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About the College of Public Affairs and Community Service

The College of Public Affairs and Community Service (CPACS) was created in 1973 to ensure that the
university wos responsive to the critical sacial needs of our community and state. The College was given
the mission not only to provide educational programs of the highest caliber to prepare students for
leadership in public service, but alse to reach out te the community to help selve public problems.

The Cellege has become a national leader among similar colleges, with nine pregrams ranked in the top
25 in the nation, Qur faculty ranks are omoeng the finest in their disciplines. Faculty, staff, and students are
integral to the community and state because of our applied research, service learning, and community
partnerships. We take our duty seriously to help address social needs and craoft solutions to local, state,
and netional problems. For more information, visit our website: epaes.unemaha.edu

CPACS Urban Research Awards

Part of the mission of the College of Public Affairs and Community Service (CPACS) is to conduct research,
especially as it relates to concerns of our local ond statewide constituencies. CPACS has always had an
urban mission, and one way that mission is served is to perform applied research relevant to urban society
in general, and the Omaha metropolitan area and sther Nebraska urban eammunities in particular.
Beginning in 2014, the CPACS Dean provided funding for projects with high relevance te current urban
issues, with the potential to apply the findings to practice in Mebraska, lowa and beyond,
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Overview

Gender, Personality, and Career Motivation in Pelicing

During the summer of 2018 we conducted a study with the Lineoln Police Department and the Omaha
Pelice Department. The eriginal focus revolved around exploring gender differences in the entry
motivations and experiences of officers. In addition to these focus areas, the survey also included measures
of officer attitudes and personalities and perceptions of the occupational and orgonizational envirenments.
Finally, we collected information on demogrephic characteristics such as gender, age, length of
employment, and rank. This report summarizes the survey results.

Literacy by Degrees and UNO Postsecondary Prison Education Project Evaluation
The University of Mebraska at Omaha [UMNO) Post-Secondary Correctional Education Progrom was created

in 2017 through fundraising by Steven and Thomas Scott and with the support of the University of MNebraska
Foundation. A partnership was formed between UNG and the Omaha Correctional Center (OCC), @ medium-
minimum security men's prison within the Nebraska Department of Correcticnal Services (MDC3). The
primary purpose of this program is to offer UNO courses, taught by UNQ professers or adjunct instructors,
to inmates at QCC, This report is a precess evaluation of the palicies and guidelines that have been
established during the first year of the program, as well as an assessment of the fall and spring courses.

Police Transparency Following an Officer-Involved Shooting Captured by Body-

Worn Camera: A Randomized Experiment

By 2016, one-half of American police agencies hod adopted body-warn cameras (BWCs). Though a
grewing body of research has examined the impact of BWCs on outcomes such as use of force, complaints,
and perceptions of police, few have considered how and why some agencies adopted BWCs, while others
have not. With guidance from the diffusion of innovations paradigm, the current study explores variation

in BWC adoption at the agency level. Drawing on a survey administered to a national probability sample
of 665 municipal pelice chiefs in the spring of 2018, we found demegraphic compoesition and regionality
were most strongly connected to BWC usage,

The State of Nonprofit Advocacy in Nebraska

148 Mebraska nonprofit leaders and 41 state-level policymakers were surveyed to understand current
nonprofit advocacy knowledge and trends in the state, This research showed thot many nonprofit stoff

and policymakers lack knowledge about nonprofit lobbying rules, There also is divergent thought between
which lobbying activities Mebraska nonprofits currently use and the type of lobbying eetivities policymakers
think are maost effective.

Volunteer Programming Impact on Urban Nebraska Nursing Home Quality of Care
There are 18 quality measures and 14 of them address people who will be in the nursing home for more
than 100 days end four of them address short stay residents or those people who are in the nursing
home te rehabilitate and go home. This study fecused an 14 long-stay quality measures and in particular,
pressure sores, LITI's, depression, use of restraints, folls, use of antipsychatics, and use of hypnaotics. The
hypothesis was that the strength of volunteer program and the activities in which volunteers engoge,
impact the nursing homes quality measure scores and ultimately the quality of life of the nursing heme
resident.
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university was responsive to the critical secial needs of our community and state. The College was given the
mission not only to provide educational programs of the highest caliber to prepare students for leadership in
public service, but also to reach out to the community to help solve public problems.

The College has become a national leader amaong similar colleges, with nine programs ranked in the top 25 in
the nation. Our faculty ranks are amaong the finest in their disciplines. Faculty, staff, and students are integral
to the community and state because of our applied research, service learning, and community partnerships.
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urban mission, and one way that mission is served is to perform applied research relevant to urban society in
general, and the Omaha metropolitan area and other Nebraska urban communities in particular. Beginning
in 2014, the CPACS Dean provided funding for projects with high relevance to current urban issues, with the

potential to apply the findings to practice in Mebraska, lowa and beyond.
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Report Highlights

The majority of officars first became interestad in policing as a career between the
ages 19-24 (Figure 1.1).

Both men and women indicated heiping people in the community, excitement of the
work, and fighting crime as important motivations to enter the field (Table 2).

The top entry-related concerns for both males and females were baing able to
prove myself and being able fo do the job effectively (Table 3).

Of the 12 entry-concerns, female participants scored higher than males on all but
one concern (Figure 1.3). Gender differances reached statistical significance on tha
following items: (1) physical nature of the job, (2) being accepted by my fallow
officers, (3) discrimination in the work environment, and (4) being taken serfousiy.
Females were significantly more likely than males to report organizational stress or
stress associated with things like dealing with coworkers, fesling that differant rules
apply to different people, and having to prove themselves (Figure 2.4).

For all officers, environmental fit was strongest at the job-lavel (i.e., perceptions that
capabilities/personality fit the demands of the job), followed by the workgroup-
level, and agency-level (Figure 4.1). Although males and females had similar levels
of fit at the job-level, females reported less perceived fit at the workgroup and
organizational level than males did (Figures 4.4 & 4.8).

Although reports of workplace incivilities were ralativaly low, female officers wera
maore likely to report experiencing incivilities than male officers (Figure 5.1).
Approximately 74% of male participants either somewhat or strongly agreed that
they would still be at their job in 3 years compared to 56% of female participants
(Figure 5.2).

Ovaerall, officers indicate a moderate to high level of job satisfaction. However,

females reported lower levels of job satisfaction than males (Figure 5.4).



Table of Contents

Intreduction & Methodology
Table 1: Sample Demographict == == e e c e e et e e e ———— p. 4
Joining the Force - Motivations & Concerns
Figure 1.1: Age of First Interest in Law Enforcemert - ————————————————— p. 5
Table 2: Top Five Entry Motivations by Gendef —————————————— — — — — — — p. 7
Figure 1_2: Entry Motivations by Gendef == == == e e e e e e e e e e ———— p.7
Table 3: Top Five Entry Concerns by Garilir = e m e m e e e o o o ———————— p.B
Figure 1.3: Entry Concems by Gender - - - - - —-———————————————— p. 8
Psychological Distress
Figure 2_1: Parcaived Oparalional SIBss e e e e o o e —————— o o o i i o p. 10
Figura 2 2: Oparational Strass By GAAHET =— = == —— — e e e o o o o o o o o o o e p. 10
Figure 2.3: Perceived Organizational Stresg - ——————+——+——————————— p. 1
Figure 2.4; Organizational Stress by Gender - - ——————++-—+-—-+--—-——————— p. 1
Figure 2.5: Organizational Stress by Fank = = e e e e - i o e p. 1
Figure 2.6: Anxialy - Pagi T Days ————m e e e e e e e e e e e o o e p. 12
Palicing Styles, Attitudes, and Values
Figure 3.1: Traditional Police Culturg - ——-—————————————————— — — — p. 13
Figure 3.2: Culture by Rt - - —-—-------------—--------—-————— p. 13
Figure 3.3: Importance of Procedural Justicl = === = e ccc e e e e e e — - —- p. 14

Environmental Fit

Figure 4.1: Person-Envirenmenmt Figf - - - - - - - - - - - - - - - - - - - ——————p1s
Figure 4.2; Person-Job Fit by Ranf - - - -----------—-—--—-——————— p. 16
Figure 4.3: Person-Organization Fit by Bank = e e e e o o o o o o o p. 17
Figure 4. 4: Person-Organization Fit by Gendef === === ——c e e —————— p. 17
Figure 4.5 Person-Group Fit by B8k - - - -------—-—--—---—-—————— p. 18
Figure 4.6; Person-Group Fit by Gender - - - —————————++-———————— p. 18
Organizational Characteristics and Satisfaction
Figure 5.3: Job Satisfaction by Rank = = == — — e e e e e e e e e e e p. 1%
Figure 5.4, Job Satisfaction by Gendef - ————————-"-+--"—-+"—"+-"—-"—--—-—————— p. 19
Table 4; Most to Least Reported Incivilities by Gendef ———————————————— p. 21
Figure 5. 1: Warkplace ineivilities by GaRgEr — — = = = = = e e e o o o o o o o o p. 21
Figura 5.2: Turnover Intent by Gendef == == c e e === p. 22



Introduction and Methodology

During the summer of 2018 we conducted a study with two Nebraska police
agencies, including the Lincoln Police Department. The original focus revolved around
exploring gender diferences in the entry motivations and experiences of officers. In
addition to these focus areas, the survey also included measures of officer attitudes and
personalities and perceptions of the occupational and organizational environments.
Finally, we collected information on demographic characteristics such as gender, age,
length of employment, and rank. The Lincoln survey was distributed as an anonymous
survey link via the agency training system. The following presents descriptive
informaticn from the primary survey measures. It should be noted that we will continue
to analyze this data over the coming months and we will share any additional research
publications resulting from this data with the department. If you have questions about
the current report or suggestions for additional analyses, feel free to contact Dr.
Samantha Clinkinbeard at sclinkinbeard@unomaha._edu.

There were approximately 326 swom officers from the Lincoln Police Department
who participated, representing a response rate of 95%:, As shown In Table 1, most of
the sample consisted of patrol officers and they tended to be white, male, married, and

had at least one child. The mean age was about 39 and the average years employed as

a police officer was 14

Table 1: Sample Demographics

Percent Mean Range
White 91.02 - 0-1
Male 80.62 = 0-1
Patrol 80.64 - 0-1
Married 76.57 - -1
Child 68.77 - -1
Age - 38.64 21-69
Length of Employment - 14.16 1-47



Joining the Force - Motivations and Concerns

Age of Interest in Law Enforcement

Officers were asked to indicate when they first became interested in a career in
law enforcement (Figure 1.1). It appears many officers (379:) first became interested in
law enforcement between the ages of 19-24, at the time when they were likely working
their first post-high-school jobs and/or attending ceollege. One quarter of officers
surveyed indicated they became interested between the ages of 14-18 (high school
years) and approximately 19°% of officers developed an interest at age 10 or younger.
These results suggest that it is important to engage potential recruits during the stages
of life {i.e., high school, post high-school, college) when they are exploring future career
options.

Figure 1.1: Age of First Interest in Law Enforcement
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Participants were provided with a list of entry motivations that have been cited in
the literature as commaon among police officers and asked, “How important were each
of the following in YOUR decision to enter policing?” Participants then rated each
ltermn on a 5-point scale from 1 "Not at all impeortant” to 5 "Extremely important”, The top
motivations were similar for males and females as indicated in Table 2. Both men and
women cited helping people in the community, exciternent of the work, and fighting
crime as important entry motivations. Men also rated stop those who would harm others
and ability o work on your own as top 5 reasons, while women rated opporfunities fo
solve problems and have a challenging career as top 5 reasons. Figure 1.2 shows
mean scores on all entry maotivations by gender, Men and women scored relatively
similar on most items though there were a couple of significant differences. Male
officers rated ability fo work on your own and companionship with co-workers as
significantly more important than female officers did (p < .05). Female officers rated the
ltemns, use the job as a stepping stone and show people like me make good police
officers as significantly more important than their male counterparts (p < .05). Generally,
the data indicate that the motivations for entering policing are relatively similar for males
and females. That said, there may also be a few themes that are more important for
females than males, and vice versa. For example, recrultment messages that locus on
the personal growth and challenge aspects of the job may be especially important for

wWormen.

Table 2: Top 5 Entry Motivations by Gender

Halp Peapla in the Community Help Peapla in tha Community
Exciternant of tha Work Excitement of tha Waork

Fighting Crima Opportunites to Solve Problams
Stop Thaosa Wha Woulkd Harm Othars Fighting Crima

Ability 1o Wark an Yaur Qwn Hawva a Challenging Carsar
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Figure 1.2: Entry Motivations by Gender
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Entry Concerns

In addition to being asked about their motivations for entry, participants were also
asked to report on entry-related concerns. Specifically, participants were provided with a
list of iterns and asked 1o report, “Prier to entering policing, to what extent were you
nervous about any of the following?” lems were rated on a scale from, 1 "Mot at all
nervous” to 5 *Very nervous”. Overall, scores were low on these items indicating, either
concerns were minimal and/or officers did not feel comfortable sharing their concermns.
As with entry motivations, the top entry-related fears were similar for males and females
(Table 3). Being able to prove myself, being able to do the job effectively, and the
stressful nature of the job were top concerns for males and females. These types of
concerns may actually be healthy as they indicate that participants care about doing
good work. Although the top five concerns were relatively similar by gender, there were
a few differences. Female officers ranked danger and the physical nature of the job in
their top five concerns before they entered policing whereas males ranked shift work/
hours and how job would fit with relationships in their top 5.

Table 3: Top 5 Entry Concerns by Gender

Baing abla to da the job affectivaly Baing abla to prove mysalf

Baing able to prove mysalf Baing able to do the job sffactivaly
How job wold fit with famibe/ralationships Dangar of the job

Strassiul nature of job Strassful nature of the job

Shift work/hours Physical natura of the job



Of the 13 potential concerns, female participants scored higher than males on all
but the following concemn, how the job would it with relationship or family (Figure 1.3).
Gender differences reached statistical significance on the following items: (1) physical
nature of the job, (2) being accepted by my fellow officers, (3) discrimination in the work
environment, and (4) being taken seriously. Although overall concern scores were
relatively low, this may be an area that is important to recruitment, particularly of
women. These concerns were reported by women that actually went into the field. It is
quite possible that similar concerns are keeping other qualified women from considering
law enforcemeant as an option, It is also important 1o note that the concerms on which
females score significantly higher are those that are either stereotypically expected to
be maore challenging for women (e.qQ., physical nature) or those that relate to concerns
about token status (e.g, being taken seriously, being accepted, discrimination). Pre-
employment mentoring and increased access to female role models may be possible
approaches for mitigating such concerns. In additicn, anything that improves the
environment for current officers, may increase the likelihood that they will encourage or
recruit others to the field.

Figure 1.3: Entry Concerns by Gender
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Psychological Distress

Stressors

McCreary and Thompson (2006) identity two domains of police stressors,
operational and organizational, Operational stressors are those that pertain to field
work (e.g. traumatic events, paperwork, negative comments from the public), and
organizational stressors are those that pertain to the workplace procedures and
culture (e.g. lack of resources, staff shortages, leaders overemphasize the
negative). Paricipants in the study were asked to report the extent to which they
experienced both operational and organizational stressors, on a scale from (1) “no
stress at all” to (7) “a lot of stress” (see Appendix).

The overall score for operational stress indicates that officers have low to
moderate levels of operational stress, as depicted in Figure 2.1. Although females (M =
3.46) reported slightly higher average scores than their male counterparts (M= 3.18) on
the operational stress scale, as indicated in Figure 2.2, this difference was not
statistically significant. Males and females reported similar levels of stress assoclated
with things such as interacting with the public, traumatic events on the job, negative
stories in the media, etc. Findings also indicate that operational stress is positively
correlated with age and time in law enforcement, and these relationships were
statistically significant {p < .05). That is, operational stress appears to increase with age
and years on the job.

Figure 2.1: Perceived Operational Stress Figure 2.2: Operational Stress by Gender
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Similar to operational stress,
officers reported low to moderate levels
of organizational stress (Figure 2.3).
Unlike operational stress, however,
there were significant differences
reported by gender. Females (M =
3.64) reported significantly higher levels
of organizational stress than their male
counterparts (M= 3.04; Figure 2.4),
Females were more likely than males to
report stress associated with things like
dealing with coworkers, feeling that
different rules apply to different people,

Figure 2.3: Perceived Organizational Stress
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feeling they have to prove themselves, etc. In addition, patrol officers (M = 3.32)

reported significantly higher levels of organizational stress compared 1o those of higher

rank (M= 2.89; Figure 2.5),

Figure 2.4: Organizational Stress by Gender
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Anxiety

Due to the various cperational and organizational stressors, officers are at risk
for various physical and mental health concerns, including anxiety (Viclanti, 2014). The
anxiety measure (see Appendix) in the current research contained seven items tapping
general levels of anxiety. Participants reported how often they experienced various
feelings (e.g., | felt worried, | felt anxious) in the seven days preceding the survey using
a scale from (1) “MNever” to (5) "Always". Higher values on this scale indicate a higher
level of anxiety

The majority of officers reported low levels of anxiety. About 45% had an average
anxiety level between 1 and 2 and about 39% had a level between 2 and 3. This is
indicated in Figure 2.6. However, it is important to note that anxiety may sometimes be
underreported due 1o the stigma surrounding mental health Issues in policing (Violante,
2014). Officers’ anxiety levels did not differ significantly according to gender, rank, age,
and length of employment.

Figure 2.6: Anxiety - Past 7 Days
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Policing Styles, Values, and Attitudes

Adherence to Traditional Police Culture

There were five items asking about adherence o traditional police culture,
Traditional police culture, is defined as a set of attitudes, values, and norms that officers
naturally establish as a result of strains from their organizational and occupational
environments (Paocline & Gau, 2018, Silver, Roche, Bilach & Bontrager, 2017). These
attitudes, values, and norms include, but are not limited 1o, behavior such as focusing
on senous crime and taking a detached approach over a friendly approach on calls (see
Appendix). Participants’ agreement to each of the five items was coded on a five-point
agreament scale from (1) “Strongly disagree” to (5) “Strongly agree”. Each of these five
iterns were then averaged to get an overall score. Higher scores indicate greater
adherence and support of traditional police attitudes, values, and norms.

Overall, most officers reported low to moderate levels of adherence to traditional
police culture (M = 2.22), depicted in Figure 3.1. When compared 1o officers of other
ranks (M = 1.98), patrol officers (M = 2.35), report a stronger adherence to traditional
police culture (Figure 3.2). Further, age and years in law enforcement are significantly
correlated (p < .05) with support for traditional culture such that support decreases with
age and years on the job, Although males reported slightly stronger support than
females of traditional culture, the difference was not significant.

Figure 3.1: Traditional Police Culture Figure 3.2: Culture by Rank
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Importance of Procedural Justice

Procedural justice is defined as a set of actions where officers use their authority
over citizens in a ways that encourage satisfaction with the results of encounters
(Sunshine & Tyler, 2003), There are four components that make up procedural justice.
These include how respectfully officers treatl the citizen, the magnitude 1o which citizens
are able to participate in the encounter, the neutrality officers use to make decisions,
and the magnitude to which officers indicate their trustworthiness (Tyler, 2004), To
gauge how important it was to officers to use procedural justice, we asked four
guestions.Participants responded to four items on the perceived importance of
procedural justice in policing (see Appendix) on a five-point scale from (1) "Not at all
important” to (5) “Extremely important.” Higher scores on this scale indicate a greater
percelved importance of procedural justice.

Overall, participants indicated that using procedural justice is important. The
mean score was 4.68 (out of a possible 5). There were no significant differences by
gender, but there was by rank. Patrol officers rated the use of procedural justice as
significantly less impaortant than those of higher rank, though both groups rated it fairly
high in importance (Figure 3.3). Further, perceived importance of procedural justice
increased significantly with age and time on the job (g < .05).

Figure 3.3: Importance of Procedural Justice by Rank
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Environmental Fit

Environmental fit concerns the influence of the police environments on workplace
experiences. Understanding an individual’s work environment is an impaortant
determinant of work behavior. Previous research indicates that, both, the physical
elements of an individual's environment, and the psychological response to it, combine
to have an effect on an individual’s behavior (Bretz & Judge, 1994). This is generally
described as a Person Environment (P-E) interaction (Cable & Judge, 1996). P-E fit is
the similarity between an individual's characteristics and their work environment (Kristof-
Brown, Zimmerman, & Johnson, 2005).

In addition to the global definition of P-E fit, more specific subcategories have
also emerged to describe an individual’s interaction between their job (Person-Job fit),
arganization (Person-Organization fit), and work group (Person-Group fit). Previous
research indicates that various types of P-E fit are associated with measures of job
satisfaction, organizational commitment, and stress. Figure 4.1 shows the mean levels
for each of the three types of P-E fit. The highest level of fit is reported at the job-level,
followed by workgroup, and organization or agency.

Figure 4.1: Person-Environment Fit

PERSON-ORGAMNITATION FIT
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Person-Job Fit

Person-Job fit (P-J fit) is the match between the capabilities of an individual
and the demands of the job (Edwards, 1991). In other words to what extent do
individuals perceive that their characteristics, values, and abilities match the specific job
they da? In the current research, there were three items that measured P-J fit (see
Appendix). Paricipants indicated their level of agreement with each of the three items
on a five-point agreement scale from (1) "Strongly disagree” to (5) "Strongly agree.”

Overall, participants reported high levels of P-J fit. The mean score was 4.59 (out
of a possible ). Males reported slightly higher levels of job fit than females, but the
difference was not statistically significant. Patrol officers reported lower levels of job fit
than those at higher ranks, though both groups reported relatively high fit (see Figure
4.2). Further, P-J fit increased significantly with age and time on the job (p < .05).

Figure 4.2: Person-Job Fit by Rank

Mean Person-lob Fit

* Differance statistically significant, p < 05
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Person-Organization Fit

Person-Organization fit (P-0O fit) is the match between an individual's
characteristics and that of the larger organization (Lauver & Kristof-Brown, 2001). In
the current research, there were three items that measured P-O fit (see Appendix).
Participants indicated their level of agreement with each of the three items on a five-
point agreement scale from (1) “Strongly disagree” to (5) “Strongly agree.”

Organization fit was the lowest level of fit among all officers (M = 4.02). Females
(M= 3.72) reported lower levels of P-O fit than males (M = 4.09) and patrol officers (M=
3.84) reported lower levels than officers of higher ranks (M = 4.29). In other words,
females and patrol officers were less likely to report a match between their goals/values
and those of the Lincoln Police Department (see Figures 4.3 and 4.4),

Figure 4.3: Person-Organization Fit by Rank Figure 4.4: Person-Organization Fit by Gender

-] 1 1 1 L] n

Mizan Person-Duganication Fit

[ 2 ] il 1

Miran Pervon-Organiaben Fit

* Diffarence statistically significant, p < .05
* Differenca statistically significant, p < .05
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Person-Group Fit

P-G fit focuses on the extent to which an individual perceives compatibility
between their characteristics and the members of their workgroup (Kristof-Brown
et al., 2005). Group fit is important to consider because work groups often have differant
values and norms than that of the larger organization to which they belong. Thus,
perceptions of fit may vary at different levels of the organization (Kristof, 1996). In the
current research, there were three items that measured P-G fit. Participants were told to
“...think about your IMMEDIATE WORKGROUP, CREW, OR UNIT (i.e., those pecple
you work most closely with on a regular basis)” and indicated their level of agreement to
each of the three items (see Appendix) on a five-point agreement scale from (1)
“Strongly disagree” to (5) "Strongly agree.”

Overall, participants participants reported relatively high levels of P-G fit; the mean
level of fit among all officers was 4.27 (out of a possible 5). Females had significantly
lower levels of P-G fit than males (see Figure 4.5) and patrol officers reported lower

77 levels of P-G it than those of higher rank (see Figure 4.6). Age was not associated with
AN P-G fit though P-G fit appeared to increase slightly with years on the job (p < .05).
Figure 4.5: Person-Group Fit by Rank Figure 4.8: Person-Group Fit by Gender

Mean Pemon-Grmip Fie

* Diffarance statistically significant, p < .05 * Diffarence statistically significant, p < .05
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Organizational Characteristics and Satisfaction

Job Satisfaction

Job satisfaction was measured with a single item, “Overall, | am satisfied with my
job” (see Appendix). Participants indicated their level of agreement on a five-point
scale from (1) “Strongly disagree” to (5) "Strongly agree.” Overall, participants indicated
a moderate to high level of job satistaction (M = 3.88). There were significant
differences in job satistaction by gender and rank. Females (M = 3.56) reported lower
levels of satisfaction than males (M = 3.93), and patrol officers (M = 3.67) reported
lower levels of satisfaction than officers of higher rank (M = 4.28). Put another way,

males and officers of higher rank, were significantly more satisfied with their jobs than
female and patrol officers (see Figure 5.3 & Figure 5.4).

e

Figure 5.3: Job Satisfaction by Rank Figure 5.4: Job Satisfaction by Gender 4

Ty
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* Diffarance statistically significant, p < .05 " Differance statistically significant, p < .03
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Workplace Incivilities

Anderson & Pearson (1993) define workplace incivility as, “deviant behavior with
ambiguous intent to harm the target, in viclation of workplace norms for mutual
respect” (p.457). These behaviors are usually rude and discourtecus (Adams & Buck,
2011). They are important to consider because they are associated with psychological
well being, and job satisfaction (Cortina, Magley, Williams, and Langhout, 2001).

The workplace incivility scale in this research measured the frequency of officers’
experiences of disrespectiul, rude, or condescending behavior throughout their ime as
an officer in their current department (see Appendix). Participants indicated the
frequency to which each item occurs on a five-point scale, from (1) "none of the time”™ to
(5) “most of the time”. Scores were averaged across the six items with higher scores
indicating more frequent experience with workplace incivilities.

Scores were not high for this measure (M = 2.02). That said, any experiences of
incivilities can impact satisfaction and retention and there were group differences in the
extent to which they were experienced. Females reported higher levels of overall
workplace incivilities (M = 2.39) than males (M= 1.91) (Figure 5.1). Further, there were
some gender differences between which types of incivilities were experienced most
often (Table 4). The experience of incivilities also increased with age and time on the
job, but this could be attributed to the fact that senior officers have had more time in
which to experience incivilities and/or having been on the job prior to various cultural
shifts in the agency.
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Table 4: Most to Least Frequently Reported Incivilites by Gender

Paid litts attention te yaur statemsnt or apinian Paid littls attention te your statemsant or apinian

" Mot put wou down or was condescending to you Put you down or was condescending to wou
Made demeaning or dermgatory remarks about you  Doubted your judgment on a mattar, which you had
F 3 respansibility ewer
Doubtad your judamant on a mattar, which you Igrerad or excluded you from professional
had responsiblity over camaradaria
Addrassad you in unprofassional terms elther Made damaaning or derogatory ramarks about you
publicly or privataly
Y
Ignored or excluded you from professicnal Addrassed you in unprofessional terms aithar
Loast  gamaradaria publicly ar privataly
Pipear s

Figure 5.1: Workplace Incivilities by Gender

1.91

L] 1 I 3 & 5

Mean Percieved Frequency Workplace Incivilites

* Difference statistically significant, p = .05
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Turnover Intent

Three items measured turnover intent. These items included In the last & months
I have thought about quitting my job, | will still be al my job 3 years from now, and | will
work in policing beyond the paint at which | become eligible to retire. Participants
indicated their level of agreement on a five-point scale from (1) “strongly disagree” to (5)
“strongly agree” for each of these items.

The item, I will still be at my job 3 years from now, had the highest overall score
of 4.01 out of 5, indicating that most officers plan to remain at the job for at least the
next three years. Males (M = 4.1), however, were more likely than females (M= 3.6) to
report that they expected to be at their job in 3 years (see Figure 5.2). Put a different
way, approximately 74%. of male participants either somewhat or strongly agreed that
they would still be at their job in 3 years compared to 569 of female participants,
Expectations about remaining at the job did not differ by rank, age, or years on the job.
When asked the extent to which they had considered quitting their job in the past 6
months, participants were relatively neutral (M = 2.80). Females (M= 3.1) were
significantly more likely than males (M= 2.7) to report having thought about quitting.
Further, when asked whether they would likely work beyond the point at which they are
eligible to retire, women were significantly less likely than men to report that they would

continue working.

Figure 5.2: Turnover Intent by Gender

I will work in policing beyond the point
at which | become eligible to retire

1 will still be at my job 3 years from
Lpiel )

in the last & months, | have thought
about guitting my job
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Treating citizens respectfully.
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Report Highlights

Approximately one-third of officers first became interested in policing as a career
around ages 19-24 (Figure 1.1).

Both men and women cited helping people in the community, to be a role mode!
for others like me, and fighting crime as top entry motivations (Table 2).

Qverall, entry concerns were relatively low among officers though the top two
concerns. being able to prove myself and being able fo do the job effectively.
were shared by both males and females (Table 3).

Although entry concerns were relatively low, several concerns were reported as
significantly higher for females compared to males: (1) physical nature of the job,
(2) danger of the job, (3) being accepted by my fellow officers, (4) stressful nature
of the job, (5) discrimination in the work environment, and (5) being taken
seriously (Figure 1.3) .

Overall scores indicate that officers have low to moderate levels of both
operational stress and organizational stress (Figure 2.1 & Figure 2.3).

Females were significantly more likely than males to report organizational stress
(i.e_, stress associated with things like dealing with co-workers, feeling that
different rules apply to different people, etc.) (Figure 2.4).

Officers’ Anxiety levels differed significantly (p < .05) according to gender and
rank. Higher rank officers and females reported higher levels of anxiety (Figure
2.6 & Figure 2.7)

Overall, participants indicated that using procedural justice is important. The
mean score was 4.40 (out of a possible 5).

Overall, officers indicate a moderate to high level of job satisfaction (M = 3.94)
(Figure 5.1).

Although reports of workplace incivilities were relatively low, females were more
likely to report experiencing incivilities than male officers (Figure 5.4).

Females were significantly more likely than males to report having thought about
quitting in the past 6 months (Figure 5.5).



Introduction and Methodology

During the summer of 2018 we conducted a study with two Nebraska peolice agencies,
including the Omaha Police Department, The original focus revolved around exploring gender
differences in the entry motivations and experiences of officers. In addition o these focus
areas, the survey also included measures of officer attitudes and personalities and
perceptions of the occupational and organizational environments. Finally, we collected
information on demographic characteristics such as gender, age, length of employment, and
rank. The Omaha survey was distributed in person to patrol officers during roll call, and to all
other officers, through an anonymous survey link via email. The following presents
descriptive information from the primary survey measures. It should be noted that we will
continue to analyze this data cver the coming months and we will share any additional
research publications resulting from this data with the department. If you have questions
about the current report or suggestions for additional analyses, feel free to contact Dr.
Samantha Clinkinbeard at sclinkinbeard @unomaha.edu.

There were approximately 506 sworn officers from the Omaha Police Department who
participated, representing a response rate of 64%.. As shown in Table 1, most of the sample
consisted of patrol officers and they tended to be white, male, married, and had at least cne
child. The mean age was about 41 and the average years employed as a pelice officer was
14. Finally, about half of the officers had military experience.

Table 1: Sample Demographics

Percent (%) Mean Range
White 78.43 - 0-1
Male 80.31 - D=1
Patrol B3.77 - 0-1
Married 75.80 - -1
Age - 40.85 23-52
Length of Employment - 14,03 1-37
Military 50.32 - 0-1



Joining the Force - Motivations and Concerns

Age of Interest in Law Enforcement

Officars were asked to indicate when they first became interested in a career in law
enforcement (Figure 1.1). It appears many officers (312%) first became interested in law
enforcement between the ages of 19-24, at the time when they were likely working their first
post-high-school jobs andior attending college. Almost one quarter of officers surveyed
indicated they became interested between the ages of 14-18 (high school years) and almost
one guarter of officers developed an interest at age 10 or younger. The data suggest that it
Is important to engage potential recruits during the stages of life (i.e., high school, post high-
school, college) when they are exploring future career options. Further, although less than
102 of officers started thinking about law enforcement during middle school, this might be
an important time to engage youth.

