g
= 3 £

)
Pho gﬂiom ’

Policingaround the Nation Education,

Philosophy,and Practice
September2017

Christie Gardiner, Ph.D

j :‘k CALIFORNIA STATE UNIVERSITY
L4 FULLERTON
CENTER FOR PUBLIC POLICY POLICE

FOUNDATION



Executive Summary

This report describes the findings of a recent survey of a natiergisesentative sample of
local law enforcement agencies on the role of higher education in policiflie survey was
completed by958 agencies (116 which employ 250 or more officers and 842 which employ fewer
than 250 officers) from every state in the nation. This is the largesihaost comprehensive
non-governmentaktudy ever conducted on the role of higher education in policing on a national
level It is also the firsstudyin forty years to providesubstantialinformation about higher
educationpolicy and practicen smalldepartments

The last national data was collected in 1988 nuch has changed since that time. Policing has
evolved as a profession and officers are held to higher standards than ever before; at least that
is what we believe and what anecdotal evidencggests to be true.The purpose of the study

is two-fold: (1) to gain an accurate, contemporary picture hiher education in policing,
including an understanding of department and environmental factors that may influeigber
education policy & prevatee in law enforcement agencies and (2) to learn about the
prevalence of other special policies, procedures, and resources that are important to the police
function but vary by departmeneand may be correlated withighereducation policy.It aims

to significantly improve our knowledge about police education, philosophy, and practice.

This report does not ask, nor answer, whether officers with a college degrelbetter than

officers without a college degree on any measure. It does not venture igtavéeds of the

higher education debate. What it does is provide us data to begin to understanchigher
educationmight be relevant to the practice of policing. Researchers asked agencies a plethora

of questions about officer education levels, educaticequirements for hiring/promotion,

SRdzOF A2y AyOSyiA@gSaszr yR GNIAYyAy3 a ¢Sttt | &
it practices policing, the politics it operates within, and the mechanisms it has in place to be
accountable toitsjurisi O A 2y Qa OAGAT SYNR o

The study revealed many interesting findilgs A y Of dzZRAy 3 (GKS FI O0G GKI G
educationlevelmakes a big difference in how an agency operatéise philosophy that guides

the agency, the strategies it uses, the progratmsplements, and the policies it adoptBeyond

that, some of the most interesting findings are:

3 Consistent with LEMAS data, the vast majority (81.5%) of surveyed agencies require only a
high school diploma to be hiredA small percent of agencies e recruits to have earned
some college credits (6.6%), &y@ar degree (10.5%), or ayéar degree (1.3%).

3 Agency minimum education requirements are primarily dictated by state standards, as only
13% of agencies choose to deviate and require more educger department policy than
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is required by state law. Agencies whidwe collective bargaining are the most likely to
require higher education standards than state law.

3 A college degree is generally not required to become a police officer, howewan ibe
highly important for promotion, especially at the rank of Lieutenarif ([@vel supervisor)
YR 620Sa® l 3SyOASa tSR o6& | /9h gAGK | YI
require higher levels of education to promote, as are agenciesriaio states (for example
California and Massachusetts).

3 Only 13.3% of agencies surveyed have considered requiring gydaurdegree for new
recruits. Agencies headed by a colleggkicated CEO are the most likely to have considered
increasing minimum agtation standards to a fowyear degree. Many agencies do not
think a fouryear college degree is necessary to hire high quality candidates and are
concerned about being able to afford higher salaries to recruit colafyeated officers.
Another major cancern is that requiring a fowyear degree would shrink the available
applicantpoolto the point that agencies could not hire.

3 Almost every U.S. law enforcement officer (93.8%) has easy access to a brick and mortar
institution that awards a tweyear degre and 83.1% have easy access to an institution that
awards fouryear degrees.

3 There is little consensus about whiglerceivedadvantages of hiring collegeducated
officers areactualbenefits of hiring collegeducated officers The two perceived benedit
that a majority of respondents agreed are actual benefits are that cokelyeated officers
are better report writers (61.6%) and better able to use modern technology (46.1%).
Respondent perceptions of collegelucated officers was highly and signifidg correlated
with CEO education level.

3 More than half (55.8%) of agencies provide at least one incentive to officers to pursue
higher education. This percentage, however, is highly variable across the 50 states. Larger
agencies, municipal agencies, fisothathavecollective bargaining, and those headed by a
CEO with a graduate degree are the most likely to offer incentives to pursue higher
education. The most popular incentives are tuition assistance/reimbursement (38.6%) and
educational pay incentive(33.7%).

o Almost threequarters (73.5%) of agencies pay officers an extr& ¥%% for having
I o6 OKSf 2NNRa RS3INBSO a 2 &219% moredor@faur | A3 Sy O,
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minimum).

3 Of those agencies that offer tuition reimbursement, 35.6er it to officers upon hire,
10.8% require officers pass their training period, 39.2% require officers pass their
probationary period, and 13.8% require officers to be employed for a cepiod of time
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(usually a year). Alsaq, 0 @02 2F | A3SyOASa oAttt NBAYOdzNES
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(95.8%) reimburse officers for cof-pocket expenses. Most agencies (81.6%) require
officers to show passing grades in order to be reimbursed and many agencies stated that
the amount reimbursed is partially (or wholly) determined by the grimeofficer earned
in the course.

3 The annual tuition cap for most agencies is between $1,000 and $5,000 annually, however
many agencies stated that the benefit is budget dependent and/or that there is a single pot
of money that is made available annudiy all employees who are eligible and submit a
claim until the funds are depleted.

3 Slightly more than half (51.8%) of sworn officers in the United States have at least a two
year degree, 30.2% have at least a fgaar degree, and 5.4% have a graduatgrde. This
varies considerably by state, region, agency size, CEO education level, union presence, and
department type.

3 C2NJ SEIFYLX ST omdc: 2F 2FFAOSNB SYLX 28SR o6&
higher compared to 21.1% of officers empldyl®y county agencies.

3 Small and medium sized agencies serving populations less than 100,000 have a higher
proportion of officers with tweyear degrees and larger agencies serving populations over
100,000 have a higher proportion of officers with feqgar degrees.

3 Agencies whiclhavecollective bargaining have significantly higher percentages of officers
with two-year and foutyear degrees.

3 Agencies headed by a CEO with a graduate degree employ a significantly higher percentage
of officers with at leat a fouryear degree (43.7%) compared to agencies headed by a CEO
with a fouryear degree (32.9%), a tweear degree (13.8%), or a high school diploma
(18.1%).

3 The states with the greatest percent of officers with fg@ar degrees or higher are:
Massachsetts (49.0%), New Jersey (46.1%), Minnesota (42.0%), and California (39.5%).
al dal OKdzaSida FyR bSg WSNERSE faz2 KIF@S (KS |
degree or higher (14.6% and 13.6% respectively).

3 Today,17.1% of CEOs (chiefs and stigyihave a high school diploma, 19.0% have a two
year degree, 28.7% have afearSF NJ RSINB ST onHodm: KIFGS | Yl aid:
a doctorate or other teminal degree (for example, J)D

o Currently,72.5% of CEOs with a high school diploma legehees which serve
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50.2% of CEOs with a feyear degree, and 63.9% of CEOs with a-ywar degree
lead agenies which serv@opulatiorsless than 10,000.

o Agencies whiclhavecollective bargaining are more likely to be led by a CEO with a
YIFaidSNRa RSAINBS 2N KAIKSNI 0nHdd: @da Hc Pp
20.8%).

o Agencies in the Northeast employ a significantly higher percentage of CEOs with a
YI &G S NI a highé eI vs 35.1% average) and agencies in the Midwest
employ a significantly lower percentage (25.1%).

o Almost every agency (96.7%) has a required field training program for new recruits.
I LILWINREAYLFGSf & KIfF o6ny dwm: aining progrardsSaeOA S4 Q
between 11 and 16 weeks but they vary from less than 2 weeks to more than 26
weeks. Almost all (93.9%) agencies which hire lateral officers, have a (usually
mandatory) field training program for them.

3 Officers were most likely to reces additional traininglbeyond state requirementsyn
handling mental health crisis situans. Almost half of agencies (45.3%) providextra
training on the topic to all or almost all of their patrol officensd another 25.5% provided
additional trainirg to a small perceiaigeof officers.

3 Approximately onehird of agencies provided additional training to all or nearly all of their
patrol officers on procedural justice principals (35.0%), community policing (36.2%), and
implicit bias (37.1%).

3 Less tharone-quarter of agencies provided additional training to most or all of their patrol
officers on handling nowiolent protests/civil disobedience (22.3%) and problem oriented
policing/problem solving (19.6%).

3 Officers were least likely to have receivedddobnal training on intelligencéed or
evidencebased policing (mapping, hotspots, etc.). Only 10.9% of agencies provided
additional training on the topic to all or almost all of their patrol officers while 31.2%
provided no additional training on the pic to any officers.

3 Almost every respondent agency (99.5%) said they practice community policing, at least to
some degree. Almost 85% of agencies expect patrol officers to routinely engage in problem
solving, 75.5% work with other public and privateigas when problem solving and include
COP in the job description of patrol officer. Moreover, 59.1% of agencies give special
recognition to officers for especially good community police work, 58.8% have
neighborhood watch, 50.3% utilize crime analysisdentify crime trends and/or predict
patterns, 50.5% include COP criteria in employee performance measures, 49.7% hold
regularly scheduled meetings between police and community members, 44.0%. use
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alternatives to motor patrol to increase positive contadgtwmembers of the community,
YR nodp: AYO2NLIR2NIGS aRSRAOFGSR LINRBofSY &2

3 In terms of popular policing strategies, almost every respondent (91.5%) stated that their
agency uses direct patrol, 61.7% uses hot spots ipglicc5.8% uses situational crime
prevention, 39.4% uses foot patrol, 36.3% uses a trespass affidavit program, 30.4% uses
crime prevention through environmental design (CPTED), and 27.8% uses heavy
enforcement of misdemeanors/summonses in targeted arédse least popular strategies
are civil gang injunctions (6.2%), exclusion orders (9.6%), and heavy use of pedestrian stops
in targeted areas (10.4%).

3 Most agencies now have a department website (87.6%) as well as use social media (87.9%)
to communicae with the public. By far, the most popular social medigpe is
Facebook/Google+ which is used by 81.6% of agencies. The next most popular is Twitter,
which is used by 37.8% of agencies.

3 Forty percent of agencies nationwide have a mental health crisporese team, 55% of
which include a mental health professional. About a third (30.9%) of these dedicated teams
are on duty 24/7. Of the 59.9% of agencies which do not have a specialized teathjrtygo
(68.9%) have trained all patrol officers and 17.4%eh@ained some officers in handling
mental health crises.

3 Larger agencies are significantly more likely than smaller agencies to have a
specialized mental health response team. Thoearters {73.0%) of agencies
serving populations greater that 100,000s@ special team, in comparison to 45.0%
of agencies serving 25,08®9,999 and 29.9% of agencies serving less than 25,000.

3 There is also a significant linear association with CEO education level as well, with
agencies headed by a CEO with a graduate degne most likely to have a
specialized mental health response team.

3 About threequarters of county agencies (75.6%) and agencies in the West (71.4%)
are fortunate enough to have a mental health professional on their team, in
comparison to 50.5% of muni@pagencies and 48.8% of agencies in other regions.

o Just one in ten agencies (10.4%) has specially trained officers to work with individuals
experiencing homelessness. Tinirds (68.7%) of these agencies have a team of officers
and onethird (31.3%) haa single homeless liaison officer.

o Whether an agency has specially trained officers is highly dependent on whether
their community has a problem with homelessness, 45 3% of agencies which
OFrGS3I2NRT S K2YStSaaySaa | | d@fm:brgiaNJ LINE ¢
O2YLI NRhazy G2 vy ow: 2'-F aéy() gKAOK Ol
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o0 Whether an agency has any homeless liaison officers is also linked to (a) population
size (the leger the population, the larger the percentage of agencies which has a
homeless outreach officer/team), (b) where the agency is located (highest percent
in the West and Southeast, lowest in the Midwest), and (c) CEO education level
(16.2% of agencies headldy a CEO with a graduate degree compared to 4.3% of
CEOs with a high school diploma).

3 A small percerdge of agencies reported experiencing external pressure to generate
revenue and/or report low crime statistics. The greatest external pressure is omciagen
generate revenue by issuing fines/citations, 16.8% of agencies reported experiencing at
least a small amount of pressure in this category. Small municipal agencies were the most
likely to report feeling external pressure to generate revenue throfiigbs/citations. e
agencies that reported any pressure to generate revenue through asset forfeiture were
significantly more likely to be large agenciEsw agencies reported any external pressure
(11.9%) or internal pressure (10.6%) to report low erstatistics. Whether an agency uses
a Compstalike system did not have a statistically significant effect on whether they
described any external pressure to report low crime.

3 Most agencies (56.5%) use an early intervention system to identify officdrpatential
for misconduct. Larger agencies and those headed by a CEO with a graduate degree are the
most likely to use an early intervention system.

3 Almost one in every seven agencies nationwide (13.5%) has a citizen oversight committee
or civilian reviev board. While city and county agencies are equally likely to have a
mechanism for citizen oversight, larger agencies are much more likely than smaller agencies
to have this accountability mechanism
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Introduction

Policing at the dawn of the 80century was not the highly skilled and specialized profession

it is today. In fact, many citizens did not trust or respect the police because officers lacked
training and there was a pervasive culture of corruption witlaw enforcement. As one of

the main reformers of the time, August Vollm@hief of BerkeleyCAPolice Department from
Mmpnp G2 wMdpoH YR a7 dirén§\WNbel@ved thagvielb edicatddlafdA OA y 3 €
trained police officers were the key to a mgefessional and respected police force. He and

other reformers worked tirelessly toward this goal and Vollmer personally helped establish
three separate police programs at different colleges throughout the;UnSluding a law
enforcement training progtm at UC Berkeley in 1916, a criminology program at University of
Chicago, and the first twgear college police program that led to an A.A. degree in Police
Training at San Jose State University (formerly State Teachers College at San Jose) in 1930
(Gardner and Hickman, 2017; San Jose State University, 2005; Vila and Morris, 1999). The
WickershamCommissionappointed by President Hoover between 1929 and 1931 to examine

law enforcement practices, agreed that the selection, education, and training oéisfficas

crucial to improving the practice of policing and made recommendatioslt@ncesach.

Although officer selection and training programs improved, there was minimal movement on

the education front. Fasforward about thirtyfive years and the incesing crime rate and

urban riots of the 1960s pushed the education issue to the foreftBoberg and Bonn, 2004).

CtKS tNBaARSyduQa /2YYAaarzy 2y [g 9y F2NOSYSyYy
advocated for collegeducated officers as a solutidn the growing crisis of confidence in

policing and in response, Congress passed the Omnibus Crime Control and Safe Streets Act
(OCCSSA) of 19émich aeated the Law Enforcement Assistance Administration ().BA&

provided federal funding for educatioresearch, and equipment. This led to a large increase

in the number of colleges offering police science omaral justice degree programs.

Regrettably some of the programs were netgorous extensions of police academy
curriculumwhich hindered attempts to increase education standards for enteyel officers

(Roberg & Bonn, 2004; Sherman & the National Advisory Commission on Higher Education for

Police Officersl978. While poor quality instruction is no longer a pervasive issue, research

on policeeducation has yet to produce the clear, unequivocal results that many U.S. police

leaders desire in order to change policy. Still, the value of a cedlegese for officers holds

much appeal; especially in light of the varied and complex tasks thagtéa LJ2f A OS 2F FA O
expected to perform (tasks that were not expected of officers thirty years ago).
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The Difference of a Degree

wSaSIkNOK SGARSYyOS 2y (KS @IFftdzS 2F | ol OKSf 2NID
some studies find positivednefits but other studies find no correlation. On the whole, more

research indicates positive effects than no correlation or negative consequences. Even though

they typically receive higher salaries, research suggests that catigmted officers (thse

GAGK | o0l OKSt 2NNa RS3INBS 2N KA IKSatdordidgitadS RS LI
research,collegeeducated officers take fewer sick days, have fewetthmijob injuries and

accidents, and have fewer individual liability cases filed agaimsht(Carter & Sapp, 1989;

Cascio, 1977; Cohen & Chaiken, 1972). They also may be better employees; rfgsdmthht
collegeeducated officers are better report writers, more innovative, more reliable, more
committed to the agency, more likely to take t@adership roles within the department, and

more likely to be promoted than officers without a college degree (Carlan & Lewis, 2009; Cohen

& Chaiken, 1972; Krimmel, 1996; Trojanowicz & Nicholson, 1976; Whetstone, 2000; Worden,

1990). If degree holdingfiders are truly better report writers, that could translate into better
investigations, higher court case filings, fewer evidentiary constitutional challenges, fewer false
confessions or wrongful convictions, and/or more successful prosecutions.

Researcthas also found that collegeducated officers have fewer complaints and disciplinary
actions against them, use force less oftand when they doiseforce they usdower levels of

force than officers without a college degree (Chapman, 2012; Cohen & @hdiR&2; Fyfe,
1988; Kappeler et al., 1992; Lersch & Kunzman, 2001; Manis, Archbold, & Hassell, 2008; Roberg
& Bonn, 2004; Rydberg & Terrill, 2010; Wilson, 1999). These particular benefits may be
especially valuable for agencies which sepaor, majority-minority communities where
policecommunity relations are more likely to be straingbdan wealthy, homogenous
communities Some research also suggests that colledacated officers may be less resistant

to change and more likely to embrace new methodspoficing (Roberg and Bonn, 2004)
characteristics which might be particularly valuable in agencies committed to newer and more
innovative policing strategies, such as community policing, problem solving, intelligzhce
policing, democratic policing armmtocedural justice principles.

