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A Study on the Analysis of the Power Distance Tendency of
Firefighters

Hyeon-Gyeong Lee', Kyong-Jin Park?®

(Abstract)

This study identified the power distance tendency of firefighters. Power distance
propensity is one of the important organizational and cultural factors that influence
the development of the organization. There is a big difference in the attitude of the
members of the organization to perform their work according to the tendency of the
distance of power. As a result of the main study, the overall level of power distance
propensity of the subjects was 2.55 points on average. In particular, there was a
significant difference in the propensity of power distance according to class (p<0.05).
In the future, it is necessary to study the effect of job characteristics according to the
rank of firefighters on the propensity to distance power. It is expected to form a
positive organizational culture of the firefighting organization by utilizing the power
distance tendency of the members of the organization.
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1. Introduction

Recently, in the way superiors evaluate
subordinates, a horizontal structure n which
superiors, subordinates, and colleagues are
evaluated among each other is preferred [1].
However, firefighting organizations are known [2].

As a major factor in forming organizational
distance tendency has a

culture, power

significant impact on the behavior and
attitude of organizational members. People
with high power distance tendency display
limited and one-sided communication, dictatorial
with  their

opinions. They do not tolerate criticism and

behavior, and disagreement
view criticism from organization members as
rejection of themselves [3-4]. It is important
to understand the power distance tendency
because this hierarchical organizational culture
interferes with job satisfaction, organizational
commitment, and job immersion, and ultimately
has a negative impact on the development of
the organization [5].

Research on power distance tendencies has
mainly been conducted on the influence, role,
and moderating effects on behavior within
organizations [6-9]. In Korea, studies have
been conducted targeting public officials,
soldiers, and office workers to determine the
relationship between management-related factors
such as organizational integrity and organizational
commitment [10-12], but research targeting
firefighters is very limited. do. Therefore, this
study seeks to determine the level of power
distance tendency among firefighters.

2. theoretical Considerations

2.1 Power Distance Tendency

Power distance is one of the five attributes
of organizational culture and refers to the
degree to which the organization accepts
unequal distribution of power at the collective
level [13]. People high in power distance
tend to obey their superiors and prefer
superiors with authoritarian and paternalistic
leadership. They do not expect to participate
in decision-making, and it can be said that
they differ depending on the power distance
tendencies of individuals within the organization,
independently of the level of power distance
in an organization or society [14]. In general,
individuals with a high power distance
tendency consider superiors to be superior,
so they tend to obey their authority and
(15].

rather than requesting factual

maintain a certain social distance
Additionally,
information to disagree with a superior's
opinion or resolving problems through
dialogue and negotiation, there is a tendency
to take it for granted that the superior makes
important decisions. They are also receptive
to organizational hierarchy. Therefore, individuals
with a high power distance tendency are
afraid of conflicting relationships due to
differences of opinion with their superiors,
and are likely to avoid them rather than
making constructive suggestions for organizational
change to their superiors [16].

On the other hand, individuals with low



KSAU(C

A Study on the Analysis of the Power Distance Tendency of Firefighters

power distance tend to view superiors and
members as equals, so they want to actively
participate and intervene in organizational
the

organization's authority. Therefore, individuals

decision-making rather than obeying
with a low power distance tendency maintain
a close social distance with their superiors
and frequently talk and communicate about
various organizational issues. Therefore, you
have the opportunity to have a closer relationship
with your boss. On the other hand, the
possibility of conflict due to differences of
opinion is also higher. Individuals with low
power distance tendencies tend to assert their
own opinions even if their claims are different
from those of their superiors, and they tend
that
decisions must be made through dialogue

to believe important  organizational

between superiors and subordinates [17] .

3. Research Methods

3.1 Rresearch Subject

In order to analyze the actual status of
firefighters' power distance tendencies, firefighters
nationwide were surveyed using the Onnara
Administrative Work Management System 2.0
from August 22 to December 31, 2023. Analysis
was conducted with 335 respondents.

3.2 Measurement Tool Reliability

The power distance measurement tool used

in the study was modified and reorganized
with to Farth [14], and the
response  questions total of 7
questions, with a Likert rating of 5 ranging

reference
were a

from not at all (1 point) to very much (5
points). A point scale was used, and as a
result of reliability analysis, Cronbach's =
.803, which was higher than the standard
value of 0.6, indicating internal consistency of
the measurement data.

