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Executive Summary
We first wish to recognize and acknowledge the support provided by the Providence Branch
NAACP which has allowed us to move forward with this project. It is a tribute to their
longstanding support of equal justice, efforts to eradicate racial injustice and discrimination,
insure political, economic, educational, and social equality for all, and their continuing efforts to
positively engage citizens and police in worthy conversation.
We also wish to offer our thanks and gratitude to those law enforcement agencies that
participated in our survey process. The information that each provided has given us a very clear,
and hopefully detailed, picture of the procedures and practices each uses in their efforts to
increase their staff and employ the best possible candidates for the protection and safety of the
community. It is those persons chosen to fill these positions who will ultimately define the
relationships between law enforcement and community members. We are grateful for their
service and recognize that theirs is often a thankless job, filled with difficult decisions.
The specific emphasis of this study has been to review the recruiting methodologies used by
Rhode Island law enforcement agencies so as to determine the current levels and presence of
African American and Latino law enforcement officers within the framework of the state’s law
enforcement community, their placement in the various rank structures, the criteria used for
candidate selection, methods of informational publication and distribution, and most of all, the
strength of community outreach when conducting these recruiting campaigns. It is now our
intent to provide training to both members of law enforcement and the community on more
creative and innovative methodologies for recruiting candidates of color as police officers.
It must be acknowledged that the efforts to bring about a more diversified and inclusive
appearance to law enforcement can only be accomplished through the willing and
knowledgeable cooperation of both sides of the equation – police and community. Each must
work productively with the other in order to achieve the same goal – increasing and enhancing
the inclusion of law enforcement officers of color throughout the Rhode Island law enforcement
community, thereby insuring that law enforcement is truly representative of those they serve
and protect.
Lastly, we wish to thank our research assistant, Mary Gwann, for her tireless efforts in compiling
and analyzing the various datasets required to complete this study, and for her stalwart
assistance in helping to gain the support of our educational partner, the Roger Williams
University School of Continuing Studies.
On behalf of the National Association of Black Law Enforcement Officers, I thank each and
every person who has been involved in this project. May we all find ourselves on the same side
of the table soon.

Lieut. Charles P. Wilson
National Chairman, NABLEO
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Abstract
Despite numerous reasons which have been hypothesized (decreases in the number of
persons in the target age groups; aversions toward a paramilitary environment; negative
publicity of police-community interactions; racial profiling), the recruitment of Blacks and other
racial and ethnic minorities would seem to have much to do with the methodologies and
marketing practices used in the conduct of recruiting campaigns.
This study seeks to determine the current levels of minority law enforcement within the
State of Rhode Island, sufficiency of community outreach, marketing practices used during
recruiting campaigns, and identify a methodology for training programs designed to enhance
and improve community cooperation and involvement in recruiting.
Findings indicate extremely low levels of informational distribution to, and contact with,
core constituencies in communities of color, low presence of supervisory personnel among
officers of color, low levels of minority officer hires, and issues related to the overall selection
process for police officers. Suggested practices for enhancing community outreach are
discussed.

Keywords: minority recruitment, RI police agencies, black police officers, community policing,
recruiting marketing strategies, organizational culture, diversity

