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Abstract

This study examines how police ingroup identity relates to authoritarian attitudes and whether this relationship is associated with orga-
nizational fairness and relative deprivation. Based on survey data from 1632 employees of the German Federal Criminal Police Office
(BKA), we find that ingroup identity is strongly and positively associated with authoritarian attitudes. At the same time, we identify a
weaker indirect negative pathway: stronger ingroup identity is associated with higher perceptions of organizational fairness, which in
turn are associated with lower levels of relative deprivation regarding income, prestige, career prospects, and management quality. This
dual-pathway model contributes to police culture research by suggesting that professional identification may both reinforce and inhibit
authoritarian tendencies, depending on organizational justice dynamics. Our findings challenge one-dimensional accounts of “toxic”
police culture, highlight the relevance of organizational justice and deprivation in shaping ideological orientations, and extend social
identity theory to specialized investigative police units. The results underline the need for organizational strategies that foster inclusive
and reflexive forms of professional loyalty to strengthen democratic resilience within law enforcement.
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1. When Cop Culture Becomes Toxic the handling of dangerous situations and protecting against
(mental) overload. Accordingly, cop culture is oriented to-
ward the everyday needs of police officers and (typically)

or policing subcultures—and authoritarian attitudes among has little in common with the official organizational mod-

police employees and hostile behavior toward members of els of police culture; that is, it does not adhere to the offi-
the public is well documented (Behr, 2022; Demirkol and cially prescribed, idealized notions of policing as outlined

Nalla. 2017: GroB et al.. 2022: Gutschmidt and Vera. 2019: in mission statements and regulations (Behr, 2022; Grof3 et
Hunold D, 2022; Wegner and Ellrich, 2022). Organiza- al., 2022; Gutschmidt and Vera, 2019; Ménard and Arter,
tional research more generally suggests that strong collec- ~ 2014)- ’”l’"hus, cop cu?ture may be a resource that. ?trenféth'
tive identities can both stabilize coordination and perfor- ens resilience, buffering stress and professional disillusion-
mance and, under certain conditions, foster conflict, exclu- ment. ) )

sion, and rigid boundary-drawing between groups. Based However, whether such ingroup-oriented cultural for-
on social-psychological theories like Social Identity The- mations ultimately foster professional resilience or tilt to-

ory (SIT), strong ingroup identity and ingroup-outgroup ward normatively problematic o.utcome.s may depenfi f)n
differentiation have been shown to be key ingredients of ~ NOW burdensome everyday work is experienced by individ-

cop cultures that foster such “toxic” attitudes and behav- ual police employees and whether the organization itself is
ior (e.g., Brown et al, 2019). At the same time, police perceived to sufficiently regulate and compensate for these

employees do not uniformly subscribe to cop culture; the ~ urdens.

perceived burdensomeness of a particular employee’s work ~ While associations between cop culture and authori-
reality and their perception of the organizational environ- tarian attitudes are well established, what remains insuffi-

ment may serve as key psychological mechanisms that help ciently specified are the social-psychological mechanisms
explain the observed variation in authoritarian attitudes. th?t transmit .thls. assocgtlon—partlculgrly the r.OIeS. of per-
Cop cultures can be understood as an important re- ceived organizational fairness and relative deprivation. We

source for reducing complexity and thus have a practical focus on these two mechanisms because they capture how

function within the framework of specific, particularly bur- organizational experiences are associated with the motiva-
densome, police tasks, for example by helping to routinize tional quality of social identification.

A link between certain types of cop culture, i.c.,
(street) cop cultures—also described as canteen cultures
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Perceived organizational fairness reflects the extent to
which procedures and outcomes are experienced as legit-
imate and just, whereas relative deprivation here denotes
a perceived gap between the importance an individual at-
taches to material work values—such as pay, career ad-
vancement, or prestige—and their actual realization. When
fairness is low, identity-related needs for respect and be-
longing are frustrated; when deprivation is high, unmet ex-
pectations regarding material recognition evoke frustration,
lack of social recognition and control loss. Both processes
can heighten the appeal of authority and hierarchical order
(Duckitt, 2001). Together, they may reflect the organisa-
tional conditions under which an in-group identity is more
likely to be associated with resilience or authoritarian ten-
dencies.

Recent reviews and meta-analyses confirm the cen-
tral role of both fairness and deprivation in shaping em-
ployees’ appraisals and reactions to their work environ-
ment (Colquitt et al., 2023; Wan et al., 2023; Adamovic,
2023). Complementary evidence from research on pub-
lic and semi-public organizations shows that perceptions of
procedural and distributive justice, as well as work-related
values and recognition, are closely associated with em-
ployee commitment, compliance, and evaluative orienta-
tions (Brinck et al., 2023). Evidence from policing research
likewise highlights the pivotal role of social identity (Chan
et al., 2023). Taken together, these strands suggest that per-
ceived fairness can mitigate, and perceived deprivation can
amplify the threat perceptions and status anxieties that un-
derpin authoritarian orientations (Duckitt, 2001). Clarify-
ing this link helps explain variation in how ingroup cohe-
sion relates to authoritarian tendencies within police cul-
tures.

Building on this theoretical rationale, there remains a
need for quantitative tests that integrate these mechanisms
into a single explanatory model, especially in specialized
investigative agencies (Wolfe and Lawson, 2020). In line
with a mediational understanding, we conceptualize per-
ceived organizational fairness and relative deprivation as
process variables that are statistically associated with the
relationship between ingroup identity and authoritarian at-
titudes rather than as contextual moderators.

Accordingly, the aim of this study is twofold: (1) to
examine whether a strong cop ingroup identity is associated
with authoritarian attitudes among employees of the Federal
Criminal Police Office (BKA), and (2) to test whether this
relationship is mediated by perceived organizational fair-
ness and experiences of relative deprivation. Rather than
theorizing moderation, we conceptualize fairness and de-
privation as mediating mechanisms that help explain how
ingroup identity and authoritarian attitudes are interrelated
in the organizational context.

Guided by SIT and contemporary justice- and equity-
based perspectives, we advance a process account in which
perceived fairness operates as a proximal evaluation of
treatment and procedures, shaping employees’ sense of be-

ing valued and respected (Colquitt et al., 2023). This eval-
uation, in turn, informs outcome comparisons and percep-
tions of relative deprivation, as suggested by equity-based
reasoning (Adamovic, 2023; Dong et al., 2023). By linking
these processes to the development of authoritarian orien-
tations, we therefore test a serial mediation model of as-
sociations in which ingroup identity is related to perceived
fairness, perceived fairness is associated with relative depri-
vation, and perceived deprivation is related to authoritarian
attitudes. Building on this theoretical framework, we then
present empirical analyses to test the hypotheses.

