Fig. 4.3.5b — Chi-Square Tests: Comparative Sick Rate * Four-year bachelor's degree at hiring?

Value df Asymp. Sig. (2- | Exact Sig. (2- Exact Sig. (1-
sided) sided) sided)

Pearson Chi-Square 16.550° 1 .000

Continuity Correction® 16.012 1 .000

Likelihood Ratio 16.814 1 .000

Fisher's Exact Test .000 .000
Linear-by-Linear Association 16.540 1 .000

N of Valid Cases 1602

a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is 126.49.

b. Computed only for a 2x2 table

Of those who had four-year bachelor’s degrees, 64.7% provided superior performance in

the area of comparative sick leave rate, while of those who did not have four-year degrees,

2
51.2% provided superior performance. The X test found that a significant relationship existed

between having a four-year bachelor’s degree at time of hiring and the level of an officer’s

2
performance in the area of comparative sick leave rate, X (1, N = 1602) = 16.55, p = <.001.

Since those with four-year degrees were also included in the group with at least sixty

college credits, a separate analysis compared the performance of those with a two-year

associate’s degree, but not a four-year bachelor’s degree, and those with less education.

Fig. 4.3.6a — Cross tabulation: Comparative Sick Rate * Associate's degree at hiring?

Associate's degree at hiring? Total
No Yes
Count 559 90 649
Not Superior % within Associate's 49.1% 47.1% 48.8%
degree at hiring?
Comparative Sick Rate
Count 580 101 681
Superior % within Associate's 50.9% 52.9% 51.2%
degree at hiring?
Count 1139 191 1330
Total % within Associate's 100.0% 100.0% 100.0%
degree at hiring?
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Fig. 4.3.6b - Chi-Square Tests: Comparative Sick Rate * Associate's degree at hiring?

Value df Asymp. Sig. (2- | Exact Sig. (2- Exact Sig. (1-
sided) sided) sided)

Pearson Chi-Square .251% 1 .616

Continuity Correction® 179 1 .673

Likelihood Ratio .251 1 .616

Fisher's Exact Test .639 .336
Linear-by-Linear Association .251 1 .617

N of Valid Cases 1330

a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is 93.20.

b. Computed only for a 2x2 table

Of those who had two-year associate’s degrees, 52.9% provided superior performance in

the area of comparative sick leave rate, while of those who did not have two-year associate’s

2
degrees, 50.9% provided superior performance. The X test did not find a relationship between

having a two-year associate’s degree at time of hiring and the level of an officer’s performance

2
in the area of comparative sick leave rate, X (1, N =1330) =.251, p = .616.

Fig 4.3.7a — Cross tabulation: Comparative Sick Rate * New York City Resident?

New York City Resident? Total
No Yes
Count 264 484 748
Not Superior 9% within New York City 52.2% 44.0% 46.5%
Resident?
Comparative Sick Rate
Count 242 617 859
Superior % within New York City 47.8% 56.0% 53.5%
Resident?
Count 506 1101 1607
Total % within New York City 100.0% 100.0% 100.0%
Resident?
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Fig 4.3.7b - Chi-Square Tests: Comparative Sick Rate * New York City Resident

Value df Asymp. Sig. (2- | Exact Sig. (2- Exact Sig. (1-
sided) sided) sided)

Pearson Chi-Square 9.401% 1 .002

Continuity Correction® 9.073 1 .003

Likelihood Ratio 9.389 1 .002

Fisher's Exact Test .003 .001
Linear-by-Linear Association 9.395 1 .002

N of Valid Cases 1607

a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is 235.52.

b. Computed only for a 2x2 table

Of those who were New York City residents before hiring, 56.0% provided superior

performance in the area of comparative sick leave rate, while of those who were not New York

2
City residents, 47.8% provided superior performance. The X test found that a relationship

existed between whether or not an officer lived in New York city at the time of hiring and the

2
level of an officer’s performance in the area of comparative sick leave rate, X (1, N =1607) =

9.401, p =.002.

Fig. 4.3.8a — Cross tabulation: Comparative Sick Rate * Male or Female

Male or Female Total
Male Female
Count 629 148 777
Not Superior
% within Male or Female 44.1% 59.4% 46.4%
Comparative Sick Rate
Count 798 101 899
Superior
% within Male or Female 55.9% 40.6% 53.6%
Count 1427 249 1676
Total
% within Male or Female 100.0% 100.0% 100.0%
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Fig. 4.3.8b — Chi-Square Tests: Comparative Sick Rate * Male or Female
Value df Asymp. Sig. (2- | Exact Sig. (2- Exact Sig. (1-
sided) sided) sided)

Pearson Chi-Square 20.112° 1 .000

Continuity Correction® 19.499 1 .000

Likelihood Ratio 20.098 1 .000

Fisher's Exact Test .000 .000
Linear-by-Linear Association 20.100 1 .000

N of Valid Cases 1676

a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is 115.44.

b. Computed only for a 2x2 table
In the area of comparative length of service, superior performance was provided by

2
55.9% of male officers, but only 40.6% of female officers. The X test found that a relationship

existed between the sex of officers and the level of their performance in the area of comparative

sick leave rate, Xz (1, N=1676) = 20.112, p = <.001.

Fig. 4.3.9a — Cross tabulation: Comparative Sick Rate * White Black Hispanic

White Black Hispanic Total
White Black Hispanic
Count 423 142 195 760
Not Superior % within White 45.6% 47.5% 48.5% 46.7%
Black Hispanic
Comparative Sick Rate
Count 504 157 207 868
Superior % within White 54.4% 52.5% 51.5% 53.3%
Black Hispanic
Count 927 299 402 1628
Total % within White 100.0% 100.0% 100.0% 100.0%
Black Hispanic

85



Fig. 4.3.9b — Chi-Square Tests: Comparative Sick Rate * White Black Hispanic

Value df Asymp. Sig. (2-sided)
Pearson Chi-Square 1.028% 2 .598
Likelihood Ratio 1.028 2 .598
Linear-by-Linear Association 1.011 1 .315
N of Valid Cases 1628

a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is

139.58.

In the area of comparative rate of sick leave, 54.4% of the white officers, 52.5% of the

2
black officers, and 51.5% of the Hispanic officers provided superior performance. The X test

found no relationship between the ethnicity of the officers and their performance in the area of

2
the comparative rate of sick leave, X (2, N =1628) =1.028, p = .598.

Fig. 4.3.10a — Cross tabulation: Comparative Sick Rate * Comparative Academy Grade

Total

Academy Grade

Comparative Academy Grade Total
Lower half Upper half
Count 434 340 774
Not Superior % within Comparative 51.4% 41.3% 46.4%
Academy Grade
Comparative Sick Rate
Count 410 483 893
Superior % within Comparative 48.6% 58.7% 53.6%
Academy Grade
Count 844 823 1667
% within Comparative 100.0% 100.0% | 100.0%
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Fig. 4.3.10b — Chi-Square Tests

: Comparative Sick Rate * Comparative Academy Grade

Value df Asymp. Sig. (2- | Exact Sig. (2- Exact Sig. (1-
sided) sided) sided)

Pearson Chi-Square 17.122% 1 .000

Continuity Correction® 16.718 1 .000

Likelihood Ratio 17.154 1 .000

Fisher's Exact Test .000 .000
Linear-by-Linear Association 17.111 1 .000

N of Valid Cases 1667

a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is 382.12.

b. Computed only for a 2x2 table

Of those whose final Academy grades were in the upper half of the class, 58.7% provided

superior performance in the area of comparative rate of sick leave, while of those whose final

2
grades were in the lower half of the class, 48.6% provided superior performance. The X test

found a relationship existed between the comparative rate of sick leave and the officers’

2
comparative Academy grades, X (1, N=1667) =17.122, p = <.001.