On the flip side, Paoline and colleagues (2015) found that celldgeated patrol officers may

be less satisfieavith their jobs, hold less favorable views toward management, and be less
publicservice oriented than their necollege educated peers. They hypothesize that these
views may be a function of their sample, as the patrol officers with the most education held
greater promotional aspirations and expectations than their less educated peers (Gau et al.,
2013) yet were fathe bottom of the organizational hierarchy (Paoline et al., 2015). It is
possible, they suggest, that tliesurvey tapped into the frustrations of educated officers being
passed over for promotion.
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Prevalence of Degree Holders

Despite our knowledge aut the benefits of college educated law enforcement officers and
the increasing focus on intelligen¢ed policing and problem solving, few departments require

a college degree and there is little information about how many officers actually hole/é&aur
degrees.In 1960, the percent of degree holders in the U.S. general population (8%) was nearly
triple the percent of officers with a college diploma (3Rydberg & Terrill, 2010; U.S. Census,
2006). The proportion of police officers with a college deg (8.9%) continued to trail behind

the general population (13.3%) in 197t the degree of difference shrank by almost half
(Rydberg & Terrill, 2010; U.S. Census, 19B4).1988, 22.6% of sworn officers in the nation
were college graduates and for tHest time, the percentage of officers with degrees was
higher than the general population, which was at 20.3% (Carter & Sapp, 1990; U.S. Census,
1989).

More recently, a few researchers have reported the education status of survey respondents in
their studies of sworn officers. Although none of these findings are generalizable to the entire
United States, they are informative and reveal two things about the state of education in
policing: (1) the percentage of collegeucated officers is increasingnd (2) there is great
variability between departments (Gardiner, 2015Recent research suggests the percent of
collegeeducated officers ranges from 11.6% to 65.R%4he study agencieand varies by
factorsthat could include size of agency, locatiand type of jurisdiction, demographics of
population served, starting salary, and minimum education requirements to get hired and/or
promoted (Gardiner, 2015Gardiner and Hickman, 201Rilal & Densley, 20)30n average,

it appears that between 25% adb% of officersroundthe nation have a collegdegree.

Minimum Education Requirements

According to the latest Law Enforcement Management and Administrative Statistics Survey
6[9a! {0 RIGlIET y2 AKSNAFFTAQ RSLIJI NieYrtetdbtatest y R 2y f
require a fouryear college degree for employment as a police officeost of these serve a

population between 250,000 and 999,9@urch, 2012; Reaves, 201%ully 82% of police and

yd: 2F AKSNATFaAQ | ISy drk &hkigh scbblBiglama (prie§uivafent)i A 2 Yy 2
LEMASdata tell us that larger agencies often have more stringent education qualification
requirements than do smaller agencies. For example, 36% of police departments and 22% of
AKSNATFaQ RS Laapbpy&ighisize olilf0B0{D00 Dr3edd require at least some

college (Burch, 2012; Reaves, 2015). While a college degree is usually not required to become

a police officer, it i®ften required to promote through the ranks. A recent study of California

law enforcement agencies found that merely etierd of agencies would promote an officer

with only a high school diploma to sergeant and most agencies in the study required-a four

year degree to promote to lieutenant (Gardiner, 2015).
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Current Study

The current atdy surveyed aationallyrepresentativesample of local (municipal and county)
law enforcement agencies the United Statesabout the education levels of sworn officers in
the agency and the education incentives available to trewell as agency levilctors that
may be associated with hiring educated officers

An annuallyupdated,comprehensivdist oflocal law enforcement agenciesspurchased from
the National Public Safety Information Bureau (NPSIB) to create the sampling Tia@oeiginal

list provided by NPSIBcontained 12,147 municpal law enforeement agenciesand 3,096
countya K S Nikp&rimehts for atotal of 15,244agenciesOfthese,11,358(74.5%)contained

emal addresse% Thenumber of officersin eachdepartment wasprovidedfor 11,074 (97.5%)
of the 11358 casesForthe remaining311departments, the number of officerswas imputed

based on other availabledata, includingjurisdiction population size, depatment type, and

region.

All 491 agencieswith (or estimated to have)250or more officerswere retainedin the list and
invited to participate in thestudy. The remainingl0,867 departmentswith (or estimatd to
have)fewerthan 2500fficerswere stratified by agency size and regtben4,409agencies were
randomlyselectedto participate bringingthe total numberof agencies in the frami 4,900.

Theserecordswere uploaded to the Qualtricsserver.An advancenotification emailwas sent
out to all agenciei the frame. Thisnotification email informed potentialrespondents of the
needfor andpurposeof the survey the level of involvement béng requesed, andthat the data
they provided would be kept completely confidenial. One week later, an invitation email
containingsimilar informationto the notificationemail anda directlink to the web surveywas
sentout. Oncethe survey linkwas clicked, the respondenti Q a il &ldfésswas automaicaly
enteredinto the database,and the respondent wasakento the first page of the survey.The
survey was initially sent to a subst of 500 randomlyselecteddepartments.When it was
determined that the survey vas functioning properly, and all data were being recorded as
planned, the surveywassentto the remaining departmentsin the samplingrame.

Throughait the courseof datacollection, reminderemails (whch alsocontaired the link to the
survey), weresentout to thoseagenciesn the samplingframe for whicha represenétive had
not yet completed thesurvey.The length and phrasingof the reminder emailswere modified
dightly in eachsubseqent versionin an attempt to maximzetheir effect. In addition to the
reminder emails,two rounds ofreminder callswere madeto all agengeswith 250 or more

1 Some primary state agencies were also invited to participate in the research but only 10 completed the survey. For
this reason state agency data were removed and are not included in the sampling frame for thisoregoaatysis.

2 Initially, efforts were madeto obtain emailaddressegor those 3,886 agendesthat did not havethisinformation
throughinternet searcheswhenthis method did not yieldmanyvalidemails these effortswereabandoned.
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officersthat had not completed the surveyandto one quarter (selectedat randam) of those
agencieswvith fewer than 250 officersthat had not completed the survey

In total, 958 agencieqout of 4,900)completed the survey, for a responsate of 19.6%.As

would be expected,asponserate variedby regionand washighestfor those agendes located

in the West (274% n=242), likely becauseof the close proximity of these departments to

0KS f SI R NBa St N&EsK\Eestidithosizsgand&iNEerSwid (16.7% n=154).

The response rates for th&Southeast, Midwest, and Nibreast were 17.9%n=182) 18.1%
(n=236) and 18.6%n=144)respectively. Likewise, esponse rate was positively correlated to
agency size, with the largest agencies (more than 250 officers) having the highest response rate
at 41.0%(n=127)and the smallst agencies (10 or fewer officers) having the lowest response
rate (15.4% n=263). Agencies with 11 to 50 offics had a 20% response rat€n=416),
followed by agencies with 51 to 100 offic€?8.24 n=94), and agencies with 101 to 250 officers

(24 8% n=64). It is noteworthy that esponding agencies represemiore than onethird of all
f20Ff LREAOS YR aKSNATTAQ RSLI NEnhSiallacalS Y LI 2 &
agencies employing 16®49 officers, and one out of every 12 agenciepkaying 5099 officers
(Burch, 2016; Reaves, 201B)l 50 states are represented.

In accordance witl.EMAS datathe greatestproportion of agencieswere municipal police
departments (n = 733; 76 5%), followedby nearly2 y' S 1t (R & T ¥8.1%)that were county

a K S Ndkparfnénis/offices.Smaller proportionsvere municipal (n = 14; 1.4%)and county (n
=4;0.4%) public safetydepartments,while nine(0.9%) were county policedepartments Sixteen
were other typesof departments (12 of which were stateagencies that were removed for this
report). The sizes of population served by the departments in the survey saropighly
correspond toCensuglata which show most jurisdictions the United Statesre quite small
(see Table 1).

Table 1: Szes ofPopulations Served byDepartments in theSurveySample

Populaion Siz Count Percent
Under 2,500 145 152%
2,500t0 9,999 280 29.3%
10,000to 24,999 197 206%
25,000to 49,999 109 11.%%
50,000t0 99,999 73 7.6%
100,000to 249,999 70 7.3%
250,000t0 499,99 43 4.5%
500,0000t0 999,999 28 2.%
1,000,0000r more 11 1.2%
Overall 956 100.0%

The survey was extensive and includegliestions pertaining to officer education, 25 questions
about department education requirements and incentives, 12 questiorauglraining, 17
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guestions regarding agency operating philosophy and practices, and 16 questions pertaining to
politics and accountabilityThe web-based surveywas administered by the Social Science
Research Center at Cal State Fullerton using Qualltiegs in the field for 23 weeks in 2016.

As with any study of this nature, the current study is limited by responder knowledge and the
accuracy of data provided by each agency. While the vast majority of agencies appeared to
provide valid data, theraveresomeA y a i yOSa Ay gKAOK LINPOARSR RI
these cases, the person who completed the survey for the agency was contacted for clarification

and the reporting error was fixed or the suspect data were removed from the analgysane

cases, when the survey respondent was unable to be reached, a logical decision was made
NEIFNRAY3I NBY2@Ay3a Ay@FftAR RFEGEF 2N GO2NNBOGAY:

Of the 958 agencies which completed the surd€ycompleted the survey twice. If t@swers

G2 GKS ljdzSadAz2ya YIFIGOKSRI 2yS aO02YLX SGA2yé o
yasgSNB (2 GKS 1jdzSadA2ya RAR y20 YIGOKXI 020F
impossible to determine which set of answers was most accurate (6 agempessenting 12

G 02 YLI S A2y a d48agencies drfvkrédiodywalfefv udsiions about the agency (for
example, type of agency and region) but did not answer any questions related to education or

agency philosophy or practice; these cases weraaeed from the data set. Finally, for the

current report, state agencies were removed from the dataset (12 agencié® .final dataset

for this report includes the responses from 912 agencies.
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Education

Themain purpose of this study t® gain an accuratecontemporary picture of education in
policing, including an understanding of department and environmental factors that may
influence education policy & prevalence in law enforcement agencleward that end, his
section preserg the research findings related to minimum education requirements,
perceptions of collegeducated officers, agenaglated educational incentives, and the
percentage of officers with a college degree. Each of these tg@esmined byagency size
(population servedl region,unionization CEO educatiorgnd type of agency, when relevant.
Data tables of significant correlations are located in AppendieEs A

Minimum Education Requirements

Consistent with LEMAS data, the vast majority (81.5%) of surveyed agencies mdyiae
high school diploma to be hirddee Table 2 A small percentage of agencies requires recruits
to have earned some college credits (6.6%2)yyaar degree (10.5%), odayear degree (1.3%).

Table 2:Minimum Education Requirement of ¢&l Agencies ib).S3

High School  Some 2 year 4 year al 4GS

Diploma College Degree Degree Degree
Entry level Officer 81.%% 6.6% 10.5% 1.3%
Lateral Officer 81.7% 6.7% 10.1 1.5%
Detective 81.%% 7.0% 10.1% 1.4%
Sergeant 68.1% 11.4% 17.2% 3.2%
Lieutenant 62.0% 9.1% 15.0% 13.5% 4%
CommandStaff 55.4% 7.3% 13.6% 22.9% 1%
Chief/Sheriff 44.9% 5.8% 8.2% 35.9% 5.2%

Agency minimum education requiremendse primarily dictated by state standards, as only 13%

of agencies choose to deviate and require more educagigndepartment policyhan isrequired

by state law.Interestingly, agencies whichave collective bargaining ar¢he most likely to

NBIlj dZA N KAIKSNI) SRdzOF GA2y adGFyRIFENRAa OGKFy adl ds
the stateQ ninimum educatiyy f S@St GKAT SRR (T PREIBBRS aY R
p<.001) Agencies in Colorado, Florida, and lllinois are more likely to require more than the
a0FdSQa YAYAYdzy SRdzOF GA2Yy (KIFy F3SyOAaSa Ay 2i

3 Throughout tlis report, police and sherifflepartmenti @ata are combined.
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AsFigure 1shows agencies
in the Midwest are the most
likely to require recruits to
attend college.This is due to
the fact thatonly two states
(both of which are in the
Midwest)requirerecruits to

have anycollege credits to
be hired as a sworn officer
Minnesota requires anAA

degree& Wisconsin requires
60 college credits but not
necessarily I 'y & az
degree and allows recruits
five yeas after hire to

obtain the wunits. Alsp
Michigan has a dual tracl
LINE ANI Y GKI @

NS ONXzA G & ¢ g F
basic academy as part af

college program to obtain an
AA but allows departments
to hire officers with a high
school diploma and put
them through the academy

GCompetition for entrylevel

police officer and & K S N.
deputy jobs are highly

competitive in some areas

which meanssomeagencies can be selective antire only candidatesvho meet higher than
minimum standards. Thusespondentss S NG

Figure 1:Minimum Education per Dept.

Written Policy by Region
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Figure 2 Minimum Education per Dept.

Practice by Region
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Northeast Midwest Southeast South
H 4-year Degree 5.2% 1.7% 0.8% 2.1%
2-year Degree 10.3% 36.5% 4.1% 3.1%
B Some College 8.2% 12.9% 7.4% 3.1%
mHSD 76.3% 48.9% 87.7% 91.8%

mHSD mSome College

F &1 SR | 62 dz

85.89
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GKSAN I 3Sy Qe

regarding minimum education requirements for hiring and promotion as well asth& Sy O & Qa

dzy 2 ¥ ¥ A OA | chncenintydinidn(ink édl&cation standards for hiring and promoti¢see
Figures 1 and 2)Surprisingly, oly 46agendes(6.8%)aid theyexpecta higher levebf education
in practicethan in their official written policy. These agenies are locategrimarily in the
Northeast and the WestAdditionally agencies that serve a population of 25,080)999

residentsappear to be more likely than others &xpecta higher level of education in practice

than policy
4 2YLI NAy3 | 3SydeQa
YIye Y2NB |3SyOAaSa
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As can be seeim Tabk 2 _ _ o
(above) and Figure 3 Figure 3Dept. Practice Minimum

while a college degree i Education Requirements by Position
generally not required to 100%

2.3% 2.3%
become a police officer, it 90% 16.7 o5 00
becomesmore important ~ 89% .
. . 70% 36.3
for promotion, especially 60%
at the rank of Lieutenant 5
(2" level supervisor) and 40% G 73.79
higher. While national 3% 59.59 53.39 0
. 20% 48.1 39.99
averages are portrayed ir 10%
Hgure 3 and Table 2, the 0%

rea|ity is that the Entry Level Detective Sergeant Lieutenant Command  Chief/

. Officer Staff Sheriff
importance of a fouyear

coIIege degree for m HSD m Some Collegen 2-year Degreem 4-year Degreem Master's Degree
promotion is  highly

varied by state. For example, 16.7%ocfl law enforcemenagencies require a fowyear degree
to be promoted to lieutenanin practicejhoweverin California51.5%of agenciegxpectit.

The minimum education required to promote is nlatked with unionization, but it is highly
O2NNBf ISR (G2 GKS SRdzOF A2y f SOAS Figuast4 andksS
illustrate, agencis with a high school educat&eECare highly unlikely to require anything more
than a high school

diploma to promote. On Figure 4 Minimum Education Required to

the other hand, agencies Promote to Sergeant in Practice by CEO
overseen by a CEO with Education Level
YI&aidSNRa orR

higher are the most m HSD m Some Collegen 2-year Degree m 4-year Degree m Master's Degree

likely to require higher 100%

levels of education d 80%

promote. For example, 60%

only 10.8% of agencies 40% e

headed by a high schoo 20%

educated CEO require 0%

anything more than a CEO has Hsp CEO has 2-yr CEO has 4-yr ,agsote?,zs

high school diploma to Degree Degree  pegree +

promote to sergeant. u Master's Degree 0.0% 0.0% 2.0% 0.5%

Meanwhile, 28.4% of H 4-year Degree 1.2% 1.0% 5.1% 9.3%

cgencies headed by ¢ JDUDU 00 LT oo
. . 0 . 0 . 0 . 0

CEO with a  twyear mHSD 89.2% 71.6% 52.6% 45.6%

degree, 47.4% of
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agencies headed by

CEO with afour-year

degree, and 54.4% of

agencies headed by ¢
/ 9 h g A l] K I EHSD mSome Collegem 2-year Degree B 4-year Degree m Master's Degree
degreeor higherrequire 100% % 2.5%

more than a high schoo 80%

diploma to promote to

Figure 5Minimum Education Required to
Promote to Lieutenant in Practice by CEO
Education Level

) 60%
sergeant (.°= 72.02Q 40% 86.89
p<.001)  Differences 66.59 49.69
. 20% ' 36.39
between the minimum 0%
0
education level required ) . CEOhas
q CEO has HSD CEO has 2-yr CEO has 4-yr Master's
to promote to Degree Degree Degree +
lieutenant (29 level m Master's Degree  0.0% 0.0% 0.8% 1.1%
supervisor) are even m 4-year Degree 1.5% 2.5% 16.5% 30.2%
more pronounced’ as m 2-year Degree 0.0% 17.5% 25.2% 22.5%
0 : m Some College 11.8% 13.8% 7.9% 9.9%
31.3% of agencies
, mHSD 86.8% 66.3% 49.6% 36.3%
headed by a CEO with

YIFadSNRa RSANBS 2N KAITKSN N IOKSNZR NDET RGINES S 2
lieutenant, compared to 1.5% of agencies headed by a CEO with a high school dibsYnaf

agencies headed by a CEO vdatiwo-year degree, and7.3% of agencies headed by a CEO with

a fouryear degred.?=86.328 p<.001).

