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PERSONNEL POLICIES IN THE POLICE SERVICES INDUSTRY

by
Phillip M, Gregg

Workshop in Political Theory and Policy Analysis
Indiana University

I. Policy Applications of the Research

Introduction: Police Work and Personnel Management

In his work a police officer must know the law; assess potential
infractions; approach, detain, and arrest offenders; evaluate a
crime or accident scene for potential evidence and protect it;
maintain records and prepare reports; and give testimony in trials.
These tasks require intellectual ability and effective personal
relations with a large cross section of the population.

The objectives of personnel programs are to select qualified
men, to prepare them for this work, and to provide incentives fox
them to seek additional preparation and promotion. Related per-
sonnel practices governing salaries, pensions, and fringe benefits

are developed to 'hold" qualified officers in the department.

Policy Issues in the Development of Personnel Practices

The history of police administration is characterized by
efforts to improve the standards and practices for personnel re-
cruitment and management. The early objective was to reduce the
influence of political interests in the selection and promotion

of officers and the enforcement of the law (Graper, 1921, 6-9;




and National Commission on Law Observance and Enforcement, 1931,

1"4) .

A new emphasis has come to the forefront: ''Professionali-

zation" of the police service (Germann, 1958, 23-26; President's

Commission on Law Enforcement and Administration of Justice, 1967,

127-128).

Most of the articles, books, and reports that recommend some

form of "professionalization" make similar arguments and assump-

tions,

These are briefly summarized in the following series of

statements derived from this literature (Saunders, 1970; National

Advisory Commission on Criminal Justice Standards and Goals, 1973;

Ashburn, 1975).

(4]

Police work requires rapid and effective decision-making
under stressful circumstances.

A major way to improve police work is to recruit more
qualified personnel by requiring higher standards of
education and training.

With better personnel, the quality of police work and the

~image of police service will improve.

However, in the past state legislatures, local governments,
some associations of law enforcement officers, and several
police agencies have '"dragged their feet."

Thus, the goals of professionalization cannot be achieved
without federal action and money.

National standards should be administered by a national
commission for recruitment and training and by a national
board for accreditation of law enforcement degree programs.

The education and training standards would be implemented
through federal grants to the complying states, educational
institutions, and police agencies.

The Need for Research on Personnel Practices

In the articles, books, and studies that propose these policy




changes, scholars and practitioners assert that present personnel
practices are ”inadequate;ﬁ But systematic infoxsation about the
existing regulations and practices which would enable an assess-
ment of the assertions i;‘réreiy presented. The proposéd ﬁolicies
will substantially increase ﬁaﬁﬁower costs in the police industry
and radically shift the locus of governmental control over local
police services. Before these policies are enacted, basic informa-
tion is needed about the existing institutional framework for
personnel practices and the probable consequences of superimposing a

new regulatory mechanism,

Objectives of the Report

The objective of this technical report is to summarize the
framework and practices that govern recruitment in the police
services industry. This provides an initial base to begin‘evaluating
the assumptions on which the ''professionalization' policies are
based. What are the current procedures and standards for recruit-
ment and promotion in America's police agencies? How much training
do officers receive? What incentives are provided for additional
education after a person joins the force? What differences exist
in personnel regulations and practices among different types of
police agencigs, different regi@ns of the qouﬂtry, different sized
agencies, and types of urban areas? | - |

Answers to these questions serve two purposes. One; they provide

an independent basis to assess the assertions, which are used to

support policy recommendations, about the inadequacy of current
personnel procedures. Two, they provide information that is neces-
sary to assess the potential impact of the reforms that are being

proposed for personnel regulations in the police services industry.



Other technical reports outline the consequences of 'professionali-

zation" and unionization for the deployment of manpower, the costs

of police services, and the organization of the industry. Phase II

of the Police Services Study will investigate the effects of dif-

ferent personnel practices on the performance of police services.

II. Regulation by Civil Service and Merit Systems

When a decision has been made to hire an officer for a police
agency, the selection process is potentially constrained by the
requirements of three different governmental agencies: a civil
service commission or merit board, a state commission for police
officer standards and training, and a local personnel director
or police department board, Before interposing a new federal
agency, it is important to assess the current system that regulates
police recruitment. These first three sections outline the recruit-
ment procedures and standards that govern the hiring of police
officers, The following three sections contain discussions of

training and higher education, promotion, compensation, and manpower.

Summary of Procedures

In 1883, New York passed the first civil service law. By 1947,
19 of the 48 states had established general civil service legislation.
Twenty-seven states had passed such legislation by 1961, while 15
others had legislated limited merit systems for specific types of
government employment, such as police., Commissions were established
to curb party officials from using the police service for patronage
and the protection of illegal enterprises,

The Commissions., An elected executive or council usually appoints




individuals to the civil sgrvice commission or merit board. The
commission administers and enforces the state and/or local civil
service statutes, It classifies all positions in police depaxrt-
ments, establishes a job description and qualifications for each
position, prepares tests to measure the qualifications of appli-
cants, periodically administers the tests, and maintains a list
of eligibles from which police recruits must be hired.

Differences Among State Systems, In different types of civil

service systems, these tasks are allocated differently among state-
level, county-level, and municipal commissions, New York has a
unified state-wide civil service system that regulates hiring in
state, county, and municipal agencies, The state office prepares
position descriptions and classifications, tests of candidates'
qualifications, and salary schedules for the police agencies. The
county commissions, which are administrative arms of the state
system, give the tests and maintain the list of eligibles for
county and municipal police agencies, As always, exceptions exist.
The few home-rule counties of New York -- such as Monroe which
houses Rochester -~ can constitute and administer an independent,
local civil service system,

In some states, such as Pennsylvania, legislation gives cities
and/or counties the powers to establish and regulate their own
civil service or merit system for police hiring. In this case,
two relatively autonomous 'levels' of civil service systems
govern police hiring, Another legislative variation is to allow
police agencies of the state, such as the state police or high-

way patrol, to establish independent merit systems for the agency.




These are independent of the state civil service system that

applies to police agencies of the counties and municipalities.

Coverage of Police Hiring by Civil Service and Merit Systems

Proposals to ''professionalize" the police service, by means
of federal regulation of personnel raise a prior question: What
is the coverage of the existing civil service and merit system?
To what extent have states adopted civil service legislation for
pelice hiring? What types and numbers of agencies are actually
covered by a civil service or merit system? After answering
those questions, a close examination will be given to the standards
applied,

State Legislation, By 1972, the hiring in the state-level

police agencies -- state police, highway patrol, bureau of criminal
investigation -- of 36 states was covered by a civil service or
merit system (Table 2.1). In 14 of the remaining 14 states, merit
procedures -- although not mandated -- are applied in the hiring
of officers,

In 19 states, legislation mandates that all or a portion of
municipalities use civil service procedures to select new recruits.
Legislation in 19 states provides an optional framework for local
governments to establish civil service and merit systems, This
option is widely used in states like Michigan, Minnesota, and
Wisconsin, Hiring in county sheriff departments is still largely
outside of civil service systems., In 25 states, sheriffs' deputies
are hired under traditional appointment systems. Seventeen states

mandate civil service or merit procedures for sheriffs' deputies.
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TABLE 2.1 - Type of Entry Level Recruitment Procedures for
. State, County, and Municipal Police Agencies (1972)1

Level of Police Agency Level of Police Agency
STATE NAME State County Munic, STATE NAME State County Munic.
Alabama mm mn mm Nevada mn mp Mo
Alaska mm na mo New Hampshire mn -a a
Arizona mm mp mp New Jersey mm3 mm3 mo
Arkansas mm a mo New Mexico mm a mo
California mm mo mo New York m mm mn
Colorado mm mo mo Noxrth Carolina a a a
Connecticut a a mo North Dakota a a mo
Delaware a a a Ohio mm 2 nm
Florida mm mm mm Oklahoma - mm a a
Georgia mn afmm2  mm Oregon a mp a
Hawaii a mm a .{| Pennsylvania mm agmp2 mp
Idaho T a mo Rhode Island mm3 mm3 a
Illinois m mp mp South Carolina a a mp
Indiana mm mm mp South Dakota mm a mo
Towa mm mo mo Tennessee T mo mp
Kansas mm mp mp Texas mm a mo
Kentucky mn agmmZ  mp Utah mn mo Mo
Lauisiana mm a mp Vermont a a a
Maine = " ] mm . a mo Virginia a a a
Maryland mm mp mm |} Washington a mm mp
Massachusetts mn a mm West Virginia o mp mp
Michigan mm mo o Wisconsin a mp mo
Minnesota mm mo mo Wyoming a a mo
Mississippi a a mp
Missouri a a mp Totals 36 mm 17 mm 21 mm
Montana mat a a 0 mo 7 mo 19 mo
Nebraska mm mp mo 14 a 25 a 10 a
Notation:

mn - Merit system is mandated. This may be either a civil service system or
separate police merit system.

mo - Merit system is optional,

mp -~ Merit system is mandated for some agencies (eg., municipalities with more
than 10,000 people) but not others (mnicipalities of less than 10,000

people).

a - Appointment by government body or sheriff. No state provision requires a
merit system, As the following data indicate, the appointing officer or
body frequently uses a personnel board to administer recruitment.

Footnotes:
1
This chart was developed from, Police Services Technical Report No. 2
by Larry Wagner, "A Symposium of Recruitment Systems for Peace Officers."

2
The first letter refers to the sheriff and the second to the county police.

3
Unclassified civil service.




Coverage Nation Wide, In order to assess the extent of merit

and civil service coverage, information is needed about hiring

practices at the agency level, Civil service or merit systems

regulate the hiring of new officers in 36 percent of all county
and municipal police agencies in America's middle-sized, Standard

Metropolitan.Statistical Areas (SMSAs).l A state civil service

commission establishes regulations for 31 percent of the local
police agencies, a county system regulates hiring in another 12
percent, and a municipal or departmental system governs the
remaining 56 percent (Table 2.2).

Coverage Among Different Regions, Civil service and merit

systems are not equally distributed across regions of America
or types of police agencies, Civil service and merit systems cover
56 percent of all local departments in the West and Mountain Region,
and 44 percent in the Northeast and Mid-Atlantic. Civil service
and merit systems have made the fewest inroads in the Scuth and
Southwest where hiring is regulated in only 22 percent of all county
and municipal agencies.,

In the West local civil service systems (96 percent) are most
common, but state systems (59 percent) predominate in the East.
The difference;ié due to the very different constitutional positions
of local government in the two regions. The home-rule movement
during the late 19th Century established a large degree of
autonomy for local gov;rnment in the Wést. Political forces largely

precluded these reforms in the East,




TABLE 2,2 Percent of Police Agencies with Civil Service and Merit Systems
for Hiring in Different Regions (Municipal and County Agencies
that Patrol)

ype of Civil Service or Merit Systeﬁ
Regional Civil Service No ¢
Location or Merit System|System. State { County | Local 4 Other
North East and - -
MideAtlantio 43.5 56.5|]] 59.0 10.3 | 30.8 0
Region 1 64.3 35.7 96.3 3.7 0 0
Region 2 42,6 57.4 78.8 21.1 0 0
Region 3 36.4° 63.3 5.3 0 94.7 0
North Central and
Mid-West 35.0 65.0 17.6 11.8 68.6 2.0
Region 5 34,0 66.0 18.2 9.1 70,5 2.3
~Region 7 43.8 . 56.3 14,3 28.6 57.1 0
South and
Southwest 22.4 77.6 12.5 28.6 55.4 3.6
Region 4 28.3 71.3 4,4 35.6 60.0 0
Region 6 11.3 88.7 45,5 0 36.4 18.2
Mountain and
West 55.9 44,1 1.8 0 96.4 1.8
. Region 8 17.4 82.6 0 0 100.0 0
Region 9 80.3 19.7 2.0 0 98.0 0
Region 10 22,2 77.8 0 0 75.0 25.0
Nos. of Agencies 36,1 63.9|] 30.7 12.1 | 55.7 1.4
(293)2 (518) (86) (34) | (156) (4)

3Due to missing data the number of agencies in the right side of the table totals
to 280 rather than 293,

**
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Coverage in Different Types of Agencies. When all types of

police agencies are compared (Table é.3), a contradiction seems to
appear: civil service and merit regulations cover county sheriff
departments as frequently as municipal departments. Thirty-seven
percent of both types of police agencies are regulated by either
civil service or merit system. This contradicts the fact that
county sheriffs are exempted from civil service and merit systems
in 25 states while municipal departments are excluded in only 11
states (Table 2.1). A large proportion of sheriff's departments
have established personnel boards to administer a merit system for
the individual agency; thirty-five percent of all municipal depart-
ments are regulated by state level, civil service procedures, while
only 11 percent of all county sheriffs are.

The specialized police agencies -- such as college, park, and
hospital departments -- in America's urban areas are primarily state
agencies; their hiring is heavily regulated by state civil service
(Table 2,.3).

Coverage Among Different Sized Agencies. Departments with larger

numbers of full-time officers are more likely to be regulated by
civil service or merit systems (Table 2.4). These regulations apply
to 66 percent of all county and municipal departments with more
than 50 officers but to only 11 percent of all local departments
with less than five full-time men,

These findings complement and are confirmed by the 1973 survey
of the International Association of Police Chiefs and Police Founda-
tion (Eisenberg, Kent, and Wall, 1973). That study included 74

percent of all state, county, and municipal agencies with more than 50
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TABLE 2.3 Percent of Civil Service and Merit Systems for Hiring in Different
Types of Police Agencies (All Police Agencies that patrol)

Type of Civil Service Type of Civil Service or Merit System

Police or No

Agency Merit System | System State County Local Other
A

Municipal

(city, vil-

lage, town,

borough) 36.9 63.1 34.6 - 12.4 51.9 1.2

Township and
Minor Civil l

Divisions 21.3 78.7 0 0 100.0 0
County

Sheriff 36.6 63.4 10.7 25.0 60.7 3.6
County Police

and Prose-

cutor 80.0 20.0 40.0 26.7 33.3 0

Military Police
(Army, Navy,

Air Force)

College Police 42.0 58.0 75.0 0 17.9 7.1
Park Police 54.5 45.5 100.0 0 0 16.7
Airport Police 71.4 28.6 0 0 100.0 0

Other Agencies
(Hospital, Hous-
ing, Special
District, Sworn

Private 42.9 57.1 66.7 0 0 33.3
Agencies (3732 (603) (122) (41) (172) (24)

8Due to missing data,the number of agencies in the right side of the table
adds to 359 rather than 373.
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TABLE 2.4 Percent of Civil Service and Merit Systems for Hiring in Departments
of Different Sizes (All Municipal and County Agencies that Patrol)

Number of Full-

Civil Service

Type of Civil Service or Merit System

Time Sworn or Merit No

Officers System System|i State County Local Other

All Part-Time

Officers 2.0 98.0 0 0 100.0 0

1-4 F.T.

Officers 11.4 88.6 28.6 9.5 61.9 0

5-10 F.T.

Officers 29.1 70.9 24.5 13.2 62.3 0

11-20 F.T.

Officers 41.0 59.0 38.3 12.8 46.8 2.1

21-50 F.T.

Officers 51.2 48.8 41.0 13.1 45.9 0

51-150 F.T. :

Officers 67.4 32.6 26.7 10.0 61.7 1.7

More than 150

F.T. Officers 75.9 24.1 21.6 13.5 59.5 5.4

36.1 63.9 . 2. . .

ALl Police 30.7 12.1 55.7 1.4

Agencies (293)2 518) | (g6) (34) (156) @)

3pue to missing data, the number of agencies in the right side of
the table adds to 280 rather than 293,
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sworn police officers (493'agencies). Eighty-one percent reported
civil service or merit regulations. (The higher percentage reported
in the IACP-PF study reflects the inclusion of state-level police
agencies of which 36 are covered by a civil service or merit system
(Table 1.1).)

It is crucial to extend the study of police personnel practices
to the smaller agencies. Departments of less than 10 sworn officers
constitute 52 percent of all county and municipal police agencies
in middle sized SMSAs, while departments of less than five officers
constitute 29 percent. As the following figures will indicate,
the impact of policies to upgrade the police will be substantial
among these departments, Any assessment of nation-wide personnel
policies must include them,

Coverage in Different Types of SMSAs. In more densely populated

urban areas, civil service and merit regulations cover a larger
percent of police departments (Table 2.5). There are no merit or
civil service regulations for 72 percent of all departments in urban
areas of less than 150 persons per square mile, whereas 42 percent
of all agencies are covered in urban areas with more than 600 persons
per square mile, These denser urban areas are those in the Northeast
where state civil service regulates most hiring.

