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[bookmark: _Toc196226085]Executive Summary

The Baton Rouge Police Department (BRPD), like most police departments across the United States, is struggling to recruit new officers. In this study, we examine the ongoing challenges within the BRPD as it develops strategies to transform recruitment. In particular, we focus on the department’s difficulties in attracting, recruiting, and retaining recruits. These challenges stem from a shrinking applicant pool, a lengthy onboarding process, and shifting public perceptions of law enforcement, issues that have led to severe understaffing and increased workloads. Consequently, the department is hindered in its ability to meet public safety demands and build trust within the community.
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. This framework is used to investigate how departmental culture, motivational alignment, and perceived organizational support may impact recruiting. Using a mixed-methods approach, we distributed a climate study, reviewed existing institutional data related to recruiting and community sentiment, conducted qualitative interviews, and administered questionnaires to answer one overarching project question: 
What internal strategies can the BRPD leverage to effectively transform recruitment?
We posed six specific research questions and obtained the following results.
[image: ]	Comment by Gilmore, Anzilla R: should we just type this out instead of having this graphic?  it is still blurry.	Comment by Rogers, Caitlin: Better? if not, let’s type out.	Comment by Gilmore, Anzilla R: Better!
[image: ]	Comment by Editor: This second set of findings repeats the first set. Verify that you’ve linked in the correct set of findings.	Comment by Rogers, Caitlin: fixed	Comment by Gilmore, Anzilla R: but still a little blurry	Comment by Gilmore, Anzilla R: Looks good!
After analyzing the data, we made the following recommendations to BRPD leadership: 
Enhance community engagement: Invest in authentic community engagement initiatives to build trust in Baton Rouge.
Recognize and empower current officers as recruiters: Provide support and recognition for current officers to encourage voluntary recruitment.
Focus on initial recruitment stages: Streamline the hiring process to reduce delays and improve applicant retention. Align messaging with intrinsic motivations.
Integrate additional civilian roles: Broaden the applicant pool through civilian integration and mentorship pathways.
Effective recruitment extends beyond simply increasing the number of applicants. It involves aligning recruitment strategies with candidate motivations, organizational culture, and community needs. The BRPD's path forward lies in attracting not only more applicants but also the right ones—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.



[bookmark: _Toc196226086]Introduction

Law enforcement agencies across the United States have faced recruitment challenges driven by many external factors, including shifting public sentiment and increased scrutiny of officers' law enforcement methods. These factors have contributed to a shrinking pool of law enforcement officer applicants (IACP, 2020). With a burglary crime and murder rate that was four to six times higher than the national average in 2023, Baton Rouge has felt the law enforcement officer shortage acutely (Bruhl, 2024). The Baton Rouge Police Department (BRPD) has faced persistent understaffing for at least a decade as they have struggled to recruit enough officers to meet the city's public safety demands. 	Comment by Editor: The year is 2025 in the references.	Comment by Rogers, Caitlin: verified with source material, year is 2025. corrected in the references.
In this study, we examined the internal strategies the BRPD could leverage to strengthen recruiting, specifically focusing on departmental practices that impact recruitment and retention through onboarding. Research indicates that recruiting success depends on aligning the motivations and expectations of applicants with departmental culture while considering public and internal shaping of outcomes. These factors inform strategies for attracting and retaining new officers (Hollis & Novak, 2017; Smith et al., 2005). To better understand this alignment, we studied the perceptions of new BRPD officers through pre-employment, basic training, field training, and departmental integration. The study also drew on the existing literature to examine strategies for addressing similar challenges in other law enforcement agencies and related professions. Using an iterative mixed-methods approach, we assessed departmental sentiment and captured the perspectives of both the recruits and those involved in hiring, training, and acclimatizing them.	Comment by Rogers, Caitlin: WSN: This paragraph uses “recruit” excessively	Comment by Rogers, Caitlin: Updated one place. I think the others are needed to maintain meaning.
A structured climate survey was administered to current officers to evaluate motivations and organizational climate, incorporating validated psychological and workplace engagement measures. The survey was also administered to BRPD applicants and probationary officers who recently graduated from the Basic Training Academy (BTA) to capture their motivations and perspectives as they acclimatized to the department. Semi-structured qualitative interviews were also conducted with probationary officers, recruiting team members, training officers, and police officers to better understand the strengths and limitations of BRPD's recruitment and onboarding processes. Additionally, qualitative questionnaires were disseminated to trainees in the BTA and those who voluntarily withdrew. 	Comment by Editor: It’s not clear who was surveyed. Recruits, current officers as well as applicants, trainees, and probationary officers? Maybe clarify using BRPD’s terminology.	Comment by Rogers, Caitlin: updated terminology throughout.	Comment by Editor: Did you conduct interviews with applicants?	Comment by Rogers, Caitlin: no
Using descriptive statistics, we compared incoming recruits' motivations and perceptions with those of current BRPD officers. We conducted a qualitative analysis of the interview transcripts and questionnaires from trainees, probationary officers, recruiting team members, training officers, and seasoned officers. Based on this approach, we were able to analyze the alignment of recruits' motivations and expectations with the current BRPD workforce and climate.	Comment by Rogers, Caitlin: WSN: fuzzy. Clarify meaning. Needs pronouns.	Comment by Rogers, Caitlin: Rephrased. Better?	Comment by Gilmore, Anzilla R: Works for me. 
[bookmark: _Toc196226087]Organizational Context
Baton Rouge, the capital city of Louisiana, was founded in 1699. It is in the Southeastern part of the state, east of the Mississippi River. This vibrant capital city is known for its rich history and unique culture, full of southern hospitality and great food, and home to the state's flagship university, Louisiana State University. Louisiana has approximately 4.6 million residents, with an annual growth rate of just under one percent over the last quarter century. However, contrary to the state's overall growth, Baton Rouge has experienced a steady annual decrease in its population. In the previous four years, the city's population size has decreased by 4.25%, from about 226,000 in 2020 to about 216,000 in 2024 (World Population Review, n.d.). 
Several factors have contributed to Baton Rouge's population decline, including economic challenges, natural disasters, shifts in the job market, and a K-12 school system that has consistently ranked among the lowest in the country until recent improvements in 2024 (Arceneaux, 2024; Louisiana Department of Education, 2024). This population decline has reshaped the city's demographics, intensifying racial and economic segregation as the surrounding suburbs grew in size and financial strength (Richard, 2006; U.S. Census Bureau, 2023).
These demographic shifts led to significant social and political changes. One such change occurred in 2024, when the Louisiana State Supreme Court approved the establishment of the city of St. George, purportedly to improve public schools. This new city covers 60 square miles and effectively reduced Baton Rouge to 76 square miles, splitting the area in half. The secession of St. George diverted critical tax revenue away from Baton Rouge, further straining public education and city resources. With a population that is 70% White, St. George has exacerbated segregation and deepened economic disparities (Lussier, 2019), placing additional strain on the local police department in the city of Baton Rouge as it copes with rising crime rates and increasing community distrust. 	Comment by Rogers, Caitlin: WSN: remove this sentence. Incorporate strain on PD into the st George sentence	Comment by Rogers, Caitlin: after re-reading this paragraph, I am inclined to leave this as written. 
The Baton Rouge Police Department (BRPD) was established in 1865, following the end of the Civil War (City of Baton Rouge, n.d.-a). The BRPD has evolved significantly, adapting to the community's changing needs and incorporating modern policing techniques. Today, the BRPD's mission is to "serve with the Baton Rouge community to prevent crime and to promote the safety and well-being of all" (City of Baton Rouge, n.d.-b). The BRPD serves its community through four primary divisions: administration, road patrol, criminal investigations, and special operations (e.g., air support and dive team). The BRPD is dedicated to maintaining public safety and fostering community trust through transparency, accountability, and service with respect. The department's commitment to building trust is evident in its participation in the International Association of Chiefs of Police (IACP) Trust Building Campaign and its alignment of policies and practices with national best practices, as recommended by the IACP (City of Baton Rouge, n.d.-d). 	Comment by Editor: There are 3 references for the BRPD in the references. They need to be distinguished.	Comment by Gilmore, Anzilla R: Revised.  Added a letter to each BRPD reference.  Please check.  I did not rearrange in the reference section, I just added the a-g after n.d.	Comment by Editor: It’s not clear which reference this is pointing to.	Comment by Gilmore, Anzilla R: Revised.  Added a letter to each BRPD reference.  Please check.  I did not rearrange in the reference section, I just added the a-g after n.d.	Comment by Editor: It’s not clear which reference this is.	Comment by Gilmore, Anzilla R: Revised.  Added a letter to each BRPD reference.  Please check.  I did not rearrange in the reference section, I just added the a-g after n.d.
While the department emphasizes transparency and community engagement, public perceptions of law enforcement in Baton Rouge are mixed. BRPD officers' have a collective commitment to their community (City of Baton Rouge, n.d.-e). However, some residents have expressed concerns over policing practices, high-profile instances of misconduct, and a perceived lack of responsiveness to community needs (Merchan, 2023). Additionally, media coverage of the department and local crime continues to be pervasively negative. Public scrutiny of law enforcement came home to Baton Rouge in 2016 as it made headlines with the killing of Alton Sterling and the local protests that ensued. Sterling's tragic death shook the city, bringing to light years of negative sentiment many Baton Rouge residents already felt toward law enforcement (Allen, 2016). To make matters worse, the BRPD continued to battle multiple consecutive years of budget cuts. These combined challenges have significantly contributed to BRPD's ongoing staffing shortage, making it increasingly difficult to recruit new officers.	Comment by Rogers, Caitlin: WSN: needs sourcing and citations. e.g. what media? Where did the resident sentiment info come from?

Could be like “from print and evening news” or touch on officer perception of news coverage.	Comment by Editor: I agree with this comment. You need citations in this paragraph. In particular, it should be easy to find sources concerning the death of Alton Sterling. In addition, I think you should be able to find sources for the budget cuts and public perception.	Comment by Gilmore, Anzilla R: added (Baton Rouge Police Department, n.d.), (Merchan, 2023)​ and (Allen, 2016)
[bookmark: _Toc196226088]Problem of Practice
[bookmark: _heading=h.2et92p0]Like many law enforcement agencies nationwide (Police Executive Research Forum [PERF], 2023), the BRPD faces a critical challenge in recruiting and onboarding new officers. Because of the extended pre-employment screening process, basic training academy, and field training program, recruits cannot assess organizational or career fit until they have committed substantial time to the department. Furthermore, the BRPD invests copious organizational time and resources into each potential new officer without guaranteed success. Compounded by changing public sentiment for law enforcement, the BRPD struggles to maintain adequate staffing levels to ensure public safety and foster community trust. 
In 2024, the BRPD had 886 employees (City of Baton Rouge, n.d.-c), nearly 700 of whom filled sworn law enforcement positions; however, the department had a deficit of approximately 100 officers (Casserleigh, 2024). Historically, the BRPD has had several hundred applicants vying for positions in its basic training academy. However, as of 2025, that is no longer the case. Over the last decade, the department has received about 50 applicants per academy class. On average, new officer class sizes have included about 15 to 20 police recruits. With only two academy classes per year and an 85% retention rate per class, the BRPD has struggled to recruit enough people to balance new hires with its normal annual attrition through retirement, resignation, or termination. 	Comment by Rogers, Caitlin: WSN: May be more powerful if using the dropout rate of 15% instead	Comment by Rogers, Caitlin: WSN: consider adding average graduation rate (from application to graduation, like 7/51). That would be more powerful than the 2 classes and retention rate state	Comment by Rogers, Caitlin: After re-reading, I’m inclined to leave this as written.	Comment by Gilmore, Anzilla R: Works for me.  
According to the BRPD leadership, sworn police officers have historically played a key role in recruiting new law enforcement officers to join the department. However, with normal attrition compounded by changes in public sentiment toward law enforcement in the last decade, recruitment efforts cannot keep up with mounting staffing needs. Senior BRPD leaders suggest that fewer law enforcement officers directly translates to fewer officers on the force who can recruit new members. To address the crisis, BRPD has attempted to improve community relations through externally focused programs and initiatives to improve trust between the department and the community it serves. It has also shifted its recruitment strategies, such as boosting its recruitment website and social media outreach. But the recruitment crisis persists.
[bookmark: _Toc196226089]The Recruiting Process	Comment by Editor: There seems to be a major gap here between applying and onboarding police officers. In other words, you call this the recruiting phases, but there’s one phase that isn’t addressed at all: Namely, how does the BRPD recruit applicants?


I think a section needs to be inserted here to describe what they do. The previous paragraph (which I did move here) refers to a recruitment website and social media. I think these attempts need to be described in a little more depth. I would insert that discussion before jumping into the onboarding process.	Comment by Gilmore, Anzilla R: Added.  But we may need more references added?	Comment by Rogers, Caitlin: added relevant citations from IACP reports and McCoy’s 2024 strategic recruitment plan
The path to joining BRPD begins with outreach, often well before an application is submitted. BRPD employs a multifaceted strategy to generate interest and attract new applicants. Public-facing platforms such as the department’s recruitment website and official social media channels provide information about pay, benefits, and the path to becoming an officer (Baton Rouge Police Department, n.d.-b). BRPD also participates in community-based outreach, such as job fairs, high school and college visits, and informal networking at local businesses to meet potential applicants where they are. These public outreach efforts are nationally recognized recruitment strategies (International Association of Chiefs of Police, 2020, 2024).
In addition to these public-facing strategies, BRPD recruiters conduct frequent, personalized engagement efforts to guide and retain applicants throughout the process (McCoy, 2024). The BRPD recruiting team tracks touchpoints with candidates, including emails, phone calls, and walk-ins. These follow-ups help applicants navigate the complex hiring process and demonstrate BRPD’s commitment to candidate support.
Candidate contact efforts are guided by formal recruitment goals, prioritizing increasing community awareness, expanding outreach methods, improving response times, and building trust through individualized attention (McCoy, 2024). Recruiters serve as mentors and liaisons, offering encouragement and answering questions about the process and the profession. One recruitment team member emphasized the value of building relationships with candidates when they explained, “Once I can help somebody and get somebody through, I love it. They become my kids to me. So they become family.”
Recruiters reported spending extended time with applicants, sometimes over several months, as they worked to address applicant hesitations, coordinate logistics for out-of-town candidates, and maintain interest through long waiting periods. This approach reflects an evolving strategy that prioritizes human connection alongside digital tools and traditional advertising (McCoy, 2024). As a result, BRPD’s recruitment process is increasingly defined not just by public messaging but by sustained, individualized engagement. This model may be especially critical in Baton Rouge, where local and national perceptions of law enforcement remain mixed.
[bookmark: _Toc196226090]The Onboarding Process
Onboarding police officers requires a substantial investment of time and resources for the applicant and the BRPD. The applicant must complete a seven-step pre-hire screening process, a 22-week police academy, and 16 weeks of field training before working independently as a police officer. In total, this process may take over one year. For applicants with prior law enforcement experience, onboarding may be accelerated due to the abbreviated lateral training academy requirement.
A 2019 survey conducted by the IACP found that 47.5% of reporting agencies have recruiting processes that range from four months to over a year (IACP, 2020). The 2022 Statistical Table on State and Local Law Enforcement Training Academies and Recruits issued by the U.S. Department of Justice reports that law enforcement academies require an average of 806 hours of basic training or about 20 weeks (Bureau of Justice Statistics, 2024). The IACP's 2024 survey reported that 75% of respondents made policy and procedural changes, including simplifying the hiring process, allowing most reporting agencies to extend offers to applicants within three months (IACP, 2024). 	Comment by Editor: Neither of the IACP references are from 2019.	Comment by Rogers, Caitlin: this is a 2019 survey in the 2020 report. corrected in text citation after verification with source material.	Comment by Editor: Neither of the IACP references are from 2024.	Comment by Rogers, Caitlin: added missing reference
For the purposes of this study, the onboarding process in the BRPD is presented in three phases: the hiring process (pre-employment screening and pre-academy work), the BTA or Lateral Academy (LA), and field training (Figure 1).	Comment by Editor: Does this phase correspond to both the pre-employment screening and the pre-academy work?	Comment by Rogers, Caitlin: Yes. Added to parenthetical to clarify and be consistent with the hiring process section that follows this.
Figure 1. BRPD’s Police Officer Onboarding Process. *The lateral academy (LA) process is abbreviated for candidates with prior law enforcement experience.


Correspondingly, the BRPD refers to recruits depending on the onboarding phase in which they are engaged. We use the BRPD’s terminology unless referring to individuals engaged in onboarding in general, whom we call “recruits.”	Comment by Editor: I added this terminology from the email sent by Caitlin.
Applicant – During pre-employment screening
Conditional Employee – During pre-academy work
Trainee – During the BTA/LA
Probationary Police Officer – During field training
Police Officer – After completion of field training
[bookmark: _Toc196226091]The Hiring Process
BRPD applicants undergo a 7-stage pre-employment screening process (see Figure 2). At the onset of this study, BRPD reported the screening process took from 90 to 180 days (three to six months). A member of the recruiting team said, "If an organized/motivated applicant has all the proper documentation (i.e., passing civil service examination score and all other requested documents), passes physical assessment on the first attempt, and completes all other requirements, the process runs smoothly" (R. McCoy, personal communication, September 25, 2024). 	Comment by Rogers, Caitlin: Do we need to cite this as personal correspondence?	Comment by Rogers, Caitlin: added.
The hiring process begins with the pre-employment screening phase, after an applicant has submitted all necessary hiring documents to the BRPD recruiting office. While the hiring process varies for each applicant, it follows a standardized twelve-week timeline. Each step typically takes about a week to complete, except for step six, which spans four weeks.Figure 2. Pre-Employment Screening Process.

During step three, applicants undergo physical fitness and ability tests. Step six is more extensive, including a polygraph examination, background check, board interview, psychological assessment, medical examination, and drug and alcohol screening. The BRPD outsources all background checks and polygraph examinations to a third-party provider.
After final selection, BRPD new hires (now referred to as conditional employees) work in a department division for six to eight weeks before entering formal training. The pre-academy period’s length is pursuant to City-Parish hiring schedules and the conditional employee's availability. The BRPD does not consider the pre-academy period in its recruitment timeline as it is a non-standard practice that is not comparable to other departmental recruiting processes.
[bookmark: _Toc196226092]Basic Training Academy (BTA)
The Basic Training Academy (BTA) is the foundation for developing competent law enforcement professionals committed to serving and protecting the Baton Rouge community (Baton Rouge Police Department, n.d.-a). The BTA is an intensive program designed to prepare police recruits for a career in law enforcement with the BRPD. All recruits must complete the academy before becoming a sworn officer. The BTA lasts 22 weeks, providing essential training in various critical areas. 	Comment by Editor: It’s not clear what reference applies here.	Comment by Gilmore, Anzilla R: Revised.  Added a letter to each BRPD reference.  Please check.  I did not rearrange in the reference section, I just added the a-g after n.d.
BRPD trainees receive 496 hours of required training as part of a comprehensive schedule that totals 790 hours, closely mirroring the national average of 806 hours reported by the U.S. Department of Justice. Basic training hours include essential subjects such as legal procedures, firearms instruction, patrol activities, investigations, physical fitness, report writing, use of force, active shooter response, defensive tactics, and community-oriented policing strategies. 
The BTA curriculum combines physical and academic components, ensuring trainees develop practical skills and the theoretical knowledge necessary for law enforcement. By the end of the academy, trainees acquire the fundamental skills needed to transition into Field Training, where they apply their knowledge in real-world situations under the guidance of experienced officers. Upon graduating, recruits are considered probationary police officers.
[bookmark: _Toc196226093]Field Training 
The Field Training Program at BRPD is an intensive, hands-on training phase that helps probationary police officers transition from the structured environment of the academy to real-world policing. Field training lasts at least 16 weeks and pairs new officers with experienced Field Training Officers (FTOs) (Baton Rouge Police Department, n.d.-c). These FTOs guide probationary police officers in various aspects of law enforcement, including patrol operations, report writing, emergency response, and community interactions.
During field training, probationary police officers gradually take on more responsibilities as they advance through different phases of the training period. According to FTOs, the field training phase is often the most challenging, as the probationary officers are expected to perform more independently while the FTO steps back to observe and evaluate their decision-making under pressure. Although dropouts are more likely to occur during the field training phase, failures are rare.
In addition to developing technical skills, field training is crucial for probationary police officers to integrate into the culture of BRPD. While some squads nurture strong camaraderie, others may be less tightly knit, leading to varied experiences depending on placement. Officers who are part of supportive squads often report feeling more confident and better prepared for their roles.
Ultimately, the program ensures that probationary police officers are fully prepared for service before being assigned to the Uniform Patrol Division, where they will respond to calls for service throughout Baton Rouge. By the end of field training, probationary police officers will have completed nearly a year of training since being hired, marking their transition into fully operational police officers.



