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ABSTRACT 
 

The world of law enforcement is changing, some say faster than police agencies 

can realize the change and the need for new ideologies and philosophical ideas. Police 

officers are constantly looking for agencies that provide more money and other 

incentives they are not receiving at their current agency. This paper examines why law 

enforcement agencies should offer incentives, other than monetary, in order to retain 

experienced law enforcement officers instead of losing them to the appeal of a larger 

salary. Some of these incentives are innovative in nature, while others are forgotten or 

neglected ideas that seem basic, but they could be paramount in retaining law 

enforcement officers. This paper also examines various ideas and philosophies from 

academic sources regarding managerial skills, leadership skills, and theories in hopes 

that an officer might remain at a police agency as a result of appreciation. By 

implementing various methods and placing theories into practice, law enforcement 

agencies can retain quality law enforcement officers and improve their overall well- 

being. 
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INTRODUCTION 

 
Despite the pleas of many to have all law enforcement agencies in the United 

States be congruent in every aspect from operations to pay, too many variables come 

into play to make this a possibility.  For this reason, every law enforcement agency in 

the United States is as different as fingerprints are on each individual. The U.S. 

Department of Justice stated in 2008 that there were over 16,000 state and local law 

enforcement agencies in the United States (Reaves, 2008). Each law enforcement 

agency has their pros and cons with regard to the workplace. The fact remains that law 

enforcement agencies are working hard at obtaining and retaining qualified law 

enforcement officers and are in constant competition with other law enforcement 

agencies that are attempting to do the same thing. The main problem which arises is 

that not every law enforcement agency has the ability to obtain and retain police officers 

through salary based incentives. This forces cash strapped police agencies to seek 

non-salary based incentives in order to retain quality police officers. 

Police officers are human and seek out what employment is best for them. The 

term hedonism applies to this type of ideology. Hedonism is the idea of humans 

achieving pleasure while avoiding pain (Hale, 1994).  This idea relates to the retention 

of law enforcement officers because as members of humanity, they, like everyone else, 

are seeking the greatest amount of pleasure while keeping pain to a minimum in their 

workplace. If a law enforcement officer can accomplish the tasks of his job with little 

political strife, harassment from ranking officers, and without citizen complaints, then he 

has achieved one of the goals of hedonism- working with as little pain as possible. 
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Encouraging employees to remain with their employers and to make the most out 

of their productivity is far from a new concept. Whether discussing managerial 

philosophies of corporate America or leadership styles of various police agencies, it 

becomes imperative to accomplish the goals of the company or agency while providing 

the utmost employee satisfaction possible. Frankly speaking, a happy employee is a 

productive employee. 

Law enforcement agencies should utilize non-salary based incentives in order to 

retain qualified police officers. Due to current social factors, the economy, and the 

dangers of law enforcement, the pool of qualified applicants for police officers and 

current qualified police officers has diminished. Each community an agency serves 

wants the best officers possible. When that community cannot provide a good income 

for a qualified police officer, then they must seek non-salary incentives to retain those 

qualified officers.  As of 2013, the average employee only stays with their employer for 

1.5 years (Efron, 2013). If law enforcement agencies utilize non-salary based 

incentives to retain qualified officers, the agency could save money, provide a higher 

sense of well-being for the officer, and improve relations with their community. 

POSITION 
 

Many law enforcement agencies and police officers alike seek the best benefit for 

their own purposes. Perhaps it is human nature. Needs that have not yet been attained 

by people influence their behavior (Maslow, 1943). With perspective of Maslow’s 

hierarchy of needs, it is understandable that police officers might leave their current law 

enforcement agency to seek greener pastures of another law enforcement agency that 

has the ability to offer more money.  This process also serves law enforcement 
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agencies who have the ability to offer economic incentives as they can seek and retain 

the best qualified police officers. So it becomes even more imperative for law 

enforcement agencies who are not economically advantaged to strive to retain officers 

through non-salary based incentives. With the ability to retain officers through these 

means, a law enforcement agency can save more money than hiring a new officer. 

