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CHAPTER I
INTRODUCTION

Police unionism represents a recent phenomenon
relaﬁive to the overall development of labor relations.
Althdugh recorded events of police labor disputes date
back to Ithaca, New York in 1889, Cincinnati, Ohio in
1918 and the well known Boston Police Strike 6f 1919
{(Maddox, 1975), it was not until the 1960's that police
unionism became relatively widespread and the power of
police employee organizations began to be felt. Some of
the reasons for this slow development as well as the recent
rapid rise in police unionism, are common to the public
sector in géneral,lbut some are specific to the police.

As we enter the decade of the 1980°s, possibly
the singular most pressing domestic issue fac1ng the
American taxpayer is the spiraling increase in the cost
of living. As prices, taxes and interest rates continue
to climb, each ciﬁizen comes to the realization that
every'dollar earnéd is capable of purchasing less each
day. This situation creates an extremely complex two
sided problem. On thé one hané, each consumer wishes to

see that every dollar is well spent and that the service

or product purchased meets certain standards. This problem
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is particularly acute within the public seator where it
is often difficult to establish measiures of pnoductivity
that would allow the taxpayer to determine if his tax
dollar is béing put to good use. During this time of
fiscal austerity, the public is sensitive to government
waste and is pushing for accountability, cutbacks in
government spending and the abolishment of government
programs that fail to provide some evidence of produc-
tivityf |

AThe Other side of the problem is that the individ-

ual worker not only wants to make each dollar go as

far '
as it can, but he also feels the need to bring home a
larger salary in order to keep pace with the rising cost

of living.  Once again, this presents a unique problem

for the public sector. Government workers no longer con-

sider themselves to be a special category of worker known

as a public servant. Most government employees now want

pay that is equal to what their private sector counter-
paras -receive. Wlth taxpayers demanding reductions in
government spending and public sector employees pushing

for higher wages, the stage has been set for confrontation.
This conflict involves not only wage issues, but includes

all aspects of the working environment, i.e, improved

working conditions and increased benefits,

The police provide an excellent example of this

two sided problem due to the fact that measures of
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productively deal primarily with the crime solving

functions of the police wherecasg @ great deal of a police-

man's time is spent in the area of order maintenance. TIn

addition, the measures' of productivity that do exist, i.e.,

number of arrests, clearance rates, response time, citizen

complaints, etc. are often-questione&Vrc“ardino'their
P ‘ S 2]

validity. The police also are no longer willing to accept

second class public servant statug. As such, the police

want better economic benefits, better job conditions and a

voice in management policies. 1In order to achieve their

goals, the police have formed unions to provide thenm with

the organized strength necessary for the inevitable con-

frontations.

Juris (1973) gives four reasons for public sectér's
thirty year lag behind the Private sector in the labor

relations movement. First, the public sector experienced

a great degree of job security prior to the 1960's which

was highly valued during that time period. Second, there

were better fringe benefits and working conditions in the

public sector. Third, public employers vigorously

resisted unionization efforts by public employees. And

finally, until the end of the 1950's, there was no pro-

tected right to organize and bargain collectively for the

public sector. The first two reasons created a lack of

interest and the latter two represented formidable

obstacles.
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The movement toward unionization of the police
had another ohstacle to overcome which was largely
brought about by one specific historical event: the
Boston Police Strike of 1919. The Boston police were
seeking recogniﬁion for bargaining rights over wages,
benefits and workihg conditions. When the city refused
to recognize the police, three—fourths of the police went
on strike. Violence and looting occurred in the city and
as a result all of the strikers Qere fired and replaced.
This event established a historical precedent of juris-

dictional refusal to collectively bargain with the police

(Maddox, 1975).

However, police organizations did make some limited

progress prior to the 1960's. Until the 1940's only the

fraternal and benevolent associations represented the

3 .

police and these sérved primarily as legislative lobbyists
for securing improved police welfare and pension benefits.

During the 1940's and 1950's, some police departments

began to affiliate with organized labor (Burpo, 1971},

The American Federation of State, County and Municipal
Employees (AFSCME), an affiliate of the American Feder-
ation of Labor (AFL), had forty-nine police locals by the
end of World War Ii and sixty-six locals by 1958. 1In
addition to the slow éntrance of organized labor into the

police area, the PFraternal Order of Police (FOP) grew

slowly from 159 poiice lodges in 1943 to 194 lodges in

T A S R TR I I T
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1959, 1In l§53, the National Conference of.Police Asso- (
ciations was formed to provide a permanent structure to.
facilitate future national cooperation among independent
locals (Juris, 1973). By the end of the 1960's, there
existed numerous autonomous statewide and local police
associations, a national police union and some Afro-

American police unions (Burpo, 1971). During the 1960's

these associations began to change from mere social
benevolent societies fo unions aimed at bettering wages
and working conditions thfough collective bargaining.
Police strikes or work stoppages occurred in several
cities across the‘Unitea States (Rubin, 1978).

The recené répid rise of police employee organi-
zations, along with the accompanying increase in collective

bargaining, can be attributed to several factors. The’

emergence of polige militancy stems primarily from dis-
satisfaction. Thé increased public hostility of the
1960's created a &haotic environment for law enforcement
(Juris, 1973): Gﬁetto riots, campus disorders, increasing
disrespect of police authority by certain elements of
society and the s;eming indifference of the judiciary to
law enforcement problems threatened the policeman's
notion that he is‘the guardian of community lives and
property (Burpo,7197l). Duriné the mid-1960's, the call

for law and order reinforced the policeman's self-image

as conservator of the public welfare while also making
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him aware that his pay and preétige were not commensurate
. with his responsibilities. The policeman's saiary scale
increased only half as much as that of factory workers
| during the period from 1939 to 1964.(Burpo, 1971). Inade—.
quate salariés, job dissatisfactions and a lack of outlets
for Ehe resolution of grievances led to frustration.
The demonstration effect of other public employee
successes (Juris, 1973) along‘with the successful use of

| collective bargaining by workingmen in other fields set an
example for the police'(Maddox; 1975). The iﬁflux of young
policemen during the 1960's coubled with the element of
group cohesion which.is common Within the police profession
contributed to a police willingness to engage in confron-
tation tactics'(juris, 1973). State and federal legis-
lation and court decisions during the 1960's allowing
public employees to join unions and bargain collectively
gave the police in many states the right to join or form
unions for collective bargainingkpurposes (Maddox, 1975).

» Approximately twenty-six states and the District'bf
Coiumbia now give police collective bargaining rights
(Rubin, 1978).

Therefore, due to thevenabling legislation, the

existing police employee organizations were largely

transformed from benevolent social societies into labor
unions for the purpose of collective bargaining.

What

the police want is recognition of the organization as

\:'3_
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is unable to provide a counterforce to these union wage

demands (Mitchell, 1978).

Even though numerous studies have been conducted
on public employee unionism's impact on wage determination,
the primary focus has been on teachefs and firefighters.
These groups do indeed provide necessary societal func-

tions, but not of such a vital and ongoing nature as that

of the police. Therefore, the bargaining power of the

police is thought to be greater than that of either
teachers or firefighters (Hall and Vanderporten, 1977).

Two studies have been conducted that deal with
the issue of police unions and their impact on wage

-

determination. Even though the studies are similar in

nature, they each have unique characteristics that have

produced contradictory findings. A 1976 study conducted

by Lewin and Keith, using 1971 and 1972 salary data,

provided results indicating that an inverse relationship

exists between police unionism and wage determination

(Lewin and Keith, 1876). Despite certain caveats, the

negative findings are comparable with the findings of
other research efforts suggesting that police in low wage
cities who organize for purposes of raising salaries

possibly have not yet been successful in doing so

(Lewin and Keith, 1976). A 1977 study using 1973 salary

data indicates that a positive relationship exists

between police unionism and wage determination (Hall and
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This unique area deals with the relationship
Vanderporten, 1977). Even though the study produced between the rise in unionism and the incidence of the
positive results, the power wielded by police unions independent varlables that will be includeq in the study.
was shown not to be as great as some police union | ; The independent variables to be 1ncluded are: crime rate,
critics have feared. 1In addition, a review of several | population size, population density, income inequality,
Wége studies for ten categories of non-educational average earnings of manufacturing production wofkers,
muniéipal employees (Ehrenberg and Goldstein, 1977) the number of retail service and wholesale establishments
revealed that union/non-union differentials were larger :v per 1,000 population, mOnopsony power, government type,
for several categories of non-uniformed employees than - f geographic region and LEAA region. These variables will
they were for police. This is contrary to expectations f \ be discussed in more detaii in the methodology chépter.
that bolicé could extract larger salaries due to the The possibility exists that these same varlaoles may give
essential nature of their services. ' 1 rise to the development of unionism. It may be that when
Since the amount of research conducted in the these independent variables are in existence and/or when
area of police unionism and wage determination has been they reach a certain magnitude, the resultant conditions
minimal and the résults produced have been contradictory are such that police labor feels the need to Organlze in
and somewhat confusing, the question of the degree of | k | order to improve ‘their economic benefits and working con-
impact of police unions on wage determination continues }» ' ditions. Therefore, a second ares of concern in thic
to exist. This is the primary problem which this study study will explore this relationship between unionism
will address. The purpose of the study is to add to the , and the other independent variables included in the study.
current store of police union and wage information by | : . f‘
? R Hypothesis Statement
examining the relationship between wage determination ‘ i )
and unionism using as additional independent variables 1 1 ! The central hypothesis to be tested by this study
those variables that have been hypothesized to influence ;E : % is: '
wage determination. 1In some respects, this study will ’ '% ﬂff | HypOthesiéz Unionized municipal Police departmentsg
‘replicate PreViO’JLs POlice4PUbliC sector wage determination ¥§ ) ; E will exhibit higher salaries than non-unionizeg municipal
studiés, but it will also include a characteristic which K% éﬁj police departments.
is intended to expand knowledge in the area. ;f%_ ;é?”
5. = ¥ Y
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The following chapters include a review of the

1iterature, a discussion of the methodology, an analysis
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; CHAPTER II
iV«

Relthecy

of the results and conclusions of the study.