Figure 1.1: Age of First Interest in Law Enforcement }
3%

& 10 or younger

@ 11-13 (Middle School)
@ 14-18 (High School)
® 19-24
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Maotivations for Entry

Participants were provided with a list of entry motivations that have been cited in the
literature as common among police officers and asked, "How important were each of the
following in YOUR decision to enter policing?” Participants then rated each item on a 5-point
scale from 1 "Mot at all important” to 5 "Extremely important™. The top motivations were similar
for males and females as indicated in Table 2 below. Both men and women cited helping
peaple in the community, to be a role model for others like me, and fighting crime as important
entry motivations. Men also rated excifement of the work and job securify as top five reasons
while women rated help others live a better life and to show that people like me make good
police officers in the top 5. Figure 1.2 shows mean scores on all entry motivations by gender.
Men and women scored relatively similar on most items though there were a couple of
significant differences. For example, male officers rated companionship with co-workers and
ability to work on your own as significantly more important than did female officers (p < .05).
Female officers rated the items, desire lo stop/apprehend those who would harm others and
help others live a betfer life as significantly more impaortant than their male counterparts (p <.
05). In addition, females reported educational experiences and specific experisnces with police
officers as more influential than did males (p < .05). Generally, then, the data indicate that
motivations for entering policing are relatively similar though their may be special opportunities
for proactive recruitment (e.g., recruiting women on college campuses and providing
opportunities for direct interaction with police officers).

Table 2: Top 5 Entry Motivations by Gender

Males Females

To be a rols madel for othars like me Help peopls in the community

Fighting crima To bae a rode modal for othars like me

Halp paople In the community Fighting crime

Excitament of tha wark Help athers live a battar lifs

Job security ;:_shuw that people like me make a good polica
ICer



JOn sacunty

Friands and relatives that are or wara police officars
Carsar advancement

Halp paopls in tha community

Excitamant of the work

Fighting crime

"Companionship with co-workers

Enforzing the laws of sociaty

Prastiga of profassion

“Ability 1o wark an yaur dwn

Salary

To show that officers are good peopla

Lifelong draam

Maksa othars proud

Lsa this job as a stapping stons

Hawa a job that is diffarant avery day

*Spacific experiencas | had with police officars
*Edlucational expariances | had

To ba a role modael for others like ma

Te shiener that paople like me maks goad palice officars
‘Crasira to stoplappraband thass whio would harm othérs
‘Halp othars liva a batter lifa

Figure 1.2: Entry Motivations by Gender
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Entry Concerns

In addition to being asked about their motivations for entry, participants were also
asked to report on entry-related concerns. Specifically, participants were provided with a list
of items and asked to report, “Prior to entering policing, to what extent were you nervous
about any of the following?" Items were rated on a scale from, 1 “Not at all nervous”to 5
“Very nervous™. Overall, scores were low on these items indicating, either (a) that concerns
wera minimal, (b) officers had concerns but they were different from those listed, andfor (c)
officers did not feel comfortable sharing their concemns. As with entry motivations, the top
entry-related fears were similar for males and females (Table 3). Being able lo prove mysalf
and being able to do the job affectively were top concerns for males and females. These
types of concerns may actually be healthy as they indicate that participants care about doing
good work, Female officers ranked physical nature of the job as lop concerns before they
entered policing whereas males ranked how job would fit with relationships in their top 5.

Table 3: Top 5 Entry Concerns by Gender

Males Females

Baing able to do the job efectivaly Baing abla to do the job effectivaly
Baing able to prove mysalf Baing able to prave mysalf

How the job would fit with famihyralationships Canger of the job

Srrassful natura of tha job Swassful nature af tha jab

Danger of tha job Physical matura of the job



Of the 13 potential concerns, female participants scored higher than males on all but,
how the job would fit with relationship or family (Figure 1.3). Gender differences reached
statistical significance on the following items: (1) physical nature of the job, (2) danger of the
job, (3) being accepted by my fellow officers, (4) stressful nature of the job, (3) discrimination
in the work environment, and (6) being taken seriously, Although overall concern scores were
relatively low, this may be an area that is important to recruitment, particularly of women
These concerns were reported by women that actually went into the field. It is quite possible
that similar concerns are keeping other gualified women from considering law enforcement
as an option. It is also important to note that the concerns on which females score
significantly higher are those that are either stereotypically expected to be more challenging
for women (e.g., physical nature) or those that relate to concerns about token status (e.g,
being taken seriously, being accepted, discrimination). Pre-employment mentoring and
increased access 1o female role models may be possible approaches for mitigating such
concerns. In addition, anything that improves the environment for current officers, may
increase the likelihood that they will encourage or recruit others to the field.

Figure 1.3: Entry Concerns by Gender

Physical natura of the job Famalus significantly mors sy

‘Danger of the job Famales significantly more likaly
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Psychological Distress

Stressors

McCreary and Thompson (2006) identify two domains of police stressors,
operational and organizational. Operational stressors are those that pertain to field work
(e.g. traumatic events, paperwork, negative comments from the public), and
organizational stressors are those that pertain to the workplace procedures and culture
(e.g. lack of resources, staff shortages, leaders overemphasize the negative).
Participants in the study were asked to report the extent to which they experienced both
operational and organizational stressors, on a scale from (1) "no stress at all” to (7) "a lot
of stiress” (see item 1.1 and 1.2 in Appendix A).

The overall score for operational stress indicates that officers have low to
moderate levels of operational stress (M = 3.37), as depicted in Figure 2.1. Although
females (M = 3.52) reported slightly higher average scores than their male counterparts
(M= 3.24) on the operational stress scale, as indicated in Figure 2.2, this difference was
not statistically significant. In other words, males and females reported similar levels of
stress associated with things such as interacting with the public, traumatic events on the
job, negative stories in the media, etc.

Figure 2.1: Perceived Operational Stress Figure 2.2: Operational Stress by Gender
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Similar 1o operational stress, officers Figure 2.3: Perceived Organizational Stress
reported low to moderate levels of #
organizational stress (M = 2.99) (Figure
2.3). Unlike operational stress, however,
there were significant differences reported =R
by gender. Females (M = 3.37) reported
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significantly higher levels of
organizational stress than their male
counterparts (M = 2.80; Figure 2.4). In

10

other words, females were more likely than
males 1o report stress assoclated with things =
like dealing with co-workers, feeling that

a 4 L]
Maan Lavels Onganizational Stress

*Dashed ling indicates mean (M = 2.99
different rules apply to different people, a ing indica an ( )

feeling they have to prove themselves, etc.

Figure 2.4: Organizational Stress by Gender
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Anxiety Figure 2.5: Anxiety

Due to the stressors officers 24
experience, they are at nsk for various
physical and mental health concerns, including g. mn
anxiety (Violanti, 2014). The anxiety measure
{see item 2.1 in Appendix A) in the current E gl

research contained seven items tapping
general levels of anxiety. Participants reported

how often from, (1) "Never” to (5) "Always", "1

they experienced various feelings (e.g., | felt

worried, | felt anxious) in the seven days . [y,
preceding the survey, Higher values on this "Dashed ine indicates mean (M = 1.94)

scale indicate higher level of anxiaty

The majority of officers reported low levels of anxiety. About 59% had an average anxiety
level between 1 and 2 and about 29% had a level between 2 and 3 (Figure 2.5). It is important
to note that anxiety may be underreported due to the stigma surrounding mental health issues in
policing (Violante, 2014). Officers above the rank of patrol and females scored significantly
higher on the anxiety measure than did their patrol or male counterparts. (Figure 2.6. & Figure
2.7).

Figure 2.6: Anxiety by Rank Figure 2.7: Anxiety by Gender

Higher Rank ' Trmals za7

Officers 158
o 1 2 3 4 5 5 1 5 . .
Bpan Laved of Anaiaty by Rank Mass Lewel of Anzisty by Gender

' . " | H I -
“Difference statistically significant (o < .05) Difference statistically significant (p < .05)
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Adherence to Traditional Police Culture

There were five items asking about adherence to traditional police culture. Traditicnal
police culture, is defined as a set of attitudes, values, and norms that officers naturally
establish as a result of strains from their organizational and occupational environments
(Pacline & Gau, 2018; Silver, Roche, Bilach & Bontrager, 2017). These attitudes, values,
and norms include, but are not limited to, behavior such as focusing on serious crime and
taking a detached approach over a friendly approach on calls (see item 3.1 in Appendix
A). Participants' agreement to each of the five items was coded on a five-point agreement
scale from (1) "Strongly disagree” to (5) "Strongly agree”. Each of these five items were
then averaged to get an overall score. Higher scores indicate greater adherence or
support of traditional police attitudes, values, and norms.

Overall, most officers reported low to moderate levels of adherence to traditional
police culture (M= 2.41), depicted in Figure 3.1. When compared to officers of other ranks
(M = 2.28), patrol officers (M = 2.48), report a stronger adherence of traditicnal police
culture (Figure 3.2). Further, years in law enforcement is significantly correlated (p < .05)
with support for traditional culture, such that support decreases with years on the job.
Although males reported slightly stronger support than females of traditional culture, the
difference was not significant.

Figure 3.1: Traditional Police Culture Figure 3.2: Traditional Police Culture by Rank

Adherence to Traditional Police Culture by Rank

& 3
Misart Lavals of Adksrarcs B Pobos Culburg
* Dashed line indicates mean (M = 2.41) ‘Difference is statistically significant (p <.08)
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Importance of Procedural Justice

Procedural justice is defined as a set of actions where officers use their authority over
citizens in a way that fosters satisfaction with the result of the encounter (Sunshine & Tyler,
2003). There are four components that make up procedural justice. These include how
respectfully officers treat the citizen, the magnitude to which citizens are able to participate in
the encounter, the neutrality officers use to make decisions, and the magnitude to which officers
indicate their trustworthiness (Tyler, 2004). To gauge how important it was to officers to use
procedural justice, we asked four questions.

Participants answerad these four items on the perceived importance of procedural justice
in policing (see item 4.1 Iin Appendix A) on a five-point scale from (1) *MNot at all important” to
{5) “Extremely important.” ltems were averaged and higher scores indicate a greater perceived
importance of procedural justice. Overall, participants indicated that using procedural justice is
important. The mean score was 4.40 (out of a possible 5). Patrol officers rated the use of
procedural justice as significantly less important than those of higher rank, though both groups
rated it fairly high in importance (Figure 3.3). Similarly, both males and females rate procedural
justice as important, but females (M = 4.51) rated it as significantly more important than males
< (M= 4.37) (Figure 3.4).

Figure 3.3: Importance of Procedural Justice by Rank Figure 3.4: Importance of Procedural Justice by Gendar

LY
.57
(] 1 2 3 L 5
1] 1 2 3 4 5
Maan Procedural lustice
boan Proded ursl Justss
*Difference is statistically significant (p <.0B) *Differance is statistically significant (p <.05)
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Environmental Fit

Environmental fit concerns the influence of the police organizational environment on
workplace experiences. Understanding an individual's work environment is an important
determinant of work behavior. Previous research indicates that, both, the physical elements of
an individual’s environment, and the psychological response to it, combine to have an effect
on an individual's behavior (Bretz & Judge, 1994). This Is generally described as a Person
Environment (P-E) interaction (Cable & Judge, 1996). P-E fit represents the similarities
between an individual's characteristics and their work environment (Kristof-Brown,
Zimmerman, & Johnson, 2005). In addition to the global definition of P-E fit, more specific
subcategories have also emerged to describe an individual's interaction between their job
{Person-Job fit), crganization (Person-Crganization fit), or work group (Person-Group fit).
Previous research indicates that various types of person-environment fit are associated with
measures of job satisfaction, organizational commitment, and stress. Figure 4.1 shows the
mean levels for each of the three types of person-environment fit. The highest level of fit is
reported at the job-level, followed by workgroup, and agency.

Figure 4.1: Person-Environment Fit

Mean Level of Fit
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Person-Job Fit

Person-Job fit (P-J fit) is the match between the capabilities of an individual and the
demands of the job (Edwards, 1991). In other words to what extent do individuals perceive
that their characteristics, values, and abilities match the specific job that they do? In the
current research, there were three items that measured Person-Job fit (see item 5.1 in
Appendix A). Participants indicated their level of agreement with each of the three items on
a five-point agreement scale from (1) “Strongly disagree” to (5) “Strongly agree.” ltems were
averaged and higher scores indicate higher levels of perceived job fit.

Overall, participants reported high levels of job fit. The mean score was 4.60 (out of
a possible 5). Males reported slightly higher levels of job fit than females, but the difference
was not statistically significant. Patrol officers reported lower levels of job-fit than those at
higher ranks (see Figure 4.2). This relationship was statistically significant (P < .05).
Further, perceived job-fit increased with age and time on the job, however, these
relationships were also not statistically significant.

Figure 4.2: Person-Job Fit by Rank

o 1 F 3 4 5

Pean Person Job Fit

*Differance is statistically significant (p .05}
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Person-Organization Fit

Person-Organization fit (P-O fit) is the match between an individual's characteristics and
that of the larger organization (Lauver & Kristof-Brown, 2001). P-O indicates the extent to
which there is a match between an individual and the values and goals of the organization. In
the current research, there were three items that measured Person-Organization fit (see item
5.2 in Appendix A). Participants indicated their level of agreement with each of the three
items on a five-point agreement scale from (1) “Strongly disagree™ to (5) “Strongly agree.”
Itermns were averaged and higher scores indicate higher levels of perceived organization fit.

Organization fit was the lowest level of fit among all officers (M = 3.99). Females (M=
3.99) reported higher levels of P-O fit than males (M = 3.21), but the difference was not
statistically significant. Patrol officers (M = 3.88) reported lower levels than officers of higher
ranks (M = 4.07). This relationship was statistically significant (see Figure 4.3). In other
words, patrol officers were significantly less likely to report a match between their goalsivalues
and those of the Omaha Police Department (see Figures 4.4).

\
Y

Figure 4.3: Person-Organization Fit by Gender Figure 4.4: Person-Organization Fit by Rank
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Person-Group Fit

P-G fit focuses on the extent to which an individual perceives compatibility between their
characteristics and the members of their workgroup (Kristof-Brown et al., 2005). Group fit is
important to consider because work groups often have different values and norms than that of
the larger organization to which they belong. Thus, perceptions of fit may vary at different
levels of the organization {Kristof, 199E8). In the current research, there were three items that
measured Person-Group fit. Participants were told to *...think about your IMMEDIATE
WORKGROUF, CREW, OR UNIT (i.e., those people you work most closely with on a regular
basis)” and indicate their level of agreement on each of the three items (tem 5.3 in Appendix
A) on a five-point agreement scale from (1) “Strongly disagree” to (5) “Strongly agree.” Iltems
were averaged and higher scores indicate higher levels of perceived group fit.

Qverall, participants reported relatively high levels of group fit; the mean level of fit among
all officers was 4.23 (out of a possible 5). When other variables are considered there were
only slight differences. For example, females had slightly lower levels of group fit. than males
(see Figure 4.5) and patrol officers reported slightly lower levels of fit than those of higher
rank (see Figure 4.6). However, these relationships were not statistically significant.

Figure 4.5: Person-Group Fit by Rank Figure 4.4: Person-Group Fit by Gender

o | 1 3 4 5 o 1 1 i 1

bean Perian-Graup Fa Mean Person-Growp Fit
“Difference not statistically significant *Differance not statistically significant
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Organizational Characteristics and Satisfaction

Job Satisfaction

Job satistaction was measured in one item. This item stated "Overall, | am
satisfied with my job" (see item B.1 in

Appendix A). Barticipants indicated their T 9" B.1: Job Satisiaction
level of agreement on a five-point scale 8.
from (1) "Strongly disagree” to (5) -
1 i

"Strongly agree.” Overall, participants
indicate a moderate to high level of
satisfaction (M = 3.94) (see Figure 5.1).
Males (M = 3.93) and females (M = 4.01)
reported similarly high levels of overall job
sattisfaction, as did patrol officers (M =

3.96) and officers of other ranks (M = - T LS N
E.EB} {EE‘E Flgurﬂ 52 4% F]gum 5.3]. * Dashed line indicates mean (M = 3.49) ™ x"'.:
A
Figure 5.2: Job Satisfaction by Gender Figure 5.3: Job Satisfaction by Rank

4.0
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Mean Job Satisfaction Miean Joh Satisfaction

*Difference not statistically significant "Difference not statistically significant
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Woaorkplace Incivilities

Anderson & Pearson (1999) define workplace incivility as, “deviant behavior with
ambiguous intent to harm the target, in violation of workplace norms for mutual respect” (p.
457). These behaviors are usually rude and discourteous [Adams & Buck, 2011). They are
impartant to consider because they are associated with psychological well being, and
decreased job satisfaction (Cortina, Magley, Williams, and Langhout, 2001).

The workplace incivility scale measured the frequency of officers’ experiences of
disrespecttul, rude, or condescending behavior throughout their time as an officer in their
current department (see item 6.1 in Appendix A). Participants indicated the frequency to
which each item occurs on a five-point scale, from (1) "none of the time” to (5) "most of the
time", Scores were averaged across the six items with higher scores indicating more
frequent experlence with workplace incivilities.

Scores were not high for this measure (M = 2.04), which indicates that experiences of
workplace incivilities among officers in the department is low. That said, any experiences of
incivilities can impact satisfaction and retention and there were group differences in the
extent to which they were experienced. For example, females in this sample report higher
levels of workplace incivilities (M = 2.25), compared to their male counterpars (M= 1.99)
(see Figure 5.2), and the level of frequancy reported by males and females differed by the
type of workplace incivility (see Table 4). For example, females reported that they were
frequently ignored or excluded from professional camaraderie. The experience of incivilities
also increased with age and time on the job, but this could be attributed to the fact that
senior officers had more time to experience incivilities and/or have been on the job prior to
various cultural shifts in the agency.
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Table 4: Most to Least Frequently Reported Incivilites by Gender

Males Females

Mast  Paid little attention te yvour statermant ar apinion Paid little attention to yveur statemant ar apinion
Ruponed
Put you down or was condescanding to you Fut you down oF was condescanding to you
F'y

Made demaaning or darogatory remarks about you  Doubted your judgment on & mattes, which you had
respansibility over

Doubted your judgrent on a matter, which you Igromed or excluded you from professional
had msponsibility ower camaradaria
¥ Addressed you in unprofessional terms eithar Made damasaning or derogatory ramarks about you
pubichy or privataly
Lisn
- : Ignomed or excluded you from professional Addressed you in unprofessional terms edthar
PO camaraderie publicly or privately

e,

Mo

Figure 5.4: Workplace Incivilities by Gender

Ty

a 1 1 3 4 5
Mean Perceived Workplace Incivilities

*Difference is statistically significant (p =_05)
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Turnover Intent

Three items measured turnover intent. These items include In the last 6 months |
have thought about quitting my job, | will still be at my job 3 years from now, and | will
work in policing beyond the point at which | become eligible to retire. Participants
indicated their level of agreement on a five-point scale from (1) "strongly disagree” to
(5) “strongly agree” for each of these items (see item 7.1 in the Appendix A).

The item, | will still be at my job 3 years from now, had the highest overall score
of 4.32 out of 5, indicating that most officers plan to remain at the job for at least the
next three years. Expectations about remaining at the job did not differ by gender, rank,
age, or years on the job. When asked the extent to which they had considered quitting
their job in the past 6 months, paricipants were relatively neutral (M = 2.18). Females
(M = 2.68) were more likely than males (M = 2.02) to report having thought about
quitting (see Figure 5.3). This difference was stafistically significant. On the other hand,
female officers were also slightly more likely to report that they would work beyond
ratirement eligibility.

Figure 5.5: Turnover Intent by Gender

1 willl weark in policing beyond the
point at which | become eligible to
retire

1wl still be at my job 3 years from
AW

In the last & months, | have thought
about quitting my job

0 1 2 3 4 5

Mean Turmower Intent
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INTRODUCTION

The University of Nebraska at Omaha (UNO) Post-Secondary Correctional Education
Program was created in 2017 through fundrasing by Steven and Thomas Scott and with the
support of the University of Nebraska Foundation. A partnership was formed between LTNO and
the Omaha Correctional Center (OCC), a medinm-minimum security men's prison within the
Nebraska Department of Comectional Services (NDCS). The primary purpose of this program 1s
to offer UNO conrses, tanght by UUNO professors or adjunct instructors, fo inmates at OCC,
Since its nception, four classes have been taught by three UUNO mstructors over three semesters
{(1.e.,, Fall 2017, Spring and Summer 2018). These courses have not only given the student-
inmates an opportunity to transform their lives and eamn college credit, but have also given UUNG
instructors a distinet opportunity to teach and learn from a vnique and diverse population. The
student-inmates are bright, motivated, and appreciative of the opportumity to take college classes
and earn college credit while they are incarcerated. For most participants, the program had an
empowering and transformative effect,

Tlus report 15 a process evaluahon of the policies and guidelines that have been
established durng the first vear of the prograin, as well as an assessment of the fall and spring
courses. This evaluation is a result of interviews with administrators at TNO and NDCS
wvolved m the program, UNO mstructors who taught at OCC i the fist vear, and student-
imates who participated i the courses. Although this program is still in its infancy, individuals
at both UNO and NDCS have worked together to define the responsibilities and policies for
varous processes so that the program can be implemented more effectively. There are still many
details to work out as this program grows at both OCC and to other NDCS facilities. but this

report should provide a history of the varions processes that must take place on both UNO and



OCC s side for this program to work, Thus, I outline the policies and processes we have already
established at OCC which might serve as a blueprint for expanding the UNO Post-Secondary
Correctional Education (PSCE) program to other facilities. It should be noted that each prison 1s
different in terms of the inmate composition, staff culture, and what each warden and deputy
warden will allow in their facilitv, 5o what worked at OCC and the agreements UNO has with
OCC may not necessarily transfer to other facilities. Nonetheless, tlus report should provide a
history of the first year of the program and some direction for the growth and sustainability of
the program. If the program is extended to other facilities_ it 1s essential that UNO adnunistrators
{or other mstitutions) first seek the support and cooperation of the warden and deputy warden of
a facility.

Fust, I will brietly discuss the history of post-secondary correctional education programs
i the United States and the research on their effectiveness. Next, I will describe the history of
the UNO Post-Secondary Cosrectional Education Program, ineluding the classes that were taught
during the first vear, student feedback about the classes/mstrctors, and outline the processes that
UNC and OCC admimstrators have to take to make this program work. Finally. I will conclude
with suggestions on how to expand the program to other facilities. I have provided three
appendixes: Appendix A 15 a directory of individuals who were involved in the program dunng
the first vear, Appendix B 15 a copy of NDCS s most recent volunteer handbook which
instructors must abide by when teaching in prison and the background forms UNO instructors

must complete, and Appendix C is a potential teacher application form.
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BACKGROUND OF POST-SECONDARY CORRECTIONAL EDUCATION
(PSCE) PROGRAMS IN THE UNITED STATES

The Umted States has the highest incarceration rate in the world, incarcerating one ont of
every 1M American adults in local, state or federal facihities (Guerino, Hamson & Sabol, 2011;
Wagner & Sawver, 2018), Although the United States has onlv 5% of the world's population it
houses 25% of the world’s prisoners, or 2.3 million people, the majorty of which are poor,
undereducated, and disproportionately from minority communities (Pew Center on the States,
2008, Wagner & Sawyer, 2018). Most inmates do not serve hife sentences and are eventually
released back into society, thus if 1s 1 society’s best interest to help inmates succeed upon re-
entry (Clear, 2009; Petersilia, 2003 ). There are several factors that atfect an inmate’s odds of
becommng a productive member of society upon release, cne of which is post-secondary
education programs (Vera Institute of Justice, 2017).

One of the major drivers of the lugh incarceration rate is the large number of released
inmates who retum to prison becanse they cannot find sustainable employvment upon release
{Lin, Grattet & Petersilia, 2010; Travis, 2007). Nearly 2,500 NDCS iumates were released from
prison m 2017 and about 80% were discharged with community supervision (1.e., parole), as
opposed to mandatory discharge without parole/supervision (Nebraska Board of Parcle &
Nebraska Department of Comrectional Services, 2018), The majority of individuals released on
parole are required to maimntain emplovment as part of the conditions of their release — if they are
unable to secure employment they are at nisk for parole revocation and return to prisen. About
% of jobs in the fastest growing occupations require at least some post-secondary education
{Mational Governor's Association, 2010, People who participated in post-secondary education

programs while incarcerated had 46% lower recidivism rates than the people who had not taken



college classes (Chappell, 2004). A separate study done in three states (i.e. Maryland, Minnesota,
Ohio) also found that prison education programs significantly reduced recidivism in part becanse
the earmings of the comectional education participants were higher than the non-participants
{(Steurer & Smith, 2003, Higher wages means that individuals are better able to support
themselves and their families. and that thev are engaged in jobs that hold promise of
sustamnability, making it less likely they will turm to illegal means for income (Stewrer & Simith,
2003). The Department of Justice estinates that every 31 spent educating an mmate saves
correctional facilities 85 long-term due to lower recidivism rates (Davis et al., 2013).

Prior to the 1970%s, educational programs were present in the majority of prisons and
widely supported by comrections officials, politicians and the public (Rvan, 1995). Even m the

early 19905, the majority of state correctional facilities offered some forn of college-level

programiming that allowed mmates to earn two- or four-year degrees, usually through oy
partnerships with local commumity colleges {Wetherbee, 2008). During this fime most states v

could cite studies and internal statistics demonstrating that education significantly reduced
participants’ odds of recidivism by ensuring that individuals who had served their time had a
better chance of avording future erimes and remaining free, by expanding theiwr social horizons
and making them more employable (\Wetherbee, 2008).

However, due to the changing political climate and a verv misunderstood report by
F.obert Martinsen (1974) on what works in prisen rehabilitation, public support for comectional
education programs began to wane in the late 1970s (Ryan, 19%5). The landscape of the prisons
began to change dramatically during this time as policy experts became skeptical that prisons
could prevent crime by reforming inmates, thus federal and state governments began to move

prison policies and funding away from rehabilitation purposes and toward the goals of
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incapacitation and punishment {Western, 2006). In the early 1980s, state lawmakers began
crafting mandatory sentencing laws, abolishing parole. creating three-strike laws for repeat
offenders, and the federal government began a war on crime which transformed into a war on
drugs. Between 1970 and 2013 the state and federal prison population grew sevenfold to house
2.3 million felons and new prisons were constructed all over the country as the nation began
mass mcarcerating people, particularly disadvantaged communities of color {Alexander, 2010;
Wagner & Sawver, 2018: Western, 2006).

Although the nation’s prison population has grown exponentially in the last four decades,
the Bureau of Justice Statistics revealed that states are spending less on prison education
programs now than in 1982 (Kyckelhahn, 2014). Part of this 1s due to widespread policies
making education less accessible to felons. For example, in 1994, President Bill Clinton and
Congress signed the Viclent Crime Control and Law Enforcement Act which declared prison
inmates ineligible for Pell Grants and other federal funding that had made college programs
behind bars possible. The American Correctional Association (1988) recogmzed the distubing

shift in prison policy and population and released the following statement, “Prisons foday are

Jilled 1o overflowing with the voung, the poor, the tlliterate, the unemploved, the ninoriries.

When they are released (as the majority will bel tieir cliances_for law-abiding behavior will not
be enhanced if mothing is done ro deal with their deficiencies wiiile incarcerated.”™ A special
report published by the U5, Department of Justice confinmed that incarcerated persons are
disproportionally likely to come from economically disadvantaged backgrounds: to be members
of racial/ethnic minority groups: fo have held a low-skill, low-paving job (if employved at all) at
the time of arrest; and to be less educated than their counterparts in the general population

(Harlow, 2003,



The loss of funding for post-secondary commectional education programs led to a huge
decline in the number of programs available to iInmates in state and federal facilities, althongh
some states were able to partner with local community colleges to create’keep PSCE programs.
There 15 some evidence that public and political support may be growing again since President
Barack Obama signed the Second Chance Pell Experiment in July 2016, which reinstated Pell
Grant eligibility for some incarcerated students. This 1s mmportant because increased educational
attainment can reduce erime rates by providing meanmgtl alternatives to eriminal activiry once
mmates are released. A reduction in crime over tune will increase public safety and potentially

ease strained federal and state budgets {Davis ef al.. 2013).

Research on PSCE Program Effectiveness

Several state and federal prisons have offered post-secondary correctional education R
N . . . )
{PSCE) to iumates i the past two decades. The prunary objective of providing PSCE to mmates 4

s to advanee their educational attainment levels so they have better employment opportunities
upon release from prison. Many studies have noted that participation m PSCE programs reduces
recidivisim, eriminal justice costs and reliance on welfare and other public programs, and
increases post-release emplovment and education (Baer et al., 2006; Chappell, 2004; Davis et al..
20113; Easman & Contardo, 2005; Gorgol & Sponsler, 2011 ; Mever et al,, 2010; Wilson et al..
2000; Winterfield et al., 2009), Furthernmore, investments in cormectional education can provide
more efficient cost’'benefit outcomes than other sorts of comrectional investments (Bazos &
Hausman, 2004). For example, Aos, Miller, and Drake (2006) showed that vocational traiming
and education in Washington state prisons produced some of the largest net economic benefits

for the state.



Education and vocational training programs in prison are important because the majority
of iInmates are less educated and vecationally trained than the general population. For example,
about 36% of inmates in state prisons had below a high school education compared to 19% of the
general population (Davis et al., 20013). Inmates face significant barriers to employment once
they are released, due in part to low educational attainment and a steady history of
unemployment {Visher & Lattumore, 2007). Additionally, the stigma of having a crimunal record
can make it ditficult for uneducated imates to obtain stable employvment post-release (Davis et
al., 2013). Baer and colleagues (2006) found that mdividuals who are employed atter thew
release from prison are less likely to recidivate. Improving mnmates” educational aptitude 1s one
strategy that has shown promise in helping inmates find gainful employment upon release and
end thewr involvement with the criminal justice system. Several studies have examined the
effectiveness of correctional education programs and find that mnmates who participate in PSCE
have significantly lower odds of recidivism {Aos, Miller & Drake, 2006; Chappell. 2004 Davis
et al., 2013; MacKenzie, 2006; Wilson, Gallagher, & MacKenzie, 2000). For example, Chappell
{2004) tound that PSCE m particular led to a 46% reduction m recidivism while Wilson et al.,
{2002) found a more modest but still significant 26% reduction in recidivism by inmates who
participated in PSCE. A RAND study also found that inmates who participate in prison
education programs are 43% less likely to recidivate (Dawvis et al., 2013). In addition, Davis and
colleagnes (20113) found that correctional education would reduce recidivism and save states
between 870,000 and $970.000 for every 100 inmates who received PSCE. In summary,
providing inmates the opportunity to participate in college education while incarcerated is

valuable not only to the inmates and prisons, but to society as a whole,



There is much literature about the difficulties inmates face when tryving to reenter society
after even a few vears of incarceration (e.g., Clear, 2009; Petersilia, 2003), Inmates face
enormons difficulties when trying to find housing and jobs, and many do not even have a high
school diploma, making their emploviment prospects even more bleak (Nelson, Deese, & Allen,
1999), A disproportionate number of iInmates also have severe phvsical or mental disabilities and
often have a history of substance abuse and vietimzation (Bushway & Reuter, 2002; Byrne et
al., 2002; Petersilia, 2003, Steurer & Smuath, 2003). All of these issues compound to make
reentering society more difficult, especially for inmates who no longer have social support from
family or friends, which can greatly assist mmates with the overwhelming obstacles they face in
reentry (Clear, 2009). Additionally, the experience of incarceration has negative psychological
effects on many individuals, including a reduced self-esteem. hopelessness about the future, and
a sense that others look down on people who have been incarcerated (Evans, Pelletier & Szkola,
2018). However, prison education programs may empower iunates and help attenuate the

negative effects of self-stigina that can result from incarceration (Evans et al, 2018).

