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Abstract
Law enforcement leaders and researchers have hailed Corap&tauly revolutionary
policemanagement methoResearchers have found that therp&tat management
model is highly effective imeducing crime, increasing police effectiveness, and
addressing community disordéut unlike the community policing model, has been
heavily criticized for itsop-down management style, reinforcement of rinéd
bureaucratic processes, leadership by fearjtardilure to motivate officersChe
purpose of this study watouse servant leadership characteristic®xamine the ééct of
the CompStat management model on police departments by assegaimgational
health, perceptions of servant leadership characteristics, and overall job satisfaction
ratingsof policedepartment employegdsing the Organizational Leadership Assessment
(OLA) survey, data were obtained from both CompStat andGwnpSat police
department employeebl € 466). Point biserial correlation analyses found no statistically
significant relationships between department type (CompStat and those that are not
CompsStat) and organizational health, individual servant leadershitdréestics, and
job satisfaction ratings. This study concludes @amnpStatioes not have an adverse
effect on the organizational health of police departments, which is an important finding
for police leaders, scholars, and researcfiés. research hasgnificant implications for
social change relating to the i mprovement
by balancing out the needs to control and reduce crime while also promoting the dignity,
worth, value, and develemgnnofficersandthe Amer i cads

organizations in which they serve.
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Chapterl: Introduction to the Study
Background

Over the pas? decads, American law enforcement agencies have faced
growingexpectation to control and reduce crirAs.Shane (2002) stated, the chief must
not only control the departmentds budget,
of crime (p. 12)Because ofhe growing expectations of controlling and reducing crime,
along with controlling the budget andilgaoperations the management of modern police
agenciedas evolved into a complex and demanding job for law enforcement executives.
| n t cAcherigadpslice organizatios) police executivemustlead their departments
in changing police culture, opei@ts, and service dekry strategies to control and
reduce crime and disordédne management strategy that has emerged to meet the new,
ever changing demands on law enforcement is CompStat.

American police executivedacechoosing froma wide array opolicing strategies
to achievaedepartmental goalsith service delivery and crime contrdltaditionally,
police agencies haveeen the ngprofit governmental agencies that have had the
responsibility of providing services regardless of a lack of budgstayort(Dorriety,
2005, p. 101). With those challengessmepolice executivebave sought to implement
the most current and technologically advanced metteodesurehat their agency
operatesn the most efficient manner possiblhile also achievingie goals of crime
control and reductian

American law enforcement has a diverse, eclectic history of goals. The general
goals for modern Americdaw enforcement agencies include maintaining order,

enforcing laws, and providing services to the citizent) wmajor goal being that of



reducing crime (Dorriety, 2005, p. 10With these goals in mindboth police agencies

and police officers face new pressures, challenges, and opportunities for @Hewti,
20022003, p. 151)As these pressures and dbabes increase, the demands on police
executives to lead their departments also incréasevations in modern technology and
management principles for policing have provided police executives the tools to collect
and analyze crime data and to providedion to support police officer efforts to control
crime.

Of the many different policing strategi€3pmpStat is one that encompasses a
wide array of technology and innovatiddompStat is avidely known and highly
successful stratedgr controlling and reducing crim@lenry,20022003;McDonald,

2002 Ratcliffe, 2008 Weisburd, Greemman, Mastrofski, & Willis, 2008). Since its
emergence in the early 1990s, CompStat has become a new, highly effective model for
managing and leadingpolice organizationAccording to Henry (2002/2003,ompStat
hasrevolutionizedthe way that some police agencies have operated, angdioe

officers providepolice services in ordeo realize significant decreases in crime

The CompStat model comb&s various policing and managerial strategies into
one comprehensive policing paradighwc cor di ng t o Wal sh (-2001) ,
oriented strategic management process that uses technology, operational strategy and
managerial accountability to struotuthe delivery of police services and provide safety
t o communi tCongpStat successf@liybiends all of thetements into a viable
paradigm that police executives can utilize to address the element known as crime
According to Henry (2002/2003CompStat is a hybrid management style that combines

the most effective managerial elements and philosophies into one comprehensive



management modéb. 24).With the blending of the best policing strategies and
managerial concepts, CompStat provides American law enforcement executives with a
new,revolutionaryparadigm to lead their police agencies.

While CompStat hasapidly spreadWalsh, 2001pand hagproven to be an
effective managemestylethat focuses on reducing crime, it has also been criticized for
reinforcing the traditional todown model of policingEterno & Silverman, 20§).
Eterno and Silvermafound thatCompStautilizesa combination of magement styles
that utilize fear, intimidation, and embarrassment for top police and middle commanders.
Eterno and Silvermafurther posited that,ebpite the externgpositiveaspects of crime
control and reduction in which CompStat has been highly saftdea number of
negative outcomeasay emerge in the police organizations ihgtlement and utilize
CompsStathat includedepriving employees of a voice in decisimaking concealment
of mistakes, antkeelings of alienation

In addition to the interngdroblemsassociated with CompStahe CompStat
paradigm has also credta number of problems within the communiggernoand
Silverman R006)positedthat the very nature of CompStat is a numbers game in which
officers fail to seek out crime victims for fear of creating another crime nuitindier
would be reported in thdniform Crime Repor{UCR). In addition, CompStat has been
more closely aligned tthe legalistic approach to policinghich focuses heavily on the
police making arrests and issuing summorigésrno & Silverman, 2006While
CompsStat habeen effective at reducing crime and disortlee impact on the
community is often negative in thight of abuse of authority by the poli¢gterno &

Silverman, 2006)According to Eterno anflilverman departments that have



implemented CompStat have often realized significant increases in citizen complaints
regarding illegal searches, excessive dderce, and the perception that the police were
more like an ocaoying army than a police force as a result of the pressures from
CompStat to reduce crim#/ith the combined internal and external problems associated
with CompStatdepartments utilizing tnCompStat management model could realize
problems associated with personnel and staffing.

The demands placed on modern law enforcement agencies have translated into
hi gher recruitment standards that align
and objectivesThis is even more apparent in smaller agencies, which have reported
extreme difficulties in filling vacancies due to a lack of qualified applic@aymond,
Hickman, Miller, & Wong, 2005, p. J9In the past few years, recruitmehiring, and
retentionof high quality police officerbiavebecome an even larger problem than in the
past (Scrivner, 2006].he totality of the negative aspects of CompSRtamnbined with its
wide and rapid adoptioby agencieould adversely affe¢he organizabnal health of
police agencieghereby hindering recruitment efforts, increasing turnover rates, and
exacerbating personnel shortages.

While communitypolicing models may have diverted police organizations away
from traditional, centralize decisioamaking and controlCompstat reportedly refines
and reinforces the traditional, hierarchical structures of poli@gvegsburd et al., 20G8
p. 12) Despite the overwhelming successesaducing crimen hundreds of law
enforcement organizatisnCompStat has been heauvily criticized for itsdopvn
management style, reinforcement of insrbureaucratic processes, leadership by fear,

and its failure to motivate officers (Eterno & Silverman, @00Veisburd et al(2008)

n



posited thatalthoughCompStat offers agencies the potential to improve their
performance and the way they work, it reinforces the traditional hierarchical structures
that have been under attack byalealns for more than 2 decades

Traditionally, police departments have relleghvily on highly detailed policies
and procedures that clearly establish clear internal controls by chief executives (Weisburd
et al., 2008). Traditional supervisory systems have been strongly hierarchical and
negative with a heavy reliance on sanctifmrsviolations of policies and procedures
(Weisburd et al., 2008 p. 57).1t is under this type of system that police agencies are
likely to use negative supervision approaches to reinforce internal accountability
(Weisburd et al.2008). Weisburd etl. (200®) posited that it wathe bureaucratic
organizational model of traditional policitigatcame under attack as community
policing and related gicing models gained popularity.

The goals established by CompStat agencies, in contrfidoals seby
community policing agencies, reveal the focus of the departamehthe hief executive.
Research conducted byeisburd et al(2008) indicated that agencies implementing
CompsStat had the primary goal of reducing serioumsecrin the same researchet
agencies implementingompStagave a much lower prioritgn improving the skills and
morale of the police officersyhich had been a higher priority for agencies implementing
community policingEt er no and Si | v eaduniagcrinexagnieablen e d t h e
as that is, is not the most critical goal of policing in democracies; it is incomplete. The
most critical goal is to protect Constitutional rights while, at the same time, attempting to

r educ e (p.227) Immmparing CompStat and communitliping departments



clear distinctions begin to emerge that place each of the models on opposite ends of the
spectrum in regards to goals and priorities.

Although @mpStat has proven to be effective in reducing crime, there are many
unanswered questioadout CompStaDespite the major advantages of crime reduction,
the research has not demonstrated a theoretical foundation for explaining how CompStat
operates nor the implications for the implementation of Com§@#iits, Mastrofski, &
Weisburd, 2007p. 147) Walsh (2001 autioned that the rush to adopt CompStat must
be carefullyconsideredecause of the change process the organization must undertake to
implement CompSt&p. 356).Before CompStiaproliferation continues, the
organizational effeciespecially on the employeenust beresearched anghderstood.

The implicatiors of the CompStat reform on the organizational heafifholice
organizations haveot been adequately explored or researchsdValsh (2001)
explainedjt is only with testing and analysisatCompStatanbe evaluated to
determine ifit is appropriate for the future of American policifg 359) This research
study was conducted to determine the imp@the CompStat management paradigm on
theorganiational health of policerganizations.

Statement of the Problem

The problem addressed by this study involvedarstanding how the CompStat
management paradigm affedthe organizational health of police organizations.
Currently, manyJ.S. police orgaizationsare usinghe CompStaimanagement model
Critics of CompStat have argued that @@mpStaparadigm reinforces traditional
leadership model characteristieghich are adverse to a healthy organization. The

reinforcement of traditional leadershipdel characteristics is@oblemthataffects



policeorganizations because traditional leadership characteristics have pdveeseao
organizational healtfEterno & Silverman, 2006; Weisburd et al., 2008a, 2pdab
contrastservantled leadershigharacteristics have proven optimal to organizational
health(Bass & Bass, 1974/2009; Haberfeld, 2006; Laub, 1999; Ledbetter). Fa33ible
factors contributing tadverse organizational health conditions within CompStat
departmentsnay include a divergee between thelementf CompStat and the
characteristics of a healthy organizatibased on servaigd leadership practice&
knowledgegapwasidentified in the literature relating to the compatibility of the
elementf CompStat and the characstits of a healthy organization.
Purposeof the Study

The purmse of this quantitative study w#use servant leadership
characteristicto examine the effect of the CompStat management style (independent
variable) on the organizational health (dependantble) of policedepartmers. Using
servant leadership characteristics, the goal of this reseastio determine what impact
the CompStat management style badhe organizational health of polidepartments

Research Questions
The followingquestions guided this research study
1. How doeghe CompStat management model affeetaganizational health
of police departmen®s
2. Can individual servant leadership characteristics emerge within police
departmert that utilize the CompStat managementiaid
3. How does the CompStat management model affect the overall job satisfaction

rating in police departments?



Theoretical Framework

The foundation of this study incorpordtie characteristics of servant leadership
and theelementf CompStat. This resechbuilt upon current research on servant
leadershiplaw enforcement leadership, organizational healtawfenforcement
organizationscommunity policingand the CompStat management paradigtiizing
the characteristics of servant leadershis gudy examind the organizational health of
policedepartmentshatwere usinghe CompStat management paradigm.

The concept of servant leadership is not new. Robert Greenleaf first
conceptualized servant leadership in his publicaliloa Servant as Leadét970/2003,
and wr ot e, -leddfrifisee rsvear nvta nftSerwamttieaderghppesearthband.
implementatiorhaveonly recently gained momentymdicating thathere is a growing
interest in servant leadershlpaub (1999) posited that theneaix characteristics of
servant leadership: Values people, develops people, builds community, displays
authenticity, provides leadership, and shares leadei&mgppresence, or absence, of
these characteristics policeorganizations will serve as tfi@undation of research for
determiningthe organizational healtbf police organizations thattilize the CompStat
paradigm.

Law enforcement leaders and researchax® hailedCompStats a truly
revolutionarypolicemanagement method that gets resojtseducing crime, increasing
police effectiveness, and addressing community disorder (Henry, 2002/2003)Stat
has proven highly effective in addressing crime and disorder in hundreds of law
enforcement organizationsh& majorcomponent®f CompStatnclude four principles:

accurate and timely information, effective tactics, rapid deployment of personnel and



resources, and relentless folloyy and assessmehYhen implementing th€ompStat
principles,Weisburd et al. (200§ posited thasix key elemets emerge that include
mission clarification, internal accountability, geographic organization of command,
organizational flexibility, datariven problem identification and assessmang
innovative problem solving

If American law enforcement strives aoldress crime and disorder while also
enhancing organizational healthetdivergence of the characteristics of a healthy
organizatiorandthe elementf CompStat raisan interesting challenge within the law
enforcement professio®ervant leadershiplaces the needs of the individual within the
organization over the needs and successes of the organ{&mnah, Montagno, &
Kuzmenko, 2004Stone, Russell, & Patterson, 2008ompStat, on the other hand,
places the needs and successes dfih@nization over the needs of the individual
(Weisburd et al., 2008. This study will investigate whetherespitethis dichotomyjf it
would be possible for CompStat departmentsn@rge abealthy organizations based on
the characteristics of servdatdership

Scope of the Study

According toReaves (2007}he United States has 17,876 state and local law
enforcenent agencies. In 200k cal police departments employed the largest number of
sworn officer, which r eproesremobffcat§RE&tesy of t h
2007, p. 1)The research study includisix police departmenfsom the state of Georgia.
Assumptions

Theresearch study hatle following assumptions:
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1. All departmentghatselfreporedto have implemented CompStetd
implementedCompStat and all four of the CompStat principles.

2. No departments that sedported to have adopted a commuipbticing
philosophy hacgdopted the CompStat management modahy of the
CompsStat principles

3. L a u brgamnizational Leadership Assessm@itA) instrumentvasa valid
and reliablanstrumentor determining and measuring organizational health
of policedepartments

Limitations

The proposed research stuthdthe following limitations:

1. Law enforcement ganizations not identified a®unty or municipal police
departmentsvere rot part of the proposed research study.

2. The Office of Sheriff vasnot part of theresearch study.

3. Police departmenthat didnot selfreport as CompStat or community
oriented pdking organizationsverenot part of theresearch study.

Delimitations

The research studyadthefollowing delimitations:

1. Theparticipating departmesiand the individugbarticipants awarenesand
or understanding of servant leadership and its chaistatswerenot central
to the research study.

2. Therewas noavailablemeasurement to determine the intensity level of the

implementation of the CompStat principles; therefore, thvere
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immeasurable variatiorfer the degree of implementation for each of the
CompsStat principles between participating CompStat department

3. Therewasno availablemeasurement to determine the intensity level or degree
of the implementation of communityriented policing; thereforeéherewere
immeasurable variations for the degree of implementation of community
oriented policing goals, projects, and philosophies.

4. Public perceptions regardirsgrvant leadershigndan ex ecut i veds
responsibility to hold hiterdepartmenaccountal® for controlling crime
werenotevaluated asagrt of this research study.

5. Publicdesires regardinipcal policing practice (i.e., crime contnzs.
community policing) were natvaluated as part tifis research study.

Significance of the Study

The CompStat management paradidnas been hailed adrally revolutionary
management method for polinganagers that ge¢sults by reducing crime, increasing
police effectiveness, and addressing community disorder (Henry, 2002/2003). Despite the
overwhelming sucesses of CompStat in hundreds of law enforcement organizations,
CompsStat has been heavily criticizégtcording to Eterno and Silverman (2006),
criticisms of CompStat includés top-down management style, reinforcement of internal
bureaucratic processdsadership by fear, and failure to motivate officers

A gapemergéd in the literature relating tde compatibility of theelementsof

CompsStat and the charagstics of a healthy organaion. Thisstudyhas added
additional knowledge téll the identifiedknowledgegap This studyhas far-reaching

implications for Americampolice agencieand the communities that thozgencieserve
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because it addresses the fundamental needs of the law enforcement officers within police
organizationsThe indings of this research hasgnificant implications for social
change el ating to t he ispojiceagamzatienbybalanfingduner i c ad
the needs taontrol and reduce crime while also promoting the dignity, worth, value, and
developmentoAmer i cadés | aw enforcement officers.
Definitions of Terms

CompStat 1 Co mp St-ariented Hrateggic amagément process that uses
technology, operational strategy, and managerial accountability to structure the delivery
of police services ahprovide safety to communitiégWalsh,2001, pg.347).

Healthy organizationi The heal t hy norgagzationizvehichttten i s a
characteristics of servant leadership are displayéae organizational culture and are
valued and practicddly t he | eader s(baubp20@npdi2)wor kf or ce o

Servandleadeship

The servanteaderis servant firstlt begins with the natural feeling that one wants

to serve, to servirst. Then conscious choice brings one to aspire to lead. That

person is Barply different from one who isaderfirst, perhaps because of the

need to assuage an unusual power drive or to acquire material poss@$gons

leadetfirst and the servarfirst are two extreme types. Between them there are

shadings and blends thaiegart of the infinite variety of human nature.

(Greenleaf, 197@008, p. 15)

Summary
CompsStat habeenprovenboth effective and efficient in addressing crime and

disorder however, the traditional managerial processes of CompStat have proven adverse
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to organizational healtlAs the proliferation of CompStat continues throughout
American | aw enforcement organizations, Co
remains in questiorA knowledgegapemergedn the literature relating tde

compatibility d the elements of CompStat and the charégsties of a healthy

organiztion.

This quantitative study examideheimpact of the CompStat management
paradigm on the organizational healtipofice departmenidhe administration of the
OLA survey, as developed by Laub (1998termine the organizational health of
CompsStat and ne@ompSta{communityoriented)police departments. The OLA
examination opolice departmentslsodetermine the leadeship style that wa present,
organizationahealth, thgresencegr absenceof servant leadership characteristics, and
job satisfaction rating A review of the scholarly literature provdi@n indepth, critical

review of American policing, CompStat, and servant leadership.



14

Chapter 2: Literature Review
Introduction

The purmse of this quantitative study w#use servant leadership
characteristicto examine the effect of the CompStat management style (independent
variable) on the organizahal health (dependent variable) of police organizations.

This literature review represents an overview of the history of American policing,
its development, organizational structure, and in depth examination of the most common
policing strategies. An und&anding of this historical background pros@efoundation
for the r ead e rthedmplerittteandchalemges facomg Aomkrican law
enforcement leaders. Central to this literature review, both the CompStat management
model and the charactstics of a healthy organization, based on serethteadership,
are examined.

To conduct the literature review, a search for the most relevant literature to this
researchiopicwas undertaken. This search included a review of ige@xwed journals,
websites, and bookReference lists from scholarly texts and dissertations were utilized
to help direct the literature review to the most relevant and current sources. Online
databasewere also utilized, to include databases througiWhlden University Library
ProQuest Central, and Academic Search Preniidr@areas of focusnd search terms
for this study includedpolice,law enforcement, CompStabmmunity policingservant
leadership organizational healthand leadership

Policing in a Democracy
Policing in a democratic society carries with it a unique power and duty that is

different from that found in a totalitarian government. The differences between policing
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in a totalitarian versus democratic society are many; however, differences in the policing
of these societies are rootedvhomthe police serve and how they carry out that service.
Thurman, Zhaoand Giacomazzi (200 Djfferentiatel these two forms of gieing in that
totalitarian governments enforce laws ensuring protection of the government while
democratic governments enforce laws ensuring protection of its citizens (p. 20).

The differences between #etwo types of governmertiave created distinctly
different policing ideologieép. 22) Although addressed in different manners, these
differing policing ideologes are joined by the fact that policing involves power,
authority, and the potential for the restriction of freed@imurman et al., 2001, g2).In
the United States, where the executive branch of the government oversees law
enforcement, the police are granted civil authority by the majority of people over the
dissent of individuals (Reiman, 1990). Therefore, it is the cornerstone of democrati
policing that the police get their power from the people, not the ruling &ttarding to
Meese and Ortmeier (2004),s within the framework of democratic policing that the
police are granted considerable powers of discretion in carryingeiutrtission

In the United States, the first 10 amendments to the Constitution are known as the
Bill of Rights. These amendments broadly govern, yet limit the activities of the criminal
justice system. The Bill of Rightand the U. S. Constitution highlightettthallenges to
maintain and enforce the laws while also protecting individual liberties for all persons
(Thurman et al., 2001, p. 21)

Democratic policing can be a burdensome undertakiomgsidering the
conflicting roles of the police, their use of powand their mission of providing public

safety services to a free and democratic sociétg American policing systerhowever,



16

has evolved to meet those burdens and challdmgasingstrategies that allow the police
to balance poweand their mission. With a foundation rooted in democratic values and
principles, American policing has been in a continuous state of evolution.
History of American Policing

American policing has its historical roots strongly grounded in English history
The history and development of American policing, in structure, organization, and
service delivery, closely parallels that of the English model as first envisioned by Sir
Robert PeeléGaines & Kappeler, 1992003) During the last 160 years, there hagn
greatchange in American law enforcement. According to Thurman et al., (2081), th
changes in American law ent@ment are recognized in threms: the political era, the
professional era, and the community era.
The Political Era

The first era of American law enforcemetiegan in the mid800s when cities
began establishing full time police departmd@aines & Kappeler, 1992003) Most
police scholars recognize the American policing political era as lasting from 1840 until
about 1920 (Gaines & Kpeler, 19941003;Roberg et al., 2002According to Roberg et
al. (2002), his eaearned its namigom the facthat politicianshad a major rolen law
enforcement operatiomssnd contr ol l ed every aspect of
organizations, chis, ard officers

In the political era, the policing environment focused on keeping the ruling
political party in power, which often resulted in mass corruption of local police
organizations (Gaines & Kappeler, 192d03). In one such example, in the Néark

Police Department, rather than trying to stop prostitution and gambling, police officers

t
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would license such activities in order to reap a part of the financial profits of such illegal
activities (Thurman et al., 2001)ocal ward bosses, who wield&dge amounts of
power over the local police organization, supported this activity

As American police agencies began to form throughout the country, the sentiment
that government should be controlled at the local level prevéiidded, as the United
States government was developedh®/founding fathers was decentralized and the
local governments were given the authority that had once been the source of numerous
abuses of power in Englaii@ihurman et al., 2001T.he impact opolitics, local control,
and decentralization were common, even in policiiigese themes set the stage for local
politicians to wield considerable power, influence, and control over the paigeosited
by Roberg et al.(2002), the fact that politicias had so much power and influence in
police operations would prove problematic as police chiefs would later struggle to wrestle
that control away from the politicians.

During the political era, political control of the police exceeded that of any other
policing era(Gaines & Kappeler, 1992003). Thishigh level of political control was
evidenced threareas of policingpolice power, political party influence, and the priority
of law enforcemenf{Thurman et al., 2001). limis era political power wieléd
considerable control over the police and their actions. While police chiefs answered to the
offices of city government, politically powerful ward bosses controlled the city streets
and the city police officerg\ccording to Thurman et al. (2Qf) powerill ward bosses
controlled hiring of police officers during this periu 73). The power of the ward
bossesvas indicative of the times during the political era, where the local politics had a

large influence on the police and the organizations in whiei worked.
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Political influencealso affectegbolitical party affiliatiors. In the political era,
police organizations often represented the ruling political party. In fact, it was a common
practice thatftera new political party was elected, that dltiee police officers were
replaced with the supporters of the winning political party (Thurman et al., 2001). With
such unstable police organizations, early police organizations focused very little on law
enforcementln fact,according to Gaines and Kdpp(1994/2003)law enforcement was
not the top priority for early American police organizations.

The function of the police in the political era varied greatly ftbenobjectives of
modern law enforcemefRoberg et al., 2002Many police organizatianin the political
era were tasked with sweeping city streets, providing welfare services for the
unemployed and the orphans, maintairstrgetlights walkways, and providing meals to
prisoners (Gaines & Kappeler, 199803 Thurman et al., 20Q1Accordng to Thurman
et al. (2001)the function ofcrime control washeleast important due to the low crime
rates found throughout American cities in th& t@ntury.

The focus on the theoretical framework for Americatligomy in the political era
is important in understandirtgpw, and whythe police are organized and function
modern American law enforcemeitihis framework can be tied back to the very
foundation of our nation, in that Ameritgovernmenis decentralized and the majority
of the gwerning authority rests with local governme(fsurman et al., 2001, p. 74).

This underlying political theory, relating to the framework for the police, still exists in
American law enforcement.
Thebroader role othegovernment dominated the developineipolice

responsibilities rather timathe organizational design pblice organizations. During the
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political erathe theoretical framework was not focused on the organizational and
functional design of the police force, but rather served as a guitleefoole of police in
a democratic societffhurman et al., 2001, p. 74). The organizational designs of police
organizations would comebout in the professional e@ly after the roles and
responsibilities of the police in a democratic society had blebated and established
during the political era

In analyzing the outcomes of police performance in the political era, the police
were mainly judged by the quality and quantity of services that they provided to an area
(Thurman et al., 2001). Ironicgllas was consistefdr the era, these services were rated
by local ward bosses, not the citizens themselves (Thurman et al., Klbaughward
bosses had considerable influence, many police organizations did reach out to the
individual citizens to gage their satisfaction with the police organization. Howgtrex
assessment of police satisfaction took pléoere was ngingle, systematic measure of
performance for the police.

During the political era, the police were to maintain order and proeigecss to
the public in a politically charged and influenced environment (Gaines & Kappeler, 1994/
2003; Roberg et al., 2002During the political earcorruption of the police became a
major problem for many police departments (Gaines & Kappeler, 2093). The
weaknesses of the political era soon became too much and reform efforts began to take
hold in American police organizations (Roberg et al., 2002). It was the move to reform

American policing that prompted tinext era of policing: thprofessioal era.
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The Professional Era

Around 1900, government at all levels was criticifmdts inefficiency and
ineffectiveness. One major catalyst for change was The Progressive Movement, which
was comprised of middle and upper class people that slaughscalereform in city
politics, the courts, schools, and urban institutions (Thurman et al., 20GL).

Progressive Movement, which also focused on policing, was based on the principles of:
(a) honesty and efficiency in governmerti) (hore authority for pblic officials, and ¢)

the use of experts to respond to problémsirman et al., 2001 hese principles would
come to dominate the professional era of policing, which lasted from around 1920 until
the late1960s and early 1980s.

Althoughmany police sholars disagreen whenexactlythe professional era
began, it is certain that the cause for change in police reform took hold because of the
weaknesses and corruption that had taken hold during the political era. This reform
seemed not to just target ma organizations, but to target all of government in its
entirety.According toThurman et al.(2001), the problems associated with law
enforcement had become so persistent, that President Herbert Hoover created a
commission to examine the American lamf@cement system and to make
recommendations for improvement.

President Herbert Hoover established the National Commission on Law
Observancén 1929 to examine American law enforcement and to make
recommendation@Roberg et al., 2002, p. 48)he Wickeram Commission identified a

number of problems within American law enforcement. According to Roberg et al.

(2002) t he most prevalent problems were fexce
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leadership and management, police lawlessness and brutalifgctivef recruitment and
training, and insufficient use ©Dhe the | ate
commission also set the stage for many of the policing models and strategies that are in
use by American law enforcement agencies today. As & mdghke Wickersham
Commission, there was a general consensus that American policing needed to be directed
toward professionalization.
To move American policing toward professionalization, several key
recommendationemerged from the Wickersham Commissilbat would guide
American law enforcemenfccording to Roberg et al2002),
The reform themes that were to characterize law enforcement for the next several
decades included (1) organizational centralization, (2) professional standards of
behavior andhe development of policies and procedures, (3) more education and
training, (4) selection and promotion based on merit, (5) commitment to the goal
of fighting crime, and (6) the use of the latest in science ahodogy. p. 49)
It wasthese recommendans for lawenforcementhat prompted significant
change and refornT.hrough an examination of the same indicators as in the political era,
a general awareness that policing should be transformed into a profession clearly
emergesDuring the professionatrg many of the previously aforementioned areas of
theoretical framework and organizational design began to be addressed for the first time.
During the professional era, some major changes began to take place in American
law enforcement. According to Tihman et al. (2001}he police began to reject local
politics as their major source of aatization This was a major turning point in

American law enforcemenlt brought about a sociatandate for change in government,
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especially in law enforcementhe shift away and the reduction from political influence
required major changes in the authority of the pokazording to Thurman et al.
(2002),this was accomplished by shiftitige very foundation for the existence and
foundation of power of the pake away from political power, over to the power of the
law, especially crimindaw (p. 77).With the shift of authority to criminal lavand away
from politics, the law enforcement function began to change.