Conclusions. These figures indicate that a substantial proportion
of the 64 percent of all municipal and county police aéencies
which are not covered by civil service or merit regulations are
in rural areas and tend to be smaller agencies, The large majority
of America's police officers is employed in the larger department which

are regulated by civil service or merit systems. The majority of Americans




TABLE. 2.5 Percent of Civil Service and Merit Systems for Hiring in SMSAs

14

of Different Densities (All‘Mpnic1pal and County Agencies that Patrol®

Type of Civil Service or Merit System '

Persons Per Civil Service or} No
Square Mile Merit System |{System State -} County | Local } Other
150 and less 28% 72 5% 5 86 5
151 to 300 38% 62 13% 22 65 0
301 to 600 35% 65 21% 18 58 2
Qver 600 42% 58 69% 1 30 0
Total Number of 0. o o o 0 o
Police Agencies 36% 64% 31% 12% 56% 1%
(293 (518) ( 86) @4) lc1s6) | (4

" %Due to missing data, the number of agencies in.the rlght

280 rather than 293,

side of the table adds to
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is served by these departments (Ostrom, Parks, Whitaker, 1975, Ch. 2).

It is the smaller agencies in the more rural SMSAs that will be
substantially affected by policies to ''upgrade' recruitment procedures
and to apply them nationwide., Evaluation of the policy alternatives
requires information about the working relationships of thesc small
departments with the larger agencies in each urban area.

The initial findings of the Police Services Study reveal that
these small departments call in trained specialists for difficult crime
scene searches, traffié investigations, laboratory analysis, and
homicide investigations (Ostrom, Parks, Whitaker, 1975, Chs. 4, 5, 6).

The key to efficient police service delivery in America's SMSAs is to

allocate expertise and training in proportion to the police work at hand.
The current organizational arrangements for the police services industry
provide one solution without nationwide '"professionalization.'" The
relative costs and benefits of this policy alternative nced to be given

much greater consideration.
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III, Regulation of Recruitment by State Commissions of P.0.S.T.

One aspect of '"professionalization'" is the regulation of the
standards, training, and conduct of the persons in the police service.
Professions such as medicine and law regulate the conduct and ethics
of their practitioners. Agencies to regulate the recruitment and
training of police officers have been established in 45 states since
1959 (Wall and Culloo, 1973). These are known as state commissions

for police officer standards and training (P.0.S.T.).

Relation to Civil Service and Personnel Standards

The contending interests and emerging conflicts over the regula-
tion of police personnel policy is highlighted by the establishment
of the P.0.S.T. commissions. They provide an institutional arena
to articulate and negotiate interests that, at some junctures, contra-
dict those of civil service and collective bargaining. In the past,
legislative councils and civil service commissions -- sometimes
under the influence of political interests -- regulated personnel
practices, along with police officials. Collective bargaining
legislation provides a new leverage position for associations
of police employees.

The emergence of P.0.S.T. commissions, as part of the reform to
"professionalize" the police, adds a new dimension to the regulation
of police personnel, These changes could substantially alter the
structure and performance of the police services industry. It is
important to begin assessing their probable impacts., The following
data on the P.0.S.T. commissions and recruitment standards serve as

a preliminary step.
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P,0.S.T. Commissions and Local Agencies

The organization of the P.0.S5.T. commissions is similar to
the Police Council Standards Act proposed by the Professional
Standards Division of the International Association of Chiefs of
Police. The governor of the state appoints members to the com-
mission which establishes standards for the education and training
of recruits; certifies applicants; establishes minimum curriculum
requirements for entry-level and in-service training; and certifies
police agencies, universities, and other institutions to offer
training.

Commissions had been established in 45 states by January 1, 1975.
Only 14 have the authority to establish mandatory recruitment
standards; commissions in another four states set standards for which
compliance is voluntary. The following figures highlight the
complexity of the relationships between the P,0,5.T. commissions and
civil service/merit systems (Table 3.1). In the eight following
states mandatory recruitment regulations for municipal police agencies
are regulated by both a civil service/merit system and P.0.8.T.
commission: Alabama, Arizona, Florida, Georgia, Indiana, Maryland,
New York, and Pennsylvania. The six following states have neither
a mandatory merit system or P,0.5.T. regulations: Delaware, Hawaii,
New Hampshire, Oklahoma, Rhode Island, and Virginia. Different
combinations of mandatory and voluntary P,0,S.T.s and civil service
systems regulate standards in the remaining 28 states.

The state legislation that establishes civil service/merit
systems and P.0.S.T. commissions often allows local government to
augment the regulations with additional recruitment standards. These

are established by the council and usually administered by a municipal
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TABLE 3.1 Recruitment Regulations of State Commissions for Police Officers
) Standards and Training (1974)8

v -
3% & |3
& B ¥ 53 -g 0 Bl e ord
QQJH'—‘ + « |l O}l wi 1 =
bl =loll 88 sl Sz El 8| 219 | &
. . = 3 . *
Name of State Fle|dlslela] |B|B|S|&| & &% eT
. v ] W (3 a (& Q! O
12 R el S 1L 8| vwlw]| w|B|8EE
AR HE R BRI EHE IR
SlaléllBlS8|s3 |28 |5 |a|8|d|&|&5d
Alabama mni M [M| x X 21 [x X X X | x X
Alaska mo |V |V | x X |19 ix Jx |x |Ix |{x |x
Arizona imp M OIM i x x |18 jx |x X X
Arkansas moi{N |V
California mo|M JA Il x x |18 |x ix |x |x |x X
Colorado mo{N |V %X
Connecticut mo|N |V
Delaware a N
Florida mi{M (M x [x [|x 18 |x [x [x Ix [x | x |x
Georgia mm M IM|| x X J18 |x ix Ix |x |x | x
Hawaii a | X IN
Idaho mo Vil x X 121 |x |x |x |x |{x |X
Illinois mp P X
Indiana mpiM M| x 21 |x |x x |x | x
21-
Towa mo VI x X |60 [x Ix {x |x {x |x |x
Kansas mp Pl x X X |x X
Kentucky mp [N |P
Louisiana mp | X |P
Maine mo [N {V
; 21«
Maryland mm {M M || x X 135 ix ix [x Ix {|x |x
Massachusetts mn |N |A°
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TABLE 3.1 (Continued)

Revoke P.0. Cert.
Enforce Ethical

Good Charact.
Standards

Fingerprints
Bkgd. Invest.

No Record
Phys. Exam.

Interview

b
=
»”
A
b
b3

o

[3)
NN B
N Y B S
L= <4 ) Q [}]
sl gl 81 |4
Name of State Al S| e|e |
. w | lo
4 [7p] -~ [ ]
ot . [\ ] K= i .
Bl Bl |9 |41 &
- -V B I < I T T
Michigan mo Vil x x |18
Minnesota mo VIix |x Ix
Mississippi mp|{ X | P
Missouri mp|X | P
Montana a | M| A | x x |20
Nebraska mp P || x X j21
21-
Nevada m{MI[Alx [x |(x |45
New Hampshire a N || x
21~
New Jersey mo V ix x |35
New Mexico mno vV iix x |21
20-
New Yotk mm |[M | M} x X 29
North Carolina a |M|A | x x |20
North Dakota mi{V {V [ x 21
Ohio mm A X
Oklahoma a [N |N|]x-
Oregon a |M|A §x x |21
Pennsylvania mp IM [ M
21-
Rhode Island a N I x x |35
South Carolina mp P 1 x x {21
20~
South Dakota mo Vix {z |x |50
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TABLE 3.1 (Continued)

v, |y t
2|88 N
TR s | |8 n @ | e et
12183 |5 £ 188 |s. 5
Name of State 0 2o |w : o |5 |z |B |82 A e
=, | o .8 o 9l |0 (% [l & e o
N =00 o |- S| |w |5 1|~ O &
. w %] () (3] E (@) QO [S2 |
+ 193] v 1) Q @ 3 . -~ ~ o
ored . 5] o Lon] . [+ &y [+] 4 o o] (=] (o 3 =]
E1C 18I I3 1D Rl |8 lE |28 1213 |ES
= [-" [ SR < > I &5 D | 1= 33 L [ v M el w v
Tennessee mp P |l x x (18]x {x ;jx |Ix |x |x X
Texas mo Viiix [x [x j191x 1x |x |x {x
Utah mol M | A | x x (21ix | x |x |x |x | x
Vermont al|lV |V
_Virginia a | N|N
Washington mp| V | P Ix jx |x |21 |x |x |x |x |x |x
West Virginia mp| X | P
Wisconsin mo V i x x (18 fx Ix |x [x [x |x
Wyoming mo V Ix |{x |{x {19 ]|x |x |x |[x |[x |{x |x
mm=1| M= = '
Totals 7| 15| 8§34 |7 |30 |29 {34 {30 {20 |29 {30|27 {15 | 8
mp= V= =
14] 4% 8
mo=| N= =
19] 8] 1l
a=| Xa | V=
10} 5117
N=
6

Footrotes: : ‘

AThe right side if this table was developed from Wall, Charles R. and Leo A. Culloo.
"State Standards for Law Enforcement Selection and Training," Journal of Police
Science and Administration, Winter, 1973, pp. 428-429. Authors updated their data
to January 1, 1975.

bom = civil service/merit system mandatory for all municipal agencies; mp = mandatory
civil service/merit system is partial; mo = civil service/merit system optional;
a = appointment, '

Cy = voluntary; P = partial, mandatory coverage; M = mandatory; N = no standards;
X = no P.0.S.T. Comnission. .

dN = no mandatory civil service/merit system or mandatory P.0.S.T.

(Footnotes continued on next page)
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TABLE 3.1 (Continued)

regulations; M = both civil service and P.0.S.T. regulatlons are mandatory;
A = complete mandatory coverage by either civil service or P.0.S5.T. regulations;

P = partial mandatory coverage by either civil service or r P.0.S.T. regulations;
V = optional or voluntary,coverage by either civil service or P.0.S.T,

regulations.
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executive, personnel director, or personnel officer of the police agency.
This official is responsible to coordinate the local recruitment pro-
cedures and standards with the civil service and P.0.S.T. regulations.
The extent of '"red tape'' problems that he must overcome to hire police
officers depends upon the relationships that have been established among
the three agencies in state legislation. ' .

The facts, outlined above, indicate that very complex interorgan-
izational relations are developing for the regulation of police per-
sonnel practices in most states. The institutional framework is quite
intricate in any given state and is quite diverse across states. The
framework includes the legislation that governs the civil service/merit
system, P.0.S.T. commission, municipal corporation, and collective
bargaining associations.

Assertions that the standards are inadequate and the system is
antiquated can no longer be accepted in the place of careful analvsis.
The facts reveal that these personnel arrangements have undergone,
and continue to undergo, rclatively large changes in relatively short
" periods of time. The proposals for federal regulation of personnel
to "professionalize" the police service must be evaluated in light of
their probable consequences for the existing arrangements. Basic

research is needed. That is the objective of these technical reports.

IV. The Recruitment Standards

Given this overview of the governmental arrangements for personnel
practices, it is important to determine what standards are used by

individual police agencies to hire officers. Current recruitment




23

'standards of the states have been described in recent studies (Wall
and Culloo, 1973; Wagner, 1975a). But very few attempts have been
made to determine how these are implemented in agency hiring proce-
dures (0'Conner, 1962; Eisenberg, Kent, and Wall, 1973).

More important, in all past studies the small police depart-
ments have not been included in the research. This fact creates
fundamental limitations for policy evaluation of personnel prac-
tices. Evidence has not been collected for the agencies that will
be most profoundly affected by the reforms.

Although the regulatory mechanism and the level of the stan-
dards differ from state to state, common criteria are used to
screen applicants: amount of formal education; past criminal
record; height, weight, and visual acuity; physical agility; and,
with declining frequency, residency in the jurisdiction (Table
3.1). The most commonly used written test covers aptitude for
police work; it may be a civil service, P.0.S.T., or agency exami-
nation. Tests of intellectual achievement, I.Q., and personality
are being used more often in large departments. Although not man-
dated, oral interviews and background investigations are exten-
sively used by all .agencies, regardless of the regulatory system,
to gather information in the screening process.

Because education and residency have been a sourcé of policyi
debate; the following discussion concentrates on those require-

ments.
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Education Standards Used in Recruitment

A major focus of the drive to "professionalize' the police
service is to increase the minimum educational requirements for
recruitment. Some basic questions need answers before this pro-
posal can be evaluated. What are the current minimum standards
of education, and how do they differ among regions of the county,

types and sizes of police agencies, and types of SMSAs?

Changing Standards Across the Nation. The IACP study

of 196Treported that 29 percent of the depart-

ments which were surveyed did not have a minimum educational re-
quirement (O'Conner, 1962, 79). Over 72 percent of the New England
departments did not require a high school diploma. (These per-
centages could understate the 'problem" by a factor as large as
one-half. The IACP study excluded departments in municipalities
of less than 25,000 population. These departments were least
likely to have education standards.)

In the succeeding 14 years, P.0,S.T. commissions have sub-
stantially increased minimum education requirements. Prior to
1972, 14 states required a high school diploma or equivalency of
applicants for municipal police officer positions (Table 4.1).
Now, a total of 35 states require a high school diploma or equi-

valency for police work in municipal departments.

Standards for Different Types of Agencies. Police

agencies have responded by incorporating these stan-
dards in their hiring practices. Ninety-one percent of all muni-

cipal agencies now require a diploma or more, while only nine
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Table 4.1
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State Mandated Education Requirements?®

This table was developed from Technical Report No.

Leg Mandate (1972) P.0.S.T. Leg. Mandate (1972) P.0.S.T
STATE NAME “tate County Local Reg. (1974) STATE NAME  State [County |Local Reg.(1974)
_ Alabama ~h  h “h  h ~ Nevada h
Alaska _t . h N, Hampshire =~~~ h
Arizona e e h  NewdJersey e h
_Arkansas B . 'NewMexico h  h “h ~h
California | h ~ h ~~ h ~ h  New York . h e h
Colorado =~  h  h  h S giupagg}lna - N “h  h
Connecticut ) - S ~ North Dakota h
Delawaxre " ohio -
Florida =~ h  h  h h ~~~ Oklaoma ¢ ~ h
Qst_)z_g_,ljl_w . h ~h h “h  Oregon ... h
Hawaii - tt ) Penngylvanla ( h L o
Idaho B - -~ h  Rhode ;§}apdr o ' h
1111n01§ - o ' h 8. Carolina ‘h "h  h ~h
Indiana - S ~_h ‘77“4§gggh_gakota - h
Iowa e o B h _ Tennessee x| h h
Kansas ~h """ h = Texas e ~h
Kentucky ~—~ ~ h e __ Utah ~__h h h h
Lovi51ana S - e Vermont | - o
Maine S e Vlrplnla e
Maryland R | Washlngton e
Massaghg§gzg§~m_”bwg_ ~h w. Virginia -
Michigan = g g g  h Wlsconsln e ~—h
Minnesota __h _ Wyoming . yh o h
M15A5§§5Ep1 ~h . L S o S B
Missouri h - d ~_ Totals ~ h=16 h=12, h=1"  h=33
Montana . h " h . pog=l g=1 g=1
Nebraska ~  h ~h ~h h _ - esl  e=1 es4 = =
B =1 c=0 c=0
e _ o S B L o es0 esv.
Notation:
e -~ Read and write English d -~ varies
g ~- 8th grade t -- No counties
h -- High school or equivalent tt -~ Not applicable
¢ ~~ College: 30 hours oxr more
Footnotes:
a

2 of the Police Services Study,

BA Symposium of Recruitment Systems for Peace Yfficers," by Larry Wagner;and Charles
A. Wall and Leo A. Culloc, 'State Standards for Law Enforcement Selection and Training,"
~Journal of Police Service and Administration, Winter, 1973, pp. 425-432.

>
-
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percent do not maintain a minimum (Table 4.2). In the 14 year
period since 1962, ;ﬁ additional 20 percent of all departments
have adopted the high school diploma or equivalency as their mini-
mum education standard. (If complete data were available for 1961,
this percentage increase would probably be substantially greater.
The 1961 IACP study did not include departments in cities of less
than 25,000 population. These departments were included in the
Police Services Study; they have been the slowest in relative terms
to increase standards.)

As might be expected, county prosecutors (17 percent) and
college securityvagencies (18 percent) have moved farthest in
adopting requirements for college education (Table 4.2). A full
45 percent of all township departments do not require a high
school diploma or equivalency.

These township departments tend to be small (Ostrom, Parks,
Whitaker, 1975, Ch. 2) and are located in the rural areas of the
Northeast, particularly Pennsylvania, and the Midwest, especially

Towa and Missouri (Table 4.3).