Exceptional Candidates

Almost one-quarter (22.8%) of agencies has a written policy that allows the agency to hire
exceptional candidates who lack the minimum education requir€dis does not vary much by
region or size population served, or CEQlcation level. There are no differences between
municipal and county agencies, nor union and fumion agencies.There are however some
differences between states, with agencies in Colorado, Connecticut, Idaho, Louisiana, Michigan,
and Oregon being the ost likely tobe able towaive education requirements for exceptional
individuals.

Additionally, as woulthe expected, the likelihood that an agency will waive minimum education
requirements issignificantly correlated with minimum education requirementsSpecifically
agencies which require at least some coll¢g@.1%)r a two-year degred37%)are abouttwice

as likely to be able to hire exceptional candidates without the requisite academic units as are
agencies which only require a high school diplgih®6%), with agencies requiring a foyear
degree falling in the middle (22.2%5= 21.088p<.001) Of agencies that can waive educatibn
requirements, 88.9% can do so for individuals with military experience, 66at¥owaive
requirementsfor prior law enforcement experience, 29.08n waive requirement®r computer
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experience, and 22.2%an waive requirementfor corporate experience.Some agencies can
also waive education requirements for previous dispatch or other civilian law enforcement
experence, being bilingual law enforcemenfire-EMS training, specialty skills (such as
interviewing, acent reconstruction, or logistigsor previous employment in a trade requiring
an apprenticeship.

Agency Concerns aboutegguiring aFouryear Degree

Only 13.3% of agencies surveyed have considered requiring eyé&aurdegree for new recruits.
As with requiring alegree to promote to sergeant or lieutenant, agencies headed by a cellege
educated CEO are more likely than agencies headed by a high schmaited CEO to have

Figure 6Top Concerns about Requiring ear Degree

BA not necessary to recruit high quality candidat Qs 35 .30
Could not afford higher salarie ———— 30.4%0
Could not hire high quality candidates without degrci—— 2 0.6 %0
Concerned about recruiting minoriy candidatcf——" 12.7%
Concerned about recruiting female candidatcid 8.4%

0% 10% 20% 30% 40% 50%

H % agree

considered increasing minimueducationstandards to a fouyear degred.?=33.579 p<.001)

Specifically, 4% of agencies headed by a CEO with a high school diploma have considered
requiring a fouryear degree to be hiredvhile 6.6% of agencies headed by a CEO with gya&o

degree, 11.2% of agencies headed by a CEO witlurayéar degreeand 22.8% of agencies
KSIRSR o6& | /9h @gAGK | consideies niEng stt8ambls S 2 NJ KA 3

The reason that many agencies do not require afgear degree is because theynply do not

think a fouryear college degree is nessary to hire high quality candidaté8.8%; sed-igure

6). Moreover, many agencies adamantly stated that having a college degree does not mean a
candidate is a high quality candidate or will do well in a law enforcement caleéne words of
twoagerdiess &l O2ff S3AS RSIANBS RZbddE o2 FAFRE KB GOA Y
educated candidates lack strefsense] YR G Sy R G2 GFLft1 020S G§KS | @
agency took issue with poor quality college educatma stated& Weihawe found that people
GK2Q0S YIRS GKSANI g1 & GKNRBdAzZAK F2dzNJ 8SEFNBR 2F O
OfFaa NP y2i ySOSaalNxRfte (KS NARIKG OFyYyRARIFGS
Many agencie§30.4%pre also concerned about beiagle to affordthe higher salaries to recruit
collegeeducated officers. Severalsmall agencies also mentioned the problem they would
encounter trying to retain collegeducated officers who seek higher pay and more opportunities
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for promotion and specialty assignmentslarger departments.For these agencies, requiring a
four-year degree would prove to be a great burden, especially long term due to officer turnover.
Moreover, gjencies are concerned about not being able to hire high quality applicants that lack
a four-year degree, in particulareteransand othess within-demand skills and qualitiesThey

are also highly concerned with shrinking their pool of applicaftespite no specific check box

for this concern, 3Agencies/oluntarilycommentedthat this veryreal issués their number one
reason for not increasing minimum education standarmgequire a fouryear degreeln the
wordsofoneagen® G2 S KIF @S | RAFFAOMzZ G Sy2dzZaK GAYS T
school diploma that raising the edatonal requirements would effectively end our recruitment

S T T 2 Nigréstingly, @encies are noteally concerned about a shrinking pool of minority or
female applicantgust the overallpplicant pool

Finally, alarge number of agenciesurveyeddo not require afour-yeardegree because their
minimumstandards are tied to state or civil service standards and they are not allowed to deviate

from them. Other reasons given by agencies for not requiring a-80& - NJ RSINBES Ay Of
economic status ahe community and lack of alocal univergity & f Sda RS0l F2NJ Sy
glyidAy3a G2 O2yaARSNI GKS aa20l ¢ LI O1F3Ss AyC
SELISNASYOSs fhakifg ®hirE E2IINGA BazlOS 522 6 R dziVASSyalYs ¥ AINSR |
GG KS S.©3dtyis2ckedr from the comments that the decision to set specific minimum
education standards must take into consideration the unique circumstances of local agencies of

all different sizes and landscapes. What is right for a medarge agency in a universitich,
economicallyadvantagedenvironment is not the same as what is right for a very small
department in asparselypopulated and/oreconomicallydisadvantaged area. While college
education has the potential to improve pahg, there are limits and legitimate constraintdhus

making a sweeping recommendation for all agenaiethe U.S. is impractical andalklvised

Of the very few(9) agencies that responded to questions about their experience requiring a
0l OKSt ediuihadM® Houble recruiting qualified candidataad four recruited higher
quality candidates than when agency standards were lowelly Qm ageng stated they had to
increase pay to recruit applicants with a feygar degreeHowever, hree ageies reported they
had trouble recruitingboth minority and female candidates, and oragencyhad too few
candidates to fill positionbut that the candidateshat did applywere higher quality.
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Access to College

Another important consideration in this

discussion and one that is absent from Figure 7Officer Access to College

the literature, is 2 T T A &8&dsBQan Offering Specific Degree

academic degregranting institute. How m Easy Access Access for motivated officersm No access
1.5%

many officers have access to a colle
that confers twayear, fouryear, or post
graduate degree® While aline
education has impraed access to college oo
for full-time workers and otherdiving in
sparsely populated aream the United

100%

80%

40%

. oA . . 8.99
{aFuSaz A0 Aatyigstudy 20%
respondents were askedabout the 0%
I G AflF oAt AlGER 27T a BA Master's  Doctorate AY

their area, meaning those that ¢h

GGRLIAOLFE 2FFAOSNI O2 dzt FEas@acdegheansBgeériciasthave g degred | Y R
AN YOGAYy3d AyaildAaddziazy Ay GKSAN 2dz2NAEARAOGAZY 2
Y2UAQF0SR 2FFAOSNE YSIya GKI diction kn& Mot kasily | O2 f
O2YYdzii 6fS o6dzi A& O2YYdziltoftS F2NJ Y2UAQI GSR 27F

Almost every U.S. law
enforcementofficer (93.8%)
has easy access toan
institution that awards a m Easy Access m Access for motivated officers m No access
two-year degreeRegardless .,
of how this issue was 90%
examined (region, type ol ig‘;j
agency, etc.), more thar 60%
90% of agencies in ever >
category have a twgear 30%
degree granting institution ig;ﬁ
within easy commuting 0%
distance. The one exceptiol

is agencies which serve
population less than 2,500
where 83.9% of agencies arc
within easy commutig distance and 13.4% are within commuting distance for motivated
officers. Thus, access to a twear degree program should not be seen as an impediment to

raising education standards for most agencies considering such a move.

Figure 8:Access to Fowyear Degree
Institution by Population Served Size
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As Figure 7 illustrates, ceje becomes slightly less accessible as the degree one tognissue

becomes more advancedstill, the vast majority of officers have easy access to college, should
GKSe ¢gAaK G2 SFENYy | RSINBS G I &aoNRARane)l yR Y2
Officers working for agencies which serve very small populations are less likely than other officers

to have a college offering bachelors or masters programs within an easily commutable distance
Figure 8 depictsaccess to collegeoffering a four-year degree lfachelor3 by the size of
population served. As can be seen, virtually every officer workingrf@gency serving 25,000

2NJ Y2NB NBaARSyita KlFIa Srae O00Saa G2 | ol OKS¢

Perceptions of Gllege-educatedOfficers

Previous research has found that collezgpucated officers have some benefits over ramilege
educated officers. While this study is notendedto discern whether there are actual benefits
to hiring collegeeducated officers,easpondents were askeabout their perceptionsof college
educated officers itheir agency comparetb officers with only the minimum educatidevel
required to be hired by their agencis can be seen in Figgthere is little consensus about
which perceivedadvantages of hing collegeeducated officers areactual benefits of hiring
collegeeducated officers

Figure 9:As compared to officers with only the minimum
education requirements, officers with a fowear
degree...

m % Disagree m % Neutral m% Agree

ARE BETTER REPORT WRITm

ARE BETTER ABLE TO USE MODERN TECHN
EFFICIENTLY 16.6%

ARE LESS RESISTENT TO ORGANIZATIONAL c% .
AND MORE OPEN TO NEW POLICING METHO 36.3%
ARE BETTER PROBLEM SOLVima
24.6% 33.8%
ARE BETTER ABLE TO SOLVE COMPLEX Cm
ARE BETTER ABLE TO DEAL EFFECTIVELYm .
DIVERSE COMMUNITY GROUPS 30.9%
ARE MORE SENSITIVE TO CULTURAL DIFFERm .
AND COMMUNITY NEEDS 29.8%
ARE BETTER ABLE TO IDENTIFY c
0, ()
PROBLEMS/TRENDS 24.4% 29.2%
ARE BETTER ABLE TO DIFFUSE POTENTW .
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HAVE FEWER CITIZEN COMPLAINTS AGAINST m
HAVE FEWER DISCIPLINARY ACTIONS AGAINSTW e
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The one perceived benefit that most respondents agreed is an actual benefit is that eollege
educated officers are better report write(61.6%) This is not an insigndant finding given the
importance of good report writing skills for arrest and prosecutidittle less than half (46.1%)

of respondents agreed that collegelucated officers are better able to use technology and
about onethird agreed that college eduted officers are less resistant to organizational change
and more open to new policing methods (36.3%) and that they are better problem solvers
(33.8%). Respondents were more likely to disagree with suggestions that eetlagated
officers are better ald to diffuse potentially violent situations (31.0% disagreed}hat they

have fewer traffic accidents (29.6%), disciplinary actions (27.5%), or complaints filed against
them (25.9%). Some respondents commented that colleggucated officers are better
communicators and better leaders and that they score higher on promotional exams or that
GKSe@ INB Y2NB AGLINRPFSaaAzylté 2N aazOAaltte Lkf
areindividualcharacteristics that are not necessarily correlated twihg a college degree.

As might be expected, respondent perceptiaiscollegeeducated officersvere very strongly

correlated with CEO education leyall 12 statements were statistically significantpat001,.2

ranged from 30792 to 107.738, median=7282, see Appendix)BInmostcases, the responses

FTNRBY F3SyOASa KSIFRSR o6& |/ 9h ¢gA ik cdmplefdlyad i SN &
opposite of responses from agencies headed by a CEO with a high school diploma. For example,
54.4% of respondédn from agencies headed by a CEO with a high school dipldisegreed

that collegeeducated officers are better problem solvers while 51.1% of respondents from

I 3SyOASa KSIRSR o6& |/ 9h aghkeédiithlthe sfdtetnénd.hkRa RS 3|
107.738 p<.00]). Meanwhile only 11.5% of respondents from agencies headed by a CEO with a

YI aldSNDa RSdsadeddhat bdlefeediidatBd\dficers are better problem solvers

and 12.6% of respondents from agencies headed by a CEO with schighl diplomaagreed

with the statement.Similarly, esponses from agencies headed by a CEO with yéaodegree

were often but not alwaysmirror images of responses from agencies headed by a CEO with a
four-year degreethough the differences wer@ot as dramatic as tbse agencies headed by
CE@withSRdzOl GA2y tS@Sta i GKS .SThid NBg¥sS thatthe 5% Y I
answers, rather than reflecting actual differences, are likabhping intothe personalattitudes

and opinionf the respondentsadministrationsgoward education(both positive& negative)

Still, there was some congruenaen a few questions that suggests respongesthose

statements mayndicate actual differences thaurpasspersonalopinions For example, there

were two statementsin which a higher percentage afjencies headed by a CEO with a high

school diploma agreed than disagreed, college educated officers are better report writers and

better able to use modern technology efficiently. Similarly, there was amdystatement that

I 3SyOASa KSIFIRSR o6& | /9h gA0GK F YIFadiSNRa RS3AN
educated officers get in fewer traffic accidents. On its face, this sugtests may bemore

veracityin these statements thasome of the othes.

5 The invitation to participate in the research was sent to the CEO, who then completed the survey or delegated the
task to his/her designee.
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Interestingly, the order of support for these statements is almost identical to the responses from
a sample of California agenciesked the same questiofGardiner, 2015). California
respondents (police chiefs and sheriffs and their designees) ase w strongest agreement
about collegeeducated officers being better report writers. With tvemallexceptions (solving
complex crime and diffusing potentially violent situations), the order of statements from most
agreement to least agreement was idedl between the two studies.This provides some
indication of where chiefs and sheriffs see value in a college education and where they do not.

Agencyprovided Educationallncentives

Even though there is not great consensus about how college improviesroperformance,
there is agreement that a college education is valuaMere than half(55.8%) of agencies
provideat least one incentive to officers to pursue higher educatilinis percentagehowever,

is highly variable across the 50 states. Fangxle,in some states all or almost all responding
agencies offer educational benefits. This includ&80.0% of respondent agencies from
Connecticuti=9), 96.0% from Florida£24), 90.9% from Oregon<11), 90.5% from California
(n=42), and 88.2% froM/ashington(=17) While &the same time, only 36.4% of respondent
agencies from Utamg11), 36.1% from Illinois£36), 35.3% from Coloradn«17), 33.3% from
lowa (=12),30.0% from Wisconsim£30),25.0% from Kansas$8), and no agencies from
South Dakota (4)provide educational incentives. Where one live and works matters
considerably. Agencies in the Northeast are the most likely to offer educational incentives
(68.9%) and those in the Midwest atee least likely (42.7%)4=22.128p<.01).

Figure 10 Educational Incentives

H % agencies that offer

Tuition assistance/reimbursements d 38.6%
Educational pay incentives d 33.7%
Adjustments of shift/days off (flexible duty shifts)——| 9.2%
Use of depart. Vehicle for transportation to clashd 7.9%
Permission to attend class during work hou i 7.1%
Schedule preferences to accoodate college semesiaid 5.0%
Accelerated career ladder for college educated officcksssd 4.9%

0% 10% 20% 30% 40% 50%

As might be expected, larger agencies are significantly more likely than smaller agencies to offer
incentives for officers to earn their degree’£107.095p<.001). Whereas 93.1% of agencies
which serve a population of at least 500(0offer incentives, only 19.3% of agencies which serve

a population less than 2,508ffer any. There is also a correlation with CEO education jevel
76.2% of agencies headed by a CEO with a graduate deffezéncentivesin comparison to
35.7% of agenes headed by CEBMith a high school diploma or twgear degree °=78.751,
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p<.001%. Municipal agencies are also significantly more likely than county agencies to offer
incentives (59.1% vs 40.3%+:14.625p<.001) as are agencies whitlavecollective bargaining
(66.7% vs 43.8%%=34.717 p<.001) SeeAppendices AEfor data.

The most popular incentives are tuition assistance/reimbursement (38.6%) and educational pay
incentives (33.7%)ooth of whichare discussed in detail belawOther incentives offered by
agencies include allowing officers to adjust theirftsbr days off to accommodate their class
schedule (9.2%), allowing officers use of a department vehicle to drive to class (7.9%),
permission to attend class during work hours (7.1%), schedule preference to accommodate the
class semester (5.0%), and anedetated career ladder for officers with a college degree (4.9%).
See Figure 18bove

EducationalPay hcentives

Almost onethird of agencies pay colleggucated officers extra money for having a fewar
degree or higherAgain, thisvaries tremendouly by state(.2=219.625p<.001) Some states did

not have single agency report that it offers this benefitaska, Coloradd;iawaii, Maryland,
Minnesota, Montana, New Hampshire, North Dakds@uth DakotaVermont, and Wyoming).
Additionally, officers working in Ransas, Arizona, Idaho, lowa, lllinois, Kentucky, Michigan,
Nebraska, Ohio, South Carolina, Tennessee, Utah, West Virginia, and Wiscernsanticularly
unlikely to work for an agency that offers this benefit (fewer than 25% of agencies in these states
offer pay incentives) Converselyofficers in California, Connecticut, Florida, Massachusatts,
Washington are very likely to have this benefit (more than 75% of agencies in these states offer
pay incentives). Looking at this from the regional leagéncies in the Northeast are the most
likely to offer pay incentives (50%) and agencies in the Midwesthardeast likely (14.6%)
(-2=46.116p<.001).

