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ABSTRACT 

 

Executive succession has been defined as the planned or unplanned permanent 

change of the formal leader of a group or organization (Gorden & Rosen, 1981).  The 

scholarly work in this area can be traced back to 1952 and the publication of a study of 

managerial succession at a gypsum plant by Alvin Gouldner, one of several students of 

Robert K. Merton at Columbia University, who contributed to emerging empirical work 

of the time on organizations as a field of interest. 

The body of literature that has emerged since that time has examined succession 

in a variety of public and private contexts and at all levels of public governances.  

Unfortunately, the literature remains a fragmented collection of works that do not cohere 

as a single theory or even a collection of theories regarding succession. 

This research contributes to the body of scholarly work to date by examining this 

phenomenon among an important and under-examined group of public sector executives: 

Florida municipal police chiefs.  Specifically, this study proposes a theory of succession 

among police chiefs that suggests that there are both social relations variables and 

institutional context variables that affect the odds of police chief succession will occur as 

a result of involuntary dismissal, coercion or pressure, or voluntary separation from 

office. 

The findings in this study support the influence of certain social relationships in 

determining the likelihood of involuntary succession and succession due to coercion or 

pressure when compared with voluntary separation, but found no evidence to support the 

influence of institutional context variables in affecting the odds of one type of succession 

event over another. 

  vii



 

CHAPTER 1 

PROBLEM STATEMENT 

 

There are few professions that generate more public interest on a routine basis 

than policing (Rainquet, 1998; Swanson, Territo, & Taylor, 1993).  Yet, the literature 

describing police administration has been more prescriptive than either descriptive or 

normative with regard to those who hold the position of police chief (Hunt & Magenau, 

1993).   

Police chiefs hold unique and important positions in the public sector with wide-

ranging power and influence (Lewcock & Barba, 1988; Swanson et al., 1993).  The 

literature typically describes the functions which must be carried out in police 

organizations (i.e., patrol, investigations, tactical operations), suggesting simply that it is 

the role of the police chief to ensure that those functions are accomplished effectively 

(Kelly, 1975; Murphy, 1985).   

It has been argued that the selection of the police chief in a community is one of 

the most important decisions facing municipal leaders.  First, the nature and scope of 

authority exercised by the police chief gives the chief positional power which far exceeds 

the power of other department heads in municipal government (Lewcock & Barba, 1988).   

Police chiefs enjoy considerable independence of action in a number of important 

areas.  They have authority over the development and implementation of departmental 

policies directing the actions of police officers in contact with the public (Guyot, 1988; 

Wilson, 1968), they are the initiator of policy and program innovations (Skolnick & 

Bayley, 1986), and they control personnel policies that determine entry into the 

profession by women (Zhao, Herbst, & Lovrich, 2001) and racial and ethnic minorities 

(Zhao & Lovrich, 1998).   

Second, the visibility, and sometimes controversy, surrounding the delivery of 

police services to a community often highlights the specific activities of the chief as an 

individual in leading and managing a department (Kelly, 1975; Seiffert & Culverhouse, 

1988).  The job of police chief carries with it not only the demands of society for crime 

control and public safety (Muir, 1977), but for solving community issues beyond the 
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scope of police services as well (Kirchhoff, 1999; Kitzman & Stanard, 1999; Peak & 

Glensor, 1996).   

The challenges created by the wide range of responsibilities given police chiefs 

are exacerbated by the role ambiguity they face in carrying out those responsibilities 

(Rainquet, 1998) and by the criticisms often leveled at police agencies for failing to 

satisfactorily perform tasks society asks of them (Pogrebin & Regoli, 1986; Wilson, 

1968).   

As noted by a former director of the Police Executive Research Forum (Scott, 

1986): 

The path to becoming a chief and to surviving while being effective is 

somewhat analogous to walking through a field ridden with land mines.  

The key problem for the police chief in the walk through the mine field is 

that he can be seriously injured by mines detonated by events well beyond 

his control. (p. V) 

 

Third, police chiefs control a large percentage of municipal resources.  In a study 

conducted in Florida, it was reported that law enforcement represents the second largest 

municipal expenditure in the State, second only to utilities and accounting for 

approximately 14% of total municipal expenditures (Schluckebier, 1994).   

Further, municipal police departments make up the largest single population of 

law enforcement officers in the State of Florida (Vardalis & Goodman, 2004).  By virtue 

of the nature of services provided by police agencies and the cumulative public monies 

over which they exert direct control, police chiefs represent a theoretically significant 

group to study.   

Like other public sector executives the average tenure of municipal police chiefs 

is relatively and predictably short (Bizzack, 1989; Enter, 1986) with dramatic 

implications for the effectiveness of their organizations and for the quality of life in the 

communities they serve (Bizzack, 1989).   

The resultant transaction costs associated with turnover of a municipal executive 

can be significant (Clingermayer & Feiock, 2001).  Turnover among police chiefs is 

expensive, painful to the individual, potentially harmful to the organization, and 

disruptive to community life (Rainguet, 1998). 
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One national study of law enforcement executives found the mean tenure of an 

appointed chief executive to be 7.9 years (Witham, 1984) and a follow-up study found 

the mean tenure for Florida municipal police chiefs to be 6.5 years, but the modal tenure 

for Florida municipal police chiefs to be under 2 years (Murdaugh, 1993).   

Peak and Glensor (1996) examined police departments in the United States and 

found that 12 of the 15 largest departments experienced turnover from 1991 to 1993.  

Their research indicated that the mean tenure of a metropolitan chief was less than 4.5 

years.   

While the literature describing the short tenure of police chiefs is consistent, 

scholarly inquiry aimed at developing and testing hypotheses to explain that short tenure 

has been largely absent.   

This research seeks to contribute to the overall body of empirical research 

conducted to date that focuses on executive succession by exploring how a specific strand 

of network theory might be used to enrich our understanding of the phenomenon of 

succession among Florida police chiefs.   

Specifically, this research will extend the work of Mark Granovetter (1985) who 

first suggested the behavior of actors in institutions is “embedded” in a network of 

ongoing, concrete systems of social relations.  It will be suggested that Florida police 

chiefs are embedded in an identifiable network of social relations that impact the tenure 

of those police chiefs in predictable ways. 

Further, it will be suggested that in addition to the network of social relations 

comprising a police chief’s network, they also exist within an institutional context that 

shapes issues other than the relationship issues suggested by Granovetter that also impact 

their tenure in predictable ways. 

What is lacking to date is a theory of executive succession that provides a 

framework for understanding the phenomenon as it relates to this important population of 

interest. 
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CHAPTER 2 

LITERATURE REVIEW 

 

The planned or unplanned permanent change of the formal leader of a group or 

organization is generally referred to as executive succession (Gordon & Rosen, 1981).  

Despite the seemingly obvious importance of succession events to organizations and the 

people in them, scholars have contributed little to our understanding of this important 

phenomenon in comparison to other areas of institutional and organizational analysis 

(Orosz, 1991).  This deficit is partially due to the youth of this sub-field of study 

(Griesemer, 1988; Orosz, 1991).   

Building on Gouldner’s work (1954b) and other early succession research by 

Carlson (1962) and Grusky (1960, 1963, 1964, 1969), a number of studies began 

focusing on various aspects of executive succession in the late sixties and early seventies 

(Griesemer, 1988).  Since that time, the body of scholarly works regarding executive 

succession has grown to an identifiable literature.   

 

Historical Development of the Literature on Succession 

 

Founding Fathers to the Early 1900s   

At the time of the founding of our country, dialogue about the importance of 

leadership by executives was intentionally absent (Feerick, 1992; Stillman, 1991).  The 

bitter experience of monarchical rule by the British ensured that rejection of hereditary 

royalty and any form of elite that accompanied it were one of the most pronounced 

characteristics of the initial shaping of American government (Gulick, 1990).  The result 

was a carefully crafted Constitution that established a tripartite division of power among 

the executive, legislative, and judicial branches of government at the national level, 

thereby preventing the accumulation of power and diminishing the importance of any 

singular leader on public policy (Gulick, 1990; Rohr, 1985).  Succession was viewed as a 

necessary feature of the newly formed government of the United States only for the 

purpose of assuring stability and continuity of government.  The framers addressed the 

matter of succession by providing for the office of Vice President in the executive branch 
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and by the following clause added to Article II of the Constitution (as cited in Feerick, 

1992, p. 3): 

In Case of the Removal of the President from Office, or of his Death, Resignation, 

or Inability to discharge the Powers and Duties of the said Office, the Same shall 

devolve on the Vice President, and the Congress may by Law provide for the 

Case of Removal, Death, Resignation or Inability, both of the President and Vice 

President, declaring what Officer shall then act as President, and such Officer 

shall act accordingly, until the Disability be removed, or a President shall be 

elected. 

 

The Constitution, thus, set up an arrangement in which there was an implicit 

recognition of the importance of public officials who were expected to live up to higher 

standards of virtue than average citizens while simultaneously establishing safeguards 

that protected the new government from the abiding belief that power was a sinister and 

corrupting force on public officials.  This led to the incorporation of numerous checks 

and balances on the power of government executives (Green, 1990; Stillman, 1991).  

Hence, attention given individual executives was limited to their conduct while in office 

(Gawthrop, 1993) and interest in succession existed only to specify the process necessary 

to assure stability in governmental operations. 

However, implicit in early works such as Federalist No. 77 (Hamilton, 1788b) 

was the recognition of the impact of public official tenure on governance.  Longer tenure 

was presumed positively associated with stability in government service delivery, a 

characteristic highly valued at that time in our country’s history.  In Federalist No. 77, 

The Appointing Power Continued and Other Powers of the Executive Considered, 

Hamilton commented: 

Those who can best estimate the value of a steady administration will be 

most disposed to prize a provision which connects the official existence of 

public men with the approbation or disapprobation of that body which, 

from the greater permanency of its own composition, will in all probability 

be less subject to inconstancy than any other member of the government. 

 

Hamilton’s idea was that officials in the executive branch of government would 

be lured by the “fame” of high office for long periods of time (Green, 1990).  He 

regarded the notion of fame as a positive motivating force that appealed to basic 

citizenship instincts.  Attracted by this interest in the opportunity to act as guardian of 

constitutional values, it was believed executives would remain in office longer and would 
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thus provide for the kind of energetic administration of government he envisioned.  In 

Federalist No. 72 (Hamilton, 1788a), he argued that frequent turnover by officials would 

“occasion a disgraceful and ruinous mutability in the administration of the government.” 

That notion persisted throughout the late 18
th

 and early 19
th

 centuries, but by the 

end of the 19th century calls for the study and improvement of public administration led 

to enhanced attention about both the management and professionalism of the public 

workforce.  The passage of the Pendleton Act of 1883 brought with it a sweeping change 

toward professionalizing the workforce by legislatively mandating merit appointments 

for public employees.  However, this period generally downplayed the importance of the 

individual executive as reflected by elaborate mechanisms to minimize the impact of 

individual executives through the dilution of authority.   

As the turn of the century approached, Wilson’s (1887) seminal work called 

attention to the increasing importance of the executive in governmental affairs.  Noting 

that it was “getting to be harder to run a constitution than to frame one,” he brought 

attention to the importance of the executive and provided some stimulus and legitimacy 

for inquiry into the executive branch of government. 

 

Early 1900s to World War II  

By the early 1900s government had grown more complex and the shift from an 

agricultural to an industrial economy had produced swelling employment in mass 

production manufacturing (Mirvis, 1984).  Theories about leadership were built around 

efforts to understand leaders and leadership “traits” or “personality characteristics” that 

distinguished leaders from non-leaders (House & Podsakoff, 1994).  Little knowledge 

existed about how to manage and that which did exist suggested that leaders were born, 

not made (Mirvis, 1984).  Consequently, discovering the physical and social 

characteristics, personality, personal abilities, and skills of effective leaders dominated 

the attention of scholars and practitioners (Fiedler, 1996).  Indeed, thinking in general 

about public administration reflected the belief that it was both desirable and possible to 

find the “one best way” to carry out public administration.  

Frederick W. Taylor’s “scientific management” approach sought to identify the 

one best way to organize work from the perspective of the worker on the shop floor 
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(Stillman, 1991).    In contrast, Henri Fayol’s writings, originally published in 1916 but 

not widely available in English translation until 1949, sought to describe the “best” ways 

to organize from the perspective of managers.  Increasing attention was being paid to the 

importance of leaders in organizations and works such as Max Weber’s influential 

writings underscored the instrumental rationality of bureaucracies as the most logical 

manner of organizing in an age requiring massive numbers of workers in organizations 

(Mirvis, 1984).  

In the first twenty-five years of this century, the country had to adjust to swelling 

ranks of the middle class and large numbers of unskilled employees drawn from farms 

into large, mass production industrial firms (Mirvis, 1984).  Ideas about leadership 

shifted as the need for increasing numbers of managers to populate the expanding 

hierarchies of growing industries took place.  The notion that leaders were indeed made, 

not born, emerged and attention to them intensified our efforts to understand leadership 

(Mirvis, 1984). 

 

The Postwar Period to the 1960s 

Set against the backdrop of postwar industrial competition and growing fears of 

economic recession, there was significant interest following World War II (WWII) in 

understanding the dynamics of organizational life that might lead to improved 

competitive advantage in industry (Gouldner, 1954b).  This was a period in the history of 

our country characterized by an interest in improving both efficiency of organizations and 

the working conditions within them (Mirvis, 1984).  This period saw the beginnings of a 

change in the relationship between the worker and the work.  While the depression of 

1929 reinforced for most Americans the concern over basic job security, after WWII the 

emergence of a national effort to improve the efficiency of organizations and working 

conditions became evident (Mirvis, 1984).  Worker interests remained less important than 

the business of business, but government programs such as social security and 

unemployment compensation appeared on the landscape, increasing the importance of 

addressing the working conditions of workers. 

Behavioral or style theories of leadership began to emerge in the early 1950s and 

persisted until the late 1960s.  These efforts focused on observable behaviors of leaders 
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along two related research questions:  identifying categories or dimensions of leadership 

style, and identifying which of those categories or dimensions could be used to 

distinguish between effective and ineffective leaders (House & Podsakoff, 1994).  While 

the research during this time was atheoretical and did not produce a universal theory of 

leadership, it did support the notion that it is possible to differentiate effective from 

ineffective leaders based upon their behaviors and to train them to be better leaders. 

 

Gouldner’s Place in History 

Much credit is attributed to Alvin W. Gouldner for inaugurating the modern 

literature on executive succession.  In his seminal work published in 1952, he suggested 

that previous work by political scientists had been interested only in succession at the 

highest levels of government as a principal factor in the stability of a given form of 

government.  Building upon Weber’s proposition that succession is the key concept that 

bridges the polarized modes of authority (traditionalistic or bureaucratic), Gouldner was 

the first to suggest a “secularized” concept of succession in the study of organizations 

(Gouldner, 1952, p. 341).  Thus, he altered the unit of analysis for social scientists and 

made succession an important area of interest for those concerned with organizations and 

organization theory. 

His study of managerial change at a gypsum plant, which eventually led to a 

wildcat strike, gave the issue of executive succession a new and special prominence in 

organizational studies (Firestone, 1990).  Gouldner’s work is the first known account in 

which the issue of executive succession was explicitly acknowledged as an important 

area of organizational inquiry.  As such, his work deserves some elaboration. 

Gouldner was one of several students of Robert K. Merton at Columbia 

University during the late 1940s (Scott, 1995).  It was during that time that Max Weber’s 

writings were translated into English and interest in the sources of bureaucracy and its 

consequences for organizations flourished.  While the origin of organizational studies is 

generally dated to the period 1937-1947 (March, 1965), it wasn’t until the emergence of 

empirical work by Merton’s students that organizations became a distinct and important 

area of scholarly inquiry (Scott, 1995).  Selznick’s (1949) classic study of the Tennessee 

Valley Authority; Gouldner’s (1954a & 1954b) efforts to understand bureaucracy in 
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action at a gypsum plant; Blau’s (1955) examination of bureaus at both the federal and 

state levels; and Lipset, Trow,  and Coleman’s (1956) work involving the study of a 

union all reflected Merton’s influence. 

In 1948 on a grant from the Social Science Research Council, Gouldner set about 

to study conflict at the Lakeport plant of the General Gypsum Company for the ultimate 

purpose of developing hypotheses regarding a theory of group tensions which could be 

generalized to other industrial settings (Gouldner, 1954b).  His primary interest was to 

research and fully understand the nature of tensions present in all industrial organizations, 

but while conducting his research a wildcat strike occurred at the Lakeport plant in April, 

1950.  This afforded him a unique opportunity to study how and why tensions could build 

in an organization to an unacceptable and destructive level.   

Not surprisingly, he found workers were concerned over wage levels, and they 

feared the introduction of machines to speed production (Gouldner, 1954b).  They viewed 

the emphasis by management on introducing mechanization as an effort which could lead 

to reduced overtime hours worked or even a possible reduction in the workforce.  

However, Gouldner also discovered the role of succession and strategic replacements on 

the ultimate decision of workers to strike.  He defined succession as “the replacement of 

an individual occupying an executive status” and strategic replacements as “replacement 

of subordinate officers by the successor following his own succession” (Gouldner, 1954b, 

p. 156).  His conclusion from this case study was that both succession and strategic 

replacements induce tensions and are, therefore, disruptive to social systems.  His logic 

was as follows (gender references are his).   

Succession results in a new man’s fear or gratitude toward those who appointed 

him:  he is fearful if his appointment was a demotion and grateful if it was a promotion.  

In either case, his newness to the job means that he will be far more concerned with the 

expectations of his superiors and far less concerned with the needs of his subordinates 

than his predecessor.  This concern is exacerbated by the fact that a new man generally 

does not yet know what his superiors expect of him and must attempt to meet their 

expectations even though he is uncertain as to what they are.  The situation is further 

complicated by the fact that he may act in a defensive manner toward his subordinates as 

he may not yet trust them to meet his expectations.   
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In addition, the successor is usually driven to make a difference in his new 

situation.  By trying new techniques and questioning old practices, he diverges from the 

established cultural and normative value systems in operation.  Since his subordinates are 

committed to the older practices that have become the traditional and accepted methods 

of work, this produces tensions and threatens the stability of the social system in place. 

Central to Gouldner’s conclusions was that workers had expectations of 

management which became threatened by succession.  These expectations formed an 

“indulgency pattern” that involved at least five distinct components representing 

powerful social expectations workers had of management (Gouldner, 1954b, p. 18).  

Workers believed they were there “to do a job” and felt that they should be afforded the 

opportunity to do so without close supervision, implying an element of trust between 

workers and management.  “Clemency” referred to the notion that workers expected a 

second chance following mistakes or failure to follow rules.  “Job shifting” referred to the 

expectation by workers that they should have opportunities to change jobs within the 

plant as a form of upward mobility.  “Protection” referred to the expectation that workers 

should be free from physical harm while doing their jobs.  “Leniency” referred to the 

expectation by workers that they should have preferential access to company equipment 

and materials for personal use, either for no cost or at substantial savings.   

This indulgency pattern created a culture of stability of worker and management 

relationships and enhanced the satisfaction of workers.  Gouldner theorized that 

succession destabilizes these expectations and, therefore, threatens worker satisfaction 

and the stability of social situations within organizations. 

Gouldner’s work was the first to highlight the nature of how limited tenure might 

impact management and worker relations.  Further, he brought into focus the notion that 

variables beyond the control of the leader can and do affect the tenure of that leader.  

Finally, he can be credited for highlighting change, in contrast to stability, as an 

important variable in succession events. 

 

The 1960s to the Present 

The 1960s ushered in a new research focus regarding leaders.  Situational or 

contingency theories of leadership emerged in the mid 1960s and flourished until the mid 
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or late 1970s, focusing on the situation or context within which leaders interact with 

followers (House & Podsakoff, 1994).  Research during this time became more theory 

focused; recognizing the moderating effect the situation has on traits and observed 

behaviors in affecting outcomes.   

Serious studies of leadership succession began to emerge in the late 1960s and 

early 1970s (Griesemer, 1988).  Four major themes can be identified in the emerging 

literature on succession during this period.  Researchers focused on successor origin, 

organization size and the rate of succession, the impact of a succession event on 

organizational performance, and succession contingencies (Kesner & Sebora, 1994; 

Santora & Sarros, 1995). 

In the mid 1970s, general disillusionment with the inability to empirically account 

for leadership effectiveness from trait, behavioral, and/or situational theories led to a 

paradigm shift in scholarly attention.  New and varied theories suggesting the affective 

consequences leaders have on followers emerged, exemplified by a number of 

approaches.  Charismatic theory (House, 1977) suggested that there are charismatic 

leaders in organizations that influence followers’ trust and affection for the leader as well 

as heightening follower emotional involvement in the mission of the organization.  

Transformational leadership theory (Burns, 1978) went beyond earlier transaction 

theories, suggesting followers could be motivated to transcend their self-interests for a 

greater good of the group or organization.  Path-goal theory (House & Mitchell, 1974) 

suggested that leaders provide the necessary coaching and rewards that induce followers 

to deliver a high level of productivity in order to attain their personal goals.  Outstanding 

leadership theory (House & Podsakoff, 1994) sought to identify categories or dimensions 

that distinguish leaders who are effective from those who are ineffective at establishing 

emotional attachment, encouraging follower self-esteem, and developing trust. 

During this period, the issue of executive succession continued to receive 

somewhat sporadic attention in the literature relative to other aspects of organizational 

inquiry (Orosz, 1991).  However, the notion that the tenure of leadership had dramatic 

implications for organizations and for the people in them became well acknowledged 

(Kets de Vries, 1988; Miller, 1991; Vancil, 1987a).  This period has been referred to as 

the “growth phase” (Santora & Sarros, 1995) in the literature and is found generally in 

11 



 

five major strands of research.  Researchers examined successor origin, the 

characteristics of a successor, the frequency of succession events, the relationship 

between successors and their boards, and frameworks and typologies for succession 

(Kesner & Sebora, 1994). 