Standards Among Different Regions. This fact

along with the relatively high eduéation standards

in the urbanizing areas of the South (Region 4), account for the

. fact that the Midwest and North Central Region has the lowest over-
all educational requirements. Twenty-three percent of these depart-
ments do not require a high school diploma or its equivalent.
College requirements for police work have made the greatest inroads

in the West. Approximately 20 percent of the police agencies in
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TABLE 4.3, Type of Educational Requirements for Recruits in Different Regions (All Municipal and County Agencies
) that Patrol) '

Type of Educational N.E. Reg. I Reg. jReg. {M.W, Reg.| Reg. |Southi Reg.| Reg. |West | Reg. | Reg. Reg.| All
Requirement & MJAL 1 2 3 & N.C| 5 7 1§ S.W] 4 6 § Mt. 8 9 10 {[Agencies
No Educ. Requirement |11% | 5 | 2 | 24 | 195 | 19| 221 e | 1 | 16| 65 | 0 | 3 | 22 O
Some High School 7% ] o) 3 |13 | 45| 4| 9| o3| o o| 15| 4 [0 | o a8
H.S. Dipl. or G.E.D. |82% | 95 | 04 | 65 | 75% | 76 | 70 | 93% |98 | 84 | 775 |96 |76 | 56 |08
Some College 0% 0 0 0 1% 1 0] 0% | o 1 115% | 0 |21 11| 2
A.A. or B.A. Degree 0% 0 0 0 0% 0 o 13| 1 ol 251 o 0 11 %il_

TABLE 4,2 Type of Educational Requirements for Recruits of Different
County Agencies that Patrol)

Types of Police Agencies (All Municipal -and

County
Type of Educ. County Police § Military | College Park Other All
Requirement Municipal| Township | Sheriff Prosecutoy Police Police Police Police |Agencies
No Ed R i 9% 29 11 2 10 0 36 12%
o Educ. Requir, % ) 11 5 {125)
R . 3%
Some High School 2% 16 6 0 20 0 0 0 (34)
H.S. Dipls/GED 85% "55 79 72 22 72 80 64 r;?;)
e
g .
Some College 3% 0 2 11 0 6 0 0 30)
; N 3%
A.A,. or B.A. Deg 2% 0 1 6 5 12 20 0 (271

Lz
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Region 9 and Region 10 require some college coursework or a

degree (Table 4.3).

Standards for Different Sized Agencies. When

departments of different sizes are compared for educa-

tional standards, some surprising patterns appear (Table 4.4).
College education or coursework is required more often in the
moderate sized departments thaw the large. Seven percent of all
departments which employ between 51 and 150 officers require some
college, while four percent of those over 150 do so. The minimum
education standard of these large departments is also lower:
eight percent recruit men without diplomas, while three to five
percent of the moderate sized departments (21 to 150 sworn officers)
do so. These figures may reflect a policy among the larger de-
partments to reduce educational requirements to recruit a larger
proportion of officers with minority background.

The part-time and small departments comprise the major sector
of the police industry in which minimum educational requirements
are not in force. Of those departments with no full-time police
officers, 67 percent require less than a high school diploma or
equivalency (Table 4.4). This is true for only 24 percent of depart-
ments with one to four full-time officers, Of those departments
with five or more men, 94 to 98 percent require a diploma or more.
This pattern of lower educational requirements among the very
small departments originates in the legal framework. In many
states, the legislation which established civil service or P.0.S.T.

commissions has exempted the small departments.
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TABLE 4,4 = Type of Educational Requirements for Recruits in Police Agencies of
Different Sizes (All Municipal and County Agencies that Patrol)
All Part 1-4 5-10 | 11-20 21~50 | 51-150 | Over All
Time |F,T. Off.|F.T., OfF¥|P.T. Off,|F.T. OffJF.T. OFF,| 150 Agencies
10%
No Educ. Requir. 51% 18 6 2 2~ 4 2 (85%
’ : 3
Some High School 16% 6 0 1 1 1 6 (26)
84%
H.S. Diplema or GED 32% 76 93 94 92 87 89 (703)
2%
Some College 0% 1 1 2 4 5 4 (18)
2%
A.A. or B.A, Degree 0% 0 1] 0 2 2 0 (4)
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2

Conclusions. Advocates of upgraded nationwide education standards

point to these discrepancies among regions, states, and municipalities
as major justifications for their proposals: The unequal educa-

tion and training among jurisdictions give rise to inequalities

in the quality and distribution of police services (Saunders,

1970, 67-68, 172). This assertion presupposes that the nature

of policing problems and demands for services are similar across
jurisdictions.

The findings of the Police Services Study indicate that the
demands on and work of policemen vary a great deal within and
between SMSAs (Ostrom, Parks, Whitaker, 1975, Chs. 2, 4, 8). In
many of the smaller municipalities, police forces are maintained
to deal with particular problems. These include: heavy traffic
flows during rush hours; a recreational facility, amusement park,
or shopping center; juvenile problems associated with a consoli-
dated high school that draws from surrounding areas; and a large
proportion of summer homes that stand empty most of the time. 2

A few officers are hired -- many part-time -- to patrol and
"keap the peace." Serious crimes and problems are turned over to
the county sheriff or state police. Many of these communities
cannot afford full-time men due to the cumulative costs of train-
ing, civil service salary schedules, social security payments,
mandatory pensions, and fringe benefits. Ilowever, these benefits
accrue from the part-time officer's regular job.

To the extent that civil service and P.0.S.T. legislation

permit, these municipalities and townships hire part-time men to
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provide basic patrol services. The total cost is substantially
lower than that required to augment the state police or county
sheriff patrol,

These organizational arrangements for the police services
industry, with the relatively flexible regulations over personnel,
do allocate the expertise of personnel inputs quite unequally.
The important question is: Does this arrangement allow for the
application of personnel resources in proportion to the value
of the services rendered? How do high uniform personnel regula-
tions for training and education offset this allocation process?
The succeeding technical reports on personnel practices will

investigate more aspects of this question,

Residency Requirements in Police Recruitment

There is a long history of debate over residency requirements
in police personnel management. The pre employment requirement
was first critized because it substantially reduces the aggregate
pool of potential recruits for pelice work in any given urban
area (8loane, 1954; Germann, 1958, 17-23). The "professionaliza-
tion'" of the police service depends upon selecting highly qualified
persons. It is argued that pre employment residency has little
relationship to the persons capacity for police work. The require-

ment arbitrarily screens out candidates who would be more qualified.
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The pre employment requirement is currently under attack in
state and federal courts as an arbitrary restriction on inter-
state commerce and equal employment opportunities.

Although the post employment residency requirement is considered

beneficial to police work by some (Wilson and McClaren, 1972, 254),
no consensus exists (President!s Commission on Law Lnforcement and
Administration of Justice, 1967, 130-131). In cities that enforce
this requirement, it is coming under review. The attraction of the
"suburbs'~-~ good schools, new housing, convenient shopping centers,
open space, low crime rates -- is as strong for the families of
police officers as other occupational categories, Police employees
argue that they should not be denied the right to chose their place
of residence because of their occupation.,

A new controversy may be brewing over the residency require-~
ments. Study commissions are recommending that community service
police officers in large cities should reside in the neighborhoods

they serve (President’s Commission on Law Enforcement and Adminis-

tration of Justice, 1967, 165).

Before these issues can be addressed, answers are needed to

basic questions, low many departments enforce residency require-

ments? Is residency required before or after employment in these

P
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departments? Do the requirements differ among different types of
police agencies, regions of the country, and sizes of police
department. Answers provide a basis to evaluate residency require-
ments as they effect "professionalization.™

Changing Requirements Across the Nation. 1In 1961, 74 per-

cent of the police departments in cities with more than 25,000
people used a pre employment residency requirement to screen
applicants (O'Connor, 1962, 79). In the succeeding 14 years,
the use of employment residency requirements has dramatically
decreased., In 1972, only 9 states maintained legislation that
mandated local residence for municipal police officers (Table
4.5).

By 1975 only 10 percent of all municipal and county agencies
required that persons reside in their municipality in order to
file an application for employment (Table 4.7).

Another 16 percent require that a non-resident recruit move
into the jurisdiction as a condition of accepting employment.
When those agencies that require either pre or post employment
are added together, they comprise 26 percent of all municipal
and county agencies. However, police officials in 18 percent
of these departments report that the requirements are not

strictly enforced.
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1
State Legislation on Residency Requirements (1972)

Residency Requirements Residency Requirements
STATE NAME State | County | Local | STATE NAME ,State |County | Local
Alabama b b b Nevada c c d
Alaska * New Hampshire
Arizona c b New Jersey b c a
Arkansas b New Mexico b ¢ d
California b b b New York a a a
Colorado b c d North Carolina
Connecticut b North Dakota a ¢ a
Delaware ¢ Ohio b c b
Florida a a a Oklahoma b c b
Georgia - a c a Oregon b c d
Hawaii b b * Pennsylvania a c
Idaho Rhode Island c d
Illinois a b South Carolina] b T c c
Indiana c South Dakota
Towa b b b Tennessee a c a
Kansas a Texas a c d
Kentucky b c c Utak b c a
Louisiana c b Vermont ‘
Maine b Virginia b c b
Maryland b e Washington a a
Massachusetts b West Virginia b b d
Michigan b b {isconsin b b b
~Minnesota b c b Wyoming

Mississippi b b b
Missouri b b e Totals a=11 a=13 =7
Montana b c d b=25 bh=12 b=12
Nebraska a b b c=0 c=23 c=2

‘ c¢=0 d=0 c=9

Notation:
a -~ Recruit must be U.S, citizen e ~-- Residency varies
b -~ Recruit must be a resident of the state * -~ No counties
¢ -- Recruit must be a resident of the county ** -- Not applicable
d -- Recruit must be ressident of the municipality
Footnote:

1

Laryy Wagner, "A Symposium of Recruitment Systems for
Police Services Study Technical Report No. 2.

Peace Officers,"
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"TABLE 4.7 Percent of Police Agencies with Residency Requirements in Different Regions

N.E. | Reg. | Reg. | Reg. | M.W. [Reg. |Reg. |South|Reg. . Reg. |Reg. | Reg. All
§ MJA} 1 2 2 1§ N.C. 5g 7g & S.inl_Ag R%g lﬁ;eﬁ 8 9 10 lAgencies
Residency 26%
Requirement 20 13 6 39 | 36 39 23 24 16 40 26 56 16 15 (210)2
No Residency , 74%
Requirement 80 87 94 61 64 61 77 76 84 60 74 44 84 85 (614)
Required Before 38% b
Employment 63 0 71 63 | 45 44 1100 31 56 14 8. 8 10 0 (62)
Required After 62% b
Employment 37 - 1100 29 37 {55 56 0 69 44 86 92. 92 90 100 (99)

3pue to missing data, the total number of agencies in the bottom half of the table’does not -add-up to 210.
bThe percentages in the bottom half of the table refer only to those agencies with residency requirements.

-

TABLE 4.6 Percent of Different Types of Police Agencies with Residency Requirements
(All Police Agencies That Patrol)

County
County | Police &§{ Military| College Park Other Al
Municipal:Township | Sheriff Prosecuton Police | Police Police Police |Agencies
Residency 23%
Requirement 20 30 77 7 3 5 22 18 (225)28
No Residency . 77%
Requirement 80 70 23 93 97 95 78 82 (738) __
Required Before 39% b
Employment 30- 77 44 100 0 50 100 50 (68).
Required After . 61%
Employment 70 23 56 0 100 50 0 50 (107)

3pue to missing data, the total number of agencies in the bottom half of the table does not add up to 225.

PThe percentages in the bottom half of the table refer only th those agencies with residency requirements.

se
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Requirements in Different Types of Palice Agencies. The

use of residency has not been uniform among different

types of police agencies or regions of the country. Twenty-three
states legislated that deputy sheriffs must be county residents,
while only 11 statesArequire a municipal police officer to reside
in either the county or municipality (Table 4.5).

The hiring requirements of different types of police agencies
reflect these differences in state legislation (Table 4.6). Seventy-
seven percent of all sheriffs departments require residency: 34
percent as a condition of application and 43 percent after employ-
ment. Only 20 percent of all municipal departments maintain a pre

or post employment requirement; pre employment residency is required

by only 6% of all municipal departments.

Differences in Requirements Among Regions. Of the

different regions of the county, depértments in the

Midwest and Northcentral area require residency most frequently
(Table 4.7). Thirty-six percent of county and municipal depart-
ments maintain such regulations: pre employment residency is re-
quired by 20 percent, while 16 percent mandate poét employﬁent,

This represents a dramatic reduction since 1961 when 83 to 95 per-
cent of all agencies in the Midwest and Northcentral Region required
residency as a condition of application (O'Connor, 1962, 79). This
reduction is not confined to the midwest (O'Conner, 1962, 79). Pro-
portionate reductions have occured across the ten regions of the

United States.
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Requirements in Different Sized Agencies, An

interesting finding appears when different sized police

agencies (both county and municipal) are compared. The pre-employ-
ment requirement is most frequently used in the very small and
large departments (Table 4.8). Thirty-two percent of the depart-
ments with all part-time men use the pre~employment requirement,
while 14 percent of the departments‘with more than 150 men main-
tain the standard. Only five percent of the moderate sized
departments require pre employment residency.

These figures are substantiated by the 1972 study of the 668
largest agencies in America (Eisenberg, Kent, and Wall, 1973, 49,
72). Approximately 33 percent of the large municipal and county
agencies reported pre-employment requirements. (The 1972 figure
(33 percent) is high in comparison to the Police Services Study
findings of 14 percent. Some of the difference is due to the
changes in legal and administrative requirements during the two
and one-half years between the studies. Also, the 1972 figures are

based on a partial enumeration (493 of the 668 municipal, county, and

state agencies with‘more{than 50 sworn off@cérs) of all large
departments. As a result of the sampling criteria, the Police Service
SEudy excludes many of these departments (143 of the 621 large’

county and municipal agencies were included): Departments were

enum erated in 80 of the 200 middle-sized SMSAs.)

Conclusions. . The above figures reveal that municipalities have

largely phased out residency requirements in all regions of the country




38

TABLE 4.8 Percent of Different Sized Pollice Agencies with Residency Requirements
(A1l Municipgl and County Agencies that Patrol)

All Part 1-4 5-10 11-20 21-50 51-150 | Over All
Time |F.T. Off.jF,T. OFfF,T, OFf,|F.T. OffIF.T. OFE.| 150 Agencies
26%
Residency Req. 41% 28 21 20 22 34 26 (210)a
74%
No Resi. Req. 59% 72 79 80 78 56 70 (614)
38%
Req. Béfore ‘Bapl. 79% 42 29 24 30 34 84 (62)
62%
Req. After Bmpl. 21% 58 71 76 70 66 46 (99)

e to missing data, the total numbsr of agencies in the bottom half of the total does
not add teo 210.

bThe percentages in the bottom half of the table refer only to those agencies with
residency requirements.
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over the past 13 years. The requirements tend to he retained only in

the very small and large departments. In this part of the police services
industry, the requirements can potentially make an important contribution
to police work.

In the small and part time departments, a residency requirement
insures a backup capacity for the one patrolman on duty. In these
agencies, off-duty officers frequently maintain a receiver in their
home and personal car and respond to serious calls in their jurisdiction.3
To eliminate this backup capacity in small departments would substantially
increase the personal risk of police work. This move would also reduce
the peak load capacity of individual agencies in responding to emergencies.

The post employment residency requirement is not a viable alternative
to these small municipalities. Due to the low pay and/or part-time
nature of the work, potential applicants from outside of the municipality
would rarely apply if a post employment requirement existed. The costs
and difficulties of enforcing such a requirement further reduce its
viability as an option for the very small department.

The contribution of city residents to effective police work in
big cities is becoming more apparent through research and policy
innovations. If residents view the policekofficer as an external agent
who periodically travels through their neighborhoods, incentives for
citizen inputs to police work are reduced.A Requirements that officers
live in the city or the neighborhood they serve may reduce the barriers
that retard citizen support and contributions (The President's Commission
on Law Enforcement and Administration of Justice, 1967, 163-167).

The findings summarized above indicate that residency requirements

no longer play a major role in the police services industry. But
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different types of pre and post employment requirements might potentially
alleviate specific problems of police work that arise in very small
and large departments. These findings cast doubt on policy reforms
that would abolish all residency requirements or establish uniform

requirements in urban areas or between them. -

(ther Recruitment Standards

Of the other standards used to screen applicants, the criminal
record check has heen a source of some debate. This criteria dis-
proportionately reduces the potential pool of minority applicants,
because a higher percentage of males between 21 and 29 years old have
been convicted of a felony or misdemeanor. Onponents of the requirement
contend that this fact reflects the biases of policing procedures,

criminal prosecution, and court trials.