Recruitment costs can be devastating on the budget of a law enforcement 

agency. Many might think that hiring a new officer to replace one that just left might 

save money because their salary would most likely be less than that of the departing 

officer. It is important to realize that the costs of hiring a new officer can prove to be 

more than first realized. The cost of sending an officer out to recruit new personnel at 

academies, schools, and other events cost money through time and set up costs. 

Background investigations, polygraph examinations, applying physical fitness tests, 

grading psychological exams, providing a field training officer to sit with the new recruit 

for three months to ensure they have on the job training, all are just a glimpse of money 

that has been allocated or reallocated to obtaining a new employee to be hired and 

trained enough to be on their own. One also needs to take into account the loss of 

revenue the seasoned officer would have brought into the city via citations, arrests, etc. 

The Jacinto City Police Department (2014) evaluated the costs of a new police 

officer from the first interview to being released off of the field training program to a total 

cost of $24,306.41.  This new officer starts off at $15.00 an hour totaling $31,200 a  

year. Add this to the three-month training cost which totals $48,306.41 for the first year 

of training. This is a great deal of money to invest in someone who might or might not 

make it in the first year of employment.  According to the U.S. Department of Justice, on 
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average, police agencies with 500 or more officers have a recruiting budget of $50,000 

while police agencies with less than ten officers have a recruiting budget of $1,000 

(Reaves, 2008). These issues could be avoided if there were ways of retaining current 

police officers through non-salary based incentives. 

Many police agencies are looking for a good mixture of new officers, who they 

can mold to their liking, and veteran officers with the experience necessary to assist in 

guiding those with no or little experience. According to Reaves (2008), a third of the law 

enforcement agencies with less than 100 officers and half of the law enforcement 

officers with more than 100 officers actively recruit candidates who have prior law 

enforcement experience. It is easy to see that competition occurs between various law 

enforcement agencies for these experienced officers. If a particular agency does not 

have the ability to obtain these experienced law enforcement officers through monetary 

means, they must utilize non-salary based incentives to retain them. Using non-salary 

based incentives to retain good, trained officers will result in a better situation than 

trying to hire and train a new officer who might not have any knowledge of the 

community they are about to serve or any idea of how the particular law enforcement 

agency operates. 

By retaining a current officer through non-salary based incentives, a law 

enforcement officer can save money on multiple levels. If an employer was concerned 

about their employees, they would make attempts to ensure the employee’s well-being 

and satisfaction was at a maximum level. In a Bill Blackwood Law Enforcement 

Management Institute of Texas lecture, Dr. Susan Fiechtner discussed a stress and 

working model which pressed that if an organization contributed to an employee’s 
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occupational stress with issues involving physical environment, individual, group, and 

organizational situations, there would be higher absenteeism among the employees 

(Fiechtner, 2015). 

Many theories and studies have been conducted on what makes employees 

happier and more productive and why employees leave their employers. The overall 

well-being of the employee has a direct impact on whether or not that employee will 

remain working at your law enforcement agency, regardless of salary. In a study 

conducted in several first world nations, the overall lifestyle of an employee ranked as 

one of the most important things to workers (Marshall & Bonner, 2003). This idea 

includes the necessity of keeping an employee satisfied at work with a sense of pride 

and worthiness in order to keep their productivity up and thus giving them a sense of 

purpose. Job satisfaction, less internal stress, and improving community relations are 

all important reasons why an officer’s well-being is important in retaining law 

enforcement officers without the use of salary-based incentives. 

One statistic showed that among Oklahoma police officers, only 58% of the 

police officers were satisfied with their respective police agencies and 26% no longer 

desired to remain in law enforcement (Bruns, 2005).  If this becomes a nationwide 

trend, law enforcement agencies across the United States could suffer due to the 

inability to retain satisfied, productive members of the agency.  It becomes imperative 

for law enforcement managers to ascertain why there is widespread dissatisfaction and 

to make an attempt to change practices in order to improve satisfaction and well-being 

of the police officer. 
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Bruns (2005) also pointed out that the rate of job satisfaction among Oklahoma 

police officers is widely based on emotions, not demographics. These emotions, or 

well-being, include an officer’s feelings of the desire to help others, the adventure of the 

job, and the desire to enforce the law and to fight crime (Carlan, 2007). Most people in 

life attempt to make sense of a purpose by attempting to accomplish what they believe 

to be meaningful in lieu of their inevitable mortality (Becker, 1973).  Some people try to 

find this meaning of accomplishment in their work. When these people believe that their 

work is insignificant in terms of not making a mark in the world via work, they feel 

helpless and hopeless (Pines & Keinan, 2005). 