Introduction: The Challenges of Minority Recruiting
It has been said that the representation of minorities in political office and their
presence in police positions of leadership are among the most influential predictors of line
officer diversity (Gustafson, 2013; Lewis, 1989; Schroedel, Frisch, Hallamore, Peterson, &
Vanderhorst, 1996). Yet where this presence is either lacking in substance or non-existent, these
predictors may be difficult or even impossible to quantify.
For years law enforcement agencies had been able to fill vacancies with relative ease,
however during the economic development of the mid-2000s it was found to be difficult to
recruit sufficient numbers of qualified staff, thus having a negative impact on departmental
operations (Orrick, 2014). And while it may be an understatement, police agencies across the
country have attempted to make their outward appearance more indicative of the communities
they represent. Using a myriad of marketing strategies, these agencies have tried to change
both their face and culture in an effort to gain greater levels of minority community support for
a profession that has not always been viewed as institutionally favorable towards them.
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With most law enforcement agencies espousing the concepts of community policing,
cooperation, and in several considerations compliance, from the minority community is a highly
sought after objective. Under this philosophy, in which police collaborate with various citizen
constituencies to address public safety issues, diversity within the agency becomes a key
ingredient for the successful implementation of these strategies (Viverette, 2005) and plays a
strong part in improving community perceptions of police performance (Ben-Porat, 2008).
Disparities in the racial makeup of the police and the communities they are tasked with
serving have often, though, been considered contributing factors in poor police-community
relationships and precipitative of urban unrest (Skolnick & Fyfe, 1993). And the lack of diversity
within law enforcement continues to plague agencies nationwide. In fact, the U.S. Commission
on Civil Rights, in a report issued in 2000, referenced a previous report that indicated that the
“serious underutilization of minorities and women in local law enforcement agencies continues to
hamper the ability of police departments to function effectively in and earn the respect of the
communities they serve, thereby increasing the likelihood of tension and violence” (USCCR,
2000).
Take, as an example, the recent unrest and civil disobedience exhibited in Ferguson, MO
after the shooting of a young Black male by a member of the predominantly White police force.
While the focus of much of the unrest was centered on the shooting itself and the police
response, an underlying factor was found in the fact that, of the police department’s stated 53
members, only 3 were African American, in a community that was comprised of nearly two
thirds African American residents. This deficiency in agency diversity has also been found to
exist in numerous agencies across the country (Wilson, Wilson, Luthar & Bridges, 2013), even
while it has been successfully argued that special recruiting strategies aimed at minorities may
result in significant increases in the number of qualified applicants without increasing the
number of unqualified ones (Holzer & Ihlanfeldt, 1998; Jordan, Fridell, Faggiani, & Kubu, 2009;
Stoll & Raphael, 2000; Stoll, Raphael, & Holzer, 2004).
Numerous reasons have been provided for the inability of law enforcement agencies to
recruit qualified candidates of color, to include: residents in areas of more concentrated
disadvantage seem to have a lower sense of trust and regard for the police (Decker, 1985;
Flanagan & Vaugn, 1996; Sampson & Bartusch, 1999); lagging use of the internet or frivolous
applications through that venue in communities of color (Baker, 2002; U.S. Department of
Commerce, 2010); lack of transparency and insufficient community outreach in recruiting
programs (Wilson, et al, 2013); reluctance of candidates of color to even apply (Holdaway,
1991); local community minority population size (Hochstedler & Conley, 1986); and perceived
institutionalized racism (Salas & Lewis, 1979; Sutton, Perry, John-Baptiste, & Williams, 2006).
However, it must be recognized that the strategies used to discriminate against officers of color
in the appointment process, testing procedures, promotions, retentions, and duty assignments,
have existed throughout the term of their involvement in the criminal justice system (Wilson &
Wilson, 2014). Thus, it is against this historical backdrop that agencies must gauge their
recruiting efforts.
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Yet the strategies used to conduct these efforts at increasing agency diversity may
themselves be to blame for this deficiency. In most cases, the typical police recruitment
campaign is centered on advertisements in those news publications that cater to the majority
community at large or specific community interests of the agency, use of agency web sites, and
word of mouth announcements. The overall selection process appears to remain testingoriented. And concentration on the use of agency web sites to publicize and disseminate
recruiting information may at times be considered faulty when attempting to notify
communities of color, as there appears to remain a severe disconnect between minority and
White households in the availability of this technology (File, 2013; File & Ryan, 2014; Mehra,
Merkel & Bishop, 2004; Smith, 2013). It has also been found that nearly all recruiting teams are
composed of White patrol and supervisory personnel (Wilson, etal, 2013).
These practices, however, appear to generate little trust or interest from those who
already view law enforcement as being hostile (Kenney & McNamara, 1999), and provide few
role models with whom to identify (Milgram, 2002). As well, there is a continuous need to insure
that appropriate information and contact is provided and maintained with those who are the
actual targets of these campaigns. Consulting with residents about neighborhood problems and
mobilizing them to implement programs are critical activities for law enforcement (Cortes, 1993;
McKnight, 1995; Stoecker, 1994), yet police seem more interested in maintaining control
(Lipsky, 1980). However, it has been posited that recruiting strategies that rely heavily on
command and control are likely to be counter-productive, and weaken the agency’s ability to
maintain and implement strong community policing initiatives (Murray, 2002). Basing the value
of these community partnerships solely on what has taken place in prior interactions may likely
be insufficient, even though correctly valuing these partnerships may be crucial to the efforts to
recruit (Kumar, Aksoy, Donkers, Venkatesan, Wiesel, & Tillmanns, 2010). In fact, the
epistemology related to recruiting for minority candidates would seem to dictate that intense,
concentrated efforts must be made towards reaching core institutions and members of
communities of color (Delgado Bernal & Villalpando, 2002; Ladson-Billings, 2000; Yosso, 2005).
Thus, conceptualizations of what, and who, makes up the community become key issues
towards the success of community policing efforts (Cordner, 1998) and efforts to recruit
qualified candidates.
The content and placement of recruiting information may also be of critical importance
in evaluating the success or failure of the campaign (Brandon & Lippman, 2000; Charrier, 2000;
Ho, 2005; Legrand & Gibson, 2010), with research indicating that the content of recruitment
messages, and more detailed information, may actually lead to more positive recruitment
outcomes, providing job seekers with sufficient information to process information about the
organization and persuade them to have favorable perceptions of organizational offers, personorganization fit, and organizational culture (Roberson, Collins, & Oreg, 2005).
Perception, as well, may play a key role in whether candidates of color will consider
applying for law enforcement positions. Various scholars have suggested that the initial
applicant attraction to an organization may be based on their perceptions of the agencies image
and social performance (Fombrun & Shanley, 1990; Rynes, 1991), with some indicating that the
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organizations corporate social performance is related positively to their reputation and
attractiveness as an employer (Turban & Greening, 1997). Dutton and Dukerich (1991)
specifically noted that organizational actions on social issues are particularly influential in
enhancing or damaging organizational image. Thus, if it is felt that they will be treated
differently or be less accepted than others, there may be no incentive for minority candidates to
consider applying for these positions (South, Bonjean, Markham & Corder, 1982; Yoder, 1991).
And it is well noted that distrust and fear of the police is rampant in communities of
color. Consequently, the impact of national and local attitudes regarding police-community
interactions in those neighborhoods may have a strong effect on efforts towards recruitment.
These issues may undoubtedly have an effect on minority interest and intent towards positions
in law enforcement.