Extent of the Requirement., When compared to the education and

residency requirements, the criminal record criteria is more frequently
mandated by the state (Table 4.8). Twenty-six states had estahlished
such legislation for municipal police officers hy 1972. By 1974, P.0.S.T.
commissions mandated the standard in 13 additional states, for a total

of 39. In comparison, 14 states mandated high school education by 1972,
and the regulations of P.0.S.T. councils had increased the number to

35 by 1975. Twenty-nine states require that fingerprints be used to
check out the applicant's pést (Table 2.7).

The criminal record check is used by the large majority of municipal
and county agencies with more than 50 officers to screen applicants
(Eisenburg, Kent, and Wall, 1973, 48-51). An applicant with a prior
felony conviction as an adult would be rejected in 95 percent of all

large agencies. A felony arrestas an adult would disqualify an applicant
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Table 4.9
. Past Criminal Recqrd1

Mandated Check to Determine if Applicant has a

x -~ No counties.,
xx ~- Not applicable.

Footnotes:
1

Leg. Mandate (1972) P.0.S.T. Leg. Mandate (1972) P.0.S.T.

STATE NAME Sﬁﬁtewvéounty Local Re . (1974) STATE NAME State Count Local Re, (1974
Alabama e  ® e ® Nevada ® ® . @ &
"Alaska et 8 e - N. Ham shire e
Arizona = e | e = e @& = New Jersey e ) ® Y
Arkansas o - New Mexico e e e &
California @ e o e @ ~ New York e e e e
Colorado e e @ ~ N. Carolina e
Connecticut ~ North Dakota & e ®
Delaware - Ohio -

Florida e e e e Oklazhoma = e & ‘e e
Georgia ' ® e e ~ Ore,on ® e e e
Hawaii - e xx Pennsylvania e e
Idaho e ® @ ® " Rhode Island ®
T1linois 8 S ~S. Carolina o e & = ®&
Indiana ' e ~ South Dakota ® o ) ¢

Towa e &  Tennessee e e & e
Kansas e | ] e " Texas e ®
Kentucky ® L) ® ~_Utah . I . N
Louisiana ® ~ Vermont - -
Maine . Virginia o o
Maryland @  Washington & @ )
Massachusetts © - o - _ West Virginia e & ]

Michigan o . ®  _Wisconsin & &
Minnesota ] B e ~ Wyoming - P ) s
Mississippi o ® e e o o
Missouri e e & ~ Totals 31 27 26 33
Montana = 8 e & _ o
Nebras -a ® e 5 e -

Notation:

This table was developed from Technical Report No. 2 of the Police Services Study,

"A Symposium of Recruitment Systems for Peace Officers," hy Larry Wagner, and Charles

A. Wall and Leo A. Culloo, '"State Standards for Law Enforcement Selection and Training,'
Journal of Police Service and Administration, Winter, 1973, pp. 425-432,
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1

Table 4,10 Mandated Fingerprint Check of Each Applicant

Leg. Req. Finger-

t -- No counties
tt -- Not applicable.

_Footnote:

YMhis tablg was developed from Technical Report No,
"A Symposium of Recruitment Systems of Peace Office
A. Wall and Leo A, Culloo, '"State Standards for Law

Training," Journal of Police Service and Administration, Winter,

2 of the Police Services Study,

rs," by Larry Wagner ; and Charles
Enforcement Selection and

1973, pp. 425-432,

L.eg. Req. Finger- P.0.S8.T. P.0.S.T.
prints (1972) Reg. All prints (1972) Reg. All

STATE NAME State |County | Local] P.0. (1974)]| STATE NAME State |County | Local] PO (1974)
Alabama ® Nevada ®
*Alaska t ® N. Hampshire
Arizona [ ] New Jersey
Arkansas New Mexico [}
California ? ) ® ® New York ® ® ® ®
Colorado N. Carolina 8
Connecticut N. Dakota
Delaware Ohio
Florida ® @ ® ® Oklahoma [ ® 2 ]
Georgia ® @ 9 ® Oregon @
Hawaii tt Pennsylvania
Idaho ® Rhode Island 8
I1linois S. Carolina ® ® ) e
Indiana ) S. Dakota @
Iowa ] Tennessee 8 ® ] 9
Kansas -] @& Texas ®
Kentucky Utah & @ 9 @
Louisiana Vermont
Maine Virginia ‘
Maryland ® Washington ' ®
Massachusetts W. Virginia
Michigan 8 Wisconsin ®
Minnesota Wyoming @ o
Mississippi ]
Missouri
Montana -]
Nebraska @ @ L) @ Totals 11 9 10 29
Notation:
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in 76 percent of these departments. The corresponding figures for a
juvenile conviction and arrest are 89 percent and 70 percent.

Conclusion. These data indicate that the large majority of police
agencies are using criminal record checks. This personnel policy may
have a substantial impact on tﬁe pool of applicants and recruits.

The consequences of these standards on recruitment would be greatest
for police agencies that serve large minority populations. The
essential policy question is how prior arrest or conviction affects the
individual's conduct of police work. How do these circumstances
affect the citizen's evaluation of the department and its performance?

Corruption exists, and the discretion of police powers is abused.
These policy questions about the relation of criminal records, recruit-
ment, and performance are of substantial importance to personnel manage-

ment and professionalization in large cities.

V. Policies Governing Recruit Training

Once an applicant has been selected for a police position,
a major objective of personnel policy is to develop the skills
that are required for effective police work and promotion.
Training (entry level, in-service, and supervisory) and education
are the processes by which the officer's capabilities may be
developed.{

Training, education, and promotion were traditionally governed
by police officials in conjunction with an agency of the local
government -- a civil service commission, municipal council,

personnel director, or municipal executive. In 1959 the gtate
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legislature of New York established a Municipal Police Training
Council with jurisdiction to establish recruitment and training
standards and to certify compliance. Since then, 46 additional
states have established POST commissions to regulate -- both
mandatory and voluntary -- the recruitment and training of police
officers (Table 5.1). Before 1959, no state had mandatory entry-
level training. By 1975 mandatory training had been established
in 38 states. Basic training is now required in 94 percent of

all municipal police agencies; the average length of training

is 302 hours (Table 5.3).

Policy Issues and Research Needs

Professionalization of the police service is one impetus
for this fundamental and rapid change in the legal framework for
personnel management: improve the 'quality' and capabilities
of the persons who do police work (Germann, 1958, 13-14; Saunders,
1970, 39-40). 1In 1967, the President's Commission on Law Inforce-
ment and Administration concluded that police training and eduvca-
tion were inadequate, particularly in the small departments
(The President's Commission, 1967b, 142-43). It rescommended
400 hours of entry-level training for all police recruits.
Moreover, the Commission recommended that each recruit demonstrate
ability for college work. Over the long term a baccalaureate
degree should be required of all police officers who exercise
arrest powers and for promotion (The President's Commission,
1967a, 109-110). POST ceommissions would establish and administer
these training and education standards.

In 1973, the National Advisory Commission on Criminal Justice

Standards and Goals buttressed these conclusions and recommendationsg
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TABLE 5.1 State Standards for Entry Level ’I‘raining1

o
o [} g av] v I
T le o B P ol o 211 o
> [ O O [} Gy o 3 4 Q f erd =)
& R PO IR 0 R o] bo >0 Hig|D N
Q FR} e +H 0 e o § P o] Gd Fomd | O B
2 O Ul & (=1} 158 Kl [}] b} O Ofldiwn
o +3 o N B =i o [ -] 38 K] [=J  S] by HlH O
J [}] o O = [ae] Qe Qe o Jed OO = [V o e AR
= oL [V 1 B I ] = o] o4 o} = o] e [ e
K HER Lo O 1<l Ry Ll ol ] UIE &
- o] o [l RS H B w [ = = T [~B EaE Ea =
L ol odle aolo HIPDIRIL Al S Hlolo @
L1 O 2o 0 I O] Q - [ B ool & [+ Kl I- %]
(2. N B> 2] Ul R~ Rl Eal Ol [¢] o < B} ISl e
n S0 Sl bz 0wl cofl QG T BN -Y) e =~ = 0o~
W2~ - dl O by - Ol Hd D = (7] [ ] ol IR I
= ®]l 0 njoElH Olwy g2lOIed Of 3= § o | o~ O POV O H1O0O |l &
2 - O (] Lo B - = Ol rp iUl PP} O]jvnio
v g Bleg W1 o> HZolojuwHl oigli ]l el 2l HIE O
=hew o Of R Sfjod 1 O] i 3] B0 e [13) FOlRT il 0
. Of ¢« Zl i Rl = MDD Ol o o (ST BN I < SO N ~1 ) HIH N
by O] O EfW O] ]l S| OO O} & ~ 3] O Ojwv o cg Oidg o
el Eoael n 2l O NIE ] O | X Ol = (AT I o Ty <l
~ el H [ 4 Q > =1 el3to
B F = & w3 e fs < |¥% joo {am = =R IZR =
:ALABAMA M| 9 X W D40 1104 721 9 X
ALASKA M_|12 D 270 P70 1 40
ARIZONA M| 6 W_ | X P80 1280} 18100 7 X
ARKANSAS s D 1961393 6ol 1 X X
CALIFORNIA M X D 20015300947 3L | X (X X
COLORADO M_112 n 64_1264) 380 80} 10 X 40
CONNECTICUT M |12 p {X koo 1400]479100 4 40
DELAWARE M {12 W/D B50 1406] 84100f S | x 40
FLORIDA Ml olx w  Ix B20 [310p60G100] 51 X
GEORGIA M 112 W 14 11981544100} 12 X
HAWATT
IDAHO M_J12 W__{X B00 peofl6y | 4 X lof X
ILLINOIS v | 6 W/D 40 _Panpoodq 95| 3 X X
INDIANA M {12 Y D 40 {240]74731100f 5
I0WA M X W 040 [40(s57d 64] 7 I X X X
KANSAS M {12 W 160 Pgyisel o7{14 I x  Ix
KENTUCKY v |12 D 100 11001400 9o} 5
LOUISIANA
MAINE M |12 X1 D _EXB70 1370}159 99| 1 IX
MARYLAND M {12 D 350 15541019100§11 | X
MASSACHUSETTS M lo9 D 180 1480] 379 18 {x Ix
MICHIGAN M |0 1x D | X P40 |2801639 95{14 X
MINNESOTA M |12 W 280 1400]435100] 4 X X
MISSISSIPPI
MISSOURI

1Developed from Charles R, Wall and Leo A. Culloo, ''State Standards for Law
Enforcement Selection and Training,' Journal of Police Science and Administration,
Winter, 1973, 425-432. Updated by the authors to January 1, 1975.
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Each state should establish a system of academies to provide a 400
hour basic training course and should finance or reimburse local
governments for training costs. The Cbmmission recommended that
by 1982 each state should require its police officers to compiete
at least four years of education at an accredited college or uni-
versity (The National Advisory Commission on Criminal Justice
Standards and Goals, 1973, 369). To ensure that officers have
opportunities and incentirves to acquire higher education, the
Commission urged every state to establish an educational incentive
program similar to the Law Enforcement Education Program (LEEP)

of the Law Enforcement Assistance Administration (LEAA}.

The recommendations of the commissions reveal that pressures
are increasing for more training and higher education in the police
service. The proposed reforms can have a substantial impact on
the costs and structure of the police services industry. For this
reason, it is crucial to evaluate the assumptions that are used
to support the policy recommendations. This section presents data

for an assessment of the underlying assumptions and potential

impact of the training proposals.

Nationwide Changes in Training

Dramatic changes have occured in entry-level training over the
past 15 years. The Wickersham Committee reported in 1931 that
less than 20 percent of city police departments provided
formal training to their recruits; none of the municipalities
under 10,000 in population size provided training (National Com-

mission on Law Observance and Enforcement, 1931, 70-72).
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Until 1959, when California, Minnesota, Montana, and New York
implemented the 1952 recommendations of the American Bar Associa-
tion, no state required basic training of its police officers
(Ostrom, 1975). ‘

In 1961, 65 percent of all local police departments in cities
of 25,000 or more people required less than 200 hours of training
(O'Conner, 1962). 1In 1965, no training was required in 21 to 55
percent of all police departments across the different regions of
the country (O'Conner, 1965). Training requirements had been
adopted most extensively in New England (79 percent of all local
agencies) and least extensively in the East South Central states
(45 percent required training).

By 1967, 82 percent of all police departments in municipalities
with more than 10,000 people required entry level training (Havlick,
1968, 339). But no training was reported in seven percent of all
central city police agencies, 11 percent of the suburban depart-
ments, and 32 percent of the independent departments. Less than
half of the recruits in municipalities with less than 10,000
people received training.

The international Association of Police Chiefs reported in 1970
that 33 states had basic training standards (both mandatory and
voluntary), but only 19 states required more than 200 hours. By
1972, 32 states enforced mandatory training, and nine states main-
tained voluntary standards (Wall and Culloo, 1973, 431). By 1975,
38 states mandated basic training, and 12 of these states required

more than 300 hours (Table 5.1).

L2
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Impact of Standards on Local Departments

Data from the Police Services Study reveal that the state stand-
ards have dramatically increased training levels in individual
police agencies. Ninety-three percent of all county and municipal
departments now require training (Talbe 5.2). On the average,
these departments require 294 hours of training.

When current training practices (Table 5.2) are compared to
the percent of departments which required training in 1965 (O'Conner,
1965), increases of 40 to 60 percent have occured across the different
regions of the country. It is estimated that required training
averaged less than 200 hours for all departments in 1967 (Havlick,
1968, 344; and National Advisory Commission on Criminal Justice
Standards and Goals, 1973, 380). During the succeeding seven years
the average length of required training has increased about 100

hours for all local agencies (Table 5.2).

Training in Different Regions

The current training practices of police agencies do not differ
dramatically from region to region across the country. Departments
in the Mountain-West Region require the most training. Ninety-nine
percent of all municipal and county agencies in this region mandate
training with an average length of 362 hours. In the Midwest Region,
where regulations are least restrictive, 82 percent of the depart-
ments require training with an average length of 270 hours. These
differences in training between the two regions reflect differences
in the size of police agencies and type of urban areas, as well as

state regulations. In American's middle sized SMSAs, police agencies
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in the West are larger in size, are located in more urbanized areas
(Ostrom, Parks, Whitaker, 1975, Ch. 2), wuad enjoy more liberal state

compensation of training costs than do those of the Midwest.

Training in Different Types of Departments

When training practices are compared in different types of agen-
cies (Table 5.3), township departments present contradictions. A
slightly larger percentage of these departments require training; 96
percent of their officers receive entry-level training in comparison
to 92 percent in all other types of'agencies. But the length of
training, 198 hours, is about 100 hours less than the nationwide
average of 294 hours.

These somewhat contradictory facts about training reflect
interesting jurisdictional relationships of township departments
with other agencies in.the police services industry.4 The legisla-
tive framework for the police services industry establishes an extra
ievel” of police jurisdiction. These agencies maintain jurisdiction
that is outside the boundaries of municipal agencies but is concurrent
with the jurisdiction of‘state and county agencies. Township coun-
cils establish police departments to supplement the traffic and area
patrol services that are provided by county and state agencies.

The overlapping of police jurisdictions with county and state agen-

cies provide opportunities for townships to supplement a limited num-
ber of services such as area patrol, traffic control, emergency response,
and juvenile control as local conditions and citizens demand, without
duplicating the full range of services (crime scene searches, criminal

investigation, dispatching, detention, and crime laboratory analysis).

“




TABLE 5.2 Percent of Agencies with Training Requirements in Different Regiomns

(All Local and Coynty Agencies that Patrol)

N.E. |Reg. | Reg.| Reg. | M.W. | Reg. | Reg. Bouth~; Reg. { Reg. | Mt.- |Reg. Reg. | Reg. All
1 2 3 {§ N.CJ] 5 7 & S.W.} 4 6 West | 8 9 10 |[Agencies
Required Entry -
 Level Training| 92 93 99 83 | 82 83 73 99 98 99 99 100 | 100 94 93%
‘ (790)
No Training
Requirement 8 7 1 17 | 18 17 27 1 2 1 1 0 0 6 7%
' (59)
Average Num-
ber of Re-
quired Hrs. 304 {412 374 | 190 | 270 | 268 | 282 | 272 | 282 | 252 |362 {304 {406 266 294
TABLE 5.3 -Percent of Different Types of Police‘Agencies with Training Requirements
(A1l Agencies Except State Police and F.B.I.)
County
. County | Police §| Military| College Park Other All
Municipal|Township | Sheriff [Prosecuton Police Police | Police Police Agencies
Required Entry A .
Level Training 54 96 95 65 83 82 90 80 92%
(950)
No Training :
Requirement 6 4 5 35 i7 18 10 20 8%
(77)
Average Number
of Required Hrs. 302 198 274 301~

18
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To prevent duplication of services that require substantial
training and expensive overhead, township boards will exchange memo-
randa or verbal agreements with the county board or a state police
official.® These agreements spell out the 'division of labor" and
'areas of cooperation' among police agencies within the township's
boundaries. The township boards frequen;ly prohibit their officers
from specific police activities that extend beyond their training
or detract from local policing priorities: traffic patrol on state
highways, investigation of serious personal injury traffic accidents,

crime scene searches, and investigation of felonies.