2. Theory and State of Research: Cop
Culture and Its Social Mechanisms

To clarify the social-psychological mechanisms un-
derlying authoritarian attitudes among police employees,
this section provides an in-depth discussion of the con-
cepts of cop culture and ingroup identity, as well as an
overview of the current state of research on their interre-
lation. Rather than treating cop culture as a monolithic
explanatory variable, we focus on the affective dimen-
sion of ingroup identity as one of its core psychological
components—particularly relevant in the context of spe-
cialized police organizations such as the BKA.

2.1 Social and Professional Identity — An Approach to the
Social Psychological Mechanisms Behind Cop Culture

Questions about the social or professional identity of
police employees are discussed almost exclusively in the
literature on cop culture. However, the broader social psy-
chological literature is often neglected. In the following,
this literature will be discussed to identify links to cop cul-
ture and to organizational identity research more broadly,
including work on identification, justice, and authority in
public and professional organizations.

The Social Identity Theory (SIT) developed by Tajfel
and Turner (1979; 1986) is one of the best-known theoret-
ical concepts for the analysis of intergroup processes. Ac-
cording to this theory, group membership is a core compo-
nent of the self-concept and thus an important aspect of self-
esteem. The theory posits that members of a group form a
social identity that leads them to prefer members of their
own group (ingroup) over other groups (outgroup) in or-
der to maintain a positive self-image (cf. Tajfel and Turner,
1979). While personal identity focuses on uniqueness and
difference from other individuals, social identity refers to
the convergence of individual behaviors, values and social
norms (Wang and Yang, 2022).

The process of social identification is how individuals
define and feel about a social group and how shared group
membership influences their attitudes and behaviors. Self-
Categorization Theory (Turner et al., 1987) explains how
individuals perceive themselves as similar to their group
and subsequently adopt its attributes or characteristics into
their self-conception. This assimilation process is referred
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to as self-stereotyping, which involves the depersonaliza-
tion of self-concepts (Onorato and Turner, 2004). Although
SCT assumes that people who deviate from group norms
do not identify strongly with the group, research has shown
that high identification and loyalty may persist even with-
out full norm conformity (Crane and Platow, 2010). Thus, a
second type of social identification has been proposed: self-
anchoring (Cadinu and Rothbart, 1996), in which informa-
tion about one’s own self-concept is projected onto the in-
group. With the development of their Integrative Model of
Social Identification (IMSI), Van Veelen et al. (2016) point
to the possible coexistence of both cognitive pathways.

One manifestation of social identity is professional or
organizational identity (du Plessis et al., 2021). The as-
sumptions of SIT and SCT have been applied to the orga-
nizational context for decades (Ashforth and Mael, 1989;
Hogg and Terry, 2001; Rovetta et al., 2025). Together, or-
ganizational identity and organizational identification have
become two of the most important concepts in organiza-
tional research (He and Brown, 2013). Professional or orga-
nizational identity refers to shared collective norms and val-
ues; the rules based on these norms and values become col-
lective meanings for the behavior of group members (Bay-
erl et al., 2018). It changes through ongoing social learning
and interaction but is nevertheless a relatively stable state
that reflects individuals’ willingness to define themselves
as members of a particular organization (Wang and Yang,
2022). According to Weisman et al. (2022), it can be seen
as the members’ collective and shared sense of who they
are as an organization in terms of the characteristics that
are central, distinctive and enduring. Organizational iden-
tification is a form of social identification in which people
see themselves as members of a social unit, the organiza-
tion (Weisman et al., 2022). Organizational identification
can be understood as an individual perception of the com-
monality of this organizational identity (Lupina-Wegener et
al., 2015).

These theoretical perspectives highlight that group-
based identification processes, especially affective ingroup
identity defined by cohesion, solidarity, and loyalty—can
strengthen conformity pressures and outgroup differentia-
tion. This provides the conceptual basis for linking cop cul-
ture to authoritarian attitudes.

2.2 Cop Culture in Criminal Investigative Police:
Concepts and Limitations in the Case of the BKA

The concept of cop culture refers to a framework of
meaning within which practical police work takes place
(Behr, 2022). It contrasts with police culture (organiza-
tional culture prescribed by leadership), which includes ev-
erything that is officially mandated by political and police
leadership (laws, regulations, public guidelines). While po-
lice culture represents the idealized, publicly visible dimen-
sion of policing, cop culture reflects the lived, everyday
practices of police employees (Gutschmidt and Vera, 2019).
At this operational level, the formal demands of police cul-
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ture are adapted into routines and practical knowledge, of-
ten diverging from official expectations (Behr, 2022; Derin
and Singelnstein, 2022).

Cop culture is also referred to as canteen culture or a
policing subculture (Hesketh et al., 2017). From a broader
organizational theory perspective, Schein’s (2010) model of
organizational culture offers a useful lens for understand-
ing how cop culture manifests. According to Schein, cul-
ture operates on three levels: artifacts, espoused values, and
underlying assumptions. Cop culture, in this view, reflects
the deeper layer of informal, taken-for-granted assumptions
that shape behavior and perceptions in police work—often
diverging from formal mission statements and procedures.
Police culture tends to refer to espoused values.

Classic studies on cop culture (e.g., Behr, 2022;
Wathne, 2020; Workman-Stark, 2025) primarily examined
street cop culture—a cultural system among frontline po-
lice employees dealing directly with crime and disorder.
Workman-Stark (2025), also introduced a distinction be-
tween street cop culture and management cop culture,
which is more prevalent in investigative and administrative
units. This distinction is highly relevant for the BKA, where
many employees work in investigative and analytical roles
rather than on the street.

Despite these differences, cop culture remains an im-
portant concept for understanding the BKA. Although the
BKA differs structurally from frontline police forces, it
nevertheless exhibits patterns of cop culture—particularly
team-based loyalties, nested identities, and defensive pro-
fessional identities—making the concept useful when
adapted to this context.

Training and Professional Socialization. BKA per-
sonnel undergo a three-year training program to become
law enforcement officers (Vollzugsbeamte). This founda-
tional socialization process instills police-specific norms,
values, and professional identities like those found in other
law enforcement agencies.