The following are the results of the two different versions of the logistic regression for

the dependent variable “Comparative Rate of Sick Leave”.

1% version: Age requirement = Over 21, Education standard = 60 credits.

Fig. 4.3.11.1a - Omnibus Tests of Model Coefficients

Fig. 4.3.11.1b — Model Summary

Chi-square df Sig. Step -2 Log Cox & Snell | Nagelkerke
Step 65.518 7 .000 likelihood R Square R Square
Step1 Block 65.518 7 .000 1 2136.638% .040 .054
Model 65.518 7 .000 a. Estimation terminated at iteration number 4

because parameter estimates changed by less than

.001.
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Fig.4. 3.11.1c - Classification Table®

Observed Predicted
Comparative Sick Rate Percentage
Not Superior Superior Correct
Not Superior 323 419 43.5
Comparative Sick Rate
Step 1 Superior 219 633 74.3
Overall Percentage 60.0
a. The cut value is .500
Fig. 4.3.11.1d — Variables in the Equation
B S.E. Wald df Sig. Exp(B)
Over21 -1.159 .803 2.084 1 .149 314
SixtyCred 357 117 9.233 1 .002 1.429
MilServYesNo 146 167 .763 1 .382 1.157
A CompAcadGrade .340 .107 10.111 1 .001 1.406
Sep Cityres .508 121 17.702 1 .000 1.662
Sex -.703 .152 21.279 1 .000 495
WhiteMinority .036 .118 .095 1 .758 1.037
Constant 1.449 .839 2.983 1 .084 4.258

a. Variable(s) entered on step 1: Over21, SixtyCred, MilServYesNo, CompAcadGrade, Cityres, Sex,
WhiteMinority.

2" version: Age Requirement = Over 22, Education Standard = 4-year Bachelor’s degree

Fig. 4.3.11.2a - Omnibus Tests of Model Coefficients

Fig. 4.3.11.2b — Model Summary

Chi-square df Sig. Step -2 Log Cox & Snell | Nagelkerke R
Step 66.791 7 .000 likelihood R Square Square
Step1 Block 66.791 7 .ooo| LL 2135.365° .041 .055
Model 66.791 7 .000] a. Estimation terminated at iteration number 3 because

parameter estimates changed by less than .001.
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Fig. 4.3.11.2c — Classification Table®

Observed Predicted
Comparative Sick Rate Percentage
Not Superior Superior Correct
Not Superior 332 410 447
Comparative Sick Rate
Step 1 Superior 240 612 71.8
Overall Percentage 59.2

a. The cut value is .500

Fig. 4.3.11.2d — Variables in the Equation

B S.E. Wald df Sig. Exp(B)

Over22 -.041 .213 .038 1 .846 .960
BachDegree .530 144 13.478 1 .000 1.700
MilServYesNo 147 167 T77 1 .378 1.159

A CompAcadGrade .327 .107 9.380 1 .002 1.387

Sep Cityres 487 121 16.102 1 .000 1.627
Sex -.696 152 20.929 1 .000 499
WhiteMinority .034 119 .083 1 773 1.035

Constant .364 317 1.312 1 .252 1.438

a. Variable(s) entered on step 1: Over22, BachDegree, MilServYesNo, CompAcadGrade, Cityres, Sex,
WhiteMinority.

Discussion of Results:

In the cross tabulation comparisons, no significant relationship with performance was
found in the area of comparative rate of sick leave for the comparison groups determined by the
variables that considered the race of the officers, or whether officers were 21 years of age or
older, or 22 years of age or older, or had military service before hiring.

A relationship with performance was found both in the groups determined by the
variable that considered whether officers had 60 college credits, and by the variable that
considered whether officers had four-year bachelor’s degrees, with those having more education
being more likely to produce superior performance. However, as was the case with the previous
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variable, no significant relationship was found in the follow-up cross tabulation that eliminated
those with four-year degrees from consideration. This suggests that the significance found
earlier when considering all of those who had 60 college credits or more as a single group was
largely the result of the inclusion in that group of those officers who had four-year degrees.
When considered separately, no relationship with performance was found for those who had two-
year associate’s degrees but no higher degree when compared with officers who had less
education.

Relationships with performance were also found when considering the sex of the officers
(with male officers being more likely to provide superior performance), and the officers’
comparative final Academy grades (with those whose grades were in the upper half of the class

being more likely to provide superior performance.)

In addition, the X test found a significant relationship between performance in the
area of comparative rate of sick leave and whether or not officers were New York City residents
at the time they were hired, with New York City residents at time of hiring being more likely

than non-residents to provide superior performance.

Both logistic regression models were significant; XE (7) version 1= 65.518, version 2=
66.791, p <.001. In both cases the model is quite weak. The goodness of fit of the models
including the predictors is approximately 5% (Nagelkerke R? = .054 in the 1% version, and .055
in the 2" version) better than the model without predictors. The first model was able to predict
the observed values in 60.0% of the cases, while the second model was able to predict the
observed values in 59.2% of the cases. In both models, “Sex” and “New York City resident”
were found to be significant with p <.001, and in the second model “Bachelor’s degree” also

was significant with a p <.001. The variable “Comparative Academy Grade” was also
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significant in both the 1 model (p = .001) and in the 2" model (p = .002.) Based on the Wald
statistic, it seems that the sex of the officer contributes more to the models for the dependent
variable “Comparative rate of sick leave” than the other variables, with the second most
influential contribution coming from being a resident of New York City resident. On the
average, the odds of a female officer having a superior rate of sick leave are approximately 50%
(1-.495/ 1-.499) lower than they are for a male officer after holding the other variables constant,
while the odds of an officer who was a New York City resident at time of hiring having a
superior rate of sick leave are between 63% and 66% higher than they are for officers who are
not New York City residents at the time they are hired after holding the other variables constant.
Furthermore, after holding the other variables constant, the odds of an officer who had a four-
year bachelor’s degree at time of hiring having a superior rate of sick leave are 70% higher than
they are for officers who did not have a four-year college degree.

Like the previous variable, this variable also considered a measurement that
operationalized the construct of “organizational commitment”. In both of the “organizational
commitment” variables, New York City residence was found to be statistically significant as a
predictor of the behavior. In seeking to explain the connection, it is noted that the police officers
who are not New York City residents are drawn from a limited number of New York counties,
all of which are policed by other agencies. One may therefore question why a person from
Orange, or Putnam, or Suffolk County would seek to become a police officer in New York City
rather than in an agency closer to home. One possible explanation is that the new officer is
following one, two, or even three generations of family members into the City’s Police
Department even though the family no longer lives in the City itself. Such a choice might

indicate commitment, but it may be more a commitment to the family’s individual legacy than it
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is the NYPD as an institution. Another possibility is that a potential officer may see a greater
likelihood of being hired by the NYPD, which is vastly larger than any other law enforcement
agency in the country and which hires hundreds of new officers every year, than of being hired
by a smaller local Department, which may have no openings at the time a job is sought. In such
a case, the New York City Police Department would not be the most preferred employer, but
instead one for which a potential police officer had to settle, and this would serve as an obstacle
to the development of superior organizational commitment.

In considering the “organizational commitment” variables, it is also noted that in the
logistic regressions for both “comparative length of service” and “comparative rate of sick
leave”, as well as in the cross tabulations for the latter, the variable of “Comparative Academy
Grade” was also found to be related to performance, with those whose grades were in the upper
half of the class being more likely to provide superior performance. One possible explanation
for this finding would be that those with a greater commitment to the Police Department had this
attachment from the outset of their careers, and therefore were willing to give the time and effort
necessary to studying for their Police Academy examinations in the work-related areas of “social
science”, “police science”, and “law” which then formed the Police Academy curriculum.