(g i

‘ ‘ ' REVIEW OF THE LITERATURE

yperes

P Labor Unions
L

Before entering into a discussion of public
L ,

sector labor relations in general and police unionism

in particular, some common basic concepts, character-

oA S AL

istics and definitions of that broad group of organi-

zations known as labor unions will be presented.

. e A

According to Davis (1977), "a labor union is an.associaJ

tion of employees for the primary purpose of influencing
their employer's decisions about their conditions of

employment" [p. 25]. Bakke (1977) defines a union as

"a pressure organization originating in the desire on

i the part of a group of people with relatively little
1

power to influence the action of a group with relatively

more power" [p. 22]. As such, the union is a social

group that brings to the work environment a second for-

mal organization with a union hierarchy that sits along-

side the management hierarchy. The employee, as a formal

member of both, benefits from the arrangement because if

: one organization does not satisfy his wants, he can

turn to the other. However, this arrangement can also

:;;3,,:;,%\‘ BRI

be annoyihg because of the conflicting demands placed

r
A
-3 T
| SRR

e e e
R



13

upon tﬁe employee by each (Davis, 1977).

This union presence, as a second formal and infor-
mal'organization, increases the number of possible inter-—
actions and therefore complicates Fhe organizational |
process. However, this should not bg viewed negatively,
since the effect of this increased complexity depends
primarily on the social skills to operate it rather than
aﬁy idealistic considerat;ons (Davis, 1977).

An individual worker is generally motivated toward
union membership to the degree that he thinks it will
satisfy his wants or reduce his dissatisfagtions. These
wants and dissatisfactions are confined to three major
need areas: economic, social and psychological. The
economic need'is the one most commonly mentioned (Davis,
1977) and the union is thought of as a device for con-
tinuously changing the balance of fundamental economic
rights and rewards in favor of workers (Bakke, 1977).
However, thelunion also helps to fulfill psychological
and social néeds of the worker by allowing greater free-
dom of expression, providing a chance for leadership,

security from arbitrary management action and solidarity
. of group association (Davis, 1977).
) In order to meet thé needs of its members and to
provide them with benefits, the union, as a specialized
interest organization, establishes various goals that

generally fall into three broad categories: fraternal,

B
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-economic and political matters,

social and institutional (Davis, 1977). rThe fraternal

goals provide membersg with social Satisfaction thrpugh‘

group association. ang solidarity,

vide social pPower and control ip order to achieve bene-

fits for members. This social power and control is

manifested. in tyo directions:
and the job and outward toward social and political
forces which only indirectly influénce the job. The

first is known as business unionism ang is utilizeg to

regulate management discretion., The Second, known asg

social unionism, ig concerned. with broader social,

The fraternal goals,

which used to be ‘paramount, are gradually yielding to

the goals of business ang social unionigp (Davis, 1977).

The social goals pro-~

The third broad Categorical goal is derived from

the fact that the union operates as ga separate formal
organization and in the course of time develops an

institutional goal all its own. The purpose of this

institutional goal' is to protect the integrity of the

union movement itself and to stress action for the good

of the membersg (Davis, 1877). The objective ig strength

pPower and prestige of the union as such and when

bargaining, consideration must be given to the survival

and growth of the union as well as to the employees of g

single company (Bakke, 1977).

r

inward toward the employer
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As previously noted, one of the major motivation$s
for union membership is economic in nature. Therefore,

as Davis (1977) has pointed out, in order for the union
to meet this economic need, the union movement has traQ
ditionaliy functioned under the union wage philosophy of
"we want more wages for our members" [p. 30]. The
rationale for this philosobhy is that higher wages will
stimulate the econbmy through improved purchasing power.
In the past; unions have shown little concern for the
possible negative side effects of this philosophy, e.g.
a hostile taxpayer reaction to an"increése in taxes or
the strain on a city budget.

One of the major problems confronting labor/
management relations stems from the fact that unions are
political in nature, whereas management operates from a
business perspective. A union leader is elected bf the
membership through political processes and this leader-
ship is dependent upon political power to remain in
office. ‘Managers typically achieve their position througt
an appointed process that is frequently based on merit,

competence and achievement. Union and management inter-
act with one another on the basis of different types of
leadership, sources of power and ways of thinking about

problems. ~ Therefore, the codes of behavior differ and

conflict arises (Davis, 1977).

i 0
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This laborx/management confrontation neeé not
necessarily force the individual cmployee into a
position\of choosing sides and identifying with only
one of the two. Dual allegiance is a concept whereby
a worker feels fa§orable toward both union and manage-
ment, accepts membership'in them both and.generally
épéroves of the overall philosophy of each. Evidence.
exists that ddalballggiance tends to exist in the

emotions of workers (Davis, 1977).

The discussion to this point has centered arcund

basic concepts and characteristics of labor unions in

general. The historical development of public sector

unionism, along with some possible explanations for its

recent rapid rise and a discussion of its present status

will now be presented.

* Public Sector Unionism

The unionization of public sector employees
began in the 1830's when mechanics, carpenters and other
craftsmen employea by the federal government joined

craft unions which already existed to serve those occu-

pations in private industry. Within ten years the move-
ment began to exert itself by making demands for a
shorter work week., These demands, along with the move-

ment in general, usually followed the efforts and

successes of the unionization movement in the private

ST St s i i
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sécﬁor. By 1835, private sector employers had agreced
*to ten hour work days and public sector -employers soon
acquiesed because they competed in the same labor market.
In addition, theé private sector unions assisted in
applying pressure for this change (Public Sector Unionism,
1977).

State and local government employees were rela-
tively successful in thei? efforts, but not so with .
federal employees. .Federal employers, as department

heads, were divorced from popular pressure. The War and

18

organizationsg that existed primarily for publié employeces.,
The increas( prosperity of the 1880's brought about the
formation of 4 number of public employee Oorganizations.
These organiyations were primarily benevolent in nature
and did not participate in the militancy of the labor.
movemeﬁt of the late 1800's. Actually there was no neced

for public sector labor militancy at this time since

public employers usuaLly followed private industry job

standards. The improvements secured by private sector

unions were generally granted to public emplbyees without

"any effort on the part of public sector unions. This

Navy Departments were run by military officers who were situation remained static until well into the twentieth

less affected by public opinion. Therefore, the artisans i » i - century (Public Sector Unionism, 1977).

During the inflationary period that'preceded
World War I,

vand craftsmen employed by these departments were forced

to exert more pressure to achieve results. 1In 1836, state and local employees began to show

workers went on strike at the Washington, D.C. Naval interest in affiliating with the private sector unioni-

3

zation movemant,

Shipyard. The workers and their cohorts in private However, this.progress was stopped in

industry participated in mass demonstrations and ulti-

1919 by the ublic opposition that resulted as a conse-

mately President Jackson yielded by establishing a | quence of ths Boston Police Strike (Public Sector

Unionism, 1877).

shorter work day for federal employees (Public Sector This strike and its consequences will

Unionism, 1977). : i be discussed later in this chapter when the development
In the succeeding years, public employees main- | X of police unzonism is addressed.
N Anot*

tained a secondary status in the struggles of the labor i EE er labor upsurge developed during the 1930's

movement. The benefits secured by the public sector : | ‘ | and public employees began to show renewed interest in

labor organizations. In 1936, the American Federation

.

resulted from the fact that private sector unions in

ﬁm\.w S

their particular industries had already secured such of Labor (AFZ) formed the American Federation of State
-1
benefits. Until the 1880's, there were few established
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County and Municipa% Empléyees (AFSCME), the first
'national union for state and local government employees.
At this same time, all types of government employees
began joining unions comprised principally of workers of
their own occupation. Teachers, firemen and police were
among the first to organize. This movement progressed
slowly until the 1960's when public employees became a
prominent labor force within the nation (Public Sector
Unionism, 1977).

Various statistics would seem to indicate that
the government represents virtually the only sector of
growth in the American Labor movement today. In 1956,
when the Bureau of Labor Statistics first began to collect
data on union membership in both the public and private
sectors, government employees comprised 5.1 percent of
the total union membership. In 1964,‘public employees
equaled 8 percent of total union membership and by 1968,
this figure had increased to 10 percent (Public Sector
Unionism, 1577). According to Lewis (1977), by 1972
public union membership was almost twice that of pri-
vate industry; In addition to these proportional
differences, the averall growth rate in public sector
employment far outstripped that in private industry.
Between 1947 and l967, the nuﬁber of public employees
increased by over 110 percent while the growth rate for

the same period in the private sector equalled 42
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percent (Kassalow, 1969). Lewin (1977) réports that
between 1960-1975, state and local government employ-
ment doubled. The proportion of these governmeng
ehployees who have becqme members of labor unions has
also increased significantly. In 1964,,7.7 percent of
all staté and local eﬁployees belonged to unions and in
1968 this number had increased to 8.8 percent (Public
Sector Unionism, 1977). Accordiné to Bowers and Cohen
(1979), in 1978 at least 50 percen£ of the public sector

was unionized while the private sector reached its lowest

ebb in contemporary history with 25 percent being unionized.

Tﬁe overall growth rate of both public and private
union membership has increased within the last two
decades, but the growth rate fcr the public. sector has
been much greater than that of the private sector.
Between 1956 and 1968 o&erall union membership increased
b§ 2.1 million, of which 1.2 million were government
employees while total government employment represented
less than one-fifth of the total labor force. During
this séme period, those organizations whose members were
primarily government employees increased their rolls by
135 percent while the private sector reported only a 5
percent gain (Public Sector Unionism, 1977).