[bookmark: _Toc196226094]Literature Review

This section examines internal cultural elements that can enhance efforts to attract high-quality candidates, including various theoretical perspectives that inform recruitment and retention strategies. In particular, we draw from self-determination theory, prosocial motivation theory, public service motivation theory, social identity theory, organizational support theory, affective commitment theory, and the theory of belonging.	Comment by Editor: This section will flow much more evenly if the various theories are introduced before they are discussed. 
We also review the literature on hiring practices in policing and the concept of organizational fit. Interactionist perspectives of recruitment theory investigate how organizations identify, attract, and select suitable employees (Schneider, 1983, 1987). It also emphasizes the importance of 'fit' within the organizational culture to retain recruits. Given the physical, mental, and emotional demands of policing, attributes like 'fit' and a desire to serve are essential qualities for new police officers (M. Daniels, personal communication, May 24, 2024). 	Comment by Gilmore, Anzilla R: This paragraph does not seem to fit here.  Thoughts?   	Comment by Rogers, Caitlin:  i agree it felt out of place. i slightly restructured the paragraph to include intro info. i think it works and gives context for our area of focus, but double check me on it	Comment by Rogers, Caitlin: i like it with the order flipped, as you suggested	Comment by Gilmore, Anzilla R: Perfect.  Resolving.  	Comment by Editor: In the references list, the year is 1983.	Comment by Rogers, Caitlin: updated reference
[bookmark: _Toc196226095]Motivational Alignment	Comment by Editor: Grouping according to the groups you set up in your conceptual framework imposes organization on the lit review. I would introduce each of these 3 sections with a brief explanation, no more than a couple of sentences long. It will serve to make this section flow much more cleanly.	Comment by Gilmore, Anzilla R: added	Comment by Rogers, Caitlin: Perfect, thank you!
Motivational alignment refers to how an individual's internal motivations match an organization's culture, mission, and expectations (White et al., 2022). Understanding motivational alignment is essential to improving recruitment and retention at BRPD. The following sections explore three key theories, including self-determination theory, prosocial motivation, and public service motivation, that explain how aligning individual motivations with organizational values can attract committed applicants and promote long-term engagement.
[bookmark: _Toc196226096]Self-Determination Theory
According to self-determination theory (SDT), employees need autonomy, competence, and relatedness (or a sense of belonging) in their work to satisfy their basic psychological needs (Ryan & Deci, 2000). When these needs are met for employees, their intrinsic motivation and wellness are supported, which in turn increases their likelihood of internalizing extrinsic motivators into their personal value systems, aligning effective individual performance at work with broader organizational goals and objectives (Deci et al., 2017; Grant & Shin, 2012). SDT distinguishes between intrinsically motivated behavior (i.e., actions driven by an individual's interest in the task) and that that requires extrinsic motivation (i.e., completing uninteresting tasks), which is undertaken to gain approval or avoid consequences (Gagné & Deci, 2005). The integration of extrinsic motivators (i.e., integrated regulation) entails an individual feeling that a profession is core to their identity and self-perception (Gagné & Deci, 2005).	Comment by Rogers, Caitlin: I need to incorporate this into the section about “becoming.”	Comment by Rogers, Caitlin: done
SDT may have significant relevance for reaching potential law enforcement recruits in a way that makes the career path resonant and attractive. Research shows that recruits to public sector organizations are more likely to select job opportunities that have the potential to impact many rather than fewer citizens, are more interesting than boring, and have leaders with high ethical standards; furthermore, recruits are willing to sacrifice higher pay to secure these attributes in future jobs (Bellé & Cantarelli, 2018). Therefore, job descriptions and advertising materials that highlight how a dynamic future as a police officer fosters individual autonomy, professional development, and a supportive team environment, as well as the value proposition of serving the community as a police officer, maybe more impactful than those that highlight salary and benefits. In addition, these practices may attract applicants who have grit and are more likely to be motivated by the inherent nature and rewards of the job rather than extrinsic motivators (e.g., salary), leading to increased employee satisfaction, organizational citizenship behaviors, and retention over time (Bellé & Cantarelli, 2018; Southwick et al., 2019).	Comment by Gilmore, Anzilla R: should this be included in our recommendations somewhere?	Comment by Rogers, Caitlin: Incorporated 
[bookmark: _Toc196226097]Prosocial Motivation
Prosocial motivation is the desire to benefit others without regard for personal gain or reward (Grant & Berg, 2012). It is a key determinant of job commitment, performance in high-stakes professions (e.g., law enforcement), and ethical decision-making (Grant & Berg, 2012; Schott et al., 2019). Employees who exhibit prosocial motivation more effectively detect errors, collaborate under pressure, and manage crises, which are critical in law enforcement (Vogus et al., 2014). 
Public misperception of police roles significantly challenges the sustainment of officer motivation and engagement over time. Officers' motivation to serve proactively diminishes when they perceive a disconnect between their professional identity and public perception (Patil & Lebel, 2019; Vough et al., 2013). Such role-based image discrepancies contribute to officer disengagement, lower job satisfaction, and attrition (Schott et al., 2019). 
Recruitment initiatives highlighting public service and the work's meaningful impact on others (i.e., relational job design) can help attract intrinsically motivated individuals to serve their communities (Batson, 2022; Grant, 2006). Recruitment strategies that leverage prosocial incentives also effectively attract service-oriented applicants. Referral programs that emphasize community service and social impact rather than financial rewards can improve the quality of applicants hired (Gershon, 2020; Shao et al., 2017). When the workplace climate reinforces prosocial behaviors, employee commitment and long-term job satisfaction are enhanced (Grizzle et al., 2009; Liao et al., 2022). Therefore, incorporating prosocial messaging and screening for prosocial motivation helps recruit high-quality applicants and ensure applicant alignment with the service-oriented demands of a long-term career in policing. 
[bookmark: _Toc196226098]Public Service Motivation
Public service motivation (PSM) predicts public sector career interest, including law enforcement (Breaugh et al., 2018; Perry, 1997; Perry & Wise, 1990; White et al., 2024; Wright et al., 2017). PSM refers to the intrinsic desire to contribute to the public good through work due to a belief in the value of service, a sense of civic duty or obligation, altruism, and identification with the organization's mission. Psychological assessments that integrate PSM measurement may help enhance recruitment efforts by identifying applicants well-suited for careers in policing (Wright et al., 2017). 	Comment by Rogers, Caitlin: Yes. Verified with source material and corrected.	Comment by Editor: Should this be 2024?
Public service motivation provides a lens for evaluating recruitment efforts and framing recruitment messaging. Criminal justice students and individuals with high PSM are attracted to careers in policing because it is mission-driven, provides opportunities to make societal impacts, and corresponds to their perception of a 'good career fit' (Piatak & Holt, 2020; Schuck, 2021; White et al., 2024). Recruitment messaging emphasizing community service and public safety impact is more effective than highlighting extrinsic benefits such as salary and benefits (Linos, 2018; Piatak & Holt, 2021). 
Job satisfaction and long-term retention are improved when an officer's intrinsic motivation is aligned with the organizational culture (White et al., 2022). Officers with high PSM experience greater job satisfaction when their values align with their department's mission. Poor 'person-environment fit' contributes to dissatisfaction and increased turnover (Prysmaova & Vandenabeele, 2020). Organizational support and leadership mediate this relationship, helping sustain officer motivation and mitigate burnout in the force (Moynihan & Pandey, 2007; Songze et al., 2024). Departments that foster positive work environments, mentorship, and career development are more likely to retain officers with high PSM (Houston, 2000; Ward, 2019). Additionally, organizational interventions such as structured onboarding programs and community engagement initiatives can reinforce PSM among newly recruited and seasoned officers (Christensen et al., 2017). 
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This theory explains how individuals categorize themselves into various social groups, creating a
sense of identity based on group membership. The theory posits that individuals strive for a
positive self-image, which is influenced by their group membership. The desire to achieve and
maintain a favorable social identity can lead to in-group and out-group conduct, which have an
impact on behaviors and attitudes within and between groups.
Identity building refers to how individuals begin to see themselves as members of a particular profession or group. This process often starts in the training academy and continues through early field experiences as recruits internalize the values, behaviors, and expectations modeled by their mentors and peers (Chan, 2013). Identity building is foundational to professional socialization and helps shape recruits' sense of purpose, belonging, and commitment to the department's mission. The following sections explore how BRPD's structures and practices influence identity formation and affect a recruit's integration into the department through the lens of social identity theory and organizational support theory. 
[bookmark: _Toc196226100]Social Identity Theory
The formation of identity based on group membership, or social identity, may begin during the training or apprenticeship period. It can significantly impact the integration and performance of a recruit in a law enforcement agency. During apprenticeship, leaders help foster a sense of identity and belonging and set the tone for what it means to become a full member of the community (Chan, 2013), ultimately influencing the perceptions and behaviors of new members. Feelings of belonging and disconnection can significantly impact police officers' behavior (Allen et al., 2021) and social self-representation (Pardede et al., 2021). A sense of belonging affects police officers' feelings of support and connection, essential for effective teamwork and law enforcement mission fulfillment (Filstad, 2022). However, there is a crucial distinction between group membership and group belonging in law enforcement. While membership refers to being a part of an organization or unit, belonging involves feeling accepted, valued, and connected within that group. Belonging is the emotional and psychological affirmation of membership—and it correlates with better mental health outcomes and psychological resilience (Newman et al., 2007), thereby improving force readiness. These insights indicate that an effective recruitment strategy may emphasize a cohesive, supportive, and inclusive organizational culture (Newman et al., 2007; Pardede, Gausel & Høie, 2021). 	Comment by Editor: This reference wasn’t in the references list.	Comment by Gilmore, Anzilla R: Correct in text citation	Comment by Editor: Maybe clarify what the distinction is just in general?	Comment by Gilmore, Anzilla R: done
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Organizational Support Theory (Eisenberger et al., 1986) considers the employee-employer relationship from the employee's vantage point. It examines how the organization's treatment of the employee affects their well-being in the workplace. Employees' perception of the degree to which the organization values their contributions and cares about them influences their workplace outcomes and behaviors, such as job satisfaction, commitment to the organization's success, and recruitment. 
Perceived Organizational Support (POS) is critical to job satisfaction and retention. Employees who feel supported by their organization are more likely to exhibit positive attitudes toward their job, including a greater willingness to recruit new members. POS increases affective commitment through favorable work conditions, which decreases employee withdrawal behaviors (Rhoades et al., 2001). Employees often attribute the supportiveness of their supervisors to the organization, suggesting that supervisors have an outsized influence on employees' perceptions of organizational support (Shanock & Eisenberger, 2006). Similarly, perceptions of the organization's control over job conditions significantly impact overall job satisfaction (Eisenberger et al., 1997). Perceptions of fairness, or procedural justice, positively influence POS, enhancing organizational citizenship behaviors (Moorman et al., 1998), including recruitment efforts.	Comment by Rogers, Caitlin: added additional information from capstone portfolio	Comment by Gilmore, Anzilla R: Looks good
Among law enforcement officers, POS is negatively related to turnover, though this finding varied based on socioemotional needs (Armeli et al., 1998). Officers with strong socioemotional needs exhibited a positive relationship between POS and performance, suggesting that tailoring support to individual needs can enhance job performance and satisfaction (Armeli et al., 1998). Further, improving organizational support and addressing work-life balance can improve job satisfaction and reduce turnover intentions (Sachau et al., 2012), aiding in the retention of current officers and attracting recruits.
Positive relationships between law enforcement and the community are vital for improving officer morale and recruitment. Research has found that law enforcement officers' perceptions of their relationship with the community significantly impact their job satisfaction and willingness to recruit new members (Barthelemy et al., 2018). Addressing issues of trust and support from the community can enhance recruitment efforts.	Comment by Rogers, Caitlin: verified with source material and corrected.	Comment by Editor: Year is 2018 in references list.
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Identity alignment describes the degree to which an individual's values, beliefs, and self-concept match the organization's values. In law enforcement, aligning a recruit's identity and the department's culture fosters emotional connection, job satisfaction, and commitment to long-term service. This alignment to the organization, often expressed as affective commitment, is a key predictor of retention and positive performance outcomes in policing (Mercurio, 2015). The alignment, engagement, and interpersonal connections with the people who comprise the organization, experienced as belonging, is critical for police officers who must be willing to back up and sacrifice for their fellow officers (Filstad, 2022; Medeiros, 2024). The following sections explore how BRPD's structures and practices influence identity formation and affect a recruit's integration into the department through a review of affective commitment and belonging. 
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Affective commitment, an individual's sense of emotional attachment to a group or organization, is a key factor in recruitment and retention (Mercurio, 2015; Rhoades et al., 2001; Winston, 2022; Zanini et al., 2024). The alignment of self with the organization is related to an individual's desire to stay with an organization, contribute, and believe in the organization's values. Affective commitment is a key predictor of employee retention, performance, and organizational citizenship behaviors.
Effective recruitment begins with perceived alignment between organizational branding and prospective officers' values. Positive organizational branding shapes realistic job expectations and aligns the recruit's values with the agency's mission, which enhances organizational commitment (Winston, 2022). Recruitment methods, including social media and online job platforms, appeal to diverse candidates and expand the pool of candidates reached (Wilson et al., 2010). Recruits who perceive that the agency is a good cultural match for them (i.e., person-organization fit) are more likely to develop long-term commitment (Dineen et al., 2002), which may play a critical role in completing the police academy and field training, and entry into a career as a police officer. 
The training period is critical for cultivating affective commitment in a new officer. Structured socialization tactics, such as mentoring and role modeling, foster belonging and increase affective commitment (Simosi, 2010). A sense of psychological safety during training mitigates operational stress, enhances the new officer's confidence, and improves retention (Zanini et al., 2024). Officers are particularly vulnerable to turnover during early career stages. Structured onboarding and training programs can reduce uncertainty and align expectations to solidify the recruit's commitment during the early career stages when they are particularly vulnerable to turnover (McElroy & Wardlow, 1999). During this period, supportive leadership and positive leader-member exchanges reinforce commitment and foster emotional attachment to the organization (Robert & Vandenberghe, 2021). 
Meaningfully addressing job-related stress and promoting work-life balance help sustain long-term commitment during training and throughout an officer's career. Operational stress negatively impacts officers' emotional connection to their department; however, perceived psychological safety can help buffer this effect by improving overall employee well-being (Zanini et al., 2024). Supportive supervisory practices, clear role expectations, and a culture of fairness and recognition help mitigate burnout, enhance job satisfaction, and sustain affective commitment (Moon & Johnson, 2012; Kim, 2014). Prioritizing organizational branding, comprehensive onboarding and training, supportive leadership, and stress management may help attract and retain officers deeply committed to the profession.
[bookmark: _Toc196226104]Belonging
Belonging occurs when a member feels accepted and connected to others, perceiving themselves as an essential part of a group. This sense of belonging fosters feelings of support and connection within an organization, leading to positive behaviors and improved teamwork (Allen et al., 2021; Filstad, 2022). In law enforcement, belonging is often expressed through the symbolism of the "thin blue line," which reflects a deeply internalized identity tied to duty, loyalty, and mutual protection (Zacarese, 2017). This metaphor symbolizes separation from the community and a bond that unites officers through shared risk, hardship, and responsibility when faced with life-threatening or traumatic scenarios (Paoline & Terrill, 2005).	Comment by Rogers, Caitlin: I just added this portion. Are you okay with it?	Comment by Gilmore, Anzilla R: OK!  I added a citation.  (Paoline & Terrill 2005).
Research exploring psychological kinship among police officers, particularly those with military backgrounds, suggests that this sense of belonging is deeply personal and social. Shared traumatic experiences can forge intense affective bonds and a perception of fellow officers as “family” (Medeiros, 2024). Such bonds emerge through spatial proximity and identity fusion, where officers who experience danger and hardship together develop enduring trust and emotional connections. When compared to the military’s ultra-social structure, the solitary nature of policing can limit these opportunities for sustained psychological proximity, resulting in more contingent or fragmented forms of camaraderie among police officers (Medeiros, 2024). Nevertheless, many officers describe a powerful connection and belonging to the thin blue line, which symbolizes the barrier between chaos and order. According to Zacarese (2017), it represents the quiet resolve of officers who serve amidst adversity, trauma, and public scrutiny while relying on each other for survival and emotional support. 
However, gaps in current research regarding belonging in law enforcement require further exploration. For example, the impact of internal belonging within law enforcement on community relations is not yet well understood (Filstad, 2022). It is crucial to bridge the gaps between different areas of belonging research to effectively advance and utilize the concept of belonging as a practical recruitment tool in law enforcement (Allen et al., 2021).
The literature reviewed emphasizes that effective recruitment in law enforcement 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. Research highlights the importance of fostering a sense of belonging and emphasizing public service motivation to attract and retain high-quality applicants. Moreover, refining the hiring process to ensure fairness and transparency can build trust and promote long-term commitment among recruits. 
[bookmark: _Toc196226105]Conceptual framework	Comment by Editor: In general, a conceptual framework is built based on the lit review; therefore, it makes more sense to move it here following the review. I’ve also moved the description you began the lit review with to here. I think this improves the flow and leads in to your actual framework and questions.	Comment by Gilmore, Anzilla R: If seems redundant listening to it.  But the redundancy might be necessary.  Thoughts?
The conceptual framework for this study provided a structured approach to link theory and practice, guiding the project's design, analysis, and interpretation. It draws from psychological and organizational theories, such as Self-Determination Theory, Prosocial and Public Service Motivation, Social Identity Theory, Affective Commitment, Belonging, and Organizational Support Theory, to examine how departmental culture, motivation, and perceived support impact recruitment.	Comment by Gilmore, Anzilla R: I added this section to introduce the framework.  With this, I think we can delete the last sentence on the section above.  	Comment by Rogers, Caitlin: reviewed and I agree. I deleted the last sentence in the paragraph above.
Self-determination theory posits that recruits will likely be drawn to positions that emphasize autonomy, competence, and belonging (Ryan & Deci, 2000). Video content that promotes inclusivity and representation has been shown to enhance women's perceptions of law enforcement careers (Taniguchi, 2023). Furthermore, targeted outreach to underrepresented communities can improve recruitment outcomes (White et al., 2022). Communicating a commitment to procedural justice—characterized by fairness, consistency, transparency, and impartiality (Brown et al., 2010)—in recruitment messaging through both digital and physical channels (e.g., social media and newspaper ads) can attract recruits who value integrity in law enforcement (Hollis & Novak, 2017).
Public service motivation and prosocial motivation theories indicate that many recruits are drawn to policing due to an intrinsic desire to serve their communities and contribute to the greater good (Breaugh et al., 2018; Grant & Berg, 2012). Tailoring recruitment strategies to emphasize these aspects of service orientation can help departments attract candidates aligned with law enforcement's mission.
Streamlining recruiting and hiring procedures to minimize administrative burdens also improves applicant retention (Linos & Riesch, 2019). By screening for intrinsic motivation factors, such as public service motivation and a commitment to fairness, departments can refine their selection process to identify recruits who align with their values (Wright et al., 2017). This tailored approach helps ensure that recruits are well-suited for the rigors of the job and share the departmental values of fairness and integrity (Smith et al., 2005; Hollis & Novak, 2017). 
Another significant concept in police recruitment theory revolves around community relationships. Research suggests that positive interactions between law enforcement and the community they serve enhance officer morale and recruitment efforts. Officers' perceptions of their relationships with the community significantly influence their job satisfaction and willingness to recruit new members (Barthelemy et al., 2018). In light of high-profile incidents involving police violence, many recruits now emphasize their desire to assist the community and ensure justice (Hollis & Novak, 2017). Addressing issues of trust and community support can enhance recruitment initiatives. Moreover, research indicates that departments promoting a culture of inclusivity and social identity can improve officer retention. Recruits who experience a sense of belonging in their workplace are more inclined to remain committed to their roles (Allen et al., 2021; Filstad, 2022).
Finally, implementing a comprehensive evaluation approach that includes psychological assessments and thorough background checks can enhance the quality of hiring decisions and candidate 'fit' for the demands of a career in law enforcement (Smith et al., 2005). These efforts aim to foster a more competent and resilient police force over time. 
Law enforcement recruitment is a multistage process faced with complex problems connected to several conceptual theories. The BRPD's recruitment process begins with pre-employment screening, a phase this study suggests is impacted by motivational alignment theories. Screening is followed by the BTA and field training, which we posit are affected by organizational culture and climate theories. Figure 3 illustrates the complete conceptual framework through the recruiting process with an end goal of sustained recruitment.Figure 3. Conceptual Framework. The project’s conceptual framework sought to leverage academic theories relevant to successfully connecting with and integrating new applicants to the department’s culture to sustain recruitment at BRPD.




[bookmark: _Toc196226106]Project and Research Questions

This project aimed to develop research-based recommendations within BRPD's scope of influence.
[bookmark: _Toc196226107]Project Question
To effectively tackle the problem of practice, we conducted a mixed-methods study to answer a critical question:
What internal strategies can the BRPD leverage to effectively transform recruitment? 
[bookmark: _Toc196226108]Research Questions
Based on the problem of practice, the literature review, and the conceptual framework, six research questions (Q1–Q6) were developed to address the main project question.
Q1. What motivates recruits to join BRPD?
Q2. How do recruits' motivations and expectations align with BRPD's culture?
Research questions one and two, drawn from our conceptual framework, are essential to explore as we seek to understand the current generation of recruits and how they do or do not align with the BRPD force. Answering question one provides BRPD recruiters with important insights about how recruitment efforts, messaging, and initiatives may be most effective in reaching and connecting with potential applicants. Question two seeks to understand how recruits' motivations and expectations align with BRPD's culture and how the academy and field training experiences orient recruits and new officers with the organizational culture and values. Understanding alignment is critical to supporting the organization's training and retention of new members. 
Q3. How might public engagement and sentiment impact recruiting?
Q4. How might department sentiment impact recruiting?
Research questions three and four focus on officers' perceptions of community and departmental support and how affective commitment to BRPD may impact officers' willingness to engage in voluntary recruitment initiatives and positively promote the department to potential applicants. These research questions help provide context for the project question by situating the recruitment crisis within the impacted community and department. By understanding the internal and external dynamics that affect recruitment, we can provide targeted recommendations that are within BRPD's sphere of control to implement. 
Q5. How do BRPD's recruiting processes and strategies compare to national recommendations?
Law enforcement industry literature provides ample lessons learned and positive proof points from other police departments in the United States. Answering question five offers actionable insights to the BRPD recruitment team about their recruitment processes and strategies. It provides ideas for the refinement of current practices and the addition of new recruiting methods.
Q6. What opportunities may exist to broaden the pool of applicants for BRPD?
By evaluating current policies, practices, and responsibilities, answering question six provides the BRPD recruitment and leadership teams with practical, internal actions that the department can take to expand the applicant pool, connect with additional candidates, and improve recruitment outcomes.

[bookmark: _Toc196226109]Methodology 

For this study, five primary groups of project stakeholders were identified. They included BRPD officers, civilian employees, the recruitment team, command staff (leadership), and the recruits. We primarily focused on collecting feedback on the experiences, job satisfaction, perceptions of organizational support, sense of belonging, and organizational citizenship behaviors (e.g., word-of-mouth recruiting) of two of those groups of stakeholders: BRPD officers and future officers. 	Comment by Editor: I copied this paragraph on stakeholders from the Introduction to here, where it serves as a nice introduction to your methodology section.	Comment by Gilmore, Anzilla R: Perfect.	Comment by Gilmore, Anzilla R: Is it recruits or candidates?general	Comment by Editor: I’ve tried to change all general references to recruits. 	Comment by Gilmore, Anzilla R: Perfect
[bookmark: _Toc196226110]Participants	Comment by Editor: I created this new section called Participants to cover the selection and recruitment of participants. Some of the verbiage can probably be simplified or deleted to reduce redundancy and wordiness.	Comment by Gilmore, Anzilla R: ok
Letters of cooperation were emailed to the BRPD to authorize the project and to access data and personnel for interviews and surveys. The letters requested permission to interview Baton Rouge police officers, probationary police officers, field trainees, and applicants during the Fall 2024 semester as part of a study on BRPD recruiting by Vanderbilt University researchers. Two representatives from BRPD’s leadership team signed the letters of cooperation before the project began. See Appendix A for the letter of cooperation template provided to the BRPD department.	Comment by Editor: Should this be applicants? Or did you only talk to trainees and probationary police officers?	Comment by Gilmore, Anzilla R: We requested permission to connect with all of these populations, including applicants.  	Comment by Editor: I’m not clear on who these are. Maybe clarify.	Comment by Gilmore, Anzilla R: Change “Two BRPD representatives” to “Two representatives from BRPD’s leadership team”
Purposive and convenience sampling were employed for recruitment and training surveys and interviews. BRPD leadership sent emails on behalf of the investigators to current officers, probationary officers, trainees, applicants, and individuals who had withdrawn from the academy, inviting them to participate in a doctoral study on BRPD recruiting. This recruitment approach represented individuals' direct experiences and perspectives from each BRPD hiring and onboarding process stage. The emails included information about the study's purpose, confidentiality measures, and a link to participate. See Appendix B for templates of the emails provided to the BRPD and disseminated to the potential participants. Participants could withdraw from the study by choosing not to complete the surveys or questionnaires or declining to proceed with the interview recording.	Comment by Editor: This paragraph and the next may be redundant. Consider smoothing out the flow of these two paragraphs.	Comment by Gilmore, Anzilla R: Re-written to combine the two paragraphs into one.  
Convenience sampling was employed for the organizational climate survey. The voluntary survey was distributed via email by BRPD leadership and the recruitment team to all current BRPD police officers and recruits, respectively, using an introduction provided by the investigators. The survey included a brief study overview, including its objectives and confidentiality measures. Two reminder emails encouraging participation were sent to each survey group by the same individual who sent the original invitation from the BRPD. 	Comment by Editor: Should this be the recruitment team? Edit OK?	Comment by Gilmore, Anzilla R: OK
[bookmark: _Toc196226111]Project Design
For this study, we used a mixed-methods study design to understand better the path a potential recruit takes to join the BRPD. Using this approach, we sought to understand the motivations and expectations of individuals interested in joining law enforcement and their alignment with the cultural realities of the department. To answer our research questions, we collected four types of data: institutional data, e.g., recruitment statistics, internal survey reports, and citizen survey responses; a departmental climate survey; qualitative interviews; and questionnaire data. 	Comment by Editor: Should this be four?	Comment by Rogers, Caitlin: yes
Table 1 below maps out the focused research questions used to inform the project question, the data needed to answer each research question, and the data collection method(s) used for each.
Table 1. Data Needed and Collection Methods Planned to Address Each Research Question.	Comment by Editor: This table may need to be updated to reflect BRPD’s terminology for recruits/applicants/etc. I don’t want to mess up the table, as I’m not sure exactly who each of these groups were.	Comment by Rogers, Caitlin: I believe I got all of these. please double check me	Comment by Gilmore, Anzilla R: Looks good to me
	Research Question
	Data Needed
	Collection Method

	What motivates recruits to join BRPD?
	Generated data from trainees at BRPD disclosing their motivations for applying
	Qualitative questionnaires

	How do recruit motivations and expectations align with BRPD's culture?
	Generated data from trainees, probationary officers, and seasoned officers at BRPD disclosing their motivations for applying
Generated data from applicants providing their expectations and motivations and from seasoned officers providing their perspective on the organizational realities
	Qualitative interviews, qualitative questionnaires, and climate surveys

	How might public engagement and sentiment impact recruiting?
	Internal constraints (budget, staff availability, department policies), external constraints (city policies, city administrative support), and community perception
	Interviews, data requests for Citizen Survey, Baton Rouge policy search, public records requests, review local news  	Comment by Garcia, Rafael: I believe this would be strengthened with a few sentences unpacking this. 	Comment by Rogers, Caitlin: Should we update this to reflect our newly written RQs instead?	Comment by anzillagilmore@gmail.com: include narrative on research questions to introduce this chart and update the chart.  

	How might department sentiment impact recruiting?
	Officer sentiment and affective commitment
Voluntary recruitment behaviors of BRPD officers
Generated data from BRPD officers about how they would advise a potentially interested applicant
	Qualitative interviews, questionnaires, and climate surveys

	How do BRPD's recruiting processes and strategies compare to national recommendations?
	List of current strategies from the recruiting team
Insights into existing successful internal practices, feedback from current officers, and comparative data from other departments
	Institutional data

	What opportunities may exist to broaden the pool of applicants for BRPD?
	Recommendations from trainees, probationary officers, and seasoned officers
	Qualitative interviews and questionnaires



For this study, understanding the experience of prospective new employees at the BRPD at various stages of the onboarding process—completing the pre-employment screening process, entering the police academy, completing the police academy, and engaging in field training—was critical. An actual longitudinal study was not possible due to the time constraints of this project. However, data was collected across each of the stages to provide insight into the hiring and training experience of new employees, even though a single cohort was not followed through the entire process. 
The 93rd BTA class members were studied both as applicants before basic training and again via questionnaires when they entered the academy. Information was gathered from the 92nd BTA class members shortly after graduation while they were in field training. Additionally, data was collected from seasoned officers who had completed field training either recently or in the past but who were not part of the 92nd or 93rd BTA. This approach ensured a broad understanding of BRPD recruiting and training experiences across different stages in the process.	Comment by Editor: I’ve referred to the 93rd BTA class as trainees throughout. Edit OK?	Comment by Gilmore, Anzilla R: OK	Comment by Editor: I’ve referred to the 92nd class as probationary police officers throughout. Edit OK?	Comment by Gilmore, Anzilla R: OK
Finally, a climate survey was administered to current BRPD police officers. The purpose of the survey was to comprehensively analyze department-specific attributes, which were then compared with applicants’ expectations and practices. That alignment contributes to the recruitment and retention of police officers through the onboarding process. 	Comment by Editor: The original sentence was quite complex and confusing, so I’ve broken it down into two sentences for clarity.	Comment by Gilmore, Anzilla R: OK
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We developed a data analysis matrix (see Appendix C) to map out the different data sources, collection methods, and analysis techniques used for this project. It outlined key research questions related to BRPD's recruitment and training strategies and identified indicators such as alignment with national best practices, recruit perceptions of organizational culture, and reasons for voluntary departures. Data sources included archival records, policy documents, and literature reviews in addition to generated data sources (surveys, questionnaires, and qualitative interviews) to capture insights from BRPD applicants, trainees, probationary police officers (recent BTA graduates), and officers. Collection methods ranged from document reviews to electronic surveys and structured interviews. Analysis procedures combined qualitative comparisons of BRPD's policies with industry standards and quantitative assessments of recruitment outcomes and retention trends. This structured approach ensured that findings were based on statistical data and firsthand insights, comprehensively evaluating BRPD's recruitment efforts.	Comment by Editor: I reordered the appendices to follow the order in which they’re referred to in the text.	Comment by Editor: What about trainees? In other words, should this be BTA trainees and probationary police officers?	Comment by Gilmore, Anzilla R: Added probationary police officers and put recent BTA graduates in parenthesis.  I am not sure anyone will know what a probationary officer is.   	Comment by Rogers, Caitlin: reworked this sentence for clarity
[bookmark: _heading=h.3fwokq0][bookmark: _Toc196226113]Institutional Data
We began with a formal request to the BRPD for existing recruiting data to understand BRPD's current recruiting processes, timelines, trends, and effectiveness. This foundational information helped identify gaps in BRPD's processes and opportunities for improvement. Our initial request drove subsequent requests for additional information, the analysis of which informed the development of interview questions. The following information was obtained from the BRPD:
Recruiting duration (from application start to sworn officer / basic timeline)
Start and end dates for current and future academy classes
Start and end dates for field training for recent academy graduates
Start and end dates for the transfer (POST/Lateral) training class
Statistics on the current academy and information on those who left the class
Statistics for the BRPD recruiting classes over the last decade (or further back if the records were available)
Recruiting website statistics (number of visitors to the site, number of unique visitors, click-through rates, applications started and finished)
Any information on the BRPD recruiting philosophy, policy, and strategy
Any recruitment materials (documents, videos)
Any information on things BRPD has considered changing in its recruiting process
Citizen satisfaction survey responses
Department demographics
[bookmark: _Toc196226114]Climate Survey
We distributed a 50-item organizational climate survey to applicants, probationary police officers, and sworn police officers at the BRPD (see Appendix D). The survey was designed to provide baseline information on current and future officers' motivational alignment, shed light on the departmental view of BRPD's culture and climate, and provide insight into how alignment and departmental climate may impact recruitment efforts.	Comment by Editor: Should this be trainees or recruits?	Comment by Rogers, Caitlin: no
The survey consisted of 42 items directly linked to the conceptual framework guiding this study, assessing public sector motivation, prosocial motivation, affective commitment, social identification, and belonging. The survey items incorporate the following validated measures: the Prosocial and Public Service Motivation Survey (Ritz et al., 2020), Affective Commitment Survey (Mowday et al., 1979), Group Identification Scale (Hinkle et al., 1989), and Perceived Cohesion Scale (Bollen & Hoyle, 1990). Additionally, we included eight questions previously asked in BRPD departmental surveys that interest the BRPD. 	Comment by Editor: This reference isn’t in the references list.	Comment by Gilmore, Anzilla R: added
The climate survey was prepared using Google Forms. To administer the survey, the BRPD disseminated it to probationary and seasoned officers through the BRPD departmental server using a recruitment email we provided. In addition, the BRPD recruiting team disseminated the survey in a separate recruitment email that was provided to police applicants in the pre-employment screening process. At the time of dissemination, the 92nd BTA probationary officer survey link was inadvertently sent by the BRPD to all officers, resulting in an initial influx of responses that exceeded the number of those who had recently graduated from the academy. The email was quickly recalled, and the survey was redistributed with additional demographic filters to ensure responses used for BTA probationary officers were not polluted with other responses. The need to filter the climate survey data for those groups to exclude responses received in error introduced the risk of errors in the dataset. It also potentially limited the validity of the conclusions drawn when comparing the insights of sworn officers and officer applicants to the responses of probationary officers at BRPD. 	Comment by Editor: Should this be trainees and probationary officers?	Comment by Rogers, Caitlin: no
The climate survey was sent to 51 officer applicants, 12 BTA trainees and probationary officers, and 668 sworn officers. In total, 163 individuals completed the survey, resulting in a response rate of approximately 22%. Of the 163 respondents, 12 were officer applicants, and 145 were sworn officers.  Six respondents were members of the 92nd BTA or 16th LA or officers in field training, also known as probationary officers. These six respondents were among those potentially included in error due to the initial survey distribution issue and were therefore excluded from the final dataset. (see Figure 4).  	Comment by Editor: Were they applicants, trainees, or probationary police officers?	Comment by Gilmore, Anzilla R: These were applicants.  Figure 4. Climate Survey Process and Population Coverage, Response Rates, and Sample Sizes. 

The majority of the 145 sworn officers who responded to the survey were between the ages of 35–44 (34.7%) and 45–54 (34%), with 16% aged 18–25 and 6.9% aged 55–64. The most common education level reported was "some college" at 34.7%; 6.9% held an associate degree, 23.6% had bachelor’s degrees, 6.9% had master's degrees, and 16% were high school graduates or held a GED. A small percentage, 1.4%, of respondents reported a disability. Most respondents were male (77.8%), 10.4% were female, and 1.4% identified as non-binary or third gender. This distribution differs slightly from the department's overall gender makeup, in which approximately 11.8% of sworn personnel are women (see Figure 5). 	Comment by Editor: Inserted reference to figure and switched the two figures below to be in same order as discussion.
Figure 5. Climate Survey gender of all sworn officers compared to gender of all respondents to the survey



With respect to race, 45.8% of survey respondents identified as White, while 34% identified as Black. This racial breakdown varies from the department's composition, which includes 51.1% White officers and 45.8% Black officers (see Figure 6). Other racial identities among respondents included Hispanic or Latino (0.7%), Asian (0.7%), and other (2.8%), which is lower than the 1.1% of Asian officers and 2.0% of Hispanic officers in the department.

