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Preface

This occasional paper results from the RAND Corporation’s continuing program of self-
initiated research. Support for such research is provided, in part, by donors and by the inde-
pendent research and development provisions of RAND’s contracts for the operation of its
U.S. Department of Defense federally funded research and development centers.

This paper should be of interest to law enforcement agency administrators and
policymakers at all levels of government. Its focus is primarily on personnel planning of local
law enforcement agencies, but its lessons and recommendations can apply to state and federal
law enforcement, as well as intelligence and immigration enforcement agencies.

This document is a publication in the RAND occasional paper series. These publica-
tions include essays, conference papers, and working papers, and provide informed perspec-
tives on timely policy issues and discussions of research directions. Occasional papers provide
RAND researchers a means of communicating to a targeted audience, and are formally peer
reviewed. They are not intended to represent an in-depth investigation or thorough analysis
of specific issues of public policy. Instead, they are intended to call attention to emerging
issues and help frame discussion around these issues.

This research was conducted under the auspices of the Safety and Justice Program
within RAND Infrastructure, Safety, and Environment (ISE). Safety and Justice Program
research addresses occupational safety; transportation safety; food safety; and public safery,
including violence, policing, corrections, substance abuse, and public integrity.

RAND is a nonprofit institution that helps improve policy and decisionmaking
through research and analysis. RAND’s publications do not necessarily reflect the opinions
or policies of its research sponsors. Comments are welcome and may be addressed to Barbara
Raymond, RAND Corporation, 1776 Main Street, P.O. Box 2138, Santa Monica, CA
90407-2138 or Barbara_Raymond@rand.org. For more information on the Safety and
Justice Program within ISE, contact Andrew Morral, Director, Safety and Justice Program,
RAND Corporation, 1200 South Hayes Street, Arlington, VA 22202-5050 or
Andrew_Morral@rand.org. More information about RAND is available at www.rand.org.
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Summary

Police officers are a unique set of public servants, vested with the public trust and, if neces-
sary, the authority to use force against the citizenry to maintain order and enforce societal
laws. The police function is an important contribution to the functioning of democratic
societies.! Over the past century, policing has evolved into a high-profile, professional, 24-
hour, 365-day public service. Today, police administrators assume an array of
responsibilities, including public safety, community relations, law enforcement, human re-
source management, and information and fiscal management.2

Serving on the front lines, personnel are a police department’s most important and
most valuable resource. Police work relies upon the judgment of officers and their ability to
determine the appropriate response to a given situation. Citizens’ interactions with individ-
ual police officers are a primary factor in shaping their perceptions of the quality of their
local police department. Indeed, research indicates that informal contacts with the police can
improve citizens’ perceptions of police job performance even when negative factors such as
crime and disorder are present in their communities.3

With personnel playing this critical role, the process of personnel selection, training,
monitoring, and support is key to a successful police department. Good police management
is therefore essentially good personnel management.f Every police manager and supervisor
shares in the responsibility for recruiting, developing, and retaining high-quality individuals.
Illustrating this important responsbility, the International Association of Chiefs of Police has
called staffing a priority issue for 21st-century policing.’

Police departments today face many issues in recruiting and retaining high-quality
employees. Changes in local communities and homeland security concerns are affecting the
nature of policing, and agencies are struggling to predict the future need for services. At the
same time, agencies are trying to anticipate what the potential labor pool will be. Because of
the localized nature of policing, law enforcement agencies vary greatly in the development of
recruitment and retention strategies with few systematic models to guide police managers’
efforts. We describe these issues in more detail below.

The nature of policing has broadened to a more diverse range of missions requiring a
complex set of skills from officers. Population shifts, particularly those that result in greater

! Goldstein, 1987.

2 Geller and Stephens, 2003.
3 Maxson, 2003.

4 Goldstein, 1987.

5 International Association of Chiefs of Police, 1999.
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cultural diversity, create demand for police officers who have the ability to work with
different types of people. The adoption of the community policing model requires depart-
ments to be more representative of and responsive to the communities served. Departments
are increasingly called upon to conduct systematic problem solving to address root causes of
crime problems rather than simply respond to calls for service. New technologies can increase
the capabilities of departments, but also require departments to add technology training to
an already long list of officer training requirements.

In addition, responsibilities for law enforcement agencies at all levels are changing in
the wake of the September 11, 2001, terrorist attacks. A new homeland security mission
increases the demand for local police in many jurisdictions in the country. In some ways,
homeland security needs draw on traditional police skills, such as guarding places and
people. But this new mission brings much greater attention to duties such as serving on joint
intelligence task forces and training to execute emergency preparedness plans. Thus, many
police managers see this role as requiring increased staffing.

In short, the expanded responsibilities for local police require an expanded set of
police skills, and perhaps a different type of officer.

The population from which police agencies recruit has also changed in the past sev-
eral decades. Some trends may restrict the potential labor pool while others may increase it.
Factors decreasing the size of the potential labor pool have to do with changes among Ameri-
can youth, such as higher levels of indebtedness (a factor traditionally considered in police
screening), poor physical fitness, and prior drug use. Moreover, while data are not yert avail-
able to assess this issue, it is reasonable to expect that competition may be increasing from
other organizations for similar recruits to meet growing demands for individuals to perform
homeland security work and overseas military operations. The national military response to
terrorism also influences the availability of existing police officers to meet traditional and
new police missions, particularly in small and rural police departments where the “call-up”
for military service of even one or two officers who serve in the National Guard or Reserves
can have a noticeable impact.

Even if a police department fully understood its future personnel needs and could
identify adequate numbers of appropriate personnel to fill the needs, its ability to meet force
management objectives is often complicated by budgetary difficulties at the local, state, and
federal level. For example, the economic condition of a city can quickly fluctuate and police
departments may have to make unplanned cuts, including reducing the authorized number
of recruit slots. Federal grants are sometimes available to hire new police officers, but these
grants expire and cities cannot always take on the increased cost for the new officers. Such
difficulties can constrain the department’s ability to recruit new officers to cover the range of
local, state, and national missions requested of them.

Despite the critical nature of police as a national resource and the substantial chal-
lenges faced by law enforcement agencies in adequately staffing and training their ranks, few
resources are devoted to analyzing police recruitment and retention in a long-range and stra-
tegic manner. Most of the focus is on short-range and tactical planning. This focus can be
traced to the nature of local governments, which operate on annual or biannual budgets, re-
spond to emergent events, and adjust according to the local economic and political climate.
Because personnel and equipment costs consume the majority of police department budgets,
local agencies can make little investment in planning and analysis functions.
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The present study is an effort to identify planning tools that might be adapted by
police agencies to address some of the recruiting and retention challenges they face. In this
effort, we sought to identify other large, analogous institutions whose force planning strate-
gies could potentially benefit police. There are several types of organizations that hold lessons
in this area.

One entity that clearly fits this role is the U.S. military. Police and military organiza-
tions have similar organizational structures and draw from the same labor pool. These orga-
nizations have similar career patterns; they recruit people with little relevant job training,
provide intensive initial entry training, and specific job-related training on the job and
throughout the career. Both expect to retain a portion of their force for a 20-year (military)
to 30-year career, which is followed by a retirement and pension earlier than is available in
most civilian occupations. In both cases, budgets are externally controlled and allocations can
change and be influenced by politics and public images. Finally, both police departments
and military units are being asked to take on new and different missions.

Of course, local policing and military organizations differ substantially in some areas
as well. Military personnel are not unionized and do not benefit from the protections that
unions afford; neither can they quit work at any time, due to multiyear service obligations.
Police officers can work near their homes and stay in the same city their entire careers. Mili-
tary service can involve frequent relocation. Police officers may also frequently change the
type of police work they do within the department, whereas military services members are
not as free to rotate through different work roles. There are also important differences
between police and military organizations in the types of missions they fulfill, the communi-
ties in which they work, and the legal guidelines and rules of engagement under which they
operate.

For the purposes of personnel planning, however, the military experience might offer
lessons that could be adapted and used to benefit police departments. The military has a cen-
tralized planning structure and a long history of available funding to study both demand-
and supply-side personnel trends. Armed service organizations are able to think in the longer
term, continually adapting force management plans that estimate future demand for the size,
senjority, and skill mix of military personnel, and analyzing how best to “grow” the kind of
force they need. While these features are much different than the type of planning infrastruc-
ture that is available to local law enforcement, there may be opportunities for local law en-
forcement to adapt the knowledge generated by the military’s substantial investment in
personnel planning.

The military services use a strategic approach to assess potential future demand for
personnel. Based on perceptions of external threats or potential challenges to “national inter-
ests,” defense planners make decisions about future force size and mix, strategy and doctrine,
and equipment acquisition needs.

Military force management planning begins by developing an articulation of antici-
pated future demand for military personnel, ties that projection to a request for resources,
and ultimately operationalizes the projection through specific force shaping.

The prospect of thinking strategically about personnel management holds great value
for local police. It is less critical that the predictions be highly accurate. The exercise of care-
fully thinking through the issues can aid decisionmakers in making difficult decisions
regarding service priorities and resource allocation. Through this process, police personnel
planning could be linked to a city’s or county’s strategic plan, which could lead to integrated
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activities and likely economies of scale. Police managers could strengthen relationships with
legislative and executive planners, leading to increased support for budget requests.

While the primary responsibility for personnel management falls on local leadership,
some of the implementation challenges for personnel planning could be relieved by address-
ing them at a higher level. Two factors push toward this possibility: (1) Law enforcement
agencies are increasingly being asked to take on duties that fall within the homeland security
arena; and (2) there are economies of scale that would accrue by thinking about police per-
sonnel trends and needs at a larger level than could occur at the individual departmental
level. A clear argument can be made for national leadership on police personnel
management.

In the effort to fulfill the homeland security mission, agencies would benefit from
more coordinated planning at the national level, perhaps by the Department of Homeland
Security (DHS). Similarly to the way the Department of Defense (DoD) offers strategic
planning for our national military, DHS could offer strategic planning for our nation’s first
line of defense against terrorism: police departments. Other federal agencies that might pro-
vide leadership could include the Department of Justice Community Oriented Policing
Services (COPS) Office or the Bureau of Justice Assistance. Federal agencies could spearhead
the development of labor pool analysis tools and conceptual frameworks that could be used
by local agencies. At a minimum, centralization of data would bring many benefits for police
personnel analysis.