As indicated by the statistics, it is axiomatic
that the recent growth in public sector unionism has

been dramatic. The factors that helped to produce this
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groch and rapid change in public sector labor relations
are closely related to the social changes experienced-_
during Lhe 1960'5 and early 1970's. . The rapid increase
in public employ@ent was not accompanied by a comparable
rise in pﬁblic iﬁcomé and therefore the existing gap
between public sector aﬁd industrial wageé was widened
(Kovach, 1969). As the private sector received more bene-
fits, the growing public sector became more interested in
unionizétion. Theypérity between public and private
wagés and working conditions was upset by a progressively
inflationary ecopnomy with its attendant tight labor
m%rket.’ As a reéult, wages énd benefits in government
began to lag beﬂﬁnd those in the private sector. Job
layoffs due to restrictions on government spending began
to threaten pubric sector ?ob security. The establis?ed
means of acquiring improvements were slow and cumbersome;
wage increases ﬁéquired legislation that was generally
opposed by overzburdened taxpayers. The increasing1¥
isolated and aliénated individual worker Ffelt the com-
pulsioﬁ to seek;étrength through collective action.
Thére existed a need for an organization to exert
pressure in favor of public employees (Public Sector
Uﬁionism, 1977); i .
During th}s time period, the private sector

movement experienced little growth due to increased

automation which caused a decline in the number of blue
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collar workers. Therefore, unions changed their strategy

and moved toward strengthening the labor movement in the

white collar Oor service industries, Government workers

were largely white collar and somewhat unorganized (Public

Sector Unionism,.l977). Therefore, public sector unioni-

zation was mutually beneficial to both the unions and to

ks

the government employee.

strengtheneqd by executive action and by the courts.

According to Kassalow (1969), Executive Order 10988 jissued

by President Kennedy in 1962 eéncouraged unionism in the

federal Service, Thig order declared in Part that "the

efficient administration of the government and the

well
being of employees require that orderly ang constructive
relationships be maintained between employee organizations

and management" [p. 122]. 7This was interpreted by state

and local government employees as a mandate for Protesting
the historical denial of such rights on the state and

local level (Kovach, 1969y,

misunderstandings‘about the constitutional rights of

public employees, Since the late 1960's, federal courts

have established that the First Amendment
States

to the Uniteq
Constitution guarantees the right of public

employees at all levels of'government to join unionsg.

Nigro (1978) reports that during its 1975-1976 term, the




U.S. Supreme Cou;t declared in Vorbeck vs. McNeal that
a section of the Missouri collective bargaining statute
which prohibited police membership in labor unions was
unconstitutional. .

The militancy of public employees during the
1960's folloﬁedfa general rise in.civil disobedience
and the use of protest‘by other groups in the nation,
i.e., students, civil rights yorkers and draft resistors
(Kovach, 1969). Protest was used extensively and was
finally recognized as a legitimate mode of expression.
This technique achieved results for other.groups so the
labor movement quickly jumped on the bandwagon (Public
Sector Unionism, 1977). According to Kovach (1969), the
success achieved by the initial illegal strikes became
powerful proof that the power to strike was of far greater
relevance 'than the right to strike.. As long as some
employees obtained improvements from the strike, others
recognized it as a useful vehicle for their protest as
well,

As a result of the factors just discussed, the
public sector labor movement is well established in the
American society today. The more recent activities of
the labor movement would seem to6 indicate that the public
sector may well be the heart.of the labor movement in the

foreseeable future. The shift from a manufacturing

economy to a service oriented economy and the corresponding
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rise in government'emp10yment point to thig outcome.
‘In addition, the 1978 merger of the American Pederatlon

of State, County and Municipal Employees (AFSCME) with

. the Civil Service Employees Association (CSEA) in New

York made AFSCME the largest union affiliated with the

AFL-CIO (Bowers and Cohen, 1979), As such, what are

the issues currently confronting the public sector labor
movement and what do some of the poss1ble future trends

appear to be?

Dealing with problems generated as a result of
fiscal crises in the cities and with the cancomitant

tax revolts of the citizenry will consume much of the

labor movement's time and energy. Increasing taxes andg

while employees are 1ncreas1ngly turning to unions to -

maintain and secure benefitsg, Cltlzens, by urging public

officials to re31st union efforts, are placing labor ‘and
management on a collls1on course in many jurlsdlctlons

{Bowers and Cohen, 19739), Therefore, the stage has been

set for confron;atlon.

Even thoﬁgh public distrust of government has
intensified, the public is beginning to side with govern--

ment in these labor/management confrontations. This
shift in support has come about primarily as a result of

the public's wrath against unions for seeking increaseq
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benefits (Nigro, 1978). Changes in public employer

attitudes are becoming evident at confrontation a: the

bargaining table and in the streets became the d-minant

theme in 1978. Budget constraiuts and taxpayer revolts
provided the impétus for aggfessive bargaining on the
part of éublic employers. Management is also beginning
to show a greaéer willingness to take a strike. Bowers
and Cohen (1979) suggest that this willingness has come
about for the following reasons: (1) the development
of contingency élans leaving the public employer bgtter
Prepared to cope with a strike, (2) the public shift in
blame for strike confrontations from employers to
employees and (3) employers becoming disenphanted with
arbitration as a means of conflict resolution.. There-
fore, the unions must learn to cope with an increasingly
hostile public and with a management which is becoming

more sophisticated in the bargaining arena.

Since eﬁployers' ability to pay increased bene-

;
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fits has diminished, unions are beginning to shift
their emphasis Eo other matters, i.e., towards protection
against layoffs and to areas:where they have been seeking,

but have not yet attained, participation rights.

]

Unions
are also intensifying‘and redirecting their efforts.in
the political aféna. One phiase of this effort is to
obtain legislation, such aslcﬁanges in the tax system,

which will increase the government's ability to pay

26
better benefits. Some unions are even beginning to
Cooperate with management in efforts to improve pro-
ductivity. The rationale behind such cooperation is

that improved productivity would mean more and better

services for the public at less cost, therefore, allowing

salary increases for public employees (Nigro, 1978).
As a result of the fiscal status of citjies and
the resultant public mood, labor/management relations

in the immediate future will probably continue on its

present stormy course. Unionization and militancy

reached new heights in 1978 with the strike being used-'
increasingly (especially by police,.firefighters and
teachers) to achieve results, while pressure is being‘
placed on the unions to satisfy the rising expectations
of their members, the employees themselves are being
placed on the defensive by the very public they serve

(Bowers and Cohen, 1979). Now that public sector

unionism has been firmly established within American
society, the fight for recognition is no longer a
pressing issue in most jurisdictions. It appears now

that labor and management are jintent on the basics of
bargaining and conflict resolution along the same lines
as that of the private sector.

Since conflict and cSnfrontation appear iﬁevitable
and economic isétes seem to represent the core of this

strudgle, it would be of interest to determine what
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impact the union has on economic issues. In an effort
-to explore this area, the police unionization movement
bas been chosen as the specific public sector component

to be studied. As such, it is first necessary that the

development of the police unionization movement be dis—

cussed.

Police Unionism

According to Hilligan (1973), thé history of
police unionism ¢an be broken down into four periods:
pre-1919, 1919, 1919-1960 and 1960 to present, Other
than a major setback éuring the 1919 period, the police
unionizations‘movement experienced slow growth until

the present peried. It has been only during the current

period that police unionization has developed into a
powerful force within the field of labo£ relati;ns.
The historical events that occurred during these four
periods will be presented along with a discussion of
some of the cauées for the recent rapid rise in the
police unionization movement.

The period prior to 1919 witnessed the creation

of police departments in the 1830's followed by the

development of fraternal and social organizations com-

prised of the members of these departments. These

organizations would not be considered to be labor orga-

nizations in the modern sense in that they made no
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‘unionization movement:

concerted effort to improve the economic or working
conditions of their members (Hilligan, 1973). The year
1889 marks the date of the first recorded police labor
dispute. Five members of the Ithaca, New York police
force went on strike to protest a redqction in wages
from twélve dollars to nine dollars per week. At the
end of seven days, the 6riginal wage was restored by
the city council (Burpo,.1971). 1In 1897, the Cleveland,
Ohio police petitioned the American Federation of Labor

(AFL) for a charter which was rejected because police and

‘militiamen are often controlled by forces inimical to

the labor movement (Hilligan, 1973). In 1918, 450 offi-
cers of the Cincinnati, Ohio police force went on strike
to protest the discharge of four fellow officers who had

met to discuss a $300 per year pay increase. The striking

policemen returned to work when the city agreed to
reconsider the dismissals of the four officers (Burpo,
1971). The eariy twentieth century witnessed the con-
tinued growth of police fraternal and social organizations,
some of which were beginning to show some concern over
employment conditions and wages (Hilligan, 1973).

Possibly the most significant event to occur in
the history of police labor relations represents the
dominant feature in the secoﬂd period of the police
The Boston Police Strike of 1919.

As a result of low morale due to poor working conditions,




low wages and the refusal of the police commissioner
‘to meet with the police association, the Boston police
applied for and received a charter from the American
Federation of Labor. Subsequently, the police commis~
sioner suspended nine officers for engaging in union
activity. The negative reaction of the remaining offi-
cers Qas evident when 1;144 of 1,544 patrolmen voted to
strike. The city of Boston experienced a night of
massive rioting and looting where three persons lost
their lives and property damage was estimated to be
almost one million dollars. Order was eventually
restored b§ militiamen and the remainder of the police
force. Management's reaction to the strike consisted
of the dismissal of over 1,100 poiice officers and the
recruitment of an almost entirely new force. It should
be noted that the gew recruits were hired on the terms
that the police originallyvrequested. The reaction of
Governor Calvin Coolidge to the strike represents the
public sentiment at that time: "There is no right to
strike against the public safety by anybody, anywhere,
anytime" [Hilligan, 1973:290]. President Woodrow
Wilson responded in a similar fashion:
A strike'of:policemen of a great city, leaving
that city at the mercy of an army of thugs, is
a crime against civilization. In my judgement,
the obligation of a policeman is as sacred and
direct as the obligation of a soldier. He is

a public servant, not a private employee, and
the whole honor of the community is in his hands.
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He has no right go prefer any private advan-
ggg?.to the’pub;lc.safety [Hilligan, 1973:

What little progress the police labor move-
ment may have achieved prior to 1919 was virtually
destroyed by the events of and the public reaction
to the Boston Police Strike. Approximately the first
half of the third period qf police unionism, 1919-196¢,
experienced an almost complete collapse of the unioni-
zation movement. As a result of the ﬁegative public
reaction, the American Federation of Labor revoked all
local police charters and other police departments that
were considering affiliation witﬁ the American Federation
of Labor dropped the idea. Management strongly resisted

police associations that attempted to affiliate with

organized labor or aggressively promoted self-intereét.