Officers who work for agencies with collective bargaining are likewise more likely to receive this
benefit (42.5% vs 22.9%2=27.690, p<.00]), as are those who work for municipal agencies
(35.6% vs 25.6%*=6.540p<.05).Agency size also mattemith agencies that serve populatien

of 50,000249,999 being the most likely to offer extra pay (59.1%amparison © 9.2% of
agencies which seryagopulatiors less than 2,500, 32.4% of agenaoidsch serve ppulations of
2,50049,999, and 48.3% of agencies serving populatimin250,000 or greater).{=71.575,
p<.001). As will be a consistent pattern instméport, educational pay incentives are equally
strongly correlated with CEO education legghe higher the CEOs education level, the more
likely the agency is to offer educational pay incentives: 14#&gencies headed by a CEO with

a high school dipma, 18.3% of agencies headed by a CEO with ay&&o degree, 30.7% of
agencies headed by a CEO with a fgear degree, and 53.1% of agencies headed by a CEO with
a graduatedegree offer incentives {=71.720p<.001).

6 CEO education and agency size (size of population served) are highly edrriate are significantly more CEOs
with a graduate degree who work for large agencies and significantly more CEOs with a high school diploma that work
for small agencies. Disentangling the effects requires additional analyses to be completed in the futu
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Figure 11 Amount of Extra Pay Figure 12 Amount of Extra Pay

for Officers with a 4/ear for Officers with a Master's
Degree Degree
100% 100%
ooy, N EEN EEN W oo, N N - i
80% 9 o 8.7% 80% by 14.3%
60% 2219 19.39 60% 20.4%
50% 50%
40% 40%
30% 30%
20% 20% .
«
“ mu N o
Patrol Sergeant Lieutenant Command Patrol Officer Sergeant Lieutenant Command
Officer Staff Staff
= NA m 0% 1-2.49% mNA m0% 1-2.49% ®m2.5-4.99%
H 2.5-4.99% H5-7.49% 7.5-14.99%
m 15%+ m5-7.49% m7.5-14.99%m 15%+

AscanbeseeninFigure/AK S | gSNF 38 SEGNI LI & T2 BJ489%GAYy 3T |
howevera handful oagenciegall of which are unionized) y ONB I &S 'y 2FFA OSNRaA
Almost threequarters (73.5%) of ageiespay an extra 194.49%, with most (37.2%) paying-1%

2.49% more for four-yeardegreeld Ky |y 'l 2NJ KAIK aOKz22f RALX 2
minimum)¢ KS LI GG SNy a NS AAYAfLFNI F2NJ 23 KSNJ NI y1 a
or dodorated lf K2dAK coe: 2F | ISyOASa R2 y20 LI
2TFAOSNAR 6AUGK | o0FOKSf2NRa&a RSINBSs: GK2z2as$s 2TTA1
5%7.49% more on average than theircoll@ dzZSa ¢ A G K | . .&imiGmyS1#.29da@a RS3I
agencies do not pay officers withdactorate or other terminal degremore than officers with

I Yl a0SNR&E RS3INBS odzi GK2aS GKIF (-7.80%3Inoredneg 2 F FA
average.

Tuition AssistanceReimbursement

Tuition assistance or reimbursement is the most popular educational incentive offered by local
U.S. law enforcement agencie$his benefit also varies across states but not as dramatically as
the educational pay incentive benefit£84.052p<.01) Every respondent agency in Alaska and
Hawaii offers this benefit as do 88.9% of respondent agencies in Connecticut. However, no
respondent agencies in Alabama, Mississippi, North Dakota, Nevada, South Dakota, Vermont, or
West Virginiaand fewer than 20% of agencies in Arkansas, Indiana, Massachusetts, Montana,
and New Mexico offer tuition assistancén general, between onthird and twothirds of

" Not applicable (NA) includes agencies which require ayear degree to get hired (or that require that degree for
promotion), those that do not have a particular rank in their organizational structure, and those which have a complex
system than canot easily fit into the parameters of the question.
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agencies in other states offer the beneffthere are no statistically significant diffeces
between different regions but municipal agencies are twice as likely as county agencies to offer
this benefit(42.2% vs 28%;.2=17.889 p<.001). Again, this benefit is strongly correlated with
agency sizé.?=66.686 p<.001) and CEO educatiofn?>=49.599 p<.001). Larger agencies, and
those headed by a CEO with a graduate degree, are significantly more likely to offer tuition
assistance than small agencies and those headed B¥Owith a high school diplomaFor
example, 12.8% of agencies serving a population less than 2,500 offer tuition assistance in
comparison to 72.7% of agencies which serve a population of 1,000,000 er rSonilarly,
22.2% of agencies headed by a CEO with ay®ay degree offer tuition assistance in
O2YLI Nxazy (G2 ppdc: 2F | ASyOrASa KSIFRSB o6& |
Appendces A and for data.

Figure 13 Qualifies for Tuition Reimbursment

SOMEOTHERRITERION |1.2%
EMPLOYEBORA SPECIFTUMEPERIOMVERONEYEAR _1.9%

EVPLOYEBPORATLEASDNEYEAR 11.9%

PASSEPROBATIONARERIOEINCL UNSUPERVISPRTROTIME 39.2% |

PASSEDRAININGERIOBDOESN REQUIRENSUPERVISERTROK 10.8%

BENEFIRVAILABLEPONHIRE 35.0% |

0% 10% 20% 30% 40% 50%
0% agencies that offer

In order to learn more about this incéwe, the survey asked several probing questions to
ascertain who is eligible for this benefit, which classes qualify, how long it takes for officers to get
reimbursed, and whether there are any annual or lifetime limits on how much an officer can get
reimbursed for tuition. As Figure 3 shows, 35.0% of agencies offer tuition reimbursement to
officers upon hire, @.8% of agencies require officers pass their training peri@®% of agencies
require officers pass their probationary period, an8.8% of agecies require officers to be
employed for a certain period of time (usually one year).

Table 3 and Figure4ishow which courses generally qualify for reimbursement. Respondents
GSNE alSR (2 aOKSO\| I ff 0KF G | LlLXoRege clasdzii a2y
NEII NRf Saa 2F 6KSGKSNI AG fSIFRa G2 I RSINBS 2N
O2YAARSMNMBR UASRNI> NBIFNRfSaa 2F 6KSIGKSNI AG St
did not select any otheoptions (for kample college class that leads tg@ar, 4year, graduate

degree) For this reason, responses are reported in three categories (a) the agencies that selected
0KS 2LIWA2YyT 60600 F3ASyOAaASa GKIGO RAR y2i cesSt SO
GKFdG RAR y2G aStSOold (KNBZWIHSRY Oddzia aRAR aSt SO

8/ 1aSa Ay SKAOK | LI NGAOdzZ I NJ 2LJaA2y ¢l a aStSOGSR Ay | RRA
is no double (or triple) counting.
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Figure 14 Courses that Qualify for Reimbursement

POST-certified or POST certifica ieu
College class that leads to a professional certific I ———
College class that leads to a graduate degr e
College class that leads to a 4-year degroE————
College class that leads to a 2-year degroE——————
Any work related college clas S
Any college class

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%

m Selected m Selected "any college" m Selected" any work-related"

Table 3:Courses that Qualify for Reimbursement

Agencies ! RRQf | ! RRQf | Total%

selected LIk e T2 NI éA T2-N

option oz2ftftS3a NBftIlO¢S
Any college cles 29.0% 29.0%
lye ae2N] NBf L 55.7% 17.6% 73.3%
X [ St Rédegie2 H 10.®% 14.1% 34.4% 59.2%
X [ SIF Ryrdéggee I n 13.%% 14.1% 35.1% 62.6%
X Leads to graduate degree 9.9% 15.6% 36.3% 61.8
X [ SFR&a (G2 LINRT 4.2% 16.8% 40.5% 61.5%
POSTcertified or POST certificate 1.9% 21.0% 48.1% 71.0%

Almost threelj dzl NIiISNBR o0To®0o20 2F | 3SyOASa gAff NBAYOC
YR Hd2 gAff NBAYOdzZNES 2FFAOSNE lafsesMie deeryed O2 f f
Go2NBt I SRET | ASYyOASa | NB Sljdz f f &yedrAourgearg G2 LI
or graduate degree or a professional certificate. A slightly larger percentage of agencies (71.1%)

will pay for a POSdertified college ourse.

hytfé now> 2F | 3SyOAsSa LIeé& (KS O2fft&sHhBredti GKS
(95.8%) reimburse offiee for outof-pocket expenses.As Figure 4 illustrates, almost all

agencies which offer this benefit reimburse officers reasynajuickly (90.2% do so within a
semester). A small percentage (8.2%) reimburse officers once per year and a handful (1.6%)
reimburse officers after they completed their degree. Most agencies (81.6%) require officers to
show passing grades in order te beimbursed. In fact, several agencies stated that the amount
reimbursed is partially (or wholly) determined by the grade the officer earned in the course.
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Figures 16and 17 show the

annual and lifetime tuition caps
for this benefit. For 60.3% o
officers, the annual cap is les
than $5,000with most agencies
offering between $1,000 anc
$3,000 annually Almost one in
five agencies (18.3%) has r
official annual cap and one it
eight (12.5%) has some othe
type of cap. Some agencies limi
the annual ap to a certain
number of classes or units o
have different caps based on th
degree being pursued. Others ti
the annual cap to the state
university  system, providing
either the full cost or a portion
thereof. For many agencies
there is a single pot omoney

that is made available annuall
for all employees who are
eligible and submit a claim.

Threequarters  (78.0%)  of
agencies do not have an officic
lifetime cap on the benefit but
this is probably a little misleading
as many respondents said tuitiol
reimbursement is based on the
availability of fundseach year
In the words of one respondent
G2 KSy GKS Y2yS
32y SThus, it appears that
most agencies regulate tuitior
reimbursement  expenditures
using annual capsather than
lifetime caps and by allocating a
set amount each fiscal year
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Figure 15: When Tuition Reimbursment
Happens
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Figure 16: Annual Reimbursment Cap
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Figure 17: Lifetime Reimbursment Cap
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Percentage oBworn Officers with College Degrees

About twothirds (65.3%) of surveyed
agencies capture information about office
education levelpf those69.3% capture it in
hardcopy fom (file in a ebinet) and23.6%
capture it in a computerized fileAbout half
(54.8%) ofthe agencieswhich capture this
information say they capturdat upon hire, : :

. Hire & officer
21.6% update it annually, 8.5% update o ors degree
when the officer is promoted, and 83.3¢ completion
update when the officerreports degree 20%
completion (see Figure 18)In total, 411
agencies representing a comprehensive

Figure 18 When Agencies
Capture Officer Education

Other
12%

Hire only
17%

Annually
11%

Officer reports
swath of U.S. law enforcemenprovided degree completion

valid officereducationdate’. 0%
Today, slightly more than half (51.8%) ui
sworn officers have at least a twear degree, 8.2% have at least a foyear degree, and 5.4%

have a graduate degresee Figure 19)This varies considerably by region, agency size, CEO
education levelunion presenceand department type (see AppendicesEA For example,

31.6% of officers employe@l & Y dzy A OALJI f I 3SyOASa K2fR | ol OKS
to 21.1% of officers employed by county agenckg,407)=3.755p=<.05. Interestingly, while

agencies of different sizes have approximately the same percentage of officers with ateast a

AA degree (47.9%7.5%), small agencies serving populations less than 100,000 have a higher
proportion of officers with tweyear degreesH8,402)=2.941p=<.01, and larger agencies

serving populations over 100,000 have a higher proportion of officelts faur-year degrees,
H8,402)=2.309p=<.05.

Agencies in the Northeast have the highest percentage of officers with ayfamrdegree or

higher (39.3%)H4,406)=23.4@, p<.001 Thosein the Midwest have the largest percentage of

officers with a tweyear degree (32.7%) which is driven by Minnesota, Wisconsin, and Michigan

which require most or all new recruits have at least an AA degFé£406)=13.875p<.001

Additionally, AopendixF provides data on select states (those wdhleast 10 agenciedhat

reported officer education level). As this appendix shows there is tremendous variation
between states. For examplg, S| N & KI € F ondpdmr:0 2F 2FFAOSNBE A
degree or highera percentage that is considerably greater thae tmational average.New

% Agencies provided the number of sworn offisas well as the number of officers with a specific degree-ftear,

four-year, masters, and doctorate/other terminal degree). From these numbers a percentage of officers with a college
degree was calculated. Department provided data was visually inspéot obvious errors (for example, numbers

that were completely unbelievable) and accepted as valid in all but a few cases where suspicious data were removed.
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Jersey, Minnesota, and California are not far behind with 4642240%, and 39.5% of officers
holding at least a fouyear (respectively) Massachusetts and New Jersey also have the largest
LISNOSyYyGF3S 27F 2 7F Tghe® & Niffher ¢1A.60Kand 13.6% réspeStiMayp R S

Figure 19Average Education Level of Officers & CEOs

50%

40%
30%
20%
10%

Chief/Sheriff (CEO)
0% AII sworn officers
2yr 4yr Master's  Doctorate
degree degree
m All sworn officers ~ 48.2% 21.6% 24.8% 5.1% 0.3%
H Chief/Sheriff (CEO) 17.1% 19.0% 28.7% 32.1% 3.0%

The strongest correlations are for union presence and CEO educatior{degef\ppendices B

and E) Agencieswith collective bargaining have a significantly higher percentage of officers

with two-year and dur-& S NJ RSINB S& o C2NJ SEI YL ST cnoy: 2
two-year degree in comparison to 41.4% of aamon agenciesf{1,396)=47.231p<.001, and

ocdoz 2F 2FFAOSNE 62NJ Ay 3 T 2ybdr degizé mZompanh ISy OA S
to 23.1% of norunion agencie$(1,396)=30.85%<.001.Similarly, agencies headed BYCEO

with a graduate degree employ a significantly higher percentage of officers with at least a four

year degree (43.7%&ompared to agencies headed by a CEO wfthuayear degreg32.9%)a

two-year degre€13.8%), or a high school diplomél8.1%), H3,395)=39.700p<.001

CEO Education

One of the most interesting findings of this research is not only the variability of CEO education

but also thepotential relevan@ of CEO education for virtually every issue examiAsd-igure

19 shows, 17.1% of CEOs (chiefs and sheriffs) have a high school diploma, 19.0% have a two

year degree, 28.7% have aferS+ NJ RSANB ST ouvom: KIGS | Yl adst
doctorateor other terminal degree (for example, J.D. or Psy.D.). Importantly, CEO education is

highly correlated with agency sigé=142.563 p<.001). Almost threguarters (72.5%) of CEOs

with a high school diploma lead an agency which serves a population less than 10,000 and 90.8%

lead an agency whickerves a population less than 25,00@ee Figure 20Appendix B) In

comparism, onelj dz NI SNJ 0 Hp @120 2F /9h&a SAOGK | YI &dSNK
four-year degree, andbouttwo-thirds (63.9%) of CEOs with a tyear degree lead an agency
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whichserves a populatiofess than
10,000 (see Figure 2td Appendix
B). Anather way to look at it is by
agency size. Nearly threpiarters
of  agencies  which serve
populations of 100,000 to
1,000,000 are led by a CEO with a
Y aidSNR& cdnpaAdedsts
6.9% of very small agencies (see
Figure2l). Thus, any issue that is
assaiated with either or both CEO
®2,500-9,999 m10,000-49,999 m50,000-99,999 m100,000< education or agency size may be
masked or amplified because of the
strength of this correlation. When possible, the stronger of the two relationships is reported so
that readers can discern which factor (CEO education or@gsize) is likely having a greater
impacton the issue being examin&d

Figure 20 CEO Education by Agency Size

100%
80%
60%
40%

20%

0%

HSD

Figure 21 Agency size and CEO Education Level

44.49

44.49

<2,500 2.5-10K 10-25K 25-50K 50-100K 100-250K 250-500K 500K-1M 1M <

mHSD mAA mBA mMA+

Although CEO education and agency size are intricately tied, CEO education is not significantly
correlated with CEO gender or CEO race. But it is significantly associated wittemdue
agencyhas collective bargainingagency type, and region Agencies whiclhave collective

bargaining N6 Y2NB ftA{Steée G2 6S tSR o0& | /9h gAGK |
.2=40.955 p<.001), as are municipal agencies (38.2% vs%208- 14.699 p<.05). Likewise,
F3ASyOASa Ay (GKS b2NIKSIFad SyLiXz2e | aAA3IYATFTAOl

degree or higher (46.7% vs 35.1% average) and agencies in the Midwest employ a significantly
lower percentage25.1% .%=28.42Q p<.01).

10 Future analyses will study the complexity of this relationship and how it affects othesis$g@encern.
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Training

This study also examined the training policies and practicesaof enforcementagencies.
Specificallyquestions were asked abotield training fornew recruits and lateral transfers as
well as continuing education for all officefe resuk are below.