Figure 6. Climate Survey race of all sworn officers compared to race of all respondents to the survey



The majority of the 12 officer applicants that responded to the survey were between the ages of 18–24 (41.7%), followed by 25–34 (33.3%) and 35–44 (25%). Half of the respondents were male, while the remaining half were female. The largest racial group among officer applicant respondents was Black or African American, making up 75%, while 25% identified as White. The most reported education level was "some college" at 50%, followed by high school graduates or those with a GED at 33.3%, and 16.7% holding a bachelor’s degree. None of the officer applicants reported having a disability.	Comment by Editor: What about the 6 trainees/probationary police officers?	Comment by Gilmore, Anzilla R: I added the two sentences to answer this question above the Figure 4.  Thoughts?	Comment by Rogers, Caitlin: i like the addition
[bookmark: _Toc196226115]Semi-Structured Qualitative Interviews 
We conducted qualitative interviews to investigate the motivation for becoming a police officer and joining the BRPD. In addition, the interviews allowed us to gain further insights into the recruiting process from varying perspectives. The BRPD leadership disseminated a request for interviews through the departmental email using a recruitment letter we provided to a subset of BTA graduates, LA graduates, recruiting team members, academy instructors, FTOs, and seasoned BRPD police officers. We sought 3-5 participants for each participant group; however, we only received 15 responses and completed 13 total qualitative interviews. The 13 interviewees included BRPD leadership, seasoned officers, probationary officers (recent BTA graduates), academy officers, recruiting team members, and field training officers.  	Comment by Editor: Maybe verify exactly who got the interviews, i.e., trainees? Probationary officers? Etc.?	Comment by Gilmore, Anzilla R: done
We conducted semi-structured virtual interviews with each participant via Zoom, using Zoom's AI notetaking and transcription tools. In each interview, one of the researchers asked eight to ten initial questions, six potential follow-up questions, and six questions that were explicitly asked of officers who had served long enough to have witnessed the change in recruiting over the past 20 years. (See Appendix E for the qualitative interview protocols.) The other researcher observed each interview, took contemporaneous notes, and prepared post-interview memos using a pre-prepared memo template (see Appendix F) aligned with the conceptual frame. Both researchers asked probing questions throughout the interview as appropriate. 
Participants included twelve sworn officers and one administrative member of the recruiting team. Interviewees were representative of five distinct populations connected with officer recruitment. The populations included 92nd BTA probationary officers (2), Recruiting Team Members (two officers and one administrative member), Academy Instructors (1), FTOs (3), and Seasoned Officers (4). See Figure 7.
Figure 7. Qualitative Interview Process and Population Coverage and Sample Sizes.

[bookmark: _Toc196226116]Qualitative Questionnaires 
To save time during each interview and to ensure the correct interview protocol was used, we prepared and disseminated a 10-item pre-interview demographic questionnaire to all 13 interview respondents through email. All 13 of the qualitative interview participants responded to the demographic questionnaire. Responses were incorporated into the qualitative interview analysis. (See Appendix G for the qualitative questionnaires.)	Comment by Editor: Should this be 13?	Comment by Rogers, Caitlin: yes, fixed.
Due to the iterative nature of the project, we prepared and disseminated an 8-item follow-up questionnaire to the 13 interviewees via email. Nine responses were received and incorporated into the qualitative interview analysis.
A 7-item qualitative questionnaire to understand the experiences of new entrants to the police academy was prepared using Google Forms. To implement the survey, BRPD leadership disseminated it to the 10 trainees at the end of their first week of the 93rd BTA through the BRPD departmental email using a recruitment email we provided. According to the BRPD, the trainees were provided time to complete the survey if they chose to do so. All 10 trainees completed the questionnaire. See Figure 8.
Figure 8. Qualitative Questionnaire Process and Population Coverage and Sample Sizes.

Finally, a 9-item qualitative questionnaire was prepared in Google Forms to understand better the experiences of individuals who withdrew from the 92nd BTA, 93rd BTA, or 16th LA. To implement the survey, the BRPD recruitment team disseminated the survey to the individuals who withdrew from the recent academies using our recruitment email. No responses were received; therefore, no analysis could be performed, nor could insights be gained from those who withdrew.
[bookmark: _Toc196226117]Triangulation
Triangulation of results from the multiple data collection methods began with institutional recruitment data. A baseline understanding of the problem was developed by reviewing critical recruitment and withdrawal statistics and literature on the connections between organizational climate and recruitment. Climate survey responses and interview insights provided context and insight into the institutional recruitment data.  	Comment by Rogers, Caitlin: huh. this seemed redundant to me when I re-read it. I simplified it and changed “existing data” to “institutional recruitment data.” Please see if this reads more accurately now.	Comment by Gilmore, Anzilla R: I like it.  I changed color to insight.  	Comment by Gilmore, Anzilla R: What existing data?
Initial concerns about the analysis included missing existing data that could help respond to the research question, low overall response rates to the survey or differential response rates between populations, and difficulties getting individuals who withdrew from the academy to participate. Mitigating concerns about missing data included identifying missing data early in the process, understanding what other supplementary data might be available in the place of the missing data, and asking for that information. Two reminders were sent to the surveyed populations to ensure an acceptable response rate. Response rates were also monitored in real-time to determine if changes needed to be made or incentives needed to be offered to get responses. Methods to address difficulties in getting those who withdrew from the academy included sending personalized invitations to participate.
[bookmark: _Toc196226118]Project Timeline
Initial exploratory discussions between the BRPD and the investigators shaping the project's focus began in the summer of 2024. The project followed a structured data collection and analysis timeline over eight months, from September 2024 to April 2025 (see Appendix H). In September 2024, a research framework was established, along with a project question and research questions that aligned data collection with the project's objectives. In October, a detailed data collection plan was created, including submitting necessary approvals to the Institutional Review Board (IRB). Organizational data was collected during this month. Qualitative interviews were conducted throughout November with various populations across the BRPD. 
In December, the focus shifted to data cleanup, review, and analysis of the information provided by the BRPD. Questionnaires were distributed to the 93rd BTA trainees in January 2025. The team analyzed the collected data throughout January and February, synthesizing the findings into a structured capstone white paper. The project culminated in March and April 2025 with a final review and presentation of key insights to the university and BRPD leadership. 	Comment by Editor: Trainees?	Comment by Gilmore, Anzilla R: Trainees.  

	Comment by Editor: I moved this section to the beginning of the chapter on institutional data analysis.	Comment by Editor: I moved this section to the beginning of the chapter analyzing the motivation and identity of recruits.	Comment by Editor: I moved this section to the beginning of the chapter on the analysis of motivation and identity.	Comment by Editor: I moved this section to the beginning of the chapter on the analysis of motivation and identity.	Comment by Editor: This section was moved to the Limitations section in the conclusion, chapter X, where it flows more smoothly.	Comment by Editor: I moved this paragraph to the beginning of the Analysis chapter.
[bookmark: _Toc196226119]Analysis of Motivation and Identity

In our survey analysis, we focused on understanding trends in all responses and differences in the responses between the three populations—sworn officers, probationary officers, and officer applicants. We performed a descriptive analysis of the percentages of responses for each option for all officers, a comparative analysis of responses from each population, and a comparative analysis of responses to each question.	Comment by Editor: I moved this entire section to follow the 7 theory discussion, as it seems to flow better there.	Comment by Editor: I would try to integrate these 3 paragraphs explaining how you analyzed the survey,  interviews, and questionnaires.	Comment by Gilmore, Anzilla R: Thoughts?	Comment by Editor: Should this be trainees?	Comment by Rogers, Caitlin: no
With respect to the interviews, we generated transcripts using Zoom AI tools, which we then reviewed to correct any misunderstood or inaccurate transcriptions and remove any identifying information. We then conducted several analyses, coding themes, conducting a comparative analysis, synthesizing findings, and identifying the outlying responses. Based on the research questions and the conceptual framework, we developed thematic codes, which we applied to the interview transcripts using Taguette (see Appendix I for the code book). Specific themes were identified based on recurring ideas expressed by the interviewees as revealed through the analysis and comparison of the post-interview memos (see Appendix J for the cross-memo analysis). These themes were added to the codebook. The themes relevant to the research questions were considered when formulating recommendations for the BRPD. Finally, a comparative analysis was conducted within and across groups to determine differences between the five population groups. 	Comment by Editor: This list does not strictly correspond to the next paragraph. Consider aligning the two paragraphs more closely.	Comment by Rogers, Caitlin: fixed
Similar to the approach we employed for the semi-structured interviews, our analysis of the questionnaires included coding themes, conducting a comparative analysis, synthesizing findings, and identifying outlying responses for the 93rd BTA trainees. Each questionnaire response was exported from Google Forms to a word processing program, where any typographical errors were corrected. The thematic codes previously developed (see Appendix I) were applied to the questionnaire responses using Taguette. Finally, a comparative analysis was conducted within and across groups to determine differences between officers and trainees. The demographic and follow-up interview questionnaires were analyzed by adding the information to the post-interview memos for inclusion in the cross-memo analysis.	Comment by Editor: Should this be trainees and probationary officers?	Comment by Gilmore, Anzilla R: trainees
[bookmark: _Toc196226120]Motivational Alignment of Recruits
We conducted a comprehensive analysis of our qualitative climate survey to examine how the motivations of new members align with the broader motivations of officers within the organization. We also utilized insights from interviews and questionnaires to provide context and clarity to our findings. Furthermore, we aimed to assess how these motivations may evolve throughout the stages of recruitment, academy training, field training, and a career in law enforcement.
[bookmark: _Toc194759137][bookmark: _Toc194767084][bookmark: _Toc194767296][bookmark: _Toc194770589][bookmark: _Toc194770903][bookmark: _Toc194779426][bookmark: _Toc194808064][bookmark: _Toc194808661][bookmark: _Toc194809496][bookmark: _Toc194845708][bookmark: _Toc194845836][bookmark: _Toc194846917][bookmark: _Toc194847429][bookmark: _Toc194847578][bookmark: _Toc194847696][bookmark: _Toc194847813][bookmark: _Toc194847931][bookmark: _Toc194848049][bookmark: _Toc194848939][bookmark: _Toc194849493][bookmark: _Toc194849798][bookmark: _Toc194849922][bookmark: _Toc194850343][bookmark: _Toc194881962][bookmark: _Toc194891979][bookmark: _Toc194892098][bookmark: _Toc194923814][bookmark: _Toc194924352][bookmark: _Toc194924512][bookmark: _Toc194924631][bookmark: _Toc194924750][bookmark: _Toc194957609][bookmark: _Toc194958816][bookmark: _Toc194959051][bookmark: _Toc195569366][bookmark: _Toc195569520][bookmark: _Toc196226121]Self-Determination Theory	Comment by Editor: I moved these sections to follow the discussion of SDT and mimic the order of the theories in the literature review.
SDT explains what drives people to stay motivated and feel fulfilled. The theory suggests that people have three basic needs: feeling capable, in control of oneself, and connected to others. When these needs are met, people are more motivated and happier, but when they are not, motivation and engagement are reduced (Ryan & Deci, 2000). Eight of the questions in the climate survey focused on workplace culture, emphasizing trust, respect, diversity, open communication, confidence in leadership, recognition of employee contributions, job significance, and overall job satisfaction at the BRPD. In questionnaires and interviews, participants had the opportunity to relay their motivations for becoming a police officer and, if applicable, what they believe motivates new members.
Of the sworn BRPD officers in the dataset, 50.52% responded positively to survey questions that focused on self-determination theory. Interestingly, 19.91% responded negatively to the eight questions included in the survey. 	Comment by Editor: In general, a sentence should never be started with numerical numbers; instead, the numbers should be spelled out. Given that this percentage has hundredths, it would be difficult to write out the numbers. Therefore, I’ve switched the sentence around.
In contrast, 82% of the BRPD recruits in the dataset responded positively to survey questions that focused on self-determination theory, with no negative responses and 1.04% neutral responses to the eight questions. 
While not solicited in the climate survey, intrinsic motivation drove tenured officers (seasoned officers, FTOs, and the academy instructor) and 92nd BTA probationary officers alike to become police officers. For example, “I wanted to make something with my life” (FTO 2) and “I always had a passion and wanted to be a police officer ever since I was a kid” (FTO 3). 
Recruiting Team Members indicated that they see intrinsic motivation in applicants as a positive attribute. For example, “We give you three chances… to take the physical. And they come on the third time and pass the physical. We like to see that because that’s showing us that you really want to do this job” (Recruiting Team Member 1). Intrinsic motivation in the form of perseverance, resilience, and self-determination (the desire for competence, autonomy, and relatedness) is aligned with success in completing the police academy and field training, according to the training philosophy, as explained to the researchers. This sentiment was voiced by a recent 92nd BTA probationary officer when describing their experience in the academy, “I have to finish what I started.” When asked why police recruits do not complete the police academy or field training, multiple interviewees mentioned insufficient intrinsic motivation and a lack of aspects of self-determination theory. Individuals involved in training pointed to a lack of intrinsic motivation in individuals who do not complete the police academy. These feelings were voiced by Recruiting Team Member 1, “they don’t have the heart or the desire to endure that level of scrutiny or training.” 	Comment by Editor: Should be his or her.	Comment by Rogers, Caitlin: due to small population sizes and to protect confidentiality, Anzie and I are opting to keep “their” instead of “his” or “her” when referring to participants/respondents.
Intrinsic motivation (drive for inherent satisfaction) was identified as a motivator for half of the 93rd BTA trainees. For example, when asked what motivated them to apply to become police officers, trainees voiced intrinsic motivations such as, “I am following the goal that I set for myself” (93rd BTA Trainee 5) and “I felt that I was capable of doing more… and I felt that becoming a police officer would help reach and unlock that next level of my potential” (93rd BTA Trainee 10). 
When tenured officers were asked what they thought motivated new officers to apply, none pointed to intrinsic motivation. This response indicates that there may be a disconnect between police recruits (as evidenced by half of the 93rd BTA trainees self-reporting intrinsic motivation) and the perception of them by established officers. However, Academy Officer 1 described how critical intrinsic motivation is for new officers:
I can’t really teach you how to have the mindset to go into a house knowing that you may not come out. Or for you to step in front of an innocent civilian and put your life on the line to protect them even though you don’t know them. I can’t teach you or encourage you to do that if some of that desire or willingness is not already there.
All project participants were asked what advice they would give to a friend or family member considering joining BRPD as a police officer. Most questionnaire respondents and interview participants indicated that participants needed to evaluate their internal motivation to see if they had it in their “heart” to become a police officer. For instance, recruiting team members said, “It’s just gotta be in your heart” (Recruiting Team Member 1) and “examine their heart to see if this is something they want to do because they have to be doing it for the right reasons and the calling” (Recruiting Team Member 2).
As evidenced by the qualitative questionnaire and interviews, intrinsic motivation and self-determination are aligned with successful recruitment outcomes and tenure for police officers at BRPD. This response indicates that exploring a candidate’s self-determination during pre-employment screening may help assess alignment with organizational culture. 
[bookmark: _Toc196226122]Prosocial Motivation 
Prosocial motivation is the desire to promote the well-being of other people to help others, not for personal gain or reward. Intrinsic prosocial motivation is a predictor of future persistence and job performance and has important implications for recruiting successful employees. The climate study included five questions aimed at understanding positive, neutral, and negative feelings around prosocial motivation and the differences in the responses of seasoned officers and recruits. In questionnaires and interviews, participants had the opportunity to relay their motivations for becoming a police officer and, if applicable, what they believe motivates new members. 
Of the sworn BRPD officers in the survey dataset, 87.31% responded positively to survey questions focused on prosocial motivation. Only 2.21% responded negatively to questions that focused on promoting the well-being of others. 
Of the BRPD recruits in the dataset, 98.33% responded positively to survey questions that focused on prosocial motivation. Notably, 0% responded negatively to questions that focused on promoting the well-being of others. 
Seasoned officers, 92nd BTA probationary officers, and 93rd BTA trainees reported prosocial motivations for joining BRPD as police officers. For example, 93rd BTA trainees indicated they had a “desire to help people” (93rd BTA Trainee 3) and “I would like to be a positive role model” (93rd BTA Trainee 5). While multiple seasoned officers indicated they believe new applicants are motivated to apply so that they can do good and help others, recruitment officials expressed skepticism that prosocial motivation was their legitimate motivator. Recruiting Team Member 1 said, “They’re gonna say ‘I want to help people’ and all that. That’s part of the routine.”
As evidenced by the qualitative questionnaire, interviews, and the climate survey, self-reported prosocial motivation is common in police recruits and seasoned officers. This indicates that prosocial motivation voiced during recruitment may indicate alignment with organizational culture, which could be a helpful motivation to assess in pre-employment screening rather than being dismissed.
[bookmark: _Toc196226123]Public Service Motivation
Public service motivation is the intrinsic desire to contribute to the public good through work due to a belief in the value of service, a sense of duty or obligation, and an identification with the organization's mission. Public service motivation is linked to improved self-selection for public service work and individual performance. The climate survey included sixteen questions aimed at understanding positive, neutral, and negative feelings around public service motivation and the differences in the responses of seasoned officers and recruits. In questionnaires and interviews, participants had the opportunity to relay their motivations for becoming a police officer and, if applicable, what they believe motivates new members. 
Of the sworn BRPD officers in the dataset, 72.97% responded positively to survey questions that focused on public service motivation. Only 6.85% responded negatively to questions that focused on an intrinsic desire to work in a field that contributes to the public good.
Of the BRPD recruits in the dataset, 94.27% responded positively to survey questions that focused on public service motivation. Only 1.56% responded negatively to questions that focused on an intrinsic desire to work in a field that contributes to the public good. 
Most questionnaire respondents and interview participants relayed public service motivations for joining BRPD as police officers. This motivation was commonly described as a “calling.” For example, “I had a calling to serve” (92nd BTA Probationary Officer 2) and “It’s a calling more so than it is a choice” (Recruiting Team Member 2).
[bookmark: _Toc196226124]Identity Building of Recruits	Comment by Gilmore, Anzilla R: We are missing an intro to this section that matches the other sections.  	Comment by Gilmore, Anzilla R: On second thought, we are not consistent with intros to these sub-sections.  Motivational alignment is the only intro we included in this section (other than the overall intro to the entire section on Analysis of Motivation & Identity) So maybe this isn’t needed?  Thoughts?  	Comment by Rogers, Caitlin: I think it would likely be repetitive since we define how we analyzed the data at the beginning of this chapter. I think it is okay without an additional intro in these sub-sections.
[bookmark: _Toc196226125]Social Identity Theory
Social identity theory explains how individuals categorize themselves into various social groups, creating a sense of identity based on group membership. The theory posits that individuals strive for a positive self-image influenced by their group membership. The desire to achieve and maintain a favorable social identity can lead to in-group and out-group conduct, which impacts behaviors and attitudes within and between groups (Tajfel & Turner, 2004). The social identity theory section of the climate survey included nine questions aimed at understanding the theory’s impact on law enforcement officers, specifically focusing on their sense of belonging, identification with BRPD, perceived cohesion among members, and the importance they place on their affiliation with the organization.	Comment by Rogers, Caitlin: reviewed source material and updated	Comment by Editor: Last name is spelled Tajfel in the references list. Also, the year is 2003.
Of the sworn BRPD officers in the dataset, 56.40% responded positively to survey questions that focused on social identity theory, with only 16.02% responding negatively to questions that focused on identification with the BRPD, perceived cohesion among members, and the importance of officer affiliation with the department.
Of the BRPD recruits in the dataset, 95.37% responded positively to survey questions that focused on social identity theory. None (0%) responded negatively to the same questions.
BRPD is intentional about developing a candidate’s sense of identity as an officer starting in the BTA. As Seasoned Officer 2 expressed, policing is not just a job, “this is something you become… You have to become a police officer.” Through qualitative interviews, we learned that the BTA is used to develop skills in police recruits, hone their officer presence, and teach them how to “become” a BRPD officer. As Academy Officer 1 explained:
You come into this academy… as a civilian with no law enforcement experience of any kind. We start you off in a basic uniform that is just a blue button-up shirt with some blue cargo pants. Nothing that we wear as police. The instructors wear our class A’s, which are pretty nice uniforms with all of our accolades. It [shows] what a police officer looks like. We set the standard as instructors of how we walk, talk, and carry ourselves to instill that professional appearance and officer presence. Because we hold ourselves to [a high] standard, we hold them to the exact same standard. And when they don’t, we correct it immediately. Over time, they develop a sense of pride… each day, they get a little bit better… We build them up systematically so that on their final day, they will wear the same uniform that we wear.
At the end of the academy, BRPD uses symbolism to solidify this becoming by entrusting its newest police recruits to take their examinations wearing BRPD’s dress uniform. Qualitative interviews with recent academy graduates revealed that this symbolism was essential to their “becoming.” 92nd BTA Probationary Officer 1 described a growing sense of personal pride as they earned pieces of the BRPD uniform throughout the academy, demonstrating the integration of extrinsic motivators to the burgeoning feeling that policing is core to their identity and self-perception (Gagné & Deci, 2005).
Most officers described the field training process as the primary time when new officers learn how to fit in and succeed in BRPD’s culture. FTO 2 explained that it “starts in the academy and finishes through the field training program. Once you’re in the field training program, my job is to set you up for success… I want to build a solid foundation, show you the tricks of the trade, and get you prepared for your career.” While some FTOs indicated that identity building was an important responsibility they bore, one indicated that his focus was primarily on skill development and application. 
Once new officers complete field training, they enter squads that offer varying degrees of support for new members, according to an array of seasoned officers interviewed. Based on our interviews, supporting the development and acclimatization of new officers is not seen as a universal responsibility in the department. Some seasoned officers indicated that there is room for improvement in helping new officers learn to be successful at BRPD; however, others expressed the need for new officers to prove themselves to their squads by upholding departmental values. As Seasoned Officer 3 explained:
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.
As this officer revealed, the organizational culture at BRPD (or the culture specific to some squads) may require new officers to learn the BRPD way of operating through trial and error rather than continued support when they complete field training. 
92nd BTA Probationary Officer 2 described the evolution of their identity and inclusion throughout the academy and field training processes. For example, they described perceiving increased access to insights from academy instructors towards the end of the academy as a sign that they had proven they would be successful. Once out of the academy, 92nd BTA Probationary Officer 2 explained, “I’ve had to ask for backup now. I’ve had to ask for people to come help me. And knowing that someone is going to come back you up if you need help is definitely important. And feeling part of the team is how I feel someone’s gonna show up.” This response indicates that officers learn firsthand why they must prove their dedication and reliability to their squad members. 
[bookmark: _Toc196226126]Organizational Support Theory
Organizational Support Theory posits that employees form beliefs about how much their organization cares about their well-being and values their contributions (Eisenberger et al., 1986). Perceived organizational support (POS) affects workplace attitudes, including affective commitment, job satisfaction, and willingness to invest in the organization's success (Rhoades et al., 2001), including its recruitment efforts. High POS contributes to positive workplace behaviors such as organizational citizenship, voluntary recruitment efforts, and retention, while low POS may lead to dissatisfaction, disengagement, and withdrawal behaviors (Shanock & Eisenberger, 2006). 
While it was not explicitly addressed in the climate survey, POS emerged in the qualitative interviews as a key dimension influencing officers' motivation, affective commitment, and voluntary recruitment behaviors. Participants described instances where BRPD leadership supported recruitment operations with resources, time, and personal engagement. For example, Seasoned Officer 1 explained the importance of investment, "we have to ensure that we're investing in [recruiters] because they can have these big, bright ideas. But if we're not there to support them, those ideas will never get fed." This statement illustrates that leadership support is both a logistical requirement and a symbolic endorsement that reinforces organizational trust in its personnel.
The BRPD recruitment team is intentional about providing support for applicants as they navigate the lengthy pre-employment screening process. Recruitment Team Member 1 described efforts to help applicants feel supported, particularly when navigating eligibility challenges, noting, "We help them. We tell them, 'Look, this happened to you in your life. Let's work with it…' We stay with them constantly on the phones, trying to guide them so they can come through the process." This hands-on, personalized support reflects a high level of care for the applicant, particularly when discussing vulnerable subjects that arise during the pre-employment screening and background check process. Leaders are seen as agents of the organization and are thus pivotal in shaping POS (Shanock & Eisenberger, 2006).  When sworn and civilian recruitment team members, who are the points of contact with applicants, use this supportive approach, applicants may form positive feelings towards these departmental representatives and, in turn, to BRPD as an organization (Eisenberger et al., 1997). 
Despite these examples of leadership support for recruitment, some participants voiced skepticism about the organization's boarder commitment to officer well-being. For example, Recruitment Team Member 2 observed that BRPD's approach was reactive and institutionally self-protective when they stated, "The department is in the business of protecting itself as an entity, not necessarily in the business of protecting the individual officer." This sentiment suggests a possible disconnect between leadership's belief in the support provided to recruitment and the organizational reality experienced by this recruiter, who perceives the department as insufficiently supportive of its officers.
Qualitative interviews with probationary officers underscored the connection between support and identity building within the department. As 92nd BTA Probationary Officer 1 described the supportiveness of their FTO, "I've always been told, 'You can call me any time. Doesn't matter what time of the day; you can just call." Expressions of relational support from FTOs enhance recruits' confidence and commitment to the organization. This mirrors OST findings that supportive environments reduce uncertainty and boost morale, particularly in early career stages (Sachau et al., 2012). 
While some participants offered strong examples of organizational care and individual mentoring, participants also described the absence of broader structural supports that the organization could provide, such as childcare or civilian personnel integration, which could mitigate work-life conflicts and improve perceived fairness. One new officer shared, "It would have been nice if they had something that supported childcare… it played a big part" (92nd BTA Probationary Officer 1). Similarly, 92nd BTA Probationary Officer 2 described being frustrated by BRPD not using its resources to help them compile necessary records for the background investigation. They stated:
When I was going through, this is a question I asked... "You are a police officer. You're a police agency. Why can't you find my criminal history? That is your job, I think." I felt like it was their job. I feel like it would be easier if recruitment would use the powers of the police to find that stuff.
These probationary officers indicated that unmet support needs can add strain during pre-employment screening and training. This, in turn, can negatively impact perceptions of organizational care if they believe the department can help. OST literature suggests that organizations that fail to address and provide these support structures may see decreased morale and increased turnover (Eisenberger et al., 1997; Sachau et al., 2012). 
Organizational Support Theory offers a useful lens for understanding the connection between internal organizational practices and BRPD's recruitment challenges. Officers who perceive the department as supportive are more likely to remain committed to the department and recommend BRPD to others. Addressing structural barriers and institutionalizing supportive practices, particularly for applicants and early-career officers, may help improve organizational commitment and recruitment outcomes.
[bookmark: _Toc196226127]Identity Alignment with BRPD
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Affective commitment is an individual’s emotional attachment to a group or organization (Mercurio, 2015). The alignment of self with the organization is related to an individual’s desire to stay with an organization, contribute, and believe in the organization’s values. High affective commitment in law enforcement officers indicates loyalty to the profession, commitment to protecting the public, and suggests that they will go above and beyond the call of duty. Affective commitment is a key predictor of employee retention, performance, and organizational citizenship behaviors. The climate survey included nine questions aimed at understanding officers' strong organizational commitment and loyalty to BRPD, emphasizing positive, neutral, and negative feelings around seasoned officers and officer applicants’ alignment with company values, job satisfaction, and willingness to advocate for and contribute to the organization's success.	Comment by Editor: Should this be trainees and probationary officers? Or recruits in general.	Comment by Gilmore, Anzilla R: I think it’s applicants.  
Of the sworn BRPD officers in the dataset, 59.39% responded positively to survey questions that focused on affective commitment, with only 17.24% responding negatively to questions that focused on organizational loyalty, dedication, and alignment with BRPD's values and mission. 
Of the BRPD recruits in the dataset, 98.15% responded positively to survey questions that focused on affective commitment. None (0%) responded negatively to the same questions.
92nd BTA Probationary Officer 2 described a growing sense of affective commitment towards BRPD as the BTA ended, recounting a memorable experience:
At the very end of the academy, everyone has to do a 4½ mile run at the levee down at the old academy. Knowing that that’s been going on for 40, 45 years [and that] every academy class has done it…. You feel connected with everyone from that alone.
This new officer described this memory, one of camaraderie and imbued with tradition, as more meaningful than the academy graduation. To this new officer, partaking in a storied tradition of the department and being run home by current officers increased affective commitment towards the department and towards their fellow officers.	Comment by Editor: Should be his or her.	Comment by Rogers, Caitlin: change not made.
While some officers expressed high levels of affective commitment to BRPD, others described a decrease in their commitment to policing due to a lack of perceived organizational support or pervasive negative media attention. Often, these were related issues to the officers. For example, Academy Officer 1 explained, “You see the things that are happening to officers in the media, and is it worth the risk of that happening to you? People were just cutting bait and leaving.” Similarly, FTO 3 said, “Why do I stay? Sometimes, I ask myself that. I can’t even answer… why I stay.” Further, this officer expressed that BRPD “is not to the standard to where they’re keeping officers.” Officer morale, low affective commitment to the department, and perceived lack of organizational support, particularly in combating a negative public image, were pervasive themes in our interviews.
[bookmark: _Toc196226129]Belonging
Belonging is the sense of playing an integral role within a group, where the member feels accepted and connected to other members of the group (Allen et al., 2021; Filstad, 2022). Belonging in law enforcement can contribute to a sense of comradery and the belief that one can rely on fellow officers. This theory, in the context of law enforcement, suggests a dedication to a shared mission and values, which can influence team dynamics. 
Of the sworn BRPD officers in the dataset, 65.06% responded positively to the three survey questions that focused on their sense of belonging with BRPD. Only 13.79% responded negatively to the belonging questions included in the survey. 
In contrast, 100% of the BRPD recruits in the dataset responded positively to the three survey questions that focused on belonging. Specifically, 77.78% strongly agreed with the belonging questions, and 22.22% agreed with the same questions. 	Comment by Editor: The number of questions having to do with belonging weren’t mentioned in the first paragraph.	Comment by Rogers, Caitlin: updated for consistency
Throughout the qualitative interviews, we learned that police recruits are purposefully kept separated from the rest of the department while in the BTA to maintain the integrity of the teaching process. The 92nd BTA probationary officers described a sense of disconnect from the department while in the academy. For example, 92nd BTA Probationary Officer 2 stated, “We were not supposed to talk to [officers] in the academy.” However, the 92nd BTA probationary officers interviewed described tight bonds formed with the other members of their academy classes and the early development of feelings of belonging with their squads. 
Most FTOs and seasoned members of the department interviewed described the importance of fostering a sense of belonging in new officers. As Seasoned Officer 1 explained:
One of the things about this profession [is that] we can't do it alone. You're always gonna need somebody's help. And I don't care how big or bad you think you are… It may be just from a traffic crash [that requires you to] shut down multiple intersections or multiple points. You can't do it by yourself. There has to be a partnership in everything that we do. If a person feels that they are part of the family, if they feel accepted… the confidence level in them, wanting to help. Actually responding, even when they may be tired. They may say, ‘I don't want to go on another call. But let me go over here.’ There's almost a sense of accountability to each other.
FTOs often foster this sense of belonging. For example, FTO 2 described the importance of helping their trainees develop social bonds with other officers. FTO2 said they take trainees to “interact with people, talk to people, and just [do] stuff with fellow officers. Maybe go have breakfast with a sister squad… just introduce them to as many people as I can.” They indicated it is important to help new trainees develop connections and a sense of belonging because these are “going to be the people that’s gonna have your back” (FTO 2). 	Comment by Editor: “They” should be he or she.	Comment by Rogers, Caitlin: change not made	Comment by Editor: Should be he or she.	Comment by Rogers, Caitlin: change not made
[bookmark: _Toc196226130]Intrinsic and Extrinsic Motivations	Comment by Editor: I wasn’t sure whether to put this section at the end here, or after the discussion of self-determination theory. 	Comment by Gilmore, Anzilla R: I like it here.  If you agree, lets call this resolved.  
[bookmark: _Toc196226131]Motivations of BRPD Recruits
When scoping the area of inquiry, the BRPD leadership indicated that a primary interest of the department was learning "the why”; in other words, what drives new applicants to a career in policing in Baton Rouge in 2024? To answer this question, we directly asked recent 92nd BTA probationary officers and 93rd BTA trainees, "What motivated you to become a police officer?" Participants were permitted to list multiple sources of motivation (see Figure 9).	Comment by Gilmore, Anzilla R: should we say in 2024 instead of today?	Comment by Rogers, Caitlin: Fixed.

