27/2012 Moderate revision 3, 4, 13, 18, 21,22329, and 36

09/09/2012 Minor revision Articles 3, 6, 7, 28daprovince adjustment

04/12/2014 Minor revision Articles 3, 7, and 23
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Examination of these revisions reveals that GPRIlatign has undergone six major and
26 minor revisions since 1962. If the revision Wasted to a couple of articles, the legislative
body chose to update only the relevant articlesvéier, if the revision required a major change
like altering a regional organization, the legigtatissued a new GPR regulation with a different
name, keeping some articles and revising other$GPMay 21, 2014; PFIM, May 22, 2014;
POIM, May 24, 2014).

GPR regulations refer to organizational contrabas of the policy’s main purposes in
several places. In order to learn participantgiahthoughts, | did not mention that this study
was about organizational control while arrangingititerviews. For each interview, after a short
dialog, | asked the respondent a general quediatiréquested their perspective about the
reasons, benefits and drawbacks of GPR. Eighteop#uticipants placed organizational control
as the first reason, while three others rankeddbsd. Only one participant ranked control third.
Other reasons included greater organizational @gubétter security service and organizational
routine.

Document analysis shows that the directive strecaund logic of the first GPR regulation
(1962) has been maintained for all the followingsuens. Indeed, this structure and logic
constitutes the formal organizational control safiehe GPR policy. | summarized the control
related structure of the GPR a#rpvincial prohibition ii) Service length prohibitigrand iii)

Proposed transfers (exile).
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Provincial prohibition
Starting from the first regulation, the TNP adratration did not want to assign police

officers to either their province of origin or th@irovince of birth® | elaborate on this below;
for now, a closer examination of the evolutiontatprohibition is critical. Table 5.2 illustrates

the evolution of the province of origin and birtfopibition in detail.

16 Province of origin is an official term which regaio the province in which an individual and his/family are
registered. Province of birth is the official distiion included by the agency since not all theiliaslive where
they are registered.
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Table 5.2 Evolution of Provincial Prohibitions

Officer is not allowed to
work

1st GPR
Regulation
8/29/1962

2nd GPR
Regulation
6/18/1965

3rd GPR
Regulation
11/6/1971

4th GPR
Regulation
11/10/1981

5th GPR
Regulation
8/28/1989

6th GPR
Regulation
9/11/1992

Revision
03/22/02

Revision
02/06/04

Revision
6/29/10

Revision
04/07/14

If the population of the
province less than*

300,00(

D

300,00

0

500,00

0O 10w

01,000,000

500,00(

500,00

D 1,000,000

1,000,00(

750.00

Officer's province of
origin (registered
province)

X

X

X

X

X

X

X

X

X

Officer's province of birth

X

X

X

X

X

Spouse's province of
origin

Spouse's province of birtl

N

X
X
X

X
X
X

Border provinces of the
officer's province of birth

Border provinces of the
officer's province of origin

Officer’s province of
business relation

Spouse's province of
business relation

X | X | X | X

Officer's province of 15
year residency

X
X
X

X | X | X

Spouse's province of 15
year residency

X | X | X | X

X

X

Marriage with a local
person during the

assignment

might cause transfer if it affects
officer's performance

requires transfer within 2 years

requires

transfer

within 3 years

*If more than this population, police officer isségned to a different county where he/she or thigaruse is not recorded. .
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Appointment restriction started with the first viersof GPR in 1962. Article 3 prohibited
an officer from being assigned to his/her provinterigin and province of birttHowever,
there is a population exception. The populatiorepkion cancels the provincial restriction if the
province has of 300.000 people or more; howeveguyletion still requires an assignment in a
different ‘county’ than the officer’'s county/cityf origin or birth. In 1971, the rule was revised to
include a restriction on provinces which have adbowwith the province of origin or birth of
police officer. This revision also increased thegation exception from 300.000 to 500.000
people (Article 5 of 1971 GPR regulation). The neatsion of the regulation (GPR 1981)
enlarged the restriction by adding more conditidree first condition was about the spouse;
officers could not be assigned to their spouses’ipce of origin (Article 7 of 1981 GPR
regulation). The second condition had to do withkihisiness relationships; the provinces and
counties where the police officer or his/her spduasg business relationships were excluded
from assignment options (Article 7 of the 1982 GieRulation). The same regulation also
increased the population exception from 500.00D.660.000.

Many participants mentioned the influence of thevprcial prohibition during their
careers. Participant PTIY, for example, descritheslinfluence as: “at that time -1970s- we were
restricted to working in my place of birth and pirae of origin as well as my wife’s province of
birth and province of origin. For my case, whemddyated from the Police Academy, | was
limited to working in 17 provinces in Turkey duett@at regulation” (May 23, 2014). Records
show that there were 67 provinces at the time d¥RTgraduation year. During his career, he
was not allowed to work or live in almost 25% o tountry because of provinces where his

family and friends live.
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In 1989, the TNP administration canceled the bopdevinces restriction, added the
spouse’s birth and business province while keeffirgest of the prohibition the same.
However, in the 1992 GPR regulation, the TNP adshiaiion enlarged the prohibition again by
adding a restriction on the provinééwhere the officer or spouse lived more than 15sea
Revision also decreased the population exceptiok twa500.000 people (Article 5 of 1992 GPR
regulation). Revisions of the province of origirddirth prohibition continued in the years after
this last version of GPR regulation. The adminigiracanceled the spouse’s province of birth
from the restriction list in the 2002 revision andreased the population exception to 1,000,000
in 2004.

Another restriction appeared on all the versionthefregulation was that of a marriage
between an officer and a local woman or man duaimgssignment (see Table 5.2, last column
at the bottom). Between 1964 and 1981, marriagelécal person was causing a transfer only if
this marriage affected the officer’s behavior orfpenance in a negative way. Between 1981
and 2002, however, the TNP administration requo@dpulsory transfer within two years after
the marriage whether it affected officers’ behawonot. The administration also extended this
two-year-rule to three years between 2002 and 201€restingly enough, in 2010, the TNP
administration cancelled all the restrictions regag spouse, officer's province of birth, 15 year
residency and business relationships, but keptetsteictions regarding the officer’s province of
origin and 1,000,000 population exceptions.

Later, with a legislative change in April 4, 20the Metropolitan Municipality Law,
the population exception decreased to 750,000 ped¥ith this last revision, police officers are

prohibited only from working in their province ofigin or county of origin if the province

17 If the province was not an officer’s or spouse‘svince of origin or birth, or the provinces wheéhey had
business relationships.
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population is less than 750,000 people. The implegat®n of the last revision excluded 29 out
of 81 provinces? Participant PFIM (May 22, 2014) motioned that Bl&PA tried to refuse the
Metropolitan Municipality Law revision and keep th@®00,000 limits; however, resistance was
not possible. Thus, participants PFIM and PTIM énedi the possible impacts of the recent

changes need to be investigated.

Service length prohibition
The second directive feature of the GPR struatarebe termed as the service length

prohibition. The TNP administration has been seresior the long term officer assignments.
Starting from the first regulation, the TNP admirason has not allowed long-term deployment
in any location. Under the regional arrangementaarthin service periods for each province
and county, the TNP administration has practicedrstant circulation of personnel for decades.
Table 5.1 shows the different regional arrangemewes the TNP’s history. The TNP
administration required each police officer to worldifferent regions during his or her career.
Each region has various durations of assignmenésrdaed according to social, economic,
cultural, accessibility and security related diéieces and the similarities of the provinces and
counties (TNPARR, 1992). After experimenting wiiffetent combinations, the TNP has been
using the two region model (Seven sub regionsHer region and three sub regions for tfié 2
region) since 2002. The deployment period goes flowe to 10 years in thé'degion and two

to six years in the"@ region. The service length prohibition also inelsd second assignment
ban, which means an officer may not be assignédetgame province a second time unless it is

necessary. Although the second assignment banoftased with the five-year rule (TNPARR,

18 Before the revision (16 provinces): Adana, Ank&mtalya, Bursa, Diyarbakir, Esighir, Erzurum, Gaziantep,
Istanbulizmir, Kayseri, Kocaeli, Konya, Mersin, Sakarya, @ainsun. After the revision (13 provinces): Aydin,
Balikesir, Denizli, Hatay, Malatya, Manisa, Kahramearg, Mardin, Musla, Tekirdag, TrabzonSanliurfa and Van
(Total 29 provinces)
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1992, p. Article 7—c), the TNP administration was willing to allow a second assignment in
the same location, particularly for those who heabfems in their previous deployments (PTIM,
May 24, 2014; PFIM, May 23, 2014).

Implementation of service length prohibition resuit at least three transfers during a
career for a single police officer. Participant MGdstimated that the average number of
transfers will increase due to the increase ofagetent age up to 65. He elaborated: “since the
retirement conditions are not good enough, polftieers will prefer to work till the age limit.
Then a typical police officer has to transfer aiskefour times during his/her 25-30 years career”
(May 24, 2014).

Proposed transfers

A third feature of the GPR structure is the proplasansfer practice, which also can be
called “exile”. All of the GPR regulations througfie organization’s history have designated
Mandatory Transfer Sectioirticle 31 (1962 GPR) and Article 29 (1965 GPREldred that
governors may request transfers for police offieense were labeled “unqualified officer” or
who displayed immoral and unethical behavior inghevince; officers who committed a crime
and were punished due to a crime; and officers wifesily member(s) had serious moral or
ethical problems in the jurisdiction. The 1971 GfeéBulation gave authorization of proposed
transfer to the police inspectors (Article 46) aeghartment chiefs in addition to governors
(Article 45). The 1981 GPR regulation added potiffecers who were released after suspension,
custody, or arrest due to a problem on the jobi¢krB86) and officers who received low
performance scores for two consecutive years (l&r8¢). The proposed transfer practice stayed
quite similar in the following revision. The onlgdition in 2012 was about the performance

Score.
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If a police officer receives low performance scfarethe first year, the department shall
rotate him/her within the borders of the same proei If an officer receives another low
performance score after rotation, the departmerdssthe police officer to an in-service
training program. If police officer fails the exaafter in-service training or receives a
third low performance score despite success omxhm, the department shall transfer
the personnel (Article 36).
This punitive use of GPR will be discussed morthascoming section. However, it is important
to mention that this rule is one of the least medifand longest-lived rules in the TNP. Related
to this rule, it is also important to remember fingt Civil Servant Act (Memurin Kanunu)
(TGNA, 1926) and its mandatory transfer explanatelated to deviant behavior (Article 35)

and low performance (Article77).

GPR as Reward or Punishment
One of the first considerations about GPR fromratrab perspective is its usage of
reward and punishment. The analysis of intervieta davealed that the TNP uses transfers as a
reward and punishment tool to motivate and encauesgployee conformity with the
organizational goals and to punish and discourage&dt behavior in the organization. All of
the participants agree on that this employmenth@fiblicy exists both formally and informally.
Recognizing the inadequacy of this reward and pumént system in the organization
and understanding the DoPA’s decision-making focpss transfers are critical to see how
transfers become punishments or rewards for pofiogers. Many participants shared their
feelings and experiences about the reward and fpneist approach while describing the process

of rotation decision-making behind closed doorthenDoPA. Before reporting their thoughts
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about the process, | will start by mentioning oh#he first formal examples of reward and
punishment implementation and GPR’s relationshigdocation.