The field of policing is facing a unique moment in time. There is considerable flux in
both demand for police services and supply of qualified personnel. There is a compelling
need to reconceptualize local police as a national resource and for the federal government to
take a larger role in the planning and development of this resource.
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SECTION 1
Introduction

Background

Police officers are a unique set of public servants, vested with the public trust and, if nec-
essary, the authority to use force against the citizenry to maintain order and enforce societal
laws. Serving on the front lines, personnel are a police department’s most important and
most valuable resource. With personnel playing this critical role, the process of personnel
selection, training, monitoring, and support is key to a successful police department. Every
police manager and supervisor shares in the responsibility for recruiting, developing, and
retaining high-quality individuals.

Despite the critical nature of police as a national resource and the substantial
challenges faced by law enforcement agencies in adequately staffing and training their ranks,
few resources are devoted to analyzing police recruitment and retention in a long-range and
strategic manner. Because personnel and equipment costs consume the majority of police
department budgets, local agencies can make little investment in planning and analysis
functions.

As an initial step toward addressing the planning and analysis gap for local law
enforcement agencies, the present study is an effort to identify potential planning tools that
might be adapted to address some of the recruiting and retention challenges faced by police
agencies. In this effort, we sought to identify other large, analogous institutions that might
offer lessons in this area. One entity that fits this role is the U.S. military. Police and military
organizations have similar organizational structures and draw candidates from the same labor
pool. For the purposes of personnel planning, the military experience might offer lessons that
could be adapted and used to benefit police departments.

Objective and Approach

In this paper, we look in detail at the issues law enforcement agencies face on both the
demand and supply side, the current approaches some are using to deal with these issues, and
how tools and approaches used by the military might apply. Drawing upon RAND’s
extensive work in military personnel management, we identify key lessons that could help
local police departments address their personnel needs. The military’s experience in long-
term planning and tracking national trends in youth attitudes, demographics, and
employment may help law enforcement agencies better prepare for the personnel needs they
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are likely to face (the demand side of personnel planning) and achieve greater success in
minimizing personnel shortages (the supply side of personnel planning).

To ground our analysis in current law enforcement personnel practices, we selected
the Long Beach Police Department (LBPD) in California as an example case. LBPD is a
large metropolitan police department facing officer recruitment and retention challenges in
the face of increased homeland security—related demands. The city of Long Beach (popula-
tion 487,100) is located in Los Angeles County (population 10 million) and borders Orange
County (population 3 million), which characterizes it as a large city in an extremely large
metropolitan area. Long Beach is an ethnically diverse city; approximately one-third of resi-
dents are Caucasian and one-third are Hispanic or Latino. The city’s immigrant communi-
ties include one of the largest Cambodian populations outside of Cambodia.

LBPD has 975 sworn officers and 484 civilian personnel.! (One-third of police
officers in the United States work for departments with more than 1,000 sworn employees
and nearly two-thirds work for agencies with 100 or more officers.?) LBPD provides service
to Long Beach Transit, Long Beach Unified School District, and Long Beach City College.
Further, LBPD is somewhat uniquely situated in also providing dedicated officers to the
Long Beach Airport and the Port of Long Beach, the second busiest international seaport in
the United States. The city has been significantly affected by the increased demands of
homeland security since September 11, 2001. This experience and the great diversity of the
city serve as illustrations of current and future issues that may be faced by similarly situated
departments across the country.

To more fully understand some of the post—September 11 personnel needs and
duties of police departments, we conducted two dozen semi-structured, exploratory inter-
views with men and women in recruitment, screening, training, and human resources in
LBPD. Interviewees also included members of the community-oriented public safety unit,
the new counterterrorism unit, and the new unit on homeland security. In addition, we
observed police duties through “ride-alongs” with police officers during three different shifts,
patrolling different sectors of the city. We observed the Special Weapons and Tactics
(SWAT) team preparing and conducting a raid, and also observed activity in the call dis-
patch center that coordinates the activity of patrol officers.

Our semi-structured interview questions included whether policing has changed
during the officers’ tenures (particularly pre— and post—September 11), what are the primary
demands on their time and what skills are needed to meet them, quality and characteristics of
fellow officers, their perspectives on the various positions they have held within the LBPD,
and their perspective on the current methods of recruiting and retaining officers.

In the report, we use the results of these interviews with LBPD personnel as
illustrations of police department personnel needs and management approaches in the
current homeland security environment.

! Communication with Long Beach Police command staff; in 1999, 89 percent of LBPD officers were male and 11 percent
ferale; 71 percent were Caucasian, 16 percent Hispanic, 7 percent African American, and 1 percent Asian American
(Bureau of Justice Statistics, 2003).

2 Bureau of Justice Statistics, 2003.
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Organization of the Document

In Section 2, we examine some of the evolving demands placed on police departments. In
Section 3, we assess the types of challenges to staffing that local law enforcement agencies
currently face. Next, we discuss some of the personnel management strategies the military
has employed that may have some application for local law enforcement agencies (Section 4).
Finally, Section 5 provides a discussion of the challenges of implementing military
approaches in the local law enforcement environment, and provides some recommendations
for further development of the work in this area.



SECTION 2
Changing Demands for Police Services

Public expectations of the roles and responsibilities of police agencies have evolved beyond
traditional crime fighting into community policing activities, and are currently evolving from
the local level to a role in national homeland security. In this section, we examine these
changes and their implications for local police agencies.

Population Pressures on Traditional Police Services

The most conspicuous function of police agencies is to respond to reported crime. Law en-
forcement agencies have historically been organized around preventive patrol, routine inci-
dent response, criminal investigation, and support services.! In addition to crime control and
crime prevention responsibilities, police also enforce traffic, parking, and vice laws; generally
maintain order (such as crowd control, quieting barking dogs, responding to disturbances
caused by disorderly individuals, and responding to calls to intervene in disputes); and con-
duct nuisance abatement (to include violations of municipal and county laws on littering,
loitering, unlawful use of water, and negligent yard care). A simple increase in overall popula-
tion or changes in the population distribution within a jurisdiction can put increasing de-
mands on police departments for crime fighting as well as crime prevention and noncrime
services.

While imperfect, demographic trends probably provide the best sense of future direc-
tions in crime. One important demographic characteristic is the age structure of the popula-
tion. The relationship between age and crime is so well documented that it has been
described as a “basic fact of crime,” a very strong statement for any social science.? Younger
persons commit more crime than older persons. Participation in crime peaks in the middle
teenage years to the early twenties and gradually declines as people age.

The relationship between crime and urbanization is also strong, and is regarded as
another “truism” in the study of criminal behavior.? Less than 5 percent of index crimes re-
ported to police occur outside cities and metropolitan areas.* A 1997 report to Congress

1 Scott, 2000.
2 Braithwaire, 1989.
3 Ibid.

4 Index crimes are standardized into serious and nonserious offenses. Part I crimes comprise serious felonies and Part 11
crimes comprise nonserious felonies and misdemeanors (Qusey, 2000).
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noted that half of all homicides occur in the 63 largest cities in the nation, although these
cities are home to only 16 percent of the U.S. population.’

Nevertheless, the relationship between urbanism and crime is complex. Much re-
search indicates that crime rates of cities are not equally distributed across boundaries or
population. For example, many studies indicate that more than half of all calls to police can
be generated from fewer than 10 percent of city addresses.6

Demographic and urbanization trends also have implications for other types of police
work. The revitalization of a downtown, new large-scale apartment complexes or housing
areas, new convention centers or tourist attractions, or construction of a new airport or inter-
state freeway all signal a likely increase in demands for police to manage traffic, parking,
crowds, public disturbances, and the like, as well as a shift in the types of people police are
likely to serve. Agencies seck to understand the specific conditions that generate increased
crime, such as concentration and conditions that lead to risky places.

Community Policing

In addition to providing core police services, over the past 15-20 years the concept of
“community policing” has been embraced by departments across the country. The U.S. De-
partment of Justice describes community policing in the following way:

Community policing focuses on crime and social disorder through the delivery of
police services that includes aspects of traditional law enforcement, as well as preven-
tion, problem solving, community engagement, and partnerships. The community
policing model balances reactive responses to calls for service with proactive problem
solving centered on the causes of crime and disorder. Community policing requires
police and citizens to join together as partners in the course of both identifying and
effectively addressing these issues.”

Community policing is now a core operational strategy for many departments across
the country and has come to encompass many initiatives beyond controlling crime.® A 2000
Bureau of Justice Statistics (B]S) survey found that 90 percent of municipal police officers in
the United States were employed by agencies with some type of community policing plan,
and 75 percent of all such officers worked for agencies in which new recruits were trained in
community policing and/or problem solving.? To effectively implement a community po-
licing or problem-oriented approach, police officers require more technical skills, and greater
language and cultural awareness. In addition to new tasks for the organization, new skills
may be required of individual police officers, such as a greater focus on interpersonal skills,
negotiation, and problem-solving ability. Community policing also requires time for proac-
tive police work. The International Association of Chiefs of Police recommends allocating 40

5 Sherman, 1997.

6 Sherman, Gartin, and Buerger, 1989; Eck, 1997; Sherman and Weisburd, 1995; Sherman and Rogan, 1995.
7U.S. Department of Justice, 2004.

8 Scott, 2000.

9 Bureau of Justice Statistics, 2003.
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percent of an officer’s available time to proactive police work. This allocation of time re-
quires reallocation of staff and possibly other reorganization measures.

A Long Beach police sergeant explained problem solving as a change from reactive
policing (which addresses only the symptoms of social problems) to careful examination of
root causes. These causes are then addressed, ideally with the cooperation of community
members and other city agencies. Community policing, he says, emphasizes community par-
ticipation in public safety and holistic long-term solutions, “which can’t be done by giving
out a couple tickets or making a couple arrests.” In addition to institutionalizing a problem-
solving ethos within the police department, the City of Long Beach has moved toward a
community government approach with their Community Oriented Public Safety program.

Homeland Security

One obvious area influencing demand for police is in the expanding duties placed on law
enforcement agencies by homeland security concerns since the September 11 terrorist at-
tacks. Critical infrastructure protection is largely the responsibility of local police and gov-
ernments. In the immediate aftermath of the terrorist attacks, many police agencies
redirected police officers from neighborhood patrol to guard public buildings.’ Some law
enforcement agencies, including LBPD, continue to divert officers in this way. In addition,
some agencies with specific vulnerabilities added new units altogether, such as the Long
Beach port unit, which is equipped with three patrol boats. Increases in funding from the
federal level to account for these services have been slow in arriving to local jurisdictions.