3.3 Analysis Method

The statistical program used for analysis
was SPSS 28.0.
general characteristics of the study subjects,

In order to find out the

frequency analysis was performed to calculate
frequencies and percentages (%). To determine
the reliability of the power distance tendency
measurement tool, Cronbach's « coefficient
was calculated. Descriptive statistical analysis
was conducted to determine the overall level
of power distance tendencies. To determine
differences in power distance tendencies
according to general characteristics, independent
t-testand one-way ANOVA were conducted,

and Duncan test was used as a posthoc test.

4, Results

4.1 General Characteristics of Study
Subjects

The general characteristics of the study
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Table 1. General characteristics.

Division N %
Woman 19 | 5.4
Gender
Man 336 | 94.6
Marital single 77 | 21.7
Status married 278 783
< High School Graduation| 64 | 18.0
Final College Graduation 84 | 23.7
Education University Graduation | 184 | 51.8
Master Higher 23 | 65
Firefighter 551155
Senior Firefighter 60 | 16.9
Fire Sergeant 73 | 20.6
Position Fire Lieutenant 89 | 25.1
Fire Captain 68 | 19.2
DeputyFire Chief Higher | 10 | 2.8
Open recruitment 252 71.0
Special employment(ﬁrst 51| 144
aid)
The route | Special employment(first 21| 59
of rescue)
Special employmer}t 1] 3.1
(mandatory fire fighting)
Etc. 20 | 5.6
<5 90 | 25.4
6-10 47 | 13.2
Work 11-15 66 | 18.6
Experience 16-20 46 | 13.0
(year) 21-25 27 | 76
26-30 37 | 104
> 31 42 1 11.8
First aider 66 | 18.6
First rescuer 34 | 9.6
Degree Fire fighter 170 | 47.9
Administrative 85 | 23.9
Total 355 (100.0

subjects are as follows (Table 1). By gender,
there were 336 men (94.6%) and 19 women
(5.4%), and by years of service, 90 people
(25.4%) had 5 vyears or less, 47 people
(13.2%) had 6-10 years, and 11- 66 people
(18.6%) for 15 years, 46 people (13.0%) for
16-20 years, 27 people (7.6%) for 21-25
years, 37 people (10.4%) for 26-30 years, and
31 people (10.4%) for 31 vyears or more.
There were 42 people (11.8%). By position,
34
people (9.6%) were rescue workers, 170 people
(47.9%) and 85
people (23.9%) were in office administrative

66 people (18.6%) were paramedics,

were fire extinguishers,
positions. By marital status, 77 people were
single. (21.7%), and 278 (78.3%) were married.
By highest level of education, 64 people
(18.0%) were high school graduates or lower,
84 people (23.7%) were junior college graduates,
184 people (51.8%) were college graduates,
and 23 people (6.5%) were graduate school
graduates or higher. There are 55 firefighters
(15.5%), 60 fire officers (16.9%), 73 fire chiefs
(20.6%), 89 fire committee members (25.1%),
68 fire police officers (19.2%), and 10 fire
(2.8%). By
252 people

marshals or higher. people

firefighter employment path,

(71.0%) were through public fire service, 51

people (14.4%) were through emergency
rescue service, 21 people (5.9%) were
through special rescue service, 11 people

(3.1%) were through mandatory fire service
service, and 20 people were other ( 5.6%).
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4.2 Overall Level of Power Distance
Tendency

The overall level of power distance tendency
is as follows (Table 2). The overall average
was 2.55 points, ranging from not very good
(2 points) to average (3 points), and by
sub-content, 'Supervisors must have the
ability to make the right decisions without

Table 2. General Level Of Power Distance
Tendency.

Table 3. Differences in power distance tendencies
according to general characteristics

Numbe

. Survey MY | sd

In Most Situations, It Is
Desirable For Superiors To
1 Make Decisions Without Asking |2.27[1.06
For The Opinions Of

Subordinates.

In Work-Related Matters,
Superiors Have The Right To
Expect Submission From Their

Subordinates.

2.68(1.10

It Is Often Difficult For
Superiors To Perform Their
3 Duties Effectively Because 2.88|1.05
Subordinates Are Suspicious Of

Their Authority.

Once Top Management Makes
4 A Decision, Employees Should |2.63|1.09
Not Question Its Legitimacy.

Employees Should Not Express
5 Their Disagreements With Their | 2.33|1.00
Superiors.

Bosses Must Have The Ability

6 To Make Good Decisions

Without Asking Others For
Advice.

3.07|1.12

When A Boss Allows His
Subordinates To Participate In
The Decision-Making Process,

He Loses His Power.