[image: ]	Comment by Rogers, Caitlin: In retrospect, I think I should use raw numbers here and vertical bars, rather than percentages since the bars don’t total 100%. Or there is a chance I’m overthinking this.	Comment by Gilmore, Anzilla R: I agree that vertical bars are better in this.  	Comment by Rogers, Caitlin: Fixed.
Figure 9. Self-Reported Motivations of New BRPD Police Recruits. Respondents (n=12) were permitted to list multiple sources of motivation.
Consistent with police recruitment literature, new officers successfully recruited by BRPD in 2024 report being motivated by a desire to serve (public service motivation), to help or do good (prosocial motivation), and an internal drive (self-determination) to become a police officer. For example, 93rd BTA Trainee 4 reported, "I genuinely want to help. I want to serve the City of Baton Rouge and be an asset to my community." One trainee reported they were motivated to become a police officer because they thought the job or BRPD culture fit them well. This trainee stated, “I knew this is what I wanted to do (93rd BTA Trainee 10). 	Comment by Gilmore, Anzilla R: should we include something that introduces who we interviewed?  Seems like we need to include some context on these people we are referencing.  
To assess the self-reported impacts of BRPD recruitment initiatives, we asked the 93rd BTA trainees to "explain how and/or by whom they were recruited" and "which BRPD recruiting initiatives impacted your decision to join the department, if any?" Participants were permitted to list multiple recruitment pathways and recruiting initiatives that impacted their decision to join the department (see Figures 10 and 11 below). 
[image: ]
Figure 10. Recruitment Pathways of New BRPD Police Officer Candidates. Entrants to the 93rd BTA (n=10) self-reported how or by whom they were recruited to join BRPD.
[image: ]
Figure 11. Impactful Recruitment Initiatives for New BRPD Police Recruits. Entrants to the 93rd BTA (n=10) reported the recruitment initiatives that impacted their decision to join the department (if any). Respondents were permitted to list multiple initiatives; however, none listed more than one.
According to the 93rd BTA trainees, 50% were self-motivated to join the police department and initiated contact with the department independent of BRPD's recruitment efforts. For example, 93rd BTA Trainee 2 reported being drawn to the department due to its "proactive approach to policing, building trustworthiness in the community, and… maintaining a high standard of all aspects in law enforcement." This respondent further explained that they "would have applied… regardless of any recruiting initiatives." Social media played a notable role in recruitment by aiding initial outreach, drawing 20% of the candidates to apply. Additionally, knowledge of the department's work through family or social network connections drove 20% of the candidates to apply. One of the 93rd BTA trainees indicated that an internship with BRPD helped them determine policing was a good career fit.	Comment by Gilmore, Anzilla R: changed effective to notable
Through our early discussions to establish the project's area of inquiry and qualitative interviews conducted with seasoned officers, we heard that the emerging generation of recruits may not see the benefits traditionally offered by BRPD as competitive or alluring in the evolving job market. To assess candidates' views on the appeal of BRPD's benefits package, we asked the 93rd BTA trainees, "Which BRPD benefits most impacted your decision to join the department?" Participants were not prompted with a list of benefits provided by BRPD but were permitted to list multiple attractive benefits (see Figure 12).
[image: ]
Figure 12. Impactful Benefits for New BRPD Police Recruits. Entrants to the 93rd BTA (n=10) reported the BRPD benefits, if any, that impacted their decision to join the department.
Forty percent (40%) of the 2024 BRPD recruits reported being drawn to BRPD due to the department’s retirement plan, while only one recruit (10%) was attracted by the department’s pay. Notably, sign-on and other recruitment bonuses were not offered to this class of candidates. Therefore, respondents were not asked if such bonuses would have impacted their decision.
[bookmark: _Toc196226132]Motivations of BRPD Officers
To compare the motivations of recruits with current seasoned BRPD officers, the same foundational question, “What motivated you to become a police officer?” was asked of current officers. Participants were permitted to list multiple sources of motivation (see Figure 13). 

Figure 13. Self-Reported Motivations of Current BRPD Police Officers to Join Law Enforcement. Participants (n=11) were permitted to list multiple sources of motivation.
When reflecting on their motivations for starting their careers in law enforcement, the majority of current BRPD officers interviewed (64%) reported public service motivation, aligning well with new police recruits, 58% of whom reported public service motivation. However, only one current BRPD officer (9%) indicated that prosocial motivation initially led them to a career in law enforcement. In contrast, 50% of police recruits reported prosocial motivation as a primary motivation for joining the BRPD.
Some seasoned officers indicated in interviews and questionnaires that they chose to become police officers because they thought the job or BRPD culture fit them well. Perceived job fit was illustrated by participants such as FTO 1 when they stated, “I always found it very interesting. I’m not one that likes to do the same thing over and over. Every day is a different day, and it keeps you on your toes.” Finally, some participants indicated that perceived job and culture fit motivated them to join the department. For example, FTO 3 indicated, “I saw all of the BRPD throughout the city and just all the things that they were doing. Things like that. That’s what really drew me to BRPD. And the camaraderie that they had.”
As a follow-up to their interviews, current BRPD officers were asked what they believe motivated police recruits to join the BRPD today. Participants were permitted to list multiple perceived motivations (see Figure 14).

Figure 14. Perceived Motivations of Police Recruits by Current BRPD Police Officers. Participants (n=11) were permitted to list multiple motivations.
When asked about their motivations to join law enforcement, 64% of current BRPD police officers indicated that they believed new officers are primarily driven by a desire to serve the public. This response aligns with the self-reported motivations of both current officers (64%) and new police recruits (58%). However, 27% of the current officers interviewed perceived that recruits are motivated by pay, benefits, or other incentives. Interestingly, none of the current officers, probationary officers, or new police recruits who completed questionnaires reported being motivated by these extrinsic factors to join law enforcement. This contrast indicated a disconnect between current officers' perceptions of recruits' motivations and the motivations expressed by recruits. 
Multiple interview and questionnaire participants indicated that police interaction with the public offers the opportunity for individuals to see what policing entails and assess whether BRPD is a good fit for them. For example, FTO 3 indicated that he believes “seeing what we do every day, seeing our interaction with the public and seeing us” is a primary motivator for new applicants.
In follow-up questionnaires after their interviews, current BRPD officers were asked what benefits initially attracted them to join BRPD. Participants were permitted to list multiple benefits (see Figure 15).

Figure 15. Impactful Benefits for Current BRPD Officers. Respondents (n=9) were permitted to select multiple attracting benefits.
When reflecting on their initial recruitment to the BRPD, current officers noted that they were attracted by various departmental benefits, including the retirement (pension) plan, which appealed to 33% of them. Their responses were comparable to the 40% of new police recruits who also reported being drawn to the pension. Despite this similarity, current officers expressed in qualitative interviews that they believed recruits today are primarily motivated by salary rather than traditional benefits like the pension plan. However, this perception does not align with the data collected directly from recruits.
We asked current officers, "Was the pension a motivator for your decision to apply as a police officer?" 67% of respondents indicated that the pension plan did not influence their decision to join the BRPD. This response suggests a disconnect between current officers' perceptions of recruits' motivation and what current officers believe motivated them in the past compared to their actual self-reported motivations.
Further highlighting this misalignment, 33% of current officers cited salary as a factor in their decision to join the BRPD. In contrast, only 10% of new police recruits reported being attracted by BRPD's current salary offerings. The difference may indicate that starting salaries for new officers are less competitive in today's job market compared to when seasoned officers joined the BRPD in the past. 


[bookmark: _Toc196226133]Analysis of Public and Department Sentiment

In our public and departmental sentiment analysis, we explored how perceptions of BRPD within the organization and the broader Baton Rouge community shape the department’s recruitment environment. This section draws on multiple data sources, including survey results from BRPD’s internal climate survey and the Baton Rouge Citizen Feedback Survey, department media coverage, and qualitative interviews with seasoned officers, recruits, and recruitment team members. While we did not conduct new public engagement for this study, we leveraged existing institutional and public data to identify sentiment patterns, recurring concerns, and potential opportunities for enhancing trust, engagement, and recruitment messaging.
We conducted descriptive and comparative analyses of survey data to identify variations in sentiment across groups, followed by thematic coding of interview transcripts to contextualize these findings. Using a consistent codebook (Appendix I) and the Taguette platform, we analyzed officer narratives to better understand the factors influencing how individuals inside and outside the department perceive BRPD. These perspectives were triangulated across sources to highlight where sentiment aligned or diverged. The findings from this section are presented across several themes, beginning with community sentiment and engagement, followed by officer perceptions of public opinion, voluntary recruitment behaviors, and the impact of morale and messaging on recruitment outcomes.
[bookmark: _Toc196226134]Public Sentiment and Engagement
Our examination of public sentiment and engagement with the Baton Rouge community began with an analysis of a Citizen Feedback Survey. The survey is voluntary and accessible through BRPD's website. While limited in scope, the results provide insight into how some residents perceive BRPD's leadership, community engagement efforts, and presence in their neighborhoods. These findings were then contextualized through interviews with probationary officers and seasoned personnel, who reflected on the feedback they received from family and community members and the broader impact of public opinion and media narratives on recruitment. This analysis explores how community perceptions—whether supportive or critical—inform public trust in BRPD and influence individual decisions to apply, endorse, or discourage careers in law enforcement. 
[bookmark: _Toc196226135]Citizen Feedback Survey
We limited this project's scope to factors within BRPD’s sphere of influence and control; therefore, we did not undertake efforts to directly engage with the Baton Rouge community in this project. However, institutional data received from BRPD included recent responses to the Baton Rouge Citizen Feedback Survey (see Figure 16). BRPD collects this data on an ongoing basis through BRPD’s website.

Figure 16. Baton Rouge Citizen Survey Recommended Improvements for BRPD. Respondents (n=73) completed a voluntary citizen survey on the BRPD website. Incomplete responses were excluded.
While some respondents provided nonspecific negative feedback (8%) or recommended improvements on issues outside of BRPD's control (e.g., laws or other law enforcement agencies), most feedback provides actionable insight into the perception of BRPD within the community it serves. Thirty-seven (37%) percent of respondents recommend increasing the department's staffing or presence in their community. The desire to have more BRPD officers and presence within the community indicates that these respondents may have positive sentiments towards BRPD. However, many respondents expressed dissatisfaction with BRPD's current approach to policing. For example, 15% of respondents expressed dissatisfaction with the department's leadership and training, 12% desired changes to traffic management, 12% indicated that community engagement needed to improve, and 4% recommended enhancing ethical relations with the community. These negative responses suggest that the department still has room to improve its trust-building campaign within the Baton Rouge community. The responses regarding ethical issues, leadership and training, and community engagement may provide evidence that BRPD is not providing public safety services in a way that makes its residents feel safer. 
Since Baton Rouge residents must seek out feedback surveys to provide input, data collected through this survey may be subject to negative response bias (Baumeister et al., 2001). Only 1% of the respondents used the survey to compliment the department. BRPD may better understand current resident sentiment about its operations through more proactive data collection methods, such as a distributed survey, listening sessions, or focus groups. Research highlights that such proactive engagement strategies can enhance data quality while fostering a sense of belonging and alignment with the organization's mission to serve the community and playing a crucial role in advancing recruitment and retention efforts (Wilson et al., 2010).
[bookmark: _Toc196226136]Impact of Public Sentiment on Recruits
To assess the impact of public sentiment on recruits, we asked the two 92nd BTA probationary officers interviewed to describe the feedback they received from friends and family about their decision to apply for a job as a police officer and how that feedback made them feel. The first, 92nd BTA Probationary Officer 1, said older family members expressed safety concerns about a career in policing, such as “be careful, stay safe.” 92nd BTA Probationary Officer 1’s family members were initially hesitant and judgmental about their decision to become a police officer, which was challenging to overcome as they entered the academy. This individual reported that now that they have graduated from the academy, “everybody’s supporting me because they know for sure I don’t start anything that I really don’t want to deal with” (92nd BTA Probationary Officer 1). 	Comment by Editor: Her or his.	Comment by Rogers, Caitlin: change not made	Comment by Editor: He or she.	Comment by Rogers, Caitlin: change not made	Comment by Editor: He or she.	Comment by Rogers, Caitlin: change not made
In contrast, 92nd BTA Probationary Officer 2 reported that they received support about their decision to become a police officer as “everyone was happy I joined the police. They thought it was a good fit and that police are important.” However, 92nd BTA Probationary Officer 2 was discouraged from applying to BRPD, specifically by individuals who “were not happy with previous administrations.” This individual heard from their social network that the “administration does not care about the… normal police officer and that you’re going to get hung out to dry. If you do something wrong, no one’s going to be there to protect you” (92nd BTA Probationary Officer 2). The probationary officer quickly remarked that the feedback received had not yet aligned with their personal experience with the department, which did not deter them from applying. 	Comment by Editor: He or she.	Comment by Rogers, Caitlin: change not made	Comment by Editor: Her or his.	Comment by Rogers, Caitlin: change not made	Comment by Editor: His or her.	Comment by Rogers, Caitlin: change not made	Comment by Editor: Him or her.	Comment by Rogers, Caitlin: change not made
Though we had a small sample size, 92nd BTA Probationary Officers 1 and 2 revealed that there is some hesitancy in their social circles about initiating a career in policing. For 92nd BTA Probationary Officer 2, this hesitancy was directed towards joining the BRPD police force, specifically. Negative public perception did not dissuade these two individuals from applying; however, a lack of external support may deter others from applying or from completing the recruiting and training processes at BRPD.
[bookmark: _Toc196226137]Officers’ Perception of Public Sentiment
The qualitative interview and questionnaire data obtained from seasoned BRPD officers and 93rd BTA trainees provide insights into how public perception, community engagement, and organizational reputation may influence recruitment. According to the qualitative interviews conducted with seasoned BRPD officers, public sentiment and media portrayal of law enforcement affect recruitment significantly. 
The seasoned officers consistently noted that negative media coverage and public distrust in policing have contributed to a decline in interested applicants. Recruiting Team Member 1 indicated that when they started with BRPD, "over 300 applicants were coming through. Out of the 300, 40 to 50 were selected to come to the Academy." Now, it's difficult for the department to get sufficient qualified applicants. 	Comment by Editor: He or she.	Comment by Rogers, Caitlin: change not made
The officers attribute the shift to the post-Ferguson era (referring to the national reckoning over policing practices following the 2014 killing of Michael Brown in Ferguson, Missouri) when increased criticism about law enforcement's actions and role in the community emerged. For example, Recruiting Team Member 2 stated, "post-Ferguson, you just saw a gradual decline in the amount of people that want to do this job." He elaborated on the impact of the media on recruitment by explaining, "anytime they see something negative in the media, the phone will stop ringing. There's a negative news story or… any time of undesired public opinion will sway their desire to apply." Officers emphasized that potential recruits may be deterred by the fear of negative public perceptions and safety concerns, with Recruiting Team Member 1 stating, "Most of the recruits that are coming in have heard the negativity from the media, 'Oh, you know, don't be a police officer because you're gonna get shot and something bad's gonna happen."  	Comment by Editor: I think this reference needs to be briefly defined, maybe in a parenthetical comment.	Comment by Gilmore, Anzilla R: added
While some seasoned officers attribute recruitment challenges to the post-Ferguson era and shifting public perceptions of law enforcement, concerns about police legitimacy and trust have been present in some communities for decades. Public sentiment toward police, particularly within the Black community, has long been shaped by systemic disparities in policing, personal experiences, and generational narratives (MacLean, 2021). Seasoned Officer 4 reflected on these divisions, stating:
It depends on the [demographic] that you ask. I know there are some people who love our officers … But then there is a group that, I don't think it would matter if we did everything right—they would still hate police officers. I think it maybe has to do with their experience or someone in their family's experience, probably a past interaction with law enforcement that was negative.
This officer suggested that perceptions of police are influenced by both individual encounters and broader community histories, meaning distrust can persist regardless of policy changes or positive individual interactions. 
Additionally, members of the public are primarily interacting with police officers when they are responding to calls for service. As a result, many form opinions of the police department based on interactions during times of heightened stress, fear, or anxiety. As Academy Officer 1 explained: 
As police officers, you’re going to see the worst side of some of the nicest, greatest people in the world. But also, the worst side of some of the most evil people in the world. Nobody calls the police to come and have a barbecue. If they call the police, somebody’s done something wrong, and they don’t have the ability to handle it themselves, so they need your expertise to go handle it.	Comment by Editor: Should this be “worst”?	Comment by Rogers, Caitlin: yes, fixed.
There will always be a risk of negative bias towards police based on the nature of incidents when community members interact with officers.
Seasoned officers overwhelmingly expressed a desire for departmental leadership to engage in meaningful positive media messaging efforts to balance or counteract the negative media coverage it has received. Some seasoned officers (Academy Officer 1 and Seasoned Officer 3) revealed that BRPD's current chief, Chief Morse, has increasingly used BRPD's social media pages to highlight its officers' daily good work. In questionnaires distributed to the 93rd BTA probationary officers, some mentioned that social media was effective in their recruitment. However, 50% of the respondents recommended increasing the department's use of social media to improve recruitment outreach. 
In questionnaire responses, recruits do not seem deterred by public opinion; instead, they see a role for themselves in changing public perception. For instance, 93rd BTA Trainee 6 reported, "The need for change can only come if you are putting in the effort to work for it." This sentiment indicates that the police recruits feel some agency in using their future positions as police officers to make positive changes in the Baton Rouge community. 
[bookmark: _Toc196226138]Participation in Public Engagement
As the recruitment crisis has continued, many officers noted the admirable dedication and reach of the current recruitment team organically in their qualitative interviews. The sentiment expressed indicates that seasoned officers recognize the value of public engagement and commend the recruitment team’s efforts to go anywhere and everywhere they can for recruitment; however, not all officers interviewed expressed personal responsibility or interest in engaging in similar activities themselves. Some officers placed the responsibility for engagement and recruitment initiatives with the recruitment team and departmental leadership. 
BRPD officers engage with the public through daily calls for service, organic run-ins, and many outreach and recruitment efforts. These touch points can shape the perception of the individual officer and the BRPD. However, not all officers indicated that they feel personal responsibility for improving public engagement through these routine community interactions or as potential recruitment opportunities. 
Routine and scheduled public engagements can also spark interest in a career in policing for young community members long before they are prepared to enter the job market. In qualitative interviews, we asked seasoned officers, “What opportunities are there for people who aren’t police officers yet to meet sworn officers?” Some officers described participating in an array of public engagement efforts such as coaching and talking to local sports teams, joining in community walks, attending career fairs and panels, and attending college fairs. Seasoned Officer 1 explained:
We do a lot of open houses now. They bring recruits in and give them the opportunity to interact and see what the police department offers. There's a lot of interaction there. We do tons of career fairs at universities and even high schools because I think we have to start reaching them at an early age to even plant that seed and try to carry them throughout. There's a lot of interaction… We were very intentional [about] having tons of community events so you can actually go out and touch an officer. You can actually go out and have that face-to-face time with them. And we've opened it up quite a bit.
According to Seasoned Officer 1, the department purposefully engages in many public engagement initiatives to reach young community members and provide residents with as many opportunities as possible to humanize the badge through direct public interaction with officers. Recruiting Team Member 2 indicated that these efforts to humanize the badge help community members see that BRPD officers “have different experiences” and allow potential applicants “to see themselves in us.” When asked in a questionnaire what advice they might give BRPD to improve recruitment from their social networks, some BTA trainees responded that continued or expanded community engagement might be beneficial. For example, they suggested “engaging more with the community” (93rd BTA Trainee 2) and “walk[ing] around recruiting [where] other officers spread the word to family and friends” (93rd BTA Trainee 3). While public engagement is not always specifically aimed at recruitment, these quotes provide evidence that seasoned officers, staff, and recent recruits see public engagement initiatives as recruiting opportunities. 
Our study provided evidence through qualitative interviews and questionnaires that individuals who have had direct, positive interactions with BRPD have a more favorable view of the department than before gaining firsthand experience with the department. For example, Recruiting Team Member 3 explained:
Before I worked for BRPD, I was that person on the outside looking in. I said, ‘I’m going to apply to work for the police department, and I can't even stand these bastards.’ I had some bad experiences with BRPD with my kids. Now, I see myself talking to my friends and kids about things that they see because they’re on the outside. I tell them how I commend these officers because I don’t even know how [they] do this.
Several of the 93rd BTA trainees reported having improved perceptions of the department based on their increased exposure to its operations during the pre-academy period. For example, 93rd BTA Trainee 8 stated, "Visiting multiple divisions and being able to interact with the personnel provided me with a great deal of excitement about the opportunity I have been given. It gives [me] the motivation to do my best in order to be a member of their team." Similarly, 93rd BTA Trainee 10 remarked, "I think the pre-academy was a great experience to get [to] see some of the specialized divisions within the department, how they work, and what they do. That made me more excited to become a part of the department." Increased visibility into the department's operations increased interested applicants' motivation to complete the police academy. This response indicates that providing opportunities for potentially interested recruits to see departmental operations firsthand may effectively entice recruits to apply for a career with BRPD. 
Seasoned Officer 1 relayed that the department solved its communication officer staffing crises by improving visibility and transparency. They offered open houses where prospective applicants could see the job firsthand and talk with current communication officers. Through this initiative, the department reduced the number of communication officer vacancies from 30 to 3. In a qualitative interview, Recruiting Team Member 2 indicated that increasing the interested recruit's exposure to the profession's realities allows them to assess whether policing is the right fit for them and whether they can see themselves in the department. This exposure can occur through creative mechanisms, such as "internships, ride-alongs, allowing people to come into the car and see if they really want to do this job… hearing about it is different from actually sitting in the car, going out to a call" (Recruiting Team Member 2). 
[bookmark: _Toc196226139]Improving Public Engagement
In qualitative interviews, most seasoned officers expressed that improved community engagement efforts could help enhance public trust and increase recruitment over time. Recognizing officers' role in shaping public opinion and recruiting through daily police activities, Seasoned Officer 3 recommended that the department engage in meaningful efforts "to raise morale which transfer from officers out to the public." This officer directly connected officer morale within BRPD to how they engage with the community. 
Seasoned Officer 4 had a practical, proactive idea for public engagement to improve community relations by offering advertised information sessions to explain police operations transparently. This officer explained: 
I think there is a lack of information and education within the community. Maybe if people know what we do, know the reason why we do certain things, they could understand it a little bit better. They still may not like it, but they can take it a lot better. Knowledge is power… But if you host a little class or something, some type of community event and give them some information, some tips on like what to do, the how-tos for stops, when we're responding to calls, or when we're on scenes. Because sometimes people just come in and they have no idea why we're putting up tape, or why [they] can't come inside the tape, or if it's a medical and it [involves] family. Why you can't come over and stand by [the family member]. Maybe if we give them some insight on that.
However, efforts to enhance public engagement and improve community trust may be undermined if ulterior motives exist or are perceived by community members. In a qualitative interview, Seasoned Officer 3 revealed:
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.
Duplicitous sentiments such as these may undermine the public’s appetite for increased police presence in their communities. Gauging public perception of outreach and engagement efforts may prove critical to ensuring these initiatives support, rather than undermine, public sentiment about BRPD. Adjustments should then be made accordingly.
[bookmark: _Toc196226140]Department Sentiment
In the early stages of developing this project's focus and key research questions, BRPD leadership identified recruitment challenges as a primary concern. They pointed to two significant factors affecting recruitment: first, the reduced number of officers available to engage in recruiting efforts, and second, officer morale and the potentially negative ways some officers may be communicating about policing to potential recruits. With fewer officers on staff, there are fewer individuals to advocate for careers in law enforcement and share their experiences with potential applicants. However, during empathy interviews conducted before finalizing the project's scope, we found that the officers we spoke with were actively engaged in recruitment efforts and generally held positive views about their careers. BRPD leadership later clarified that while word-of-mouth referrals have historically played a crucial role in recruiting new officers, shifts in both local and national sentiment toward policing may be influencing how officers talk about the profession and, in turn, affecting recruitment outcomes. 
[bookmark: _Toc196226141]Voluntary Recruitment Behaviors
To answer the question of how department sentiment may impact recruiting, we asked current BRPD police officers in questionnaires if they believed recruiting new officers to join BRPD was part of their responsibility as members of the organization. Of the officers who completed the questionnaire (n=9), 89% said "yes," while 11% said "no." When asked if they had ever recruited anyone to join BRPD, 89% of questionnaire respondents (n=9) again said "yes," while 11% said "no."	Comment by Gilmore, Anzilla R: I think we need a graph.  	Comment by Rogers, Caitlin: Added
The officers were then asked if they would be more likely to recruit new members if BRPD offered a financial incentive. Of the officers who completed the questionnaire (n=9), 67% said "yes," while 33% said "no" (see Figure 17). Their responses indicated that not all officers recognize the roles they could or should play as recruiters. Further, officers' willingness to recruit new members may be enhanced if the department has the resources to offer financial incentives for them to do so. 
Figure 17. BRPD Police Officer Voluntary Recruitment Behaviors. Qualitative questionnaire responses (n=9).