While terrorist events may have a low probability of occurring, they can have very se-
rious consequences if they do. Therefore, police departments engage in threat assessment in
their communities. LBPD, for example, has analyzed the risks posed by terrorists at the local
airport and seaport facilities.

In addition, local police are becoming increasingly involved in intelligence gathering
and processing. This is a logical step because police officers substantially outnumber the
agents available through the Federal Bureau of Investigation (FBI) to collect domestic intelli-
gence. Moreover, police are uniquely situated to serve this homeland security role because of
their daily observation of and interaction with local communities. This role, however, re-
quires an investment by police departments such as reassigning personnel previously engaged
in more traditional police work." Case in point: LBPD shifted detectives from a white-collar
crime unit to a new counterterrorism unit.

Immigration enforcement is another domain in which local police are increasingly
facing pressures to expand their role. Congress recently considered the Clear Law Enforce-
ment for Alien Removal (CLEAR) Act. The CLEAR Act would have granted state and local
police agencies the authority to enforce immigration laws. While that bill stalled in the 108th
Congress, officers across the country are engaging in immigration enforcement activities that
they previously did not handle and in at least one jurisdiction are being cross-deputized to

10 Geller and Stephens, 2003.
1 1hid.
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perform tasks previously restricted to U.S. Immigtations and Customs Enforcement agents.2
Some police agencies are resisting allowing their officers to serve in this role, but the issue
becomes particulatly salient in jurisdictions located near international borders or major sea-
ports.

All told, police agencies are now expected to support federal authorities in seaport,
airport, and other infrastructure security; support increased security measures enacted in re-
sponse to the nation’s terrorism alert level; become increasingly involved in immigration law
enforcement; and respond to increased training demands both within and across agencies.
These additional duties are not equally distributed among law enforcement agencies; rather,
they are disproportionately felt by those in large metropolitan areas and in areas including or
adjacent to critical or high-profile infrastructure (such as dams, nuclear facilities, and pipe-
lines).

Examples of How the Long Beach Police Department Has Adapted to New
Service Demands

* Created counterterrorism unit

* Created terrorist liaison officers

* Reassigned officers to assess and protect critical infrastructure, such as the port, air-
port, and water treatment facilities

* Sent officers to train in new skills, such as WMD response, and signs of terrorism

* Established port police equipped with small boats

* Redistributed officers to respond to areas with high population growth

* Increased visibility and response times by switching most officers from two- to one-
person patrol cars

* Reduced staffing on lower-priority programs such as Drug Abuse Resistance Educa-
tion (DARE) and Community Reactions Division

* Reduced staffing on narcotics division

* Reduced foot patrols

* Requested additional resources to cover additional demand, both from the city for lo-
cal needs, and from the government for national needs

Department Responses

Ideally, local police departments would periodically assess the demands they have experi-
enced as well as those they anticipate. That assessment could then be used to acquire and al-
locate resources according to a comprehensive strategy with both short-term and long-term
goals. Too often, however, resource constraints and historical precedents drive planning in
law enforcement agencies. For the most part, departments must focus on meeting tactical,

12 The Los Angeles County Board of Supervisors approved a memorandum of understanding to cross-deputize Los Angeles
County Sheriff's Department deputies with Immigration and Customs Enforcement authorities on January 25, 2005. See

Raymond et al., 2004.
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day-to-day demands rather than devote much attention to planning for the strategic, longer-
term demands.

Police agencies typically rely on some form of workforce planning approach. Tha is,
they focus on internal personnel needs and, more specifically, on patrol allocation. Patrol al-
location models use data, such as calls for service and response time, to determine how many
officers are needed during particular days of the week and times of the day to meet response
time, public visibility, and department or other policy criteria (such as number of officers
required to respond to certain types of calls). Typically, models provide estimates of patrol
personnel needs for immediate or short-term future projections. They focus only on patrol
officers (and sometimes on their direct supervisors) and not on other positions within the
department (such as detectives, special units, or support services). Variations of these models
have been used for decades and have become more sophisticated over time.!3 LBPD uses, as
do many agencies across the country, the Patrol Resource Optimization System (PROS) to
configure patrol beats and determine the number of officers and vehicles that should be as-
signed to respond to calls for police service.

The current patrol allocation approach helps local agencies set priority neighbor-
hoods and respond to calls for service. Due to its focus on patrol, however, this approach
fails to similarly capture the demands of community policing and homeland security on the
department as a whole. This approach is not sufficient to address the big-picture strategic
needs of force management.

Perhaps most critical today is that no paradigm exists for how to systematically man-
age a police department to respond both to local needs and to unprecedented national re-
quirements issued under the Department of Homeland Security. These new demands are
unpredictable, frequently changing, and unsupported by any long-term commitments of
funding and training. Thus far, most departments have been improvising as the national
threat level rises and falls, as terrorist activity in their communities has been suspected, and as
grants and other government funding emerges and dissipates. The uncertainty of the national
commitments and local control of department resource allocation makes police personnel
management a complex and difficult task.

It may be that this issue affects mid- to large-sized departments more significantly
than it does departments with fewer than 50 sworn personnel. No data are available on how
many agencies participate in systematic force planning,

Tools do exist that describe the distribution of police officers across police agencies.
The Bureau of Justice Statistics regularly conducts the Law Enforcement Management
Analysis Survey (LEMAS) and the FBI collects and reports annual data on numbers and
types of police officers. However, there is no generally accepted, scientifically validated for-
mula to determine the appropriate number of sworn police officers for a city.

13 See, for example, Levine and McEwen, 1985; Chaiken and Dormont, 1976.



SECTION 3

A Shifting Supply of Qualified and Interested Candidates

In 1999, more than half of small police agencies and two-thirds of large ones reported
difficulties in filling vacancies because of a lack of qualified applicants.! Many police
administrators experience particular difficulty in attracting nontraditional candidates,
including women and minorities. Further exacerbating recruitment needs is a predicted
coming wave of retirements. Some departments estimate personnel losses as great as one-
third of the sworn workforce as baby boomers reach retirement age.2 Indeed, of the 720
officers that the Los Angeles Police Department plans to hire this year, only 370 will be
additional officers, after accounting for attrition.? Finally, actually placing a new officer on
the street is a lengthy process. Long Beach Police estimate that it takes roughly three years to
recruit, hire, and train a new, fully qualified sworn officer. Clearly, the ability to plan long-
range for recruitment needs is critical for police agencies.

At the same time that service demands placed upon police departments change, the
interests and qualifications of the traditional labor pool from which police officers are
recruited are shifting. Some trends may benefit police departments such as increased college
attendance among American youth or a desire to engage in public service combined with
hesitancy about military deployments. Yet there are other factors that may contribute to a
gap between police need for personnel and the number of candidates available to fill this
need.

Communities often desire a police force that is more ethnically representative of the
neighborhoods they serve; thus candidates from diverse backgrounds must be sought out and
recruited.* Some demographic trends may make it harder to identify and recruit a new target
population that is both interested and qualified in terms of physical fitness and able to satisfy
“moral” requirements. Departments also may be facing growing competition from other
agencies seeking candidates qualified and interested in law enforcement and security work.

In this section, we detail three areas that warrant attention from police personnel
planners. Certainly there are additional factors that influence the supply of candidates. These
include the regional and local unemployment rates, wages and benefits available, the popular
image of the police, and state certification standards that may impede or facilitate entry into
departments or movement between departments. While some trends are moving in

1 Koper, Maguire, and Moore, 2001.

2 These estimates are difficult to document and are derived from conversarions that the writers have had with police
ad ministrators in departments across the country.

3 Barrett and Orlov, 2005.
4 International Association of Chiefs of Police, 1999.
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directions that may increase supply of candidates, the areas discussed below may restrict

supply.

Growing Need for Police Forces to “Look” More Like the Communities
They Serve

As noted above, changing demographics have implications in predicting the demand for
police services. Population diversification also has supply-side consequences, if law
enforcement agencies wish to successfully recruit personnel that reflect the growing diversity
of their communities.

An examination of the ranks of the more than 17,000 police forces across the nation
shows that departments are already evolving to look more like the populations they serve.
Although sworn police officers across departments are still predominantly white males, rates
of racial and ethnic minorities and females have increased over the past few years. In 2000,
racial and ethnic minorities comprised 22.7 percent of full-time sworn personnel, up from
17.0 percent in 1990.5 Females comprised 10.6 percent of officers in 2000, up from 8.1 per-
cent in 1990.6 The proportions of both minorities and females among sworn personnel are
larger in larger cities than in cities with smaller populations.

The Bureau of Justice Statistics calls attention to the growing diversity of the nation’s
law enforcement agencies:

Between 1990 and 2000, the number of female sworn personnel increased by 59
percent to 46,659 (or 10.6 percent of the nation’s 440,920 full-time sworn
personnel in local police agencies). In the same ten-year period, the number of
African American and Hispanic sworn personnel rose by 61 percent to 99,591
officers (22.6 percent of full-time sworn personnel). Other minority groups
(including Asians, Pacific Islanders, American Indians, and Alaska Natives) jumped
150 percent in their representation among sworn officers (the total of 11,800
reflects 2.7 percent of all full-time sworn personnel).”

While police forces across the nation are beginning to look more like the
communities they serve, police departments will need to continue to foster this process.
Fortunately, this trend increases the size of the potential labor pool by secking out ethnic,
racial, gender, and sexual orientation diversity.

The Changing Nature of the Recruiting Pool

Other demographic factors are shrinking the pool of qualified applicants, such as trends in
health and fitness, criminal activity and drug use, and higher education. Studies have
identified 2 number of youth trends that hamper law enforcement recruitment (see Figure 1):

5 Bureau of Justice Statistics, 2003. In contrast, in FY02, 33 percent of military accessions ages 18-24 were racial or ethnic
minorities.

6 Bureau of Justice Statistics, 2003.

7 Ibid.
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Figure 1
Demographic Trends May Restrict the Recruiting Pool
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* Drug Use: Drug use appears to be stabilizing among youth rather than increasing, but
experimentation with illicit drugs remains a common practice among American
youth: approximately half of all 12th graders report having smoked marijuana.® Po-
lice departments require applicants to answer questions about personal use of illicit
drugs. In our interview with the officer in charge of recruiting for the LBPD, use of
marijuana once or twice is typically overlooked, but reported habitual use or experi-
mentation with harder drugs is usually grounds for rejecting an applicant. This is
consistent with the practices of many police agencies.