2.01]0.98

Total 2.55(0.72

Division Classification MY | SD
Male 2.5710.72

Gender
Female 2.3010.50
Marital Single 2.5710.80
Status Married 2.5510.69
<5 2.60|0.77
6-10 2.6710.80
11-15 2.3410.63

Work
Experience 16-20 2531079
(year) 21-25 2.5210.56
26-30 2.64(0.65
> 3] 2.620.65
First aider 2.66 | 0.74
First rescuer 2.6210.85
Degree Fire fighter 250 | 0.61
Administrative 2.560.83
< High School Graduation | 2.61 | 0.69
Final College Graduation 2.70 1 0.72
Education University Graduation 2.4710.71
Master Higher 2.58(0.78
Firefighter 2.6110.86
Senior Firefighter 2.6710.76
Fire Sergeant 2.4210.60
Position Fire Lieutenant 2.4910.73
Fire Captain 2.63 1 0.65
DeputyFire Chief Higher |2.54|0.57
Open recruitment 2.5110.70
Special employment(first aid) | 2.71 | 0.78
The route | Special employment(rescue) | 2.49 | 0.91

of .
Special employmegt 2621 0.60
(mandatory fire fighting)

Etc. 2.6810.51
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Table 4. Differences in power distance tendencies according to class.

Survey Division MY SD F p Duncan test
Firefighter(a) 2.64 1.22
Senior Firefighter(b) 2.45 1.05
Fire Sergeant(c) 2.16 0.97 .
Q1 Fire Lieutenant(d) 2.10 0.99 2636 023 fa
Fire Captain(e) 2.19 1.07
DeputyFire Chief Higher(f) 1.90 0.88
Firefighter(a) 2.82 1.16
Senior Firefighter(b) 2.88 1.08
Fire Sergeant(c) 2.71 0.95
@2 Fire Lieutenant(d) 2.55 1.15 Lotz ALl
Fire Captain(e) 2.56 1.18
DeputyFire Chief Higher(f) 2.60 1.07
Firefighter(a) 2.55 1.12
Senior Firefighter(b) 3.05 1.05
Fire Sergeant(c) 2.79 0.88 .
& Fire Lieutenant(d) 288 | 104 | 2B | 0B 8, o
Fire Captain(e) 3.01 1.11
DeputyFire Chief Higher(f) 3.40 0.97
Firefighter(a) 2.60 1.06
Senior Firefighter(b) 2.73 1.15
Fire Sergeant(c) 2.32 0.98
Q4 Fire Lieutenant(d) 251 g | 200 | 0 cle, f
Fire Captain(e) 2.99 1.01
DeputyFire Chief Higher(f) 3.10 0.99
Firefighter(a) 2.42 1.08
Senior Firefighter(b) 2.38 0.99
Fire Sergeant(c) 2.30 0.94
RE Fire Lieutenant(d) 2.30 1.05 193 265
Fire Captain(e) 2.29 0.99
DeputyFire Chief Higher(f) 2.20 0.79
Firefighter(a) 3.05 1.16
Senior Firefighter(b) 3.10 1.07
Fire Sergeant(c) 2.79 1.03
Q6 Fire Lieutenant(d) 3.08 1.17 2:216 52
Fire Captain(e) 3.38 1.09
DeputyFire Chief Higher(f) 2.70 1.16
Firefighter(a) 2.20 1.06
Senior Firefighter(b) 2.10 1.02
Fire Sergeant(c) 1.85 0.88
Q7 Fire Lieutenant(d) 2.01 0.97 936 457
Fire Captain(e) 1.99 1.01
DeputyFire Chief Higher(f) 1.90 0.88
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asking for advice from others. M=3.07), ‘Tt is
difficult for superiors to perform their work
effectively because subordinates often doubt
their  authority’(M=2.88),
matters, superiors have the right to expect
subordinates to obey'( M=2.68), and ‘Once
top management makes a decision, employees

‘In  work-related

should not question its legitimacy. (M=2.63).

4.3 Differences in General Power
Distance Tendencies

Power distance tendencies according to
general characteristics are as follows (Table
3). The difference in power distance tendency
by gender was an average of 2.57 points for
men and 2.30 points for women, with no
significant difference. Additionally, there were
no significant differences depending on years
of service, position, marital status, highest
level of education, or rank.