Strong Identification with Teams over Organiza-
tional Units. Research suggests that police employees of-
ten feel a stronger bond with their immediate work teams
than with higher-level organizational structures (Workman-
Stark, 2025). This is also observed within the BKA. An
analysis of the data used in this paper shows that team loy-
alty often outweighs identification with broader hierarchi-
cal units such as departments or divisions. This is consis-
tent with the concept of nested identities (NID), accord-
ing to which identification with the team is often stronger
than identification with the organization and correlates
more strongly with specific outcomes of the working group
(Rovetta et al., 2025). Such team-based identity formation
or team identification is a central aspect of cop culture, as it
fosters cohesion, solidarity, and a shared professional out-
look.

Rule-Consciousness and Conformity. Legalis-
tic values, particularly a strong inclination toward rule-
following and procedural correctness, are deeply embed-
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ded in the professional ethos of BKA personnel (Striebing
et al., 2023). While these values align with police culture,
they also contribute to the mechanisms of cop culture by re-
inforcing an internal normative system that prioritizes con-
formity and hierarchical order.

Operational Units with Exposure to Risk and Un-
certainty. Although the majority of BKA employees
are not engaged in frontline policing, the institution does
include specialized operational units that conduct field-
work in uncertain and potentially dangerous environments.
These units operate under conditions that are conducive to
the development of cop culture, particularly in terms of risk
perception, occupational solidarity, and a defensive profes-
sional identity.

Given these factors, the concept of cop culture must be
adapted, not discarded: although classic frontline models
do not fully capture the BKA’s reality, the agency nonethe-
less exhibits cultural patterns consistent with key aspects of
cop culture.

2.3 Cop Culture and Authoritarian Attitudes

This study investigates whether a strong ingroup iden-
tity among police employees is associated with higher lev-
els of authoritarian attitudes, and whether this relationship
is mediated by organizational factors such as perceived fair-
ness and individual experiences of deprivation. To better
understand the psychological foundations of authoritarian
attitudes in policing, we use cop culture as a theoretical
frame and link it to social-psychological theories of social
and professional identity. This linkage helps identify mech-
anisms through which group-based identification may fos-
ter authoritarian tendencies within police organizations.

For a long time, in psychology it was not clear how
authoritarian attitudes could be linked to collective behav-
ior and group identification. The Right-Wing Authoritari-
anism Scale (Altemeyer, 1981) measures authoritarian atti-
tudes across three dimensions: conventionalism, authoritar-
ian submission, and authoritarian aggression. While some
scholars view authoritarianism as stable, a growing body of
evidence shows it to be strongly shaped by contextual and
organizational factors (Schnelle et al., 2021). This supports
the assumption that authoritarian attitudes can be shaped by
organizational characteristics that are part of cop culture.

Duckitt (1989) developed a link between SIT (Tajfel
and Turner, 1986) and authoritarianism by conceptualizing
it as a relationship between group and individual members,
primarily determined by the intensity of identification and
the resulting striving for cohesion. Strong ingroup identifi-
cation is associated with demands for conformity (conven-
tionalism), respect and obedience to authority (submission),
and intolerance or punishment of norm violators (aggres-
sion). This link has been empirically supported (Grof3 et
al., 2022; Schnelle et al., 2021). Research also shows that
highly authoritarian individuals display stronger ingroup

bias and outgroup derogation, consistent with SIT (Heller
et al., 2020; Stellmacher and Petzel, 2005).

Although some claim that isolation and solidarity
among police have decreased (Behr, 2022), ingroup loyalty
remains a central feature of police identity (Gutschmidt and
Vera, 2019; Paoline, 2003). As loyalty is a central compo-
nent of social identity, strong ingroup identification is ex-
pected to foster authoritarian attitudes.

Two explanatory models dominate the literature:

1. Predisposition (selection effect): policing attracts
more authoritarian-conservative types (Grof3 et al., 2022;
Kemme et al., 2021).

2. Socialization (learning effect): authoritarian atti-
tudes are acquired “on the job” through professional expe-
riences (e.g., Ashlock, 2019; Kemme et al., 2021).

Evidence suggests that authoritarianism and conser-
vatism increase once trainees enter practical work environ-
ments (Clasen et al., 2024; Goncalves and Tuttle, 2024,
Krott et al., 2018). This leads to our first hypothesis:

HI1: Ingroup identity is positively associated with au-
thoritarian attitudes.

To explain how cop ingroup identity may foster au-
thoritarian attitudes, we conceptualize perceptions of fair-
ness and deprivation as mediating mechanisms that trans-
late social identification into evaluative and motivational
processes. Strong identification with the police ingroup
shapes how employees interpret organizational treatment:
fair procedures and recognition signal respect and legiti-
macy, perceived shortfalls in material or symbolic rewards
can undermine belonging and evoke perceptions of depri-
vation. These experiences of unmet expectations and frus-
tration can, in turn, activate control motives and conformity
needs that are central to authoritarian worldviews (Duckitt,
2001).

2.4 Organizational Mechanisms Behind Toxic Cop
Cultures

Toxic dynamics within cop culture—characterized by
collective identity and ingroup loyalty—emerge when orga-
nizational conditions structure these identifications in ways
that promote authoritarian orientations or the devaluation
of outgroups. The following section examines two pri-
mary mediating mechanisms: perceptions of (in)justice and
(un)fairness, and experiences of (material) deprivation.

(a) Perceptions of organizational justice and fair-
ness as protective factors against authoritarianism and
group-focused enmity.

Perceptions of organizational justice are central to
shaping identity and occupational attitudes. While most
studies have focused on street-level officers, feelings of in-
justice also affect employees in investigative and adminis-
trative units. Perceived unfairness in promotions, resource
allocation, or leadership decisions represents a mechanism
through which organizational experiences shape authori-
tarian attitudes. Research indicates that organizational in-
justice in policing contexts contributes to outgroup de-
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valuation (Grof3 et al., 2022). Recent reviews and meta-
analyses show that fairness strongly shapes employee atti-
tudes across organizations, including policing (Colquitt et
al., 2023; Wolfe and Lawson, 2020; Adamovic, 2023). Fair
interactions convey recognition and respect, whereas injus-
tice undermines recognition, reduces performance, and in-
creases stress (Semmer et al., 2019).