UNO'S PSCE PROGRAM
Specific to our community, every vear Nebraska prisons release over 2,000 inmates back
wito the community and disproportionately into the Omaha-Metro area (Nebraska Board of
Parole & Nebraska Department of Correctional Serviees, 2018). Although NDCS™s 2017 annual
budget is over 8207 million, a very simall amount was mvested i prisoner reentry (Nebraska
State Budget Division, 2017). Additionally, over half of all inmates released from Nebraska
prisons are released mandatorily, meaning without supervision {or parole). which can assist

former inmates find employment, howsing, and education opporiunities once they retum to ther

R,



communities (Young, 2016). Without preparation or support for reentry, in is not surprising that
about 30% of Nebraska inmates return to prison. or recidivate, within three vears (L'NO Center
for Public Affairs Research. 2012). As noted above, education can play a critical rele in helping
inmates build community connections and reduce their nsk of recidivism (Aos et al., 2006;
Gorgel & Sponsler, 2011).

In a study by Visher and Lattimore (2007), the researchers found that “more education”
was one of the most commonly reported reentry needs by prisoners. A smdy by Davis and
colleagnes (2013) revealed that, on average, an inmate who participates in post-secondary
education i prison 1s half as likely to reoffend and 15 more likely to obtain post-release
employment compared to one who does not. Unformnately, post-secondary educational
opportunities are lnuted in the Nebraska correctional system. leaving many inimates who already
possess a GED or lugh school diploma few options for advancement. However, UNO’s PSCE
program seeks to change this by providing an opportuinty for interested professors to teach
college courses to a population that needs and desires an opportinaty to transtorm theiwr lives.

I 2014, Metropolitan Community College (MCC) was awarded a three year grant by the
MNebraska State Legislature {under Legislative Bill 907, 2014) to mnplement a Vocational and
Life Skills Program (VL5). The goal of the program 15 to reduce recidivism and increase
emplovment opportunities for individuals released from prison in the last 18 months. The VLS
programming is available in all 10 MNebraska comrectional facilities and offers a wide range of
services from mental health programming, vocational framming, job readiness skills, career
certifications, cognitive behavioral therapy, and more (for more information see

hittps e, uno

ustice-research/'vlsindex, php). While MCC has done a great job providing a variety of



vocational and life skills training to NDCS inmates, there 1= still a gap in post-secondary
education programming for inmates. This gap inspired Steven and Thomas Scott to ralse money
to give to UNO if they wonld offer college classes in the Omaha Correctional Center (just 1 of
NDCS's 10 prisons).

The Scott brothers’ proposal (2017) created an initial partnership between UNO and
NDCS to provide college-level educational courses to OCC to fulfill both UNO's and NDCS's
mission. The PSCE Program extends UNO's mission to “transform and improve the quality of

life locally, nationally and globally™ (hitps:/'www unomaha edw/about-uno/mission php) by

engaging students incarcerated in Nebraska prisons in new knowledge, the respectful exchange
of 1deas, and self-aclievement. This program has the potential to transform and improve the
quality of Life locally by reducing the recidivism rates of student-imates who participate in the
program. which also influences the communities they return to (e.g., reduces taxpaver dollars
spent on corrections, and increases the stability of families). This program is also consistent with
WNDMCS's mission to “keep people safe” by providing program opportunities to inmates that help
transform lives, make prisons safer, and prepare inmates to return renewed to their families and

communities {Jttps: e orrections. nebraska, gov/about).

UNO Classes Offered at OCC

In the fall of 2017, with the support of the University of Nebraska Foundation funds
raised by Steven and Thomas Scott, Dr, Daniel Wuebben tanght the first face-to-face UNO
conrse in OCC: ENG 1 200,804 “Autobiographical Reading and Writing.” Below 15 information
regarding which classes that have been offered. who tanght them. how many inmates were

enrolled and how many completed the course,

10
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Fall 2017
o  ENG 1200804 “Autobiographical Reading and Writing™ with Dr. Daniel Wuebben of the
Goodrch Scholar Program (14 enrolled, 12 completed)
Spring 2018
e  S0OC 101 “Introduction to Sociology™ with Dr. Nikitah Imani of the Black Studies
Department (14 enrolled. 12 completed)
o ENG 225 *The Short Storv™ with Dr. Daniel Wuebben (12 enrolled, 9 completed)
Summer 2018
o POLSCI 101 “Introduction to Political Science™ with Joel Case, adjunct professor in the
Political Science Department (15 enrolled. 12 completed)

Fall 2018 (scheduled)

e ENG 1150 “English Composition I'" with Dr. Daniel Wuebben

11



Survey Responses from Students who Took UNO Classes At OCC

Table 1. Descriptives of student-inmates at OCC (N = 26)

Frequency % Range

Age at survey (mean (501) 41,4 (10660 24-58
Marital status

Single. never marmed 9 3.6 0n—1

Divorced 11 423 -1

Mamed 2 1.7 -1

In a serions relationship 4 15.4 0n-1
Was in foster care while growing up 5 19.2 -1
Grew up in Nebraska 13 50.0 -1
Have a child(ren) 14 538 -1
Race/Ethmnicity

White, non-Hispanic 16 6l.5 -1

Black, non-Hispanic 5 19.2 -1

Hispanic 4 154 -1

Native American 1 3.8 -1
Number of times incarcerated

1 12 462 -1

2 3 115 -1

3 3 11.5 -1

4 or more B 30E -1
Number of times on probation

0 5 19.2 -1

1 13 577 -1

2 2 7.7 -1

3 or more tumes 4 154 -1
Age at first arrest (meanr (5D)) i8 (E.08) G —42
Age when first incarcerated (mea (5D)) 238 (12.11) 2-51
Individual served time in a vouth detention facility 8 308 0-1
Months incarcerated for current offense (miean (50} 813 (B8.28) 10-384
Montihs lefi to serve for current offense (e (S0 136 (14.17) 240
Have a place to live when released 13 50.0 0-1
Have a desire to continue college when released

Definitely yes 2 76.9 0-1

Probably yes & 231 0-1
Barriers to continuing vour education upon release”

Cost of turtion 12 46.2 0n-1

Housing issues/access to classes close to home & 231 0-1

Time for classes 4 15.4 0-1

Addiction 1ssues 2 1.7 -1

No concems & 23.1 -1
Mouotivation to participating in PSCE*

To achieve better situation for myself 11 423 -1

To pass the time in prison 15 51.7 -1

12
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To prepare for emplovment upon release

To achieve better educational training

To look better for prison staff'parcle board
Self-improvement/to become less dependent on others
To recerve higher pay once released

To satisfy intellectual curiosity

Employment prior to current incarceration™
Emploved full ime through legal means
Emploved through illegal means
Temporary work
Emploved part-time through legal means

Other prison programs participated in™
MCC
Defy Ventures
7 Habits
MRET
S5AV
Orther (i.e. Pern State College, Blackstone paralegal certificate, 180

re-entry. Southeast Community College)

Highest level of education prior to current seéntence
Some high school but didn’t graduate
High school diploma (HSD)

CGeneral education diploma (GED)

Attended vocational school but didn't finish
Attended college less than 2 vears, no degree
Attended college more than 2 vears, no degree
College graduate (4 vear degree)

Highest level of education completed since current sentence
HSDVGED, some college classes but no degree
HSDVGED, some vocational training but no degree
College graduate (4 vear degree)

Main reason you stopped schooling when vou did
Fancial problems {2.g.. needed to work, couldn’t afford it
Did not do well in school
Sent to juvenile detention/jail'prison
Personal reasons (1.e., dmgs, illness, military deplovment)

[

L I R )

80,8
HE.5

7.7
58,5
65.4
19.2

HO.8
34.6
11.5

7.7

208
11.5
15.4
19.2
11.5
15.4

154

3B
23.1
19.2
11.5
23.1

ER.

88,5
1.7
3.8

0.8
23.1
26.9
19.2

-1
-1
-1
-1
-1
-1
-1
-1
-1
0-1
-1
0-1
-1
-1
-1
-1
-1
0-1
-1
-1
-1
-1
-1
-1
-1
-1
-1
-1
-1
-1

Notes: Responses with the range of 0 — 1 were coded 0 ="No™ and 1="Yes".

“Question was not mumally exclusive (ie.. respondents conld choose more than one answer).
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Student Feedback about the Classes/Instructors

Table 2: Course evaluation survey responses (V=26 * N=17)

1} | Stronglv {(2) Disagree|(3) [Neutral (4} Agree [(5) |Strongly | Mean
Dhsagree Agree

I put effort into the writing assignments | - - - - 2 7T% |2 | T T% |22 846% | 4.8
[ participated in class discussions - - - - 27T | T | 26.9%| 1T(654% | 4.6
When I needed individual help. T took - - - - 3 11.5% & | 30.8% | 15| 57.7% 4.5
ilie initiative o ask e instuctor

I fonnd this conrse intellectually - - - - 1 [59% |1 |59% |15(882% | 48
challenging and stimulating*®

I learned something I consider - - . - 1 [ 5.9% |4 | 23.5% 12[T0.6% | 4.6
valuable*

My interest in the subject has increased | 1 | 5.9% | - - 2 | 11.B%{2 | 11.8%| 12 70.6% | 4.4
as a vesult of this course®

The instructor was enthusiastic about . - . - 1 [59% |1 |59% |15[882% | 4.8
teaching this course™

Instructor’s was dynamic and energetic | - - . . 1 |59% |1 |5.9% |15(88.2% | 4.8
in conducting this course®

Instructor’s materials were well - - - - 1 [59% |2 | 11.8%) 14[824% | 4.8
prepared and carefully explained*

Inatructor’s presentation facilitated my | - - - - 1 [59% |2 | 11.8%) 14[824% | 48
organization of content™

Students were encouraged to participate | - - 1 [59% |2 [11.8%{3 |17.6%) 1164 7% [ 4.4
in cowrse discussions®

Students were invited to share their - - - - X | 11.8% 3 | 17.6%| 12| 70.6% 4.8
ideas and knowledge*

Students were encowraged to ask - - . - 2 [ 1LE% 1 | 5.9% | 14| 82.4% | 4.7
questions & piven meaningful answers®

The instructor has a genuine interest m | = - . . 2 [ 11.B% 1 | 5.9% |14|82.4% | 4.7
individual stdents*®

Instructor presented the background or | - - . - 1 |59% |2 | 11.8%| 14(82.4% | 4.8
| origin of ieas/'concepts developed™

Feadback on examinations and graded | - - . - 2 [ 11.8% 2 | 10.8%| 13| 76.5% | 4.6

material were valuable =

*(Question was added to the survev for the spring semester,

thus the percentages reflect N=17.
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Students’ Responses to Short Answer QQuestions about the Class/Instructor

Note: Responses below are color coded with thew respective classes/instructor:
e Responses in black correspond to Dr. Wuebben's Autobiographical Reading and
Wirting Course (Fall 2017)
» Responses in blue correspond to Dr. Imani’s Introduction to Sociology Course
(Spring 2018)
¢ Responses in red correspond to Dr. Wuebben's Short Stories Course (Spring 20018)

1. Explain which assignments were the most valuable to vou and which were the least

valuable?

the writing interested more. It was easy to wrtte about my life. I got less out of the reading
than I should have

all of them were valuable

All the assignments have been verv valuable to me for each one had new lessons in each

Most valnable was the personal sutobiography, Least was the reading responses, brothers &
keepers book- replace with Always Running by Lwis Redriguez

the autobiography was really helpful, I will continue working on it when I get out

I think the personal autobiography was the best assignment. All the other assignments helped
mv writing get better,

all were valuable, none were not valuable

N

I thought all the lessons were pertinent

MV-timed writing exercises, Least favorte but valuable-wmiting 3-part sununaries

The overall learning of basic sociology concepts, micro/macro, quantitative, qualitative, efe.

all were valuable, the history of sociology was very interesting to me

I valued the

The only assignment was the sociological autobiography and it really provided little value to
the course because it was not really addressed, discussed or feedback given

Society and social interaction was the one I leamed the most. I learned from each module

society/culture

It helped me put a perspective on where [ fit into society

They all gave me insight and knowledge, but I know [ won't use some of the material

I feel the writing of the final essay was the best for me because I was able to get feedback
and mmprove my work. it allowed me to formulate my thoughts & learn about references.

all the information that the professors showed me English 15 a class where students mv age
get a sad feeling but he made 1t fun

The most valuable by far were the red marks on my paper regarding what I should touch up.
The least valuable was having to read long and boring short stories with no excitement or
adventure

The writing over stories as critical evaluation always had constmctive comments on how to
do better

Analyzing stories was very new to me and helped me understand breaking down the story

I liked the fan fiction

13



The readings and the papers were really usefil.
all of them

2. Has your writing improved? Give a couple specific examples of areas of improvement.

yes, my writing has improved. [ started giving more detail.

ves, responses, summaries and short stories have improved

ves, in creative and punctual and grammar

ves, better description of things, people or events

Yes, I've learned to be more descriptive when I write, before T wrote like the reader knew
certamn things already. Now I take time to write them out.

Instead of writing boring sentences, ['ve leamed how to spice up my writing and still make it
somnd good,

[ like to think so but that i1s subjective....

become more thounghtful in terms of descnbing scenes

yes 1. being able to recall several childhood memories w! vivid detail & write extensively
about it. 2. becoming better about not getting really wordy in my writing

ves, learned what a passive sentence 15, how to use Microsoft word

yes. more detail in my writing

no

Vs o
probably not H>“'x
1o /4

society instead of people

my knowledge of sociology 15 much better

no, it hasn't improved but [ feel my insight into cultures and societies has improved-
especially on how groups need to grow and change

Definitely, learning how the intro should catch the attention of the reader as it leads into the
storv and the closing should give vou what vou have written able in a summary

my writing has improved from my spelling to grammar

Yes, my writing as iumproved and T am able to argue my pownt of view with valid facts as
opposed to just saying, "The sky is blue."

yes, critical thinking and use of quotes and to show parallels between the works

I would hke to think my writing has improved. I give more detail in my writing now

I think it has, I see it i my personal wiiting

[ think so- but Dr, Wuebben would know better,

yes

3. Have vour feelings or attitude about college changed this semester? If so, how did the

course or instructor contribute to these changes?

| T have the writing bug. I like putting my experiences on paper. I

16



I tend to attach more details when I write a response, summary or short story

Yes, | hate to read and write but this class has helped seek some potentials | have on it

o

Yes, [ really loved the autobiography writing. Before not so much, Writing seemed like a
way to get your assignments done but nothing more

Yes, Ilove to write a lot more now. This class has helped me become better in my writing.

nope, still enjoy it!

ves, I found mvself wanting to write more about past events

Yes, for the better. [ knew [ had a story to tell, but my confidence in it was not great but [
fieel very confident & accomplished now that I've written my autobiography and recerved
positive feedback on it

yes, I love IUNO, great teaching instructor

myv feelings didn't change but were more enhanced

I lowe education

yes

no change, still engaged

the way he tanght the class- I fipured it was going to be a harder class but T did good!

yes- the society of college makes me want to know more

1o

I want to get a degree

I love bemng in college- it mives me a sense of purpose and accomplishment. this course also
allowed me to think critically

[ always wanted to go to school but when I did 1t seemed [ never had time. I'm glad I'm
taking UNO and can’t wait to move on and start school

No, my feelings have not changed. I still only want to take classes that would pertain to my
future and not waste my tune.

yes, this class has greatlv increased my confidence in mv abilitv to write

my feelings are the same- I feel privileged to be able to take the classes I am able to

I have been mterested in higher education and this experience has boosted that interest

Mo- [ am still just as engaged in mv education

YE5

4. Dnd the atmosphere of the class encourage full participation of everyone, regardless of age,

race/ethnieity, or socioeconomic background? Please explain?

yes- there were no barmers

ves- becanse we were/are all focused on the task at hand

yes

yes, evervone who wanted to participate had the chance to do s0 In my eves

yes

ves, becanse we are all in prison and there was onlv 10 of us so0 evervthing that was said
seemed anthentic from the different people

I thought so

17



I believe so, I though a little coaxme. but others came around

yes, we discussed very culturally & politically sensitive topics in class & i our readings. our
class was a multi-racial mix & we were all able to freelv talk and not feel uncomfortable

yes, everyone was welcome and invited

yes

yes, Dr. Imani is very engaging

yes

ves, evervone was treated equally and respectfully

yes

1143

yes- discussions were very open and encouraged

yves- evervone was welcomed and it didn't feel like anvone was being belittled

Absolutely, the atmosphere was very relaxed and it allowed vou to leam. Instrctor
Wuebben 15 a great and knowledgeable teacher

I just wish it was longer and more hands on

ves, becanse this atmosphere allows us to be comfortable with one another due to the
closeness

ves, he always wanted and sought input. He treated evervone as equal

yes

YEs

I felt like the atmosphere was very conductive for learning!

YES

5. What would vou change about thus course? Is there anything vou would add or remove from

the course?

Less reading and more writing

more computer time

nothing, den't change the mstmctor or else his class will not be as good as it was

brothers & keepers, get nid of it

nothing

perscnally, I wouldn't change anything. That class was damn near perfect to me!

the extra typing time through MCC kevboarding was invaluable and would have been tough
to finish my autobiography without.

the course 15 what 1t is, Dr. W put it right up front as advertised

nothing- maybe steer clear of jail stories or books about incarceration. In a prison sething it's
not exactly uplifting material

more computer work and research

nothing

nothing

nothing

I would make the tests be no-note/closed book. I would add more graded homework where
feedback could be given.
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nothinge

more Mexicans

I wouldn't change it. mavbe make it more class time as I reallv hked being here.

nothing

maybe to write 2 essays

Longer class and more hands on work. Books were okay but hands on would make it great
and I'm talking about hands-on-work

I would change the choiee of short stories and add in more suspense driven stories. I would
not delete a thung besides the borng short stories

[ think it went great. I believe pressure should be put on NDCS to allow time per the syllabus
to type our final paper

nothing

more computer time

nothing

nothing

6. Which characteristics of this instructor or course have been the most valuable to vour

learning experience? Which characteristics of this instructor are the most important for him

to improve uwpon?

the well explained concepts, real life application to sociological theories and concepts

a personal teacher, he included life experiences in his teaching

he did great

nane

I engoyed Dr. Imam's personality and approachability. I LOVED lus course.

how Dr. Imani gave examples of what was going on in the world today with what we were
learming

his race was valuable and gave him credibility

He was very engaging. [ really enjoved my time here- thank vou so very much Dr. Imani

nothing to improve. Great teacher made it easier to understand. I hope all my future teachers
are like Dir. Imani

Dr. Wuebben s a great listener, very respectful. non-judgmental, and an overall good person

He's funny and curses

He took the time critique each assignment, which really helped me become a better writer. 1
would just have him improve on his short story choices.

his attitude, personality, and demeanor were always great. he's cutgoing, upbeat and caring.

He showed that he cared and wanted to see each of us learn

being put in a position to think outside the box

Dr. Wuebben's classes have been really exciting- It's something I look forward to - thas class
every week!

nane
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7. What other tvpes of classes wonld you like to see UNO offer to inmates at NDCS7?

psychology, computer science, African eivilizations

any tech training classes that would help people get employed or classes that would help
with a degree

Math

Math

criminal justice, psvcholoey. sociology courses

Any class [ need to become a counselor

anvithing

legal aid certification

Math

computer skills, college algebra, biology/science, culture

any other that are more hands on and more nfo about the school

computer programiing of computer repair classes.

Business management, MIS, computer information

business. cnmunal justice. math

criminal justice, psvchology, sociology courses

math & computers
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Overall Feedback from the First Year

These courses have not only given the students an opportunaty to transform thew hives but
have also given the professors a unique life experience and an opportunity to not cnly teach. but
also learn from, a unique and diverse population. Dr. Wuebben writes, “Teaching courses for
UNO at the Omaha Correctional Center has been one of the most rewarding expenences of my
career. The students are bright, inquisitive, and appreciative. Despite the institutional challenges,
these class meetings allow me to feel the palpable and transformative effects of sharing
knowledge and striving for social justice.”

The initial efforts of the UNO"s PSCE Program have garnered favorable responses from
inmates, prison educators, and comrections officials. However, research. leadership, and
development are requirad to sustain and to possibly expand this project and to help releasad

inmates continue towards degrees and to become engaged members of the local community

Current Program Challenges

«  Determimmng the most usetl curmenhun (which courses will spark imterest, what will best
help student inmates upon release, class assessments since mmternet use in not accessible
to inmates and computer time and skills are limited)

*  Deciding on mles and guidelines (which students qualify, when to pay tuition, when to
drop students who do not show, what to do with students who get transferred between
facilities)

* Coordinating course schedule, classroom space, and matenials with OCC,

*  Adequate training for faculty so they can enter the facilities and feel comfortable teaching

alone with students (radio etiquette, [} badges, communication with OCC personnel)
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PROCESSES TO IMPLEMENT THE PROGRAM

Matt Tracv's (UNO) Responsibilities to Get Instructors/Classes Set Up

1. Identify instructors who are interested in teaching in the program
2. Talk to the department s chair and dean of those instrmctors:

a. If thev are a full-time faculty member and the course they are teaching 15
considered part of their workload, their department chair and dean just need to
sign off on it

b. If their conrse 1s considered over-load, there 1s paperwork that needs to be
completed by their chair and office managers and such so they can be paid exira
for the course.

L

c. If the instructor 15 an adjunct, there 1s a whole different process — Matt works with W

the assistant to the dean to generate the paperwork for teaching a class in prison e’
and the dean of the college and the mstruetor have to sign off on it. From there, af
goes to Acadenue Affars and a Personal Action Form (PAF) 15 generated which
enables the mstrctor to be paid for the course.

3. The Umversity of Nebraska Foundation needs to be notified of the class and instruetor
who may teach in the program so they can get the funders (Steven & Thomas Scott) to
sign off on it.

4. Work with Steven Scott and Jean Shieter (NDCS Adult Edu. Pnnciple) to advertise the
COUrse In Prison,

5. Setup a date/time with Jean Sheter, Chasidy Brvl (OCC Program & Volunteer

Coordinator). Katie Sup Rezac (UNO academic advisor in Division of Contimung
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Studies), and Maureen Pope (TUNO admissions representative) to go into OCC to have
inmate-students complete a basic UNO application (hard copy).

a. Katie will answer inmates” questions about how classes will count toward credit,
financial aid when they are released, how to go about continming education once
released, and so forth,

Jean then takes the completed applications and checks the inmates” records against the
eligibility eriteria that Steven Scott (funder) set up. These criteria include:

a. lumate must have a GED or High School diploma

b. Tlumate must be free of any Class 1 misconduct m past 12 months, free of all IDC
misconduct reports for the immediate past 6 months and only 2 UDC misconduct
reports for the immediate past & months

¢. TABE test of academic ability level 10.0 {desired but not required)

d. Tlumate should have at least 18 months before parole eligibality date (desired but
not requured)

Jean then sends the list of approved students to OCC Warden Barbara Lewien and
Dreputy Warden Lovetta Wells to sign off on the list of munates.

Cmce the wardens sign off on the list, Jean sends the list back to Maureen Pope (LTNO
admissions representative) to work with the UNO registrar’s office to admit the students
and register them for that particular course. Maureen also helps set up the course with the
registrar’s office (although it 15 not visible to regular U'NO students in the class search).
Maureen will then send the list of enrolled students back to the UTNO instructor so that

they know how many and who to expect for the first class.
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UNO Instructors’ Steps to Teaching in the PSCE Program
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Interested faculty or adjumets should talk with thewr department chair about their desire to
teach in the program and if their chair would be willing to count the course as part of
their workload.

Instructors should then talk with Matt Tracy about potential classes they would hike to
teach and cocrdmate with Jean Sheter and Chasidy Bryl about a date/time of the class to
make sure it doesn’t overlap with other teaching responsibilities.

a. NOTE: OCC is very limited on classroom space and UNO 1s just one of many
programs that requests to use the classrooms so availability of space 1s a hurdle
that OCC and U'NO must work throngh for every semester and everv class.

Instructors must complete a background check for NDCS before they are approved to do
the volunteer training (see form in Appendiv B)

Instructors must complete a 3-4 hour volunteer fraining prior to the semester beginning
(instructors should coordinate with Chasidy for the date/time of traming)

Cce instructors have a course, time, and enrollment set up with both OCC and UNO
administrators they will receive a roster of enrolled students and confirmation about the
day/time of the class

Instructors need to send their sample syllabus to Chasidy, Warden Lewien and Deputy
Warden Wells at least 2 weeks prior to the beginning of the semester so they can sign off
on the syllabus and the books being used.

Instructors can order the books/materials for the course through the University of
Nebraska Foundation, as the funders will pay for these materials (1.e.. Tessa Barney with

the UNF wall help with this process).
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a.

b.

Whether the books are new or used, instructors need to take them to OCC for
Deputy Warden Wells to inspect at least a few days before the first class,
Deputy Warden Wells will leave the books/class materials with the Central
Command after she inspects and approves the material, which mstructors can get

when thev check in before their first class.

8. FIRST CLASS and the intake process: Instructoss should show up to OCC for the fist

class 30 — 40 minutes before the class begins so they can go through the intake process.

H

Bring your driver’s license and give to the office at central command and tell

them you are with UNO and teaching a class m education.

. Put car keys, phone and any smart device (wateh), wallet, and coat i a locker.

These are free to use so no nead to bring in quarters.

Wait for a guard to put vour bag and class materials through the detector and to
pat search vou. Note: you will have to take your shoes and belt off before you
walk through the metal detector so make sure vou wear socks.

Once you and your material are searched and cleared, central command will buzz
vou in to the secure side of the lobby where you will receive a visitor's badge and
radio. Make sure vou follow radio etiquette (see below),

A guard will then escort vou back to the education center and your classroom
where you will wait for inmates to amve. Note: If vour class 1s at 5:30 p.m., it is
common for students to be 10-15 minutes late to class becanse the facility count
can often go longer than scheduled and inmates only have a tinv window to get

dinner before class
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Have inmates sign in on the accountability roster once they arrive, which vou will
take back to central command when vou check out of prison. The guard will give
the roster to Chasidy to see who 15 coming/mot coming to class everv week.

Once you finish class von can dismiss the inmates and use the radio to call for an
escort to take yvou back to the lobbyv (see the process outlined by NDCS below)
Once back in the lobby, give central command the radio, your visitor’s badge and
the accountability roster for Chasidy, and vou will get vour driver’s license back.

They will buzz yvou out to the non-secure side where you can collect the rems you

left m your locker.
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IMPORTANT PRISON POLICIES FOR INSTRUCTORS &
OTHER FAQ’s ABOUT THE PSCE PROGRANM

0: When are the courses offered?

A: All courses follow UNO's regular academic calendar. Classes can be offered during

the fall, spring, and summer terms. Specific class tunes are coordinated with OCC

leadership.

0: Where do classes take place?

Az All elasses are offered wside the Omaha Correctional Center {OCC) wlich 1s located

at 2323 Ave J, Omaha, NE 68110. OCC has 3 classrooms nside their facility.

0: What courses are offered at OCC?

A: This program ideally seeks to offer courses that fulfill UNO's General Education
requurements and that are widely transferable to other post-secondary highes
education instiutions. The course offerings for any particular semester is determimned
by an advisory comimiftee composed of UNO faculty/staff and representatives from
NDCS. UNO would eventually like to establish a sequence of 6-8 different courses

that could be offered on a rotating 18-24 month schedule.

0: Are there any special requirements for faculty teaching mside OCC?

A: Yes anyone who wants to work mside OCC must first complete an OCC background
check AND a one day orientation tramning session offered at the facility. Faculty are
also required to submit to OCC adminstration a list of all materials (books, pens,
articles, ete.) they want to bring into the facility. No electrome devices (e.g. thumb

drives) are pernutted nto the facility without prior approval from the OCC Warden.

Q: What are the costs of the PSCE program?

A: The cost of tmtion for each enrolled inmate, teaching materials, will be paid by the

Nebraska Post-Secondary Correctional Education Fund in coordination with the

University of Nebraska Foundation.
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0: What resources are available in the classrooms?

A: Resources vary by classroom, but are limited compared to what is typically available
m UNO classrooms. All rooms have a white board that instructors may use during
class, Comparters are limited to one room and student nse 1s haghly regulated by OCC
requirements, Students have no internet access and thev are unable o print or save
their work in Microsoft Word. Instructors must make plans to bring mm a flash drive
with Chasidy and Deputy Warden Wells if they want students to be able to save their
documents and work on them from week to week. In short, the ahlity for students to
complete assignments using a computer 15 difficult, Additionally, most classrooms do
not have the capability to use electronic resources (e.g., videos, PowerPoint slides),

Faculty should be prepared to teach a course under these constraints
0: How many courses are offered at OCC in a given semester?

A: Cumrently, the maximum number of courses that UNO 15 able to offer 1s two per

semester due to classroom space limitations at OCC,
R

0: How do students apply and matriculate to UNO? f;jf

A: Representatives from UNO's Admissions Office and/or Registrar visit OCC prior to
the semester when the class is offered to work with students in completing a hardcopy

application which is then entered into UNO's Students Information System.
©:; What are the minimum requirements for inmates to participate in the program?

A: All prospective students must either have a diploma or GED. Additionally, NDCS
also requires students to pass the Test of Adult Basic Education (TABE) which
assesses reading, langnage, and mathematics abilities of students. Students must also
meet conduct requirements established by OCC

0); Pedagogically. 15 there anything [ need to know about teaching in a prison?

A: Be prepared to be challenged by vour class. Students will have done the work you
assigned and will be eager to discuss it and seek clarification of what thev don't

understand, Prepare to be flexible. For example, if the entire prison should close on
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the day of yvour class, you need to be able to adjust your curriculum to cover the same
amount of material in a reduced number of sessions. Be aware that students’ exposure
to the norms of a college classroom 15 limited. They do not have access to the
Internet, and the library 1s limited in terms of research purposes. Do expect carefully
hand-written papers. There is a white board available for your use. There are no
“office hours™ in prison teaching. However, if you would Like to discuss coursework
with a student, vou can devote a portion of a class for that purpose while the rest of

the class reads quetly or works on a group project.

0 Are there any students with disabilities who mught be interested mn taking classes if they had

the appropriate accommodations (e.g.. 15 there someone who can sign for deaf students?)

A: The NDCS American Disabilities Act coordinator is looking into this issue,
0: How should I address students and how should they address me in class?

A: As for how to address vour students, some professors refer to students as Mr. or Ms.,
while others use students” first names, Similarly, you may ask them to call you
Professor or to nse your first name. Another consideration 1s the role of pride and
respect in prison. In a fraditional college classroom, a student may enjoy being singled
out or applanded for his or her work. This 1s not always true in prison, for a vanety of
reasons, Y ou may wish to write notes on papers that are read only by the student, but it

15 a good 1dea not to allude to disparities in achievement within the class.

Q: Who should I contact if T have an 1ssue with a student (e.g., not showing up to class, or

showing up late/leaving early)?