4.4 Differences in Power Distance
Tendencies According to Class

The differences in power distance tendencies
for each detailed item according to class are
as follows (Table 4). In most situations, it is
desirable for superiors to make decisions without
asking for the opinions of subordinates.’
Firefighter (M=2.64), firemaster (M=2.45), fire
chief (M=2.16), and fire commissioner (M=2.10)
said, There was a statistically
difference (p<.05) between fire inspectors
(M=2.19) and fire officers or above (M=1.90),
and it appeared that firefighters had higher

significant

awareness than fire officers or above. ‘Tt is
difficult for superiors to perform their duties
effectively because subordinates often doubt
their authority.” Firefighter (M=2.55), firemaster
(M=3.05), fire chief (M=2.79), fire chief
(M=2.88), and fire inspector (M=2.55) There
was a statistically significant difference (p<.05)
for fire department orders and above
(M=3.01) and fire department orders and
above (M=3.40),

above fire levels was found to be higher

and awareness of those
than that of firefighters/fire chiefs. ‘Once top
management makes a decision, employees
should not doubt its legitimacy.” Firefighter
(M=2.60), fire chief M=2.73), fire chief
(M=2.32), and fire commissioner (M=2.51) ,
there was a statistically significant difference
(p<.01) between fire inspectors (M=2.99) and
fire marshals (M=3.10), and the awareness of
fire marshals/fire marshals and higher was
found to be higher than that of fire chiefs.

5. Discussion and Conclusion

This study sought to determine the level of
power distance tendency among firefighters.
Based on the main results of this study, we
would like to consider the following.

The higher the power distance tendency,
the more important the hierarchy is and the
more accepting the opinions of superiors are.
On the other hand, low scores are known to
value decision-making through communication.
The firefighters in this study had an average
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power distance score of 2.55, showing that
they were not biased in one direction. This
result that
operating room nurses (2.05 points), office
workers (2.25 points), and soldiers (1.99
points) [11, 18-19]. On the other hand, it
showed a difference from cooking workers
(4.40 points) [12]. This is known as an
organizational culture with a strong hierarchy

was similar to of domestic

of loyalty and obedience to superiors, with
most cooking workers doing passive work
rather than actively performing their duties.
Firefighters are similar to cooks in that they

very
important to follow instructions from superiors

have a strict hierarchy, and it is
when performing their duties [2]. However,
firefighters seem to need awareness of active
choices and actions as unexpected risks
frequently occur in the process of responding
to and handling fires, disasters, disasters, and
various safety accidents [20].

Additionally, the power distance tendencies
of firefighters showed significant differences
depending on their rank (p<0.05). In other
words, given that the power distance tendency
accepts inequality in power distribution within
an organization, differences in decision-
authority,

clearly seen depending on class. According to

making, legitimacy, etc. were
the fire service regulations, the job description,
specification of regulations, degree of supervision,
degree of discretion granted to subordinates
or managers, and degree of documentation
are standardized [21], and mutual etiquette

between superiors, subordinates, and colleagues

is specified in the fire service regulations.
Accordingly, there appears to be an organizational
culture that values discipline [22].

There are several limitations of this study.
First, although the survey was conducted on
all firefighters, there were only a small
number of respondents, so it is problematic
to generalize the opinions of all firefighters.
However, it is meaningful in that it examines
the level of power distance tendency among
domestic firefighters. Second, there is a
possibility of biased responses as this is a
self-report survey, but efforts were made to
this sufficient

explanation before the survey. Lastly, the

minimize problem through
relationship between factors affecting power
distance tendencies was not identified. Future
research is needed to determine the correlation
between power distance tendencies, organizational
commitment, and organizational citizenship
behavior.

In this study, it was found that the power
distance tendency of firefighters varies depending
on job characteristics according to rank. We
hope to form a positive organizational culture
in the firefighting organization by utilizing the
power distance tendencies of the organization
members.

References

[1] Choi, A. R, Yoo, T. Y., The Effect of
Supervisor’s  Characteristics on  Impression
Management and The Moderation Effect of
Perception of Organizational Politics, The



(2]

(3]

(4]

5]

(6]

[7]

(8]

%]

K

A Study on the Analysis of the Power Distance Tendency of Firefighters

Korean Journal of Industrial and Organizational
Psychology, 31:2, p.409~431, (2018).

Lee, W. J., A Study on the Characteristics of
Fire Service Organization, Fire Sci. Eng., 33:1,
p-164~170, (2019).

Lian, H,, Ferris, D. L., Broun, D. J., “Does
power distance exacerbate or mitigate the
effects of abusive supervision? It depends on
the outcome”, Journal of Applied Psychology,
97:1, p.107~123, (2012).

Brockner, J., Ackerman, G., Greenberg, J.,
Gelfand, M. J., Francesco, A. M., Chen, Z.
X., Leung, K., Biervraver, G., Gomez, C,
Krikman, B. L., Shapiro, D. Culture and
Procedural Justice: The Influence of Power
Distance on Reactions to Voice, Journal of
experimental social psychology, 37:4, p.300~315,
(2001)

Kim, T. H, Jeong, H. S, An Effect of
Organizational Culture on  Organizational
Effectiveness : Focused on Daegu Metropolitan
City Fire Service Organizations, The Korea
Local Administration Review, 25:4, p.85~106,
(2011).