Under these circumstances, limited training of 40-100 hours in the

basic lsws and procedures of area and traffic patrol can ensure the desired

¢

level of services without large public expenditures. For example,
the regional headquarters of the Pennsylvania State Police offer
40 hour night courses in Basic Field Instruction, Traffic Law Procedure
and Advanced Field Instruction to the small local departments through-
out the state. Police chiefs and officers report that they period-
ically take these courses as 'refreshers'" because of the changes
in laws, conditions of police work, teaching materials, and in-
structors.6

Given flexible recruitment, training, and education standards,
overlapping police jurisdictions create opportunities for small

municipal as well as township governments to produce preferred

service levels at relatively low costs. Rather than creating dupli-
cation and waste, ''overlap" and "fragmentation'" of police jurisdictions
are conditions that foster specialization and working arrangements

(alternation and coordination between the small and large departments)
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that can reduce the costs of providing police services in America.
(Future technical reports will document the extent of this effect,)
To capture these potential benefits in the police services industry,
personnel standards must remain flexible. The current pressures
for higher standards can substantially reduce the efficiency with
which personnel resources are allocated in the police services

industry. Productivity may decline.

Training in Different Sized Departments

Training requirements are most flexible in the smallest police
agencies and in the smaller sized urban areas. Only 53 bercent of
the departments with no full-time sworn officers requires entry
level training; the average length is 157 hours. These departments
tend to be located in the smaller, more rural SMSAs (Talbe 5.5) in
the Midwest and Northeast regions of the country. Many of them are
township departments. In comparison, 89 percent of all departments
with one to four full time officers require basic training with an
average length of 225 hours.

Of the police agencies with mcre than 50 full time officgrs,‘more
than 99 percent reqdiré entry-level training; the average length is
slightly more than 400 hours. Departmeﬁts in this size category em-
ploy 70 percent of all police officers in America (Advisory Commission
on Intergovernmental Relations, 1971, 71). A large majority of the
people in the United States receive their police services from offi-
cers with more than 400 hours of basic training. The recommended
standards of the two major adivosry commissions have been implemented

in the departments that serve the large majority of American people.
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Training Requireménts in Palie
and County Agencies that Patro
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fyAgencies of Increasing Size (All Local

All Part 1-4 5-10 11-20 21-50 51-150 {Over All
Time |F.T. Off,|F.T. OffjF.T. Off.|F.T. Off4F.T. off.| 150 Agencies

Required Entry 93%
Level Training 58% 89 96 98 99 100 98 (790)
No Training 7%

Requirement 47% 11 4 2 1 0 2 (55)
Average No. of A

Required Hours 157 225 287 309 321 340 436 294

TABLE 5.5

SMSAs

Percent of Police Agencies with Training Requirements in Different Sized
(A1l Local and County Agencies that Patrol)

50-125,000

125-250,000 250-~500,000 500,000 - All
Population Population Population 1.5 Milldon Agencies
Required Entry 93%
Level Training 78% 94 9 98 (790)
No Training 7%
Requirement 22% 6 9 2 (59)

Average No., of
Required Hours

294
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Implications for the Reform of Police Training

Let me summarize the findings and then discuss their implications
for the reform of police training. The data collected in the Police
Services Study reveal substantial changes in the coverage and length
of basic training over the past 10 years. Since 1967, the average
length of training required by all municipal and county police agen;
cies has increased to 294 hours, a change of approximately 100 hours.
The majority of large departments require more than 400 hours of train-
ing. Standards are least developed in the samll municipal and town-
ship departments of the Midwest and Northeast.

The juxtaposition of training requirements in large and small
police departments highlights a fundamental problem of training reform
whose magnitude has been seriously under estimated.

Problems of personnel performance and conduct are greatest in the
large departments, but these agencies will remain largely unaffected
by proposals to increase entry-level training requirements. Training
in these departments usually exceeds the reform goal of 400 hours.

In addition, many states exempt the large departments from POST regu-
lations. A recent example is the Philadelphia Police Department.

The 1974 training legislation of Pennsylvania excludes this depart-
ment from the Commission's jurisdiction.

The greatest impact of training reform will be on the numerous
small departments in the less urbanized parts of America's metropo-
litan areas. Here, the reforms can potentially do much more harm
than good. The effects of this policy will be to dry up the pool
of part-time officers and reduce the financial viability of pro-

ducing police services in small departments. Potential candidates
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for part-time police work will not be able to take time from their
primary jobs to obtain 10 weeks of academy training. This part
of the manpower pool for the police services industry will dry
up. Small municipalities lack the financial resources to pay the
pensions, fringe benefits, and social security required if they would
go from pai - :ime officers to full-time personnel. Those municipalities
that could afford one or two full-time men face the difficulty
of finding and paying a replacement while their officers are in
training. Given the relatively low salaries in this sector of the
police industry, many full-time officers maintain a second job. Few
could afford to lose this income source to get training.

The consequences are far reaching. One, training reforms
will substantially reduce the capacity of the smaller municipalities
to maintain police protection. The persons residing in these areas
will lose the capacity to adjust the type and level of police services
in light of local problems and security neeas. Two, the capacity
of the urban area to respond to demands for back-up and peak-load
services during emergencies and disasters will greatly diminish.
Three, the reforms will eliminate a substantial amount of the detailed
time and place information that is necessary for effective delivery
of police services. This is the type of information that residents
of a locality acquire: information about the 'problem'" individuals,
ongoing family or neighborhood disputes, stretches of roads and streets
that cause traffic problems and accidents, local juvenile problems,
reliable sources of information, and burglary targets. The reforms

will reduce the number of officers who provide this information
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in the police industry and the geographic dispersion of their resi-
dences over the urban area.

In summary, the training reforms effectively ignore the personnel
problems of the large departments. At the same time, they reduce the
financial feasibility of the smaller departments. By reducing the
number of these service producers in the police industry of an urban
area, training requirements may substantially reduce the effectiveness
of service delivery. (A primary objective of Phase II research is to
investigate the relative impact of training against the size and num-
ber of departments with respect to service delivery.)

This conclusion does not imply that small departments are free of
personnel and training problems. But the crucial policy questions
are: '"What types of training programs?" and "How to deliver different
'types' of training in the packages most suitable to the needs of
different departments?' First, it is important to emphasize that a
substantial proportion of officers -- part-time as well as full-time
-~ in small departments currently receive entry level training (Table
5.4). But these officers do encounter a number of difficulties in
their police work that additional in-service training would help.
Examples include: the increasing amount and complexity of paperwork
for record keeping and court appearances; ways of dealing with juvenile
problems and family disputes; administering emergency services and
referring citizens to community service organizations; and the pro-
tection of evidence at the scene of a crime or traffic accident.’

The type and relative severity of these problems differ from

department to department. Police officers in different depart-

ments (depending on the services emphasized by the department,
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the nature of the population, and service conditions) face different
combinations of these problems. One solution is short courses.
Each would cover a specific problem area in four or five hours dis-
tributed over two evenings. They would be offered at a central
location -- sheriff's office, state police post, or county seat --
at the request of local departments. The training packages could
be developed by an association of local departments, by a county
sheriff, by the state police, or by a police training commission
in consultation with police officers of departments who would use
the services.B
This approach to training reform avoids many of the problems
that make training so hard for small departments: the difficulty
of sending an officer to an academy; the cost of replacing him;
the sacrifice of a second job; the hardship of commuting long
distances after work; and the reluctance of some officers to enter

formal classroom training due to negative past impressions.
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VI. Higher Educationﬁof Police Officers

In spite of the raising standards for recruitment and training,
national commissions conclude that successful police work in modern
America will require higher education of police officers (Pre-ident's
Commission on Law Enforcement and Administration of Justice, .¢4. b,
140-141; and National Advisory Commission on Criminal Justice Stand-

ards and Goals, 1973, 367-371),

The Policy Proposals and Research Questions

The Commissions contend that police work is a profession similar
to medicine and dentistry, and that states should test and license
their police officers, POST commissions would administer these
programs, Testing and licensing standards would be set at a level
that would require candidates to complete a baccalaureate degree f;;
successful certification.

In a study financed by the Brookings Institute, Saunders estimates
that only one-third of all current police officers possess the
intellectual capacity required for higher education (Saunders, 1970,
80). The scholars and commissions recommend that the higher educa-
tion standards be phased in step-by-step over the next few years.

1982 is one target date.

In the interim, states should establish mandatory educational
programs to ensure that officers in local agencies have adequate
opportunities and incentives to obtain college educations. It is
felt that LEEP of the LEAA is not adequate. Outdated attitudes
among some municipal and police officials about education in law

enforcement are impeding the progress needed to achieve the necessary
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education. State commissions for POST would establish and administer
mandatory education programs with federal money and guidlines.

The proposal to require college education for police work
raises at least three policy questions., One, does higher education
improve an officer's performance of police duties? Two, what
opportunities and incentives currently exist for college education
without mandatory regulation by each state? Given answers to these
questions, what is the balance between the costs and gains of more
education for police officers? The findings of the Police Services
Study, along with other research, provide a initial basis to begin

answering these questions.

Effects of Education on Police Performance

Current studies of higher education in the police service
present what appear to be contradictory findings. Research on
recruitment, training, efficiency ratings, and promotion indicates
that officers with college education 'perform" at a higher level
than those without such education (Cohen‘and Chaiken, 1973, 40-50;
Saunders, 1970, 88-89; Baehr, et al., 1968).

The problem with this type of research is the performance
measures. They are derived from the criteria that superior officers
use to evaluate candidates for promotions. These criteria strongly
reflect the individual's ability to pass tests, keep records, write
reports, and execute the various administrative routine of the
department to the satisfaction of his commanding officers. Higher
education provides excellent preparation for this pencil and paper
work and the other aspects of bureaucratic communication that affect

an officer's "standing' among his superiors. One would expect that
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officers with greater education would be more skilled in these
tasks and receive higher ratings. Commanding officers lack oppor-
tunities and criteria to evaluate the policeman's ability to deal
with citizené in maintaining order and enforcing laws,

The research findings on this second dimension of performance
raise doubts about the contribution of higher education to police
services, Sterling reports that college education may have negative
consequences on the attitudes that policemen maintain about their
work (Sterling, 1974). He suggestsvthat these attitudes, in turn, .
may account for the higher turnover rates among officers with
higher education that have been documented in the past studies.

The principle investigators of the Police Service Studies
previously studied the consequences of higher education for the
attitudes and performance of 712 police officers in 29 departments
in St. Louis County, Missouri (Smith-ard Ostrom, 1974). Ostrom ardd
Smith report that on the average, citizens evaluated the performance
of the police forces with less education and training more highly
than departments that were comparable in other respects. These
departments also scored higher on objective performance measures.

The findings which are summarized above, suggest that higher
education may increase the "bureaucratic skills' of police officers
required by departmental operations: record keeping, report writing,
testing, and bureaucratic communication. But education may not im-
prove the abilities that an officer uses to maintain order and enforce
laws: communication with a wide range of citizens; conscientious
repitition of routine tasks; careful observation and discrimination
of ordinary events; accurate judgement about persons, their prob-

lems, and intentions; and the judicious approach, detention, and
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arrest of citizens.

One plausible explanation is that these skills are a projec-
tion of a person's life experiences, character, and personality,
and are not subject to change by higher education. In discussing
higher education with officers while doing fieldwork in Ohio,‘New
York arnd Pennsylvania in the Fall of 1974, a number indicated that
on the basis of past experiences in their departments, higher
education may have negative effects. It was generally felt that officers
with college education had less past contact, knowledge, and under-
standing of the persons and problems that constituted the lion's
share of police work.

These still tentative findings indicate that more thought
needs to be given to the amount and distribution of higher educa-
tion in police work. More education may improve the officer's
performance of administrative routinesin large bureaucratic depart-
ments, At the same time, more education may reduce the quality of
the police services rendered to citizens. From a policy perspec-
tive, the challenge is not to mandate that all municipalities
educate their officers. The challenge is to determine what tasks
in police agencies will benefit most from what kinds and quantities
of education. For many of these departmental tasks, specialized
in-service training may produce the desired results at a much lower
cost. The trade-offs between the added costs and improved perfor-
mance from specialized training as opposed to education need serious

evaluation,
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Higher Education Across the Nation

Higher education is not prevalent in the police services

industry., Less than four percent of all municipal and county

departments require some higher education as a recruitment standard
(Table 4.3). Among local and county departments with 20 or more
full-time officers, approximately six percent require some higher
education as a recruitment standard (Table 4.4), Most of these
departments are in the Mountain-West Region where 17 percent of

all departments require some higher education of their recruits
(Table 4,3). It is estimated that 25 percent of all police officers
in the Pacific states have college degrees, and 54 percent have some
college education (Saunders, 1970, 80).

Nationwide, 10 percent of all police officers have obtained a
four year degree (National Advisory Commission on Criminal Justice
Standards and Goals, 1973, 368), Fifty percent of all officers have
not acquired any education bheyond high school,

To increase the education levels in America's police service,
the LEEP program was established by the LEAA under the Omnibus
Crime Control and Safe Streets Act of 1968. The 1970 Omnibus Crime
Control Act expanded the LEEP funding. Pnlice officers and students
in criminal justice programs can apply to participating colleges
for tuition assistance of §500 per semester, loans of $1,800, and
grants of $600,

An increasing number of police officers are taking advantage
of the LEEP benefits (Santerelli, 1974), Between 1969 to 1974,

190,000 persons have received $111 million for course work. In
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TABLE 6.1 Percent of Police Agencies with Incentive Programs for Iligher Education
. in Different Regions (All Local and County Departments that Patrol)
. v Types of Educational Incentives
Regional Incentive No-
Location Program {Program [fPay for Pay for ng for | College
'Books |Tuition | Time Off] Credit AA, B.A,
North East
Region 32% 68 6%2 8 12 22 3 10
Region 1 68% 32 7% 14 0 50 11 20
Region 2 43% 57 7% 10 g 33 9 12
Region 3 9% 91 5% 3 2 0 3 2
Midwest Region 24% 76 3% 12 5 6 0 11
Region 5 23% 77 4% 12 6 6 0 11
Region .7 27% 73 0% 14 0 7 0 7
South <
[ % , : 0 27
Southwest Region 35% o7 > 10 3 I 2
Region 4 44% 56 4% 11 4 i 0 40
Region 6 145% 86 6% 8 1 2 0 7
Mountain- West o
Region 51% 49 17% 23 5 35 1 32
‘Regior 8 13% 87 4% 4 0 0 0 4
.I{eg‘ion, 9 69% 31 26% 26 i 52 1 44
Region 10 39% 61 0% 5 5 22 0 22
ALl 34% 67% 7% 2 3 ] 1 19
Agencios @5 | s || wob | @n. | en | din ® | 39
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August 1974, 95,000 persons were enrolled in 1,036 educational insti-
tutions, Each year at least 80 percent of the participants have
been in-service, police personnel. Individual states, such as
Illinois, are using federal grants to establish voluntary programs

similar to LEEP (Juris and Duncan, 1974).

Incentive Programs at the Local Level

All police officers within commuiing distance of one of the
1,036 educational institutions participating in LEEP have access
to federal money for in-service higher education. Advocates of
mandatory state programs argue that this is not sufficient. Local
departments must provide added incentives for their officers to use
these opportunities in the form of salary increments and paid time
off for higher education. The Police Services Study provides some
data on the extent of such incentive programs among local departments.
‘Nationwide, approximately 34 percent of all municipal andlcqunty
‘police departments provide some type of incentive for its officers
to obtain higher education (Table 6.1), Fourteen percent supplement
the salary of an officer who gets some college course work, usually
a given number of semester credits such as 20 hours. Nineteen per-
cent provide a salary éupplement for a four year degreé. Twelve
percent help pay for tuition, and seven percent help pay for books.
Three percent pay for time off when an officer attends classes.
Educational incentives are nof uniformly distiibuted‘across
~the country; Incentives are more frequently available to police
officers in departments of the Northeast and the Mountain-West

regions, Programs are maintained by 68 percent of the departments

*

in Massachusetts and Connecticut, and 69 percent of the agencies in
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California and Arizona. Incentives are least prevalent in the Mid-
west region; 24 percent of the departments offer them. Throughout
all yegions, the most popular type of incentive is salary supplements
for college credit and/or degrees. The least frequent is paid time
off.