The practice of rewarding desired performancegoatl behavior while punishing low
performance and deviant behavior starts at the lvegynning of police officers’ careers.
Participant PHIM ( May 23, 2014) mentioned two ttiaehs in police training institutions (the
Turkish National Police Acadenty and the Police Vocational Collag® and an recent
important revision of the first assignment ruleatet! to topic.

The first tradition is the “discipline score”. Eastudent receives 100 discipline points
when they are accepted to a school. They are htaldainy time they violate a rule (written and
declared discipline rules about certain behaviah®y are subject to a discipline investigation
which may end in various punishments like losingqf=ofrom the discipline score or earning
suspensions. The discipline score is importanséauring a student’s status. Having fewer than
60 discipline points any time during education gsioss of student status, which causes
dismissal from the school.

The second tradition is “rewards in graduationisla quite old tradition in police
training institutions that the best five studemtshe graduate ranks received several awards as
well as the right selection of the first provinéesvhich to work (starting 1973). The number
of students was revised in 1981 so that “5 peroégtaduated students, a maximum of 10
students” could select their provinces. The reshefcadets joined a lottery ceremony in which

each student picked a ball from a bag which hadobtiee remaining provinces’ names on it.

® This is a bachelor level University that graduapproximately 300 ranked police officers each year

20 Two year vocational community colleges (in 26 eliéint locations) graduate approximately 1500 noked
police officers.

2! Article 8 of the GPR regulation of 1971.
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These practices were the first examples of rewgrdirpunishing members of the
organization. A recent regulation revision, howeeslarged and modified the influence of these
scores. After the revision of March 27, 264 2he TNP administration wanted to combine the
discipline scores with academic grades to deterthiegraduation rank list. Moreover, the
lottery was replaced with an “open selection modetiich allows students to select the city
departments in which they are allowed to work fritw list depending on their graduation rank.
Since then, each student has been evaluated aketrauith the arithmetic mean of academic
success over four (Academy) or two (Vocational €g#l) year GPAs (out of 100 points) and
discipline scores (out of 100 poinfs).

It can be said that the TNP gives its first clemsesage to its future members by putting
academic performance and positive behavior atéheec of the first assignment decision. This
organizational logic continues after graduationwideer, practicing an elaborate and fair reward
and punishment system in such a huge organizaiootian easy task. The general perception
evidently is that the reward/punishment systenoiseffective at encouraging compliance with
the TNP’s goals. Participant PEIT expressed: “tiere need to hide that the TNP does not

have a serious, institutionalized, and effectiweam/punishment system” (May 22, 2014).

From the reward per spective
There are only two types of formal institutionalveeding practices in the organization:

i) a monetary reward (Maas taltifi) and ii) a cicate of appreciation (Takdir Belgesi).
Participant PHIM mentioned that “it is hard to pees the monetary rewards, since it is related to
budgetary processes. Although issuing a certificais easier than the monetary reward, a piece

of printed paper does not make sense for manyesffiqMay 23, 2014). Due to the lack of a

22 Article 13 of the GPR regulation of 2012.
23 Each year the DoPA collects the personnel needs éach city department and determines which dity w
receive how many new police officers (e.g. 100I$6anbul, 85 for Ankara, or 30 for Izmir).
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comprehensive reward system, the department alnsefsransfers as a reward for “good
officers” who internalized the organizational goaisl standards and stay away from deviant
behavior.

Participant PTIY described this informal use of GPFhe TNP administration rewards
police officers sometimes by accepting their onar wxtension request or sending them to a
good province” (May 23, 2014). As the provinces wehefficers work or will be deployed affect
their lives deeply, transfers are extremely impatrfar police officers and their families. Some
families even have to live separately for a cogblgears, as they could not move as a family
due to several reasons (e.g. spouse’s career,temuochildren or terrorism threat). Therefore,
granting the request of a one year extension irctinent province or deployment to the first
choices among an officer’s seven preferences bezargdtical decision.

Participant PAIG (May 21, 2014) detailed severatdas which influence individual
rotation decisions. According to the model, GPR rossion members take more than 30 factors
into account in deciding about each rotatibRolice officers’ personal files, performance
scores, presence of investigations, and otherrirdtion play important roles in determining
whether a transfer takes place and, if so, whereéxt destination will be. Participant PAIG
added: “we start appointments from the officers Wwhwe a high performance score. They are
most likely to get their first or at least one lbéffirst three choices at the end of the process”
(May 21, 2014). Talking about this, PTIM said:

For the transferring of police officers who haverke in difficult provinces — for

example a 2 region province Sirnak that has two year seniivet, the GPR

24 Indeed this is why the process takes about fofivéomonths to arrange around 60,000 rotationsieas (PTIM,
May 24, 2014).
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commission tries to send them to their first chaicthe rotation as long as the province

is allowed. This is a long tradition in the persehdepartment (May 24, 2014).
Similarly, allowing an officer who requests to staye more year at the same location to do so is
another type of reward (POIM, May 24, 2014). Alltbése are examples of informal control

practices.

From the punishment perspective
Punitive usage of GPR also occurs formally andrmfdly. Although many sanctions

are attached to written rules and regulations winglto regulate officers’ behavior, supervisors
typically are not willing at first to take officialction against deviant behavior. Participant PTIY
used the term “administrative mercy” to descrilie titcupational conservatism (May 23, 2014).
Even for police officers with serious, chronic beloaal and administrative difficulties, police
leaders are reluctant to start investigations tregb the problems. Instead, they prefer shifting
the problem to other locations by using GPR asescdpe” (PTIY, May 23, 2014). Indeed,
when evaluated from other officers’ perspectiveratetransferring officers from one place to
another instead of applying other types of sergarxtions in response to disciplinary violations
can be seen as a reward. Participants PEIT, PHtMPAIY stressed that since the TNP does not
have an effective system of punishment, departici@ets use transfers as punishments.
Participant PTIY described how transfers are usatidcourage officers: “The TNP
administration punishes police officers who prodpoeblems for the organization and have low
performance scores by exiling the officers, assigtihem to difficult places outside their lists of
preferences or ignoring their extension requedidy( 23, 2014). Derdiman (2005) defined
“proposed transfers” as administrative actions tegtiest a transfer of a police officer to a

different location without their consent due to tiicer’s undesired police behavior. The TNP
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administration rotates police officers upon a rexjdier transfer from a police chief or inspector
due to officers’ immoral or unethical behavior bétofficer or that of family membef8 (Article
34), and they also transfer officers following te@nsecutive years of low performance (Article
36). The implementation of such proposed transfers, kiewés difficult, as they require
concrete evidence and formal reports about thesiredebehavior. Given considerations of the
difficulties posed by labeling someone a “bad coppersonnel files, administrative mercy again
often emerges; instead of filing a proposed trarfsien, police chiefs use GPR transfers to send
a problematic police officer to another provinc®(M, May 24, 2014; PTIM, May 24, 2014,
PTIY, May 23, 2014). According to PAIG, “if we ne&alassign someone out of his/her
preferences, that person would be an unwanteceoféicher through the proposed transfer
request or by not granting them an extension” (iday2014).

In addition to this formal control practice, polickiefs and the DoPA also have informal
ways to use transfer as a punishment. PNIM illtestighis informal use:

Police chiefs, most of the time, do not reject laosdinate’s extension request at the

beginning; however, if they do not want to workiwihat officer for the next year, they

call the DoPA in personally and express their dealision verbally .... And he/she

makes sure that transfer of that personnel wik fallace. At the end of the day the chief

pretends like he has no idea why the transfer hreggp@May 25, 2014).
As a result, ignoring a one-year extension reqaedtnot helping police officers to stay an
additional year can be seen as another type ospmant. It is obvious that most of the punitive
transfers described take place following undesaredeviant police behavior or after two

consecutive years of low performance.

25 An officer’s parents and children are consideete family members.
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GPR as Detection

On some occasions, rotation also helps the orgamizto detect undesired police
behavior. This detective influence of GPR is anonignt means of exercising control in an
organization. | asked interviewees to indicate WaetGPR works to detect deviance in the
organization. They responded that although detedsimot the primary purpose of the policy,
GPR transfers help the organization discover soragularities or police misconduct after the
transfers are completed. The detective controufeatof GPR are both formal and informal.
(PFIM, May 22, 2014; PAIG, May 21, 2014; PTIM Ma$,2014; PTIY May 23, 2014; PHIM,
May 23, 2014).

Participant PFIM used a legal procedure as an ebearApticle 137 of the current Civil
Servant Act (Law No: 657) states that a governroéfidial may be suspended from work if
he/she is considered to be harmful or a risk fofgoming a task. Although the Act does not
mention rotation, the GPR regulation elaborates @fficial action with a further step. Article 35
allows the TNP administration to transfer any polidtficer if they are suspended or arrested due
to suspicious activity. The purpose of this proceds not only to provide a proper environment
for a serious investigation, but also to send asangs to its members about the negative
consequences of being suspended. PFIM observethitietugh it is quite a controversial case,
a massive transfer wave that started just afteD#gwember 17-25, 2013 corruption operation
against the government can be placed under thesdf/practice”. The purpose of a new team
was to find evidence of undesired activity by thevious team (May 22, 2014).

Transfers also may reveal undesired police actiwmity jurisdiction without an
investigation or suspension. One participant talidedut possible “dirty relationships” between

police officers and business owners: “The arriiad aew ‘honest’ officer can uncover a bribing
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relationship between officers and other people”I®AVay 21, 2014). PTIY gave an example
from his career.
After my assignment to the [X] department, | readizhe previous chief [Y] used some
of the unregistered revenue of the departmentifooln expenses by excluding it from
the financial control. | first got rid of the CaptdZ] who worked with the previous chief
and helped him to use that money illegally. Nobodgerstood my reaction, because |
did not tell or declare what | found out. They atsiticized me, when | replaced one of
the experienced officers from the department “withe reason”. | could not start an
investigation, as | did not want to create probldéonsny predecessor (May 23, 2014).
This is a telling illustration. Most of the timeahsfers help an organization to reveal negative
police behavior in the jurisdiction if there is amjowever, not all successors take official action
in response to existing problems for reasons like‘blue code of silencé® (PHIM, May 23,
2014) or “administrative mercy” (PTIY, May 23, 2014
Based on analysis of the interviews and my obsenvatf many years, | listed several
types of successors’ reactions to the detectiqgreddecessors’ deviant behavior. They include i)
indulgence and continuation of deviant behavigiteiimination of deviant behavior but no legal
action and iii) termination of the behavior andétg an investigation. The majority of the
participants agreed with Participant PHIM: “If Icdhaxperienced this kind of issue -detected a
problem- in my new assignment, | would stop thisiybem first. However, if the problem was
not a big one, | would not prefer to start an itigggion into the previous officer.” They asserted
that “if the problem was a serious one, of couttsere is no other option other than to report it”

(May 23, 2014).