The 1980s ushered in a major expansion of the literature as well as an expansion 

of research interests associated with succession.  In addition to continued research 

exploring the themes above, scholars began to also look at the effects of succession on 

stock market reactions, succession planning, the process of succession, the consequences 

of succession on organizations and organizational members, and the notion of matching 

managers to jobs.  Kesner and Sebora (1994, p. 327) summarize the status of succession 

research by the early1990s: 

The increased attention (that has been given to succession) has created a diffused 

and often chaotic research stream.  Consequently, when it comes to executive 

succession, there is little that we know conclusively, much that we do not know 

because of mixed results, and even more that we have not yet studied. 

 

There is little to suggest that the literature has progressed much beyond that point 

to date (Rainguet, 1998). 

 

Frameworks for Organizing Inquiry into Executive Turnover 

 

Examination of the literature related to succession reveals a variety of attempts to 

organize the research into frameworks that facilitate its usefulness.  In one such effort, 

Rainey and Wechsler (1988) organized the literature into political and organizational 

domains.  Political theories regarding succession address issues of bureaucracy and 

policy, especially in public organizations.  Much of the work in this area has focused on 

succession as a result of the transfer of political authority.   

Along this vein, they distinguish transitions between administrations (the period 

of service of elected political executives and their appointees) from transitions between 

regimes (the terms of office of political executives).  They also discuss the differentiation 

between objective domains (variables related to antecedents and outcomes) and 
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subjective (related to the mind of the successor), or symbolic domains.  Wiersema (1992) 

refers to this subjective domain as the cognitive perspective of a successor. 

One of the more commonly reported frameworks used to describe the 

organizational implications of executive succession arranges the literature along three 

fundamental assumptions (Allen, Panian, & Lotz, 1979; Brown, 1982; Carroll; 1984; 

Friedman & Singh, 1989).  First, there are those who purport that succession is adaptive 

in nature and that it improves organizational performance.  The adaptive view of 

succession regards executive replacement as a rational, deliberate effort to realign the 

organization to its environment, generally as a result of changing conditions (Friedman & 

Singh, 1989; Katz & Kahn, 1978; Thompson, 1967).   

The adaptive view of succession contends that leaders make a difference.  Thus, 

replacing an existing leader with one that provides a more appropriate match of 

individual attributes to organizational needs is likely to improve internal and external 

alignments and, thus, organizational performance and success (Davidson, Worrell, & 

Cheng, 1990; Friedman & Saul, 1991; Sonnenfeld, 1988; Vancil, 1987b).   

A slightly different adaptive view places less emphasis on the importance of the 

individual leader.  Proponents of this view suggest succession is an important process for 

altering the social structure of an organization as well as for overcoming inertia, altering 

power relationships, and transforming political resistance in order to support strategic 

change (Goodstein & Boeker, 1991; Greiner & Bhambri, 1989; White, Smith, & Barnett, 

1997).   

A second group of scholars suggest that succession disrupts organizational 

performance.  The disruptive view of executive succession suggests that a new executive 

is likely to create organizational change that results in both internal and external 

destabilization and decreased organizational effectiveness (Allen et al., 1979; Friedman 

& Saul, 1991; Friedman & Singh, 1989).  Those who contribute to this stream of 

literature also suggest that leaders make a difference and generally argue that the 

replacement of a leader is driven by the perceived need for change.  They argue that new 

leaders are less capable of effectively creating change within existing coalignments of 

organizational and environmental actors than are incumbents and succession can improve 

those alignments. 
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A third view of succession regards the impact of an executive on organizational 

performance as limited, at best.  This stream of literature suggests that leaders are 

inconsequential to the effectiveness of an organization.  Therefore, the effect of replacing 

an executive is likely to result in no significant impact on the performance of an 

organization (Friedman & Singh, 1989; March, 1981).   

One of the early attempts to explain and describe this view can be found in 

Gamson and Scotch’s (1964) analysis of succession in the management of sports teams, 

in which they found no effect of succession on baseball team performance.  Their 

findings suggested that the replacement of managers was not intended to improve actual 

performance, but was a “ritual scapegoating” exercise intended to appeal to the 

perceptions of fans who regarded managers of teams as significant to team success. 

Despite the growing body of empirical work, researchers and scholars remain 

unable to reach consensus as to whether leadership succession makes a difference (Day & 

Lord, 1988; Friedman, 1986; Friedman & Singh, 1989; Friedman & Saul 1991; 

Wiersema, 1992).  Consequently, most prominent work in the field has focused not on 

whether replacing leaders makes a difference, but on analyzing the conditions under 

which succession may influence organizational outcomes and individual performance 

(Day & Lord, 1988) and there is sufficient evidence to support the notion that executive 

succession impacts organizational outcomes differentially (Wiersema, 1992).  In sum, the 

empirical research to date points to an array of variables which impact whether the effects 

of succession in any given case may be interpreted as adaptive, maladaptive, or 

inconsequential.  

 

Subjects of Succession Research 

 

As the body of literature on executive succession has grown, it has become 

possible to organize it into distinct areas of interest based upon the units of analysis of 

that research (Henderson, 1994; Orosz, 1991).  By far, the largest body of scholarly work 

reflects studies conducted in the private sector (Hall, 1989; Helmich, 1974; Lundberg, 

1986; Pfeffer & Davis-Blake, 1986; Schwartz & Menon, 1985).  As a subset of that 
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research, empirical studies involving sports teams comprise some of the earliest work in 

this area.   

Public sector research has evolved into a collection of studies that, in number, 

make it possible to organize those studies according to the layers of elected and appointed 

executives that comprise federal, state, and local government.  Also, interest in those who 

lead institutions of higher education has spawned empirical research. 

 

Private Sector Succession Research 

This body of literature has examined the relationships between succession and 

firm performance (Bommer & Ellstrand, 1996; Coughlan & Schmidt, 1985; Dalton & 

Kesner, 1985; Friedman & Singh, 1989; Puffer & Weintrop, 1991; Schwartz & Menon, 

1985), firm size (Boeker, 1992; Bommer & Ellstrand, 1996; Guthrie & Datta, 1997; 

Haveman, 1993), ownership and board composition (Boeker & Goodstein, 1993; 

Bommer & Ellstrand, 1996), market reactions to executive terminations (Lubatkin, 

Chung, Rogers, & Owers, 1989; Worrell, Davidson, & Glascock (1993), structure and 

strategy (Drazin & Kazanjian, 1993; Fondas & Wiersema, 1997; Miller, 1993; Tushman 

& Rosenkopf, 1996), consequences of firm acquisitions (Hambrick & Cannella, 1993; 

Walsh, 1988), and organizational mortality (Carroll, 1984; Haveman, 1993; Singh, 

House, & Tucker, 1986). 

Of particular interest to this research is the considerable interest in the private 

sector literature that deals with the decision to select an outsider versus an insider and the 

role of successor characteristics in that decision (Cannella & Lubatkin, 1993; Datta & 

Rajagopalan, 1998; Schwartz & Menon, 1985) as well as the effect that decision has on 

firm performance (Bommer & Ellstrand, 1996; Cannella & Lubatkin, 1993; Davidson, 

Worrell, and Cheng, 1990; Parrino, 1997; Wiersema, 1992; Worrell, Davidson, & 

Glascock, 1993).   

Most empirical research supports the notion that an outsider will likely be selected 

when firm performance is suboptimal (Osborn, Jauch, Martin, & Glueck, 1981) or when 

the need for organizational change is emphasized (Friedman & Saul, 1991; Greiner & 

Bhambri, 1989; Helmich, 1974; Lundberg, 1986; Schwartz & Menon, 1985).  However, 

Cannella and Lubatkin (1993) found in their study of 472 succession events in large 
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publicly traded firms, that the selection of an outsider in poor performing firms is 

moderated by sociopolitical forces inside the organization.  They found that when there is 

an acceptable heir apparent within the firm, poor performance alone will not necessarily 

result in an outsider selection.  Indeed, Guthrie and Datta (1997) found that both firm 

experience and functional experience of a Chief Executive Officer (CEO) were important 

to poorly performing firms, regardless of the origin of the successor chosen.  In a separate 

study of 120 U. S. industrial corporations, the firm’s historical precedents involving 

executive selection were found to have more influence over the selection of an outsider 

than the economic performance of the firm, firm age, ownership structure, or nature of 

the succession event (Ocasio, 1999). 

Wiersema (1992) examined the effect that selection of an insider versus an 

outsider has on changes in strategic corporate strategy in 146 of the 1,000 largest 

manufacturing firms in 1981.  She found that those firms that selected an outsider 

experienced significantly more change post-succession than firms with internally selected 

executives.  The notion that outsider selection may indicate an organization’s desire for 

change is supported in Parrino’s (1997) examination of 977 successions in 626 firms 

between 1969 and 1989.  He found that the high percentage of CEOs in his study 

replaced by outsiders is consistent with the notion that selection of an outsider signals an 

intention to break with the policies of the previous CEO.  

The impact of outsider selection also has a moderating effect on the message sent 

to important firm constituencies during and following a succession event.  Friedman and 

Singh (1989) found that market reactions to executive successions in large corporations 

vary widely in relation to the initiating forces leading to those successions.  This finding 

is supported in other research on the impact of initiating forces on internal and external 

constituencies (Friedman & Saul, 1991; Pfeffer & Davis-Blake, 1986).  

Davidson, Worrell, and Cheng (1990) studied 367 executive appointments in 

Fortune 500 companies over a 24-year period from 1963 to 1986 and found that, in 

addition to the successor’s origin (i.e., insider versus outsider), other key variables 

influence the effect succession has on the market.  Specifically, they found that outsider 

selection, prior firm performance, organizational size, and successor characteristics of 

age and education are linked to market reactions to a succession event.   
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Also well developed in the private sector literature is an appreciation for the 

dynamic nature of succession events including the impact of pre-arrival events on post-

arrival events, and the impact of both pre-arrival and post-arrival events on successor 

tenure (Gordon & Rosen, 1981). 

Whether or not organizations engage in meaningful succession planning has been 

shown to have a significant impact on the quality of the succession event (Friedman, 

1986; Friedman & Saul, 1991; Hall, 1989).  Hall (1989) found that in many firms, 

succession is often viewed as merely a "staffing" exercise which fails to place importance 

on matching leadership skills with organization needs.  Such an approach can limit the 

effectiveness of the succession event and foreshadow the tenure of the successor. 

Also, an incumbent often has some part in designing the process ultimately used 

for selecting a successor (Friedman, 1986; Vancil, 1987a).  The process inevitably should 

result in both the selection of the "best" person for the job and minimal disruption to the 

organization (Vancil, 1987a), however, such is not always the case.  Although the 

incumbent can often play a positive role in planning for succession, Kets de Vries (1988) 

describes the psychological drama experienced by executives stepping down that might 

negatively affect their behavior toward the process and the organization's interests.  He 

notes that inasmuch as many executives see their organizations as symbols of personal 

success, relinquishing control of an organization can cause a focus on one's own 

mortality and the loss of power that accompanies exit from such a post can have a 

negative effect on their willingness to ensure smooth transition with their replacements. 

The depth of such loss experienced by a departing CEO is often correlated to the 

tenure of that CEO (Kets de Vries, 1988, Miller, 1991).  Miller (1991) found that over 

time, a CEO becomes increasingly autonomous, accumulating the power to resist 

environmental influences.  The success that permits his tenure to continue adds to that 

power (Hambrick & Fukutomi, 1991; Miller, 1991), and having positioned key 

management personnel based on loyalty and homogeneous views further rigidifies his 

position.  The results of his work indicate that CEOs grow "stale in the saddle" over time, 

and eventually fail to match the organization with changes in the environment.  Thus, the 

greatest risk an organization faces as a result of extended CEO tenure is not 

obsolescence, but one of lethargy (Hambrick & Fukutomi, 1991).  Sonnenfeld’s (1988) 
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research over a five-year period involving fifty prominent business executives 

demonstrated that executives not only become stale in the saddle, but can in fact become 

toxic impediments to effective succession due to the heroic view they have of themselves. 

Once a successor has been chosen and put in place, a new set of dynamics is 

animated.  Gabarro (1985), in his study of 14 succession events, sought to describe the 

“phases” a new CEO goes through upon entry into the position and the dynamics of those 

phases that can impact the length of their tenure.  He found two striking conclusions 

about the process, which he referred to as "taking charge."  First, it takes considerable 

time for the process to complete.  Second, the process consists of five predictable, 

alternating phases of learning and action.   

He defines the taking charge process as one that involves the "learning and taking 

action that a manager goes through until he [or she] has mastered a new assignment in 

sufficient depth to be running the organization as well as resources and constraints allow" 

(Gabarro, 1985, p. 111). 

According to Gabarro, the first stage, taking hold, consists of acute action and 

learning on the part of the new CEO.  This period is characterized by intense evaluation 

and orientation to the new situation and typically lasts from three to six months.  This 

phase is critical for setting the tone for the rest of the process and critical to the success of 

the new CEO.  Griesemer (1988) built on Gabarro’s work to analyze the "establishing 

actions" of new city managers and supports Gabarro's conclusion regarding the critical 

importance of this phase on the ultimate tenure of an incumbent. 

The second phase, immersion, is a period of relative inaction in which new CEOs 

are learning much from their day-to-day interactions and conflicts, and questioning 

personnel assignments and other structural considerations of the organization.  In the 

cases he studied, the typical duration for this period ranged from 4 to 11 months. 

Following the introspection characterized by immersion, new CEOs typically 

engage in some form of reshaping of both processes and structure of the organization that 

characterize the third phase.  Generally, after 13 to 18 months, a new CEO will be 

anxious to reconfigure the organization in line with the conceptual decisions arrived at 

during immersion. 
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The fourth phase, consolidation, involves the final wave of action-oriented 

change.  This phase consists of efforts to carry through on those actions begun during 

reshaping.  During consolidation, any issues which are left unresolved and any new, 

previously unanticipated, issues which come up during reshaping are addressed. 

Following the first four stages, CEOs enter the final period of the taking charge 

process, refinement.  From this time on the CEO's learning will be more routine.  Any 

actions taken, other than as a result of unforeseen crises, will be incremental. 

Por and Evans (1991) focused on the first six months of a new CEO's tenure and 

concluded it constitutes the most critical stage of the process.  It is during this time that a 

CEO attempts to balance the need for action with the thoroughness of preparation.  They 

refer to this period as the "expectation window" during which expectations of the new 

CEOs performance are forming.  In their model which is limited to the first six months of 

a new CEO’s tenure, they suggest that the new CEO should move through three distinct 

phases.   

The first phase is referred to as "building knowledge" in which the CEO clarifies 

the organization's mandate, manages expectations, develops conventional and alternative 

sources of information, and, most importantly, avoids taking action.  The second phase is 

referred to as "building commitment" and involves the cultivation of a common direction 

and orientation within the organization.  Third, "taking action" involves concrete, 

purposeful organizational and personnel changes intended to reflect both decision-

making style and the goal orientation of the new CEO. 

Greiner and Bhambri (1989) conducted a clinical study of a new CEO's 

intervention in a multi-million dollar corporation which was the fifth largest distributor of 

liquefied petroleum gas throughout the U. S.  Their study allowed them to infer six 

phases of the leadership transition process.  Phase I involves replacing the existing CEO 

to create political uncertainty in the executive team.  Phase II is characterized by solving 

short-term performance problems to consolidate CEO power.  In Phase III the new CEO 

seeks to develop strategic consensus to secure executive team commitment.  In Phase IV 

the focus is on realigning structure with strategy and key people to form an integrated and 

dominant coalition.  In Phase V the CEO works to transfer leadership to middle 
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management to release talent and energy.  Finally, in Phase VI efforts shift to installing 

motivating systems to ensure consistent workforce behavior. 

Hambrick and Fukutomi (1991) propose a model of the phases, or "seasons," of a 

CEO's tenure.  Their model suggests the following five seasons: response to mandate, 

experimentation, selection of an enduring theme, convergence, and dysfunction.  They 

propose that executive tenures need to be modeled dynamically to explain the phases of 

executive attention and behavior as well as organizational performance.  One of the limits 

of this approach is that it posits a lengthy CEO tenure.  Their work is based on the notion 

that a CEO's paradigm is based on two distinct, but related, conceptual elements: schema 

and repertoire.  The schema includes a CEO’s conscious and unconscious beliefs, 

inferences, and experiences that he or she brings to the decision-making process.  

Repertoire is composed of a CEO’s skills and abilities. 

Hambrick and Fukutomi (1991) note that CEOs enter their positions with a high 

degree of commitment to their paradigms, then go through a period of open-mindedness 

and experimentation, and gradually begin a process of recommitment to either their 

previous or a new paradigm.  The relatively high level of change experienced as a result 

of succession by an outsider may be seen as reflecting differing paradigms. 

As an incumbent’s tenure lengthens, new forces come into play.  Ocasio (1994) 

examined 225 succession events from 1960 to 1990 from a random sample of 114 U. S. 

industrial corporations found in Moody’s Industrial Directory.  He examined the political 

dynamics of succession and found that CEOs suffer a “liability of experience” as their 

familiarity with past practices and politics increases the likelihood of contestation of their 

power over time due to increasing technical and political obsolescence.  

Research Involving Sports Teams.  Several efforts have been made within private 

sector studies to understand succession in sports teams.  Grusky’s (1963) study involving 

sixteen professional baseball teams is credited as the first of a number of succession 

studies involving sports teams and their leaders.  He found that turnover of head coaches 

was negatively associated with the percentage of games won by the team.  Allen, Panian, 

and Lotz (1979) conducted a similar study of all major league baseball teams from 1920 

to 1973 and supported those findings when they established a small, but statistically 
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significant, negative effect on team performance associated with succession of the head 

coach.   

However, Gamson and Scotch (1964) reanalyzed Grusky’s data and found that the 

performance of baseball teams is more a function of organizational variables that are not 

under the control of the manager and concluded that managerial firing is often a symbolic 

or “ritual scapegoating” exercise.  Their conclusion was supported by Eitzen and Yetman 

(1972) in their examination of data on 129 basketball teams between 1930 and 1970 and 

by Brown (1982) in his study of 26 NFL teams from 1970 to 1978.   

Pfeffer and Davis-Blake (1986) further demonstrated that the experience and 

ability of a successor coach will impact the team’s performance, not the succession event 

per se.  In their study of twenty-two basketball teams in the National Basketball 

Association (NBA), the measure of performance selected was the percentage of games 

won during the regular season of play (Pfeffer & Davis-Blake, 1986).  Their results 

confirmed that a successor's ability is an important predictor of post-succession 

organizational performance. 

Despite mixed conclusions about the relationship between succession and team 

performance, Carroll (1984) argues that the selection of sports teams as an area of 

succession research can be productive inasmuch as performance measures are 

unambiguous and available, and studies are easily replicated.  However, he also noted 

that the control mechanism for managing a sports team is usually through direct 

supervision rather than by the coordination of individuals through mutual adjustment.  

Thus, sports teams may in fact be more like work groups within organizations than 

hierarchical organizations and generalization of findings from this body of research may 

be seriously limited. 

 

Public Sector Succession Research 

Compared to efforts in the private sector, attempts to understand succession as an 

important public sector contingency have not produced the same breadth of analysis 

(Orosz, 1991; Wechsler & Rainey, 1988).  However, there is a sufficient body of 

literature to allow one to organize those efforts into research which has examined federal, 
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state, and municipal executives.  Additionally, some research has examined the 

transitions of educational administrators (Henderson, 1994; Orosz, 1991). 

Federal Succession Studies.  At the federal level, much of the research regarding 

executive succession has focused on the implications for presidential appointees and 

career managers who report to those political appointees.  A variety of concepts have 

been explored in that body of literature as they relate to the process of executive 

succession.  Of particular interest in research focusing on federal level succession is the 

consistent interest in the discontinuity created by succession (Covington, 1985; Haider, 

1981; Heclo, 1988; Ingraham, 1988; Joyce, 1990).   

The recurring theme throughout the literature at the federal level is that succession 

of top federal officials is inevitably an “in-and-outer system” with a mixed emphasis on 

political responsiveness and technical competence by virtue of the political affiliation of 

appointed officials and their relationship to the Office of the President (Heclo, 1988).  

Such an institutionalized revolving door creates organizational issues of concern to the 

efficient and effective operation of government.   

However, for other federal officials less directly identified through political 

appointment by the Office of the President, turnover has also been linked to a number of 

variables that point to the stress between political and career federal executives, such as 

the failure to develop or sustain the substantive content and normative orientation that 

comprise organizational memory (Covington, 1985), the resistance or receptivity to 

policy change by “careerists” (Ingraham, 1988), the lack of quality advice provided by 

staff in presidential decision-making during transitions (Haider, 1981), and to a style of 

interaction between political appointees and career bureaucrats that causes a lack of 

commitment and faith in one group by the other (Joyce, 1990; Young & Norris, 1988).  

In sum, the literature on federal executives largely examines the political dimensions of 

succession and focuses on the nature and consequences of the tensions created during the 

organizational change associated with a political regime change. 

Research on State Executives.  Efforts to examine succession at the state level 

have also looked at a variety of political dimensions related to the process.  The influence 

of executives who act as insider lobbyists due to their access to and influence with 

political officials (Abney, 1988), the formal appointment powers and informal influence 
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of an elected governor over state agencies (Sigelman & Dometrius, 1988), the nature of 

political appointments (Huefner & Nash, 1984; Roberts, 1988; Sherwood & Chackerian, 

1988; Weeks, 1984), their impact on organizational competence (Roberts, 1988), the 

relationship between outgoing and incoming administrations (Rogers & Halachmi, 1988; 

Weeks, 1984), and flexible salary-setting policies that attract political supporters into 

government service (Sherwood & Chackerian, 1988; Witt, 1988) have received attention.   

However, it is at this level of analysis that organizational context issues emerge in 

addition to the political dimensions as a recurring theme among the various scholarly 

works.  A wide range of approaches and variables have been considered among these 

works.  Succession has been examined in terms of its relationship to assuring legislative 

and executive branch capability following transitions (Bowman & Kearney, 1988), the 

effects of agency age and policy type on succession likelihood (Haas & Wright, 1989), 

and its relationship to the environment for change (Henderson, 1994).  

Studies at the state level have primarily analyzed governors (Holbrook, 1993; 

Huefner & Nash, 1984; Rogers & Halachmi, 1988; Sigelman & Dometrius, 1988; Weeks, 

1984; Witt, 1988) and exempt, unclassified, noncompetitive, management contract, 

senior executive service, and “at-will” gubernatorial appointees (Abney, 1988; 

Henderson, 1994; Orosz, 1991; Roberts, 1988; Sherwood & Chackerian, 1988; Witt, 

1988).  In addition, some career civil service positions at the executive level have been 

analyzed (Haas & Wright, 1989; Roberts, 1988).   