The variable which considered the sex of the officer was highly significant in relation to
the comparative rate of sick leave, with male officers being more likely to provide superior
performance than female officers. This finding is similar to that produced in the previously
noted study by Steinhardt et al. (1991), who also found that female officers were significantly
more likely to have medical-related absences. However, the sex of the officer did not have a
significant relationship, either in the cross tabulations or in the regressions, with “comparative

length of service”, which was the other variable that measured organizational commitment. This
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suggests that the more frequent use of sick leave by female officers may not be a reflection of
less organizational commitment, but of other factors influenced by physical or behavioral
differences that may exist between men and women generally.

The possession of a four-year college degree was likewise found to be a statistically
significant predictor of a superior sick leave record, but not of the length of service. One
possible explanation is that within the study cohort, a four-year college degree is of itself an
indication of superior education. A large body of research has shown that the well-educated
have better health than those who are more poorly educated (Ross & Wu, 1995). In the case of
those with comparatively better educations having a lower annual rate of sick leave, the
explanation may lie not in the concept of higher organizational commitment, but simply in the

fact that such persons tend to have better health, and therefore have less reason to use sick leave.

Fourth Dependent Variable: Comparative rate of CCRB complaints for abuse of authority,

discourtesy, and offensive lanquage

Results:
The following are the results of the cross tabulations of each dichotomous independent
variable with the dependent variable “Comparative rate of CCRB complaints for abuse of

authority, discourtesy, and offensive language” (that is, other than for excessive use of force):
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Fig. 4.4.1a - Comparative rate of CCRB complaints other than force * 21 years of age or older at hiring?

21 years of age or older at hiring? Total
No Yes
Count 7 775 782
. % within 21 years 53.8% 45.7% 45.8%
Not Superior
of age or older at
Comparative rate of CCRB hiring?
complaints other than force Count 6 919 925
) % within 21 years 46.2% 54.3% 54.2%
Superior
of age or older at
hiring?
Count 13 1694 1707
Total % within 21 years 100.0% 100.0% | 100.0%
ota
of age or older at
hiring?

Fig. 4.4.1b - Chi-Square Tests: Comp. rate CCRB complaints other than force * 21 or older at hiring?

Value df Asymp. Sig. (2- Exact Sig. (2- Exact Sig. (1-
sided) sided) sided)

Pearson Chi-Square .341% .559

Continuity Correction® .093 .761

Likelihood Ratio .339 .560

Fisher's Exact Test .588 .378
Linear-by-Linear Association .340 .560

N of Valid Cases 1707

a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is 5.96.

b. Computed only for a 2x2 table

Of those who were 21 years of age or older at hiring, 54.3% provided superior

performance in the area of comparative rate of CCRB complaints other than for excessive use of

2
force, while of those who were not yet 21, 46.2% provided superior performance. The X test

found that there was no relationship between whether an officer was 21 or older at hiring and the

level of an officer’s performance in the area of comparative rate of CCRB complaints other than

2
for the excessive use of force, X (1, N =1707) =.341, p = .559.
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Fig 4.4.2a — Cross tabulation: Comp. rate CCRB complaints other than force * 22 years of age or older at hiring?

22 years of age or older at Total
hiring?
No Yes
Count 51 731 782
Not Superior % within 22 years of 46.8% 45.7% 45.8%
Comparative rate of CCRB age or older at hiring?
complaints other than force Count 58 867 925
Superior % within 22 years of 53.2% 54.3% 54.2%
age or older at hiring?
Count 109 1598 1707
Total % within 22 years of 100.0% 100.0% 100.0%
age or older at hiring?

Fig. 4.4.2b - Chi-Square Tests: Comp. rate CCRB complaints other than force * 22 or older at hiring?

Value df Asymp. Sig. (2- | Exact Sig. (2- Exact Sig. (1-
sided) sided) sided)

Pearson Chi-Square .045?% .832

Continuity Correction® .013 911

Likelihood Ratio .045 .832

Fisher's Exact Test .843 454
Linear-by-Linear Association .045 .832

N of Valid Cases 1707

a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is 49.93.

b. Computed only for a 2x2 table

Of those who were 22 years of age or older at hiring, 54.3% provided superior

performance in the area of comparative rate of CCRB complaints other than for the excessive

2
use of force, while of those who were not yet 22, 53.2% provided superior performance. The X

test found that there was no relationship between whether an officer was 22 or older at hiring and

the level of an officer’s performance in the area of comparative rate of CCRB complaints other

2
than for the excessive use of force, X (1, N =1707) =.045, p =.832.
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Fig. 4.4.3a — Cross tabulation: Comp. rate CCRB complaints other than force * Military service bef. hiring?

Military service before hiring? Total
No Yes

Count 681 101 782

Not Superior % within Military 44.8% 54.0% 45.8%
Comparative rate of CCRB service before hiring?

complaints other than force Count 839 86 925

Superior % within Military 55.2% 46.0% 54.2%
service before hiring?

Count 1520 187 1707

Total % within Military 100.0% 100.0% 100.0%
service before hiring?

Fig 4.4.3b - Chi-Square Tests: Comp. rate CCRB com

laints other than force * Military service bef. hiring?

Value df Asymp. Sig. (2- | Exact Sig. (2- Exact Sig. (1-
sided) sided) sided)

Pearson Chi-Square 5.687° 1 .017

Continuity Correction® 5.322 1 .021

Likelihood Ratio 5.664 1 .017

Fisher's Exact Test .020 .011
Linear-by-Linear Association 5.684 1 .017

N of Valid Cases 1707

a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is 85.67.

b. Computed only for a 2x2 table

Of those officers who had military service before hiring, 46.0% provided superior

performance in the area of comparative rate of CCRB complaints other than for the excessive use

of force, while of those who did not have military service, 53.2% provided superior performance.

2
The X test found a relationship between whether an officer had military service before hiring

and the level of an officer’s performance in the area of comparative rate of CCRB complaints

2
other than for the excessive use of force, X (1, N =1707) =5.687, p = .017.
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Fig. 4.4.4a — Cross tabulation: Comp. rate CCRB complaints other than force * 60 college credits at hiring?

Sixty college credits at hiring? Total
No Yes

Count 550 199 749

Not Superior % within Sixty college 47.5% 41.9% 45.9%
Comparative rate of CCRB credits at hiring?

complaints other than force Count 607 276 883

Superior % within Sixty college 52.5% 58.1% 54.1%
credits at hiring?

Count 1157 475 1632

Total % within Sixty college 100.0% 100.0% | 100.0%
credits at hiring?

Fig. 4.4.4b - Chi-Square Tests: Comp. rate CCRB complaints other than force * 60 college credits at hiring?

Value df Asymp. Sig. (2- | Exact Sig. (2- Exact Sig. (1-
sided) sided) sided)

Pearson Chi-Square 4.317° 1 .038

Continuity Correction” 4.093 1 .043

Likelihood Ratio 4.332 1 .037

Fisher's Exact Test .038 .021
Linear-by-Linear Association 4.314 1 .038

N of Valid Cases 1632

a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is 218.00.

b. Computed only for a 2x2 table

Of those officers who had sixty college credits before hiring, 58.1% provided superior

performance in the area of comparative rate of CCRB complaints other than for the excessive use

of force, while of those who did not have sixty college credits, 52.5% provided superior

2 . . . .
performance. The X test found a relationship between whether an officer had sixty college

credits before hiring and the level of an officer’s performance in the area of comparative rate of

2
CCRB complaints other than for the excessive use of force, X (1, N =1632) =4.317, p =.038.
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Fig 4.4.5a — Cross tabulation: Comp. rate CCRB complaints other than force * 4-year degree at hiring?