26 The blue code of silence refers to an informa marong police officers that prevents them testifyagainst each
other (Kleinig, 2001)
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Participant PTIM observed that detection also happéth the help of citizens. He noted
that in the case of oppression by a police chigflsgure on people can disappear with the chief’s
transfer, and residents who were scared may staffi@ial complaint process (May 23, 2014).

Many actors may shape the use of GPR to detectggnsb Formal investigation requires
organizational involvement, while more informaltmisms appear through individuals’

intervention from both inside and outside the oizgtion.

GPR as Prevention

As the introduction to this chapter pointed outp wf GPR’s main prohibitions are those
for province selection and length of service. Dgrihe interviews, | probed the organizational
control concerns behind these restrictions. The abRinistration assumes that allowing
officers to work in their registered/related prasas or for long periods of time in a single
province generates more undesirable than desicalibtb®mes. The participants in this study
reacted to this expectation in different ways araviged examples and evidence from their
experiences. This section starts with general ewians of the preventive use of GPR policy and
detailed descriptions of how prevention works bgstant circulation of officers.

The main purpose of restrictions is to weaken thads between the police officers and
the communities in which they serve, which reflaoship, friendship, ideology, and business
relationships and emerge from long-term assignméutsce chiefs see these bonds as too risky
since they might keep police officers from perfamgprofessionally (PFIM, May 22, 2014,
PHIY, May 22, 2014, 2014; PNIM, May 25, 2014; PTIMay 24, 2014). From the TNP’s
perspective, provincial or service length-relateshgbitions reduce the possibility of deviant

police behavior and weaken factors that affectef’ performance negatively.
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Detailed examination of the evolution of the praiah prohibition (Table 5.2) highlights
that the restriction based on an “officer’s prowraf origin” has been in place throughout the
history of GPR regulation. Moreover, between 19@d 8989, other border provinces were
added to the restriction list. This addition in@ed three to five times the number of prohibited
provinces. A related change was made to the pdpalakception rulé! which allows
conditional provincial assignment. Starting in 196 population limits have increased with the
country’s population until the 1992 revision. Suebreases from 300,000 to 500.000 in 1971
and 1,000,000 in 1981 and 2004 produced decreasles humbers of restricted provinces.
Similarly, decreases in population size threshold€992 and 2014 increased the number of
restricted provinces. Table 5.2 is clear that retgdns on service in officers’ province of birth
were among the major serious restrictions betw@®é&2 And 2010. The TNP also has had
concerns related to spouses’ provinces of origatwben 1982 and 2004) and birthplace
(between 1981 and 2002).

Another important restriction was related to theibass relationships of police officers
and their spouses. Between 1981 and 2010, the Ta¢Ryuite careful not to assign an officer to
a province where he/she had a business conneEtioinermore, between 1992 and 2010, the
administration included a “15 year residency” riesion for both officers and spouses to prevent
officers from working in certain provinces. Thidewvas designed to include police officers who
had lived many years in places other than theivipoe of origin or birth.

Overall, table 5.2 shows that restrictions limitihg number of available provinces for
police officers increased exponentially from 1962010. In particular, it seems that the three
decades between 1981 and 2010 were the most tiestrit is easy to see high levels of

delocalization in GPR practice through several frarrangements.

27 Officers must not be assigned to their registemehty.

68



Yet, how can these prohibition practices be justifirom an organizational control
perspective? Questions 6 and 7 sought to collettmants’ thoughts about prohibitions on
provincial assignments and service length. In resppparticipants mostly mentioned the
officers’ connections with communities and the niegainfluences on officer behavior and
decisions. Analysis of their statements revealatitthey believed that such bonds might either

cause deviant behavior or decrease performance.

Prevention of deviant behavior
The first problematic relationships participantsaagbwere bonds related to family,

relatives, and friends (PEIT, May 22, 2014; PFIMaWR2, 2014; PHIM, May 23, 2014; POIM,
May 24, 2014; PTIY, May 23, 2014). Participant PHi¥served:
Security agencies are critical institutions whiavé the authority to limit fundamental
rights when it is necessary. Therefore, beingdaa impartial is the most important issue
for an officer. However, family, relatives, or fnés may negatively influence an officer’s
objectivity while he/she works (May 22, 2014).
Participant PEIT added that “a police officer cae his/her authority inappropriately against
one of his member of family, relatives or friendéery due to a conflict” (May 22, 2014).
Consistent with this concern, the DoPA will notigasa divorced officer to the same province as
a former spouse or to the former spouse’s provingeevent undesired situations. Participant
PAIG described a possible undesirable situatiortivarced officer (as a son or daughter-in-
law) can annoy the other side or vice versa. Theswgituation can happen if one of them tries to
get revenge using his/her authority” (May 21, 2014)
Participant PHIM noted possible pressures on affit@m the outside: “There is a

possibility that police officers will not take ldgaction or will indulge a crime if he/she realizes
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the suspect is family, relative or friend” ( May,2914). PHIM added, “Some police officers
may hope to benefit from this indulgence ‘I willtrdip anything this time but you got to repay
me for this. You know what | mean?’ ” (May 23, 201He concluded by saying ; “I do not
know how common this deviant behavior -indulgence afficer’'s expectation- is in the field,
but I am sure, this is the main concern that tHe@achiefs hesitated about with provincial
appointment.” According to PFIM, “No officer wartts have a problem from his/her family or
friend, especially when they live together. Thassome situations, the rule of kinship or
friendship takes precedence over the rule of |aM&y 22, 2014). Participant PBIK added: “not
for the criminal cases, but for some administragiv@cedural issues, officers may be quite
tolerant of the people whom they know and have eotians and bonds already” (June 7, 2014).
Participants connected their evaluation with auraltfeatures of Turkish communities. “People
around police officers have many expectations ftloem as parent, uncle or friends. Especially,
when a person has a senior position in the ageheyexpectation becomes high” (PTIY, May
23, 2014). These expectations sometimes adverfebt afficers’ decisions. Indeed, some
incidents that participants reported justified theencerns. Participant PTIY recalled an event
from the 1980s:
| was responsible for the county on that night. §ea call about a fight between two
groups in a neighborhood. We (my deputy and Ivadiat the area quickly. When we
saw the groups, | pulled over the car in ordettop she conflict. My colleague did not
come out after me. When | checked on him backenctir, he was hiding behind the dash
board. | asked what was going on. He said one girothe fight was his relatives. They
were from the next province; however somehow they tome to our province and got

into a fight. My friend was shocked when he realizavas them and said, ‘If | do
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something to them | might have be serious probl&hbetter not to come’ (May 23,

2014).

Participant PHIY shared a similar experience. ldase, his deputy ignored his orders to
intervene in a group of protesters. When PHIY agkeddeputy why, the deputy replied that he
planned to settle in that province and spend hisereent among those people. The deputy
defended himself, saying “How will | look them imet face tomorrow? | don’t want to get in
trouble” (May 22, 2014).

Indeed, two exceptional positions in the TNP altmve to compare the effects of
localization and delocalization from a control gerstive. One is the guard/night watch (bekci)
and the other is the village protector (koy korugu3 hese types of officers worked with the
police organization, and they were not expectewtate geographically. Because these
institutions are not active today, new membersartonger hired. | interviewed one of the
retired guards (bekci). This participant, PSIB @20, 2014), agreed that social pressures
influenced his work. However, he said “when thesoasas related to a crime, there is no choice
but to follow rule of law for an officer”. He addékat for small issues, he had to forgive many
of his friends and family members or talk with fi@ice chief on their behalf. Even he noted
that “one day my chief said to me, ‘Guard X, yoa good in work and a perfect colleague;
however, the only weak side of you is that you ¢cotyour fellows too much.” One
controversial incident from the 1970s greatly aéelchim. PSIB lived in a coastal city in Turkey
where he has been his entire life. In the summéaOat.:

| was patrolling when | heard a double gunshot. When out to the sound, | saw one of

my distant relatives and my friend sitting in the kdrinking beer. My relative was a

police officer in another province (2 hours awaynfrthere) and was not allowed to be
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home officially at that time. After a short talktine bar, | decided to let him off by doing
nothing, as | did not want to struggle with my frils. However, while | was on the way
out, my relative —drunken- shouted at me and dd&kYy! Guard X Your gun does not
work here” with a disparaging tone. Right aftentlseepped out of the bar, he again shot
his gun twice. Other officers arrived at the scané wanted to take him to the station.
He resisted and attacked the officers and thertgubinis gun to me and pulled the
trigger. Thankfully, the gun did not fire. | jumped him and took him down. When we
checked the weapon, we figured out that it waspsde failure that caused it not to fire
the bullet... He spent the night in the lock upxiN#ay, in the early morning, other family
members and everyone who heard about the evergdusho the station and talked with
the chief. Of course, everybody mentioned our kimsimd tried to offer a middle way to
fix the problem. The Chief talked to me, saying “@/klo you want? Do you want to
report this to the center? It is up to you.” Anddueled, “All good to me. Do it or not.
Eventually, you are relatives, if you wanna coverp, | can understand.” | thought about
it, you know he was under the influence of alconohody was hurt, he has a family, a
girl, and he most likely will lose his job due tsslillegal presence in the town and use of
a gun. | also thought that it would be difficult fme to keep the same relationship with
my family and friends if | reported. Finally, | dded not to report it (PSIB, June 20,

2014).

This event is particularly important as it shows fleriousness of the results of bonds that

influence officers’ decisions in ways that the arigation would not approve. Although PSIB

stated that indulgence happens in simple casasgxiaimple was a serious felony (attempted

murder) committed by a police officer who should have acted so irresponsibly. From an
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organizational control perspective, the resultagagtating. From a judicial point of view, each
part raised serious problems: discharging a gungablic place, assaulting police officers,
attempting to kill a guard, covering up and notoréipg any of these problems. “Administrative
mercy” also can be seen.

Another bond participants mentioned was the posgleblogical bondetween officers
and various groups and organizations. Respond&itsighat the TNP does not want to leave
officers in the middle of a dilemma between comneitinto the organization and to other groups
of which they are members. Participant PTIY elatemtamentioning Turkey’s ethnic diversity
and the high levels of conservatism of many etgnizips. He gave the example of the Kurdish
community in the eastern part of the country: “ehlkeas been an effort not to assign Kurdish
police officers to a province where the Kurdish plagion is high, especially after the increase in
terror movements in the 1990s” (May 23, 2014). tiified this organizational sensitivity by
focusing on security considerations given sepdrisor organizations that claim to represent
the Kurdish people. PFIM added: “the TNP admintgtrabelieves that officers from the same
ethnicity will not be able to perform objectivelggimpartially” (May 22, 2014). He also used
United Nations peacemaking practices in some cmsto explain this logic: “outsourcing
police officers has been used as a method in &riticisdictions not because local officers are
unreliable but to prevent the possibilities of nagasituations.” He stated as well that the
Turkish case does not require such UN-like sensjititHowever, the TNP is being careful.”
(PFIM, May 22, 2014%8

Participants’ evaluation of provincial assignmesdufsed on relationships between bonds

and deviant police behavior. Mentioned as well thas “staying in a jurisdiction for a long time

28|t is important to mention that the conflict iretkastern part started in 1985 and worsened dtiven990 and 93.
However, GPR delocalization of officers has a larfystory.
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makes that place the home city of the officerstharrrelationships are emerging and they are
building family bonds, friendship, or enmity in theea” (PTIY, May 23, 2014).