A: Use an accountability roster where vou have students sign in every class period and
then leave it with the front desk clerk who will give it to Chasidy. You can also let
Chasidy, Vicky, Amy, Jean, or Warden Wells know if there 15 an 1ssue with a students’
attendance or anv other aspect of the course. Instructors shonld contact F.ob Britten
during the Fall 20018 semester while Chasidv 15 on maternity leave if theyv encounter any

problems.
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Q: Can instructors remain in commumication with inmates for purely academic purposes after a
class and/or after the inmate 15 released? (e.g.. if student wants information on attending

UNO or 15 working on an academic publication with the instructorT)

A: Generally no, instructors should not have contact with inmates outside of class due fo
safety and boundary issues (see volunteer handbook in Appendiv & for more details). If
mstructors want fo be involved mn other prison volunteer programs or groups (e.g.,
Hammurabi) they need to be especially aware of inmate manipulation and make sure they

understand the strict boundaries they need to maintain with mmates.

Q: What 15 the best way to get students their final grade since they do not have access fo e-mail
or MavLink?

A: Send the final grades to students at end of semester via USPS. You will just need the
inmates’ names & ID numbers and you can send 1t to: PLO. Box #11099 Omaha, NE
68110-2766.

LY
©Q: Can students keep the course books after the class ends if it 1s okay with the instructor? >
£

A: You will need to check with Deputy Warden Wells in each case and for each book.
Inmates can only have so many supplies in their cell so even if it 15 okay with the

imstructor, they may not have room for it in their allocated personal space,

©Q: It an inmate transfers to the Omaha Commumty Correctional Center ((-CCC) nght across

the street from OCC can they remain in the class?

A: They cannot come back mto OCC for classes, but if instructors want to meet with

them at O-CCC to keep them in the course and give/get assignments they can.

Q: What is the policy for radio and/or keys for mnstretors?

A: Instructors should ask Central Control for a utility radio upon entry wnto the facility
and if one is available it will be 1ssued. No keys will be given to mstructors. The radio

will be the responsibility of the instructor while inside the secure facility and should not
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be left where inmates can get aheld of it. It will need to be tumed back into Central
Control when leaving. Radio etiquette should be discussed with instructors when
checking them out. In general, it is important that the radio be set on Channel 1. To
contact Central Control, proper etiquette would be something like, “LUINO Instructor
Daniel Wuebben to Central Control”, Then wait for a response from them. Central
Control is referred to as “2977 so the response may be something like, “Go ahead for
297" The instructor should then state as clearly and concisely what the communication
15, such as, “UNO class 1s disnussed and I need an escort back to the front of the facility

from the mulhpurpose room or computer lab.”

Q: How do I use the radio for an emergency while [ am teaching?

A: In the event of an emergency give the same introduction { “TINO Instructor (your
name) to Central Control™) then state vour location, and describe what 13 happening (e.g.
how many mmates are mvolved, weapons if known, ete.). For example, “UNO Instructor
Draniel Wuebben to Central Control. Thave 2 inmates fighting in the multipurpose room.
There are about 10 other inmates watching the fight but not engaged. There are no
weapons, just 2 iunates throwing punches at each other.” Tell all other inmates not
wvolved to get belly down onto the ground. That way staff know they are not mvolved

when they enter.

Lastly. the radios are equipped with body alarms on them. They are a little orang/red
button on the top of the radio. If in immediate danger, the mstructors should push the
button and a notification will be sent to Central Control. The facility’s emergency
response teams will be immediately dispatched and any sounds/noises will be broadeast

over the radio.

Q: Are there other universities or colleges that have sumlar programs m prisons?

A: Yes! There are many institutions all over the United States that have their own style of
PSCE programs. Below 15 a list of just some of these universities/colleges and their

respective websites, There is also a Consortium for the Liberal Arts in Prison
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orgamzed by Bard College (NY) which provides resources for other mstitutions
looking to build similar programs (hitps: /b vthe-work/ '

Bennington College (VT/NY) htip:www benmington edw/ center-advancement-of-

Boston University (MA) it
Colorado College (CO)
Comell University (NY) http:/‘cpep.comell edu

Emmerson College (MA) ep] '
Grinnel]l College (1A
Groucher College (MI) it

Holy Cross College at Notre Dame (IN) hitp:/www hee-nd. edu/westville-education-

initiative’

Metro Community College (NE) https:/mecneb. edu/reentry

Middlesex Conumunity College (CT) http:/mxece edu/cipe’

Tacoma Cominunity College (WA) Freedom Education Project of Puget Sound

hitp: ' fepps org/
University of Califormia — Los Angeles hiip://

Umiversity of Vermont https:sww uvin. eduw/'cas liberal-arts-prison-program-lapp

Washington University (MO} https:/'prisonedproject wustl edu/

Wesleyan University (CT) hitp./'www weslevan edu/'cpe/index himl

Yale University (CT) hitps:/'www.valeprisoneducationinitiative org/

York College (NE) https:/‘wow. vork. edu/news
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SUGGESTIONS FOR THE FUTURE OF UNO’S PSCE
PROGRAM

There 1s ample evidence that post-secondary correctional education programming is
beneficial to mmates, the communities they return to, and to taxpayvers (Gaes, 2008; Meyer et al..
2010; Wnterfield et al., 2009). Inmates who participate in PSCE programs have a 43% lowes
recidivism rate than non-participants and are 13% mose likely to be employed npon release
(Davis et al., 2013). Every single year nearly 700,000 individual are released from federal and
state prisons and nearly half of them retum to prison within three vears (Davis et al., 2011 3)
Although some people mav question why immates should receive post-secondary education for
free (or little cost) when many law-abiding citizens struggle to afford college taition, the cost-
benefit to seciety as a whole are ample. A study by REAND Corporation found that education
programs cost nearly $1,400 to £1,744 per inmate every vear, but they can save prisons (or fax-
pavers) between $8.700 and $9.700 per inmate, or the costs associated with re-incarcerating them
{Davis et al., 2013). Former United States Attorney General Enic Holder said, *These findings
reinforce the need to become smarter on crime by expanding proven strategies for keeping our
communities safe, and ensuring that those who have paid their debts to society have the chance
to become productive citizens.”

Administrative support from UNO, NDCS and prison staff from each facility is essential
for the unplementation of PSCE programs in Nebraska prisons. This suppost is especially erucial
as the program begins, ensunng that university and prison staff are willing and able to assume
their new duties for the program. This support 15 also entical due to the large amount of tume 1t
takes for the program to work and to grow. Finally, administrative support from both UNO and

OCC is essential to guide the program through ongoing changes and challenges that may surface.
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The challenges moving this program forward are manifold: the need for quality research
and evaluation, continmed professionalism, and standards for correctional education (for more
information about the challenges and opportunities of implementing PSCE programs see Borden,
Richardson & Mewer, 2012; Meyer et al., 2010). There is a critical need to increase opportunities
for education and participation in education programs. The evidence clearly supports the value of
correctional education—to inmates, instruetors, taxpayers, and society in general. The challenge
to correctional educators 1s to ensure that quality programs are offered and the participation rate
15 mnereased sigmficantly. On the surface, the odds against meeting this challenge are
overwhelming. State and federal sentencing laws and practices, the nation's penchant for
inereasingly pumitive responses to crime, the competiion for scarce resources—these are just
some of the obstacles correctional educators must overcome. But there is room for optimism
even wm the face of these odds. There will always be a place for correctional education in the
nation's prison systems (Winfree, 1993). As long as there are correctional educators with
courage, conviction, comnutiment, and ereativity, the challenge to develop and deliver quality

programs can and will be met.
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APPENDIX A: Directory of Individuals Involved in the PSCE

Program During Year One

Funders:

Steven & Thomas Scott
stevenscott? 7 & vabhoo, com
tscott | T terpmail umd edy

NDCS Directory:
Address: 2323 Avenue J Omaha, NE 68110-0099
Mailing Address: P.O. Box #11099 Omaha, NE 68110-2766

Raob Britten

Acereditation and Compliance Manager
Litigation and Public Information Offices
Omaha Correctional Center

Office 402-522-7003

Bob botten@onebraska gov

Chasidy Brvl

Program & Volunteer Coordinator | Omaha Cormrectional Center (QCC)
Office 402-522-T017

Cell 402-416-1849

Chasidv, Brvl@nebraska gov

Barbara Lewien

Warden| Omaha Correctional Center (QCC)
Office 402-522.7013

Cell 402-679-5215

Barbara Lewieninebraska gov

Jean Slieter
Adult Education Principal
MNebraska Department of Correctional Services
Office  402-479-5545
Cell 402-405-3435
1 17 -aska. gov

Loretta I, Wells

Deputy Warden | Omaha Correctional Center (OCC)
Office 402-522.7013

Cell 402-679-5215

Loretta. Wells@nebraska. gov
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Other Educatjon Instructors at OCC;
Vickie Zelenka \Vick il
Amy Sturm Amv Sturmi@nebraska, gov

UNO Directory

Calli M. Cain, Ph.D.
Graduate Assistant for PSCE Program, 2017-2018
School of Criminology & Criminal Justice

University of Nebraska at Omaha / Florida Atlantic University (after August 2018)

cmcanf@unomaha edu  caineim fan. edu

Joel Case, MS

Adpmet Professor

Department of Political Science
Main office phone: 402-554-2624
joelcasefunomaha,edu

Omar Correa, M.Ed.
Associate Vice Chancellor
Enrollment Management
ogcomeailunomaha, edu

Nikitah Imani, Ph.DD.

Professor in Department of Black Studies

Graduate Faculty / Women's and Gender Studies Faculty
Thompson Learning Community Faculty

Arts and Sciences Hall 1848

Office: 402-554-2412

' -

LT Fi 1
Chelsea W. Harris
Graduate Assistant for PCSE Program, 2018 - 2019
School of Criminolegy & Criminal Justice

Unmiversity of Nebraska at Omaha
cwharmsi@unomahaedn

Christina Lode

Director of Undergraduate Admissions
Eppley Admimstration Building 111E
Office: 402-354-3520
cliewerffunomaha_edn

Dustin Pendley, MA
Coordinator of Admussions, Department of English

40



Arts and Seciences Hall 192B
Office: 402-554-3476

g oA 11

Alaureen Pope

Associate Director of Admissions/Operations
Eppley Administration Building 111M
Office: 402-554-3895

oL aha 1

Matthew Tracy, Ph.D.
Director of General Education and Dual Enrollinent

Program Director of UNO PSCE Program
Eppley Admimstration Bulding 108C
Office: 402-554-2184
mtracyfE@unomaha.edu

Daniel Wuebben, Ph.ID.
Assistant Professor

Goodriel Scholarslup Program
CPACS 1231

Office: 402.354 2278
dwuebbeni@unomaha edu
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APPENDIX B: Possible UNO Teaching Application

Please email your responses to mtracvidunomaha edn

1. Course title and name.

2. A 200-250 word statement of your motivation/aspiration
e  Why do you want to teach this particular course?
¢  Why do vou want to teach 1t in a prison setting?
o  What are yvour geals for yvourself, including your goals as a teacher in a nontraditional
classroom setting?

3, 2000-250 words about vour preparation
o What, if any, 15 vour teaching or tutoring experience, and how will it prepare vou for
teaching this course?
e  What coursework have you taken/expenence do vou have that has prepared you to cover
the content?
¢ How are vou equipped to engage students of diverse backgrounds and skill levels?

4. A list of learning objectives
o At the end of the semester, what specific skills will vour students walk away with?
o  What are vour geals for vour students?

&
gt
i

5. A 150-200 word course description A
o What is vour course about?
o  What academic discipline?
o Wil it be based loosely on any UNO classes?

6. A preliminary syllabus.
e This syllabus is for approval by prison administration only, and should list vour initially
assigned readings and assignments for each week of the course. Please note that we
expect vou to work finther on your syllabus as your class approaches.
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AFPPENDIX C: OCC Volunteer Services Handbook and Related Forms

OMAHA CORRECTIOMNAL CENTER
NEBRASKA [ woormem
1 - VOLUNTEER SERVICES
Good Life. Great Mission.
DEBT OF CORRECTIONAL SERVICES Hﬂﬁﬂ:‘fﬁf 1:5”:.?%31 f;'f"ﬁ
STATEMENT OF AVAILABILITY
Official Distribution
Effective: March 6, 1985 Revisad: August 2, 2013
Reviged: Juhy 26, 20049 Revisad: October 11, 2014
Rewviged; July 28, 2010 Revised: Seplember 30, 2015
Revised, July 27, 2011 Revisad: July 31, 2018
Revised: Algust 13, 2012 Revised: July 31, 2017

SUMMARY OF REVISION/REVIEW

Seweral revisions, siaff should review thoroughly and canefully

APPROVED:

. :
ga rbara Lewien, Warden

_}:,l.-"
A0 I L L

Omaha Corectional Center
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Purposa To establish rules and procedures which govern the operation of a volunteer
service program at the Omaha Correctional Center (OCC) which will ensure the efficient use of
volunteers.

Palicy The OCC encourages citizen involvement and volunteer programs with the intent
of generating a variety of services for inmates. Rules for the protection of staff, volunteers and
inmates and the orderly cperation of OCC have been established and will be followed.

Autharity Administrative Regulation (AR) 105.01,

Applicability  This Memeorandum is applicable to divisions/departments/operations and shall be
maintained current by the Deputy Wardan.

Procedura
&, Definitions

1. A Mebraska Department of Comrectional Services (NDCS) Volunteer is an unpaid
community member who facilitates programs by providing leadership, direction
and guidance to the mission of the program.

2 A volunteer program is defined as any program approved to operate within or
operated by NDCS which utilizes non-paid personnel (This does not include
interns: sea AR 112,15, InfemshipExtermsinp/Practicum Programs).

3. Staff may volunteer with approval from the facility Warden,

4. Employaes approved to volunteer will ba issued a volunteer badge that they must
wear while they are perfarming as a voluniear.

5. They will only be allowed 1o volunteer in areas which are different from thair
regular paid assignment.

B. Any staff who chooses 1o be a volunteer will be doing o on their off time and are
nolt considerad to be an on duty staff member.

T Off duty employees are not expected or permited io perform work related
functions during their wolunteer time and other staff members shall not request
anyona wearing a volunteer badge 1o perform any work related tasks

8, Employeas may also serve as a Victim/Offender Dialogue Facilitator.

L' An employea who B @ member of an inmate’s immediate family may sponsor that
inmate on furloughs and passes,

10.  Immedigte family is defined as spousa, parent, step-parent, persons acting in
place of a parent (as documenied in the institutional file), sibling, step-brother,
slep-gister, hatf-brother, half-sister, child, step-child and grandparent.

B Respansibility

The Cantral Office Administrative Assistant Ill-Programs is respansible for coordination of
the Department’s non-religicus Volunteer Service Program, This individual will also chair
fhe non-refigious volunteer services commilles, which will assure that departmental palicy
is followed in each institution and program area. The Central Office Administrative
Assistant lll-Programs will alse receive, review and coordinate volunteer programs with
the volunteer sarvices commiftee.  All Volunleers are subject to the provisions in this
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policy. The Department's Religion Program is a separate entity comprised of Religious
Coordinators, legal staff, Clergy Visitors, and Religious Volunteers. Religious Volunteers
are also subject to the provisions in AR 208.01, Religious Senvices. The Deparment's
Refigion Program has a separate Committee referred to as the Religious Study
Committes (RSC). The RSC is chaired by the Central Office Adminisirative Asskstant |11-
Programs. Relglous Coordinators are responsible for Religicus Volunteers,

OCC's Religious Coordinator shall act as the OCC's Religious Volunteer Services
Coordinator. Tha OCC's Adminisirative Assistant |1 is the Volunteer Services Coardinator
for the non-religious volunteers. The Volunteer Coordinator shall assurne the following
respansibilities of the Non-Religious Volunteen(s):

1. Coordinates and supervises the distribution of Volunteer Application Form
{Attlachment 1) and NDCS Personal Informabion for Security Check (DCS-A-per-
002) (Attachment 2) to potential volunteers.,

2, Maintsins accurate records of the identification, training, and program status of all
voluntesrs,

3, Reports to the Administrative Assistant 1l and Deputy Warden on the acthitles of
the voluniesr Senices programs.

4, Recruits, screens, and selscts voluntesrs from all culiural and socloeconomic
segments of the commanity.

& Coordinates the orlentation and Iraining for all approved volunteers, and

B. Coordinates OCC's voluntear programs with the Central Office’s "Voluntear Sanvice
Commities.”
T New inmates amriving at OCC shall be given information refative to the voluntesr

senices programs available at the institution. The curment schedule of available
voluntear services to immates shall be posied on buledin boards i all housing
units.

g During the month of Agril, OCC will honor the voluntesrs who participate n the
programs offered at OCC. OCC will determine the type of function by which the
volumtesrs ane honored (8.9, recognition lether, receplion, banquet, etc) OCC wil
select a Volunteer of the Year who will be henored at an annual MDCS gathering to
coincide with Correctional Employes appreciation month in May.

Program Coordination

1. The Veluntear Coordinator or Relgious Coordinater depending upon the
program, will be responsibla for the recruitment and initiad screening of volunteers
from all culiural and socioeconomic segments of the communily. Valunieers are
to ba 18 years of age or older. This does not precluge younger individuals who
are a relevant part of a volunteer program/service from participating in an aclivity,
under the supervision of appropnate volunteers, withim an instifution at the
digeretion of the Warden. Non-religious volunteers are allowed to be invalved in
mare than one club'activily at one facility. Religious volunieers will be mited o
imiolvement in one religious group unless the volunteer can show relavant
knowledge which would diractly relate to a different religious group. A request for
imvalvefmant in mora than one religious group requires a recommendation from
the Religious Study Commilties,

a A Mational Crime and Information Center (MCIC) check is required initially,
and annually thereafter, for all of ihe following volunieers
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(1) Individuals volunteering for more than a single event.

{2) Any leader (professional or religious), regardless of credentials, for
whom there i no documented endorsemeant by their judicatory,

All voluntears warking in the mnstitution in @ discipling, wiich by law
requires professional credentials, must hold such credentials. The
credentials must be currently valid, and the volunteer must be abe
to produce verification of that fact.  Copiles of cerificates, licenses,
ete., shall ba filed in the Volunteer Services Coordinator's Offica,
in that particular volunteer's fia.

(3} Performing or athletic groups which will have significant, direct
contact with Inmates.

An NCIC is optional for the following individuals volunteering for a single
event {i.e., One Tima Volunieers)

(1 Professicnals with national organizations. These individuats will
often provide services as speakers or seminariworkshop leaders.,

i2) Cradanfialed andior endorsed professionals, worship leaders or
religious instruciors.

(3) Performing or athketic groups which will have minimal of no direct
comntact with inmates.

4] Representativas of organizaltions who have been provided wilh
documentable training for valuniesring in 8 correctional selting.

Recommendations shall be delivered by the insStution wvolunteer
coordinatar, 1o the Warden/designes for final approval,

Informaton on volunieers will be fracked on a Depariment-wide
compulerized data base. This information will be shared by all NDC3S
volunteer coondinators.

Once a volunteer has met the entire agency's regquirements, has recaied
an crientation, and has been approved at one secure facility they will be
approved at all secure facilies. However, before providing volunteer
services at anather facility, the volunteer shall complete a facility specific
four and be briefed on the various aspects unigue 1o each facility and the
inmale population. The tour and briefing will be given by eiher the
Volunteer Coordinator or Religious Coondinator depending upon the
valunieer service being provided,

Ex-inmates

The volunteer programs may include ex-inmates as volunteers, providing the
following s considered

b

Written approval 1o be given by the Warden/designee.

The ex-inmate is no longer on parole and has been discharged for a
minimum of 18 months and had no contaclt with any criminal justice
agency during the 18 months. The Warden may make exceplions on a

)
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case-by-case basis dependant upon agency needs, mcluding excaption
based on NDCS staff recommendations.

c. The type of crime and length of senlence.
d. The ax-inmate’s fiends and associates are still incarcerated.
e, The: institutional record, including any program paricipation.

f. They possess a special ftalent or skill that will bensfit the inmates,
institwtion or NDCS,

After final approval by the Depuly Warden, each Volunteers name shall be
retained on file in the Voluntaer Serice Coordinator's Office, Initial training and
uriuntalunn procedures shall then be scheduled by the Volunteer Service's
Coordinator.

Orientatian and Training

Crientation and fraining will be provided to wolunbeers by the Volenbeer Coordinator or
Raeligious Coordinator with whom they will be working, Exceptions may be made upan
agreament bebwean nstitution and department,

1.

All volunteers are to attend an orientation session and b placed into the Volunteer
database, prior to ther first volunteer acthity (Alachment 3). These crentation
seasions shall be made available on an as needed basis as determined by the
Vaolunteer Coordinator,  Volumtesrs parlicipaking in a one-tima activity are 1o be
given a wverbal andior written orientation appropriate to the circumstance
Orientation for voluntesrs will include the Tollowing:

a The criteria reguirements for being a volunteer (a copy of the Volunteer
Services AR shall be given to each volunteer);

b An overview of NDCS philcsophy and operafion, the criminal justice
sysiam, agency mission stalement and vision poinis;

c. Familiarization to OCC including physical plant layout, staffing,
programiming provided, operational memorandum, e

d. An overview of inmata characterisfics and background;

a. Guidalines for working with inmates specific (o the institubon;

f. Security and confidentiaity of infarmation;

B Emergency siuations, (Le., being taken hostage, sewvere weather,
Inckdbonwn ),

h. Contraband,

i Ethics (A copy of the American Comectional Association's (ACA) Code of
Ethics shall be given to each volunteer) (Attachment 4);

i Workplace harassment policy,

k Stalutory provision regarding sewual conduct with mmatesiparoless,

Section 28-101 R.5. Supp. 1998,
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L Victim Services
m. PREA guidelines

During this first six months, in addition to the general orientation, each voluntesr
shall be given specific training in a curriculum devised by the program head under
whom the wolunieers senices will be rendered. The subjact matier and kengih of
time needad shall ba lafl to the discretion of thak program head.

Yolunteers may be directed by OCC staff verbally andlor in writing to report their
chaervations or incidants they may witness. This information may be helpful in
continuing andfor designing new programs and resolving sacurity threats or
misbehavior by inmates, staff or other volunieers.

E. Voluntear Responsibilities

1.

In genesal, volunieers are to conduct themseives in @ manner similar o that
expected of employees pursuant fo the rules and regulations of MDCS,
Specifically, volunteers shall nok:

Introduce contraband into any institution within NDCS;
Accepl or issue any bribe, gift, loan, or gratuity from or to an inmabe;
. Engage in trading or trafficking with inmates, including selling, buying from,

or dalivering to any inmate any articke or commodity, of any description,
except through authorized channels,

d. Bring articles of any kind inlo an inslitution for delivery 1o an inmate, or
take ouf an arbicle af any kind for an inmale, unless autharized to do so by
the Wardan;

2, Give or sand money 1o an inmate in a secure facility for any reason, Dual

Status Volunteers may send money with Warden's advanced approval
(refer to AR 208.01, Religious Senvices),

i Be on the visiting list of any inmale, with the following esccaplions:

(1 The wisiting sts of inmates on community custody ressdeng al a
community Corrachons center,

2 With written permession from the Warden, volunteers may be an
the friends and family visfting st of an immediate family mamber.
The volunteer should nof provide services within the facility that
houses the immediate family member without the Warden's
permissson. This exception also applies (o dual status volunteers,
as defined in AR 20801, Religious Senices. Exceplions for othar
non-imemadiate family members will b2 at the VWarden's direction.

g. Provide services at any institlution housing an immediate famiy member,

. Be permitied to perform their duties or enter departmental faciities or
affices while undar the influence of alcohol, illegal drugs andfor controlled
substances

All volunissrs shall sign @ prepared statement agreeing o abide by all
institutionaliprogram policies and regulabons, especially those dealing wih
security, confidentiality of records and other privieged information (Attachment 5)



)

7

10.

1.

12.

Omaha Comactional Centar
.M. 105.01.001
Page 7 ol 11

All volunteers shall follow the same dress code established for visitors, per AR
205.02, Visiting.

All volunteers shall sign a waiver, acknowledging that they assume the risk of
engaging in contact with inmatas.

Valuneers will genarally be responsible to the depariment head wilhin whose area
the wolunteer service is being performed. Volunlesrs will be accouniable, as is
paid siaff, for their actions and services rendered in the institution or program.

Al voluntears working in a discipline which by law requires professional
credentials, must hold such credentials and be able to produce werification of such,
Mo telephone communication or written correspondence (to include email) Is
allowed between volunieers and inmales at NDCS institutions. Exceptions may be
approved by the Warden on a case-by-case basis and require written justification
from the volunteer, and a recommendation from the Volunteer Coordinator of
Feligious Coordinator. (Excepbons io this section are made for dual status
voluniesrs as written in AR 208.01)

Any volunteer who is arrested or issued a citation of the law, other than a minor
traffic violation, must immediately notify the Warden or Volunteer Coordinator of
his/er alleged violation of the law. Failure to report may resull in suspension o
lermination of volunteer status.

Whenever a volunteer would like fo play a videe andior audio recording at an
approved aclivity, it must be screened and approved by the Intel Caplain prior to
the presentation. Recordings will be denied when they advocale violence, when
the contents are likely fo incite viclence including inflammatory racist'ethnic content
of illegal activity or sexual activity, or they describe plans for incendiary'explosive
dewvices, alcohol'drugs or escape plans, No audic/video recondings will be allowed
for hearing/viewing when such would violate copyright laws.

Group coordinators and voluntesrs shall have their actvities reviewsd 2 minimum
of annually by the volunteer cocrdinator, This will coincide with a new NCIC check,
Thizg information will be updated in the volunteers file, and the volunteser database
during the manth of expiration.

Access areas for all groups of voluntears will be stipulated according fo the
Dperational Memarandums.

All Volunteers must be escorted unless they have successfully completed Pre-
Service andfor annual In-Service fraining as directed. Upan successful completian
of Pre-Sarvice andior annual in-Service treining, wvolunieers may be granted
unescorted Bccess to specified areas of the facilly as approved by the
Warden/designes,

Volunteer Categaries

Voluntears shall be categorized into the following groups:

1.

Chvi=Time Violurdeser

An indoadual may only be admitted info an institution once per year as a One-
Time Valuntear for a single event or purpose

YVolunieer
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The volunteer category is compromised of rained volunteers providing consisbent
and regular services to inmates.

3 Grant Reciplent Volunteer

a. The purpose of a Grant Recipient Volunteer is to provide wocational and
life skills services o Mebraska Depariment of Comectional Services
(NDCS) offenders. The following applies to thesa individuals.

b Grant Volunteers will abide by the regulations stated within AR 105.01
unless specific provisions are granted by the Deputy Director of
Operations, Deputy Director of Programs, or their designea.

-1 Grant Velunteers who complete the Pre-Service course and PPCT 1 will
be allowed unescored access to the area in which their event ooours,
These individuals will be identified by a blue siripe at the bottom of their
HDOCS 1D,

d, The Grantea Coordinator will act as the Volunteer Coordinator for Grant
Volunteers and will be responsible for the maintenance of their
paperwork to include annual NCIC updates and In-Service training if
applicable.

4 Group Coordinator

Group coordinalors are those volunteers who work closely with the volunteer
coordinator in providing services to inmates. Group Coordinators are the
voluntears most involved in advisory and policymaking groups for the tofal
program. Once a volunteer is approved by the institution/program as a group
coordinator, that individual's volunteer application form is to be forwarded to
MNDCS Programs Administrator as a reference for other institution/programs. A
group coordinator will:

a Be credentialed professionals in their area of volunteernng, andfer,

k. Be a director or executive director of 8 volunteer organization, andfor;

C. Have a minimum of two (2) year's experience as a volunteer with NDCS.
5, Dual Status

An individual holding both a8 volunteer and clergy visitor status is identified as a
dual status volurteer, In dual status cases, the clergy visilors/volunteers will
giready have a current NCIC and it will not ba necessary 1o run a new NCIC to
activale the naw status, unless the NCIC has expired. In the event of a dual
gtatus, the volunteer will be afforded the same privileges as a clergy visitor as
cutlined in AR 208.01. When present in the facility as a voluntesr all applicable
wolunieer regulations apply.

Peer Volunteer Program

OCC and Adult Parole Administration recognize that some parclees can offer inmates
insight into release planning that will facilitate success and potentially reduce recidivism.
Parolees may participate in events facitated by staff for this purpose. Such events may
occur at the request of staff or structured inmate clubs



L
>

5.

Omaha Comaclional Canter
QLM 105010 001
Page D of 11

Application Process

A paroles may volunteer for or a8 Panole Officer may invite a stable parolee to
participate in the program. In order to be selected. a parolee should have a
peripd of time on parcle that has been successful The parolee may hawve
experienced some struggles initialty; howewer, there should be sufficient
stabilization to ensure that the parolee can provide appropriate guidance, Rather
than have specific guidelines, the parole officer will consider the following:

a Length of stable fima on parole in the following areas:

(1) Rasidence

{2) Sobriety

{3) Felationships

{4) Medication

{5) Associates

{6} Owverall outlook conceming changing behavior, responding fo
challenges and experience on parole

b. Length of time since any parale viokation
e References from others in the community that the parolee is invaolved
with including:

{1) Mental Healthisubstance abuse providers/sponsors
{2) Family rmember (this should not be the only reference that the
paralae has)

d. Parolea commitment and interest in helping other offenders re-enter the
community. Including a pedential interest fo continue participating after

discharge from parale.

e Ability to follow instructions from the NDCS/APA siaff the parales will be
waorking with.

Upon identification of an interested parclesfformer parolee, the parole officer will
ensure that the person mests the qualfications and will prepare the Peer
Volunteer Program form [attachrmant 8) and submit o hisfher supeniser, Upon
approving, the supervisor will submit o the Warden. Once the Warden has
approved the form, it will be forwarded fo Ihe Adull Parole
Adminstrataridesignes who will forward 1o the Reentry Adminigiraton'designes
for hesfher approval and finally to the Deputy Directar of Programs for approval

Preparation for entering the institution

Parcleas and former inmafes selected for this program will net nesd 1o go
through a volunteer program, as they will be escorted by a stalf person al all
limes. However they will be required to submit an MCIC form.

Removal of a parcleeformer parokes from the program
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In tha evant a participant elects to be remowed from the program or needs 1o be
removed due bo unsatisfactory progress, relapse, parcle violations, criminal
conduct or other siuation that make the paricipant unacceptable, a new
attachmant 9 shall be resubmitted through the supervisor to the Adult Parole
Administrator/designes, Warden Reeniry Administratoridesignee, Deputy
Director of Programs/designee natifying of the ramaoval,

Al the completion of a swccessful quarier of participation (the end of the month
Saplember, December, March and Jung) In the Peer Volunteer Program, the
parcleaformer parolee will be issued a certificate of successful paricipation
{attachment 10). Successful participation shall mean at least one volunteer
event during the quarter. The assigned parola officer shall be responsible for
manitoring and lssuing the carificatels).

Vodunieer |.D. Cards

Vglunteers and group coordinators will be issued photo 1.D. cards.

1.

A volunteer 1.0, card will be issued to voluntears after & months or longer senvice
with NDCS (attachment 8). Depending wpon the program, the institutional
volunteer coordinalor or ihe institutional religious coordinator will notify the
voluntear and arrange for the volunteer to have the ID card mad,

Once the LD, card has been issued, the wolunteer will retain the 1D card in their
possession and will be responsible for showing the NDCS issued 1.D. card along
wilh their state issued | D drivers license to anter the facility. The volunteer will
wear their NOCS issued 1.D. at all imes when in a facility. Only one 1.0, card wil
be Issued to a voluntsar for all facilities,

The ID card will contain the following:

a. Picture of the volunteer, preferably with a yellow background, oF @ calor
background different than employees; Full-time Volunteer Clargy 10
cards will have a green background.

b, Marme of the voluntesr,

(.3 The position title of the volunteer - group coardinator or volunteer (i.e.,
group coordinator, volunteer, or full-time volunieer clergy).

d, Date of issus.

Volunteers not issued |0 cards will be granted admission to an institution by
placement of their names on a list each time they are approved lo enter the
institution. When in the nstitution, they will wear “vistdor” cands.