4-year bachelor's degree at hiring? Total
No Yes
Count 638 111 749
. % within4-year 47.3% 39.2% 45.9%
Not Superior
bachelor's
Comparative rate of CCRB degree at hiring?
complaints other than force Count 711 172 883
. % within 4-year 52.7% 60.8% 54.1%
Superior
bachelor's
degree at hiring?
Count 1349 283 1632
% within 4-year 100.0% 100.0% 100.0%

Total

bachelor's

degree at hiring?

Fig. 4.4.5b - Chi-Square Tests: Comp. rate CCRB complaints other than force * 4-year degree at hiring?

Value df Asymp. Sig. (2- | Exact Sig. (2- Exact Sig. (1-
sided) sided) sided)

Pearson Chi-Square 6.138% 1 .013

Continuity Correction® 5.817 1 .016

Likelihood Ratio 6.190 1 .013

Fisher's Exact Test .008
Linear-by-Linear Association 6.134 1 .013

N of Valid Cases 1632

a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is 129.88.

b. Computed only for a 2x2 table

Of those officers who had a four-year bachelor’s degree before hiring, 60.8% provided

superior performance in the area of comparative rate of CCRB complaints other than for the

excessive use of force, while of those who did not have a four-year bachelor’s degree, 52.7%

. . 2 . :
provided superior performance. The X test found there was a relationship between whether an

officer had a four-year bachelor’s degree before hiring and the level of an officer’s performance
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. : . : 2
in the area of comparative rate of CCRB complaints other than for the excessive use of force, X

(1, N = 1632) = 6.138, p = .013.

Since those with four-year degrees were also included in the group with at least sixty

college credits, a separate analysis compared the performance of those with a two-year

associate’s degree, but not a four-year bachelor’s degree, and those with less education.

Fig. 4.4.6a— Cross tabulation: Comp. rate CCRB complaints other than force * Associate's degree at hiring?

Associate's degree at hiring? Total
No Yes

Count 550 88 638

Not Superior % within Associate's 475%| 45.8% 47.3%
Comparative rate of CCRB degree at hiring?

complaints other than force Count 607 104 711

Superior % within Associate's 52.5% 54.2% 52.7%
degree at hiring?

Count 1157 192 1349

Total % within Associate's 100.0% | 100.0% 100.0%
degree at hiring?

Fig. 4.4.6b - Chi-Square Tests: Comp. rate CCRB complaints other than force * Associate's degree at hiring?

Value df Asymp. Sig. (2- Exact Sig. (2- Exact Sig. (1-
sided) sided) sided)

Pearson Chi-Square 1922 1 .662

Continuity Correction® 129 1 .719

Likelihood Ratio 192 1 .661

Fisher's Exact Test .697 .360
Linear-by-Linear Association 192 1 .662

N of Valid Cases 1349

a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is 90.81.

b. Computed only for a 2x2 table

Of those who had two-year associate’s degrees, 54.2% provided superior performance in

the area of comparative rate of CCRB complaints other than for the excessive use of force, while

of those who did not have two-year associate’s degrees, 52.5% provided superior performance.
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2 . : : . : :
The X test did not find a relationship between whether an officer had a two-year associate’s

degree at time of hiring and the level of an officer’s performance in the area of comparative rate

2
of CCRB complaints other than for the excessive use of force, X (1, N =1349) =.192, p =.662.

Fig. 4.4.7a — Cross tabulation: Comp. rate CCRB complaints other than force * New York City Resident?

New York City Resident? Total
No Yes

Count 239 511 750

Not Superior % within New York 46.5% 45.5% 45.8%
Comparative rate of CCRB City Resident?

complaints other than force Count 275 612 887

Superior % within New York 53.5% 54.5% 54.2%
City Resident?

Count 514 1123 1637

Total % within New York 100.0% 100.0% 100.0%
City Resident?

Fig. 4.4.7b - Chi-Square Tests: Comp. rate CCRB complaints other than force * New York City Resident

Value df Asymp. Sig. (2- | Exact Sig. (2- Exact Sig. (1-
sided) sided) sided)

Pearson Chi-Square 1417 1 .708

Continuity Correction® .103 1 .748

Likelihood Ratio 141 1 .708

Fisher's Exact Test .709 .374
Linear-by-Linear Association 141 1 .708

N of Valid Cases 1637

a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is 235.49.

b. Computed only for a 2x2 table

Of those who were New York City residents at time of hiring, 54.5% provided superior

performance in the area of comparative rate of CCRB complaints other than for the excessive use

of force, while of those who were not New York City residents, 53.5% provided superior

2
performance. The X test did not find a relationship between whether an officer was a New York
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City resident at time of hiring and the level of an officer’s performance in the area of

2
comparative rate of CCRB complaints other than for the excessive use of force, X (1, N = 1637)

=141, p = .708.

Fig. 4.4.8a — Cross tabulations: Comparative rate of CCRB complaints other than force * Male or Female

Male or Female Total
Male Female
Count 698 84 782
Not Superior
Comparative rate of CCRB % within Male or Female 47.9% 33.6% 45.8%
complaints other than force Count 759 166 925
Superior
% within Male or Female 52.1% 66.4% 54.2%
Count 1457 250 1707
Total
% within Male or Female 100.0% 100.0% 100.0%

Fig. 4.4.8b — Chi-Square Tests: Comparative rate of CCRB complaints other than force * Male or Female

Value df Asymp. Sig. (2- | Exact Sig. (2- Exact Sig. (1-
sided) sided) sided)

Pearson Chi-Square 17.594% 1 .000

Continuity Correction® 17.022 1 .000

Likelihood Ratio 17.961 1 .000

Fisher's Exact Test .000 .000
Linear-by-Linear Association 17.584 1 .000

N of Valid Cases 1707

a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is 114.53.

b. Computed only for a 2x2 table

In the area of comparative rate of CCRB complaints other than for the excessive use of

force, superior performance was provided by 52.1% of male officers, compared to 66.4% of

2
female officers. The X test found that a significant relationship existed between the sex of

officers and the level of their performance in the area of comparative rate of CCRB complaints

2
other than for the excessive use of force, X (1, N =1707) =17.594, p = <.001.
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ﬂ. 4.4.9a — Cross tabulation: Comparative rate of CCRB complaints other than force * White Black Hispanic

White Black Hispanic Total
White Black Hispanic
Count 423 140 199 762
Not Superior % within White 44.9% 46.2% 48.4% | 46.0%
Comparative rate of CCRB Black Hispanic
complaints other than force Count 520 163 212 895
Superior % within White 55.1% 53.8% 51.6% | 54.0%
Black Hispanic
Count 943 303 411| 1657
Total % within White 100.0% 100.0% 100.09% | 100.0
Black Hispanic %
Fig. 4.4.9b — Chi-Square Tests: Comparative rate of CCRB
complaints other than force * White Black Hispanic
Value df Asymp. Sig. (2-
sided)
Pearson Chi-Square 1.469° 2 480
Likelihood Ratio 1.467 2 .480
Linear-by-Linear Association 1.450 1 .229
N of Valid Cases 1657

a. 0 cells (0.0%) have expected count less than 5. The minimum

expected count is 139.34.