Law Enforcement In Rhode Island
Under Rhode Island General Law, Section § 12-7-21 (RIGL, § 12-7-21), more than 50
individuals and agencies are considered to have “peace officer” status, thus having the powers
of arrest, search and seizure. These agencies include municipal and town police departments,
the state police, five campus police agencies, several classifications of investigative personnel, as
well as members of the airport police, state capitol police, environmental management officers,
and two classifications of correctional personnel. It has been estimated that approximately
3,000 sworn personnel are employed. Little is known, however, of the exact numbers of
minority and female officers that are included in that matrix.
These agencies provide general and specialized enforcement, investigative and
protective services to more than one million residents throughout the state. Of this population,
it is estimated that 5% (N=60,189) are African American, 2.08 % (N=30,457) are Asian, and 12%
(N=130,655) are of Latin descent, for a total estimated state-wide minority population of 21.02%
(N= 221,301) (Suburban Stats, 2014). And even correcting for those persons known to have
previous criminal records (N=6,308) who would thus be ineligible for consideration (RISP, 2014),
it would appear that there exists a fairly significant pool of possible candidates for these
agencies to choose from. It is this pool of candidates that all agencies compete and vie for.
Most of these residents, however, appear to reside in a central core of communities
located in the northern portion of the state. Based on current information (Suburban Stats,
2014), the vast majority of people of color within the state appear to reside in the communities
of Providence, Cranston, Central Falls, Woonsocket, Pawtucket and East Providence, a total
66.34% (N=146,823) of the entire state-wide minority population. This, then, may well be
attributable to the difficulties that have been expressed by smaller agencies within the state
where it concerns their recruiting efforts.
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The Significance of Urban Core Institutions and Constituencies
In the urban core, those areas in which the majority of likely candidates may live and
work, various institutions exist which may implicitly be presumed to have significant contact
with those who may have an interest in law enforcement positions. Among these institutions
are local branch’s of the National Association for the Advancement of Colored People and the
National Urban League, formal organizations representing issues specific to officers of color,
various professional and commercial organizations, and the Black church.
Considered to be the most significant factor in the political, social, cultural, spiritual,
educational and philanthropic development of African Americans in this country (Smith, Shue,
Vest & Villarreal, 1999), the Black church is where many African Americans learn basic values of
socialization, life management, and positive role modeling. And it has been indicated that 61.8
% of Black families attend some form of religious services at least once per week (Data Resource
Center, 2007).
Also considered an important ingredient to community stability, growth and identity are
those organizations and associations that have long been identified with the Black community as
being important to its life beat and culture. Local branches of the NAACP, Urban League, groups
catering to the needs and concerns of minority law enforcement officers, and social and
fraternal organizations have all played a part in rallying community support for social advocacy,
education, civic and social engagement. And after family and the Black church, they have been
considered among the most important institutions in Black society (Wilson, et al, 2013).
Likewise, various commercial settings have become unique and important institutions in
the African American community. Hair salons which cater to black women serve as a prime
source of informal and formal information and are frequented by black women on a regular
basis (Linnan & Ferguson, 2007). Shopping malls have become both a social and recreational
meeting place attracting both young and old (Fienberg, Meoli & Rummel, 1989; Graham, 1988;
Haytko & Baker, 2004; Kang & Ridgway, 1996; Kim, Kang, & Kim, 2005), and a major part of
community lifestyles (Stockil, 1972), as have fitness centers (Choitz, Johnson, Berhane, Lefever,
Anderson, & Eiser, 2010; Lin, Wang, & Cheng, 2007).
It is significant to note, however, that despite the importance of these linkages to the
Black community as key points of rallying for social advocacy, education, civic and social
engagement, and that racial identity and political awareness serve as an important community
and social resource (Ginwright, 2007), most White observers have dismissed them as ludicrous
affairs (Muraskin, 1970). Outreach to these specific constituencies may, however, be the key to
more successful recruiting campaigns. This importance has, in fact, been recognized by police
officials within the state (Krogh-Grabbe, 2014).
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Previous Research on Recruiting
There is absolutely no doubt that the profession of law enforcement within the United
States, and in fact in the State of Rhode Island, has been, and remains, the bastion of White
males (White, Cooper, Saunders, & Raganella, 2010). Nor can there be any doubt that how the
police are perceived is implicitly impacted by the types, and extent, of police-community
interactions that take place (Chua-Eoan, 2000; Hurst, Frank, & Browning, 2000; Reisig & Parks,
2000). And studies have indicated that one of the most important issues in police service is the
preparation (and selection) of officers to successfully work in racially and ethnically diverse
communities, creating positive relationships between law enforcement and those they serve
(Schlosser, 2013). Consideration of such attributes as their respect for the civil rights and dignity
of the people they serve and work with, how they interact with people of diverse cultures,
problem solving and conflict management skills may be just as important as how well a
candidate scores on analytical tests (Shusta, Levine, Wong, & Harris, 2005). Consequently, it
would seem prudent to recognize that police officer candidates possess various unconscious
biases that may affect the manner in which they deal with members of different races or
cultures (Hamilton & Gifford, 1976; Kowalski, 2003; Smith & Alpert, 2007).
Recruiting is a critical and important activity for organizations, involving identifying and
reaching specific people with a specific message (Bock, 1991). Hence, the levels and methods of
informational dissemination must also be considered where these recruiting campaigns are
concerned. Skogan (1994) has indicated that the awareness of opportunities to participate in
community policing has apparently not been evenly distributed in the population, consequently