When different types of police agencies are compared (Table 6.2),
county sheriffs, county police, military police, and other specialized
police departments offer educational incentives less frequently.

Departments in the larger SMSAs which are more densely populated
tend to offer educational incentives more frequently. However, the
pattern is not very pronounced.

The most dramatic differences appear where departments of
different sizes are compared (Table 6.3), Officers in larger de-
partments are much more likely to receive opportunities and incentives
for higher education than their counterparts in the smaller agencies,
Sixty percent of all municipal and county agencies with more than 50
full-time officers provide educational incentives. Only 8 percent
of those departments with less than five full-time officers do so.

These patterns of educational opportunity and incentives reflect
the interorganizational relations and specialization among departments
in the police services industry. The larger departments produce
specialized support and auxilliary services such as c¥ime scene
searches; juvenile investigations; laboratory analysis; entry-
level and in-service. training; and computerized statistics on crime
rates, calls for service, and patrol deployment. As the technology
for producing these services becomes more specialized, effective

administration and production requires officers with more training and




TABLE 62 - Percent of Different Types of Police Agencies with Incentive Programs for Higher Education
(A1l Agencies Except the State Police and FBI)

Types of Educatienzl Incentives

Type of Incentive |’ “No
Police Agency | Pregram |Program Pay for | Pay for Pay for Sal. Diff. | Sal. Diff. | Sal. Diff.
‘ ) Books | Tuition | Time Off | Coll. Cred. AA BA
Municipal
{City, twnm, a
vlg, boro) 36% 63 7% 12 3 15 1 21
Tovnship &
Civil Divi
Divisions 50% 50 8% 4 a4 2 0 4
County .
Sheriff 26% 74 7% 12 4 10 0 17
kounty Police
§ Prosecutor 28% 72 0% 0 0 17 0 22
Military Police
'(Army ,Navy, AF) 23% 77 6% 14 '3 0 0 0
College Police 34% 66 0% 28 5 0 .5
Park Police 22% 78 22% 22 0 0 0 0
Airport Police 0% 100 0% 0 0 0 0 0
Other (Hospital
Housing, Spel.
Dist., Private,
etc. 0% 100 0% 0 0 0 0 0
All Agencies 35% 65% 6% 8 3% 3% 12% 1% 17%

(309) (s82) || (56) P | (112) (25) (106) (8) (150)

8The percentages are calculated along the rows. They add to totals greater than'the percentages in the first °

column, because single departments offer more than one type of incentive.
brhe frequencies in each all refer to the number of agencies that offer a2 given type of incentive.

LY



TABLE 6.3 - Percent of Police Agencies of Different Sizes that Offer Incentive Programs for Higher Education
(All Local and County Agencies that Patrol) .

Types of Educational Incentives

Numher of Full }Incentive No
Time Sworn P.0.{ Program (Program Pay for| Pay for Pay for Sal. Diff. | Sal. Diff. |Sal. Diff.

Books | Tuition] Time Off | Coll. Cred. AA BA
All Part Time
Officers 8% 92 2%8 4 4 0 0 0
1-4 F.T. !
Officers 8% 92 1 2% 3 2 1 0 2
+5-10 F.T.
Officers 26% 74 5% 7 1 5 L 17
11-20 F.T.
Officers 44% 56 7% 12 3 23 3 22
‘21-50 FE.T. ’ '
Officers | s1% 49 9% 14 3 27 1 26
51-150 F.T, .
Officers 62% 38 12% 27 4 31 1 43
More Than 150
F.T. Officers 56% 44 18% 25 8 18 4 35
All Agencies 34% 66% 7%b 12 3 14 1 19

(245) (487) (49) (83) (21) (101) (8) (139)

2The percentages are calculated across the rows. They add to totals greater than the percentages in the
first column, because ‘singile depaicments offer more than one kind of incentive.

bThe frequencies in the cells identify the number >f agencies that offer a given type of incentive.

89
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education, For these reasons, the larger departments with more
specialization in service production provide more opportunities
and incentives for their officers to obtain higher education.

Small departments, on the other hand, invest nearly all of their
resources in traffic and area patrol, and preliminary criminal
investigation {(Ostrom, Parks, and Whitaker, 1975, Chs. 2,4,6).

They call on state and county agencies when the policing problem
requires specialized support and auxiliary services. The findings
on the "Effects of Education on Pexrformance,'" which were summarized
in the preceeding section, cast doubt on the assertion that higher
education of officers will improve the performance of these direct

police services by the non-specialized small departments.

Implications for Policy on Police Education

The Police Services Study indicates that higher education
is a costly and scarce resource in the police services industry,
Legislative reforms that would distribute educated officers uniformally
across urban areas and ameng,departments within these areas are very
likely to create an inefficient allocation of this resource in the
industry.

The flexible standards and voluntary incentive programs that
currently exist appear to generate a more efficient outcome.
Virtually every officer in the‘urban areas of America has access to
LEEP money for education. Approximately 60 percent of the larger,
more specialized departments (those with more than 50 officers)

provide additional incentives for their officers to obtain higher

education. Departments in this size category employ 70 percent of all




70

police officers in America (Advisory Commission on Intergovernmental
Relations, 1971, 71) and serve the majority of the American popula-
tion.

Mandatory state programs for higher education and incentives
will have the greatest impact on the smaller departments., Less than
30 percent of the departments with fewer than 50 full-time officers
provide educational #ncentives. These departments -- which employ
30 percent of all local police officers and serve a minority of
America's population -- comprise 82 percent of all police agencies
in America's middle sized SMSAs,

Increased education requirements and mandatory incentive pro-
grams -- when compounded by higher training standards, more strin-
gent recruitment regulations, and higher salary schedules -~ will
substantially reduce the financial viability of up to 30 percent of
the local departments (those with less that five full-time officers)
in the police services industry of America's middle sized SMSAs.
These dramatic changes in the structure of the industry can substantially
reduce the industry's efficiency ard productivity. Phase II will
investigate these questions in detail.

Among these departments, in-service training which is geared
to the problems of the locality may provide much greater returns to
the invested tax dollars, Even among the large specialized depart-
ments, recent study suggests that the in-service training of’ police
specialists may be the area in which additional investments will

yield the greatest returns (Wilson, 1974, 23).
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VII. Manpower Practices: Specialization in Police Agencies

Major: debates over the manpower practices of police departments
center on three issues: (1) the specialization of police duties within
the department, (2) the substitution of civilians for sworn officers in
police work, and (3) the use of part-time and reserve officers. The
overriding concern in these debates is, "What manpower practices will
allow more flexible allocation of sworn officers among pressing policing
problems?"

Policy Issues and Research Questions

Specialization and Professionalization. During the past develop-

ment of the police service in America, advocates of "professionalization "
viewed the increasing specialization of police duties (for example, the
agsignment of investigators full time exclusively to either burglary,
or homicide, or narcotics and vice, or juvenile duties) as a pro-
gressive mcve toward theirx objecti&es. It was felt that to attract
better educated men of the caliber neesded for effective police work,
the positions would have to be tailored to provide greater challenges,
opportunities, and monetary reward,

But at the same time, warnings were issued. Prevention patrol
was assumied to be the major deterrent of crime: the patrol unit was
the backbone of a police department, As a department specialized, the
syphoning away of sworn officers from the patrol unit would present a
majoy proeblem,

A <New Manpower Emphasis, The emerging emphasis of manpower

policy is to get the police officers back onto the patrcl beat
(National Adviscry Commission on Criminal Justice Standards and Goals,

1973, 191-205, 213-216), T
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At least three concerns contribute to this emerging perspective.
The major concern is crime control., Although the data are limited,

they indicate that 61 percent of all serious crimes against persons

occur in places affording general access to the public (President's
Commission on Law Enforcement and Administration of Justice, 1967b,95).
High arrest rates exist for these crimes because victims provide
descriptions and identification of suspects. In the same study, only
22 percent of serious crimes against property were resolved.

The research also indicates that the time elapsed from a crime
to the arrival of the officers is a major determinant of whether the
perpetrator will be arrested (President's Commission on Law Enforce-
ment and Administration of Justice, 1967a, 97)., These facts underline
the importance of the department®s allocation of sworn officers to
patrol duties for both crime prevention and solution,

A second concern is efficiency and productivity. Given the in-
creasing constraints on public revenues, police departments must get
relatively more services with relatively less expenditures. The data
indicate that increases in a department's patrol force is a potential
alternative to the specialization of investigators that satisfies these
constraints (National Advisory Commission on Criminal Justice
Standards and Goals, 1973, 210-218), The data tentatively indicate that
this policy would increase the solution of crimes against persons,
without a drastic reduction in the arrests for crimes against property.
The level of preventive patrol would be augmented., Highly technical
investigative services could be produced by a state, county or regional
police agency.

The third concern is community support. With specialization,
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police agencies tend to reduce the supply of services that are not
related to criminal incidents, It is believed that these services are
a major determinant of the community's support for their police.

As a result, the increasing specialization of police departments may
be a source of the decline in community support for police,

Alternative Policies., Given the constraints on resources for the

police, innovative manpower practices are the major instrument to
"get the sworn officer back on patrol." The policy alternative with
the greatest potential ramifications is to reduce or otherwise change
the patterns of specialized assignments in police departments.,

A second alternative is the substitution of civilians for sworn
officers in administrative and suppoxt positions, Study commissions
periodically recommend that police departments substitute civilians
for swoxn officers for positions that do not require the exercise of
arrest powers., A third manpower alternative is to increase the use of
part-time and reserve officers. This alternative gives the commanding
officer more flexibility in employing his full-time officers to specific
patrol beats and trouble spots in the jurisdiction.

The research of the Police Services Study provides an empirical base

to begin assessing the assumptions and issues that underlie the

debates over manpower policy. The research also provides a basis to

project the potential consequences of these policies for the structure

and performance of the police service industry. (The calculations
presented in the following sections were performed before the data base
was updated and cleaned, Corrections will be made for the final draft

of this report,)
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Nationwide Patterns of Specialization

The debate over the specialization of duty assignments within
police departments raises two prior questions. What are the current
patterns of specialization in police agencies? What are the effects of
specialization on the deployment of sworn officers to patrol? Let us
begin with a general view: what police agencies are providing what
services; what percentage of the police agencies has assigned at least
one full-time officer to each specialized duty; and what percentage of
sworn full-time manpower is assigned to each specialized duty in the
typical agency?

0f the municipal agencies that patrol, the large proportion
provide the basic direct police services: 97 percent provide traffic
patrol; 98 percent provide traffic investigation;89 percent provide
follow-up burglary investigation; 74 percent provide follow-up
homicide investigation (Ostrom,; Parks, and Whitaker, 1975, Ch,3).

The majority of smaller municipal departments conduct their burglary
and homicide investigations with the aid of specialists from

state and county police agencies (Ostrom, Parks, and Whitaker, 1975,
Ch.6).

With the exception of dispatching, only very small percentages of
municipal patrol agencies provide auxilidry services: 67 percent provides
dispatching; six percent provides entry level training; six percent
provides detention; and only one percent provides crime lab services.

Although a relatively large percentage of municipal agencies
provide the four direct services, a relatively small percentage assign
one or more officers to these duties on a full time basis, Twenty-
two percent have a full-time investigator. The percentages are even

smaller for the other services:  percent have an officer working




Table 7.1 Manpower Practices of Police Agencies in Different Regions of the

Country (Local and
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County Agencies that Patrol)

Region of the Country

Manpower Practices of South- Mountain-
the Police Agency Northeast Midwest Southwest West
Total Nos., of Agencies 316 268 325 132

, Avg, # Full-Time P.O, 31.5 27.0 57.6 59.4
Avg. # Full-Time Civilians 4,1 5.1 13,6 18.3
Avg. Salary of New Ptlmn $ 9,017 $ 8,680 $ 7,678 $ 9,293
Avg. # Part-Time P.O. 6.4 2.5 .7 .5
Avg. Hrs/Mo for PT. P.O, 46.7 hrs 53.9 hrs 38.9 hrs 33.0 hrs
Avg. Pay for P.T. P.O. $ 3.09 $ 3.0n5 $ .2.38 $ 3.51
Avg. #f Volunteer P.O, 6.8 7.1 9.0 15.6
Avg, Hrs/Mo for Vol. P.O, . 12.6 hrs 13.5 hrs 19,8 hrs 23.3 hrs
Avg, # P, T. Civilians 2.6 1.9 5.0 2.3
Avg. Length of Workweek 40.4 hrs 40,6 hrs 42,8 hrs 40,3 hrs
Avg. % P.0. in Patrol 78% 76% 81% 77%
Avg. % P.0. in Traffic 4% 4% 4% 3%
Avg. % P.0. in Investig. 10% 9% 11% 10%
Avg. % P.0. in Juvenile 2% 3% 2% 3%
Avg. % P.0. in Dispatch 9% 3% 4% 2%
Avg., % P.0. in Detention 1% 6% 6% 2%
Avg. % P.0., in Training 2% 5% .6 . 9%
Avg. % P.0. in Lab .2% .6% .8% .5%
Avg. % P.0. in Other 9% 7% 12% 12%
Avg, # Commanding P.O. 7.8 7.0 14.6 15.1
Avg. % Ptlmn Duty: AM 29% 28% 30% 23%
Avg. % Ptlmm on Duty: PM 36% 37% 34% 32%
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Table 7.2 Manpower Practices Among Different Types of Police Agencies

.

(All Agencies that Produce Direct Services)

%ﬁgpg‘;‘l’zczrig:igs in — N bnglgge gfwiglléguﬁygfrncyb'taf.:e MIITtaty [College
Municipal | Type Town | ship [Sheriff |[Police |Police Police
Total No. of Agencies 768 82 86 92 48 48 106
Avg. # Full-Time P.O. 40.6 22.0 3.3 86.1 48.0 94.8
Avg. # Full-Time Cvls. 8.2 2.0 .5 | 31.6 8.0 | 40.5
Avg. Salary New Ptlmn $ 9,045 $ 9,287 $8,295 1$8,419 |$9,885 | $9,653
Avg. # P,T. P.O. 2.4 8.4 2.2 2.6 1.6 0
Avg. Hrs/Mo for P.T. 43.5 20.2 60.9 45.3 0 0
Avg., Pay for P.T. $ 2.39 $ 3.62 |$ 3.08 |$2.76 0 0
Avg. # Vol, P.O. 6.7 7.7 ‘1.8 32.7 0 0
Avg. Hrs/Mo for Vol. PO 18.6 15.4 11.4 21.6 0 0
Avg, # P,T. Cvls. 3.4 1.9 .3 3.9 .5 .4
(hrs)
Avg. Length Workweék 41.2 40.0 41.6 | 42.5 40.7 | 42.8
Avg. % P.0. in Ptl 82% '74% n.a. | 52% 74%% | 53%
Avg. % P.0. in Traff, 5% 2% n.a, 4% | 41%? 6%
Avg. % P.0. in Invest. 11% 7% n.a. | 12% 1242 | 12%
Avg. % P.0. in Juvenile 3% 1% n.a. 2% .4% 4%
Avg. % P.0, in Dispatch 4% 8% n.a. 5% n.a. 6%
Avg, % P.0, in Dentent. 0 0 n.a. 16% n.a. 7%
Avg. % P.0. in Trng. 6% 0 n.a. .9% | mn.a. 2%
Avg., % P,0. in Lab .6% 1% n.a. 1% n.a. 0
Avg. % P.0. in Othex 9% 6% n.a. 17% n.a. 16%
Avg. # of Command, P.O, 11.1 4.7 o7 21.9 8.9 36.4
Avg. % of Ptl on duty: AM| 28% 25% 40% | 25% 27% | 14%
Avg. % of Ptl on duty: PM 35% 31% 56% 32% 30% 17%
n.a. - means not applicable; m.d. means missing data

2 . These percentages include only those officers assigned to the direct services.
percentages would be lower if all officers at each post were included.

The
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traffic full-time;”and  “percent have a full-time juvenile officer.
Approximately percent of the municipal agencies assign one or
more officers to administrative duties full time., Of the auxiliary
services,  percent of municipal departments have assigned one or
more officers to dispatching full time. )

The allocation of officers within the police departments of
America's middle-sized SMSAs conforms to the patterns that have been
reported over the past two decades (National Advisory Commission on
Criminal Justice Standards and Goals, 1973,200), Typically, a local
police department uses 79 percent of its officers for patrol, 10
percent for investigation, four percent for traffic, two percent for
juvenile investigatidn, 16 percent for administration and support
work, five percent for dispatching, and less than one percent for
detention, training, and crime laboratory.

0f the officers assigned to patrol duties, 29 percent are typi-
cally on patrol at 10:00 AM on a workday morning. At 10:00 PM on
a workday night, 35 percent are actually on patrol,

Salient Differences Within the Nation

As Table 7,1 reveals, regional deviations from this nationwide
pattern are minimal. Those differences that do appear are probably
due to differences in departmental size rather than regional attributes.