Importantly, perceptions of organizational fairness are
not solely driven by objective procedural characteristics but
are also shaped by processes of social identity and group
belongingness. According to social identity perspectives,
identification with an organization or occupational ingroup
provides an interpretive lens that can bias how authority ac-
tions and organizational decisions are evaluated—ingroup
authorities are more likely to be seen as legitimate and their
actions as justified by highly identified members (Ashforth
and Mael, 1989). At the same time, research on procedu-
ral justice suggests that experiences of inclusion and strong
group belonging make individuals more sensitive to fair-
ness signals, such that both fair and unfair procedures have
stronger effects on fairness perceptions and attitudes un-
der conditions of strong group inclusion (Colin Bolger and
Walters, 2019; Tyler and Blader, 2003). This dual dynamic
aligns with relational accounts of procedural justice, where
fair treatment affirms group standing and unfair treatment
threatens it, producing stronger affective and cognitive re-
sponses among highly identified members (Lind and Tyler,
1988; Tyler and Blader, 2003). In highly cohesive and hi-
erarchical contexts such as policing, professional solidarity
and loyalty may therefore both bias the interpretation of or-
ganizational actions in a favorable direction and amplify re-
actions to perceived unfairness—even when organizational
practices are contested externally.

Taken together, organizational fairness perceptions
connect organizational experiences with identity-based
evaluations of authority by conveying recognition and shap-
ing how decisions are interpreted within the ingroup. In
policing contexts, this suggests that perceived organiza-
tional fairness constitutes a key pathway linking ingroup
identification to authoritarian attitudes.

H2: Perceived organizational fairness mediates the re-
lationship between ingroup identity and authoritarian atti-
tudes.

(b) Experience of relative deprivation as a risk fac-
tor.

Relative deprivation arises when individuals perceive
a gap between what they expect (income, prestige, career
prospects) and what they experience. Both individual and
collective deprivation have been linked to authoritarianism
and xenophobia (Pettigrew et al., 2008; Pettigrew, 2016;
Wan et al., 2023). In the BKA, such perceptions may stem
from rigid career structures or unequal access to leadership.

Empirical evidence shows that higher procedural fair-
ness reduces feelings of relative deprivation (Wan et al.,
2023), reinforcing the theoretical view that perceived in-
equities function as a psychological pathway through which
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fairness evaluations influence authoritarian orientations. At
the same time, fairness perceptions may carry heteroge-
neous implications: while they can buffer deprivation-
based grievances, they may also signal the legitimacy of ex-
isting authority structures. When such deprivation persists,
it can undermine recognition and strengthen authoritarian
or exclusionary attitudes (Grof3 et al., 2022).

H3: Individual experiences of relative deprivation
mediate the relationship between perceived organizational
fairness and authoritarian attitudes.

3. Method

The aim of this study is to examine the associations be-
tween ingroup identity, perceived organizational fairness,
and relative deprivation with the dependent variable author-
itarian attitudes and to test the corresponding hypotheses
(H1-H3). In line with our theoretical framework, the re-
sults of these analyses lead us to examine serial mediation
(group identity — fairness — deprivation — authoritarian
attitudes), which we elaborate theoretically in the Results
section (H4).

3.1 Sample

The data for testing the hypotheses were collected as
part of a cross-sectional survey of employees of the Fed-
eral Criminal Police Office (Bundeskriminalamt — BKA) in
Germany in September 2022. The Federal Criminal Police
Office is a specialized police agency in Germany that op-
erates on the federal level. Its main responsibilities are to
act as an information and communication center of the Ger-
man police, to investigate outstanding cases of international
crime and to protect the members of the constitutional or-
gans of the Federation (e.g., the chancellor). Consequently,
there are no uniformed police in the Federal Criminal Police
Office and interactions with citizens are much less frequent
than in other police organizations. Furthermore, approxi-
mately half of its employees have a different professional
background from policing. The conditions typically asso-
ciated with cop culture therefore only partially apply to the
Federal Criminal Police Office. However, while it is not
typical for employees of the Federal Criminal Police Of-
fice to hold authoritarian attitudes, authoritarian attitudes
can be found among a relevant minority of the BKA work-
force. This makes the BKA suitable for testing variation
in authoritarian attitudes as a function of identification and
organizational mechanisms.

The survey was administered in German as an online
questionnaire. Data were initially collected from N_initial
= 1843 employees (22.7% of all 8,121 BKA employees).
After planned quality checks and listwise deletion of cases
with missing core measures, the final analytical sample
comprised N_final = 1632 employees of the BKA. Post-
stratification weights were applied to align the sample with
BKA administrative distributions (gender, age groups, em-
ployment groups). While the response rate of 22.7% is
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modest, it is not unusually low compared with recent large-
scale police studies in Germany. The MEGAVO study,
the largest German police study to date and thematically
close to the present research, reported response rates of
approximately 16% and 14% across its two survey waves
(MEGAVO, 2024). The recent Hamburg police study on
democracy-related attitudes and values reported a response
rate of 18.1% (Clasen et al., 2024). At the same time, re-
sponse rates in police surveys vary substantially by survey
mode and design, and Nix et al. (2019) report consider-
ably higher average response rates across the broader in-
ternational police survey literature. We therefore treat non-
response as a relevant limitation. While the use of post-
stratification weights reduces potential distortions in the
sample composition, it cannot rule out systematic nonre-
sponse bias related to unobserved characteristics. In the fi-
nal sample, 47.1% of the participants identified as women
and 0.4% identified as diverse. To ensure data protec-
tion, age was categorized, with 22% of participants be-
tween 15 and 29, 28.6% between 30 and 39, 22.9% be-
tween 40 and 49, and 26.5% 50 or older. The employment
group was divided into police officers (50.4%), administra-
tive/technical/scientific or other civil servants (19.6%), and
employees covered by collective bargaining agreements
(29.6%). The study was conducted under BKA data protec-
tion regulations; all responses were anonymous, and partic-
ipation was voluntary.

3.2 Procedure and Materials

The assessed variables were part of a larger survey
project at the BKA. Additional variables, which are not part
of the research questions outlined above were personal val-
ues, leadership behaviors, work satisfaction, organizational
commitment and scales assessing the job design character-
istics of employees. Hence, we used short scales to enhance
the efficiency of the survey and reduce participant fatigue.
Nevertheless, all used scales are based on studies support-
ing their validity in assessing the respective constructs.

Example items and corresponding answer scales are
depicted in Table 1. A three-item short scale was used to
assess authoritarian attitudes (Beierlein et al., 2014). We
used four items to measure ingroup identity based on a scale
of Jackson (2002). The construct of fairness was assessed
using six items (Brom et al., 2015).