Everyone knows someone who absolutely dreads going to work every day. 
 
There is a popular saying that if a person loves their job, they will never work a day in 

their life. The truth is that happier employees call in sick less, are more productive, and 

have a higher sense of job satisfaction. A study conducted in one police department 

showed that the most significant factor for job satisfaction was not one’s salary, but 

rather the daily work environment (Zhao, Thurman, & He, 1999). The outcomes of this 

study prove valuable to ascertain why it is important to keep an officer happy with a 

police agency. Pines and Keinan (2009) stated “this goal can often be achieved without 

significant monetary expense, a huge advantage in times of shrinking budgets” (p.11). 

The Hawthorne experiments of 1924 paved the way for many other experiments 

and ideas in the realm of behavioral responses, this being in the workplace. In this 

experiment, scientists altered environmental changes to find if there would be a change 

in worker productivity. Scientists focused on variables of temperature, humidity, and 

illumination.  Other variables which affect an employee’s happiness and self- 
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actualization could be imagined as a substitute for the variables utilized in the 

Hawthorne experiment. Roethlisberger (2008) stated, “A human problem to be brought 

to a human solution requires human data and human tools” (p. 140). In essence, one 

must determine what could be wrong and, with a human fix, make it right. By 

accomplishing this, a police officer will be content with job satisfaction and his overall 

well-being. 

With short-sightedness, many people look at salary based incentives as 

indications on where they desire to work, believing that if they make more money, they 

will be happier in life. This is not always the case.  Many police officers will state that 

one of the most stressful calls they can be dispatched to is to respond to the police 

department. This is due to the unknown of whether or not they are in some sort of 

trouble from their supervisor. For the sake of officer retention, leaders at a police 

department must take the time to ensure that they are doing everything possible to 

reduce the amount of work related stress for police officers, including investigating all 

possible non-salary based incentives in an attempt to achieve this goal. It is imperative 

for any progressive law enforcement agency to explore and attempt to utilize various 

theories and paradigms in an effort to constantly improve the agency. 

In 1960, Douglas McGregor produced The Human Side of Enterprise which 

described two basic postulations of organizational actions detailed in the Theory X and 

Theory Y. Theory X states that people naturally detest work and will avoid it if possible. 

Theory Y states that one’s work can be a positive source of self-satisfaction (McGregor, 

2008).  Law enforcement agencies must produce a positive, productive environment 

that challenges the police officer to remain a viable place of employment. 
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Theory Y postulates the idea that people desire to work as an avenue for self- 

achievement. This theory assumes employees will work with a sense of self-direction 

and self-control in order to achieve their personal goals (Wilson & McLaren, 1977). 

Leaders of law enforcement agencies need to set good examples for their employees to 

strive to follow for the self-achievement feeling (Wilson & McLaren, 1977). This will 

result in a sense of trust by the employee to the leaders of a police agency. As long as 

there is trust, there is communication that could assist upper management in retaining 

quality police officers. Employees who fall under this type of leadership are more 

inclined to take a greater sense of responsibility for their actions as well as strive to 

succeed and produce in the manner the organization demands (McGregor, 2008). 

The Disney Institute has been highly publicized among various businesses in an 

attempt to learn of their perceived success and to attempt to emulate their practices in 

hopes of receiving similar outcomes in fields of leadership, employee engagement, 

quality service, and business excellence (Eisner, 2001). Managers from businesses all 

over the world pay a great deal of money to attend seminars at Disneyworld in Florida to 

learn new ideas, philosophies, and paradigms which the Disney Corporation has 

implemented (Eisner, 2001). The belief is that these managers can return to their 

respective employers and utilize the knowledge they received and employ the 

knowledge at their businesses in hopes of improving their overall workplace. 