The police, now grounded in the legitimacy lo¢ taw, began to focus on crime
cortrol and apprehending criminglRoberg et al., 2002)hile the reforms were
underway, scholars note that this transition was not easy nor was it achieved overnight
(Roberg et al., 2002)n fact, most scholars estimalt&t change took almost 40 years to
achieve; however, by the late 1930s, the police had established themselves as crime
fighters (Thurman et al., 2001). Many of the services that traditionatlpeen provided
by the police were no longer the responsipitit the police According to Roberg et al.
(2002), the police finally were able to focus on crime control and crime fighting as their
main function.

Two events took place during the professional era that had a significant impact on
law enforcement ithe professional era. The first event was the passage of the Eighteenth
Amendment, which began the American Prohibition of alcohol. Prior to Prohibition,
police tended to enforce criminal laws haphazardly as they encountered criminal activity
(Gaines & Kapper, 19942003). During the Prohibition, however, police became more
proactive and began enforcing many of the laws that the citizens opposed, to the
detriment of policecitizen relations (Gaines & Kappeler, 198d03). The second event

was that of the D@ession of the 1930s. During the Depression, many people had to
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resort to crime simply to survive. In fact, many criminals were revered as heroes during
the Depression (Gaines & Kappeler, 12803).During this period that government
officials realizedhe significance of the crime problems aift began that would focus
police less on the miscellaneous services and more on crime figBanges &

Kappeler, 1994003, p. 89)These two events set the stage for continued change in
American law enforaaent.

With a change in authority and function, significant changes and reform began to
emerge in the theoretical framework in police organizations. Two significant theoretical
perspectives had a profound impact on American policing during the profdssi@mna
The first was the Progressive Movement, which was previously discussed. The
Progressive Movement ds i mpact on the patro
law enforcemen{Thurman et al., 2001According to Thurman et al. (2@} during the
Progressive Movement, a clear distinction between politics and administration, or
management, emerged and the recognition that daily operations for police organizations
should nobe subverted by local politics tooKiem hold.

As a result of thé&rogressive Movement, the patronage system was replaced by a
merit g/stem. Under the merit systethe most qualified applicants for police positions
were chosen as opposed to the historical selection based on political aff(lfdtioman
et al., 2001, p78). This had a profound impact on policing, as it removed politics from
the daily administration of the department. In addition, police chiefs were then able to
select, hire, and promote based on the qualifications of police personnel instead of

political party affiliation.
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The second, and lorigsting, development came from educators and theorists
who had studid organizations. Duringpe professional eranfluences from Max Weber,
Frederick Taylor, and Luther Gulick made their impact on police argdons Bennett
& Hess, 2001Gaines & Kappeler, 1992003; Thurman et al., 2001 These theorists
would have a longgrofound impact on th#éheoretical framework of law enforcement
organizationsUnderstanding the impact of each of these theorist#isatin
understanding the theoretical frameworks that emerged, and ultimately defined law
enforcement leadership, organizational structure, and change.

Max Weberwho is considered the founder of modern sociolegas a major
contributorto law enforcerant organizationMax Webercoined the ternbbureaucracy
which has become the cornerstone for almost every police organiZzatore¢ &
Kappeler, 1994003;Roberg et al., 2002According to Gaines & Kappelet 994/
2003, Weber stressed the importarafepolicies and regulations as a vital part of the
managing police organizations and officgys167).Even to this day, American police
organizations still operate on this initial foundatiorbafeaucracy

Weber s bureaucracy had certain charact
among the workforce, a hierarchy of authority where each lower office was responsible to
a higher office, a set of specified rules uniformly applied, maintenance of impersona
relationships, and selection and promotion based on compé@aices & Kappeler,
19942003 Roberg et al., 2002)t can be best described that

Bureaucratic management is management bound to comply with the detailed rules

and regulations fixed by treuthority of a superior body. The task of the

bureaucrat is to perform what these rules regulations order him to do. His
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discretion to act according to his own best conviction is seriously restricted by

them. (von Mises, 1942983, p. 50)

Each of theseharacteristics was successfully applied to law enforcement
organizations in various ways with the goal of increasing efficiency and effectiveness of
the organizationThe basic ideals of bureaucracy taitape in law enforcement
organizations with the impmentabn of policies and procedures.

Other significant contributions came from Frederick Tayldnosecontributions
to lawenforcement organization and structure emerged in the late nineteenth century
(Roberg et al., 2002). The most significant conititns from Frederick Taylor involved
scientific management, whidhcused on methods that would increase worker
productivity. To become more effective and productive, Taylor focused extensively on
the selection, training, and development of employees. iitense focus steered law
enforcement organizations to focus on hiring and promotional practices in order to find
the most qualified peopléccording to Roberg et al. (2002)aylor believed that
organizations should have a strict hierarchy of authtdrday comprised highly
specializegersonnel

Luther Gulickmade significant contributions to the administration of law
enforcement, which are still taught in law enforcement management courses. Gulick
posited that thenanagement function consisted of seegemponents: planning,
organizing, staffing, directing, coordinating, reporting, and budgeting (POSDCORB)
(Thurman et a).2001). According to Guliclkall of the various parts of the organization

must work toward a common mission, which is achieved thraalgninistratior{Gaines
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& Kappeler, 19942003, p. 161). Through the use of POSDCORB, law enforcement
organizations were broken down into specific administrative and managerial functions.

With the significant changes in the theoretical framework in laareement,
organizational design in police organizations also underwent tremendous change and
reform.During the professional erghe centralization of police personnel, as well as the
professional development of personnel, were central th€rhesman etl., 2001, p.

79). In the area of centralization, a chain of command became recognized whereby the
most senior, qualified personnel held the highest ranks within the police organization.
The chain of command wasjaastmilitary orientation for the orgamation, and one that
was first adopted in law enforcement by Sir Robert Reaines & Kappeler, 1994/

2003) The chain of command was yet another concept of organization that was posited
by Max Weber, and one that law enforcement organizations adoptesl pnofessional
era(Gaines & Kappeler, 1992003) In addition, professional development focused on
the speific functions, or specialtiesithin police organizations.

A significant impact on centralization and professional development came in the
form of yet another reform, which was that of civil service reform. As a result of the
Pendleton Act in 1883, which was originally enacted for federal positions, local
departmats began implementing civil service requirements (Thurman et al., 2001). As a
result of civil service reform, local police jobs were not affected by patronage. Instead,
local police positions were dependent on a merit syséecording to Thurman et al.

(2001, this reform was a positive, lorgsting change in several areas that included

ensuring job security for qualified police officers, eliminated political party influence and
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control over job positions, anmnmistratoeiduced ¢t h
daily operations of the linkevel policeofficer.

As a result of the elimination of the patronage system, police officers were hired
and retained based on what they could do, not who they knew or based on their political
party affiliation. h fact, these changes had a profound impact on palidicgprding
Thurman et al(2001),the changes made by the police conformed to the bureaucracy
model of Max Weber, forced an unprecedented expectation of efficiency and rationality
in American law enfocement.

With all of the changes and reforms in the previous indicators, the environment of
the police was impacted on a large scale. During the professional era, the role of the
police drastically changed toward crime control and moved away from ordisearice
(Thurman et al., 2001puring the professional grene police finally achieved their goal
of becoming known as true crime fighté@aines & Kappeler, 1992003).The move
toward crime control meant that the police were no longer responsildedial services
such as running soup kitchens, finding jobs for people, or constantly being visible in
neighborhood¢Gaines & Kappeler, 1992003) During thisera the police broke away
from the community and began to isolate themselves from the gaitynin which they
were serving. In essence, the police became reactive agents in the new policing
environment.

As a result of this new environment, the police began to become involved only
when they were called to an area to intervene in a probleradhegone could not
resolve on their own. It was the culmination of all of the change and refionvigch the

professional era saw the role of the police reduced from public servants to more formal
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agents of social control (Thurman et al., 2001). It wasdhange, the reduction of the
public to the role of victim, witness, or criminal, that would come to alienate the police
from the public intheyears to come.

During the professional era, two operational strategies emerged that would
become a mainstayrfpolice organizations even to this day. The first strategy was
preventive patrol, while the second was criminakstigation (Thurman et al., 2001).
Preventive patrol was seen as having two benefits. First, preventive patrol allowed police
officers to rmdomly patrol; therebipeing available to more readily respond to crimes
and increase the apprehension of offenders (Thurman et al., 2001). S@evedtive
patrol would deter criminals who faced the possibility of the police of discovering their
actionsat anytime (Thurman et al., 2001¢riminal investigations were seen as bringing
scientific knowledge, skills, and tools to bear on the criminal element in order to increase
the efficiency of apprehending crimingSaines & Kappeler, 1992003) Theseéwo
operational strategies would become the mainstays for police operational strategies for
decades, and are still major operational

During the professional era, the outcomes of the police centered on critr@.con
Measurements of recorded crime levels were central to the perceived effectiveness of the
police during this time. While many large police departments collected and analyzed their
own data relating to crimes and arrests, no formal, centralized datdikescted this
information until the 1930s. Wing the 1930ghe formal collection of crime data by the
Federal Bureau of Investigation, through the implementation dfittiferm Crime
Report (UCR) began to collect crime data from all over the Unitete®(Gaines &

Kappeler, 19940003) TheUCR database provided for a centralized method for
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measuring police performance relating to levels of crime and arrests by the police. While
few agencies participated in the UCR in its early inceptionJtBBR would become the
standard measure for police organizations.

During theprofessional era, progressive reformers suchuagist VVollmer who
proposed th&JCR as a measure of police effectiveness and who also introduced the lie
detectorattempted to increashe efficiency of the police as crime fighté@aines &
Kappeler, 1994003) While many of the reforms allowed the police to advance
technologically and introduced scientific processes for solving crimes, the professional
era had a detrimental impaat officer-citizen relations (Thurman et al., 2001). In
essence, theolice had accomplished their original goal of removing themselves from the
temptations of corruption, but had also alienatedtligic in the process, creating a
situation in which the yblic distrusted the police

One of the key turning points during the professional era was the American Civil
Rights Movemenof the 1960¢Gaines & Kappeler, 1992003).During the Civil Rights
Movemen, the police, who were mostly white andddleclass, were seen as the primary
source of institutional racism through their use of aggressive tactics to suppress
minorities(Thurman et al., 2001, p. 35)he Civil Rights Movement would serve as a
major turning point for American law enforcement organizegjavhich would lead
American law enforcement into the community era.

The Community Era

Throughout the 1960s and ni@80s, the professional era began its decline. The

professional era, while resolving many of the problems associated with the poldical er

saw an increase in distrust and alienation from the p(Rbberg et al., 2002While the
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professional era ushered in new, innovative crime fighting tools that increased the
efficiency of the police, these same innovations had disastrous consedoepodise
citizen relationgThurman et al., 2001)n fact, the core principles of the professional
erg while serving to make the police more efficient and effective crime figlsiensed
to distance the policeom the public(Gaines & Kappeler, 1992003) According to
Roberg et al. (2002), the professioredsubjugated the needs and concerns of the
citizenry in order to professionalize the police.
With the subjugation of citizen needs and concerns, the professional era created a
high level of disatisfaction with the policéi Thes e and ot her critici s
were the result of three important historical developments: urban riots, the civil rights
movement, and the perception of an increas
fact, the situation in America had become so dire that two national commissions were
created that addressed the growing problems within American law enforceménilT h e s e
were the Presidentds Commi ssion on Law Enf
establitied by President Johnson in 1965; and the National Advisory Commission on
Civil Disorders, established byBdthmhnson in
these commissi@would make several recommendations for American law enforcement.
The Presidentds Commission on Law Enfor
Justice published a final report in 196 he Challenge of Crime in a Free Socjety
which over 200 recommendations were made for addressing @rireePresident's,
1967) One recommendation that had the most impact was the recommendation to
decentralize police operations in an effort to improve relations between the police and the

public. Thisonerecommendation sharply contrasted with the Wickersham Commission,
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which reconmended the centralization of police operatj@rs would have a far
reaching impact on police organizations as they sought new policing strategies to address
the communities in which they served

The era saw a resurgence of polatiizen interaction asha new, more involved
level of communication. In the communifyolicing era the policeturned toward the
community as a vital role in developing polipeblic partnerships to help focus police
services and resourcéBhurman et al., 2001, p. 85)his wa a drastic deviation from
police attitudes and practices of the former eras of American policing, but would serve to
forge a new level of interaction and expectation from police organizations and police
officers.

During the community era, the police stgaway from the law as their sole
authority. Looking to encompass the public, and mend years of alienation from the
public, the police looked toward the public for their authqifRgberg et al., 2002). In the
community erathe police turned the locabmmunities to help identify problems,
allocate resources, and evaluate police sergibegrman et al., 2001, p. 85). It is during
the community era that the police no longer espouse themselves as the sole experts, but
begin to look toward the entire comnity to provide input and resource to address crime
(Roberg et al., 2002). It is during the community era that pplitgic partnerships are
formed to address community crime; thereby, in some communities, allowing the citizens
to have a direct influenaen police services and strategies.

As the police slowly turned their focus away from the law as their sole authority
toward one of communitijased, the function of the police also chan@édirman et al.,

2001). During the community era, police organmasi moved away from crime control
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as the highest priority. Instead, police organizations began to focus on social disorder and
community disorganization that lead to crime within the community, making them the
highest priority for the departmef®aines &Kappeler, 1994003). It is during this era

that the police, while still relying on patrol, taking reports, answering calls for service,

and investigating crimes, begin to implement proactive policing measures thadoous
preventing crimes (Thurman &k, 2001) As a result, the terrooactive policingemerged

as a term that recognizes the formation of petiteen partnerships with the goal of

solving crime and community problems (Thurman et al., 2004is coactive policing

would become a cornemte for community policing.

The community era of policing introduces two major theoretical frameworks in
understanding organizational leadership and change in America policing. The first is the
idea of cgproduction, which recognizes the importance ateits in helping the
government (Thurman et al., 2001). The second idea is the perspectivebalidhimral
school, which focusn the role of the employee within the organiza{i@aines &

Kappeler, 1994003 Thurman et al.200]). These ideas offense progress toward
making the police more communitased and responsive to their local communities.
Each of these ideas requires further understanding in the context of government,
especially in law enforcement.

Coproduction, which is central in the community era, is an understanding and
acceptance of the limited abilities of the police to deliver public safety services (Thurman
etal.,2001).If act , copr od astheiconperativesreladiaship heeveen i
government, on the one hand, and citizens, neighborhood associations, community

organi zations, or client groups, on t he

ot
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(Thurman et al., 2001, p. 86). This concept permeates the community era within law
enforcenent organizations, which &central theme the policing strategy of
communityoriented policing.

The second idea in the theoretical framework focused on the role of the employee
within the police organizati onbureddaratidc ng t he
model posited that workers (officers) should be controlled, mostly by policies and
procedures that dictated what they could do. In the community era, behavioral school
perspectives began to emerge. The behavioral school focused on each emplaydtal
contributor to the effectiveness of an organizatidmurman et al. (2001) noted that
individual employees serve as the primary contributors to organizational success under
thebehavioral school perspectigehurman et al., 2001)n fact, andn direct opposition
to the professional era, behavioral school theorists posited that too much control on police
officers would destroy moral and stifle motivation, thereby hindering organizational
performance and success.

With the numerous changes hettheoretical framework of American policing,
organizational design changes followed a similar path of chang&>The s i dent 0 s
Commission on Law Enforcement and the Administration of Julstidecalled for the
decentralization of police operations, whimcame a major theoretical framework for
communityoriented policing Thurman et al., 2001Prganizations adoptingpmmunity
oriented practices saw a flattening of their organizational structures, thereby minimizing
the importance and reliance on the ofarenalized chain of commanth fact,according
to Ratcliffe (2008)Jine level officers were empowered to begin making decisions on

their own, reinforcing their ability to impact the local communities.
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While thenumeroushanges taking place in Amercaolicing had an impact on
the overall authority, organization, and theoretical framework, the environmina of
police organization was also undergosignificant changegThibault, Lynch, &

McBride, 2004) In the community era, no longer was it aceddor police organizations

to be siloed from their citizens. Instead, police executives all the way dahe lioe

level police officersvere expected to interact with the community and its members on a
regular and consistent bagighibault et al., 200). It is within this environment that the

police interacédand empowegdthe citizens through engagement in the criminal justice
system(Henry, 20022003) The community era was extremely different from the

professional era, and police organizationsiithe chief down to the line officer, began

to Ilisten and respond to the citizensd con
began to bridge the gap of policgizen relations, and would become a mainstay for the
community era.

During the communit era, the operational strategies of many police departments
changed. Much of that change included the change of including citizens and residents
into the decisiomaking processes of the police organizatduaringthe community era
departments began ligzing communityoriented policing strategies, which called on
residents to volunteer, staff storefront precincts, make phone calls, help patrol
neighborhoods, and help with other tasks that would benefit the community (Thurman et
al., 2001). The operatiahstrategies also placed more officers in the community,
removing the officers from the patrol cars that had once isolated the police from the

public during the professional era.
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Measuring the outcomes of the police during the community era focusexhless
theefficiency of the police. In fact, during the community era the effectiveness of the
police relied upon the ability of the police to impact community problems, concerns, or
quality of life issues rather than on crime control (Thurman et al., 204dt).this shift
away from efficiency measurement to gauge police success, the police were measured
much more differently than in the professional &ecording to Ratcliffe (2008)juring
the community era, a O0satisfied community,
legitimacy for the police, were the majoeasurements of law enforcement

Modern Policing Models and Strategies

American law enforcement continues to struggle wigmtdying the best model
for policing in a democratic society. In lieu of the perfect policing model, American law
enforcement has adopted, in whole or in part, various dimensions of policing models and
strategies. With the increase in technological sohgifor addressing crime, managing
information has become a central focus for many police agencies in bridging the gaps
between effectiveness and ineffectiveness in addressing and controlling crime. Many of
the common crime control models have similar disiens, but each too has some unique
dimensions that set each model apart. To better compare and contrast the differences
between each of the major policing models, each major model of policing must be
succinctly identified and defined within the realmAsherican policing.

Traditional Model of Policing

One of the first modern models of American policing is the traditional model, also

known as the standard model of policing (Ratcliffe, 2008). Since its inception, the

traditional model of policing has retl on reactionary measures by the police to the
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address crime. According to Weisburd and Eck (2004), the traditional model of policing
includes random patrols, rapid response to crimes already committed, investigation of
crimes already committed, admimedive proficiency and a reliance on the criminal
justice system to control crime. By modern accounts of policing, the traditional model is
not proactivelnsteadas Ratcliffe (2008) positethe traditional model reliesn
responding to the immediate i or crisis, restoring order, and then withdrawing until
the next in@ent required police attention
Community-Oriented Policing
A second model of policing is Community Oriented Policing (COP). The COP
model is the most elusive in terms of definitiondzholars and practitioners (Ratcliffe,
2008 Thurman et al., 20Q1Theinability to concretely define COP has often challeshg
scholars and practitioners, but theems to be some agreement that COP has two
important distinctions as a policing mod&tcording to Thurman et al. (2001he first
distinction is that policing is done better than the traditional model, while the second
distinction is that programs are added that benefit and involve the commaiaitytzole
While communityoriented policng certainly existsits definition oftentimes is
elusive and not concrete. According to Ratcliffe (2008inmunity policing defies
definition (p. 66).Despite the reluctance, or capability, to attach a éiefinition for the
COP modelthe overarchingbjective of community policing has been increase police
legitimacy(Ratcliffe, 2008, p. 66). Furthermore, according to Ratcliffe, studies have
found commonalities in organizations that have implemented comrranétyted
policing that include decentralizan, autonomy to line officers, greater responsiveness to

the citizenry and citizen input, and increased local capacity to resist crime.
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Thecommonalitieof communityoriented policecan serve as a foundation for
empowering line officers, improving engylee attitudes, and enhancing organizational
goals (Steinheider & Wuestewald, 200Besearch conducted on commurotyented
policing organizations reveals that commuysotyented policing can have a strong,
positive impact on police officer job satisfit (Brody, DeMarco, & Lovrich, 2002)
Interestingly, and along the concept of commuoitignted policing, the COP model
focuses on the capacity to resist crime rather than to control and reduce crime. This
singles out communitgriented policing from other models that do have some objective
toward controlling and/or reducing crime.

Problem-Oriented Policing

A third model of policing is Probler@riented Policing (POP). The POP model
has evolved over time into a well defined policing model that

Calls for recognizing that incidents are ofteerely overt symptoms of problems

.. .and requires they [police] recognize relationships between incidents

(similarities of behavior, location, persons involved, etc.); and (2) it requires that

they take a more idepth interest in incidents by acquaigtimemselves with

some of the conditions and factors that give rise to them. (Goldstein, 1990, p. 33)

The POP model has emerged as a policing model that goes beyond simply
responding to crime and police incidents.

CompStat

A fourth model of policing is CompStat, whichskort for Computer Statistics.

Introducedn 1994 by then commissioner William Bratton of the New York City Police

Department, CompStat has been recognized as a major innovation in American policing
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(Weisbud et al., 2004, p. 1With the success of CompStat in major American police
agencies like New York, Los Angeles, and others, CompStat has become an integral part
of many American police departments.- Accor
orientedstrategic management process that uses technology, operational strategy and
managerial accountability to structure the delivery of police services and provide safety
t o communi tAccerding toHenry 2a02003),CompsStat is easily defined
basedn its four main principles: timely and accurate intelligence, effective tactics, rapid
deployment, and reldess followup and assessment
Intelligence-led Policing

A fifth model of policing is intelligencéed policing, which was developed in the
United Kingdom(Ratcliffe, 2008) By definition,

Intelligenceled policing is a business model and managerial philosophy where

data analysis and crime intelligence are pivotal to an objective, deansikimg

framework that facilitates crime and problem redug disruption and prevention

through both strategic management and effective enforcement strategies that

target prolific and serious offenders. (Ratcliffe, 2008, p. 6)

Intelligenceled policing is recognized as a proactive policing model that utilizes
crime analysis and criminal intelligence.

Policing Dimensions

Each of the five policing models hdsstinct dimensions that clearly separate each
model from one anoth€Ratcliffe, 2008) While some of the models have variations,
they too have similaritiesr an alleged identifiedependence on one anothEhese

dimensions include those of the hierarchical structure within an agency, priority
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determination, target determination, criteria for success identification, and the expected
benefits from the speif policing modelRatcliffe, 2008) Through an understanding of

each of these dimensions, a clearer understanding of each policing model will emerge. To
begin, the hierarchical focus will be examined for each policing model.

Hierarchical Focus

Every or@gnization is comprised of individuals and groups, and how those
individuals and groups interact with one another is a critical component of every policing
model. These individuals and groupaka up an organization, whieie brought
together to accomplisime organizational missigi@Gaines & Kappeler, 1992003, p.

159). The organizational structure is one of the dimensions of each policing model. Whil
each model has similaritiesach policing model has slight differences in its approach in
organizational structures.

The organizational structure of most police departments is a paramilitary, pyramid
shaped hierarchy with authority flowing from the top down to the bottom (Bennett &
Hess, 2001, p. 13). This structure is often referred to as the chain of command within a
police organization, and most decisions are made at the top and are relayed to the bottom
for implementation (Bennett & Hess, 2001). Most American police agencienderate
this hierarchical, highly bureaucratic organizational structure (Bennett & Hess, 2001). As
different policing models have emerged in America, so too have variances in the
traditional bureaucratic organizational structures in policing.

Almost all d the major American policing models utilize a tdpwn approach, or
some variation, with the exception of commurotyented policing, which utilizes a

bottomup approach (Ratcliffe, 2008). In the standard model of policing, thécdom
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approach is utiied. Under the tedown approach to policing, decisions are made by top
administrators through a level a bureaucracy thatislbestablishe@nd accepted form

of organizational structure in policing. The standard model of policing shares many of the
feaures of the tolown hierarchal focus with both the CompStat and intelligéedte

policing models. Some of these models not only includeltapn and bottorup

structures, but also emphasiasgtical structures.

The traditional structures mostly resemtbie rigid bureaucracies that have been
created in most governments. The bureaucratic structure enhances efficiency,
standardization, and accountability in most policing models. Under the traditional
bureaucracy of police agencies, standards of authpatyer, conduct, and behavior are
heavily regul ated by the depart midowt 6s pol i
organizational structures, communication can be severely hindered and obstructed due to
the heavy reliance on a formal chain of commandsamct lines of communicatiorit
can be best described that

Bureaucratic management is management bound to comply with the detailed rules

and regulations fixed by the authority of a superior body. The task of the

bureaucrat is to perform what these rulsgulations order him to do. His

discretion to act according to his own best conviction is seriously restricted by

them. (von Mises, 1944983, p. 50)

Deviating considerably from the traditional policing model is the community
oriented policing modelCommunity-oriented policing is unique from all of the policing
models in that its hierarchal focus is one that is botipniRatcliffe, 2008). Utilizing the

bottomup structure, the communityriented policing model is designed to enhance the
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decisio-makingabilities of officers at the lowest levels of the police organization. It is
with the understanding of the bureaucratic organization, as previously defined, that a
clear hindrance to innovation and initiative can be foreseen in comparison with the goals
of communityoriented policing in establishing police legitimacy.

These differences create a dichotomy between police service delivery and
structure in American policing management. According to Thurman et al. (2001), an
important aspect of community pahg is the decentralized decistomaking processes
that allow police officers to more effectively address the needs of the community by
granting them more decisianaking abilities. The bottorap approach required for
community policing requires fundamehthanges within the traditional police chain of
command. In fact, 95.4 percent of police chiefs surveyed inditateducratic forms of
management in policing should be replaced with participatory management styles that
help police officers do their jofrhurman et al., 2001, p. 127). This concept is a far
deviation from the traditional models of policing, and relies on officers to engage in
decisionmaking processes that were often left to top administrators in the standard
model.

Different from the comunity-oriented policing model, the probleamiented
model offers a different concept in hierarchal structdreblemoriented policing is
unique, but often creates a problematic organizational structure for agencies
implementing POP as compared to tllitional model of policing. One of the central
tenets of probleroriented policing is that linkevel officers should be granted greater
freedom and flexibility in decisiemaking and problersolving (Ratcliffe, 2008). This

tenet contrasts to the traditi@a model in that police officers are viewed as a valuable
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resource in identifying community problems. While this tenet calls for a batfpm
structure, several problems have been created in implementing probéted
policing.

One such problem in th@oblemoriented model that separates itself from
communityoriented policing is the lack of control that officers actually have over
adequate resources or mechanisms to solve community problems (Ratcliffe, 2008).
Unlike communityoriented policing, wherpolice officers are given discretionary
powers to address community concerns, the prololeemted model generally fails to
provide the same level of authority over resources. Without adequate resmurce
controls, linelevel officers are forced to defey management to resolve problems. As a
result,Ratcliffe (2008) posited thgroblemoriented policing has a unique hierarchal
structure that purports to retain the flexibility to adjust to the problem that is to be
addressed by using a tojown or a botimrup approach as needed and appropriate to
address the sgific problem

According to Ratcliffe (2008), problewmriented policing uses the best structure,
top-down or bottoraup, to address the problem that has been identifieehugh this
flexibility in structure, lindevel officers are recognized as being in the best position to
identify community problems; however, they may not be in the best position to resolve or
address the community problems (Thurman et al., 2@&lLy result of this structure,
Racliffe (2008) posited thahe entire agency as a whole, including the community,
become part of the problem resolutjnocess.

The last two models, CompStat and intelligetezkpolicing, are similar with the

traditional model in that they both have{down structures. While both of these models
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have topdown structures, each have unique ways for decentralizing areas, where
appropriate, to focus on crime control and reducthatording to Ratcliffe (2008 in
comparing communitpriented policing tontelligenceled policing, a series of
differences yield that intelligended policing is the antithesis agbmmunityoriented
policing.

In comparing community policing and intelligenles policing, a major
distinction is appareni Wher e communi ty policing ai ms
and is organisationally [sic] botteop and community centered, intelligerled policing
aims for crime reduction, is tegiown and hierarchical, and uses crime intelligence to
focusonoffendes 6 ( Rat c | i infinelligen2zeled @licingodecisiBn/making
is top-down, with managers controlling all available resources and how those resources
are deployedRaitcliffe, 2008, p. 86). The differences in the hierarchical structure
betweerthese two have profound impacts on many other areas of each policing model.
These differences set these two models aside as havinidémstranging differences
between all of the models examined.

While the CompStat model is considered-tigavn, it combmnes an interesting and

uni que approach to the hierarchical struct

paradigm management, an important part of the bureaucracy entails determining which

functions, responsibilities, and decisioraking processeshould remain the province of

the central bureaucracy and wh20@3hp.¥®)houl d

Under the CompStat model, functions such as payroll, budgeting, procurement, employee

benefits remairentralized; however, key crime caritfunctions are often decentralized

b
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(Henry, 20022003).Under CompStat, some procesaad decisiormakingremain
centralized while others become fully decentralized.