' \

The negative impact was strengthened by general anti-
union sentiments of the 1920's and early 1930's., These
two decades represented inauspicious times for trade
unions in general, with police Qnions being no.exception
(Juris and Feuille, 1973). Due to the general mood of
the public and its reaction to the Boston Police Strike,
a historical precedent of municipal refusal to
collectively bargain with its employees had been estab-
lished (Maddox, 1975). '

According to Hilligan (1973), the void created

during thg early portion of the third period of police

T— © et
? 4}?@ T O T S b oo s s s GA s
T i 5

~



31

union development was filled by the successful develop-
ment of fraternal and social organizdtions, e.g., the

Fraternal Order of Police. These organizations main-

- tained a low'profile and limited their activities to

legislative lobbying, primarily for securing improved

pélice welfare and pension benefits (Juris and Feuille,

1973). The 1940's witnessed the shaky re—émergénce of

organized'labor. By 1945, the American Federation of

Labor claimed to have organized local police unions in

forty—-five cities with populations in excess of ten

thousand (Hilligan, 1973).

Even though the labor scene remained relatively
quiet during the 1950's, some national organizational

activity did occur. The American Federation of State,

County and Municipal Employees, an affiliate of the
American Federation of Labor, increased its activity

during the 1940's and 1950's. By the end of World War

II it claimed to represent forty-nine police locals and-

by 1958 this number had increased to sixty-six. Some
of ghe locals disappeared under managerial opposition
and it is doubtful the total membership ever exceeded
10,000 (Juris and Feuille, 1973). The Fraternal Order
of Police, founded in 1915 with the original purpose

to achieve civil service protections and better pension

benefits (Burpo, 1971), exhibited slow and steady

growth during this period. 1In 1943, it represented 169
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lodges and by 1959 this number had increﬁsed to 194.

The National Conference of Police Nssdciations, whose
name was later changed to the International Confetence
of Police Associations and more recently changed to the
National Association of Police Officers, was established
in 1953 as a permanent structure to facilitate future
national cooperation among independent locals. The
primary theme of this organization was professionali-

zation (Juris and Feuille, 1973). Other than these

slow and somewhat unobtrusive developments in the police
labor movement, the period from 1919 to 1960 ‘was not
spectacular, In contrast, the fourth period of develop-

ment, 1960 to present, may well be called the Golden Era

of Police Unionism.

The fourth period of police union development,
which has experienced'rapid; significant and widespread

growth, could best be characterized by the term

militancy. As used in this context, militancy refers

to overt, organized activity on the part of the police
in efforts to secure improvements for themselves. The

number of police associations increased dramatically

during this time period due to the factors regarding

the growth of public sector unions in general which

were ‘disdussed in the first section of this chapter.

Aussieker (1969) notes that during the 1960's these

associations began to change from mere social benevolent




"Police Strike of 1919.

societies to unions aimed at bettering wages and working

conditions through collective bargaining. The police
were no longer willing to accept their relatively impotent
position in the determination of wages and working con-

ditions. The quasi-militaristic, authoritarian structure

of police organizations began to crumble as a new breed

of pdlice officer emerged on the scene. No longer‘were
the police willing to accept the dictates of the public
and its politicians as pronounced following the Boston
The police were dissatisfied with
wages and working conditions and with the existing
mechanisms for securing improvements.k These dissatis-
factions led to the emergence of militancy.

More épecifically, there were at least four
factors that contributed to police dissatisfaction. The
increased puglic hostility of the 1960's created a chaotic
environment for law enforcement (Juris gnd Feuille, 1973).
Ghetto riots, campus disorders, increasing disrespect of
police authority by certain elements of society and the
seeming indifference of the judiciary to law enforcement
problems threatened the policemen's notion that he is the
guardian of community lives and property (Burpo, 1971).
Second, an increésed level of reported crimes involving
interpersonal violence led to.citiéen demands that the

crime problem be selved. The lion's share of this

responsibility fell on the police (Juris and Feuille,
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1973). Third, the cconomic rewards did not increcase at

the same rate as did the demands. The policeman's salary
scale increased only half as much as that of factory

yorkers during the period froﬁ 1939 to 1964 (Burpo, 1971) .
Finally, poor personnel practices, such as the failure of

police and city management to provide avenues for the cor-

rection of job grievances, led to increased frustration

(Juris and Feuillg, 1973).

Since dissatisfaction does not inevitably lead
to militancy, other factors must have been present. Three
major factors contributed to the police willingness to

engage in confrontation tactics as the means for seeking

improvements. The 1960's could be characterized as a

decade of confrontation, civil disobedience and militant
activities by students, civil rights workers, Vietnam war

protestors, black militants and groups of organized public
and private employees. These types of activities brought

both attention and success., The demonstrated effectiveness

of other public employee successes (Juris and Feuille,
1973) along with the successful use of collective bar-

gaining by working men in other fields set an example for

the police (Maddox, 1975). According to Juris and Feuille

(1973), a second reason for the willingness of the police

to engage in confrontation tactics came about due to the

influx of young policemen during the 1960's. Aas a result

of the general spirit of the times, these younger officers




35

were accustomed to confrontation tactics. Being rela-

4tively unsocialized into the military mentality of

obedience, they were more critical and less accepting
of unilateral orders (Juris and Feuille, 1973). Finally,
whén in quest of group goals, especially when faced with
common external challenges, the police have shown the

ability to develop group cohesion. The police are more

likely to act as a unified group when their expectations

are violated than many other groués becaUSé of the greater
degree ofvgroup unity among éoliéemen (Juris and Feuiile,
1973).. Thefefqre( hecause of the successes éf other
groups, the influx of younger policemen and the character-
istic of group'cohesion, militancy emerged as the tactic
of choice. |

As a result of court decisions, executive enact-

ments, legislative statutes and the willingness of the

. police to engage in confrontation tactics, the police are

now well organizeé. By 1978, twenty-six stateé and
Washington, D.C. had granted police bargaining rights
(Rubin, 1978) with over 60 percent of the police in the
United States covered.by some form of collective bargaining
contract, memorandum of understanding or local ordinance
(Hewitt, 1978). The discussion to this point has been
directed at poliée organizations in general. It would now

be appropriate to describe some of the police organizations

that exist today.
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Swanson's (1977) typology of police collective

bargaining employee organizations is divided into threce

broad categories: those organizations whose parent is an

industrial union, independent governmental employee asso-

clations and independent police associations. With respect

to the first category, the American Federatidn of State,
County and Municipal Employees (AFSCME), is the lafgest of
all public employee organizations.

Its parent union is the

AFL-CIO. 1In 1977, AFSCME represented 9,000 sub-federal

level police officers, primarily in the states of Connecti-

cut, Michigan and Maryland. This is an active, often

militant union that is committed to collective bargaining

and striking. According to Swanson (1977) it has given no

evidence of creating locals at this timé even though locals

are generally favored by the police. The American Federation

of Government Employees (AFGE) is the AFSCME counterpart in
the federal government and therefore represents féderai

law enforcement peronnel. The National Union of Police

Officers (NUPO), which was founded in 1969 by John
Casse§se, former President of the New York City Policeman's

Benevolent Association, was meant to become the national

police union. After failing to get a charter from the

AFL-CIO, NUPO affiliated with the Service Employees
International Union (SEIU) in 1972. 1In 1977, NUPO had
3,000 members, which was down from 10,000 in 1969.

According to Swanson (1977), many individuals now consider
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this 'union to be all but defunct. SEIU, scparate from

NUPO, has approximately thirty autonomous locals repre-
senting 4,000 officers in Louisiana, Michigan, Missouri,

South Carolina and the Virgin Islands. Swanson (1977)

mentions that SEIU intends to make itself a replica of

ATSCME and that spme jurisdictional dispute exists between
the two. The International Brotherhood of Teamsters,
Chauffeurs, Warehousemen, and Helpers of America (IBT) is
the last union listed by Swanson in category one of his
typology. IBT has been interested in organizing policemen
since 1958 and 1977 represented 16,000 police in locals
that consisted either entirely of public employees or of

both public and private employees. It has experienced
most of its organizing success in suburban, rural and
western areas, With the IBT being known for its aggres-

siveness in seeking benefits, its members are often
militant,

The second category in Swanson's typology,
independent governmental employee organizations, consists
of two major governmental unions, the National Association
of Government Employeés (NAGE), which was founeded in 1961,
has a police division known as the International Brother-
hood of Police Officers (IBPO), which was formed in Rhode
Island in 1964 and affiliated with NAGE in 1970. In 1977,

IBPO représented 30,000 police in more than 500 locals.

The strength of the IBPO is concentrated in the New
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énglahd states. The Assembly of Government Employees

" (AGE), which was founded in 1952, is organized on a
government wide basis with 95 percent of its affiliates
at Fhe state levgl.

Independent police associations, the third cate-
gory in the typology, function on either a natidnal, state
or local level with membership being limited to police per-
sohnel. The National Conference of Police Associations,
established in 1953, was formed to promote the exchange of
information among police eﬁployee organizations. When
Caﬁada affiliated, the name was changed to the International
Conference of Police Associations (Juris and Feuille, 1973).
Until 1973, the membership was open only to bona fide
police associatians,'but iater in that year, the decision
was made for the ICPA to become a police union itself. In
1977, the union represented approximately 182,000 police
officers in approximately 400 locais with seventy being

located in the New York City area. There is also a con-

siderable membership in the states of Illinois, New Jersey

and California (Swanson, 1977). The name has recently

been changed again to the National Association of Police
Officers (Bowers, 1980).

The second national independent police association
is the Fraternal Order of Police (FOP), which grew out of

FOP Lodge Number One, established in Pittsburgh,

,_,ﬁ,‘.
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Pennsylvania in 1915, In 1977, the FOP claimed 1,000 i [ A second f .

) ; actor is that the I .