Obesity: Obesity in the U.S. population has been rising steadily over the past two dec-
ades, with severe obesity increasing the most quickly (from 1 in 200 adults more than
100 pounds overweight in 1986 to 1 in 50 in 2000).? Obesity plays a major role in
disability at all ages and affects an individual’s ability to meet fitness standards re-
quired for entry into policing. " Particularly alarming for police recruiting purposes
are the rates of overweight and obese youth. Over the past three decades, the child-
hood obesity rate has more than doubled for adolescents ages 12-19, and has more
than tripled for children ages 6-11. In 1999-2000, 15.5 percent of adolescents ages
12-19 were overweight, compared with 10.5 percent in 1988-1994. Approximately
nine million children over age 6 are considered obese.!

8 Johnston et al., 2004.

9 Sturm et al., 2004.

10 1bid.

1 Institute of Medicine of the National Academies, 2004; Flegal et al., 2002.
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* Indebtedness: A study based on the Survey of Consumer Finances data from 1992 to
2001 (a triennial Federal Reserve survey) reports that Americans 18-24 years old
demonstrated a 104 percent rise in credit card debt over the time period, to an aver-
age of $2,985 (in 2001 dollars), and that the average indebted youth spends nearly
30 percent of his or her income on debt payments.2 Many police departments,
LBPD included, consider significant outstanding debt as a possible disqualifier for
applicants, interpreting debt as a sign of poor judgment, and a potential motivator
for corruption. It is not clear how police will adapt to this growth in indebtednesss.
While the increasing number of people with significant debt might lessen the social
stigma, and correspondingly the vulnerability to corruption, it may also be the case
that new federal limitations on bankruptcy eligibility could raise the risk of corrup-
tion from indebtedness.

College Attendance: Levels of college attendance are increasing. Although 15 percent
of departments now make partial college attendance an entry requirement, college at-
tendance is not only a competing activity to police academy enrollment, but also al-
lows graduates access to a broader range of employment options that compete with
policing careers.”® There has been a dramatic growth in college enrollment and edu-
cational attainment during the 20th century, including over the past few decades.*
The 1990s in particular witnessed an increase in the percentage of adults who expect
to complete four years of college, a trend even more pronounced in women than in
men when examining actual completion. An increase in college attendance may also
benefit police departments by raising the quality of potential recruits, especially if
college attendance does not adversely impact youth interest in serving in law
enforcement.

Such trends in the population can have significant consequences for law enforcement
recruitment, given the current selection criteria for police officers. Police officers must pass
through rigorous physical, mental, and moral judgment screening, and trends such as those
described hold negative implications for recruiting.

Competition for Personnel from Other Fields

The events of September 11, 2001, produced an outpouring of support and appreciation for
firefighters and police officers as heroic public servants. It is reasonable to expect that this
public support would increase the appeal of law enforcement as a career choice. Moreover,
the attacks on the United States have served as a catalyst for youth to enter more service-
oriented careers, and may give police work in particular a new sense of importance or
prestige. Even as these effects might be positive for police recruiting, police departments may
also have to compete for high-quality recruits that are in high demand by other government
agencies with a role in national security and the growing number of private security
contractors (as shown in Figure 2).

12 1bid; Draut and Silva, 2004.
13 Bureau of Justice Statistics, 2003.

¥ Sackert and Mavor, 2003.
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For recruiting purposes, police agencies seek individuals who have clean criminal
records, little or no previous drug use, are willing to work outdoors and in dangerous
situations, are healthy and physically fit, have a high school diploma or more, who are of
average to high aptitude, and who can communicate effectively with many different types of
people. Competition arises because individuals with these characteristics are also in high
demand by fire departments; military, federal law enforcement, and homeland security
agencies; and private corporations. Starting base salaries for police officers range from
$20,900 in jurisdictions with fewer than 2,500 residents to more than $34,000 in those with
a population of 50,000 to 499,999.% Entry-level police officers started at an average salary of
about $31,700 during 2000. The salary and stability of police employment is often cited as a
significant motivator among new recruits. While this salary may be attractive to many college
graduates as well as to individuals with high school diplomas, it may also be considerably less
than the salary offered to potential police candidates by competing entities. Agencies
providing national and homeland security, in particular, may offer more lucrative pay
packages.

Local police agencies also compete against each other for recruits. While military
services do the same, research has shown that there is some “rising of the tide”—i.e., that
awareness generated by one service spills over to another, and that recruits consider it all “the

Figure 2
Potentially Increasing Competition for Suitable Candidates

Desirable Labor Pool

* Clean criminal record
¢ Little to no drug use

_ ¢ ¢ Willing to work outdoors )
Firefighters and in dangerous conditions

¢ Physically fit
¢ H.S. diploma or better

* Average to high aptitude
/ ¢ Strong interpersonal skills \

Private Security

* Domestic
* QOverseas

Local Law
Enforcement
* Police

e Sheriffs

e State Patrol

Military
¢ Active
* Reserve
¢ National Guard

Homeland Security
* FBI * U.S. Coast
s CIA Guard

Secret Service ® Immigration
US. Marshals * TSA

RAND OP154-2

15 Bureau of Justice Statistics, 2003.
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military.” It is not clear that the same would be true of local police. Instead, it seems likely
that the competition and recruiting inefficiencies are more acute in policing. Departments in
large cities are sometimes concerned that their combination of lower pay and higher risk
cause them to lose good candidates to departments in neighboring suburbs where the pay
may be higher and the risk lower. Currently, Long Beach Police is planning for a hiring
boom in the Los Angeles Police and Sheriff's Departments, which have each recently
announced plans to hire significant numbers of sworn officers. As referenced eatlier, the City
of Los Angeles secured funds to hire 720 officers beginning July 1, 2005.%¢ LBPD anticipates
stiff competition for the same labor pool.

Efforts by the Long Beach Police Department to Increase Supply

* Shifted to one-officer cars on most patrols

* Civilianized certain positions

* Increased volunteer program from a few to (a goal of ) 100 within a year

* Recruited retirees to help with duties such as applicant background checks

* Recruited nontraditional sources (from, e.g., the lesbian and gay community,
immigrant communities, cities outside the region)

* Assembled a diverse recruiting team and produced recruitment advertisements
appealing to a diverse audience

* Adapted physical entrance requirements (e.g., dummy lift) while maintaining
standards

* Provided English-language reading tutorials

* Offered family orientation day to increase academy retention

* Provided extra assistance for those who need physical training (PT) help (which
measurably helps retain women candidates)

Department Responses

Many departments are aware of the recruitment and retention issues they face and are work-
ing to increase the supply of qualified applicants or to extend the labor base in other ways. It
seems easier to identify labor supply issues than to forecast future demand for services. Still,
efforts tend to be focused on immediate needs and are not coordinated to focus on a longer-
term strategic view. Below, we discuss some examples of how police departments are
attempting to cope with personnel shortages.

Reassess Standards to Ensure They Are Realistic and Relevant

Law enforcement agencies have rigorous standards for recruiting and have begun to examine
those standards to make sure they are realistic and relevant given current trends. Common
recruit screening methods include criminal record checks, background investigations, per-
sonal interviews, medical exams, psychological evaluations, drug tests, physical agility tests,
written aptitude checks, and credit history checks. From a legal standpoint, two issues are of

16 Barrett and Orlov, 2005.
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central importance in setting standards: the job relatedness of the testing or requirements,
and employment discrimination. According to the Equal Employment Opportunity Com-
mission, if a department has a selection standard that results in the rejection of a greater per-
centage of women than men, or a greater percentage of African Americans than whites, an
“adverse impact” has occurred. When an adverse impact is documented, the fairness of the
test can be challenged, requiring departments to ensure that the screens are relevant for job
performance.”

One example of reassessing standards is LBPD’s adaptation of one physical standard
at the recruit academy. They decided to discontinue the “dummy lift,” which requires re-
cruits to lift a weighted dummy onto a waist-high platform after a rescue drag. LBPD deter-
mined that otherwise qualified women were failing to meet this particular standard and
leadership chose not to lose these candidates over a requirement deemed not imperative for
good police work.

Prepare Underqualified Yet Desirable Candidates So They Can Meet Standards

Another way to help ensure that applicants meet standards is to prepare them before testing
takes place. The LBPD offers a pre-Academy fitness program for recruits to help them build
strength and endurance prior to physical agilities testing. In addition, a workshop is offered
to applicants to help them prepare for the video scenarios test, and tutorials are available to
help with reading comprehension.

Civilianize Certain Positions

In the past, police department staff consisted primarily of sworn personnel. Civilian employ-
ees are now relatively common in police departments, although the extent to which depart-
ments use civilian personnel is discretionary and varies considerably.

Civilians may serve as clerks, administrative assistants, dispatchers, technicians, and
parking enforcement personnel, as well as in some highly specialized positions such as legal
advisors/counsel, psychologists, researchers, accountants, crime scene technicians, and infor-
mation technology specialists. Civilians may also perform para-police functions as cadets or
community service officers.’® A key consideration before converting a sworn position to a
civilian position is the impact on sworn officers in the department, as well as the impacts on
cost (civilians are usually less expensive), expertise, collective bargaining agreements, and

legality.

Use Retired Officers

The supply of qualified workers can be increased through the use of retired officers.
Retirement plans in police departments typically involve the retirement of officers ar rela-
tively young ages, when they are still mentally and physically capable of working for many
more years. Many officers retire from the police force and go on to other part-time or full-
time positions. The age of retirement for LBPD is 50, at which point most officers retire at
80-90 percent of their salary rate. Retirees in LBPD are currently used for background
investigations.

17 Geller and Stephens, 2003.
18 1bid.
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Use Volunteers
Police department volunteers can help with both civilian and sworn duties, and, if well
managed, can serve as major resources for departments. Potential volunteer duties are wide-
ranging; examples include patrol, fingerprinting, parking enforcement, parade duty, special
events, community outreach, office work, canvassing for information on missing persons,
photography, and coaching for the Police Athletic League. Volunteer programs can be
funded through federal grants such as the DHS’s Citizen Corps Program.® As with the use
of paid civilian personnel, departments have to take similar factors into account when con-
sidering filling sworn duties with volunteers.

LBPD uses six types of volunteers. Some of these volunteers serve to ease the work-
load of police officers and civilian personnel, while others engage in additional, complemen-
tary duties that the department would not otherwise have the resources to address.