The decentralization of some of these decismaking processes relating to crime
cortrol creates a shift in police departments in which accountalslipjeiced on middle
management. @npStat is a police managerial accountability mechanigmereby police
commanders are made accountable to the chief executive for crime control an@meducti
within their areas of responsibilifRatcliffe, 2008, p. 76). CompStat, while remaining
top-down, creates a shift in the hierarchical structure of police departments as compared
to the traditional policing model. In the CompStat model, the deem@hing processes
for crime control are neither at the top nor at the bottom, but rather in the middle of the
organization.

Determining Priorities

One of the main dimensions of all policing models is that of determining priorities
for the department and tléficers. Among the various policing models, differences exist
in how priorities are set and derived. These priorities are often determined and dependent
on the hierarchical focus that the department is utilizing, whether it-daep or
bottomup. Priofties can be determined by police management)dwel officers, the
community, crime analysts, and/or from a combination of all areas (Ratcliffe, 2008).
Determining how a department goes about identifying and determining priorities reveals
a lot abouthe department and the policing model in use by that department.

According to Ratcliffe (2008), the traditional model of policing has priorities set
by police management. The traditionalaebof policing, being hierarchicallpcusedis

top-down. Under the traditional model of policing, the management of the police
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organization sets policing priorities within the department, often negating any other input
from linelevel officers or the community. Under the traditional model, valuable
resources such as line officer knowledge and community concerns are not utilized in
setting departmental priorities.

In the traditional model of policing, police officers are most likely viewed as
automatons in which police administrators are more coedewith strict accounting for
their work and discretion (Goldstein, 1990). This view of police officers demonstrates the
long history and development of policing in America, and is a key dimension for the
traditional policing model. Not only does the titemhal model stifle line officer
involvement in setting priorities, it also has the same effect with community involvement
and input. While the traddnal model allows lindevel officers to have decisiemaking
responsibilities, it too restricts the d&gon making from community membe#sccording
to Goldstein (1990), the traditional model of policing restricts the community from any
decisionmaking nvolvement in police operations

In the traditional policing model, there is a distinct differenceow priorities are
set. Instead of seeking input from the community on problem identification and desired
services, the traditional model emphasizes organizational efficiency rather than service
and order, which means that the police have less contadheititizens (Thurman et al.,
2001).Thurman et al. (2001) posited thats with these differences that the police have
lessened their role as public servants and became more of an agency of andlfor soci
control

In comparison to the traditional model, community policing takes a completely

different path to setting departmental priorities. In community poli¢otg|
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communities become a main source for identifying problems, allocating resources, and
evaluating pbce servicegThurman et al., 2001, p. 85). It is under the community
policing model that the police form partnerships with the community that help define the
role of the police as well as dictate the services provided by the local police (Thurman et
al., 2001).Ratcliffe (2008) agreed and posited thatlike the traditional model of
policing, the communigypolicing model has the priorities set based on the needs and/or
demand of the community

In the communitypolicing model, unlike the other modelkgtpolice recognize
that they are not the sole experts on crime (Thurman et al., 2001). In sharp contrast to
other policing models, communipolicing takes an entirely different approach to setting
priorities and allocating police resourcéscording toThurman et al. (2001) ndler tte
communitypolicing model, the policactively seek community input and the citizens
become an integral ally in determining where police resources are allocated.

Not all policing models have such distinct differences betwseting
departmental priorities as do the traditional and commuypaticing models. Other
models, such as the problemented policing model, the CompStat model, and the
intelligenceled policing model, all have major similarities in how priorities are
established. In these models, the foundation for setting police priorities is determined by
the analysis of crime data, information, and/or criminal intelligence (Ratcliffe, 2008).
Through the use of crienand/or intelligence analysepriorities are setylpolice
management to address crime and disorder. Under this priority setting process, the top

down approach is utilized; however, management is relying on the analysis of data and
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information by trained analysts to set priorities for addressing crimdisotier within
the community.

Among problerroriented, CompStat, and intelligerlesl policing models, there
too are differences in how the analyses are utilized to identify the priority for the
department and its officers. According to Ratcliffe (20@®&ch policing model has
different levels of information, which are differentiated as analysis or intelligence. It is
how information and/or intelligence is created that can determenpribrity for the
departmentThe meaning of crime analysis andeei intelligence are often
misunderstood and associated with one another; however, the two terms are very
different and are applied with equal difference in each policing mGdgle (2004) states
that aime analysiss best defined aslentifying patterngnd relationships between crime
data and other relevant data souroesrder to allocate police resources.

The CompStat policing model utilizes crime analysis to determine priorities. It is
this analysis of information that defines orfie 0 Co mp St rantipfes oftimeyyandp
accuate intelligencéHenry, 20022003).According to McDonald (2002), CompStat
relies on mapped crime data as the main source of intelligence in order to allocate police
resourcesd. 76).The crime data is then reviewed to idgntroublesome or recurring
hot spots, and crime patterns (McDonald, 2002, p. 11). This analyzed data then becomes
the catalyst for setting police priorities.

In comparison to the CompStat model, more broad definitions for intelligence are
utilized in oth problemoriented and intelligenee ed pol i ci ng model s.
traditionally been used in police departments for case support, and not for strategic

planning and resource allocation. The move from investigdidmtelligence to
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intelligence-led policing is the most significant and profound paradigm change in modern
policingo ( RatTolnddrstared the digtifcioon, p. 88) .

A clear and general wunderstanding of

an acceptance that it involvevider interpretations than perhaps traditional

police-oriented explanations have, is essential. This would include the
interpretation of crime and incident data through analysis, and community
information on a range of issues, as well as more commoetyinformation
gleaned from various sources on the activities of known or suspected active

criminals (Oakensen, Mockford, & Pascoe C, 2002, p. 7)

It is the differencen the use of crime analysis and crime intelligence thatslraw
the most distinct contsasbetween th&€ompStat and intelligended policing priorities.
Under the CompStat paradigm, the priorities are set by police management through the
CompsStat principles of timely and accurate intelligence, effective tactics, rapid
deployment, and reldess followup and assessment. Intelligered policing priorities
are set by police management based on crime intelligence. As previously defined, the
priorities then can be very different between the two models.

One of the key differences between pesbloriented policingCompStatand
intelligenceled policing is the use of both analysis and intelligence in the identification
of problems. Probleroriented policing goes beyond crime analysis and intelligence in
the identification of problem$atcliffe (2008a) posited that probleariented policing
requires a much deeper inspection of problems that may affect community safety and

security p. 71).Ratcliffe (2008)furtherposited that \wile problemoriented policing

t
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requires the police to have a broatkrin the community, it is not as broad as required
underthecommunityoriented policingnodel
Targets of Policing Models

One of the most important aspects of any policing model is that which is
determined to be the target of the police. Each of the various models of pbhswvery
distinct differences in this area, while some have similarities. Identitiietgrgets for
police directly relates to the hierarchical structure and who determines the priorities of
the police. Targets for each policing model are reliant on the how the priorities are
identified. Ratcliffe (2008) assertetiat n determining or identifying tar¢® policing
models often utilize offense detection, crime, disorder, hot spots, prolific offenders, crime
problems, and/or a combinati of several of these targets

In the standard model of policing, targets were the detection and reporting of
offenseqor incidents) committed within the community (Ratcliffe, 2008). Under the
traditional model of policing, the police focused on three primary tactics for preventing
crime: routine patrol, rapid response, and reactive investigatitosré & Braga, 2003
Racliffe, 2008 Roberg et al., 2002Under the traditional model of policing, law
enforcement relied heavily upaifense detection, criminal investigation, and the legal
system as the primary method of trying to reduce crime (Weisburd & Eck, 2004).
Goldsein (1979) asserted thidue traditional model of policing, anithe identification of
targets, ee far too reactive and rely on those crimes and incidents that have already taken
place.

In comparison to the traditional model of policing, which is higebctive, the

CompStat model is considered highly proactive. The main target under the CompStat
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model is that of crime and disorder hot spots (Ratcliffe, 2008). Unlike the standard model

of policing, CompStat utilizes computer data to pinpoint mapped ¢tosaaf crime and

disorder for police managers (Henry, 20033). These maps form the second element

of the CompStat policing model in that they allow for the identification of crime and

di sorder hot spots wit ¢eidepartmes usng €EampStafes | ur i
data from as many sources as possible in order to properly identify crime hot spots
(McDonald, 2002, p. 121). Through the CompStat model, these hot spots become the

focus of policing efforts.

The standard model and CompStat poliaimgdels contrast differently in how the
data and information from crimes are utilized. With the standard policing model, the
target becomes solving crime by utilizing reactive investigations and the criminal justice
system; however, the CompStat model fesuan entire department and its resources to
crime and disorder hot spotghich are detected through the analysis of crime data. It is
with the identification of these hot spots that the police target an area to control and
reduce crime through every viatloption.

While the CompStat model targets crime and disorder hot spots, the problem
oriented policing model goes beyond hot spot detection and policing. Prolikmed
policing requires that police look at incidents as most likely symptoms to unugrlyi
problems(Goldstein, 1990, p. 33). The problemiented policing model goes beyond
both the standard model and the CompStat model of policing by attempting to identity
underlying community problems that contribute to crime and disofdenrding to
Goldstein (1990) this requires that the police recognize relationships between incidents

and that it requires them to conduct anl@pth evaluation into the conditions and factors
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that are at the root of the probleAtcording to Ratcliffe (2008),nlike theCompStat
model, the probleroriented model of policing targets crime and disorder problems and
other areas of concern for the police that lead to crime, notrjost bot spots

The intelligencded policing model has some similarities between the atand
problemoriented, and CompStat models in that it too targets crime problems through
analysis of information (Ratcliffe, 2008). The similarities between these models are
readily identified as the use of hot spot and disorder targets, linking crimescatents,
and the application of preventive measures to address crime and disorder (Ratcliffe,
2008). One major distinction, however, is that intelligeleckpolicing targets specific
prolific offenders in its model (Ratcliffe, 20R8 he focus on offeters, while unique to
intelligenceled policing, is alsdeing adopted by other policing strategies as an effective
component.

One of the key distinctions of communibyiented policing, in comparing it to the
rest of the policing models, is that the coomty-oriented policing model has no clear,
well-definedtarget (Ratcliffe, 2008). While other models concentrate on specific areas to
target in order to achieve crime control and reduction, commaonigyted policing lacks
a concrete set of targets. leat, it eludes target identification in as much as it eludes a
concrete definition for the model itsefccording to Ratcliffe, community policing
continuously changes to align itself with the concerns of the community, which may be
outside of the traditinal criteria for successes of police organizations.

Criteria for Success
Each policing model has the common dimension of having a criterion for success.

These criteria allow police executives to demonstrate the legitimacy and effectiveness of
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the policeorganization. Each policing model gauges success differently. In a critical
comparison between the different policing models, it is apparent that the dimensions of
success vary tremendously betm the policing modelsh€se variances that further
defineand separate the policing models from one another.

In the traditional model of policing, criteria for success were generally based on
increased detections of crimes and overall arrests for crimes (Ratcliffe, 2008). The
criterion for success of the traditial policing model raises many questions about its
success in preventing crime due to the reactive nature of the traditional model. Relying
on random patrol, rapid response, deployment of officers to investigate crimes and
offense detection, the traditiahmodel gauges its success on the numbers of crimes
solved by arrests (Ratcliffe, 2008). The traditional model relies on reactive responses and
does not advocate proactive policing measukesording to McDonald (2002),
individual police officer performace was historicallyatedon numbers such as number
for arrests or citation@. 78). Based on this reactive philosophy, police effectiveness is
determined mainly by arrests for crimes that have already been committed, not for crimes
prevented.

In astark comparison to the standard model, the commonignted policing
model gauges it success on a satisfied community (Ratcliffe, 2008). Comiuoueitied
policing by far has the uniquedtiinction of focusing more oservice in which
community percepns of safety are a priorifjRatcliffe, 2008, p. 68). The concept
behind focusing on community perception and satisfaction has its roots in the historical
development of American policing, and has evolbedaus®f the growing

dissatisfaction with thegdice and policeccommunity relations (Thurman et al., 2001). As
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a result of these historical roots, police agencies, struggling to establish police legitimacy,
turn to communityoriented policing to help fulfill those demands and reestablish positive
police-community relations as well andestablish police legitimacy.

For those agencies implementing commuwoitiented policing, some of the key
goals are to improve polieseommunity relations, improve trust between the police and
the community, and to redesocial disorder (Thurman et al., 2001). This is a key
distinction between community policing and all of the other models of policing in that
crime control and reduction are not identified as goals for the organization under
community policingln fact, Thurman et al. (2002) posited thaetprimary purpose of
communityoriented policing is the success a department demonstrates in achieving
successful partnerships with the community, implementing communmigygms, and
building trust

While communityoriented policing does not have crime control and reduction as
a main goalresearch has indicated tltaime can be effectively addressed under
community policingprogramsAccording toZhao, Scheider, & Thurnma(2002)
community policing initiatives, suchs the @mmunity Oriented Policing Services
(COPS)hiring programjn both large and medium €d agencies hdsad significant
impacts of both violent crime and property crime. In addition, Zhao e2@02§ found
thatcrime had reached &l time 3Gyear low and that decrease coincided with the
increase irthe number of community oriented police officers and programs in America.
According to Zhao et al. (2003), the decline in crime proved that community policing was

working by reducing crime and thatizen were benefiting from the programs.
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In comparison to the traditional model of policing, in which efficiency could be
considered a key goal over effectiveness, comtyrariented policing espouses
effectiveness over efficiendfrhurman et al., 2001, p. 88)hen, effectiveness in
community policing is defined not as controlling or reducing crime, but in how the
department addresses a problem or quality of life issue (Thurman et al., 2001). In the
communityoriented model, crimeeduction and control are deemphasized compared to
all other policing models (Thurman et al., 20@&icliffe (2008), affirming Thurman et
al., posited thatnasmuch that communiyriented policing defies definition,
communityoriented policing fails t@stablish crime reduction and control as its primary
gauges for success

In contrast to both the traditional and community policing models, CompStat and
intelligenceled policing models gauge their success criteria on reducing crime and/or
disorder (Ratiiffe, 2008). Unlike the traditional model of policing, both CompStat and
intelligenceled policing rely on reaime analysis of data, information, and/or
intelligence to set priorities in order to achieve crime control and crime reduction. This
foundatian, then, serves to identify how departments use these models to gauge success.

In the CompStat model, lower crime rates are the criteria for success. CompStat
focuses moreeducing crime and disorder than on specific offen¢feascliffe, 2008, p.

79). Irtelligenceled policing, while sharing the crime reduction goal with CompStat, is
more comprehensive in determining success. In fact, intelligence led policing success is
gauged by the detection, reduction or disruption of criminal activity or problem, and

includes the arrests of serious or prolific offenders (Ratcliffe, 2008). In an analysis of
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intelligenceled policing, the model combines the best gauges of success between the
CompsStat and probleoriented policing models.

Both intelligenceled policingand CompStat have many similarities, but yield one
very strong differencel/hile the two models have similar strategib®, strategic
approach to combatirgpecific offendebehavioris different(Ratcliffe, 2008, p. 87).

One of the major contrasting défiences is the use of data and criminal intelligence,

which allows the intelligencked model to focus on serious and prolific offenders. While
CompsStat focuses on the analysis of crime data, intelligkexicgolicing focuses on both

the use of crime datnd criminal intelligence (Ratcliffe, 2008). The combination of

crime analysis and criminal intelligence forms a contrasting difference in how success is
gauged between the two models.

The distinction between the use of crime analysis (CompStat) and crime
intelligence (intelligencéded) is a critical distinguishing point when comparing success
criteria. In the intelligencéed policing modelits success is gauged on a broader scale
than any other policing model. Success, utilizing the intelligéedt@olcing model, is
based on the detection, reduction or disruption of criminal activities or problems, as well
as reduced crime rates (Ratcliffe, 2008). Unlike other models of policing, intelligmhce
policing utilizes one of the key dimensions of the tiiadal model of policing, arrests,
that is not generally recognized as a criterion for success in the other models. In the
intelligenceled model, arrests would be considered one indication of success (Ratcliffe,
2008).

In contrast to the other modelspadlicing, the probleroriented policing model

focuses its success criteria on the reduction of problems in a community (Ratcliffe,
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2008). There are five varying degrees of impact the police may have on a problem. These
five areas include eliminating thegtmlem, reducing the incidents the problem creates,
reducing the seriousness of the incidents it creates, designing processes for better
handling incidents, and removing the problem from police consideration (Goldstein,
1990). Overall, the success of prahleriented policing is gauged by the reduction of a
problem(s) in a community (Ratcliffe, 2008).

Despite the gauges of sussaunder the traditional model tisatpported reactive
policing, newer models of policing have created positive change in redgfir@rsuccess
criteria for police departmentslost police organizations today are rated on whether or
not serious crime and disorder issues are under control and on the level of fear of crime
within the communitf{McDonald, 2002, p. 78). This change iraties that the traditional
model of policing is slowly losing ground to more innovative, effective, and responsive
law enforcement organizations within the United States.

Expected Benefit

All policing models have a dimension of expected benefit. The eghbenefit is
what the department and the community expects in return from a certain policing model.
While every police agency may have its own philosophy, each policing model brings
with it a unique set of benefits and drawbacks. Policing models haweeidaly emerged
to resolve some problem, whether it was within the profession or to address a community
wide concern. Oftentimes, these benefits seem to overlap one another across the spectrum
of policing models. Agencies implementing any of the policmaglels must clearly
understand what the needs of the community are and how the selected policing will allow

the department to meet those needs.
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The standard policing model focused on increased efficiency throughout the
organization (Ratcliffe, 2008). Tke levels of efficiency are designed to transcend the
entire department and hata-reachingmpacts on officers. Under the standard model of
policing, three areas are critical to ovegdficiency of the organization. According to
Roberg et al. (2002)hese three areas include policy development, selection and training,
and organization anthanagement

Under the standard model, the most notable element missing is any reference to
crime control and/or reduction or meeting the service needs of the cotypnstead of
focusing on crime reduction and control, the standard model of policing has focused on
managing the police organization. Despite the advances that the standard model made in
efficiency, the standard model faced multiple criticisAscording to Hgman Goldstein
(1979),professional policing so strongly emphasized managerial practices that policing
was primarily defined as the applicationnebdernpolice management conce(js. 238).

This is a significant failure of the standard model ofgiod, which focused on
efficiency rather than effectiveness.

Comparing the standard model of policing to community policing, a stark
difference emerges between the two models. After years of the traditional policing model,
the impact of efficiency and magement began to take its toll on polaitizen relations.
Although police reformerattempted to increase the efficiency of the palicerder to
fight crime, many othe efficiency and managerial practickad detrimental
consequence®r policecommunity relationgThurman et al., 2001, p. 38 atcliffe
(2008) posited that in order to overcome the professional era damage to police

legitimacy,the overarching expected benefitcommunitypolicing wasthat of restoring
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police legitimag in those commnities that hadbst confidence in their pigle
department

Unlike other models of policing, communityiented policing does not focus on
crime reduction or control, but rather on a satisfied community. The comnruriatyted
policing model stands out in stark contrast to every other policing model. According to
Ratcliffe (2008), communitpriented policing gives precedence to solving problems over
law enforcement activities and serves to increase the interaction between the community
and the police. This strategy emerged in response to the continued decaydsaniin
American policing, but strategies for controlling and reducing crime have never become
the cornerstones of communityiented policing.

Standing in stark contrast to commuriiyented policing, three models of
policing have a similar expectedrzdit of crime reduction. Problewriented, CompStat,
and intelligencded policing all have the expected benefit of reducing crime and other
problems (Ratcliffe, 2008). This is a significant similarity across all three of these
models, as compared to bdlbie standard and communityiented policing models. In
the CompStat policing model, the crime reduction mechanism involves four principles
that include timely and accurate intelligence, effective tactics, rapid deployment, and
relentless followup and asessmentAccording to Goldstein (197%9these principles are
similar to those found in problewriented policing, which calls for officers and crime
analysts to identify crime and disorder problems and attempt to resolve or mitigate those
problems in ordeto effectively controbr reduce crime

Like CompStat and problemriented policing, the intelligended model has the

same expected benefit of controlling and reducing crime. Unlike these two models,
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intelligenceled policing adds a component that ai$es prolific offenders. According
to Ratcliffe (2@8), the intelligencéed modet expected benefit is that of reducing and
controlling crime through targeting prolific offenders through linked series of crimes. All
of these models combine some form ofine analysis, the targeting of hot spots, and the
application of preventive measures, all with the expected benefit of crime control and
reduction.
CompStat

Traditionally, law enforcement agencies have operated under the guiding
principles of randonparol, rapid response, followp investigations, and clearance rates
for crimes (Moore & Braga, 2008Valsh, 200). Research has failed to support the
effectiveness of these traditional policing principles as they relate to crime prevention and
control (Wath, 2001)According to Weisburd et al (2004 1994, facing
unprecedented levels of crime, New York Police Commissioner William Briagigan a
series of changes involving managerial practices, accountability, and officer deployment
and allocation, Wwich would later become known @®mpStat

CompStat originally devel oped as an acr
wi dely accepted in todayo6s I(Eemnoé& Silfeanmarg e me n't
2006) CompStais an alternative policing modéidt holds great promise for improving
policing in America(Weisburd, Mastrofski, McNally, Greenspan, & Willis, 2003)
CompStat was designed to overcome the traditional, dysfunctional features of police
managementith stateof theart management principleadinnovativecrime analysis

and geographic systems technold®¥illis, Mastrofski, & Weisburd, 2004 This crime
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control system would build on the best practices of fighting crime and would prove
successful for the NYPD in theeky early stages.

Theregular CompStaneetingsfechnologyand the management systems are
intrinsically linked to one anothefogether, these components wocldate what has
become known apsa rtahddiegipta0084DE) Azdording to Heny, a
paradigmis a mindset or collection of organizpdnciples and fundamental viewpoints
(p-15).Henr y st ketCenpstat pammdigmiista hybrid management style that
combines the best and most effective elements of several organizational asogels
asthebest phil osophi es ThHe@impSsamanpgement stylehie mo  ( p .
supported andecognized in the accreditation process as developed by the Commission
on Accreditation for Law Enforcement Agencies (CALEA).

Created by a joint effort of the International Association of Chiefs of Police
(IACP), the National Organization of Black Law Enforcement Executives (NOBLE), the
National Sheriffsd Association (NSA), and
CALEA has developed an accreditation process that supports the principles the of the
CompStat management mod@8tandards for Law, 2009)hrough the CALEA
accreditation process, the bestgirces for law enforcement arginforced.Through the
CALEA accreditatiom process for police organizations, many of the CompStat principles
must be implemented within an organization before the department can be awarded
CALEA accreditation. The CALEA accreditation standards, for those departments
attaining accreditation, muatiopt some of the underlying principles of the CompStat
management model even thought those principles méajlbeed to specificallgupport

a wide variety of departmental missions and goals. This serves to validate the CompStat
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management w©esdndfurther sepvesaoctdciiitate adoption of CompStat
principles in police organizations.

While there may be many reasons an agency implements CompStat, the goal of
crime reduction emerges at the forefrdntthetotality,it he wunder |l yi ng r eas
Compstat is that police officers and police agencies can have a substantial positive impact
on crime and qualitpf-life problems facing the communities they serve if managed
strategicallyo (Vito, WaMeisburdetd, (0@nfeurdl ma n
that departments implementing CompStat gave reducing crime a priority over
departments that were noianning to implement CompSt#t. contrast, those
departments that were not planning CompStat implementation gave a higher ranking on
improving police officers skills and employee mor@i¢eisburd et al., 2008 p. 24) The
findings of this research are significant in understandingdbential impact of the
CompStat management paradigmtle@organizational healtbf police agencies
Historical Development

Prior to 1994, New York @y was plagued by crime and feand New Yorkers
wanted out of the danger and lawlessness that haebledsNew YorkBratton, 1998)

Under the admimsitration of Mayor David Dinkins, who had advocated community
policing,the NPYD had failed to address crime and disorder, and the police department
seemed completely dysfunctional and unable to addressatengrcrime problem

(Bratton, 1998)In 1993, New York residentdexted Rudolph Giuliani to the Office of
Mayor of New York City(Bratton, 1998)Giuliani, a brmer federal prosecutor, hath

his mayoral campaigned by promising to address quality akbiees and the
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overarching crime problem that had taken hold of the(Bitgtton, 1998Henry, 2002/
2003.

On December 2, 1993, Giuliani announced Brattton would take office as the
new police commissioner in little over one mof@natton, 1998)Time wasof the
essence for Bratton and he and his management team had little time to waste on
organizational assessments, surveys, or interviBvagton, 1998)As one of his first acts
as police commissioner upon taking the office in 1994, he soughadigmation of the
depart ment 6s (Braitg, 1888)n aAgse nseuncth, he r epl aced f
chiefsd within only (Brattbnel®8Meadingtobanryt aki ng
(2002/2003)as the department began to take a new directidighting crime, many
other police executives opted to retire from the NYPD, which allowed Bratton the ability
to replace these commanders with forwtidking experts who were both optimistic and
enthusiastic

As the new administration developed, tleed for a systematic method to provide
the police commissioner, as well as other top executives, with information became a top
priority (Henry, 20022003) It was thisinitial needfor information that developed into
the first principle of CompStat, tireand accurate informatiofiHenry, 20022003)
Other principles would soon emerge, but the new and emerging CompStat paradigm
would not be without challenge.

Despite theesultsof CompStat in its ability to effect change within the NYPD,
the challengethat Bratton faced were tremendotrsfact, the NYPD was widely known
as having a number of internal organizational dysfunctidosording to Eterno and

Silverman R006) CompStat was essentially designed to fix a broken, dysfunctional



63

NYPD (p. 220).According to Walsh (2001)he impetus behind CompStat was to take

one of Americads | argest police organizat:.

make 1t r espon s ishipewhichaargdtedanetreductiorsand oeadityd @
life issuesas top priorities

From the very beginning of Brattonos
identified a number of deficiencies that had long been associated with bureaucratic
dysfunction(Bratton, 1998)According to Eterno an8ilverman 2006) CompSat was
designed to address the dysfunctional and ineffectual bureaucracy that had crippled the
NYPD in its primary mission of fighting criméccording to both Walsh (2001) and
Weisburd et al. (2004)hedeficienciesf the NYPDincluded (&) a lack of
understanding therganizationalmportance for controlling crimeb) failing to set high
expectations for what the NYPD officers could do and accomg$koo many police
managers had become moribund and desired simply to maintain the stat{dj faied
to give operational commanders the authority and fleiilho address community needs;
and,(ex he department was I|iterally dAaflying
or internal accountability.

Despite these challenges, Bratton Armimanagement team pushed forward with
the new management system for léPD. After the implementation of Compstitew
York realized a 27% decrease in crinmenpared to the overall national averag@%
(Dorriety, 2005, p. 101). Theuge success in crime reductimas directlyattributed to
the use of CompStat to conduct crime analysis and allocate police req@Qooesy,
2005, p. 101)The crime reductions made in New York were not isolated and have been

replicatedwith similar cime reductions cities such Bew Orleans, Minneapolis,

bl
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Philadelphia, Newarlkand New Jersey\alsh, 2001, p. 353)'he successes with crime
reduction in New York, as well as the success in other major cities, have all been
grounded in what has become knmoas the principles of CompStat.
CompStat Principles

The CompStat principles form the foundation for the CompStat paradigen.
CompsStat paradigm is easily defined, and consists of four main principles: timely and
accurate information, effective tacticapid deployment, and relentless folloy and
assessmenB(atton, 1998Henry, 20022003 Ratcliffe, 2008) The CompStaprinciples
are clearly identified and defidavithin the scope of the CompStat paradigm and its
efforts to control and reduce crime

Accurate andtimely intelligence.

The first CompStat principle, accurate dmdely intelligenceis the engine that
drives CompStaBratton, 1998)As with any other managerial proce€ampStat would
be seriously weakened without accurate and tinmébrmation (Shane, 2004According
to Shane (2004), fnHaccurate intelligence re
pl ace, 0 wdoirl eftrifeteel m@ |l iynt el |l i gence i s the mo:
available, being collected and acted upon as near as the occurrence of the event as
possi bl &hosfifstprinciple4therefore, must be established within CompStat
organizations durinche very first part of the implementation.

