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OVERVIEW

The Baton Rouge Police Department (BRPD), like most police departments across the United States, is
struggling to recruit new officers. This study examines the ongoing recruitment challenges within BRPD as
it seeks to determine the internal strategies the department can leverage to transform recruitment. The
study focuses on BRPD's difficulties in attracting, recruiting, and retaining trainees. These challenges
stem from a shrinking applicant pool, a lengthy onboarding process, and shifting public perceptions of law
enforcement. These issues have led to severe understaffing, increased workloads, and a department that
is hindered in its ability to meet public safety demands and build trust within the community.

PROJECT APPROACH

We developed a comprehensive conceptual framework using several established psychological and
organizational theories, including Self-Determination Theory, Prosocial and Public Service Motivation,
Social Identity Theory, Affective Commitment, Belonging, and Organizational Support Theory. The study
used these frameworks to interpret how departmental culture, motivational alignment, and perceived
organizational support may impact recruiting.

WHAT CAN BRPD DO TO EFFECTIVELY
TRANSFORM RECRUITMENT?

MIXED METHODS STUDY

Using a mixed-methods approach, we distributed a climate study, reviewed existing institutional data
related to recruiting and community sentiment, and conducted qualitative interviews and questionnaires.



           You have to prove you’re capable of handling yourself and backing your fellow officers up. Prove
that your commitment level to this profession is on par with your fellow officers. I think it’s a defense
mechanism by other cops. They don’t want to accept you until you’ve proven that you’re gonna be there
when things get tough. A lot of that takes time. It takes continually showing up and building a reputation
that when things get tough, you can be counted on. I don’t know how the department could fast-track
that. If you artificially try to [speed this process up], officers are gonna be skeptical and cynical.

Recruits are primarily driven by intrinsic motivations such as a
desire to serve (public service motivation), do good (prosocial
motivation), and perceived job or cultural fit.

Q1. What motivates recruits to
join BRPD?

FINDINGS

50% of 93rd BTA police recruits are
motivated by a desire to serve.

40% of 93rd BTA police recruits are
motivated by self-determination.

50% of 93rd BTA police recruits are
motivated by a desire to do good. 

14% of 93rd BTA police recruits are
motivated by perceived fit as a police
officer with BRPD. 

A significant motivational and idealistic gap between recruits and
seasoned officers may lead to early disillusionment.

Q2. How do recruits’
motivations and expectations
align with BRPD’s culture?

Prosocial MotivationPublic Service Motivation

Self-Determination Perceived Cultural/Career Fit 

New police recruits were asked what recruitment
initiatives (if any) impacted their decision to apply
to BRPD:

To gauge interest and appeal of BRPD’s incentives,
police recruits were asked what benefits (if any)
impacted their decision to apply to BRPD:

Applicants
98% expressed strong affective
commitment to BRPD and 100%
expressed a desire to belong.

Seasoned Officers
59% expressed strong affective
commitment to BRPD and only 65% said
they feel like they belong.

Probationary officers enter a cynical environment when they leave the academy with varying levels of
support provided between squads. Not all officers see helping new members belong as their
responsibility.

NOTES



          We do a lot of community outreach, where
we walk neighborhoods, [undertake] efforts to
build relationships, or, more importantly, to
generate leads on recent crimes. And we network
with young children there, we're in schools
routinely. Whether it's trying to learn information
and intelligence about ongoing trends and crimes
but also building relationships.

Public engagement efforts are or may be perceived to be
blended with community outreach and intelligence gathering,
eroding public trust.

Q3. How might public
engagement and sentiment
impact recruiting?

FINDINGS

37% of respondents desire increased
staffing or presence and 12% want
improved community engagement.

Officers desire increased positive
messaging from BRPD’s leaders to
balance negative media coverage.

Some probationary officers interviewed
were discouraged from becoming cops
or applying to BRPD, specifically.

Officers shape public opinion through
daily activities. Officer morale is, in turn,
connected to community engagement.

Impact on Recent BTA GraduatesCitizen Survey Responses

Officer’s Perception Public Engagement

Baton Rouge Citizen Survey responses were
reviewed to see how community sentiment may
impact recruitment:

Recruits are primarily driven by intrinsic motivations such as a
desire to serve (public service motivation), do good (prosocial
motivation), and perceived job or cultural fit.

Q4. How might department
sentiment impact recruiting?

Voluntary Recruitment Behavior
Most officers interviewed are willing
to recruit new members, but not all
see it as their responsibility.

Recruitment Messaging
When asked what advice they would
give to interested applicants, officers’
tenure and morale shape their message.

BRPD officers were asked in a questionnaire about
their role in recruiting:

NOTES

Efforts to enhance public engagement and improve
community trust may be undermined by duplicity.