In the area of the comparative rate of CCRB complaints other than for the excessive use

of force, 55.1% of the white officers, 53.8% of the black officers, and 51.6% of the Hispanic

officers provided superior performance. The X test found no relationship between the ethnicity

of the officers and their performance in the area of the comparative rate of CCRB complaints

2
other than for the excessive use of force, X (2, N =1657) = 1.469, p = .480.
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Fig. 4.4.10a — Cross tabulations: Comparative rate of CCRB complaints other than force

* Comparative Academy Grade

Comparative Academy Grade | Total
Not Superior Superior
Count 371 408 779
. % within Comparative 47.6% 52.4% | 100.0%
Not Superior
rate of CCRB complaints
Comparative rate of CCRB other than force
complaints other than force Count 455 464 919
) % within Comparative 49.5% 50.5% | 100.0%
Superior
rate of CCRB complaints
other than force
Count 826 872 1698
Total % within Comparative 48.6% 51.4% | 100.0%
a
rate of CCRB complaints
other than force

Fig. 4.4.10b — Chi-Square Tests: Comparative rate of CCRB complaints other than force

* Comparative Academy Grade

Value df Asymp. Sig. (2- | Exact Sig. (2- Exact Sig. (1-
sided) sided) sided)

Pearson Chi-Square .600% 1 439

Continuity Correction® 527 1 468

Likelihood Ratio .600 1 439

Fisher's Exact Test 465 .234
Linear-by-Linear Association .599 1 439

N of Valid Cases 1698

a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is 378.95.

b. Computed only for a 2x2 table

Of those whose final Academy grades were in the upper half of the class, 50.5% provided

superior performance in the area of comparative rate of CCRB complaints other than for the

excessive use of force, while of those whose final grades were in the lower half of the class,

2
49.5% provided superior performance. The X test found no relationship between the
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comparative rate of CCRB complaints other than for the excessive use of force and the officers’

comparative Academy grades, Xz (1, N =1698) =.600, p = .439.

The following are the results of the two different versions of the logistic regression for

the dependent variable “CCRB complaints other than for the excessive use of force”.

1% version: Age requirement = Over 21, Education standard = 60 credits.

Fig 4.4.11.1a - Omnibus Tests of Model Coefficients

Fig. 4.4.11.1b -Model Summary

Chi-square df Sig. Step -2 Log Cox & Snell | Nagelkerke
Step 25.185 7 .001 likelihood R Square R Square
Step1l Block 25.185 7 .001 1 2215.416% .015 .021
Model 25.185 7 .001 a. Estimation terminated at iteration number 3
because parameter estimates changed by less than
.001.
Fig. 4.4.11.1c — Classification Table®
Observed Predicted
Comparative rate of CCRB Percentage
complaints other than force Correct
Not Superior Superior
Comparative rate of CCRB Not Superior 261 485 35.0
Step1  complaints other than force  Superior 246 632 72.0
Overall Percentage 55.0
a. The cut value is .500
Fig. 4.4.11.1d — Variables in the Equation
B S.E. Wald df Sig. Exp(B)
Over21 .329 .642 .262 1 .609 1.389
SixtyCred A77 114 2.408 1 121 1.194
MilServYesNo -.226 .162 1.949 1 .163 .798
CompAcadGrade -.028 .105 .071 1 .789 .972
Step 1°
Cityres .061 .118 .264 1 .607 1.063
Sex .607 .154 15.535 1 .000 1.835
WhiteMinority 194 116 2.788 1 .095 1.214
Constant -1.018 .688 2.191 1 .139 .361

a. Variable(s) entered on step 1: Over21, SixtyCred, MilServYesNo, CompAcadGrade, Cityres, Sex,
WhiteMinority.
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2" version: Age Requirement = Over 22, Education Standard = 4-year Bachelor’s degree

Fig. 4.4.11.2a - Omnibus Tests of Model Coefficients

Fig. 4.4.11.2b — Model Summary
Chi-square df Sig.

Step -2 Log Cox & Snell | Nagelkerke

Step 26.796 7 .000 -
likelihood R Square R Square
Step1l Block 26.796 7 .000 a

1 2213.806 .016 .022
Model 26.796 7 .000 o . . .

a. Estimation terminated at iteration number 3

because parameter estimates changed by less
than .001.

Fig. 4.4.11.2c — Classification Table®

Observed Predicted
Comparative rate of CCRB Percentage
complaints other than force Correct
Not Superior Superior
Comparative rate of CCRB  Not Superior 281 465 37.7
Step 1  complaints other than force  Superior 260 618 70.4
Overall Percentage 55.4

a. The cut value is .500

Fig. 4.4.11.2d — Variables in the Equation

B S.E. Wald df Sig. Exp(B)

Over22 .082 .208 .156 1 .693 1.086
BachDegree 272 .138 3.877 1 .049 1.312
MilServYesNo -.224 .162 1.914 1 .166 .799

A CompAcadGrade -.035 .105 110 1 .740 .966
Sept Cityres .049 119 .169 1 .681 1.050
Sex .610 154 15.729 1 .000 1.841
WhiteMinority 190 116 2.668 1 102 1.209

Constant -.753 .316 5.688 1 .017 471

a. Variable(s) entered on step 1: Over22, BachDegree, MilServYesNo, CompAcadGrade, Cityres, Sex,
WhiteMinority.
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Discussion of Results:

In the cross tabulation comparisons, no significant relationship with performance was
found in the area of comparative rate of CCRB complaints for abuse of authority, discourtesy, or
offensive language for the comparison groups determined by the variables that considered the
race of the officers, or whether officers were 21 years of age or older, or 22 years of age or older,
or were New York City residents at time of hiring, or had final Police Academy grades in the
upper half of the class.

A relationship with performance was found both in the groups determined by the
variable that considered whether officers had 60 college credits, and by the variable that
considered whether officers had four-year bachelor’s degrees, with those having more education
being more likely to produce superior performance. However, in the follow-up cross tabulation
that eliminated those with four-year degrees from consideration, no significant relationship was
found. This suggests that the significance found earlier when considering all of those who had
sixty college credits or more as a single group was largely the result of the inclusion in that group
of those officers who had four-year degrees. When considered separately, no relationship with
performance in the area of comparative rate of CCRB complaints was found for those who had
two-year associate’s degrees but no higher degree when compared with officers who had less

education.

In addition, the Xg test found a significant relationship between performance in the area
of comparative rate of CCRB complaints for abuse of authority, discourtesy, or offensive
language, and whether or not officers had military service before hiring, with those who did not
have military service at time of hiring being more likely to provide superior performance.

Furthermore, a significant relationship was found to exist between the sex of the officers and the
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comparative rate of the CCRB complaints considered, with female officers being more likely to

provide superior performance.

Both logistic regression models were significant; Xz (7) version 1= 25.185, p = .001, XZ
(7) version 2= 26.796, p < .001. In both cases the model is very weak. The goodness of fit of
the models including the predictors is approximately 2% (Nagelkerke Rz = .021 in the 1% version,
and .022 in the 2" version) better than the model without predictors. The first model was able to
predict the observed values in 55.0% of the cases, while the second model was able to predict the
observed values in 55.4% of the cases. In both models, the sex of the officer was found to be
significant with p <.001, and in the second model the variable “Bachelor’s degree” also just
managed to achieve significance with p =.049. Based on the Wald statistic, it seems that the
sex of the officer contributes more to the models for the dependent variable “Comparative rate of
CCRB complaints other than for excessive use of force” than the other variables, with the second
most influential contribution coming from having a four-year bachelor’s degree. After holding
the other variables constant, on the average, the odds of a female officer having a superior rate of
CCRB complaints for abuse of authority, discourtesy, or offensive language are approximately
84% higher than they are for a male officer. Furthermore, after holding the other variables
constant, the odds of an officer who had a four-year bachelor’s degree at time of hiring having a
superior rate of CCRB complaints for abuse of authority, discourtesy, or offensive language are
31% higher than they are for officers who did not have a four-year college degree.