A compulerized datsbase which includes name, current address, lelephone
number, current status, record of participation and other relevant information by
individual volunieers will be maintained by each institution’s Volunteer
Coordinator.  This information will be shared by all institetion/program volunteer
and religious coordinators,

Each approved volunteer will receive a letter once a year from the Volunieer
Coordinator/Religious Coordinalor with a Personal Information for Security Form
(NCIC) attached. Tha letter will be sent out at the first of the menth when the
valunteer's NCIC is due.  The volunteer will be given 15 days 1o fill out, sign, and
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returm the NMCIC o the Volunteer Coordinator/Religious Coordinator,  If there is
no response by the 16th of the manth, the Voluntesr CoordinatorReligious
Coordinator will send out a follow-up lether, warning the wolunteer of change in
status if there & no response by the end of the month, If no response is recaived
by the end of the month, the voluniesr's status will change to “Inactive” on the
NDCS Volunteer Database and the volunteer must return their volunteer 10 card.
Tha volunieer will then be required 1o repeal the application and onantation
process in onder to sarva as a voluniaer again. A final letter will be senl to the
voluntear advising them of the change in their status, explaining the conditions
for the re-application and requesting the volunteer card b raturmed.

Termination/Suspension

At guch fime as deemed necessary by the Warden for the safety of the volunteers, the
management of the inmate population, or the tightening of security precautions, may
resirict, postpone, suspend or terminate the services of any volunteer or volunieer
organization,

1. If & shuation of high risk ocours in the institution, the Warden/designee may, by
verbal rmandaie immediately discontinue, restrict or terminate the services of
velunisars.

2 Following the issue of such @ mandale, a written statement shall be prepared by

tha Voluntesr Coordinator or the Religious Coordinator and signed by the
Warden infarming e volunleer oF volunieer organization of the reason(s) for the
discontinuance of the program. The statement shall be ssued 1o the valunteer(s)
unless divubging such would be detrimental 1o the safely and security of OCC
andfor the genaral public.

. | Whan a woluntear has bean ferminated or sespandad. tha Administrative
Agsistant lll-Instdutions will ba nolified.  They will make tha appropfiate databasa
entries and subsequently notify all other coordinators and relevant stkakehclders
im NOCS. The respective wolunteer or religious coordinalor will send a better to
the volunieer reguesting that the volunteer 1D card be raturned.

Funding

See AR 11301, Fiscal Management for funding relevant to volunteer and woluntesr
actnities,

Referencas:
ACA Standards 4-4114, 44115, 4-4118, 4-4117, 4-4118, 4-4119, 4-4120-4-4121, and 4-4122.

Attachmments:

=R B L R

[l

Valunteer Application Form DCS-A-adm-123-pc

DCE Personal Information for Security Check Form DCS-A-per-002
Oriantation ard Wailver Form for One-Teme Volunteers

ACA Coda of Ethics

Webraska Depariment of Comectional Senices Voluntesr Pledge and Waiver
Mebraska Department aof Comectional Senices Voluntesr Training Record
Mebraska Deparbment of Correcbional Services Religious and Voluntesr Services
Organization Chart

Wolunteer ldentification Card Raguest Form

Application for Volunteer Pear mentor

Certificate Success-Paar Manios
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OM #0507 001
NEBRASKA DEPARTMENT OF CORRECTIONAL SERVICES
VYOLUNTEER APPLICATION FORM
Hama;
Last Firs! Al
Heme Addrass:
Gity: Slate: Zip;
Homa Phor: Wark Phana:
Social Security Numbar: (Social Security number s nesdad to compiata
security chech.}
In Case Of Emergancy MoSy: Ralatianshin:
Homa Phane: ‘Work Phone:

MAre You on a Visiling List of, or Visling any Inmate or Detaines? Yes__  Mo__

I Yes, Inmate Mame: Relationship:

Do you have any spacific areaiprogram within the Department for which you wish % volunteer?
Wes__ Mo Iyes, [isl which areadprogram (ba specific as possible) >

Hava you aver voluniserad for the Nebraska Department of Comectional Sarvices? If yes, whees and
whan?

Plaase pravide the following infarmation so you meay best be maiched with our wilunteer nasds:
Etuecation
Skilsifbiilies:
Hobbies:
Infarasts:
Price Valunieer Expariance]s):

List the rames of three individuals we may contact {other Shan relalives) who have knowledge of your skils
and characier.

Mame buddress Phong

Applcants Signature Dae
PCS-A-pedm- 133
Praied tram Agescy shwsd e
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af
N E B R:""\S Kﬂ. Personal Information for EmTﬂ;y l‘.z‘:hm:k

OEFT OF CORRECTIONAL RERVICES

As pari of maintaining a sals and secura environment the NDCS may cenduct security checks prior to and periodically throughaut an

individual's empicymant or affiliation with the NDCS. A camiction does not automalically bar an individual from entering a taciity or

from Each case will ba considered individually. AN information on this document Is reguired. 1 you ceit any

:Eh‘;'nmhm this form you may be disqualified from erdrance to a facility or employment. PLEASE READ FULLY AND PRINT
BLY IM INK.

Plaase check the appropriate reason for requesting entrance into a Eacility,
List pasition litle and facility;
[ Contracter [ NDCS Employment  [JWolunieer Diciergy Ointen [ Tempss0S  [JPREA

o — o . A —

FRINT NAME Diate of Bt Focial Secarty Hum
[Last Name, First Name, Middlo Infial Month/Day/Year

Other Mamas Used (e.g. slases, lormer nameas, sz |

[ !
Drivers Licenzse Number i Stale Stata 1D numbes Expiration Date
H no driver's license, pleasa enter your atate 10,

Place of Binth (City, State or Counlry)  Sex Raca Hizight Weight Eyes Hair

L=t all previous staies or countries of resicance;

Conment addrass:

Street Addrass City State Zp

Please provide your currant phane numbers and &-imail agdresses (business and personal);
Home: | k| E-mail addressas:

Celt | H

Othar | H

Ara you currently or have you ever been in contact with any Nebraska Depariment of Correclional Services inmate

{curranl of former) by way of phone, facilily visil, or email? Yes Mo
If yes, state name, facility, and relationship to you

Ari you or have you ever been affiliated with a gang/security threat groups)?  Yes M
If yes, state group name and your affialion

| hereby cerify that all Information | have entered on this form is accurate and complete. | understand and agreas
that the NDCS may use information on this form to conduct security checks prior to and periodically throughout
my employment or affiliation with the NDCE. | understand that failure to disclose or fully disclose the requested
infarmation may be grounds for disqualification of my application or termination of my employment.

Signature Date

D S-A-per-002 (REV 02 17) Page 1 of 2 AR112.03
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Attachment 2
Pape 2 of 2
~ OFFICE USE ONLY
HR Site Contact: To be checked at facility/program:
Date Submitted: Check only if New Hire, Infern, S05 femp or Health

MHCIC Processed By

Services Conlractor,

Inmate Phone List
DMV Processed By Inmate Visior List
Inmate Ermail
HCJIES Procassed By z
! Approval [] Disapproval (]
HCICMNCIIE Reviewad By
d Comments:
Diabs Reviewed:
[0 APPROVED
Intel Cagtain/ Designes:
[0 DEMIED
HR: Sie Contact Motified: Signature Date
HRIS Entry:
Commenis/Justification: NDCS Company Hire Date:
PREA Indicator
] Me
O Yes, Date:
Comments:
Emergency Management Services review:
Signature
Dale
Lagal review:
Signature
Date
Project: Project Location:
Project #: Contraclor:

DCE-A-par-002 (REV 0217

Paga2 ol

AR11Z.03

)
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MNSTITUTION:
NAME: .

LAST FIRST MIDDLE
PLEDGE

In consideration of being allowed to participate in the Nebraska Department of
Correctional Services (DCS) volunteer program, I agree that:

1, T will abide by all policies, rales and regulstions of the Mebraska Department of
Correctional Services and of each facility where [ perform volumtesr services;

1 will follow verbal instructions given 10 me by DCS sail,

1 will abide by the policies and procedures regarding confidentiality of information;
1 will not accept from nor convey 1o an inmate of anyone acting on behalf of an
inmate any article, money or message withaut approprinte approval from DCS staff,
5. I'will keep schedulad hours as agreed;

3 1 will not perform professional services which by law require centification, icensing
of credentials that [ do not have;

T will dress in sccord with the DCS dress code; and

I will immediately report to correctonal facility stafT any violkation of the DCS rules
by an inmats o another volunteer.

WAIVER

In comsideration of being albowed to panicipate in the Nebraska Department of Correctional
Services (DCS) volunieer program, | acknowledge and agree thai:

bl o

o

1. My participation as a velunteer may involve risk of serious injury or harm;

a I undesstand that the Mebraska Diepartment of Correctional Services makes no
representations regarding bebavior of the mmates with whom [ may come in contact,

i | assume any and all risks of injury or harm caused by or arising from my
participation in the volunteer program;

This Vohnteer Pledge and Waiver shall remain in full force and effiect for the duration of my
volumteer service with the Mebraska Depamtment of Comrectional Services,

Volanteer's Signature - Date

Stafls Elg'l:ll.llll’il u Date
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MEERASKA DEPARTMENT OF
COBRRECTIONAL SERVICES s
AR 2.l Director Volumieer
Religious o
Deputy Director- Deputy Director-Programs and
Institutions Community Services
I---u:h-l Srgpervisiagsm s
Frograms
________ Heli Barvie Cosrdinacor
' Sl Forrieo Central Diflee
1 Assesiale Legal 3o Program
1 Counsel (] ¥
Adminlstrative Religious Coordinater
gerees|  Co-Chalr Religion Co-Chnir Religlon Chair Volunteer
: Study Commities *  Siudy Commibites Coordinators Committes  [0ersssnrnny
: Cintral Ciflce [Engiligy, Cenirnl Cfice i
! NSP Tnameedinge Supervisor Immediate Superviser | | NP '""E
P*r (2) Religheus Casrdinstors Facility Faellity Volumteer  [*****1
i Coordinabor i
; DEC :
2es+=l (1) Religious Coordimators e :
: Volusteer  [**"""}
H LoC Cosrdinator
Bl 1) Religions Coordinstors :
oce :
NCCW Valunteer A
Baeesl (1) Religiens Coardinatars Cuordinator i
m mcl I+I'I‘I=
"**] ) Religions Cosrdinators Velunizer
Coordimwior
Fuwry HEW
; (1) Religious Coardinntors ——
i Valundeer il
E TECT Coordimsinr i
f=== (2) Religioms Coorinators :
E WEC i
e (1} Refigivus Coordinstors i
Thi: Relbghsns Conrdinators st :
bEE‘ ch.. & HEW g TIETS RIS RENRT NS EIR LR LR L L L] lj

respamsible for both Religlous
umid Noa-religious Yolunteers

&

\‘H:x.-" F
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About the College of Public Affairs and Community Service

The College of Public Affairs and Community Service (CPACS) was created in 1973 to ensure that the
university was responsive te the eritical secial needs of our community and state. The College was given the
mission not only to provide educational programs of the highest caliber to prepare students for leadership in
public service, but also to reach out to the community to help solve public problems.

The College has become a national leader among similar colleges, with nine programs ranked in the top 25 in
the nation. Our foculty ranks are amang the finest in their disciplines, Faculty, stoff, and students are integral
to the community and state because of our applied research, service learning, and community partnerships.
We take our duty seriously to help address social needs and craft solutions to local, state, and natienal
problems. For more information, visit our website: cpacs.unomaha.edu

CPACS Urban Research Awards

Part of the mission of the College of Public Affairs and Community Service (CPACS] is to conduct research,
especially as it relates to concerns of our local and statewide constituencies. CPACS has always had an
urban mission, and one way that mission is served is to perform applied research relevant to urban society in
general, and the Omaha metropolitan area and other Nebraska urban communities in particular. Beginning
in 2014, the CPACS Dean provided funding for projects with high relevance to current urban issues, with the

potential to apply the findings to practice in Mebraska, lowe and beyond
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Audience Legitimacy: "“‘-"’“E"g;gE
The Neglected Linkage

in the Dialogic Model

of Police—community

Relations

Justin Nix' @, Justin T. Pickett?, and Scott E. Wolfe®

Abstract

Objectives: Democratic policing invelves an ongoing dialogue between offi-
cers and citizens about what it means to wield legitimate authority. Most of
the criminological literature on police legitimacy has focused on citizens’
perceptions of this dialogue—that is, audience legitimacy. Consequently,
we know little about how officers perceive their legitimacy in the eyes of
the public and the antecedents of such perceptions. Pulling together sepa-
rate strands of literature pertaining to citizen demeanor, hostile media
perceptions, and danger perception theory, we propose and test a theore-
tical model of perceived audience legitimacy. Method: We conducted two
separate studies: the first a survey of 546 officers working at a southern U.5.
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agency and the second a survey of a national probability sample of 665
executives and high-ranking officers. Results: Local violent crime rates, but
not minority group size or growth, are associated with lower perceived
audience legitimacy. Additionally, recent experiences with citizen disre-
spect and global perceptions of citizen animus are both inversely associated
with perceived audience legitimacy. The perceived hostility of local, but not
national, media coverage is also associated with lower perceived audience
legitimacy. Conclusions: Our results suggest a need for additional research
that explores whether the antecedents of audience legitimacy indirectly
affect police behaviors, like the use of force.

Keywords
police legitimacy, danger perception theory, crime, media, policing

Policing in the United States is characterized by an ongoing dialogue with
the public regarding what it means to wield legitimate or rightful authority
(Bottoms and Tankebe 2012; Tyler 1990). The police make various claims
to legitimacy, to which their audience—the public—interprets and reacts
favorably or unfavorably, conveying or withholding audience legitimacy. A
critical element of this process is perceived audience legitimacy—that is,
how the police believe they are viewed by the public (Bottoms and Tankebe
2012). Perceived audience legitimacy shapes officers’ orientations toward
their job and may ultimately explain the way they interact with members of
the public. For example, officers who perceive greater audience legitimacy
express more support for a democratic approach to policing, including the
installation of citizen oversight bodies (Kang and Nalla 201 1), and are more
likely to use procedural justice when interacting with citizens (Bradford and
Quinton 2014; Jonathan-Zamir and Harpaz 2018). Further, officers who
believe they possess higher levels of audience legitimacy tend to view
citizens as more cooperative, though this relationship appears to vary by
neighborhood conditions (Nix 2017a).

The idea that ofTicers” perceptions of their legitimacy in the public eye
would explain the way they approach their job is consistent with the police
culture literature, which has documented the salience of officer cynicism
and its effects (Muir 1979; NiederhofTer 1967). Cynical cops embrace an
aggressive style of policing—they “believe that the citizenry is hostile to
police™ and “see themselves as a principally negative force in peoples’
lives”™ (Worden 1995:58). They express job dissatisfaction (Regoli, Crank,
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and Culbertson 1989) and more frequently engage in problematic behaviors
(Hickman 2008). Yet, in this literature, the conceptualization and measure-
ment of cynicism has been broad, overlooking important nuances and cau-
sal relations between the presumed components of officer perceptions. For
example, researchers have employed measures that combine officers” per-
ceptions of citizens’ artitudes, citizens” behaviors, and the favorability of
media coverage (Niederhoffer 1967; Regoli 1976; Regoli, Crank, and Riv-
era 1990). Such broad measures inhibit our ability to understand fully what
impacts officers” orientations.

Perceived audience legitimacy refers to how officers believe their com-
munity views them—a judgment they likely make based on how citizens
actually behave toward them. Officers who recently have been disrespected
by citizens (i.e., had their legitimacy challenged) may be more likely to
generalize such treatment to the larger community, believing that most
citizens exhibit animus toward police, and do not view them as a legit-
imate authority. In addition to direct contact with hostile citizens, media
coverage of police work may influence officers” perceptions ol audience
legitimacy. Recent studies indicate that media coverage of policing has
increased officers” apprehension in the post-Ferguson era (Nix and Pickett
2017; Wolfe and Nix 2016). Indeed, this may explain why officers in some
cities have become less proactive in recent yvears (Morgan and Pally 2016;
Shjarback et al. 2017). This would be consistent with the dialogic model
of police legitimacy: Officers perceive that hostile media coverage,
because of its influence on the public and representation of its views,
undermines police legitimacy and adjust their behaviors in response (Bot-
toms and Tankebe 2012). Thus, to the extent that media coverage influ-
ences officers’ perceived audience legitimacy, it is likely also to affect
officers” approach to policing.

At the same time, the broader social context may also shape officers’
perceptions of audience legitimacy and subsequent behavioral responses.
Research suggests officers use force more often in areas characterized by
racial and economic inequality (Sorensen, Marquart, and Brock 1993), as
well as in areas with higher rates of violence (Jacobs and Britt 1979; Jacobs
and O’Brien 1998; Klinger et al. 2016). Perceived audience legitimacy
might explain such ecological variation in police use of force. That is,
community characteristics such as racial/ethnic heterogeneity and violent
crime rates may shape officers’ perceptions of audience legitimacy and, in
turn, influence the occurrence of force. Violent crime rates and the size/
growth of the minority population likely act as cognitive heuristics to offi-
cers, signaling the extent to which the community supports the police



4 Journal of Research in Crime and Delinquency XX{X)

(Moon and Zager 2007; Nix 2017b; Shjarback, Nix, and Wolfe 2018) and in
turn influencing their policing style (Klinger 1997).

Unfortunately, we know little about the sources of perceived audience
legitimacy among officers. This is an important research gap given the
current state of affairs in the United States, where policing has been under
the microscope for the last several years (Weitzer 2015). To advance the
literature, we develop a theoretical model of the sources of audience
legitimacy and test this model using two separate surveys conducted in
2018: the first with a sample of police officers from a large agency in a
southern U.8. city (N = 546) and the second with a national probability
sample of police executives (N = 665). Our findings suggest that per-
ceived citizen animus and community violence are associated with per-
ceived audience legitimacy, but minority population size and growth are
not. Further, personal experience with citizen disrespect influences per-
ceived audience legitimacy indirectly, through its direct association with
global perceptions of citizen animus.

The Construct of Audience Legitimacy

Since Tyler’s (1990) seminal study, audience legitimacy has received a
great deal of attention in the criminological literature (e.g., Jackson et al.
2012; Mazerolle et al. 2013; McLean, Wolfe, and Pratt 2019; Wolfe et al.
2016). Yet, interestingly, scholars disagree on the conceptualization of
legitimacy. On the one hand, Tyler (2003:310) contends that citizens’ inter-
nal sense of obligation to obey authorities is “the most direct extension of
the concept of legitimacy™ and is strongly influenced by perceived fairness
of authorities when exercising their power (see, e.g., Sunshine and Tyler
2003; Tyler 1990; Tyler and Huo 2002). On the other hand, Bottoms and
Tankebe (2012) argue that obligation to obey cannot be equated to legiti-
macy, as people can feel compelled to obey authorities for reasons apart
from legitimacy. For example, while perceived legitimacy undoubtedly
causes some people to feel obligated to obey authorities, others might obey
due to fear of the consequences of disobedience, while still others might feel
powerless and see no realistic alternative to obedience (i.e., “dull
compulsion,” see Carrabine 2004:180)). Given these possibilities, Tankebe
(2013:105-106) argues that obligation to obey “can be considered a “depen-
dent variable,” sometimes explained by perceived legitimacy, and some-
times not . . . to the extent that legitimacy and obligation are conceptually
distinct, conflating them can only obstruct efforts to understand both con-
cepts.” He maintains that legitimacy is comprised of three overarching
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dimensions: lawfulness, shared values, and consent (see Beetham 1991;
Coicaud 2002; Weber 1978).

Shared values can be further broken down into procedural fairness, dis-
tributive fairness, and efMectiveness, according to Tankebe. Citing the “rise
of universalism”™ (J. ). Wilson 1993) in modern society. Tankebe
(2013:111) argues there 1s a “shared aspiration in liberal democracies that
citizens possess equal self-worth and dignity that should not be violated.” In
other words, fair treatment (in terms of procedures and the distribution of
outcomes) 15 a normative value that must be shared by legitimate authorities
and those subject to their power. Additionally, legitimate authorities must
demonstrate effectiveness in dealing with crime and disorder so as to “satisfy
the ends which justify [their] enormous concentration of power™ (Beetham
1991:137). Although often considered an instrumental concern that factors
into the legitimation of police, Tankebe (2013:112) considers effectiveness a
“normative condition for their legitimacy™ (see also Bottoms and Tankebe
2012:146-47). Based partly on the results of a confirmatory factor analysis of
survey data from more than 4,000 Londoners, Tankebe (2013:125) submits
that “what police researchers have persistently tended to use as predictors of
legitimacy (procedural faimess, distributive fairness, lawfulness, and effec-
tiveness) are rather the constituent parts of legitimacy™ (see also Sun et al.
2018; Tankebe, Reisig, and Wang 2016). However, it bears clarifying these
results do not confirm that this proposed four-dimensional construct repre-
sents legitimacy (see Jackson and Bradford 2019).

Despite the lack of consensus on what constitutes legitimacy, there is
substantial agreement that procedural fairness, distributive fairness, law-
fulness, and effectiveness are very closely related to audience legitimacy.
That is, they are either legitimacy per se, as Tankebe (2013) claims, or they
are the most important and proximate antecedents of legitimacy, as others
claim (Jackson and Bradford 2019; Tyler 2003). We revisit this point in the
Conclusion section, when we discuss the implications of our findings. In
any event, the evidence accumulated to date suggests when citizens recog-
nize police authority as legitimate (however measured), they are more likely
to comply with officers during interactions and to abide by the law when the
police are not present (see, e.g., Walters and Bolger 2018). When officers
lack legitimacy, they must rely more on coercive tactics to achieve
compliance.

Yet how do officers come to realize how much legitimacy they have (or
do not have) in the eyes of citizens? As Bottoms and Tankebe (2012:129)
point out, police legitimacy entails more than how citizens feel about the
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police—it is a continuous and relational dialogue involving both police (as
power holders) and citizens (as the audience to their power):

[TThose in power (or secking power) in a given context make a claim to be the
legitimate ruler(s); then members of the audience respond to this claim; the
power-holder might adjust the nature of the claim in light of the audience’s
response; and this process repeats itself.

A crucial part of this ongoing dialogue—the decision whether to adjust their
claim to legitimacy—results from officers’ perceived audience legitimacy
(or lack thereof). Relative to the large body of literature on police legiti-
macy from the citizen’s perspective, very few studies have focused on
police officers’ perceptions of their audience legitimacy (Jonathan-Zamir
and Harpaz 2014; Nix 2017b). Such perceptions appear to be significant.
For example, officers who perceive greater audience legitimacy exhibit a
greater willingness to exercise procedural justice with citizens (Jonathan-
Zamir and Harpaz 2018) and, consistent with Bottoms and Tankebe’s the-
ory, have higher levels of self-legitimacy, which subsequently increases
commitment to community partnerships (Wolfe and Nix 2016) and
decreases reliance on coercive force to gain control over encounters (Tan-
kebe and Mesko 20135). Given such prosocial outcomes, research 1s needed
that sheds light on the antecedents of perceived audience legitimacy.

Theorizing the Sources of Perceived Audience
Legitimacy

What factors affect officers’ perceptions of their audience legitimacy? The
extant literature suggests several possibilities, including officers™ percep-
tions of how they are treated by citizens and the media and the broader
community context in which they work.

Experiences with Citizen Disrespect

Citizen disrespect communicates to officers that they are not viewed as
legitimate. As Van Maanen (1978:316) observed, officers take it as an
indication “that their position and authority in the interaction are not being
taken seriously.” Such a legitimacy challenge may partially explain why
officers respond more punitively to disrespectful citizens (Van Maanen
1978; Westley 1970). Decades of research focused on the dynamics of
police—citizen interactions demonstrates that officers are more likely to
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arrest hostile and/or noncompliant eitizens (Klinger 1994; Lundman 1974,
Piliavin and Briar 1964; Worden and Shepard 1996) and use higher levels of
force when citizens are physically resistant (Alpert and Dunham 2004;
Terrill 2001). Disrespect by citizens also triggers other, less punitive beha-
vioral responses from officers (Mastrofski, Reisig, and McCluskey 2002).
For example, a pair of experiments by Nix and colleagues (2017) revealed
that officers placed less importance on exercising procedural justice with
disrespectful citizens. Similarly, Pickett and Nix (2019) showed that ofTi-
cers are more likely to support aggressive styles ol policing if they believe
citizens treat officers unfairly and disrespectfully. One potential explana-
tion for findings such as these is that disrespect signals compromised legiti-
macy and that the encounter necessitales a more punitive response.

The effects of citizen disrespect likely extend bevond the interaction level
and contribute to officers’ general outlooks and expectations. Toch
(1996:107) reminds us that repeated exposure to citizen disrespect can have
a cumulative effect on officers, such that they can be seen as “composite[s] of
the incidents in which [they have] been involved.” Van Maanen (1978:311-
15) similarly argued that the “experientially based meanings™ that officers
learn to ascribe to citizens are “sustained and continually reaffirmed through
[their] everyday activity.” Canteen talk provides additional opportunities for
officers to be exposed vicariously to citizen disrespect, via their peers’ experi-
ences (Waddington 1999). As their direct and vicarious experiences with
disrespectful treatment by citizens increases. officers” perceived audience
legitimacy likely decreases, which may in turn influence their outlook and
policing style. A recent study by Pickett and Ryon (2017) provides prelim-
inary support for such a causal process. In their national survey, officer
support for due process reforms in policing (e.g., early intervention systems,
civilian oversight, sensitivity training) was significantly associated with the
global belief that citizens are fair and respectful when interacting with ofTi-
cers. Perceived audience legitimacy is likely the key mechanism that would
explain this relationship. Officers who believe citizens are generally fair and
respectful toward the police likely believe they have greater legitimacy in the
public eye and thus are not opposed to policing reforms meant to expand due
process protections and citizen oversight.

Media Coverage of Law Enforcement

Another possible antecedent of perceived audience legitimacy is the extent
to which officers believe the news media are hostile toward law enforce-

ment. Communications studies suggest individuals frequently harbor
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hostile media perceptions—the belief that media coverage is biased against
their group (Hansen and Kim 2011; Rojas 2010; Vallone, Ross. and Leeper
1985). Moreover, individuals tend to believe the media influence other
peoples’ attitudes and behaviors (Paul, Salwen, and Dupagne 2000; Sun,
Pan, and Shen 2008), which in turn exerts causal effects on their own
attitudes and behaviors (Rojas 2010; Tal-Or et al. 2010).

In his classic survey of New York police officers, Niederhoffer
( 1967:234) found that the vast majority believed newspapers “seem to enjoy
aiving an unfavorable slant to news concerning the police, and prominently
play up police misdeeds rather than virtues.” Accurate or not, these attitudes
persist today. In a survey of police officers at a southeastern U.S. agency,
Mix and Pickett (2017) found that officers who felt the media were more
hostile toward policing (i.e., negative, unfair, deceptive, unreliable) were
more likely to think citizen distrust, noncompliance, and animus toward
police had increased from 2014 to 2016. In a separate agency, Wolfe and
Nix (2016) found that ofTicers reported being less motivated as a result of
negative publicity surrounding law enforcement post-Ferguson and
expressed less desire to collaborate with their community to solve prob-
lems. Notably, both studies used coarse measures of media perceptions that
did not distinguish local versus national media—but recent work suggests
officers view local media as more impactful to their organization than
national media (Matusiak 2019). We expect officers’ perceptions of local
media to be more consequential than their perceptions of national media,
given local media’s focus on stories closest 1o home and on the officers’
agency specifically. Officers who believe the local media are hostile toward
police are likely to believe this coverage undermines their legitimacy in the
eyes of the local community (Crank and Langworthy 1992).

Violent Crime in the Local Community

Danger perception theory posits that officer aggression—namely, the use of
force—is driven by real or perceived danger (Goldkamp 1976; Jacobs and
Britt 1979). The extant literature generally supports this contention: OfTi-
cers working in areas with higher rates of community violence tend to use
nonlethal and lethal force more frequently (Fyfe 1980; Lee, Vaughn, and
Lim 2014; Lim, Fridell, and Lee 2014; Terrill and Reisig 2003). Klinger and
colleagues’ (2016) analysis in St Louis suggests the amount of firearm
violence in a community predicts the use of lethal force by officers. In their
study, the racial composition of neighborhoods did not have a direct rela-
tionship with officer-involved shootings, but it did have an indirect




Mix et al, 9

relationship through its relationship with firearm violence, Neighborhoods
with moderate levels of firearm violence experienced more officer-involved
shootings: however, officers apparently staved away from neighborhoods
with the highest levels of firearm violence (see also Klinger 1997).
Officers” experiences working in violent communities may condition
them to expect more citizen noncompliance, disrespect, and violence
directed toward the police (M. R. Smith and Alpert 2007). The level of
violent crime in a jurisdiction—to the extent that it 1s perceived by offi-
cers—likely serves as a partial indicator of the degree to which the public
supports the police (Moon and Zager 2007; Nix 2017b). In other words, the
violent crime rate 15 used as a cognitive heuristic when officers think about
the level of legitimacy they garmer from the public, Officers are likely to
believe they have less legitimacy in areas with higher levels of violence
and, in turn, police those areas more aggressively than places with less
violence. Or, in areas with the highest levels of violence, officers may
reason that their legitimacy has been entirely compromised and respond
by depolicing. In any event, we expect crime rates, real or perceived, 1o be
significantly associated with officers’ perceptions of audience legitimacy
independent of their direct experiences with citizen disrespect.

Minaority Group Size and Growth

Non-White citizens generally express less confidence in and support of the
police (Tuch and Weitzer 1997), Blacks’ and Hispanics' confidence, in
particular, has deteriorated since Ferguson (Norman 2017). Similar to our
discussion of violent crime rates, community racial/ethnic composition also
may be used by officers as a mental shortcut for estimating the level of
legitimacy they possess in the eyes of the community. Officers working in
predominantly Black/Hispanic neighborhoods may adopt a more aggressive
approach to policing, reasoning that their compromised legitimacy in those
neighborhoods generates noncompliance and a lack of cooperation among
residents. Indeed, prior studies have found that racial composition is asso-
ciated with such policing outcomes as arrest rates (Liska and Chamlin 1984;
Liska, Chamlin, and Reed 1985) and the use of nonlethal and lethal force
{Jacobs and O’ Brien 1998; Lersch et al. 2008; Liska and Yu 1992; D. A.
Smith 1986). Focusing on ethnic composition, Holmes, Painter, and Smith
(2019) recently found a significant relationship between percent Hispanic
and police-caused homicides of Hispanics across 230 cities. To date, how-
ever, we have no empirical evidence concerning whether the racial/ethnic
composition of a community influences officers’ perceived audience
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legitimacy. If so, this could help clarify why such ecological factors are
associated with officer behaviors.

Alternatively, the racial threat hypothesis posits that as the relative
size of the minority population increases in an area, the majority group
perceives greater threat—economic, political, cultural, or eriminal—and
in turn, the criminal justice system is used as a tool to suppress the
minority population, thereby protecting the majority’s status (Blalock
1967; Horowitz 1985). For instance, in areas where the size of the
minority population is larger, White citizens are more fearful (Pickeu
et al. 2012), tend to be more supportive of punitive crime control
policies (Baumer, Messner, and Rosenfeld 2003; King and Wheelock
2007), and exhibit greater empowerment of the police (Holmes et al.
2008; Stults and Baumer 2007). The community’s racialized fears
should be evident to police officers and perhaps factor into their judg-
ments about the legitimacy they hold in the eves of community mem-
bers. As but one example, officers working in areas experiencing a
recent growth in minority populations may sense increased fear of crime
among White citizens, believing that it undermines their legitimacy in
the eyes of those who comprise the majority of the community. If so,
this could explain some of the relationships researchers have documen-
ted between population makeup (i.e., percent minority, change in per-
cent minority) and various policing outcomes, like use of force
(Sorensen et al. 1993), searches (Novak and Chamlin 2012), and mis-
conduct (Kane 2002), among others.