The first principle of accurate and timely information relies on a combination of
technologies and dissemination practidescording toHenry (20022 0 03 ) , fit he abi
to make effective use of timely and accerattelligence is greatly enhanced through the

potential of technology systems to quickly gather, collate, analyze and present raw crime
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i ntell i genc €hisdaattreroforrisghe fodndadon for which police
commanders rely on to create appraf&itactics in their response to crime and disorder.
Although crime data and tlgeographical information systes (GIS) play a role in
CompStat 6s s ucce EMe mappirg, opecatiobal strategiead N o f
accountabilityfor managers all are iegral part of CompStéRatcliffe, 2008, p. 76)
Under CompStat, the availability of information and intelligence must transcend the
entire organization in order for intelligence to be both timely and effecfigéValsh
(2001) states, it is the underlgimelief that all of the officers, at all levels, must have the
knowledge of criminal activity if the police are to effectively respond to crime and the
needs of the communitf¥he principle of timely and accurate information serves as the
main catalyst fothe next principle of CompStat, which is that of the rapid deployment of
personnel and resources.
Rapid deployment.
Thesecondprinciple of CompStais that of rapid deploymei@Bratton, 1998)
According to McDonald (2002ynder the second principlepid deployment of
personnel and resourcssthe capacity of the police to deploy resources when and where
they are needed most to addressie. According to Henry (2002/2003),
The capacity to deploy resources rapidly and effectively is greatly enhanced when
the kind of organizational and administrative barriers that characterize most
traditional police bureaucracies are removed, and when the accountability systems
demand that darcement, support, and ancillary units work together in a

coordinated fashior{p. 318)
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Under the principle of rapid deploymenihce the commanders identify the most
appropriate means and have developed a response strategy, commanders must rapidly
deploytheir assigned personnel and resouf&ene, 2004 )According to Walsh (2001),
the CompStat principle of rapid deploymeéeparts from the perspectives of traditional
police management because it eliminates internal competition for power over limited
pdlice resources; instead, focusing the entire department on the primary organizational
mission regardless of organizational subdivisions.

Effective tactics.

Thethird principle of CompStat is that of effective tact{@atton, 1998)

Effective tacticorsist of strategies and tactics that have been developed in response to
identified cime patterns or crime hot spgtdcDonald, 2002) Under CompStat,
commanders must develop and implement plans of action utilizing eff@attics that
address problem#ccording to Shane (2004generally, ommanders are prevented

from simply using directed patrols to address the problems that have been identified
instead, requiring commanders to develop unique and specific tactics

The principles of CompStat force theganization to work together to address the
elementknownascrimdccor di ng t o riéaizatoris using tbeOCbmpstat i o
process develop a strategic management system that uses organizational strategy to unite
executive, operational commanderslano f f i cer s6 deci si ons and
and compat i bl eltisuadertthesprocesedthpt.operatmral)commanders
must develop specific strategies (tactics) and to set specific objectives for those
strategies. According to Walsh (200)h e st r ategy i nvolves the

to crime,disorder, citizen demand, public safeapdthe needs of the personifpl 34).
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Walsh (2001) further positatiat the operational objectives are the ends, while the
strategy is the means to achieve those ends.

It is under the principle of effective tactics, which mstdeveloped and
implementedthat accountabilitof the commanders is attachéa.cording to Shane
(2004), commanders that fail to act run the risk of dereliction to their dptiés)

According to WalshZ001), h the CompStat paradigm, operational commanders are held
accountals for the quality of their plans, quality of their efforts to reduce crime,
managerial oversight of epations, antheresults

Relentlessfollow up and assessment.

Thefourth, and lasprinciple of CompStatis the relentless followp and
assessmentva | s h ( 2 0 0 1 he folowwaptarddassessireerit précess enhances
managerial accountability and effectiveness because it lets agency executives and
commanders at all levels, assess their results and change their tactics and deployment
basedonwhatthy s ee and Raodngto Hempry (208252608), the
relentless followup ensures that no one prematurely concludes that the problem(s) have
been resolved. Accordingly, this last principle ensures sound, quality problem solving
responses that geerified results.

Underthis principle, commanders aggpected to followp on the orderthat
they have issued auandare further expecte discern whethehesolutions are
achieving the desired goai$ addressing identified probleriShane, 2004)t is during
the regular CompStat meetings that executive and operational commanders communicate

directly with one another to assess their personnel, results, and strategies (Walsh, 2001).
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This level of communication and interaction furtharsonsolidated stragyy within the
department to focus the entire department on crime fighting efforts.

While many who practice CompStat coresithe relentless followp and
assessment principle to thee most onerousime consumingand difficult it is also
considered to be the most import@vicDonald, 2002Shane, 2004 It is underthis
principle, that it is determined jfolice responsachieved the desired regshiand
reduced or eliminated the problé®hane, 2004)As Henry (2002/2003) statethe
follow-up process must include the constant adaption and revision of tactics to solve
problems(p. 318) According to Henry (2002/2003he assessment process depends
heavily on the continual and steady flow of timely and accurate intelligence, which
creates a continuous ess of the CompStat principles

Combined together the CompStat principles form the foundation of the CompStat
paradigm. These principles, when implemented in police agencies, have a number of
outcomes that begin to impact poliaganizations, both in structure, operation, process,
and management. The changes that begin to take place within police organizations
emerge as the elements of CompStat.

Elements of CompStat

In the CompStat paradigm, six elements emerge withiref@farcement
organizationsWeisburd et al.2008) i i d e sixtkeyfelgmentthat have emerged as
central to the development of strategic probkotving in Compstat programstission
clarification internal accountabilitygeographic organization cbmmand
organizational flexibility,datadriven problem identification and assessment; and

i nnovative pr o bAktheprirgipds of ConpStat drepdeveléped, these
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elements begin to emerge within the organizafidrese elements combine to foam
comprehensive model that alloywslice agencies to identify, analyzedasolve
community probleméWeisburd et al., 2003, p. 42T)is with this comprehensive
approach, law enforcement organizations become focused on the criminal element,
thereby moreeffectively reducing and controlling crime.

For as many positive elements and outcomes that emerge from CompStat,
CompsStat is not without negative elemeautsl outcomedn deconstructing CompStat,
Firman (2003) positetdt hat @A Compstat contains el ements
applications of information technology, problem solving, proactive methods to deal with
crime and incident trends, and wultimately
457).EternoandSilverman (2006), while acknowledging the strengths of CompStat,
bring forward a number of weaknesses of the CompStat paradigm. It is these identified
weaknesses, of the CompStat paradigm, that need to be identified and examined
understand how thesveaknesses affeicidividuals within the organization, which can
affect the overall organizational health.

Moore (2003) ggues that these core elemests a widgange of managerial
innovations that create a new performance measurement systethrdugh an
examination of théendividual element®f mission clarification, internal accountability,
geographic organization of command, organizational flexibility,-datgen problem
identification and assessment, and innovative problem salvaiga number of

weaknesses, that affect the organizational health of police organizations, begin to emerge.
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Mission clarification.

According toWeisburd et al.(200&), the first element that emerges in CompStat
organizations is that of mission clargditon. Since police organizations are modeled after
military organizations, it is assumed that police agencies must ldwarly defined
organizational mission in order to be effectiVéeisburd et al., 20@8. Under this
rationale,management works towgiclarifying and exalting the core features of the
department6s mission that serve as the ove
e X i s t(Willisceeab, 2004, p. 465)This elemat sets the direction for the department,
and providesaclearmessagem t he department6s mission.

With the foundation of the mission for the department, officers should have a
clear understanding of what is expected for thiglmore (2003) stated that one principle
of management is the ability to measure performance aguide organizational
behavior(p. 480. Moore (2003)assertedhatCo mp St at 6 s mi ssi on <cl ar i
arose from the political comitments of Giuliani, and tha&ompstat was simplgn
administrativetool to measure performance and assign accouityaf@. 472).According
to Walsh (200}, through the establishment of a departmental mission, along with
specific goals, departments are not only able to implement a performance measurement
system, but also are able to build on traditional policing gaaiscombine them with
strategic management fundamentals that have proven successful in the business sector .

The CompStat paradigpurports to requireolidification of mission clarification.

According to Weisburd et al. (2003), mission clarification nc |l udes a demonst
management s commitment to specific goal s

can be held accountable, suchascedung cr i me by 10MeDaonald a year
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(2002)positedthat setting specific objectives cannotdwerstated, and thétis critical
that specific goals and objectives be established by the chief atel/@dgommanders
(p. 8). McDonald (2002jurtherpositedthat setting objectives is important because it
sends a powerful, focused messagetoeveagon what i s worthy of th
focus and attention.

While setting specific goals is critical to the CompStat modskarch conducted
by Weisburd et al., (203, revealed thaess than half of the departments that had
implemented CompStat haet any goals aimed at reducing crime by a specific amount
(p- 29). Even more revealing, almost a third of the departments surveyed had focused on
many different goals, thereby diminishing the goal of mission clarificgiégisburd et
al., 200®). Weisbud et al., (200B),a f f i r ms Mc D o noa thedirdpsrtarsce @ u me n t
goal settingbut also cautions that setting too many different godtsttaestablish aet
of clearly defined goaJdor mission clarificationas required of the CompStat model.
Accordingto Weisburd et al. (2008b)ylzreating too many goals, and thereby failing to
focus the department, CompStat can create ambiguityegd to confuse police
officers.

Internal accountability.

According toWeisburd et al.(200&), the second element that emerges in
CompsStat is the establishment of internal accountabitgording to Weisburd et al.
(2003), personnel must be held accountable for organizational goals by the establishment
of internal accountabilityp. 428). Accoutability has been clearly visible in Compstat
meetings in which police commanders, guests, angduhbc haveattendedCompStat

requires that middle managers are held responsible for addressing crime and disorder, and
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provides for consequences for thegeo fail (Willis et al., 2004, p. 465)[his level of
accountability is one of the features that ensure that middle managers remain proactive in
their efforts to address crinvgthin their areas

Holding middle managers accountable, through rewards amdhpoent, was a
critical element in NYPD CompStat model (Bratton, 1998). Affirming thispre (2003)
notedt h a OMPBTAT helped to create a strong sense of internal accountability by
collecting and publishing information about the performance of prelgaet managers
in ways that permitted easy comparisons both with their prior performance and with the
performance of Adeocedingto nesearch sonducted\Weisdui 2t)al.,
(2008), 46% of the agencies that have implemented CompStattrdgat commanders
would be replaced if they failed to demonstrate knowledge about the crimes in their
respective areas of commardcording to Weisburd et al. (2008n comparison, only
20% of nonCompStat departments were found to replacernanders

CompsStat, by its desigdemonstates aheavy focus on punishment to enforce
accountability. According t@Veisburd et al.(2008), CompStat departments are not
likely to utilize rewards for reinforcing internal accountability within the CompStat
paradigmIn fact,their research revealddat less than 28 of the CompStat departments
indicate that a commander would be rewarded firemotion, better job assignment) for
declines in criméWeisburd et al., 20@8. The research indicates that there is a huge
disparity in CompStat agenciesthre use of rewards and punishments for achieving
crime reductions; thereby creating a significant imbalance in reward and punishment

within CompStat organizations.
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While commaders were likely to be replaced for failing to demonstrate their
knowledge about crimes or problems within their areas, research indicates that few
agencies replacesbmmanders simply because crime increased or failed to drop
(Weisburd et al., 20@8. Theauthors posédt hat f#ft hi s refl ects perh
Compstat demands that commanders are familiar with problems and develop solutions to
them, but should not be unrealistic in recognizing that sometimes problems may not be
responsivetopolice nt er v e nt iThisis & critic@l paint irBtile)CompStat
paradigm. Top police executives must be able to discern the finer points of the CompStat
paradigm in order to balance knowledge, accountability, andesudts of those top
commanders and whille managers.

While internal accountability is createdthin CompStat organizations, the
element of accountability also created other problems witbmpStabrganizations.
According to Etern@ndSilverman (2006), CompStat alienates lieel offica's with a
top-down style of management, which is part of the traditional policing streftemno
andSilverman (2006) further posiithat CompStat became a numbers game, whereby
high level police executives would berate and embarrass police commadiitieis i
crimenumbers were natecreasing

Whil e a good deal of CompStatds critici
management, CompsStat is also criticized for its impact on line level offteensio and
Silverman (2006) stated that an additioBalmpsat weaknesBes with thefailure of
CompStato motivae the vast majority of officerg. 223).Cowper (2000) fires on

CompsStat an even more powerful criticism:
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This style of leadership (not even a true representation of leadership by book
camp drill instructors) has done within policing exactly what its critics decry:
created organizations that are centrally controlled and highly inflexible,
characterized by tegown order transmission and bottamp reporting; less
creative and more intellectually rigid individual officers bound to tradition and
regulations, unable to deal effectively with both the dynamics of modern policing
theories and the communities they ger@nd a more combat enforcement
oriented force, with a resulting increase in isolation from the hostility between
police and citizens. (p. 237)
Despite the purported accountability that CompStat creates in a department, some
researchers argue ttmmmarmlerinfluence is minimaht bestAccording to Vito et al.,
( 2 0 O perationdl managers are held accountable for addressing the crime and disorder
i ssues and trends associated with the Comp
While CompStat pumrts to establish accountability throughout the organization,
research does not support that this has been effeEteo and Silverman (2001) stated
thatfithe idea that commanding officers have enormous control over the officers under
their command anthat somehow the bureaucratic sanctions motivated many officers is
not suppor t gd224hResearehcanducted bhyoEterno (2001, 2003) revealed
that commanding officers had very little influence on most officers within the
organization.
According to Eterno & Silverman (2006CompStat has little influence over
patrol officers and most of them do not react to CompStat or to departmental sanctions.

Weisburd et al. (2008 affirmed thattheir CompStat observations revealed that line level
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officersremairedlargely dlivious to Compstat and that it had little, if any, impact on
their daily work(p. 58).Without a considerable level of influenae patrol officersthe
level of internal accountabilitig diminished considerably, thereby creating mbalance

of accountability throughout the entire organizatidrereby middle managers are caught
in the middle In fact, Weisburd et al. (2008a) found tha addition to diminished
accountabilitythe element ointernal accountabilitgreatedconflicts with the elements

of organizational flexibility and problessolving practices.

Geographicorganization.

Weisburd et al.(200&) identify the third element that emerges as that of
geographic organization of operational commardditionally inlarge police agencies,
commanders have been given geographic areas of command while other commanders
have been in charge of special units of comn{a&tehry, 20022003) According to
Weisburd et al. (200§bunder CompStat, decisiemaking command is cemtized and
delegated to commanders who are responsiblesBgred geographic territories

CompsStat, through geographic command, purports to give commanders
considerable authority in carry out their mission. According to Weisburd et al (2003),

A khoughCompstat holds police managers to a high level of accountability, it also gives
police commanders the authorityndéro carry o
CompsStat, the decisiemaking power is delegated down to the middle managers who

have territoribresponsibilitiesthereby shifting organizationdecisionmaking power

(Weisburd et al., 2003)n concurrenceMoore and Braga (2003) posited that in

CompsStat organizatienthe agganizational poweshifts to the commandess that

policing objectivexanbe accomplished.
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UnderCompStat, special units, such as narcotics, juvenile, detectives, oavee,
generallyplaced under the command of a precinct commander or arrangements and
protocols have been implemented so that these units have been responsive to the precinct
commander 6s requirements for accoMmfei shing
(2003)posiedthatfit he shi ft i n r esfoothose who lédispegial and s
function unitsto those who led geographically deéd, patrold o mi nat ed(p.pr eci nc
472).According to Moore (2003special units becne subordinate the interests of
geagraphical area of the commander.

These findings indicate thdte differences between CompStat and-GompStat
departmentareconsideredrery small.Weisburd et al., (2008 found that there were not
statistically significant differences betweennm@uStat and noi€ompStat organizations
regarding geographic organization of command.

Organizational flexibility.

Weisburd et al., (2008 identify the fourth element that emerges as that of an
increase in the flexibility of the organizatiofccording toWeisburd et al., (2008,
organizational flexibilityinvolves theauthority of commanders to approve flexible hours
and to mobilize special units (i, &WAT) to supportrime fightingoperationsWhile
these two areas of control support geographic command, the flexibility and authority of
commanders to mobilize and allocate resources demonstrates the flexibility of the
organization.

Traditionally, law enforcement organizations operate under systeoficies, and
procedureshat arehighly bureaucrati@and rigid(Gaines & Kappeler, 1992003) The

CompStat model requires that departments develop and refine their capacity to mobilize
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their resources to address identified problé¢Wisisburd et al.2008, p. 11) CompSat
purports to change thad perception®sf bureaucratic, inflexible policerganizationdy
injectingflexibility and changento the organization as a key, critical eleméhtder
organizational flexibility middle managengurportelly areempowered with both
decisionmaking authority and the resources to be succe@feisburd et al., 2003, p.
429). Thiskey element requires that organizations adopt a high level of flexibility to
achieve the departmental mission.

Weisburd et al.(200&), found that 84% of agencies that have implemented
CompStat report a good dedlflexibility in reassigning officers to new areas or units to
address identified problems.n f act, fACompstat departments
likely to reassign pabl officers to deal with that problem, or t@assigrother sworn
S peci @eisbsrd et a.2008, p. 46) Weisburd et al., (2088 also found that 75%
of CompStat departments afforded commanders the authority to approve flexible hours
and 62% the ahority to mobilize special units to support operations. Their research also
concluded that, under CompStat, civilians were least likely to be reassigned to address a
specific problem, with only 28% of departments providing such authority to
commanders.

Weisburd et al., (2003)adsuggested that CompStat organizationsaweore
focused on control than on empowering personnel ladesearcdid not support the
overarching goal of organizational flexibilityito et al.,(2004)posiedthat some
agenciehave extreme difficulties in this operational arena and are unable to efficiently
shift personnel, in sufficient numbers, to address the identified problémasesearch

conducted by Weisburd et al., (2003) revealed @mahpStat departments were relut¢tan
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to decentralize and were more apt to reinforce traditional bureaucratic models that
emphasized command and control of personnel and resources

Cowper (2000) assertedat critics of this model of policing argue that it is
excessively rigid, micronanagedy bureaucrats, and is autocrat¢hile CompStat
allows commanders a large amount of authority in assigning personnel, Weisburd et al.,
(200&), found that only 40% of CompStat departments permitted their commanders to
determineoutine staffing levelsand onlyl9%of CompStat departmengsve
commanders the authority to define beat boundaries for offitBisresearch indates
that commanders do have significagstrictions placed on their authority in the areas of
staffing levels and defining beat boundarléhile Vito et al., (2004) asserted that
commanders werempowered to direct their areas of responsibiptyl88), the research
indicates that only a mimidy of CompStat departmenigeredemonstrating full
organizational flexibility(Weisburd et al., 20@8. Thisis a significant find because
organi zational f | exi bi bveralabilityso eftectivetyi cal t o
address crime and problsmwithin the community.

Data driven problem identification and assessment

Weisburd et al(2003)identify the fifth element that emergesthat ofthe data
driven problem identification and assessment. Thisiei# has beeidentified as a core
componat of the ComStat paradigm(Weisburd et al., 2008. One of the critical
CompStat elementgquires that data are made available to identify and analyze
problems tggaugethel e par t ment 6 s response WhNdeut sburd e
timely and accuraterime data, no oth&€ompStakelementcan receive attention éoster

the need or actioto address crime and disorder problems
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Research by Weisburd et al. (2008b) waable to find any differences between
CompStat and ne@ompStat dpartments in the availability of da@datathat were
available to bth types of agencies included informationcaiis for servicereported
crime incidens, arress, citatiors, and field interrogation daf®#/eisburd et al., 2008 p.
47). According to Weisburd et al. (2008b)piaddition to the types of data available, there
was not a statistical significance between CompStat andCoarpStat departments in
the timeliness of the data.

While there were no significant differences in the availability oeliness of the
data between CompStat and foompStat departments, there were significant
differences that were found in the analysis of informatgaisburd et al(2008b) found
that90% of CompStatiepartmentslaim to have the ability tomanage andndyze data
more effectively, and are more likely to use sophisticated software for crime data
analysis. Here, the differences between CompStat an€€CampStat agencies begin to
become more distinct.

The first area of distinction is found in the arealysis tools. Weisburd et al.
(2008) f onmeanthgfil differences between Compstat and@ompstat
departments in the claimed availability of analysis tools. The largest differi@38és
gap]are found in regard to crime mapping, reflecting the cetyradicrime mapping to
Compst at (Weisbudebam20®3, p.44Ihe second area of difference is in
the analysis for data for problesolving. Weisburd et al. (2008found that 69% of
CompsStat departments use database analysis software farpsaiiving, as compared
to only 54% of norCompStat department&n even greater significance was found in

the use of mapping for problesolving. Sixty-seven percent of CompStat departments
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reported utilizing mapping for problesolving as compared tnly 39% for non
CompsStat departments (Weisburd et al., 200Bhese findings did provide a significant
difference between CompStat and f@OompStat departments.

Innovative problem solving.

The sixth, and last, element of CompStat that emerdhs isseof innovative
problemsolving tactic{Weisburd et al., 2003Compstat has been seen as an energizer
for policing efforts because it has required commanders to think about ways of solving
problemsAccor di ng t o Wintkhis coatexg pate aré expe¢tetl l@dk) , i
beyond their own experiences by drawing upon knowledge gained in other departments
and from innovations in theompy6éadmerr esearc
CompSat, innovation and experimentatiareencouraged, anaffordscommanders the
ability to modify traditional policing responses and create specific tactispbnses for
their assigned geographical crime probleAwscording to Ratcliffe (2008)CompStat has
placed greater expectations on police leadership, edlyawithin the ranks of middle
and uppemanagement

While CompStat purportedly creates new, innovative solutions to problems, its
critics argue that CompStat fails in this endeaMwore (2003) arguethat there is little
evidence fthat d OtMdP SsIApipvenaptebldinddertifacation and
assessmento and Ai nno vodpt 473).Moqgpearguéthad m s ol vi n
CompsStat allegedly encourages the police to seek out new, innovative resolutions to
problems; however, he assatthat he information systems used by CompStat do not
support detailed problem diagnosis and innovative solutitiessburd et al(2008&)

supportedMo or e 6 s ¢ o affecrhing that their seselrgh found that few CompStat
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departments researched probleoiving strategies outside of their own inter
departmental successes. In fact, Weisburd €2@0%), found that there were few
differences in this area between CompStat and@ampStat departments.

According to research conducted by Weisburd et al. (2008% of the agencies
that have implemented CompStat were found to give district or precinct commanders the
authority required to select problesolving strategies for loevel problems within their
geographic area of command. Imgaarison, Weisburd et.g200&) also found that
86% of nonCompStat departments reported that commanders were given the same
authority for problenrsolving strategy selectiolVeisburd et al., (20@8 found that, for
highly visible problems i ninmostCanpStea nder 0s
departments (70%yere not permitted teelecta problem solving strategs compared
to 54% of noACompStat departments

In further examination of problesolving, Weisburd et al(200&) did not find
significant differences between CompaBand norCompStat departments in their
methods for solving problems. Their research concluded that in both types of
departments, the success of previous responses were the most important factor in
determininga response to a problekVeisburd et al. (208b) found that@ong23
possible response tactics, only five were found to be statistically different: increase in
arrests, target repeat offenders, use checkpoints, gun seizures, and improve victim
services.

Leadership in Law Enforcement
Management ankikadership are often used interchangeably; however, their

meanings can be very different. These differences, while distinct, have a direct, critical
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impactonl aw enf orcement organizati oanagemel®ober g
may be defined as theqzess of working with people in a humane way to achieve

organi zational goals and objectives as eff
Leader shi p, accorisgmotivgting otherotom perfodnevérious fazks on, i
that will contributetd¢ he accompl i shment of goals and ol
p. 6).Clearly, leadership and management are two distinct concepts that must be

integrated into law enforcement organizations.

Arguably, the most important part of the organization ide¢hadershipAccording
toBassandBass (19724 009) , | eadership definitions 0fte
the person, on the behavior of the leader, on the effects of the leader, and on the
i nteraction process be tSywaceordingtorBenndttarmlder and
Hess (2001), the difference between a leader and a manager is that a manager focuses on
the task, while a leader focusesonthe pedple.i baul t et al here@l2004) s
challenge is to examine and understandotioblems and theoretical parameters involved
with the characteristics of Almaer dhallergenin p i n
American policing is to understand the complexities and challenges of leadership for
which the chief executive exerts tive entire organization as a whole.

In modern law enforcement organizations, the chief has emerged as the one,
central figure in which the entire organization relies ugatording to Reiss (19853n
issue facing modern police executives is the rolawfenforcement in responding to,
and shaping social changenroughout the history of American law enforcement, change
has been an integral part of these organizations with the chief of police at #re cent

Accor di ng t o heMargtare of plice &lmipistratiintconsistently describes
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the role of the police chief as one of the most demanding, challenging, and important
executive functions anywhere in positddl i c adm
that police chiefs have a direct impaattbe quality of life and inspiration of their
officers and the way their organizations deliver services.
Police leaders have the potential to inspire officerddoatso sabotage their
efforts (Haberfeld, 2006, p. 1). Leadership, therefore, plays igarible in the health of
any police organization, which affects jsatisfaction of police officergccording to
Hoath, Schneider, W, & Starr428), job satisfaction can impact job performance, the
publicbs attitude templogaraationd)and gmployeecsteess. e mp | o
While leadership in law enforcement is considered, by many, a crucial part of the
organization, law enforcement leaders often find themselves struggling to understand and
implement the most effective leadership practi®esearch conducted on police
leadership for the Police Executive Research Forum (PERF) indicated that successful law
enforcement leaders were ambitious; however, they put the organization, rather than
themselves, first (Wexler, Wycoff, & Fischer, 20075p.Wexler et al. (2007) stated that
i plice chiefs, like other executives, offer themselves for service, but do not select
themselveso (p. 18). The research on requi
et al. (2007) has many similarities with\sent leadership; therefore, servant leadership
deserves considerable attention by law enforcement executives and organizations.
It is with these understandings of the role and influence of the chief of police that
leadership becomes a focal point for tiverall organizational health. While the literature

indicates that leadship inlaw enforcement is a significant issue, the literature indicates
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that leadership research in law enforcement is lacking attention, focus, direction, and
training.

Despite themportance of leadership in police organizations, American law
enforcement has failed to focus on leadership traidihgdpault et al. (2004), arguethat
there was a significant need for leadership matiagement courses for newly promoted
police execuves (p. 84). Haberfel(2006), citing the importance of leadershigmk
leadership training even further apositedt hat @Adespite being cl ear
development of leadership skills, all such efforts continue to ignore the most needy target
populationi | i ne o f f iltspositedthal lgaderstp)training should not target
just the chief executive, but should target the leve! officer as well, and early in their
careerMay o ( 19 8 5) he estkeatialéudction bf ¢hé chi@tecutive is, through
leadership, to provide a sense of purpose, ethical content, and direction for all others in
the organi zat i oTheleadershipfunttionwtberefone,.is eldvat&d)to.a
critical level within the organizations.