          I would ask them to make sure they know what
they're getting into... This life is gonna take a lot from
you... Your soul will change... You'll be asked to work
long hours. Your pay will often be marginal at best.
But, if this is truly your calling, you're gonna know it
pretty quickly... This was always what I was destined
to do. I feel like everything in my youth guided me to
become a police officer, but, more importantly, to
become one in Baton Rouge.



BRPD's extended pre-employment screening process exceeds  
most private and some public sector jobs, contributing to
applicant attrition. Although effective in boosting applications,
sign-on bonuses have had mixed long-term outcomes.

Q5. How do BRPD‘s recruiting
processes compare to national
recommendations?

FINDINGS

Document submission delays and
extended background and polygraphs
can extend screening timeline.

75% attrition rate from application to
the start of basic training.

Historically, sign-on bonuses boosted
recruitment efforts and increased
number of applicants.

Sign-on bonuses were seen as a “slap in
the face” to established BRPD officers,
adding to frustrations about pay.

Sign-On Bonuses Are EffectiveExtended Timeline

Attrition Rate Through Recruiting Unintended Consequences

A review of the 92  BTA
applicants highlights
opportunities to increase hiring
by more closely examining
incomplete applications,
understanding why some
applicants voluntarily withdrew,
and exploring why selected
candidates declined offers to
join BRPD.

nd

Expanding civilian roles within BRPD offers a promising path to
broadening the recruitment pipeline and more holistically
addressing the staffing crisis.

Q6. What opportunities exist to
broaden the BRPD applicant
pool?

NOTES

Alcohol & drug use, appearance, and
fitness policies may be overly
restrictive.

Based on recruitment team’s success
after incorporating civilian members,
consider additional integration.

Officers recommend improved military
outreach, increased opportunities for
candidates to assess fit, and bonuses.

Increase use of platforms favored by
Generation Z, including Instagram,
YouTube, and TikTok.

BRPD Officer SuggestionsAddress Barriers to Entry

Increase Civilian Integration Social Media Use in Recruitment

In qualitative interviews, BRPD officers report sustained, high workloads due to sustained staffing issues.
Civilian employees are not required to undergo the lengthy academy and field training processes to start
contributing valuable work towards fulfilling the department’s mission and reducing officer workload.
Increasing civilian roles may provide viable career paths to individuals interested in public service and
positive community change. Additionally, civilian pay scales are often lower. Reallocating long vacant
officer positions for this initiative may be a cost-saving measure for BRPD.



RECOMMENDATIONS
RECOMMENDATION 1

Effective law enforcement is built on trust. When people feel a genuine connection with their local law
enforcement agency, they are more likely to see officers as partners in public safety rather than an
outside force. BRPD's Recruiting Department has identified key priorities to strengthen this connection,
including improving recruitment branding, engaging with diverse communities, leveraging social media,
and expanding mentorship programs. The following recommendations are designed to support those
efforts while providing a more structured, data-driven, and intentional approach to ensure long-term
success.

Enhance community engagement

Use engaging social media strategies
leveraging short-form videos and
officer storytelling.

External and internal mentorship
supports workforce development and
may enhance recruitment.

Separate engagement from
investigative functions to preserve trust.

Emphasize community service and
officer impact to attract service-
oriented recruits.

Ensure Investigative Separation Media Outreach Initiatives

Mentorship Opportunities Rebrand Outreach Initiatives

To enhance public trust and tailor recruitment strategies, incorporate regular surveys and
listening sessions to capture community perspectives and inform actionable improvements.

Conduct Community Survey and Listening Sessions

RECOMMENDATION 2

The BRPD officers serving the Baton Rouge community are the best and largest recruitment force.
Though BRPD officers regularly engage in word-of-mouth recruitment, their messaging may convey a
negative perception of policing. We recommend that BRPD take a more intentional, structured approach
to leveraging current officers as recruiters and address the root causes of low morale that may undermine
recruitment efforts.

Recognize and empower current
officers as recruiters 

Assess morale, job satisfaction, and
perceived organizational support to
improve officer engagement.

Align internal culture with external
messaging by actively managing the
BRPD brand, highlighting officer
contributions, and ensuring consistent
communication.

Cultivate a culture that values voluntary
recruitment by acknowledging and
rewarding officers.

Use optimism, fresh insights, and
relatability of recent academy graduates
in recruitment efforts to engage
potential recruits.