it is reasonable to believe that many attempts to attract candidates from specific demographic
groups fail due to the targeted audience not being adequately notified that it has been targeted
(Wilson, et al, 2013). To date, however, police agencies have not seemed to experience or desire
the need for more creative and innovative recruitment strategies, largely due to what might be
viewed as an arrogant belief that recruiting candidates for police positions will be an easy task
(Gordon, 2004).
Where communities of color are concerned, however, it is important to recognize and
consider those core constituencies that may have more directed or inferential contact with
those who are being targeted for recruitment. Entities such as the Black church, local chapters
of the NAACP, organizations representing the interests of Black law enforcement, social and
fraternal organizations all have been found to have significant insight regarding methods of
contacting potential candidates of color (Baer & Singer, 1992; Barnes, 2005; Calhoun-Brown,
1996; Hula & Jackson-Elmore, 2000; LeRoux, 2007; Reid, 1999; Sawyer, 2001; Wilmore, 1994;
Wilson, et al, 2013). It then may be the strength of agency outreach to these groups that may
spearhead and embolden these targeted candidates to apply (Wilson, et al, 2013). Where these
seemingly essential community contacts are viewed as being superficially considered, law
enforcement may risk alienating potential candidates who feel that there is any level of
hypocrisy or inconsistent realities in their activities (Syrett & Lammimam, 2004).
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Some have considered, however, that the active recruitment for minority police
personnel has been conducted only as an afterthought or as the byproduct of efforts to fill
positions that have not been set aside for those currently in some form of auxiliary unit of the
agency, nepotistic or political intervention, or the reliance on the “old boy network”, thus being
the equivalent of mere window dressing (Cashmore, 2002; Deal, 2008; O’Neil & Holdaway, 2007;
Wilson, et al, 2013).
By its nature, much of policing has been, and apparently will remain, controversial. The
culture of the organization and its social performance may have an impact on its attractiveness
to potential candidates. It has been suggested that an applicant’s beliefs of the organizations
culture, and thus its attractiveness, is strongly impacted by the information presented during
recruiting (Barber, 1998; Gatewood, Gowan, & Lautenschlager, 1993). Some research indicates
that organizations only reveal the most positive information (Gatewood, et al, 1993), with
organizational representatives describing unrealistically positive working environments (Wanous
& Colella, 1989) in order to attract candidates. Community trust in these agencies may then
strongly depend on perceptions of their social performance and levels of outreach. And it is well
noted that there is a lack of confidence in the police in communities of color (Gabbidon, &
Higgins, 2009; Gabbidon, Higgins & Potter, 2011; Hagan, Shedd & Payne, 2005; Hurst, et al,
2000; Reisig, McCluskey, Mastrofski, & Terrill, 2004; Tyler, 2005).
It has often been reported, however, that citizens feel more comfortable with concepts
of community safety, crime prevention, and other aspects of law enforcement services when
they see that the agency’s personnel reflect a cross-section of the community, thus giving rise to
greater confidence that the police will have a better understanding of their needs and concerns
(Streit, 2001), and that the number of current minority officers present may have a distinct
impact on the numbers eventually hired (Martin, 1991; Warner, Steel, & Lovrich, 1989; Zhao,
Herbst, & Lovrich, 2001). Yet many smaller agencies, such as those in Rhode Island, consistently
find themselves at a disadvantage due to the lack of minority and female officers found in their
force matrices.
The actual numbers of African American and Latino officers are, however, sometimes
subject to debate. Studies conducted in 2007 have indicated that perhaps 11.9% of all sworn law
enforcement officers nationwide were African American, an estimated 55,267 officers. This
same study also found that nearly one half of all agencies employed fewer than 10 officers, and
three-fourths of local agencies served fewer than 10,000 residents (Reaves, 2010).
African American law enforcement officers have served in communities across the
nation for more than two centuries (Dulaney, 1984, 1996), and have played a singularly pivotal
role in the overall scheme of police-community relations and the dispensing of services to the
community-at-large that must be both recognized and accepted. Yet as African American police
officers have become more visible and vocal in law enforcement agencies, White researchers
and public commentators have generally ignored them and their impact (Bolton & Feagin,
2004).
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Even though the concepts of community policing dictate that strong neighborhoodbased organizations are critical to the establishment of effective public safety programs, it has
been found that many officers do not support the additional investment in the creation of
newer relationships (Glaser & Denhardt, 2010), and that police may be more likely to engage in
collaborative interactions in areas that are deemed to be more structurally advanced (Scott,
2002).
Some suggest that African American officers are more likely than their White
counterparts to engage in highly supportive actions in predominantly Black neighborhoods, yet
do not differ in initiating those same actions in more diverse communities (Sun & Payne, 2004).
In essence, it would appear that African American police officers see their role more as
protectors and guardians of the community, seeing crime as a result of poverty, racism and poor
education, while White officers place more emphasis on the arrest of criminals (Moskos, 2008).
This may, then, give further credence to the thought that “Protect and Serve” mentalities are
meant only for White neighborhoods, while “Law and Order” initiatives are specifically directed
at communities of color.
However, when measuring police officer performance against this matrix, drawing the
conclusion that African American and White officers act identically may at times be problematic
and misleading. Various studies have found that African American officers were more
knowledgeable of local citizen groups (Mastrofski, 1983), were significantly more optimistic
about community policing programs (Lurigio & Skogan, 2000), and were more likely to respond
favorably to quality-of-life issues such as neighborhood and family disputes, fear of crime, and
improving neighborhood conditions than their White counterparts (Boyd, 2010).
Thus, the impact and presence of African American and Latino law enforcement officers
may have a ranging effect on the manner in which community policing practices are conducted,
and the community’s perceptions of law enforcement in general.