The daumting question for researchers and practitioners centers on the leadership
needs for todayo6s | afccoedngtolredbetierd20@3), anevg ani z a
kind of leadership is emerging in law enforcement organizations that breaks away from
the tradiional autocratic leadership. Ledbetter (20083itedthat servant leadership may
be the best practice for the challenges facing American law enforcement leadership, and
the organizations that are impacted by that leader€loigirite (2007) concurred wiit
Ledbetter positing thathat servant leadership would be a good fit for law enforcement

organizations.
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With the introduction of servant leadership into law enforcement, proponents
contend that servant leadership will address most of the leadership gaps and failures in
the current leadershiRu s s el and St evastleguership is @adncepttteat s
can potentially change organizations and societies because it stimulates both personal and
organi zational me t a nhe litgratuce suggests thatgservarit 5 4 ) . Wh
leadership would be a good fit for law enforcement, there is little empirical evidénce
servant leadership in law enforcement organizatibedbetter (2003) and Cortrite
(2007) poskedthat servant leadership woubeé good for law enforcement organizations,
while BassandBass (1974/2009) and Smith et al. (2004) pakhatservant leadership
maybe a better fit for organizations that are in a stable environment

With the rapid change that American law enforcemegamwizations have
experienced over the last two decades, especially with the diffusion of CompStat, law
enforcement would certainly not be considered a stable environment. Irrespective of these
assertions, servant leadership arelgbrvant leadership abtatesare important to all
organizationdecause it offers to improve organizational leadergRissell & Stone,

2002) It is the specific attributes and characteristics of servant leadership that propels

servant leadership into the spotlight of law eoémnent organizations. With the

leadership crisis facing American law enforcement, servant leadership characteristics

couldbe one solution foaddresmg the leadership problemithin police organizations
Servant Leadership

The concept of servant lgership is not new. In fact, the earliest written concept
of servant leadership dates back to Jesus Ghasb, 1999) The termservant leader

was first used by Robert Greenleaf, who is considered the modern father of servant
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leadership. While Greenledid not provide a solid, concrete definition of servant
leadership, he posited that,
The servanteaderis servant firstlt begins with the natural feeling that one wants
to serve, to servirst. Then conscious choice brings one to aspire to lead. That
person is sharply different from one whdesderfirst, perhaps because of the
need to assuage an unusual power drive or to acquire material poss@sgons
leaderfirst and the servardirst are two extreme types. Between them there are
shadings and bhels that are part of the infinite variety of human nature.
(Greenleaf, 197@008, p. 15)
The majompremiseof Ro b er t  GsemannldadesHipdssthat leaders are
servants firstWhile servant leadership has been formally recognized in the leadership
|l iterature since RoDbTEheServatas beaderdd/7thes publ i c
servant leader movement has only recently gamechentum(Senjaya & Sarros, 2002)
According toSmith et al.(2004) servanteadership is one of the most popular leadership
theories being discussed by researcherstadlayc or di ng t oenMadub (1999)
leadership is an alternative to the traditional power and authority model that is still most
preal ent i n our or g alnsicleas thaservast leadershipwauld ( p. 2 8)
bring a new, innovative leadership model into American law enforcement organizations.
According to Greenleaf (1970/2008), the idedhaf servant as leadeame to him
from his reading othe bookJourney to the Easby Herman Hess@reenleaf, 1970/
2008) In readingJourney to the EasGreenleaf recounts the journey of a band of men
on a mythical journey. On their journey, they have a servant by the name of Lés. Leo

responsible for the menial chores of the band of men, but he also sustains theitjroup
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his strong spirit and song. When Leo disappears, the will of the group is broken, and the
journey isabandoned. Only after years of wandering does the narraggfahe group,

find the servant Leo, only to discover he
guiding spirit, and a grR@& p.9dhskelatonsthipe ader 0
exemplifies the concept of servant leadership.

ltisthr o u g h  Grpersondinterarétdtisn oflourney to the Eaghat
Greenleabrings forward the servantlead&rc cor di ng t o Gr elenl eaf (
great | eader is seen as servant first, and
Greenleaf (1977) believed that servant leadership should be applied to a number of
organizations, to include businesses, education, churches, and foundations.aRdssell
Stone R002)posited thatservant leadership was important to all organizationausecit
had the potential to improve the leadership in many different se{pnd45).If servant
leadership has the potential to improve any organization, then American law enforcement
would certainly be remiss if it did neeriously consider servamddership.

Larry Spears (1998CEO of the Greenleaf Centéurthered the work of Robert
Greenleaf by concluding that Robert Greenl
servant leadershipwhich includelistening, empathy, healing, awarengss,suasion,
conceptualization, foresight, stewardsiipmmitment to the growth of people, and
building communityWhile this list of attributes is small, it does not represent the entire
list of attributes of servant leaders. In fact, the literature oraseleadership reveals at
least 20 attributes of servant leaders.

RussellandStone (2002) summarize the current literature on servant leadership

attributes into two categories: functional and accompanying. The functional attributes
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include vision, hongty, integrity, trust, service, modeling, pioneering, appreciation of
others, and empowerment (Russell & Stone, 2002). They further identify the
accompanying attributes as communication, credibility, competence, stewardship,
visibility, influence, persuasn, listening, encouragement, teaching, and delegation.

With the attibutes of servant leadership, it is clear that the focus is on the
employee, which could have a positive imp&tissell and Stone (2002) stated that,

A ervant leadership offers the patial to positively revolutionize interpersonal work
relations and organizatioha | liafv enfoltement organizations, long engrained in the
culture of topdown hierarchies of power and influence, have created less than healthy
work environmentsAccording to Smith et al. (2004)esvant leadership, and its
characteristics, could potentially produce a different type of organization due to the
undelying motivation of the leader.

Servant leadership is gaining popularity as an effective leadership style for many
different organizations. Bass and Bass (1974/2009) posited that a servant leader
encourages the development of skills and morale in their followers. This assertion aligns
itself closely with the research findings of Weisburd et al. (2008b), which revealed that
many communitypolicing agencies have listed improvement of officer skills and morale
as part of their overarching goals for adopting community policing philosophies.
According to Bass and Bass (1974/200), the servant leader depends on awareness,
empathy, and foresight instead of coercion and manipulation (p. 554). Under servant
leadership, leaders nurture subordinates, help them to develop their intellect,

independenceand their personal leadership abilities (Haberfeld, 2006). Servant
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leadership brings many leadership attributes to the forefront, which may address and
improve the organizational health of police organizations.

The focus of servant leadership on subatBmeeds is in direct contrast to the
elements found in CompStat, which focus on crime control and reduction. According to
Laub (1999), servant leaders motivate their employees by displaying authenticity, valuing
people, developing people, building comntynproviding leadership, and sharing
|l eader ship. Ledbetter (2003) posited that,
|l eadership practices for | aw enforcement |
outcomes of servant leadership deserve furtheareh to understand the impact of
servant leadership on law enforcement organizations and the goals of addressing crime.
While Ledbetter (2003) posited that servan
leadership crisis in law enforcement, Bass Bads (2009) posited that servant leadership
might be more appropriate for those organizations in a stable environment.

Some of the key drivers of servant leadership were identified by Laub (1999) with
his identification of the key characteristics ofvaent leadershipSmith et al. (2004)
posi t edabksidehnpacts é@f these drivers could be: higher skilled people, more
ethical people, better communicators, strong interpersonal relationships, creation of
shared visions, and clear gogbs 86) Certanly, any organization, especially law
enforcement, could benefit frotheseoutcomes, whicleould only serve to increase the
health of any organization.
Servant Leadership Characteristics

Laub (1999) set out to define servant leadership, identify theciesistics of

servant leadership, and assess ifstant leadershigharacteristicsouldbe assessed
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through a witten instrument. His research concludiedt there wereis characteristicef
servant leadership: Values people, develops people sleoldmunity, displays
authenticity, provides leadership, and shares leadership.

Laub (1999) found that one characteristic of servant leaders is that they value
people.In his research, Laub developed three key points in which leaders demonstrate the
valueof people: by believing in people, by putting others first, and by listening. By
believing in people, servant leaders demonstrate respect for others, believe in the
potential of each individual, accept people for who they are, trust others, are perceptive
concerning the needs of others, enjoy people, and show appreciation of lcdlibrs
1999) By putting others first, servant leaders put the needs of others ahead of their own
and show love and compassion toward otlleasib, 1999. Through listening, seant
leadersare receptive listeners.

Laub (1999) found that a second characteristic of servant leaders is that they
develop peoplelaub identified three key points in which leaders demonstrate that they
develop people: by providing for learning andwtio, by modeling, and by encouraging.

By providing for learning and growth, servant leaders provide opportunities for people to
develop their full potential, use their power and authority to benefit others, provide
mentor relationships in order to help peogrow professionally, view conflict as an
opportunity to learn and grow, and create an environment that encourages I@aauning
1999, p. 49) Through modeling, servant leaders lead by example by modeling
appropriate behavior, models a balance ofdrid work and encourages others to do so
(Laub, 1999, p. 49By encouraging, servant leaders build people up through

encouragement and affirmation.
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Laub (1999) found that a third characteristic of servant leaders is that they build
community. Laub identified three key points in which leaders demonstrate that they build
community: by enhancing relationships, by working collaboratively, and by vaheng t
differences of otherd.aub s(1999) statediby enhancing relationships, servants leaders
relate well to others and they work to bring a healing to hurting relatiodgpip49) By
working collaboratively, servant leaders facilitate the building afrooinity and teams
and work with otlers instead of apart from theiiraub, 1999, p. 49)Through valuing the
differences of others, servant leaders value the differences in people and allow for
individuality of style and expression.

Laub (1999) found thaa fourth characteristic of servant leaders is that they
display authenticity. Laub identified three key points in which leaders demonstrate that
theydisplay authenticityby being open to being known, by being learners, and by
maintaining integrityBy being open to being known, servant leaders admit limitations
and mistakes, are open to being known by others, promote open communication and
sharing of information, and are accountable and responsible to others. Throuph bein
learner, the servant leadeteader is nonjudgmental and keeps an open mind, is open to
learning from others, is flexible and willing to compromise, evaluates themselves before
blaming others, and ispen to receiving criticism and challenge form others. In order to
maintain integty, servant leaders are trustworthy, demonstrate high integrity and
honesty, and maintain high ethical standards.

Laub (1999) found that a fifth characteristic of servant leaders is that they provide
leadership. Laub identified three key points in vilHigaders demonstrate that they

provide leadership: by envisioning the future, by taking initiative, and by clarifying goals.
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By envisioning the future, the servant leader demonstrates a vision for the future, uses
intuition and foresight to see the unfeeeable, and provides hope to others. By taking
initiative, servant encourage rigkking, exhibit courage, has healthy ssdteem, initiates
action by moving out ahead, and is compeiemis the knowledge to and skills to get
things done (Laub, 1999, pl). By clarifying goals, servant leaders are clear on goals
are good at pointing the directicemd are able to turn negatives into positives.

Laub (1999) found that sixth characteristic of servant leaders is that thlegre
leadershipLaubidentified twokey points in which leaders demonstrate that gteyre
leadershipby sharing power and by sharing statBg sharing power, servant leaders
empower others by sharing power, are low in their control of others, and use persuasion
to influence othergstead of using coercion. By sharing status, servant leaders are
humble and do promote themselves, lead by personal influence rather than positional
authority, do not demand or expect honor and awe for being the leaders, and do not seek
special status grerks of leadership.

Historical Methodologies

A review of the scholarliterature revealed a number of methodologies that have
been utilized in conducting research on law enforcement organizations. Research
conducted by Weisburd et a008&, 2M8hb) combinedboth quantitative and qualitative
methodologiesnto onelargescalereseach study on CompsStat. In thetudy, Weisburd
et al, (2008, 2008b utilized survey research, interviews, observatiamsl analysis of
archived data (i.edocuments, ime dda, reports, etc.). Through these methdte
researchers were able to examine components of the CompStat paatdifjerent

CompStat agencies.
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Not all research is as intensive as that conducted by Weisburd20G)(

Steirheider andNVuestevald (2008, for exampleutilized a case study in assessing
sharedeadership in a police agendyhey administered survey tgolice officers to
obtain quantitatie data on perceptions of wazknditions, motivational factors, and
commitmentIn additian, their study sedqualitative interviews and archival data to
assesshared leadership within police organizations.

Brody, DeMarcoandLovrich (2002)a s s e s s ed p job satisfactioadéff i cer s
in Washington Statél heir research usetlsurvey instrment to assess police officer job
satisfaction on relevant workplace dimensions. Similarly, Ledbetter (2003) conducted
research oservant leadership in law enforcement organizatimnsgthe OLAas the
survey instrumentn this study, the OLAvasused to conduct quantitative research in
assessing organizational health, determining if servant led leadership characteriddics c
emerge within a police department, and to determine the overall job satisfaction of police
department personnel.

Summary

Theliterature reviewdentifieda number of policing models and strategies in use
in American law enforcement. The two most prevalent policing strategies in use today are
CompStat and commun#yriented policingwhichaddress crime and disorder dial
top leadershipisingmanagerial strategies and conceptdifferent ways The literature
review revealedhat communityoriented policing haa strong, positive impact on police
officer job satisfaction that can enhance the organizational health ohfavcement
organizationsCompsStat, in contrashas been criticized for its tegpwn management

style, reinforcement of inteal bureaucratic processes, leadership by fear, and its failure
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to motivate officersall of which can have a negative impact oa ¢rganizational health
of law enforcement organizations.

Advocates have hailed the CompStat management paradigm, which has seen
widespread adoptios a revolutionary management metkiwat reduescrime,
increagspolice effectiveness, and addressommunity disorder. The major components
of CompStat include four principlesiccurate and timely information, effective tactics,
rapid deployment of personnel and resources, and relentless tgdland assessment.
According to Weisburd et a2008), as aesult of the implementation of the CompStat
principles, six key elements emerge that include mission clarification, internal
accountability, geographic organization of command, organizational flexibility, data
driven problem identification and assessmeant innovative problem solving.

As American law enforcementfficials seek tdbecone more effective and
responsive to crime, leadersvedeen identified as critical in shaping the future of law
enforcement organizatisnLedbetter (2003and Cortrite(2007) both arguethat servant
leadership would be a good fit for American law enforcement. Laub (1999) posited that
there were six characteristics of servant leadersiipes people, develops people,
builds community, displays authenticity, provideadership, and shares leadership. The
presence, or absence, of these characteristics in law enforcement organizations can
determine the organizational health of law enforcement organizations.

Servant leadership places the needs of the individual withiorgmanization over
the needs and successes of the organizédianth et al., 2004Stone et al., 2004)
CompStatjn contrastplaces the needs and successes of the organization over the needs

of the individual(Weisburd et al., 20@8. The divergence ahe characteristics of a
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healthy organization and tledementf CompStat raise an interesting challenge within

the law enforcement profession if American law enforcement strives to address crime and
disorder while also enhancing organizational hedltiereview ofexisting scholarly

literature on CompStat and servant leadership revealed a lack of research to determine if
CompsStat organizations could foster serdadtlealership characteristics, whiclan

contribute toa healthyorganizationThis reseech studyhas filled a gap in therlowledge
concerninghe compatibility of theelementof CompStat and the characteristics of a

healthy organization
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Chapter 3: Methodology

A gapemergedn the literature relating tde compatibility of the elements of
CompStat and the charagggics of a healthy organgon. Using servant leadership
characteristics, the goal of this reseanasto determine whagffect the CompStat
management style haoh the organizational health of police organizati@tsapter 3
presents the research design, research questions, research population, instrumentation,
data collection procedures, data analysis, and ethical considerations.

Research Design

Thisresearctstudy was @uantitativestudy.According to LeedyandOrmrad
( 2 0 Ocuigntjtativié research is used to answer questions about relationships among
measured variables with the purpose of explaining, predicting, ancibiogt
phenomenao resgarctwad &grrelatidnhresearcstudy whichwa A a
statst i cal i nvestigation of the relationship
correlation researckexaminations ofurface relatiortspstake place; however,
examinations focausal reasorare generally naindertaker{Leedy & Ormrod, 2005).
LeedyandOrmrod (2005) cautieedfi we ¢ an n e v eandeffect felationshap c au s e
on the basis of correlation alone. Simply matrelation does not, in and of itself,
indicate causation ( p .In tHis&tRdyonly surface relationships were examined, and
therewereno inferences made to indicate causation

To gather the data needed for this research stuthgda survey interment
known as the Organization Leadership Assessif@nd). According to Leedy and
Or mr od (Wwvweyrdsdarch ifvalves acquiring information about one or more

groups of peoplé perhaps about their characteristics, opinions, attitudes, or previous
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experiences by asking them questionmsl83dmdhet abul at.i
study, the OLAwas webbased, allowingparticipantdo accessind completé¢he OLA
survey via the InternefAccording to McNabb (2008the use of aInternetbased survey
allowsfor more efficient, faster, @heasier access to participants

The study desigwas the most effective research method to explore the
relationship between thdementf the CompStat management paradigm and the
characteristicef a healthy organizatiotvased on servahed leadershigharacteristics
The studyfirst examinel the organizationahealth ofpolicedepartmentsThen, a in
depthanalysis othe OLA subscoredetermired if any of the servanrted leadership
characteristicsould emergewithin a CompStat organizatiohastly, an analysis of the
results of the OLA determéd thejob satisfaction ratings fahe CompStat departments.

Research Questions

This studyhasexpan@dthe knowledgeon leadership in law enforcement
organizationdy examininghow theCompStat management paradigm affeitte
organizational healthfgolice organizationsThe research questiotisat guided this
studywere:
1. How does the CompStat management model affect the organizational health of police

department3
2. Can individual servant leadership characteristics emerge within plep=rtments
that utilize the CompStat management model?

3. How does the CompStat management model affect the overall job satisfatitign

in policedepartment®
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ResearchPopulation

For this research, a populatiemasrequired A populationi s a fiset of all
for which measurement i s AcoosdisgtdRbases ( Mc Nabb
(2007, the United States hd3,876state and local law enforcement agencie2004,
local police departmentsc count ed f or 6 1 %rcementoificeesr i cads |
(Reaves, 2007, p. IVith this information] conducedresearch on police organizations,
which represemidthe largest employer of law enforcement officers in the nafiba.
population under investigatiomaspolice personnelincludingnonsworn personneline
level officers, supervisors, managers, and executives, emplopetiagaagencies that
had implemented and we utilizingthe CompStat management modeicording to
Weisburd et al. (2008¥ata on the total number of@ncies utilizing the CompStat
management modelas unavailable becausbkere hadeenno national research
conducted to determirexactly how many agenciegre utilizing the CompStat model.

This study used aample ofpolicedepartmentsA sample is oyl a portion of the
entire population, but repressiibe entire population (McNabb, 2008)nly six police
departmentsvere usedn this research studyccording to McNabl{2008), the results of
studies that use a samphgght only be generalized to the larger population of police
organizations.

The population sample for thissearcltonsisted opoliceagencies within the
state of Georgidn the state of Georgia, there el ,269 law enforcement agencies
(Georgia Peace, 201.0°his numberincluded | | s heri ffés offices, d
municipal policecampus police, E911 centers, and probation agerdiesrepresented

approximately7.09% ofthenat i onés | aw enf orcement organi
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At the local government level, Gegra has two primary law enforcement
organizations: countyandcitg.her i f f 6 s of f i c ewenforcemeniode cour
each of 18eocuntiegiGa Gonst)Georgiahas 159 counties in the state,
equaling 159 sdme courtids,Gas additiorfalrelofepamary law
enforcement may be provided througbaainty police departmenivhich provides police
services in additi on office(Ga. Ganst)€oantyolicees of t h
agenciesnay becreated througbounty governing commissions, but only after voters,
through electionsauthorize the creation af countywide policelepartmen{Ga. Const)

In all casesthe local governing authority appoints the chief of police.

Within these counties, municipal agessi(cities) may also provide primary
police services to incorporated areasadfintiesGa. Const)In Georgia, municipal (city)
boundaries may cross county lines, &whl governing bodies (i.e., City Council),
boards (i.e., Board of Regents), or auttiesi (i.e., housing authority, port authority) vest
the police with powers of arresh municipal policedepartmentseither the city
manager/administrator or the local council appoints the chief of pélicbe time of this
study, there wer830policedepartmenti the state of Georgi@dJSACOPS n.d). This
number revealethat policedepartmentsepresent a majority (8%) of primary law
enforcement organizations in the state of Georgia.

This studyuseda norprobabilitysampling technique called purposive sampling
for locating police departments in which to administer the CRérposive sampling is a
method of sampling with a purpose in mind, usually witle or more specific predefined
groups(Trochim, 2006) This studyexaminedhe organizational health diosepolice

departments that utilizZeCompStat and commun#yriented policing
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The degjyn of the study limitedlepartment selection to those departments located
within the state of Georgi&Jsing policedepartment$ocated in the state of Georgia
increasd the homogeneity of theample populatigrwhich includedsimilar
governmental structurestatelaws,geographicategion(Georgia) opportunities for
voluntary CALEA and state certificatioanda common platfornfior police standards
through the Georgia Peace Officer Standards and Training Council (POST). Ttheugh
selection of county and municipal polidepartmentghe selection and appointment of
the chief of police, reprwasmeommonfactpr t he depa
among all selected departments. This selec
which had an elected official as the chief executivanfthe study, thereby further
increasing homogeneity of the participating departments.

Policedepartment sizevasa factor in the studyAccording to Reave2007),

57.9 % of all state and local law enforcement agencies have between 25 and 999

personnelDepartments with 24 or fewer personnel accedfdr less than 14% of all

personnel employed state and local law enforcement agencies (Reaves, 2007).

Departments selectédr thisstudyhadno fewer thar25and no more tha@99

personnelwhich further increaseldomogeneity for the research population.
Instrumentation

The study utilizd the survey instrument known as tlganizational Leadership
Assessment (OLA According to McNabb (2008), the survey questionnaiemnis
appropriateapproachor gathering information and data on a sample of the population.
According t o Lhe@LB s atbaokforreéearohG@gificallyidesigned to

measure the health of the organiz({@E63)on and
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The OLA utilized a Likert rating scale to allow study participants to respond to the OLA

guestionsThe ratingscale for the OLA was structured using a Likert rating scale: 1 =
strongly agree; 2 = disagree; 3 = undecided; 4 = agree; 5 = strongly@gnsesting of
66 questions,lte OLAmeasuredhe overall healtlof policedepartmentgperceptions of
servardled leadershigharacteristicsand job satisfaction ratings of employees.

In selecting a survey instrumehgxamined the validity of the OLAAccording
to Leedy and I@wvaldityotla measOrément instruiment is the extent to
which the measur ement meas u(p.28 Towéteaninei t
thevalidity of the OLA, Laub (1999) utilizedi4 experts in the field of servant leadership
to formulate a list o€haracteristics of servant leadership. According to Laub (2003),

A thorough review of the literature was also prodidethem [panel experts] in

the process. All characteristics that

the final survey were @sl in the construction of the OLA instrument. A

significant (p<.05) decrease was found in the igteartile range between round

two and round three of the Delphi process, indicating a move toward consensus.

This research process providgdongconstructvalidity for the instrument(p. 4)

Laub (1999) foundtrong construct validity for the OLA using the Delphi
process. Using the Delphi process to gain consensus for ségddeadership
characteristics, 60 items were finally selected for the Gdstinginstrument (Laub,
1999).

In addition tothevalidity of the OLA,l examined the reliability of the OLA.

According to LeedwndOr mr od (2005) , Areliability

measuring instrument yields a certain result when the entitybeengsmur ed hasnot

t
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changedbtauUp6s29)1999) research in developin
reliability score for the OLA at .98 using the Cronb&dpha coefficgent In subsequent

research for reliability, the OLA has produced Cronbalgha coefficiem scores of

.9870 (Horsman, 2001) and .9814 (Ledbetter, 208&)ording to McNabb (208), these

scores, which fall between .80 and .99, indid@eery strong relationghamong

correlation values

Tablel

OLA Reliability Scores

Laub (1999) Horsman (2003) Ledbetter (2003)
n=828 N=540 n=138

Entire OLA .9802 .9870 .9814

instrument

Values People 91 .92 .89

Develops People .90 .94 .88

Builds Community .90 91 .89

Displays Authenticity .93 .95 .90

Provides Leadership .91 .92 91

Shares Leadership .93 .95 .88

Data Collection
To identify the agencies to participate in this resedratilized an email
distribution listutilized by the Georgia Association of Chiefs of Police. This email list
contaired contacts for police departments in the state of Gedrg@ntacted police
departments to determine participation interBsting the initial contact, determind if
the gyencies that we interested in participating this research studyere a CompSat

or communityoriented policing department.
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Departments thahat didnot identify as CompStat aommunityoriented police
departmentsverenot selected to participate in the research stOdyy those
departments witlpersonnel numbeizetween 25 and 998ere selected tparticipate in
the study Departments with less than,2% morethan 999 were not selected to
participate Six pdice departments, which was the desstudy, participatel in this
research studyl'hree of the departméswereCompStatiepartments, while three of the
departmentsverecommunityoriented ton-CompStat departmentghat selfreportedas
utilizing the communitypolicing model.

The data collection processok place in conjunction with Dr. Jim Laub, creator
of the OLA Instrument and founder of the ®IGroup.Prior to any data collection
processes with Dr. Laub, he signed the appropriate confidentiality Borrhaub
assisedmeby setting up individual OLA accounts for each participating police
departmentSpecific organizational codes and PIN numbers were assigned to each
department. Once Dr. Laub created the accounts for each department, he sent the
organizational account information rtae

The OLA wasadministered via the Internet. Utilization of a thpakty server
facilitated the administration of the OLA as well as the electronic data collection and
storage of OLA responseafter the data collection véacompletd, Dr. Laub providd
mewith the raw data for analysiPata encryption and password piiten procedures

have been put into place to protect dagg which will be kept for a period & years.
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Data Analysis
Thestudy utilizeda correlation analysis known as the point biserial correlation
coefficient to analyze the datathis study The point biserial correlationasthe best
statistic for measuring theffect of the CompStat management model on the
organizational health of law enforcement organizatidasording to LeedyndOrmrod
(2005), it wa appropriate to use point bisemalrelationwhen one variable vea
continuousand the other variable involvetiscrete, dichotomousnd perhaps nominal

data.

The point biserial correlation coefficierjtpy]. . . pertains to the case where one
variable is dichotomous and the otherasnaichotomous. Byeonvention, the
dichotomous variable is treated as theaXiable, its two possible values being
coded as X=0 an®=1; and the nomichotomous variable is treated as the Y
variable.(Lowry, 2010apara.l)

In thestudy, the X=0 variableepreserddnon-CompStat (communitpolicing)
organizationswhile X=1 represeredd CompStat organizati@nin thestudy, the
dependent variable (organizational healtasordinal non-dichotomougiata, while the
independent variable (CompStatasnominal, dichotomous datblsingthe VassarStats
point biserial calculatoGalculations were made using the raw data from the OLA
Vassar St at so6 p o producedbaicidadons fa the valaes af Xi=D,X+1p r
and Y (Lowry, 201(). According toLowry (2010h, the Vassarstats point biserial
calculatorwould provide thepoint biserial correlationgf, and both one anvo tailedt-

tests.For this study, a twailedt test was performed on all calculatioAgcording to
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Tr ochi m het2edtassésses wihether the means of two grougsadistically
different from each other. This analysis is appropriate whenever you wasmhfzare the
means of {Tvochimg200H)d peappropriate calculations were made using
the Vassarstats @llatorusinga 95% confidence level
The first analysisising thepoint biserial correlation coefficieeixaminel the
overall organizational health of participatipglice departmenishe second analysis
using thepoint biserial correlation coefficiemixaminel the individual sulscores of the
OLA, which includel the characteristics of values people, develops people, builds
community, displays authenticity, provides leadership, and shares lead&hshtpird
analysisexaming the overall job satisfaicin for employees in each polidepartment
Each analysis correlat¢he scorebetween CompStat and n@ompStatiepartments
To determine levels of significance, a titaledt testcalculation was conductexh all
calculations
For the first analysighe overall OLA scorendicatale ach depart ment 0s
organizational healthRc cor di ng to Laub (2003), AdAthe ov
recommended for research purposeso (p. 4).
wasthe best measurement for exaing the organizational health for egutlice
departmentUsingthe point biserial correlation coefficigrthe OLA calculationgor
CompsStat and ne@ompStat organizations examéhgossible correlationd:his
determind if the ConpStat management modedany dfect on the overall
organizational healtil.o determine the level of significance for this calculation, a two

tailedt test was conducted.
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For the second analysananalysis of thesubscores othe OLAfor each
department was conductdd this second analysis, using theint biserial correlation
coefficient an analysis of thdividual subscores of the OLA, which includehe
characteristics of values people, develops people, builds community, displays
authenticity, provides leadershgmd shares leadershippk place.Using thepoint
biserial correlation coefficiepanalysis othe OLA sub scores for CompStat and ion
CompStatlepartmentsletermine if any of the individual characteristics of servant
leadership auld emerge within CompStat departmerits determine the levels of
significance for these calculations, a two tatl¢gist was conducted for each
characteristic.

For the third analysis, an analysis loé toverall score for job satisfaction f@oh
police cepartmentook place. In this third analysitheanalysis ofhe individual scores
of the OLA, representing overadib satisfaction for each departmgioiok placeusing
thepoint biserial correlation coefficient)sing thepoint biserial correlation cdigcient,
an examination othie OLA scores for CompStat andrrGompStat department
determined possible correlation§ o determine the level of significance for this
calculation, a two tailetlitest was conducted.

Ethical Considerations

In thestudy, hunan subject®ver the age of 18 years of age employed in police
departmentsvere the focus as they we directly related to the organizational health
police department#\s human subjects we the focusaddressing the ethical
implications of this reseel study wee critical. According to LeedyandOrmrod (2005),

i most et hi cal i ssues in research falll

nt o
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informed consent, right to privacy,l and ho
took all necessary precautions and steps to identify, address, and comply with all of the
ethical consideratiorfer this study
Protection from Harm

In conducting research, participants must not be exposed to undue physical or
psychological harnjLeedy & Omrod, 2005) In defining harm, McNab2008)
provides a broad definition of harm, whioch
psychol ogi cal di str ess athds stwdy énmployaes opplibey si ¢ a l
departmentsoluntarily tookthe OLA survey. The voluntary participants taking the
surveywere notexposed or subjectéd any harmful acts or events during this research.
Informed Consent

Informed consent must be provided tostlldyparticipantsAccording to Leedy
andOrmrod (205) , Aresearch participants should b
conducted and given the choice of either p
McNabb (2008) further identifiethree areas of informezbnsentwhich include the
capacityof the person, free and voluntary consent, and knowledgeable consent.