Complicating this question, however, is the single respondent who indicated that they do not see recruiting as part of their responsibilities. This respondent reported that they would not be more likely to recruit if the department offered a financial incentive. Their response indicated that aligning officer motivation with departmental recruitment goals is not as simple as offering monetary rewards. This officer's response provides evidence that additional contextual factors impact officers' willingness to recruit new members (e.g., job satisfaction and engagement). Of note, 27% of the seasoned officers interviewed (n=11) mentioned the heavy workload they were carrying due to understaffing, 9% voiced dissatisfaction with the BRPD, 45% voiced a lack of organizational support, 45% reported a lack of fairness (organizational justice) in operations, 54% expressed dissatisfaction with BRPD's pay, and 27% voiced a lack of affective commitment for the department. As described in the climate survey, 17% of seasoned officers responded negatively to questions focused on organizational loyalty, dedication, and alignment with BRPD's values and mission. A deeper exploration of officer morale at BRPD may improve officers' voluntary recruitment behaviors. 	Comment by Editor: He or she.	Comment by Rogers, Caitlin: change not made	Comment by Editor: His or her.	Comment by Rogers, Caitlin: change not made	Comment by Editor: He or she.	Comment by Rogers, Caitlin: change not made	Comment by Editor: He or she.	Comment by Rogers, Caitlin: change not made	Comment by Editor: His or her.	Comment by Rogers, Caitlin: change not made
[bookmark: _Toc196226142]Impact of Recruitment Messaging
To better understand the language officers use when talking about law enforcement, we asked all interview and questionnaire participants, “Based on your experience, what advice would you give a friend or family member if they told you they wanted to be a BRPD police officer?” The responses from BRPD officers demonstrate complex and contradictory views of the department; while some expressed strong support for recruiting new members, others were more cautious or even discouraging to potential applicants based on their experiences at the BRPD. Their answers provided valuable insights into how officer morale and the realities of policing may influence how BRPD officers discuss the profession with potential applicants when provided the opportunity to do so. 
Several officers conveyed enthusiasm about the BRPD and indicated they would encourage people to join law enforcement. For example, Seasoned Officer 2 noted that they would encourage the candidate to consider whether the profession is the right fit for them, answer any questions they have, and tell them, “BRPD is a wonderful agency to work for. Becoming a police officer [is] the best career decision I’ve ever made. It was the right move for me to make and I’m glad I did it” (Seasoned Officer 2). While this participant encourages honest self-reflection and would not shy away from answering questions about the difficult aspects of the profession, this individual’s positive sentiments toward the department are freely shared. Similarly, Seasoned Officer 4 stated, “This is a really good agency to work for. I think we have a lot of good officers. I think we are one of the more elite departments. Everything that you need, [BRPD will] provide. You’ll get a wealth of training.” This participant said they would highlight the perks offered by the BRPD when trying to recruit new members, such as uniforms, weapons, take-home units, gas cards, and educational incentives. FTO 2 remarked, “If you really wanted to be a cop, and this is something you really want to do, that this is the place to be. It’s literally the greatest show on earth.” Each officer displayed their high affective commitment towards BRPD, which is reflected in the message they would share with prospective recruits. 	Comment by Editor: He or she.	Comment by Rogers, Caitlin: change not made	Comment by Editor: He or she.	Comment by Rogers, Caitlin: change not made
Several officers expressed a commitment to public services, even as they acknowledged the challenges of policing in their advice to potential recruits. The challenges were often described before any positive attributes of the profession or encouragement to join the BRPD. This sentiment was exemplified by Seasoned Officer 1 when they stated:
There are risks that come around along with this job. It is also oftentimes a thankless job. There are a lot of people walk around and will tell you, thank you for your service… But in most cases, you're often criticized and scrutinized for what you do, even though you're out here wanting to help someone. There's somebody that may not believe that what you're doing is a positive or good thing. So, I'll explain all those things. The good, the bad and the ugly. But I tell anybody, I love the Baton Rouge Police Department. I wouldn't recommend them to the sheriff's office, to State police, even though they may make more money at State Police. I would 100% tell them this is a good place to work. It's a good profession to be in.
This sentiment was also echoed by Seasoned Officer 3:
I would ask them to make sure they know what they're getting into. This life is not for everyone. This life is gonna take a lot from you, in the sense that you will be asked to make a lot of sacrifices that the average man or woman will never make. Your soul will change, and it will change in a very quick time. Some of the violence that mankind exhibits on another, it will take a toll. And the things that you are exposed to, it will take a toll. 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. And for people like me, I never had a choice. 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.
Several officers repeated a similar refrain: “Do your research” (FTO 1, Recruiting Team Member 1, and Recruiting Team Member 2). Other common ideas expressed were that applicants needed to “be sure” that a career in policing was the right fit for them, they need to “want” to do it, have the right “mindset,” and the desire to become a police officer must “be in your heart” (Recruiting Team Member 1, Recruiting Team Member 2, Seasoned Officer 2). For example, FTO 1 stated:
It's more of a career, not just a job. I would just tell them… really know that this is something that you want to do. Know what you're getting into. Do the research. Know that there's going to be calls that you're gonna be shell shocked [by]… know that you can mentally deal with it when they do end up happening.
The responses from Seasoned Officer 1, Seasoned Officer 3, and FTO 1 demonstrate a dedication to policing and high affective commitment to the organization while honestly relaying the complexities of a career as a police officer at the BRPD. While honest, these responses may not be appealing in introductory conversations with potential recruits considering a multitude of career paths. 
However, one officer interviewed, FTO 3, was more overtly critical. This officer expressed that their frustration with the organizational culture prevents them from recommending the BRPD to potentially interested applicants. FTO 3 stated they would advise an interested friend or family member to "explore your options… Come here, get your experience, and go somewhere else. To me, this department is not to the standard where they're keeping officers." When asked to elaborate, the participant indicated they would provide information about the BRPD's shifts and benefits, which, according to this individual, are not competitive with the East Baton Rouge Sheriff's Office. FTO 3 indicated they share this guidance with individuals assigned to them for training, encouraging them to evaluate the department after gaining three to four years of experience. At that time, "stay here and make your career out of it. But if you want to further yourself… get your experience and move on. Look at different options" (FTO 3). The language used by this officer indicates that an officer's low morale and low affective commitment can translate to the message they deliver to prospective recruits, which could translate to a lost applicant or an officer leaving the department. 	Comment by Editor: His or her.	Comment by Rogers, Caitlin: change not made	Comment by Editor: Him or her.	Comment by Rogers, Caitlin: change not made	Comment by Editor: He or she.	Comment by Rogers, Caitlin: change not made	Comment by Editor: He or she.	Comment by Rogers, Caitlin: change not made	Comment by Editor: He or she.	Comment by Rogers, Caitlin: change not made
Questionnaire responses from the new 93rd BTA trainees suggest a mixture of enthusiasm and early awareness of the challenges of policing. Unlike seasoned officers, the trainees framed their advice to applicants regarding personal perseverance rather than systemic challenges within BRPD. Several trainees demonstrated an eagerness to recruit, with one responding that their advice would be, "Please come and join me!!!" (93rd BTA Trainee 7). Another shared a note of encouragement, "Go for it. It'll be hard getting in but definitely worth it. It's all a mind thing, stay positive. Just don't give up" (93rd BTA Trainee 2). Similarly, 93rd BTA Trainee 5 responded, "I would tell them to join the academy. I would inform them of the benefits involved, the bonds they would be able to build with other coworkers." These recruits demonstrate an excitement for policing at BRPD, which is reflected in their recruitment message. 	Comment by Editor: His or her.	Comment by Rogers, Caitlin: change not made
Several of the 93rd BTA trainees acknowledged the challenges of the police academy in the advice they would share. For example, one trainee stated they would recommend that a potentially interested applicant "prepare physically and mentally well before even applying" (93rd BTA Trainee 9). Similarly, 93rd BTA Trainee 10 remarked, "I would tell them definitely go for it, but make sure you know why you're doing it and that you're doing it for yourself because it's definitely tough." These participants said they would recruit new members but focused their advice on preparation for success and perseverance in the police academy. 	Comment by Editor: He or she.	Comment by Rogers, Caitlin: change not made
However, 93rd BTA Trainee 6's nuanced response about the demanding nature of the academy reflected some of the concerns raised by veteran officers. This trainee stated, "I would encourage them to go for it but to let them know it's hard work and hard labor every day. Something is always coming at you as if there's a target on your back, and there's nothing you can do about it. The physical demand [is to be an] athlete, and if you're not perfect, it's a problem" (93rd BTA Trainee 6). This trainee's response reveals low morale early in the academy, but it has not dissuaded the individual from being willing to recruit new members. 
Notably, seasoned officers and 93rd BTA trainees frame the challenges of the job differently. While seasoned officers focused on structural issues, such as workload, pay, and departmental support, in the cautious advice they would give to potential applicants, trainees focused on personal perseverance and the mindset needed to be successful in the academy. This difference in responses between these two groups could suggest that, over time, officers' views may shift from seeing policing at BRPD as a test of personal resilience to recognizing it as a job shaped by systemic challenges. Alternatively, the police trainees’ advice may be focused on academy preparation due to limited exposure to the department thus far or because they were immersed in the challenging academy when asked the question. 


[bookmark: _Toc196226143]Analysis of Institutional Data

The BRPD provided extensive institutional data, including annual recruiting reports, the 2024 recruitment plan and goals, recruiting class data, and departmental policies. In this section, we analyze this data within the context of relevant literature on recruiting.	Comment by Editor: I would try to integrate this description of your analysis to provide an introduction to this chapter similar to the introductions to chapters V and VI.	Comment by Gilmore, Anzilla R: What do you think about this comment?	Comment by Rogers, Caitlin: agree, I like it integrated here
We thoroughly reviewed the institutional data to verify its relevancy and accuracy, developing key metrics to ensure that relevant questions were answered by the data provided. Recruiting schedules were analyzed to confirm consistencies between applicants or gaps in the process. Specifically, we correlated the following information:
The academy schedule and withdrawal from the academy
Recruiting efforts and the number of recruits
Number of academy classes per year and the number of new sworn officers
Withdrawn applications and duration of low activity in the recruiting schedule
We also analyzed the relationships between hiring and withdrawals at certain times of the year or in various stages of the recruiting process, reviewing the demographics of successful versus withdrawn recruits. Finally, we identified changes in recruitment over time. To address gaps identified in the existing data, we developed additional questions and requests for information. Based on our analysis, we integrated the data into our interview questions.
[bookmark: _Toc196226144]Institutional Data Analysis
We examined BRPD's existing recruiting data and related law enforcement recruiting literature to identify potential areas for improvement. Specifically, we focused on engaging potential recruits, streamlining recruiting processes, increasing academy retention, enhancing engagement across multiple phases of the process, and refining messaging. Our analysis sought insight into the potential for implementing evidence-based improvements aligned with successful departments' best practices to overcome recruitment challenges. 
[bookmark: _Toc196226145]Annual Recruiting Reports 
The BRPD issues annual recruiting reports that include information on the number of new sworn officers placed in service, the status of annual recruiting goals, performance measures, departmental workload assessments, and the number of complaints submitted to the Commander. The BRPD provided us with five reports dating back to 2019. Annual goals routinely included hiring up to two BTA and LA cohorts, restructuring hiring protocols to increase efficiency in the hiring process, researching up-to-date recruiting strategies, and implementing promotional and marketing strategies.	Comment by Editor: The POST academy is only referred to two or three times in the paper. For consistency, I think I would only refer to it as LA. Also, do you mean hiring the entire cohort? Maybe clarify.	Comment by Rogers, Caitlin: i am good with the suggestion of just using “LA” instead of POST. as for the hiring comment, I think it’s okay as is, but maybe “hosting up to two BTA and LA cohorts” would be clearer?
In 2022, the report began to include projected goals for the following year. Projected goals for 2023 and 2024 included hiring two BTA cohorts and two LA cohorts, as well as securing an independent annual recruiting budget. Goals remained relatively consistent, with an occasional deviation in 2019 to include building community partnerships and increasing recruiting staff and in 2020 to utilizing a recruiting database. Performance measures were unchanged over the same five-year period. A review of the reports specifically related to recruiting dating back to 2019 revealed that all specific goals and objectives had been met for the past five years, indicating more ambitious goals may be appropriate. 	Comment by Editor: Again, does this mean that the BRPD wanted to hire the entire class of BTA or LA graduates? It doesn’t really make sense.	Comment by Rogers, Caitlin: i think this is fine as is?	Comment by Gilmore, Anzilla R: same	Comment by Gilmore, Anzilla R: Should they set more ambitious goals?	Comment by Rogers, Caitlin: Incorporated
Each of the five reports dating back to 2019 summarized how the department began to move in a different direction to focus on recruiting a new generation (see Table 2). However, the report does not specify how the department aimed to move in the new direction beyond building better relationships with the community it serves. The 2019 report suggests that there were three sworn officers and one administrative member of the recruiting team. In 2020, the recruiting staff was reduced to two officers and one administrative member. A change was made in 2021 to the makeup of the recruiting staff to include one less sworn officer and one additional administrative team member. In 2021–2025, two sworn officers and two administrative members were on the recruiting team. 	Comment by Editor: Added reference to Table 2.
Each year, the department reported significant overtime hours due to the array of community engagement events and outreach efforts occurring outside of business hours. In 2022, the reports began to specifically state that each recruiting team member had a workload that exceeded 100%. Overtime hours ranged from 288.5 hours to 761 hours worked by the recruiting department. 
 Table 2. Overtime Hours and Costs for the BRPD Recruiting Team 2019-2023. BRPD’s recruiting team overtime more than doubled between 2022 and 2023.

[bookmark: _Toc196226146]BRPD 2024 Recruitment Strategic Plan
BRPD’s Recruiting and Retention Division underwent a transition in 2023. Under new leadership, the division developed a comprehensive strategic recruiting plan for 2024. Their mission was “to actively recruit and select police officers and non-sworn candidates that will reflect the agency’s standards and demographics of the city in which we serve” (McCoy, 2024). The recruiting division’s goals were “to establish and maintain a group of qualified employees in appropriate proportion to the make-up of the department’s jurisdiction which will reduce attrition, minimize disciplinary actions, create a high morale for the department, and improve community relations which will increase the efficiency in the delivery of police services” (McCoy, 2024). According to the recruiting division, BRPD had 117 sworn officer vacancies and 35 additional vacancies in various non-sworn officer positions, including police cadet, police communications officer, crime intelligence analyst, fingerprint tech, forensic scientist, and criminal information specialist (McCoy, 2024).	Comment by Editor: Reference isn’t in the references list.	Comment by Rogers, Caitlin: added 2024 strategic recruitment plan to references list as unpublished internal report.
The 2024 strategic recruiting plan had two main pillars: personalizing the recruiting experience and humanizing the badge. Recruitment Team Member 3 relayed pride in the care provided and rapport developed with each recruit. They explained, “I wind up spending so much time on the phone with applicants. Once you build good rapport with an applicant, then you will keep that applicant because they see you know you're being genuine” (Recruitment Team Member 3). Efforts to personalize a recruit’s process include maintaining detailed records of correspondence with every applicant; modernizing the communication processes using text messaging, a platform the current generation of recruits use more regularly; and using group messaging applications to promote connection and development of early comradery with academy candidates. 	Comment by Editor: He or she.	Comment by Rogers, Caitlin: change not made
The recruiting division’s efforts to humanize the badge include several Community Engagement Opportunities that go beyond attending job fairs. The division finds value in casual encounters that encourage interaction with law enforcement officers with no agenda other than to foster a positive environment where law enforcement officers can engage with community members, build trust, and create opportunities for meaningful dialogue. The division also hosts a “Digital Creator” Facebook page that allows friends rather than followers as it seeks to reach supporters of law enforcement and to engage with real people rather than posting curated content for the public.
Furthermore, BRPD’s internal research suggests that 60% of their BTA trainees come through current and former officers and staff referrals. The recruiting team leverages current and former staff’s network in three distinct ways. They have developed “Employee Engagement Campaigns” that include Fitness/Weight Loss Challenges, Football Fridays, Breast Cancer Awareness Walks, and Veteran Employee Spotlights. BRPD has remarked that these campaigns have helped boost morale and engaged more stakeholders in recruiting efforts. The recruiting division has implemented an internal communication plan to keep current employees informed about recruiting strategies in an effort to increase confidence among current BRPD staff and officers as they engage in recruiting efforts across their personal networks. The recruiting division has also conducted training during roll calls, where they distribute promotional material to support the empowerment of BRPD staff to take up the role of recruiting ambassadors (McCoy, 2024).
[bookmark: _Toc196226147]BRPD 2024 Recruitment Goals
The 2024 Strategic Recruitment Plan included seven goals (see Table 3). The first goal was to develop and finalize a recruitment budget. With the support of the Chief and Deputy Chiefs, the division tasked itself with identifying a funding source for the budget it sought to establish. The plan included allocating funds to posting open positions on job boards and with recruiting agencies. They also sought to host and attend recruiting events like career fairs, job fairs, and information sessions. The budget would also include funding for branding activities, including social media campaigns, posts, and media marketing. They also planned to invest in technology to upgrade existing software and the recruiting website and purchase application tracking and background investigation software.
The second goal sought to utilize and train current sworn and non-sworn staff and community volunteers to advance recruiting. Drawing on a past initiative, the department sought to re-establish a recruiting team of sworn and non-sworn personnel to augment the efforts of the four-member recruiting division. The team would volunteer to participate in recruiting events. A request for consideration of a method to incentivize current staff to participate was included in the plan. 
Table 3. BRPD’s 2024 Strategic Recruitment Plan.

The third goal was to establish a recruiting and retention board. Made up of sworn and non-sworn staff, the board would provide critical oversight and guidance as it worked to support all recruiting functions. The board would support communication across different populations to keep officers, community members, and leaders informed about recruiting plans and goals. The board would meet bi-monthly and would be comprised of representatives from several different BRPD divisions. 
Goal four focused on personalizing the recruiting process. The division aimed to maintain continuous communication with applicants throughout the application process. This goal would work to ensure that interested applicants would not slip through the cracks. The action items included collecting and updating candidate information, sending out monthly communications to potential and current applicants, hosting open houses and Q&A sessions, holding career nights, and supporting partnerships with employment agencies, local colleges and universities, and career prep programs. This initiative went further to keep potential candidates engaged in the process as it planned to host professional development and job skills sessions for recruits to learn critical job skills while they prepared to apply for the BTA. 
The fifth goal sought to enhance marketing and advertisement resources using social media platforms dedicated to law enforcement recruiting. The division planned to regularly update marketing materials and its website and attach recruitment QR codes to all dedicated police recruiting vehicles. 
Goal six would expand recruiting efforts to include attending more community events and hosting department events to draw students and local community members to engage with law enforcement. The goal also included providing command staff with key talking points to be used during public speaking engagements. 
The seventh and final goal focused on recruiting a pool of candidates that were reflective of Baton Rouge's demographics. Research suggests that law enforcement agencies with sworn officers who match the demographics of the communities they serve can lead to better relationships with communities and more equitable policing practices (Peyton et al., 2022). 
Four of the seven goals established in the 2024 Recruitment Strategic Plan were met. One reason for not meeting the remaining three goals included anticipated historic-level budget cuts for the foreseeable future, preventing the establishment of a recruiting budget. The administration approved the recruitment and retention board but lacked support from BRPD. Finally, a lack of applicants in the pool that match the demographics of the city of Baton Rouge also left goal 7 unmet (see Tables 4A and 4B). Of the 114 eligible 2024 applicants, 79 were male, and 35 were female. Of the 79 male applicants, 78% were Black, 24% were White, and 1% identified as other. Of the 35 female applicants, 74% were Black, 20% were White, and 5% were Hispanic. 	Comment by Editor: Added reference to tables.
Tables 4A and 4B. Racial and Gender Dynamics in Baton Rouge, Louisiana (A) and BRPD’s BTA Applicants in 2024 (B).

[bookmark: _Toc196226148]Engagement with Recruits
Law enforcement agencies nationwide utilize numerous tools to engage with law enforcement recruits. Internet and social media strategies, community liaison programs, youth outreach programs, community engagement programs, on-site visits and ride-along opportunities, and referral networks are just a few methods used to attract recruits (Wilson et al., 2010). As engagement evolves, departments have turned their focus toward diversifying their ranks to increase applicants. Agencies have become more sensitive to the need for diverse representation in the media, diversity messaging, resources specific for women, innovative strategies like video shorts for social media posts, and community-oriented messaging for those members of the community who are interested in making a difference (Rineer et al., 2023).
BRPD tracks its recruitment touch points, including phone calls, office walk-ins, and emails with potentially interested applicants (see Figure 18). Total recruitment touchpoints nearly doubled from 2021 to 2022.Figure 18. BRPD’s Recruiting Contacts 2019-2024.


[bookmark: _Toc196226149]Recruiting Class Data
Over the past six years, the number of new officers entering BRPD has fluctuated significantly, reflecting both the challenges and progress in recruitment efforts. From 2019 to 2021, the number of new officers steadily declined, dropping from 36 in 2019 to just 12 in 2021. This downward trend was likely influenced by various factors, including shifts in public perception of law enforcement and an increasingly competitive job market. Despite these challenges, BRPD remained committed to recruitment, hosting two BTAs and two LAs in 2021, collectively producing 12 new officers by the end of the year.
In 2022 and 2023, the department experienced a notable rebound in recruitment, primarily due to the introduction of sign-on bonuses that attracted more candidates. In 2022, BRPD hosted two BTAs and two LAs, hiring 49 new officers. Recruitment efforts strengthened further in 2023, with the department successfully conducting two BTAs and two LAs, bringing in 56 new officers. However, recruitment slowed in 2024, with the BTA and LA yielding only 12 new officers (See Figure 19).

Figure 19. New BRPD Officers in Service 2019-2024.