Hypotheses and Current Focus

Based on our review of the literature, we tested the following hypotheses
with our studies.

Hypothesis 1: Officers who have recently been disrespected by
citizens will perceive lower levels of audience legitimacy.

Hypothesis 2: Officers who perceive greater citizen animus in
general will perceive lower levels of audience legitimacy.

Hypothesis 3: Officers who believe local media are more hostile
toward law enforcement will perceive lower levels of audience
legitimacy.

Hypothesis 4: Officers who believe crime is increasing will perceive
lower levels of audience legitimacy.
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Hypothesis 5: Actual violent crime rates will be inversely associated
with perceived audience legitimacy.

Hypothesis 6: In areas where the relative size of the minority popu-
lation is larger or has grown recently, officers will perceive lower
levels of audience legitimacy.

We tested these hypotheses with two samples of police officers—the
first sample consisting of officers from a southern U.S. police depart-
ment and the second study consisting ol a national sample of police
chiel executives. It was necessary to examine the predictors of perceived
audience legitimacy in different studies for several reasons. First, there
is an ongoing debate regarding the conceptualization of audience legiti-
macy. Tyler (1990) argues that legitimacy is comprised of two elements:
trust and obligation to obey. Alternatively, Tankebe (2013) contends
that perceived obligation to obey the police is an outcome of legitimacy
rather than a component of it. He argues that legitimacy is comprised of
perceived police procedural justice, distributive justice, lawfulness, and
effectiveness (see also Sun et al. 2018; Tankebe et al. 2016). Although
we do not take a position on this debate, we are wary of the potential for
mono-operation bias (Shadish, Cook, and Campbell 2002), and as such,
believe it is important 1o ensure our results are robust to the measure-
ment of legitimacy. Accordingly, study 1 uses a Tylerian measure of
audience legitimacy comprised of trust and obligation to obey. Study 2,
in contrast, operationalizes audience legitimacy in a manner consistent
with Tankebe and colleagues’ conceptualization,

Second, analyzing data from a single agency sample (study 1) allowed us
to examine the relationship between officers’ subjective perceptions of
changes in their local crime rate on perceived audience legitimacy. Study
2, the national sample of chiel executives, provided the opportunity to
examine whether an objective measure of the crime rate had a similar effect
on perceived audience legitimacy. These different operationalizations of
crime allow us to assess the validity of our theoretical claims. Third, it 1s
valuable to have empirical results from samples comprised of different
types of police officers because it sheds light on whether the predictors
ol audience legitimacy are unigue to a particular officer type (i.e., line level
Vs, executive), agency, jurisdiction type (e.g., population size, political
climate), or U5, region.
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Study |
Method

For our first study, we administered a survey to a large police department in
a southern U.S, city. The city has a large population (=100,000) that is
rapidly growing—having increased by approximately 17 percent from
2010 to 2016, Sixty-eight percent of its residents are White, 8 percent are
Black, 6 percent are Asian, and the remainder belongs to some other race.
One third of the population is of Hispanic or Latino decent. According to
the Federal Bureau of Investigation’s Uniform Crime Report (UCR), the
overall violent crime rate in the metropolitan statistical area has increased
slightly in recent years (from 2014 to 2016).

In January 2018, with the help of an executive heutenant, we invited all
1,752 sworn employees (o participate in an anonymous onling survey. The
executive lieutenant sent three reminder e-mails over the next two weeks,
with the data collection period ending in early February. We used a self-
administered web-based survey to minimize social desirability bias,
although we knew it would likely vield a low response rate (Tourangeau,
Conrad, and Couper 2013). Response rates to police surveys have declined
over the past decade (Nix et al. 2019), and computerized surveys of police
officers have tended to obtain low response rates: 21 percent (Donner,
Fridell, and Jennings 2016), 25 percent (Skogan 2015), 28 percent (Rey-
nolds and Helfers 2018), and “just over 30 percent” (Bradford and Quinton
2014:1032). Similar to this literature, 546 of the 1,752 officers invited to
participate in our survey did so, resulting in a 31 percent response rate. We
are not especially concerned about the response rate because the demo-
graphics of our sample closely resembled those of the agency and because
we are able test the generalizability of the findings in a second survey.'
There is also a weak relationship between response rates and nonresponse
bias (Peytcheva 2013; Pickett et al. 2018).

Dependent Variable: Audience Legitimacy

We asked officers to indicate their level of agreement (1 = strongly agree to
5 = swrongly disagree) with the following statements: “Most civilians feel
an obligation to obey police officers,” “Most civilians believe they should
do what the police say, even il they disagree,” and “Most civilians believe
this department can be trusted to make decisions that are right for the people
in their neighborhood.” We reverse coded the items, so that higher scores
indicated greater agreement and averaged responses to generate a mean
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Table 1. Descriptive Statistics for Study |—Southern Agency.

Listwise Multiple

Deletion Imputation®
Wariable N Mean SD Mean SD® Minimum Maximum
Audience legitimacy 476 3481 0779 3483 0.782 | 5
Recently disrespected 507 3335 1.395 3.335 1.394 | 5
Citizen animus 521 3418 0659 3419 0660 1.571 5
Perceived crime trend 514 3.747 0.774 3748 0.775 | 5
Male 446 0501 — 0500 — 0 |
White 446 08673 — 0673 — 0 |
Four-year degree 449 0546 — 0546 — 0 |
Years of experience 436 15110 8512 15109 8545 0 40
Police officer —_ - — — — — —

(reference)

Frontline supervisor 447 0367 — 373 — 0 |
Upper management 447 0119 — A8 — 0 |

*25 imputations, N = 54& for each variable. ®Obtained via the “misum™ command in Stata
Version | 5.

index, audience legitimacy (o = .87). Descriptive statistics for all variables
used in study 1 are presented in Table 1.

Predictor Variables

Recently disrespected. Our first predictor variable captured officers’ direct
experiences with citizen disrespect. We asked officers how many times
civilians had done each of the following to them in the past year while they
were on duty: (1) called you names, (2) treated you with disrespect, and (3)
verbally abused vou. Answer choices included 1 = never, 2 = -3 times,
3=4-6times, 4 = 7-9 times, and 5 = 10 or more times (Weitzer and Tuch
2006). We averaged responses to these three questions to generate a mean
index (2 = .95), with higher scores indicating more direct exposure o
disrespectful citizens in the past vear.

Citizen animus. Realizing that direct exposure to citizen disrespect accumu-
lates over ume (Toch 1996) and that officers may additionally be vicar-
iously exposed to citizen disrespect, we measured respondents’ global
perceptions of how citizens treat police officers. We asked respondents to
indicate their level of agreement (1 = strongly agree to 5 = strongly
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disagree) with seven statements: (1) People ofien disrespect and insult the
police, (2) People are normally polite when dealing with the police. (3)
People treat police officers with dignity, (4) People treat the police worse
than they treat other government employees, (5) People treat police officers
unfairly, (6) People normally listen to the police before jumping to conclu-
sions in incidents, and (7) People will ignore or walk away from the police
when officers try to explain a situation (Pickett and Ryon 2017). Theoreti-
cally, officers’ perceptions of citizen behavior are distinet from, and a cause
of, their perceptions of audience legitimacy. Supporting this theoretical
assumption, a promax-rotated factor analysis indicated that the animus
items loaded onto a separate factor than the audience legitimacy items, with
acceptable pattern loadings (see Online Appendix A). We averaged
responses o the items o generate a mean index, citizen animus (o =
.82), whereby higher scores reflect the global belief that citizens treat police
officers disrespectfully and unfairly.”

Perceived crime trend. In this study, we use a perceptual measure of crime,
but in study 2, we use an objective measure based on Federal Bureau of
Investigation data. For study 1, we asked respondents the following
question: “In your best judgment, has the overall crime rate in your city
increased or decreased over the past three years? Answer choices included
| = decreased greatly, 2 = decreased, 3 = staved about the same, 4 =
increased, and 5 = increased greatly.

Controls

In our analyses, we controlled for officers” gender (1 = male), race/ethni-
city (1 = non-Hispanic White), and education (1 = four-vear degree or
higher). In addition, we controlled lor vears of experience with a continuous
variable and rank with two dummy variables, frontline supervisor (i.e.,
corporal or sergeant) and upper management (1.e., lieutenant, commander,
assistant chiel, or chiel). Police officer is the reference category.

Analytic Strategy

Because the outcome (audience legitimacy ) was a mean index that approxi-
mated a normally distributed continuous variable, we used ordinary least
squares (OLS) regression equations to test Hypotheses 1, 2, and 4. Due to
evidence of heteroscedasticity of error terms, we estimated our models
using robust standard errors. Collinearity did not appear to be a problem.
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All variance inflation factors (VIF) fell below 3.0 {mean VIF = 1.39), and
all bivariate correlations were less than |.60| (Tabachnick and Fidell 2007).
As 1s common in survey research, respondents sometimes skipped over
questions, resulting in item-missing data for some of the vanables i our
analyses, To account for this, we used multiple imputation (m = 25; see,
e.g., Allison 2002; McKnight et al. 2007; Rubin 1996). Multiple imputation
avolds the bias that can be created by listwise deletion and helps maintain
power by, lor example, retaining respondents in the analysis who were
missing a value for one item out of a larger scale (Sterne et al. 2009). The
mean of our dependent variable did not differ significantly between respon-
dents with no item-missing data and respondents with missing data on one
or more variables, suggesting our data satisfied the missing at random
(MAR) assumption.? Finally, we meet the general recommendation to have
at least 20 respondents per variable in our statistical models (Tabachnick
and Fidell 2007), and our sample size is sufficient for having approximately
80 percent power to detect prespecified individual regression coefficients
for medium-sized effects (Maxwell 2004).

Results

Before discussing our multivariate results, it 1s instructive 1o examine more
closely the distributions of our dependent and predictor variables. Audience
legitimacy ranged from 1 to 5 with a mean of 3.48 (5D = .78). Roughly 46
percent of respondents scored 4 or higher on this scale, indicating a large
portion of the sample agreed citizens in their community trust the police and
feel obligated to obey them. Recently disrespected ranged from 1 to 5 witha
mean of 3.34 (5D = 1.40). On the one hand, 6.5 percent of the sample
scored 1 on this scale—indicating they had never been called names, treated
disrespectfully, or verbally abused while on duty in the past year, On the
other hand, nearly 30 percent of the sample scored 5 on the scale, indicating
frequently being disrespected while on duty. Citizen animus ranged from
1.57 to 5 with a mean of 3.42 (80D = .66). Roughly, 23 percent of the sample
scored 4 or higher on this scale, indicating they agree citizens generally
treat police badly. Finally, perceived crime trend ranged from 1 to 5 with a
mean of 3.75 (§D = .77). Seventy percent of the sample believed crime had
increased or increased greatly over the past three years, while 22 percent felt
it had stayed about the same, and the remaining 8 percent felt it had
decreased or decreased greatly.

Turning to our multivariate analyses, model 1 in Table 2 presents the
results of an OLS model that regressed perceived audience legitimacy onto




00" = g |07 > B 'S0 > e

saJsenbs 1ses) Jeuplo = 50 (35 sJ0402 pIEpUES
1sngod pue (g) suaioyeos uoissauda. pazIpJEpUEISUN aJE saaug padedsip aue uoissadBas g0 Fuisn (67 = W) seaewisa voneandw) sjdiapng) BN

1T 1£0° 10T 801" 4 pasnipy
4456 T | st lE 'L 4l TS | +++B8'8 1591 4
(187) s EE1°S (6£T) 4orsSPEE (szT) 49| 8'F (681°) S | L'E daaazay|
(z1) LN (621" s | LE° (oz1') PET (8217 SIT uswadeuew Jaddn
(zso’) Pl (980°) ST (z807) 8zl (9807) z Josiasadns aupuo.d
- — — — (22uaiajal) Jadyo 330
(soo) S00° (s007) 600° (s00') L00 (900) 700 aoualiadxy
(£907) BTO (1207) L0 (£907) 1E0° (1£07) 750 aeJdap Jead-unog
(sL0) LI (1807 910 — (9L07) 910 (1807) TE0 BULYAA
(ez1’) SL0° (ez1’) 550 {1z 050’ {1z ¥S1° alel|
(T+0) +960 — (9%0') - — — pu2J1 BWILID paARIag
(2507 — — (1s0°) m——T — SNWIUE UBZIND)
(zeo) £50 — — — (0£07) — paidadsausip Apuadtay
35 q 35 q a5 q 5 q F[qELEA
¥ 12PO £ 12POL T 12Poy | 12POL

(9pg = N ‘Aausdy wiayinog—| Apmg) AxewniSa adusipny pamaliagd Budipald s|2poly uossaiday g0 T @|9eL

l&



Mix et al. 17

recently disrespected and each of our control variables. Consistent with
our first hypothesis, officers’ recent experiences with citizen disrespect
were significantly and inversely associated with their perceived audience
legitimacy (b = —.154, p < .001). In model 2, we regressed perceived
audience legitimacy onto citizen animus and the controls. The results
supported our second hypothesis: citizen animus was strongly and inver-
sely associated with perceived audience legitimacy (b = —.464, p < .001).
Model 3 presents the results of an OLS model that regressed perceived
audience legitimacy onto perceived crime trend along with the controls.
The results are supportive of Hypothesis 4, indicating that perceived crime
trend (b = —. 185, p < .001) is significantly and inversely associated with
perceived audience legitimacy, Rank was significant in this model as well,
with frontline supervisors (b = 225, p = .009) and upper management
(b = 371, p = .005) perceiving significantly higher levels of audience
legitimacy.

In model 4 of Table 2, all three predictors were included in the regres-
sion equation, and the results provided further support for Hypothesis 2.
Independent of their recent experiences with citizen disrespect and their
perceptions of the crime trend, officers who perceived higher levels of
citizen animus (h = —.394, p < 001) reported significantly lower levels of
audience legitimacy. The direct effect of recent experience with citizen
disrespect was reduced to nonsignificance, but perceived crime trend (h =
—.096, p = .023) remained significantly and inversely associated with
perceived audience legitimacy.

However, consistent with our theoretical discussion above, it is possible
that officers’ experience with citizen disrespect is one element in the accu-
mulation of their views of citizen animus more generally. If so, citizen
disrespect may be indirectly related 1o perceived audience legitimacy
through perceptions of general citizen animus (Toch 1996). In other words,
recent experiences with citizen disrespect may increase officers’ global
perceptions of citizen animus, which in turn shape perceived audience
legitimacy., We tested for an indirect efTect using a Sobel test with bootstrap
confidence intervals (Hayes 2013; Zhao, Lynch, and Chen 2010). This
analysis indicated that recent experience with citizen disrespect had a sta-
tistically significant indirect association with perceived audience legiti-
macy, through citizen animus (b = —.088, p < 001, 95 percent
confidence interval [—.118, —.059]).” That is, officers’ personal experi-
ences with disrespect in the past year influenced their global assessments
of how citizens tend to behave toward police, which in turn shaped their
perceptions of whether the public sanctions their legal authority.
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Study 2

Method

For our second study, we conducted a survey with a national probability
sample of municipal police chiefs. Using the National Directory of Law
Enforcement Administrators, we obtained the mailing addresses of 12,039
municipal police departments along with the names of their current police
chief. We placed each of these departments into one of the four strata based
on the number of officers they employed: 0-24, 25-49, 50-99, and 100 or
more.” We then drew a random sample of 624 agencies from each stratum,
resulting in a stratified random sample of 2,496 departments.

In February 2018, we prenotified the chiefs of each police department
in our sample about the survey via a postcard, which informed them of the
upcoming mail survey and provided a link to an online version if they
preferred to take it at that time. One week later, we mailed the survey
(along with a cover letter outlining the purpose of the study and their
rights as research participants) to the chiel of each department in our
sample. Again, they were given the option to complete the survey online
if they preferred. We then mailed surveys along with reminder letters to
those who had yet to respond approximately two weeks later (Dillman
et al. 2009), We received 675 surveys (369 by mail, 306 online) by the
time data collection ended in mid-April, resulting a 27 percent response
rate.” As noted previously, the best available evidence indicates survey
response rate and nonresponse bias are only weakly correlated (Peytcheva
2013; Pickett et al. 2018). This evidence, coupled with other evidence that
we discuss later, bolsters our confidence that this sample is representative
of the population from which it was drawn.

Dependent Variable: Audience Legitimacy

There is an ongoing debate among criminologists about the proper concep-
tualization of legitimacy (Reisig, Bratton, and Gertz 2007; Tankebe 2013;
Tyler and Jackson 2014). Most often, researchers have measured audience
legitimacy similar to the way we did in study 1, as obligation 1o obey,
However, Tankebe (2013) has proposed a four-dimensional construct con-
sisting of procedural justice, distributive justice, lawfulness, and effective-
ness. Mono-operation bias occurs when researchers assume that any one
measure, like the Audience Legitimacy scale used in study 1, accurately taps
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some broader theoretical concept, like audience legitimacy, but the findings
actually differ depending on the specific measures used (Shadish et al.
2002). Given the aforementioned debate about legitimacy, in an effort to
minimize mono-operation bias and threats to external vahidity, we used
different survey questions to measure perceived audience legitimacy in this
study, and surveyved a different sample. This second study also enabled us to
examine potential relationships between our dependent variable and addi-
tional, theoretically germane variables. We asked respondents to indicate
their agreement (1 = strongly agree o 5 = strongly disagree) with the
following seven statements: Mosr residents believe the police ... (1) are
corrupt, (2) use rules and procedures that are fair to everyone, (3) clearly
explain the reasons for their actions, (4) treat people with respect, (5) are
biased against them, (6) do a good job tackling crime in the community, and
(7) represent their values (Tankebe 2013; Tankebe et al. 2016). Exploratory
factor analysis indicated the seven items loaded onto a single construct (see
Online Appendix A). We coded responses so that higher scores reflected
greater perceived andience legitimacy and averaged them to create a mean
index ( = .76). Descriptive statistics for each vanable included in the
analyses for study 2 are presented in Table 3.

Predictor Variables

Citizen animus. We asked respondents to indicate their level of agreement
with the same seven statements used to measure citizen animus in study 1.
As with study 1, factor analysis with promax rotation indicated the citizen
animus and audience legitimacy questions loaded onto separate factors (see
Online Appendix A). Accordingly, we coded items so that higher scores
reflected greater perceived animosity of citizens and averaged them to
generate a mean index, cifizen animus (o0 = 81).

Hostile media perceptions. According to Crank and Langworthy’s (1992:339)
institutional theory of policing, the media represent one of many actors in an
institutional environment “on whom departments depend for legitimacy.™
While several studies have examined the impact of media coverage on offi-
cers” perceptions, our study goes beyvond much of the existing research by
measuring views about both national and local media (Nix and Pickett 2017).
Per our theory, and prior work, perceptions ol local media should be most
important since agencies have stronger relationships with local news organi-
zations and often lean on them to communicate with the public (Chermak and
Weiss 2005; Surrette 2001), Matusiak (2019), for example, asked police
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Table 3. Descriptive Statistics for Weighted Variables (5tudy 2—Mational S5ample).

Listwise Multiple

Deletion Imputation®
Wariable N Mean 5D Mean SD® Minimum Maximum
Audience legitimacy 654 3938 0457 3935 0458 1857 5
Citizen animus 660 2746 0641 2746 0641 | 4714
Hostile local media 655 2359 0707 2362 0710 | 5
Hostile national 655 3767 0700 3768 0.700 2 5

media

Violent crime rate® 589 5057 1.228 5065 1.223 0 7.939
%Black” 625 1.327 1.220 1329 1213 0 4.557
HHispanic® 625 |.B37 1073 1841 1.068 0 4550
Change %Black” 624 2825 0249 2815 0248 0483 3.885
Change %Hispanic® 624 2525 0345 2527 0344 1.014 4417
Chief 657 0853 — 0851 — 0 I
Years of experience 632 27.366 9.174 27388 9.143 3 50
Master’s degree 630 03267 — 0.271 — 0 |
Large agency 665 0054 — 0.054 — 0 |
White male 618 0B&S — 0862 — 0 |
South (reference) —_ — — — — — —
Mortheast 657 03268 — 0267 — 0 |
Midwest 657 0368 — 0368 — 0 |
West 657 0158 — 0.158 — 0 |
Population size® 625 Bel5s 1407 Bse47 1407 4Bl 14.621
Unemployment rate® 626 1.995 529 1994 0523 0 3.339
#Trump voters 631 53.219 16081 53690 |6.085 B.405 82.335

Mote, OLS = ordinary least squares,
25 imputations, N = 665 for each variable. "Obtained via the “misum” command in Stata 15.
“Matural log transformation.

chiefs in Texas how impactful 26 stakcholders—including national and local
media—were to their organization (0 = not important at all to 5 = extreme
importance). The sample rated local media’s impact as more important than
national media (means = 3.82 and 1.59, respectively). In multivariate anal-
yses, local media perceptions were inversely associated, whereas national
media perceptions were positively associated, with the organizational goal
of prioritizing law and order (see also Matusiak, King, and Maguire 2017).

We asked respondents to consider how the media portrays law enforce-
ment, both nationally and locally. They were asked whether “NATIONAL
MEDIA COVERAGE of law enforcement” is (1) positive or negative, (2)
fair or unfair, (3) truthful or untruthful, and (4) reliable or unrehiable. For
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cach question, respondents were asked to answer on a four-point item-
specific response scale (e.g., 1 = very positive, 2 = positive, 3 = negative,
and 4 = very negative). We then presented respondents with the same set of
questions as they pertained to “LOCAL MEDIA COVERAGE of their
agency.” Responses to these eight items loaded onto two factors with
acceptable loadings (national media = .75-.83, local media = .84-.86).
As such, we created two mean indexes, hostile national media (o = 8E)
and hostile local media (e = .93), wherein higher scores reflect a belief that
media coverage of the police is more hostile.

Average violent crime rate. Using UCR data, we calculated each jurisdiction’s
average violent erime rate from 2014 to 2016.” For each vear, we divided
the total number of murders and nonnegligent manslaughters, rapes, rob-
beries, and aggravated assaults in each jurisdiction by its reported popula-
tion and multiplied by 100,000. Similar to previous studies (Baumer et al.
2003), we averaged these annual rates to create a three-year average violent
crime rate, which ranged from 0 o 2,802 violent crimes per 100,000 citi-
zens (mean = 349). In order to reduce the right skew of this variable, we
used its natural log in our analyses.

Minority presence. We used data from the 2016 American Community Sur-
vey's (ACS) 5-year estimates to calculate the percentage of each city’s
population who identified as (1) Black or African American alone or (2)
Hispanic or Latino (of any race). Percent Black ranged from 0 to 94,32
(mean = 11.79) and percent Hispanic ranged from 0 to 93.66 (mean =
14.02). Both variables were right skewed, so we again used natural log
transformations to normalize the distributions. The transformed versions
of %Black and " Hispanic served as predictors in our analyses. We also
obtained estimates of each city’s racial/ethnic makeup from the 2,000
decennial census in order to calculate absolute changes in “iBlack and
YHispanic from 2000 to 2016, Change "“0Black ranged from —14.38 to
32.65 with a mean of 1.60. Change % Hispanic ranged from —7.24 to
72.88 with a mean of 4.35. Both variables were skewed, so we used their
natural log transformations in our analyses.

Controls

We controlled for several respondent/agency characteristics in our models.
We controlled for rank with a binary variable (1 = chief, 00 = other), as
some surveys were completed by an officer other than the chiel.” We also
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controlled for respondents’ vears of experience with a continuous variable
and their level of education with a binary variable (1 = master’s degree or
higher, () = less than master’s degree), as there 1s evidence that each is
associated with cynicism/distrust of citizens (Paoline, Myers, and Worden
2000; Shjarback et al. 2018; Sobol 2010). In addition, we controlled for the
size of the respondent’s department, since chiefs of small departments are
generally more accessible to the public (Brown 1981) and may enjoy a more
informal relationship with citizens (Kowalewski et al. 1984). Chiefs of
larger departments, meanwhile, tend to be more cynical of their commu-
nities (Regoli et al. 1989). We defined departments with 100 or more
officers as a laree agency (1 = yes, 0 = no). Although limited, there is
evidence of a possible relationship between perceived audience legitimacy
and officer race, gender, or the mteraction of the two (Gau and Paoline
2017; Paoline et al. 2000; Worden 1993). Most of our sample reported being
non-Hispanic White (89 percent) and male (94 percent). The small number
ol non-Whites and females would make resulting regression coefficients for
separate binary control variables unstable, Therefore, we elected to control
for race and gender with a single binary variable, White male (1 = yes,
(0 = na).

We controlled for various community characteristics as well. Prior
research has uncovered regional vanation in terms of the danger officers
face on the job, as measured by assaults (5. Wilson and Zhao 2008) and
felonious killings of officers (Kaminski 2008). Such incidents are more
prevalent in the southern United States, so it is plausible officers working
in the South may perceive lower levels of audience legitimacy than do their
counterparts from other regions. Region is measured with three dummy
variables: Northeast, Midwest, and West (South is the reference group).'”
Similarly, large cities and those with higher levels of unemployment tend to
experience higher levels of crime, making it necessary to control for these
factors as well (Chiricos 1987; Nolan 2004; Phillips and Land 2012). The
population size and unemployment rate of each department’s city were
obtained from 2016 ACS’s S-year estimates. Population size ranged from
126 to 2.2 million with a mean of approximately 63,000, Unemployment
rate ranged from 0 percent to 27.2 percent with a mean of 7.47 percent. Both
were highly skewed., so we used their natural log transformations as control
variables in our models. Finally, studies suggest political conservatism is
associated with various attitudes toward police including support for the use
ol force (Gerber and Jackson 2017; Silver and Pickett 2015), militarization
(Moule, Fox, and Parry 2019), and overall confidence in police (Cao, Stack,
and Sun 1998). By extension, a jurisdiction’s political climate might
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influence officers’ perceptions of their audience legitimacy. Therefore, we
controlled for the percentage of the county that voted for Donald Trump in
2016 as a measure of the local political climate (Leip 2018).

Analytic Strategy

Prior to analysis, we weighted the sample in order to account for the sam-
pling design, which oversampled larger departments. As in study 1, our
outcome variable was a mean scale that approximated a normally distrib-
uted continuous variable. Accordingly, we used OLS regression 1o test
Hypotheses 2-6. Due to evidence of heteroscedasticity, we estimated mod-
els using robust standard errors. Collinearity did not appear to be a problem
in any of the models. All VIFs fell below 3.0 (mean VIF = 1.77), and none
of the bivanate correlations exceeded |.70] (Tabachnick and Fidell 2007).
As in study 1, we used multiple imputation (m = 25) to account for item-
missing data (McKnight et al. 2007)."" Again, respondents with complete
data and those with missing data on one or more variables were not signif-
icantly different in terms of their mean andience legitimacy, suggesting we
met the MAR assumption.'? The number of subjects per variable in each of
our regression models well exceeds 20, and our sample size is sufficient for
80 percent power to detect prespecified individual regression coefficients
for medium-sized effects (Maxwell 2004; Tabachmick and Fidell 2007).

Results

Fifty-seven percent of this sample scored 4 or higher on audience legiti-
macy (mean = 3.94, 5D = 46), indicating the majority felt their commu-
nities believe police treat people fairly, act lawfully, and deal with crime
effectively. Citizen animus ranged from 1 to 4.71 with a mean of 2.75 (§D =
64). Just 2 percent of the sample scored 4 or higher on this scale. Indeed,
compared to officers employed at the southern agency surveyed in study 1
(mean = 3.42, 5D = .66), this sample of executives expressed significantly
lower perceptions of citizen animus (1 = —17.67, p < .001). Hostile local
media ranged from 1 to 5 with a mean of 2.36 (5D = .71)., whereas haostile
national media ranged from 2 to 5 with a mean of 3.77 (5D = .70). The
difference in means is statistically significant (r = —39.72, p < .001) and
indicates respondents generally believe national media coverage of policing
1s more negative, unfair, untruthful, and unreliable than local media cover-
age of their agency, specifically. To be sure, just 5 percent of the sample
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scored 4 or higher on hostile local media, whereas nearly 47 percent scored
4 or higher on hastile national media.

Table 4 presents the results of our multivariate analyses. In model 1, we
regressed perceived audience legitimacy onto citizen animus along with
the control variables. Supporting Hypothesis 2, citizen animus (b =
—.297, p =< .001) was significantly and inversely associated with perceived
audience legitimacy. Population size (b = —.050, p = .046) and the
unemployment rate (b = —.147, p = .011) were also significant, such that
executives working in larger cities, and cities with higher levels of unem-
ployment, perceived lower levels of audience legitimacy. In model 2, we
regressed audience legitimacy onto hostile local and national media per-
ceptions, as well as the controls. The results supported our third hypoth-
esis, in that greater perceived hostility of the local media (b= —.170, p <
A001) was inversely associated with perceived audience legitimacy. Per-
ceived hostility of the national media was nonsignificant. Unemployment
rate (b = —.202, p = .003) was again signficantly associated with per-
ceived audience legitimacy.

Model 3 of Table 4 presents the results of an OLS model that regressed
audience legitimacy onto violent crime rate and the controls. The violent
crime rate (b = —.060, p = .018) was significantly and inversely associated
with perceived audience legitimacy, consistent with our fifth hypothesis.
The unemployment rate again had an inverse relationship with perceived
audience legitimacy, but the relationship was not statistically significant
(h = —.142, p = .053), In model 4, we regressed perceived audience
legitimacy onto our minority presence measures, along with the controls.
Percent Black was statistically significant (b = —.064, p = .030), such that
executives working in cities with a larger percentage of Black residents
perceived lower levels ol audience legitimacy. This provides partial support
for our sixth hypothesis, and it is worth noting that this effect was significant
independent of variation in unemployment rate {which was itself significant:
h = —.156, p = .020). However, percent Hispanic was nonsignificant, as
were changes in the percentage of the Black and Hispanic populations,

Model 5 of Table 4 presents the results of an OLS model that regressed
perceived audience legitimacy onto all of our predictor and control vari-
ables. The model provided further support for our second, third, and fifth
hypotheses. Citizen animus (b = —.275, p < .001), hostile local media
(h = —098, p = .045), and violent crime rate (b = —. 058, p = .020) were
each significantly and inversely associated with perceived audience
legitimacy. Percent Black was rendered nonsignificant by the inclusion
of these other predictors.
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Discussion

Police ofTicer behaviors have lar-reaching impacts on their own lives, the
lives of citizens, and the communities they are entrusted to protect
(McLean et al. 2019). While most officer behaviors are beneficial to the
public, some officer actions rise to the level of misconduct or compla-
cency that can inhibit the fulfillment of public safety or directly harm
citizens and officers. Therefore, it is necessary to gain solid understand-
ing of the factors that shape line-level officers” attitudes and behaviors, as
well as those of higher ranking officers. Perceived audience legitimacy—
the extent to which officers believe the public views them as a legitimate
authority—has recently emerged as an important predictor of numerous
police-related outcomes, When officers believe the public trusts the
police, defers to their power, and sanctions their authority, it provides
the feeling of empowerment and confidence. In turn, officers who believe
the public affords them more legitimacy are more likely to using demo-
cratic styvles of policing and, ultimately, use force less frequently
(Jonathan-Zamir and Harpaz 2018; Tankebe and Mesko 2015). Accord-
ingly, we need to know what factors are associated with officers’ percep-
tions of audience legitimacy. Not only will this provide a deeper
understanding of the dynamics of audience legitimacy, 1t may also allow
us to understand more fully why certain factors produce favorable or
unfavorable officer behaviors. Our studies addressed these issues and,
in this final section of the article, we discuss the main findings and their
theoretical and practical significance.