To assess deprivation, we referred to a work value
scale which asked participants about their perceived impor-
tance of various aspects in their work context (Seifert and
Bergmann, 1983; 8 items). According to Ros et al. (1999)
work values are guiding principles which are hierarchically
ordered according to their importance. They reflect the sub-
jective importance of work-related goals and describe what
a person expects from his or her work. Participants were
asked how important each of the material-extrinsic work
values was to them (income, management, prestige, career
opportunities). Then each item was rated again to the re-

alization of one’s work value at work. Here, we aimed at
assessing the extent to which participants are able to fulfill
the above work values in their work life. Based on the two
different assessments, namely importance and realization of
one’s work values, a difference score was calculated. The
items for assessing the reality of fulfilling one’s work value
were subtracted from the items which assessed expectations
and aspirations. Hence, higher values indicate a greater de-
privation, where what one expects from his or her work is
higher and therefore not fulfilled by the specific work con-
text (Kristof-Brown et al., 2023). Based on these individual
differences, a deprivation index was calculated by using the
mean score of the computed differences.

3.3 Analyses

The analysis was conducted using IBM SPSS Statis-
tics for Windows, Version 26.0 (IBM Corp., Armonk, NY,
USA) and R statistical software (R Core Team, R Founda-
tion for Statistical Computing, Vienna, Austria; https://ww
w.R-project.org/). The factorial validity of the used scales
was analyzed with Confirmatory Factor Analysis (CFA; R-
package: lavaan; estimator: MLR). Means were calculated
based on the reported scales above.

Hierarchical multipleregressions were used to esti-
mate the effects of ingroup identity, fairness and depriva-
tion on authoritarian attitudes. Our goal is to understand the
relative proportion of explained variance above the other
variables included in the models. We included control vari-
ables for gender, age and leadership responsibilities based
on previous empirical findings, which support the control
of the respective variance (e.g., Heller et al., 2020). Stan-
dardized regression coefficients and their significance, as
well as the change in the explained variance between the
models will be evaluated. Prerequisites were tested accord-
ing to Biithner and Ziegler (2009). Issues in the normality
assumption of the dependent variable were addressed using
bootstrapping (5000 iterations).

4. Results

Descriptive statistics and Pearson correlations of the
variables are displayed in Table 2. For the models of
the so-called overidentified variables, CFA were calculated
(Kline, 2023). The CFA results indicate that the scales for
deprivation and ingroup identity exhibited acceptable to ex-
cellent model fit values and showed acceptable psychome-
tric properties for further analyses. However, the fairness
scale showed poor model fit, suggesting that its latent struc-
ture does not adequately reflect the theoretical construct in
this organizational context (CFA results for the scales of:
Importance and realization of work values (deprivation): x>
(76) = 393.44, p < 0.001, x*/df = 5.18, CFI = 0.983, RM-
SEA = 0.045 [0.041, 0.049], SRMR = 0.017; Authoritar-
ian attitudes: n.a., just-identified; Ingroup identity: > (8)
=58.60, df = 8, p < 0.001, y?/df = 7.33, CFI = 0.957, RM-
SEA = 0.059 [0.046, 0.074], SRMR = 0.030; Fairness: >
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Table 1. Assessed variables, wording and provided answer scale — item examples.

Variable (Scale) Items Exemplary item (German) Exemplary item (English) Answer scale
Ingroup Identity (Jackson, 2002) 4  Beim BKA konnen wir uns Members of the ingroup can 1 (strongly disagree), 5 (fully
immer aufeinander verlassen. always count on each other.  agree)
Fairness (Brom et al., 2015) 6 Beim BKA werden die At BKA, resources are dis- 1 (strongly disagree), 5 (fully
Ressourcen gerecht verteilt.  tributed fairly. agree)
Deprivation
(Seifert and Bergmann, 1983)
Income 2 Viel Geld verdienen konnen. Being able to earn a lot of 1 (notimportant), 5 (very im-
money. portant)
Management 2 In einer Fithrungsposition ar- Working in a leading posi- 1 (not important), 5 (very im-
beiten. tion. portant)
Prestige 2 Eine gesellschaftlich Achieving a socially re- 1 (does not apply at all), 5
geachtete  Stellung erre- spected position. (fully applies)
ichen.
Career opportunities 2 Gelegenheiten bekommen, in  Get opportunities to advance 1 (does not apply at all), 5

hoéhere berufliche Positionen

to higher professional posi-

(fully applies)

aufzusteigen.
Authoritarianism
(Beierlein et al., 2014)

3 Menschen sollten wichtige

Entscheidungen  in

Gesellschaft Fiihrungsperso-

nen tberlassen.

der tant decisions in society to

tions.

People should leave impor- 1 (strongly disagree), 5 (fully
agree)

leaders.

Note: Two fairness items were recoded as they indicated lower fairness given a higher scale rating, higher values of fairness indicate

higher perceived fairness in structures and processes at the BKA.

Table 2. Means, standard deviations, and correlations with confidence intervals.

Variable Internal consistencies M SD 1 2 3
1. Ingroup Identity a=0.63; 0 =0.59 3.58 0.59
. 0.24%*
2. Fairness a=0.77; w = 0.85 275  0.67
[0.19, 0.28]
. . ok
3. Deprivation a=0.73; 0 =0.79 0.19 0.84 0.03 0-26
[-0.08,0.01] [-0.30,-0.22]
4. Authoritarianism a=10.58; w=0.59 2.53  0.73 0.19 0.08 0.06
[0.14, 0.23] [0.03, 0.13] [0.01,0.11]

Note: *p <0.05. **p <0.01.

(9) = 164.06, p < 0.001, ¥*/df = 18.23, CFI = 0.929, RM-
SEA = 0.095 [0.084, 0.108], SRMR = 0.038). This may be
due to the limited number of items or overlapping content
between procedural and distributive dimensions. It is im-
portant to note that the fairness measure (Brom et al., 2015)
is otherwise well established and validated; the weak fit in
our study may therefore reflect a context-specific manifes-
tation of fairness within the BKA—i.e., how fairness is cog-
nitively represented and evaluated in this organization—
rather than a general deficiency of the instrument. Conse-
quently, caution is warranted when interpreting results in-
volving the fairness scale, and future studies should con-
sider revising or expanding its measurement model for po-
lice and security agencies in particular.

In addition, the internal consistencies of the authori-
tarianism (o = 0.58) and ingroup identity (a = 0.63) scales
fall below the conventional 0.70 threshold (Table 2). How-
ever, coefficient alpha is known to underestimate reliabil-
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ity for theoretically heterogeneous and context-dependent
constructs (Trizano-Hermosilla and Alvarado, 2016; Dunn
et al.,, 2014). In highly institutionalized and normatively
dense organizational settings such as policing, constructs
like authority, loyalty, and ingroup identity are not unitary
traits but multidimensional meaning systems shaped by role
expectations, hierarchy, and professional norms (Duckitt,
2001). Lower alpha values in this context therefore more
plausibly reflect construct heterogeneity and context-bound
meaning although measurement limitations cannot be ruled
out. We therefore interpret effect sizes conservatively, fo-
cusing on the stability and direction of associations rather
than on precise point estimates. Accordingly, the findings
should be regarded as preliminary and interpreted with cau-
tion.