[bookmark: _Toc196226150]Barriers to Entry
The current pre-employment screening process may overly restrict the candidate pool for BRPD. During qualitative interviews, seasoned officers were asked if there were any legal or departmental policy barriers that negatively impacted recruitment. Officers also provided insights about what causes some interested applicants to withdraw from the police academy. Interviewees identified three potential barriers: the alcohol and drug use policy, the appearance and grooming policy, and the fitness requirements to enter and complete the BTA. Though rooted in operational needs and professional standards, these policies may no longer be aligned with a contemporary workforce.
[bookmark: _Toc196226151]Alcohol and Drug Use Policies
Multiple seasoned officers addressed BRPD’s strict policy on alcohol and drug use in qualitative interviews. Historically, BRPD required applicants to be drug-free for multiple years before they were eligible for employment; however, generational shifts in attitudes toward the recreational use of cannabis and the evolving landscape for cannabis legalization have rendered many otherwise qualified candidates ineligible. This disqualifier is increasingly relevant in Baton Rouge since Louisiana expanded access to legal medical marijuana in 2020 (Marijuana Policy Project, n.d.). Recruiting Team Member 1 explained that the drug use policy was recently changed, “we had [a policy] where we required two years to be free from any drugs. We changed it to one year. We’re coming down because, apparently, the new breed coming in now [is] curious and trying drugs. So, we put it down to one year.” According to Academy Officer 1, candidates who test positive for THC during a pre-employment drug screen are also eligible to reapply after one year because of this policy change. This recent policy change indicates that the department is receptive to changing qualification criteria. However, BRPD continues to require applicants to be clean of any other illegal narcotics for two years to be eligible for employment. 
The department’s policies on alcohol use and alcohol-related offenses remain stricter. According to BRPD’s employment requirements, a candidate must not have been convicted of driving while intoxicated within three years of application to be eligible. Additionally, Academy Officer 1 explained that applicants undergo drug and alcohol testing during the pre-employment screening process without advance notice. According to Academy Officer 1, applicants who “blow in the breathalyzer and… have any alcohol in [their system as low as] 0.0001%, are ineligible to apply to work for the City-Parish for a minimum of three years,” even though it is a legal level of alcohol to have in one’s system. This officer explained that a night out before a morning drug test may lead to such a positive, disqualifying result. BRPD recently “had an applicant that during his drug test, he blew hot on his breathalyzer… and he can’t reapply for three years. He would have been a good cadet” (Academy Officer 1). This barrier indicates that BRPD’s pre-employment screening policies may be overly restrictive and exclude otherwise qualified applicants. According to Academy Officer 1, “That’s insane.” 
There may be additional room to reconsider disqualifying criteria, such as convictions or pleas for offenses that are no longer criminal, to broaden the candidate pool for BRPD. For example, Academy Officer 1 indicated that BRPD may disqualify an individual with a criminal record for carrying a concealed weapon from employment; however, “carrying a gun openly and concealed in the State of Louisiana is no longer a crime because we’re a constitutional carry state. A year ago, it was a crime. You couldn’t.” This officer recommended that the department revisit and revise the policy “to adjust with the times” (Academy Officer 1). 
[bookmark: _Toc196226152]Appearance and Grooming Policy
According to the 2024 IACP recruitment survey, the most common changes law enforcement agencies enacted to improve recruitment were to relax their tattoo and grooming policies (IACP, 2024). However, like many law enforcement agencies, BRPD enforces conservative grooming policies, particularly for hairstyles, which may deter otherwise qualified candidates from applying. According to Recruiting Team Member 3, potential recruits often hesitate to commit to the department because BRPD's appearance policy does not allow 'locs' or other natural, protective, or cultural hairstyles. As they stated, "Your hair is an extension of you" (Recruiting Team Member 3). Recruiting Team Member 3 reported that they notify potential applicants upfront if their hair is not in compliance with departmental requirements so that they can decide whether to continue with the application process. Re-evaluating the hair requirements in the appearance policy to align with Louisiana's CROWN Act (Louisiana House of Representatives, 2022), which prohibits race-based hair discrimination, can demonstrate the department's commitment to inclusivity and respect. This change is significant for recruits from historically marginalized communities (Louisiana House of Representatives, 2022). 	Comment by Editor: He or she.	Comment by Rogers, Caitlin: change not made
BRPD's facial hair and tattoo policies are more lenient than those of many other police departments, which broadens the candidate pool. Officers can have facial hair, including mustaches and beards, provided they meet specific length, stylistic, and grooming requirements. Additionally, BRPD allows officers to have tattoos unless they are offensive in nature or located on the face or neck. According to Recruiting Team Member 3, potentially interested applicants often worry about tattoos, so the department may benefit from advertising its permissive policies on facial hair and tattoos on the recruitment websites. Further, as other departments relax their policies, such as the Dallas Police Department in Texas, which relaxed its policy on visible tattoos (Torry, 2024), BRPD risks losing potentially interested recruits to other police departments that are more permissive. 
[bookmark: _Toc196226153]Physical Fitness Requirements
The physical fitness requirement for entry into the BTA and the physicality required during the duration of the BTA were identified as barriers to entry by multiple individuals interviewed. We learned that physical requirements for entry are a point of concern for potentially interested applicants and a contributor to unsuccessful applications from qualitative interviews with Recruitment Team Members 1 and 3. BRPD provides candidates with three opportunities to successfully pass the physical fitness test. According to Recruitment Team Member 1, they like to see candidates try to pass until they succeed because it demonstrates drive and desire to do the job. According to Academy Officer 1, “The requirements to get into our academy are not very hard. You run a mile and a half. You do a couple of push-ups and a couple of sit-ups, and that’s it. Nothing to the extent of what we do physically the first couple of weeks [of the BTA].”	Comment by Editor: He or she.	Comment by Rogers, Caitlin: change not made
When asked to name the top reasons why police recruits do not successfully complete the police academy, Academy Officer 1 revealed, “The number one thing, a lot of people point at physical fitness.” This individual explained that the academy uses:
Corrective actions through physical exertion. When [the police recruits] do something wrong, they physically pay for it. They’re doing PT. Doing runs and pushups and sit-ups. We have a concept that we work by here of, ‘We’ll sweat and bleed on the bricks so that we don’t bleed and die on the streets.’ (Academy Officer 1)
The academy instructors intentionally use physical punishment to shape police recruit behavior, build camaraderie through adversity, and instill BRPD’s values and conduct expectations. Based, in part, on the level of physical preparation and acceptance or rejection of this physical punishment model, Academy Officer 1 indicated that it is easy to tell whether a police recruit will be successful in the academy within the first week or two.
Though the department values physical exertion to mold new officers, BRPD does not require ongoing physical fitness testing. Additionally, according to Recruitment Team Member 1, officers must be prepared to use physical force, but doing so is not routine. This officer could recall one instance where the level of physicality on the job was as rigorous as their academy training. In contrast, FTO 1 reported that the endurance training required to be successful in the academy relates to daily police duties because “if you’re completely overweight and you can’t walk from the district a half mile down the street without being winded, you know it’s going to be hard to do this job when you’re fighting a criminal that may have a gun in your face.” While the department offers some fitness incentives, such as gym access and on-duty workouts, maintaining personal fitness after the academy is the individual officer’s responsibility. According to FTO 1, there is no ongoing fitness testing at BRPD. 
This discrepancy creates a sense of cognitive dissonance for recruits, who may see the corrective actions through physical exertion as a hazing tactic rather than for job preparedness. For example, 93rd BTA Trainee 6 explained: 
Sometimes I don’t believe the things we have to endure are beneficial to becoming an officer. It’s almost like getting prepared for a war and getting bullied for little things for no apparent reason. As hard as the academy is, the officers on the streets should reflect the ideals they want trainees to live up to and they don’t come close to it.
If the department desires to increase its applicant pool and retain more police recruits successfully through the academy, there is an opportunity to assess whether the fitness requirements of the academy reflect job-related physical demands rather than historical benchmarks or mechanisms of enforcing desired behavior. While maintaining high fitness standards is desirable for officer effectiveness and safety, if the realities of the job do not require such physicality, it may be an unnecessary barrier to entry. 
[bookmark: _Toc196226154]Civilian Integration
In qualitative interviews, multiple participants described improvements to the staffing of civilian positions, particularly communications officers (formerly known as dispatchers). When the new recruitment team was installed, there were “almost 30 vacancies. We were getting to critical levels” (Seasoned Officer 1). According to Seasoned Officer 1, the recruitment team successfully addressed understaffing in this unit by opening its functions up to the public through open houses, allowing potentially interested applicants to see what the job is like and assess whether it was a good fit. The number of communications officer vacancies was further reduced from 17 to 6 in 2024 (Recruitment Team Member 1). BRPD’s success in this area is notable as there is a national shortage of dispatchers in the United States due, in part, to the long hours, pay, stress, and emotional demands of the career (International Academies of Emergency Dispatch, 2023). Additionally, the improved staffing levels for a notoriously challenging public safety role indicates that there may be community interest in working for the police department in non-sworn capacities.
BRPD expanded its recruitment team by incorporating two full-time civilian support staff members. Throughout the qualitative interviews conducted with BRPD officers of varying ranks and tenures, improvements to the unit’s efficacy were routinely acknowledged and applauded. In a qualitative questionnaire, Recruitment Team Member 1 explained, “We [took] measures to assign some of our tasks to civilian employees, and it tremendously helped our time to recruit and attend more events.” The civilian employees serve as ambassadors for non-sworn positions within the department and can potentially reach untapped demographics, reducing barriers to initial engagement for potentially interested community members. They also are intimately involved in the department’s mission and provide personalized support to applicants to help retain and guide them through the application process. Recruitment Team Member 1 indicated in a qualitative interview that the recruitment team would benefit from additional civilian support staff, whether they are paid or volunteers. Given the success of civilian integration into the recruitment team, additional civilian integration into the department may be beneficial.
Beyond the recruitment unit, BRPD could benefit from an expanded civilian workforce in administrative, communications, investigative, and support roles to help meaningfully reduce sworn officers' workload and demonstrate a commitment to addressing officers’ concerns about public messaging. In qualitative interviews, several officers expressed their concerns about the growing workload due to sustained staffing issues, indicating potential burnout of the overworked staff. For example, Academy Officer 1 explained, “People are tired of coming to work with only five people on a squad where 15 years ago… you’d come to a squad and have 12 people… They’re inundated with call after call after call, and there’s no downtime.” 
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 once hired. Additionally, civilian positions generally have lower pay scales than sworn officer roles, offering a cost-saving measure for BRPD. Reallocating some vacant sworn officer positions to civilian roles could help reduce expenses while maintaining operational effectiveness. Increasing civilian roles may provide viable career paths for individuals interested in public service and positive community change but not in a career as a sworn officer. If incorporated meaningfully into functional units of the department, BRPD could reallocate thin officer resources to more pressing public safety matters. 
We asked seasoned officers in questionnaires, “What is an administrative task that you regularly have to complete that could be assigned to a trained civilian or volunteer? In other words, if a task could be taken off your plate to meaningfully improve your daily work life, what would it be?” Interestingly, 89% of respondents (n=9) indicated there were no such tasks. Conversely, one respondent (11%) from the department’s recruitment team reported that an effort was previously undertaken to re-evaluate and reassign some of their unit’s tasks from sworn officers to civilians, and it “tremendously helped,” as previously described. Social identity dynamics may complicate the integration of civilian roles within the department; however, success stories and testimonials from other units (e.g., recruitment) may help officers see increased civilian roles as an asset rather than a threat.	Comment by Editor: His or her.	Comment by Rogers, Caitlin: change not made
While many departments have increased civilian ranks in office settings, field operations can also benefit from civilian support. Though each community’s and department’s needs differ, other police departments across the country have successfully increased their civilian ranks to meet pressing needs through civilianized units or positions such as: 
Administrative, legal, fleet, asset, budgeting, purchasing, and records support and management: Workload assessments may reveal tasks performed by senior departmental members that do not require law enforcement skills and expertise. Reassignment of such tasks would allow sworn individuals to refocus time and energy on core law enforcement duties, supervision, personnel support, and strategic objectives of the department. 
Communications and (social) media specialists: These specialists may assist the BRPD in communicating its message effectively to media outlets and the community through traditional media outlets and social media engagement, effectively translating department work to the civilian audience.
Community engagement roles: Supplementing the community engagement unit with civilian engagement personnel may strengthen ties between the BRPD and the Baton Rouge community, demonstrating the former’s commitment to building and sustaining community trust. 
Community service and traffic response units: These units may address parking enforcement and ticketing, accident reporting, traffic redirection and management, minor vehicle infractions, and event support but are trained in less lethal methods only.
Crime scene units, forensic units, evidence units, and digital media recovery: A fully civilianized model has been widely adopted in departments across the United States, primarily due to shifts in the forensic field. In an increasingly digital world, digital media recovery specialists can free up time for investigative personnel by collecting audiovisual evidence from businesses and community members.
Investigative support: Particularly relevant for law enforcement retirees in the community, civilian investigators may assist with or perform in-house pre-employment background checks, cold case reviews, laboratory submission documentation, complaint documentation and resolution, internal affairs investigative assistance, and scheduled interviews. 
Legal and laboratory liaisons: Liaisons may facilitate interactions and information transfer between outside entities, such as scheduling, report receipt, etc. 
Mental health crisis intervention units: These units may support law enforcement officers in de-escalation training and field responses. 
Some law enforcement agencies in Louisiana have implemented civilian field operations positions. For example, Alexandria employs Community Service Officers (CSOs) who are non-sworn individuals without the authority to carry firearms or execute arrests (City of Alexandria, 2024). Alexandria’s CSOs assist with crime prevention efforts, public relations, and community engagement, among other tasks, after receiving a subset of training from the Alexandria Police Academy. Shreveport implemented an Auxiliary Officer Program in 1997, in which members can assist with traffic direction, abandoned vehicle impoundment, parking citations, and minor accident reporting after receiving 40 hours of training (City of Shreveport, n.d.). Community Service Officer units are common in some regions of the country, such as southeastern Florida, and are supported by educational programs such as the local Broward College’s 206-hour Police Service Aide Academy (Broward College, 2024).
Increasing civilian integration into the department’s office and field operations may help advance the department’s community engagement and trust-building initiatives. It can meaningfully reduce the number of interactions Baton Rouge community members have with armed officers, changing the nature of many community-police interactions.
[bookmark: _Toc196226155]BRPD Officer Suggestions
In qualitative interviews and questionnaires, we asked all participants for suggestions to improve recruitment outcomes. 92nd BTA Probationary Officer 1 suggested that the BRPD engage in direct coordination with the military’s transition assistance program (TAP), which allows service members preparing to transition to the civilian workforce to see that the BRPD is hiring and is particularly interested in recruiting U.S. veterans. The department supports recruiting former servicemembers, as Recruiting Team Member 2 explained, and recognizes the success rate of servicemembers through the police academy (per Academy Officer 1). This suggestion was already acted upon by BRPD’s recruitment team (see Strategic Recruitment Plan goal 6); however, the TAP outreach may have occurred after this probationary officer was recruited. In alignment with and in furtherance of this suggestion, the BRPD could post job notices on veteran-specific websites (e.g., recruitmilitary.com) or register with the Department of Defense’s SkillBridge program. Notably, these efforts could be used for sworn or civilian vacancies. They could offer additional avenues to reach a broader community of applicants who have been historically successful in BRPD’s culture.	Comment by Gilmore, Anzilla R: McCoy is doing this!  This statement from this BTA graduate suggests that the work McCoy is doing to visit roll call and let officers know what the recruiting team is doing may not be working.   	Comment by Rogers, Caitlin: From our interview, it sounded like he is going to retirement services at the base, rather than reaching individuals before they retire or decommission as this new officer indicated. I don’t see BRPD on the job board or registered as a skillbridge employer as of today so I think there is still room to improve with veteran outreach	Comment by Gilmore, Anzilla R: Under goal 6, McCoy’s Strategic Recruitment Plan says “
The Recruiting Division will coordinate recruiting visits with military posts and engage the TAPS program.”  Let’s be clear about what you are seeing that is contrary since McCoy feels like Goal 6 was met.  	Comment by Rogers, Caitlin: Updated
Several seasoned officers and police recruits recommended additional marketing and social media use to improve recruitment and reach a broader audience. FTO 2 recommended that the BRPD increase marketing for its LA. This officer indicated that the lateral program may be enticing for mid-career officers at smaller departments because the BRPD may offer “more money and a lot more opportunities” for growth and specialization than smaller, more rural departments can offer (FTO 2). Multiple 93rd BTA trainees recommended increased social media use for marketing, including “to widen the spectrum of recruiting by having a more direct means of marketing to the immediate areas outside Baton Rouge” (93rd BTA Trainee 8). Utilizing technology and engaging with the community is crucial for effectively recruiting suitable candidates (Wilson & Dalton, 2007). Technology enables law enforcement agencies to reach a broader pool of candidates with messages tailored to resonate with high-quality individuals who can help the department tackle modern policing challenges.
Since the department’s target recruitment demographic is young millennials and Generation Z members, candidates might not see the department’s recruitment outreach on their preferred and most-used platforms. Social media platform use has clear generational trends that may impact the efficacy of BRPD’s current social media outreach efforts, which are primarily focused on Facebook. Though Facebook is a commonly maintained platform for elder millennials and baby boomers, YouTube, Instagram, TikTok, and LinkedIn are also widely, and often preferably, used by younger millennials. Regarding current recruitment efforts, Generation Z overwhelmingly uses visual social media platforms versus older social media platforms like Facebook. Sixty-five percent (65%) of Generation Z uses Instagram, 63% uses YouTube, 60% uses Snapchat, and 58% uses TikTok as its preferred platforms and primary search engines (Fromm, 2025). If the BRPD is not active and effective in its use of the platforms Generation Z is using, the latter may not see the recruitment message and provide otherwise confounding feedback about the need for additional social media use for marketing the department’s vacancies.	Comment by Editor: Author name is spelled Fromme in references list.	Comment by Rogers, Caitlin: Spelling was incorrect in reference list and has been corrected. “Fromm” is correct.
While the department advertises its social media accounts for Facebook and X (formerly Twitter) on its public-facing website, it also has LinkedIn, Instagram, YouTube, TikTok, and Nextdoor accounts that are not advertised on BRPD’s official website. The BRPD regularly posts updates on its verified Facebook and X government accounts; however, neither account has a banner that indicates the department is actively hiring. The department’s LinkedIn account is actively used to promote upcoming academy classes and events, but the BRPD is not using LinkedIn’s “#HIRING” profile picture frame to quickly signal to potentially interested recruits that it has vacancies to fill. As of March 2025, the LinkedIn profile also indicates that the department has no available positions (see Figure 20), contrary to its urgent recruitment needs.
BRPD’s Instagram and TikTok accounts are not yet “verified,” which is an important symbol of legitimacy for online-native generations. As of March 2025, BRPD’s Instagram account has not been updated in 8 months, the YouTube account has been dormant for three years, and the TikTok account has only 13 posts. The BRPD does not have a Snapchat account. In alignment with the recruitment team’s efforts to “go everywhere that [they] can to open up the opportunities for anyone” (Recruitment Team Member 1), the department may benefit from an increased presence on a broader array of social media platforms, particularly those most preferred by individuals in their target recruitment demographic.

Figure 20. Screenshot of Baton Rouge Police Department’s Official LinkedIn page on March 16, 2025.
Many officers indicated that improving pay would help improve recruitment outcomes for the BRPD and could broaden the applicant pool; however, changing the pay scale is outside of the BRPD’s direct control. Others suggested reintroducing sign-on bonuses to entice younger candidates. However, Seasoned Officer 3 revealed that prior sign-on bonuses were seen as “a slap in the face [when] you’ve got guys that have been here six plus years that haven’t gotten anything just to stay. It was kind of good to get some people, and then it was also kind of bad at the same time.” This response indicates that reintroducing sign-on bonuses, if future budgeting allows, may need to be done with care and internal messaging to avoid causing resentment or damaging seasoned officer morale. 
Recruiting Team Member 2 recommended increasing opportunities for potentially interested applicants to connect with officers and see themselves in the department to increase the applicant pool for the BRPD. Increased use of “vertical video” content and cross-posting across the department’s social media channels may provide members in the Baton Rouge community and surrounding areas with additional avenues to see the positive work being done within the department, illustrating life inside the department and providing spotlights on current staff members and testimonials. Additional avenues include increased frequency and marketing of open houses, meet-and-greets, ride-alongs, citizen’s academies, community engagement events, and mentorship opportunities, many of which the department already uses. 

[bookmark: _Toc196226156]Findings

This study was designed to directly address six research questions that guided our inquiry. It drew from two distinct sources: (1) self-generated data obtained through a departmental climate survey, qualitative interviews, and questionnaires, and (2) institutional data provided by BRPD. The analysis covered over a dozen topics relevant to BRPD recruitment as we integrated insights from the seven theoretical frameworks used in the climate survey. By examining firsthand perspectives alongside organizational data, the analysis aimed to provide a comprehensive view of recruitment challenges and areas of alignment. Each research question is discussed individually below, starting with the motivations that prompted applicants to pursue a career with BRPD. Based on the study design and project results, we arrived at seven primary findings directly connected to our research questions.
[bookmark: _Toc196226157]Motivated by A Desire To Serve
Q1. What motivates recruits to join BRPD?
Finding 1. New recruits are motivated by a desire to serve (public service motivation), a desire to do good (prosocial motivation), intrinsic motivations, or perceived job fit. 
Questionnaire responses from 93rd BTA trainees reveal that most new recruits are motivated by a desire to serve (public service motivation), a desire to do good (prosocial motivation) for their communities, intrinsic motivations (such as self-determination), or perceived job fit and alignment with the profession. Of the 93rd BTA trainees, 50% reported prosocial motivation, 50% reported public service motivation, and 40% reported self-determination as a source of motivation to apply to join the BRPD. This finding aligns with recruitment literature about the public sector.
There is a disconnect between BRPD recruiters, seasoned officers, and recruits about what motivates individuals to apply. When interviewed, recruiters and seasoned officers expressed skepticism about applicants’ stated motivations and indicated that status, image, and financial incentives are stronger drivers of recruitment than potential applicants may acknowledge. They reflect positively on their motivations when they became police officers but do not sense earnestness when potential new applicants express those same motivations. 	Comment by Rogers, Caitlin: updated	Comment by Editor: Should this be recruits in general?
In questionnaire responses, many 93rd BTA trainees reported being self-motivated or drawn to apply for a career with the BRPD through their social network rather than by explicit recruitment efforts. Of the 93rd BTA trainees, 50% revealed that they initiated contact with the BRPD independently, and only 20% cited outreach events or advertising as influential in their decision to apply. This result suggests that recruitment strategies should continue to be aligned with the motivations police recruits self-report, including information that interested applicants can readily locate when looking for information about the BRPD.
[bookmark: _Toc196226158]More Idealistic Than Seasoned Officers
Q2. How do recruit motivations and expectations align with BRPD’s culture?
Finding 2. Recruits are more idealistic than seasoned BRPD police officers. 
Compared to the organizational culture survey responses, questionnaire responses from recruits indicate that they are more idealistic than seasoned officers in the department. Comparison of climate survey responses across the population groups reflects clear trends. Seasoned officers report more neutral and negative responses across multiple metrics than applicants and probationary officers. Seasoned officers report more neutral, disagree, or strongly disagree responses when asked questions about prosocial motivators (e.g., willingness to sacrifice for the welfare of others) and about their affinity for the organization compared to prospective officer applicants and recruits in various stages of training. When compared, officer motivations are relatively consistent across the groups surveyed (e.g., applicants and probationary officers) except for seasoned officers. New officers with prior experience at other agencies (lateral transfers) report similar low motivations as seasoned BRPD officers, indicating that this may be partly due to time in the field, not time in the department.
The BRPD climate survey provided insight into the motivations, perceptions, and experiences of officer applicants, BTA and LA probationary officers, and sworn officers within BRPD. The survey results revealed key differences in motivation, organizational commitment, and workplace belonging across the groups surveyed. The analysis reflected the initial enthusiasm of applicants and BTA probationary officers and the growing cynicism among seasoned officers and lateral hires. These findings established a foundation for understanding how leadership practices and departmental culture influenced officer retention and job satisfaction and how both impacted recruiting.
Analysis of the survey responses revealed that BRPD applicants were more racially diverse than current sworn officers, signaling a demographic shift in recruitment. Officer applicants were predominantly Black (75%), while sworn officers were primarily White (45.8%). The racial composition of recruits may have long-term implications for BRPD's organizational culture and future retention strategies.
High levels of prosocial and public service motivation existed among applicants, with 98.33% responding positively to questions related to prosocial motivation and 94.27% to questions related to public service motivation. Sworn officers' positive responses were highest in these areas, with 87.31% and 72.97% positive responses, respectively. However, interviewed recruiters expressed skepticism toward the motivations of the applicants and new officers. They suggested that applicants may have provided "expected" responses rather than genuine motivations, viewing claims of wanting to "help people" as a scripted response rather than an intrinsic calling. This cynicism may have stemmed from the contrast between the idealistic enthusiasm of recruits and the more hardened perspectives of veteran officers, who had experienced the challenges and disillusionment that many officers report after a long career in law enforcement.
Affective commitment declined with tenure, with lateral hires reporting lower satisfaction and leadership confidence. While 98.15% of applicants expressed strong affective commitment to the BRPD, only 59.39% of sworn officers responded positively to affective commitment questions, and 17.24% responded negatively. Lateral hires showed even lower confidence in leadership and perceived recognition within the department. These findings suggested that while initial enthusiasm for the BRPD was high, structural or cultural factors contributed to declining loyalty over time. Sworn officers responded less positively to belonging and identity with the BRPD, while new recruits expressed strong organizational identification, highlighting a significant gap in perceived connection to the department. 
All officer applicants responded positively to survey questions regarding belonging and identification with the BRPD, compared to only 65.06% of sworn officers. The stark contrast suggests that while recruits entered the BRPD with a strong sense of alignment and optimism, this connection diminishes over time. Research suggests that this contrast stemmed from organizational challenges, leadership dynamics, or job-related stress (Allen et al., 2021; Filstad, 2022). These findings raised critical concerns about how the BRPD fosters long-term identity and engagement among its officers and whether existing structures provide adequate support to maintain the initial enthusiasm observed in recruits.
Self-determination factors, such as autonomy and recognition, were significantly lower among sworn officers, which may have contributed to disengagement. While 82% of applicants responded positively to self-determination factors, only 50.52% of sworn officers responded positively, with nearly 20% of sworn officers expressing negative views. This decline in motivation suggested that while the BRPD effectively recruited service-minded individuals, long-term engagement suffered due to unmet psychological needs.
[bookmark: _Toc196226159]Relationship-Building vs Intelligence-Gathering
Q3. How might public engagement and sentiment impact recruiting?
Finding 3. Efforts to improve community trust may be undermined by a lack of separation between outreach and intelligence-gathering efforts. 
Interviews with seasoned officers and survey responses indicate that BRPD’s efforts to improve community trust may be undermined by a lack of separation between relationship-building and intelligence-gathering efforts. The perception of duplicity could erode trust in the BRPD and discourage recruitment, particularly in marginalized and historically over-policed communities.
Qualitative interviews, particularly with Seasoned Officer 3, acknowledged that community outreach events, such as community walks, serve as opportunities to build trust and develop investigative leads. If done purposefully, this dual intent may undermine the perception of authenticity of the department’s engagement and trust-building efforts. Only 12% of citizen survey respondents found BRPD’s communication effective, while 4% recommended improved ethical community relations. This indicates that the Baton Rouge community has persistent concerns with and limited trust in the BRPD. 
Negative public sentiment, often fueled by media coverage and community distrust in law enforcement, has contributed to the declining application rate at the BRPD, according to interviews with seasoned BRPD officers. The officers emphasized that the BRPD needs to engage in positive media messaging to help counter the prevailing negative image of the department, change public opinion over time, enhance community satisfaction, and increase trust in the department. Conversely, the 93rd BTA trainees noted that direct engagement with officers and insight into the department’s operations improved their perception of the BRPD, indicating that positive interactions can shift individual and public sentiment.
Public service motivation and social identity theory suggest that individuals drawn to the police profession see meaningful roles in serving their communities; however, potential recruits from marginalized communities may feel alienated if the outreach they receive from the BRPD is perceived as duplicitous. Organizational support theory also suggests that recruitment and retention are influenced by trust in institutional integrity. Therefore, ensuring alignment between BRPD’s public engagement goals and public perception of these outreach efforts is critical to sustaining public trust and recruitment.
[bookmark: _Toc196226160]Negative Word-of-Mouth Messaging
Q4. How might department sentiment impact recruiting?

Finding 4. BRPD officers engage in word-of-mouth recruitment activities; however, the message they give when doing so may be negative towards the BRPD and the police profession. 
Qualitative interview responses indicate that BRPD officers routinely engage in word-of-mouth recruitment; however, the message they convey when doing so may be negative towards the BRPD and the police profession. This messaging may dissuade potential recruits rather than encourage them to join the BRPD. This finding highlights a gap between BRPD’s historic reliance on officer-led recruitment and officers’ discussions of the profession with prospective recruits.
Interviews with seasoned officers of varying ranks, tenures, and responsibilities reveal that many officers feel a responsibility to recruit new members to join the BRPD. Their recruitment message often includes significant caveats that emphasize the challenges of policing instead of its rewards. For example, when asked what advice BRPD officers would give to a friend or family member interested in working for the department, many of the officers interviewed led their advice with warnings about the profession’s risks, workload, and copious public scrutiny before offering any endorsements of the job or the BRPD.
Some officers interviewed expressed enthusiasm for the BRPD and emphasized its strengths, such as high training standards, a strong organizational culture, and positive direction. Others described the job and the departmental leadership negatively. Whether they intended to encourage or discourage a potential recruit to apply, the BRPD officers interviewed frequently framed their advice with caution, encouraging them to “do their research” and ensure that becoming a police officer was the right fit for them before applying. These interview responses suggested that word-of-mouth recruitment efforts may be less effective than desired since officers’ language, tone, and message may (inadvertently) discourage applicants from pursuing a career with the BRPD.
Officer morale and job satisfaction appear to shape the recruitment message delivered by BRPD officers. Among seasoned officers, 27% cited their heavy workload, 45% reported a lack of organizational support or fairness, 54% expressed dissatisfaction with pay, and 27% reported low affective commitment to the department. This sentiment is reflected in the recruitment message delivered by BRPD officers, with one even openly advising potential recruits to consider other law enforcement agencies with better compensation and working conditions instead of the BRPD.
The 93rd BTA trainees demonstrated greater enthusiasm for recruitment. When asked in a qualitative questionnaire, the 93rd BTA trainees framed their advice to potentially interested recruits regarding personal perseverance and commitment rather than cultural or workload challenges within the BRPD. This advice suggests that officers’ perceptions evolve over time, with officers becoming more attuned to systemic issues inside and outside of the department. Understanding this shift in perspective can help inform recruitment strategies that sustain and capitalize on early career enthusiasm and address seasoned officers’ concerns.
Our first observation while reviewing the annual recruiting reports was the consistency in the status of the annual recruiting goals. Every year since 2019, BRPD has reported meeting all of its recruiting goals and objectives. Consistency in meeting annual goals while the recruitment of sworn officers is unsuccessful can be explained in several ways. The recruiting department may have believed reporting goals as successfully met was expected and necessary, leading them to set less ambitious goals within their control. It reveals a disconnect between the department’s individual goals and the overall goals of the BRPD. A lack of strategic coherence between the BRPD as a whole and the recruiting department does not support organizational success. Kaplan introduced the ‘Balanced Scorecard’ approach to management, emphasizing the critical need for organizations to align individual performance measures with organizational objectives to ensure the overall organization is successful (Kaplan, 1996).	Comment by Editor: Reference listed under Kaplan alone in references list.	Comment by Rogers, Caitlin: verified with source material and updated
The 2024 Strategic Recruitment Plan included seven goals that focused on diversifying the BRPD’s workforce by engaging the community, leveraging digital marketing, and enhancing recruitment efforts through partnerships with academic institutions, faith-based organizations, and local leaders. It prioritizes personalized candidate engagement, expanding recruitment events, utilizing social media, and offering incentives to retain qualified personnel while aligning department demographics with the city's population. What it did not include when comparing it to national strategies was a structured mentorship program, an officer wellness program, expended benefits, and a study of the current BRPD eligibility requirements (PERF, 2022; Sprafka & Kranda, 2000). 	Comment by Editor: I would move these two sentences to the physical fitness and tattoo sections, respectively.	Comment by Gilmore, Anzilla R: I am inclined to just delete the Bellevue PD reference.  I can’t find a appropriate place for it.  I thought about the section on organizational support but it does not work for me.  I moved the Dallas Police reference to page 73 and to page 96 and deleted here.  Both are highlighted.  Decide which place is best, delete the other and lets call this done.  	Comment by Rogers, Caitlin: i agree
[bookmark: _Toc196226161]Excessive Pre-Employment Screening 
Q5. How do BRPD’s recruiting processes and strategies compare to national recommendations?
Finding 5a. The pre-employment screening time exceeds the national average.
[bookmark: _Toc196226162]Recruitment & Hiring Timelines 
There are multiple stages in the recruitment and hiring process to become a sworn officer with the BRPD (see Figure 21). The first stage is the submission of an application, which can be an arduous task fraught with barriers to entry. Anything from having a speeding ticket on your record to being unable to list all your previous addresses can slow the process. Once an application is submitted, all applicants undergo a seven-stage screening process that includes passing a physical assessment, polygraph, oral interview, background check, administrative review, medical/drug screening, and approval by the chief. With the review of two sample applicants provided by BRPD, we found that the process can take anywhere from 8 to 25 weeks to complete. The one consistency between each sample timeline provided was a four-week period reserved for third-party polygraph and drug testing of each applicant. 
Figure 21. Hiring Process Examples. In the two examples provided by BRPD from recent applicants, the hiring process for Applicant A was 13 weeks while the hiring process for Applicant B extended to 30 weeks. These examples illustrate how the duration and complexity of the hiring process can vary between candidates.

Variations are present in the time it takes applicants to provide their documents after submission of their application and the time it takes to pass the physical assessment. The variation in the document submission duration is caused by what one recruiting team member called “problems” with their records. Those problems could range from traffic tickets to arrests to finding documentation that was not readily available. 
For the purposes of this study, week one begins when all the necessary documents for the hiring process are received. A review of BRPD’s application durations showed that hiring processes differ for each applicant. However, once all documents are received, the process advances through a standard twelve-week process. This twelve-week duration includes four weeks for a background check and polygraph test. Both the background check and polygraph test are outsourced to a third party. 
On the contrary, according to NEOGOV’s 2020 Time-to-Hire Report, which cites SHRM’s 2017 Talent Acquisition Benchmarking data, the average public sector job takes 119 days (17 weeks) to fill. In comparison, private sector jobs take as little as 36 days (5 weeks) to fill (NEOGOV, 2020; SHRM, 2017). With BRPD time-to-hire exceeding private sector jobs on the low end and public sector jobs on the high end, BRPD applicants may have to wait 2 to 3 times longer to be hired. In a competitive job market, top candidates are gone within ten days (Sullivan, 2016). The extended hiring timeline puts the BRPD at a significant disadvantage in attracting and retaining top candidates. 
[bookmark: _Toc196226163]Attrition Rate Through Recruiting Process 
In 2024, BRPD could only host one BTA, which started with 51 applicants (see Figure 22). After the seven-stage applicant screening process, only 13 applicants were hired. All 13 newly hired recruits continued their employment during the 6-to-8-week period before the start of the academy, where trainees get to work in different departments before basic training begins. However, within the first four weeks of basic training, the class of 13 dwindled to only seven graduates. Reasons for the withdrawal of the six trainees varied. However, it was noted that many of the trainees who withdrew from the academy left because of the physical demands of the 22-week process. With five graduates from the LA, where officers from other agencies must train before becoming BRPD officers, the total number of sworn officers that joined BRPD in 2024 was 12, 18 short of their academy graduate goal of 30 per class. 
With a 75% attrition rate from application to the start of basic training and a 50% attrition rate from the beginning of the basic training to the end of the 22-week academy, the BRPD would need at least 300 applicants for each academy to reach its hiring goals. A review of the 51 applicants to the 92nd BTA 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. The recruiting team collects detailed notes on each recruit during the hiring process. 
Based on interviews conducted with the recruitment team and organizational recruitment data provided, BRPD’s recruitment strategies are saturating city, school, and community events where recruitment may be beneficial; however, the pre-employment screening time exceeds the national average. BRPD’s extended screening process is an area for potential organizational improvement to positively impact recruitment outcomes. Applicants seeking jobs may not be able to wait for nearly a year to start. Reducing the pre-employment screening period may help retain interested applicants.
Figure 22. BRPD 92nd BTA Applicants. The applicant pool for the BRPD 92nd BTA in 2024 included 51 applicants. Of those, 13 were hired and began the BTA in May 2024. Seven graduated the 92nd BTA in October 2024.