Haas and Wright (1989) found that turnover by state agency heads was higher 

among newly created agencies than among those agencies that older, “traditional” 

agencies.  Further, using Lowi’s (1972) typology of the character of organizations as 

redistributive, distributive, and regulatory they also found that turnover was higher 

among directors of “redistributive” agencies than among directors of “distributive” 

agencies. 

In an examination of policy-involved, high level appointed bureaucrats across all 

50 states (Roberts, 1988) those employees were found to serve as a buffer between 

political appointees and protected civil service employees and enjoyed more stability in 

tenure than political appointees. 

23 



 

Studies Involving Executives at Educational Institutions.  A growing number of 

studies have examined succession in schools and institutions of higher education.  Those 

studies have generally focused on superintendents (Glass, Bjork, & Brunner, 2000; 

Natkin, Cooper, & Fusarelli, 2002; Yee & Cuban, 1996), college presidents (Birnbaum, 

1988; Kirkland & Ratcliff, 1994) and deans at professionally oriented colleges and major 

state universities (Welsh & Dehler, 1986; Welsh & Slusher, 1986). 

Those studies have examined the process for selection (Birnbaum, 1988), the 

impact of that selection on organizational efficiency and effectiveness (Kirkland & 

Ratcliff, 1986), the tenure of incumbents (Glass, Bjork, & Brunner, 2000; Natkin, 

Cooper, & Fusarelli, 2002; Yee & Cuban, 1996), and on the impact of the resource 

environment on a successor’s political activities (Welsh & Dehler, 1986; Welsh & 

Slusher, 1986).  Welsh and Dehler (1988), in a study of the selection of new deans in 

several professional colleges of major state universities, underscore the influence of 

political activity that occurs during a succession event in an organization on post-

succession outcomes.    

Studies at the Municipal Level.  Studies at the municipal level have generally 

focused on city managers (DeHoog & Whitaker, 1990; DeSantis, Glass, & Newell, 1992; 

Feiock & Stream, 1998; Griesemer, 1988; Kaatz & Gabris, 1996; Lyden & Miller, 1976; 

Renner & DeSantis, 1994; Whitaker & DeHoog, 1991), mayors (Salancik & Pfeffer, 

1977), city department heads (Schall, 1997), and police chiefs (Enter, 1986; Penegor & 

Peak, 1992; Rainguet, 1998; Tunnell & Gaines, 1992; Witham & Watson, 1983; Witham, 

1984).   

Variables that consistently received attention at the municipal level but received 

little or no attention at the state and federal levels were the size of the governmental 

entity (DeSantis et al., 1992; Enter, 1986; Lyden & Miller, 1976), the influence of 

governmental structure on succession (Renner & DeSantis, 1994) and the establishing 

behaviors of newly appointed and elected executives (Griesemer, 1988). 

Succession Among City Managers.  Studies involving city managers have 

examined their tenure in relation to the “establishing actions” of new city managers 

(Griesemer, 1988), conflict within city government (Desantis et al., 1992; Lyden & 

Miller, 1976; Whitaker & DeHoog, 1991), the level of stability in a city (Kammerer, 
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Farris, DeGrove, & Clubock, 1962), leadership attributes of city managers (Kaatz & 

Gabris, 1996), role emphases of city managers (Fannin & Hellriegel; 1985; Newell & 

Ammons, 1987), relationships between city managers and mayors (Booth, 1968; Svara, 

1987), institutional constraints and community characteristics (Feiock & Stream, 1998), 

structural arrangements and election outcomes (Clingermayer & Feiock, 2001; Renner & 

DeSantis, 1994), the influence of political factors that “push” managers out and personal 

career factors that “pull” managers to another position (DeHoog & Whitaker, 1990), and 

the policy and management consequences of city manager turnover (Clingermayer, 

1995). 

DeHoog and Whitaker (1990) found that about two-thirds of the city manager 

turnovers in their study were a result of managers being pushed to leave as opposed to 

being pulled by some attraction to another position or retirement.  In a subsequent study 

involving 133 city managers in Florida, Whitaker and DeHoog (1991) examined the 

influence of conflict within a council and conflict between a council and its manager and 

found that almost half of the city managers in cities identified as having unstable politics 

were in office less than two years.  They further identified that conflict within a council 

did not influence city manager tenure unless the manager took sides with a faction that 

lost control of the council.  Lyden and Miller (1976) found no significant difference 

between city managers who left their positions and those who stayed in terms of their 

age, education, or the size of the city they served.  They did find that salary and manager 

turnover, as well as council relations and manager turnover were positively associated.   

Renner and DeSantis (1994) in their study of 776 U. S. cities with populations 

over 10,000 found that managers were less likely to turnover in jurisdictions that had 

stable political environments as measured by higher incumbent reelection rates and 

longer mayor tenure.  DeHoog and Whitaker (1990) further elaborated on the importance 

of local politics in manager turnover, finding that managers are most likely to be pushed 

from office when local politics are unstable, when they are very stable and the manager 

lacks full confidence of the city council, or when politics are very stable but the manager 

disagrees with the council about his or her policy role.   

However, the role of conflict in pushing managers from office is not completely 

supported in other research.  Kaatz and Gabris (1996) examined succession in 14 Illinois 
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cities and found that perceived city council conflict was not related to stability in 

manager tenure.  In a separate study of city managers in 110 Florida cities with 

populations over 10,000, Feiock and Stream (1998) shed further light on the nature of 

conflict leading to manager turnover.  They found that role conflict and partisan conflict 

did not have the effect reported in previous research.  However, conflict over racial, 

ideological, and growth issues did significantly shorten a manager’s tenure.   

Police Chief Succession.  Of particular interest to this research is the existing 

body of empirical literature on the position and role of police chiefs including research on 

police chief succession.  That research illuminates typologies describing the career paths 

of those who become police chiefs (Enter, 1986; Penegor & Peak, 1992), role sets of 

incumbent chiefs that affect their tenure (Witham & Watson, 1983; Witham, 1984), and 

political pressures and interference that affect the tenure of chiefs (Rainguet, 1998; 

Tunnell & Gaines, 1992).  In addition to being few in number, studies focusing on police 

chief succession have produced limited knowledge about succession among police chiefs.   

Enter (1986) studied police chiefs serving cities of 100,000 or more in an effort to 

determine how police chiefs come to their positions and the effects of career path on the 

strategic direction of an agency.  He discovered three general paths chiefs take to earn 

their positions.  First, “ultimate outsiders” are those who entered an agency as police 

chief from a federal or military law enforcement career, a multi-agency career involving 

both law enforcement and non-law enforcement experience, or from a non-police career 

directly related to law enforcement.  Second, “outsiders” are those who entered an agency 

following a career with one or more other police agencies.  Third, “insiders” are those 

whose career has been with a single agency and their appointment as chief culminated 

their rise through the ranks.  While the focus of his work was aimed at exploring the 

impact on the organization of each career path, he did find that insiders took the longest 

time to make chief, but had the longest mean tenure once they were selected for the 

position. 

In a second study of police chief origin and selection, Penegor and Peak (1992) 

examined the selection of 300 insider and outsider chiefs selected at random from 12 

states in the Pacific region of the country in an effort to discover variables affecting the 
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decision made by a hiring authority to select an outsider versus an insider for the position.  

Unfortunately, their research yielded little.  Among the independent variables analyzed, 

they found no statistically significant impact of community size, agency size, age, 

perceived role, or innovation on police chief selection decisions.  Indeed, their only 

statistically significant finding was that a significant number of outsiders had higher 

mean education levels. 

Witham and Watson (1983) and Witham's (1984) subsequent expansion of that 

effort were national studies that examined law enforcement executives at state, county, 

and municipal levels.  In both studies, the authors sought to describe what they referred to 

as the "role" and "role set" of typical law enforcement executives.  Witham and Watson 

(1983) operationally defined "role" as "the set of activities and expected behaviors 

associated with any position or office" (p. 69).  They later used that definition to 

summarize the nature of law enforcement executive work and concluded there are four 

primary roles critical to effective performance: (a) diplomat-liaison, (b) coordinator, (c) 

initiator of interactions, and (d) manager of change. 

Their efforts to identify the “role set” of an executive were aimed at identifying 

the significant groups with which a law enforcement executive must interact successfully 

in order to perform his/her job.  They identified five major groups of individuals in the 

typical role set of a law enforcement executive:  political, community, organizational, 

inter-organizational, and media (Figure 1).  Of particular interest to this research is their 

finding that these groups are significant to a police executive’s success while in office. 

Political members of a role set include elected officials with whom an executive 

interacts on a regular basis.  Community members are those non-governmental members 

of a jurisdiction with whom a law enforcement chief executive interacts.  Business, civic, 

and religious leaders are prominent among this group of significant officials.  

Organizational members comprise key subordinates, union officials, and other 

department personnel with whom the executive has direct and regular contact.  Inter-

organizational members are those other governmental executives, particularly criminal 

justice executives, with whom the executive must routinely conduct business.  Media 

members include those representatives of the print and electronic media who cover law 

enforcement stories in the executive’s jurisdiction. 
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Figure 1.  Witham and Watson’s role set for law enforcement executives. 
 

 

Rainguet (1998) used a case-study approach to examine the occupational life 

histories of ten incumbent or recently departed chiefs of police who had left a police chief 

position within the previous 5 years in order to determine causal factors influencing 

police chiefs to leave their positions in the state of Colorado.  His representative sample 

included only one chief who had been fired.  The other chiefs left their positions due to 

political struggles, career opportunities, retirement, or family and/or physical health 

issues.  

He focused on the relationship between department size, police chief age, 

education, and tenure on turnover.  He found no significant relationship between 

department size and tenure or between department size and turnover.  Further, neither 

police chief age nor tenure were significant determinants of turnover.  He did find some 

consistent themes across his cases, however.  Lack of support from city officials, lack of 

job security, and political difficulties inside and outside the organization did influence 

police chief turnover in his study. 
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The relationship between a police chief and city officials, as well as the political 

nature of the position, have been important areas of interest (Lewcock & Barba, 1988; 

Seiffert & Culverhouse, 1988).  One study directly examined the political pressure among 

115 incumbent Kentucky police chiefs (Tunnell & Gaines, 1992).  Current chiefs were 

asked to state the reason(s) for their predecessors' departures from office.  The authors 

concluded that over 50 percent of chiefs who had left office were forced to leave by 

elected politicians.  It should be noted that all Kentucky cities operate under strong mayor 

forms of government.  Mayors are elected every four years and subsequently appoint 

their police chiefs.  The appropriateness of generalizing these conclusions to Florida may, 

therefore, be somewhat limited. 

However, Tunnell and Gaines (1992) identified several specific areas in which 

political pressures are exerted on police chiefs which may be generalizable: (a) hiring of 

officers, (b) promotion or demotion of officers, (c) selective enforcement of specific 

laws, (d) personnel assignments to desirable units, and (e) provision of services to special 

interest groups or selected individuals in the community.   

These findings regarding political pressures are supported in other research 

(Andrews, 1985) linking such pressures and interference to cynicism among the police 

and, ultimately, the loss of citizens' confidence in the objectivity and integrity of the 

police.   

One of the most obvious ways to exert political influence over a police 

department is to exert influence over the man or woman who serves as chief of police 

(Mastrofski, 1988).  The selection and/or removal of a police chief is the ultimate 

expression of such influence. 

 

Conclusions from the Literature 

 

It is readily apparent that as a whole, the body of literature regarding executive 

succession represents a wide range of academic disciplines.  It may be argued that the 

various political, micro-economic, and sociological approaches that have been used to 

examine all facets of succession underscore the complexity of the phenomenon.  Indeed, 

it has been shown here that each has revealed unique insights into succession across 
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public and private sector organizations and within levels of governmental agencies found 

within the public sector. 

Unfortunately, it may also be argued that the research conducted to date remains 

fragmented, incomplete, and inconclusive.  Certainly, this is the case when examining the 

few studies involving municipal police chiefs 

The literature on executive succession thus stands as a broad collection of work 

with no common theoretical framework or foundation.  That is not to imply that work in 

this area has not been useful.  Indeed, it has a productive root system that has led to a 

number of identifiable offshoots.  However, it is clear that there are a number of ways 

one might contribute to the existing body of literature in a meaningful way.  

King, Keohane, and Verba (1994) provide useful guidance around which to frame 

the contribution this research will make to the field of executive succession.  They 

identify at least six ways researchers can make a meaningful contribution to the literature.  

First, one may choose to examine a hypothesis that is seen as important by scholars in the 

field but for which no one has completed a systematic study.  Second, one may challenge 

an accepted hypothesis found in the literature as false and conduct research to confirm 

that it is indeed false.  Third, one may attempt to resolve a controversy in the literature by 

contributing evidence to one side of that controversy.  Fourth, one may attempt to 

evaluate assumptions in the literature that have remained unquestioned.  Fifth, one may 

argue that some important area has been overlooked in previous work and conduct 

research into that area.  Finally, one may argue that theories or evidence originally used 

for some purpose in one body of literature could be used to understand an apparently 

unrelated problem in another literature and conduct a study using those theories or 

evidence. 

In attempting to identify how this research will contribute to scholarly work on 

executive succession, this author chose the latter strategy.  Specifically, this research will 

use a thesis originally developed by Granovetter (1985) suggesting that actors in 

organizations are “embedded” in a network of social relations to describe and explain 

how various aspects of that embeddedness may affect the tenure and turnover of Florida 

police chiefs.   
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Granovetter’s work made an explicit contribution to network theory, and has not 

been used to explore the phenomenon of executive succession.  However, it will be 

argued that using Granovetter’s work is a useful way to understand the dynamics present 

in the relationships a police chief has in his/her “role set” (Witham & Watson, 1983) that 

have remained unanswered. 

 

Granovetter’s Embeddedness Thesis 

 

O’Toole (1997) notes that networks have not been considered a serious line of 

empirical inquiry in the field of public administration.  However, he suggests that public 

administration takes place in a setting of increasingly networked actors who must rely on 

each other without the ability to compel those others to comply with their wishes.  The 

glue that binds together actors in networked relationships includes exchange 

relationships, authority bonds, and coalitions simply based upon common interests.   

Existing within a context that requires achieving ambitious objectives with 

dispersed power makes the notion of understanding networks an important area of inquiry 

in the field of public administration.  Increasingly, public officials deal with what 

O’Toole (1997) refers to as “wicked problems” that cannot be handled by dividing them 

up into simple pieces and resolved one at a time.   

Granovetter (1985) suggests that in explaining the behaviors of actors in 

networks, classical and neoclassical economics often propose an under-socialized 

conception of human behavior.  Further, economists argue that action assuming social 

relations only minimally affect rational, self-interested behavior.  In this view, people are 

“atomized” and act out of a narrow pursuit of self-interest.  Conversely, he notes that 

sociologists often propose an over-socialized conception of human behavior and action.  

This view sees people as overwhelmingly sensitive to the opinions of others and therefore 

obedient to the group.   

In contrast, he suggests that actors engage in purposive actions that are embedded 

in ongoing systems involving social relations and that behaviors are so constrained by 

those social relations that to view them as independent would be a mistake.  Thus, people 

do not behave in certain ways or make rational self-interested decisions outside of their 
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social context.  Likewise, they do not behave in a manner that would have them slaves to 

a script written for them by a particular intersection of social groups that they happen to 

be members of.  Their actions are instead constrained by and embedded in concrete, 

ongoing systems of social relations.   

Perhaps more important for this research, an accurate understanding of informal 

networks can itself be a base of power, above and beyond the power attributable to a 

specific position (Krackhardt, 1990).  Understanding power is not only important for a 

political actor in an organization, it is also important for those who have power to 

understand the political lay of the land.  Specifically, it is important to know how much 

and what kinds of power others have.   

Krackhardt (1990) suggests that power accrues not only to those who occupy 

central network positions but also to those who have an accurate understanding of the 

network in which they are embedded.  One who has knowledge of where network links 

are can have a substantial advantage over those who do not.  This information helps 

identify where coalitions are, how large they are, and where their support comes from, 

giving one an edge in anticipating resistance and mobilizing support.   

The idea that police chiefs exist within an identifiable network of social relations 

has been well documented in at least one national study.  Witham and Watson (1983) 

found a well-defined “role set” of actors with whom a police executive must successfully 

interact in order to perform his or her job effectively.  That role set was confirmed as 

relevant to Florida police chiefs in a later study (Murdaugh, 1993).   

This research will suggest that testing various propositions related to the notion 

that a Florida police chief is embedded in a network of social relations with actors that 

can affect that chief’s tenure will enhance our knowledge of succession among Florida 

police chiefs.  It will be suggested that those actors can be identified as the role set of a 

police chief, and that a chief’s role set comprises the important nexus of actors with 

whom that police chief interacts in solving the “wicked problems” of a municipal police 

department. 
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CHAPTER 3 

CONCEPTUAL FRAMEWORK 

 

It has been established that a police chief interacts with a number of individuals 

and groups (Witham & Watson, 1984) on issues of importance and that there is a political 

nature to those interactions that may affect their tenure (Rainguet, 1998).  It is suggested 

here that we may learn more about the effects of those interactions and pressures when 

we examine their relative strengths within the well-defined set of embedded social 

relations (Granovetter, 1985) that comprise the role set of a police chief.   

The model proposed in this research includes a number of variables reflecting the 

nature of interactions of an incumbent police chief within a defined set of social relations 

in a municipality that may affect the chief’s tenure and affect the nature of his or her 

departure from office.   

These variables impact the odds that a chief will be permanently replaced in a 

city, but their ultimate effect on that outcome is the result of the cumulative effect of 

hundreds of discrete interactions with individuals comprising the police chief’s role set 

over time.  These variables will be described as social relations variables in the model. 

However, it is also suggested that there is a separate set of variables that affect a 

chief’s tenure and the nature of his or her separation from office that are found in the 

institutionalized context of a municipality within which a police chief operates.  Unlike 

the previous set of variables, the impact of these variables is not the result of the social 

interactions of a police chief.   

Rather, they represent the “hand” a police chief has been dealt through actions 

and events over which the chief has no control.  They are, to some degree, “path 

dependent” (North, 1990) inasmuch as the extent to which they influence the permanent 

change of a police chief in a city is shaped by both formal and informal decisions that 

were made at some time in the past.  These variables will be described as institutional 

context variables in the model. 
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Thus, this research will suggest that a general model of turnover among Florida 

police chiefs should include both social relations variables and institutional context 

variables (see Figure 2).  Further, a model of police chief succession would be incomplete 

without an explicit acknowledgment of both the variables that form the institutional 

context within which a succession event occurs and those that comprise the dynamic 

social relations related to the event. 

The general research question to be addressed by this research follows.  What is 

the relationship between social relations and institutional context as independent 

variables and police chief succession as the dependent variable?  This question allows us 

to more clearly formulate the following research questions that will be addressed by this 

study:  

• What is the relationship between social relations and police chief 

succession?   

• What is the relationship between institutional context and police chief 

succession?   

• What is the joint relationship between social relations, institutional 

context, and police chief succession? 

 

Social relations 

variables 

 

Police chief 

succession 

 

Institutional 

context variables 

     Figure 2.  General Model of Police Chief Succession. 
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In a very general sense, it will be argued that either set of variables may, 

independent of the other set, cause the permanent replacement of a police chief in a given 

municipality.  However, it will be argued that a model incorporating both sets of 

variables will have far greater explanatory power in examining police chief succession. 

It is relatively easy to find anecdotal examples of instances where police chiefs 

who seem to have job situations that are the envy of other police chiefs left office 

involuntarily or under pressure due to poor relationships with key people in their cities.  

Alienating important local politicians and the media, for example, might not be in the 

best interest of a police chief who seeks a long tenure in office.   

Conversely, there are ample anecdotal examples of instances where police chiefs 

left office due to circumstances that were beyond the control or direct influence of those 

chiefs.  For example, more than one police chief’s career has been adversely impacted 

because of the lack of adequate resources to provide police services in a community or 

because of actions by a single officer that caused the community to lose confidence in 

that department and the leadership of that department. 

Thus, this research will test a model that incorporates both social relations and 

institutional context variables to determine the extent to which they offer an explanation 

of the phenomenon of succession among police chiefs in Florida. 

 

Social Relations Variables 

 

For over 100 years, those interested in government have endeavored to understand 

the relationship between politics and administration in the delivery of public services 

(Svara, 1985).  Some characterize this issue as a dichotomy, with politics and 

administration occupying mutually exclusive spheres of influence and activity (Geller, 

1991).  For others, government officials operate along a continuum on which politics is at 

one end and administration is at the other.  This latter view suggests that an executive is 

involved in a wide range of activities along a continuum regarding mission, policy, 

administration and management issues (Svara, 1985). 

For local law enforcement executives, this debate has a rich historical significance 

(Hudnut, 1985; Swanson et al., 1993).  While politics has influenced all government 
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activities since early in the 20
th

 century, it has had a particularly powerful and long 

lasting impact on the administration of law enforcement agencies (Geller, 1991; Roberg 

& Kuykendahll, 1993).  Indeed, since the early 1900s, calls for the elimination of politics 

as a variable affecting the administration of justice have been persistent (Geller, 1991; 

Swanson et al., 1993; Tunnell & Gaines, 1992). 

For many in law enforcement, the word “politics” is imbued with qualities at two 

opposite extremes: either as the promotion of partisan interests above the public good or 

as the democratic process that provides governance to all citizens (Fraser, 1985); either as 

the issue of “who gets what” or as the normal affairs of government in a free society 

(Leonard, 1980).  The result of this debate has been a pervasive effort on the part of many 

law enforcement executives, both appointed and elected, to insulate themselves from the 

influence of other appointed and elected officials.   

While the political nature of the position of police chief (Lewcock & Barba, 1988; 

Seiffert & Culverhouse, 1988) and political pressures on police chiefs (Tunnell & Gaines, 

1992) have received attention in the literature, only one study to date examined the extent 

to which those activities and relationships of a police chief that might be characterized as 

political in nature influence the manner in which the permanent replacement of a police 

chief occurs.  That study reported the significance of political activities for police chief 

tenure in strong mayor forms of municipal government (Tunnell & Gaines, 1992), but 

tells us little about the effects of those activities in other structural forms of governance 

found more often across Florida cities.   