The findings above give some support to the proposition that officers with four-year
bachelor’s degrees are less likely to receive civilian complaints for abuse of authority,
discourtesy, and offensive language. However, this study did not find that the same was true for

those who had an associate’s degree, but not a full four-year bachelor’s degree. These findings

107



concurred with the findings of Kappeler et al. (1992) and Manis et al. (2008), while partly
contradicting those of both Wilson (1999), who found that those with associate’s degrees had
fewer complaints, and those of Bostrom (2005), who found the performance of those with no
degree at all to be significantly superior to those with an associate’s degree.

The findings also support the proposition that female officers are less likely than male
officers to have interactions with the public that are seen as improperly aggressive or
confrontational, and that are taken as exhibiting disrespect. This concurs with the findings of
Lersch and Mieczkowski (2000) and Worden (1995), who also found that female officers are less
likely than male officers to receive civilian complaints.

This variable was intended to operationalize the concept of “respectful and professional
interaction with the public”. As was the case with the first dependent variable, which
operationalized “exercise of good judgment”, military service prior to hiring had a statistically
significant relationship with performance that was not superior. A possible explanation may be
found in the nature of military training, which teaches the service member how to engage with,
and overcome, an enemy. In combat situations, aggressiveness is a virtue, and loyalty to the
needs and objectives of the unit supersedes the wishes or desires of others with whom one comes
in contact. However, despite the rhetoric that speaks of a “war on crime”, policing in civilian
society should not be seen through the lens of military conflict, and it is possible that habits or
attitudes that were intentionally instilled through earlier military training are not necessarily the

most suitable for the very different job of police work.
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CHAPTER 5: SUMMARY, CONCLUSIONS, IMPLICATIONS, AND
RECOMMENDATIONS
Summary
Based upon the results reported above, the following table summarizes the findings as

they relate to the null hypotheses that were to be tested.

Table 5.1: Summary of Results for Research Hypotheses

Legend:

+ = Statistically significant relationship between hypothesis characteristic and subsequent superior performance

- = Statistically significant relationship between hypothesis characteristic and subsequent performance that was not
superior

0 = No statistically significant relationship between hypothesis characteristic and subsequent performance

* = See more detailed explanation below

Good Judgment Organizational Organizational = Respectful and Null
(Department Commitment1 Commitment 2 Courteous Hypothesis
vehicle (Length of (Rate of Sick Interaction (CCRB  Rejected?
collisions) Service) Leave) complaints)

H1 - Hired at age 21
or older 0 0 0 0 No
H2 - Hired at age 22
or older 0 0 0 0 No
H3 - Military Service
prior to hiring - 0 0 - Yes
H4 - 60 college
credits prior to hiring +* 0 +* +* Yes*
H5 - 4-year degree
prior to hiring + 0 + + Yes
H6 — New York City
residence 0 + + 0 Yes
H7 - Higher Police
Academy grade 0 + + 0 Yes
H8 - Race of the
officer 0* 0* 0 0 No
H9 - Sex of the
officer + 0 + + Yes
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The following is a more detailed explanation of the findings summarized above:

H1: Being hired at age 21 or older will not have a statistically significant
relationship with subsequent superior performance.
Result: Failed to reject the null hypothesis.
No statistically significant evidence was found to support the proposition that being hired
at 21 years of age or older had a statistically relationship with the quality of a police officer’s

subsequent performance.

H2 Being hired at age 22 or older will not have a statistically significant
relationship with subsequent superior performance.

Result: Failed to reject the null hypothesis.

No statistically significant evidence was found to support the proposition that being hired at 22

years of age or older had a statistically significant relationship with the quality of a police

officer’s subsequent performance.

H3 Military service before hiring will not have a statistically significant
relationship with subsequent superior performance.
Result: The null hypothesis was rejected.
In the performance areas both of “the exercise of good judgment” (operationalized as the
annual rate of on-duty Department vehicle accidents), and “respectful and professional
interaction with the public,” (operationalized as the annual rate of CCRB complaints for

discourtesy, abuse of authority, and offensive language), prior military service was found to have
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a statistically significant relationship with the quality of subsequent performance. In each case,
prior military service was found to be related to performance that is less likely to be superior
than is the performance of those who did not have prior military service. It was also noted,
however, that while statistical significance was not reached in the regression models, those with
prior military service had a higher rate of superior performance in the behaviors used as

measurements for organizational commitment than those who did not have prior military service.

H4 The earning of 60 or more college credits before hiring will not have a
statistically significant relationship with subsequent superior performance.
Result: The null hypothesis was rejected.

This result must be taken with an important caveat. When those recruits who had
associates’ degrees, bachelors’ degrees, and post-graduate study were considered as a single
group classified as “officers with 60 or more college credits”, a significant relationship was
found in the performance areas of “the exercise of good judgment” (operationalized as the annual
rate of on-duty Department vehicle accidents), and “respectful and professional interaction with
the public,” (operationalized as the annual rate of CCRB complaints for discourtesy, abuse of
authority, and offensive language), as well as in one of the two variables used to operationalize
“organizational commitment”. However, in each case, when those with education beyond the
level of an associate’s degree (which was considered an approximate equivalent of the current
requirement for applicants of “60 college credits”) were eliminated from the comparison, the
results changed. When the analysis was confined to comparing the performance of those who
had only associates’ degrees with those who had less education, then no significant relationship

was found between education level and performance. Thus, if one changed the hypothesis to
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“The earning of only sixty college credits, and no more, will not have a statistically significant

relationship with subsequent superior performance”, then the null hypothesis would fail to be

rejected.

HS The earning of a 4-year college degree before hiring will not have a
statistically significant relationship with subsequent superior performance.

Result: The null hypothesis was rejected.

In the performance areas both of “the exercise of good judgment” (operationalized as the
annual rate of on-duty Department vehicle accidents) and “respectful and professional interaction
with the public” (operationalized as the annual rate of CCRB complaints for discourtesy, abuse
of authority, and offensive language), a four-year college degree had a significant relationship
with superior performance by those who had such degrees. Furthermore, for the variable of
comparative rate of sick leave, which was one of the two measures used to operationalize the
performance area of “organizational commitment”, there was also a significant relationship
between having a four-year college degree and a greater likelihood of providing superior
performance. However, a four-year college degree was not found to have a significant
relationship with comparative length of service with Police Department, which was the other
measurement used to operationalize the construct of “organizational commitment”. This
suggests that the lower rate of sick leave of those who have four-year degrees may have an
explanation other than increased organizational commitment, such as the better health generally

enjoyed by those with better educations (Ross & Wu, 1995).
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H6 New York City residence at the time of hiring will not have a statistically
significant relationship with subsequent superior performance.

Result: The null hypothesis was rejected

In both the Xz tests and the logistic regressions, a significant relationship was found
between a greater likelihood of superior performance in the area of “organizational commitment”
(operationalized as comparative length of service and as the annual rate of sick leave incidents)
and being a New York City resident at time of hiring. As noted earlier, this suggests that officers
who are from New York City may feel a deeper attachment to the Department than do those who

come from elsewhere, and who might have regarded New York City as their employer, but not as

their home.

H7 A higher final grade in the Police Academy will not have a statistically
significant relationship with subsequent superior performance.

Result: The null hypothesis was rejected.