Research Method
This article focuses on a study of the presence, or absence, of minority law enforcement
officers in the State of Rhode Island, their positioning within their various agencies, and the
methods and strength of community outreach utilized during recruiting campaigns. It also seeks
to provide a basis for agency training methodologies to assist in improving communication and
contact with established core constituencies so as to enhance the available pool of qualified
candidates of color.
A survey developed during previous research by these authors, along with an initial
letter explaining the study, was mailed to each of the agencies identified under the definition of
“peace officer” in Section § 12-7-21 of the Rhode Island General Laws (N=51), requesting their
response to various questions concerning current minority officer staffing, number of
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candidates of color who applied, were eventually hired and retained, those who were released
prior to the end of probationary periods, and the methods used to communicate their recruiting
information to the minority community. Questions posed in the survey instrument characterized
levels of community outreach, agency strength levels, rank distributions by race, numbers of
candidates who applied and hires in terms of race and gender, publication and distribution
methods for recruiting information, and contacts with core constituencies in the minority
community.
Follow-up notices were sent to all agencies 30 days after the initial mailing, along with
personal phone calls to non-responding agencies, with a final notice sent 60 days after the initial
mailing. Reactivity to surveys is a common weakness in their implementation, however
anonymity and confidentiality were emphasized to all participants to reduce this risk. In all, 39
questionnaires were returned for an initial 76.4% response rate. Three provided no response.
This resulted in a total of 36 usable questionnaires giving a final response rate of 70.5 % for the
entire sample.