The notion that there are key constituencies in any given city that a police chief 

must work with is well established (Hanna, 1987, Mastrofski, 1988; Witham & Watson, 

1983).  While a police officer at any rank interacts with many people in a community, 

one of the most significant changes that takes place to law enforcement officials when 

they become police chiefs is the nature of those interactions and relationships with key 

groups and individuals (Witham, 1984).   

It is when one becomes a police chief that normal, daily personal interactions shift 

from an internal focus on departmental employees to more of an external focus on 

constituencies who look to the police chief as the spokesperson for the city on matters of 

police policy (Skolnick & Bayley, 1986).  A police chief’s attention expands beyond the 
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narrow scope of delivering municipal police services to the broader role policing plays in 

municipal problem solving (Kirchhoff, 1999; Kitzman & Stanard, 1999).  Further, chiefs 

undergo a major personal change as their boss is, for the first time, not a fellow police 

officer.   

In order to explore the role of these activities in police chief succession, the model 

put forth by Witham and Watson (1984) identifying a police chief’s role set will be 

incorporated into this research.  They identified five major groups of actors in a typical 

role set for law enforcement executives:  political officials, community leaders, 

department employees, criminal justice executives, and the media.  For purposes of this 

study, it is suggested that each of the five groups independently influence the permanent 

change of police chiefs across Florida. 

The use of this model will permit us to focus on those key individuals with whom 

such interactions take place.  The key groups identified in their national research were 

also found to be key groups of interest to Florida police chiefs in a later study 

(Murdaugh, 1993), thus reinforcing their relevance to a study of police chief succession 

in Florida.   

However, the Witham and Watson model does not incorporate the unique and 

specific power of the relationship between a police chief and his or her hiring authority 

that other work has found to be of significance (Mastrofski, 1988).   

Thus, the model proposed here will modify Witham and Watson’s work to 

incorporate the addition of a police chief’s hiring authority as a sixth key relationship in a 

police chief’s role set. 

It is suggested that individuals from each key group interact directly with the 

police chief and with individuals from each of the other groups in a municipality.  

Further, a police chief in a given municipality is embedded in that network of relations 

with individuals representing key groups such that the chief’s relationship with his or her 

city manager or other hiring authority, political officials, community leaders, police 

department employees, other criminal justice executives, and the media comprise an 

important set of variables that affect the manner in which the permanent change of a 

police chief ultimately occurs in that city (see Figure 3).  
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Figure 3.  Model of Social Relations Variables that Impact Police Chief Succession 

 

 

Quality of relationship with hiring authorities 

Research Question 1: What is the relationship between the quality of relationships 

with hiring authorities and police chief succession? 

The majority of cities in Florida are structured using city managers as hiring 

authorities of police chiefs and far more is known about the relationship between police 

chiefs and city managers as hiring authorities than is known about their relationship with 

hiring authorities found in other forms of governance.   

Under city manager systems, the decision to hire or fire a police chief is made by 

the city manager (Brown, 1985; Kleman & Tucker, 1988).  In addition to competence, 

managers consider a range of community issues when selecting a chief such as 

community size, demographics, political traditions, and perceptions about the department 

(Kelly, 1975).   
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Further, it is often noted that a manager considers philosophical alignment and 

compatible management styles between the chief and the manager when selecting a chief 

(Lewcock & Barba, 1988).   

Although not much has been reported about hiring authorities in other forms of 

governance, the conclusions regarding issues considered by city managers as hiring 

authorities are consistent with at least one study of police chiefs employed in cities 

organized using strong mayor forms of municipal governance (Tunnell & Gaines, 1992).    

It has been reported that a police chief’s relationship with the city manager is a 

critical factor in the chief’s success and tenure (Ehrenhalt, 1990; Kleman & Tucker, 

1988), but little has been done to test its significance.  However, it has been shown that 

city managers have a vested interest in how well police chiefs perform, as their own 

tenure may be adversely affected by perceived ineffectiveness of the municipal services 

in their cities (DeSantis et al., 1992; Whitaker & DeHoog, 1991).   

While the potential impact on a hiring authority other than a city manager might 

not be as direct if a police chief does not perform well, the notion that any hiring 

authority will have a vested interest in the performance of the individual he or she 

selected remains a valid argument (Tunnell & Gaines, 1992). 

Thus, it is suggested that the nature of the personal relationship between a police 

chief and a hiring authority is an important explanatory variable regarding police chief 

tenure.  Specifically, it is suggested that a relationship exists such that the more positive a 

police chief’s relationship is with his or her city manager or other hiring authority, the 

less likely that chief will leave office involuntarily, to include being coerced or pressured 

to leave. 

Hypothesis 1: The more positive a police chief’s relationship is with the city’s 

hiring authority, the less likely it is that police chief will leave office involuntarily. 

 

Quality of relationship with key political officials   

Research Question 2: What is the relationship between the quality of relationships 

with political officials and police chief succession? 

Nested in the municipal governmental structure, a police chief is employed by 

officials who are empowered to directly influence the mission of the police department 
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(Enter, 1986; Tunnell & Gaines, 1992).  Because of the prominence and impact of police 

policy on a community, there exists in every interaction the potential for tension between 

the independence necessary for the provision of professional police services and the 

political control required to ensure individual rights are safeguarded (Brzeczek, 1985; 

Geller, 1991; Roberg & Kuykendahll, 1993; Stephens,1992).     

It is suggested that a police chief’s relationship with key political officials and the 

nature of how that chief leaves office are correlated such that the more positive the nature 

of those relationships, the less likely the chief will leave office due to involuntary 

reasons, to include being coerced or pressured to leave. 

Hypothesis 2: The more positive a police chief’s relationship is with key political 

officials, the less likely it is that police chief will leave office involuntarily. 

 

Quality of relationship with leaders of key community groups 

Research Question 3: What is the relationship between the quality of relationships 

with community leaders and police chief succession? 

Democratic governance requires that a municipal executive have the public trust 

of those served by his or her organization (March & Olsen, 1995).  Indeed, any police 

agency that intends to be effective in carrying out its mission must have the support of the 

community it serves (Pogrebin & Regoli, 1986).  That support will exist if community 

leaders know, understand, and agree with the mission and goals of the police department 

and the leadership provided by its police chief.   

It is suggested that a police chief’s relationship with leaders of key community 

groups and the nature of how that chief leaves office are correlated such that the more 

positive the nature of those relationships, the less likely the chief will leave office due to 

involuntary reasons, to include being coerced or pressured to leave. 

Hypothesis 3: The more positive a police chief’s relationship is with leaders of 

key community groups, the less likely it is that police chief will leave office involuntarily. 

 

Quality of relationship with department employees   

Research Question 4: What is the relationship between the quality of relationships 

with department employees and police chief succession? 
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The sworn employees of a police agency have the authority and ability to exercise 

enormous discretion.  Central to the effective operation of a police agency is the police 

chief’s role in establishing the parameters for sworn police officers within which they 

may properly exercise that discretion (Delattre, 1994).   

In order to set those parameters within the context of the mission of the agency, 

direct and effective communication between the chief and the police department’s 

employees must occur, and the employees must understand, comply with, and support the 

policies of the police chief. 

It is suggested that a police chief’s relationship with department employees and 

the nature of how that chief leaves office are correlated such that the more positive the 

nature of those relationships, the less likely the chief will leave office due to involuntary 

reasons, to include being coerced or pressured to leave. 

Hypothesis 4: The more positive a police chief’s relationship is with department 

employees, the less likely it is that police chief will leave office involuntarily. 

 

Quality of relationship with other criminal justice executives   

Research Question 5: What is the relationship between the quality of relationships 

with other criminal justice executives and police chief succession? 

Success at any level of government is widely acknowledged to be dependent upon 

the effectiveness of relationships established and maintained with other government 

officials (Buckwalter, 1985; Salant, 1994; Wright, 1988).  Particularly salient to a police 

chief is the importance of relationships with other criminal justice executives (Witham, 

1984). 

It is suggested that a police chief’s relationship with other officials in other 

criminal justice organizations and the nature of how that chief leaves office are correlated 

such that the more positive the nature of those relationships, the less likely the chief will 

leave office due to involuntary reasons, to include being coerced or pressured to leave. 

Hypothesis 5: The more positive a police chief’s relationship is with other 

criminal justice executives, the less likely it is that police chief will leave office 

involuntarily. 
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Table 1.  Social Relations Research Questions and Related Hypotheses 

 

Specific Research Question Related Hypothesis 

Q1: What is the relationship between the quality of 

relationships with hiring authorites and police chief 

succession? 

H1: The more positive a police chief’s relationship 

is with the city’s hiring authority, the less likely it is 

that police chief will leave office involuntarily 

Q2: What is the relationship between the quality of 

relationships with political officials and police chief 

succession? 

H2: The more positive a police chief’s relationship 

is with key political officials, the less likely it is that 

police chief will leave office involuntarily 

Q3: What is the relationship between the quality of 

relationships between community leaders and police 

chief succession? 

H3: The more positive a police chief’s relationship 

is with leaders of key community groups, the less 

likely it is that police chief will leave office 

involuntarily 

Q4: What is the relationship between the quality of 

relationships with department employees and police 

chief succession? 

H4: The more positive a police chief’s relationship 

is with department employees, the less likely it is 

that police chief will leave office involuntarily 

Q5: What is the relationship between the quality of 

relationships with other criminal justice executives 

and police chief succession? 

H5: The more positive a police chief’s relationship 

is with other criminal justice executives, the less 

likely it is that police chief will leave office 

involuntarily 

Q6: What is the relationship between the quality of 

relationships with the media and police chief 

succession? 

H6: The more positive a police chief’s relationship 

is with the media, the less likely it is that police 

chief will leave office involuntarily 

 

Quality of relationship with the media   

Research Question 6: What is the relationship between the quality of relationships 

with the media and police chief succession? 

Unlike interactions with other groups, a police chief’s involvement with the media 

is comparatively less about what an agency is “doing” in a proactive sense to assure it 

meets the needs of a community and more about managing the agency’s public image 

(Delattre, 1994).  This is not to suggest that the media is not interested in the mission of 

the agency, nor is it suggested that a police chief does not engage in proactive 

interactions with the media.   

Rather, more frequent interactions between a police chief and the media will 

likely be generated by situations or circumstances involving the police department that 

the police chief will be asked to explain or defend.  The relationship between the chief 

and the media will be shaped by those interactions. 
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It is suggested that a police chief’s relationship with the media and the nature of 

how that chief leaves office are correlated such that the more positive the nature of those 

relationships, the less likely the chief will leave office due to involuntary reasons, to 

include being coerced or pressured to leave. 

Hypothesis 6: The more positive a police chief’s relationship is with the media, 

the less likely it is that police chief will leave office involuntarily. 

The specific research questions and related hypotheses proposed in this research 

regarding the relationship between social relations and police chief succession are 

summarized in Table 1. 

. 

Institutional Context Variables 

 

Police chiefs in Florida perform their roles within a complicated set of 

organizational and institutional constraints.  Some of those constraints may be more 

salient to their tenure than others.  It is suggested that the following comprise important 

explanatory variables that affect the permanent change of police chiefs in Florida.   

Specifically, it is suggested that the stability of a city’s political environment, the 

perceived effectiveness of the police department, a police chief’s career path, the human 

resources available to a chief compared to other municipalities in Florida, the tenure of a 

police chief, and the structure of municipal governance of a given city each provide a 

partial explanation of turnover among police chiefs (see Figure 4). 

It should be noted that, unlike the other variables included in the model, the 

influence of a police chief’s career path may have begun with employment that occurred 

prior to the chief’s employment with the city.   

The influence of all the other variables suggested in this model may be found 

within the institutional environment of a given city that the chief is employed by.  Each 

of the variables impact the manner by which the permanent replacement of a Chief of 

Police occurs. 
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Figure 4.  Model of Institutional Context Variables that Impact Police Chief Succession 

 

 

Stability of the city’s political environment 

Research Question 7: What is the relationship between political stability in a city 

and police chief succession? 

Municipal appointed and elected officials have a legitimate stake in the 

prioritization of administrative issues in all city agencies, especially police departments.  

First, police departments are created and funded by municipal officials, and compete with 

other city agencies with diverse and often conflicting interests for scarce funding 

(Leonard, 1980).  Second, both the nature and scope of services provided by police 

departments are invariably the subject of political decisions in the sense that those efforts 

use taxpayer dollars to provide government service (Geller, 1991).   

However, there is a fine line between legitimate and appropriate efforts to hold 

the police accountable for their actions and to define the policy priorities of the police on 

the one hand, and inappropriate interference into the affairs of a city police department on 

the other hand (Andrews, 1985; Guyot, 1988).   

In previous succession research, conflict between a city’s elected leadership and a 

city manager has been linked to shortened tenure of city managers in both direct and 
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indirect ways (Feiock & Stream, 1998; Kammerer et al., 1962; Renner & DeSantis, 1994; 

Whitaker & DeHoog, 1991).  Due to the important role of police policy and actions in a 

community it is suggested here that such conflict may also reasonably affect the 

likelihood of and the manner by which a police chief would leave office.   

Specifically, it is suggested that a linear relationship exists such that as the 

stability of a city’s political environment decreases, the likelihood that a police chief will 

involuntarily leave office will increase, to include being coerced or pressured to leave. 

Hypothesis 7: A police chief in a city with a stable political environment will be 

less likely to leave office for involuntary reasons than a police chief in a city with an 

unstable political environment. 

 

Police department effectiveness   

Research Question 8: What is the relationship between police department 

effectiveness and police chief succession? 

While studies found in the private sector literature offer findings and conclusions 

about the nature of the relationship between succession and the effectiveness of firms as 

measured either by their economic performance (Bommer & Ellstrand, 1996; Friedman & 

Singh, 1989) or by the outcomes of sporting contests (Allen et al., 1979; Grusky, 1963), 

public sector studies focus more on the political and sociological nature of succession.   

Consequently, the role that the performance of public organizations plays in 

succession among public sector executives is less explicit in the literature.  However, the 

issue of how effectively an organization performs is either implicitly or explicitly central 

to all scholarly works involving the study of organizations (Cameron, 1984; Griesemer, 

1995; Lewin & Minton, 1986; Whetton & Cameron, 1994).   

Like other public organizations (Bedeian, 1986; Campbell, 1977; Hitt, 1988), 

police department effectiveness has an elusive quality that has been largely ignored in the 

literature.  However, Hatry, Blair, Fisk, Greiner, Hall, and Schaenman (1992) examined a 

number of municipal service bundles explored in prior work and propose that there are 

some common measures of police agency effectiveness in a community to include:  
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deterrence and/or prevention of crime, apprehension of offenders, and perceived 

responsiveness to calls for service.   

It is suggested that the perceived effectiveness or ineffectiveness of a police 

department affects the manner by which a department’s police chief will leave office.  

Specifically, it is expected that a linear relationship exists such that as perceived 

effectiveness of a police department increases the likelihood that a police chief will leave 

involuntarily, to include being coerced or pressured to leave, will decrease. 

Hypothesis 8: A police chief of a department that is viewed as effective will be 

less likely to leave office due to involuntary reasons than a police chief of a department 

viewed as ineffective. 

 

Career Path   

Research Question 9: What is the relationship between police chief career path 

and police chief succession? 

Successor origin received considerable attention in the private sector literature as 

an important area of inquiry (Cannella & Lubatkin, 1993; Schwarz & Menon, 1985).  In 

that literature, the primary distinction was whether the successor was chosen from inside 

the firm or from outside and, in some cases, whether a successor came from like firms or 

from different industries or sectors.   

Interest in the origin of executives in the public sector has received more limited 

and indirect attention at both the federal (Heclo, 1988) and state levels (Bowman & 

Kearney, 1988).  However, it received attention in at least one study on police chiefs in 

particular.  Enter’s (1986) work gives specific insight into successor origin for police 

chiefs.  Although his work was descriptive, he developed a useful typology of career 

paths as he attempted to explain the influence of police chief career paths on police chief 

innovation, managerial skill, and professionalism.  In his findings, he reported a 

correlation between career path and tenure. 

The model proposed in this research incorporates Enter’s (1986) typology to test 

whether the career path one takes to become a Chief of Police in Florida influences the 

manner by which that chief will leave that office.  Specifically, career path will be 

operationalized using Enter’s (1986) typology and categorized as insider, outsider, or 
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ultimate outsider.  While he offered nothing more than descriptive statistics, he did find 

that insiders had longer mean tenures than either of the other two groups.   

That finding suggests insiders may have more stability during their tenure.  If that 

is the case, it may influence the manner in which they leave office.  In predicting the 

effect of career path on police chief turnover, it is expected that those police chiefs who 

come “up through the ranks” in a given police department will be less likely to leave 

office involuntarily, to include being coerced or pressured to leave, than either outsiders 

or ultimate outsiders. 

Hypothesis 9: A police chief selected from inside the organization will be less 

likely to leave office involuntarily than a police chief selected from outside the 

organization. 

 

Resource environment  

Research Question 10: What is the relationship between the resource environment 

of a city and police chief succession? 

The size of a municipal government has been examined in prior works 

considering the tenure of both city managers (DeSantis et al., 1992; Lyden & Miller, 

1976) and police chiefs (Enter, 1986).  In one study of city manager succession Griesmer 

(1988) found city size was an important variable that influenced the importance city 

managers placed on their “establishing actions” upon taking office.  In a separate study of 

city manager succession, Feiock and Stream (1998) found a small effect of city size on 

city manager turnover.   

In studies of police chief selection, city size has been examined regarding its 

relationship to the decision by a city manager to select from inside the police department 

or recruit from outside for professional managers.  However, findings across studies 

involving municipalities have been inconclusive and contradictory.   

Regarding city size and police chief selection, Enter (1986) found that city size 

was linked to the decision to hire from outside the police department, but Penegor and 

Peak (1992) found no statistically significant relationship between either community size 

or agency size and the decision to hire from outside.  These studies addressed municipal 
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size as a variable influencing selection decisions, but provide no insight into the 

relationship between city size and police chief succession. 

This research will test a related, but arguably more direct, variable that may affect 

the nature of permanent replacement of a police chief that has not been addressed to date 

in the literature.  Specifically, it will be suggested that the human resources made 

available to a police chief to perform the responsibilities of that office relative to the size 

of the city affect how a police chief will leave office.   

Regardless of the size of a given city, the fiscal condition of a city and the budget 

made available to a police chief to carry out the duties and responsibilities of public 

safety in that city are not necessarily tightly correlated.  As a result, it may be that part of 

the reason for inconclusive findings attributed to the influence of city size as a variable 

may be explained if one views city size as an index representing multiple indicators, each 

with variability across municipal cases.  

An unexplored but standardized measure that is related to city size is the ratio of 

sworn police officers in a city to the permanent population of that city.  Each year, every 

municipality in the state must report to the Florida Department of Law Enforcement data 

on the ratio of sworn police department employees per 1,000 permanent residents in its 

municipality as a method of standardizing information about agency size that facilitates 

comparing crime data across jurisdictions in a meaningful way.   

Those agencies whose ratio of police officers is below the state average are 

theoretically considered to be disadvantaged in their efforts to provide police services 

when compared with those that exceed the state’s average ratio.  It is suggested here that 

incorporating the ratio of sworn officers per 1,000 permanent residents of a city thus 

provides a way to incorporate consideration of city size into the model but does so in an 

arguably more standardized, direct, and theoretically meaningful way. 

Specifically, in a resource-constrained city as defined by a comparatively low 

ratio of officers to the resident population of the city, the chief should be less likely to be 

successful in carrying out the mandated responsibilities of the police department.  

Likewise, in a resource-rich city as defined by a comparatively high ratio of officers to 

the resident population of the city, the police chief should enjoy an advantage. 
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A chief operating with resource constraints affecting his or her success may feel 

more pressure to leave involuntarily.  It is suggested that a linear relationship exists such 

that as resource constraints increase, the likelihood that a chief will leave office 

involuntarily, to include being coerced or pressured to leave, will also increase.   

Hypothesis 10: A police chief in a city with resource constraints is more likely to 

leave office involuntarily than a police chief in a city with abundant resources. 

 

Police chief tenure   

Research Question 11: What is the relationship between police chief tenure and 

police chief succession? 

There is sufficient evidence that the relationship between incumbent leaders and 

their environments changes over time and that leaders engage in purposive behaviors that 

are intended to assure their continued tenure in office (Cobb, 1991; Gabarro, 1985; Lee & 

Milne, 1988; Por and Evans, 1991).  When applied to police chiefs, that evidence 

suggests that police chiefs might be most vulnerable within the first year of their tenure 

as they are in the process of building their power bases, learning their organization and 

community, and developing a track record of key decisions and personnel actions.  A 

chief’s increased tenure might further add to his/her increased power and the 

development of personal loyalties that provide some protection against involuntary 

termination (Miller, 1990).   

However, the literature also suggests that at some point in an executive’s tenure 

new forces come into play that could cause a chief to become “stale in the saddle” 

(Sonnenfeld, 1988) or to develop political contestants to his or her power (Ocasio, 1994) 

thus increasing the likelihood of involuntary or coerced turnover.   

It is suggested that a positive, but curvilinear, relationship exists between tenure 

and the permanent change of a police chief in a municipality such that for every one-year 

increase in tenure following the chief’s initial appointment to office the likelihood of 

turnover for involuntary reasons, to include being coerced or pressured to leave, will 
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decrease up to some point in the chief’s tenure when an additional one-year increase in 

tenure will actually increase the likelihood of involuntary turnover. 

Hypothesis 11: The longer a police chief is in office the less likely it is that the 

chief will leave office for involuntary reasons up to some point in time after which the 

longer that chief is in office the more likely it is that chief will leave office involuntarily. 

 

Municipal structure   

Research Question 12: What is the relationship between municipal structure and 

police chief succession? 

Prior research has shown the structure of municipal governance is an important 

variable in shaping the choices available to its leaders (Clingermayer & Feiock, 2001).  

Unlike some other states, the structure and authority relations that exist within a given 

city in Florida may vary from one city to another.  Thus, there is no single structural form 

that describes Florida municipal government.   