They voiced slightly different concerns abéurtg term assignmentsong-term
assignments most likely crediasiness-related bondshich may cause deviant police behavior
as well. Participant PNIM observed: “When policéagrs stay a long time in a province, they
start to use their knowledge and experience far gedf-interest -not for the organization’s
good” (May 25, 2014). Participant PFIM expected ttang-term contact with criminals and
rich individuals increases the possibility of cregta dark network in a jurisdiction. And time
plays a critical role for this type of relationshiiMay 22, 2014). He added:

After some years of experience, some of the ofieee trying to benefit from their

position and knowledge by starting a businesseir érea. Most of them are being car

dealers or real estate brokers. Some others ang tiy sell some products (honey, olive

oil or hazelnut) from their home cities. (May 2D12)
Indeed, during my career, | have seen many offiséas tried to get extra money in these ways,
even though the TNP forbids it. Some police offsceven tried to earn money from the
gun/ammunition trade by using opportunities andr thiicial identities. Being in business is
normally forbidden, so officers use other peopl&iénd or business partner) secretly to keep
their business. Since the length of time in an afets the possibilities of having a business,
the TNP expects that circulation will decreaselittedihood of this happening. In sum, the TNP
administration has serious concerns about bondsnitre@ase the possibility of deviant police
behavior like neglect of duty, corruption, nepotjsnalfeasance of authority and involvement in

forbidden business.
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Prevention of low performance
Not all influences from family and friends call fdeviant behavior; some of them are

quite understandable but still hurt officers’ wdikes. Among the reported difficulties are the
needs and demands of relatives, environmentabdigins, administrative blindness and long-
term hardship.

Most of the participants talked about the genesahdin resource characteristics of the
TNP and its negative effects on performance. Rpant PHIY mentioned that “families and
relatives are a constant distraction for officerthwheir never ending needs and expectations”
(May 22, 2014). Participant PHIM described one egxam’As most of the officers come from
middle income families that make their living fragriculture or animal husbandry, they always
need manpower to finish their work” (May 23, 2014$.a result, over time officers decrease
attention to and motivation for their jobs and spemore time doing agricultural work.
Participant PTIM used the expression that “polidiegomes their hobby” to describe this
situation. Due to these concerns, some participaetgioned that they oppose even neighboring
province assignments. When it is not possible &bicp officers to work in their home
provinces, they mostly prefer to live in within oaed two hours away. This situation causes
other negative consequences. PHIM stated:

| criticized the provincial prohibitions a long tansince | believe it was not fair to urge

officers to work away from their families. As | med up in administrative positions, |

started to see the necessity of this prohibiticasd®l on my experience, now I find it

inappropriate to assign officers not only to th@wvince of origin but also to

neighboring provinces. Most of the officers who Wwaear their hometowns prefer to live

next to their families/relatives and commute to kvdtowever, in order to decrease

travel expenses, they either use buses withounhgayoney or hitchhike while they are
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in uniform. Both situations hurt the TNP’s imageadties, they are late, clocking out
early... Furthermore, in case of an emergency,imhgssible to reach them. They turn
off their phones, go their garden or field to wdiken when they are reachable it is
impossible for them to be ready to go to an addreasshort time. That is the main
reason why | find neighbor city assignments prolagon(May 23, 2014).
Following these conversations, | wanted to sedisigibution of police officers depending on
their registered provinces of origin. | acquirepessonnel list (see Appendix A) which shows the
number of police officers and their registered jmogs of origin for 2014. | transferred the

numbers and created a thematic map that showsetisty of personnel based on their provinces
of origin (see Figure 5.1).

Figure 5.1 Density Map: Police Officers’ ProvindeQrigin
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fewest. Participants’ argument about their pareme€ds for labor closely matches the picture.
Agriculture and animal husbandry are the main sssuof income in the middle region.
Participant PFIM stated: “if a police officer dasst work in his/her province of origin, the
possibility of officers engaging in agriculture Wwatecreases to around 1%.” (May 22, 2014).
Indeed, the result of a survey conducted by the’$EBucation Department in 1997 supports
PFIM’s comments. Data collected from the policeetacdhowed that for 84% stated that their
fathers were workers, farmers, government officiatgetired officials. Economic data showed
that 93 % of the respondents came from lower inctamglies. Residential data revealed that
81.8 % lived in less populous locations like vikggcounties or small cities (gar, 2000).

Figure 5.2 includes other economic data.
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Figure 5.2 Regional Economic Comparisons
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The figure includes maps on wheat production, ahlmsbandry, gross income, and
officer province of origin. It is clear that middie low income households live in central Turkey
where agriculture and animal husbandry are the sw@imnces of income. Participant POIM
claimed that some officers even wait for weekdalyat(is, police workdays), to get some rest.
“As physical work in the field is quite difficultra exhausting, our friends who had to help their
parents on the farm find office work easier as ttieyaper work” (May 24, 2014).
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Expectations from families and friends influencéoefrs in several different ways.
According to Participant PTIY, “No matter what yaank is or how difficult the situation in
which you work, it is your responsibility to comphyith family requests in the eyes of the
community” (May 23, 2014). Officers might work awligm their hometowns, but physical
distance does not change the expectations offiae#nts, families and friends. The shorter the
distance between an officer and their family, theervisits and work s/he gets. POIM shared an
experience to illustrate:

One day, one of my Captains requested his trafisier Istanbul to one of the rural

provinces at the west side of the Istanbul, evengh it was only his second year in

there. His hometown was one of the villages in tamovince - which is located on the
east side of Istanbul, about a two-three hour dtiveas surprised when | heard his
request. When | talked with him, he started to clampabout his relatives and villagers.

He said that since his first day in Istanbul, he taafrequently host many people from his

folks. Anyone from his village who has somethindstanbul (e.g., visiting city for a

hospital appointment, shopping, government wor&)said, was finding him and asking

for transportation, company and guidance. Eachedgd requests needs money, extra
energy, time and even a day off. He also saidtiiet were trying to spend nights in his
house as hotels were so expensive ...he said thzrbly saw his wife’s face because of
all these guests. He expected that if he was wgrikira far place the life will be easier

for him (May 24, 2014).

Participant POIM also stressed that many officdnme wnow these problems do not select
provinces next to their hometown. These problerasdid, increase burdens on the officers in

terms of money, time, energy and stress (May 224 ®Participant PTIY mentioned that “time
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and people have changed today; however, when wik #hiout the 1940s or 1960s, dependence
on agriculture, and family relationships betweeitdchn and parents are totally different today.
Manpower was so important and obedience to thenpaveas unquestionable” (May 23, 2014).
Rural culture and its negative effects on officérshavior and work were and are seen as serious
problems for the TNP administration.

Another performance-related difficulty that all peipants mentioned had to do with the
bonds that developed between officers and collesagod the organization. The primary
problems are the negative influences produced ldydfiicers” and “the administrative
blindness” that comes from long-term assignmen&T {PMay 22, 2014; PFIM, May 22, 2014;
PHIY, May 22, 2014; PTIY, May 23, 2014). Particip&HIM observed:

We have an “old officer” problem in the agency. y&a know, there is a constant

change in the body of officers. However, some efiovorked long-term in their last

destination. As a matter of course, they know ntloa@ others. Some of those officers

are using their experiences to trap supervisopauce stress on newcomers (May 23,

2014).

These officers are called “wolf officers,” and disi&varn new graduates and supervisors to be
careful about their recommendations or work.

Participants also talked about administrative biggs as another performance-related
problem (e.g., PEIT, May 22, 2014; PTIY, May 23120 Participant PTIY described
“administrative blindness” as “losing vision andatjty in a jurisdiction due to long term
assignment” (May 23, 2014). He believes that agpalfficers stay longer in a location, they
lose their ability to find solutions for chronicaal problems. “However with GPR circulation,

there always will be fresh ideas and innovativeisohs in the department,” added participant
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PEIT (May 22, 2014). PTIY also mentioned that fgaars would be an ideal limit for police
officers to keep momentum going. He said that teel tto follow this principle, if not for
geographical transfers then at least for departahehtainge. The latter type of transfer is needed,
especially in the 1st region where deployment pisriare relatively long (May 23, 2014).

Last but not least, participants talked about sgrun “difficult places.” Participant PTIM
stated that “when an organization asks its memndtagsa long time in unpopular/difficult
jurisdictions, two things are happening: eitheite not work or they hurt themselves” (May
24, 2014). He added:

We have experienced several times in high risksafiedated to terrorism), some of the

officers could not handle the stress and hardstapdomes from the places. That is the

reason why we assigned a 2-3 year service timgdime provinces. Even though the
terms are shorter, before the end of the rotatiensometimes heard bad news from city

departments like officers committing suicide or in@vpsychological illnesses (May 24,

2014).

Psychological prevention
Another issue that participants raised was “psyagiohl prevention” as an informal

control mechanism. Several interviewees descrilfiéckos’ perceptions of the impact of GPR’s
control and its effects on their behavior. In thagw, detective, reward and punishment uses of
GPR lead police officers to comply with the rulesldecome less difficult.

Most agreed with participant PAIG about the impEdEPR: “Police officers work more
diligently when they know a succeeding officer wdditect his/her deviant behavior” (May 21,
2014). Participant PEIT noted that “if | know thexi officer after me will report my mistakes, |

always try to do my job perfectly. | don’t wantdeal with issues related to my old assignments”

81



(May 22, 2014). It might be said that GPR’s detextnfluence works as a peer control
mechanism among police officers even when thewar&ing at different times.

Most participants spoke about future expectatidreffawers (PEIT, May 22, 2014,

PFIM, May 22, 2014; PHIM, May 23, 2014; PTIY, Ma$,2014). Participant PFIM, for
example, stated: “we observed, many times, sigmticncreases in the performance of the
officers who want to stay an extra year in a proginfMay 22, 2014). If an officer is happy with
his/her current position, he/she tries to exterddéployment as long as possible. As |
mentioned earlier, GPR policy includes a one-yagresion opportunity that an officer can
request be repeated three times with the apprd\tbealepartment chief. Thus, interested police
officers try their best to get that approval. Rapant PFIM added that officers who want to
transfer, especially those in a branched departfik@nintelligence or counter terrorism,
continue to perform at high levels and keep prasiagelationships due to expectations about
the next destination (May 22, 2014). Most policpesintendents get in touch with the previous
chief to hear more about the officer than whahithe written records.