Analysis and Findings
A specific interest of this study was to examine issues related to racial identity rather
than ethnic and cultural identity, as African Americans have been found to experience a unique
set of life experiences that differ dynamically from those of other groups.
Minority Employment in Law Enforcement
We first considered the actual numbers of sworn personnel employed, finding a total of
3,108 positions filled. Distribution of personnel for operational purposes was centered along six
general areas of concentration: Uniformed Patrol, Investigative Duties, Community Policing
Activities, School Resource/Liaison, Jail-Related duties, and Court Security. It was noted that
61.96% (N=2,205) of all personnel were assigned to duties for uniformed patrol, while only
11.35% (N=404) were directly involved in community policing efforts (See Table 1).
Overall, African American’s were found to make up 5.89% of sworn positions, with
Hispanics making up 5.77% of all sworn positions. As expected, Whites made up the
predominant number of sworn positions. A further breakdown of demographical data indicates
that White males made up 75.67% of the actual workforce, White females 6.86%, Black males
5.31%, Black females .58%, Hispanic males 4.58%, and Hispanic females .83% (See Table 2).
We next considered the placement of minority officers within the various rank
structures of those agencies that responded. Rankings were from recruit to chief of police.
African American officers were found to makeup roughly 8% (N=189) of all patrol-related
positions, with Hispanic officers comprising 7% (N=172). White officers made up the remaining
85% (N=1,995) of the patrol force.
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Supervisory and command positions above the rank of patrol officer were concerning, as
these positions are considered especially critical to issues related to career growth and
advancement. And the involvement of minority officers in these positions of authority has been
shown to have a distinct impact on line officer diversity. Overall, 95.43% (N = 919) of all
positions above the rank of Patrol Officer are held by Whites, whereas 2.18% (N = 21) were held
by Blacks and 2.39% (N = 23) were held by Hispanics. Looking at the promotional structure by
each rank shows Blacks make up only 3% (N = 1) of Corporals, 1% (N = 1) of Captains, and 1% of
Chiefs in Rhode Island. Hispanic promotions in Rhode Island are even less. Hispanics have
neither Corporals nor Chiefs and only 1 officer (1%) that is a Captain. Looking at the midlevel
supervisory roles, as some of these roles in police departments assist in the promotional
process, Blacks make up 1.37% (N = 3) of Lieutenants, and 2.68% (N = 8) of Sergeants. Hispanics
make up 2.28% of Lieutenants and 2.28% of Sergeants. Yet promotions of Whites consist of 97%
(N = 33) Corporals, 96.35% (N = 211) of Lieutenants, 98% (N = 80) Captains, and 97% (N = 32)
Chiefs/Sheriffs in Rhode Island. This would mean that out of the 85% of Whites that began as
patrol officers, 86 % were promoted into supervisory roles at one point or another as compared
to only 2.4% of Blacks and 1.6% of Hispanics are promoted in similar roles in Rhode Island (See
Table 3).
Retention of Black and Hispanic officers after hire also appeared to be an issue. Overall,
African American’s made up 12.7% (N=1,174) of those who applied, 11.07% (N=32) of those
eventually hired, and 11.76% (N=28) of those retained after the end of the probationary period.
Where Hispanics were concerned, they represented 19.03% (N=1,760) of those who applied for
positions, 12.11% (N=35) of those hired, and 12.6% (N=30) of those retained. However, Blacks
and Hispanics were released prior to the end of their probationary period at the rates of 11.76%
and 12.6%, respectively, for unknown reasons. Thus, the actual numbers of Black and Hispanic
officers hired and retained becomes concerning (See Table 4). After a review of the data and
considering the 4/5 (80%) rule used as the rule of thumb in initiating class action lawsuits, it
would seem possible that the agencies surveyed would be candidates for class action lawsuits
(Griggs v Duke Power Co. 1971).
Candidate Screening Procedures
Certain personality attributes and behaviors may have a direct and distinct impact on
the manner in which police officers interact with the community and may have a critical
influence on issues related to racial profiling, police abuse and misconduct. These include skill
sets in understanding and acceptance of cultural differences, management of interpersonal
conflict, social interaction, and how adept an officer is at solving community problems. Skills or
predisposition in these areas may be critical not only to effectively dealing with members of all
communities, but in changing the general perceptions and beliefs of law enforcement currently
held by those in communities of color.
It was found, however, that little attention was paid to these behaviorisms during the
screening process. Overall, only 16.7% (N=6) of agencies screened for awareness and
acceptance of cultural diversity, and 16.7% (N=6) screened for skills in social interaction, while
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86% (N=31) do not screen for skills in conflict management/mediation, and 72% (N=26) do not
screen for skills in problem solving (See Table 5).
Unlike many other professions, police officers answer a call with only a small description
of a scene and must react immediately on a daily basis. With the understanding that a police
officer’s job is extremely difficult and that any type of situation can escalate in a matter of
seconds, Conflict Management skills, social interaction and problem solving skills, and
competencies in Cultural Awareness are essential to diffusing a situation as it lessens the need
to utilize a higher degree of force and more importantly assists in keeping the officer, the citizen
that an officer’s interacting, and the bystanders safe. This is especially the case for Rhode Island,
as it is a racially and ethnically diverse community with rich cultures.
Publication and Distribution of Recruiting Information
The way recruiting information is publicized and, more specifically, where it is
distributed may also have a great deal to do with the numbers of minority candidates who
apply, as it is the availability of such information that will pique their interest. It should be
accepted that in order to be successful in minority recruitment, agencies must go where
potential candidates can be located. In other words, there is a need to make them fully aware
of the opportunity to apply. If they do not know the opportunity exists they will show no
interest.
Where informational publication was concerned, 88.9% (N=32) of respondents reported
utilizing their agency web site and 83% (N=30) reported concentrations on local community
news media for promotional purposes. However, where it concerned minority-centric
publications, the highest percentage of use was found to be 38.9% (N=14). Targeted email lists
are utilized by 19.4% (N = 7) of agencies and notices sent to historically black schools make up
for only 5.6% (N = 2) of the total percentage of use. By identifying these recruitment publication
methods, it starts to become clear as to why Blacks and Hispanics represent only 11.66% of the
police force statewide in Rhode Island (See Table 6).
It is, however, those areas where recruiting information is distributed that must be
considered key to more properly notifying potential candidates of job openings. It was
determined from the data that those areas specifically identified as being structurally connected
to communities of color appeared to have been systematically ignored. Only 1 law enforcement
agency reported distribution materials in a church lobby. Similar to distribution methods of
church lobbies, only one (2.8%) law enforcement agency reported distribution methods at a hair
salon or a barbershop, only two (5.6%) reported distributing information at a shopping mall, and
only one (2.8%) law enforcement agency was reported to distribute materials to a Historically
Black College or University. Of equal concern was data which indicated that only 9 (25%)
respondents distributed materials to local community centers, while only 4 (11.1%) distributed
information in local gymnasiums and fitness centers. This leaves far too many missed
opportunities to identify and recruit potential Black and Hispanic candidates (See Table 7).
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Contact With Core Constituencies
Communication with those persons who have either a direct or inferential influence on
those who may apply for positions in law enforcement may be considered the most crucial
component of any recruiting campaign. While 25% (N = 9) of law enforcement agencies claim to
have partnerships with local community groups to develop community policing efforts (See
Table 8), this would infer that more community groups are contacted during the recruiting
process. Overall, however, the percentages of contacts made with core constituencies appears
to be extremely insufficient, with less than 20% of each method of constituency contact used in
recruitment campaigns by respondents.
Of those principal core constituency groups, faith-based groups were contacted by only
8.3% (N=3), organizations representing minority law enforcement were contacted by 11% (N=4)
of respondents, 19.4% (N=7) of respondents reported contact with local branches of the NAACP,
and only 16.7% (N=6) made contact with the local Urban League. And while 16.7% (N=6) of
agencies stated that there was a management practice in effect to have community policing
agreements with social organizations, slightly less, 13.9% (N = 5) of agencies are reported to
make contact with such groups during recruitment efforts (See Table 9).