Disney has prided themselves on paying attention to the numerous diminutive 

details that the other companies do not take the time or effort to do (Eisner, 2001). This 

type of thinking is included in their quality service cycle model which includes: 

guestology (seeking the desires of guests), service theme, service standards, delivery 
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systems, and integration. Translated into police terminology, guestology is adhering to 

the desires of the community. Service theme and standards is practicing and promoting 

the police mission statement. Delivery systems equates to how the police will interact 

with the public and community. The integration portion will deal with bringing all aspects 

of police services together to serve the public in a similar fashion as that of the Disney 

Quality Service Cycle. 

The service theme is an organizational statement that expresses its desires and 

service goals, both externally and internally (Eisner, 2001).  This would equate to a 

police department’s mission statement and, more importantly, a desire and dedication to 

commit to the mission statement. This mission statement would address the desires for 

progression in the community and inside the police department as well. By utilizing this 

model, qualified police officers might feel wanted and given a sense of purpose by the 

supervisors in the law enforcement agency and therefore will remain at the law 

enforcement agency instead of seeking employment elsewhere which provides a higher 

income incentive. 

It is imperative for any progressive law enforcement agency to explore and 

attempt to utilize various theories and paradigms in an effort to constantly improve their 

agency.  A lesser known theory which needs to be utilized to assist in the retention of 

law enforcement personnel is the appreciative inquiry theory. The idea of possibly 

implementing a form of the appreciative inquiry theory into a law enforcement agency is 

novel, however, its concepts and ideas could prove useful for the promotion and 

happiness of those employed within that agency, thus improving the job satisfaction and 

overall well-being of the police officer resulting in a higher retention of police officers. 
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The concept of appreciative inquiry was devised by Dr. David Cooperrider in 

1982 when he completed his dissertation on the subject at Case Western Reserve 

University.  Salopek (2006) stated that Cooperrider described appreciative inquiry as  

“an approach to large scale organizational change that involves the analysis of positive 

and successful [rather than a negative and failing] operations” (p. 21). Larivee (2007) 

simply described the concept of appreciative inquiry as disregarding the idea of focusing 

on trying to fix what does not work and instead focusing on what does work.  This kind 

of approach takes what is working and grows on that positive concept instead of 

dwelling on the negative.  Cooperrider and Whitney (2008) stated “In appreciative 

inquiry, intervention gives way to imagination and innovation; and design” (p.463). 

Appreciative inquiry has to be a different way of thinking for most of us who 

usually focus on anything negative before discovering anything positive. Everyone 

wants to feel needed and feel that they would be missed (Salopek, 2006). If a person 

pays attention, full attention, to others, they will, in turn, pay full attention to them. This 

is a learned habit that will result in a basis of trust, motivation, sense of mission, and 

better community relations (Sitze, 2004). As one can imagine, the idea of becoming a 

better person by looking inward to achieve a more positive outlook will grow with others 

and eventually transform neighborhoods, communities, and workplaces into better 

places to exist as a result of the appreciative inquiry concept. 

What appreciative inquiry will do is transform an organization that is based on the 

constant construction of negativity and failure to a place where there can be a set of 

positive notions in place which grows upon itself (Gergen, 2001). This could be a 

catalyst to keep a wanted officer at an agency without regard to a high salary. Gergen 



11 
 

 
 
(2001) stated that appreciative inquiry works within the organization to “locate stories of 

desirable or ideal relations – cases in which groups work well and effectively with each 

other” rather than focusing on talk of negativity where the process is instead focusing on 

whom is to blame (p.166).  With the transformation of a law enforcement agency 

utilyzing the idea of the appreciative inquiry model, happier, positive police officers will 

eventually promote to higher ranks.  This, in turn, will promote appreciative inquiry, 

which will feed upon itself into an overall happier police officer who will remain at that 

police agency regardless of pay. 

Many theories, books, tests, and workshops have been developed over time to 

suggest a seemingly infinite amount of management styles which might or might not be 

an effective tool at any given organization (Boleman & Deal, 1997). Discussed here are 

only just a few, but these can be developed into positive skills and practices to ensure a 

successful police agency and promote the possibility of retaining police officers through 

non-salary based incentives.  Many of these theories and approaches towards a 

positive change contain ideas and beliefs that are interchangeable with each other. The 

fact remains that one must absorb all the different styles and create a unique individual 

style that works for their organization. Various forms of leadership styles can have a 

powerful impact on both productivity and morale (Boleman & Deal, 1997). 