Such officers’ GPR-related expectations evidentllyaace performance. Participant
POIM’'s assessment of the revision of the secorationt to the 2nd region for non-ranked police
officers is telling:

Until 2012, only one "2 region rotation was enough for non-ranked polifieers. When

they completed their deployment in tHE &gion and returned to the 1st region, they

were assuming that they were saved. This feelirgmaking them impertinent toward
their supervisors. Any place in the 1st region widag okay for them if the department

wanted them to transfer. With the declaration séeond rotation requirement for non-
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ranked officers, their behavior suddenly changdxk gossibility of working in a difficult

place has affected their behavior (May 24, 2014).

Another psychological effect of GPR is linked tagmnnel files. Having a clean personnel file is
important for an officer because it opens many slaotheir career. Officers try to keep their
files clear for a better future in the organizatioeluding:

» the possibility of transferring to “better” depasgnis: Some of the units and
departments are more popular than the others gptbeide better working
conditions, better equipment and more satisfactan.example, Narcotics,
Intelligence, and Anti-terrorism units are more plap than police stations. These
popular departments check personnel files;

» eligibility for assignment abroad: the TNP suppanternational forces like the
United Nations and the Organization for Securitgt @o-operation in Europe.
Selection committees for these assignments evapeas®nnel files. A police officer
who has a criminal record or a low performance es®unlikely to be accepted.

 eligibility for graduate education: The TNP supgartany police officers in pursuing
short or long-term education both inside the couatrd abroad; only those as no
criminal record or ongoing investigation can apjolyhese programs.

The preventive side of GPR policy was one of thgontapics that many participants described,
elaborated and used as a justification for itsiooation. In conclusion, by separating officers
from previous connections, GPR aims to decreaspdhsibility of deviant behavior and cope
with factors that negatively affect performancéwdlile strengthening performance. Discussion

turns next to the cultural and identitive attrilom$ of GPR policy.
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GPR and Cultur e/l dentity

One of the interview questions sought to revearéhetionship between GPR policy and
organizational identity/culture. Since discussiohsrganizational identity and culture are quite
broad, I tried to focus the conversations on conious, my questions were limited to the
influence of GPR policy on police culture and idgntvith an emphasis on organizational
control. All participants mentioned the existentam informal relationship between GPR,
police culture/identity, and control. After sharipgrticipants’ general perspectives, | discuss the
GPR and culture/identity relationship in three gatées: police-police, police-TNP, and police-
community.

Most participants agreed that GPR policy shapesealentity and culture in different
ways. Participant PNIM, for example, expressed 16&R is the main characteristic of police
identity. All the people in Turkey, either polic#ioers or civilians, know that police do not stay
in a location for a long time” (May 25, 2014). Reigant PEIT used the expression “police
officers are the refugees of the society” to sunimeathis perception (May 22, 2014). Another
participant observed that because of this percept@ny parents do not approve of marriages to
police officers as they mean separation, long degtand less communication (PFIM, May 22,
2014). He also argued that the fair and impartiatfice of GPR helps spread desired types of

police behavior throughout the organization.

Police-police relationships
One of the most influential interactions takescplamong police officers. Participant

PTIM stated that “GPR promote the perception ofigigega common fate. Especially in difficult
areas, cohesion among the members becomes so’{img24, 2015). Participant POIM used

the police dwelling-house service to help explais tloseness. Each province has police
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dwelling-house sites established to meet police@ff’ accommodation needs. These units are
government supported apartments which provide aremgrommodation, although their
numbers are limited depending the province’s capaSbme police households live in these
sites, while other members try to rent apartmenthé same neighborhood for security
purposes. GPR transfers typically bring policecsfs together. In the first place,
communication among officers increases when thay fileir next provinces. They call each
other to hear about the pros and cons of the pcevamd city department. Once the destination is
certain, some move furniture together to decreasesportation expenses. Most take over other
officers’ leases. Once they move to a new cityy tielp introduce the neighborhood to each
other and try to shorten the adaptation processiliea come together, and spouses share their
experiences. The professional solidarity that $teyw increases exponentially in difficult areas
(May 24, 2014). Participant PBIK also stated:
Each deployment brings many new friendships. | ratvex the end of my years in Elazig
province. | wanted to extend my assignment thraedj just because | loved my team
and city department. | was able to extend two tirttesugh. When we needed to leave
the area, everybody cried in my family and my fdenWe still call each other (June 7,
2014)
Participant PFIM drew the discussion to back todtetrol impact of GPR. He focused on two
major implications of GPR policy.
When | consider control, | see two impacts of GBR;first one is the positive peer
relationship. Officers check and control each oieethey are good friends. One officer
complete and corrects the other officer’s mistaké® second one, on the other hand,

works with the fear of colleagues. When a poli@éas a new member, they always
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try to be careful with the new guy if they do soheg illegal. Most of the times, officers
do not take risk and just give up what they do (May2014).
As PFIM stated, peer control and support becoméhanweersion of control among police
officers who have close relationships. They keepyeon each other and an effect similar to
social control emerges among police officers. Assalt, GPR policy supports relationships
among police officers. It strengthens the bondsragnersonnel; police officers come together

under a distinct police identity.

Police-organization relationships
Participants also talked about the effects of GRRhe relationship between police

officers and the TNP. One of the organizationappses of transfers is to promote
organizational learning and improve knowledge tiemdviost of the conversions about
administrative blindness mentioned earlier contihwéh the description of employee learning
that emerges as a result of GPR transfers. PatitPRTIM confessed that he was hesitant when
he thought about the difficulties of transferrimgrh one province to another. However, he said,
“I was able to live in a different culture and falia chance to learn about other cultures. This
assignment enhanced my skills and capacities terstahd and evaluate events and these
people” (May 24, 2014). When asked about the ldgxperience due to transfers, Participant
PEIT explained the primary logic in the minds ofip®e chiefs: “being expert and being
experienced are two different issues. Being expgrour area is a must requirement and more
important than experience.” He concluded: “a goolicp officer works perfectly wherever he
works” (May 22, 2014). PFIM added that “some criraed criminals, especially in narcotics

and organized crime work as nationwide, even i@tgonally. Thus localization and having
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experience in a province lose its priority whenthiek about transnational crime” (May 22,
2014).

Another feature of employee learning emerges agjainement. GPR regulation allows
postponement of work-related rotation; if the cotr@epartment needs the police officer as a key
staffer, the Chief of the department can requesteayear postponement of rotation. The reasons
for work-related postponements must be differenhgaear2°and postponement cannot be
repeated more than three tin#€ghis situation encourages departments and keypees to
train other officers in order not to lose knowleadgdlected over time (PFIM, May 22, 2014).

Participant PTIM pointed out that best practices loa transferred due to GPR: “there are
many projects related to crime prevention sprebovalr the country just because the
practitioner of the projects transfers from onéspliction to another one” (PTIM, May 24,

2014). Participant PEIM illustrated this, sayingétnew chief of the Ankara City Police
Department came from Izmir. We had a taxi cab mwobin the city center. They were parking
and stopping everywhere. As an experienced cheefradmsferred his tactic from Izmir to
Ankara. Now, we don’t have that problem anymore’agh22, 2014).

GPR has affected the commitment of police officerthe organization depending on
officers’ perceptions of their transfers. ParticipBHIM stated that “if the transfers were done
with the officer's consent, it increases the commeitt and loyalty of the officer” (May 23,

2014). To express the TNP administration’s serigjtabout officers’ perceptions, PFIM shared
data on appointment percentages. “For the yea®@b2 Xor example, 76 % of the officers from

the PB'region to the Z region and 96% of the officers from th#& Begion to the % region were

2% This means that the agency must provide differemsons to retain individuals. For example, one feareason
might be “Police officer X is the only gun ballistexpert that our department has”; the next yepadeent must
find another reason for Police officer X such as ifiworking on a critical case.”

30 TNPARR, Atrticle 29.
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appointed to one of their first three preferenceke’.added that “we, as the DoPA, track and try

to increase the percentage as much as possiblake our members happy” (May 22, 2014).

Police-community relationships
Through examination of GPR policy, another lin@afjument emerged related to

officers’ performance. Clearly, it is difficult fouild relationships between the community and
individual police officers, especially with shoetrtn deployments. Indeed, as mentioned above,
GPR policy directly and intentionally aims to bresime of the connections between officers
and the communities that they serve. At the same,tdocument analysis revealed the
willingness of the TNP administration to developl amstitutionalize community-based policing
all over the country (EGM, 2009, 2012). The 2018wl report, for example, stated that
community police officers organized 158,730 evéatg., safety in neighborhood meetings,
school and home visits) with participation by 1,3 citizens. Based on this seeming
contradiction, | asked participants how they assg#ise practice of community policing and the
philosophy of the GPR policy.

From participants’ comments, it seems that the BNRinistration favors the fruits of
more diverse police forces that are among the tesliiGPR over the possible positive
consequences of stability and localization thatmomity policing and more experience might
bring. Issues that participants talked about reaceakveral types of diversity in the workforce
that the TNP administration sought. In order tocdée this informal effect of GPR, |
summarized the diversity expectations produced BR @at participants PHIM, PHIY, POIM
and PTIY mentioned: variations in officers’ expege, age, work ethic, quality of record, skill,
and experience. In addition, they mentioned idgoli@nd cultural diversity from bringing

together people of different backgrounds. PartitigzFIM mentioned the different types of
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rotation types other national agencies employ ,(&hg.national Education and Health
ministries). These organizations use a score-b@g#l policy which pays attention to
organizational seniority. In this model, older mershtypically have more service points and
thus are more likely to work in locations they wakt¢cording to PFIM,

When we revised the GPR policy, we analyzed mahgranodels practiced by the other

agencies. Most of the officers were requestingest@ased appointment. However, when

we examined that model, we realized that a scaedmodel will increase segregation

and prevent diverse distribution of the police a#fss in the organization (May 22, 2014).
PFIM also referred to possible concerns about fypeider teachers in central schools and ethnic
grouping in certain provinces. He stressed thatThe TNP administration wants neither to
separate old and young police officers physicatlyto allow ideological or ethnical grouping in
certain areas.” He also criticized a performancgedasPR model in the same manner as it
would cause good — bad police separation (May @24p

Participant PBIK pointed out another side of théggecommunity relationship. “As
civilians know police officers transfer and theg @&xiled on some occasions, they use this
possibility against dirty officers” (June 7, 201RAIG noted: “Citizens become inspectors of the
police agencies. When they have a problem withféceo, they request the officer’s

replacement from the department right away” (MayZ114).

GPR Reverse | mpact

During the interviews, participants also mentioseche of the negative consequences of
GPR when its organization control impacts are amrsid. Analysis of their comments helped
provide a general sense of the factors that prododesired outcomes due to the

implementation of transfers.
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Most participants talked about the importance afidpeareful when using GPR as a
reward and punishmenool. Participant POIM stated that “if a policdioér would like to live
in his/her province of origin, he/she would notlagpy working in other provinces no matter
how close it is” (May 24, 2014). From this perspestthe police officer may perceive the
provincial prohibition as unfair and punitive foo olear reason (PI1IM, June 8, 2014). Thus any
transfer decision might lose its motivational implecause of the difficulties of transferring.