Discussion
It is concerning that only 11.76% (N = 28) of Blacks and 12.6% (N = 30) of Hispanics who
applied for officer positions are hired and retained in Rhode Island. After a review of the data
and considering the 4/5 (80%) rule used as the rule of thumb in initiating class action lawsuits, it
would seem possible that the agencies surveyed would be candidates for class action lawsuits
based on the parameters of Griggs v. Duke (Griggs v Duke Power Co. ,1971). Also of concern
was what appeared to be disparities in the overall promotional and rank structure. Blacks make
up only 3% (N = 1) of Corporals, 1% (N = 1) of Captains, and 1% of Chiefs in Rhode Island.
Hispanic promotions in Rhode Island are even less. Hispanics have neither Corporals nor Chiefs
in Rhode Island and only 1 officer (1%) that is a Captain. Yet promotions of Whites consist of
97% (N = 33) Corporals, 98% (N = 80) Captains, and 97% (N = 32) Chiefs/Sheriffs in Rhode Island.
This would mean that out of the 85% of Whites that began as patrol officers, 86 % were
promoted into supervisory roles at one point or another as compared to only 2.4% of Blacks and
1.6% of Hispanics are promoted in similar roles in Rhode Island.
Of more serious concerns are those issues related to informational flow, community
outreach and contact. If it is truly the goal to diversify police departments, agencies can very
quickly publicize information while saving money and time by contacting organizations that have
direct access to target populations. If one is looking to recruit females, they should look into
shopping malls, Sororities, and Beauty Salons as those are locations where many women
congregate. If one is looking to diversify the department by race one must utilize minority media
outlets as well as establish and cultivate relationships with those who have access to the Black
and Hispanic community in order to be successful in their recruitment efforts.
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Conclusion
It must immediately be understood and accepted that the leadership of Rhode Island’s law
enforcement community recognizes the need for increasing diversity within their ranks. Ex parte
conversations with numerous police chiefs have established their desires to attract a more
diverse group of candidates for the various positions they must fill.
Yet it also appears clear and evident that the procedures currently being utilized to support
their recruiting campaigns may be, in and of themselves, deficient. It is also quite apparent that
much more significant outreach is needed to occur between law enforcement and those core
community constituencies that have direct or inferential contact with those who are alleged to
be targeted for recruitment.
Ultimately, this will require a change in both the culture of law enforcement and the
methodologies used for recruiting. Where cultural change is concerned, it is merely one piece in
the puzzle that makes up an effective law enforcement agency, as organizational change poses
both critical and difficult settings in the effort to interpret the order for its occurrence. And
change in organizational culture is the one true constant in organizational environments,
particularly in law enforcement agencies, as change is experienced on a continuous basis.
A change in work behaviors of current employees is indeed critical, as they have a direct
impact on the manner in which the agency is perceived. This change can come only through the
selection of those who have sufficient skills in personal interaction, conflict management,
understanding and acceptance of the dynamics of diverse cultures, and the retraining of those
who lack them, as these are the skills necessary to improving community faith and trust in the
profession, thus enhancing its legitimacy. All must embrace diversity as a core value for their
work as police officers. And agencies must now make their selection process more adaptive to
identifying and excluding those whose behavioral patterns and attitudes lend themselves
towards issues related to racial profiling, police abuse and misconduct.
Where recruiting methodologies are concerned, it may now be time for a true “out-of-thebox” approach for Rhode Island law enforcement recruiters. It should be recognized that each
member of the agency has a dynamic impact on those who will apply, and that all members of
the agency must now be considered within the context of the recruiting campaign, as opposed
to only those specifically assigned to manage it. It is their positive interactions with the
community that will spearhead agency trust and legitimacy, and thus community interest.
More attention should be focused on the distribution of information in those areas where
targeted candidates can actually be found, as it is only through direct access to information that
interest will be generated. Consequently, recruiters must now direct their efforts towards those
areas where targeted candidates actually live, work, and play, rather than remaining in their
own comfort zones. It should be an accepted axiom that if the information cannot be readily
found, it cannot be used or even useful for its intended purpose. For example, if one is looking
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to recruit females, they should look into shopping malls, Sororities, and Beauty Salons as those
are locations where many women congregate.
It is important, then, to utilize every possible venue in the attempts to recruit qualified
candidates of color. Critical attention must now be placed on those areas, individuals and groups
that have been previously ignored as they should now be considered valuable resources, rather
than just another group of discontented persons to deal with.
Effective policing requires citizen cooperation and their perception that the police have
legitimacy and trustworthiness. And in communities of color, the perceptions of community
members regarding the effectiveness, trustworthiness, and efficacy of belonging to the police
should be considered of high value. Thus the strength of outreach efforts is crucial to both the
methodologies of recruiting and those attached to community policing efforts.
By utilizing a variety of methods as discussed in outreach to the Black and Hispanic
community such as disbursing promotional materials in areas in which Blacks and Hispanics
congregate as well as maintaining community partnerships with organizations such as the
NAACP, the Urban League, and Progresso Latino, such measures will not only establish positive
relationships though community oriented policing, it will assist in the recruitment of Blacks and
Hispanics to the various police departments. Many of the methods discussed here are very
accessible to all police departments, they just need to be utilized.
Such a process may also assist in the promotion of more Blacks and Hispanics into
supervisory roles. It is imperative that departments look into such disparities in order to be
effective in their future recruitment strategies of minorities into the force. Law enforcement
must now consider such things as the principal reasons for making their agencies more culturally
diverse, the transparency of their recruiting programs, whether their selection process is racially
adversive, how best to publish and distribute their information, and most critically, methods to
strengthen and enhance their outreach and connections to a more diverse community.
Perhaps what is now needed is directed instructional programs which will assist law
enforcement recruiters in developing new strategies. Informational sessions on global and
organizational diversity, transparency in the recruiting process, and improving the selection
process, held in conjunction with input from various community partners, may serve to provide
stronger relationships with core constituencies, and greater numbers of African American and
Latino candidates. This training structure must also provide significant and detailed
methodologies for engaging community partners in the process of recruiting, as their willing and
knowing assistance will be an absolute requirement in meeting established goals.
The community as well must make greater strides to become involved in these processes.
Viable candidates for these positions must be willing to apply and seek out these positions.
While the law enforcement profession is not a perfect one, it should be considered as a viable
career choice. As well, it is only from participation and active involvement in the inner workings
of law enforcement that many of the faults and issues within the criminal justice system can be
addressed. Community leaders must make every effort to encourage those who are qualified to
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consider this career choice. And candidates must attempt to better prepare themselves for the
various steps involved in the process. These efforts may, in turn, lead to greater numbers of
actual hires. It is only through these measures that they may hope for a more culturally diverse
group of candidates, and thus increase the numbers of African American and Latino officers
being employed.
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Tables
Table 1. Distribution of Personnel By Duty Assignment
N