It is important to reiterate that retaining a qualified, trained police officer is 

imperative to quality police departments. If offering that officer more money is not an 

option, then seeking non-salary based incentives must be utilized. Another reason why 

this is important is for the betterment of the community. 
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A retained police officer will know the community in which he serves better than a 

new recruit which results in better community relations. Longer employed officers will 

know more about their community, not just in respect to who is who in the community, or 

having greater knowledge of the geographical area of the community resulting in the 

ability to reduce call response times, but possibly, more important, the officer will know 

what belongs where as well.  A tenured officer would know that a particular vehicle is 

new to the area or have knowledge on when a certain business is supposed to be open 

or closed. The experienced law enforcement officer would know what appears 

suspicious in the community and what is normal. These factors can greatly increase 

crime prevention techniques with the end result of lowering crime in the community. 

Recalling the guestology portion of the Disney approach is vital to assimilating 

the ideology of why this is important in respect to relating this idea to law enforcement. 

Guestology is basically the study of the desires of the guests (Eisner, 2001). 

Interpreted into a law enforcement aspect, this is the study of the community and their 

desires and expectations. An agency should constantly ascertain the wants and needs 

of the community it serves. A law enforcement agency will not be able to accomplish 

this task unless it has quality, community-oriented police officers who were retained 

through non-salary based incentives if salary-based incentives are not a possibility. 

The true idea of community relations often focuses on the benefits of the 

community and not any possible benefits of the police officer who is taking an active 

role in community relations. A strong relationship between the police officer and the 

community in which they serve improves a view of self-worth on the part of the officer. 

In short, it gives the officer a reason and purpose to work at that particular agency 
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instead of just driving around in a patrol vehicle for eight hours a day dreaming of a 

higher paying job at another law enforcement agency. 

Applying Maslow’s hierarchy of needs in a workforce context, employees must 

have the basic needs of physical needs of food and shelter, the safety and absence of 

threat, and positive social ties before moving up the latter to higher needs of esteem 

and self-respect, and self-actualization or the ability to achieve one’s skills and 

responsibilities to the limit. A study in Turkey suggested that blue collar workers, similar 

to those working in law enforcement, never reach the higher levels of Maslow’s 

hierarchy of needs theory due to their employment. These blue collar workers are 

constantly struggling to achieve the lower aspects of the theory, such as physiological 

needs as a result of a low salary and the job requirements of the job placing security 

and safety in constant jeopardy (Yuelt, 1982). According to a study completed by Yuelt 

(1982), white collar workers have the comfort to choose or keep a job based on intrinsic 

factors which are fulfilled by the higher levels of Maslow’s hierarchy pyramid while blue 

collar workers make the same decision based on extrinsic factors which are fulfilled by 

the lower levels of Maslow’s hierarchy pyramid. 

If leaders from a law enforcement agency ensure that more needs are met with 

regard to the law enforcement officer and Maslow’s hierarchy of needs, then the 

grounded police agency with happy retained officers will reflect positively on the 

community in which it serves. When the needs of others are met, qualified police 

officers from other agencies might desire to work for an agency even though the pay 

might be less. The Jacinto City Police Department (2015) discovered that between 

2005 and 2015, 14 police officers resigned due to low pay and sought higher salaries. 
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Seven Jacinto City police officers during this time period were terminated for policy 

violations, mostly due to police misconduct. During this same period four officers were 

rehired, stating they enjoyed the work environment even though the pay would not be 

what the officer could get at another law enforcement agency.  Six other previous 

Jacinto City police officers also wanted to return to the police department but were not 

rehired due to previous terminations or other factors such as they were not dependable 

with too many reported absences from work due to supposed illnesses and family 

issues. The mere fact that previous officers wish to come back to a police department 

after seeking more money from other police agencies speaks volumes about the quality 

of the work environment.  Rehiring these officers will further enhance the sense of 

family among officers and the community in which they serve. 