In both the XE test and the logistic regressions, a significant relationship was found
between superior performance in the annual rate of sick leave and having a final Police Academy
grade that was in the upper half of the class. Furthermore, a significant relations was found in
the regressions (although not the cross tabulations) between superior performance in comparative
length of service and a final Police Academy grade that was in the upper half of the class. Both
of these variables operationalized the concept of “organizational commitment”. As noted earlier,
because of the effort necessary to achieve it, a higher Police Academy final grade may indicate
higher organizational commitment at the outset of an officer’s career, with the later relationship

indicating that such commitment could have persisted throughout an officer’s career.
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H8 The race of the officer will not have a statistically significant relationship
with subsequent superior performance.
Result: Failed to reject the null hypothesis.

While some relationship was found in some areas of the cross tabulations, as was noted
above, this may merely have been the result of overlap between the ethnicity of officers and their
sex or their likelihood to be New York City residents. Furthermore, no relationship was found in
the logistic regressions. Therefore, without further analysis, it is not possible at this time to

reject the null hypothesis.

H9 The sex of the officer will not have a statistically significant relationship with
subsequent superior performance.
Result The null hypothesis was rejected.

In both of the performance areas “exercise of good judgment” (operationalized as the
comparative annual rate of Department vehicle accidents) and “respectful and professional
interaction with the public” (operationalized as the annual rate of CCRB complaints for
discourtesy, abuse of authority, and offensive language), a significant relationship was found
between the sex of the officer and subsequent superior performance, with female officers having
a higher likelihood of superior performance than male officers. A further significant relationship
was found between the sex of the officer and subsequent superior performance in the
comparative annual rate of sick leave, with male officers having a higher likelihood of superior
performance than female officers. However, the comparative rate of sick leave was only one of

two measures used to operationalize the performance area of “organizational commitment”; in
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the examination of the comparative length of service, which was the other measure used to
operationalize that performance area, no relationship was found between performance and the
sex of the officers. This suggests that the difference of performance between male and female
officers in the area of the comparative rate of sick leave may not be a reflection of the officers’

organizational commitment, but of some other factors.

Conclusions

While opinions about what sort of persons should or should not be police officers are
frequently voiced in the media, by elected officials, and in public discourse, these opinions are
often not based on research or empirical evidence. While this may in part be attributed to the
unfortunate possibility that some journalists, public officials, and members of the public in fact
have little interest in basing opinions on research or empirical evidence, this is not a universal
failing, and most people prefer to have their decisions be guided by facts rather than otherwise.
Unfortunately, there presently exists relatively little material upon which the more thoughtful can
ground their judgments on questions regarding the hiring and training of police officers. This
study was intended as a first step towards filling that lack.

Several conclusions can be drawn from the study. First, while the study showed that
those who have full four-year college degrees are indeed more likely to provide superior
performance in some areas, the study did not find evidence to support the present hiring
requirement of only 60 college credits. In most cases, the performance of those who had 60
college credits, but not a four-year degree, was little different from (and in some cases, not as
good as) the performance of officers who had fewer college credits, or indeed no college

education at all.
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As was described earlier, the minimum hiring age for the class of 1995 was 20 years of
age, although — based on a recommendation of the Mollen Commission — the NYPD’s hiring age
was subsequently raised to 22, at which level it remained for a decade. Because of the
difficulties this created for recruitment, the minimum age was later lowered to 21, where it
remains today. This study found no support for the proposal that the use of a hiring age of 22 or
21 would be more likely than the use of a hiring age of 20 in selecting officers with a greater
likelihood of superior performance. However, it should be noted that this is not the same thing
as avoiding the hiring of officers with a greater likelihood of misconduct, which is a different
and equally valid goal. In addition, despite the finding of this study, there are a variety of other
reasons (including existing laws regarding such things as purchasing firearms or possessing
alcohol), why it would not be advantageous to lower the hiring age from the present requirement
that an officer be 21 years of age.

There was no evidence found to support the idea that military service, as opposed to any
other type of previous employment, was more likely to produce recruits who would provide
superior performance, and that military service should therefore be accepted as the sole
allowable alternative to the requirement for college education. Indeed, in two areas, prior
military service served as a significant predictor of the likelihood of lesser, rather than better,
performance.

A relationship was noted between a higher final grade in the Police Academy and
superior performance in the two variables that operationalized “organizational commitment”, but
no similar relationship with the area of “respectful interaction with the public”. This suggests

that there may be a certain amount of disconnection between what even willing and cooperative
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police officers learn during their training, and what they will actually be expected to do once
they are assigned to patrol.

While New York City residents did not have superior performance in other areas, in both
of the behaviors used to measure “organizational commitment” New York City residents were
found to be more likely than others to provide superior performance. The conclusion that may
be drawn here is that while New York City residents who become police officers are more likely
to be attached to the Department that employs them, that may not necessarily mean that this
sense of attachment extends to their fellow New Yorkers, with whom — as fellow community
members — they already had a relationship on individually defined terms long before they
became police officers.

Finally, a difference in performance was noted between male and female officers in a
number of measures, with the superior performance being provided alternately by female or male
officers as the measure changed. The conclusion to be drawn is that a wise police executive
should not expect all members of the Department to behave the same way in all circumstances,
but should instead anticipate variation, and should plan to use the individual strengths or talents

of officers in the most appropriate ways available.

Implications for Public Policy

The area of public policy for which this study has the most serious implications is that of
the hiring requirements to be used for New York City police officers. At present, the
requirement imposed by the NYPD (i.e., that applicants have successfully completed either 60
college credits or two years of military service before hiring) is among the more stringent

standards now in use in this country. The US Bureau of Justice Statistics reports that only 15%
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of all U.S. police departments require that applicants have any college at all, including 10% that
require 60 credits and 1% that require a four-year degree (Reaves, 2015). Of the fifty largest
urban police departments in the United States (of which the NYPD is the first in size), whose
members account for 31% of the nation’s municipal police officers, 32 agencies (or 64%) require
nothing more of applicants than a high school diploma. Of the remaining 18, only eight agencies
(Chicago, Philadelphia, Washington, Montgomery County in Maryland, Louisville, Nashville,
Tampa, and Portland in Oregon) match New York’s requirement that applicants without military
service must have 60 college credits, and only one of the nation’s largest law enforcement
agencies (namely, the Jacksonville Sheriff’s Office in Florida) has a requirement that is more
demanding.

Nevertheless, the results of this study indicate that the current education and experience
requirement imposed by the City of New York on persons who wish to become officers in the
city’s Police Department does not serve its intended purpose of providing the city with the best
performing police officers. Instead, since there is no significant difference in the performance of
those with associate’s degrees and those with less college, or none at all, the 60 college credit
education requirement limits the pool of potential applicants without producing a compensating
benefit. Furthermore, the sole alternative to the educational requirement (namely, two years of
military service) appears to produce distinctly unfavorable results. The City of New York must
therefore make a difficult choice regarding the best way to change its current education or
experience requirement for prospective police officers.

One possibility is that the NYPD could join the very small number of American law
enforcement agencies that impose a flat requirement of a four-year bachelor’s degree on all

potential recruits. This study found that there was indeed a higher likelihood of superior

118



performance from recruits who had four-year degrees, so there would be a benefit derived from
such a policy. However, imposing this more stringent educational requirement on all potential
officers would also be likely to have undesirable consequences in the area of recruit diversity.
The National Center for Education Statistics (2012) has found that in March of 2011, among
persons between the ages of 25 and 29 (who may be considered the prime candidates for police
recruitment), only 12.8% of Hispanics and 20.1% of blacks had bachelor’s degrees, compared to
34.0% of whites, and 50.8% of Asians. Thus, requiring that all applicants have a baccalaureate
degree would not only shrink the pool of potential police officers overall, but would
disproportionately eliminate black and Hispanic candidates. As a result, while it would be
advantageous in some ways to have a police department made up entirely of officers who each
had at least a bachelor’s degree, the strongly negative effect such a requirement would be likely
to have on officer diversity makes this an inappropriate choice for New York.