Pct.

Uniformed Patrol

2205

61.96%

Investigative Duties

305

8.57%

Community Policing Activities

404

11.35%

School Resource/Liaison Officer

45

1.26%

Jail-Related

370

10.40%

Assignment

Court Security
230
6.46%
Note: Total number of officers includes fulltime, part-time, and seasonal officers.

Table 2. Descriptive Characteristics of Sworn Personnel
N=3,108
Variable

Sum
2724
247
191
21
165
30

White Male
White Female
Black Male
Black Female
Hispanic Male
Hispanic Female

M (%)
75.67
6.86
5.31
0.58
4.58
0.83

SD
134.846
13.751
15.107
2.677
12.454
3.203

Table 3. Distribution of Personnel By Rank
Rank

White

Black

Hispanic

22

0

2

1995

189

172

Corporal

33

1

0

Sergeant

282

8

8

Detective

248

6

8

Lieutenant

211

3

5

Captain

80

1

1

Inspector

9

1

0

Major

14

0

1

Deputy Chief

10

0

0

Assistant Chief

0

0

0

Chief

32

1

0

95.43

2.28

2.39

Recruit
Patrol Officer

Percentage of Supervisory Personnel

Note: Over 80% of promotional positions are held by Whites. This is a cause for concern as it indicates an overall
disparate impact that may be subject to discriminatory practices under Title VII
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Table 4. Selection and Retention Ratios
N=36
Candidate

White

Black

Hispanic Total

Applied

6315

1174

1760

9,249

Hired

222

32

35

289

Retained

180

28

30

238

Released

12

3

2

17

Selection ratio for candidates: hired/applied

0.035

0.027

0.019

0.031

Retention ratio for candidates: retained/hired

0.81

0.875

0.857

0.823

Released ratio for candidates: hired/released

0.054

0.062

0.057

0.058

Final yield ratio for candidates: retained/applied

0.028

0.023

0.017

0.025

Note: The selection ratios for both Black and Hispanic candidates (hired/applied) is less than 80% of the selection
ratio for White candidates. In addition, 80% of .035 (the selection ratio for White candidates) = .028, is greater than
.027 (for Black candidates) and .019 (for Hispanic candidates) in their respective selection ratios. Also, 80% of .028
(final yield ratio for Whites) = .022, is greater than the .017 Hispanic final yield ratio. These indicate overall disparate
impacts that would meet the definition of discrimination under title VII.

Table 5. Use of Screening Characteristics Impacting Racial Profiling
N=36

Background Investigation

Pct.
Used
36
100%

Criminal History Check

36

100%

Personal Interviews

36

100%

Medical Examinations

35

97.20%

Psychological Examinations

34

94.40%

Physical Agility/Fitness Testing

34

94.40%

Written Aptitude testing

34

94.40%

Credit History Checks

33

91.70%

Drug Testing

23

63.90%

Problem Solving Skills Assessment

10

27.80%

Volunteer/Community Service History

8

22.20%

Assessment of Understanding Cultural Diversity Issues

6

16.70%

Social Interaction Skills Assessment

6

16.70%

Mediation/Conflict Management Skills Assessment

5

13.90%

Driving Record Checks

2

5.60%

Polygraph Testing

1

2.80%

Screening Characteristic

N
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Table 6. Methods of Informational Publication By Percentage of Use
Publication Method

N

%

Agency Website

32

88.90%

Ads placed in community news media

30

83.30%

Ads placed in major news media

27

75%

Social Media Web Sites

23

63.90%

Notices to Local Community Colleges

20

55.60%

External Web Sites

19

52.80%

Flyers, posters, other printed materials

17

47.20%

Radio or Television Announcements

15

41.70%

Ads placed in minority-oriented news media

14

38.90%

Ads placed in professional journals

9

25%

Targeted Email Lists

7

19.40%

Ads placed in college student news media

6

16,7%

Highway Bulletin Boards

4

11.10%

Notices to Historically Black Schools

2

5.60%

Table 7. Areas of Informational Distribution By Percentage of Use
Distribution Location

N

%

Gas Stations

36

0%

Fast-Food Restaurants

36

0%

Bank Lobbies

36

0%

Local College Campuses

16

44.40%

Local Community Centers

9

25%

Grocery Stores

4

11.10%

Gymnasiums/Fitness Centers

4

11.10%

High School Counseling Offices

3

8.30%

Shopping Malls

2

5.60%

Regional Military Bases

2

5.60%

Barbershops/Hair Salons

1

2.80%

Church Lobbies

1

2.80%

Historically Black Colleges

1

2.80%

Food/Beverage Stores

1

2.80%
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Table 8. Agency Management Practices For Community Policing Partnerships
Maintained
Partnership Method

Total

%

Problem Solving Agreement w/Other Law Enforcement

22

61.10%

Problem Solving Agreement w/Local Governments

13

36.10%

Problem Solving Agreement w/Youth Service Groups

12

33.30%

Partnership w/Community Groups to Develop Community Policing

9

25%

Problem Solving Agreement w/Faith-based Groups

6

16.70%

Problem Solving Agreement w/Social Organizations

6

16.70%

Problem Solving Agreement w/Minority Law Enforcement

5

13.90%

Table 9. Contacts With Core Community Constituencies
Did Use This
Method
Constituency Group

Total

%

Local NAACP Branch

7

19.4

Local Urban League

6

16.7

Fraternities/Sororities/Social Groups

5

13.9

Local/National Minority Law Enforcement Organizations

4

11

Religious Groups/Ministerial Alliances
3
8.3
Note: NAACP=National Association for the Advancement of Colored People
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