Thepunitiveuse of GPR was another topic that some of thécgaahts criticized. In
their view, using transfer as a punishment doesalpt the TNP cope with deviant behavior.
Participant PHIM stated: “if the exiled police affr feels labeled, she or he may not find any
motivation to become better” (May 23, 2014). Thastead of correcting deviant behavior, the
punitive use of GPR may exacerbate the situatiohl@ad to losing the officer. Furthermore, in
some cases transferring personnel only leadsnsfeaing the undesired behavior. Even
Participant PFIM acknowledged that “some of théceffs find new opportunities to continue
undesired behavior or affect other police officeiday 22, 2014).

Connected with the punitive use of GPR, some pe®srare undesired places for
officers, and the TNP administration tends to aspigpblematic police officers to such places.
However, for diversity purposes, the administraitso sends officers who have no behavioral
or discipline problems to those areas. This praatiegatively affects these officers’ perceptions
of the equality and fairness of the organizatiomMPJune 8, 2014; PTIY, May 23, 2014).

Participant PEIT stated that some police chiefs@GBR to keep selected officers out of
their departments because they do not like thenstiéssed that this type of arbitrary use of
GPR may decrease beliefs in the fairness of themzgtion or can cause undesirable

consequences. He also shared an earlier experidfigsupervisor was corrupt and sent me to a
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rural area for no plausible reason, when | disceddnm doing wrong things. | guess he was
scared that | would file a complaint about him.”I'PEalled this an “abuse of GPR” (May 2,
2014).

Participants mentioned another misuse of GPR palicsdetectivemechanism.
Participant PHIM described what occurs after arti@ty personnel transfer: “as a normal
reaction, the officer who was arbitrarily transégtrgoes to court to cancel the transfer. However,
the chief may make up an untrue accusation of ti@eo or try to find some simple issue and
make a serious problem to prevent his return t@kiposition” (May 23, 2014). From this
angle it can be argued that GPR creates deviamatvimtinstead of preventing it. GPR policy
provides room for managers to keep those theywikie them and to send away individuals that
they do not like.

Similarly, when discussing th@eventiveside of GPR policy, participants argued that
transfer may cause deviant police behavior or te&ason for low performance. Most of the
participants addressed unfair applications of GPiemthey talked about this unintended,
“reverse” effect. Participant PTIY commented th&tlie TNP assigns an officer to a difficult
area without of his/her consent, he/she may lag# in and loyalty to the organization” (May
23, 2014). PHIM added that “officers who are angpput a transfer decision may behave the
way that organization wouldn’t desire and then funstifications for their reaction” (May 23,
2014). Participant PAIG illustrated this situatwith an event from his own life.

The TNP administration replaced me —in March 2Qi¥expectedly due to political

reasons, | believe, with many other officers affter 17 December corruption operation.

They assigned me under a lieutenant, even thougtanky-captain- required a higher

position. | did not want to work under a lieutendment to a doctor and asked him to
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give me a health report that says | am sick fore2kg, although | was not. | know this is
not right but | had to do that (May 21, 2014)
Participant PHIM stated: “officers ask this questibemselves ‘Why should put myself in a
danger for these people?” (May 23, 2014). Sim@eiance is to underperform deliberately.
Even more serious deviance sometimes can occuelasRarticipant PFIM commented
that “while GPR aims to prevent nepotism and faigni in the organization, it can be a reason
for them” (May 22, 2014). Although merit-based hgiis the formal rule in the Turkish public
sector nepotism and favoritism still exist in hgiand appointments. Participant POIM stated
that during his time in the DoPA, he received mealjs and notes from bureaucrats and
politicians requesting appointments for certainvittlals. He stressed that in some cases this
external pressure became too much for some offigkoshad negative personnel records and
they asked the Department to violate rules for théon example, a police officer was exiled due
to his relationship with prostitutes in Istanbuk pushed hard to go back the Istanbul and
reached many bureaucrats asking to work in Istaagain by hiding his history (May 24, 2014).
Participant PAIG pointed out officers’ negative gaptions of the DoPA and its decisions
(May 21, 2014). Police officers generally acceptt thone knows powerful people in
government, it is easy to influence the TNP orDlo@A to be assigned to a desired province.
Police officers try to find a bureaucrat or poldic who might have a connection with the TNP
administration to influence transfer decisions. @rted with this problem, Participant PFIM
described a warning note that the DoPA added tanineial “Assignment Preference for First
and Second Region” in recent years. “The numbeal$ and notes has increased a lot, making
it difficult to organize annual transfers” (May 22)14). Thus the Department added the

following warning to official documents:
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Although there have been warnings in previous yaadsthe DoPA paid careful attention
to preference lists, some police officers haveatim@ppropriate ways to postpone their
transfer for one year or to be assigned one of f&sien choices by reaching our
department through different channels. These paesanill be noted and evaluated as
“officer detected favoritism (2012, 2013 and 201@pAintment declarations).
Human resource managers stated that dealing wilyjbe of pressure has never been easy. It is
clear that the practice of GPR policy triggers davibehavior as police officers try to find
someone outside the organization to affect trarddeisions (PFIM, May 22, 2014; POIM, May
24, 2014; PTIM, May 24, 2014).

From aculture and identityperspective, most participants pointed out thesipdgy of
injustice and unfair practices with GPR. Lack afrfass and justice in the implementation of the
policy does not strengthen communication or retesigps among police officers (PTIY, May
23, 2014). If police officers do not believe theradistration, GPR may hurt the commitment of
officers and their relationships with each othemmunities, or work.

Another negative feature of GPR is that transfeay fead to loss of knowledge if
transfers are not implemented gradually. Partidipa#iG complained about sharp changes in
his old department. “Our department has been regdlas a whole. They thought that everything
was in the files and computers. However, from mgpective they will need at least two years
to understand the system as a whole” (May 21, 2014)

As GPR helps to create a more diverse work for¢kenT NP, balance within and among
units has to be monitored carefully. Otherwise GR& produce adverse reactions. A
newspaper article warned the TNP about this pdigilkccording to a report in Mardin (one of

the eastern provinces), no police officer knowsdfalr in the Intelligence Department which has
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to collect intelligence about Kurdish terrorist angzations. “Experts mentioned particularly the
absence of personnel who know Kurdish in the texdiiurveillance unit will cause serious
problems in the near future” (www.aktifhaber.cor@13).
Lack of diversity in some units also may causeoserproblems. An event that
Participant PIIM mentioned illustrates:
We were doing traffic control in Erzurum, a prowna East Turkey in 1995. At that
time, security checks were done with a notebooteats of computer check which had
the name of wanted people and vehicles on. There 4vpolice officers from our unit
and additional 4 police officers from counter teism unit about 10 meters next to us.
We all were from other parts of the country. Onie®f us knew Kurdish Language at
the intermediate level. That officer was waitingni® a vehicle we just stopped and
collected the identity cards in order to check wiita notebook back in our patrol car.
There was no problem with the IDs; however, it Wasng time to check four different
names. My colleague who stood next to the car lgsec to me and whispered that
something was wrong with the passengers. The couplee back seat was talking
Kurdish. Although the passengers were speakinffereint version of Kurdish, he heard
a word that means “Gun" in their conversation. \&e&etly called support and organized
quickly with the team which already was workingréhéVNe neutralized them with a
sudden bust. After securing the place, we realikatithe car was full of guns and ammo.
Moreover, the couple sitting in the back seat waxealing two AKs between them that
were ready to use. Later in the day, we understioatdthe suspects were the attackers
who killed and wounded many people in a terrofitgtck in Istanbul the day before we

caught them. | would not imagine what would havegemed if my friend did not
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recognize that word “gun” on that day. One wordhbédlsave many police officers (June

8, 2015).

GPR also may adversely affect relationships betypedinoe and community. Some influential
individuals in society use their power and conrmetito threaten police officers. “Do you know
who | am? Pick a province from the map! | will hatie TNP send you to the end of the world!”
Participant PBIK argued that GPR makes the TNPitsnmdembers more open to external
pressure than not having GPR (June 7, 2015).

The length of assignments is another factor that aff@ct the results of GPR in negative
ways. During my observation, | talked with residemirivers and business owners in a small
county. When they evaluated transfers they repateold problem in the region. Since the
location is a tourist destination, in summer tiftne population increases. Therefore, the TNP
assigns additional police officers for three torfowonths during the peak season. The county’s
location does not allow officers to commute. TNffsncial support for short term
accommodations means little given the extremeli némts in the region. Officers who were
assigned for short periods asked business ownefsrfds. Although this problem no longer

exists, it illustrates how GPR itself can gened®eant behavior

Summary

This chapter examined some of the desired outctina¢sffect officers’ behavior in
ways that increase their compliance with TNP’s exggons. In the line with the conceptual
framework, | analyzed the GPR policy and its dirextmotivating, punitive, detective,
preventive and cultural/identitive control impadtalso tried to reveal the factors that may cause
negative outcomes from a control perspective wheR @ansfers are implemented. The

following chapter discusses the implications osthéndings.
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CHAPTER 6: DISCUSSION AND CONCLUSION

This study examinethe organizational control dynamics of GPR policytie TNP. |

focused on the perceptions and interpretationsiofdm resource managers and middle to high

level police chiefs who developed, implemented, @odked at the same time under the GPR

policy.

Inspired by the approaches of Etzioni (1965) aa#i€s (1989), | created a conceptual

framework that highlighted three dimensions: theireaof the control, the degree of formality

and the source of control. Several forms of contrede examined including directive,

motivating, punitive, detective, corrective, pretrem and cultural/identitive. Table 6.1

summarizes the findings.

Table 6.1. Dimensions of Control and Outcomes

Natur e of
control . Source Outcome
; Formality
mechanism
Forma External— Legislative bod
Directive Internal— DoPA N/A
Formal Positive
Rewarding Informal | Internal—» DoPA and Police Chiefs Negative
Formal Positive
Punitive Informal | Internal> DoPA and Police Chiefs Negative
% Formal | External— Judicial activities and publig
Q) Informal | Internal— Departmental Investigation Positive
Detective and colleagues Negative
Corrective N/A N/A N/A
Formal Positive
Preventive Informal | Internal> DoPA and Police Chiefs Negative
Positive
Cultural/identitive| Informal | Internal—> Police officers Negative

Directive control emerged in GPRdovincial prohibition sevice length prohibition

andproposed transfers (exileywhich have existed through the entire historthef TNP. Most of
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the control is formal, and it appears in writtegukations and rules. The TNP administration is
the source of GPR’s directive control. The DoPAhis primary department which changes,
revises and implements GPR policy. The recent hyisibthe organization has seen many
provincialrestrictions that have kept police officers awaynirplaces where they were born,
raised, and lived and where they have businessamhips. Summarizing the data presented in
Table 5.2, Figure 6.1 shows the evolution in thiein® of provincial prohibitions.
Figure 6.1. Numbers of GPR Restrictions by Yea60t2015
RESTRICTION VOLUME OF THE GPR
12

10

]

1960 1970 1980 199¢C 2000 2010 2015

Beginning in 1960, the TNP administration increafelnumber of provinces restricted
for service. Police officers were especially reséil between 1970 and 1985. They were not
allowed to work in their home or birth provincesimibordering provinces. Moreover, the TNP
administration added provinces related to spouségeovinces where officers lived more than
15 years to the restricted places list. AlthougiRG®egulation in 2015 prohibits posting based
only on officers’ provinces of origin, TNP membersd leaders still may believe there are risks

from localization, as they worked under intensevpraal restrictions for many years. The
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directive side of GRP is one of the main componehthe TNP’s organizational control
practices.