[bookmark: _Toc196226164]Unintended Consequences of Sign-On Bonuses	Comment by Editor: It's not clear how this finding corresponds to the research question, which focuses on national strategies.	Comment by Rogers, Caitlin: i added an introductory paragraph with citations for this being a nationally recommended recruitment strategy
Finding 5b. Sign-on bonuses effectively drove recruitment when used by BRPD historically; however, they have had unintended consequences.
Offering financial incentives is a nationally recognized recruiting strategy that can set a department apart from its peers (IACP, 2020). Incentives can take the form of sign-on bonuses, increased salary upon completion of the BTA, tuition reimbursement, student loan repayment, and stipends for childcare (IACP, 2024). According to the IACP's 2024 survey, more than 10% of responding law enforcement agencies employed sign-on or recruitment bonuses. 
When focusing on the initial recruitment stages, recruitment data indicated that sign-on bonuses historically used by the BRPD boosted recruitment efforts and increased the number of applicants. However, qualitative interviews revealed that these recruitment bonuses had unintended negative impacts on seasoned officers in the department. Seasoned officers reported that these incentives were perceived as a “slap in the face” to the tenured workforce, who received no additional compensation. This perception exacerbated ongoing frustrations regarding compensation at the BRPD. 
Organizational support theory underscores the role of perceived fairness in maintaining workforce cohesion and employee-employer trust. Police officers are more likely to develop affective commitment to the BRPD if they feel valued and supported by the department. BRPD’s use of financial incentives for new hires without simultaneously addressing how its current workforce would perceive the incentives inadvertently increased resentment among BRPD officers, causing them to feel overlooked despite their ongoing contributions to the department’s mission. This oversight could have downstream effects on supporting new members as they integrate into the department’s functional units. 
Self-determination theory provides insight into the friction caused by recruitment bonuses. Though officers want to see their staffing challenges resolved, BRPD officers of varying ranks and tenures reported that they see policing as a long-term profession and are intrinsically motivated by purpose and community service. Financial incentives selectively enjoyed by recruits could have eroded a sense of belonging and shared mission, as indicated by qualitative interviews when asked what they thought motivated recruits in 2024.
Therefore, the department should be mindful of the potential unintended consequences of using sign-on bonuses in the future while considering ways to counteract the negative feelings the bonuses may cause. Holistic incentive strategies that balance recruitment goals with workforce support and recognition may be beneficial. For example, structured mentorship stipends, referral incentives (e.g., pay, discretionary leave), and recruitment recognition awards for current officers may help align officers’ voluntary recruitment behaviors with the department’s recruitment goals. 	Comment by Gilmore, Anzilla R: I copied and pasted this word for word from the recommendation section.  The Recommendation section can be redacted on this subject and expanded related to full scope of  recommendation 3: focus on initial recruiting stages 	Comment by Rogers, Caitlin: I think it’s perfect here.	Comment by Rogers, Caitlin: Rewrote/expanded
[bookmark: _Toc196226165]Civilian Integration
Q6. What opportunities may exist to broaden the pool of applicants for BRPD?
Finding 6. Increasing civilian integration into the department may broaden the applicant pool and meaningfully address the staffing crisis. 
Recruitment data and qualitative interview analysis suggested that increasing civilian personnel may help the BRPD address critical staffing shortages, as civilian roles have not experienced the same sustained recruitment and retention challenges. In recent years, the BRPD has significantly reduced vacancies within its civilian workforce, notably among communications officers. This success signals that the Baton Rouge community has an appetite for civilian roles within the department. A targeted expansion of civilian roles with defined, specialized responsibilities may help reduce vacancies at the BRPD and support critical departmental services. By reassigning some responsibilities from sworn officers to specialized, trained civilian employees, the BRPD could enhance operational efficiency, reduce the call volume for current officers, and return officers’ focus to essential public safety duties requiring a trained law enforcement officer’s skills, training, and expertise.
Longstanding recruitment challenges have increased the call volume for sworn officers at the BRPD, contributing to stress, burnout, reduced job satisfaction, and decreased affective commitment to the department. In qualitative interviews, officers described their increasing workloads, directly connecting this to workplace fatigue. In their interviews, seasoned officers reported high workloads and workforce strain due to understaffing and high crime rates; therefore, we anticipated that officers would readily identify tasks that could be reassigned. However, we found that officers were reluctant to name tasks they felt comfortable passing on to a trained civilian employee. Social identity dynamics and self-image may complicate the acceptance and implementation of recommendations related to this finding.
Reassigning administrative, investigative, and operational support tasks to trained civilian personnel could present a viable means of addressing this issue and meaningfully improving the work lives of BRPD officers. Given the reduced training and hiring periods for civilian personnel, the department could boost its ranks more rapidly by civilianizing more of its workforce. Additionally, the recruitment pool may be markedly increased by attracting individuals interested in public service, community engagement, and community improvement initiatives but who do not wish to do so in the capacity of a police officer. This approach may also provide a viable pathway to those interested in working for the department but who do not possess the physicality to complete training.
Increased civilian integration in office and field operations may assist with the department’s community outreach trust-building goals by reducing the number of community interactions with armed members of the department. Additionally, it could address officers’ concerns about public image and media relations. A workforce workload assessment may reveal areas of departmental operation that are most amenable to and appropriate for civilian reinforcements. If informed by community input and listening sessions, the BRPD could also ensure that increased civilian integration supports public safety in ways that improve relations between the department and the Baton Rouge community. 	Comment by Editor: Should this be “armed”?	Comment by Rogers, Caitlin: yes, fixed.
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Based on our findings, we have four primary recommendations for BRPD’s recruitment and leadership teams to effectively transform recruitment that are within BRPD’s sphere of control.
[bookmark: _Toc196226167]Enhance Community Engagement
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.
Modernize media outreach initiatives. One of the most important areas for growth is modernizing how BRPD connects with potential recruits through social media. The 2024 Recruiting Strategic Plan recognizes the importance of a social media-driven recruitment strategy, including creating standalone recruitment accounts and posting consistent content. However, younger audiences and underrepresented communities increasingly engage with digital content differently, favoring platforms like YouTube, Instagram, TikTok, and LinkedIn over traditional options like Facebook and X. To effectively reach a larger demographic, the BRPD should move beyond basic announcements and adopt more engaging communication. Short-form video content, interactive Q&A sessions, and officer-led storytelling could be used as effective tools to enhance community engagement. These strategies can help humanize the profession and deconstruct common misconceptions about what it means to serve as a police officer. Furthermore, by tracking engagement analytics and adapting its digital strategy based on audience responses, the BRPD can ensure that its outreach remains relevant, impactful, and truly connects with the people it hopes to recruit.
Community survey and listening sessions. Beyond digital outreach, BRPD's 2024 strategy emphasizes building relationships with faith-based organizations and civic groups to strengthen recruitment efforts. While these partnerships are critical, the department should incorporate community surveys and listening sessions to better understand public sentiment and recruitment barriers. Traditional engagement events, while valuable, may not capture the full spectrum of community concerns or perspectives. Regular surveys, paired with open forums, can provide insight into public trust, the perceived accessibility of policing careers, and obstacles that may prevent people from considering the BRPD as an employer. More importantly, making this feedback transparent and acting on it shows a real commitment to community voices, reinforcing BRPD's reputation as a department that listens and adapts.
Ensure investigative separation. Another area that requires attention is ensuring a clear separation between investigative work and community engagement. During officer interviews, it became clear that outreach events—such as "walk and talk" sessions—often serve a dual purpose: connecting with residents while gathering intelligence on recent crimes. While this may be seen as efficient from an investigative standpoint, it can create skepticism and harm trust. If residents feel that their conversations with officers are being used to collect information rather than to build relationships, outreach efforts may ultimately backfire. This duplicity is particularly concerning in communities that have historically experienced over-policing. To prevent this issue, the BRPD should establish clear distinctions between outreach and intelligence gathering, ensuring that officers engaged in community-building efforts are not expected to conduct investigations simultaneously. This policy should also be communicated to the public to prevent misunderstandings. Additionally, the department could introduce an oversight mechanism to ensure that outreach activities focus on fostering dialogue rather than surveillance. Without these reforms, potential recruits—particularly those from marginalized communities—may feel conflicted about joining a department that appears to mix relationship-building with law enforcement tactics.
Rebrand outreach initiatives. Another key step in strengthening BRPD's relationship with the community is rebranding its outreach initiatives to reflect a service-oriented mission rather than an enforcement-first image. While BRPD's official website presents a commitment to community service, its social media presence—particularly its Facebook page—tells a different story. Frequent posts featuring arrest photos of Black men, accompanied by "innocent until proven guilty" disclaimers, create an impression that the BRPD takes pride in publicizing arrests rather than fostering trust. This kind of messaging can unintentionally reinforce negative perceptions, particularly among the very communities from which the BRPD seeks to recruit. A more effective approach would be to highlight stories that showcase officers working in their communities, engaging in mentorship, and making a difference beyond law enforcement duties. By aligning its recruitment messaging with its broader public service mission, BRPD can attract recruits who see policing as more than just a job but a meaningful way to contribute to their community.
Provide mentorship opportunities. Mentorship remains one of the most promising avenues for recruitment and long-term crime prevention. The 2024 plan already includes efforts to expand mentorship within the BRPD, including the Explorer and Cadet programs, which introduce young people to careers in law enforcement. However, recent research underscores the importance of mentorship as a crime prevention tool, particularly in high-risk communities where school disengagement correlates with violent crime. A report analyzing 15 years of education and criminal justice data in Baton Rouge found that a significant number of young men convicted of murder never finished high school and frequently skipped classes (Lussier, 2025). Investing in mentorship, especially with students at risk of dropping out, can provide structured guidance, positive role models, and early exposure to career pathways in law enforcement. The BRPD can strengthen its impact by partnering with local schools, non-profits, and workforce development programs to offer mentorship, career coaching, and hands-on experiences with officers, fostering relationships that inspire future recruits and strengthen community ties. In addition to external mentorship efforts, the BRPD has an opportunity to develop an internal pipeline by recruiting civilian employees into law enforcement careers. Establishing a structured mentorship program for civilian employees within the BRPD could help prepare them for the transition to sworn officer roles, creating an internal pathway to the BTA. This dual approach would reinforce BRPD’s investment in professional development, strengthen workforce retention, and build a recruitment strategy rooted in long-term career growth.
Implementers. The department’s Public Information Officer will lead media outreach initiatives to expand BRPD’s digital presence and adopt more engaging, interactive content to attract diverse recruits. The Community Engagement Unit, in collaboration with the Recruitment Division, will take the lead on community surveys and listening sessions to gather public feedback and shape recruitment strategies. To ensure investigative separation, the Command Staff and Community Engagement Unit will be responsible for clearly delineating community outreach from intelligence gathering efforts. The Public Information Officer and Recruitment Division will work together to rebrand outreach initiatives by shifting BRPD’s messaging toward a service-oriented mission. Finally, mentorship opportunities will be overseen by the Recruitment Division, the Training Academy, and the Community Engagement Unit to expand external and internal mentorship programs that support recruitment and career development. However, for mentorship to be truly effective, the entire department must actively engage, fostering a culture in which officers at all levels invest in guiding and supporting the next generation of recruits.
[bookmark: _Toc196226168]Recognize and Empower Current Officers as Recruiters
The BRPD officers serving the Baton Rouge community are the best and largest recruitment force. Although BRPD officers regularly engage in word-of-mouth recruitment, their messaging may convey a negative perception of policing. We recommend that the 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.
Conduct a department-wide morale survey. To better understand the concerns of BRPD’s workforce that may be barriers to delivering positive recruitment messages, we recommend that the BRPD conduct a department-wide morale survey. An employee’s perception of the degree to which the organization values their contributions and cares about them (perceived organizational support) influences their workplace outcomes and behaviors, such as job satisfaction, commitment to the organization’s success, and recruitment (Eisenberger et al., 1986; Eisenberger et al., 1997). Officer motivation decreases over time if there is a disconnect between public perception and professional identity, contributing to disengagement and lower job satisfaction (Patil & Lebel, 2019; Schott et al., 2019; Vough et al., 2013). Additionally, by assessing officers’ sentiments about job satisfaction, leadership direction, workload, organizational support, organizational commitment, and job engagement, the BRPD can identify areas for operational improvement. The survey results should inform departmental decisions about officer support and engagement strategies to ensure that the current force feels supported and valued.
Engage in purposeful brand management. Public perception of the BRPD influences recruitment efforts. If officers feel satisfied and supported in their work, they are more apt to engage in voluntary recruitment behaviors and to communicate positive sentiments when discussing a career in policing at the BRPD with potential recruits. The BRPD should actively manage its brand by formulating the most effective recruitment strategy, disseminating desired messaging to all officers, acknowledging and honoring officers’ contributions, and ensuring alignment of external recruitment efforts with internal messaging. 
Incentivize, recognize, and reward voluntary recruitment behaviors. The BRPD should encourage its officers to engage in recruiting efforts. Officers who engage in voluntary recruitment behaviors, including successful word-of-mouth recruitment to their social networks or on the job and attendance at recruitment events, should be recognized for their contributions through public acknowledgment (e.g., briefing announcements), written accolades (e.g., commendations), or awards. The BRPD should consider offering referral bonuses or discretionary leave to incentivize more officers to recruit new members. Incentivizing, recognizing, and rewarding voluntary recruitment efforts will help develop a culture where officers feel appreciated by the BRPD when recruiting new members.
Leverage the enthusiasm of new members in recruitment. Probationary officers have the highest levels of motivation and optimism as they embark upon their careers as BRPD officers. Building on its “talk to a recent recruit” program, the BRPD should involve recent probationary officers in outreach and recruiting events as they speak more positively about the department than seasoned officers. Newly minted officers can provide fresh, relatable insights about the recruitment and academy processes to potentially interested recruits.
Implementers. To ensure alignment of recruitment efforts with officers’ experiences, collaboration will be needed between the department’s recruitment team, public information office, supervisors, academy officers, and sworn officers to shape and share the recruitment message.
[bookmark: _Toc196226169]Focus on Initial Recruitment Stages
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 do not quit. Therefore, we recommend continued focus on the initial recruitment stages as the Recruitment Division has been doing according to its Strategic Recruitment Plan.
Enhance recruitment messaging and marketing. To attract internally motivated candidates with grit who are likely to thrive as BRPD officers, job descriptions and advertising materials should highlight how a career in policing is dynamic and fosters autonomy, professional development, and camaraderie (Southwick et al., 2019; Bellé & Cantarelli, 2018). The BRPD should actively market its vacancies through all social media channels using print and vertical video messages. QR codes specific to different recruitment campaigns, initiatives, or events should be used to assess the return on investment of each so the department can further refine its recruitment efforts and marketing campaigns most effectively. Digital marketing initiatives that allow potential candidates to view the daily life of officers, assess their fit within the organizational culture, and imagine themselves within the department are evidence-based and nationally recommended (Wilson et al., 2010). This marketing approach would enhance the department’s in-person recruitment efforts, such as open houses, career fairs, and ride-alongs.
Reconsider policy barriers. BRPD’s alcohol and drug use policy, appearance policy, and physical fitness requirements are barriers to entry for many interested applicants. The BRPD should review these policies to see if additional refinements can be made to improve applicant retention.
Reduce the pre-employment screening time and burden. BRPD’s pre-employment screening process can take 8 to 25 weeks, exceeding industry benchmarks. Efforts to reduce the timeframe without sacrificing screening quality can help retain candidates throughout the recruitment process. Strategies to improve screening time include using internal resources for completing polygraph tests, adding a civilian background investigator to the recruitment team to expedite and internalize background checks, streamlining administrative tasks, and assisting candidates with acquiring needed records. For out-of-state applicants (particularly for lateral transfers), the BRPD should consider using virtual platforms for interviews as well as polygraphers and clinics (for drug testing and physical examinations) local to the candidate. For military candidates, re-evaluate the volume and duration of address records that must be furnished for time on active duty.
Use financial incentives strategically. Recruitment data trends indicate that these sign-on bonuses were effective in boosting the recruitment of new members. However, qualitative interviews revealed that these recruitment bonuses had unintended negative impacts on seasoned officers in the department. Seasoned officers reported that these incentives were perceived as a “slap in the face.” Therefore, the department should be mindful of the potential unintended consequences of using sign-on bonuses in the future while considering ways to counteract the negative feelings the bonuses may cause.
Implementers. The Recruitment Division and command staff will oversee policy changes and work through the budgeting process to allocate funding for the recruitment interventions. Coordination between the Recruitment Division, the command staff, and human resources will be needed to address inefficiencies and barriers in the hiring process.
[bookmark: _Toc196226170]Integrate Additional Civilian Roles in the Department
The department has significantly reduced its civilian vacancy positions in recent years, as evidenced by fewer communications officer vacancies, indicating a desire among community members to work for the BRPD in civilian capacities. Meanwhile, the BRPD struggles to onboard enough officers to keep up with routine attrition, let alone make up for historic deficits. Expanding the civilian ranks within the 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. 
Conduct a workforce workload assessment. The BRPD should conduct a comprehensive workload assessment of each functional unit (or unit type) to identify which administrative, investigative, communications, or operational support tasks could be reassigned to trained civilian personnel without compromising operational effectiveness.
Ensure buy-in for civilian integration. Community forums and outreach efforts will help ensure that civilians are assigned to fill roles that will meaningfully advance the interests and working relationships of the BRPD and the community it serves. Internal listening and strategy sessions will help address concerns from experienced officers about role adjustments and enhance support for this initiative by proactively incorporating officer suggestions and addressing concerns. 
Expand civilian recruitment. Marketing new pathways to join the police department and serve the community will be critical to attracting civilian recruits to newly formed positions. Building on the success of open houses and meet-and-greets to address staffing deficits among communications officers, BRPD should allow interested civilians to see functional units that will be home to new civilian roles.
Promote training and mentorship for new civilians. Personnel accepting newly designed roles will need training to acclimate to BRPD’s organizational culture and assigned working units. The BRPD can leverage this opportunity to offer growth opportunities for individuals seeking career advancement.
Reassign tasks to reduce officer workload. Once new personnel are hired and trained, the BRPD should reassign tasks from officers to civilians, ensuring that transition support and time are provided to maintain functional efficacy. The BRPD must be mindful of policy changes required to enact these changes and prepared to revise and publish changes expeditiously and as operationally needed. Early success stories and testimonials from impacted units can be used to enhance officer buy-in. Internal messaging that reinforces the critical value of work performed by members of the department can support individual and social identity as work units evolve.
Implementers. Reallocating officer positions to civilian roles requires recruitment and leadership officials in BRPD’s command staff to lobby for policy change and budget reallocation to support the integration of additional civilian roles. This recommendation’s success depends on support from departmental leadership, human resources, the metropolitan council, and the police union.


[bookmark: _Toc196226171]Conclusion

In this study, we employed a mixed-methods approach to answer the question, “What internal strategies can BRPD leverage to effectively transform recruitment?” We identified several factors influencing recruitment outcomes, such as alignment between applicants’ motivations and expectations with BRPD’s organizational culture, officers’ perceptions of public and departmental support, and structural barriers within BRPD’s hiring process. Our findings show that the BRPD has implemented an admirable array of recruitment initiatives. Still, there are significant opportunities to refine its efforts to be more impactful in attracting the right recruits and improving recruitment outcomes.
A key takeaway from the study is that organizational culture plays a critical role in recruiting. Officers with a strong affective commitment to the BRPD are more likely to engage in voluntary recruitment behaviors and deliver a positive message to potential recruits about a career in policing and employment with the BRPD. This project highlights the need to foster a workplace culture promoting belonging and purpose within the department. Our literature review and project data also reveal the importance of aligning recruitment messaging with recruits’ motivations, particularly to serve the public (public service motivation) and to do good for others in their community (prosocial motivation), to attract applicants who are more likely to succeed in BRPD’s organizational culture. Refining organizational policies and practices pertaining to hiring and increased mentorship opportunities could improve recruitment outcomes at the BRPD.
Furthermore, the study suggests that BRPD leadership can play a pivotal role in sustaining these efforts by recognizing and acting on low- or no-cost strategies. These strategies include streamlining pre-employment timelines, adopting mentorship models, strengthening onboarding, clarifying organizational values, and building spaces where officers—particularly recruits—feel a strong sense of belonging and support. Leadership practices should evolve to support these culture-building efforts, with a renewed focus on officer well-being, engagement, and early-career retention.
Though this project focused on strategies within BRPD’s sphere of control, the broader contextual factors in Baton Rouge that significantly impact recruitment must be acknowledged. Public perceptions of law enforcement, crime rates, city policy, socioeconomic conditions, and education impact the landscape for recruitment. To address these external challenges, sustained cooperation with community stakeholders and city leaders will be needed. Efforts by city officials to promote public safety would benefit from coordination and alignment with BRPD’s efforts to be good stewards and trustworthy leaders in the Baton Rouge community.
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Time posed a significant limitation to the study. While we designed the research to capture feedback across the recruitment and onboarding process, the scope and duration of the project did not allow for a true longitudinal study that followed a single cohort from initial application through to full integration into the department. Instead, we collected data from different individuals at each phase of the hiring and onboarding process to approximate this progression. Although our study approach and methodology provided valuable insights across the recruitment timeline, a longitudinal study could have yielded a deeper understanding of how perceptions and motivations evolve over time and how early experiences influence long-term retention and commitment.
One notable gap in this study was the absence of direct community input. Future efforts to support recruiting must prioritize authentic engagement with residents across Baton Rouge, particularly through channels that invite authentic feedback and a commitment from the BRPD to act on what it hears. Anonymous surveys, listening sessions, and community forums led by committed leaders drawn from the areas of town most impacted by crime will be essential. Feedback from targeted communities, particularly those that often do not have a voice, can help guard against negative response bias and provide valuable insights into how the residents of Baton Rouge experience policing. Understanding the perspectives of the voiceless will be critical to shaping recruitment messaging, refining departmental values, and building a workforce that aligns with community expectations.
In addition, we also had to address changes in our analysis plan. Initially, we planned to interview individuals who withdrew from the BTA. However, no responses were received to our interview invitations. We then prepared and disseminated a questionnaire to individuals who voluntarily withdrew from the 92nd BTA, 93rd BTA, and 16th LA to see if individuals would be willing to provide feedback through a less time-intensive modality. Unfortunately, we did not receive any input from individuals who withdrew from the BTA or LA, limiting our ability to capture the perspectives of those who chose not to complete the training process.	Comment by Editor: Integrate this information as a limitation of your study.	Comment by Gilmore, Anzilla R: This is fine.  But I added a final sentence to the first highlighted paragraph explaining we received no input from people that withdrew. 
Finally, this study was ambitious in its initial plan to interview three to five representatives from various populations, which could have resulted in over 20 interviews. Ultimately, we conducted 13 interviews, which proved to be sufficient. Cleaning and preparing the data for coding was time-intensive, limiting the time for analysis. However, common themes emerged early in the review of transcripts, allowing us to develop a questionnaire for the 93rd BTA in place of additional live interviews. This questionnaire streamlined coding and enabled us to efficiently capture feedback from 10 of the remaining 13 academy trainees.
[bookmark: _Toc196226173]Future Inquiries
Several areas merit further inquiry as the BRPD seeks to strengthen its recruiting strategies. Given how serious this challenge is for the City of Baton Rouge and the BRPD, effecting real change will have to come from the top of the department and will require the full support of every department member. Leadership on every level will play a significant role in cultivating a new culture to drive recruitment success. 
Future inquiries should first explore how command staff and supervisors implement low- or no-cost strategies that support officer well-being, mentorship, and belonging. Leadership commitment to organizational support can drive cultural change, reinforce alignment between personal and organizational values, increase individual officer morale, and increase retention.
In parallel, the BRPD should evaluate the impact of any implemented recruitment reforms. Assessing whether changes improve applicant quality, retention, morale, and perceptions of fit within the department will be essential. Longitudinal research that tracks recruits through each phase of the hiring and training processes could identify where progress is being made—and where recruits tend to disengage. Establishing a structured process to collect feedback from those who withdraw from the academy or leave early in their careers would also help clarify pain points in the pipeline.
As recruitment strategies evolve, the BRPD could benefit from broader organizational reviews. For example, evaluating the effects of civilian integration on unit performance, morale, and job satisfaction may reveal opportunities to adjust or enhance these efforts. Reviews would help ensure that civilian roles contribute meaningfully to recruitment outcomes and overall organizational health.
Finally, BRPD’s staffing warrants closer attention. Recent data shows that more than half of the department’s vacant positions are now categorized as “frozen,” including 86 of 152 vacancies in 2025. While this trend likely reflects ongoing budget cuts, these frozen positions will limit the department’s ability to respond to staffing needs in real-time. The BRPD must be prepared to engage government officials using legitimate data collected through ongoing analysis. The analysis should examine the impact of frozen positions on recruitment, officer workload, departmental morale, and overall public safety—and use those insights to advocate for the resources needed to rebuild and sustain the workforce.
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[bookmark: _Toc196226177]Letter of Cooperation for BRPD 
RE: Permission to interview
Dear Vanderbilt Investigators:
Via this letter, I grant permission for investigators from Vanderbilt University to conduct an interview with me, and interviews and a focus group with Baton Rouge police officers, field trainees and recruits during the fall 2024 semester. The purpose of the interview is to learn about Baton Rouge Police Officer recruiting. 
Sincerely,

Officer

[bookmark: _heading=h.8drezellu7lp]Signature 										Date

[bookmark: _Toc196226178]Letter of Cooperation for BRPD Recruiting
RE: Permission to interview
Dear Vanderbilt Investigators:
Via this letter, I grant permission for investigators from Vanderbilt University to conduct an interview with me, and interviews with a focus group with Baton Rouge police officers, field trainees and recruits during the fall 2024 semester. The purpose of the interview is to learn about Baton Rouge Police Officer recruiting. 
Sincerely,

Officer

Signature 										Date

[bookmark: _heading=h.4j3foz83xh24]

[bookmark: _Toc196226179]Appendix B: Recruitment Materials
[bookmark: _Toc196226180]Survey Invitation Request (Officer Applicants, Academy Graduates, and Sworn Officers)
Greetings,

As part of my doctoral studies at Vanderbilt University, I am working with the Baton Rouge Police Department as they consider how to address law enforcement recruiting. This online survey [link added] should take about 15 minutes to complete. ​Participation is voluntary, and responses will be kept anonymous to the degree permitted by the technology being used. Personally identifiable information will not be collected. ​Participation or nonparticipation will not impact your relationship ​with BRPD. Submission of the survey [link added] will be interpreted as your agreement to participate and ​that you affirm that you are at least 18 years of age. 
​
[survey link]

If you have any questions about the project, please contact the investigators, Anzilla Gilmore and Caitlin Rogers, via email at anzilla.r.gilmore@vanderbilt.edu and caitlin.rogers@vanderbilt.edu or our faculty advisor, Dr. Rafael Garcia at rafael.garcia@vanderbilt.edu.
 
Sincerely,
[bookmark: _heading=h.q6gyx2c1patg]Anzilla R. Gilmore


[bookmark: _Toc196226181]Interview Request (Academy Graduates, Training Officers, Recruiting Team Members, and Seasoned Officers)
Greetings, 

As part of my doctoral studies at Vanderbilt University, I am working with the Baton Rouge Police Department as they consider how to address law enforcement recruiting. I would like to interview you for this study with the Baton Rouge Police Department. BRPD is interested in learning your perspectives on law enforcement recruiting. 

The Zoom interview should take about one hour. Participation is voluntary and your response will be kept anonymous. You will have the option to not respond to any question that you choose.

Please sign up for an interview slot HERE [link added] by November 8, 2024, to let me know whether you are willing to participate. 

If you have any questions about the project, please contact the Principal Investigators, Anzilla Gilmore and Caitlin Rogers, via email at anzilla.r.gilmore@vanderbilt.edu and caitlin.rogers@vanderbilt.edu or our faculty advisor, Dr. Rafael Garcia at rafael.garcia@vanderbilt.edu. 