Cities may be thought of as municipal corporations that have received charters 

from state government setting forth their boundaries, governmental powers and functions, 

structure and organization, methods of finance, and powers to elect and appoint officers 

and employees (Dye & McManus, 2002).  The manner in which those charters are 

decided is through the normal political process of collective choice.   

The Florida League of Cities utilizes four categories to describe the structure of 

city government throughout the State: (a) council-manager form, (b) council-weak mayor 

form, (c) council-strong mayor form, or (d) commission form.  Among those four, 

council-manager forms of government have been influential models for municipal 

organization because of the intuitive rationality attached with the separation of political, 

policy-making responsibilities of government from the professional, administrative 

functions (Andrews, 1985).  Some argue that the council-manager structure of city 

government, also referred to as the city manager form of city government, is the most 

suitable form of government for the efficient operation of police services without political 

influence (Swanson et al., 1993).   
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Table 2.  Institutional Context Research Questions and Related Hypotheses 

 

Specific Research Question Related Hypothesis 

Q7: What is the relationship between political 

stability in a city and police chief succession? 

H7: A police chief in a city with a stable political 

environment will be less likely to leave office for 

involuntary reasons than a police chief in a city with 

an unstable political environment 

Q8: What is the relationship between police 

department effectiveness and police chief 

succession? 

H8: A police chief of a department that is viewed as 

effective will be less likely to leave office due to 

involuntary reasons than a police chief of a 

department viewed as ineffective 

Q9: What is the relationship between police chief 

career path and police chief succession? 

H9: A police chief selected from inside the 

organization will be less likely to leave office 

involuntarily than a police chief selected from 

outside the organization 

Q10: What is the relationship between the resource 

environment of a city and police chief succession? 

H10: A police chief in a city with resource 

constraints is more likely to leave office 

involuntarily than a police chief in a city with 

abundant resources 

Q11: What is the relationship between police chief 

tenure and police chief succession? 

H11: The longer a police chief is in office the less 

likely it is that the chief will leave office for 

involuntary reasons up to some point in time after 

which the longer that chief is in office the more 

likely it is that chief will leave office involuntarily 

Q12: What is the relationship between municipal 

structure and police chief succession? 

H12: A police chief in a city organized using the 

council-manager form of governance is less likely 

to leave office involuntarily than a police chief in a 

city using some other form of governance 

 

 

As of July 1, 2004 there are a total of 408 incorporated municipalities in Florida 

according to the Florida League of Cities.  Of those incorporated municipalities, 73% 

(297) are structured using the council-manager form of government.   

It is suggested that police chiefs employed in municipalities using the council-

manager form of governance might enjoy some insulation from pressures and forces that 

could impact the manner in which they leave office.   

Thus, one might expect chiefs in council-manager cities to be less likely to leave 

office for involuntary reasons, to include being coerced or pressured to leave, than police 

chiefs employed in cities using other forms of governance. 
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Hypothesis 12: A police chief in a city organized using the council-manager form 

of governance is less likely to leave office involuntarily than a police chief in a city using 

some other form of governance. 

The specific research questions and related hypotheses proposed in this research 

regarding the relationship between institutional context and police chief succession are 

summarized in Table 2. 

 

A Comprehensive Model of Police Chief Succession 

 

As noted above, a comprehensive model of police chief succession should include 

both the social relations variables found in the embedded network of interactions that 

comprise a police chief’s role set and the institutional context variables that are found in 

the municipal environment within which the chief is employed. 

The model to be tested in this research incorporates both sets of variables into a 

comprehensive model of police chief succession (see Figure 5).  It is suggested that by 

considering all variables in a single model, we increase the variance that we may be able 

to explain regarding the permanent replacement of a police chief in a given municipality.   

The model suggests that there are a number of variables within a municipality that 

affect a police chief following his or her initial appointment or election to office.  Further, 

over time, these variables will impact that chief’s tenure and the manner in which that 

chief ultimately is permanently replaced.   The model recognizes that each variable is 

unique to any given municipality and any given police chief.   

However, the model provides a framework within which we may understand the 

forces at work and their relationship to police chief succession in general.  It will be 

suggested that the model describes, in general terms, forces affecting all Chiefs of Police 

in Florida and can be summarized as follows. 

Florida police chiefs are employed by municipalities and are charged with the 

responsibility to provide leadership and management of police department resources to 

protect and serve the citizens of and visitors to those municipalities.   
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Figure 5.  Comprehensive Model of Social Relations and Institutional Context Variables 

Impacting Police Chief Succession 

 

 

That individual becomes police chief following a career path that may or may not 

have begun prior to his or her employment.  Once appointed or elected, the chief operates 

within an established municipal government structure that provides the human resources 

believed necessary to ensure public safety with that municipality.  At any given point in 

time during a police chief’s tenure the perceived effectiveness of the police department, 

the stability of the city council as a governing body, and the chief himself or herself are 

subject to change in some way. 

Throughout a police chief’s tenure, the chief is in regular and direct contact with 

key actors that are identifiable and with whom he or she must establish and maintain 

positive relations in order to carry out the mission of a municipal police department.  

Those actors include the chief’s hiring authority, community leaders, department 

employees, other criminal justice executives, political officials, and members of the local 

media.  In fact, the chief is embedded within a network formed by these actors who 

interact directly with the chief as well as directly with each other within the municipal 
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environment.  The effect of any given actor on the permanent replacement of a police 

chief may vary, but these actors can impact the actions of the chief at any given time.   

Collectively, these actors and the institutional variables affecting a police chief 

may determine the odds that chief will leave office and be replaced.  That event will 

result in one of three forms of exit.  First, voluntary turnover can occur as a police chief 

chooses either to move to other employment within the city or leave the city’s 

employment.  Second, coerced turnover can result as a police chief is coerced, pressured 

or otherwise encouraged to accept another position within the city or leave the city’s 

employment.  Finally, involuntary turnover can occur as a police chief is moved to other 

employment within the city or leaves the city’s employment in the form of involuntary 

termination. 
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CHAPTER 4 

RESEARCH METHODOLOGY 

 

It is obvious from a review of the literature on executive succession across 

population groups that it is filled with a wide range of examples representing both 

qualitative and quantitative approaches that have been used to examine this important 

issue.  Both approaches have contributed to our general understanding of the 

phenomenon of succession across a variety of organizational sectors and with a variety of 

public and private executives.   

This research proposes to examine the phenomenon of succession across the 

population of police chiefs in Florida.  The approach was largely quantitative.  The 

epistemological argument made here is that knowledge about the permanent replacement 

of police chiefs in Florida can be objectively acquired through the empirical testing of 

regularities and causal relationships that exist between the variables explored in this 

research.   

It is the aim of this researcher to produce findings that may be generalized across 

the target population of police chiefs in Florida.  Further, this study may discover 

findings that can be generalized to executives in other areas of public administration. 

 

Population and Sample 

 

The target population for this study was the entire population of incumbent police 

chiefs in Florida.  According to the Florida Department of Law Enforcement, as of 

August 1, 2005 there are a total of 281 incorporated municipalities in Florida employing 

a police chief.  The target population was surveyed to solicit information about the unit of 

analysis for this study: the individual predecessors of incumbent Florida police chiefs.   

This target population is considered theoretically useful in examining the research 

questions in this study due to their unique knowledge, exposure, and understanding of the 

specific role responsibilities of the position vacated by their predecessors and due to their 

unique positional relationship with the same internal and external constituencies of their 

predecessor police chiefs.  Selection of the entire population of chiefs provides the 
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additional practical benefit of maximizing the potential for variation in the independent 

variables (Punch, 2003). 

Other potential target populations were considered but not selected, to include 

surveying municipal hiring authorities and/or surveying current members of police 

departments.  The common limiting factor influencing the decision not to survey these 

groups was that they could not have the same unique perspective as an incumbent police 

chief has of his or her predecessor.   

The possibility of surveying former police chiefs was also considered, but the 

logistical problems associated with locating them after they have left employment with a 

given municipality presented a formidable obstacle to their inclusion in this study.   

Selecting incumbent chiefs makes it relatively easy to carry out a survey of large 

numbers associated with this research, as their contact information is readily available 

from public databases provided by the Florida Department of Law Enforcement.  More 

important, it is suggested here that selecting the target population of incumbent chiefs 

avoids the ecological fallacy of “asking the wrong person the right question” (Miller & 

Miller, 1991).   

As Berger and Luckman (1966) note, a society’s stock of knowledge is structured 

in terms of what is generally relevant and what is relevant only to specific roles.  

Incumbent police chiefs perform roles that provide them unique insight into the positions 

held by their predecessors.  Consequently, it is argued here that an incumbent chief is 

uniquely privy to both facts and rumors about a predecessor’s performance while in 

office as well as facts and rumors regarding the reason that predecessor left office that 

others cannot know.   

While it is acknowledged that an incumbent could hold some bias when judging 

the performance of a predecessor, it is suggested here that only an incumbent has direct 

access to the individuals and groups that can provide the information sought in this study.  

Such knowledge is critical in understanding the true nature of a police chief’s exit from 

office.   

This research will attempt to identify contributing factors that impact voluntary, 

involuntary, and coerced turnover among Florida police chiefs.  While some terminations 

may be easily classified and understood as either voluntary or involuntary, the ability to 
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know those instances where chiefs have been coerced or pressured to “resign” is far more 

difficult to accurately capture.  As noted by Park (1996), firings are not always labeled as 

such in official announcements.  Incumbent police chiefs are uniquely positioned to know 

the true circumstances surrounding a police chief’s permanent replacement. 

 

Data Collection Method 

 

A cross-sectional, self-administered survey instrument was designed and pre-

tested with five (5) former Florida police chiefs to refine the instrument prior to statewide 

dissemination by mail.  Feedback on question order, clarity, and response symmetry were 

examined and appropriate adjustments made in order to minimize instrumentation bias 

(Folz, 1996), to assure questions produce reliable and meaningful variance where 

possible (Punch, 2003), and to minimize the potential for acquiescence response set bias 

prevalent in the types of questions to be included in this questionnaire (Singleton, Straits 

& Straits, 1993).  Following the incorporation of revisions suggested by these former 

chiefs, the survey instrument was finalized and printed in booklet form.   

In addition, pre-testing of the instrument provided valuable information on 

respondent reaction to questionnaire length, time to complete the instrument, and 

question difficulty that were used to make refinements prior to finalizing and 

disseminating the survey.  Observations about the time necessary to complete the 

instrument were incorporated into the cover letter designed to accompany the instrument.   

It has been established that some targeted respondents to surveys such as this are 

hesitant to provide information they may find sensitive in nature (Folz, 1996).  Asking an 

incumbent police chief about his or her predecessor could be considered such a sensitive 

area by some police chiefs.  To mitigate possible reluctance to provide information about 

their predecessors, a cover letter accompanied the survey instrument describing the 

intended use of the data and assuring respondents confidentiality regarding the 

information they provide.   

In addition, the Florida Police Chiefs Association sent an email to its membership 

statewide to assure respondents of the legitimacy of the effort and of the potential 

benefits of this research to respondents and to the profession.  To further encourage 
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response, respondents were offered an executive summary of the findings and 

conclusions of the research as an inducement to participate.   

The instrument used both closed-ended questions with ordered choices and 

closed-ended questions with unordered choices to capture information in three broad 

areas:  information about the incumbent’s city, information about the incumbent’s 

predecessor, and information about the incumbent.  In addition, an opportunity to provide 

additional information in an open-ended format was provided at the end of the 

questionnaire.  

This research seeks information from respondents that may be described as their 

beliefs, attitudes, and perceptions.  Closed-ended questions are well suited for gathering 

such information in a format that makes it easy for respondents to answer in a manner 

that maximizes reliability and facilitates comparison across the population (Fink, 2003; 

Folz, 1996).   

The response set for each closed-ended question included in the instrument was 

carefully selected to ensure symmetry across available responses (Folz, 1996), and 

questions providing scaled responses were used where possible to produce greater 

information and provide for maximum possible variance (Punch, 2003). 

To ensure respondents to the survey are incumbent chiefs of police in Florida, a 

number of attribute and background questions were included in the instrument of a 

personal nature including the employment history, personal relationship with the chief’s 

predecessor, and perceptions of the predecessor that only the incumbent should be able to 

answer.  These questions help assure that the targeted population of respondents was 

indeed responding to the survey (Folz, 1996).  In addition, each respondent was asked 

background information regarding the city such as the form of the city’s charter, hiring 

authority within the city, and city size. 

Each questionnaire booklet was coded with an individual identification number 

prior to mailing and that number was recorded in a master log so that returned, completed 

questionnaires could be accounted for.  A package including the questionnaire booklet, 

cover letter, and accompanying endorsement letters were mailed to the work addresses of 

incumbent police chiefs along with a postage-paid, self-addressed, return envelope. 
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Approximately three weeks after the original mailing, a follow-up mailing was 

sent to all non-respondents that included a revised cover letter, an additional 

questionnaire booklet with the same unique identification number, an additional postage-

paid, self-addressed return envelope and the original endorsement letters. 

 

Research Model 

 

This research seeks to examine what the relationship is between social relations 

and institutional context as independent variables and the nature of a police chief’s 

succession as the dependent variable.  The general model used in this research may be 

expressed using the traditional regression model: 

Y = a + b1X1 + b2X2 + b3X3 + biXi + e 

 where: Y = a trichotomous variable indicating the odds that a police chief’s tenure will 

end in one of three ways, coded 2=involuntary termination; 1=coerced termination; and 

0=voluntary termination.   

Using Gorden and Rosen’s (1981) general definition of succession to build upon, 

police chief succession in this study was defined as the planned or unplanned permanent 

change of a police chief in a municipal police department. 

Succession events were defined as involuntary if they were a result of action 

initiated by a chief’s city manager or other hiring authority that resulted in dismissal or if 

the chief was removed from office in the form of a demotion to a lower rank or by 

transfer to another position in the city.   

Coerced succession events included those where the chief was coerced, pressured, 

or otherwise encouraged to resign by the city manager, other hiring authority, or any 

other source.  Coerced succession events also included those instances were a chief was 

under pressure to leave, and was able to gain other employment.  

Voluntary succession was defined as actions initiated by a chief that resulted in a 

move to other employment that advanced his or her career or a self-initiated voluntary 

demotion.   
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Respondents were also given the opportunity to list other reasons for employment 

termination to include retirement, resignation for personal reasons not involving coercion, 

pressure, or encouragement by some individual or group, or due to death. 

In order to address the general research question, a number of specific research 

questions were posed.  A total of 12 research questions were explored.  Six of those 

questions examined the political content of actions and interactions that comprise a police 

chief’s embedded social relations and six explored relevant aspects of the institutional 

context within which a police chief’s employment comes to an end.   

 

Social Relations Variables 

Quality of relationship with hiring authority.  The following specific research 

question was addressed: What is the relationship between the quality of relationships with 

hiring authorities as an independent variable and police chief succession as the dependent 

variable?   

The term hiring authority was used to describe the person(s) possessing authority 

to hire the police chief in the given municipality.  For those municipalities employing city 

managers, that term applied to all appointed officials in municipalities including those 

called town manager, village administrator, chief of staff, town administrator, and CEO. 

The independent variable Xhiringrelationship is ordinal with five values indicating the 

perceived quality of the personal relationship between the incumbent police chief’s 

predecessor and his or her hiring authority at the time the incumbent police chief’s 

predecessor left office coded 5=excellent; 4=good; 3=neither good nor poor; 2=poor; and 

1=very poor. 

Quality of relationships with key political officials.  The following specific 

research question was addressed: What is the relationship between the quality of 

relationships with political officials as an independent variable and police chief 

succession as the dependent variable?   

Key political officials were operationally defined as the city, county, and state 

elected officials with whom the police chief interacts on a regular basis in the 

performance of duties as police chief. 
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The independent variable Xpoliticians is ordinal with five values indicating the 

perceived quality of the personal relationship between the incumbent police chief’s 

predecessor and key political officials at the time the incumbent police chief’s 

predecessor left office coded 5=excellent; 4=good; 3=neither good nor poor; 2=poor; or 

1=very poor.   

Quality of relationships with leaders of key community groups.  The following 

specific research question was addressed: What is the relationship between the quality of 

relationships with community leaders as an independent variable and police chief 

succession as the dependent variable?   

Leaders of key community groups were operationally defined as the influential 

leaders of non-governmental, business, civic, neighborhood, and religious organizations 

in the city with whom the police chief interacts on a regular basis in the performance of 

duties as police chief. 

The independent variable Xcommunityleaders is ordinal with five values indicating the 

perceived quality of the personal relationship between the incumbent police chief’s 

predecessor and leaders of key community groups at the time the incumbent police 

chief’s predecessor left office coded 5=excellent; 4=good; 3=neither good nor poor; 

2=poor; or 1=very poor.   

Quality of relationships with department employees.  The following specific 

research question was addressed: What is the relationship between the quality of 

relationships with department employees as an independent variable and police chief 

succession as the dependent variable?   

Department employees were operationally defined as subordinates, union 

officials, and other department personnel with whom the police chief has direct and 

regular contact. 

The independent variable Xemployees is ordinal with five values indicating the 

perceived quality of the personal relationship between the incumbent police chief’s 

predecessor and department employees at the time the incumbent police chief’s 

predecessor left office coded 5=excellent; 4=good; 3=neither good nor poor; 2=poor; or 

1=very poor.   
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Quality of relationships with other criminal justice executives.  The following 

specific research question was addressed: What is the relationship between the quality of 

relationships with other criminal justice executives as an independent variable and police 

chief succession as the dependent variable?   

Other criminal justice executives were operationally defined as those other 

criminal justice executives from municipal, county, and state criminal justice agencies 

with whom the police chief routinely interacts in performing duties as a police chief. 

The independent variable Xexecutives is ordinal with five values indicating the 

perceived quality of the personal relationship between the incumbent police chief’s 

predecessor and other criminal justice executives at the time the incumbent police chief’s 

predecessor left office coded 5=excellent; 4=good; 3=neither good nor poor; 2=poor; or 

1=very poor.   

Quality of relationships with the media.  The following specific research question 

was addressed: What is the relationship between the quality of relationships with the 

media as an independent variable and police chief succession as the dependent variable?   

The media was operationally defined as representatives of the print and electronic 

media who cover law enforcement stories in the police chief’s jurisdiction. 

The independent variable Xmedia is ordinal with five values indicating the 

perceived quality of the personal relationship between the incumbent police chief’s 

predecessor and the media at the time the incumbent police chief’s predecessor left office 

coded 5=excellent; 4=good; 3=neither good nor poor; 2=poor; or 1=very poor.   

 

Institutional Context Explanatory Variables 

Stability of the city’s political environment.  The following specific research 

question was addressed: What is the relationship between political stability in a city as an 

independent variable and police chief succession as the dependent variable?   

The stability of the city’s political environment was operationally defined as the 

extent to which there existed conflict among the city’s elected officials at the time the 

respondent’s predecessor left office. 

The dependent variable Xcitystability is ordinal with four values indicating the 

perceived level of stability of the city council at the time the incumbent police chief’s 
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predecessor left office coded 4=stable; 3=somewhat stable; 2=somewhat unstable; and 

1=unstable.  

Police department effectiveness.   The following specific research question was 

addressed: What is the relationship between police department effectiveness as an 

independent variable and police chief succession as the dependent variable?   

Police department effectiveness was operationally defined as the extent to which 

the department met the expectations of municipal residents in selected areas at the time 

the respondent’s predecessor left office. 

Police department effectiveness was examined in three different dimensions.  

Each of these dependent variables is ordinal with five values and represents the perceived 

effectiveness of the police department in selected dimensions at the time the incumbent 

police chief’s predecessor left office.  Xprevention = the perceived effectiveness of the 

police department in deterring and/or preventing crime at the time the incumbent police 

chief’s predecessor left office, coded 5=very good; 4=good; 3=average; 2=poor; or 

1=very poor.  Xapprehension = the perceived effectiveness of the police department in 

apprehending offenders at the time the incumbent police chief’s predecessor left office, 

coded 5=very good; 4=good; 3=average; 2=poor; or 1=very poor.  Xresponsiveness = the 

perceived effectiveness of the police department in responding to calls for service at the 

time the incumbent police chief’s predecessor left office, coded 5=very good; 4=good; 

3=average; 2=poor; or 1=very poor.   

Career Path.  The following specific research question was addressed: What is the 

relationship between police chief career path as an independent variable and police chief 

succession as the dependent variable?   

Career path was operationally defined as the chronological listing of organizations 

a police chief was employed by since original appointment as a police officer.  In this 

study, the ranks held by a police chief prior to appointment as chief are not considered in 

the classification of a given career path.  The classification of career path as insider, 

outsider, or ultimate outsider was based upon the number and type of agencies that 

comprise a police chief’s career path. 

The dependent variable is categorical with three values indicating the career path 

taken by the incumbent police chief’s predecessor, coded Xinsider = insider career path to 
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chief, Xoutsider = outsider career path to chief, or Xultimateoutsider = ultimate outsider career 

path to chief. 

Resource environment.  The following specific research question was addressed: 

What is the relationship between resource environment of a city as an independent 

variable and police chief succession as the dependent variable?   

The resource environment of a municipality was operationally defined as the ratio 

of human resources in the form of sworn police officers that a municipality has per 1,000 

permanent resident population of that municipality.  Such a measure is a commonly used 

method of standardizing the relative capacity of a police agency in Florida to deliver 

police services. 

The dependent variable is interval and Xresources = ratio of police officers per 1,000 

permanent residents of the city at the time the incumbent police chief’s predecessor left 

office. 

Police chief tenure.  The following specific research question was addressed: 

What is the relationship between police chief tenure as an independent variable and 

police chief succession as the dependent variable?   

Tenure was operationally defined as the length of time expressed as the number of 

years and months the individual had been in office at the time the respondent’s 

predecessor left office.   

The dependent variable is interval and Xchieftenure = tenure of the incumbent police 

chief’s predecessor in years and months at the time that predecessor left office.   

Municipal structure.  The following specific research question was addressed: 

What is the relationship between municipal structure as an independent variable and 

police chief succession as the dependent variable?   