Researchers must ensure that persons giving consent must have the capacity to
understand the study and its associated risks; however, it is not permissible for
researchers to decide vither the subjects are competent to make their own decisions
(McNabb, 2008). According to McNabb (2008), there are two concepts that make up
voluntary consent, which include freedom from coercion and the understanding that the
consent can be withdrawn atyatmme without harmful consequences. Knowledgeable

consent involves four area&ccording to McNabb (2008knowledgeable consent
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Ameans that they must be told (1) they hav
withdraw at any time, (3) what risks ghit be involved, and (4) the potential benefits of

t he st udy, Thektudgincprporategileof the ésdential elements and

requirements of informed consent.

In this studyan email invitatiorallowedvoluntarily participantdo take theODLA
viatheInternet The email invitatiorcontained and inforned, participantsof informed
conseninformation In thestudy theWaldenlnstitutional Review Board (IRB) approved
theuseofafii mpl i ed i nfor med clbS Beparttentaf Healthc or di n g
andHuman Services2008) 45 CFR 46.116(cprovides that an IRB may waive certain
elements of informed conseRarticipants were provided with implied informeahsent
as required as provided 45 CFR 46.116As this study used implied infmed consent,
no waivers or signed consent forms were obtained.

Right to Privacy

Research participants have a right to priv#xcording to Leedy and Ormrod
( 2 0 0 Bder,no dgireumstances should a research report, either oral or written, be
presentedn a way that others become aware of how a particular participant has
responded (@ 102)bndhestudyepdrticipating departmeiparticipationwas
confidentid, while participating employee responsesreanonymous.

Participatingdepartmentsvereassignednalphawumericcode (i.e, Agency A,

Agency B, etc.jo ensureonfidentiality Department names were omittedhe final
research studfiopr ot ect t he depart mbinwstudwillnotdent i ty e
reveal the total number of depaental employees, which could result in identification of

the participating police departmeimdividual employees within each orgaation had
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completeanonymity in completing the OLA. The OL#nly collected datan the
i ndi vidual 0s qggaszation (icetop leadership, managaneent,
supervisor, and workforceJhe collection of other iehtifying anddemographicatawas
not central to tis study.

Once the OLA for each department was compldtpdovidal the chief @ecutive
with a full, completecopy of thedepartmerd s OL A Thie déinaldLA report to each
chief executivedid utilize the departmeBts  n leoweger, this study will not name or
otherwise identify any participating department. Once this study has been approved and
accepted by Walden University copy of the dissertatiomill be sentto each
participating departmentds chief of police
Honesty with Professional Colleagues

To report the findings of th&tudy, honest reporting of the results must take place.
According to Leedy and Ormrod (2005), dAres
complete and honest fashion, without misrepresenting what they have done or
intentionally misleading other dcomdcedit t he
the regarchusingthe highest ethical standards drasreporedthe results in a complete
and honest fashion.
Institutional Review Board

To ensure ethical standardsreenet,the IRB servedas a critical step in the
proposal proceséccording to Leedy and @rr o d ( 8 theDUmi)ed States, any
college university, or research institution will have an internal review board (IRB) that
scrutinizes all proposals for conducting human research under the auspices of the

i nst it ut ilocongpliaficp with thedr@guiremerndbthe IRB of Walden
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University, compliedwith all rules of the IRB andubmittecthe required IRB application
prior to seeking participation of voluntary participantsie Walden IRB approved the
submitted IRB applicatiariThe Walden University IRB approval number for this
research study wa€)}-15-10-0338212 which expires o®©ctober 14, 20110nce the IRB

approved the proposahdividual participants were contactexparticipate in the study
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Chapter 4Results

The purmpse of this quantitative study w#use servant leadership
characteristicto examine the effect of the CompStat management style (independent
variable) on the organizational health (dependent variable)lieeporganizationsThe
research questions that guided this study were:

1. How does the CompStat management model affect the organaehealth of police
department3

2. Can individual servant leadership charactessemerge within police department
thatutilize the CompStat management model?

3. How does the CompStat management model affect the overall job satisfaction rating
in police departments?

This chapter reportsn the findingsof the studyusing theOLA. The purpose of
this chapter is tpresentand explain the data analysis for each ofrésearch questions
that guided this studynterpretations andmplications of theesultsof this studywill be
discussed intwapter 5.

Adjustments or Instrument Revisions

The OLA survey was administered acdorg to the processoutlinedby Dr. Jim
Laub, creator of the OLA survey instrumeldponaccessing thenline surveyat the
designatediniform resource locatotJRL), participantentered thassigned
organizational code and PlBnd then proceeded toetburvey questiond here was no
time limit for the completion of the OLA surveyhe survey did not request any
demographic data (i.e., age, race, sex) because these data were not central to the study.

made naevisions or adjustments to tkd A survey.
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Description of the Sample

In total, six police departments of various sig&si 999 personneln Georgia
agreed to participate in this studjnestudy was designed to collect anonymous data
from participants in particgting police departmentstook all necessary steps to ensure
the confidentiality of the participating police departments and the anonymity of the
participants.

To protect the confidentiality of the participating departmeamsalphanumeric
codewas assignetb each departmesbthat no identifiablelemograhic data could be
provided in chapter 4 and chapferDue to the specific geographic region iniet this
study was conductedepartmental size (i.e., personnel numbers) was not revealed in the
reporting of the research data. Removing departmental size in the data reporting served to
protect the confidentiality of the departments that agreed to participate in this study.

Each m@rticipating department had demographic data that are presented for
consideration in understanding tthepartments that participated in the stutlyese data,
as presentedlo not reveal the identity of the participating departraghtt provide
deeper inght into the department and its operations, philosophy, and its employees.
These data include the sedported departmental tygiee., CompStat, community
oriented) CALEA certification status, state certification status, and the median education
level of the entire department.

Using purposive sampling, each department was selbatsti on the
departmental selfeporing as being a CompStat or communglicing department. In
this study, three of the police departments-sgorted as CompStat, whileree of the

departments selleported ason-CompStat gommunity policing departmentsThe
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selected departments employed between 25 to 999 persaehiet,includedooth sworn
and norswornpersonnel
In the State of Georgia, paipating police depaments havéwo options for
professional status attainment. Professional status attainment, through the voluntary
participation in an accreditation or certification program, was available to all participating
police departments. In the State of Geordigy@ice departments can elect to become a
certified department through the Georgia Association of Chiefs of RGREP).
The Agency Certification Program of the GAGRs identified standards that are
felt to be essential to the efficient and effecbperation of law enforcement
agencies. Participating agencies are expected to implement all applicable
standards. Some standards do not apply to all agencies, and waivers may be
obtained in exceptional circumstances. The standards provide a detailethbluep
for professional enforcement. They are credible, realistic, flexible and effective.
(Georgia Association of Chiefs of Police, 20para.9)
The certification program in Georgia is open only to law enforcement organizations
within the state, and is Wntary in nature. In this study, three of the departments were
statecertified, while three were nof¢e Table 2
Departments in Georgia also could voluntarily submit to national accreditation
through CALEA.
The CALEA Accreditation Process is a proven management model; once
implemented, it presents the Chief Executive Officer (CEO), on a continuing

basis, with a blueprint that promotes the efficient use of resources and improves
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service delivery regardlessfosize, geographic location, or functional

responsibilities of the agendystandards for Law, 2009, p. xv)

The CALEA accreditation program is open to law enforcement organizations worldwide
and is voluntary in nature. In this study, only two of the depamts wereCALEA

accredited police departments, while four were Bee(Table P Bothof the nationally
accredited departmentgere also certified at the state level.

In assessing education levels of participating departméetsnedian education
levelswereo bt ai ned from each departmentds point
were not asked to reveal their individual education stusg the OLA surveySee
Table2f or each departmentés median education
Table2

Departmerdl Demographics

Department Type of Department CALEA State Certification Median Education Level
A CompStat Accredited Certified Associ atebd
B CompStat Not accredited Not certified Associ atebd
C CompStat Not accredited Certified Associated
D Community policing Not accredited Not certified Associ atebd
E Community policing Accredited Certified Associ atebd

F Community policing Not accredited Not certified Associated
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Data Collection

Upon receivingapproval from Walden University to conduct research, the process
for recruiting participantbegan Participant recruitment was not random or selective in
this study All employees from each of the participatipglice departments were sent an
invitation to participate, which included an implied informed consent notice. The chief of
police, for each participating department, assigned one point of contact to workevith
in recruiting participants. This point of contact servethtilitate the disseminatioof
the invitationsand implied informed consetu all departmental personnel via email and
a paper flier.

This research study had two methods forfitse, initial contact with individual
participants. The first method was an enmaritation to partcipate(See Appendix C)
The point of contact for each department was provided an email version of the invitation,
which included research participant information and informed implied consent language.
The second method wapaper flier(See Appendix D)which was also sent out to each
depart ment 6s poi n treaedto movideta hacdcopgrsionofitiei er was
invitation, along with research participant and informed implied consent langoage,
participants that did not have access to emailtdwnail problems, special assignments,
and so onThe invitations had a unique organizational code and PIN for each department.

During the initial access to the survey, the survey was accessible oo qie
10 daysA total of 1,404 participants wenavited to complete the OLADuring this 10
day timeperiod,361 paticipants completed the survey. This represent28l. d1%

completion rate for the OLA survey across all departments. A larger sample was desired
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for this study, which necessitated a secon
study.

The secondary fireminder o i nvi thadtwoon t o
methods forecruitingindividual participants. The first method was anadmeminder
and invitationto participatgSee Appendix E)The point of contact for each department
was provided an email version of the invitation, which included research participant
information and informed implied consent language. The second metdsodoaper
fler(See Appendix F), which was also sent out
flier wascreated to provide a hardcopgrsionof the invitation along with research
participant and informed implied consent languag@articipantsthat did not have
access to email open due to email problems, special assignarehts) onThe
invitations had a unique organizational code and PIN for each department.

During the extendedsecondaryccess to the survey, the survey was accessible
for anadditional 10 days. The extension of the OLA survey to the departgemesated
an additionallO5responseacross all participating department$is represented
33.19% completion rate for the OLA survey across all departments at the end of the
secondlO-day survey period.

At the macro level of the sample population, 1,404 participants were invited to
participate in this research study by completing the online OLA suAtdiie sub group
level, 1,206 participants from CompStat departments were éhtatparticipate. The total
number of actual CompStat respondents to the OLA survey totaled 338. This represented
a completion rate of 28.02% for CompStat departments. At the sub group level, 198

participants from community policing departments were iviteparticipate. For the
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community policing departments (nd@@ompStat) population, the total number of actual
respondents to the OLA survey totaled 128. This represented a completion rate of 64.64%
for community policing departmenthe total number ofaspondets for both CompStat
and community policingo the OLA survey totaled 46@&hich represented a 33%0
completion rate for the OLAurvey across all departments. At the macro level, and both
sub groups, the critical mass sample size was achieved.

Analysis of Data

This sections organized based on the three research questions that guided this
study, which included:

1. How does the CompStat management model affect the orgjanaehealth of police
department3

2. Can individual servant leaderstaparateristics emerge within police departments
that utilize the CompStat management model?

3. How does the CompStat management model affect the overall job satisfaction rating
in police departments?

Using these research questions, the data were analyingdoomt biserial
correlation. After the point biserial calculation wietermineda twotailedt-test was
conducted on each calculation to determine the level of significance.

Research Question 1

The first research question sought to determine thealbweganizational health
of police departments that utilize the CompStat management model. The first research
guestionwas How does the CompStat management model affect the organeada

health of police departmer?s
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To determine the organizational hbadf each department, the individ@ILA
responsedor 60 questionsyvere averaged to calculate the raw scQuestions 56, 58,
60, 62, 64, 66 were not calculated as they represent job satisfaction ratingshenly.
rating scale utilized a Likert ratirggale: 1 = strongly agree; 2 = disagree; 3 = undecided,;
4 = agree; 5 = strongly agree. Table 3 indicates the OLA raw score, representing the
overall organizational health, for each department.
Table3

Department OLA Results

Department Type OLA Raw Score
A CompStat 3.615
B CompStat 3451
C CompStat 3.266
D Community policing 4.111
E Community policing 3.228
F Community policing 3.370

Using point biserial correlatiocalculation the overalraw organizational health
scores ofCompStat departments and community policing departments were analyzed
(See Appendix G)Calculations were made to determine the point biserial calculation
coefficientbetween CompStat and community policing departmditits point biserial

coefficient was alculatedrpp= - 0.21. The twotailedt testwas conducted = 0.689348
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By conventional criteriathe difference of the organizational health between CompStat
and community policing departmenssnot consideredtatistically significant.
Research Queson 2

The second research question sought to determine if individual servant leadership
characteristics could emerge within a CompStat organization. The second research
guestionwas Can individual servant leadership chasaistics emerge within police
departmentshat utilize the CompStat management model?

To determine if individual servant leadership characteristics @uklge within
departments, theub scorefor each servant leadership characteristic were ardhlyze
These individual servant leadens characteristicgicluded values people, develops
people, builds community, displays authenticity, provideslership, and shares
leadershipTable4 provides thescores for the servant leadership characteristics
Table4

Individual Servant LeaderspiSub Scores

Department Values Develops Builds Displays Provides Shares
People People Community  Authenticity  Leadership Leadership

A 3.681 3.472 3.667 3.524 3.675 3.403

B 3.493 3.470 3.576 3.489 3.614 3.312

C 3.318 3.130 3.382 3.147 3.264 3.119

D 4.125 4131 4.176 4.226 4.247 4.071

E 3.386 3.021 3.464 3.272 3.330 3.135

F 3.632 3.141 3.628 3.419 3.467 3.255
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The first servant leadership characteristic analyzed was that of values people.
CalculationgSee Appendix Hyvere madeto determine the point biserial calculation
coefficient between CompStat and community policing departments. The point biserial
coefficientwas calculatedp, = - 0.41. A two-tailedt testwas conducted:= 0.419006
By conventional criteriathe difference of the sub score for values people between
CompStat and community policing departmastsot consideredstatistically significant.

The second servant leadership characteristic analyzed was tieaetdps
people CalculationgSee Appendix Iyvere made to determine the point biserial
calculation coefficient between CompStat and community policing departments. The
point biserial coefficient was calculateg, = - 0.1 A two-tailedt testwas conducted:=
0.851237 By conventional criteriathe difference of the sub score for develops people
between CompStat and community policing departmiemtst consideredtatistically
significant.

The third servant leadership characteristic analyzed was thatldé community
CalculationgSee Appendix)) were made to determine the point biserial calculation
coefficient between CompStat and community policing departments. The point biserial
coefficient was calculatedy, = - 0.42 A two-tailedt testwas conducted:= 0.405015
By conventional criteriathe difference of the sub score for builds community between
CompStat and community policing departmastsot consideredstatistically significant.

The fourth servant leadership characteristic analyzed was tliashys
autrenticity. CalculationgdSee Appendix Kyvere made to determine the point biserial
calculation coefficient between CompStat and community policing departments. The

point biserial coefficient was calculategy, = - 0.37. A two-tailedt testwas conducted:
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=0.473725By conventional criteriahe difference of the sub score for displays
authenticity between CompStat and community policing departnsembéconsidered
statistically significant.

The fifth servant leadership characteristic that was analyasdhat of provides
leadership. Calculatior(&ee Appendix Lvere made to determine the point biserial
calculation coefficient between CompStat and community policing departments. The
point biserial coefficient was calculateg, = - 0.25 A two-tailedt testwas conducted:
=0.630516By conventional criteriathe difference of the sub score for provides
leadership between CompStat and community policing departiserdsconsidered
statistically significant.

The sixth, and last, servant leadership characteristic that was analyzed was that of
shares leadership. Calculatiqi@ee Appendix Mjvere made to determine the point
biserial calculation coefficient between CompStat and community policing departments.
Thepoint biserial coefficient was calculateg, = - 0.32. A two-tailedt testwas
conductedt = 0.533824 By conventional criteriathe difference of the sub score for
shares leadership between CompStat and community policing deparismaits
consideredstatistically significant.

Research Question 3

The third research question sought to determine the overall job satisfaction rating
in CompStat police departments. Tthed research questiomas How does the
CompStat management model affect the ovenallsatisfaction rating in police

departments?
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The OLA had six specific questions representing job satisfaction. These questions
were numbered 56, 58, 60, 62, 64, andTé& rating scale for these questions, as was for
the entire OLA, utilized a Likert tang scale: 1 = strongly agree; 2 = disagree; 3 =
undecided; 4 = agree; 5 = strongly agiHee job satisfaction rating scalélized the
rating of 5 to represetiie highest level of job satisfactiolccording to Laub (2000),
there is a positive, strorgprrelation that the higher the OLA score, the higher the level
of job satisfactionTable Sindicates the raw scores for job satisfaction for each of the
individual departments.

Table5

Job Satisfaction Scores

Department Type Job Satisfaction Raw Saor
A CompStat 4.115
B CompStat 4.046
C CompStat 3.HA2
D Community policing 4.380
E Community policing 3.720
F Community policing 4.076

Using point biserial correlation, the overall raw job satisfaction scores of
CompsStat departments and community policing departments were analyzed. Calculations
(See AppendiN) were made to determine the point biserial calculation coefficient

between Com@tat and community policing departments. The point biserial coefficient
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was calculatedp, = - 0.06 A two-tailedt testwas conducted:= 0.910269The job
satisfaction ratingbetween Com@tat and community policindepartmentss not
consideredtatistically significant.
Summary

The responses to the OLA survey, for CompStat aneGwnpSta{community
policing) departments, were utilized to determine the organizational health, presence of
servant leadership characteristics, and overall job aetish. Based on the analysis of
the OLA results, no statistical significance was found between CompStat and non
CompsStat departments for overall organizational health, sele@adership
characteristics, gob satisfaction.

Chapter 5 of this study focesontheinterpretation of the resulthat were found
in chapter 4 Beginningwith an explanation into why the assessment was conducted,
chapter Spresentsheinterpretations of the findingsom each of the research questions
theimplications for so@l change, recommendations for action, and recommendations for

further study.
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Chapter 5Discussion, Conclusions, and Recommendations

The purmpse of this quantitative study w#use servant leadership
characteristicto examine the effect of the CompStat management style (independent
variable) on the organizational health (dependent variable) of police organiz@hens.
research questions that guided this study were:

1. How does the @GmpStat management model affect the organizational health of police
departmerg?

2. Can individual servant leadership characteristics emerge within plepstmerg
that utilize the CompStat management model?

3. How does the CompStat management model affecbtierall job satisfaction rating
in police departments?

The responses to the OLA survey, for CompStat anedwnpStat (community
policing) departments, were utilized to determine the organizational health, presence of
servant leadership characteristiasd overall job satisfaction. Based on the analysis of
the OLA results, no statistical significance was found between CompStat and non
CompsStat departments for overall organizational health, servant leadership
characteristicsor job satisfactionThis chapterinterprets the finding of the calculations
from Chapter 4The purpose of this chapter isgresent, interpret, and explain the data
analysis for each of the research questions that guided this Shuglzhapter will
interpret the findings, discasmplications for social change, provide recommendations

for action, and make recommendations for further action.
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Interpretation of Findings

Based orthe analysis of the data frorhapter 4, this section focuses on the
interpretation of theesults. heinterpretation®f this research are organized based on
the individual research questions that guided this study. The findings made in this study
add new knowledge and insight into the CompStat management model and shed new
light on understanding theganizational healthnd job satisfaction ratings pblice
departments.
Research Question 1

The first research question sought to determine the overall organizational health
of police departments that utilize the CompStat management model. The firathesea
guestion was: How does the CompStat management model affect the organizational
health of police departments?

The literature review revealedatcommunityoriented policing had strong,
positive impact on police officer job satisfaction thatild erhance the organizational
health of law enforcement organizatio@@ampStat, in contrashadbeen criticized for its
top-down management style, reinforcement of imébureaucratic processes, leadership
by fear, and its failure to motivate officeedl of which muld have a negative impact on
the organizational health of law enforcement organizations.

Researcltonducted byVeisburd et al(2008) indicated that agencies
implementing CompStat had the primary goal of reducing serious crime, while ingprovin
officer morale was not a top priority. In the same research, the agencies implementing

CompsStat gave a much lower priority on improving the skills and morale of the police
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officers, which had been a higher priority for agencies implementing community
policing.

After each department had completed the OLA survey, the raw data was analyzed
to determine the organizational health scditee overall OLA scorefor each
departmentcan be matched up with a specific organizational health level and an
organizatiomal categorySee Appendix Q)Table 6 provides the level, organizational
category, and the OLA scoranges utilized in understanding the organizational health of
each department
Table 6

Laub's Organizational Categories and OLA Score Ranges

Level Organizational Category OLA Score Range
Optimal Health Org® Servant (Optimal Health) 4.57 5.0
Excellent Healtti Org’ Servant (Excellent Health) 4.01 4.49

Moderate Healthi Orgd' Positive Paternalistic (Moderate Health) 3.57 3.99

Limited Healthi Org® Negative Paternalistic (Limited Health) 3.07 3.49
Poor Healthi Org Autocratic (Poor Health) 2.07 2.99
Toxic Healthi Org' Autocratic (Toxic Health) 1.07 1.99

Table 6 illustrates the OLFevels, organizational categories, and score range,
which were utilized tgroperly classify eacparticipating departmenit the macro
level, one police department was determined to be in excellent health, which ohdicate

that one department displyservant leadership characteristi@ne department was
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determined to have moderate health. Four of the six departments were determined to have

limited health.Table 7illustratesthe individual organizationdlealthlevelfor each

department.
Table 7

Depatment OLA Results

Department Type OLA Score Level

A CompStat 3.615 Moderate Health Org'
B CompStat 3.451 Limited Healthi Org®
C CompStat 3.266 Limited Healthi Org®
D Community policing 4111 Excellent Healtti Org®
E Community policing 3.228 Limited Healthi Org®
F Community policing 3.370 Limited Healthi Org®

The OLA data analysis revealed that there was no statistical significance in the

organizational health of CompStat departments and community policing departments.

The findings ofthis study using servant leadership characteristiegealthat he

CompStat management model Imedther a positive nor a negatigéect on the

organizational health of police departments as compared to those departments that

utilized community policiry.

From the literature review, one could have reasonably concluded that there would

have been a significant differenicethe organizationahealthbetweerthe two types of

departments. Based on the review of the relevant literature, a reasonable coruduki
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have been drawn that CompStat departments would havgekaddentified as
organizatios with toxic (Ord) healthwhile community policing departments would
have had higher levels of organizational he@lify? and Org). However, the study did
not find any statistical differences between the two types of departregatsling
organizational health

The findings regarding organizational health are significant for several different
reasons. First, the organizational health findings revealea fivaited organizational
health emerges most often within both types of organizations. Second, both types of
organizations can break the threshold of having limited health, which is indicated by one
CompsStat department attaining devate health and one comanity-policing department
actually achieving excellent healggervant leadershipYhird, as the one department
achieved excellent health, it offers the possibility that the overall organizational health of
each type of departmentshthe potential to benproved.
Research Question 2

The second research question sought to determine if individual servant leadership
characteristics could emerge within a CompStat organization. The second research
guestion was: Can individual servant leadership charactsrestnerge within police
departments that utilize the CompStat management model?

After each department had completed the OLA survey, the raw data was analyzed
based on the sub sce@ the servant leadership characteristics. These individual servant
leadership chacteristics included valyseople, developeople, build community,

display authenticity, providieadership, and share leaders{8pe Appendix { Table 8
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illustrates theservant leadership characteristics ranked from highest to léovessdch
department
Table 8

Servant Leadership Characteristic Ranking

Rank AgencyA AgencyB AgencyC AgencyD AgencyE AgencyF
1 Build Build Build Provide Build Build
Community Community Community  Leadership Community Community
5 Provide Provide Value People Build Value Value
Leadership  Leadership P Community People People
Display Provide Display Provide Provide
3 Value People Authenticity Leadership  Authenticity Leadership Leadership
4 Display Value Display Value Display Display
Authenticity People Authenticity  People Authenticity Authenticity
5 Develop Develop Develop Develop Share Develop
People People People People Leadership People
6 Share Share Share Share Develop Share
Leadership  Leadership Leadership  Leadership People Leadership

The OLA data analysis revealed that there was no statistical significance in the
servant leadership characteristics of CompStat departments and community policing
departmentsAs Table 8 illustrates, the servant leadershigracteristicanking between
the twotypes of departments avery similar, especially the highest and lowest
characteristicsThis is significant because it reveals that both policing stratégiee
similar rankings for servareadership characteristics, thereby further revealing the

similarities between the two types of departments.
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From the literature revieweasonable conclusions could have inferred that no
servant leadershigharacteristics could have emerged within a CompStat department.
Thestudy did not find any statistical differences between the two types of departments
regardingservant leadership characteristics. Instead, there were strong similarities
between the sermaleadership characteristjashich was evidenced by the rank order
results.

As with the findings on overall organizational healte findings regardinthe
individual servant leadership characteristios significant for several different reasons.
First, theindividual servant leadership characteristegealed that both types of
organization$ave scores and similar higw rankings Second, both types of
organizationgould potentiallyimprove in lower scoring characteristics by focusing on
thoseweakest area3hird, as the one department achietiegher scores for each
characteristicit offers the possibilityhat both types of organizations have the potential
to improve in each area.

Research Question 3

The third research question soughtletermine the overall job satisfaction rating
in CompStat police departments. The thiedearch question was: How does the
CompStat management model affect the overall job satisfaction rating in police
departments?

The literature review revealedat conmunity-oriented policing had strong,
positive impact on police officer job satisfaction thatild enhance the organizational
health of law enforcement organizatio@ampStat, in contrashadbeen criticized for its

top-down management style, reinfongent of intenal bureaucratic processes, leadership
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by fear, and its failure to motivate officeedl of which could have a negative impact on

job satisfaction.

Table9 illustrates the job satisfaction raw score and the rd@ingach

departmentTheandysis of the job satisfaction scoresvealed that there was no

statistical significance in job satisfaction between CompStat departments and community

policing departments.

Table9

Job Satisfaction Scores

Department  Type Raw Score Rating

A CompStat 4.115 Average
B CompStat 4.046 Average
C CompStat 3.HA2 Average
D Community policing 4.380 Average
E Community policing 3.720 Average
F Community policing 4.076 Average

OLA data analysis revealed that there was no statistical significatioe lievel

of job satisfaction between CompStat departments and community policing departments.

The findings of this study, using servant leadership characteristics,adttegtithe

CompStaimanagement model hasither a positive nor a negatigect o thejob

satisfaction rating of employs@ police departments as compared to those departments

that utilized community policing.
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Reasonable conclusions could have been drawn from the literature that CompStat
departments would have had significaritiyer levels of jb satisfaction, while
communitypolicing departments would have had higher levels of job satisfagtnen.
study did not find any statistical differences between the two types of departments
regarding organizational healih support suclssertions

The findings regardingb satisfactiorare significanbecause no one type of
department had a high job satisfaction ratig Laub (2000) determined, there is a
positive, strong correlation that the higher the OLA score, the higher #leofgob
satisfactionWhile not central to this research study, this correlation was obséived.
average rating for job satisfaction, correlated with the low overall organizational health
scores, indicates that law enforcement leaders need to fothie owerall organizational
health of their departments, regardless of the policing strategyael riinat is utilized to
provide services.

Implications for Social Change

The implications for this research study are far reacaimjgo well beyonche
initial findings relating to th€ompStat management modglthoughthis studyhas
challenged thelaimsof the negative impact afie CompStamanagement modeh the
organizational health of police departmeitfias also chadhged the belief that
commurity policing has a positive impact on the organizational health of police
departmentsThis new contribution to the literature requipesice leaderso not only
reexamine theiorganizations and their respective leadership stilaiscalls for an
entirdy new perspective on police organizations poticeleadership throughout the

nation.
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Police officers have a unique role in American sociegymond et al. (2005)
argued thatfipolice dficers are a unique set of public servants, vested with the public
trust, and if necessary, the authority to use fagaanst the citizenry to maintain order
and enfor ce s oRakee(R080) positadiwhatdhe leguership of & police
department directly affects the quality of life of police officers and the way in which they
deliver police services. As the literature review revealed, there is a direct link between the
behavior of tle officers and to the organizational philosopigt supports their behavior
(Scrivner, 2006, p. 7)Xhis research has found that police departments, based on servant
leadership characteristics, have limited health.

Geller (1985) posited that American [pel leadership was in a state of crisis. Two
decades laterhe International Association of Chiefs of Poli¢2005) identified
| eadership in police organizations as a ma
service environment has increased deisaon policea genci es natThiesnwi de o
research has affirmed that American law enforcement is in dire need for a new style of
leadership that focuses not solely on crime, disorder, or morale independent of all other
factors. Rather, American lawfemcement leadership must effectively change its
leadership style and focus on the total organization in a holistic overhaul.