On average police employees in this survey do not
(strongly) support authoritarian attitudes. They tend to not
consider the organization as fair (or do at least lean towards
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Table 3. Hierarchical linear regression to analyze hypothesized relations on authoritarianism.

Model 1 Model 2 Model 3
(Rzad/'u.wed = 005) (Rzad/'u.wed = 005) (Rzadjuszed = 007)
Predictors S [95%-CI] SE B [95%-CI] SE B [95%-CI] SE
0.19%%** 0.18%*** 0.18%**
Ingroup Identity 0.03 0.03 0.03
[0.18; 0.30] [0.17;0.29] [0.17; 0.29]
%k
Fairness 0.04 0.03 0.05 0.03
[-0.01; 0.09] [0.00; 0.11]
ks
Deprivation 0.07 0.02
[0.02; 0.11]
0.04 0.04 0.04
Gender (male) 0.04 0.04 0.04
[-0.01; 0.13] [-0.01; 0.13] [-0.01; 0.13]
0.062* 0.06* 0.06*
Age (30-39) 0.05 0.05 0.05
[0.00; 0.20] [0.00; 0.20] [0.00; 0.20]
Age (40-49) 0 0.05 0-10 0.05 0-10 0.05
[0.07; 0.28] [0.06; 0.27] [0.07; 0.28]
0.077* 0.07* 0.08%*
Age (>50) 0.05 0.05 0.05
[0.02; 0.23] [0.02; 0.23] [0.02; 0.23]
—0.11%%* —0.11%*** —0.09%**
Management responsibility 0.04 0.04
[-0.25;-0.09] [-0.26; -0.09] [-0.24; -0.07]

Note. *p <0.05. **p <0.01. ***p <0.001.

being undecided) and tend to display ingroup identity. As
we can see in the bivariate correlations, stronger ingroup
identity is associated with higher perceptions of fairness,
which itself, in turn, significantly correlates with percep-
tions of deprivation in a negative way: police employees
that perceive high fairness tend to perceive low depriva-
tion, which is not very surprising. As expected, ingroup
identity positively correlates with authoritarian attitudes in
the bivariate analysis. Deprivation is not linked to ingroup
identity in the bivariate context.

4.1 Hypotheses Tests

Hierarchical regressions (Table 3) were used to eval-
uate the hypotheses. As hypothesized (H1), ingroup iden-
tity was positively and significantly associated with author-
itarian attitudes across all three models (Bmogerr = 0.19, p <
0.001; Broderz = 0.18, p < 0.001; Boders = 0.18, p < 0.001).
The inclusion of fairness in Model 2 did not improve ex-
plained variance, and fairness was not significantly associ-
ated with authoritarian attitudes (p =0.04, p=0.131). Thus,
Hypothesis 2 was not supported. When deprivation was
added in Model 3, both fairness and deprivation showed
significant associations with authoritarian attitudes (Bgimess
= 0.05, p = 0.034; Bycprivation = 0.07, p = 0.005). Impor-
tantly, the fairness effect was nonsignificant in Model 2
but turned positive and significant once deprivation was in-
cluded in Model 3, consistent with a potential suppression
pattern (Watson et al., 2013). In other words, the assumed
positive link between fairness and authoritarianism might
be partially masked by fairness’s negative correlation with
deprivation.

Taken together, H1 and H3 were supported, while H2
was rejected. Police employees with stronger ingroup iden-
tity and those perceiving deprivation within their organi-
zation tended to report more authoritarian attitudes, net of
age, gender, and management position. The suppression
finding suggests that fairness may play a more complex
role than anticipated, simultaneously buffering deprivation
while also covarying with authoritarian orientations. Such
mechanisms cannot be fully captured by stepwise regres-
sions and warrant further modeling.

4.2 Exploratory Analysis of Potential Indirect Effects

In light of this suppression effect, and separate from
our a priori hypothesis tests (H1-H3), we formulated a post
hoc exploratory hypothesis:

H4: The relationship between police ingroup identity
and authoritarian attitudes is mediated by perceived organi-
zational fairness and relative deprivation.

We specified H4 as a serial mediation model rather
than parallel for two reasons. First, fairness captures
employees’ proximal evaluations of how they are treated
within the organization, whereas deprivation reflects a more
distal comparison between expected and realized work out-
comes (income, prestige, advancement). Perceptions of be-
ing treated fairly are theorized to buffer against feelings
of deprivation, while the reverse is less likely: feeling de-
prived does not necessarily imply that procedures or inter-
actions are judged unfair. This sequencing is consistent
with relational and equity-based models of justice (Colquitt
et al., 2023; Pettigrew, 2016; Wan et al., 2023).

Second, our regression results pointed to a suppres-
sion effect: fairness was nonsignificant in Model 2 but
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Table 4. Model of indirect effects of ingroup identity on authoritarianism mediated by fairness and deprivation.

Model Predictor B [95%-CI] SE R gjusted
1 (DV: Fairness) Ingroup Identity ~ 0.27*** [0.21; 0.32] 0.03 0.05
L Ingroup Identity ~ 0.02 [-0.05; 0.10] 0.04
2 (DV: Deprivation) . 0.07
Fairness —0.34*** [-0.40; -0.27]  0.03
Ingroup Identity ~ 0.23*** [0.17; 0.29] 0.03
3 (DV: Authoritarianism)  Fairness 0.06 [-0.00; 0.11] 0.03 0.04
Deprivation 0.07**[0.03; 0.11] 0.02

Note: Indirect effect of ingroup identity by fairness and deprivation on authoritarianism: —0.01

[-0.01; —0.002]; inclusion of control variables (age, gender and management responsibility)
did not alter the results meaningfully; ***p < 0.001, **p < 0.01; DV, Dependent variable.

became significant and positive once deprivation was in-
cluded (Model 3). This shift suggested an intertwined re-
lationship between fairness and deprivation that could not
be disentangled with a parallel mediation model, which as-
sumes independent pathways. A serial mediation approach
allows us to explicitly test whether fairness is negatively as-
sociated with deprivation, which in turn is positively related
to authoritarian attitudes.