4 nunicipa
local lodges that represented 150,000 members in forty
states. The locals are concentrated primarily in the

S
. u 1 C

ment or organizational aims. When serving as an exclusive

bargaining agent it is a de facto union. Its leadership

generally consists of low ranking officers who have had

some years of service. The more militant police often ; d type organizationg which pe .
g { Imit a great dea]
view the FOP leadership as being soft or unnecessarily 1 f? According -to Swanson 1977y e of autoromy
‘ ' b : r these independent local
moderate (Swanson, 1977). g i , ais are
. e ' ) § i g often dominateq by Younger, college educat d i
Of the statewide independent police associations, ) g tend to be more e ' ed officers who
‘ Militant than othersg

some are affiliated with national unions, e.g. FOP or

i

|

|

NAPO, while the others remain independent. Most of the ) : 1
i

\

assoclations of black police officers.

)

1

directly, but instead they lobby in state capitals, con- : g
‘ i According to

duct wage surveys, provide legal and financial aid and Juris ang Feuille (1
) ) e 973y,
disseminate information (Swanson, 1977). 1In reference

to local independent police associations, it should be

noted that traditionally, police unionism has functioned | ‘ treatment of
: ’

the black community. Most Oof the membersg

primarily at the local level. According to Juris and

of thege 3 i
Organizations are also union members The
. * y

Feuille (1973), this local emphasis can be attributed to usuvall
| Y do not compete with i
. the €xisting union
s

two main factors. First is the inability or unwilling- = . 7 representations] i hte
\ . , rightg,

for

ness of the national organizations to become integrally

involved in local affairs due largely to the fact

e arapere s
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As the brief foreéoidg discussion indicates,

t:here eXlStS a Wlde var 1ety Of organlzatlonal arrange- s he j'irSt goal Of a police employee Orgcillizatf()n ]‘s that
ke . . L] : g o ‘
) .

rtd £ of recognit{op, €.9., being recognized as an organization
i ince a large portion of '
ments among police groups. 8

r £ Y

' 1 izations 1 : Ccollectively bargéin and consequently municipalities often
] i : i aniz . 7
cise national picture of police employee org ' .

. d e allege a lack of statutory authority to justify their
To further complicate matters, these organizations could : ! y j y

refusal of recognition of olice employee or anizations.
also be categorized on the basis of the following functional _ g p ploy g

i The second goal of police emplo ee organizations is the
criteria: the ranks the 5rganization represents, percen- % { g p ploy g

. ¢ th ) attainment of improved economic benefits. 1In addition to
: ;s i hether or no e : :
tage of eligible officers as members, w ;

h : b higher salaries, the police also strive to secure overtime
. . : i e , v .
organization has exclusive representation status, % .
'

' ; severence pay " The third goal of police employee organl—
employee organizations, both in terms of organizational

zatlons concerns the improvement of job conditions.
~ structure and function, represent a complex configuration

| ' on ? Issues with Wthh the police have concerned themselves in
that is composed of many, often unrelgted parts. Howevgr, |

, : this area include hours-of work, work week, vacations,
a broad base of commonality does exist in reference to

d th thod tilized holidays, sick leave, funeral leave, grievance procedures,
s of i i d the methods utiliz
the goals of these organizations an

and the use of bulletin boards. The move to secure a
to achieve these doals. :

voice in management policies, thevfourth'goal came about
Goals and Methods of Police Employee Organizations

durlng the sixties when the rank and file began to take

ified fi ) goals of an interest in how their departments were being run.
Burpo (1971} has identifie ive major

administrators, include the number of patrol shifts, one

regarding the right to organize has been firmly established,

versus two men riding in a squad car, promotions,
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recruitment policies; job aésignments, amount of paper
work, performing nonpolicée duties, consultation prior tO
the implementation of a standard operating procedure, |
transfers, and disciplinary procgedings, The fifth, and
somewhat controversial goal of some police labor organi-—
zations is professionalization (Burpo, 1971), The con-
troversy centers around the compatibility of the concegts
of unionization and professionalization. This issue wi -+l
‘be discussed later in the chapter. | |

There are four types of negotiations that can
occur between labor and management when a poliqe employ =€
organization seeks to attain the aforementioned goals. -
Depending upon what the organization wants, the size ar=
type of orgahization, the extent of representation and
the history of the relationship with the employer
(Hilligan, 1973), the methods of negotiation will take
one or more of the following forms: informal discussior-:S
conducted through normal police administrative channels.-
lobbying through regular appearances before the city
council, consultations with the chief who in turq makes
recommendations to the city council, and/or direct
bargaining betwéen the police labor group and the repref"ae
sentatives of the employer (Burpo, 1971). The first thr-=
methods are used mgst frequen?ly in those states that do -

not have public employee bargaining statutes. Direct

bargaining is generally used in those states where a

¢ = L fruy ikt
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statute permitg this form of negotiation,

Most state public employmeént bargaining statutes

provide for the right of public employeces to organize and

join employee organizations for the purpose of Negotiating

a contract with their employer, The statute gives the

employer the right to Lecognize the employee organizatién

and usually requires that the employer bargain,

limited scope of issues which usually include salaries,
hours and other conditions of émployment. The employees
are»organized into bargaining dnits, generally on the basisg

of rank so that the rank and the file officers ang super -

visory staff are represented Separately (Burpo, 1971y,

When labor ang Management are unable to reach an

agreement during the negotiation proceés, the law usually

provides for sope type of impasse Procedure, Although

these procedures may differ from state to state, they

generally consist of mediation, fact finding, voluntary

and advisory arbitration, and compulsory and binding

arbitration. Mediation is an informal procedure whereby

. @ neutral, impartijial third party attempts to resolve the

impasse through discussions with and suggestions to both

parties. A more formalized procedure, fact finding, inp-

volves a thirg Person who conducts hearings to analyze

all facets of the dispute. Recommendations are then made

to both labor ang management and if accepted, a contract

o




device that brings public attention to the sityari
- ation

is made based on the recommendations. If not accepted, ; :
s i, 1s the work slowdown or speed-UP. An ey
) ! ) ample Gf this

" the findings of fact are made public on the assumption . tactic is the traffic ticket slowdown resule
ing in £

ew

i o r b tlC i . "! % g . 'y » *
. that both parties would rather accept the recommendations 2 g or no tickets being written even for Flagrant traffic

than risk the possible wrath of the public for refusal to . : L violations The municipality suffers botp ;
' ! : 1n terms of

accept them. Arbitration consists of a procedure wherehy . i public safety and the loss of City reveny :
R ' - €S. The traffic
a three man panel, consisting of two representatives from ticket speed-up, which occurs when officerg "

. ) write an
the dlspgtlng partles and a third impartial member, con- f% inordinate number of tickets, creates a great qesy o
ducts a formal hearing and‘reachés a conclusion on the ’

public inconvenience and resentment, The Speed-up often

basis of information gained at that hearing. When the ' | T g leads to a rash of citizen complaints which the cit
- : i | city may
arbitration is voluntary, it may be evoked by either labor find to be embarrassing (Burpo, 1971}

or mahagement, Compplsbry arbitration, as the name implieés, N At the extreme end of this alternative ap <h
_ X . : proac

requires the parties to arbitrate when negotiations reach continuum is labor's ultimate weapon, the work st
, stoppage.

an impasse. Whereas advisory arbitration does not require A work stoppage occurs when all or some police offi o
icers

the estranged parties to accept the panel's decision, willfully fail to perform their duties, thereby causi
) sing
binding arbitration requires compliance (Burpo, 1971). % a complefe or partial breakdown in police service

There

- If, after the exhaustion of impasse procedures, exist four forms of work stoppage that the police ma
' Y

an amicable agreement has not yet been reached, the police utilize: the strike, sick call ("biue flu"), ma
’ 7 Ss

organization will seek its goals through alternative means. resignation, or attendance of professional semin
‘ ars,

These alternatives range along a continuum from mild forms | Since no state grants the police the legal right to strik
' strike,

of protest to the strike, These forms of protest are meant the police are hesitant to simply walk off the job and

to attain desired goals through other channels, bring to . - | call a strike. A strike action could not only jeopardiz
: e

the attention of the public the plight of the organization's their employment status,

but may also alienate the citi-

members and in general to put pressure on management to Zeénry at a time when the PUbliC.SUPport is critical. The

.acquiesce, The milder forms of protest include lobbying right to strike controversy centers around management's

T

before the state legislaﬁure, picketing and the filing of argument against the strike due to th

‘ e threat to public
civil lawsuits. Moving along the continuum, another
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( numerous issucs regarding the scope of this involvement,

‘ v its impact and how to cope with it. Four of these issues,
saféty and labor's argument that they are at a bhargaining ' :

which will now be discussed are as follows:
disadvantage without the power to strike.

the compati-
In any event,

bility of unionization and professionalization, the impact
bl ,
due to the current legal ramifications, the police have - i

i : of unions on the operation of the police agency, the impact
{ ,
developed other forms of work stoppage (Burpo, 1971). . g ~

e i A

of thHe cities' fiscal crises on law enforcement labor rela-
The sick call or "blue flu" strategy involves

tions and the impact of the strike on the labor/management
éarticipating officers calling in sick and complaining

o e R A ST

relationship.
i are subjective in nature, such as a head- . ' '
of ailments that ’ ’ ] b Professionalization
: . This makes it difficult, if not : ;o ' . - '
a?he or baskhehe e ' : . The idea of professionalization for the police
impossible, for management to prove malingering. Mass : H

: i L occupation is one that has been widely discussed within
resignations occur when participating officers submit : :

notices of resignation. This tactic avoids the possible

‘ the literature and therefore no attempt will be made to

j . ; elaborate here. However, the concept is generally meant
negative ramifications of the strike or sick call. The ! |

: g to be aimed at unifying and improving the status and
final work stoppage strategy occurs when participating : |

. | quality of police work as a whole. On the other hand,
officers walk off the job for the stated purpose of i :

the unionization concept generally refers to self-help
attending a professional seminar to improve their profes-

: organizations that direct their energies toward securing
sional knowledge (Burpo, 1971).

benefits and protection for their members.

The issue at
Issues in Law Enforcement Labor Relations

hand is whether these two concepts are compatible.