When different types of police agencies are compared (Table 7.2),
anticipated differences appear. Because county sheriffs produce
detention services, they allocate only 52 percent of their sworn officers
to patrol. County sheriffs! departments also tend to have more full-
time officers: an average of 86 in compariscn to 41 for municipalities.

But the percentage of command officers in the two types of departments
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is quite similar: 25 percent for sheriffs' departments and 27 percent
for municipal police departments. The civil processing duties of the
sheriff account for the large percentage of officers (22 percent)
assigned to administrative and other duties,

. Departments in the larger SMSAs tend to assign relatively fewer
men to p#trol and more to investigation, This relationship also holds
for departments in more denéely populated SMSAs. But neither relation-
ship is very strong.

Spooialization in Different Sized Agenéies

The major variations in specialization occur among different
sized police agencies (Table 7.3). In larger departments, an increasing

percentage of officers is assigned full time to criminal investigation,

(2) traffic duties, (3) detention, and other (4) administrative duties,

The relationship between specialization of manpower assignments and
agency size is quite strong.

The percentage of commanding officers also increases with size.
But this figure peaks at 29 percent for departments with 21 to 50
officers and then levels off at 27 percent for the larger departments.
Dispatching is the only duty assignment for which the percent of
officers decreases with size, However, when civilians and officers are
added together for the total number of employees, the percentage
assigned to dispatching levels off at approximately eight percent
rather than decreasing with size,

As size and specialization increases, the percentage of officers
assigned to patrol duties decreases substantially (Table 7,3). In
departments of one to four officers, 100 percent are assigned to

patrol full time. This figure is reduced to 70 percent for départ-
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Table 7. 3 Manpower Practices Among Different Sized Police Agencies
(A1l Local and County Agencies that Patrol)

Manpower Practices in Number of Full-Time Sworn Police Officers
the Police Agency RIT P.T. [T = 4[5 = 10 [IL = 20 [ 21 = 50 [51 = 156 [Over 150
Total No. of Agencies 71 245 218 136 148 101 63
Avg. # E.T. P.O. 0 2.2 7.0 15.5 31.4 91.5 339.2
Avg, # F,T., Cvl, 0 .2 1,5 3.2 5.5 19.1 84.6
Avg, Salary of New Ptlm. n.a. $7,3651$8,210 | $8,761 | $9,249 | $9,466 $9,419
Avg, # P,T. P.O. 2.4 2.1 2.3 2.9 3.8 2.5 3.3
Avg. Hrs/Mo for P.T. 54,2 hrs | 50.3 29.3 32.8 19.9 m.d. m.d.
Avg, # Vol. P.Q, ' 1.5 1.7 3.4 6.3 10.2 16.7 - 47.1
 Avg. Hrs/Mo for Vol.  *{12.8 hrs | 17.0 | 19.1 | 18.0 26.5 14.2 16.4
Avg. # P,T, Cvls. Y .3 1.0 1.7 2.0 7.9 20.8
Avg. Length Workweek 27.4 hrs | 44.2 | 41.4 41.2 40.4 40.1 40.6
Avg. % P,0. in Ptl, n.a. 100% | 92% 72% 66% 58% 53%
Avg., % in Traffic n.a, 0 4% 4% 4% 6% 8%
Avg. % in Invest, n.a. 2% 10% 10% 11% 4% 14%
Avg., % in Juvenile n.a. 0 3% 2% 3% 3% 3%
Avg. % in Dispatch, n.a. 4% 3% 9% 9% 3% 2%
Avg. % in Detention n.a. 0 2% 4% 9% 6% 8%
Avg. % in Training n,a. 0 0 .2% 1% .8% 1%
Avg. % in Lab n.a. 3% 0 1% 1% 2%
Avg. % in Other n.a. 2% 8% 9% 10% 13% 15%
Avg. # Command. P.O. n.a. 2 1.4 4.0 9.1 23,5 90.4
Avg. # Hours on Ptl. 8,3 | 14,5 | 24 24 24 24 24
Avg. % Ptl. on Duty: AM n.a, n.a. | 24% 24% 22% 18% 19%
Avg. % Ptl. on Duty: PM n.a. | n.a. | 30% 31% 27% 24% | 22%

n.a.

means not applicable

m.d. - means missing data
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ments of 21 to 50 officers and 53 percent for departments with more than
150 officers.

4 somewhat surprising finding is that the percent of patrol officers
who are actually on patrol at a given time dramatically decreases with
increasing agency size and specialization (Table 7.3). In departments
of five to 10 men, 24 percent of the patrol force is driving the beat
at 10:00 AM on a weekday and 30 percent at 10:00 PM, For departments
of 51 to 150 officers the comparable figures decrease to 18 percent
and 24 percent, These differences are reflected in the median number
of officers on patrol per capitd. In agencies of five to 10 officers,
«23 officers are on patrol for every 1000 residents at 10:00AM and
.45 at 10:00 PM. In agencies of 51 to 150 officers, the comparable
figures are .13 and .22 (Ostrom, Parks, Whitaker, 1975, Ch.4).

Manpower policies other than agency size and specialization probably
account for some of these differences. Patrolmen in larger agencies
put in a shorter work week (Table 7,3). Although frequently not
compensated, officers in smaller agencies put in more overtime., Part-
time and reserve officers provide a larger percentage of the total
agency man-hours for small departments than for large departments,

These facts along with higher salaries of officers in larger
agencies (Table 7,3), indicate that the smaller departments are able to
maintain a higher ratio of their officers on patrol at a much lower
cost to the local government.

Implications for Manpower Policy

A relatively large number of police agencies produce a substantial
amount of the patrol, traffic, and investigation services in America's

middle-sized SMSAs with relatively few specialists. A relatively small
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number of large agencies produce most auxiliary and support services and
hire the bulk of police specialists. But a large percentage of the small
agencies have access to these specialists when the need arises,
Agreements among agencies give rise to networks of interorganizational
relations for the production of specialized police services in traffic,

burglary, homicide, juvenile and crime scene search, The current organi-

zation of the police service industry provides one structure to allocate

these scarce police services, |

Within the larger agencies, specializatioﬁ tends to reduce the level
of patrol services. A smaller percentage of officers are assigned to
patrol duties. Of those officers assigned to patrol, a smaller percentage
are actively patrolling at a given time of the day. The number of
officers on patrol per capita is also less in the larger more specialized
agencies, Thesé findings partly confirm the assumptions on which the
National Advisory Commission for Criminal Justice Standards and Goals
based its recommendations on specializations: police departments should
carefully explore manpower and delivery policies that will serve as
alternatives to full-time specialized assignments of its officers
(The Commission, 210). The development of interorganizational relations
in the police services industry for the production of specialized
services and allocation of police specialists is one of the alternatives
that deserves much more careful assessment, )

Vill, Manpower Practices: Utilization of Civilians

Study commissions recommend that police executives substitute
civilians for sworn officers in duties that do not require the exercise
of arrest powers, The objective is to (1) incregse the number of

officers in patrol and other line positions, (2) increase the latitude for
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reassigning officers among ‘duties and trouble spots, and to

(3) reduce the costs of producing police services (National Advisory
Commission for Criminal Justice Standards and Goals, 1973, 258- -
261). Data from the Police Services Study provide an empirical
basis to begin assessing some of the underlying assumptions.

Nationwide Patterns

Polive agencies hire a moderate percentage of civilians and assign
them largely to clerical duties with the exception of dispatching (and
detention for county sheriffs). A typical local police department in
the middle-sized SMSAs of America employs civilians as approximately
16 percent of all full-time persomnel, In the typical local police
agency, eight civilians are hired for every 40 sworn officers., Three to
four civilians (43 percent) would perform dispatching duties, and three
(38 percent) would provide clerical help in administrative and support
units. The other one or two persons are most likely to perform clerical
duties in the patrol division (three percent of all civilians),
traffic division (another three percent), or detention division (another
three percent).

These civilians do not comprise a large percentage of the total

personnel assigned to any given police duty, with the exception of dis-

patching (and detention for county sheriffs). In a typical local agency
54 percent of the dispatching employees is civilian., Thirty-three
percent of the personnel assigned to administrative and support units is
civilian, The other units employ smaller proportions of civilians:

12 percent in detention, five percent in traffic, five percent in lab
work, three percent in training and juveniie work, two percent in the

investigation division, and less than one percent in patrol,
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Table 8,1 Use of Civilian Manpower by Different Types of Police Agencies
(A1l Agencies that Patrol)

"

Manpower Practices in

Type of Police Agency

the Police Agency Municipal New EngJ ER?%‘ Gpuntye | Mili. . %8}%856
29ta1 Nos. of Agencies 768 82 86 92 48 106
Avg, # Full-Time P,O. 40.6 22.0 3.3 86.1 94.8

AV, # Pull-Time Cvls. 8.2 2.0 | .5 |31.6 |a0.5

Avg. Ratio F.T. Cvls/P.O.

Avg. % of Ptl, are Cvls. 8% 1%. 0 .6% 14%

Avg. % of Trf., are Cvls. 7% .1% 0 0 15%

Avg. % of Invest, are Cvls. 2% 4% 0 3% 15%

Avg. % of Juvenile are Cvls. 3% 2% 0 6% 5%

Avg, % of Dispatch are Cvls, 59% 24% 36% 46% 5 10%

Avg. of Detent. are Cvls., 15% 0 0 34% 13%

Avg. of Trng. are Cvls, 4% ‘0 0 2% 11%

Avg. % of Lab are Cvls. 6% 0 0 11% 0

Avg, % of Other are Cvls. 37% 14% 19% 38% 44%

Avg. % of Ptl on duty: AM 28% 25% 0% 25% 14%

Avg. % of étl on duty: PM 35% 31%  56% 32% 17%




Téble 8,2 Use of Civilian Manpower by Police Agencies in Different Regions

of the Country (Local and County Agencies that Patrol)

Region of the Country

Manpower Practices in South~ Mountain-
the Police Agency Northeast Midwest Southwest West
Total Nos. of Agencies 316 268 325 132
hAvg. # Full-Time P.O, 31.5 27.0 51.6 59.4
| Avg. # Full-Time Cvls. 4.1 5.1 13.6 18.3
Avg. Ratdo F.T, Cvls/P.O,
Avg, % of Ptl are Cvls 4% 1% 8% 9%
Avg. % of Trf, are Cvls 4% 9% 3% 4%
Avg. % of Invest, are Cvls 1% 1% 2% 3%
Avg. % of Juvenile are Cvls 3% 8% 3% 3%
Avg. % of Dispatch are Cvls 30% 51% 63% 76%
Avg. % of Detent. are Cvls, 6% 10% 24% 31%
Avg. % of Trng are Cvls, 8% 2% 5% 4%
Avg. % of Lab are Cvls, 2% 2% 6% 16%
Avg, % of Other are Cvls. 40% 33% 40% 40%
Avg. % of Ptl on duty: AM 29% 28% 30% 23%
% of Ptl on duty: PM 36% 37% 34% 32%

Avg.
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Expected variations from this nationwide pattern occuxr among
different types of police agenciss (Table 8.1), County sheriffs hire
37 civilians for every 100 sworn officers in comparison with 20
civilians in municipal departments, 15 civilians in township departments,
and 9 civilians in New England type towns. Civilians are concentrated
in dispatching and detention in sheriff's departments and constitute a
: substantial percentage (46 percent and 34 percent, respectively) of
the personnel in these units, | | |

| The ﬁ#ﬁic bﬁtiern of civiliah émployment does not vary much among
agencies in different regions of the country(Table 8.2),different
sized SMSAs, or in SMSAs of differing population densities, The
substantial variation among regions for (1) the ratio of civilians to
sworn officers and (2) the percentage of civilians that are assigned to
dispatching, detention, and lab duties probably reflects differences in
agency size among regions, as well as the more prominant role of the
county sheriff in the South and West,

Civilian Employment in Different Sized Agencies

Comparisons of different sized police agencies reveal the most dra-
matic differences in the utilization of civilians (Table 8,3). In

smaller agencies (less than 10 officers), civilians are rarely employed.

 When these departments hire civilians, they assign them primarily to
dispatching and the clerical work neceésary for administering the depart-
ment (e.g., record keeping, correspondence, expenditures, and police
statistics),

As discussed in the preceeding section, larger agencies (mofe than

50 sworn officers) assign a larger percentage of their police officers
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(Local and County Agencies that Patrol)

Use of Civilian Manpower in Different Sized Police Agencies

Manpower Practices in

Number of Full-Time Sworn Police Officers

the Police Agency All P,T. }1 - 4 }J5 -~ 10 j11 - 20|21 - 50 {51 - 150 { Over 150
Total Nos. of Agencies 71 245 218 136 148 101 63
é%g. # Full-Time P.O. 0 2.2. 7.0 15.5 31.4 91.5 339,2
Avg, i Full-Time Cvls. 0 2 1.5 3.2 5.5 19,1 84.6
Avg. Ratio F.T. Cvls/P.O.

Avg. % of Ptl, are Cvls, 0 1% 1% .3% .3% .8% 2%
Avg. % of Trf. are [vls, 0 0 2% 9% 2% 11% 10%
Avg., % of Invest. are Cvls, 0 0 .2% 0 .8% 5% 7%
Avg, % of Juvenile are Cvls, 0 0 0 0 6% 5% 8%
Avg. % of Dispatch are Cvls, 0 27% 69% 56% 37% 56% 52%
Avg. % of Detent. are Cvls. 0 0 1% 15% 21% 23% Si%
Avg. % df Trng. are Cvls. 0 0 0 0 1% 3% 13%
Avg, % of Lab are Cvls. 0 0 0 0 1% 12% 34%
Avg. % of Other are Cvls. 0 12% 21% 25% 40% 59% 44%
Avg. % of Ptl, on duty: AM n.a. n.a, | 24% 24% 22% 18% 19%
Avg. % of Ptl. on duty: PM n.a. n.a. | 30% 31% 27% 24% 22%
Nea, - MmERls not applicable .
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to specialized duties on & full-time basis (Table 7,3). Their

utilization of police officers is more specialized. In these larger

agencies with greater specialization, civilians constitute a larger
percentage of the total manpower in each division and unit (Table 8.3).
Civilians are most heavily employed to perform auxiliary And support
services, In the largest agencies (more than 150 offigers); civilians
constitute 52 percent of the dispatchinglunit, 34 percent of crime
laboratory employees, 31 percent. of the detention'division! and 44 percent
of the other administrative and support unit;‘ 'ﬁuch smaliéfugggpentages"b
of tivilians are assigned to the divisions that perform direct poiiCe
services, The typical traffic unit in a large agency eﬁpldys 16 percent
civilians; the juvenile unit uses eight perceﬁt civilians; inﬁéstigation
division hires seveﬁ percent civilians; and the typical patrol divisi&n

will use civilians as two percent of its manpower., With a few minor
5‘exceptions (e.g., meter maid and counselors), the civilians in these units
and divisions are assigned to clerical positions,

Effects on Operations

These data indicate that the large, nore sﬁecialized agencies employ
civiiians for a large proportion of the police work that does not require
arrest powers, But contrary to the ass&mptions of study commissions,
this manpower practice may not increase patrol deployment, assignment
flexibility, or reduce policing costs.

In the larger agencies with higher civilian employment,a smaller
percentage of the patrol force is actually on the heat at 10:00 AM and
10:00PM than in the smaller agernicies with fewer civilians (Table 8.3).
Assignment flexibility does not appear to increase with the ihcreased

employment of civilians., The differences in the percentages of the

1
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patrol force on the beat during the peak patrol and at 10:00 AM is
smaller for the larger agencies with more civilians (Table 8.4, to be
completed), When other relevant factors are éontrolled, the total
szlary expenditures of agencies with a higher percentage of civilians
does not markedly diminish (Table 8.5, to be completed),

Implications for Manpower Policy

These findings, which appear to contradict the assumptions of the
National Advisory Commission, need further investigation., The following
explanationé seem to be most promising. .In large agencies with greatef
specialization, duty assignment and costs are largely fixed by bargain-
ing contracts and civil service and/or POST regulations,

But if these factors overridé the effects of civilianiiation in
large, specialized agencies, the Commission's recommendations stand as
empty principles, The existing administrative dynamics, which the
Commission temporarily ignored, will tend to cancel any beneficial
effects that implementation of the principles might yield., This line of
reasoning indicates that solutions reside in institutional modification
based on careful researéh, rather than manpower changes based on
principles.

IX, Manpower Practices: Part-Time and Reserve Officers

In light of the emerging constraints on police expenditures and the
resulting shortages of officers, the National Advisory Commission
recommends increased use of part-time and reserve officers. (National
Advisory Commission on Criminal Justice Standards and Goals, 1973, 263).