The findings of this research hasignificant implications for social change
relating to the | mprooganzatiens by balahcindoutehe needsd6 s p
to control and reduce crime while also promoting the dignity, worth, value, and
developmentof Amecia 6 s | aw enf orcement officers. Wi
on American law enforcemenaw enforcementeades must focus on building

leadership qualities at all levels within the organization that build strong, positive, healthy
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organizations that are servant I&dhighly relevant implication of this study is that
American police leadership must make posittiange to increase the organizational
health, and thus the performance, of police organizations regardless of the policing model
in use.
Recommendations for Action

This study has highlighted the value of quantitative study of police leadership and
police aganizations. The findings of this study can be utilized in current law enforcement
organizations taddress and improve leadershilreby enhancing overall
organizational health of law enforcement organizatigvish the OLA, this study
presents new iwirmation that is critical for identifying and studying a variety of topics
relevant to police organizations.

The primaryrecommendatiofor actionemerging from this study is fancreased
education and training on servant leadership for all law enforteonganizations.
Althoughlaw enforcement organizations have typically been considered paramilitary
organizationst oday o6s | aw enf or c e mmonetdiveose, gducatedz at i o n .
and haveeverincreasingdemand®n service deliveryhan ever befordt is with the
emergence of the new challenges facing law enforcement organizations that servant
leadership can benefibt just police organizations, but can benaifiof society.

A secondary recommendation for action isdachparticipatingpolice
department to utilize the results of the OLA to increase servant leadership within each
department. Tdacilitate this goal, the OLA report, specific to each department, has been
sent to theespectivechief of police. Through an analysis of the OLAsirecommended

that the chief of police focus amprovingall six characteristics of servaleadershipTo
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effect changeit is recommendethe appropriate training would need to be administered
to all departmental personnel, which will take time and miohes the recommendation
from this study that such efforts will meet a number of obstacles (i.e., police culture,
funding, restrictive policieand procedurgshoweverthe change must begin now in
order for future generations to benefit.

A third recommendatioffor actionwould be for each participating department to
submit to the OLA in one year. This recommendation wbel@pplicablef the
department takes substantial steps to implement servant leadership. These steps could
include an open dasission of the results of the OLA, focused training, @amgbing
evaluation and reassessment

A final recommendation for action is for law enforcement leaders to rethink their
leadership styles, abilities, and capalabti Leadership is not a programa project that
can be implemented with a start date and a completion date. Change in leadership must
start at the top and transcend down to the lowest levels of the organization. Leadership
training cannot simply be for those in commaaditions but musiencompass the entire
organization, from the very top to the very bottom. Leadership is about the entire
organization, and servant leadership should be the foaaifor every member of the
department.

Recommendations for Further Study

This study haadded new knowledge for law enforcement leaders regarding the
health of law enforcement organizations. While some questions have been answered, the
research conclusions infer that a number of new research questions have emerged that

may need to be examinddecommendations for future research include:
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1. How can American law enforcement organizations change the traditional

command and control structures in order to integrate servant leadership

characteristicg

2. Are servantled law enforcement organizations effeve in controlling crime and
disorder?

3. What | eadership skills will need to be

integrate servant leadership into law enforcement organizations?

4. What are the citizen satisfaction ratings for law enforcemennhagi@ons that
are servanted?

5. What is the employee turnover rate of serdadtlaw enforcement organizations?

6. Do the organizational policies and procedures inhibit the emergence of servant
leadership within law enforcement organizations?

7. What impact dog the CALEA accreditation, as well as state law enforcement
certification programs, have on servant leadership?

8. What impact does the turnover or replacement rate of the chief executive officer
(chief of police) have on the organizational health of law reefment
organizations?

9. Does servant leadership affect the number of citizen complaints on the
department, its officers, and the public safety services it provides?

10. Does servant leadership affect the level of citizen trust for police organizations?
A numberof opportunities exist in the area of research of law enforcement

organizations. The above list is a guide for consideratioroiats only a small window

of potential direction for future research.
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Conclusions

This study was undertaken in order 82 gervant leadership characteristios
examine the effect of the CompStat management style on the organizationabhealth
police organizationsThe CompStat management paradigm has been highly effective in
reducing crime and disorder in communities actbesation. Despite the effectiveness
of CompStat, gtics have argued that CompStedsdetrimental to the organizational
health and job satisfaction ratings of police department personnel. Thixetudyded
that the CompStat managememdel hacho sgnificant differences in overall
organizational health, individual servant leadership characteristics, and overall job
satisfaction ratings as compared to the commeputicing model, which has been
considered the opposite of CompStat.

This study conclues that servant leadership can emerge within a police
department that utilizes the CompStat paradigm. This concloffiens great hope for the
future of American law enforcemedtie to the overall effectiveness of CompStat in
addressing crime and disord&hrough a concerted effort to inject servant leadership
practices into the CompStatanagemenmnodel, CompStat could emerge as a vialahet
generatiorieadership and management madoelpolice organizationthat not only
addresses thexternal needs dhe community, but also addresses the internal needs of
the personnel within the organizatidrhis study concludes that, only with the adoption
and injection of servant leadership inbhe CompStaimanagement modetan American

law enforcemenleaderdalance out the needs to control and reduce crime while also

promoting the dignity, worth, value, and

personnel
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Appendix A Permission to Use Existing Survey

Walden University
Permission to Use an Existing Survey

July 4, 2010
Mr. Richard S. Freeman
713 Sterling Water Court
Monroe, GA 30655

Thank you for your request for permission to use the Organization Leadership
Assessment {OLA) in your research study. | am willing to allow you to utilize the
instrument with the following understanding(s}):

. You will use the OLA in its entirety, as it is, without any changes (sections of the
OLA cannot be taken out and used separately);

. You will use this survey only for your research study and will not seli or use it
with any compensated management/curriculum development activities;

. You will include the copyright statement on all copies of the instrument used
for your dissertation;

x You will send your research study and one of reports, articles, and the like that
make use of this survey data promptly to my attention; and,

. Allow me to use your research on the OLAgroup website.

if these are acceptable terms and conditions, please indicate so by signing one copy of
this letter and returning it to me.

Sincerely,

Jim L&b
OlAgroup

nderstand thes conﬁitions and agree to abide by these tarms and conditions.
p——-/Q g 4 Date: 7“1‘20/0

Richard S. Freeman
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Appendix B Organizational Leadership Assessment

Organizational
Leadership
Assessment

4243 North Sherry Drive
Marion, IN 46952
jlaub@indwes.edu

(765) 6772520

General Instructions

The purpose of this instrument is to allow organizations to discover how their leadership

practices and beliefs impact the different ways peopleifumevithin the organizationlhis

instrument is designed to be taken by peopld &\als of the organization including

workers, managers and top leadership. As you respond to the different statements, please

answer as to what you believe is generally true about your organization or work unit. Please
respond with your own persona&ediings and beliefs and not those of others, or those that

others would want you to have. Respondastohowthirgs not as they coul d
should be.

Feel free to use the full spectrum of answers (from Strongly Disagree to Strongly Agree).
You will find that some of the statements will be easy to respond to while others may require
more thought. If you are uncertain, you may want to answer with your first, intuitive
response. Please be honest and candid. The response we seek is the onedlogeiyiost
represents your feelings or beliefs about the statement that is being considered. There are
three different sectiors this instrument. Carefully read the brief instructions that are given
prior to each section. Your involvement in this assesgns anonymous and confidential.

Before completing the assessment it is important to fill in the name of the organization or
organizational unit being assessed. If you are assessing an organizational unit (department,
team or work unit) rather than tleatire organization you will respond to all of the statements
in light of that work unit.
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| MPORTANT é.. please complete the followling

=a =4

1 Write in the name of the organization or organizational unit (department, team or work unijt) you
are assessing withis instrument.

Organization (or Organizational UnitName:

Indicateyour present role/positionin the organization or work unit. Pleasecle one

1 = Top Leadership (top level of leadership)
2 = Management (supervisor, manager)
3 = Workforce (staff, member, worker)

Please provide your response to each statement by placKignaone of the five boxes

1 2 3 4 5
SFroneg Disagree Undecided Agree Strongly
Disagree Agree

Section 1 n this section, please respond to each statement as you believe it applies
— _  tothe entire organization(or organizational unit) including workers,
managers/supervisors and top leadership.

Il n general, people within this orga

1 213|145
1 Trusteach other
2  Areclear on the key goals of the organization
3 Are nonjudgmental they keep an open mind
4  Respect each other
5  Know where this organization is headed in the future
6  Maintain high ethical standards
7  Work well together in teams
8  Value differences in culture, race & ethnicity
9  Are caring & compassionate towards each other
10 Demonstrate high integrity & honesty
11 Are trustworthy
12 Relate well to each other
13 Attempt to work with others more than working on their own
14 Are held accountable for reaching work goals
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15 Are aware of the needs of others

16 Allow for individuality of style and expression

17 Are encouraged by supervisors to share in makipgprtantdecisions

18 Work to maintain positive working relationships

19 Accept people as they are

20 View conflict as an opportunity to learn & grow

21 Know how to get along witpeople

Please provide your response to each statement by placKigname of the five boxes

1 2 3 4 5
g’_[rongly Disagree Undecided Agree Strongly
isagree Agree

Section 2 In this next section, please respond to each statement as you believe it
—__ applies to théeadershipof the organization (or organizational unit)
including managers/supervisors and top leadership

112,345

22 Communicate a clear vision of the futurfethe organization

23 Are open to learning from those who &elowthem in the organization

24  Allow workers to help determine where this organization is headed

25 Work alongside the workers instead of separate from them

26 Usepersuasion to influence others instead of coercion or force

27 Dondét hesitate to provide the | egd

28 Promote open communication and sharing of information

29 Give workers the power to makaportantdecisions

30 Provide the support and resources needed to help workers meet their gog

31 Create an environment that encourages learning

32 Are open to receiving criticism & challenge from others

33 Say what they mean, and mean what they say

34 Encourage each person to exercise leadership

35 Admit personal limitations & mistakes

36 Encourage people to take risks even if they may fail

37 Practice the same behavior they expect from others

38 Facilitate the building ofommunity & team
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39 Do not demand special recognition for being leaders

40 Lead by example by modeling appropriate behavior

41 Seek to influence others from a positive relationship rather than from the
authority of their position

42 Provide opportunities for all workers to develop to their full potential

43 Honestly evaluate themselves before seeking to evaluate others

44 Use their power and authority to benefit the workers

45 Take appropriate action when itriseded

Please provide your response to each statement by placKignaone of the five boxes

1 2 3 4 )
S'Frongly Disagree Undecided Agree Strongly
Disagree Agree

Managers/Supervisors and Top Leadership in this Organization
1123 |4]|5

46 Build people up through encouragement and affirmation

47 Encourage workers to wothgethemather than competing against each othg

48 Are humblei they do not promote themselves

49 Communicate clear plans & goals for thrganization

50 Provide mentor relationships in order to help people grow professionally

51 Are accountable & responsible to others

52 Are receptive listeners

B3 Do not seek after special status

54 Put the needs of the workers ahead of their own

Section 3 In this next section, please respond to each statement as you believe
- it is true abouyou personallyandyour role in the organization (or
organizational unit).

I n Viewing My Rol eé 1 1213|415

55 Ifeel appreciated by my supervisor for what | contribute

56 1 am working at a high level of productivity

57 lam listened to by thosgboveme in the organization

58 I feel good about my contribution to the organization
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| receive encouragement and affirmation from theiseveme in the

59 organization

60 My job is important to the success of this organization

61 |Itrust the leadership of this organization

62 | enjoy working in this organization

63 | am respected by thoséoveme in the organization

64 | am able to be creative in my job

65 I'n this or ga nwokiavalued more than theitle s o n 6 s
66 |am able to use my best gifts and abilities in my job




153

Appendix C

Initial Invitation to Participate

Dear Law Enforcement Colleague at [POLICE AGENRXME INSERTED HERE]

| am a Captain at Conyers Police and a student at Walden University. | am working on

my Ph.D. in Public Policy and Administration and am seeking your help and
participation. I am conducting research en
thelmpacof t he CompStat Management Paradigm on
The purpose of this research is to examine the organizational health of police

departments. Your Chief of Police has agreed to allow your department to participate in

this research stly.

| would like to invite you to participate in this research study by taking the
Organizational Leadership Assessment (OLA), which is an online survey. Before taking
the OLA, please read theelow information on Research Participant Information and
Implied ConsentThis will provide additional details about the research, your
participation, and the benefits of this research study.

Research Participant Information and Implied Consent Form

You are being asked to participate in a research project. ieRbsemare required to

provide a consent form to inform you about the study, to convey that participation is
voluntary, to explain risks and benefits of participation, and to empower you to make an
informed decision. You should feel free to ask the rebeamny questions you may

have.

You are invited to take part in a research study on the organizational health of police
organizations. You were chosen for the study because your police department is a
[CompStat / Community-oriented inserted herd police aganization. This form is part

of a process called fAinformed consento to
deciding whether to take part.

This study is being conducted by a researcher named Richard S. Freeman, who is a

doctoral student at Waldemersity and a police captain with the Conyers Police

Department. Your police agency has agreed to take part in this research study entitled
AOrgani zati onal Heal t h: Understanding the
Paradigm on Law Enforcement Organizatns . 06 The purpose of thi:
examine the impact of the CompStat management model on the organizational health of

police departments.
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Background Information:
The purpose of this research is to examine the impact of the CompStat management
model on the organizational health of police departments.

Procedures:
If you agree to be in this study, you will be asked to:

1 Complete the Organizational Leadership Assessment (OLA), which is an online
survey that may require between 10 to 20 minutg®of time.
1 You will not be asked to complete any other tasks, interviews, or surveys.

Voluntary Nature of the Study:

Your participation in this study is voluntary. This means that everyone will respect your
decision of whether or not you want to behe study. No one at your police agency will
treat you differently if you decide not to be in the study. If you decide to join the study
now, you can still change your mind during the stuflyou feel stressed during the

study you may stop at any time. @ite is no penalty for not participating in the study.

Risks and Benefits of Being in the Study:

In participating in this research study, there are no foreseeable risks to you, as your
individual responses to the OLA survey will be completely anonymaltisodgh there

may be no direct benefit to you, this research has the capability to help your organization
to discover how its leadership practices and beliefs impact the way people function
within your organization. Your participation will help expand lthoely of knowledge of
leadership theories, application, and police department management.

Compensation:
There is no compensation for the completion of this survey.

Confidentiality:

Any information you provide will be kept anonymous, which means thaainges will

be collected in this study. Since no names will be collected, not even the researcher will
know which individual has completed the survey or who specifically provided what
information. The researcher will not use your information for any puspostside of this
research project. Also, since the survey participants are anonymous, the researcher cannot
include your name or anything else that could identify you in any reports of the study.
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Contacts and Questions:
The researcher will be happyadoswer any questions you may have. You may contact
the researcher by several means:

Researcher 6s one number:
Re s e ar ahileaddfe oV
Resear c h eaddres 12

If you want to talk privately about your rights as a participant, you can call Dr. Leilani

Endicott. She is the Walden University representative who can discuss this with you. Her
phone number is-800925336 8, ext ensi on 1210. Walden Uni
for this study is 1015-10-0338212 and it expires on October 14, 2011.

Statement of Consent:

By completing this survey, you are verifying that you are 18 years or older, agree to the
terms describedbove, and give your permission to voluntarily serve as a participant in
the study described. By accessing the link below, and logging in and taking the OLA, you
agree that you have read the above information and understand the study well enough to
make adecision about your involvement. There are no other agreements, written or
verbal, related to this study beyond that expressed in this consent and confidentiality
notice.

You may print a copy of this form to keep for your records. You may also request to
receive a copy of the study summary.

Thank you for your time and willingness to participate.
Sincerely,

Richard S. Freeman

Doctoral Student

Walden University

TO TAKE THE ASSESSMENT

Click on this link:http://www.olagroup.com/Display.asp?Page=0lalLogin
OR

Go to the websitesww.olagroup.conand click "Take the OLA™ in the upper right of the
screen.

Type n the organizational codgZODE WAS INSERTED HERE]

Type in the pin[PIN WAS INSERTED HERE]

Choose th6& TANDARD version of the OLA

Choose the language option you are most comfortable with

Click "Start"

Read the brief Introduction

Select your PreseRole/Position in the organization

Click "Take the OLAO

Please be sure to complete and answer all of the questions.



mailto:scott.freeman@conyersga.gov
http://www.olagroup.com/Display.asp?Page=OlaLogin
http://www.olagroup.com/
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Appendix D

Initial Invitation to Participate: Flier

Dear Law Enforcement Colleague at [POLIBEENCY INSERTED HERE]:

You may have already received amail regarding this invitation to participate in a

doctoral research study at your agency. If you have already receivedaihievitation,

you may disregard this flier. If you have not received thead invitation, pease read
continue to read the below information regarding an invitation to participate in a research
study.

| am a Captain at Conyers Police and a student at Walden University. | am working on

my Ph.D. in Public Policy and Administration and am seekmg help and
participation. I am conducting research en
the I mpact of the CompStat Management Par a
The purpose of this research is to examine the organizational heptihcef

departments. Your Chief of Police has agreed to allow your department to participate in

this research study.

| would like to invite you to participate in this research study by taking the
Organizational Leadership Assessment (OLA), which is aim@survey. Before taking
the OLA, please read theelow information on Research Participant Information and
Implied ConsentThis will provide additional details about the research, your
participation, and the benefits of this research study.

Research Rrticipant Information and Implied Consent Form

You are being asked to participate in a research project. Researchers are required to
provide a consent form to inform you about the study, to convey that participation is
voluntary, to explain risks artienefits of participation, and to empower you to make an
informed decision. You should feel free to ask the researcher any questions you may
have.

You are invited to take part in a research study on the organizational health of police
organizations. You are chosen for the study because your police department is a
[CompStat / Community-oriented was selectefipolice organization. This form is part

of a process called fAinformed consento to
deciding whether to take ga

This study is being conducted by a researcher named Richard S. Freeman, who is a
doctoral student at Walden University and a police captainthatlConyers Police
DepartmentYour police agency has agreed to take part in this research study entitled
AOrganizati onal Heal t h: Understanding the
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Paradigm on Law Enforcement Organizations.
examine the impact of the CompStat management model on the organizational health of
police departmest

Background Information:
The purpose of this research is to examine the impact of the CompStat management
model on the organizational health of police departments.

Procedures:
If you agree to be in this study, you will be asked to:

1 Complete the Orgamational Leadership Assessment (OLA), which is an online
survey that may require between 10 to 20 minutes of your time.
1 You will not be asked to complete any other tasks, interviews, or surveys.

Voluntary Nature of the Study:

Your participation in thistudy is voluntary. This means that everyone will respect your
decision of whether or not you want to be in the study. No one at your police agency will
treat you differently if you decide not to be in the study. If you decide to join the study
now, you ca still change your mind during the study. If you feel stressed during the
study you may stop at any time. There is no penalty for not participating in the study.

Risks and Benefits of Being in the Study:

In participating in this research study, there ao foreseeable risks to you, as your
individual responses to the OLA survey will be completely anonymous. Although there
may be no direct benefit to you, this research has the capability to help your organization
to discover how its leadership practieesl beliefs impact the way people function

within your organization. Your participation will help expand the body of knowledge of
leadership theories, application, and police department management.

Compensation:
There is no compensation for the completad this survey.

Confidentiality:

Any information you provide will be kept anonymous, which means that no names will

be collected in this study. Since no names will be collected, not even the researcher will
know which individual has completed the survey or who specifically provided what
information. The researcher will not use your information for any purposes outside of this
research project. Also, since the survey participants are anonymous, the researcher cannot
include your name or anything else that could identify you in any reddtis study.

Contacts and Questions:

The researcher will be happy to answer any questions you may have. You may contact

the researcher by several means:

Researcherds o ne number:
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Re s e ar ahileddfe

oV
Researcher 6s 12

If you want to talk privately about your rights as a participant, you can call Dr. Leilani

Endicott. She is th&/alden University representative who can discuss this with you. Her

phone number is-8009253 36 8, extension 1210. Wal den Un
for this study is 101510-0338212 and it expires on October 14, 2011.

Statement of Consent:

By compleing this survey, you are verifying that you are 18 years or older, agree to the
terms described above, and give your permission to voluntarily serve as a participant in
the study described. By accessing the link below, and logging in and taking the @QLA, yo
agree that you have read the above information and understand the study well enough to
make a decision about your involvement. There are no other agreements, written or
verbal, related to this study beyond that expressed in this consent and configentiali
notice.

You may print a copy of this form to keep for your records. You may also request to
receive a copy of the study summary.

Thank you for your time and willingness to participate.

Sincerely,

Richard S. Freeman
Doctoral Student
Walden Universy

TO TAKE THE ASSESSMENT

Click on this link:http://www.olagroup.com/Display.asp?Page=0lalogin
OR

Go to the websitesww.olagroup.conand click "Take the OLA™ in the upper right of the
screen.

Type in the organizational cod€ODE WAS INSERTED HERE]

Type in the pin[PIN WAS INSERTED HERE]

Choose th6&TANDARD version of the OLA

Choose the language option you are most comfortable with

Click "Start"

Read the brief Introduction

Select your Present Role/Position in the organization

Click "Take the OLAO

Please be sure to complete and answer all of the questions.



mailto:scott.freeman@conyersga.gov
http://www.olagroup.com/Display.asp?Page=OlaLogin
http://www.olagroup.com/
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Appendix E

Second Invitation ard Reminder

Dear Law Enforcement Colleague at [POLICE AGENRXME INSERTED HERE]:

A couple of weeks ago, an invitation was sent out to everyone at the [POLICE AGENCY
b!'a9 Lb{9w¢95 19w958 (2 LI NIHAOALIGS Ay I N
Health: Unhderstanding the Impact of the CompStat Management Paradigm on Law

Oy FT2NOSYSYyld hNEHIYyATFiA2yadé LT pleade KIF FS | f
disregard this email. You do not have to take the OLA agaimank you for your

valuable time.

If you havenot yet had an opportunity to complete the OLA survey, | wdille to let

you knowthat the survey deadline has been extended in order to allow everyone an
opportunity to participate and provide their feedback. If you have not taken the survey,
please rad thebelow information on Research Participant Information and Implied
ConsentThis will provide additional details about the research, your participation, and
the benefits of this research study.

Research Participant Information and Implied ConsentForm

You are being asked to participate in a research project. Researchers are required to
provide a consent form to inform you about the study, to convey that participation is
voluntary, to explain risks and benefits of participation, and to empoweoyaake an
informed decision. You should feel free to ask the researcher any questions you may
have.

You are invited to take part in a research study on the organizational health of police
organizations. You were chosen for the study because your police department is a
[CompStat / Community-oriented inserted herd police organization. This form is part

ofa process called Ainformed consentodo to al
deciding whether to take part.

This study is being conducted by a researcher named Richard S. Freeman, who is a

doctoral student at Walden University and a police captamtive Conyers Police

Department. Your police agency has agreed to take part in this research study entitled
AOrgani zati onal Heal t h: Understanding the
Paradigm on Law Enforcement Ordpsioi zati ons.
examine the impact of the CompStat management model on the organizational health of
police departments.
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Background Information:
The purpose of this research is to examine the impact of the CompStat management
model on the organizational heatthpolice departments.

Procedures:
If you agree to be in this study, you will be asked to:

1 Complete the Organizational Leadership Assessment (OLA), which is an online
survey that may require between 10 to 20 minutes of your time.
1 You will not be askedatcomplete any other tasks, interviews, or surveys.

Voluntary Nature of the Study:

Your participation in this study is voluntary. This means that everyone will respect your
decision of whether or not you want to be in the study. No one at your politeyagi

treat you differently if you decide not to be in the study. If you decide to join the study
now, you can still change your mind during the stuflyou feel stressed during the

study you may stop at any time. There is no penalty for not patimegpa the study.

Risks and Benefits of Being in the Study:

In participating in this research study, there are no foreseeable risks to you, as your
individual responses to the OLA survey will be completely anonymous. Although there
may be no direct benefit to you, this research has the capability to help youratigan

to discover how its leadership practices and beliefs impact the way people function
within your organization. Your participation will help expand the body of knowledge of
leadership theories, application, and police department management.

Compensation:
There is no compensation for the completion of this survey.

Confidentiality:

Any information you provide will be kept anonymous, which means that no names will

be collected in this study. Since no names will be collected, not even the resedfcher w
know which individual has completed the survey or who specifically provided what
information. The researcher will not use your information for any purposes outside of this
research project. Also, since the survey participants are anonymous, thenesseamoot
include your name or anything else that could identify you in any reports of the study.
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Contacts and Questions:
The researcher will be happy to answer any questions you may have. You may contact
the researcher by several means:

R e s e a rtalephere dwsnbe
Re s e ar ahileaddfe oV
Researcher 6s 12

If you want to talk privately about your rights aparticipant, you can call Dr. Leilani
Endicott. She is the Walden University representative who can discuss this with you. Her
phone number is-8009253 36 8, extension 1210. Wal den
for this study is 1415-10-0338212 and ieéxpires on October 14, 2011.

Statement of Consent:

By completing this survey, you are verifying that you are 18 years or older, agree to the
terms described above, and give your permission to voluntarily serve as a participant in
the study described. Byxeessing the link below, and logging in and taking the OLA, you
agree that you have read the above information and understand the study well enough to
make a decision about your involvement. There are no other agreements, written or
verbal, related to thistudy beyond that expressed in this consent and confidentiality
notice.

You may print a copy of this form to keep for your records. You may also request to
receive a copy of the study summary.

Thank you for your time and willingness to participate.
Sincerely,

Richard S. Freeman

Doctoral Student

Walden University

TO TAKE THE ASSESSMENT

Click on this link:http://www.olagroup.com/Display.asp?Page=0lalLogin
OR

Go to the websitesww.olagroup.conand click "Take the OLA" in the upper right of the
screen.

Type in the organizational cod€ODE WAS INSERTED HERE]

Type in the pin[PIN WAS INSERTED HERE]

Choose th6&TANDARD version of the OLA

Choo® the language option you are most comfortable with

Click "Start"

Read the brief Introduction

Select your Present Role/Position in the organization

Click "Take the OLAO

Please be sure to complete and answer all of the questions.



mailto:scott.freeman@conyersga.gov
http://www.olagroup.com/Display.asp?Page=OlaLogin
http://www.olagroup.com/
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Appendix F

Second Invitation and Reminder to Participate: Flier

Dear Law Enforcement Colleague at [POLICE AGENCY INSERTED HERE]:

You may have already received amail regarding this reminder invitation to

participate in a doctoral research study at your agency. If you have already received an
e-mail reminder invitation, you may disregard this flier. If you have not received-the e
mail reminder invitation, please continue to read the below information regarding an
invitation to participate in a research study.

A couple of weeks ago, an invitation was sent out to everyone at the [POLICE AGENCY
NAME INSERTED HERED] to participate iNBE 4 S NOK &aiddzRe Sy dAdf SR
Health: Understanding the Impact of the CompStat Management Paradigm on Law

QY FT2NOSYSYld hNHIYATFiA2yadé LT pleade KIF FS | f
disregard this email. You do not have to take the OLA aga&imank you for your

valuable time.

If you have not yet had an opportunity to complete the OLA survey, | wikegldo let

you knowthat the survey deadline has been extended in orderltovaeveryone an
opportunity to participate and provide their feedback. If you have not taken the survey,
please read thdelow information on Research Participant Information and Implied
ConsentThis will provide additional details about the researchyryparticipation, and

the benefits of this research study.

Research Participant Information and Implied Consent Form

You are being asked to participate in a research project. Researchers are required to
provide a consent form to inform you about thalgiuo convey that participation is
voluntary, to explain risks and benefits of participation, and to empower you to make an
informed decision. You should feel free to ask the researcher any questions you may
have.

You are invited to take part in a resgastudy on the organizational health of police
organizations. You were chosen for the study because your police department is a
[CompStat / Community-oriented was selectefipolice organization. This form is part

of a process cal | dawyduitorufderstametius study befoeent 0 t o
deciding whether to take part.

This study is being conducted by a researcher named Richard S. Freeman, who is a
doctoral student at Walden University and a police captainthatlConyers Police
DepartmentYour pdice agency has agreed to take part in this research study entitled



163

AOrganizational Heal th: Understanding the
Paradigm on Law Enforcement Organi zations.
examine the impact of the CompBtaanagement model on the organizational health of
police departments.

Background Information:
The purpose of this research is to examine the impact of the CompStat management
model on the organizational health of police departments.

Procedures:
If you agree to be in this study, you will be asked to:

1 Complete the Organizational Leadership Assessment (OLA), which is an online
survey that may require between 10 to 20 minutes of your time.
1 You will not be asked to complete any other tasks, interviewsireegs.