To address this complexity, we conducted a supple-
mentary exploratory mediation analysis using the PRO-
CESS tool in SPSS (Hayes, 2018). Indirect effects were
estimated with heteroscedasticity-consistent standard errors
and 5000 bootstraps. Following Hayes (2018), mediation
was considered supported if the bootstrapped confidence in-
terval of the product of indirect paths did not include zero.

The results are shown in Table 4. H4 received empir-
ical support. Ingroup identity significantly predicted fair-
ness (fp = 0.27, p < 0.001). In turn, fairness significantly
reduced perceived deprivation (p =-0.34, p <0.001), while
the direct path from ingroup identity to deprivation was
nonsignificant. Finally, deprivation significantly predicted
authoritarian attitudes (B = 0.07, p = 0.002). The direct ef-
fect of ingroup identity on authoritarian attitudes remained
significant (§ = 0.23, p < 0.001), indicating partial media-
tion. The indirect effect via fairness and deprivation was
small but significant (-0.01 [-0.01; —0.002]).

The data suggests the following pattern of associations
(Fig. 1): employees with stronger ingroup identity tend
to perceive the organization as treating them fairly; higher
fairness perceptions are associated with lower deprivation;
and reduced deprivation is associated with lower authoritar-
ian attitudes. Ingroup identity thus exhibits two opposing
relationships with authoritarian attitudes: a direct positive
association and an indirect negative association via fairness
and deprivation. The direct effect was the stronger one.

5. Discussion

The aim of our study was to examine whether a strong
police ingroup identity is associated with authoritarian atti-
tudes among employees of the Federal Criminal Police Of-
fice, and whether this relationship is mediated by percep-
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tions of organizational fairness and experiences of depriva-
tion. Drawing on the broader framework of cop culture, we
tested the extent to which affective group identification—as
a central dimension of professional police identity—relates
to authoritarian orientations.

5.1 Interpretation of Results

Our results confirm that police employees with a
strong affective ingroup identity report significantly higher
levels of authoritarian attitudes (H1), in line with Duckitt’s
(1989) argument that authoritarian orientations reflect loy-
alty to the ingroup, a demand for cohesion, and adherence
to group norms.

Furthermore, our findings support Hypothesis 3: po-
lice employees who perceive deprivation within their orga-
nization report higher levels of authoritarian attitudes, in-
dependent of age, gender, or leadership role. This aligns
with research showing that group-based relative deprivation
is linked to exclusionary attitudes (Pettigrew, 2016), while
individual deprivation relates to psychological strain (Pet-
tigrew et al., 2008; Wan et al., 2023). Although our opera-
tionalization of deprivation is individual-level, it may also
tap perceptions of broader organizational recognition gaps,
given that formal income and status hierarchies within the
BKA are relatively standardized but can appear restrictive
compared to other professions.

By contrast, Hypothesis 2 is not supported. Percep-
tions of fairness—covering promotion, participation, re-
source distribution, and leadership—are nonsignificant in
the basic model and turn out to be positively (rather than
negatively) related to authoritarianism once deprivation
was controlled. This pattern contradicts the majority of jus-
tice research, where fairness typically functions as a protec-
tive factor (Colquitt et al., 2023).

To probe this unexpected result, we introduced Hy-
pothesis 4, which posited a mediation effect via fairness
and deprivation. The theoretically plausible serial media-
tion model is supported: ingroup identity is positively as-
sociated with fairness, which in turn is related to lower de-
privation and thereby lower authoritarianism. However,
this indirect pathway was small in magnitude and did not
offset the stronger positive direct association between in-
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Fig. 1. Mediational model of exploratory analysis with indirect effects of ingroup identity on authoritarianism via fairness and

deprivation.

group identity and authoritarian attitudes, highlighting the
suppression dynamics suggested by the regression results.

Taken together, these findings point to a dual role of
organizational fairness. While fairness is indirectly asso-
ciated with lower authoritarian attitudes via lower depri-
vation by reducing experiences of deprivation, it may si-
multaneously function as an identity-based evaluation of
legitimate authority, particularly among highly identified
group members. In such contexts, perceptions of fair-
ness may coexist with—or even reinforce—authoritarian
orientations, helping to explain both the positive fairness—
authoritarianism association and the suppression effects ob-
served in the models.

Overall, our findings indicate that authoritarian atti-
tudes among police employees appear to be more closely
associated with identity-related dynamics than with fairness
or deprivation alone e. While ingroup identity showed a
robust direct association with authoritarianism, organiza-
tional fairness and deprivation operated in a more complex
and interdependent manner, simultaneously buffering de-
privation and legitimizing authority. These results point to a
layered mechanism in which affective professional identifi-
cation covaries with authoritarian orientations, while orga-
nizational perceptions can both mitigate and reinforce these
tendencies.

5.2 Theoretical Contributions

First, we position our findings explicitly against the
prevailing evidence base, which largely reports a positive
link between cop culture (including strong ingroup ties)
and exclusionary or authoritarian orientations (see litera-
ture summarized in the Introduction). Our results refine
this picture by offering a dual-pathway account: ingroup
identity shows a direct positive association with authori-
tarian attitudes (H1), yet it is also indirectly negative via
higher perceived fairness and lower relative deprivation
(H4, partial mediation, small magnitude). This opposition
of paths helps explain why prior studies, typically estimat-
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ing only direct or bivariate effects, tended to portray cop
culture as uniformly “toxic”. By modeling fairness and
deprivation jointly, we suggest that the same identity dy-
namic can simultaneously reinforce and mitigate authori-
tarian tendencies, depending on its organizational embed-
ding. The contribution is therefore not a blanket reversal
but a mechanism-based differentiation that moves beyond
dichotomies of “toxic” vs. “protective” cop cultures.

Second, we extend theorizing on cop culture be-
yond street-level policing to a specialized investigative set-
ting (the BKA). Where prior theorizing often attributes
authoritarianism to field exposure and high-conflict en-
counters, our results indicate that identity processes re-
main consequential even in low-contact, high-autonomy
environments. This may extend current discussions of
cop culture by showing that affective ingroup identity and
nested team/organizational identifications operate as rele-
vant levers in administrative and analytical units, not only
in frontline patrol contexts.

Third, we integrate Social Identity Theory with orga-
nizational justice and relative deprivation perspectives into
a coherent process model. Specifically, we theorize—and
find exploratory support for—the sequence ingroup iden-
tity — fairness (proximal treatment appraisal) — depriva-
tion (outcome comparison) — authoritarian attitudes. This
serial pathway clarifies how recognition-signaling fairness
can dampen deprivation-based grievance even as iden-
tity simultaneously strengthens authority-affirming orien-
tations. Theoretically, this helps reconcile mixed findings
by specifying when fairness functions as a buffer (indirect,
negative path) and when identity amplifies authoritarianism
(direct, positive path).