Incentivize, Recognize, and RewardDepartment-Wide Morale Survey

Purposeful Brand Management Leverage New Member Enthusiasm

NOTES



RECOMMENDATIONS
RECOMMENDATION 3

BRPD’s pre-employment screening timeline disadvantages its recruitment team’s initiatives. Based on our
holistic view of the recruitment, academy, field training, and acclimatization processes, the department’s
academy effectively screens prospective candidates. While there is a high attrition rate in the pre-
screening process and early weeks of the academy, once recruits are in, they don’t quit. Therefore, we
recommend continued focus on the initial recruitment stages as the Recruitment Division has been doing
according to its Strategic Recruitment Plan.

Focus on initial recruitment stages

Review appearance, substance use,
and fitness policies to address barriers
that may deter applicants.

Emphasize professional growth and
organizational fit through dynamic
digital campaigns, QR tracking, and
engaging media content to
complement in-person recruitment.

Use internal resources, virtual tools, and
administrative support to retain
candidates and accelerate hiring.

Balance sign-on bonuses with efforts to
maintain morale among existing staff
who may perceive them as inequitable.

Reduce Screening Time and BurdenReconsider Policy Barriers

Messaging and Marketing Use Strategic Financial Incentives

RECOMMENDATION 4
The department has significantly reduced its civilian vacancy positions in recent years, as evidenced by
fewer communications officer vacancies, indicating an appetite among community members to work for
BRPD in civilian capacities. Meanwhile, BRPD struggles to onboard enough officers to keep up with
routine attrition, let alone make up for historic deficits. Expanding the civilian ranks within BRPD is a viable
strategy to address staffing shortages, broaden the recruitment pool, onboard and train impactful
personnel more quickly, and reduce officer workload. If current vacant officer positions are reallocated to
achieve this recommendation, additional expenditure is not required.

Integrate additional civilian roles

Evaluate the workload of each unit to
see which tasks could be shifted to
trained civilians.

Host internal and community
engagement sessions to incorporate
feedback and build trust in the
initiative.

Provide structured training and
mentorship to integrate new civilians
into BRPD’s culture and assigned units.

Promote new civilian career paths
through targeted outreach and open-
house events to showcase the roles and
their community impact.

Promote Training and MentorshipWorkforce Workload Assessment

Ensure Buy-In Expand Civilian Recruitment

NOTES

Reassign Tasks to Reduce Officer Workload
Once civilians are hired and trained, reassign appropriate duties from officers, updating
policies as needed. Use early success stories to reinforce internal support and identity. Allow
officers to see how they can and will benefit from additional backup and reduced workload.



Enhance community engagement
RECOMMENDATION 1

Invest in authentic community engagement
initiatives to build trust in Baton Rouge.

Recognize and empower current
officers as recruiters 

RECOMMENDATION 2

Provide support and recognition for current
officers to encourage voluntary recruitment. 

Focus on initial recruitment stages

RECOMMENDATION 3

Streamline the hiring process to reduce delays
and improve candidate retention. Align messaging
with intrinsic motivations

Integrate additional civilian roles

RECOMMENDATION 4

Broaden the applicant pool through civilian
integration and mentorship pathways.

Recruits are primarily driven by intrinsic motivations such as a
desire to serve (public service motivation), do good (prosocial
motivation), and perceived job or cultural fit.

Q1. What motivates recruits to
join BRPD?

SUMMARY

A significant motivational and idealistic gap between recruits and
seasoned officers may lead to early disillusionment.

Q2. How do recruits’
motivations and expectations
align with BRPD’s culture?

Public engagement efforts are or may be perceived to be
blended with community outreach and intelligence gathering,
eroding public trust.

Q3. How might public
engagement and sentiment
impact recruiting?

Recruits are primarily driven by intrinsic motivations such as a
desire to serve (public service motivation), do good (prosocial
motivation), and perceived job or cultural fit.

Q4. How might department
sentiment impact recruiting?

BRPD's extended pre-employment screening process exceeds
national averages, contributing to applicant attrition. Although
effective in boosting applications, sign-on bonuses have had
mixed long-term outcomes.

Q5. How do BRPD‘s recruiting
processes compare to national
recommendations?

Expanding civilian roles within BRPD offers a promising path to
broadening the recruitment pipeline and more holistically
addressing the staffing crisis.

Q6. What opportunities exist to
broaden the BRPD applicant
pool?

CONCLUSION

Effective recruitment goes beyond simply increasing the number of applicants. It involves aligning
recruitment strategies with candidates' motivations, the organization's culture, and the need for
community engagement. BRPD's path forward lies not only in attracting more applicants but in attracting
the right applicants—and creating the conditions for them to thrive. Through intentional messaging,
streamlined processes, empowered internal recruiters, and inclusive, community-focused initiatives,
BRPD can build a more sustainable and resilient approach to recruitment that reflects both research and
the voices of its officers.



NOTES