The dependent variable is categorical with four values indicating the structure of 

municipal governance used in the city at the time the incumbent’s predecessor left office, 

coded Xmanager =  council-manager form, Xweakmayor = council-weak mayor form,  

Xstrongmayor = council-strong mayor form, or Xcommission =  commission form. 
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Data Analysis 

 

The model proposed in this research presents categorical as well as 

quantitative/continuous explanatory variables with a trichotomous, categorical dependent 

variable.  Multinomial logistic regression was used to analyze the data collected in this 

research.   

As Menard (2002) notes, the selection of the appropriate method to use in 

analyzing polytomous dependent variables is sometimes made without sufficient regard 

for the weaknesses as well as the strengths of the method.  While logistic regression is 

susceptible to misuse due to its ease of use and flexibility, it is appropriate for this 

analysis due to the nominal, unordered nature as well as the few number of categories 

presented by the dependent variable.   

In general, logit analysis provides a linear model that can be interpreted for a 

categorical dependent variable with advantages over other techniques (DeMaris, 1992).  

Primary among these advantages are less stringent assumptions about the model than 

assumptions required for regression or discriminant analysis (Lewis-Beck, 1980) and 

omnibus tests that are not possible using standard cross-tabulation (DeMaris, 1992). 

The multinomial logit model (MNLM) is well suited to analyze categorical 

dependent variables with three or more categories without changing the principles used to 

interpret binary logistic regressions by simultaneously estimating the binary logits for all 

of the possible comparisons among the dependent variable categories (Long, 1997; 

Pampel, 2000).  The redundancy found in all of the possible contrasts between the 

categories of the dependent variable allows computer programs for multinomial logistic 

regression to estimate coefficients only for the nonredundant contrasts (Pampel, 2000). 

It is important to note that the model proposed for this research predicts a linear 

additive relationship among all the independent variables (Berry, 1993).  That is, the 

effect of any single independent variable contained in this model on the dependent 

variable is not dependent upon the value of any other independent variable functioning as 

a “moderator” variable contained in the model (Jaccard, 2001). 
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CHAPTER 5 

DATA ANALYSIS AND RESULTS 

 

Respondent Demographics 

 

A total of 281 Florida police chiefs received mailed, self-administered 

questionnaires in this study.  A total of 178, or 63.3%, of the surveys were returned and 

used in this analysis.   

Of the 178 responses received, 97.7% of the respondents were the current 

appointed or elected Chief of Police in their respective municipality (Table 3).  Four of 

those respondents indicated they were elected chiefs.   

The remaining 169 respondents indicated they were appointed to office.  Only 4 

respondents indicated they were the interim or acting chief and in only one case did a 

respondent fail to indicate his or her current position.   

 

Table 3. Incumbent Current Position 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid Appointed or elected chief 173 97.2 97.7 97.7

  Interim or acting chief 4 2.2 2.3 100.0

  Total 177 99.4 100.0  

Missing  1 .6    

Total 178 100.0    

 

 

 

Respondents reported their tenure in years and months and those data were 

converted to months to facilitate analysis.  When reported in years and months, their 

reported tenure ranged from a minimum of only one month to a maximum of 25 years 

and three months.  The mean tenure was almost 5 years and 10 months and the median 

tenure of respondents was 4 years and 3 months (Figure 6).   
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Just over 11% reported they had been in office one year or less, 25.4% reported 

their tenure as two years or less and 66.7% reported their tenure as six years or less.  Just 

over 16% reported they had been office ten or more years and less than 7% reported their 

tenure was 15 years or more. 

 

 

 
Table 4. Incumbent Career Path 

 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid Insider 62 34.8 35.0 35.0 

  Outsider 111 62.4 62.7 97.7 

  Ultimate outsider 4 2.2 2.3 100.0 

  Total 177 99.4 100.0   

Missing  1 .6    

Total 178 100.0    
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Figure 6 

Incumbent Tenure 
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About a third, 35%, were “insiders” who began their career with their current 

department and rose through the ranks to become chief of that department (Table 4).  The 

majority, almost 63%, were “outsiders” who became Chief of Police with their current 

agency following a law enforcement career with more than one agency.  Just over 2% 

were “ultimate outsiders” who became Chief of Police following a federal or military law 

enforcement career, a multi-agency career involving law enforcement and/or non-law 

enforcement experience, or from a non-police career directly related to law enforcement. 

Each of the respondents was appointed to fill his or her predecessor’s position 

fairly quickly on average.  Almost 80% filled the chief’s position within 6 months of the 

date their predecessor left office and 33.5% were appointed to the position immediately.  

The longest it took for an incumbent to be appointed was two years and two months. 

Respondents were asked whether they belonged to any professional law 

enforcement organizations specifically organized to meet the needs of police executives.  

Over 93% indicated they belonged to some professional organization.  Almost 73% 

indicated they were members of some regional law enforcement group or association.   

In addition, the most common professional organizations to which respondents 

reported membership were the Florida Police Chiefs Association with over 93% of 

respondents indicating they were members of this group, and the International 

Association of Chiefs of Police with 78.5% of respondents indicating they belonged to 

this group. 

Almost 25% of respondents were members of the Florida Criminal Justice 

Executive Institute Alumni Association, 31.6% were members of the Federal Bureau of 

Investigation National Academy Associates, just less than 20% were members of the 

Police Executive Research Forum, and 4.5% were members of the National Organization 

of Black Law Enforcement Executives.  Slightly over 15% were members of other groups 

such as the Southern Police Institute Alumni Association, the National Association of 

Chiefs of Police, the National Executive Institute, and the Law Enforcement Executive 

Development Association. 
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Table 5. Incumbent Community Involvement 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid Very active 46 25.8 26.3 26.3 

  Somewhat active 89 50.0 50.9 77.1 

  Not very active 35 19.7 20.0 97.1 

  Not active at all 5 2.8 2.9 100.0 

  Total 175 98.3 100.0   

Missing 99 3 1.7    

Total 178 100.0    

 

 

Respondents also were asked to describe the level of their involvement in various 

organizations in their cities (Table 5).  Just over half indicated they were somewhat 

active, having joined some local organizations and volunteering to participate in civic 

activities fairly often.  Over 26% indicated they were very active in their communities, 

having joined many local organizations and volunteering to participate in civic activities 

every chance they get.  A fifth of the respondents indicated they were not very active and 

3% indicated they were not active at all in local organizations or civic activities. 
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Incumbent Time Spent with Select Groups  
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In addition to asking respondents about their general level of involvement in their 

communities they were asked to answer, in approximate percentage terms, how much 

time they spent dealing with specific individuals and groups including their hiring 

authority, the city’s elected officials, police department employees, politicians, the media, 

leaders of key community groups, executives from other criminal justice agencies, and 

any others not specified (Figure 7). 

By far, the greatest percentage of a chief’s time on average was spent with 

employees of his or her police department (54%).  Following that, a chief spent on 

average about 12% of the time with his or her hiring authority.  A chief’s time was fairly 

evenly divided among interactions with city elected officials (8%), other criminal justice 

executives (7%), leaders of key community groups (7%), the media (4%), politicians 

(3%), and others not specified (5%). 

In order to get some indication of the relationship a respondent may have had with 

his or her predecessor, respondents were asked if they were employed with their current 

department at the time their predecessor left office and whether they personally knew 

their predecessor at the time he or she left office.   

About half of the respondents (50.6%) were employed by the police department at 

the time their predecessors left office and over two-thirds (67.4%) of the respondents 

indicated that they knew their predecessor at the time he or she left office. 

 

 

Table 6. Frequency of Interaction of Incumbent with Predecessor 

  Frequency Percent Valid Percent
Cumulative 

Percent 

Valid None 36 20.2 20.2 20.2 

  Regular  37 20.8 20.8 41.0 

  Occasional  60 33.7 33.7 74.7 

  Seldom 45 25.3 25.3 100.0 

  Total 178 100.0 100.0   
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Almost 80% of respondents indicated they had spoken to their predecessor since 

becoming chief.  Regarding the frequency of that interaction, it was described by 

respondents as regular (20.8%), occasional (33.7%), or seldom (25.3%) in frequency 

(Table 6).  Only 20.2% of respondents indicated that they had not spoken to their 

predecessor since becoming Chief of Police. 

The continuity of the hiring authority in each municipality was explored.  The 

respondents were asked whether the hiring authority in their city rested with the same 

entity now as it did when the respondent’s predecessor was appointed or elected (Table 

7).  Respondents indicated that in 91.5% of the cities represented, the hiring authority had 

not changed since their predecessors were appointed or elected. 

 

 

Table 7. Whether Hiring Authority was the Same for Predecessor as it was for Incumbent 
 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid Yes 162 91.0 91.5 91.5

  No, the city manager did 4 2.2 2.3 93.8

  No, the council did 4 2.2 2.3 96.0

  No, the mayor did 2 1.1 1.1 97.2

  No, the commission did 3 1.7 1.7 98.9

  No, the chief is elected 1 .6 .6 99.4

  No, some other person did 1 .6 .6 100.0

  Total 177 99.4 100.0  

Missing  1 .6    

Total 178 100.0    

 

 

 

 

However, respondents were also asked whether the same person holds the 

position as hiring authority in their city and in over half of the cities (53.4%) the 

individuals who made the decision to hire the respondent were not the same as those who 

made the decision to hire the respondent’s predecessor. 
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Succession as the Dependent Variable 

 

Respondents were asked to indicate why their predecessor left office.  

Specifically, they were asked whether their predecessor left office involuntarily, was 

coerced or pressured to leave but chose to leave voluntarily, or whether their predecessor 

wanted to leave and did so for voluntary or other reasons that were not the result of 

pressure (i.e., death).  Thus, succession is treated in this study as a categorical dependent 

variable with three categories. 

 

Table 8. Reason Predecessor Left Office 
 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid Fired 14 7.9 8.3 8.3

  Involuntarily demoted to a lower rank 
or transferred to another position in 
the city 

3 1.7 1.8 10.1

  Coerced, pressured or otherwise 
encouraged to resign or retire in lieu 
of being fired 

48 27.0 28.6 38.7

  Under pressure to leave, but was able 
to gain employment with another 
police agency 

7 3.9 4.2 42.9

  Moved to another position in law 
enforcement that advanced his/her 
career 

16 9.0 9.5 52.4

  Moved to another position in law 
enforcement that would be 
considered a lateral move 

7 3.9 4.2 56.5

  Moved to a position outside law 
enforcement 

18 10.1 10.7 67.3

  Voluntarily requested a demotion 2 1.1 1.2 68.5

  Resigned for personal reasons but 
had no pressure to do so (i.e., health) 

12 6.7 7.1 75.6

  Retired 38 21.3 22.6 98.2

  Died while serving as Chief of Police 3 1.7 1.8 100.0

  Total 168 94.4 100.0  

Missing  10 5.6    

Total 178 100.0    

 

 

 

Within each of the three categories, previous empirical findings regarding police 

chief turnover (Rainguet, 1998, Tunnell & Gaines, 1992) were used to offer respondents 
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more precise explanatory alternatives to choose from in clarifying the nature of their 

predecessor’s succession.  In total, eleven different alternatives were made available for 

respondents to choose from in identifying which of the three categories best described 

why their predecessors left office (Table 8).   

Regarding those cases where a predecessor left office involuntarily, it was 

reported that slightly more than 10% of predecessors left office either due to being fired 

(8.3%) or by being involuntarily demoted or transferred (1.8%). 

Regarding those cases where a predecessor was coerced, pressured, or otherwise 

encouraged to leave the police department, almost one third of predecessors left office 

either due to coercion or pressure, with the majority (28.6%) resigning or retiring in lieu 

of being fired and the remaining 4.2% gaining employment with another police agency 

while under pressure to leave. 

Regarding predecessors who voluntarily left their position, almost 23% retired 

without pressure to do so, just under 11% moved to a position outside law enforcement, 

9.5% moved to another position in law enforcement that advanced their career, 7.1% 

resigned for personal reasons (e.g., health reasons) but had no pressure to do so, and 4.2% 

moved to a position in law enforcement that would be considered a lateral or downward 

move.  In addition, two predecessors requested a voluntary demotion and three 

predecessors died while serving as Chief of Police. 

 

Social Relations Independent Variables 

 

Six independent variables that were hypothesized to comprise the social relations 

of a police chief were included in this research design.  The following discussion presents 

descriptive data about each of the six variables. 

 

Quality of relationship with hiring authorities 

Respondents were asked to describe a number of conditions at the time their 

predecessors left office.  First, they were asked to characterize the nature of the 

relationship between their predecessor and their predecessor’s hiring authority at the time 

their predecessor left office (Table 9).   
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Table 9. Predecessor Relationship with Hiring Authority 
 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid Excellent 26 14.6 14.6 14.6 

  Good 43 24.2 24.2 38.8 

  Neither good nor poor 19 10.7 10.7 49.4 

  Poor 45 25.3 25.3 74.7 

  Very poor 41 23.0 23.0 97.8 

  Don’t know 4 2.2 2.2 100.0 

  Total 178 100.0 100.0  

 

 

Almost half of the predecessors had either a poor (25.3%) or very poor (23%) 

relationship with their hiring authority at the time they left office.  Only 14.6% had an 

excellent relationship and just over 24% had a good relationship.  It is interesting to note 

that relatively few predecessors reportedly had a relationship that would be described as 

neither good nor poor. 

 
 
 

Table 10. Relationship Between Hiring Authority and Elected City Officials 
 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid Stable 67 37.6 39.0 39.0

  Somewhat stable 64 36.0 37.2 76.2

  Somewhat unstable 17 9.6 9.9 86.0

  Unstable  10 5.6 5.8 91.9

  Don’t know 14 7.9 8.1 100.0

  Total 172 96.6 100.0  

Missing  6 3.4    

Total 178 100.0    

 

 

For additional insight into the predecessor’s hiring authority, respondents were 

asked about the nature of the relationship between the city’s elected officials and their 

predecessor’s hiring authority at the time the predecessor left office (Table 10).   

Over three-fourths of the respondents indicated that the nature of the relationship 

between their city’s elected officials and their predecessor’s hiring authority could be 
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described as either stable with no obvious conflict (39%) or somewhat stable with 

occasional or mild conflict (37.2%).  Only 8% of respondents indicated that there was 

open and adversarial conflict on a regular basis between their city’s elected officials and 

their predecessor’s hiring authority. 

 

Quality of relationship with key political officials 

Respondents were asked to rate the relationship between their predecessor and six 

distinct groups of key political officials: elected city officials, appointed city officials, 

elected county officials, appointed county officials, elected state officials, and appointed 

state officials (Figure 8). 
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Relationship of Predecessor with Political Officials 
 

 

The modal category respondents used to describe the nature of their predecessor’s 

relationship with key political officials in all categories was neither good nor poor.  

While the next largest percentage of responses indicated their predecessor enjoyed a good 

relationship with key political officials, it is of some interest that just over 17% had a 

poor relationship with elected city officials and their relationships were described as very 

poor with elected city officials (7.1%) and appointed city officials (7.2%) more 

frequently than with other groups. 
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Quality of relationship with leaders of key community groups 

Respondents were asked to rate the relationship between their predecessor and 

leaders of four key community groups: business leaders, civic group leaders, religious 

leaders, and neighborhood group leaders (Figure 9). 
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Figure 9 

Relationship of Predecessor with Community Leaders 
 

 

Relationships between predecessors and community leaders were generally fairly 

positive.  Between 35% and 40% of their relationships with each of the four groups was 

described as good.  Further, respondents indicated that 12.6% of their predecessors’ 

relationships with civic leaders were very good and their relationships with business 

leaders, religious leaders, and neighborhood leaders were between 11% and 12% for 

other groups. 

 

Quality of relationship with department employees 

Respondents were asked to rate the nature of the relationship between their 

predecessor and four specific groups of department employees: key subordinates, sworn 

department members, non-sworn department members, and union representatives, if 
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applicable (Figure 10).  It should be noted that unions do not represent employees in all 

Florida municipal police departments. 
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Relationship of Predecessor with Employees 
 

 

The modal response regarding how respondents characterized the nature of the 

relationship between predecessors and department employees in each category was good.  

Their relationship with key subordinates was slightly more positive than with other 

groups with 16.4% of those relationships characterized as very good and almost 30% 

good. 

One point of interest is the relatively high percentage of poor (26%) and very poor 

(11%) responses about the nature of the relationship between a predecessor and the sworn 

employees of their department.  Sworn employees are those employees who are the 

department’s police officers who possess arrest powers.   

As mentioned above, not all Florida police departments have employees 

represented by unions.  About 43% of the respondents indicated their department 

employees were not covered by unions.  
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Quality of relationship with other criminal justice executives 

Respondents rated the nature of the relationship between their predecessors and 

other criminal justice executives.  Specifically, they rated those relationships between 

predecessors and other municipal police chiefs, county Sheriffs, State Attorneys, state 

law enforcement executives, and federal law enforcement executives (Figure 11). 

The nature of the relationship between predecessors and other criminal justice 

executives was largely described as good or very good with their relationships with other 

chiefs standing out slightly.  Those relationships were viewed as either good (38%) or 

very good (19.9%) for predecessors. 
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Relationship of Predecessor with Criminal Justice Executives
 

 

The nature of their relationship with Sheriffs was of some interest, with slightly 

over 7% of those relationships characterized as very poor and 17.1% characterized as 

poor. 

 

Quality of relationship with the media 

Respondents rated the nature of the relationship between their predecessors and 

three distinct groups of meda: print media, TV, and radio (Figure 12). 
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The modal response category regarding the nature of the relationship between 

predecessors and the media at the time they left office was neither good nor poor.  

Relationships were characterized as very good or very poor relatively infrequently.  

However, about twice as many of the relationships were characterized as good compared 

to poor for each category of media type.  

 

0

10

20

30

40

50

60

Very Poor Poor Neither

Good nor

Poor

Good Very Good

Nature of relationship

P
e

rc
e

n
ta

g
e

Print media

TV

Radio

 Figure 12 

Relationship of Predecessor with the Media 
 

 

 

Institutional Context Variables 

 

Six independent variables were hypothesized to comprise the institutional context 

of a police chief in this research.  Descriptive data for each of the six variables is 

presented below. 

 

Stability of the city’s political environment 

Respondents were asked to describe the political environment in their cities at the 

time their predecessors left office.  They were asked whether the city’s political 
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environment was best described as stable with no obvious conflict, somewhat stable with 

occasional or mild conflict, somewhat unstable with frequent and open conflict, or 

unstable with open and adversarial conflict on a regular basis. 

 

Table 11. Stability of City’s Political Environment 
 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid Stable 53 29.8 30.3 30.3

  Somewhat stable 73 41.0 41.7 72.0

  Somewhat unstable 27 15.2 15.4 87.4

  Unstable 7 3.9 4.0 91.4

  Don’t know 15 8.4 8.6 100.0

  Total 175 98.3 100.0  

Missing  3 1.7    

Total 178 100.0    

 

 

The nature of the relationships that existed among city elected officials at the time 

predecessors left office was largely described as stable (30.3%) or somewhat stable 

(41.7%).  Only 8.6% described relationships as unstable (Table 11). 

 

Police department effectiveness 

Police department effectiveness was examined along three dimensions: deterring 

crime, apprehending offenders, and responding to calls for service (Figure 13).  

Regarding department effectiveness in deterring crime, respondents indicated that the 

perceived effectiveness of their departments at the time their predecessors left office was 

generally good (45.3%) or very good (18.6%).  Only 12.2% rated their department’s 

effectives as poor or very poor at the time their predecessor left office. 

Regarding the department’s effectiveness in apprehending offenders, over half  

(50.6%) rated their department’s effectiveness as good and almost 17% rated their 

effectiveness as very good at the time their predecessors left office.  Again, the 

percentage rating their department’s effectiveness as poor or very poor was small (8.7%). 
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When asked to rate their department’s effectiveness in responding to calls for 

service, 74.4% rated their department as either good or very good at the time their 

predecessors left office compared to only 6.4% rating their departments as poor or very 

poor. 

 

Career Path 

The career paths followed by predecessors are not too dissimilar from incumbent 

chiefs (Table 12).  Like the incumbent respondents, about 35% of the predecessors in this 

study began their career with one department and rose through the ranks to become chief 

of that department.  Only slightly lower in percentage than respondents, 59% became 

Chief of Police following a law enforcement career with more than one agency.   

 

 
Table 12. Predecessor Career Path 

 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid Insider 62 34.8 34.8 34.8 

  Outsider 105 59.0 59.0 93.8 

  Ultimate outsider 11 6.2 6.2 100.0 

  Total 178 100.0 100.0   

Figure 13 

Police Department Effectiveness 
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However, a slightly larger percentage of predecessors (6.2%) became Chief of 

Police following a federal or military law enforcement career, a multi-agency career 

involving law enforcement and/or non-law enforcement experience, or from a non-police 

career directly related to law enforcement than did respondents (2.3%). 

 

Resource environment 

An area of interest in this research is the resource constraints that  predecessors 

may or may not have had at the time they left office.  Respondents provided information 

regarding the ratio of sworn police officers per 1,000 permanent residents of their 

municipalities at the time their predecessors left office (Figure 14).  
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At first glance, it would appear that the data contain a single observation that is so 

far removed from the other observations that it is likely an error.  However, it was 
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Predecessor Ratio of Sworn Officers 
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confirmed using publicly available data from the Florida Department of Law 

Enforcement that there are two municipalities in Florida with ratios in excess of 30 

officers per 1,000 permanent residents.  Therefore, the observation was considered valid 

for purposes of this study. 

The mean ratio of sworn officers per 1,000 municipal residents at the time 

respondents’ predecessors left office was 3.0 and the median ratio was 2.5.  

 

Police chief tenure 

Respondents were asked to provide the tenure of their predecessors expressed in 

years and months.  Those data were converted to months to facilitate data entry and 

subsequent analysis (Figure 15).  When reported in years and months, the shortest 

reported tenure of a predecessor was 4 months and the longest reported tenure was 32 

years.  The mean tenure of predecessors was under 8 years, but the median reported 

tenure of a predecessor was exactly 6 years. 
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Figure 15 

Predecessor Tenure 
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Fewer than 8% of the predecessors in this study had a reported tenure of one year 

or less, almost 19% had two years or less, 31% had three years or less and almost 47% 

had five years or less. 