Finally, our findings identify a theoretically meaning-
ful suppression pattern (fairness becomes positively signif-
icant once deprivation is modeled), which cautions against
interpreting fairness as a uniformly protective factor. In-
stead, fairness appears ambivalent: it may reduce depriva-
tion while also co-varying with system-loyal, conformity-
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oriented attitudes in high-identification contexts. Recog-
nizing this ambivalence adds precision to current debates
and suggests boundary conditions for justice-based inter-
ventions.

Together, these contributions highlight that the rela-
tionship between cop culture and authoritarianism is not
merely descriptive or structural—it is shaped by dynamic,
context-dependent identity processes that can foster either
democratic resilience or authoritarian closure. Understand-
ing these dual potentials is essential for developing targeted
organizational interventions.

5.3 Management Implications

The findings indicate that authoritarian tendencies
among police officers appear to be most strongly associated
with a pronounced ingroup identification. While this identi-
fication is related to perceptions of fairness, it may also di-
rectly co-vary with authoritarian attitudes. Our mediation
analysis further suggests that fairness and deprivation act
as partial psychological mechanisms, but their effects are
comparatively weak. This implies that authoritarianism is
not primarily driven by evaluations of organizational justice
or material disadvantage, but by deeper identity dynamics
within police organization.

These insights have tentative but direct practical rele-
vance: training efforts and leadership development within
police forces may benefit from focusing on weakening
group cohesion, but on fostering forms of ingroup identity
that are reflexive, inclusive, and democratically grounded.
Similar to the idea of democratic policing — which con-
ceptualizes the police as constitutionally accountable agents
committed to rule of law, rights protection, and public
trust — such an approach integrates professional pride with
broader democratic commitments (Muntingh and Faull,
2021).

Leadership plays a crucial role in modelling and legit-
imizing this reflexive form of belonging. Training curric-
ula, mentoring programs, and feedback mechanisms should
therefore explicitly address group norms, value orienta-
tions, and the dangers of defensive solidarity mechanisms.
Although strengthening fairness perceptions and addressing
latent deprivation dynamics remain relevant, they should be
understood as supporting conditions within a broader cul-
tural transformation strategy that centers democratic iden-
tity work, and their applicability may vary across organiza-
tional contexts.

5.4 Limitations of the Study and Future Research

Several limitations of our data must be acknowledged,
which constrain the interpretation of our findings and point
to directions for future research. The most important limi-
tation is the use of cross-sectional survey data, which does
not allow causal inferences. Furthermore, the analyses do
not account for important potential confounding variables,
such as political ideology, threat perception, dispositional
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conservatism and occupational stress. Consequently, the
observed associations cannot be interpreted as the sole ef-
fect of professional ingroup identity. Longitudinal or ex-
perimental designs would be better suited to capture social-
ization processes and contextual influences in police culture
(cf. Krott et al., 2018).

A second limitation concerns measurement reliability.
The internal consistencies of the authoritarian attitudes and
ingroup identity scales fall below the conventional thresh-
old. Although short scales are widely used in large orga-
nizational surveys to reduce respondent burden, lower reli-
ability may attenuate observed associations and thus calls
for cautious interpretation of effect sizes. In addition, in
normatively dense organizational contexts such as policing,
constructs like authority, loyalty, and professional identifi-
cation may exhibit substantive heterogeneity across roles
and units, which can further limit internal consistency. Fu-
ture studies should therefore replicate and extend our find-
ings using longer and more fine-grained instruments that
allow a more differentiated assessment of these constructs
(e.g., Beierlein et al., 2014; Jackson, 2002; Miscenko and
Day, 2016).

Additionally, the results of the CFA suggest that fair-
ness perception may not have been adequately assessed in
this study. Consequently, any conclusions drawn in this re-
gard should be viewed as preliminary and require further
validation through refined measurement approaches. While
the fairness scale we employed is well-established and vali-
dated in prior studies (Brom et al., 2015), its weak model fit
in our data indicates that the construct may take a context-
specific form within the BKA, where fairness judgments are
embedded in distinctive hierarchies, professional norms,
and security logics. This suggests a substantive rather than
purely psychometric explanation of the misfit.

We also acknowledge that our operationalization of
cop culture through ingroup identity captures only one di-
mension of a broader and multidimensional construct (Jack-
son, 2002; Miscenko and Day, 2016). While this aligns
with central assumptions in the literature (Chan et al., 2023;
Yesberg et al., 2024), we acknowledge that it does not cap-
ture occupational subculture in a broader sense, including
informal norms, narratives, and routines. Thus, our results
speak to a substantial specific facet of police identity, rather
than substantiating claims about cop culture as a whole.
Additional qualitative research building on our results may
grasp cop culture in a more pronounced way. In short, our
operationalization captures only one facet of cop culture
and should not be equated with the full construct, which re-
mains more heterogeneous and multifaceted than our mea-
sures could reflect.

Finally, cop culture itself is a heterogeneous and
evolving construct. Classic models developed in the 1970s
and 1980s (e.g., Paoline, 2003) may not reflect contem-
porary police organizations, which are marked by diversi-
fication and multiple, sometimes contradictory, identities
(Clasen et al., 2024; Ingram et al., 2018). Job stressors such
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as emotional demands, threats to personal safety, or polit-
ical oversight remain crucial (Grof3 et al., 2022), but their
interaction with professional identity requires further theo-
rizing (Workman-Stark, 2025).

In sum, while our findings suggest that perceived de-
privation and fairness provide some explanatory leverage
for the link between police ingroup identity and authori-
tarian attitudes, their explanatory power is modest. Fu-
ture research should expand on these insights by examining
additional organizational mechanisms and testing whether
democratic resilience is better strengthened through ma-
terial interventions (e.g., reducing deprivation, improving
fairness) or normative measures (e.g., empathy training,
democracy education, anti-racism workshops). Moreover,
ingroup identity, conceptualized as a proxy for cop culture
in this paper, should also be tested in other organizations
with regard to its effects on authoritarian attitudes. This ap-
plies, for example, to fire departments and, in contrast, to
business enterprises. Such comparisons would help to find
out more about the specific contexts that may influence au-
thoritarianism in interplay with ingroup identity, as well as
about the specific organizational cultures.
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