Field Taining Programs Figure 22 New Recruit

Almost every agency (96.7%) has a requir Supervised Field Training Length

field training program for new recruitsThe 21+ Wks
length ofthe supervised portion of thdield 17'27%/\’\’"3 5%
training program vdes considerably 4
between agencigsfrom less than two weeks
to more than 26 weeks. The most popul:
length of supervised field traininfpr new
recruits is 1112 weeks with 20.7% of
agencie® LINB INJ Ya 7lIifakol
happens to be the median length with half ¢
remainingagencie LINE 3 NJ Yrder
than this (39.7%) and half being longe
(39.6%). Approximately half (48.1%) of

5-8 WKS
19%

&

agencie® programs for new recruits are Figure 23 Lateral Officer
between 1land 16 weekgFigure 22) Supervised Field Training Length
In addition to requiring new recruits to pass 17+ Wks

supervised field training program, 93.9%
agencies which hire lateral officétsoffer a

supervised field training program fahem.

The vast majority (96.9%) of whiahake it

mandatory. As might be expected, the
averagelength oftraining for these officer is
less than new recruit@~igure 23)

13-16 Wk
15%

Agencies which serve larger populations
tend to have longer field training programs
as do agencies in the West, in particular
California

11 A lateral officer is a new hire who is trained and worked for another law enforcement agency as a sworn officer prior
to being hired by the new agency.
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SpecialTopic Training

Each year, officers are required to participate in a specified amount of additional traiutig,

to learn new things aswellastoS S L) G KSANI a{ At t a

AFTNBaAaKDE

are generally stipulated by state standards and v&tgencies have some latitude in the training
they offer. This survey attempted to ascertain howuoh additional training(beyond their
aldl dSQa NI doffibeRdefufids déioss tik W.Sdaitedin the prior two years on
specific topics, including implicit bias, procedural justice principles, community policing
problem oriented policing/problem solving,

principles/engaging with thecommunity,
intelligenceled and evidencéased policing, handling mental health crisis situations, and

handling nonviolent protests/civil disobedience.

Despite much attention on intelligended and evidencédased policing, problem solving,
implicit bias, procedural justice, and handling protests, few officers received special training on

these topics. Officers were most likely to have received additional training on handling mental

health situations and leasikely to have received additional training on intelligered policing.
They also received the most additional training on handling mental health crises and the least

additional training on intelligencked policing and handling protest activity.

¢ KS

There were some differences in training offered between agencies of various sizes and in
different regions of the U.S. but there were no differences between county agencies and

municipal agenciesAlso, n every training topic categgr agencies headed by a CE@h a

graduate degree were more likely &dfer training on the subject andlain all/almost all of their

patrol officerson that subjectii K I

Yy 6 SNB

33y OASa

KSIRSR

0é

degree. There were no differences in the length of tirmgnofferedby agencies based on CEO

education level

Table 4:Percent of Officers Receiving Additional Training

None 1%25% 26%50% 51%75% 76%100%

Implicit Bias 23.7% 27.6% 7.4% 4.2% 37.1%
Procedural Justice Principles 16.%% 30.%% 12.3% 5.9% 35.0%
Community policing principles/  9.9% 31.0% 15.5% 7.4% 36.2%
Engaging with the community
Problem oriented policing/ 24.0% 34.5% 15.%% 6.5% 19.6%
Problem solving
Intelligenceled or Evidence 31.2%6 37.5% 145% 6.0% 10.%
based policing
Handling mental hedh crisis 3.6% 25.5% 16.3% 9.3% 45.3%
situations
Handling nonviolent protests/ 25.9% 33.4% 12.1% 6.3% 22.3%
Civil disobedience
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Table 5:Amount of Additional Training Most Officers Received on Topic

1-2 34 5-8 9-12 13+
<1 Hour Hours Hours Hours Hours  Hours
Implicit Bias 8.7% 43.4% 26.3% 17.%% 2.8% 1.4%
Procedural Justice Principles 5.8% 38.8% 23.9% 24.1% 3.6% 3.8%
Community 6.6% 32.5% 31.9% 18.% 5.2% 5.4%
policing/Engaging with the
community

Problem oriented policing/ 18.2%6 34.9% 22. ™% 17.0% 3.1% 4.1%
Problem solving

Intelligenceled or Evidence  19.4% 37.1% 22.3% 13.5% 3.4% 4.2%
based policing

Handling mental health crisis 4.2% 22.9% 25.5% 22.0% 5.5% 19.8%
situations

Handling nonviolent 20.6% 35.0% 19.1% 18.6% 2. 7% 4.0%
protests/ Civil disobedience

Implicit Bias

As can be seen in Talllgalmost onequarter (23.7%pf agencies provided officers no additional
GNFAYAYy3a 2y AYLIEAOAG oAl &a 6Se2yR GKSANI adlrasSQ
this topic in policing, it is likelhat few states require officers have any training on this topic,

which means that these officers probably have received no training at all on the topic. Roughly
another quarter(27.6%)f agencies trained only a select few officers on the topic, whiltie

more than a third(37.1%)of agencies provided extra training to all/almost all of their patrol

officers on implicit biagsee Tabld&).

There was not much variability by region but agencies in the southeast were most likely to have
provided additonal training on this topic to all/almost all of their patrol officers (47.8% of
agencies compared to 37.1% of all agenciekgwise agencies serving a population of 250,000
499,999 were the most likely toavetrained all/almost all of their patrol ofters on the issue of
implicit bias (60.0% of agencies compared to 37.1% of all agencies). Approximately half of
agencies serving a population of 25,0089999 or 100,00@49,999 (54.3% and 48.8%
respectively) trained all/almost all of their patrol offiseon the topic.

Of the agencies that provided additional training on implicit bias, 52.1% of agencies spent no
more than two hours on the topic and another 26.3% spedtt®urs on the topic ée Tableb).

Procedural dstice Principles

Similar to trainng on implicit bias, gproximately onethird of agencies (35.0%) provide
additional trainingon procedural justice principle® all or nearly allof their patrol officers.
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Slightly less than onthird (30.4%)of agencies providiadditional training toonly a select few
officers and 16.5% of agencies prowd® additional training on procedural justice principles
(see Tabld). There was at a tremendous amount of variation by region but, again, agencies in
the Southeast werethe most likely tohave provided additional training on this topic to
all/almost all of their patrol officers #6%).Also, @encies serving a population of 250,000
499,999 or 25,00@9,999 were the most likely to train all/almost all of their patrol officers on
procedural justiceprinciples (58.3% and 48.5% of agencies respectively, compared to 35.0% of
all agencies).

Of the agencies that providieadditional training on procedural justice paiples, 38.8% of
agencies spent-2 hours on the topic, 23.9% speB4 hours, and anotlr 24.1% provide an
additional 58 hours of taining on the topic (see Tablé.5

Community Oriented Policing

Similar toimplicit bias andprocedural justice training, approximately ofi@rd (36.2%)of
agencies providgadditional training on communitgolicingprinciplesto all or nearly all of their
patrol officers. Slightly less than otf@ird of agencies (31.0%) provid@dditional training to
only a select few officers and only 9.9% of agencies prdviu® additional training on
community policingdsee Tabld).

Again, agencies in th&utheast were most likely tdave provided additional training on
community policing to all/almost all of their patrol officers (46.0%). AlImost half of agencies in
the West (47.1%) did not provide additional training this topic at all or provided it to only a
small group of officers. These trends may reflect state standards. It may be that states in the
West require a higher number of hours devoted to this topic than do states i&ihtheast. It
could also rdect values of individual respondent agencies, amount of required training on other
topics (which leaves little room for other topicsjze of agencies in each regionother issues.
Once again agencies serving a population of 250488999 were the mst likely tohave
trained all/almost all of their patrol officers on community policing principles (58.3%, compared
to 36.2% of all agencies)Also, aencies serving 25,069,000 were more likely thanther
agencies tchaveprovided additional trainingon the topic to all or almost all of their officers
(47.1% and 52.8% respectively).

Of the agencies that provideadditional training on community policing principles, 32.5% of
agencies speran extra 12 hours on the topic, 31.9% spean additional 24 hours, and another
18.3% providd an additional 58 hours of training on the topic (see Tab)eAlthough agencies
serving a population of 500,06899,999 were more likely to have provided training to all/almost
all of their patrol officers, the training &s very short, witt87.5% of agencidsavingspent less
than one hour on the topi¢n comparisorto 6.6% ofother sizedagenciesvhich devotedless
than one hourto training).
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Problem Oriented PolicinProblem solving

Less than one in five agencies (P8)6provided additional training on problem oriented
policing/problem solving to dlimost allof their patrol officers. Nearly onquarter (24.0%)f
agencies provided no additional training on the subject and abouttbind (34.5%) provided
additional training to only a handful of officersAs with the previous topics, there is little
variation between agencies in differeregions but agencies in th@&heast consistentlyvere
morelikely than other regions tbavetrainedall/almost all of their patol officers Also, ayencies
serving a population less than 2,500 were the least likehateeprovided additional training on
problem solving.

Of the agencies that providieadditional training on problem oriented policing/problem solving,
53.1% of agencgespent no more than two hours on the topic and another 22.7% spériid@urs

on the topic (see Tab®). Slightly less than onguarter of agencies (24.2%) provided more than
four hours of training on this topicAgencies were quite consistent in the anmb of additional
training they provided on problem solving and who they provided it to.

Intelligenceled Policing/EvidencebasedPolicing

Officers were least likely thavereceived additional training on intelligencked or evidence
based policing (mappg, hotspots, etc.). Fully twothirds of agencies provided either no
additional training on the topic3(L.2% or provided additional training to only a small percent
of officers 87.5%. Meanwhile, only 10.9% of agencies provided additional trainindhertdpic

to all or almost all of their patrol officersg@ncies serving a population of 250,8089,999were
the most likely to havérained all/almost all of their patrol officers on intelligenta policing
(30.4% in comparisoi 10.9% obther agences).

Of the agencies that provideadditional training on intelligencked or evidencebased policing,
19.4% of agencies provided less than one hour of additional training, 37.1% spémduts on

the topic, and another 22.3% spent4d3hours on the topigsee Tablés). Similar to problem
solving, slightly more thaone-fifth of agencies (21.2%) provided more than four hourexifa
training on this topic.There were no differences between agencies on amount of training
provided on the topic.

Handling Mental Health Cises

Officers were most likely to receive additional training on handling mental health crisis
situations. Almost half of agencies (45.3%) provided additional training on the topic to all or
almost all of their patrol officersOnly 3.6% di not provide additional training to any of their
officers and 25.5% provided additional training to only a small percent of officers.

As with the previous topics, there is little variation between agencies in different regions but
agenciesn the ®utheast wee more likely than other regions to train all/almost all of their
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patrol officers (59.1%JEvery agency serving a population size over 250,000 provided additional
training on handling mental health crisis situations to at least some oficAimostwo-thirds
(65.8%) of agencies serving a population of 50:99®99 provided training to all/almost all of
their patrol officers, as did 60,0% of agencies serving a population of 25898999, 57.7% of
agencies serving a population of 25,008,999,and 57.1% of agencies serving a population of
1,000,000 or more.

Of the agencies that provided additional training on handling mental health crisis situations,
70.5% provided between one and eight hours of training; 22.9% of agencies spdrtuts on

the topic, 25.5% allocated-8 hours, and 22.0%pent 58 hours training officers how to handle
situations involving a person having a mental health crisis. Additionally, 19.8% of agehcies
all different sizesprovided more than 12 hours of training ohe subject including 38.5% of
agencies serving a population size of 500;000,999 Agencies in th&utheast were the most
likely to provide extensive training, with 26.7% of agenofed| sizesn the Southeast providing

17 or more hours of additionaraining on the subject.

Handling Mn-violent Protests/Qvil Disobedience

In light of recentincreasel protest activity, it might seem surprising that less than -apmrter
of agencies(22.3%) provided additional training on handling netiblent protess/civil
disobedienceto most or all of their patrol officer¢see Table 4) Moreover, 25.9%lid not
provide additional training to any of their officeom this issueand 33.4% provided additional
training to only a small percent of officers.

Every ageoy serving a population size over 1,000,000 provided additional training on handling
nonviolent protests/civil disobedience to at least soraetheir patrol officers. Almost half
(44.0%) of agencies serving a populatior29®,000499,999provided trainng to all/almost all

of their patrol officers, as didhore than onethird (35.19%) of agencies serving a population of
50,00099,999 30.9% of agencies serving a population of 25;4Q0999, and0.2% of agencies
serving a population of 100,00249,999

Of the agencies that provided additional training on handling waent protests, 74.8%
provided between one and four hours of training; 20.6% of agencies spent less than one hour
on the topic, 35.0% spent-2 hours on the topic, and 19.1% allocated Bours to training
officerson how to handle norviolent protests and civil disobedien¢gee Table 5)Agencies in

the Midwest provided the least amount of additional training; 67.9% provided no more than 2
hours in comparison to 55.6% of agencies in giaes which provided that amount.
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Philosophy and Practice of Policin

In order to better understand how officer educationsfiin with the practice of policing,
respondentswere asked 0 2 dzi G KSANJ  3SydeQa 2NBHIFYATFGAZ2Yy L ¢
agency practices policinghe strategies that are most often used, the special teams that may

exist, its investigation practices and policies, and how the agency communicates with its
citizenry. This section reports on the prevalence of these policies and practices.

Importance of Orgaizational Philosophies

wSAalLR2yRSyiGta 6SNB a]lSR aK2g¢g AYLRNUIYG A& SI OK
terms of how[their agency]i S a LINA2NRAGASaAZ Ffft20F03Sa NBaz2dzN
They were asked about traditional law enfement (professional model of policing), community

policing (emphasis on soliciting community input and partnerships), problem oriented policing
(emphasis on longerm problem identification and solving), broken windows policing (emphasis

on order maintenace policing), and intelligended/data-driven policing (prioritizes using data

to drive crime responses [ex. Mapping, hotspots, crime analysis, Comp&afpondents were

able to categorize the importance of philosophies as: not important, a littlpomtant,

important, highly important, or the most important: primary philosophy used to guide
operational decisions.

Table6: Importance of Organizational Philosophies

Not A little Important Highly Most

Important| Important Important | Important
Traditioral Law Enforcemen{ 1.1% 8.0% 46.9% 31.8% 12.1%
Community Policing 5% 1.6% 24.6% 40.9% 32.4%
Problem Oriented Policing| 1.0% 4.3% 32.8% 54.8% 7.1%
Broken Windows Policing 6.0% 16.3% 45.6% 31.0% 1.1%
Intelligenceled/Data driven| 7.3% 18.3% 35.9% 34.3% 4.2%

As can be seen from Tab&e respondents rated community policing as the most important
philosophy. Almost threguarters (73.3%) of agencies rated it as highly important or most
important. The second most important, according to respondents, is proldriented policing
(61.9% rated it as highly or most important). These are followed by traditional policing (43.9%),
intelligenceled/data-driven policing (38.5%), and then broken windows policing (32.1%).

A higher percentage of municipal agencies tltanty agencies rated as highly important or
most important community policing (75.3% vs. 63.8%17.335,p<.05) and broken windows
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L2t A OA Yy 3 06 o B=@x581pL0 PThanecade it Statistically significant differences by
regionbut there arestatistically significant differencescording taCEO education level. As with

other topics in this report, how important an agency says a particular philosaoiufifgrs
considerabho & K2 g YdzOK SRdzOl G A ZFyr exaiple, the nSrg’adidiahdm / 9 h K
/ 9h Kl aszx GKS Y2NB tA1Sfte (GKS F3SyoeQa NBaLRyR
or most important (64.4% HSD, 65.5% AA, 72.8% BA, 82.3%33A:96,p=.001) The pattern

for problem oriented policing was almost identical (53.7% HS[1% AA, 57.1% BA, 73.3% MA+)
(.°=34.540p=.001)while the pattern for traditional policing was opposite (49.4% HSD, 46.4% AA,
46.4% BA, 38.3% MAK¥=23.864p<.05) Althoughthere are some small differences between

how agencies of different sizes eathe various organizational philosophies, most differences are

not statistically significant, or barely reach statistical significance. Thus, G&ilzs with a high

school diploma are more likely to lead small agenaii#f$erences in ratings appear to loeore

related to CEO education level than agency size.

Rankingg

Respondents were also asked to rank the organizational philosophies in order of importance for
their agency (in terms of setting prioriti@mdallocating resources). As can be seen inreigd
below, community policing was ranked most important by the largest nurabdrpercentage

FIGURE 24Ranking ofOrganizational
Philosophies

H Traditional m COP m POP mBWP mILP/DDP

1 (HIGHEST RANKIN

27.3% 54.5% 9.4%
2
25.0% 28.2% 30.5%
3
16.1% 14.1% 39.3%

18.2% 2.0% 19.7%

5 (LOWEST RANKING

i

of agencies (54.5%dpllowed by traditional policing (27.3%). WiBt2.7%of respondents ranked
community policing as first or second most importahgy weremore uncertain where to place
traditional policing, with 52.3% placing it in the top two spots and 47.7% placing amongst the

12 Ranking percentages do not equal 100% because not every respondent ranked evegpplgiloBhilosophy
percentages do add up to 100%.
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bottom three. There was similar disagreement about where to place intelligitzdata driven
policing, with twaethirds (65.9%) naking it fourth or fifth and onehird (34.1%) ranking it
amongst the top three. There was more agreement on problem oriented policing, which most
(69.8%) ranked as second or third most important, and broken windows policing which most
(77.4%) ranked fotin or fifth most important.