 

 

Municipal structure  

Using the typology of municipal government structure by which the Florida 

League of Cities organizes and describes cities throughout the State of Florida, 

respondents were asked which form of government best describes how their city is 

organized (Table 13). 

 

 
 

 

Table 13. Municipal Government Structure 
 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid Council-manager form 135 75.8 78.5 78.5

  Council-weak mayor form 14 7.9 8.1 86.6

  Council-strong mayor form 16 9.0 9.3 95.9

  Commission form 7 3.9 4.1 100.0

  Total 172 96.6 100.0  

Missing  6 3.4    

Total 178 100.0    

 

 

By far, the most prevalent form of municipal structure reported by respondents 

was the council-manager, or city manager, form of governance (78.5%).  The council-

strong mayor form (9.3%), council-weak mayor form (8.1%), and commission form 

(4.1%) were each far less prevalent.  

Given the fact that the majority of respondents reported their municipal structure 

as the council-manager form, it is not surprising to find that most respondents identified 

their hiring authority as the city manager (64.9%) while 19% reported that their hiring 

authority was the Council and an equal percentage for each category reported the Mayor 

or the Commission (7.5%) was the hiring authority in their city.  Just over 1% of 

respondents were elected to office. 
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Analytic Considerations 

 

Inasmuch as the dependent variable succession in this study is a categorical 

variable with three categories, maximum-likelihood multinomial logistic regression was 

chosen to analyze the effects of the independent variables on the dependent variable.   

An important consideration in carrying out this analysis was the selection of the 

appropriate software to use.  Most of the software packages currently available do not 

lend themselves to simple computation of quantities that are useful for interpretation of 

such models (Long & Freese, 2003).   

In order to test the effects of the independent variables proposed in this research 

on the categorical dependent variable of interest, Stata was chosen in lieu of SPSS.  Stata 

provides advantages over SPSS in carrying out the computations necessary for a full 

interpretation of regression models that contain categorical dependent variables.   

 

Missing data 

One of the problems encountered during analysis of the data collected was the 

presence of  a number of cases with missing data.  There are a series of negative effects 

associated with missing data to include the obvious reduction in sample size and 

corresponding decrease in the representativeness of the sample, as well as the loss of 

information regarding variables other than those with missing data provided by 

respondents that could otherwise be used.  Thus, proper treatment of the missing data is 

an important consideration.  A total of 50 out of the 178 surveys returned contained 

missing data on one or more variable.   

Because it is necessary to ensure the sample size remains the same for the reliable 

computation of a likelihood-ratio test associated with multinomial logistic regression, it 

was necessary to address missing data either by dropping cases with missing data or to 

employ some approach to impute plausible values for missing data.  Assuring the sample 

size remains the same allows for the computation of a likelihood-ratio test on more than 

one model and ensures any changes in the estimates will not be due to the use of different 

samples from the dataset (Long & Freese, 2003). 
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Of interest in addressing this issue is whether missing data could be considered a 

random versus a selective loss of data.  Specifically, data can be categorized as missing 

completely at random, missing at random, or non-ignorable (Rubin, 1976).  If the data is 

missing completely at random the probability of finding missing data for a given variable 

is independent of both the values of that variable and the values of the other variables.  If 

the data is missing at random the probability of missing data on a given variable is 

independent of the values of that variable after taking the effects of the other variables 

into consideration.  If the probability of missing data on a given variable is dependent 

upon the values the variable is taking, then the missing data are considered non-

ignorable. 

In reviewing the survey instruments with missing data, it was not uncommon to 

discover handwritten notes that indicated the reason a respondent failed to provide a 

response for a given question.  There were handwritten comments in several cases where 

respondents indicated they did not know the answer to a question and the question did not 

provide a “don’t know” alternative.  For example, one respondent chief who had been in 

office for many years could not recall the nature of a predecessor’s relationship with 

religious leaders in his city many years earlier and he stated so in the margin of the 

instrument.   

In addition to the comments found on the survey instruments, it is noteworthy that 

some questions on the survey instrument provided an opportunity for respondents to 

select “don’t know” as a valid response.  Also noteworthy is the fact that for those 

questions where a respondent could select “don’t know” as a valid response there were no 

missing data.  Thus, there is evidence to suggest that at least in some cases missing data 

could be considered missing completely at random. 

Further, a review of the data in the codebook revealed that missing data were 

spread across most of the variables with no systematic clustering of missing data among 

one or a few variables.   

In order to test whether missing data were non-ignorable and that possible 

negative effects on the results of this analysis that might occur as a result of not including 

these cases, the mean and standard deviation were generated for each of the independent 

variables for the full set of respondents (n = 178) and for the set of cases containing 
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missing values (n = 128), and a t-test was conducted to determine if there was a 

statistically significant difference when the means of each variable were compared 

between the two samples (Table 14).  The results of that t-test indicated no statistically 

significant difference was found between the means of eleven of twelve variables.  Only 

STABILITY was found to vary at a statistically significant level (p = .00)  

 

Table 14.  Means Comparison of Samples 

 

 Respondents with no  

Missing Cases (n = 128) 

 

All Respondents (n= 178) p 

Variable Name Mean Standard 

Deviation 

Mean Standard 

Deviation 

 

BOSS 2.83 1.44 3.27 1.51 .06 

POLITICIANS 19.85 4.59 19.97 4.54 .41 

COMMUNITY 13.59 6.76 13.65 3.59 .87 

EMPLOYEES 13.52 4.27 13.58 4.15 .94 

EXECUTIVES 17.38 4.44 17.43 4.34 .29 

MEDIA 9.48 2.61 9.54 2.63 .87 

STABILITY 2.07 1.02 2.19 1.17 .00 

EFFECTIVENESS 11.37 2.58 11.39 2.48 .57 

CAREER 1.71 .59 1.71 .57 .36 

RESOURCES 3.02 2.80 3.01 2.58 .86 

TENURE 96.84 83.26 94.30 81.58 .57 

GOVERNANCE 1.39 .84 1.39 .82 .45 

 

 

Also, missing data might be considered non-ignorable if the sample size was 

reduced to an unacceptably small percentage of the population.  Analyzing the remaining 

128 cases still provided us with useable surveys from 46% of the population.   

Thus, absent evidence to suggest that missing data were non-ignorable or that 

deletion of cases containing missing data would affect the representativeness of the 

sample, the decision was made to perform a simple deletion of missing data. 

 

Multicollinearity  

An additional analytical consideration in any regression analysis is whether there 

exists high multicollinearity among the independent variables in the model. 

If one considers the nature of the model proposed in this research, we should 

expect to find some degree of collinearity particularly among the variables comprising 

the social relations of a chief.  Recall that the model suggested a chief is embedded in a 

“network” of relationships with individuals and groups identified in previous work 

(Witham & Watson, 1983).  Thus, finding collinearity among the social relations 
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variables representing the relationships with the actors in that network should not be a 

surprise.   

 

 

 
Table 15. Bivariate Correlations Among the Independent Variables in the Model, and R2 Values When Each Independent 

Variable was Regressed on the Other Independent Variables 

 

Variables 

 

X1 X2 X3 X4 X5 X6 X7 X8 X9 X10 X11 X12 R2 

Boss (X1) 1.0            .45 

Politicians (X2) .61 1.0           .72 

Community (X3) .55 .73 1.0          .70 

Employees (X4) .41 .58 .47 1.0         .42 

Executives (X5) .36 .69 .68 .49 1.0        .60 

Media (X6) .42 .61 .69 .47 .53 1.0       .54 

Stability (X7) -.32 -.35 -.32 -.21 -.23 -.30 1.0      .18 

Effectiveness (X8) .26 .34 .50 .26 .43 .37 -.25 1.0     .32 

Career (X9) -.09 -.02 .04 -.09 -.06 .13 .03 -.04 1.0    .09 

Resources (X10) .02 -.04 .06 .10 .11 -.05 .10 .18 -.14 1.0   .14 

Tenure (X11) .14 .25 .20 .18 .25 .17 -.16 .23 -.06 -.11 1.0  .12 

Governance (X12) .19 .11 .14 .27 .17 .20 -.09 .12 -.02 .00 .03 1.0 .12 

 

 

However, it remains important to determine whether the degree of 

multicollinearity is sufficiently high to affect our ability to isolate the individual impact 

of one independent variable from the impact of other independent variables on the 

dependent variable. 

Table 15 presents a bivariate correlation matrix for the twelve independent 

variables used in this analysis along with the R
2
 values obtained as a result of regressing 

each independent variable on the other eleven.   

We may first observe the bivariate correlations between all of the pairs of 

independent variables to determine if any exceeds some predefined cutoff value.   A 

cutoff value of .80 is frequently suggested in social science research (Berry & Feldman, 

1985; Lewis-Beck, 1990) with the understanding that theory can suggest adjustment of 

that cutoff value up or down as necessary.  This study offers no theoretical reason to 

deviate from that cutoff value, thus .80 was used.  While some of the bivariate 

relationships indicate a relatively high degree of collinearity, none meet or exceed our 

cutoff value of .80. 

A more reliable method of assessing multicollinearity is to regress each 

independent variable on the other independent variables in the model and to determine if 

their R
2
 values are in excess of .80, causing us to reject the null hypothesis that all of the 
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partial slope coefficients simultaneously equal zero (Berry & Feldman, 1985).  Again we 

see that none of the reported R
2
 values are in excess of .80. 

While neither the bivariate correlations nor the R
2
 values cause us to conclude 

that multicollinearity meet or exceed our cutoff value, we see that collinearity is in fact 

relatively high among some of the independent variables characterized as social relations 

variables.   

To further assess the effect of the multicollinearity found among the variables, the 

model was respecified and rerun, removing highly correlated variables one at a time, to 

determine the effect removing them had on the fit of the model.  Doing so did not change 

the underlying statistical significance of the variables in the model.   

Thus, the collinearity found among the variables was determined to be acceptable 

for the purposes of this study and all variables were left in the analysis to avoid a serious 

misrepresentation of the true values of the parameters and, as a consequence, introduce 

specification bias into the analysis (Gujarati, 1995). 

 

 

Findings 

 

The model proposed in this research can be described as follows: 

SUCCESSION = Constant + BOSS + POLITICIANS + COMMUNITY + 

EMPLOYEES + EXECUTIVES + MEDIA + STABILITY + EFFECTIVENESS + 

CAREER + RESOURCES + TENURE + GOVERNANCE 

Descriptive statistics and abbreviations for the variables contained in the model 

are presented in Table 16. 

The model as proposed in this research examines three categories of the 

dependent variable SUCCESSION, indicating the nature of police chief turnover can 

occur through involuntary termination, coerced or pressured succession, and voluntary 

termination. 

The empirical literature to date has most frequently described the nature of an 

appointed municipal executive’s turnover as due to “push” or “pull” variables (DeHoog 

& Whitaker, 1990; Rainguet, 1998; Tunnell & Gaines, 1992), thus implying a 
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dichotomous dependent variable that would reflect an outcome described as “pushed” or 

“pulled” from office.  Such a typology would be analogous to involuntary and voluntary 

succession as defined in this research. 

 

 

Table 16.  Descriptive Statistics for Succession Model 
 

Variable 

Name 

Mean Standard 

Deviation 

Minimum Maximum Description 

SUCCESSION ---- ---- ---- ---- Succession: 1 = involuntary; 2 = coerced; 3 = voluntary 

BOSS 2.83 1.44 1 5 Relationship with hiring authority: 1 = very poor; 2 = poor; 3 = 

neither good nor poor; 4 = good; 5 = excellent 

POLITICIANS 19.85 4.59 10 30 Relationship with politicians: an index created describing 

relationships with six groups: elected city officials, appointed 

city officials, elected county officials, appointed county 

officials, elected state officials, and appointed state officials; 

where 10 = very poor; 30 = very good 

COMMUNITY 13.59 6.76 4 20 Relationship with community leaders: an index created 

describing relationships with four groups: business leaders, 

civic group leaders, religious leaders, and neighborhood group 

leaders; where 4 = very poor; 20 = very good 

EMPLOYEES 13.52 4.27 4 20 Relationship with employees: an index created describing 

relationships with four groups: key subordinates, sworn 

department members, non-sworn department members, and 

union representatives; where 4 = very poor; 20 = very good 

EXECUTIVES 17.38 4.44 5 25 Relationship with executives: an index created describing 

relationships with five groups: other police chiefs, Sheriffs, 

State Attorneys, state law enforcement executives, and federal 

agency executives; where 5 = very poor; 25 = very good 

MEDIA 9.48 2.61 3 15 Relationship with media: an index created describing 

relationships with three groups: print media, TV station 

representatives, and radio station representatives; where 3= 

very poor; 15 = very good 

STABILITY 2.07 1.02 1 5 Stability of city council: 1 = stable; 2 = somewhat stable; 3 = 

somewhat unstable; 4 = unstable; 5 = don’t know 

EFFECTIVENESS 11.37 2.58 3 15 Effectiveness of police department: an index created from three 

separate aspects of department effectiveness: deterring and/or 

preventing crime, apprehending offenders, and responding to 

calls for service; where 3 = very poor; 15 = very good 

CAREER 1.71 .59 1 3 Chief’s career path: 1 = insider; 2 = outsider; 3 = ultimate 

outsider 

RESOURCES 3.02 2.80 .2 31 Sworn resources of police department: ratio of sworn officers 

per 1,000 residents in municipality 

TENURE 96.84 83.26 5 384 Tenure of chief: number of months in office 

GOVERNANCE 1.39 .84 1 4 Governance structure of municipality: 1= council-manager; 2 = 

council-weak mayor; 3 = council-strong mayor; 4 = 

commission 

NOTE: n = 128     

 

 

Prior to testing the trichotomous dependent variable model proposed in this 

research, a bivariate version of the model was created by treating responses indicating a 

chief left due to involuntary succession and responses indicating succession was 

voluntary but due to coercion or pressure both as involuntary in nature.  All such 

responses were labeled INVOLUNTARY for purposes of this analysis.   
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Responses indicating a police chief’s departure from office was voluntary in 

nature were examined in this bivariate model labeled as VOLUNTARY.  This model 

allowed us to examine the data in a manner consistent with prior research in this area. 

Analyzing the bivariate model revealed that two variables were statistically 

significant at the .05 level in predicting the odds of a chief leaving office involuntarily 

compared with leaving voluntarily, when all other variables in the model were held 

constant (Table 17 ). 

A chief’s relationship with his or her hiring authority (BOSS) was significant at 

the .01 level and a chief’s relationship with the media (MEDIA) was significant at the .05 

level.  Additionally, a chief’s relationship with department employees (EMPLOYEES) 

was significant at the .10 level.   

 

 

Table 17.  Logistic Regression for Bivariate Model  
 

 

  

Involuntary 

 

BOSS 

 

 

-1.24 *** 

(.297) 

POLITICIANS -.10 

(.11) 

COMMUNITY .16 

(.13) 

EMPLOYEES -.15 * 

(.08) 

EXECUTIVES -.12 

(.10) 

MEDIA -.31 ** 

(.15) 

STABILITY -.28 

(.28) 

EFFECTIVENESS -.01 

(.13) 

CAREER -.08 

(48) 

RESOURCES .33 

(.23) 

TENURE .00 

(.00) 

GOVERNANCE .38 

(.38) 

_cons 8.17 

(2.14) 

Number of observations = 128 

LR chi2 (12) = 78.62 

Prob > chi2 = 0.0000 

Pseudo R2 = .4591 

Log likelihood = -46.3232 

Base category:  Voluntary 

* = p < .10; ** = p < .05; *** = p < .01 
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Further, the direction of the effects of each of those three variables on involuntary 

succession was negative.  That is, for an increase on the scale that describes the 

relationship between a chief and his or her hiring authority (1 = very poor, 5 = excellent) 

the odds of leaving office involuntarily when compared to leaving office voluntarily went 

down.   

Likewise, the more positive the relationship is between a chief and the media and 

the more positive the relationship is between a chief and department employees, the less 

the odds of a chief leaving office involuntarily versus leaving office voluntarily.   

 

Table 18.  Multinomial Logistic Regression for Full and Restricted Models  

 
  

Full Model 

 

 

Restricted Model 

  

Fired 

 

Coerced 

 

 

Fired 

 

Coerced 

 

BOSS 

 

 

-2.78 *** 

(1.05) 

 

-1.02 *** 

(.28) 

 

-1.63 *** 

(.60) 

 

-.86 *** 

(.24) 

POLITICIANS -.67 ** 

(.29) 

-.08 

(.11) 

-.54 *** 

(.17) 

-.16 

(.10) 

COMMUNITY .76 ** 

(.37) 

.07 

(.13) 

.27 

(.17) 

.07 

(.11) 

EMPLOYEES -.42 * 

(.24) 

.12 

(.08) 

  

EXECUTIVES -.13 

(.18) 

-.09 

(.10) 

  

MEDIA -.86 ** 

(.41) 

-.24 

(.15) 

-.49 * 

(.26) 

-.23 * 

(.14) 

STABILITY -.84 

(.61) 

-.16 

(.28) 

  

EFFECTIVENESS -.16 

(.26) 

-.01 

(.13) 

  

CAREER .32 

(1.17) 

.16 

(.47) 

  

RESOURCES -1.57 

(.99) 

.36 

(.22) 

 

 

 

TENURE .01 

(.01) 

.00 

(.00) 

  

GOVERNANCE -1.32 

(1.70) 

.28 

(.36) 

  

_cons 10.41 

(6.52) 

.25 

(2.46) 

  

Number of observations = 128 

LR chi2 (24) = 98.89 

Prob > chi2 = 0.0000 

Pseudo R2 = .4389 

Log likelihood = -63.21 

 Number of observations = 128 

LR chi2 (8) = 78.91 

Prob > chi2 = 0.0000 

Pseudo R2 = .3502 

Log likelihood = -73.20 

Base category:  Voluntary 

* = p < .10; ** = p < .05; *** = p < .01 
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These findings are consistent with what we would have expected to find and 

considered alone are important.  However, the primary focus of this research is to extend 

previous empirical work by suggesting that between the polar opposites of voluntary and 

involuntary termination of police chiefs exists a gray area of succession events that 

contain some elements of both.  That is, some succession events often described as 

voluntary are actually the direct result of coercion or pressure placed upon a chief. 

While the existence of coercion as a factor in executive succession has been 

acknowledged in the literature (Park, 1996), the empirical literature to date has done little 

to contribute to our understanding of the dynamics associated with coercion or pressure 

on appointed executives that leads to a succession event.   

Thus, in this study succession was defined as a categorical variable with three 

categories: involuntary succession, succession due to coercion or pressure, and voluntary 

succession.  

Accordingly, a multinominal logistic regression was used to analyze the effects of 

the independent variables on the three categories of the dependent variable.  Analyzing 

the full model revealed that four variables were each statistically significant in predicting 

the odds of a chief being fired over leaving voluntarily, when all other variables in the 

model were held constant (Table 18).  

Only a chief’s relationship with his or her hiring authority (BOSS) was significant 

at the .01 level.  A chief’s relationships with politicians (POLITICIANS), key leaders of 

community groups (COMMUNITY), and the media (MEDIA) were significant at the .05 

level.  An additional variable, a chief’s relationship with department employees 

(EMPLOYEES), was found to be significant at the .10 level, but was not included in 

subsequent analysis due to its comparatively weak effect. 

Only one variable, a chief’s relationship with his or her hiring authority (BOSS), 

was statistically significant in predicting the odds of a chief being coerced or pressured to 

leave office over leaving voluntarily and that variable was significant at the .01 level, 

when all other variables in the model were held constant. 

In determining the fit of the model to the data, we first established that the logistic 

regression chi-square value (LR X
2
 = 98.89, df = 24) was sufficiently large to reject the 

null hypothesis that the logit coefficients for the independent variables were all zero.  In 
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addition, while one cannot place too much emphasis on its meaning the Pseudo R
2 
value 

of .4389 further supported a fairly good fit of the model to the data. 

For those variables found significant at the .05 level of significance we can tell 

from the z tests that their logit coefficients are significantly different from zero. 

McFadden (1973) suggests that multinomial logit models should only be used 

when outcome categories can be viewed by decision makers as plausibly distinct and 

weighed independently.  To test for the independence of irrelevant alternatives (IIA) the 

Small and Hsaio test was used to determine whether the alternative outcomes are 

independent and the result supports the conclusion that the alternative outcomes in the 

model are indeed independent of other alternatives.   

The evidence supported the hypothesis that the odds of being fired (p = .261) and 

the odds of being coerced or pressured to leave office (p = 1.0) are each independent of 

other alternatives. 

 

Table 19.  Likelihood-ratio Test for Full Model  

 

SUCCESSION 

 

 

chi2 

 

df 

 

P > chi2 

BOSS 25.70 2 .000 

POLITICIANS 7.89 2 .019 

COMMUNITY 7.03 2 .030 

EMPLOYEES 5.71 2 .058 

EXECUTIVES 1.11 2 .574 

MEDIA 6.59 2 .037 

STABILITY 2.15 2 .342 

EFFECTIVENESS .44 2 .801 

CAREER .15 2 .928 

RESOURCES 11.92 2 .003 

TENURE 1.66 2 .437 

GOVERNANCE 

 

1.65 2 .437 

 

 

A likelihood-ratio test was used to examine the hypothesis that the independent 

variables do not affect the nature of succession by determining whether all coefficients 

associated with the independent variables were simultaneously equal to 0, indicating 
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there is no relationship (Table 19).  In other words, we tested the statistical significance 

of each of the independent variables to see which were statistically significant throughout 

the model.   

As an example, if a chief’s relationship with politicians (POLITICIANS) had no 

effect on the nature of a chief’s succession (SUCCESSION), we would observe a X
2
 of 

25.7 or larger less than 2% (p = .019) of the time due to variation in sampling.  Therefore 

the null hypothesis that a chief’s relationship with politicians does not affect succession 

can be rejected at the .05 level. 

We see that a chief’s relationships with his or her hiring authority (BOSS), key 

politicians (POLITICIANS), community leaders (COMMUNITY), and the media 

(MEDIA), as well as the resources of the police department (RESOURCES) were 

statistically significant at the .05 level throughout the model.  In other words, we can say 

the effect of these independent variables on the dependent variable is not 0. 