Use Reservists

Police reservists are another valuable resource for understaffed and/or financially constrained
departments. In LBPD, reservists are required to work unpaid for 20 hours per month.
Many reservists are dedicated to their duties, as they are hoping for future acceptance to the
Academy for formal police training. Reservist duties can include all those of volunteers, as
well as expanded roles requiring more formal training. For example, LBPD reservists were
activated after the 1992 Los Angeles riots, and at ports and the airport after the September
11, 2001, terrorist attacks.

19 Kolb, 2005.



SECTION 4

How the Military Experience Might Apply to Police Departments

The military confronts many of the same demand- and supply-side issues that local police
agencies face. In this section we discuss how the military’s methods of analyzing personnel
planning needs might be applied to local law enforcement. We have surveyed the force
management literature and have also drawn upon RAND’s extensive research on military
force planning and management. Unlike local police agencies, the military has had the
budget allocation, analytic infrastructure, and federal requirement to think long term and
strategically about the types of people it needs to acquire, and the best ways to attract,
develop, and retain these recruits. Some of the military’s strategies could be adapted by local
(city and county) police departments as well as by state and federal law enforcement agencies.
We will first discuss the military’s process for analyzing supply and demand to determine
personnel needs. Next, we will discuss how this process might be adapted for law
enforcement agencies. Finally, we will present some specific strategies utilized by the military
to address supply-side issues.

The Military Personnel Planning Process

Although the military services have different approaches to assessing potential future
demands for personnel, they share a strategic approach, recognizing that articulating the
demand for personnel is part of a larger planning process. Based on perceptions of external
threats or potential challenges to “national interests,” defense planners make decisions about
future force size and mix, strategy and doctrine, and equipment acquisition needs.

The National Military Strategy (NMS) sets forth the vision of the Secretary of De-
fense and Chair of the Joint Chiefs of Staff for future missions and capabilities. Military
force structure (size) and shape (skills and organizational structure) are developed based on
the specified and implied missions in the NMS. Recruiting needs are then derived from a
calculation of current force size minus projected losses and attrition.! Of particular interest
with this approach is that it explicitly links “up front” demand-side concerns with the
supply-side concerns that appear “down the line.”

This process is not directly applicable to police departments. The military is a differ-
ent organization in at least two important ways. The scale is different, with the full-time
military force at about 1.4 million. While full-time police officers in the country number ap-
proximately 7 million, they are distributed across hundreds of individual, unaffiliated

1 Sacketr and Mavor, 2003.
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agencies. Also, the military actively seeks to lose a certain portion of its junior members
through artrition, as leadership positions up the hierarchy are far less numerous than entry-
level positions. In contrast, police officers are civil servants and are typically encouraged to
stay with an agency for the duration of their careers. Despite these structural differences, the
personnel planning process developed in the military context can serve local police needs.

A schematic of the military personnel planning process is shown in Figure 3.2

As shown in Figure 3, military force management planning begins by developing an
articulation of anticipated future demand for military personnel, ties that projection to a re-
quest for resources, and ultimately operationalizes the projection through specific force
shaping.

Of course, the process described here represents ideal planning conditions, and many
unanticipated issues may emerge that can affect personnel needs. Recent news reports indi-
cate the limitations to even highly sophisticated planning and recruiting processes as the
services, particularly the Army, struggle to make their current recruitment goals.

Adapting the Process for a Local Police Environment

Local police departments are not able to engage in the same level of sophisticated strategic
personnel planning as the military. However, there are several ways in which local depart-
ments can benefit from the use of this approach. One is from a national-level planning effort
and another could be at a state- and/or regional-level effort.

With local law enforcement called upon to serve a perhaps unprecedented role in
homeland security, it seems critical that local police be viewed as a national resource. From
this perspective, the federal government should have a role in determining the present and
future need for local police (in general but in particular areas as well) and comparing that to

Figure 3
The Military Takes a Strategic Approach to Determine Personnel Needs
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2 Szayna et al., unpublished.
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the size of the present and future potential labor pool. Since local police departments are
incredibly diverse in such matters as size, community concerns, and recruiting success, a
national-level planning effort would be no small undertaking. Still, there is value in at a least
broad assessment of demand and supply needs from a national perspective. This assessment
could be used to help direct resources to local communities as well as undertake efforts to
increase the size of the available labor pool, as needed.

At the state or regional level, strategic planning could draw upon models used in the
national-level assessment but be more focused on specific state or regional concerns. Even so,
the assessment of supply and demand would likely be quite broad. Like those made at the
national level, projections made at the state and/or regional level might not have direct appli-
cability to all departments.

The most local utility would come out of strategic planning at the individual police
department level. This can be a challenge for departments without analytic budgets or re-
sources but could be utilized in at least some form by all departments. For example, depart-
ments could regularly sketch out which services they expect to continue to provide in the
future and whether any changes are anticipated in the need for service (e.g., traditional crime
control with increasing or decreasing trends), what services might be new or expanded (c.g.,
changes in homeland security duties), and what skills are needed and the types of people (in-
cluding volunteers, retirees, and trainees) who might possess those skills. Such an assessment |
could be linked to police resourcing, force creation and design, and force maintenance.

In what follows, we describe how the four-step military personnel planning process
could be adapted for local law enforcement. We present each step in the context of an indi-
vidual agency, but each could be less specifically focused and adapted for general projections
at the national and state/regional level.

Needs Assessment: Determining the Demand

In applying the needs assessment step, law enforcement agencies would consider the
more strategic demand-side issues that drive the type of police force required. Many police
departments practice some form of the latter three steps of the military process, but a needs
assessment followed by a coordinated effort represents a new undertaking for most depart-
ments.

Military needs assessments involve some combination of the threats the country is
likely to face and the missions it is currently performing and will be called upon to perform.
While the military is nationally and internationally focused, police departments are locally
focused on the neighborhoods and communities they serve. Despite the difference in scope,
the goal is the same in both cases: general guidelines that outline the range of activities for
which the agencies are expected to prepare. In other words, the needs assessment leads to the
specification of a set of potential duties, prioritized in some fashion.

In the military context, the first step in planning for and acquiring necessary person-
nel is to determine the types of missions that are anticipated. In the 1990s, the military had
to adapt to an unprecedented level of demand for deployment to urban-based operations and
to “operations other than war,” yet maintain its ability to carry out classic combat missions.
Similarly, local police departments have had to adopt more community policing functions, as
well as undertake a role in homeland security.
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Figure 4
A Needs Assessment for Police Services Drives the Approach
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Figure 4 corresponds to the areas identified in Section 2 as important drivers of de-
mand for police services. This conceptual framework represents areas external to the organi-
zation that are undergoing changes and in turn may necessitate new or different police
services. This framework is neither definitive nor comprehensive.

Core services in policing, i.e., traditional crime fighting and crime prevention activi-
ties, are driven by crime trends within the community, which are in turn largely affected by
demographic trends such as increases or decreases in the population and changes in the na-
ture of the population. The changing nature of policing may include community policing or
other philosophies that also create changes in the types of police services provided. Feeding
this are community expectations for the composition, competencies, and activities of the lo-
cal police force. In contrast to these first two drivers, which are local in nature, changes in
police activities due to homeland security needs are largely driven by federal concerns.

Police Resourcing: ldentifying and Prioritizing Resources to Meet Demand

Once police service need is articulated, the next steps in the process describe how these needs
will be met. In the resourcing step, the budgeting process is primarily considered. This in-
cludes the portion of funds devoted to police spending, the pattern of spending (increasing
or decreasing), and the general allocation of resources within the police budget. While deci-
sions in this step follow naturally from the needs assessment, resource allocation is also in-
formed by a host of political, economic, and bureaucratic considerations that are
independent of the needs assessment. Political and fiscal philosophies have considerable
impact on police service delivery, as do collective bargaining agreements and historical
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precedents.> However, one of the key advantages of utilizing a military-like process that
begins with a needs assessment is that it makes the process more transparent and justifies
budget requests with evidence. At the same time, it is important to note that budgets are
finite and identified needs will likely exceed the available resources.

In addition to budget considerations, police agencies should systematically and rou-
tinely ask basic questions about whether their current operations are effectively achieving de-
sired goals. This sort of problem-oriented analysis may reveal police agencies to be doing
activities that are failing to achieve the desired objectives. Agencies would then seek more
effective and efficient ways to achieve the objectives, which may involve not only resources
but also revised strategy and tactics.

Police Force Design and Creation: Where Demand and Supply Converge

Once the need and resources are reconciled, the specifics of the police force design can be
determined. Force design refers to how the personnel will be organized and how the skill re-
quirements will be met. Police force creation refers to the process of moving from the present
force mix toward the ideal force mix. In this step, a police department develops specific blue-
prints on how to achieve the needed capabilities. In addition to defining the type of person-
nel needed, the blueprint would address equipment, facilities, new training needs, and any
other needed organizational changes. Specifically, the department would outline how many
and what kinds of specialized units will be created or removed, and ideal representations of
such features as race, gender, sworn/civilian, and desirable skill sets. For instance, a depart-
ment may identify a need for an organized crime unit, more bilingual officers, or more offi-
cer training in weapons of mass destruction response.

Police Force Maintenance: Tapping Supply to Create the Needed Force Mix

In this step, police departments implement their force staffing needs. Based on the planning
blueprint developed in the previous step, the police department would implement policies
about the number of personnel required, the type of education and training expected of
entry-level personnel, and the desirable leadership qualities, including promotion criteria.
The range of personnel policies would be considered, including recruitment, retention, com-
pensation, promotion, family benefits, and race and gender policies. An organization should
examine the full range of its personnel policies to ensure that they match and support organi-
zational goals; e.g., do physical fitness standards or nonflexible rotating shift work negatively
affect recruiting or retention and, if so, are such policies revisable or even needed? Here too,
administrative processes would be examined to align with organizational goals and ensure
relevance and efficiency.

The appropriate composition of the police force will be subject to continuous re-
evaluations, and conclusions about the right mix rely on many factors. One important con-
sideration is the ideological beliefs of the community and their views on proper police duties.
Artitudes toward police will vary over time and among different communities. This evolving
relationship will affect the entire personnel planning process from needs assessment through
force maintenance.

3 Seventy-two percent of police personnel are covered by collective bargaining agreements (see Bureau of Justice Statistics,
2003). Staffing ratios are traditionally higher in the Northeast and Midwest than in the West and Southwest. See Federal
Bureau of Investigation (2003) for breakdowns by geographic region of staffing per 1,000 inhabitants.
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Most police departments have some familiarity with their personnel needs in the
short term, and seek to devise solutions to address current problems. But a systematic per-
sonnel planning process has several key advantages: providing the public and funding sources
with a realistic understanding of how resource decisions are made, developing a longer-term
view of personnel behavior that allows for accession and training of people to meet future
neighborhood demands, and creating a more logical and efficient assignment of personnel
and resources based on departmental priorities.