These officers constitute a "bench strength" for police departmen?s.
They can be used to increase a department's peak load capacity.

Departments can assign part-time and reserve officers to routine duties
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and shift more experienced ‘officers to trouble spots. During a large~
scale disorder, disaster, or emergency, these officers provide back-up
capacity, Employment of part-time and reserve officers can also reduce
expenditures for overtime, Effective use of part-time and reserve
officers can substantially increase the overall flexibility of manpower
-policies.,

Patterns Across the Nation

The Police Services Study provides an empirical basis to assess the
current use of part-time and reserve officers in the policg industry.
This enhances our capacity to project the probable consequences of
refo;ms to change these manpower practices,

Comparison of different types of agencies (Table 9.1) reveal interest-
ing differences in manpower practices, Small township departments rely
heavily on part~time officers, while sheriffs and municipal departments
use them spariﬁglf. In township departments, part-time officers put in
26 hours for every 100 regular hours by full-time officers.

County sheriffs use reserve officers most extensively. A typical
sheriff's department hires 32 officers and employs them 22 hours per
month, on an average., Due to the large size of the full-time force,
the reserves contribute only five percent of the total hours loggéd by
full-time officers., But in large departments this adds up to a sub-
stantial amount of overtime compensation.

A recruitment practice found in many sheriff's departments may
account for the relative heavy use of part-time officers, A
condition of employment -~both full-time and part-time--is service as
a reserve officer., The civil service rating procedures that regulate
recruitment in the larger municipal and local departments effectively

&

exclude this practice, Small municipal and township departments of
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-TABLE' 9.1 Use of Part-Time and Reserve Officers in Different Types of Police Agencies

Manpower Practices of

Type of Police Agency

N.E. Co, | State | Mili. [College
the Police Agency Muni. Town | Twp Pheriffi po1ice] PolicqPolice (Special
Total No. of Agencies 768 82 86 92 48 48 106
Avg. No, Full-Time Officers 40.6 | 22.0 | 3.3 | 86.1 | 48,0 | 94.8
Total Hrs/Day by F.T. Offcrs 324 176 26 688 384 758
Avg. No, Part-Time Officers 2.4 8.4 | 2.2 2.6 | 1.6 | 0
Avg. Hrs/Mo. by P.T. Offers 43.5 40.2 | 60.9 45.3 0 n.a.

Total Hrs/Day by P,T. Offcrs 5.2 16.9 6.7 5.9 0 n.a.
Ratio P.T. Hrs/F.T. Hrs 2% 10% 26% 1% n.a. | n.a.
Avg. No. Reserve Officers 6.7 7.7 1.8 32,7 0 0

Avg. Hrs/Mo., by Resrv Offcrs 18.6 15.4| 11.4 21.6 | n.a. | n.a.
Total Hrs/Day by Resrv 0Offc 6.2 5.9 1.0 35.3| n.a. | n.a.
Ratio Resrv Hrs/F,T. Hrs 2% 3% 4% 5% n.a. | n.a.
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Ohio, Pennsylvania, and New York have developed a similar personnel
practice. Many of these departments use the reserve assignment to
train and -evaluate the applicants for part-time positions. The new
POST regulatidns in Pennsylvania--480 hours of training for both
full-time and part-time officers--is likely to reduce this practice,

Comparisons of the different regions reveal that agencies of the
Midwest rely most heavily on part-time officers for manpower (Table 9,2).
In these departmints part-time personnel work 25 hours for every
100 regular hours that are logged by full-time officers. Although
police agencies in the South and West do not use part-time officers
very extensively, they are the heaviest users of reserve officers,
On an average the reserve officers will log a total of 8.9 hours a
day for agencies in the South and 8.2 hours a day for departments in
the West.,

Practices in Departments of Different Sizes

Comparisons of different sized agencies reveal a consistent
pattern (Table 9.,3). Smaller agencies rely heavily on part-time officers,
but use reserve officers no more than average. For departments with one
to four full-time officers, part-time personnel contribute 29 percent of
the total man hours. Reserves contribute another eight percent.
Although the larger agencies (more than 150 officers) rarely use part-
time officers, they tend to maintain large reszrve forces --an
average of 47 men--that log a substantial number of hours per day. The
average is 38.6 hours, But due to the large number of full-time officers,\\\
the total contribution is a small percentage of the total man hours--
only one percent,

Implications for Policy

The National Advisory Commission recommended that police departments




TABLE 9.2 ° Use of Part-Time and Reserve Officers in Different Regions of the Country

Manpower Practices of

Regions of the Country

Ratio Resrv Hrs/F,T. Hrs

the Police Agency NortﬁeaSt Midwest ggﬁ::w;st gggztain -
' Total No. of Agehcies 316 268 325 132
,Avg. No, Full-Time Officers 31.5 27.0 51.6 59.4
Total Hrs/Day by F.T. Offcrs 252 216 413 475
Avg. No. Part-Time Officers 6:4 2.5 .7 .5
Avg. Hrs/Mo, by P.T. Offcrs | . 46.7 53.9 38.9 33.0
.Total Hrs/Day by P.T. Offers 4.9 | 6.7 1 1.36 .8
Ratio P.T. Hrs/F.T. Hrs 65 25% . 0% 0%
Avg. No. Reserve Officers 6.8 o 7.1 '9.0' ) 15.6
Avglers/Mo. by kesrv Offcrs 12,6 13.5 '19.8 23.3
Total Hrs/Day by Resrv Offc 4.3 4.8 8.9 18.2
2% | 2% 2% 4%

‘%




TABLE .9,3 Use of Part-Time and Reserve Officers in Different Sized Police Agencies
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Manpover Practices of

_Numﬁer of Full-Time Sworn Police Officers

3

1-4

Ratio Reszv Hrs/F.T. Hrs

the Police Agency A1l P,T. 5-10 | 11-20 | 21-50 | 51-150 | 150
Total No. of Agencies 71 | 25 218 136 | 148 |11 |63
Avg. No. Full-Time Officers o | 22 . 7.0 |1s.5 | s1.4 |o1s | 33002
Total Hrs/pay by P.T., Offcrs 0" 18 hfé“ 56 hrs| 124 hrs| 251 732v 2,714

- Avg. No. Part-Time Officers 2.4 | 2.1 1 2.3 2.9 5.8 | 2.5 3.3
Avg. Hrs/Mo. by P.T. Offcrs 54,2 | 50.3 \;‘ 29.3 32.% 19.9 ..m.d. m.d.
Total Hrs/Day by P.T. Offcrs - 6.50}" 5328 ‘F? 5.37. 4.%6 3.78 ﬁ.d; m.d..
Ratio P.T. Hrs/F.T. Hrs n.a 2§$'; 1 6% 4% 2% Sﬁ‘d' m.d.
Avg. No. Reserve Officers 1,5 [ it; 3.4 6.3 10.2 16.7 47.1
Avg. Hrs/Mo. by Resrv focrs ‘12.8 17.0 19.1 18.0 26.5 i}4.2 16.4
Total Hrs/Day by Resrv Offc .96 1;45 3.25 5.67 13.52 f11.86 38:62

| n.a. | 8% 6% 5% 55 | 2% 1%




94

use part-time and reserve officers to establish a peak-load and
back-up capacity for its regulars, The Commission advises that these
men should be given entry level training that covers the full range
of subjects provided for full-time officers.

The findings summarized in the preceeding section raise some
difficult issues, Current manpower practices ia the larger agencies
appear to conform to the commission's recommendations: Part~time and
reserve officers supplement the manpower pool of regulars to increase
peak-load and back-up capacity.

The use of part-time -and reserve officers in smaller agencies
appears substantially different. These officers substitute for rather
than supplement the full-time officers. As a result these departments
are able to maintain a very high proportion (50 percent) of their force
on patrol at any given time (Ostrom, Parks, Whitaker, 1975, Ch.4).
Residents of these jurisdictions enjoy a wmuch higher ratio of
officers on patrol per citizen, Departments with one to four dfficers
maintain .54 officers on patrol per 1000 residents. This figure
compares to .13 officers per 1000 residents for agencies with 51 to
150 officers, These manpower practices allow the smaller municipalities
to maintain relatively large numbers of officers on patrol per resident
with relatively smaller public expenditures.

Implementation of the National Advisory Commission's concepts and
recommendations for part-time and reserve officers among smallexr depart-
ments will alter the manpower practices that facilitate these résults.
Unless the quality and level of service outputs is substantially in-
creased by the policy change, its implementation could reduce productivity,
Much more research is needed to evaluate the consequences of these man-

power reforms on the performance of the police services industry.
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X, Conclusions of the Report

Policy Focus of 'the Research

f Researsh findings have been presented that answer questions about the
pdlicies and practices which govern personnel utilization in the
police service industry:

o What regulatory framework is established by civil service,
mexit, and POST legislatien to govern the recruitment of
new officers?

® What standaxds of educational attainment, residency in the
jurisdiction, and past criminal record are used to screen
applicents for police positions?

® What standards have the states established for entry level
training, and what impact have they had on the training
practices of local agencies?

e What opportunities and incentives exist for the trained
officers of local police departments to get higher education?

o To what extent have police agencies specialized the duty
assignments of their sworn police officers?

e How extensively do police agencies use civilians in different
activities of their police operations?

® What role do part-time and reserve officers play in police
departments?

A primary objective is to place these questions and research
findings in the context of current policy issues. Each section of the
report summarizes the current policy debate over that particular
personriel practice, Where pertinent, the policy recommendations of the
major national commissions are introduced. Then the most salieat
findings of the Police Services Study are summarized,

These findings provide an empirical base (1) to assess the assump-
tions fhat underly thelcommissions' reform proposals and (2) to project -
the potential consequences of implementing the recommendations. Be-

cause data on performance levels were not collected in Phase I,
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definitive conclusions and recommendations ave not presented. Rather,
propositions are developed--from this data and other research on the
police industry--about the probable consequences of the proposed
reforms, A set of these propositions about the consequences of
personnel practices for agency performance will be investigated in
Phase II research,

Synopsis of Findings

Dramatic Changg: The research reveals that individual states and

police agencies are rapidly developing relatively uniform personnel

practices, This is true for different regions of the country, types of
police agencies, and types of urban areas. The extraordinary diversity
that existed in the personnel practices just 12 to 15 years ago is
rapidly diminishing,

The regulations of POST commissions--the majority of which have
been established over the past 10 to 12 years-- are a major source of
these dramatic changes. The standards and goals and other regulations
premulgated by such commissions will soon become criteria by which
LEAA will allocate federal monies. A powerful new leverage point wiil
exist to implement the personnel policies that were summarized in
preceding sections, Current policy trends will accelerate.

Persisting Diversity. Striking differences in personnel practices

do persist in one sector of the police industry: the smaller agencies
in the less urbanized and industrialized portions of America's metro-
politan areas. Applicat;on of the criteria of "professionalization®

to agency personnel practices reveal that the agencies with less than

five to ten full-time officers are consistently "less professional"

than larger departments.
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Merit and civil service standards are less frequently applied to

police hiring in the smaller agencies (Sections II and III). They
maintain lower educational standards and more frequently enforce
residency requirements (Section IV), The percentage of agencies that
require formal recruit training and length of training is smaller
among the smaller police departments (Section V).

Higher education, as a recruitment or promotion standard, has made
few inrocads in the police service, except for the West, But munici-
palities are developing opportunity and incentive programs for their
officers, But these incentive programs for higher education are
substantially less prevalent among small departments (Section VI),

The smaller agencies rarely assign an officer on a full-time basis
to investigation or juvenile work, although officers by their own
inclinations develop part-time specialties (Section VII), When small
agencies maintain their own dispatching unit, a substantial proportion
of sworn manpower is assigned to dispatching-desk duties, This
duty is sometimes reserved for older officers or rotated throughout
the force.

Other than dispatching, the smaller agencies rarely employ
civilians (Section VIII), Part-time bookkeepers, usually a municipal
employee, and school crossing guards are exceptions, A large
proportion of the regular patrol force and the total patrol hours are
logged by part-time and reserve officers in the smaller agencies (Section IX).

Policy Implications of the Research

Findings of the laiger study reveal that police agencies have
developed an extensive division of labor and cooperative working

relations to produce a wide range and mix of specialized services




98

(Ostrom, Parks, Whitaker, '1975)., For this reason, the personnel
practices of the small departments must be evaluated in light of the
working relations they establish in the police industry to produce
services.g

Smaller departments devate 95 te 100 percent of their sworn man-
power to general patrol and related non-criminal calls for assistance,
The larger state, county, and»municipal agencies assign and train up to
50 percent of their sworn officers for specialized duties in traffic,
investigation, juvenile, laboratory, training, and related support
services. The research demonstrates that the small departments
establish working relationships with these large agencies., By means
of these interorganizational relations, small departments mobilize the
expertise thét the unusual policing problems--which periodically occur
in their jurisdictions--require,

This production pattern in the police industry depends upon ths
differentiation of production strategies and input factors among
agencies of different sizes. Manpower is the major production input;
it consumes 90 to 95 percent of all revenues. The proposed reforms of
personnel policies will create new constraints on the availability of
manpower inputs and their employment)in the production of police
services, The proposed reforms will substantially reduce the legal and

financial feasibility of the production strategies that smaller agencies

currently use to produce general pétrol services,

A conscious policy choice that will substantially reduce their
capability to diversify production strategies is no small matter. In
America's middle-sized SMSAs depariments of less than 10 full-time

officers constitute 52 per;ent of all local and county agencies in the
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police industry. They serve nearly 25 percent of all residents in
these metropolitan areas (Ostrom, Parks, Whitaker, 1975, Ch. 2).

Implementation of these reforms should not proceed without evaluation

of their consequences for the production of police services, The
desirability of refoxms depends upon how they modify the expenditures
for inputs relative to the service levels that police agencies are

able to sustain in the modified industry structure., Phase II

research will focus on this question:: How do the relationships between

industry structure and production strategies affect service levels and costs?
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 FOQINOTES

1he information on agency level personnel practices is
based on an enumeration of all police service producers in a sam-
ple of 80 middle-sized SMSAs (Ostrom, Parks, Whitaker, 1975, Chs. 1-2).
The sampling universe was the 200 SMSAs with populations between
50,000 and 1,500,000 as defined for 1970 by the United States Census
Bureau. To insure adequate regional variation, the sample was strat-
ified for the ten regions of the U. S. Government.

In each SMSA, all police agencies that provided either patrol,
or traffic regulation, or criminal investigation (direct producers)
were included. Questionnaires were completed (in person, by phone,
and by mail) for more than 1200 state, county, municipal, and spe-
cialized police agencies that produced direct services in the 80 &
SMSAs. Field work was conducted in the Fall of 1974 and Winter of
1975,

This technical report does not include the data on agencies
that exclusively produce auxiliary police services (viz., crime
laboratory, detention, dispatching, and training). Because of the
relative uniform personnel practices of the state police for the
indicators of this study, they have been omitted in this report.

2These examples and estimates are taken from discussions with
police officials, mayors, finance officers, councilmen, and clerks
in New York, Ohio, and Pennsylvania.

3police officers in the small departments of Chio, New York,
and Pennsylvania frequently mentioned this to the author in the
course of discussions about their jobs.

4This discussion includes the special classes of townships,
such as those of New Jersey and Pennsylvania, that function in all
respects like a city or wrban municipality.

Spolice and municipal officials in townships and towns of
New York and Pennsylvania mentioned these types of memoranda, letters,
and verbal agreements with county and state agencies.

SThis was reported to the author by a number of chiefs and
officers in Pennsylvania.

Tpolice chiefs and officers in the smaller departments fre-
quently mentioned these problem areas during interviews in Ohio,
New York, and Pennsylvania.

8The training program in southern Illinois offers a model of
how such a program can be successfully administered (Sol Zlochower
and James R. Rush, '"Delivery: Deliverance -- New Method of Deliver-
ing Training in Southern Illinois!, Police Chief, August 1974, 35-37).
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9

The basic concepts of structure and performance in a public
service industry are presented in Vincent Ostrom and Elinor Ostrom,
"A Behavor1a1 Approach to the Study of Infergovernmental Relatlons,"

May 1965 137 146; Vlncent Ostrom, "Operatlonal Federallsm
Organlzatlon for the Provision of Public Services in the American
Federal System,' Public Choice, Spring 1969, 1-18; Elinor Ostrom,
Roger B. Parks, and Gordon P. Whitaker, '"Defining and Measuring
Structural Variations in Interorganizational Arrangements," Publius,
Fall, 1974, 87-108; and Phillip M. Gregg, "Units and Levels of
Analysis: A Problem of Policy Analysis in Federal Systems,'"
Publius, Fall 1974, 59-86.
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