However, it was not possible to determine from the results of the multinomial 

logistic regression output what the effect of RESOURCES on SUCCESSION was at a 

statistically significant level.  It had no statistically significant effect on the odds of a 

chief being fired when compared to leaving voluntarily (p = .113) or of a chief being 

coerced or pressured to leave office (p = .102) compared to leaving voluntarily.  

In order to rule out the possibility that the absence of statistical significance for 

this variable was due to the comparison of alternatives to the base category of voluntary 

termination, a separate test was conducted setting the base category as fired.  This 

variable still had no statistical significant effect.  Therefore, the decision was made to not 

include RESOURCES in the restricted model. 

The restricted model can now be described as follows: 

SUCCESSION = Constant + BOSS + POLITICIANS + COMMUNITY + 

MEDIA  

Regarding the odds that a chief will be fired when compared with the odds he or 

she will leave office voluntarily, the nature of the relationship between a chief and his or 

her hiring authority (X
2
 = 25.701, df = 2), the nature of the relationship between a chief 

and politicians (X
2
 = 7.894, df = 2), the nature of the relationship between a chief and 
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community leaders (X
2
 = 7.036, df = 2), and the nature of the relationship between a chief 

and the media (X
2
 = 6.592, df = 2) were each significant at the .05 level.   

 

Table 20. Logit Coefficients for Restricted Model 

   

Logit Coefficients for 

 

Comparison 

  

BOSS 

 

POLITICIANS 

 

COMMUNITY 

 

MEDIA 

 

Fired | Voluntarily left 

 

β 

 

-1.632 

 

-.536 

 

.276 

 

-.499 

 exp(β) .196 .585 1.318 .607 

 % -80.4 -41.5 31.8 -39.3 

 p .007 .001 .1 .05 

Coerced | Voluntarily left β -.859 -.164 .07 -.228 

 exp(β) .424 .849 1.072 .796 

 % -57.6 -15.1 7.2 -44.8 

 p .000 .107 .523 .099 

NOTE: β is a logit coefficient; exp(β)is a factor change; % is a percentage change of odds; p is a significance level. 

 

 

Data regarding the odds associated with one outcome versus another are presented 

in Table 20.  It should be noted that the data show the odds of each outcome compared 

with the odds of leaving office voluntarily, while holding the other alternative outcome 

constant.  To avoid redundancy in explaining the results, the information presented below 

makes that assumption in each case that the alternative not discussed is held constant. 

Relationship with Hiring Authority.  When we examine the effect of a chief’s 

relationship with his or her hiring authority, we see that each unit change on the scale that 

describes the relationship between a chief and his or her hiring authority multiplied the 

odds, by a factor of .196, of a chief being fired versus voluntarily leaving office.   

Further, each unit change on that scale multiplied the odds, by a factor of .424, of 

a chief being coerced or pressured to leave office versus leaving office voluntarily. 

An easier interpretation of the effect of a chief’s relationship with his or her hiring 

authority may be found in looking at the percentage change of odds.  For each unit 

increase on that scale (moving from very poor to very good), the odds of being fired 
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versus voluntarily leaving office decreased by 80%.  A unit increase on the scale caused 

the odds of being coerced or pressured to leave office to decrease by almost 60%.   

Thus, the more positive the relationship between a chief and his or her hiring 

authority is, the less likely that chief will leave office either due to being fired or coerced 

when compared to leaving office voluntarily.   

For example, a chief whose relationship with his or her hiring authority is rated 

very good is 80% less likely to be fired and 60% less likely to be coerced to leave than a 

chief whose relationship is described as good. 

This finding supports the hypothesis: The more positive a police chief’s 

relationship is with the city’s hiring authority, the less likely it is that police chief will 

leave office involuntarily. 

A visual plot of the data is a useful method to show the relative magnitude of the 

effects for each variable contained in the restricted model (Figure 16).  The lack of 

statistical significance is indicated by a connecting line, thus indicating that the variable 

does not differentiate between those outcomes.   

 

 Factor Change Scale Relative to Category Vol_Left

 .64   .82   1.04   .25  .32  .4  .51  .2  1.32 

 FHiring authority
 C

 V  UnStd Coef

 F

 

 

For example, while the relative effect of a chief’s relationship with the city’s 

hiring authority can be clearly seen as related to a chief being fired (F), coerced (C), or 

 Logit Coefficient Scale Relative to Category Vol_Left  
 -1.63  -1.39  -1.15  -.92  -.68  -.44  -.2  .04  .28

 C 
 V 

 F
 C

 V 

 F
 C 

 V 

 Relationship with politicians
 UnStd Coef

 Relationship with community leaders
 UnStd Coef

 Relationship with the media
 UnStd Coef

Figure 16 

Odds Ratio Plot of Coefficients for Restricted Model 
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voluntarily leaving office (V) the difference in the effect of the chief’s relationship on 

being fired versus coerced is not statistically significant at the .05 level. 

Relationship with Politicians.  As we examine the effect of a chief’s relationship 

with key politicians, we see that each unit change on the scale that describes the 

relationship between a chief and politicians multiplied the odds, by a factor of .585, of a 

chief being fired versus voluntarily leaving office.   

Further, each unit change on that scale multiplied the odds, by a factor of .849, of 

a chief being coerced or pressured to leave office versus leaving office voluntarily.   

The difference in the effect of a chief’s relationship with politicians on a chief 

being fired versus leaving voluntarily or because of coercion is statistically significant, 

but the difference between voluntary termination and leaving due to coercion is not 

statistically significant at the .05 level.  

Thus, for each unit change on the scale that describes a chief’s relationship with 

politicians, the odds of being fired versus leaving office voluntarily decreased by 41.5% 

and the odds of being coerced or pressured to leave office decreased by 15%. 

The more positive the relationships between chiefs and politicians are the less 

likely chiefs will leave office either due to being fired or coerced when compared to 

leaving office voluntarily. 

This finding supports the hypothesis: The more positive a police chief’s 

relationship is with key political officials, the less likely it is that police chief will leave 

office involuntarily. 

Relationship with Community Leaders.  When we examine the effect of a chief’s 

relationship with community leaders, we see that each unit change on the scale that 

describes the relationship between a chief and politicians multiplied the odds, by a factor 

of 1.318, of a chief being fired versus voluntarily leaving office.   

Further, each unit change on that scale multiplied the odds, by a factor of 1.072, 

of a chief being coerced or pressured to leave office versus leaving office voluntarily.  

However, it is not possible to differentiate the effect of a chief’s relationship with 

community leaders on the three categories of succession at a statistically significant level.   

However, the direction of the effect of this independent variable on the dependent 

variable is positive.  Thus, for each unit change on the scale that describes a chief’s 
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relationship with community leaders, the odds of being fired versus leaving office 

voluntarily increased by 32% and the odds of being coerced or pressured to leave office 

increased by 7%. 

This finding contradicts the hypothesis: The more positive a police chief’s 

relationship is with leaders of key community groups, the less likely it is that police chief 

will leave office involuntarily. 

This finding actually suggests that as a chief’s relationship with community 

leaders improves, his or her chances of being fired or coerced to leave office actually 

increase.   

If we examine the plot of the effect of this variable in Figure 16, we find the 

differences in relative effects of a chief’s relationship with community leaders on the 

outcomes of voluntary, involuntary, and coerced termination are small and not 

statistically significant at the .05 level.  That is, this variable does not differentiate among 

the three outcomes. 

While we are not able to explain why this finding is contradictory to what we 

would expect to find, we could speculate causes for this finding.  For example, it is 

possible that some relevant variables were omitted from the model, thus any common 

variance they share with included variables could have been wrongly attributed to those 

variables, or the error term might be inflated as a result.   

Relationship with the Media.  As we examine the effect of a chief’s relationship 

with the media, we find that each unit change on the scale that describes the relationship 

between a chief and politicians multiplied the odds, by a factor of .607, of a chief being 

fired versus voluntarily leaving office.   

Further, each unit change on that scale multiplied the odds, by a factor of .796, of 

a chief being coerced or pressured to leave office versus leaving office voluntarily.   

The difference in the effect of a chief’s relationship with the media on a chief 

leaving voluntarily versus being fired or leaving because of coercion is statistically 

significant, but the difference between involuntary termination and leaving due to 

coercion is not statistically significant.  
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For each unit change on the scale that describes a chief’s relationship with the 

media, the odds of being fired versus leaving office voluntarily decreased by 40% and the 

odds of being coerced or pressured to leave office decreased by 45%. 

This finding supports the hypothesis: The more positive a police chief’s 

relationship is with the media, the less likely it is that police chief will leave office 

involuntarily. 

A chief whose relationship is rated as very good is 40% less likely to be fired and 

45% less likely to be coerced or pressured to leave office than a chief whose relationship 

is rated as good. 

 

Summary 

 

This chapter examined data obtained from incumbent police chiefs throughout 

Florida regarding the phenomenon of succession among their predecessors.   

One of the most striking findings in this study was the prevalence of turnover 

among police chiefs caused by coercion or pressure that has gone previously unreported 

or at least misreported as voluntary resignations.  One-third (32.8%) of the cohort of 

predecessors in this study resigned or retired while under pressure to leave or in lieu of 

being fired.    

While six independent variables were suggested comprising the social relations of 

a police chief and six independent variables were suggested comprising important aspects 

of the institutional context within which a police chief operates, evidence supporting the 

statistically significant effect of these variables was found for only three of the variables 

in the model. 

The nature of police chief relationships with their hiring authorities, their 

relationships with politicians, and their relationships with the media had a statistically 

significant effect on the odds that they will leave office either involuntarily, as a result of 

coercion or pressure, or voluntarily. 

The results of the multinomial logistic regression for the restricted model 

provided support for only three of the hypotheses originally posited in this study.  No 
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statistically significant support for the remaining hypotheses offered in this study was 

found. 

It is of interest to note that the findings from the earlier bivariate analysis also 

found the nature of police chief relationships with hiring authorities and the media were 

statistically significant in their effects on the odds that succession would be involuntary 

versus voluntary.   

However, had this research used only the bivariate analysis the related findings 

would have masked the prevalence of police chief turnover due to coercion or pressure 

and would not have illuminated the statistically significant role politicians play in the 

nature of police chief turnover. 
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CHAPTER 6 

CONCLUSIONS AND RECOMMENDATIONS 

 

This study sought to contribute to the body of knowledge regarding the 

phenomenon of executive succession by examining succession among a specific group of 

public sector executives: Florida police chiefs.  Three general research questions were 

posed: 

 What is the relationship between social relations and police chief succession?? 

 What is the relationship between institutional context and police chief 

succession? 

 What is the joint relationship between social relations, institutional context, 

and police chief succession? 

 

Social relations and police chief succession 

Unlike previous work that characterizes succession as a dichotomous event that is 

either voluntary or involuntary, this study added a third dimension to the event: 

succession caused by coercion or pressure.  While the existence of coercion as a factor in 

causing executive turnover is acknowledged in the literature (Park, 1996), very little 

empirical work to date has examined succession events that occur when an executive 

resigns as a result of coercion or pressure in lieu of involuntary termination. 

Thus, the most important contributions made by this study to the body of 

empirical work to date are the findings related to the prevalence of succession that takes 

place as a result of coercion or pressure among the cohort of police chiefs who left office 

immediately prior to the appointment or election of Florida police chiefs serving today. 

This work makes a contribution to the body of literature on executive succession 

generally.  It also makes a contribution to the sparse body of empirical literature on police 

chiefs.  While much has been written about police chiefs (Hunt & Magenau, 1993), far 

too little scholarly work has added to our knowledge about a police chief’s role or about 

factors affecting a police chief’s effectiveness. 

102 



 

While the existence of pressure on police chiefs is discussed in the literature 

(Rainguet, 1998; Seiffert & Culverhouse, 1988; Tunnell & Gaines, 1992) only one 

empirical study has explicitly linked that pressure to the nature of police chief turnover.   

Likewise, the issue of pressure has been discussed related to municipal city 

managers (DeHoog & Whitaker, 1990; Desantis et al., 1992) as well as other public and 

private sector executives but empirical data regarding this phenomenon has been 

conspicuously sparse.   

The finding that police chiefs are pressured or coerced to leave office will likely 

not be contested by anyone with even a casual understanding of organization theory or 

practice.  However, this study produced empirical data documenting the extent to which 

it occurred, and many will likely be surprised that it occurs with such frequency.   

The fact that one-third of the police chiefs in Florida who left office did so in lieu 

of being fired is not insignificant to our understanding of succession among this specific 

population. 

 Further, of all the potential causal relationships explored in this study, only a 

chief’s relationship with his or her hiring authority was found to have a statistically 

significant effect on predicting the odds that a chief will leave office due to coercion or 

pressure.   

We now know that a chief can substantially reduce the odds of leaving due to 

coercion or pressure simply by improving the quality of the relationship he or she enjoys 

with the city’s hiring authority.  A chief whose relationship with a hiring authority is 

rated “good” is 60% less likely to leave office due to coercion than a chief whose 

relationship is rated “neither good nor poor.” 

Like the previous finding that coercion exists at the level it does, the finding that 

coercion comes from a hiring authority is also not likely to raise any eyebrows among 

readers.  However, like the previous finding there is an aspect of this finding that is of 

note.  Small increases in the quality of a chief’s relationship with his or her hiring 

authority make a big difference in the odds of that chief leaving office as a result of 

pressure to do so. 

In addition to what we found concerning succession due to coercion or pressure, 

we also established that the quality of certain other relationships can be predictors of a 
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chief being fired when compared to leaving voluntarily.  Specifically, a chief’s 

relationship with his or her hiring authority, key political officials, and the media are 

statistically significant predictors of a chief being fired compared with leaving office 

voluntarily. 

While the quality of a chief’s relationship with key politicians had the smallest 

effect on the odds of a chief being fired, we again found that small increases in the 

quality of a chief’s relationships with these three groups of individuals produced 

substantial reductions in the odds of that chief being fired versus leaving office 

voluntarily. 

Also of interest in this study is what we did not find.  While we found some of the 

relationships suggested in the model as comprising the social relations of a police chief 

were statistically significant, we did not find that some of the other relationships posited 

in this study and suggested in previous work (Witham & Watson, 1983) were statistically 

significant predictors of the nature of succession in this study.   

The quality of a chief’s relationships with other criminal justice executives, 

community leaders, and police department employees were not found to be significant 

predictors of the nature of turnover among police chiefs.  This establishes that some 

relationships are more important than others in determining the nature of police chief 

turnover in Florida.   

 

Institutional context and police chief succession 

More important among what we were not able to confirm is the fact that none of 

the variables posited as comprising the institutional context of a police chief were 

significant predictors of succession outcomes.   

Whether a city enjoyed a stable political environment, whether the police 

department was perceived as effective or not, the career path of a police chief, the size of 

the department relative to the size of the municipality, police chief tenure, and the 

structure of municipal governance had no statistically significant effect on the odds of a 

chief leaving involuntarily or due to coercion or pressure when compared to leaving 

voluntarily. 
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Social relations, institutional context and police chief succession 

Because none of the independent variables included in the model representing the 

institutional context of a police chief were found to provide statistically significant 

evidence that they were related to the nature of a police chief’s turnover, the joint effect 

of social relations, institutional context, and police chief succession cannot be 

determined. 

 

Practical Implications 

 

While these findings have provided us with important insight into the nature of 

police chief turnover in Florida and have direct implications for municipal police chiefs 

and their hiring authorities they should also be of interest to others who hold public 

office.  All public officials are subject to pressures that can directly and indirectly affect 

their tenure in office as well as the nature of how they leave those offices.   

To that extent these finding may, at some level, be generalizable to other 

executives.  While the specific constellation of actors would surely be different for the 

director of a state agency compared with a municipal police chief, the notion that there 

are relationships that may determine the manner in which a state agency head or any 

other executive at any level of government leaves office should be apparent.  Further, at 

least two of the groups relevant to a police chief should also be relevant to examine for 

other executives.  All executives in public organizations report to some hiring authority 

and manage and lead employees. 

For municipal city managers, the role set may vary little from that proposed here, 

inasmuch as they operate within a similar general milieu as municipal police chiefs 

dealing with similar issues and constraints.  For other public sector executives the role set 

for a given executive would likely differ substantially from the set posited in this study, 

but the notion that there is a role set that is important to the executive should be 

generalized to other settings and organizations. 

Public administrators might do well to examine their social relations and to 

develop their own theory of the situation as it relates to their unique positions.  Their 
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tenure and the manner by which they leave their positions might be subject to some 

degree of manipulation by them. 

 

Implications for Theory 

 

This study tested a model that suggested succession among Florida police chiefs 

could best be explained if we knew the quality of a chief’s social relations with selected 

groups and individuals and if we knew certain information about the institutional context 

within which chiefs operate.   

The social relations variables were drawn from Granovetter’s (1985) 

embeddedness thesis and tested using and extending Witham and Watson’s (1983) law 

enforcement executive “role set.”  The institutional context variables were drawn from 

previous empirical work that identified contextual elements affecting municipal 

executives generally (Feiock & Stream, 1998; Renner & DeSantis, 1994) and police 

chiefs in particular (Enter, 1986; Penegor & Peak, 1992; Rainguet, 1998). 

While some of the individual findings in this study were significant and add to our 

knowledge about this important phenomenon, it is clear that the model proposed in this 

study is inadequate in providing a useful framework to describe succession among 

Florida police chiefs.   

Unfortunately, as noted earlier, one of the persistent problems with the body of 

empirical research that exists regarding executive succession remains that it stands as a 

broad collection of work with no common theoretical framework or foundation (Kesner 

& Sebora, 1994; Rainguet, 1998).  Much work remains to be done to develop useful 

theories regarding this important area of inquiry. 

The findings in this study do, however, give some insight into possible useful 

extensions.  Given the findings relative to the importance of social relations among chiefs 

and various groups, one area where additional work is indicated to understand this 

phenomenon might be to more fully explore Granovetter’s embeddedness thesis and 

related network theories that could be used to reformulate a model describing a police 

chief’s relationships with groups and individuals significant to his or her tenure.   
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Another possible area that could be examined to provide useful insight into the 

social relations of chiefs is separate work by Granovetter (1978) not used in this study 

where he laid out the notion of strong ties and weak ties.  This idea sorts out the relative 

influence of network ties in a system and suggests the influence of strong ties and weak 

ties is important in understanding actors embedded in a network. 

Krackhardt (1992) noted that Granovetter proposed that weak ties are often more 

important than strong ties in understanding certain network based phenomena.  His 

argument rests on the assumption that strong ties tend to bond similar people to each 

other, and these similar people tend to cluster together such that they’re all mutually 

connected.   

In contrast, a weak tie more often constitutes a local bridge to parts of the social 

network that are otherwise disconnected and therefore a weak tie is likely to provide new 

information from individuals in disparate parts of the network.  This notion might be a 

useful way to understand why some relationships were more important than others. 

Additional research is also needed regarding the effect of various institutional 

context variables on police chief succession.  Other succession and related research found 

variables contained in the model examined here to be statistically significant.  When 

tested in the model contained in this study, no statistically significant effects were found.  

However, these explanatory variables should be tested in other models to further assess 

their influence on the nature of succession among police chiefs as well as other 

significant public and private sector executives. 

Also, the finding that our knowledge regarding succession is more fully described 

when viewed as a trichotomous event than it is when examined as a dichotomous event 

has implications for the research conducted to date on other important public sector 

executives.  Specifically, by adding turnover due to coercion and pressure as an outcome, 

we might learn more about city manager turnover which has been largely viewed as 

dichotomous in nature.   

Thus, this body of literature as well as other research on other executives should 

be revisited viewing succession as a trichotomous outcome to determine if we can learn 

more about the nature of those events and of the variables affecting the nature of those 

events. 
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Research Limitations and Recommendations 

 

There are a number of limitations of this study that should be addressed in 

subsequent works.  This study used quantitative, cross-sectional methods in an effort to 

arrive at conclusions about police chief succession.  While this method produced useful 

knowledge that contributed to our understanding of succession among Florida police 

chiefs, there are questions that remain unanswered.   

This study did not inform us regarding what it is about the nature of a chief’s 

relationship with certain groups that affect the manner in which a chief leaves office.  We 

don’t know how those relationships become positive or negative.  We don’t know what 

the issues are that form the basis of a chief’s interactions with these groups. 

First, some of these and other questions left unanswered might be best explored 

using qualitative methods.  While we can predict the effect a poor relationship between a 

police chief and a hiring authority has on the odds of a chief being coerced to leave or of 

being fired, we don’t know how that relationship comes to be described as positive or 

negative in nature.   

Ethnography, conversational analysis, and other qualitative approaches are 

particularly useful ways in which we might seek to discover aspects of this phenomenon 

that we might find otherwise difficult to understand using strictly quantitative 

approaches.  

Second, the cross-sectional findings in this study should be confirmed in 

subsequent research, possibly using longitudinal data in order to explore whether the 

findings here are a reflection of the cohort included in this analysis or whether they 

remain valid over time. 

It is possible that the particular findings in this study are limited to the cohort of 

predecessors reported in here.  It is also possible that the cohort examined here was 

somehow influenced by some aspect of the era in which they served and that the 

institutional environments within which police chiefs work may change over time, thus 

changing the statistically significant effects of the variables examined here. 

Third, the findings in this study are directly influenced by the variables which 

were included in the model and, by extension, those variables which were not included in 
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the model.  Future research should explore variables not included in this particular study 

in order to enrich our understanding of succession.   

For example, we gained additional insight into succession among Florida police 

chiefs by acknowledging that succession, as a dependent variable, is more complicated 

than one might infer if we looked only at voluntary versus involuntary turnover.  By 

examining succession that takes place as a result of coercion or pressure, we discovered 

additional independent variables that impacted the nature of police chief turnover that we 

did not find when we considered succession as a dichotomous event.   

Finally, this research made no attempt to discover which succession events were 

adaptive for the organization or the city and which were maladaptive.  One might 

reasonably conclude that some, if not many, succession events due to coercion or even 

involuntary termination are the effort of a municipal hiring authority to replace a 

dysfunctional police chief in a manner that produces minimal negative publicity.   

It is far easier to encourage a chief to leave rather than to subject the city to the 

negativity associated with firing a visible, public official.  Future research efforts might 

seek to learn the motivations behind succession events brought about through coercion or 

pressure. 
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