Citizen animus was strongly associated with perceived audience legiti-
macy in both of our studies. Patrol officers and executives who believed
citizens, in general, display greater disrespect toward the police felt the
public affords the police less legitimacy. This is not terribly surprising but,
nonctheless, the finding adds to the broader literature on the dialogic
model of legitimacy (Bottoms and Tankebe 2012). What is more interest-
ing, however, is that in study 1 we found that officers who had more recent
exposure to disrespectful citizens had lower perceived audience legiti-
macy, but this relationship was rendered statistically nonsignificant once
we controlled for officers” global views of citizen animus. Further analysis
revealed that citizen animus mediated the effects of personal experience
with disrespectful citizens. This suggests that direct citizen disrespect
increases officers’ global beliel that members of the public tend to be
disrespectful toward the police, which subsequently diminishes their per-
ceptions of audience legitimacy.
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These hindings inform our broader understanding of the development
and effects of cynical orientations toward the public among police. The
direct experience of disrespect likely has a cumulative effect and shapes
officers” opinions regarding citizens’ intentions, demeanors, and levels of
cooperation (Niederhoffer 1967; Toch 1996). Our studies extend this lit-
erature by suggesting that officers’ global perceptions of citizen animus
contribute to a cynical outlook in general and lead them to believe the
public does not afford them legitimacy. This finding has important con-
sequences for how officers may interact with the public. Perceived lack of
audience legitimacy will tend to make officers less likely to use demo-
cratic styles of policing (e.g., use procedural justice) and more likely to
use force (Bradford and Quinton 2014; Tankebe and Mesko 2015). Simi-
larly, if “the organizational culture of police departments 1s shaped by the
values articulated by their leaders™ (Tyler 2011:261), agencies led by
executives who perceive low levels of audience legitimacy may be less
likely to engage with their community or listen to their concerns. For
example, in Oregon, two sheriffs have recently directed their deputies
to stop responding to calls for service inside Portland city limits, citing
a “hostile environment” created by residents and politicians (Sparling
2019). In other words, direct and vicarious experiences with citizen dis-
respect produce more cynical global views about citizens’ behavioral
tendencies toward police and, in turn, diminish perceptions of audience
legitimacy, which may lead to less desirable police behaviors.

In study 2, we found that hostile local media coverage of the police
reduces perceptions of audience legitimacy. This suggests that local media
may serve as a symbolic representative of the public in the eves of
management-level police officers. With this finding, we see that local
media coverage of the police has implications for how executives feel and
behave. Negative media coverage, while warranted in some situations, may
further alienate the police from citizens and lead to behavioral adaptations
like depolicing or, the opposite, more aggressive law enforcement (Shjar-
back et al. 2018) if their attitudes transfer to the rest of their agencies (Tyler
2011). In fact, the trickle-down model, which has been supported by a long
line of organizational behavior research, would anticipate such a process
(Mayer et al. 2009). The good news is twofold. First, this finding also
suggests that positive media coverage of the police may improve execu-
tives” views of citizen behavior and audience legitimacy. Second, we found
that executives’ perceptions of hostile national-fevel media coverage of
policing did not significantly affect their views concerning the amount of
legitimacy their local community affords them. This suggests that the
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intense scrutiny of the police across the United States may not necessarily
have adverse effects on police attitudes and behaviors as much as we may
have thought (Nix and Pickett 2017; Wolfe and Nix 2016). Indeed, policing
is a local activity; our evidence suggests executives have the ability to
separate other jurisdictions” animosity toward the police from their own.

At the outset of these studies, we argued that officers’ experiences with
citizen disrespect, cumulatively developed global views of citizen animus,
and opinions of local media coverage were key explanatory variables of
perceived audience legitimacy, Our findings supported this argument. Yet
we also contended that officers” working environments play an important
role in this process, consistent with danger perception theory. Much of the
extant literature has tested danger perception theory with objective indica-
tors of crime (e.g., levels of community violence) rather than perceived
levels of danger. Accordingly, in study 1, we measured ofTicers’” perceptions
of the crime trend in their jurisdiction. Officers who believed the crime rate
had increased recently were less likely to believe the public views the police
as a legitimate authority. Study 2 confirmed this relationship with
management-level officers and by using an objective indicator of crime
rate. We showed that executives who worked in areas with higher violent
crime rates perceived less andience legitimacy, independent of their own
views concerning citizen animus or hostile media coverage. This finding is
consistent with prior studies that have tested danger perception theory and,
coupled with findings from study 1, suggests future research on the topic of
audience legitimacy can utilize perceived or objective indicators of danger,
as cach yielded similar findings.

The observed relationships between real/perceived crime and audience
legitimacy also improve our understanding of the dialogic model—local
policing context matiers because it serves as a cognitive heuristic when
considering how much legitimacy the public affords the police. This mental
shortcut is likely based in reality because communities with higher crime
rates have higher rates of assaults on officers and lower levels of citizen
cooperation (Kaminski, Jefferis, and Gu 2003; Kaminski and Sorensen
1995). Coupled with Shjarback, Nix, and Wolfe's (2018) recent findings,
the literature now provides compelling evidence that violent crime rates
shape executives” psychological orientations toward the public by increas-
ing views ol citizen animus, decreasing feelings of legitimacy from the
public, and inhibiting confidence that the public will cooperate with offi-
cers. Such factors may prove to be important causal mechanisms that
explain the long-established connection between community structural
characteristics and neighborhood-level variation in officer use of force
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(Shjarback 2018). Accordingly, the most pressing issue for future research
aiming to build on our findings is to determine the extent to which officers’
perceptions of audience legitimacy mediate the link between violent crime
rate (and other structural characteristics) and police use of force (and other
important outcomes). We were limited in our ability to explore this Tull
process because measuring officer use of force (or other potentially con-
troversial outcomes) with survey methodologies is difficult. We hope our
analyses motivate future research that connects survey data (e.g., regarding
perceptions of audience legitimacy) with official, line-level officer data.

Finally, we argued that the racial/ethnic makeup of a community also
would serve as a cognitive heuristic for executives when thinking about
how much legitimacy the public afTords the police. The logic behind this
argument was that because minorities have more negative views of the
police (Carr, Napolitano, and Keating 2007; Decker 1981; Tyler 2003),
executives would perceive less audience legitimacy in jurisdictions with
larger or growing minority populations. In a truncated model, we saw that
the percentage of the population that was Black was associated with less
perceived audience legitimacy, but this effect was diminished (to nonsigni-
ficance) by the inclusion of perceived citizen animus, hostile media cover-
age, and violent crime rate. This suggests that the racial/ethnic makeup ol a
community 15 much less salient 1o executives when they assess the level of
support they have from the public. Experience with citizen disrespect,
perceived hostility of local media, and high violent crime levels are what
appear to undermine perceived audience legitimacy. In some respects, we
view this as an encouraging finding because many narratives suggest that
breakdowns in police-community relations emanate from racial/ethnic ani-
mosity. At least in our studies, this does not necessarily appear to be the
case when considering officers’ and executive officers’ opinions,

While these findings add to the literature, it 1s important to acknowledge
the limitations of our analyses. First, we employed an alternative measure of
perceived audience legitimacy in study 2: a four-dimensional construct
comprised of perceived procedural justice, distributive justice, lawlulness,
and efTectiveness in the eves of the public. This is consistent with Tankebe’s
(2013) theoretical reasoning, which derived from prior work by Weber
(1978), Beetham (1991), and Coicaud (2002). Our motivation for using this
alternative measure was not (o pick a side in the debate about the appro-
priate conceptualization of legitimacy, but rather to be thorough. Indeed, (o
employ one set of measures, but not the other, would amount to picking a
side in the absence of empirical evidence. As Jackson and Bradford (2019)
pointed out, Tankebe’s (2013) analyses cannot be cited as evidence that his
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proposed conceptualization is more preferable than those who adopt the
view that legitimacy is comprised of feelings of trust in and obligation to
obey authorities. To be sure, “legitimacy is an abstract and unobservable
psychological construct, and there are numerous ways to operationalise the
perceived right to power, aside from the standard ways ol institutional trust
and/or normative alignment and/or obligation to obey™ (Jackson and Brad-
ford 2019:22-23). Our supplemental analyses revealed that citizen animus
was significantly and inversely associated with procedural justice, distribu-
tive justice, lawfulness, and effectiveness (see Online Appendix C). If we
assume that legitimacy is best conceptualized as trust in the police and felt
obligation to obey them, these findings suggest the effect of citizen animus
on perceived audience legitimacy is slightly more distal and may operate
indirectly through its effect on perceived procedural justice, distributive
justice, lawfulness, and/or effectiveness in the eyes of the public. Unfortu-
nately, we could not test for this possibility, but we hope that future studies
will endeavor to do so. In any event, Jackson and Bradford (2019:22)
submit that “there 1s space for alternative approaches to measuring legit-
imacy,” and we concur. However, our studies cannot speak to which
approach is superior.

Second, our contextual indicators were city-level measures that cannot
account for neighborhood heterogeneity, which could result in aggregation
bias. Again, we hope future research builds on our findings by examining
similar issues at the neighborhood level, particularly because police atti-
tudes and behaviors can vary within patrol districts, squads, and shifis
(Klinger 1997). Third, the mediation analysis we conducted in study 1
sugeests that officers” recent experiences with disrespectful citizens were
indirectly associated with perceived audience legitimacy, through their
direct effect on global perceptions of citizen animus, Although consistent
with prior observations (Toch 1996; Van Maanen 1978), it is also possible
that officers’ perceptions of citizen animus influence the way citizen inter-
actions unfold and are interpreted by officers. For example, an officer who
perceives higher levels of citizen animus may police more aggressively
(Pickett and Nix 2019), which could anger citizens and prompt them to
curse at the officer, call him or her names, or exhibit otherwise disrespectful
behaviors. In the case of this officer, experiences with citizens being dis-
respectful might be the more proximate predictor of perceived audience
legitimacy, as opposed to his or her global perceptions of citizen animus. As
our data were cross sectional, we cannot rule out this possibility.

Finally, the response rates in both studies were low, creating the poten-
tial for nonresponse bias. There 18 meta-analytic evidence from surveys of
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different populations (voters, employees, hospital patients) that response
rates are weakly correlated with nonresponse bias (Groves and Peyicheva
2008), but maybe it is different for police surveys. No evidence exists that it
is, but it is possible. Nonresponse biases regression coeflicients only when it
induces a correlation between the regressors and the error term—that is,
when the outcome causes nonresponse, or when the list of regressors
excludes common causes of both nonresponse and the outcome (Solon,
Haider, and Wooldridge 2015; Winship and Radbill 1994). We have no
reason (o believe this occurred in either study. The response distributions to
several other questions on our surveys closely align with those elicited from
similar questions on larger, nationally representative surveys conducted by
the National Police Research Platform (Morin et al. 2017) and the Bureau of
Justice Statistics (Hyland 2018)."% This boosts our confidence that the
results are unbiased. Further supplementary analyses (see Online Appendix
() support this assumption and suggest that even if there is substantial
nonresponse bias (an outcome-nonresponse correlation exceeding r =
|.50/), the main substantive findings are unlikely to change. Nevertheless,
future research should replicate our studies using data from police surveys
with higher response rates.

In the end, our studies revealed that officers’ experience with citizen
disrespect, global views of citizen animus, perceptions of hostile local
media coverage, and the local violent crime rate are central predictors of
the extent to which they believe the public views them as a legitimate
authority. These findings are important in their own right, but even more
so when we consider the possibility of audience legitimacy explaining the
relationships between other variables and officer behaviors. For example,
citizen demeanor and community context (e.g., violent crime rate) each
predict officer behaviors such as the use of force. Our studies demonstrate
these same lactors are key predictors of audience legitimacy. Thus, audi-
ence legitimacy may be a key intervening mechanism. We hope future
research attempts to explore this possibility.

Authors’ Note

A previous version of this article was presented at the 113th annual meeting of the
Amencan Sociological Association in Phuladelphia, PA.

Declaration of Conflicting Interests

The author(s) declared no potential conflicts of interest with respect to the research,
authorship, and/or publication of this article.



32

Journal of Research in Crime and Delinquency XX{X)

Funding

The author(s) disclosed receipt ot the following financial support for the rescarch,

authorship, and/or publication of this article: Umiversity of Nebraska Omaha Col-
lege of Public Affairs and Community Service Urban Research Grant.

ORCID iD
Justin Nix & https://orcid.org/0000-0002-3812-8590

Supplemental Material

Supplemental matenial for this article 15 available online.

MNotes

1.

In terms of gender and race, 90 percent of respondents were male (vs, 90 percent
of the agency), and 67 percent were White non-Hispanics (vs. 69 percent of the
agency). In terms of age, 17 percent of the sample were 50 or older (vs. 14
percent of the agency), 44 percent were in their 40s (vs. 40 percent of the
agency), 32 percent were in their 305 (vs. 36 percent of the agency), and 7
percent were o their 20s (vs. 11 percent of the agency).

As noted by a reviewer, citizen animus and recently disrespected are concep-
tually similar. There is a moderate bivariate correlation between the two scales
(r = .46; see Online Appendix B, Table B1), but factor analysis (with promax
rotation) indicated the individoal items vsed to construct cach scale load on
separate factors. The full pattern matrix for this analysis 15 available on request.
We obtained substantively similar results using listwise deletion (available on
request).

. “Complete data™ group mean = 3496 versus “Some missing data™ group

mean = 3.359 (¢ = 1180, p = .24).

Full results are available on request.

The Bureau of Justice Statistics utilizes a similar sampling strategy (i.e., stra-
tifying by agency size) tor its Law Enforcement Management and Administra-
tive Statistics survey (sce also Strom and Hickman 2010).

. We removed 10 of the 675 respondents because 1 worked for a sheriff's depart-

ment, 1 worked for a village department that contracts with its state police force,
and 8 failed to provide enough information for us to determine which stratum
from which they were sampled.

At the time of this writing, the 2017 Uniform Crime Report (UCR) had not yet
been published.

Approximately 27 percent of respondents were not the chiet ot their depart-
ment. However, the majonty of these (over 80 percent) were hieutenants,
majors, commanders, deputy chiefs, or other high-ranking officers.
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10, Regions were defined as they are in the UCR,

11. As i study 1, results using hstwise deletion were substantively similar {avail-
able on request).

12, “Complete data™ group mean = 3.932 versus “Some missing” group mean =
38066 (r = 1483, p = .14).

13, As one example, 63 percent of the sample we surveyed as part of study 1
supported or strongly supported wearing body worn cameras, comparced with
66 percent who reported being in favor on the National Police Research Plat-
form survey (Morin et al. 2017). Similarly, we asked the sample surveyed in
study 2 whether their agency was currently using body wom cameras. Forty-
seven percent responded “yes,” compared with 48 percent who answered yes on
the 2016 Law Enforcement Management and Adminisirative Staiistics survey
administered by the Bureau of Justice Statistics (Hyland 2018).
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mission not only to provide educational programs of the highest caliber to prepare students for leadarship in
public service, but also to reach out to the community to help solve public prablems.

The College has become a national leader among similar colleges, with nine pregrams ranked in the top 25 in
the nation. Our faculty ranks are among the finest in their disciplines. Faculty, staff, and students are integral
to the community and state because of our applied research, service learning, and community partnerships.
We take our duty sericusly to help address social needs and craft solutions to local, state, and national
preblems. Far more infermation, visit our website: cpacs.unomaha.edu

CPACS Urban Research Awards

Port of the mission of the College of Public Affairs and Community Service (CPACS) is to conduct research,
especially as it relates to concerns of our lecal and statewide constituencies. CPACS has always had an
urban mission, and one way that mission is served is to perform applied research relevant to urban society in
general, and the Omaha metropelitan area and other Mebraska urban communities in particular. Beginning
in 2014, the CPACS Dean provided funding for projects with high relevance to current urban issues, with the

potential to apply the findings to practice in Mebroska, lowa and beyond




The State of Nonprofit
Advocacy in Nebraska:

Findings from the
2018 Nebraska Nonprofit Advocacy Survey

Jodi Benenson, Ph.D.
School of Public Administration
University of Nebraska at Omaha

Jo Giles

Coalition for o S’rmng Mebraska

Marj Plumb, DrPH
Coalition for a Strong Nebraska

Hannah Young
Monprofit Association of the Midlands

MNovember 2019

Funding for this research was provided by a (insert year] Urban Research Award from
the College of Public Affairs and Community Service Dean's Office.

Nebiaska | ()

maha







THE STATE OF NONPROFIT ADVOCACY IN NEBRASKA:

Findings from the 2018 Nebraska Nonprofit Advocacy Survey

Jadi Benensaon, Ph.0., Ull-lwelsi[:,' af Mebraska at Omahda
Jo Giles and Marj Plumb, DrPH, Coalition for a Strong Mebraskao
Hannah Young, Nonprofit Association of the Midlands

STUDY OVERVIEW

Without the invalvement of nonprofit organizations in the F’:-c:rli::yr’ruiking process, the populations nenprofits
serve are left without effective representation. By giving input to the process of developing public policies,
nonprofit orgonizations not only protect the wellbeing of their clients, but also reach beyond assistance to
promote economic and social justice, strengthen democracy and equality of opportunities, and enhance civic
participation in order to promote a collective goal or interest,

In 2018, the University of Nebraska Omaha's 5chool of Public Administration partnered with the Coalition
for a Strong Mebraska and the Menprofit Association of the Midlands to survey 148 Nebraska nonprofit
leaders and 41 state-level policymakers to understand current nonprofit advocacy knowledge and trends in
the state,

This research showed that many nonprofit staff and policymakers lack knowledge about nonprofit lebbying

rules. There also is divergent thought between which lobbying activities Nebraska nonprofits currently use
and the type of lobbying activities policymakers think are most effective.

NONPROFIT AND POLICYMAKER ADVOCACY AND PERCENT WITH
LOBBYING KNOWLEDGE CORRECT AMSWER

) . CORRECT

Monprofits and policymakers were given Nonprofits | Policymakars ANSWER
a list of seven statements aboul legal
odvocacy and lobbying rights. The toble to Support or oppose legislation . .
the night provides a snapshot of each of the under currant IRS requlations % 75% TES
staterments ||||||1g with the ||-&-|¢Er‘:t|::|uﬂ af
respondents who selected the right answer. Take a policy position without

reference to o piece of lagislation, Fl 784 YES
As seen in the table, misconceptions a bill, ete.
exist oround the role nonprofits can play
in advococy and lobbying in Mebraska, Support or oppose regulations 75" 83% YES
suggesting the need for an increase in
statewide education. _

Lobby if port of your budget 474 60 YES
For example, only 47% of nonprofit leaders comes from government funds
tnderstond that thre_-,-' oiild |-::||:::-|:‘;-:,r if pl:lrl:
of thei bllllg.ﬂt comes fram government Usa government funds to lobby T6% 657 NO
funds, but 76% understood that they could
nob use those government funds to lobby,

Endorse a candidate or electad L
Additionally, only 35% of policymakers official about policy matters 4 A4 NO
understood that 501 |r]|1] r'||||1|:_‘:-|||ﬁ|:
organizations cannot endorse a condidate Sponsor a forum or candidate

or elected official about policy matters. debate for alectad affice 444 Lt YES



WHAT NONPROFIT ACTIVITIES ARE THE MOST EFFECTIVE FOR POLICY CHANGE?

Monprofit organizations frequently engoge in advococy octivities, but it is often unclear which activities are the most effective
for policy change, In this survey, nonprafit leaders were given a list of cdvecacy activities and asked to share how frequently
they engoged in these activities. Policymakers were given the same list and were asked how effective these activities are toward
influencing public policy. The figure below shows recommended engogement levels for specific advocacy actnities based on the
perceved perspective of state policymakers,

LOW PRIORITY: MEDIUM PRIORITY: HIGH PRIORITY:
YOUR CALL IF YOU HAVE THE CAPACITY EMGAGE IN THESE ACTIVITIES

= Fila legal briafs or filing suits in = Attand o haaring = Lobby in person

court = Enter inte coalitions with othar + Testify at hearings
* Discuss gront opportunities orgonizotions + Work and meet with

with governmant * Interact sociolly with public officials governmant ot all stoges of the
= Participate or organize pubdlic = Work in an advisory group policy process

demonstrations, marches, ete, = Work 1o appoint or elect publie offickals * Respond o requests for

= Encourage mernbers ar ellents to information from policymakers
cantact policymakers

A/ /
&%

S, W,
VAN

AN
SPECIFIC FORMS OF COMMUNICATION MATTER FOR EFFECTIVE ADVOCACY 77

* MOST EFFECTIVE: Email and phone calls are the mest frequently used strategies by nonprofits, and the most effective
strotegies according to policymakers.

= LEAST EFFECTIVE: The use of social media sites such as Twitter and Facebook are the least effective,

* AMOTHER PREFERRED METHOD: Policymakers consistently stated in-person meetings as anather highly effective form of
communication.

NLUMPROFIT LISE POLICYMAKER'S PERSFECTIVES CIN
FOR ADVOCACY DIFFEREMT FORMS OF COMMUMICATION
Mot Effective Moderately .
At All Effective Very Effective
g Email 2% 41% 29%
@ Phone 0% 4% 4%
g Twitter 10% 0%
m Facebook 15% 2%
Video
2a%
@ Conferencing
Websitas,
Blogs




WHO FROM A NONPROFIT ORGANIZATION IS INFLUENTIAL IN SHAPING PUBLIC POLICY?

This research also sought to determine which individuals have the greatest influence in shaping public policy. While executive

directors are aften tasked with advocacy and engagement, policymakers also seek the voices of individuals impacted by policy
decisions such as direct service providers and individual members/clients.

LOW INFLUENCE MEDIUM INFLUENCE HIGH INFLUENCE
» Confributors other than = Political party leaders = Individual policy experts
mambears or cliants = Dithar national organizations » Direct service providers
* Foundations and other funding activa in palicy * Elacted and oppointed officials
GENces = Board members = Executive Directar
* Professlonal staff
* Individual members ar cllents

HOW CAN MY ORGANIZATION MOVE FORWARD WITH ADVOCACY?

The findings in this brief highlight the importont gaps in advocacy knowledge among Mebraoska nonprofit leaders and state-level
policymakers, but also provide areas for growth.

Get Educated: Monprofits and policymakers continue to be misinformed about nonprofit advococy and lobbying rights. Make
sure to seek information and training in Nebraoska through orgonizations such as the Coalition for a 5trong Mebraska and/

or Monprofit Associotion of the Midlands, er natienal arganizations such as Bolder Advecacy and the National Council of
Monprofits.

Get Focused: Prieritize vour nenprofit activities based on your erganization’s goeals and capacity, Based on this study’s findings,

we recommend a focus on lobbying in person, testifying at legislative hearings, or working directly with government officials to
effectively influence policy change,

Get Strategic: When deciding who to involve in advocacy work, it is just as important to involve and train members, clients,
direct service providers, individual policy experts, and other staff as it is yvour executive director or board president.



RESPONDENT DEMOGRAPHICS

The final sample for this study consisted of 148 Mebraska nonprofit leaders and 41 Mebroska state policymakers.

NONPROFIT P Omaha 60% Kearney 2%

LOCATIONS Lincoln 23% Lyons 1%
Grand Island 2% Papillion 1%

Other Areas 11%

Ainsworth, Alliance, Aurora, Beatrice, Columbus, Elkhorn, Fairbury, Fremont, Lexington,
Lyons, Macy, Norfolk, North Platte, O'Neil, Oxford, Red Cloud, and Scottsbluff

NONPROFIT TYPES NONPROFIT RESPONDENTS

Human Services 47% CEO/ Executive Director/
Public, Societal Benefit 27% Another Director 48%

Education and Research 27%
Health 26% Staff Member 40%

Other 19% Other 9%

Arts, Culture, and Humanities 15% Board Member 3%
Environment and Animals 5%
Religion 3%

et d ol 1% POLICYMAKER RESPONDENTS
Other included: Public Safety, Civil Rights

and Liberties, Housing, and Youth LEBISIQUW o

Administrative Aides 50%
Other positions (e.g., Legal
EXPERIENCE WITH ADVOCACY Counsel, Ombudsman) 25%
: L State Senator 12.5%
of nonprofit organizations

40% have engaged in advocacy Researcher or Analyst 12.5%

for 20 or more years Time spent in these positions
ranged from 4 months to 31 years,

23 y have engaged with an average of 5 years
O for 0-2 years spent in these roles.
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About the College of Public Affairs and Community Service

The College of Public Affairs and Community Service (CPACS) was created in 1973 to ensure that the

university was responsive to the critical secial needs of our community and state. The College was given the
mission not only to provide educational programs of the highest caliber to prepare students for leadership in
public service, but also to reach out to the community te help solve public prablems.

The College has become a national leader among similar colleges, with nine programs ranked in the top 25 in
the nation. Qur faculty ranks are amang the finest in their disciplines. Faculty, staff, and students are integral
to the community and state because of our applied research, service learning, and community partnerships.
We take our duty sericusly to help oddress social needs and craft solutions to local, state, and natienal
problems. For more infermation, visit our website: cpacs.unomaha.edu

CPACS Urban Research Awards

Part of the mission of the College of Public Affairs and Community Service (CPACS) is to conduct research,
especially as it relates to concerns of our local and statewide constituencies. CPACS has always had an
urban mission, and one way that mission is served is to perform applied research relevant to urban society in
general, and the Omaha metropelitan area and other Nebraska urban communities in particular. Beginning
in 2014, the CPACS Dean provided funding for projects with high relevance to current urban issues, with the

potential to apply the findings to practice in Mebraska, lowe and beyond
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« Supporting research
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» Methodology
» Results
« Discussion
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* Introductions

= This study was made possible by a grant from the Center for Public Affairs
Research — Urban Research Grant

* Investigators

*  Principle Investigator— Christopher M. Kelly, Ph.D., UNO — Dept of Gerontology
«  cmkely@unomaha.edu or 402 554 4124

«  Co-investigator — Nancy Kelley, Ph.D., UND -- Grace Abboit School of Social Work
« nikelley@unomaha.edu or 402 554 4886

*  Co-Investigator = Paul P. Falkowski, Ph.D., Community 360°AolunCheerLeader LLC
»  paul@voluncheerleader.com or 402.214 4673
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« Background

Experience/Background

Anecdotal evidence of volunteer impact
Personal conversations with care staff, residents and families

Feadback from volunlears

IN THE BEGINNING | WAS VISITING ABOUT 170 NURSING HOMES EACH YEAR -
ABOUT 5 EACH WEEK.

-

| WAS BECOMING A STUDENT OF LONG-TERM CARE

-

LISTENING TO WHAT THE STAFF WOULD TELL ME OR THE RESIDENTS REALLY
INDICATED THAT MORE THAN ENTERTAINMENT, THEY NEEDED TO FEEL LIKE
SOMEONE CARED ABOUT THEM.
* “THERE ARE A LOT OF PEOPLE AROUND ME, BUT THERE 15 NO ONE HERE
JUST FOR ME."
* | ASKED AN ACTIVITY DIRECTOR, “"HOW MANY VOLUNTEERS DO YOU
NEED?" HER RESPONSE: “ABOUT 140." "HOW MANY PEOPLE LIVE HERE?"
"ABOUT 140"

-

TOM, AVOLUNTEER SAID, “f TALK TO MY WIFE A LITTLE DIFFERENTLY AND I HUG
MY CHILDREN A LOT MORE, MY VIEW OF LIFE HAS CHANGED.”

-

ALL OF THIS FEEDBACK INSPIRED ME TO CONTINUE TO PURSUE MY OWN
VOLUNTEERING BUT IT ALSO INSPIRED ME TO GET OTHERS INVOLVED.
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Background

» Dissertation results
= Positive relationship between personalized activibes and nurse hours per patient day (nhppd).
- (Falkowski, 2013)

M = 1142; P<05

FOR MY DISSERTATION, | USED THE NATIONAL NURSING HOME SURVEY OF 2004
TO LOOK AT THE RELATIONSHIP BETWEEN VOLUNTEER PROGRAMMING AND THE
ONE QUALITY MEASURE THAT WAS AVAILABLE TO ME, NURSE HOURS PER PATIENT
DAY.

THE SAMPLE SIZE WAS LARGE AND RESPRESENTATIVE OF THE INDUSTRY.
AMAZINGLY, THE 2004 SURVEY COLLECTED DATA ON VOLUNTEER PROGRAMMING!

THE VOLUNTEER ACTIVITIES FACTORED INTO TWO GROUPS, LARGE GROUP
ACTIVITIES AND PERSOMALIZED ACTIVITIES. AND YOU CAN SEE FROM THE RESULTS
HERE THAT THERE WAS A POSITIVE RELATIONSHIP BETWEEN PERSONALIZED
ACTIVITIES AND THE PROXY VARIABLE FOR QUALITY OF CARE.

| GOT PUSHBACK AT THE TIME BECAUSE STAFFING RATIOS WERE NOT VIEWED AS
A INDICATOR OF QUALITY OF CARE, HOWEVER, THE CMS IS NOW USING STAFFING
RATIOS AS A QUALITY INDICATOR.
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» Background

Exemplary volunteer programs
Baycrest Health Sciences —
Toronto

250 bads - 1,200 volunieers
Voluntears working in nearty
every departmeant

Elizabeth Knox Hospital and

Mursing Home = Auckland, NZ
248 beds — 900 wolunteers/ 3
volunteer coordenators
Valunteers onsite 24/7 working in
nearly every dapartmeant

« MY VISIT TO BAYCREST HEALTH SCIENCES IN 2017 WAS INCREDIBLE. :;;

* THEIR VOLUNTEER PROGRAM WAS PHENOMANAL. VOLUNTEERS WERE WORKING
IN EVERY DEPARTMENT OF THE NURSING HOME. AND THE PROFESSIONAL STAFF
15 UNIONIZED AND THERE WAS A "RESPECTFUL" COOPERATION BETWEEN THE
VOLUNTEER PROGRAM AND THE UNIONS.

* | ASKED JILL WOODWARD, CEQ OF ELIZABETH KNOX HOW SHE CREATED SUCH AN
INCREDIBLE VOLUNTEER PROGRAM. HERE RESPONSE WAS "I STARTED BY HIRING A
GREAT VOLUNTEER MANAGER!™

+ 50 ALL OF THESE EXPERIENCES CAME TOGETHER TO INSPIRE ME TO PURSUE
RESEARCH INTO NURSING HOME VOLUNTEER PROGRAMS AND PRODUCING NOT

JUST QUALITATIVE EVIDENCE BUT QUANTITATIVE EVIDENCE THAT VOLUNTEERS
ARE INDEED IMPACTING QUALITY OF CARE OR QUALITY MEASURES.



The Boomer Age Wave

* |F YOU'RE IN THE COMPANY OF SOMEONE WORKING IN THE FIELD OF AGING, IT
WON'T BE LONG BEFORE YOU HEAR THEM TALKING ABOUT THE AGE WAVE AND
THE 80 MILLION BABY BOOMERS TURNING 65 AT THE RATE OF 10,000 EACH DAY.

+ WHAT YOU MIGHT NOT HEAR THEM TALKING ABOUT JUST YET IS THE 88 MILLION
MILLENNIALS THAT ARE NOT FAR BEHIND.

= BUT THI5 GRAPH DOES NOT ACCURATELY REPRESENT THE PICTURE, BECAUSE IT IS
NOT ONE WAVE AFTER ANOTHER INSTEAD IT IS ONE WAVE LAYERED UPON
ANOTHER. AND 50 THE MORE ACCURATE PICTURE WOULD LOOK LIKE THIS.



886 milllon prople
over the age of &5

Curmanthy — 15,000 nursing homes with
1.5 million residents

« AND SO RATHER THAN ONE WAVE FOLLOWING ANOTHER. YOU

HAVE THIS CUMMULATIVE EFFECT AND YOU CAN SEE WHERE WE
ARE NOW AND WHERE WE ARE HEADED.