The second alternative would be to eliminate the education or experience requirement
altogether, and thereby create a larger pool of potential applicants who are statistically as likely
to provide superior performance as are those who have 60 credits of college, but no more than
that. This is, in fact, the action taken by the New Orleans Police Department, which in 2010 had
instituted the same 60-credits-or-two-years-or-military-service hiring standard used in New
York. New Orleans subsequently found itself unable to recruit a sufficient number of new
officers to fill an increasing number of vacancies, and so in February of 2015 the city’s Civil
Service Commission unanimously agreed to eliminate any education or experience requirement
beyond a high school diploma (McClendon, 2015). If New York were to do the same, the city
would increase the pool of potential recruits to include many who would be no less likely to

provide superior performance than are the recruits who meet the current standard of 60 credits or
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two years of military service. However, an abandonment of any education or experience
requirement also seems to be a poor choice for New York City. In the first place, any attempt to
reduce the hiring standards in this way is likely to prove generally unpopular and politically
inexpedient. An even more important consideration, though, is that while the current hiring
requirements may have proven ineffective for their intended purpose, the way to correct the
problem is not by imposing lower standards that will create a candidate pool that is no worse
than the present one, but instead to find better standards that will produce recruits who are more
likely to produce superior performance.

This leads to the third possibility, which is to continue to have an education requirement
with an experience alternative, but to change them from those presently used. It was noted
earlier that the Jacksonville Sheriff’s Office (JSO) is the only one of the 50 largest municipal
police departments in the United States that has an education requirement that is more stringent
than that of the NYPD, and it is appropriate at this point to consider it as one example of how
New York City might adjust its own police hiring requirements. To become a JSO police
officer, an applicant may satisfy the minimum requirements by having completed a four-year
college degree. Those who have 60 credits may also be eligible, but (unlike the four-year degree
holders, who need do nothing more) they must also fulfill an additional experience requirement
of either two years of full time law enforcement experience, or four years as a full time civilian
employee of the Jacksonville Sheriff’s Office, or four years of service in the military reserves, or
five years of continuous full time employment in any other field. The education requirement is
waived entirely for those who have four years of active military service, or four years of full time

law enforcement experience (Jacksonville Sheriff’s Office, 2014).
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It is not here suggested that the Jacksonville Sherift’s Office standards are a one-Size-fits-
all solution that would perfectly suit every police department in the country, including the
NYPD. However, what is suggested is that the education standard that New York City should
adopt which requires nothing beyond itself is the standard of a four-year college degree. Those
who have less education (whether 60 college credits, or even a high school diploma only) would
still be eligible for hiring as police officers, but in addition to their education they would also be
required to have an appropriate amount of employment experience, and with more than just
military service considered an acceptable for the experience alternative. For example, in order to
be eligible for hiring by the NYPD, those who had 60 college credits might also be required to
have either two years of full time employment experience working for a governmental agency
(whether federal, state, or local), or four years of full time employment in the private sector.
Those who had less than 60 credits, but at least a high school diploma, would also be eligible,
but they might be required to have four years of full time employment experience working for a
governmental agency, or six years of full time employment in the private sector. These
particular standards are offered only as suggestions, but the point for makers of public policy to
take is that it is necessary to improve police hiring requirements so that they are more effective
in selecting persons likely to provide superior performance, while simultaneously avoiding the
elimination of large numbers of potentially suitable candidates through the imposition of hiring
requirements that were not considered with sufficient care.

A second implication for public policy is produced by the finding that a very large
number of the members of the studied class retired either exactly on the twentieth anniversary of
their hiring, or on the following day. This strongly suggests that many of those officers did not

stay for those 20 years out of a continuing sense of organizational commitment, but only because
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that was the requirement to be fulfilled in order for them to collect a full pension. It is
reasonable to assume that many would have left much earlier if collecting a full pension were not
a consideration. It is also reasonable to assume, that in the period preceding their departure,
officers who left the Department at the very first moment when they could do so without
compromising their financial self-interest may not have had the level of desire to continue to do
the work of a police officer that their employing city might have preferred. In such cases, it is
probably for the best that the officers depart, so that their places can be taken by new hires who
have a less jaded attitude. However, in recent years, the contracts negotiated by the City with the
police officer’s union have extended the span of employment necessary for those now being
hired to collect a full pension to 22 years. If it is correct that a large number of officers who have
lost true commitment to their jobs already linger unwillingly in their positions only until the
moment they can leave without personal financial compromise, delaying that moment for an
additional two years may not be the best public policy.

Finally, as noted above, the study found that the organizational commitment of officers
who were New York City residents at time of hiring was more likely to be superior than was the
organizational commitment of officers from the other permitted residence counties. While it is
always be to the advantage of the Police Department to seek officers who have greater
organizational commitment, the elected officials who have favored residency requirements, or
extra points on hiring tests, should understand that the study’s results also suggest that a stronger
devotion to the Police Department as an institution by officers who were New York City
residents at hiring does not necessarily translate to a closer, warmer, and friendlier relationship

between police officers and all members of the communities where they are assigned.
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Recommendations for Future Research

While this study, like several earlier studies, found that officers with four-year college
degrees had a higher likelihood of providing superior performance in certain areas, there is a lack
of research that examines what sort of college study is likely to produce the best officers. Is
there more value in a criminal justice degree, or are students of philosophy and history more
likely to be the better cops? Future research should also be conducted to see if there is a relation
between performance and the type of degree (BA, BS, AA, AS, etc.) an officer has.

This study also questioned the current practice of selecting two years of military service
to serve as the sole alternative for an educational requirement. It is recommended that research
be conducted to determine if other types and lengths of employment might serve as better
alternatives. It was also noted by the study that while officers who were New York City
residents at hiring tended to perform better on the measures of the construct “organizational
commitment”, they did not provide performance superior to that of other officers in the areas of
good judgment, and respectful and professional interaction with the public. Further study is
warranted regarding the differences between officers who are City residents and those who
commute in from other counties, including an examination of whether officer performance or
attitudes change when an officer moves out of the city (as many do), and is no longer a New
York City resident.

The difference in performance between male and female officers in certain areas was
noteworthy, and deserves further study. A closer examination of CCRB complaints for abuse of
authority, discourtesy, and offensive language might be made, with more attention given to the
effect of the particular duties of the officers (for example, only considering officers who perform

radio motor patrol in sectors, as opposed to also including without distinction officers who
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perform specialized or administrative assignments.) It would also be worthwhile to examine the
specific causes for the difference in the rate of sick leave use by male and female officers.

One of the difficulties encountered in performing this study was defining what “good
performance” means as related to police officers, and then finding ways to measure it. In more
than one earlier study, this difficulty has led the researcher to ask rhetorically “What is a good
cop, anyhow?”, and Beth Sanders (2003) wryly noted this in the title of her article on the topic,
suggesting “Maybe there’s no such thing as a ‘good cop’”. The author of this study is deeply
committed to the proposal that there certainly are such things as good cops; indeed, he is quite
certain that he has known and worked with many of them. Following from this, it should be both
possible and worthwhile through further research to define specifically what the term “good
cops” means, and to identify through objective measures just which cops are the good ones. In
addition, further research should be conducted to determine which potential candidates are most
likely to make the best police officers, and what sort of training is most likely to induce superior

performance in officers once they have left the Police Academy for work in the world at large.
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