There were some differences in ranking based on agency size and CEO education. Almost every
agency serving a population of over 100,000 ranked broken windows policing as fourth or fifth
most important (in comparison to approxately 70% of smaller agenciés?=56.420p<.0l)and

44%o0f theselargeragencies ranked intelligended/data driven policing as first or second most
important (in comparison to 13.7% of smaller agen€iés132.677p<.00]). Meanwhile 51.1%

of agencieserving a population less than 100,000 ranked traditional policing as first or second
most importantin comparison to 34.1% of larger agenc@&%-64.007,p<.01). As would be
expected, there are similar differences based on CEO education hevedver the differences

are less significant which suggests that agencyisaéarger factor on ranking

Implementation of COP Activities

According to the latest LEMAS data, titirds of agenciesiationwide practice community
policing, with large agencies n®itikely thansmall agencies to incorporate into their mission
statementas well as train officers in its principléReaves, 2015)Of the 616 agencieis this
studywhich answered this question, only 3 stated they do not practice community policisg; thi
suggests that 99.5% of respondent agencies practice community polatirigast to some
degree.Note that this is the same number of agencies (3) that said community oriented policing
A& &y 24dnt atal¥ ind@rind of how the agency sets prioritiaad allocates resources.

Figure 25Popular COP Activities

H % agencies implemented

Expect all officers to problem SolV i —  84.,6%0
Patrol officer job description includes CO R——  75.5%
Problem solve with other Organization i —————————————————— 7 5.500
Special recognition for good COP WO i 59.1%
Neighborhood watCh ——— 58.8%0
Utilizes crime analysisi—— 50.3%
COP criteria included in performance evaluati i ————1  50.0%0
Regularly scheduled community meeting—— 4197 %
Alternatives to patrol car to increase positive ContaCi——  44.0%
Officers have 'dedicated problem solving' tinm — 43 .5%0
Citizen academies &/0r Citizen patrol S—— 41.1%
Officers have fixed assignments to specific beat/ar G —— 410.6%
Citizen surveys determine needs & prioriticir—— 30.8%
Alternative dispute resolution — 19.3%
Specialized problem solving unii—" 15.6%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%
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This percentage dramatically differs from the LEMAS study, probably because the studies asked
very different questions. The LEMAS study asked whether agencies had a mission statement
that incorporated COP, a formal written CORrp and fulitime COP officershile this study

asked abouspecificorganizationabpoliciegexpectations and operational practiceAs can be

seen in Figure 2%lmost 85% of agencies expect patrol officers to routinely engage in problem

Figure 26 Number of COP
Activities Implemented

m1-3
m4-6
7-9
m10-12
m13-15

solving (84.6%) Additionally, three-
quarters of agencies work with other
public and private entities when
problem solving (75.5%) and include
COP in the job descriptionf patrol
officer (75.5%). Almost threffths of
agencies give special recognition to
officers forespecially good community
police work (59.1%) and have
neighborhood watch (58.8%). Half of
respondent agencies utilize crime
analysis to identify crime trends and/or
predict patterns (50.3%)include COP
criteria in employee performance
measures (50.0%)and hold regularly
scheduled meetings between poliead

community members (49.7%)t Is encouraging that 44.0% of agencies extensively use
alternatives to motor patrol to increase positive contact with members of the community and

no op:

Ay 02 NLR2S\R GISNPORSRA Oa2f OAy 3
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illustrates, tvo-thirds of agencies hee implemented six or more COP activitieswith most
implementing between 6 and 11. A small percentage of agencies have implenrantedhan

12 activiies (14.7%) or fewehan 4(14.6%).

Figure 27Median # COP
Activities by Agency Size

1,000,000< | —
500,000-999,999 ——
250,000-499,999 ——
100,000-249,999
50,000-99,000 |
25,000-49,000 —
10,000-24,999 —
2,500-9,999 ——
<2,500 ——

0 2 4 6 8 10 12 14

Policing around the Nation

Gven the correlation between CEO
education level of perceived importance
of community policing and problem
oriented policing, it is no surprise that
CEO education level is also highly
correlated with the implementatin of
most COP activities. In fact, the only
activity it is not highly correlated with is
AyOtdzZRAYy3a /ht Ay (KS
description.  All other activities are
significantly correlatedh a linear fashion
to CEO education level.?= 14.310-
113270,p<.01) It is also linked to how

43

LJ



many COP activities an agency implements; agencies headed by CEOs with a high school diploma
or two-year degree implemertfive activities on average, agencies headed by CEOs with a four
year degree implemergevenadivities on average, and agencies headed by CEOs with a graduate
degree implement 10 activities on averagé=169.413p<.001)

The number of COP activities implemented and which COP activities are implemented is also
highly correlated to agency sizgenerally thoughot always in a linear fashiorkigure 27
provides a reasonable illustration of a pattern amon to this data which is contained in
Appendix AAgencies servingopulations 50,000 ormoreimplement 1112 activities on average

while smaller agencies implemesévenon average.

Most Popular Routind?olicingStrategies

Respondents were also askexitlentify which popular policing strategitgeir department uses
regularly. Almosteveryrespondent(91.5%)stated that their ageng uses direct patrol 61.7%

use hot spots policingand 55.8% uses situational crime preventidihe least popular strategs

are civil gang injunctions (6.2%), exclusion orders (9.6%), and heavy use of pedestrian stops in
targeted areas (10.4%). It is interesting that almost three times more agencies use heavy
enforcement of misdemeanors in targeted aréa3.8%)han use edestrian stopg10.4%).

Figure 28Percent of Agencies which Use Strategy on
a Regular Basis

Directed patrol & d 91.5%
Hot spots policing & d 61.7%
Situational crime prevention i d 55.8%
Foot patrol & d 39.4%
Tresspass affidavit prograns d 36.3%

Crime Prevention Through Environmental Des| il ———)  30.4%
| SI g8 SYyT2NOSYSY( chehetbeed D700 y 2 NE 2 NX
Heavy use of pedestrian stops in targeted arc aam==d 10.4%
Exclusion orders i 9.6%
Civil gang injunctions i 6.2%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

CEO education level is correlated with the use of some strategies (hot spots, civil gang injunctions,
situational crime preventiofSCP]and crime prevention through environmental des[@PTED]

but not others (heavy use of pedtrian stops, foot patrol, and directed patrol). Agencies headed

by CEOs with a two year degree are the most likely to use heavy enforcement of
misdemeanors/summonses in targeted asethan are any other agencie®).2% of agencies
headedby a CEO wittan AA usethe strategy compared to 26.0% of agencies heabdge CEO

with a high school diploma&6.4% of agencies headed ®ZEO with BA, and 25.3% of agencies
headed by CEO with MA or highe?=9.223 p<.05).
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As would be expected, some strategies are more likely to be used in certain types of agencies. In
particular, foot patrol is practiced by 43.6% of municipal agencies but only 20.7% of county
I 3 Sy Ga26@3p§.001) and CPTE®practiced in 32.7% of municipal agencies compared to
My ddiz 2T O2 dzyll. 846,0<.81$ yThéreSaie alsmany regionaland agency size
differences. Br example, éot patrol is most likely to be found in the Southeast (46.7% use) and
leastlikelyt®d S F2dzy R Ay (i K S?=1{.23d7k R5).16isiapscbnaf likelgizd B doundl .

in agencies which serve a population of 10 230999 (29.5%), 25,009,999 (30.6%), or
1,000,000 or more (096)>=22.561p<.01) Similarly, agencies in the Southeékt.7%) and West
(9.8%) are most likely to use civil gang injunctiasle agencies in the Northeast (1.1%) and
aARsSal O6mMod@: 0 | NB =203115p4.001) NHeparederniugliketizio e uged S Y 0 .
In agencies serving populations less tfdh000 (fewer than 3% use them) but somewhat likely
to be found in agencies serving more than 100,000 people (232%86) See Appendices-B.

Responding to Mental Health Crises/Homelessness

Respondents were asked whether their agency has a speciatieethl health response team

for dealing with individuals experiencing a mental health crisis. Only 40.1% of agencies
nationwide have such a team, 55% of which include a mental health professional. About a third
(30.9%) of these dedicated teams are on dz2dy7, while others are on duty during peak hours
(18.9%), on call, or on a different schedule. Of the 59.9% of agencies which do not have a
specialized team, twehirds (68.9%) have trained all patrol officers and 17.4% have trained
some officers in handig mental health crises.

As might be expected, larger agencies are significantly more likely than smaller agencies to have
a specialized mental health response teaf¥69.081 p<.001). While 73.0% of agencies serving

a population of 100,000 or greater has a special team, only 45.0% of agencies serving 25,000
999,999 and 29.9% of agencies serving less than 25,000 have a special mental health response
team. There is atsa significant linear association with CEO education level as well, with agencies
headed by a CEO with a graduate degree the most likely to have a specialize@d5&adb
compared to 31%;2=29.233,p<.001). However, the strength of association for agesizg is

much greater and likely has a stronger effect than CEO education on this practice.

A higher percentage of agencies in the Southeast (52.5%) and West (43.8%) have specialized
teams than do agencies in the South (27.1%). Furthermore, county agaraethose in the

West are the most likely to have a mental health professional on their response team. About
three-quarters of county agencies (75.6%) and agencies in the West (71.4%) are fortunate enough
to have a mental health professional on theiate, in comparison to 50.5% of municipal agencies

and 48.8% of agencies in other regions. See AppendieBsfér data.

Just one in ten agencies (10.4%) has specially trained officers to work with individuals
experiencing homelessness. Tinrds (68.7%)pf these agencies have a team of officers and
one-third (31.3%) has a single homeddmison officer. Whether an agency has specially trained
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officers is highly dependent on whether their community has a problem with homelessness
02=116.826pf dn A mUL P C2NJ SEIFIYLX ST npoo: 2F 3SyOASa
LINE o6 f Serspeci&lly #ained officers in comparison to 8.2% of agencies which categorize
K2YSftSaaySaa Fa | aGYAY2NJ LINPOofSYE YR HO@: 2
AdadsSoé . SaARSa UKS 200A2dzas 6KSUKSKddtoya) ISy O
population size (the larger the population, the larger the percentage of agencies which has a
K2YSt Saa 2 dzi NS €3K452p%.001) 1S Niené hé agency ds.located (19.6% of
agencies in the West and 14.3% in the Southeast compar8dL% in the Midwest, 6.3% in the
{2dz0KZ YR ¢ ®p: 2=28/057p<k081), lardl K&} GES ledudation lével (16.2% of
agencies headed by CEO with graduate degree compared to 8.0% of CEOs wijfeartdegree,

6.9% of CEOs with afoyeardetNS S> | YR nXo: 2F /9ha Z4518K || KA
p<.01). See Appendices A, B, and C for data.

Most Popular Social Media

Many agencies now communicate with community members using social mBgispondents

were asked to identify which populaocial media sites are used by their agenég. Figure

shows, Facebook/Google+ is the most popular (81.6%), with more than twice as many agencies
using one of these platforms than the next most popular app, TW8&r8%). The least popular
social nedia platforms

are  Snapchat (1.9%) Figure 29 Popular Social Media

and blogs (6.3%)Most
agencies (59.3%) us m% agencies use

one or two methods to Facebook/Goog e+ I— 51.6%
communicate withthe Twitter — 37 .8%

. Mass communication system (Nix|c)i—" 30.2%
0
DUb“C’ 7.9% use more YouTube or video sharingi——| 16.1%

than four methodsand Dept. Smartphone App i 14.7%

12.1% of agencies dc Instagram - 9.0%
ial di Blogs &= 6.3%

not use social media a Snapchat B 1.9%

all.

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%

As might be expected,

social media se issignificantly angbositively correlated with size of population servied every
category of social mediavost, but not all, social media types are also correlated wébgraphic

region, CEO educatignand size of agency (larger agencies and thessmded by CEOs with a
YIFadSNRa RSANBS 2N KATIKSNI I NBE Y2NB tA1Steée (2

Agency Website Content

Most agencies now have a department website to provide information to the public. Similar to
social media, only 12.4% of respondents stated thatr agency does not have a websikégure
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30 shows the most popular contenbntained on agencyebsites. Approximately threequarters

(77.9% of agencies provide the chi@®33d KSNA FFQa yI YS 6AGK | gl @& G2

of agencies providerime statistics in some form on thievebsite; 27.1% provide a jurisdiction
wide summary, anothel9.3% provide summaries of specific geographic areas within their
jurisdiction, and 24.3% provide strektvel maps with crime type and approximate location.

Figure 30 Agency Website Content

M % agencies include on website

Chief/Sheriff's name and phone/em ai i ——— 77 .9%
Staff directory with phone NUM b er S ————— 54.5%

Public can provide anonymous tij i ——— 51 .5%
Public can file complaint against offiCei————— 197 %
Staff directory with email addresse S ————— 417 .9%
Public can compliment offiCer i ———— 2.4 4%
Public can report a Crime i ——" 38.3%
ANNual report ———  36.3%

Crime stats: jurisdiction wide summary——— 27.1%

Crime stats: street maps w/ crime typ di——  24.3%
Crime stats: summaries by geographic arda———  19.3%

Past year/s internal investigation statistic E——" 13.7%
Current year internal investigation statistic = 11.7%
Specific dept. policies, not entire manu | 9.6%
Entire policy manual s 6.9%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%

Most agencies (61.7%) also provide a staff directory with contact information; 21.1% provide
either a phone number or email address and 40.6% provide both forms of contact information.
Approximately halbf agenciesllow members of the public to prale an anonymous tip (51.5%)

or file a complaint against an officer (49.7%g their websitebut ironically,only 44.4% allow
membeis of the public to compliment an officersing the website Less than one in five agencies
provide on their website some @il of their department policies (9.6% and 6.9% respectively) or
any internal investigations statistics (8.9% provide either current or past year and 8.3% provide
both current and past year)With few exceptions, website content is not correlated to agen

type or geographic region but it is strongly and positively related to both agency size and CEO
education levelSee Appendices A and B for more information.

Investigative Practices

In recent years there has been considerable attention on the issualgé fconvictions and
investigative practices thahcrease the likelihood of a false conviction occurrifignere is also
substantial information of investigative practices that prevent false convictions from occurring.
Respondents were askebout theirk 3 Sy O& Q& LIt AOASa ZAsgeTabRY.S 2 7F
It should be noted thathliere weresomecommon errors in the data which could not be easily
fixed without altering the meaning of the data so they were left, in their authentic form. For
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example some respondents were not aware that department policy was dictated by state law
60KSe IyagSNBR aRSLI NIYSYd NBIjdzANBa LINF OGAOSE
GSNElI o0dGKS® IyagSNBR aaidlaS €16 NBIl ézadNBa LI
GRSLI NIYSY(d NBIldzZANBa LINI OGAOS¢0d LG FLIISE NR
lawNB I NRAY 3 Ay @SadAdalradAodsS LN OGAOSas +ta az2ys
when in fact, state law requires the practice. Thid sor may be because the department

actually has no official policy or because the person answering the survey was unaware of recent
changes to state laws in this developing afBaus, these data should be interpreted with caution

and should be seen asgeneral indicator of practice, rather than an absolute authority on the

subject.

Table 7:nvestigative Practices

No official Dept. Dept. State law
policy recommends requires requires
practice practice practice
Blind administration of photo lineup 42.0% 14.1% 22.9% 21.1%
Sequential photo lineup 44.2% 13.9% 24.4% 17.5%
Electronic recording: Photo lineup 47.0% 24.2% 21.6% 7.2%
Electronic Recording: Adult Felony 8.8% 34.4% 37.4% 19.4%
suspect interrogation
Electronic Recording: Adult Misd. 21.2% 39.5% 31.4% 7.9%
suspectinterrogation
Electronic Recording: Juvenile Felony  15.4% 31.1% 33.8% 19.6%
suspect interrogation
Electronic Recording: Juvenile Misd. 24.1% 36.1% 27.4% 12.4%
suspect interrogation
Juvenile suspect confer with trusted 28.2% 24.9% 22.7% 24.2%
adult prior to waiving Miranda
Witness Instructions 21.9% 24.4% 38.6% 15.2%
Confidence Statements 43.4% 20.4% 24.7% 11.6%
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Politics and Accountability in Policing

Democratic policing, which has gained steam recently, places a premium on accountability,
transparency, and prockiral justice. Additionallthe influence of politics on policingas been

a topic that has garnered some special interest in the past few ye@os these reasons, this
study examined these issues through the eyes of law enforcement agencies.

Politics

In the early years (f9century and early 20 century), policing and politics were intertwined
Much effort, however, was expended by early progressive reformers to rid the profession of
undue outside influenceThese reformers handed the professiobaich to later generations of
law enforcement leaders to continue the fight to improve and professionalize the industry we

1Y26 YR FLIWNBOAFIGS dGd2RIeéd ¢2 Il dzAS 6KSHIKSNE

enforcement leaders to achieve certaintoames, respondents were asked questions pertaining
to external and internal pressure to generate revenue and report low crates.

Figure 31 Agencies Reporting any Political Pressure

m Small amount ® Moderate amount ® Tremendous pressure

INt. pressure: [owW Crime Stat
EXt. pressure: 10w Crinme St
Int. pressure: asset forfeiture m——————————————————
Ext. pressure: asset forfeitur o ——————
Int. pressure:; fine:s/ Citatiorn S 1"
EXt. pressure: fines/ Citati O < m—m——

0% 2% 4% 6% 8% 10% 12% 14% 16% 18%

Presure to &nerate Revenue

A small percentage ofgencies reported experiencing external presstorggenerate revenue
and/or report low crime statistic§Figure 31)Thegreatestexternal pressuras on agencies to
generate revenue by issuing filegations, 16.8% of agencies reported experiencing at least a
small amounbf pressure in this categonpgencies were leaskkly to feel pressure to generate
revenue through asset forfeiture (only 10.1% reported any pressuthis category, however

this maychange if asset forfeiture ruldsecomefavorable toward law enforcemenmt the future.