COUNTER POSITION 
 

For many, money makes the world go around. No matter what employers might 

do in an attempt to retain their employees, people might leave regardless. By leaving 

one law enforcement agency for another that provides more income, an officer will have 

more spendable income to enjoy life outside of work. Money has equated over time to 

be the international constant of perceived happiness. A greater increase of salary can 

provide any employee a greater sense of security through fiscal stability. A 2008 study 

by the University of Pennsylvania on money and happiness resulted in a greater sense 

of happiness among people who had higher incomes (Greenberg, 2012). People have 

stated that money gives them more opportunity and freedom to do more of what they 

want to do and the freedom to do it (Greenberg, 2012). 
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Understanding that money brings happiness to some, it does not bring happiness 

to everyone. In fact, money has possibly caused far more heartache and problems than 

people realize. When discussing issues with people who have won the lottery, it was 

said that money made people lose their principles (McNay, 2012). Having a large 

amount of money made people forego other personal values which resulted in 

unhappiness. According to McNay (2012), several lottery winners wish they had never 

won the lottery in the first place because it destroyed their lives.  This is proof that 

people can be happier without money as long as other values are met. 

There are many things more important than money that make people happy. A 

comfortable work environment might prove more advantageous than an increase in 

salary. For good or bad, employees often spend more time with other employees and 

management everyday than with their family, not by choice but out of necessity. 

Because of this, it is imperative to strive and utilize anything possible to improve the 

relationship one has with his employer. Providing a pleasant work environment that 

meets other needs of the employee will assist more in retaining quality law enforcement 

agencies than an increase in salary. 

If people have their mind made up to leave a law enforcement agency, they are 

going to leave. People leave their employers for a multitude of reasons. These could 

include family issues, health issues, money issues, career changes, or just because 

someone wants to seek a different scenery and start a new life. If someone has their 

mind set up to leave, then they will leave. There is not much an employer can do to 

retain this kind of employee. Humans will always have free will to seek whatever they 

feel is necessary to achieve happiness and if the desire exists to seek other alternatives 
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to their current situation, they will. Ekstrom (2000) stated “self-direction is, in fact, 

evidently something we strive valiantly to attain and protect” (p. 6). If qualified police 

officers are going to leave an agency, then with free will, they will leave with little or no 

ability to retain them. 

Knowing that human beings have free will also means that a person can choose 

to stay at a law enforcement agency instead of seeking other employment that pays 

more money. If the workplace is pleasant enough, people might place emphasis on 

workplace in their life because it provides a happy life away from work. The hedonistic 

view concerning the happiness of the employee could teeter on the minimizing the 

amount of pain (or hassle) his work environment could be and the amount of money he 

could make (Hale, 1994). If non-salary based incentives are implemented successfully 

by a law enforcement agency, then a qualified police officer might display his free will by 

staying at that law enforcement agency rather than seeking another agency which has 

the ability of paying him more money. 

RECOMMENDATION 
 

For the purposes of retaining qualified law enforcement officers in a police 

agency, it is necessary to seek out non-salary based incentives. With the issue of 

budget restraints and a furthering lack of resources, police agencies must use whatever 

methods possible to entice qualified police officers to stay where they are and not to 

seek other employment offering more money. If this cannot be accomplished, the 

diminished quality of police agencies will negatively affect the overall well-being of the 

community and the city as a whole. 
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Police departments will greatly benefit by saving the necessity to spend money 

on training a new officer who might not be a good fit to the department. It seems more 

profitable to retain the qualified police officer already employed with the police 

department. Using non-salary based incentives to retain law enforcement officers will 

result in increasing the officer’s well-being via an upturn in job satisfaction and lower the 

officer’s internal stress. By initiating ideas of the Theory Y, Disney Approach, and the 

appreciative inquiry, a law enforcement agency can provide a superior work 

environment that will be more appealing to qualified officers regardless of pay. 

Police agencies can save a great deal of time and money if they just listen to the 

needs of their employees. Many of these needs and desires can be obtainable through 

non-monetary incentives. It has been noted that one of the most stressful calls a police 

officer can be dispatched to is to respond to the police department to meet with a 

ranking officer (Toch, 2008). If this mentality can be changed so an officer only has to 

worry about external dangers that are part of the job, then perhaps the officer might 

desire to remain at a law enforcement agency regardless of pay. 