As would be expected,
It should be evident at this point that the

labor and management have

opposite opinions regarding the compatibility of unioni-
police labor movement is dynamic and widespread with

zation and the professionalization concept. Management
numerous and varied types of police employee organi-
zations currently in existence.

argues that the objectives of unions are narrow in scope,
The police are serious

immediate in nature and almost entirely non-altruistic in
about the pursuit of their goals and are willing to go

outlook.
to extreme lengths to acquire those benefits that they

Therefore, advancement of social or professional

goals is not an important part of union goals and the
pelieve they so readily deserve. As a conhsequence, labor,

management and the general public are all confronted with
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unionization ﬁovcment will cause the struggle for profes-
sional status to deteriorate into a struggle for immediate
financial betterment. Management contends that employces
will seek advancément through union pressure rather tﬁan

through the more desirable channels of merit, examination

and dedication to duty (Hilligan, 1973).

Unions counter the management argument’by stating
that better salaries.and job conditions attract more
qualified persons and thus provide a more professional
appfoach to police service. 1In addition; unions boost
morale, serve as a watchdog over administrative corruption
and increase efficienéy through participation by union
members in the management process (Hilligan, 1973),

There also exists a lack of consensus regarding

this compatibility issue among scholars who have written

in the area. Halpern (1974) argues that unionization was

fostered by and also contributes to the professionaligation
of the police. The turmoil of the 1956Q's brought thg
police increasingly into the public eye and consequently
a great deal of criticism was leveled at the police for
the manner in which they dealt with the various crises
of that era. The criticisms led to the push for upgrading
departments by improving facilities, equipment and
salaries and by getting better trained and educated men

on the force. The emphasis on professionalization has

led to an increase in the number of younger policemen
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viewing themselves as skilled persons who want a say in

what they do. Halpern (l9f4) argues that whercas veteran

policemen might be more interested in increased salaries

and benefits, the younger and more professionalized police~-

man wants a voice in policy and programs as well as

increased beneflts. He c1tes as evidence the situation in

Baltimore where the majority of the veterans belonged to a

whereas
the younger officers belonged to a union which sought to
influence such police policies as patrol, recruitment, andg
training procedures.

According to Olmos (i974), police unions will be
forced to devote more attention to profe581onallzatlon
matters as societal concern for law and order beolns to

burn 1tsel£ out.,

He argues that unions have concentrated
on a rationale of exploiting ‘this law and order concern
as a primary means of gaining economic concessions., As

the public concern shifts away.from law and order, Olmos
believes that it would be more productive in the long run
for the unionization movement to stress a theme of
developing professional excellence in return for substan-
tial economic concessions from the taxpayers.

Along a similar line pf reasoning, Nigro (1978)

notes that since the public employer's ability to pay

increased benefits has diminished, unions are beginning

to shift their emphasis to other matters. As the public

i
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becomes incfeasingly concerned with the fiscal crisis‘of
American citiesj citizens, legislators and the courts
will be demanding an improved quality of services in
return for increased economic concessions. Therefore,
unions will become increasingly concerned with issuesg
that are believed to increase the quality of police ser-
vices, i.e., professionalization.

Hewitt (1978) takes a somewhat different position

by asserting that the impact of unions on the notion of

professionalization is a moot point. He argues that the

"police have never been a profession, and never will be as

long as they are grossly fragmented under many political
jurisdictions. The basic argument is that the American
police have no police idea. The role and philosophy of
the police changes from one generation to another and from
one jurisdiction to another. Therefore, the police must
first define the goals of professionalization and develop
a workable program before the issue of the ccmpatibility
of unionization and profeésionalization can be addressed.
If one considers increasing educational require-
ments and providing educational incentives as being
indicative of a step toward profescionalization, then
unions are indeed becoming involved in the promotion of
professionalization. Many police labor contracts include
such provisions. Unions are also becoming increasingly

involved with the areas of recruitment standards,
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. cation, discipline,

selection, training, promotion criteria, job classifi-

grievance procedures and evaluation,

Most of these efforts are directed toward decreasing the

use of political favoritism and Management discretion
and increasing decision making and promotion on the basis

of due process and merit,

While police unions have been involved to a

to professionalization and have pPossibly been responsible

for some improvements, the overall consensus appears to

be that police unions have, in deneral, had g3 negative

impact on the concept of professionalization in the past.

According to Feuille (1977), there seems to be a basic

their role as an employee self-help organization ang those

objectives which would further the quest for professional

status. Union energies have been primarily devoted to

securing basic economic benefits and job security pro-

tection for their members. However, the treng would seem

to indicate that police unions will become increasingly
involved with the professionalization issue in the
future while continuing to pressure for increased bene-

fits. The impact of thisg trend remains to be seen,

e R

Union Impact'bn‘thE‘Operatibn‘bf‘thé‘?olibé'AgénCy

According to Feuille (1977), the ﬁajor impact

that unions have had on the operation of the police
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agency is that they have had a significant infiuence on

the chief's or the city's ability to manage. Unions have.

effected management discretion in the area of manpower
deployment by attaching higher price tags to overtime,

court time and standby. Unions also pressure for the

increasing use of seniority in shift assignments and trans-—
fer. These types of efforts stém from union's desire to
eliminate favoritism, secure extra pay for extra duty and

to attain a greater degree of position security for senior

officers.

Management discretion has also been reduvuced in

the area of disciplinary procedures. The procedures as

established by the unions require management to prepare

better cases, make the punishment fit the offense and,

in general, administer the disciplinary process more

equitably. 1In addition, grievance procedures are commonly

instituted as a result of union pressure, These proce-

dures are established as a means of seeking redress for
the infringement of contractual rights and as a means of

enforcing union contractual rights. These grievance

procedures are the mechanisms by which management and the
unioq test the limits of managerial prerogatives and the
extent of the union'é voice in determining employment

conditions

(Feuille, 1977).

These and numerous other issues are now deter-—

mined at the bargaining table rather than at the
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discretion of thé manager as was once the case. Manage-
ment views this intrusion as being a threat to its tra=-
ditional authority in a gquasi-military organization that
is highly dependépt on discipline and loyalty for its
efficient operation (Juris, 1971~1972). Management feels
that the decision making.functions of the.department are
being placed in the hands of the, union organizaﬁion

rather than in the hands of those who are responsible- for

the implementation of those decisions.

Also, the collec-

tive bargaining process places the manager in a position
.where demands are being made from two conflicting sources:
the municipal employer and.the policeman from whose ranks

he came (Hilligan, 1973).

In addition, management feels
that it is at a disadvantage when bargaining with the

union due to the union's‘apility to call a work stoppage.
By disrupting normal police services, the cost to manage-

ment of disagreeing with union terms is increased {Feuille,
1977) .

Unions argue that these actions are necessary in

order to protect the interests of their members. If
management would take it upon itself to institute the
changes that reflect the wishes of the employee, the union

asserts that it would not need to become involved.

This influence of police unions on the operation

of the police agency is not limited to its involvement at

the bargaining table. Police unions are also involved in
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legislative and elective politics that are aimed not only
at strengthening their position at the bargaining table(
but also aé influencing its law enforcement policy making.
The recognition of the political orientation of the police
iz not new, bu£ when thelpolice enter the political arena
in an effort to aét on theii own behalf, the situation ‘s
different. Just as the way has been cleared.for the rights
of the police to organize and in some instances to bargain
collectively, so have the festrictions been removed that
once prohibited political involvement by the police. As
such, the police are increasingly taking sides in elections
and public issues. This type of political involvement by
the police has caused some concern among police adminis-
trators and the general public due to the fac* that in our
system of government, a politician is thought to owe a |
debt when an organization plays a key role in his victory.
This electiQe politics participation of the police is
particularly suspect when the involvement centers around
the election campaigns of those most intimately concerned
with the administration of criminal justice in the
community--the prosecutors and judges. Since these
officials are supposed to be independent of the police in
the administration of justice, how would this independence
be affected if a victory was aéhieved due to the efforts
of a police employee organizaticn (Juris, 1971-1972)7?

Also, in . a situation where a mayor or governor makes
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campaigh promises that would affect the criminal justice

system, would it be appropriate for the police to support

him and if so, what kind of support? Should a policeman

be allowed to make monetary contributions to an individ-
ual's political campaign?

bute leaflets, canvass or collect money? Should the

answer to these questions be based on the particular

political office being sought?
on whether the officer is out of uniform?
employee organization be alléwed é similar degree of

participation (Hilligan, 1973)? ‘Such questions are indi-

cative of the complexity of the issue of police unioni-

zation.

The political involvement of the police is not

restricted to elective politics. Police unions are also

»

éontinually concerned about policy issues that relate to

how the law is to be enforced. Such issues might include

the use of force, victimless crimes, civilian review

boards, the types of weapons to be carried and the con-

ditions regulating their use, the appropriate response to

civil disorder and the functioning of the remainder of the

criminal justice system. The police are speaking out more

and more on these types of political and policy issues

(Hewitt, 1978), and have experienced a great deal of

success in their efforts.

Should he be allowed to distri-

Should the answer be based

Should a police

S
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Police management considers political activism
as a challenge when issues of policy are raised, but
endorses legislative pblitical activity that results in
large appropriations. The various employee organizations
and society in general favor political activism by those
with whom they agree, but are intolerant of activity by
their opponents (Juris, 1971-1972).

It .is apparent that police unions have had a
significant impact on the operation of the police agency,
both through the collective bargaining process and through

political involvement., The police agency administrator no

longer enjoys "carte blanche" with respect to the internal

operations of his agency. The manager must now consider

the union reaction to personnel management or policy
changes and in all probability he will find it necessary

to consult with union representatives before instituting

any change that would have an impact on the union's mem-
bers.