Municipal agencies were motikelythan county agenciet® report feelingexternal pressure to
generate revenue through fines/citations, with 19.9% of municipal agencies reporting pressure
in comparison to 7.3% of county agencies14.22 p<.05). Likewise, the smallest agenciese

the most likely to report external pressure to generate revenue through fines/citations, with
26.6% of agencies serving populations less than 2 B06% of agencies serving a population of
10,00024 999, and 16.4% of agencies serving a population of 205@@9reporting pressure in

Policirg around the Nation 49



comparison to11.3% ofall other agencies .#=40.525, p<.05). Meanwhile, the agencies that
reported any pressure to generate revenue through asset forfeiture were signify more likely

to be large agencies?=100.06,p<.001). @e-quarter (24%) of agencies serving a population of
100,000249,999 reportedsome amount of pressure as did 18.5% of agencies serving a
population over 500,000. In most cases, this externatgure led to internal pressure on field
personnel. See Appendices@

Pressure taReport Low Qime Satistics

Few agencies reported any external press{ire.9%) or internal pressure (10.68b)eport low
crime statistics. Whether an agency uses a Costat-like system did not have a statistically
significant effect on whether they described any external pressure to report low crime. However,
agencies which use a Compslike system weresomewhatmore likely tostate there was
internal pressure to reprt low crime statisticsthan agencies without a management
accountability system(15.7% compared to 9.7%?=7.706, p<.10. There were no other
statistically significant differences between agencies of different types or sizes, in different
regions, or haded by CEOs of different educational backgrounds.

Accountability

wSalLR2yRSyidta oSNBE |a{1{SR lFo2dzi GKSANI I 3SyoOeQa
their agency has an early intervention system in place to identify officers with potential for
misconduct and whether their agency has a citizen oversight committee or civilian review. board

EarlyIntervention Systems

Most agencies (56.5%) use an early intervention system to identify officers with potential for
misconduct. Largeagencies are signiatly more likely than smaller agencies to use an early
intervention system .(=44.438,p<.001). Likewise, there is a linear association with CEO
education level as well, with agencies headed by a CEO with a graduate degree the most likely to
use an earlyintervention system(69.7% compared to 47.2% of other agencies;29.522,
p<.001). Once again, readers should be mindful that the strength of association for agency size is
greater and may have a stronger effect than CEO education on this practicee Whagency is
located is also important, 67.8% of Southeast agencies use an early intervention system in
O2YLI NRAazy G2 pwm®Pr2=9.97Fp<as Heé sppendicesToSdat@A Sa 06 .

Citizen Oversight

Almost one in every seven agencies nationwid® %%) has a citizen oversight committee or
civilian review boardWhile city and county agencies are equally likely to have a mechanism for
citizen oversight, larger agencies are more likely than smaller agencies to have this accountability
mechanismdé 2=57.668,p<.001). There is clear distinction between agencies which serve a
population of greater or less than 100,000 people, whereas 35.6% of the larger agencies but only
9.1% of the smaller agencies have citizen oversight. Thenecadéferences betwen agencies

in different regions or headed by CEOs of varying education levels.
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Conclusion

Overall, this report has provided much information about the role and influence of higher
education in law enforcement across the nation. One of its major strengthatishi sample is
both large and nationallyepresentative of the very diverse landscape of law enforcement in
America. Not only does it provideganerald I @ S NJ I&&law eRfa@rddéinent agenciesshich

may or may not be particularly usefut, provides averages for different types and sizes of
agenciesdifferent regions and according to whether there is eollective bargainingnit. CEO
education was not a plannezbmparisorvariable but its effect on almost eveogher variable is

a very interestig finding one that requires much more research to reveal its unique effects,
outside of agency size).

This reportdemonstrates in visual termshow local law enforcemenagencies of various sizes
and typesandin different parts of the county vargomdimesdramaticallysometimes very little,

on issues of higher education. This report is the beginning. Future research is required to
disentangle the various effects found. The eventual goal of this study is to ascertain whether
having a high percentagef collegeeducated officers is correlated with specific positive
outcomes at the agency level.

Does patrol officer education level make a difference? This study was not designed to answer that
guestion but it is clear from the current study that CE@eation makes a big difference in how

an agency operatesthe philosophy that guides the agency, the strategies it uses, the programs

it implements, and the policies it adopts.
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.2= g
Alternative dispute resolution 10.8% 14.79% 18.09% 27.1% 28.2% 22.0% 30.8% 36.8%4 42.9% f%im‘
2— b
Citizen surveys set priorities 18.3% 17.49% 34.49% 32.9% 35.9% 52.0% 73.1% 57.99%4 57.1%" fgﬁ&
2— [~
Regularly scheduled community mtgs|20-4%4 37.0% 46.1% 61.4% 76.9% 82.0% 88.5% 89.5% 85.79%" <1(1)(2)'10‘
2=
Neighborhood watch 26.9%)| 47.8% 56.3% 78.6% 79.5% 92.0% 96.29% 73.7% 85.7%" <183.131
2:
Citizen academies/citizen patrols 3.2%| 19.6% 46.19% 55.7% 84.6% 74.094 92.3%4 84.2% 85.7%" <18§.126
= -
Problem solve with other organization|55-9%4 72.8% 72.7% 85.7% 84.6% 94.0% 88.5% 89.5% 85.79%" ;486215

Officers have fixed assignmentto |15 194 23.994 34.494 48.694 61.5% 90.0%4 80.8% 94.794 85.794" >4
specific beat/area <.001
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— (q\] Lo
Policing Strategies n| 97 190 | 129 | 72 | 39 52 27 19 9
2
Foot Patrol 43.3%)| 45.3% 29.5%| 30.6%| 43.6%)| 38.50| 48.1%)| 63.26| 0% | f%fGJ
i 81.499 91.1% 96.1%)| 93.1%)| 92.3%| 96.2%| 88.9%| 94.M%| 100% +=19.24r
Directed Patrol : : - : : : : : <06
. o .2=93.274
Hot Spots Policing 27.8%| 54.2/4 36.6%| 76.4%) 84.6%| 86.5%| 77.8%| 94. 76| 77.8% <001
- . . 0 0 .2=63.224

. ; 2— 3
Heavy use of pedestrian stops in 3.1% | 10.34 7.8% | 13.9%] 15.4%| 11.5%)| 18.5%| 15.8%)| 33.3%| 16.153
targeted areas <.b

Heavy enforcement of misdemeanor o5 god 30.5%( 34.9%| 29.294 12.8%| 19.294 14.894 21.1%| 44.4%| NS
summonses In targeted areas

2:
Trespass Affidavit Program 19.6%)| 35.3% 37.2%| 38.9%| 51.3%| 48.1%| 40. 76| 36.8%| 55.6%| <2%i646
Exclusion Orders 4.1%| 7.9%| 9.3% | 13.94 17.9%| 1390 11.1%| 15.8%] 0% | Ns
2 A
Situational Crime Prevention 34.0%| 53.794 64,36 68.194{ 69.24| 50.0% 51.9%| 57.9% 100 1]
. _ —
Crime Prevention Through 14.4%| 2054 29.5%| 38.9%| 48.706| 57 7%| 44.86| 42. 19| 55.6%|" o100
Environmental Design <.001
Social Media n| o 191|130 72 | 39 | 52 | 28 | 19 | 8
.2=157.64
Twitter 8.3% | 20.4{ 35 46| 5140/ 66.M6| 73.1%/ 78.6%( 84.26| 100%|" _ '
2= >
Facebook/Google+ 52.19%| 79.1% 87.796| 90.3/4 94.9%| 92.3%| 96.4%| 94.7% 1009 J%?O‘
. ) 2=108.04
Instagran 1.0%| 1.6%| 5.9 | 9.7 | 15.4%) 2124 42.9%| 26,34 62.94  _ o0
o | oo ; 1 [?=26.94¢
Snapchat 0% | 0% | 15%| 1.4%| 7.7 | 3.8%|10.76 53%| 0% | 27
. . N 1-250.994
Blogs 1.0%| 2.6%| 4.6% | 6.9%| 7.7 | 13.5% 14.3%| 3194 37.5% - -~
. . . . . 2215447
YouTube of video sharing 1.0% | 4.2%| 9.2% | 18.1%33.3% 44.2% 53.9%| 57.96 75,04 _ o
2:
Mass communication system (Nixie) 16.79| 27.24{ 32.3%| 36.19 38 5/ 3460 35 7% 47.06( 50.0%" = 0|
2 3
Department Smartphone App 5.2% | 14.2%4 11.5%| 19.46 20.5%| 26.9%| 21.4%) 10.5%| 25.0%|" j%gg“
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Website Content n 84 182 | 128 | 69 39 51 27 19 7
= g
No Department Website 46.4%| 12.1% 8.6% | 1.4%| 5.1%| 0% | 0% 0% 0% <légi6“
2— 7
Chief/Sheriff name and phone/email 41.79% 73.6%4 85.9%| 92.8%] 89.7%| 96.1%)| 85.2%| 84.2%| 85.™%|" ;930018“
.2=42 574
Staff directory with phone numbers | 27.4%| 51.19% 56.3%| 72.5% 66.7%| 68.6% 63.00%| 57.9%6( 42.9% _'0 %
> =
Saff directory with email addresses | 26.2%6| 52.74/ 51.6%)| 66.76( 48.76| 47.1%| 33.3%| 42.1%| 0% | ;3;')(1)1
2=
Crime Stats: jurisdiction wide summar 4-8% | 15.4%9 30.5%| 40.6% 33.3%| 41.2%| 59.3%| 57.9%| 57.1% ’ <7(3£')i4c
.2=86.604
Crime Stats: geographic area summa| 1.2%| 9.9%|18.09 24.6% 28.2%4 33.3%4 51.994 57.9% 71.4% <001
2— [=
Crime Stats: street maps wicrime typg 0% | 12.1%420.3%4 46.4% 28.2% 51.0% 51.9%4 57.9% 71.4%4" <1é§:.|_5~
. =
Annual report 6.0% | 25.8% 37.59% 42.0959.0% 62.79% 66.7% 68.49%4 71.49%" ;980%_2
.2=45.634
Specific department policies 1.2%| 5.5%]| 5.5%]| 10.19417.9%4 27.59% 22.2% 21.1%] 28.6% <001
.2=51.514
Departmeng entire policy manual 0% | 3.8%| 7.0%]| 8.7%| 5.1%| 7.8%|25.99436.8% 0% <001
2 3
Internal investigation stats: currentyq 0% | 6.6%]|11.7%4 18.8%410.3%4 23.5%37.0% 26.3% 0% ’ ;450?9“
2 A
Internal investigation stats: past year| 0% | 8.2%|11.794 21.7% 23.1% 23.5% 37.0% 31.6% 14.3%° ;430717‘
.2=01.6864
Citizens can file complaint against offil 19-0%q 37.4% 50.0% 72.5%59.0% 76.5% 66.7%] 89.5% 85.7% <001
2=
Citizens can compliment ager 15.594 33.0% 48.49% 63.89459.09%4 62.7% 55.694 78.9% 71.4%" <7(2)6?;L64
2 3
Citizens can report crime 14.394 27.5% 37.59% 50.7% 51.39%4 58.8% 70.494 73.7% 57.1%" <6c8)c')812“
.2=86.947
Citizens can provide anonymous tip |15-5%q 42.9% 53.9% 68.1%69.294 70.6% 74.1%4 89.5% 71.4% <001
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Other Topics - 10 — [N 0
Compstat n 86 183 | 125 71 37 48 27 17 7
2= ]
COMPSTAIke system 1.2%| 8.7%]| 14.4% 31.094 40.5% 62.594 77.8% 76.59%4 71.4%" <1§c())1'5‘
Mental Health n 96 189 | 129 72 39 50 27 18 9
2:
Special Mental Health Team 25.094 30.794 32,69 4729 41.0% 70.09 81.5% 72.29466.7%" o]
Homeless Outreach n 96 190 | 129 72 39 51 28 19 9
2:
Specially trained officers: homeless 5.2% | 3.2%| 6.2%| 5.6%|20.5% 33.3% 25.0% 36.8% 44.4%" <8§(ﬁs£
External Pressure: Fines/Cites n | 97 | 189|129 | 73 | 38 | 51 | 28 | 19 | 8
2—, O
Any pressure (small, moderate, o |6 god 16.49{ 18.694 13.794 10.59 118% 10.794 5.3%|12.504" 1022
tremendous) <.05
External Pressure: Asset Forfeituren | 97 | 189 | 129 | 73 | 38 | 50 | 28 | 19 8
2:
Any pressure (small, moderate, or | g 304( 10.69 7.0%| 5.5%| 7.9% | 24.0%4 7.1%| 15.89 25.004" —-00:04
tremendous) <.001
Internal Pressure: Fines/Cites n| 97 | 189| 129 | 73 | 38 | 50 | 28 | 19 8
.2= q
Any pressure (small, moderate, of  |1g god 15.49{12.4% 9.6%| 5.3%| 4.0%|10.794 5.3%| 25.004" 0%
tremendous) <.01
Internal Pressure: Asset Forfeituren | 97 | 189 | 129 | 73 | 38 | 50 | 29 | 19 8
2:
Any pressure (small, moderate, or | 7 206| 7.9%| 9.3%| 9.6%| 5.3% | 24.094 10.304 15.8% 25.004" 50878
tremendous) <.05
Early Intervention System n| 94| 186|129 | 69 | 38 | 52 | 28 | 19 | 8
2:
Early Intervention System 38.3%4 48.9% 55.8% 59.4% 68.4% 80.8% 82.19% 78.9% 75.0%" <4(L)1(.)i35
Citizen Oversight Committee n| 96 | 186| 128 | 70 | 38 | 50 | 29 | 18 | 7
2:
Citizen Oversight Committee 12.5% 9.1%| 5.5%| 11.494 7.9% | 40.0927.6%33.3% 42,99 o |
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AppendixB - Significant Correlations CEO Education Level

HSD 2-year | 4-year | Masters| Statisticd
Degree | Degree | or higher| Significance
.2=29.676
Minimum Education Requirement n| 111 123 194 230 <001
Highschool diploma 93.7% | 80.5% | 81.4% | 76.1%
Some college 6.3% 8.1% 5.7% 7.0%
Two year degree (AA) 0% 11.4% | 12.4% | 13.5%
Fouryear degree (BA) 0% 0% 0.5% 3.5%
Educatimal Incentives n 104 126 192 239
2:
Any educational incentive 375% | 34.1% | 52.6% | 76.2% | <7g(')7151
2=
Educational pay incentive 14.4% | 18.3% | 30.7% | 53.1% | ° <7(}(')7120
2:
Tuition reimbursement 26.9% | 22.2% | 36.5% | 55.6% | <4§(')5159
2:
Accelerated career ladxl 1.0% 1.6% 4.2% 8.4% ' <lié.f>00
Adjust shifts/days off (flexible duty shifts ) 9.6% 4.8% 8.9% 12.1% NS
2:
Schedule preferences to accommodate college 2.9% 1.6% 8.3% 5.9% ’ <8(')3545
Permission to attend class during work hours 8.7% 8.7% 4.7% 7.5% NS
Use of dept. vehicle for transportation to class 10.6% 4.8% 7.3% 9.2% NS
Average Educational Level n 64 81 129 125
% officers with any degree (AA or higher) 35.1% | 45.8% | 54.3% | 60.1% F:£26é218(3)
% officers with BA or higher 18.1% | 13.8% | 32.9% | 43.7% F:i96230(3)
% officers: Highest degree is AA 17.0% | 32.1% | 21.3% | 16.4% F:i062i8(3)
% officers: Highest degree is BA 151% | 12.2% | 29.6% | 32.4% F:2<56?)?LZ(3)
% officers: Highest degree is MA 28% | 1.4% | 3.0% | 10.9% F:2<86%i4(3)
% offcers: doctorate/terminal degree 0.2% 0.1% 0.4% 0.4% NS
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HSD 2-year | 4-year Ma§ters Stat'i.stical
Degree | Degree | or higher| Significance
.2=40.955
Collective Bargaining n 115 128 188 237 <.001
Yes 348% | 43.0% | 60.6% | 66.2%
No 65.2% | 57.0% | 39.4% | 33.8%
.2=142.56
Agency Size (Population served) n 120 133 201 246 <.001
Less than 2,500 31.7% | 27.1% | 16.9% 3.3%
2,5009,999 40.8% | 36.8% | 33.3% | 22.4%
10,00024,999 18.3% | 18.8% | 20.4% | 22.0%
25,00049,999 4.2% 8.3% | 11.9% | 15.9%
50,00099,999 0.8% 4.5% 7.0% 7.7%
100,000249,999 1.7% 1.5% 5.0% 14.2%
250,000499,999 0.8% 3.0% 2.0% 8.9%
500,000999,999 0.8% 0.0% 1.5% 4.1%
1,000,000 or more 0.8% 0.0% 2.0% 1.6%
.2=14.699
Agency Type n 120 133 200 244 <.05
Municipal 775% | 75.2% | 79.0% | 88.9%
County 21.7% | 241% | 20.5% | 10.7%
Other 0.8% 0.8% 0.5% 0.4%
.2=28.420
Region n 120 133 200 246 <.01
Northeast 15.8% 7.5% | 14.0% | 20.3%
Midwest 225% | 33.8% | 32.5% | 18.7%
Southeast 14.2% 19.5% | 17.5% 20.3%
South 20.0% | 15.8% | 13.0% | 12.6%
West 27.5% | 23.3% | 23.0% | 28.0%
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HSD 2-year | 4-year | Masters| Statistical
Degree | Degree | or higher| Significance
COPActivities n 93 109 168 218
2—
COP incl. performance review 61.3% | 64.2% | 47.0% | 40.4% | 20262145
.?=25.436
All officers expeted to problem solve 77.4% | 78.0% | 81.5% | 94.5% <001
.?=36.148
Special recognition for good COP work 41.9% | 47.4% | 56.0% | 73.4% <001
.?=63.285
Utilizes crime analysis 39.8% | 29.4% | 41.1% | 70.2% <001
Extensive alternatives to motor patrol to increas 398% | 356% | 38.1% | 53705 | ‘14310
positive community contacts <.01
.2=14.368
Officers havetledicated problem solving ting2 33.3% | 33.0% | 44.6% | 51.4% <01
.2=52.111
Specialized problem solving unit 2.2% 6.4% | 9.5% | 28.0% <001
=
Alternative dispute resolutin 9.7% | 11.0% | 19.0% | 26.1% | ° 3_6'1180
.2=45.027
Citizen surveys set priorities 18.3% | 18.3% | 23.8% | 48.8% <001
.2=71.569
Regularly scheduled community meetings 258% | 31.2% | 47.0% | 69.7% <001
=
2=
Ctizen academies/citizen patrols 11.8% | 18.3% | 38.1% | 66.1% | 33361270
.2=27.759
Problem solve with other organizations 62.4% | 66.1% | 76.2% | 86.2% <001
.2=58.142
Officers have fixed assignment to specific beat/areq 18.3% | 26.6% | 35.7% | 58.3% <001
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2-year | 4-year | Masters| Statistical