Police departments can increase internal and external training for police officers. 

By getting to know the police officers who work for the police department, leaders can 

then ascertain their desires for future advancement in growth opportunities and train 

them for that position. An officer might want to experience vice, K-9, detectives, or any 

other specialty. This knowledge will prove useful in retaining the officer because they 

might stay for the position they want instead of the pay they want. There are numerous 

external training schools that a law enforcement agency can send a willing police 

officer; many of them free or at a small price.  Giving the police officer a chance to 
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increase his knowledge in the field of policing will give him a greater sense of being a 

team member and will make him a better officer for the police department. 

Police agencies need to steer away from the traditional application of paramilitary 

forms of management.  When Sir Robert Peel came up with his model of policing in 

1822, he chose to utilize a paramilitary form of management for the police.  This was 

due to the fact that the only other form of management that was widely known and used 

other than the military was the hierarchy of the church (Auten, 1981). The idea is that 

with a paramilitary style, only few have the ability to bark orders and the majority of 

others who are in the organization are required to follow those orders with little or no 

deviation in order to protect the agency and those within it from legal liability (McShane 

& Williams, 1993). The upcoming millenial generation ideology will not be congruent  

with the paramilitary way of conducting business.  Millenials want to know why they 

must do something, feel like an integral part of the team, and be constantly rewarded. If 

a leader understands the various generations of people and their needs and desires, 

they can only then provide them with the guidance and placement they crave (Lancaster 

& Stillman, 2002). Millennials do not place emphasis on work, rather balance work with 

other activities in their lives. They tend to have a hedonistic philosophy in the sense of 

work just provides the means of enjoying the other aspects of their life (Lancaster & 

Stillman, 2002). Law enforcement leaders must work at providing an enjoyable work 

environment for these millennials through non-salary incentives. 

The value of people should never be overlooked. It has been said many times in 

many ways that people are the greatest assets of a company. This creed should be 

carried to the law enforcement arena.  Four-star general Colin Powell was telling a story 
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of a statement made by President Lincoln in which he received news that the 

Confederates during the Civil War captured a brigadier general and 100 horses. Lincoln 

stated that he hated to lose the hundred horses (Powell, 2012). His point was that he 

could promote anyone to the position of a brigadier general, rather it was the 100 horses 

that would be harder to replace.  It is necessary to keep this in mind when            

working at a police department.  It is vitally important to seek non-salary based 

incentives to retain quality police officers so they do not seek employment elsewhere 

that can give them a higher amount of pay. 



20 
 

 

REFERENCES 
 
Auten, J. H. (1981). The paramilitary model of police and police professionalism. Police 

Studies, 4(2), 67-78. 

Becker, E. (1973). The denial of death. New York: Free Press. 
 
Boleman, L. G., & Deal, T. E. (1997). Reframing organizations (2nd ed.). San Fransisco, 

CA: Jossey-Bass. 

Bruns, D. (2005, September). Patrol officers' opinions on the importance of a college 

degree. Law & Order, 53(9)96-99. 

Carlan, P. E. (2007, September 14). The search for job satisfaction: A survey of 

Alabama policing. American Journal of Criminal Justice, 32(1-2), 74-86. 

Cooperrider, D. L., & Whitney, D. (2008). Appreciative Inquiry. In J. S. Ott, S. J. Parkes, 
 

& R. B. Simpson (Eds.), Classic readings in organizational behavior (4th ed., pp. 

462-272). Belmont, CA: Wadsworth. 

Efron, L. (2013, June 24). Six reasons your best employees quit you. Retrieved from 

http://www.forbes.com/sites/louisefron/2013/06/24/six-reasons-your-best- 

employees-quit-you/ 

Eisner, M. (2001). The Disney approach to quality service. Lake Buena Vista, FL: 

Disney Institute. 

Ekstrom, L. (2000). Free will: A philosophical study. Boulder, CO: Westview Press. 