Tian, Q. Peterson, D. K., The effects of
ethical pressure and power distance orientation
on unethical pro-organizational behavior: the
case of earmnings management, A Furopean
Review, 25:2, p.159~171, (2016).

Long, W., Angela, J. X., Power Imbalance and
Employee Silence: The Role of Abusive
Leadership, Power Distance Orientation, and
Perceived  Organisational Politics, An
International Review, 68:3, p.513~546, (2019).

Long, W., Angela, J. X, Service employee
burnout and engagement: the moderating role
of power distance orientation, Journal of the

Academy of Marketing Science, 44:6, pp.
726~745, (2015).
Lin, W, Wang, L., Chen, S, “Abusive

Supervision and Employee Well-Being: The
Moderating Effect of Power Distance Orientation”,
An International Review, Vol. 62, No. 2, pp.
308~329, (2013).

[10]

[11]

[12]

[13]

[14]

[15]

[16]

[17]

Sung, Y. T, Lee, J. H, The Impact of
Empowering Leadership on  Organizational
Commitment and Organizational Citizenship
Behavior: The Moderating Effect of Power
Distance Orientation, Korean Public Personnel
Administration Review, 18:4, p.97~119, (2019).
Jeon, J. H, Seol, H. D, The Impact of
Procedural Justice on Organizational Commitment
and Organizational ~Citizenship Behavior -
Centered on the Moderating Effect of
Employee’s Power Distance Orientation and
Individualism -, Journal of Human Resource
Management Research, 23:5, p.27~47, (2019).
Ahn, G. B, Kim, Y. J., The Effect of Power
Distance Orientation on Emotional Exhaustion,
Job Engagement and Tumover Intent-Moderating
Effects of Employment Types-, Food Service
Industry Journal, 18:3, p.21~49, (2022).
Hofstede, G., Culture and Organizations, Taylor
& Francis, 10:4, p.15~41, (1980)

Farh, J., Hackett, R.,, Liang, J., Dorfinan, P.
W.,  Individual level cultural
moderators of perceived organizational support-
employee outcome relationships in  China:
Comparing the effects of power distance and
traditionality, Academy of Management Journal,
50:3, p.715~729, (2007).

Loi, R, Lam, L., Chan, K., Coping with job
in security: The role of procedural justice,
ethical leadership and power distance orientation,
Journal of Business FEthics, 108:3 p.316~372,
(2012).

lee, G. H, Lee, H S. Effects of
Individualism-collectivism and Power Distance
as a moderator of relationship between LMX
and Exit, Loyalty, Journal of Organization and
Management, 36:3, p.135~167, (2012).
Kirkman, B., Chen, G, Farh, J., Chen,
Z.lowe, K., Individual power distance orientation
and follower reactions to transformational leaders:
Across-level, cross-cultural examination, Academy
of Management Journal, 52:4, p.744~764, (2009).

values as

SU(C
305



A GESIE| =2

[18] Jun, Y. S, Lee,

H27H 2=

T

H. S, The Effect of
Transformational Leadership on Voice Behavior
in Military Organizations -Mediating Effect of
Psychological Empowerment and Moderating
Effect of Power Distance Orientation-, Journal
of Human Resource Management Research, vol
30, no 4, pp. 1~26, (2023).

[19] Kim, S. J,, Yun, H J, Park, Y. H, Lee, Y.

J., Heo, J. H, Park, G. H, Kim, Ji, W,, Jo, I
G, The relationship between Participative
Decision Making and Organizational Citizenship
Behavior of nurses: Mediation Effect of
Psychological Empowerment and Moderated
Mediation Effect of Power Distance Orientation,
J Korean Acad Nurs Adm, 29:3, p.268~277,
(2023).

[20]

[21]

[22]

Beaton, R. D., Murphy, S. A., Sources of
Occupational Stress Among Firefighter/EMTs
and Firefighter/Paramedics and Correlations
with Job-related Outcomes, Prehosp Disaster
Med, 8:2, p.268~277, (1993).

Korea Ministry of Government Legislation,
“Fire Service Officer Regulations”, No. of
Presidential Instructions 28216, Enforce a
Instruction 2017.07.26. (2017).

Korea Ministry of Government Legislation,
“Rule of Fire Service Officer Etiquette”, No.
of Fire Department Instructions 2, Enforce a
Instruction 2017.07.26. (2017).

(Manuscript received March 22, 2024;
revised March 29, 2024; accepted April 05, 2024)