As the control literature described, successfuanizational control mechanisms
discourage deviant behavior while motivating empksy/for better goal attainment. Yet the
interview respondents perceived that the existiNgE reward and punishment system are not
very effective. To compensate for this deficieritygy TNP administration uses GPR transfers as
a complementary tool. The first formal use of GR&sfers for reward or punishment occurs in
the first assignment after graduation. The TNP adstration continues to use geographic
transfers informally to reward the officers who Bdwgh performance ratings and who work in
difficult and least desired provinces. At the same, transfers serve as formal and informal
punishments for low performance or deviant behavibe DoPA and department chiefs
separately or together decide punitive transferandfers as rewards most likely lead to positive
results from a control perspective since officexswghat they desire. On the other hand, punitive
transfers may produce negative results either byntoeasing officers’ performance or by
encouraging more deviant behavior.

The detective use of GPR appeared in legal proeeakia formal practice. At the same
time, informal detection occurs through the invoient of individual members and civilians.
Both internal and external sources can be effeétivesing detective transfers. The study also
showed that on some occasions, detection of del&mavior can be inhibitéa factors like
organizational culture. The blue code of silencg atiministrative mercy are examples of these
exceptions. Members of the organization are sekedt their reactions to deviance. Detective
transfers may produce either positive or negatgellts depending on the perceived fairness of

the transfer decision.
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The conceptual framework included correction asssible control mechanism. None of
the participants, however, mentioned this feat@fgough transfers may serve as correctional
tools, participant evaluation, documents and olad&w included little evidence that GPR was
used in such ways.

On the other hand, one of the most frequently meeti features of GPR policy was its
preventive side. Efforts to prevent deviant behaoiopoor performance appear throughout GPR
practice both formally and informally. The DoPA astebartment chiefs shape the preventive use
of transfers. Frequent transfers and provinciafict®ns break the bonds between police
officers and communities, which come from kinsHirgndship, ideology, and business
relationships and strengthen with long-term assgmnBYy delocalizing police officers, the TNP
seeks to decrease the possibility of deviant pdietgavior and to prevent factors that weaken
officers’ performance. Although it is difficult tmeasure the GPR’s capacity as a preventive
control mechanism, restrictions on provincial assignts and on service lengths point to these
concerns. TNP’s formal directive rules emphasizedisconnection of police officers from
others. Moreover, psychological prevention worksrimally together with detective, rewarding
and punitive mechanisms. Participants believetti@preventive side of GPR worked quite
effectively in decreasing deviant behavior and ecivgy officers’ performance.

Finally, GPR policy supports organizational cultarel identity as control mechanisms.
Analysis of the data revealed that interaction leetwGPR and police culture/identity appears
informally and is mostly shaped by police officefge interaction emerges in three different
areas: police-police, police-organization and mliommunity. The practice of GPR evidently
results in greater solidarity and cohesion amorg@officers. When it comes to the officer-

organization relationship, GPR increases officeashmitment to the TNP at least among those
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who stay or are happy about their new appointméitser positive features of GPR related to
organizational culture and identity are reinforcaebed good police attitudes, dispersion of best
practices, better knowledge transfer and emplogaming in a more diverse workforce. The
diversity which comes with routine officer circutat evidently brings better understanding of
diverse communities.

Most of the data explained how transfers were desi@nd served to produce better goal
attainment, less deviance and more performancefiiiti@gs also revealed several negative
outcomes of GPR policy. Participants highlightedsieemingly arbitrary use, officers’ negative
perceptions of the transfer decision making praaesg®rnal forces that influence the
administration, excessive use of transfers, andhénéship of some postings.

Officers’ negative perceptions about transfer denswas one of the primary problems.
Based on the participants’ comments, | concludatlttie perception of injustice in the
organization and the tendency of nepotism and eatgower to shape GPR decisions have
reciprocal/reinforcing relationships that producgaous cycle (see Figure 6.2).

Figure 6.2 Vicious Cycle of Perceived Injustice &wel/iant Behavior/Low Performance.

Perceptions Dev“imt
C e e behaviour
of injustice in and low
GPR practice

performance
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Police officers also may use such negative peraeptio justify some deviant behaviors.
For example, a displeased police officer may deoamdo work as hard or as efficiently as
possible. Consistent with De Zwart (1993), GPR maduce deviant behavior in some
situations, although it was designed to reduce swetikity. Participants in this study agreed with
Gultekin and Ozcan (1999) that on some occasiotistreal powers (elected officials) use GPR
policy to hide nepotism or ideological promotiorddransfers.

As seen in Table 6.1 most of the instances of ocbrgty on formal mechanisms except
for cultural/identitive control. In addition, GPRatsfers serve formally and informally as tools
of reward and punishment, detection, and prevenfioalysis of the data showed that informal
control practices may conflict with formal pracscélthough more study is needed to reveal the
exact relationship between formality and outcorhes, $tudy suggests that the possibility of
reverse effects is more likely for informal contpoblctices. Negative perceptions of transfer
decisions, which help produce negative outcomestlgntollow informal practices. Formal
actions, on the other hand, are more likely toligext to external and internal control and to
aim for fairness. Personal intervention in GPR@oby either external or internal sources
decreases officers’ trust in DoPA management aartster decisions. Most of these

interventions stem from informal relationships tfier complicating control.

Contributionsto Scholarship

This study contributes to scholarship on organireti control, human resource
management, policing, and employee rotation. Thike first study that focused on a
geographic personnel rotation practice in a singinization context. Many studies and
scholars in the control literature have been uadtert macro level analysis or sector centered

approaches. When it comes to better understandengantrol effects of an individual practice in
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an organization, existing work could not provideomplete framework. The framework that |
modified for this study was useful in revealingiedrcontrol dynamics in an organization. By
focusing on multiple dimensions of control, oneldoexamine other organizational practices
from a control perspective, including work distriiom, work arrangements, physical or technical
surveillance, or budgetary controls.

This study supports a view emphasizing the coaxtet@and interaction of multiple
control mechanisms in one setting. As the resulggsst, different types of control mechanism
can operate in one organization. The formal anokrimél use and effects of such mechanisms
may support or conflict with each other in a singiganizational setting.

The results also supported Kaufman’s (1960) argatien geographic personnel
rotation serves as a tool to detect deviant behaVlee second topic that Kaufman highlighted
was the positive influence of geographic transfersuilding an organizational identity which
improves goal attainment and serves as a self-aam&chanism for employees. This study
indicated that rotation may support the creatioth @aintenance of organizational identity and
culture in ways the organization desires; howetrer jmplementation of transfers is critical,
since perception of injustice may produce negaegailts.

Consistent with De Zwart (1993), the study alsopsuifed the reverse effect argument.
An organization has to seek high levels of conseasu convince its employee to prevent
undesired consequences. Otherwise members’ peyosptiay cause more deviant behaviors or
open spaces for more nepotism.

The study also contributes to understanding comtrtile context of law enforcement
agencies. Security organizations have enormousmpand exercise discretion in dispersed

areas that make control of individuals difficuleH®lars long have recommended using rotation
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to prevent corruption and increase performance;gvew no studies until this one specifically
examined rotation and control together. Analysi&BR in the TNP suggested that geographic
personnel rotation may help the organization td déa police misconduct and low
performance. However, the practice may also caagative consequences, if transfers are done
without employee consent.

Last but not least, the results highlighted thatp@sresults of geographic rotation
compared to community policing practices. The fngdi suggest that the TNP favors the more
diverse police forces that are among GPR’s results the possible positive consequences of
greater stability and localization of communityipwlg. Nonetheless, the study also found

revealed that despite numerous transfers, the €M Psrto community policing principles.

Practical implications

The findings also have practical implications. Gohinechanisms have to be practiced
carefully in order to increase positive outcomegtiig discussion of the negative side of the
policy, | asked participants their thoughts aboaysvto improve the practice of GPR. In
response, PAIG stated: “It is difficult to applyetbeneral rules of the GPR policy due to the
numerous exceptions” (May 21, 2014). To deal whik problem, participant PTIY (May 23,
2014) recommended that having fewer rules andéduingxceptions would make transfers easier.
Participant PFIM (May 22, 2014) argued that insteBldaving restrictions of years of service,
GPR might set minimum and maximum years of deployrbg province. In this way, officers
who perform better could stay longer, and the omgdion would benefit from employee

experience.
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Some other participants (POIM, May 24, 2014; PI0Mne 8, 2014; PBIK June 7, 2014;
PEIT May 22, 2014) suggested more flexibility ooyince prohibitions and service length.
Basically, they described a model which would allpelice officers to work in their selected
provinces and to stay as long as they wanted.ppating these contentions, they noted that
conditions differed from the past. Bonds betwedit@fs and their families/relatives, economic
dependence on agriculture, and the social structuitee country are quite different than they
were in the 1980s or 1990s. However, participantiedined that mandatory transfers could still
be used to prevent possible deviant behavior atet tiev performance. Moreover, the TNP
needs to improve its reward/punishment and disemiystems. GPR as punishment should be
implemented with caution. Similarly, the Commissreport about corruption also asserted that
“The transfer system, which has been abused tshuroublemakers, should be formalized and
regionalized, informed by adequate data on offiedibties and aptitudes. Transfers should not
be used as punishments” (Fitzgerald, 1989; p.365).

Many studies recommend more incentives and beatmyst systems for personnel and
their families who have to rotate geographicallryds, 2011; Morris, 1956; Munton, 1990).
These types of supports would increase acceptartctha number of voluntary rotations.

Another recommendation is to improve communicalietween the TNP administration
and personnel. In my view, most of the perceptibimjastice emerged from lack of
communication. The TNP administration might moréyfaxplain the needs for policy to its
members. At the same time, making rotation momesfrarent would reduce suspicions of

possible nepotism.
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Generalizability

As the first chapter mentioned, most of the natie@nganizations in Turkey have GPR-
like rotation policies. As a first study on the trmi-rotation relationship, the findings here can
help organizations to better design and implenramsters.

Although it is difficult to find a similar geograhpersonnel rotation policy like the
TNP’s in other countries, rotational practices@mmon in both the public and private sectors.
By considering cultural similarities and differescéhe results of this study may provide useful

approaches for other organizations.