The Fiscal CrisiS‘of American Cities

Many critics of police unions feel that the

unionization movement has contributed to the financial

crises of American cities (Nigro, 1978)., The assumed

propensity of the police to initiate a strike or other
forms of work stoppage has lead to the belief that the
police are in a position to receive pPay increases in

excess of other public employees due to the vital nature

e S
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of the role they perform for society., It ig belicved by
some that public Management is unable to provide a counter -
force to these union wage demands (Mitchell, 1978) . .

| Increasing taxes and inflation have led to demands
that the costs of government be reduced. The pubiic is
beginning to urge city officials to resist union efforts,
Movements such ag Califorﬁia's Proposition 13 have startegd
a nationwide trend which has had a significant impact on
labor/management relations. Thig public mood and the
resultant demands have placed labor and management on a
collision course in many jurisdictions (Bowers angd Cohen,
1979). r7This conflict appears inevitable since taxpayers
are demanding tax cuts and reductions in government spending
with no reduction in the quantity or quality of services,;

. Although research indicates that the power

wielded by police uniéns in the area of wage determination
is not as great as has been feared (Ehrenberg and Gold-
stein, 1977) ang that union pressuré is not the sole or
primary force affecting pay increaées (Feuille, 1977), the
public mood has led to a change in public employer attji-
tudes. Budget constraints and taxpayer revolts have pro-
vided the impetus for aggressive bargaining on the part

of pubilc employers. Confrontation at the bargaining table
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Therefore, the fiscal crises of cities have created

a situation of increased conflict and confrontation hetween

labor and management with the public shifting its support
toward management and away from labor, Since union members
perceive the most important function of the union to be

bafgaining for wagee and benefits (Meyer, l972), this sit-

uation will in all probability eontinue as long as the

fiscal crisis is an issue.

Police Strikes

Police strikes are illegal in all states due to
the perceived threat it poses to public safety. However,
this has not stoppedvthe police from engaging in strikes
and other forms of work stoppage, e.g., "blue flu" and
maes resignations. Even though various types of impasse

procedures (mediation, fact finding, and arbitratipn) have

rbeen instituted in an effort to avoid work stoppages, the

strike or threat of a strike has been perceived to be the
most powerful bargaining weapon- available to labor.
Traditionally, management has complained that they are
placed at a bargaining disadvantage due to the union's
ability to call a strike.‘ The union argues that without
the ability to initiate some form of work stoppage, they
would have no power and would be placed at a bargaining
disadvantage,

One of the major complaints against the police

unionization movement is that many people think of the
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terms union ang strike

as being synonymous., As such, it

is believed that the development of police unions could

lead to strike activity that would endanger the public

welfare as well as giving the pollce the ability to extract

unduly large pay increases. Other than the Boston Police

Strike of 1919 and the MonLreal Canada strike of 1969,

police strikes have not resulted in a significant increase

in the incidence of crime (Hilligan, 1973). 1n addition
I 4

eéven though most strike activity has eccurred over wage

lssues (Meyer, 1976), there is no evidence te indicate

that the pollce have gained excessive salary increases

(Ehrenberg and Goldstein, 1977), Consequently, the fears

voiced by the public and by management have not been
realized.
Sinqe the strike has not proven to be as

threatening to the public welfare as was once perceived

and as the public employer becomes more willing to take

a strike, the police union/management relationship is

beginning to develop along the same lines as that of the

remainder of the public sector. However, it remains

extremely doubtful that the police will ever be granted
the legal right to strike "and will continue to be treated
as somewhat of an exceptional case in public sector labor

relations. The perceived threat to public safety posed

by the police strike will no doubt continue to exist and

consequently it is probable that considerable effort will

T R e
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cohtinue to be directed toward the establishment of
acceptable alternative  impasse procedures.

As should be evident at this point, one of the
major overriding controversies surroﬁnding police unionism
concerns the issue of money. Individual members want more
mdney and they sée the union as being the vehicle for
achieving this goal. The éeneral public and management
often feel that police'unions push too hard for this goal
without considering the possible negative consequences. At
a time of rising inflation when workers are iﬁcreasingly
turning to unions for help and when there exists a general
public sentiment to cﬁt back on government épending, there
exists a need to determine what economic impact police

unions do indeed have.

[P PIY. IS SR SRR IURY SR PR S

Wage Determination 'in the Public Sector

As was noted in the pre&ious section of this
chapter, there seems to exist a relationship between the
fiscal operation of American cities and public sector
unionism. The extent or impact of this relationship is
difficult to discern since many other variables are
involved. However, it is this aspect of police unionism
that will be explored in more detail throughout the
remainder of this study. More‘specifically, the central
focus will be on the impact of police unionism on municipal

police wage determination. Since the discussion to this

e

point has concentrated on police unionism, it is now

neceéssary to present some background information on the
process of government wage determination and the role of

collective bargaining in this process,

Traditionally, according to Roscow (1976), thecre

have been three different methods of government pay deter-

mination. ' Each of the succeeding methods represent an

increased degree of delegation of authority, an increased

participation and a lower order of control. The first and

most traditional method is that of legislative pay setting

This remote and authoritarian method is the least likely

to provide frequent wage increases, is less responsive to

;abor market forces, and is more responsive to budgetary

control. Salary adjustments are lesé frequent, less

systematic and often subject to unilateral determination
Structural improvements or reforms generally require |

special legislation which is laborious, slow and very

infrequent,

The second method, executive action, is the

result of delegation of authority from the legislature

This process varies in scope and method with the authority

being either limited or complete, Executive action
usually evolves as an outgrowth of ponderous or inefficient

legislative pay fixing methods. Wage adjustments are more

regular and frequent with the law often specifying

frequency, defining criteria and allowing for legislative




veto or modification. Executive action is often Eased on
the prevailing wage principle which, as noted by Fogel
and Lewin (1977), requires government to pay wages com-
parable to those received by private employees. This
method is sensible in terms of equity and efficiency since
the output of government does not pass through the market
place where its relative worth can be assessed by customers.
According to Fogel and Lewin (1977}, there is a need for
comparable pay to attract eﬁployees but to pay more than
the private sector would be unnecessary and a waste of
tax dollars. The common practice is to obtain wage infor-
mation from the geographic area of government jurisdiction
and from only medium and large sized employers. This
method holds down the cost of wage surveys, but imparts an
upward bias to prevailing wage determination since only the
"core" économy is surveyed. The periphery economy, which
generally pays lower wages, is excluded. One problem with
the prevailing wage conéept occurs'when there exists an
absence of a private mérket for some government occupations.
For certain groups that have no comparable counterpart,
such as police and firefighters, parity, a term meaning
equality, is commdnly used for wage determination. Another
method utiliied to overcome this problem is to base pay on
private sector wages for occuﬁations to which individuals
of comparable training and interests might be attracted

~

(Fogel and Lewin, 1977).
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Continuing with Roscow's (1976) discussion of

governmental wage determination, the final method is

collecti ini i
ctive bargaining, fThig Process, which is more

volatiie,

Baéical%y, collective bargaining in the public

se 1 i
ctor is the process by which Iepresentatives of g3

. As
unioni i i
lzation has introduced a significant new element

has emerged ag to whether union power has Pre-empted the

budgetary authority of pPublic officials legally vesteq

k ‘ .
with the power to decide how, when and for what purposes

City funds shall be spent (Spero, 1973), Collective

bargaining disturbs the normal incrementai budgeting cycle
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( setting, political bodies are sensitive to two constit-

by separating the determination of wages, fringe bene- %) . uencies: government employees who are directly affected

. d other personnel items from the task of budgeting by public wage decisions and the general public who is
fits and othe

for them This change from a unilateral model of decision generally uninformed and disinterested. Since the first

making has shifted the locus of authority from city s 5 group watches the actions of politicians more closely,

officials to full-time labor relations specialists " lawmakers are generally more responsive to them. Public

(Benecki,‘l9§8)- This problem is compounded by the Ffact employees have a tendency to exploit this situation,

that it is often difficult to determine who has final . : Fogel and Lewin (1977) have held that "the position of
authority to represent the management side, This decen- :  ' [ public employees as voters and opinion-makers who partially
tralized, multilateral bargaining aspect of city govern- i &‘f determine whether or not the employer retains hls job" [p.
ment often plays into the hands of unions who engage in B ;‘ 327] as the major factor underlying motivational differcnces
Werd run" tactics in order £é obtain f;om one level of {j between public employers and private, profit-maximizing
government what was denied at another (Mitchell, 1979).  § ) ﬁ employers. There is NO counterpart to thisg polltlcal

re 2 result of Chece characteristics, the éituation is iﬁ 5 pressure in the private sector, According to Shaplro

now such that the budget must accommodate collective bar- '\% é (1978), somé critics note that restraints on Fhe political
gaining. Acéqrding to a study by Benecki (1978), this i é activities of public sector unions may weaken this politi-
occurs in three ways: expenditure and revenue levels f  : E ' cal pressure argument.

must increase (changing the size of the budget), trans-

Elasticity of demand in the public sector refers

B R R s g D | NS A PR A e A Tl

§
fers of budget items must occur (changing the distribution éf to the demand for government services and how flexible this
of the budget) or employment must decrease (changing both ‘gg demand can be, Sjince most government services are
the size and distribution of the budget). It should be gf monopolistic and many are essential in nature, coupled
v j ! : s -
noted that these are not mutually exclusive and therefore = gg with the fact there are limited opportunities for the
any combination of the above may occur.- : iﬂt SubstltUtl?n of capital for lqbor in %he productTon of
Unionism and collective bargaining activities Qi - %?? these services, the demand for labor in the public sector
By . . . . . : . .
in the public sector differ from those in the private ;f,‘! é is frequently 1nelast1c‘or inflexible. The implication
sector in two major ways: political involvement and gﬁ g' 1s that unions can push for tncreased wages with little
elasticity of demand. Regarding the politics of wage 3;} ?
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fear of adverse employment effects (Shapiro, 1978). ILven

. though taxpayers can vent their hostilities at the polls,

public employees are also voters. Therefore, politicians
may opt to avoid a strike rather than refusing to pay

higher wages (Orr, 1976), However, taking advantage of.

this inelasticity of demand depends upon the ability to

withhold a significant'amount of labor. Therefore, the

union effect is related to the degree of union organi-

zation and the ability to strike, To the extent that

existing legal barriers inhibit'organization, union
recognition, collective bargaining and strikes, union wage
effects will be limited (Shapiro, 1978).