« |F ¥YOU THINK WE'RE TALKING ABOUT HEALTH CARE TODAY, COME

BACK IN 2040 OR 2050 WHEN SOME 96 MILLION PEOPLE WILL BE 65
YEARS OF AGE OR OLDERI

« HOW MANY PEOPLE ARE LIVING IN NURSING HOMES TODAY: ABOUT

1.5 MILLION IN 15,000 NURSING HOMES

« HOW MANY PEOPLE WILL BE LIVING IN NURSING HOMES, IT'S HARD

TO SAY BUT THE ODDS TODAY OF NEEDING A NURSING HOME AT
AGE 65 ARE 1 OUT OF 4! SO YOU CAN DO THE MATH. IT'S MORE
THAN SOBERING

« IF THIS ISN'T ENOUGH TO GET YOUR ATTENTION, LET'S LOOK AT

THE NEED FOR WORKERS.
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Background WORKFORCE SUPPLY AND DEMAND, 2012 TO 2022

ard 1w e Wrakery Nl 1,317,200

.......

« BY 2022 WE WILL NEED 1,3 MILLION DIRECT CARE WORKERS.

THE DEPARTMENT OF LABOR REPORTED THIS STATISTIC THIS WAY
AND THAT IS WHY | AM SHARING IT WITH YOU THIS WAY

IF EVERY FEMALE, EVERY WOMAN ENTERING THE WORKFORCE
WOULD DECIDE TO BECOME A DIRECT CARE WORKER INSTEAD OF
ALAWYER, OR ENGINEER OR TEACHER, THAT WOULD ADD ABOUT
227,000 NEW WORKERS WHICH DOESN'T EVEN COME CLOSE TO 1.3
MILLION.

WITH THAT THESE KINDS OF STATISTICS STARING US IN THE FACE,
WE CANNOT AFFORD TO IGNORE ANY POTENTIAL RESOURCE,
INCLUDING PEOPLE THAT LIVE IN QUR CITIES AND TOWNS, THAT IS

VOLUNTEERS.
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+ Supporting Research
= "Volunteers experiences visiting the cognitively impaired in nursing homes: A
friendly visiting program.” Damanakis, et al., 2007
*  Purpose = To explore the impact of a frendly visitor program
Volunteers completed three levels of training: general, special cares, and obsening
Resulls
Decreased social solation

Stimulated resident recognition and recall

Volunteers were persistent in their alttempts 1o “connect” with residents
‘Woluntears wanted more training and cngoing training

&

RN

PLURPOSE:

oy

TO EXPLORE THE IMPACT OF A FRIENDLY VISITOR PROGRAM

* THE NATURE OF INTERACTION BETWEEN VOLUNTEER AND RESIDENT DURING
UNSTRUCTURED ACTIVITIES

* THE VOLUNTEER PERCEPTION OF THE EXPERIENCE TO INCLUDE MOTIVATION AND
TRAINING

+ TO "EXPLORE" THE VOLUNTEER'S PERCEPTION OF THE BENEFITS OF THE
PROGRAM

Volunteers completed three levels of training
* General volunteer orientation

* Special care training (5 hours — communications, brain & behavior, ethnicity, and
environment)

10
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» Several weeks of observing residents in various activities and learning physical
plant

Implementation:

. Volunteers committed to 12 weeks of visits

L

Volunteers engaged residents in “unstructured” activities for 30 minutes each

First six weeks individually mentored by the volunteer coordinator

Second six weeks visits were made independent of volunteer coordinator

Results:
Volunteers:

L

Demonstrated empathy

L

Preserved resident identity

L

Stimulated dialogue using prompts at hand

L

Were cognizant of tone, choice of words and used appropriate touch
When asked, volunteers said they wanted:

* Quality training to give them a greater sense of mastery

* On-going training provided in a variety of formats

* Quality information that is readily accessible

10



(]} | UNIVERSITY OF NEBRASKA AT OMAHA

Supporting Research

= “Training volunteers as conversation partners using “Supported Conversation for

Adults with Aphasia” (SCA). Kagan, 2001

* Purpose
+  Evaluate SCA
*  Evaluate volunteer training in SCA

= Forty volunteers participated — 20 trained in SCA and 20 control group

= Results
*  Trained volunteers were scored significantly higher
=  SCAwas effective in improving communications

SCA invalves teaching technigues that will help to reveal the competence of the
patient to engage in conversation of sorts that reveals how the patient IS FEELIING
AND THINKING

The purpose of this study was to:

* Evaluate the "Supportive Conversation for Adults with Aphasia (SCA) training
program and test the efficacy of SCA to improve patient communication

* Test the efficacy of training volunteers in SCA

= Did the training improve the volunteer's ability to communicate with the person

experiencing aphasia?
* Did the technigques improve the patient’s ability to communicate?

Results
* SCA was effective in improving communication

~
A

11
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Volunteers trained in SCA scored significantly higher
Ellen Hickey conducted a similar study with similar results, see Reference page

The point of this is volunteers could and wanted to be trained for more complex
tasks and had the time to do so.

11
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Supporting Research

« “Efficacy of elderly and adolescent volunteer counselors in nursing home setting.”
Nagan, Cimbaolic, & Newlin, 1988

* Purpose — Measure the effects of volunteer training on resident depression
levels

* Forty participants divided into two groups

* Results
«  Therapeutic technique was not a factor
« Age was nota factor
« Significant difference in depression levels between “visited™ and “not visited”

Purpose

Training

L

-

40 participants — 20 elders and 20 adolescents divided into two groups
Each group had 10 elders and 10 adolescents
Both groups received 12 hours of training over a two-day period

One group was trained in empathetic listening and the other group was given
some general information about the aging process

Volunteers were taught, among other things, the principles of nonverbal
communication, attending to content and feeling and reflective listening.

A
e

12



Pl eyt
e

",

(] | UNIVERSITY OF NEBRASKA AT OMAHA

Supporting Research

“The potential of volunteers to implement non-pharmacological interventions to
reduce agitation associated with dementia in nursing home residents”
- van der Ploeg, et.al., 2012

* Purpose — Explore the potental of volunteers to provide non-pharmacological mterventions
+  Volunteers from 17 care communities trained to develop “personalized” activities

+ Results
*  ‘olunbeers developed and provided “personalized” activities
+  Slafl viewed volunbesrs as an inaluable resource
* olunbesrs expressed desire for mone guality training and resources

Purpose

Methodology

* Volunteers were selected 17 facilities (staff & volunteers)

= Thirty-nine volunteers participated in interviews. Most {79%) were female,

* Their mean age was &7 (range 19-90) with two-thirds aged 65 years or older.

* Volunteers were trained to learn the resident’s history, likes and dislikes, and then

develop personalized activities for that resident

Results
* Volunteers developed and provided “personalized” approaches to residents

* Volunteers become confidants, people who were reticent to talk with staff opened

up to the volunteers — this goes to developing trust

13
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Over time staff came to view volunteers as an invaluable source of support

Volunteers expressed desire for guality training and a willingness to learn new
skills for interacting with residents

Additional Observations by the researchers:

L

Despite a growing evidence base, it has been our experience that personalized
activities are frequently not implemented in aged care facilities on a one-to-one

basis,

Preparation and implementation are time-consuming; too few staff members are
available, and staff often lack training.

As an alternative resource, older care volunteers could assist with the
implementation of personalized activities.

.\.'\'.'\"'\."'.".
o
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Theoretical Frameworks .ng'i'i
Power (J017) Melan (1997, 2006}
Person-Centered Care = the Senses Framewaork =
relationship betwean two relationship-centered
people defermines guality of approach = relationships
care and quality of life influence quality of care
and quality of cara
-ichenkity influsnces guality of life Donabedian (1868]
-growih Cluality of Care is reliant on the
-austonomy ~SECLUTly guality of caregiving relationships,
-secunty ~contnuity which in turmn, impacts quality of life
-connectedness “belonging
=Friganing -purpose -Siructural
-joy -tulfillment -Process
-gignificance -Dutsomes
Far
{ * |n his book “Dementia EE}’ﬂnd Disease” Dr. Allen Power prese nts the

I’

“seven domains of well-peing:
+ Identity, Growth, Autonomy, Security, Connectedness, Meaning and
Joy
+ Having our medical needs met is only a small part of person-centered
care,
+ Whaois in a better position to have the time to provide that level of
care than the trained volunteer?

« Similarly Nolan presents person-centered care in his Senses Framework
+ Security, Continuity, Belonging, Purpose, Fulfillment, and Significance
+ Molan takes it a step further by including all actors in the process not
just focusing on the nursing resident
» Does the caregiver feel secure?
« Does the family feel secure?
« Does the older adult feel secure?

+ Donabedian's Model of Quality of Care:
1) structural aspects of care—or how care is organized and what

14



inputs are used to provide care (e.g., time, energy, and skills/capacity of

caregiver),
2) process aspects of care—or how and what is actually done

(e.q., technical activities, interpersonal qualities), and
3) outcomes aspects of care—or the effectiveness of caregiving

efforts (e.g., satisfaction).

The quality of caregiving relationships affects the quality of care provided
and this, in turn, affects the perceptions of quality of life of older adult care

receivers.

14
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Conceptual Model: Impact of Volunteers on Nursing
Home Residents Quality of Care and Quality of Life
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Hired staff and use of volunteers (having them and how they are used) are
dependent upon the type of nursing home being looked at. Activities
volunteers perform influence staff care. Staff care and volunteers have an
impact on the total quality of care provided to nursing home residents. The
quality of care residents receive impacts outcomes on quality measures.
Therefore, quality of care and quality measures lead to quality of life.

Donabedian’s Model of Quality of Care: 1) structural aspects of care—aor how
care is organized and what inputs are used to provide care (e.g., time, energy,
and skills/capacity of caregiver), 2) process aspects of care—or how and what
is actually done (e.g., technical activities, interpersonal qualities), and 3)
outcomes aspects of care—or the effectiveness of caregiving efforts (e.g.,
satisfaction). The quality of caregiving relationships affects the quality of care
provided and this, in turn, affects the perceptions of quality of life of older adult
care receivers,

15
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Methodology

Hypothesis

The strength of the volunteer program and the activibes in which volunteers engage impact
quality measures.

Quality measures used
* Pressure sores
Urinary Tract Infections (UTI's)
Depression
Uze of restraints
Falls
Use of antipsychotics
Uzse of hypnotics

* OUR HYPOTHESIS THEN IS THAT THE STRENGTH OF THE VOLUNTEER PROGRAM

T
S

AND THE ACTIVITIES IN WHICH VOLUNTEERS ENGAGE, IMPACT THE NURSING i
HOMES QUALITY MEASURE SCORES AND ULTIMATELY THE QUALITY OF LIFE OF THE
NURSING HOME RESIDENT.

THERE ARE 18 QUALITY MEASURES. 14 OF THEM ADDRESS PEOPLE WHO WILL BE
IN THE NURSING HOME FOR MORE THAN 100 DAYS AND 4 OF THEM ADDRESS
SHORT 5TAY RESIDENTS OR THOSE PEOPLE WHO ARE IN THE NURSING HOME TO
REHABILITATE AND GO HOME.

FOR THIS STUDY, WE FOCUSED ON THE 14 LONG-STAY QUALITY MEASURES AND IN

PARTICULAR, PRESSURE SORES, UTI'S, DEPRESSION, USE OF RESTRAINTS, FALLS,
USE OF ANTIPSYCHOTICS AND USE OF HYPNOTICS

16
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Methodology

* Measures

Survey was developed using the National Nursing Home Survey — 2004
Longitudinal study examining all aspects of U.S. nursing homes - 1985, 1897, 1999, 2004

The 2004 wave unlike the previous samples included data on the nursing home volunieer
program

Questions for the Volunteer Impact Study were modeled after the NNHS = 2004

. MEASURES

-

SURVEY WAS DEVELOPED USING THE NATIONAL NURSING HOME
SURVEY - 2004 WAVE

THERE WERE FOUR WAVES OF THE NATIONAL NURSING HOME
SURVEY - 1995, 1997, 1989 AND 2004

UNLIKE THE PREVIOUS WAVES, THE 2004 WAVE CONTAINED
QUESTIONS ABOUT THE NURSING HOME'S VOLUNTEER PROGRAM

QUESTIONS INCLUDED:
« HOW MANY DAYS WERE VOLUNTEERS ON SITE
+ HOW MANY VOLUNTEERS WERE PARTICIPATING IN THE
VOLUNTEER PROGRAM
+ AND THEN A LIST OF ACTIVITIES IN VOLUNTEERS MIGHT BE
ENGAGING FOR EXAMPLE LEADING GROUP ACTIVITIES,

17
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Methodology

« Data Collection

« Initially, the survey was distributed electronically using Qualtrics
The response rate was very poor!

Precipitated forming a focus group made up of nursing home administrators
The focus group recommended

» Rewording of certain questions

F  Collecting surveys al conferences,

THE SURVEY WAS LOADED INTO QUALTRICS AND THEN DISTRIBUTED TO SOME 60

NURSING HOMES.

TO OUR GREAT DISMAY ONLY THREE PEOPLE ACTUALLY COMPLETED THE SURVEY.

IT WAS TIME TO REGROUP.

INVITATIONS WERE SENT OUT TO ALL OMAHA NURSING HOME ADMINSTRATORS
INVITING THEM TO LUNCH FOR THE PURPOSE OF DISCUSSING THE STUDY AND

ASKING FOR THEIR SUGGESTIONS TO IMPROVE THE RESPONSE RATE

THE LUNCHEON WAS ATTENDED BY FOUR ADMINISTRATORS WHO SUGGESTED

REWORDING SOME OF THE QUESTIONS AND SETTING UP BOOTHS AT
CONFERENCES FOR THE PURPOSE OF COLLECTING SURVEYS.

18
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+ Methodology

Data Collection

Booths were hosted at LeadingAgeNE and Mebraska Health
Care Association conferences

|

e,

Response rate was greatly improved|
Investigators made personal wisits to remaining ten nursing homes
that did not attend conference.

* BOTH LEADING AGE NEBRASKA AND THE NEERASKA HEALTH CARE ASSOCIATION
AGREED TO LET US HAVE BOOTHS FOR THIS PURPOSE AND TO OUR GREAT
PLEASURE WE COLLECTED WELL OVER 50 SURVEYS.

+ WESTILL HAD TO CHASE DOWN 10 NURSING HOMES AND WE MADE PERSONAL
VISITS TO THEM TO COLLECT THE DATA.

19
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& Moy 7 + Methodology

- [ N «  Data was coded to protect the identities of the participants

L - - =  Fesponses were coded and loaded inio SPSS
L Oneka
3 ol +  Paricipants
S + 52 skilled nursing facilities (SNFs) chosen by proximity 1o
b wurban centers of Omaha and Lincodn
i
s —— Rural or Urban
—— T . Frequency | Percent Walid Cumulative
Percent Percent
ey e Y] Rural 15 288 288 288
| Urban an i B Ti.2 100.0
Total 52 100.0 100.0

THE MAJORITY OFTHE PARTICIPANTS WERE IN THE LINCOLN AND OMAHA URBAN
CENTERS WITH A FEW OUTLIERS

WE INCLUDED THEM IN ANY CASE FOR THE 5AKE OF COMPARISON

THERE WERE 37 NURSING HOMES IN URBAMN SETTINGS AND 15 NURSING HOMES
IN RURAL SETTINGS.

&
e
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+ Methodology

+« Participants

For-profit or Nonprofit
Frequency  Percent Valid Cumulative
Percent Percent

For-profit 24 46.2 46.2 46.2
NonprofitfGovt | 28 538 53.8 100.0
Total 52 100.0 100.0

",

* ITISIMPORTANT TO NOTE THAT THIS SAMPLE IS NOT REPRESENTATIVE OF THE
INDUSTRY DEMOGRAPHICS AND THEREFORE THE RESULTS MAY NOT BE
GENERALIZABLE TO ALL 15,000 NURSING HOMES.

P

i

+ HOWEVER, THE RESULTS FROM THIS STUDY TO INDICATE THAT THESE
RELATIONSHIPS BEAR FURTHER INVESTIGATION.
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Methodology

Participants

Frequency |Percent Valid Cumulative
Percent Percent
No 19 36.5 36.5 36.5
Yes EE] 63.5 63.5 100.0
Total 52 100.0 100.0

22
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Methodology

« Data Analysis

Data was coded and loaded into SP55
Frequencies and descriptive statistics

Stepwise multiple regression analysis

A SEM was attempted but the sample size is too
smaill

Thesi Pruil by |
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Results — Quality Measures

»  Source: Minimum Data Set (MDS) as mn-i\rmlnﬁcﬁml
of November 18, 2018 (uTr's

+  Used “long-stay” data Depression
« Mean score is percent of residents Use of restraints

experiencing condition, episode or

use of drugs 1o manage people Falls

Usa of Antipyschotic Drugs

Use of Hypnotic Drugs

Valid Miszsing  Maean [%] |

52

52

52

52

52

52

52

3.44016433

430876015

4.51450506

33260267

363631346

15.62396408

20.65600210

+ THE MEAN DATA |5 THE PERCENTAGE OF NURSING HOME RESIDENTS THAT

EXPERIENCED THESE CONDTIONS.

R
N

e
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Results - Volunteer Program Characteristics

Walid MELEIng Miean
Use Volunteers 52 0 98
Number of 6 6 s
Days onsite 48 4 4.990

oD 35 17 114.80

« ITIS IMPORTANT TO NOTE THAT 17 NURSING HOMES DID HAVE ANY NOTION AS
TO HOW VOLUNTEER HOURS WERE BEING DONATED. AS A RESULT AN IMPACT
AMNALYSIS WOULD BE DIFFICULT TO PRODUCE.
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Results — Volunteer Activities
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Results — Volunteer Activities

Provides clerical support
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* Results — Volunteer Activities
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 Results — Volunteer Activities
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Results — Volunteer Program Management (Dedicated position)

Has a dedicated volunteer manager Dedicated volunteer manager trained
Currasirave
E Ly ‘vama B Farcard
Carmudatres
— Fregusrey FRrTET waisd Parcens Faroam Mo 5 9.6 625 62.5
i N 45 BE5 BE.S BE.5
walld  Yas 3 5.8 s 100.0
You T 13,5 135 100,00
Total a 15.4 1000
Total 52 100.0 10000
Minaing 44 B4 B
Total 52 1000

L

-

MOST NURSING HOMES IN THIS SAMPLE DID NOT HAVE A DEDICATED VOLUNTEER
MANAGER, .E., SOMEONE THAT IS STRICTY A VOLUNTEER MANAGER.

MOST PEOPLE HAVE NOT RECEIVED ANY FORMAL VOLUNTEER MANAGEMENT
TRAINING

30
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* Results — Volunteer Program Management (Dedicated position)

Dedicated vd:ﬂﬂpi:;r  FAnager yeurs of Dedicased manages 1l or pare-ime

veld g3 I'Iﬂ"h; Mﬂ{j mIh'-'i;:.:l | m:11 Pari-tme ."ni" BT T T
50 ) 38 22 By | Fulltme 8 154 888 1000
167 1 19 1.1 44
e < = e e Total 2 173 1000
8.00 1 19 .1 7a | B
20.00 1 18 n1 8.9 o e
30.00 1 18 7.1 100.0 Total 52 1000
Totst # 173 100.0

Missing & (TR

Total 52 1000

; « 77.8% OF THE VOLUNTEER MANAGERS HAD & OR FEWER YEARS EXPERIENCE.
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Results — Volunteer Program Management (Dedicated position)

Dedicated manager with staff

Fragancy  Percent  alid Percant

No 4 r.7
Yes 4 r.7
valid  Total B 15.4
Missing 44 B84.6
Total 32 100.0

50.0
50.0

100.0

Cumulatios
Pencent

50.0
100.0

* HALF OF THE NURSING HOMES THAT HAD A DEDICATED VOLUNTEER MANAGER

REPORTED THEY HAD STAFF AS WELL.

.\.'\"'.'\"'\.""."-.
o
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* Results — Volunteer Program Management

{Shared position)
Person managing volunteers Shared volunteer manager trained
vakd  Cofiage guke 1 18 22 22
e —— 3 S8 &7 839
ctiviy 28 53B| 822 714 o M B54 a3 713
'E'f.'.',:ﬂ.”“,,,"""“ 13 250 2898 1000 | v  Yes 10 102 27 100.0
45 B85  100.0 Total 4 B46 1000
e T 13.5 Mhaning B 15.4
52 1000 Total 52 1000

* VOLUNTEER PROGRAMS IN NURSING HOMES ARE THE RESPONSIBILITY OF THE
ACTIVITY DIRECTOR OR LIFE ENRICHMENT COORDINATOR

* TEN PARTICIPANTS REPORTED THEY HAD RECEIVED 5OME VOLUNTEER
MANAGEMENT TRAINING




(]} | UNIVERSITY OF NEBRASKA AT OMAHA

* Results — Volunteer Program Management
(Shared position)

Frequency Percent

Ha 40 ik}
. [EvX
Tatal a1 TR
Miasing G99 11 21.2
Total 52 1000

Shared manager has certificate

alid Percent

B7.8

2.4

100.4

Cumulative
Percent

B7 .8

100.0

* ONE PERSON REPORTED THAT THEY HAD A CERTIFICATE IN VOLUNTEER

MAMNAGEMENT

&

s,
‘&}fﬁ
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Results — Volunteer Program Management

(Shared position]

Shared manager time spent on volunteer program

Cumulaties

Frequency Percant ‘akd Pencent Percent

7] 1 18 ag 38
5 1 1.9 e 7.7
1.0 8 1.5 211 ans
1.5 1 1.8 e 38
2.0 " 1.2 42.3 6.9

A 3.0 1 1.8 1B Baa
4.0 1 1.8 3B B4.6
4.5 1 1.8 38 BA.5
5.0 1 1.8 3B B2.3
200 Fi 3.8 T 100.0
Tolal 26 50.0 100.0

Missing  BBD.0 24 50.0

Tatal 52 100.0

* 76.9 PERCENT OF THE VOLUNTEER MANAGERS SPEND 2 OR LESS HOURS PER

WEEK ON THEIR VOLUNTEER PROGRAMS.
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« Results — Cormrelations

Organizational Characteristics with Quality Measures

Corrmiatons’
Uirinuary
Tract
Presdiie  Wlsclons i o
e LT ) Dapreidesn  iedliani Falls
Part of a Chain
Friryoe
0w Ha; 1w Yas Cierrigian Nkl i T ] =176 =184
Rural ar Urban
Fraro
0= Rural; 1=Urban Comeisson LBT -6 - 036 J15 - 4B
Forsprofit or
Nanprafit
0 = Nonprofit. Cramar
1 = For-profit Corrwiamon - 22T 69 g A3

~ Corsigimn m ngreied o P 0 07 el (Dsies

! Consdmean @ egrsiown m rek B v o

Part ol &
Chisn

o

Rural of
Urtsah

S0

Koo
o .

profit

;

URBAN NURSING HOMES IN THIS 5TUDY WERE MORE LIKELY TO BE PART OF A CHAIN

AND A NONPROFIT WHEREAS THE RURAL NURSING HOMES IN THIS 5STUDY WERE

LIKELY NOT PART OF A CHAIN AND FOR-PROFIT

AS FAR AS THE QUALITY MEASURES THE ONLY SIGNFICANT CORRELATION WAS THAT
OF FALLS AND 50 URBAN NURSING HOMES THERE ARE LIKELY TO BE FEWER FALLS.
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* Results — Correlations
Volunteer Program Characteristics with Quality Measures

Urinary Traci
Pressure  Infeclians
SorEs [UTrs)
T
-5 233
~IT0 + 318
495 482
B

s =411

Depression
~T48

[T
-545
154

Use of
resiraimis Falls

ars
D36
T8
-

. bEE Y

=333 =305

Use of

Usi o

Antpyschobc  Hypnotic

Brugs

.E8z%

168

Drugs

- + - o
E ! E E 5

P

LOGGING.

* THERE I5 NO GOOD EXPLANATION AS TO WHY THE USE OF RESTRAINTS AND THE
o USE OF ANTIPSYCHOTICS WERE ALMOST PERFECTLY CORRELATED WITH THE
NUMBER OF VOLUNTEERS AND THE NUMEBER OF HOURS VOLUNTEERS WERE

* HOWEWVER, PLEASE NOTE THAT UNDER THE USE OF HYPNOTIC DRUGS THAT THE
TREMND I5 LESS USE OF DRUGS IN STRONGER VOLUNTEER PROGRAMS.
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Results — Correlations
Volunteer Activities with Quality Measures

Pregsurs WUrinary Cheprennion Lins of Fully Lins af L ool
uTre)

e [ 46 054 024 47 0% 162 30
S ey K2 430 0T 104 083 029 55
if;.',’;m a— o1 152 062 D61 050 A
wrilingreading fI— -0 o3z 213 o1 1%a « 33 A
Provides P " :
Comanaranip Compiai
ASSIE WIth GroUp  Peews
activities I i

" Cromvigime o g o B ] 07 e Qe
* Covplabar o fagretlird o I 0 05 b (] Linkinll
¢ Lomarnn bl

* MEAL ASSISTANCE IS A PERSONALIZED ACTIVITY, THAT IS FEEDING SOMEONE,
ENJOYING PLEASANT CONVERSATION, AND PROBABLY RELAXED AS OPPOSED TO
RUSHING PEOPLE INTO THE DINING ROOM, GETTING THEM FED, AND GETTING
THE NEXT GROUP IN TO BE FED.

"

o
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Results — Correlations
Volunteer Activities with Quality Measures

Urinary
Ui of Use of
Prensars Lina of
[ — .'::-,;_ Depression [ Fully Amfipsychobc  Hypnogc
Provides L
Tow P ]
anteiairments | Cois - DET =067 A53 D4 184 184 ~i03
CONBUCTS rEligious  Peswe .
services P A 207 003 038 -00 147 RE]
o w2 e s e am a0
Provides cleriosl P
suppan ol a1 ~ 168 254 N LT 032 A
Asarsls with Fampe
Er\:lw A Je ¥k | ingg - 053 o 187 - 1B
ombing [
" heairidoing nails r— 50 ~0TE 043 160 04T 43T . 280
" Cpeeigiee o egeiced o B 0 0 el sl
* Coavelilen v sogetie wd o Tl § 05 e | Lkl
T Lomeps Held

* AS'WITH MEAL ASSISTANCE, COMBING HAIR AND DOING NAILS |15 ALSO A
PERSONALIZED ACTIVITY AMD THIS RESULT INDICATES AGAIN THAT PERSONALIZED
ACTIVITIES HAVE POSITIVE OUTCOME ON THE USE OF ANTIPSYCHOTIC DRUGS.
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+ Results — Correlations
Volunteer Activities with Quality Measures
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* WHILE PUSHING A WHEELCHAIR MAY NOT SEEM TO BE A PERSONALIZED ACTIVITY,
IF DOME PROPERLY, IT IS A PERSONALIZED ACTIVITY AS THE “PUSHER" IS TALKING
WITH THE RESIDENT AS THEY TRAVEL TO THEIR DESTINATION.

+ "PROVIDES OTHER DUTIES" IS A BIT VAGUE AND REQUIRES FURHTER

INVESTIGATION, NEVERTHELESS THOSE ACTIVITIES HAD A POSITIVE RELATIONSHIP

WITH THE INCIDENT RATE OF UTI'S

&

s
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« Results — Correlations
Volunteer Activities with Quality Measures
FPresmurs. Lamnary Cepreysoe Lse of Faks Liss of Liss of
Gone Tract Resrmnts Amperrcheic Haprug o
Laon b Chragrs Chugs
T
s Y o 60 200 A58 o7 140 037 1%
s |== 088 000 278 oT4 035 0 .14
QOPSPNING SIS | Comite - .7 ois AN 01 o .2
Provides pel Frmur - W
merspy et D04 024 136 T -207 186
W) iergenersion e a2 an 165 060 008 A 300
T Comwigine o gl @ B 0 0 el el
* Cavplsa o ot o Do § 05 e |2 Linkint]
I &
< * INTERGENERATION ACTIVITIES WOULD BE CLASSIFIED AS PERSONALIZED AS WELL
N A5 CHILDRENM PLAYING WITH THE OLDER ADULTS WOULD ADDRESS SOCIAL

ISOLATION, FEELINGS OF DISCONNECTEDNESS AND 50 ON...
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Results — Correlations
Volunteer Activities with Quality Measures
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* THIS IS A SUMMARY SLIDE THEN OF THE RESULTS OF THE CORRELATIONS

Vi N
i
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* Results — Multiple Regression (stepwise)
Dependent Variable — Antipsychotic Drugs
Gt et 3
0 jrd [1] o] Erow T s i =) Py boiind T Parjus Farm Rl F L AF
1 _{Corstant 0 3 2 07 0 T [ 5 08T T4 4Ta
Ciomibenig b THarag rads. B M) 2 A4 -ar] -2 50 i Ui 0 -2 520 ar ari 471 1 (0N} 1.0
| Ciepersient Vanable Liss of Anbpaychates Drugs
{ * USING THE INCIDENT RATE FOR THE USE OF ANTIPSYCHOTIC DRUGS AND
R CONTROLLING FOR ALL OTHER FACTORS, COMBING HAIR AND DOING NAILS

EMERGED AS A SIGNIFICANT INDICATOR FOR THE USE OF ANTIPSYCHOTICS

* AGAIN WE CAN'T GO TO FAR JUST YET AS FAR AS WHAT CONCLUSIONS WE DRAW
BUT WE CAN SAFELY SAY A RELATIONSHIP EXISTS AND FURTHER INVESTIGATION
INTO THESE RELATIONSHIPS IS WARRATED
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Results — Multiple Regression (stepwise)
Dependent Variable — Hypnotic Drugs
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THE USE OF HYNOTIC DRUGS

AND AS WITH THE PREVIOUS REGRESSION MODEL, WE CANNOT GO TO FAR BUT
WE CAN SAFELY SAY THAT A RELATIONSHIP EXISTS AND FURTHER INVESTIGATION

|5 WARRATED.

* USING THE INCIDENT RATE FOR THE USE OF HYPNOTIC DRUGS, AND
CONTROLLING FOR ALL OTHER VARIABLES, ASSISTING WITH OFFSITE ACTIVITIES
AND ONCE AGAIN COMBING HAIR AND DOING NAILS EMERGE AS INDICATORS FOR

&

s,
\}fﬁ
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Discussion
« Volunteer activities influence quality measures

*  Personalized activities vs group activities seem to have the most impact on the use of
psychotics

. vulunteer program management is limited
Volunteer program managers were most likely not trained in volunteer managemani
= Seventy-six percent of the volunteer managers spent two hours or less each week on their
volunteer program
«  Seventeen volunteer managers did not know how many hours were being logged
*  Volunteer programming was an add-on to existing duties

« Volunteer programming needs to be taken more seriously
Impacts “Star Rating”

Acts as a conduit for attracting new workers

Counters the negative image of nursing homes as a place to avoid

Provides meaningful relief for overworked care staff
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Recommendations

» Alarge scale study is needed to:

* Further explore relationship between volunteer activities and
quality of care outcomes.

» Assess the cost-benefit of volunteer activities for nursing homes.

» Allow for more rigorous statistical analysis, e.g., structural equation
modeling (SEM).

""\-."'\-\.-"'."'.
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ONCE AGAIN WE WANT TO THANK THE CENTER FOR PUBLIC AFFAIRS RESEARCH FOR
AWARDING THIS GRANT THAT MADE THIS ALL IMPORTANT STUDY POSSIBLE ANDIT IS £
OUR HOPE THAT THIS 5TUDY WILL PROVIDE THE IMPETUS FOR FURTHER RESEARCH.

THANK YOU!
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