Future studies

Many areas of GPR policy would benefit from aiddial systematic analysis. The
scarcity of research on GPR may be seen as aydarticimportant problem. The costs and
benefits of transfers need to be studied thoroygakmg differing perspectives into account. In
particular, studies that examine the employee eetsge are important to find the best
implementation of policy. From this perspectivesa®t changes in provincial prohibitions
(decreasing restricted provinces) would be a ggbdunity to evaluate the effects of
localization of officers. In addition, the ideasdastomments of other national and local agencies,
non-government organizations, and varying publcsud be involved in discussing GPR,
focusing on improved coordination, enhanced crinexg@ntion and many other aspects. Through
this exchange, the TNP would be able to decide digbPR should persist. If GPR does
continue, ways of building on its positive aspetksle diminishing negative ones will be

crucial.
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Appendix A: List of TNP Personnel (Province)

# of Police # of Police
officers officers
No Province Population registered No Province Population | registered
that that
province province
1 Adana 2149 260 11476 42 Konya 2079 225 11369
2 Adiyaman 597 184 4414 43 Kitahya 572 059 2765
3 Afyonkarahisar 707 123 5112 44 Malatya 762538 7155
4 Agri 551177 1392 45 Manisa 1359 463 4505
5 Amasya 321977 3606 46 Kahramanmara| 1 075 706 9698
6 Ankara 5045 083 9542 a7 Mardin 779 7368 1545
7 Antalya 2 158 265 1519 48 i 866 665 1409
8 Artvin 169 334 1704 49 Mu 412 553 1110
9 Aydin 1020 957 3303 50 Ngahir 285 460 2320
10 Balikesir 1162 761 4749 51 ddie 343 658 3313
11 Bilecik 208 888 797 52 Ordu 731 452 4160
12 Bingol 265514 689 53 Rize 328 205 1149
13 Bitlis 337 156 1282 54 Sakarya 917 373 1882
14 Bolu 283 496 1162 55 Samsun 1261810 6998
15 Burdur 257 267 1706 56 Siirt 314 153 549
16 Bursa 2 740 970 2491 57 Sinop 204 568 1009
17 Canakkale 502 328 1717 58 Sivas 623 824 6345
18 Cankiri 190 909 2933 59 Tekigda 874 475 923
19 Corum 532 080 6228 60 Tokat 598 708 4858
20 Denizli 963 464 3082 61 Trabzon 758 237 5504
21 Diyarbakir 1607 437 2326 62 Tunceli 85 428 456
22 Edirne 398 582 1236 63 | Sanhurfa 1801 980 2604
23 Elazg 568 239 6509 64 sk 346 508 1476
24 Erzincan 219 996 1474 65 Van 1070113 1123
25 Erzurum 766 729 6155 66 Yozgat 444 211 7412
26 Eskiehir 799 724 3252 67 Zonguldak 601 567 1765
27 Gaziantep 1844 438 6974 68 Aksaray 382 806 1301
28 Giresun 425 007 2898 69 Bayburt 75 62(Q 767
29 Gimighane 141 412 1458 70 Karaman 237 93D 149%
30 Hakkari 273041 60 71 Kirikkale 274 658 4624
31 Hatay 1 503 066 7766 72 Batman 547 58[L 698
32 Isparta 417774 2773 73 | Sirnak 475 255 167
33 Mersin 1705774 6387 74 Bartin 189 139 695
34 Istanbul 14 160 467 1392 75 Ardahan 102 78p 1419
35 Izmir 4061 074 3823 76 | gdir 190 424 664
36 Kars 300 874 2228 77 Yalova 220 1217 178
37 Kastamonu 368 093 1674 78 Karabik 230 251 1252
38 Kayseri 1295 355 6975 79 Kilis 128 586 1437
39 Kirklareli 340 559 946 80 Osmaniye 498 981 568
40 Kirgehir 223 498 4273 81 Duzce 351 509 1096
41 Kocaeli 1676 202 733 Total 76 667 864 257805
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Turkish Mational Police

IRB NUMBER: 14-576

Effective May 21, 2014, the Virginia Tech Institution Review Board (IRB) Chair, David M Moore,
approved the New Application request for the above-mentioned research protocol.
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The table on the following pl:age indicates whether grant proposals are related to this IREB protocol, and
which of the listed proposals, if any, have been compared to this IRB protocol, if required.
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PROTOCOL TITLE: A disbnctve organizational control practice: Geographic personnel rotation in the
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Appendix D: Consent Form

Consent to Participate in Resear ch

Introduction and Purpose

My name is Seref Onder. I am a graduate student at the Virginia Tech University in the Center of
Public Administration. I would like to invite you to take part in my research study, which concerns
an exploration of the practice geographical personnel rotation.

Procedures

If you agree to participate in my research, I will conduct an interview with you at a time and location
of your choice. The interview will involve questions about the geographic personnel rotation and
organizational control. It should last about 60-90 minutes. With your permission, I will audiotape
and take notes during the interview. The recording is to accurately record the information you
provide. If you choose not to be audiotaped, I will take notes instead. If you agree to being
audiotaped but feel uncomfortable at any time during the interview, I can turn off the recorder at
your request. Or if you don't wish to continue, you can stop the interview at any time.

Benefits

There is no direct benefit to you from taking part in this study. However, it is hoped that the
research will allow you to express your ideas and share your experiences that you have accumulated
over years in policing area. Results of study may also be beneficial for the TNP to serve as a better
organization.

Risks/Discomforts

Some of the research questions may make you uncomfortable or upset. You are free to decline to
answer any questions you don't wish to, or to stop the interview at any time. As with all research,
there is a chance that confidentiality could be compromised; however, I am taking multiple
precautions to minimize this risk.

Confidentiality

Your study data will be handled as confidentially as possible. If results of this study are published or
presented, individual names and other personally identifiable information will not be used unless you
give explicit permission for this below.

To minimize the risks to confidentiality, I will destroy the hand notes upon transfer of data to
computer on a word document. Participant names will not be provided on the interview transcripts;
only participant identification numbers. The interview transcript will be kept in separate files form
master list which shows participant names and identification numbers. Both interview transcript
document and master list will be kept separate from all other documents data in a secured file by
different passwords. The electronic data base will contain no identifying Information. The computer
on which I keep the data will be secured by another password that allows access only for me.

When the research is completed, I may save the tapes and notes for use in future research done by

myself or others. I will retain these records for up to 4 years after the study is over. The same
measures described above will be taken to protect confidentiality of this study data.
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Rights

Participation in research is completely voluntary. You are free to decline to take part in the project.
You can decline to answer any questions and are free to stop taking part in the project at any time.
Whether or not you choose to participate in the research and whether or not you choose to answer a
question or continue participating in the project, there will be no penalty to you or loss of benefits to
which you are otherwise entitled.

Questions
If you have any questions about this research, please feel free to contact me. I can be reached at +1
703-624-2826 ot serefonder@gmail.com

Skokokskokk Rk Rk kR kR kok sk okok ok sk kR ok kR okok sk k sk skok kRl sk skokskskok sk skok kR kokok ok okok sk skkok ok

CONSENT

You will be given a copy of this consent form to keep for your own records.
If you wish to participate in this study, please sign and date below.

Participant's Name (please print)

Participant's Signature Date
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Appendix E: Interview Questionnaires

Interview Questions
Q1- Tell me about your jobs, where you've been@tad?
Q2- How long have you been assigned as a humaaroesmanager or Police Chief?
Q3- Have you ever worked anywhere where GPR wasgsext?
Q4- What are your thoughts about reasons, berafddrawbacks of the GPR?
Q5- How has the GPR policy changed over time? Whyal think that has been?
Q6- What is the reasoning under regulation thdtiots the assignment of personnel to his/her
city of origin?
Q7- Have you ever witnessed negative consequermesidng term deployment of one police
officer in one place?
Q8- Does GPR helps the TNP to detect and/or pres@niption or abuse of power among
police officers? How? Example?
Q9- How the possibility of personnel deviance aord of deviant behavior in personnel files
affects the reassignment and implementation of GPR?
Q10- Does GRP support perceptions of oneness wilbalongingness to the TNP? If yes/ if
no, how?
Q11- Demographic data: Age/Rank/Gender/ rotatistohy (if yes) Marital Status/Spouse job-

transfer/ Children -ages and education
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T.C
IGISLERI BAKANLIGI
Emniyet Genel Midiicltgii

Digiliskiler Daire Bagkanlig SAY1 - B.0S.LEGM.0.76.04.02 / LD
TARIH  @H062007
Faks Mo =00 90 312 466 90 22 KOMNL :Genel Akademik Aragtirma OUnays,
Tel 00 %0 312 466 90 10 LGl :a) 23.03. 2007 tarih ve B.05.1, EGM.0.76.04.02,
E-mail s disiliskilerdb@epm.gov.tr (31004). 8711500 sayaln yaz,

b) 12.04.2007 tarih ve B.05. 1. BGM.0.72.02.03-
B57- 1480 sayili yaz,

GOMDEREN : Dr, Recep GULTEKIN
Dgitiskiler Dairesi Bagkani
1. Simf Emniyer Midini

GIDECEGL YER : Samih TEYMUR {ABD), isa CIFTCI {ALM), Fatih YAMAC (FR),
Fatih OZGULING) Murat GULVER (BELCIKA)

E-MAIL ADRES] : tipseontactigmail.com, yamae(atih@yahoo. fr isacifcif@yahoo.com,
fatih.ozguligigmail.com ve muratgulver@yahoo com

lipi (a) kayith yazi ile mastr ve doktora yapmakta olan personelimizin efitim gordigl kendi
alanlanyla ilgili ter, akademik salisma, makale gibi akademik aragtrmalerda kullanmak  Ozere;
Teskilatimiz blinyesindeki birimlerden gerekli istatistiki hilgilerin alinmasi ve bazi ankel ve milakat gitd
akademik ¢alismalarn uygulanabilmesi igin Emniyet Genel MUdUrligl Makamindan genel bir onay
alinmasi Egitim Daire Bagkanh'ndan talep edilimistir,

A gegen Daire Baskanhg'ndan almnan ilgi (b) kayitl vaz ile “Yenistirilmek Amacryla Yurtdigina
Giinderilecek Devlet Memurlan Hakkindaki  Yénetmelik™ hikimlerl gergevesinde yurtdipindaki
finiversitelere mastir ve doktorn yapmak Uzere ghnderilen personelin Genel Mibdirliiglimiize bagl
birimlerde ve tagra teskilatnda akademik ¢alisma yapma talebinde bulunmas) halinde tez galigmas:
yapabilmesi uygun porildigd belirmilmis olup Genel Midiclik Makam Onaym bir sureti ekie
gonderilmistir,

Bilgi ve geregini nca ederim.

Ek:
i1gi (b} kayith yazi. (2 sayfa)

ADRES: Emniyet Gonel Mudirlogn, Desiliskiler Daire Bagkanligi
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