Labor Supply Lessons from the Military Experience

The Department of Defense maintains offices dedicated to observing patterns in military
personnel employment (who stays in service, when people tend to leave, etc.) and to pre-
dicting future personnel needs based on projected missions, current personnel needs, and the
likely behavior of current service members. As discussed above, based on the determined de-
mand for personnel in the short and long term, the military considers the supply of potential
new recruits and strategies for retaining valued members of its workforce. There are a num-
ber of lessons for local law enforcement that can be drawn from the military’s approach. In
the next two sections, we discuss these lessons relevant to recruiting and to retention.

Tapping the Supply: Suggestions from Military Approaches to Recruiting

To best focus their recruiting efforts, the Department of Defense regularly collects and ana-
lyzes youth demographic data and trends. This allows the military to more accurately predict
the potential size of the available labor pool. These sorts of data could be very useful for un-
derstanding the available labor pool for law enforcement as well. Knowledge of an upcoming
shortage of qualified youths and/or those potentially interested youths, for example, could
help police departments set more realistic recruitment goals, identify undertapped popula-
tions, increase efforts to retain existing staff, and explore staffing alternatives such as extend-
ing the established retirement age or shifting certain duties to non-sworn employees,
civilians, volunteers, or retirees.

In the military, the recruitment of diverse officers is aided by programs that help oth-
erwise qualified applicants meet the academic standards. Ethnic minorities in particular are
more likely to come from poorer and lower-quality school systems than their white peers,
and thus may have the ability to meet academic standards but not have had the opportunity
to develop that ability. The Army, Navy, and Air Force each have preparatory schools for
officer candidates who show potential to make good leaders, but whose underdeveloped
abilities in one or more academic areas prevent them from competing for application to one
of the military service academies. These schools provide intensive academic instruction, along
with some introduction into military life. Successful graduates are admitted to the military
service academies. Such programs have the benefit of providing the military with more high-
quality personnel, who are accepted by their peers for having met all of the same standards,
regardless of gender, race, or socioeconomic class origin.

Some local police departments implement a similar concept through Explorer, cadet,
and vocational school programs that help to better prepare young people for future careers in
policing. Departments can also coordinate with high schools or community colleges to pro-
vide preparatory courses that would enable candidates to succeed in admissions tests and in
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the academic components of the academy (and later in police work). Similarly, physical edu-
cation programs might be provided in advance of regular academy training as preparation for
the physical component of the academy. Such programs would presumably reduce the num-
ber of out-of-shape candidates who are injured or drop out. Again, if police academies do not
have the resources to conduct this advanced training themselves, they might certify a range of
physical education classes at a local community college as appropriate or even required for
candidates facing fitness challenges.

Identifying qualified candidates is one recruiting challenge; finding willing applicants
is another. The Youth Attitude Tracking Survey (YATS) was used by the Department of De-
fense annually from 1975 until 1999 to measure youth interest in military service. The sur-
vey was administered to up to 10,000 16-24-year-olds without prior military service. A
RAND study in 2001 followed up with respondents to the fiscal year 1985-1994 YATS sur-
veys and found a “strong, statistically significant relationship between propensity and enlist-
ment.” Increases and declines in propensity to enlist have been analyzed, with results
showing the rates are affected by such factors as wars (propensity rose during the first Gulf
War period), change in funds devoted to recruitment advertising, and racial composition of
the youth population.’ Based on analyses of trends in youth interest for military service, the
services can make decisions about raising or lowering entrance requirements, advertising
budgets, and which populations to target with more aggressive marketing. For instance,
driven by the information that by 2010, 80-85 percent of high-aptitude recruits (as meas-
ured by Armed Forces Qualification Test scores) expect to attend college, the Army is at-
tempting to improve recruiting penetration in the college market.¢ Because of immediate
recruiting concerns, the services have supplemented this ongoing interest assessment process
with new direct marketing research conducted by a private company.?

For use by local police departments, an ongoing youth survey of propensity to serve
in policing is not likely to be feasible, but an alternative would be, ideally, a national survey
of youth that would allow local or regional analysis of youth responses. At the local level,
police departments could tap into the findings of national surveys to keep abreast of trends
in youth interest in law enforcement and the characteristics of those most interested. The
results would aid departments in directing their local and regional recruiting resources.
Moreover, these results would allow departments to tailor employment packages to best
match the current priorities of the potential labor pool. For example, for young women,
“making a contribution to society” tends to rank higher as a life goal than “having lots of
money,” but those two are reversed for young men. Women are also more likely than men to
prefer to live close to parents and relatives versus “getting away from this area of the
country.”® These sorts of findings could assist recruiters in highlighting job features and op-
portunities that might most interest potential candidates.

4 Orvis and Asch, 2001.

> Ibid.

8 Orvis and Nichiporuk, unpublished.
7 Mazzet, 2005.

8 Sackett and Mavor, 2003.
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One model for the development of such a national survey could be a joint effort of
the Department of Defense, the Department of Homeland Security, and the Department of
Justice. The survey could assess the characteristics of and level of interest in military and law
enforcement careers (local as well as state and federal). It might also include interest in intel-
ligence and immigration enforcement careers (such as through the Central Intelligence
Agency and the U.S. Immigration and Customs Enforcement). Such a national youth survey
would be an extremely useful investment because it would serve the mutual goals of a host of
local, state, and federal government agencies all generally pursuing the same pool of potential
recruits. Moreover, it could be used to identify mutual or unique recruiting concerns that
may unnecessarily limit interest, such as outdated or inaccurate views of what the work en-
tails. For example, youths’ perceptions of military and law enforcement careers are typically
drawn from television, movies, and news coverage. These can lead to substantial misunder-
standings of these roles, and survey results could aid in identifying how career education in-
formation could best be designed and delivered.

Depending on an assessment of the options, the military may adjust recruiting tactics
or offer its current workforce incentives to stay, leave, or change jobs Part of this force man-
agement process includes considering how long it takes to “grow” people to certain ]ob profi-
ciency levels or management/leadership levels.

Increasing Retention: Suggestions from Military Approaches to Personnel Management
Reducing the departure of quality personnel already trained and experienced in their jobs not
only eases the pressure to recruit new personnel, but also improves the ability of the police
departments to perform their responsibilities. There are certain practices used by the military
that might be of benefit to local law enforcement to strengthen their retention efforts. We
discuss some of those strategies in this section.

Perhaps the military’s most important tool in planning for personnel retention is its
extensive database of service member characteristics and employment actions, which allows it
to more accurately predict absences, attrition, overages, retention, and gaps that will need to
be filled through recruiting, promotion, and/or cross-training. Using these data, a recent
RAND report found that one significant factor in the attrition of first-term soldiers was the
length of time they waited in the Delayed Entry Program between signing up and being
trained.’ If law enforcement agencies collected these sorts of data and found similar patterns,
such findings could be used to inform policy changes. For example, such a finding discov-
ered at the local level could lead to a change in departments (such as LBPD) that offer entry
into the police academy only once a year. Perhaps by offering two separate entry points per
year, they would reduce the amount of waiting time in which successful applicants might be
lured away by other opportunities.

The establishment of a personnel database for local police agencies, or analysis of an
existing one, could allow agencies to develop over time an understanding of employee
behavior patterns such as predictable losses in personnel availability due to illness/injury,
pregnancy/maternity leave, military Reserve or Guard duty, and attrition. By relating em-
ployee characteristics with employee behavior, agencies can better assess where assignment
policies or support services might need to be altered to prevent the loss of personnel. For ex-
ample, people might be more likely to leave the force in a certain life or career stage or after

9 Buddin, 2005.



How the Military Experience Might Apply to Police Departments 27

serving a certain amount of time in the same unit or neighborhood or types of task. A strate-
gic approach to personnel management might take these factors into account, and adjust as-
signment policy so that (a) people tend to serve certain intense, demanding positions for
shorter periods of time than other positions, (b) the more intense types of units receive extra
personnel, or (c) personnel receive additional compensation or support to counteract the
negative aspects of an assignment. Regularly and systematically analyzing personnel data can
also help identify whether any groups are harder to retain, such as people from certain mi-
nority groups, and thus spur efforts to discover and address reasons behind any dispropor-
tionate turnover.

Another tool the military frequently employs is survey and focus group research on
service member attitudes, job satisfaction, and intentions to either leave the military or make
it a career. This type of feedback loop, again, helps the military predict losses and personnel
needs, and address problematic personnel policies or practices that might be driving out de-
sirable personnel. At the level of military units, commanders frequently employ climate sur-
veys to identify problems, successful programs, and suggestions for change. Local law
enforcement agencies could develop such a feedback loop for themselves. If the size of the
department is too small to allow for truly anonymous surveys, an outside consultant might
be hired to conduct focus groups (if appropriate) or anonymous surveys to provide honest
feedback about employee job satisfaction, career intentions, and ways the departments could
better develop and retain a professional force.

In addition to these, the military uses other techniques to increase retention, includ-
ing those listed below. Some of these are currently utilized by some police agencies.

* Offer bonuses to reenlist personnel with critical skills or those in understaffed fields
or locations;

* Increase pay/add special pays (i.e., bonuses for serving in hostile/dangerous areas, or

bonuses for specialized skills such as piloting or linguistic skills);°

Offer schooling in exchange for a service commitment or for those individuals par-

ticularly desirable to retain;.

* Promote faster the staff that are most desirable to retain or when experiencing irregu-
lar losses at higher pay grades (higher pay and prestige serve as motivators and in-
crease satisfaction);

* Offer assignments in return for commitments (e.g., being stationed in a more desir-
able geographical location or in a particular unit in exchange for a commitment to a
longer term of service);

e Offer early retirement packages when top heavy/needing to downsize;!

* Use lateral movement when one force is overstaffed and another is understaffed (e.g.,
the so-called “Blue to Green” program allows service members in the Air Force and
Navy to move into the Army without losing rank, seniority for pay and benefits, or

10 Special pays that some police agencies use include tuition reimbursement, cducanon incentives, merit pays, shift
differentials, special skills pay, and hazardous duty pay.

" Yarge-scale layoffs or hiring can create disruptions and problems for police agencies and communities and must be
ap proached with care.
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years toward pension; and they may even gain additional skills through cross-
training);?