Fiechtner, S. B. (2015, November). Stress management. Lecture presented at the 

Leadership Command College Module I, Texas A&M, College Station, TX. 

Gergen, K. J. (2001). Social construction in context. London: Sage Publications. 

http://www.forbes.com/sites/louisefron/2013/06/24/six-reasons-your-best-
http://www.forbes.com/sites/louisefron/2013/06/24/six-reasons-your-best-


21 
 

 
 
Greenberg, M. (2012, September 10). Is money the secret to happiness. Retrieved 

from https://www.psychologytoday.com/blog/the-mindful-self-express/201209/is- 

money-the-secret-happiness 

Hale, C. D. (1994). Police patrol: Operations and management (2nd ed.). Englewood 

Cliffs, New Jersey: Prentice-Hall. 

Jacinto City Police Department.  (2014).  [New recruit costs]. Unpublished raw data. 
 
Jacinto City Police Department. (2015). [A study of hiring practices]. Unpublished raw 

data. 

Lancaster, L. C., & Stillman, D. (2002). When generations collide at work: Deal with 

different generations at work. New York: Harper Collins. 

Larivee, R. (2007, August 31). Imagining what might be. Retrieved from 

http://www.natcath.org/NCR_Online/archives2/2007c/083107/083107b.htm 

Marshall, V., & Bonner, D. (2003). Careers anchors and the effects of downsizing: 

Implications for generations and cultures at work. Journal of European Industrial 

Training, 27(6), 281-291. 

Maslow, A.H. (1943, July). A theory of human motivation. Psychological Review, 50(4), 

370-396. 

McGregor, D. (2008). The human side of enterprise. In J. S. Ott, S. J. Parkes, & R. B. 

Simpson (Eds.), Classic readings in organizational behavior (4th ed., pp. 64-81). 

Belmont, CA: Thomson Wadsworth. 

McNay, D. (2012). Life lessons from the lottery: Protecting your money in a scary world. 
 

Richmond, KY: RRP International. 

http://www.psychologytoday.com/blog/the-mindful-self-express/201209/is-
http://www.psychologytoday.com/blog/the-mindful-self-express/201209/is-
http://www.natcath.org/NCR_Online/archives2/2007c/083107/083107b.htm
http://www.natcath.org/NCR_Online/archives2/2007c/083107/083107b.htm


22 
 

 
 
McShane, M. D., & Williams, F. P. (1993). The management of correctional institutions. 

 
New York: Garland Publishing. 

 
Pines, A. M., & Keinan, G. (2005, August). Stress and burnout: The significant 

difference. Personality and Invididual Differences, 39(3), 625-635. 

Powell, C. (2012). It worked for me: in life and leadership. New York: Harper Collins. 

Reaves, B. A. (2008). Hiring and retention of state and local enforcement officers, 2008 

- Statistical Tables. Bureau of Justice Statistics, Census of State and Local Law 

Enforcement Agencies, 1-25. 

Roethlisberger, F. J. (2008). The Hawthorne experiments. In J. S. Ott, S. J. Parkes, & 
 

R. B. Simpson (Eds.), Classic readings in organizational behavior (4th ed., pp. 

140-147). Belmont, CA: Thomas Wadsworth. 

Salopek, J. J. (2006, August). Appreciative inquiry at 20: Questioning David 

Cooperrider. American Society for Training & Development, 60(8), 21-22. 

Sitze, B. (2004, July/August). Ripples of disregard: The reign of yawn in daily life. The 

Clergy Journal, 80(8), 7-10. 

Toch, H. (2008, March). Police officers as change agents in police reform. Policing & 

Society, 18(1), 60-71. 

Wilson, O. W., & McLaren, R. C. (1977). Police administration. New York: McGraw-Hill. 
 
Yuelt, U. (1982). Job satisfaction, absenteeism, and worker choice in the Turkish 

industrial sector. Journal of Psychology, 111(2), 247. 

Zhao, J., Thurman, Q., & He, N. (1999). Sources of job satisfaction among police 

officers: A test of demographic and work environment models. Justice Quarterly, 

16(1), 153-173. 


	INTRODUCTION
	POSITION
	COUNTER POSITION
	RECOMMENDATION
	REFERENCES