Voluntary Nature of the Study:

Your participation in this study is voluntary. This means that everyone will respect your
decision of whether or not you want to be in the study. No one at your police agency will
treat you differently if you decide not to be in the study. If you decigl@rndhe study

now, you can still change your mind during the study. If you feel stressed during the
study you may stop at any time. There is no penalty for not participating in the study.

Risks and Benefits of Being in the Study:

In participating in tis research study, there are no foreseeable risks to you, as your
individual responses to the OLA survey will be completely anonymous. Although there
may be no direct benefit to you, this research has the capability to help your organization
to discover hw its leadership practices and beliefs impact the way people function

within your organization. Your participation will help expand the body of knowledge of
leadership theories, application, and police department management.

Compensation:
There is no copensation for the completion of this survey.

Confidentiality:

Any information you provide will be kept anonymous, which means that no names will

be collected in this study. Since no names will be collected, not even the researcher will
know which individial has completed the survey or who specifically provided what
information. The researcher will not use your information for any purposes outside of this
research project. Also, since the survey participants are anonymous, the researcher cannot
include you name or anything else that could identify you in any reports of the study.

Contacts and Questions:
The researcher will be happy to answer any questions you may have. You may contact
the researcher by several means:
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Researcher 6s one number:
Re s e ar ahileaddfe oV
Researcher 6s 12

If you want to talk privately about your rights as a participant, gan call Dr. Leilani
Endicott. She is the Walden University representative who can discuss this with you. Her
phone number is-8009253 36 8, extension 1210. Wal den
for this study is 101510-0338212 and it expires on Octolder, 2011.

Statement of Consent:

By completing this survey, you are verifying that you are 18 years or older, agree to the
terms described above, and give your permission to voluntarily serve as a participant in
the study described. By accessing the below, and logging in and taking the OLA, you
agree that you have read the above information and understand the study well enough to
make a decision about your involvement. There are no other agreements, written or
verbal, related to this study beyondtteapressed in this consent and confidentiality

notice.

You may print a copy of this form to keep for your records. You may also request to
receive a copy of the study summary.

Thank you for your time and willingness to participate.

Sincerely,
RichardS. Freeman
Doctoral Student
Walden University

TO TAKE THE ASSESSMENT

Click on this link:http://www.olagroup.com/Display.asp?Page=0lalLogin
OR

Go to the websitesww.olagroup.conand click "Take the OLA" in the upper right of the
screen.

Type in the organizational cod€ODE WAS INSERTED HERE]

Type in the pin[PIN WAS INSERTED HERE]

Choose th6&TANDARD version of the OLA

Choose the language optigou are most comfortable with

Click "Start"

Read the brief Introduction

Select your Present Role/Position in the organization

Click "Take the OLAO

Please be sure to complete and answer all of the questions.



mailto:scott.freeman@conyersga.gov
http://www.olagroup.com/Display.asp?Page=OlaLogin
http://www.olagroup.com/

Appendix G
Organizational Health Calculations
VassarStats Printable Report
Point Biserial Correlation Coefficient

Mon Nov 29 22:35:40 EST 2010

Y Values Entered
For X=0 | For X=1

4111 | 3.615
3.228 | 3.451
3.370 | 3.266

Summary Data
X=0 X=1 Total

n 3 3 6
-ZY | 10.709 | 10.332 | 21.041
-2Y? | 38.67720¢ 35.644382 74.321587
SS, | 0.4496 | 0.061 | 0.5343

meany = 3.5697 | 3.444 | 3.5068

-0.21/-043| 4

onetailed | 0.344674
two-tailed | 0.68934¢
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Appendix H
Values PeopleCalculations
VassarStats Printable Report
Point Biserial Correlation Coefficient

Mon Nov 29 23:28:47 EST 2010

Y Values Entered
For X=0 | For X=1

4125 | 3.681
3.386 | 3.493
3.632 | 3.318

Summary Data

X=0 X=1 Total
n 3 3 6

-ZY | 11.143 |10.4919999999999¢ 21.6349999999999¢
-ZY? | 41.67204¢ 36.759934 78.431979

SS, | 0.2832 0.0659 0.4198
mear = 3.7143 3.4973 3.6058

oo | t | df
-0.41/-09 4

onetailed | 0.20950¢
two-tailed | 0.41900¢
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Appendix |
Develops Peoplé€alculations
VassarStats Printable Report
Point Biserial Correlation Coefficient

Mon Nov 29 23:30:11 EST 2010

Y Values Entered
For X=0 | For X=1

4131 | 3.472
3.021 | 3.470
3.141 | 3.130

Summary Data

X=0 X=1 Total
n 3 3 6
-2Y 10.293 10.072 20.365
-2Y? 36.0574830000000C 33.89258<| 69.950067
SS 0.7422 0.0775 0.8279
mear 3.431 3.3573 3.3942
oo |t | df
-0.1/-0.2| 4

onetailed  0.425618¢
two-tailed | 0.851237



Appendix J
Builds Community Calculations
VassarStats Printable Report
Point Biserial Correlation Coefficient

Mon Nov 29 23:31:40 EST 2010

Y Values Entered
For X=0 | For X=1

4176 | 3.667
3.464 | 3.576
3.628 | 3.382

Summary Data
X=0 X=1 Total

n 3 3 6
-ZY | 11.268 | 10.625 | 21.893

-2Y? | 42.60065¢ 37.67258¢| 80.27324¢
SS, 0.278 | 0.0424 | 0.3893

meay = 3.756 | 3.5417 | 3.6488

-0.42/-0.93| 4

onetailed | 0.202507¢
two-tailed | 0.405015
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Appendix K
Displays Authenticity Calculations
VassarStats Printable Report
Point Biserial Correlation Coefficient

Mon Nov 29 23:32:47 EST 2010

Y Values Entered
For X=0 | For X=1

4226 | 3.524
3.272 | 3.489
3.419 | 3.147

Summary Data

X=0 X=1 Total
n 3 3 6
-XY 10.917 10.16 | 21.0769999999999¢
-2Y? 40.2546209999999 | 34.49530€ 74.7499269999999:
SS 0.5277 0.0868 0.7099
mear 3.639 3.3867 3.5128
Mob t | df
-0.37/-0.79| 4

onetailed  0.236862¢
two-tailed | 0.473725
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Appendix L
Provides Leadership Calculations
VassarStats Printable Report
Point Biserial Correlation Coefficient

Mon Nov 29 23:33:52 EST 2010

Y Values Entered
For X=0 | For X=1

4247 | 3.675
3.330 | 3.614
3.467 | 3.264

Summary Data

X=0 X=1 Total
n 3 3 6
-XY | 11.044 10.5529999999999¢ 21.597
-2Y? | 41.14599¢ 37.2203169999999¢ 78.366314999999¢
SS/ | 0.4894 0.0984 0.6279
mear | 3.6813 3.5177 3.5995
Mob t | df
-0.25/-0.52| 4

onetailed | 0.31525¢
two-tailed | 0.63051¢€
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Appendix M

Shares Leadership Calculations

VassarStats Printable Report

Point Biserial Correlation Coefficient
Mon Nov 29 23:34:45 EST 2010

Y Values Entered
For X=0 | For X=1

4.071 | 3.403
3.135 | 3.312
3.255 | 3.119

Summary Data
X=0
n 3
-2Y 10.4609999999999¢

X=1 Total
3 6
9.834 | 20.2949999999999¢

-2Y? | 36.9962909999999 32.277914 69.274205

SS, 0.5188
mear 3.487
-0.32/-0.68| 4

onetailed  0.266912
two-tailed | 0.533824

0.0421 0.6264
3.278 3.3825



Appendix N

Job Satisfaction Calculations

VassarStats Printable Report
Point Biserial Correlation Coefficient
Mon Nov 29 22:52:31 EST 2010

Y Values Entered
ForX=0 | For X=1

4.380 @ 4.115
3.720 | 4.046
4.076 | 3.942

Summary Data
X=0 X=1
n 3 3
-2Y 112.1759999999999¢| 12.1030000000000C

-ZY? 49.6365760000000C 48.842705

SS, 0.2183 0.0152
mean 4.0587 4.0343
-0.06/-0.12| 4

onetailed | 0.455134¢
two-tailed | 0.910269

P

Total
6
24.279
98.479281000000C
0.2343
4.0465
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Appendix O

LaubodlseveBi x

Org

Workers experience this organization as a semantled organization characterized |
authenticity, the valuing and developing of people, the building of community and
providing and sharing of positive leadership. These characteristics are evident
throughout the entire organization. People are trusted and are trustworthy througk
theorganization. They are motivated to serve the interests of each other before th
own selfinterest and are open to learning from each other. Leaders and workers \
each other as partners working in a spirit of collaboration.

org®

Workers experienctnis organization as a servasriented organization characterized
by authenticity, the valuing and developing of people, the building of community a
the providing and sharing of positive leadership. These characteristics are eviden
throughout much ote organization. People are trusted and are trustworthy. They
motivated to serve the interests of each other before their owinteedfst and are opel
to learning from each other. Leaders and workers view each other as partners wg
in a spirit ofcollaboration.

org*

Workers experience this organization as a positively paternalistic (paeshtal
organization characterized by a moderate level of trust and trustworthiness along
occasional uncertainty and fear. Creativity is encouragedasleng i t does
organization too far beyond the status quo. Risks can be taken, but failure is som|
feared. Goals are mostly clear, though the overall direction of the organization is
sometimes confused. Leaders often take the role of nigtparent while workers
assume the role of the carft child.

org?®

Workers experience this organization as a negatively paternalistic (pdeeital
organization characterized by minimal to moderate levels of trust and trustworthin
along with an unddying uncertainty and fear. People feel that thayst prove
themselves and that they are only as good as their last performance. Workers are
sometimes listened to but only when they speak in line with the values and prioriti
the leaders. Conformitgiexpected while individual expression is discouraged. Led
often take the role of critical parent while workers assume the role of the cautious

Org

Workers experience this organization as an autodeatiorganization characterized b
low lewvels of trust and trustworthiness and high levels of uncertainty andPtsaple
lack motivation to serve the organization because they do not feel that it is their
organization or their goals. Leadership is autocratic in style and is imposed from t
levels of the organization. It is an environment where risks are seldom taken, failu
often punished and creativity is discouraged. Most workers do not feel valued anc
feel used by those in leadership. Change is needed but is very difficlli¢geac

Org

Workers experience this organizati on
characterized by dishonesty and a deep lack of integrity among its workers and le
Workers are devalued, used and sometimes abused. Positive leadership isatnégkir
levels and power is used in ways that are harmful to workers and the mission of tl
organization. There is almost no trust and an extremely high level of fear. This
organization will find it very difficult to locate, develop and maintain healthskers

who can assist in producing positive organizational change.
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orgﬁ Description

Optimal Organizational Health

When an organization reaches this level, it operates @timal Organizational Healthn
terms of its workers, leadership and organizational culture, and it exhibits these
characteristics to a very high level throughout all levels of operation.

The Workers: Motivation, morale, attitude & commitment, listening, relationships vs. ta
All workers are valued here, for who they are as well as for what they contribute to the
organization. They are believed in and are encouraged to develop to their full potential
workers and as individuals. All leaders and workers listen receptivelyetamother and are
involved together in many of the important decisions of the organization. Relationships
strong and healthy and diversity is valued and celebrated.

The Leadership: Power, decisiormaking, goals & direction

People provide dynamic dreffective leadership at all levels of the organization. Power ¢
leadership are shared so that all workers are empowered to contribute to important de
including the direction that the organization is taking. Appropriate action is taken, goals
clear and vision is shared throughout the entire organization.

The Team: Community, collaboration and team learning

An extremely high level of community characterizes this positive work environment. Pe
work together well in teams and choose callalive work over competition against one
another.

The Culture: Authenticity, integrity, accountability, creativity, trust, service, communica
This is an environment characterized by the authenticity of its workers, supervisors ant
executive leaderdPeople are very open and accountable to others. They operate with
compl ete honesty and integrity. This i
failure is learned from and creativity is encouraged and rewarded. People throughout t
entireorganization are highly trusted and are highly trustworthy. Fear does not exist as
motivation. People are highly motivated to serve the interests of each other before thei
selfinterest and are open to learning from each other. This is an envirotinaeis
characterized by open and effective communication throughout the organization.

The Outlook: Type of workers attracted, action needed

This is a servanaminded organization throughout, which will continue to attract the very
and most motivied workers who can welcome positive change and continuous improve
It is a place where energy and motivation are continually renewed to provide for the
challenges of the future. The outlook is extremely positive. Ongoing attention should b
to huilding new strengths and continuing to maintain and develop as an optimally healt
organization.
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org5 Description

Excellent Organizational Health

This organization is now operating with Excellent Organizational Health in terms of its
workers, leadership and organizational culture anexhibits these characteristics throughc
most levels of operation.

The Workers: Motivation, morale, attitude & commitment, listening, relationships vs. tas
Most workers feel valued here, for who they are as well as for what they contribute to tt
organization. They are believed in and are encouraged to develop to their full potential
workers and as individuals. Most leaders and workers listen receptively to one another
involved together in some of the important decisions of the organizMiost relationships
are strong and healthy and diversity is valued and celebrated.

The Leadership: Power, decisiormaking, goals & direction

People are encouraged to provide leadership at all levels of the organization. Power an
leadership are shared that most workers are empowered to contribute to important
decisions, including the direction that the organization is taking. Appropriate action is ta
goals are clear and vision is shared throughout most of the organization.

The Team: Communitycollaboration and team learning
A high level of community characterizes this positive work environment. People work
together well in teams and prefer collaborative work over competition against one anott

The Culture: Authenticity, integrity, accounidlity, creativity, trust, service, communicatior
This is an environment mostly characterized by the authenticity of its workers, supervisi
senior leaders. People are open and accountable to others. They operate with honesty
integrity. Thisis@&ipeopl e firsto environment wher

learned from and creativity is encouraged and rewarded. People are trusted and are trL
throughout the organization. Fear is not used as a motivation. People are motivatesl to :
the interests of each other before their ownisgdfrest and are open to learning from each
other. This is an environment that is characterized by open and effective communicatio

The Outlook: Type of workers attracted, action needed

This is a serantoriented organization, which will continue to attract some of the best ani
most motivated workers who can welcome positive change and continuous improvemel
a place where energy and motivation are continually renewed to provide for the dsatén
the future. The outlook is very positive. Ongoing attention should be given to building ot
existing strengths and continuing to learn and develop towards an optimally healthy
organization.
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org“ Description

Moderate Organizational Health

This organization is now operating with Moder&@eganizational Health in terms of its
workers, leadership and organizational culture and it exhibits these characteristics throt
most levels of operation.

The Workers: Motivation, morale, attitude & commitment, listening, relationships vs. tas

The Leadership: Power, decisionmaking, goals & direction

Leadership is positively paternalistic in style and mostly comes from the top levels of th
organization. Leaders often take the role of nurturing parent while workers assume the
the caredfor child. Power is delegated for specific tasks and for specific positions within
organization. Workers are encouraged to share ideas for improving the organization. G
mostly clear though the overall direction of the organization is sometiomégsed.

The Team: Community, collaboration and team learning
Some level of cooperative work exists, and some true collaboration. Teams are utilized
often compete against one another when resources are scarce.

The Culture: Authenticity, integrityaccountability, creativity, trust, service, communicatic
Workers are sometimes unsure of where they stand and how open they can be with on
another and especially with those in leadership over them. This is an environment wher
risks can be takelput failure is sometimes feared. Creativity is encouraged as long as it
doesnb6t move the organization too much
trust and trustworthiness along with occasional uncertainty and fear. People feel trustec
know that trust can be lost very easily. People are motivated to serve the organization k
it is their job to do so and they are committed to doing good work. This is an environme
characterized by openness between select groups of people.

The Outlook: Type of workers attracted, action needed

This is a positively paternalistic organization that will attract good motivated workers bu
find that the Abest and brightesto wildl
ongoing but ofta forced by outside circumstances. Improvement is desired but difficult t
maintain over time. The outlook for this organization is positive. Decisions need to be ir
move toward more healthy organizational life. This organization is in a good pasitioove

towards optimal health in the future.
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0rg3 Description

Limited Organizational Health

The Workers: Motivation, morale, attitude & commitment, listening, relationships vs. tas
Most workers sense they are valued more for what they can contribute than for who the
When they receive training in this organization it is primarily to increase their performan
and their value to the company not to develop personally. Workessimaetimes listened to
but only when they speak in line with the values and priorities of the leaders. Their idea
sometimes sought but seldom used, while the important decisions remain at the top lev
the organization. Relationships tend to becfiomal and the organizational tasks almost
always come first. Conformity is expected while individual expression is discouraged.

The Leadership: Power, decisiormaking, goals & direction

Leadership is negatively paternalistic in style and is focusdetdop levels of the
organization. Leaders often take the role of critical parent while workers assume the rol
cautious child. Power is delegated for specific tasks and for specific positions within the
organization. Workers provide some decisinaking when it is appropriate to their positior
Goals are sometimes unclear and the overall direction of the organization is often conft

The Team: Community, collaboration and team learning

This is mostly an individualistic environment. Some |leMetooperative work exists, but littl:
true collaboration. Teams are utilized but often are characterized by an unproductive
competitive spirit.

The Culture: Authenticity, integrity, accountability, creativity, trust, service, communicat
Workers araunsure of where they stand and how open they can be with one another, ar
especially with those in leadership over them. This is an environment where limited risk
taken, failure is not allowed and creativity is encouraged only when it fits within the
organi zationb6s existing guidelines. The
trustworthiness along with an underlying uncertainty and fear. People feel that they mus
themselves and that they are only as good as their last performande.d&egometimes
motivated to serve the organization but are not sure that the organization is committed
This is an environment that is characterized by a guarded, cautious openness.

The Outlook: Type of workers attracted, action needed

This isa negatively paternalistic organization that tends to foster worker compliance. Th
and most creative workers may look elsewhere. Change here ietomgnd incremental an
improvement is desired but difficult to achieve. The outlook for this dzgtaon is uncertain.
Decisions need to be made to move toward more healthy organizational life. In times of
organizational stress there will be a tendency to move toward a more autocratic organiz
environment.
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0r92 Description

Poor Organizational Health

This organization is nowperating with Poor Organizational Health in terms of its workers
leadership and organizational culture and it exhibits these characteristics throughout m
levels of operation.

The Workers: Motivation, morale, attitude & commitment, listening, relasbips vs. tasks
Most workers do not feel valued or believed in here. They often feel used and do not fe
they have the opportunity of being developed either personally or professionally. Worke
rarely listened to and only when they speakre lvith the values and priorities of the leade
Their ideas are rarely sought and almost never used. Most decisions are made at the tc
of the organization. Relationships are not encouraged and the tasks of the organization
before people. Disrsity is not valued or appreciated.

The Leadership: Power, decisiommaking, goals & direction

Leadership is autocratic in style and is imposed from the top levels of the organization.
is held at the highest positions only and is used to forcpdon ance wi t h t
Workers do not feel empowered to create change. Goals are often unclear and the ove
direction of the organization is confused.

The Team: Community, collaboration and team learning

This is a highly individualistic ahcompetitive environment. Almost no collaboration exist:
Teams are sometimes utilized but often are put in competition with each other in order 1
motivate performance.

The Culture: Authenticity, integrity, accountability, creativity, trust, servicemmunication
This is an environment often characterized by lack of honesty and integrity among its w
supervisors and senior leaders. It is an environment where risks are seldom taken, failt
often punished and creativity is discouraged. There is a veryel®l of trust and
trustworthiness along with a high level of uncertainty and fear. Leaders do not trust the
workers and the workers view the leaders as untrustworthy. People lack motivation to s
the organization because they do not feel that it is tnganization or their goals. This is ar
environment that is characterized by closed communication.

The Outlook: Type of workers attracted, action needed

This is an autocratic organization, which will find it very difficult to find, develop and
maintah healthy productive workers. Change is needed but very difficult to achieve. The
outlook is not positive for this organization. Serious measures must be instituted in orde
this organization to establish the necessary improvements to move towatiyg posi
organizational health.



179

org1 Description

Toxic Organizational Health

This organization is now operating with Toxic Organizational Health in terms of its work
leadership and organizational culture and it exhibits these characteristics throughout m
levels of operation

The Workers: Motivation, morale, attitude & commitment, listening, relationships vs. tas
Workers are devalued here. They are not believed in and in turn do not believe in one &
Workers are used and even abused in this work setting. There is naofipdor personal
development. Workers are not listened to. Their ideas are never sought or considered.
decisions are made at the top levels of the organization. Relationships are dysfunctione
people are only valued for conformity to the domirauriture. Diversity is seen as a threat ¢
differences are cause for suspicion.

The Leadership: Power, decisiormaking, goals & direction

True leadership is missing at all levels of the organization. Power is used by leaders in
that are harmfultwor ker s and t o the organizati on
to act to initiate change. Goals are unclear and people do not know where the organiza

going.

The Team: Community, collaboration and team learning

People are out for themges and a highly political climate exists. People are manipulatec
pitted against each other in order to motivate performance. Focus is placed on punishir
performers.

The Culture: Authenticity, integrity, accountability, creativity, trust, sesjicommunication
This is an environment characterized by dishonesty and a deep lack of integrity among
workers, supervisors and senior leaders. It is an environment where failure is punished.
creativity is stifled and risks are never taken. Peomesaspicious of each other and feel
manipulated and used. There is almost no trust level and an extremely high level of fea
because people, especially the leadership, are seen as untrustworthy. At all levels of th
organization, people serve their ownfgpterest before the interest of others. This is an
environment that is characterized by totally closed communication.

The Outlook: Type of workers attracted, action needed

This is an organization in name only that will find it impossible to find, ldgvend maintain
healthy productive workers who can navigate the changes necessary to improve. The ¢
for this organization is doubtful. Extreme measures must be instituted in order for this
organization to establish the necessary health to survive.
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Appendix P
Permissionto Use Vassarstat

From: Richard Lowry [mailto:lowry@vassar.edu]
Sent: Friday, July 09, 2010 12:56 PM

To: Richard S. Freeman

Subject: Re: A message for lowry@vassar.edu

Permission granted.  Best of luck with your dissertation.

Richard Lowry

Richard Lowry, PhD

Professor of Psychology Emeritus
Vassar College

Poughkeepsie, NY USA

----- Original Message -----

From: Ric hard S. Freeman [mailto:freeman565@comcast.net]
Sent: Friday, July 09, 2010 12:07 PM

To: freeman565@comcast.net

Subject: Thank you for contacting Vassar College

The following message was sent through the Vassar College contact form.
July 9, 2010
*¥* % xx*x FROM THE VASSAR COLLEGE CONTACT FORM * * * * % * *

NAME: Richard S. Freeman
EMAIL: freeman565@comcast.net

SUBJECT:

*******MESSAGE*******

Dr. Lowry: | am a student at Walden University and | am working on my
disseration. | am conduc ting research that will use point biserial
correlation. As such, Walden's IRB requires that | notify you that |

intend to utilize the Vassarstat point biserial calculator that you have

posted online at http://faculty.vassar.edu/lowry/pbcorr.html. | am seek ing
your permission to use this calculator in my research, and will provide

proper citations in accordance with APA 6th edition. | would appreciate it

very much if you would contact me at freeman565@comcast.net with an
approval, denial, or request for furt her information. Thank you very
much. Richard Freeman

EE R I S I S A
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Curriculum Vitae

RICHARD S @OTTZFREEMAN

SUMMARY A Twenty years of law enforcement experience that includes:
Four (4) years front-line police supervisory experience
Eleven (11) years police management/command experience
A Strong educational foundation in public safety, criminal justice, and public policy &
administration
4 Extensive online education experience asa student
4 Experience in traditional classroom instruction / teaching
A A leader with substantial hands -on experience in managing human and capital
resources

EDUCATION
Masters in Public Policy and Administration
Walden University, Minneapolis, MN 2008

Bachelor of Applied Science in Organization Leadership , Magna Cum Laude

Mercer University, Macon, GA 2006
37T UPUOW? w-1PwWwSUEWOI w/ OOPEDLOT wi OVWOT T w"
Oi 1T w(O6x0O1 01 OUEUPOOWOI w" 6Ox2U0UEU~?

Associate of Science in Criminal Justice , Honors
Georgia Perimeter College, Clarkston, GA 2004

TEACHING
EXPERIENCE
DeKalb Technical College , Covington, GA
A Basic Law Enforcement Health & Life Safety, CRJ 101
A Principles of Law Enforcement, CRJ 104

A Lesson plan development

City of Conyers Police Department , Conyers, GA
A Lesson plan development
Specific courses to meet local, state, and federal government mandates
Professional Communications
AS®K Model for community education on reporting incident sto police
Problem oriented policing
Robbery prevention and reporting
Citizens Police Academy

> > > > > >
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CERTIFICATIONS

PROFESSIONAL
EXPERIENCE

LAaw
ENFORCEMENT
EXPERIENCE
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General Instructor, Georgia Public Safety Training Cent@009
Managerial Certificate, Georgia Peace Officers Standards & Training Coui2€i08

> >

State Certification Assessor, Georgia Association of Chiefs of PolRE0Q8
Field Training Officer, Georgia Peace Officers Standards & Training Coud&87

> >

p>N

Intermediate Certification, Georgia Peace Officers Standards & Training Council,
1997

Law Enfor cement Certification, Georgia Peace Officers Standards & Training
Council,1992

p>N

A Delegate of the 17" Georgia International Law Enforcement Exchange (GILEE) to
the State of Israel, 2009

A Public safety panel member on Public Safety Issues in Conyers/Rockdale, 2008

A Key speaker at the City of Conyers Annual Volunteer Banquet, 2001¢ 2007, 2009,
2010

A Key speaker at the State of the City Address for the City of Conyers, 2003

A Presentationtothl w" OOail UUzw" PUaw" OUOEDPOWOOwWUI
technology, 2002

A Guest speaker on government information technology at the 2000 Annual
Conference on High Technology in Jackson, Mississippi

A Assigned to the United States Department of State during the 1994 Summit of the
Americas in Miami, Florida

City of Conyers Police Department 1990- Present

Captain ; Field Services Commander (2004 Present)

A

Reporting directly to the chief of police, manage daily operations for the Patrol
Division, Criminal Investigations Division, Special Operations Division, Crime
Prevention Unit, Crime Analysis Unit, and the Reserve/Auxiliary Division
Developed departmental CompStat program and trained all personnel
Developed problem -oriented component to supplement departmental CompStat
paradigm

Created and implemented new employee commendation program

#1 Y1 OOx1 EwEIl x E U adedperfolthandd appuatzdl dystem

#1 Y1 OOx1 EwOl 1 wEl xEUOUO! 00gUuROUVEWOEOEW
two distinct crime zones and implemented specific crime control measures and
training to enhance officer-citizen interaction / communication

Authored 2009 COPS Recovery Grant, with three officers awarded for a total of
$409,®0.00

Authored 2009 COPS Technology Grant, with $230,000.00 awarded to agency

Captain ; Deputy Director of IT Department (2001 - 2003)

A

Detached from police department to the City Manager with city -wide IT
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management responsibilities

i Researched, designedE OE wb Ox 01 61 60T EwOT 1T wx OOPEIT wE
computer system

4 Managed 9-1-1 operations

4 Implemented Phase | and Phase Il wireless 91-1 service

Lieutenant; Communications/911 Division Commander (1999 - 2001)

4 Restructured Communications Division operations

4 Authored all policies and procedures for operations

4 Achieved Underwriter Laboratory certification for alarm system monitoring

4 Researched, designed, and implemented $500,000.00 technology upgrade for the-9
1-1 Center

Sergeant Patrol Division (1996 - 1999)

4 Served as Interim Communications Division Commander prior to promotion

4 Developed highly -proactive police officer team

4 Drastically decreased burglary, entered auto, and robbery rates through proactive
patrols and various in-progress apprehensions

A #1 Y1 OOx1 EWEOEwWPOXxOI O 001 EwlT 1 wEl xEUUOI

Various Positions (1990- 1996)
4 Field Training Officer

4 Detective

4 Traffic Enforcement Officer

4 Patrol Officer

4 Dispatcher

Academy of Criminal Justice Sciences

American Society for Public Administration

Atlanta MetroPol

Criminal Justice Advisory Committee with DeKalb Technical
College

DeKalb Technical College Law Enforcement Academy Board,
Chairman

Georgia Association of Chiefs of Police

Georgia Police Accreditation Coalition, State Certification Assessor
International Association of Chiefs of Police

Police Association for College Education

The American Society of Criminology

Peace Officers Association of Georgia

Southern States Police Benevolent Association

Walden University Doctoral Advisory Community

Alumni 17 Georgia International Law Enforcement Exchange
(GILEE) Delegation

> > > >
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