» Institute family support programs to ease the strain on the family caused by the
demands of military life.

This last item (institution of family support programs) might be particularly useful to
address the strains of a patrol schedule, or for departments that are understaffed and regularly
require long hours from existing staff. To ameliorate the stress placed on families by the long
and unpredictable hours required of its members, frequent relocations, and placing its pet-
sonnel in harm’s way, the military responds with a number of benefits and programs to sup-
port spouses and children of service members, including on-site child care, help hotlines,
orientations to military demands and benefits, support and information networks, family
separation pay, classes and activities for dependents, preference for on-post civilian employ-
ment, and educational benefits. Albeit to a lesser degree, police work can also place a strain
on the family due to long hours, shift work, physical danger, and unpredictable schedules
due to the timing of events, court dates, and other nonroutine demands. Departments may
wish to consider the role of the family in their ability to retain some of their officers, and
think about ways to ease strain on the families or more heavily compensate those in positions
with long, erratic, and graveyard hours and/or assignments that are particularly dangerous.

12 police could undertake more systematic lateral programs, potentially even cooperating with other city, county, or state
law enforcement agencies.



SECTION 5
Conclusion

As the demand for police services continues to evolve in the post—September 11 environ-
ment, personnel planning is likely to continue to pose challenges to local departments. To
best respond, law enforcement agencies should adopt a long-term view that employs a strate-
gic approach to anticipating both demand for service and supply of qualified and interested
applicants. The military routinely faces similar personnel challenges and makes extensive use
of force management tools to predict and manage personnel demand and supply. Some of
these tools can be adapted for use by local police departments.

Perhaps the key lesson from the military for personnel management is in its strategic,
long-term thinking. To forecast demand, the military starts at the broadest level and,
through a multistep process, links that back explicitly to a specific personnel mix, adjusting
for the anticipated supply of qualified and interested candidates. The prospect of thinking
strategically about personnel management holds great value for local police. It is less critical
that the predictions be highly accurate. The exercise of carefully thinking through the issues
can prompt decisionmakers to shape discussion of and make difficult decisions regarding
service priorities and resource allocation. Through this process, police personnel planning
could be linked to a city’s or county’s strategic plan, which could lead to integrated activities
and likely economies of scale. Police managers could strengthen relationships with legislative
and executive planners, leading to increased support for budget requests. Justification for
budget requests would simultaneously be enhanced, as requests would be based upon data-
driven needs, and city/county planners would have actively participated in the process.

In this paper we have laid out a general framework for local police personnel plan-
ning efforts. The next step is to pilot test this conceptual framework. In particular, the needs
assessment step should be refined for implementation by a local law enforcement agency. On
the supply side, systematic data collection is needed to understand the scope and nature of
recruiting and retention issues.

There will be implementation challenges. If such wide-ranging and long-term per-
sonnel planning were an easy undertaking, local police would already be more systematically
engaged in the process. Although this paper offers a conceptual framework for police agen-
cies to adopt, the limitations of the military example should not be ignored. The police envi-
ronment has several noteworthy differences from the military environment. First, the dra-
matically different scale of local police agencies in comparison to the national military greatly
affects the resources available to address personnel planning. Second, the operating condi-
tions are different. Police are almost always “doing” while the military, until recently, has
spent more time “training to do.” This has allowed the military to have a longer planning
horizon whereas police are necessarily concerned with daily operations. Third, the military
employs a dedicated force planning staff that does not have operational responsibilities, while
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police agencies do not have the resources for a comparable staffing structure. Fourth, the
military and police agencies operate within different governmental oversight structures. Of-
ten, police have regular and active involvement with the local mayor, city (or county) coun-
cil, and civilian oversight boards, while the military interacts with civilian leaders in the
Department of Defense, the Executive Branch, and the Congress. Finally, police agencies
often face union considerations and regulations that the military does not.

Even if a police agency were able to attempt long-term strategic force management
within the various constraints of its environment, building the appropriate paradigm suitable
for implementation would be a complex undertaking. It would be difficult to build a single
model that would incorporate all of the relevant variables faced by the wide variety of small
and large police departments across the nation. While many issues are shared, there are also
many aspects unique to each department. Each agency would need a tool tailored to its par-
ticular circumstances and available resources.

While the primary responsibility for personnel management falls on local leadership,
some of the implementation challenges for personnel planning could be relieved by address-
ing them at a higher level. As noted previously, policing is inherently local, responding to
needs and concerns at a community level. There is no central policymaking entity in Ameri-
can policing.! However, there are two factors that push toward consideration at a larger level:
(1) Police agencies are increasingly being asked to take on duties that fall within the home-
land security arena; and (2) there are economies of scale that would accrue when thinking
about police personnel trends and needs at a larger level than could occur at the individual
departmental level. An argument can be made for national leadership on police personnel
management.

Local law enforcement agencies are increasingly being used as a national resource
even though many agencies do not have the infrastructure to plan accordingly for personnel
changes. As an integral part of homeland security, agencies would benefit from more coordi-
nated planning at the national level, perhaps by the Department of Homeland Security
(DHS), which is in a better position to plan strategically for how the nation can best defend
itself against terrorist threats at home. Just as the Department of Defense (DoD) offers stra-
tegic planning for our national military, DHS can offer strategic planning for our nation’s
first line of defense against terrorism: police departments. As part of this effort, it would be
valuable to develop a mechanism to share DoD resources in a useable way with state and lo-
cal law enforcement agencies.

Other federal agencies that might provide leadership could include the Department
of Justice Community Oriented Policing Services (COPS) Office or the Bureau of Justice
Assistance. At a minimum, centralization of data would bring many benefits in economy of
scale. Federal agencies could speathead the development of labor pool analysis tools and con-
ceptual frameworks that could be used by local agencies. Critical to this effort could be the
development of a regular survey effort that tracks the characteristics of and level of interest in
military and law enforcement careers. Ongoing analyses of these data could provide vital
prediction capability about the available supply of qualified and interested applicants to meet
the projected demand for military and law enforcement service at all levels of government
jurisdiction. It would also allow a strategic approach to target recruiting efforts most effi-
ciently and identify where career education efforts are needed to increase potential interest by

1 Scott, 2000.
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desirable youths. These data could be collected such that regional analyses could be con-
ducted. This would make the findings more applicable and useful to local police department
planning efforts.

Congress has a role as well. In addition to supporting further research in this area, it
must recognize that federal laws affect local police service demand and have personnel impli-
cations, and therefore resources should be allocated accordingly.

Another important tier of support is at the state level. State law enforcement regula-
tion entities exist in many states (such as the Commission on Peace Officer Standards and
Training [POST] in California). State-level governments operate their own law enforcement
agencies, which can not only benefit from strategic planning but also can provide resources
and leadership to local governments. Data analysis and planning assistance to local jurisdic-
tions and departments could achieve the economies of scale needed to conduct high-quality
trend analysis. At a state level, conceptual frameworks that fit regional needs (changing state
laws, economic and demographic trends) can be developed. Finally, experimental efforts
(e.g., ways to increase female recruitment and retention) can be attempted with select partner
agencies.

The field of policing is facing a unique moment in time. There is considerable flux in
both demand for police services and supply of qualified personnel. There is a compelling
need to reconceptualize local police as a national resource and for the federal government to
take a larger role in the planning and development of this resource.




References

Barrett, Beth, and Rick Orlov, “More Cops for L.A.,” Los Angeles Daily News, March 2, 2005. On-
line at http://www.dailynews.com/Stories/O,1413,200—20954»2739480,00.html (as of July 2,
2005).

Braithwaite, J., Crime, Shame, and Reintegration, Cambridge, Mass.: Cambridge University Press,
1989.

Buddin, R. J., Success of First-Term Soldiers: The Effects of Recruiting Practices and Recruit Character-
istics, Santa Monica, Calif.: RAND Corporation, MG-262-A, 2005.

Bureau of Justice Statistics, “Local Police Departments 2000,” Law Enforcement Management and
Administrative Statistics, Washington, D.C.: U.S. Department of Justice, Office of Justice Pro-
grams, 2003.

Chaiken, J., and P. Dormont, A Patrol Car Allocation Model, Santa Monica, Calif.: RAND Corpora-
tion, P-5594, 1976.

Draut, T, and J. Silva, “Generation Broke,” Borrowing to Make Ends Meet (briefing paper #2), Octo-
ber 2004. Online at http://www.demos-usa.org/ pubs/Generation_Broke.pdf (as of May 9, 2005).

Eck, J., “Preventing Crime at Places,” in L. W. Sherman, D. Gottfredson, D. MacKenzie, J. Eck, P.
Reuter, and S. Bushway, eds, Preventing Crime: What Works, What Doesn’t, What’s Promising?
Washington, D.C.: U.S. Department of Justice, National Institute of Justice, 1997.

Federal Bureau of Investigation, Crime in the United States—2003, Washington, D.C.: U.S. De-
partment of Justice, Federal Bureau of Investigation, 2003.

Flegal, K. M., M. D. Carroll, C. L. Ogden, and C. L. Johnson, “Prevalence and Trends in Obesity
Among U.S. Adults 1999-2000,” Journal of the American Medical Association, Vol. 288, No. 14,
2002, pp. 1723-1727.

Geller, W., and D. Stephens, eds., Local Government Police Management, 4th ed. (Municipal Man-
agement Series), Washington, D.C.: International City/County Management Association, 2003.

Goldstein, Herman, “Toward Community-Oriented Policing: Potential, Basic Requirements and
Threshold Questions,” Crime and Delinquency, Vol. 33, No. 1, 1987, pp. 6-30.

Institute of Medicine of the National Academies, Childhood Obesity in the United States: Facts and
Figures, Fact Sheet September 2004. Online at http://www.iom.edu/Object.File/Master/
22/606/0.pdf (as of July 2, 2005).

International Association of Chiefs of Police, “Police Leadership in the 21st Century,” Recommenda-
tions from the President’s First Leadership Conference, Washington, D.C.: International Association
of Chiefs of Police, 1999.

33




34 Police Personnel Chalienges Post September 11: Anticipating Expanded Duties and a Changing Labor Pool

Johnston, L. D., P. M. O’Malley, J. G. Bachman, and J. E. Schulenberg, Monitoring the Future Na-
tional Results on Adolescent Drug Use: Overview of Key Findings 2004, Bethesda, Md.: National In-
stitutes of Health, National Institute on Drug Abuse, No. 05-5826, 2004.