Sincerely,
Anzilla R. Gilmore

Greetings,
 
As part of my doctoral studies at Vanderbilt University, I am working with the Baton Rouge Police Department as they consider how to address law enforcement recruiting. I would like to learn from your perspective on the BRPD recruiting process. This online questionnaire [link added] is only 9-questions long and should not take more than 15 minutes to complete. ​Participation is voluntary, and responses will be kept anonymous to the degree permitted by the technology being used. Personally identifiable information will not be collected. ​Participation or nonparticipation will not impact your relationship ​with BRPD. Submission of the questionnaire [link added] will be interpreted as your agreement to participate and ​that you affirm that you are at least 18 years of age. ​
 
If you previously completed a survey prior to your employment with BRPD, we thank you for your earlier contribution. Please note that this is a separate questionnaire. Previous participation or non-participation does not impact this questionnaire. This questionnaire will close on Friday, January 31, 2025.

[questionnaire link] 

If you have any questions about the project, please contact the investigators, Anzilla Gilmore and Caitlin Rogers, via email at anzilla.r.gilmore@vanderbilt.edu and caitlin.rogers@vanderbilt.edu or our faculty advisor, Dr. Rafael Garcia at rafael.garcia@vanderbilt.edu.

Sincerely,
Anzilla R. Gilmore


[bookmark: _Toc196226182]Appendix C: Data Analysis Matrix
	Project Question
	Indicators
	Data Needed
	Data Collection Method(s)
	Data Source
	Data Analysis Procedures

	What internal strategies can BRPD leverage to effectively transform recruitment?
	Fidelity of BRPD recruitment practices with national trends and recognized best practices.
	Recruitment practices at BRPD.
	Review of documents (recruitment policies and procedures) and archival recruitment data provided by the recruitment team. Qualitative interviews with the recruitment team (generated).
	The BRPD recruitment team maintains recruitment policies and procedures and archives departmental recruitment data.
	Qualitative and Quantitative. Departmental recruiting practices were compared qualitatively to recognized best practices in law enforcement recruiting. Where applicable, descriptive statistics were used to assess the efficacy of the BRPD recruitment efforts at successfully attracting new officers against industry benchmarks.

	
	
	National law enforcement recruiting statistics and trends.
	Literature review.
	Peer-reviewed journals and industry publications.
	

	
	
	Best practices in law enforcement recruiting (including standards, qualifications, and strategies).
	Literature review.
	Peer-reviewed journals and industry publications.
	

	
	Fidelity of BRPD training practices with nationally recognized best practices.
	Training practices at BRPD.
	Review of documents (training policies and procedures) and archival academy/field training data provided by the training team. Qualitative interviews with the training team (generated).
	BRPD training team maintains the training policies and procedures as well as the archive of departmental academy and field training data.
	Qualitative and Quantitative. Departmental training practices were compared qualitatively to recognized best practices in law enforcement training. Where applicable, descriptive statistics were used to assess the efficacy of the BRPD training program in successfully onboarding new officers against industry benchmarks.

	
	
	Nationally recognized best practices for law enforcement training.
	Literature review.
	Peer-reviewed journals and industry publications.
	

	
	
	Training periods for comparable professions (benchmark).
	Literature review.
	Peer-reviewed journals and industry publications.
	

	
	Degree of alignment between recruit expectations and perception of organizational climate at BRPD.
	Recruits in new training academy class.
	Surveys (generated) and qualitative interviews (generated).
	Surveys were electronically distributed to new cadets in the police academy and to current BRPD officers with the assistance of the training and recruitment teams. Interviews were also conducted with academy graduates entering field training. Questionnaires were distributed to recruits entering the police academy. 
	Quantitative and Qualitative. Descriptive statistics were used to better understand how aligned recruit expectations are with the organizational climate as described by current BRPD officers prior to joining the department. Industry research indicates that this alignment improves the retention of recruits through the academy, field training, and early years of policing. These statistics were compared between new academy cadets and BRPD officers. Qualitative interviews were used to better understand the experience of the recruit from entry into the academy, graduation from the academy, and entry into field training (exposure to the organizational culture). Areas of misalignment provided areas for the department to consider improving screening procedures or recruit education (if recruits have a deficit from departmental values) or to focus on climate improvement (if the perception of climate did not align with recruit expectations or departmental values).

	
	
	Graduates of training academy entering field training.
	
	
	

	
	
	Current BRPD officers.
	
	
	

	
	Number of qualified candidates who become BRPD police officers.
	BRPD recruitment, academy, and training statistics.
	Archival recruitment and training data was provided by the recruitment and training teams.
	BRPD recruitment and training teams maintain the archive of departmental recruiting, academy, and field training data.
	Quantitative. Descriptive statistics were used to better understand how the pre-employment screening procedures, the police academy, and field training programs were supporting or not supporting the onboarding of successful recruits.





[bookmark: _Toc196226183]Appendix D: Organizational Climate Survey Items
	CONCEPT
	#
	QUESTION

	Prosocial & Public Service Motivation
(Ritz et al., 2020)
	1
	I get energized by working on tasks that have the potential to benefit others.

	
	2
	It is important to me to have the opportunity to use my abilities to benefit others.

	
	3
	I prefer to work on tasks that allow me to have a positive impact on others.

	
	4
	I do my best when I'm working on a task that contributes to the well-being of others.

	
	5
	I like to work on tasks that have the potential to benefit others.

	
	6
	I admire people who initiate or are involved in activities to aid my community.

	
	7
	It is important to contribute to activities that tackle social problems.

	
	8
	Meaningful public service is very important to me.

	
	9
	It is important for me to contribute to the common good.

	
	10
	I think equal opportunities for citizens are very important.

	
	11
	It is important that citizens can rely on the continuous provision of public services.

	
	12
	It is fundamental that the interests of future generations are taken into account when developing public policies.

	
	13
	To act ethically is essential for public servants.

	
	14
	I feel sympathetic to the plight of the underprivileged.

	
	15
	I empathize with other people who face difficulties.

	
	16
	I get very upset when I see other people being treated unfairly.

	
	17
	Considering the welfare of others is very important.

	
	18
	I am prepared to make sacrifices for the good of society.

	
	19
	I believe in putting civic duty before self.

	
	20
	I am willing to risk personal loss to help society.

	
	21
	I would agree to a good plan to make a better life for the poor, even if it costs me money.

	Affective Commitment  (Mowday et al., 1979)
	22
	I am willing to put in a great deal of effort beyond that normally expected in order to help BRPD be successful.

	
	23
	I talk up BRPD to my friends as a great organization to work for.

	
	24
	I would accept almost any types of job assignment in order to keep working for BRPD.

	
	25
	I find that my values and BRPD's values are very similar.

	
	26
	I am proud to tell others that I am part of BRPD.

	
	27
	BRPD really inspires the very best in me in the way of job performance.

	
	28
	I am extremely glad that I chose BRPD to work for over others I was considering at the time I joined.

	
	29
	I really care about the fate of BRPD.

	
	30
	For me, BRPD is the best of all possible organizations for which to work.

	Group Identification Scale for Social Identification
(Hinkle et al., 1989)
	31
	I identify with BRPD.

	
	32
	I am glad to belong to BRPD.

	
	33
	I feel held back by BRPD.

	
	34
	I think all members of the BRPD organization work well together.

	
	35
	I see myself as an important part of BRPD.

	
	36
	I fit in well with the other members of BRPD.

	
	37
	I consider BRPD to be important.

	
	38
	I feel comfortable with members of BRPD.

	
	39
	I feel strong ties to BRPD.

	Perceived Cohesion Scale for Belonging (Bollen & Hoyle, 1990)
	40
	I feel a sense of belonging to BRPD.

	
	41
	I feel that I am a member of the BRPD community.

	
	42
	I see myself as part of the BRPD community.

	BRPD Questions (IACP, 2021)
	43
	BRPD values that members trust one another and offer support to one another.

	
	44
	BRPD values demonstration of respect for all personnel.

	
	45
	Diversity is welcomed, respected, and valued.

	
	46
	I can freely communicate opinions, concerns, and suggestions without fear of negative consequences.

	
	47
	I have confidence in the leadership of BRPD.

	
	48
	BRPD leadership recognizes and values my role within the department.

	
	49
	My work is important.

	
	50
	BRPD is a good place to work.
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[bookmark: _Toc196226185]Introduction For All Protocols
Before beginning to record, the following script was employed:
1. Explain the purpose of the interview.
Thank you for taking the time to meet with us today. Our names are Anzilla Gilmore and Caitlin Rogers. We are doctoral students at Vanderbilt University studying leadership and learning in organizations. As part of our studies, we are working with the Baton Rouge Police Department as they consider how to address and improve law enforcement recruiting. In this interview, I am going to ask you some questions about your experience at BRPD that could inform recruitment processes. This interview will be one hour long. To ensure we are respectful of your time, we will do time checks at the end of each section in order to do our best to keep this to an hour or less. But, if we do go over time, we hope you are open to us reconnecting with you to follow-up. 

2. Confirm agreement to participate.
Before we begin the interview, I want to remind you that participating in this project is voluntary and your responses will be kept anonymous. You will never be identified by name in our analysis or final report. You have the option to not respond to any question that you choose. With your permission, this interview will be recorded only for transcription and analysis purposes. The recordings and full transcripts will not be shared with the Baton Rouge Police Department. At any point during the interview, if you would like us to turn off the recording, just tell us to do so. Do you have any questions about the study before we begin? Do you agree to participate and to have the interview recorded?

3. Start Recording. 

Framing:
We have about [applicable number] questions and maybe a few follow-up questions, all centered around how to support BRPD and their goals to improve recruiting.

[bookmark: _Toc196226186]92nd BTA Graduates
Motivation (2 questions): 
What originally motivated you to apply for a job as a police officer?
What drew you to apply for employment with BRPD, specifically?

Time check…15 minutes spent, 45 minutes remaining (X:15)

General/Experiential (6 questions):
Describe the feedback you have received from your friends and family about your decision to apply for a job as a police officer.
Probing question: Can you provide an example and how this feedback made you feel?
Please describe how you felt about BRPD’s approach to recruitment.
What was the most challenging part of the recruitment process?
What support was most helpful to you during the recruiting process?
What additional support may have been helpful for you?
Please tell us about your experience at the police academy. 
What are the reasons you are aware of that caused members of your academy class to withdraw? 

Time check…25 minutes spent, 35 minutes remaining (X:25)

Social Identification and Belonging (5 questions and a couple of follow-on questions):
1.	What opportunities did you have as an applicant and police recruit to connect with sworn officers? Has anyone reached out to mentor you? 
2.	As you progressed through the police academy, what (if any) were your feelings of connection and belonging to your academy classmates?
What about a connection to the department more broadly?
How have those perceptions changed now that you have entered field training?
3.	Based on your experience in the academy, how would you describe your fit with the law enforcement profession?
How has that changed now that you have entered field training?
4.	What has the department (or its officers) done to help you feel like you fit in as a member of BRPD? 
Is there room for improvement? If so, how? 
How important is it for you as a new officer to fit in at BRPD? 
5.	How are you learning to be successful in the organizational culture at BRPD as a new officer? (are you alone? Is someone teaching you or showing you the ropes? Is there a manual?)

Time check…40 minutes spent, 20 minutes remaining (X:40)

Closing (4 questions):
Based on your experience in the academy, what do you think could have helped more people in your class successfully graduate?
In your opinion, what led to their withdrawal from the academy?
What barriers did you experience during the recruitment and selection process?
Do you have any family members in law enforcement? (if not already covered/discussed) How did this impact your desire to become a police officer?
Based on your experience, what advice would you give a friend or family member if they told you they wanted to be a BRPD police officer? 
If the response is positive, ask, “Is there anything about BRPD that would cause you to tell a friend not to come work for BRPD?”  
If the response is negative, ask, “What do you think BRPD can do to make you want to recruit new officers to join the department?”  

If, following this interview, there is any additional information you think of that you would like to share or correct, please feel free to contact us. You can respond to the email you received from us. 
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General/Experiential (4 questions):
How has recruiting changed over the course of your career at BRPD?
When did you notice the change?
What changes do you think the department has made that have improved or harmed the recruitment of new officers?
What have you seen as the main reasons why those that are hired do not make it through the academy/field training? How many have you seen drop out? 

Time check…25 minutes spent, 35 minutes remaining (X:25)

Social Identification and Belonging (3 questions and a couple of follow-on questions):
What opportunities are there for applicants, cadets, and police recruits to connect with sworn officers? What about during the academy? 
How do new officers learn to be successful in the organizational culture at BRPD?
What do you think the department (or your fellow officers) do to help new officers feel like they fit in as a member of BRPD? 
Is there room for improvement? If so, how? 
How important do you think it is for a new officer to fit in as a BRPD police officer? 
How do you think about nurturing that feeling of “fit” for new officers you work with? (if explanation is needed) Like, what is your role? 
From your perspective as an FTO, how could the pre-employment screening process be improved to select candidates who will fit well with the department?

Time check…40 minutes spent, 20 minutes remaining (X:40)

Closing (3 questions):
From your perspective, what could BRPD do to improve recruiting outcomes? 
What state or departmental policies have you found to be barriers to improving recruiting? 
Based on your experience, what advice would you give a friend or family member if they told you they wanted to be a BRPD police officer? 
If the response is positive, ask, “Is there anything about BRPD that would cause you to tell a friend not to come work for BRPD?”  
If the response is negative, ask, “What do you think BRPD can do to make you want to recruit new officers to join the department?”  
4. Are you actively recruiting?

If, following this interview, there is any additional information you think of that you would like to share or correct, please feel free to contact us. You can respond to the email you received from us. 
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Motivation (3 questions): 
What originally motivated you to apply for a job in law enforcement?
What drew you to apply for employment with BRPD, specifically?
Describe the motivation that you see in applicants in your recruiting capacity.
What motivations or sentiments expressed by recruits are considered “red flags?”

Time check…15 minutes spent, 45 minutes remaining (X:15)

General/Experiential (8 questions):
How has recruiting changed over the course of your career at BRPD?
When did you notice the change?
What changes do you think the department has made that have improved or harmed recruitment of new officers?
From your perspective, how could the pre-employment screening process be improved to better select candidates who will fit well with the department?
Describe any hesitancies that new recruits voice about a possible career as a police officer at BRPD.
How do you advise them?
Please describe how you feel about BRPD’s approach to recruitment and candidate selection.
From your perspective, what are the biggest challenges that recruits face?
What support do you think you provide that is most helpful to recruits?
What additional support do you think would benefit recruits?
What resources would help you in your recruitment initiatives?
What are the main reasons that recruits are not hired? 
What are the main reasons why those that are hired do not make it through the academy?

Time check…25 minutes spent, 35 minutes remaining (X:25)

Social Identification and Belonging (5 questions and a couple of follow-on questions):
What attributes or values do you look for in recruits?
How important is it for a new officer to “fit in” as a police officer at BRPD?
How do you approach finding recruits that will “fit?”
What opportunities are there for applicants, cadets, and police recruits to connect with sworn officers?
What do you think the department (or your fellow officers) do to help new officers feel like they fit in as a member of BRPD? 
Is there room for improvement? If so, how? 
How do you think about nurturing that feeling of “fit” for new officers you work with? (if explanation is needed) Like, what is your role? 
How does the academy guide new recruits in learning how to be successful in the organizational culture at BRPD?

Time check…40 minutes spent, 20 minutes remaining (X:40)

Closing (3 questions):
From your perspective, what could BRPD do to improve recruiting outcomes? 
What state or departmental policies have you found to be barriers to improving recruiting? 
Based on your experience, what advice would you give a friend or family member if they told you they wanted to be a BRPD police officer? 
If the response is positive, ask, “Is there anything about BRPD that would cause you to tell a friend not to come work for BRPD?”  
If the response is negative, ask, “What do you think BRPD can do to make you want to recruit new officers to join the department?”  

If, following this interview, there is any additional information you think of that you would like to share or correct, please feel free to contact us. You can respond to the email you received from us. 
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Motivation (3 questions): 
What originally motivated you to apply for a job as a police officer?
What drew you to apply for employment with BRPD, specifically?
What do you think motivates the new officers you work with? 

Time check…15 minutes spent, 45 minutes remaining (X:15)

General/Experiential (3 questions):
How has recruiting changed over the course of your career at BRPD?
When did you notice the change?
What changes do you think the department has made that have improved or harmed recruitment of new officers?

Time check…25 minutes spent, 35 minutes remaining (X:25)

Social Identification and Belonging (3 questions and a couple of follow-on questions):
What opportunities are there for applicants, cadets, and police recruits to connect with sworn officers? How about during the academy? 
How do new officers learn to be successful in the organizational culture at BRPD?
What do you think the department (or your fellow officers) do to help new officers feel like they fit in as a member of BRPD? 
Is there room for improvement? If so, how? 
How important do you think it is for a new officer to fit in as a BRPD police officer? 
How do you think about nurturing that feeling of “fit” for new officers you work with? Meaning what is your role in nurturing people fitting in? 

Time check…40 minutes spent, 20 minutes remaining (X:40)

Closing (3 questions):
From your perspective, what could BRPD do to improve recruiting outcomes? 
What state or departmental policies have you found to be barriers to improving recruiting? 
Based on your experience, what advice would you give a friend or family member if they told you they wanted to be a BRPD police officer? 
If the response is positive, ask, “Is there anything about BRPD that would cause you to tell a friend not to come work for BRPD?”  
If the response is negative, ask, “What do you think BRPD can do to make you want to recruit new officers to join the department?”  

[bookmark: _heading=h.qy6rxn7zldg8][bookmark: _heading=h.u452pbr2rn57]If, following this interview, there is any additional information you think of that you would like to share or correct, please feel free to contact us. You can respond to the email you received from us. 
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Post-Interview Memo:
Enhancing Recruitment for the Baton Rouge Police Department


Date:	
Time:	
Memo Author: 
Interviewer:
Participant (Name/Moniker/#):
Participant Description (demographics): 
Participant Group (select):


Guiding Project Question: 
What internal strategies can BRPD leverage to effectively transform recruitment?

Notes:


Summary: 
Note to memo author: for prospective recruits and/or dropouts, record any identified areas of (perceived) misalignment, hesitancies, concerns, etc., that were voiced by the participant.

Reflexivity/positionality: 

Summary of participant’s motivation and path to joining law enforcement:

Lessons learned:

New insights/surprises: 

Project question relevancy (what was addressed in the responses):

Mentions of motivation(s) to serve (SDT, prosocial, public service) as a police officer:

Mentions of individual and group identity (SIT) as police officers at BRPD:

Mentions of belonging, acceptance, and/or connection at BRPD: 

Perception of participant’s affective commitment to BRPD (or subgroup within):

Policies/Procedures mentions:   
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Introduction: Thank you for participating in this study. Your participation is important as we seek to support BRPD recruiting.
First Name (short answer)
Last Name (short answer)
Age (short answer)
Race/Ethnicity (multiple choice)
Asian
Black or African American
Hispanic or Latino
Native American or Alaska Native
Native Hawaiian or Other Pacific Islander
White
Other
Prefer not to say
Gender (multiple choice)
Male
Female
Non-binary/third gender
Prefer not to say
Education Level (multiple choice)
Some high school
High school diploma or GED
Some college
Associate degree
Bachelor’s degree
Master’s degree
Doctorate or professional degree
Prefer not to say
How long have you worked in law enforcement? (approximate years) (short answer)
How long have you worked with BRPD? (approximate years) (short answer)
Do you have prior experience working with another law enforcement agency? (multiple choice)
Yes (Federal)
Yes (State)
Yes (Local)
Yes (School District or University)
Security
No
Do you have military experience? (multiple choice)
Yes
No
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Introduction: Thank you for your previous participation in an interview pertaining to improving recruitment at BRPD.
This seven-question follow-up questionnaire seeks additional insight from your perspective based on previous interview feedback. It should not take more than 5 minutes to complete. Your participation in this questionnaire is voluntary, and your response will remain confidential. Your response will be used solely for the purpose of improving BRPD’s recruitment and retention processes. 
Please respond by Wednesday, January 15, 2025. 
Name (short answer)
Which benefits offered by BRPD attracted you to join the department? (multi-select)
Pay
Pension
Discretionary leave
Insurance
Work hours/schedule
Issued equipment (e.g., weapon, unit, uniform)
Benefits did not impact my decision to join BRPD
Was the pension a motivator that led you to apply to become a police officer? (multiple choice)
Yes
No
In your opinion, is recruiting new officers to join BRPD part of your responsibility as a member of the organization? (multiple choice)
Yes
No
Have you personally ever recruited anyone to join BRPD? (multiple choice)
Yes
No
If so, is that person still working for BRPD today? (multiple choice)
Yes
No
Not Applicable
Would you be more likely to recruit new officers if BRPD offered a financial incentive to recruit? (multiple choice)
Yes
No
What is an administrative task that you regularly have to complete that could be assigned to a trained civilian or volunteer? In other words, if a task could be taken off your plate to meaningfully improve your daily work life, what would it be? (insert N/A if not applicable) (long answer text)
[bookmark: _Toc196226194]93rd BTA Recruiting Questionnaire
Introduction: Thank you for your dedication to becoming a part of the Baton Rouge Police Department (BRPD).
This seven-question questionnaire is part of a larger initiative to enhance BRPD's recruitment efforts. It offers you the chance to share your personal experiences, from what motivated you to join BRPD to your thoughts on the recruitment process and ways it can be improved. Your insights will help shape future strategies, enabling BRPD to attract and retain the best candidates to serve the community.
Your participation in this study is voluntary, and your responses to this questionnaire will remain confidential. Your responses will be used solely for the purpose of improving BRPD recruitment. 
Please respond by Friday, January 10, 2025. 
Instructions: Please complete the following open-ended questions by responding with as many or as few words as you feel comfortable. For questions that do not apply to you, type "N/A," and for those you prefer not to answer, insert "prefer not to respond."  
What motivated you to become a police officer? (long answer text)
Please explain how and/or by whom you were recruited to join BRPD. (long answer text)
Which BRPD recruiting initiatives impacted your decision to join the department (if any)? (long answer text)
Which BRPD benefits most impacted your decision to join the department? (long answer text)
Please tell us about your pre-academy experience working with BRPD. In what ways did this experience impact your feelings about becoming a BRPD officer? (long answer text)
What advice would you give to BRPD to get more people in your social network to apply to become a police officer? (long answer text)
What would you say to a family member or friend if they told you they were interested in becoming a BRPD police officer (long answer text)
[bookmark: _Toc196226195]BTA Exit Questionnaire
Introduction: We understand that everyone’s journey is unique, and we value the experiences of those who have taken part in the BRPD basic training academy, even if you decided to step away. Your perspective is incredibly important to a study being conducted on BRPD's recruitment efforts.
This brief, nine-question survey is your opportunity to share your thoughts about your experiences. Your feedback will help us identify areas for improvement and create a more supportive and effective academy experience for future recruits. 
Your participation is completely voluntary, and your responses will remain confidential. The insights you provide will be used solely to improve recruitment and training processes, ensuring BRPD can attract and support the best candidates to serve our community.
Thank you for taking the time to share your voice. Please complete the survey by Friday, January 31, 2025.
Instructions: Please complete the following open-ended questions by responding with as many or as few words as you feel comfortable. For questions that do not apply to you, type "N/A." For those questions you prefer not to answer, insert "prefer not to respond."  
What motivated you to apply to become a police officer? (long answer text)
Please explain how and/or by whom you were recruited to join BRPD. (long answer text)
Which BRPD recruiting initiatives impacted your decision to apply to join the department (if any)? (long answer text)
Which BRPD benefits most impacted your decision to apply to join the department? (long answer text)
Please tell us about your pre-academy experience working with BRPD. In what ways did this experience impact your feelings about becoming a BRPD officer? (long answer text)
Please tell us about your academy experience at BRPD until your departure. How did you come to the decision to leave the academy? (long answer text)
What additional support may have been helpful for you during the academy? (long answer text)
Please describe how the pre-academy and academy experiences compared to your expectations when you were recruited. In what ways did these experiences differ from the information provided by the organization’s recruitment official or other officers? (long answer text)
What would you say to a family member or friend if they told you they were interested in becoming a BRPD police officer? (long answer text)
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	TASK
	DATES

	Conceptual Framing and Project Question(s)
	September 2 – 15, 2024

	Submit Conceptual Framing & Project Questions 
	September 17, 2024

	Submit Data Collection Plan, Timeline & Recruitment Method
	October 1, 2024

	Submit to the Institution Review Board (IRB)
	October 6, 2024

	Aligning Data Analysis w/ Project Questions 
	October 7 – 13, 2024

	Literature Review
	October 7 – December 8, 2024

	Submit BRPD Data Analysis Plan
	October 22, 2024

	Organizational Survey Period
	October 22 – November 5, 2024

	Interview Recruits Entering Field Training (92nd BTA)
	November 11 – 26, 2024

	Submit Capstone White Paper Preview 
	December 3, 2024

	Data Analysis 
	January 1 – February 28, 2025

	Issue Questionnaire to New Recruits (93rd BTA)
	January 8, 2025

	Issue Questionnaire to Withdrawn Recruits (93rd BTA)
	January 22, 2025

	Submit Data Collection and Analysis Report
	January 21, 2025

	Draft Answers to Research Questions Review 
	January 28, 2025

	Record Interim Presentation 
	February 4, 2025

	Draft recommendations linked to each finding 
	February 11, 2025

	Complete draft findings & recommendations 
	February 18, 2025

	Turn in findings and recommendation report for class
	February 25, 2025

	Schedule a date to present to BRPD
	March 4, 2025

	SPRING BREAK
	March 8 – 16, 2025

	Review outline of the dissemination product in class 
	March 18, 2025

	Bring convening showcase presentation to class
	March 25, 2025

	Submit dissemination product for review
	March 25, 2025

	Capstone White Paper Final Draft 
	April 1, 2025

	Cohort Convening / Capstone Presentation 
	April 3, 2025

	Present to BRPD
	April 14 – 18, 2025 

	Capstone White Paper Submission 
	April 28, 2025 
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Deductive Codes: drawn from the literature/conceptual frame

[image: ]
Motivation:
Self-determination: autonomy, competency, relatedness
Prosocial: desire to help and promote the well-being of others
Public service: “do good” for the public, value of service, duty or obligation, identification with the mission of the organization
Other motivation: any other motivation expressed
Identity building:
Social identity: how members categorize themselves and form an identity based on group membership, “fit.”
In-group conduct: fitting in, learning how to behave
Out-group conduct: exclusionary conduct, learning how not to behave
Self-conception: how the member comes to see themselves in their new role
Identity alignment:
Belonging: accepted and connected to members of the group
Lack of belonging: not feeling accepted or connected to members of the group
Affective commitment: alignment of self with the organization, internalization of organization’s values
Misalignment: not aligning with the organization and/or its values
Job fit: aligning with/liking the job role and nature of the work
Misfit: not aligning with/or liking the job role and nature of the work
Context & Background
Organizational Context
Culture
Direction
Leadership
Morale
External Cultural Influences
Policy/Procedure Mention
Process Experience
Recruitment (positive and negative)
Pre-Academy (positive and negative)
Academy (positive, negative, challenges)
Field Training (positive and negative)
Support
Received
Provided
Lacking
Mentorship
Peer-to-Peer
Organizational Support
Lacking

Inductive Coding: drawn from the interview data and cross-memo analysis
Participant suggestion 
Public Perception Mention
High Workload Mention
Pay/Benefits Mention
Organizational Justice
Transparency (or lack thereof)
Fairness (or lack thereof)
BRPD Satisfaction (yes and no)
Job Satisfaction (yes and no)
External Support (friends/family)
Willing to recruit (yes and no)
Recruitment:
Family
Friend
Military (family or prior service)
Perceived Cultural Fit
Perceived Job Fit
Referral
[bookmark: _heading=h.6prp3mszo7df]Social Media
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The following themes were identified through the cross-memo analysis:
Family law enforcement legacy
Motivation
Perceived motivation in new recruits
Identity building: self-conception
Identity building: group dynamics
Identity alignment with group (belonging)
Identity alignment with organization (affective commitment)
Policy barriers
Advice for interested applicant
Suggestions from participants for improving recruiting outcomes
Perception of organizational/leadership support
Perception of the department’s reputation in the community
Attracting benefits (e.g., pay, pension)
Effective recruitment initiatives
Willingness to recruit


BRPD Climate Survey by Gender 

Survey (%)	
Male	Female	Non-binary/Other	0.77800000000000002	0.104	1.4E-2	Department (%)	
Male	Female	Non-binary/Other	0.88200000000000001	0.11799999999999999	0	



BRPD Climate Survey by Race 

Survey (%)	
White	Black	Hispanic or Latino	Asian	Other	0.45800000000000002	0.34	7.0000000000000001E-3	7.0000000000000001E-3	2.8000000000000001E-2	Department (%)	
White	Black	Hispanic or Latino	Asian	Other	0.51100000000000001	0.45800000000000002	0.02	1.0999999999999999E-2	0	Race
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Q1. What motivates recruits to
join BRPD?

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

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.

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

Public engagement efforts are or may be perceived to be
blended with community outreach and intelligence gathering,
eroding public trust.
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Q4. How might department
sentiment impact recruiting?

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

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

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.

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.

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