HSD Degree | Degree | or higher|Significanc
Policing Strategies n 96 112 174 221
birected Patrol 90.6% | 92.0% | 90.8% | 92.3% | NS
Hot Spots Polici 406% | 57.1% | 56.9% | 74.7% | ‘02969
ot Spots Policing : : : : <001
.2=8.285
Civil Gang Injunction 1.0% | 3.6% | 6.9% | 8.6% <05

Heavy use of pedestrian stops in targeted areas 8.3% 8.0% | 12.1% | 11.3% NS

Heavy enforcement of misdemeanors/ summonses| 26 006 | 402% | 26.4% | 2530 | --=2223

targeted areas <.05
.2=13.593
Trespass Affidavit Pgpam 30.2% | 35.7% | 29.3% | 45.7% <01
Exclusion Orders 6.3% 8.9% 8.6% 12.7% NS
2:
Situational Crime Prevention 47.9% | 48.2% | 56.3% | 629% | >0
.2=61.224
Crime Prevention Through Environmental Design | 12.5% | 152% | 27.6% | 48.4% | _ o,
Social Media n 95 112 176 22
.2=80.645
. 0, 0, 0, 0,
Twitter 17.9% 16.1% | 34.1% | 58.6% <001
.2=21.932
Facebook/Google+ 68.4% | 74.1% | 85.2% | 87.4% <001
.2=28.111
Instagram 1.1% 1.8% 8.0% 15.8% <001
Snapchat 1.1% 0% 1.1% 3.2% NS
.2=17.822
Blogs 4.2% 2.7% 2.8% 11.7% <001
2—
YouTubeof video sharing 4.2% 6.3% 12.5% 27.9% | jgo4169
o _ . . . . | -*=16.768
Mass communication system (Nixle) 21.1% | 20.5% | 28.4% | 38.7% | _ .,
Department Smartphone App 12.6% 153% | 11.9% | 17.6% NS
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HSD 2-year | 4-year | Masters| Statistical
Degree | Degree | or higher{Signficance
Website Content n 86 105 172 217
2—

No Department Website 24.4% | 21.9% | 11.0% | 4.6% |° ;3501155
.2=37.353

Chief/Sheriff name and phone/email 57.0% | 686% | 814% | 86.6% | _ oo
. . . . . o | -=14.541

Staff directory with phone numbers 40.7% | 45.7% | 57.6% | 61.3% <01
. _ _ ) . . | -2=14.882

Staff directory with email addresses 38.4% | 35.2% | 54.7% | 52.5% <01
. o . . . o |-=19.712

Crime Stats: jurisdiction wide summary 16.3% | 15.2% | 26.2% | 35.0% | _ 557
_ , _ . . . | 2=24.226

Crime Stats: geographic area summaries 10.5% | 6.7% | 19.2% | 27.2% | _ 55
.2=42.126

Crime Stats: stréemaps w/crime type 10.5% | 10.5% | 20.3% | 37.3% | _ 5,

2—

Annual report 2219 | 210% | 34.3% | 49.3% | o>t
ifi ici 3.5% 4.8% 9.3% 14.3% #=12.165

Specific department policies 270 .670 3% 3% <01
i i 4.7% 3.8% 3.5% 10.6% -=10.468

Departmenf3 entire policy manual (70 .G7/0 270 6% <05
o . . . | -=12.873

Internal investigation stats: current year 2.3% | 10.5% | 10.5% | 16.6% | 5
i igati 8.1% 10.5% 7.0% 22.1% #=23.087

Internal investigation stats: past year 1% 5% 0% 1% | o1
.2=40.657

Citizens can file complaint against officer 29.1% | 41.0% | 45.3% | 65.4% | _ o,
.2=32.067

Citizens ca compliment officer 29.1% | 36.2% | 40.1% | 59.4% | _ o,
.2=10.272

Citizens can report crime 29.1% | 295% | 37.2% | 44.7% <05
.2=34.529

Citizens can provide anonymous tip 34.9% | 40.0% | 49.4% | 66.4% | _ o,
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HSD 2-year | 4-year | Masters | Statistical
Other Topics Degree | Degree | or higher|Significanc
Compstat 85 107 171 215
2:
COMPSTAVKe system 8.2% | 9.3% | 17.0% | 38.6% | 200
Yy <.001
Mental Health 94 112 173 220
2:
Special Mental Health Team 30.9% | 32.1% | 30.1% | 53.2% |- <2.862133
Homeless Outreach 94 112 174 222
.2=15.130
Specially trained officers: homeless 4.3% 8.0% | 6.9% | 16.2% <01
Early Intervention System 93 109 171 218
.2=29.552
Early Intervention System 44.1% | 45.0% | 50.3% | 69.7% | _ .4,
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AppendixC- Significant Correlations Region

5 - %) c g
S| 8| ] 5| | £S
.2=160.44
Minimum Education Requirement 103 183 | 126 100 | 178 <001
Highschool diploma 87.4%)| 51.9%| 92.9%| 93.0%| 93.8%
Some college 3.9% | 14.8%| 3.2% | 4.0% | 3.9%
Two year degree (AA) 6.8% | 31.7%| 3.2% | 1.0% | 1.7%
Fouryear degree (BA) 1.9% | 1.6%| 0.8% | 2.0% | 0.6%
Educational Incentives 106 178 | 127 104 | 177
Any educational incentive 68.9%)| 42.7%| 59.8%| 52.9%| 59.9% 122?561125
Educational pay incentive 50.0%)| 14.6%| 37.0%| 42.3%| 36.2% 224501116
Tuition reimbursement 42.5%)| 33.7%| 46.5%]| 30.8%)| 40.1% ‘Zfi%”
Accelerated career ladder 9% | 2.8%| 9.4% | 3.8% | 6.8% 12:<1_ %'5425
Adjust shifts/days off (flexible duty shifts ) 8.5% | 7.3% | 10.2%| 13.5%| 8.5% NS
Schedule preferences accommodate college 28% | 3.9%| 3.9% | 7.7% | 6.8% NS
Permission to attend class during work hours 2.8% | 3.4% | 13.4%| 9.6% | 7.3% 12:3_2.542
Use of dept. vehicle for transportation to class 4.7% | 3.4% | 19.7%| 8.7% | 5.6% 22330817]
Average Educational Lele 75 116 68 67 82
% officers with any degree (AA or higher) 57.9%)| 67.8%| 39.3%| 32.8%| 49.0% F:f%gf(‘
% officers with BA or higher 39.3%| 35.206| 22.8%| 21.2%| 27.9% F:f'ggll(‘
% officers: Highest degree is AA 18.5%| 32.7%| 16.5%| 11.7%| 21.1% F:i3d?)81(4
% officers: Highest degree is BA 28.5%| 30.8%| 19.0%| 17.5%)| 23.7% F266%81(4
% officers: Highest degree is MA 10.3%| 4.1%| 3.8% | 3.6% | 3.9% F=<76%51(4
% officers: doctorate/terminal degree 0.6% | 0.3%| 0.0% | 0.1% | 0.3% NS
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(8]
B 7 2 T
2| 2| 2| 3| 8| B
E| 2| 3| 8| =] 8%
z (79} n %)
.2=28.42(
CEO Education n 107 183 | 128 102 179 <01
High School Diploma 17.8%)| 14.8%| 13.3%| 23.5%| 18.4%
Twoyear Degree 9.3% | 24.6%| 20.3%| 20.6%| 17.3%
Fouryear Degree 26.2%| 35.5%| 27.3%| 25.5%| 25.7%
Mager@ Degree or higher 46.7%| 25.1%| 39.1%| 30.4%| 38.5%
Policing Strategies n 93 159 | 120 96 163
2:
Foot Patrol 41.9% | 40.9%| 46.6 | 25.0%| 40.5% | <1%)'5434
Directed Patrol 91.4%| 91.26| 92.5%| 87.5%| 93.3% NS
2:
ivi i i 1.1% | 1.9% | 11.7%| 4.2% | 9.6% +=20.31]
Civil Gang Injunction -L70 970 70 4.270 ©7 1 <001
.2=15.66(

Heavy use of pedestrian stops in targeted areas | 7-5% | 3.8% | 17.5%]| 11.5%| 12.3%| _,;

Heavy enforcement of misdemeanors/ summonses| 23 7041 25.8%| 25.0%| 271%| 33.1%| NS
targeted areas

2:
Trespass Affidavit Program 24.79| 25.8%| 50.0%| 33.3%| 45.4% _or "
. 2=19 268
Exclusion Orders 10.8%| 5.0% | 10.0%| 3.1% | 17.2% <01
Situational Crime Prevention 62.4%)| 56.6%) 52.5%| 51.0%| 55.8%| NS
2=18.229

Crime Prevention Through Environmental Design | 2°-8%| 34.6%)| 39.2%) 14.6%| 32.5% _ .

Social Media n 92 161 120 96 163

Twitter 46.7%| 29.8%| 43.8%| 33.3%| 38.0%| <.05
Facebook/Google+ 87.09%| 78.3%| 83.5%)| 81.3%| 80.4% NS
Instagram 5.4% | 4.3% | 12.4%| 13.5%| 9.2% | <.05
Snapchat 1.1% 0% | 41% | 2.1% | 2.5% NS
Blogs 43% | 3.1%|12.4%| 3.1%| 8.0% | <05
YouTube of video sharing 14.1%| 9.3% | 23.1%| 14.6%| 18.4%| <.05
Mass communication system (Nixle) 34.8%]| 31.7%| 25.6%| 19.8%| 35.6%| =.05
Department Smartphone App 14.1%| 6.2% | 21.7%| 15.6%| 17.2%| <.01
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Appendix C

Q
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s | 2| 3| & | 3| BF
o E o = )
z ) %)
Other
Compstat 89 155 117 88 156
C ik 26.7%)| 15.0%| 38.9%| 18.79%| 20.9%| * 23435
ompstatlike system : : : . . <001
Mental Health 92 158 118 96 162
.2=17.795
Special Mental Health Team 38.0%| 34.2%)| 52.5%| 27.1%| 43.8% <01
. _ 6 6 . . o | -2=11.797
Team includes mental health professional 54.3%)| 47.1%| 44.3%| 56.0%| 71.4%| "o
Homeless Outreach 93 159 | 119 96 131
ially trained officers: homel 6.5% | 3.1%| 14.3%| 6.3% | 19.60| 25957
Secially trained officers: homeless . . . . . <001
Early Intervention System 91 157 | 115 | 96 | 161
2:
Early Intervention System 60.4%)| 51.0%| 67.8%| 52.1%)| 53.4%| <96?:_)04
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AppendixD - Significant CorrelationsTypeof Agency

Municipal County Other 2?32;}?;:%

Minimum Education Requirement 565 118 4 NS
Highschool diploma 80.4% 85.6% 100%
Some college 7.3% 4.2% 0%
Two year degree (AA) 10.8% 10.2% 0%
Fouryear degree (BA) 1.6% 0% 0%
Educatonal Incentives 562 124 3
Any educational incentive 59.1% 403% | 66.7% ‘2:3‘8525
Educational pay incentive 35.6% 25.0% 66.7% ‘21665540
Tuition reimbursement 422% | 21.8% | 33.3% ‘2:<1.g£89
Accelerated career ladder 5.3% 2.4% 0% NS
Adjust shifts/days off (flexible duty shifts ) 9.6% 8.1% 0% NS
Schedule prefereres to accommodate college 5.7% 2.4% 0% NS
Permission to attend class during work hours 6.6% 9.7% 0% NS
Use of dept. vehicle for transportation to class 6.8% 12.1% 33.3% ‘2:5(')7515
Average Educational Level 354 53
% officers with any degre@A or higher) 53.0% 44.7% NS
% officers with BA or higher 31.6% 21.1% F:<:.’>c.)261(2)
% officers: Highest degree is AA 21.4% 23.6% NS
% officers: Highest degree is BA 26.0% 18.0% NS
% officers: Highest degree is MA 5.4% 2.8% NS
% officers: doctate/terminal degree 0.3% 0.3% NS
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Appendix D

- Statistical
Municipal County Other Significancel
.2=14.669

CEO Education S 125 4 <.05
High School Diploma 16.4% 20.8% 25.0%
Twoyear Degree 17.6% 25.6% 25.0%
Fouryear Degree 27.8% 32.8% 25.0%
Master@ Degree or higher 38.2% 20.8% 25.0%
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AppendixE- Presence of Collective Bargaining (Unionization)

ves No | Cionicance
Minimum Education Requirement 364 296 .2=44.960, <.001
Highschool diploma 73.1% 91.2%
Some college 8.2% 5.4%
Two year degree (AA) 17.3% 2.0%
Fouryear degree (BA) 1.4% 10.5%
Educational Incentives 372 288
Any educatioal incentive 66.7% 43.8% .2=34.717, <.001
Educational pay incentive 42.5% 22.9% .2=27.690, <.001
Tuition reimbursement 46.2% 30.9% .2=15.965, <.001
Accelerated career ladder 4.8% 5.2% NS
Adjust shifts/days off (flexible duty shifts ) 8.3% 9.7% NS
Scledule preferences to accommodate college 4.3% 6.3% NS
Permission to attend class during work hours 4.0% 11.5% .2=13.274, <.001
Use of dept. vehicle for transportation to class 5.4% 11.5% .2=8.130, <.01
Average Educational Level 213 185
% officerswith any degree (AA or higher) 60.8% 41.4% F=47.231(1), <.00]
% officers with BA or higher 36.3% 23.1% | F=30.859(1), <.001
% officers: Highest degree is AA 24.5% 18.3% F=8.173(1), <.01
% officers: Highest degree is BA 30.1% 18.4% | F=33.189(1), <.00]
% dficers: Highest degree is MA 5.9% 4.4% NS
% officers: doctorate/terminal degree 0.2% 0.3% NS
CEO Education e Lo 2;480355
High School Diploma 10.9% 24.8%
Twoyear Degree 15.0% 24.2%
Fouryear Degree 31.1% 24.5%
Master@ Degree or higher 42.9% 26.5%
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AppendixF- Average Officer Education Level: Select States
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= S = = 2 o

S S S N S X
California n=12 50.3% /| 39.5%]| 10.8% | 30.6%]| 8.5% | 0.4%
Florida n=10 49.0%( 30.1%| 18.1%| 25.6%| 5.3% | 0.0%
lllinois n=24 57.3%| 35.3%]| 22.0%| 30.1%| 4.7% | 0.5%
Massahusetts n=15 63.2% | 49.0%| 14.1%/| 34.4%)]| 13.9%| 0.7%
Michigan n=13 76.6%| 34.4%| 42.1%| 30.6%| 3.8% | 0.0%
Minnesota n=15 98.8% | 42.0%]| 56.9%| 37.4%| 4.5% | 0.0%
North Carolina n=15 47.7%| 26.3%| 21.5%| 21.4%| 4.9% | 0.0%
New Jersey n=10 55.7%| 46.1%]| 9.6% | 32.6%]| 13.1%| 0.5%
Ohio n=33 A4 7% | 29.2%]| 15.5%| 25.2%| 3.3% [ 0.7%
Pennsylvania n=26 | 58.3%| 37.9%| 20.4%| 29.6%| 8.4% | 0.0%
Texas n=40 30.1%| 21.5%| 9.4% | 17.6%| 3.8% | 0.2%
Washington n=11 57.6%| 33.1%]| 24.6%| 29.4%| 3.5% [ 0.2%
Wisconsin n=24 893% | 37.1%| 52.2%| 32.6%| 4.4% | 0.0%
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