Kolb, Nancy, “Law Enforcement Volunteerism: Leveraging Resources to Enhance Public Safety,”
The Police Chief, Washington, D.C.: International Association of Chiefs of Police, 2005.

Koper, Christopher S., Edward R. Maguire, and Gretchen E. Moore, Hiring and Retention Issues in
Police Agencies: Readings on the Determinants of Police Strength, Hiring and Retention of Officers, and
the Federal COPS Program, Washington, D.C.: Urban Institute, 2001.

Levine, M. J., and J. T. McEwen, Patrol Deployment, Washington, D.C.: U.S. Department of Justice,
National Institute of Justice, 1985.

Maxson, Cheryl, “Factors That Influence Public Opinion of the Police,” Research for Practice,
Woashington, D.C.: U.S. Department of Justice, National Institute of Justice, 2003.

Mazzetti, Mark, “Military Enlists Marketer to Get Data on Students for Recruiters,” Los Angeles
Times, June 23, 2005. Online at: http://www.latimes.com/news/nationworld/nation/la-na-
privacy23jun23,0,113005.story (as of July 5, 2005).

Orvis, B. R., and B. J. Asch, Military Recruiting: Trends, Outlook, and Implications, Santa Monica,
Calif.: RAND Corporation, MR-902-A/OSD, 2001.

Orvis, B. R., and B. Nichiporuk, Manning the Future Force, Santa Monica, Calif.: RAND, un-
published.

Ousey, G. C., “Explaining Regional and Urban Variation in Crime: A Review of Research,” in G.
LaFree, ed., The Nature of Crime: Continuity and Change, Washington, D.C.: U.S. Department of
Justice, National Institute of Justice, 2000, pp. 261-308.

Raymond, B., L. J. Hickman, E. Williams, and K. J. Riley, Identifying Deportable Aliens in the Los
Angeles County Jail: Implementing the HI-CAAP Federal-Local Partnership, Santa Monica, Calif.:
RAND Corporation, WR-193-LAC [electronic resource], 2004.

Sackett, P., and A. Mavor, eds., Attitudes, Aptitudes, and Aspirations of American Youth: Implications
for Military Recruiting, National Research Council Committee on the Youth Population and Mili-
tary Recruitment, Washington, D.C.: National Academy Press, 2003.

Scott, M. S., Problem-Oriented Policing: Reflections on the First 20 Years, Department of Justice, Of-
fice of Community Oriented Policing Services, Washington, D.C., 03011022, October 2000.

Sherman, L. W., “Communities and Crime,” in L. W. Sherman, D. Gottfriedson, D. MacKenazie, J.
Eck, P. Reuter, and S. Bushway, eds., Preventing Crime: What Works, What Doesn’t, What’s Prom-
ising? Washington, D.C.: U.S. Department of Justice, National Institute of Justice, 1997.

Sherman, L. W, P. R. Gartin, and M. E. Buerger, “Hot Spots of Predatory Crime: Routine Activi-
ties and the Criminology of Place,” Criminology, Vol. 27, 1989, pp. 27-55.

Sherman, L. W., and D. Weisburd, “General Deterrent Effects of Police Patrol in Crime ‘Hot Spots:’
A Randomized, Controlled Trial,” Justice Quarterly, Vol. 12, No. 4, 1995, pp. 625-648.

Sherman, L. W, and D. P. Rogan, “Effects of Gun Seizures on Gun Violence: ‘Hot Spot’ Patrol in
Kansas City,” Justice Quarterly, Vol. 12, No. 4, 1995, pp. 673-694.

Sturm, R,, J. S. Ringel, D. Lakdawalla, J. Bhattacharya, D. P. Goldman, M. D. Hurd, G. Joyce, C.
W. A. Panis, and T. Andreyeva, Obesity and Disability: The Shape of Things ro Come, Santa
Monica, Calif.: RAND Corporation, RB-9043, 2004.




References 35

Szayna, Thomas S., Kevin F. McCarthy, Jerry M. Sollinger, Linda J. Demaine, Jefferson P. Marquis,
and Brett D. Steele, The Civil-Military Gap in the United States: Does It Exist, Why, and Does It
Moatter? Santa Monica, Calif: RAND, unpublished.

U.S. Department of Justice, “What Is Community Policing?” COPS 2004 conference, 2004, Online
at htep://www.cops.usdoj.gov/Default.asp?Item=36, (as of May 9, 2005).




Police Personnel Challenges

Anticipating Expanding Duties
and a Changing Labor Pool

Barbara Raymond
February 6, 2007




Police Departments Face Ongoing Personnel
Management Challenges

* Police agencies are struggling to understand future
needs for police services

— The nature of what policing looks like is changing

* Police agencies are also seeking to understand the
base of qualified, interested candidates to meet

their needs

e There is no coordinated approach, or “blueprint,”
for thinking about these challenges

— Policing is basically local in nature
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Today’s Briefing Is Organized Around the
Answers to Three Questions

* What demand- and supply-side issues do police
departments face?

* What are police departments currently doing to
address these issues?

* Can the military’s experience help police
departments in addressing these issues?
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Questions and Answers

Questions Answers
* What demand- and supply- * Growing/changing nature of
side issues do police demand and an uncertain
departments face? supply base to meet that
demand

* What are police departments
currently doing to address
these issues?

 Can the military’s
experience help police
departments in addressing
these issues?
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Police Have to Provide Core Services

* Police serve traditional crimefighting roles
* Police also traditional crime prevention roles

* Police also serve other non-crime-related roles in
the community

Population growth increases need for all police services
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The Nature of Policing Is Changing

* September 11t has led to an expanding role
in homeland security

— Support federal authorities in protecting critical
infrastructure

— Conduct community threat assessments
— Provide intelligence

* Community policing is a core operational strategy
and requires different skills in officers

— More of a focus on problem-solving skills

— More need for interpersonal communication skills

raymond-6 10/04



Recruiting Driven by Growing Need for Police
to “Look” More Like Communities They Serve

* Police forces grown more
diverse from 1990 to 2000

— Number of female
officers increased by 59%

— Number of African-
American and Hispanic
officers increased by 61%

— Other minority groups
increased by 150%

New York |

Chicago

;
Houston |

Whites Continue to Dominate, but
Police Forces Are Diversifying

Seattle M
Denver R

Atlanta [N

0 10 20 30 40 50 60 70 80 90 100
Race of Sworn FTEs (%)
White

L Black . . .
(non-Hispanic) : {(non-Hispanic) . Hispanic - Asian

Source: 1997; 1999 Bureau of Justice Statistics FedStats 2000.
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emographic Trends May Restrict the Youth
Recruiting Base for Police

Desirable Youth
Labor Base
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There Also May Be Growing Competition
for the Supply of Suitable Youth

Desirable Youth
Labor Base
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Questions and Answers

Questions - Answers
* What demand- and supply- * Growing/changing nature of
side issues do police demand and an uncertain
departments face? supply base to meet that
demand

* What are police departments °* Focus on near-terms needs
currently doing to address without a strategic view
these issues?

* Can the military’s
experience help police
departments in addressing
these issues?

raymond-10 10/04



On the Demand Side, Police Focus on
Meeting More Immediate Needs

* Law enforcement agencies focus on internal
personnel needs

* The focus is specifically on patrol allocation

— Determine number of officers needed based on criteria
such as calls for service and response time

* Fundamental to daily operations but not meeting
big-picture, longer-term demand needs
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On Supply Side, Police Focus on Specific
Initiatives to Increase Supply of Personnel

* Adapt standards for relevancy

e Offer prep courses for underqualified yet desirable
candidates

* Civilianize some positions
 Use retired officers

e Use volunteers

The effectiveness of these initiatives is unknown
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Questions and Answers

Questions

* What demand- and supply-
side issues do police
departments face?

* What are police departments -
currently doing to address
these issues?

* Can the military’s .
experience help police
departments in addressing
these issues?

Answers

Growing/changing nature of
demand and an uncertain
supply base to meet that
demand

Focus on near-terms needs
without a strategic view

Can provide successful
personnel management
model that can be applied to
policing
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Military Takes a Big-Picture, Strategic Approach
to Dealing with Demand/Supply Issues

Demand Supply

* Combo of * Resources « Force * Personnel
threats likely needed to structure policies
to face and address needed to needed to
missions threats and carry out maintain
called on to perform potential force
perform missions missions structure

This approach may have application at a local level
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A Needs Assessment Drives the Approach

™\
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Changing
Demographics Crime Core
« Population growth ) Rates ' Services
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growth
Community Changing
Priorities [=P>| Nature of
Policing
Federal Community E’;ﬁ?:lgﬁg
Direction '->F Risk (> A
(e.g., DHS) Factors Security
Mission

I
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Resourcing Step Can Prove
Invaluable to Police Departments

* Follows naturally from needs assessment, but also
informed by host of independent considerations

 Determines portion of funds devoted to police
spending, the pattern of spending, and general
allocation with police budget

* Using a process with resourcing step makes it
easier/more transparent to justify budget requests
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Force Design & Maintenance
Is Based Upon Needs Assessment

* Create force “blueprint”

— Number of personnel required, background and skills required
type of education/training for entry-level personnel

* |ldentify appropriate personnel policies

— Recruitment, retention, compensation, promotion, family
benefits, and race and gender policies

* Include community input about police services

— Size subject to continuous reevaluations, and conclusion about
right mix relies on many factors
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Police Can Benefit from
Military Experience in Recruiting

* Police could benefit from examining youth
demographic data and trends that DoD collects

* Youth Attitude Tracking Survey (YATS) gauges
youth interest in military and can be used by police

* At state level, could fund survey of youth interest in
local/state government service

* Important opportunities at a national level:
DHS, DOD partnering

raymond-18 10/04




Many Military Retention Initiatives
May Be Applicable to the Police

Offer reenlistment bonuses for those with critical skills or in
understaffed fields/locations

Increase pay/special pays

Offer schooling in exchange for commitment
Promote faster those you want to retain
Offer assignments in return for commitments

Undertake more lateral movement programs to address
overstaffing/understaffing
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What’s Needed Next:
Strategic Assessment of
Police Personnel Issues

* Long-range force planning: what kinds of duties,
how many people, what kinds of skills
(operationalize the needs assessment model)

* Recruiting and retention process analysis:
effectiveness of different strategies
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For more information:

Barbara Raymond
braymond@gmail.com

310.741.0407

Greg Ridgeway
greg_ridgeway@rand.org

310.393.0411
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