It is undeniable that the number of government
émployees and the size of governﬁent budgets and payrolls
have increased dramatically dufing the past two decades.
However, some controversy exists regarding unionism's
role in this growth phenomenon and how the increases in
the public éector compare with those in the private sector.
Prior to tﬁe 1960's, the characteristics of low compen-
sation and a high degree of job security dominated state
and local government work (Orr, 1976). According to
Roscow (1977), during the past two decades public sector
pay has shown an increase of 188 percent compared to 141

percent in the private sector. Spero (1973) contends that

the public sector payrolls increased by 402 percent between

1950-1968. Mitchell (1979) notes that state and local
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employees incrcased their total compensation packages from
88 percent to 99 percent of the private sector compensation
packages from 1945 to 1975,
and local pay had risen at the same rate as pay in the

private sector, pubiic pay would have been 12 percent to

13 percent lower in 1975, Orr (1976) contends that between

1952-1966, government pay remained at parity with the pri-
vate sector and that they generally remained within 3 per-
cent of each other, ~ However, since 1966, Orr (1976) states
that government pay has risen steadily relative to the
private sector and that hy 1973 the public/private pay
differential favored government workers by 10 percent.

The

earning differential was lower for state and local employees

than for federal employees, Although these combined

statistics do not necessarily coincide, due probably to the

fact that it is not known what is being measured when

reference is made to "pay, payroll, or compensation packages,"

it is axiomatic that public sector pay has risen at a more

rapid rate than the ‘private sector. Depending on whose

statistics are read, the rapid rise in public sector pay
has now placed government worker pay at parity with the
private sector or may have even exceeded the private sector.
Obviously such large scale comparisons are difficult to
make.

Concomitant with the increase in government pay

is the rise in government employment, public sector

He also mentions that if state,
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unionism and the increased financial préblems of American
cities. According to Spero (1973), between 1950 and 1968
local govefnment employment increased by 113 percent.
According to Mitchell (1979), if state and local employ-
ment had grown at the same.rate as the private sector

during 1945 to 1975 (38.8%) instead of their actual rate

of growth of 261.4 percent, state and local payrolls would

be reduced by 60 percent.- It is Mitchell's contention that

the chief source of pressure for revenue, in terms of labor

policy, has come from the employvment side rather than the

wage side. He states that the pressure for expansion of

.government activities and programs stemmed primarily from

forces exogenous to collective bargaining.

One way of examining this argument would be to
determine if public se«tor unions have a bargaining advan-

tage over the private sector. It has been previously

noted that the public sector may have the advantage due to
the elasticity of demand and political pressure aspects

that are unique to the public sector. A study by Shapiro

(1978) indicated that there is no evidence that wage

effects of public unions are greater than those in the

private sector. The hourly earnings of unionized workers

in the public sector tend consistently to be either on

par with or somewhat below the hourly earnings of

unionized workers in the private sector when controlled

for individual worker characteristics, region, city size
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and occupation.group. However, his study did indicate

that unionized blue collar workers in the public sector
earn approximately 18 percent more than non-unionized
workers in either the public or privaté sector.
Obviously, Shapiro's findings and Mitchell's contention
do indicate than the increase in employment has.had a
major impact on the pressure for revenue, but it also is
apparent that unionization has also played a part,

There-

fore, the controversy continues. The increased demand

for government services (which of céurse increases the
need for labor); the spiral of inflation which increases
cities' cost of purchasing services and goods from the
private sector; the needed expansion and modernization
of g&vernment facilities; and enlarged welfare rolls

have all contributed to the financial burden of'America's
cities (Spero, 1973).

Since the city is a creature of the state and
has no inherent powers of taxation, its ability to cope
with these financial problems is somewhat limited.
Cities are heavily dependent on the federal goverrnment

and it is estimated that less than one-half of the city

budget comes from city raised revenue. Cities are tied

to a relatively inflexible real estate tax, which accounts
for approximately two-thirds of the revenues from taxes

directly levied by them. In addition, a large percen-

tage of grants-in-aid from federal and state governments
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are earmarked for specific purposes (Spero, 1973). There-

fore, the citie§' ability to cope with this increascd
demand for revenue is fairly limited., ©Public sector unions
argue that whére the money comes from is not their problem.
Fact finders seem to support.this view and have in the

past foundithat city employees éhould not be expected to
carry the cities' financial burden on their backs alone.
In addition, it is unrealistic to assume that costs can be
suppressed in the‘public sector when the free flow of
market forces permits employee gains in the private sector

(Spero, 1973).

Police Wa%es’

The police have been chosen for this study
mainly bécause the police would seem to possess, to an
extreme, those charactegistics that would give them an
advantage at the bargaining table. Due to the vital
nature of the functions they perform for society, the
demand for police labor is thought to be highly inelastic.
In addition, police unions are now widespread and well
organized which provides them with a great deal of politi-
cal muscle (Mitchell, 1978)., Also, the police are highly
labor intensive, Whereas personnel costs of a typical
city budget range from 50 percgnt to 80 percent (Spero,
1973), the percentage of police budgets expended on salaries

and wages is better than 90 percent on the average (Odoni,

1978) .
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Not only are the police highly labor intensive,
but they are also the second largest group of local

employees, with teachers being the largest, According

to Hewitt (1978) the nation cmploys approx1mately
375,000 police at a cost of seven billion dollars annually.
Approximately 80 percent of the police are employed at the

local level w1th the remainder employed by the state and

federal governments (Rubin, 1978), Since 60 percent or

better of thege police are covered by some form of collec—

tive bargaining agreement, contract, memorandum of under—

standing or local ordinance (Hewitt, 1978), any effect

that police unions have on wage determination would céuse

a widespread impact.
As with the remainder of the public sector,

police salaries have rapidly increased. Between 1939

and 1950, police salaries increased by only 52 percent

while the average annual salary of federal employees

ingreased 83 percent, municipal transit operating employces

increased 110 percent and the Consumer price index increased

69 percent (Aussieker, 1969). This of course, was during

a time when there was little unionism due to adverse legal

and public opinion, Between 1951 and 1961 police salaries
increased by 56.9 percent while the increase for factory

production workers was 50 percent, for federal employees

=L R R

and municipal transit operating employees the increase was

54.1 percent and urban school teacherg! salaries increased

T o3 e

5 - : d



73

by l2ll percent (Aussieker, 1969). This trend changed
during the period from 1964 to 1969 when police salaries
rose by 38 percent for an average annual increase of 6.7
peréent compared to 4 percent for white collar and factory
production workers, Prio; to this, from 1939 to 1964,
police salaries had increased one-half as much as that of
factory workers (Bhrpo, 1971). Therefore, the wage
increase differential began to favor the police during a
time period when police unionism was gaining strength and
momentum due to the lessening of‘legal and political
restrictions.

Odoni (1978) Bas noted one aspect of police
salaries that deserves mention. Local governments have
a tendency to pay public employees higher saléries than

the private sector at the lower level jobs while paying.

“lower salaries than the private sector for higher level
jobs. This differential may be due to employee organization

preséure at the lower level while public employees in higher

level positions are more visible to a public that is
skeptical, at best, of the contributions of highly paid
government employees., 1In addition, employees in the
higher level positions are typically not as well organized
as those at the lower level (M;tchell, 1979) . Odoni (1978)
has discovered some statistics that would tend to indicate
that the police differ with respect to this public sector

characteristic. From 1959 to 1973, salaries for

——
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nonsupervisory police more than doubled with maximum
salaries rising more than minimum. The salary gains

for chiefs, captains and sergeants, i,e,, upper level,
supervisory positioﬁs, were remarkably similar to each
_other and to the nonsupervisory gains, Police unionism
probably contributed to the honsupervisory géins, but
supervisory officers are usually represented to a lesser
extent and are lessg militanﬁ. The reason may lie in the-

desire to maintain traditional wage differentials within

police ranks, Therefore, the wage impact of police unions

may gxtend beyond a particular bargaining unit,

Relative wage impact .studies, i,e., the extent
to which union workers pay differs from non-union worker
pay, indicate that public sector unioné raise the wages
of unionized government worké{s by approximately 5 per-

cent ("Wage Impacts ,..," 1977). The empirical basis for

this conclusion consists primarily of studies of teacher
and firefighter bargaining in local goverhment (Lewin,
1977). . The few studies that have been conducted to dete;—
mine the relative wage impact of police unions have pro-
duced contradictory results.

Schmenner (1973); using time series wage infor-
mation for eleven American cities during 1962-1970, dis-
covered a negative relationship between collective

bargaining and wages for police and firefighters., He

states that the negative sign goes against all intuition

SR
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appears to haye'y négative impact On police salaries,

Ng chapter will discuss the methOdOlogy
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of policemen and thus lower salaries, & ~ f “3d the py 1tations of the stugy
gt 8 A ‘ POthegeg Statements,

2. Unions"may be more concerned with fringe
S

benefits than with salaries,
s .
3. When nggétiations go to arbitration, settle-
yA, ]
ments may be made retroactive and the salaries

used inftheir study may not reflect this,
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- o .
4. The data did not indicate whether a written

contracguexisted nor were the scope of the
issues identified.

5. Police in low wage cities who organize for
purposes of raising salaries, possibly have

not yet been successful in doing so.

A study by Hall and Vanderporten (1977), using 1973 salary
data for 141 American cities with populations of over
50,000, indicated that police salaries are increased by
formal negotiations, but the amounts are quite modest.

Therefore, there seems to exist no definitive study that

b
i

would indicate what, if any, impact police unions have on
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independent variables that will be included in the study:
g@ 1 i crime rate, population size, population density, income

inequality, average earnings of manufacturing production

CHAPTER III workers, the number of retgil service and wholesale

establishments per l,OOd population, monopsony power,
/ ' METHODOLOGY

- government type, geographic region, LEAA region and the

since the ‘amount of research conducted in the areca i number of law enforcement employees per 1,000 population.

of police unionism and wage determination has been minimal These variables will be discussed in .more detail later in

and the results produced have. been contradictory and some- iv the chapter. The possibility exists that these same

what confusing, the problem of the degree of impact of ; variables may give rise to the deVvelopment of unionism.
. . ' ‘53\ » : s
police unions on wage determination continues to exist. It may be that when these independent variables are in

e e A 2

This is the primafy problem which this study will address. existence and/or when they reach a certain magnitude,

Th rpose of the study wiil be to add to the current .4 ! the resultant conditions are such that police labor feels
€ pu . _

knowledge about the relationship between police unions and the need to organize in order to improve their economic

wages by examining the relationship between wage deter-

o A o gt 2

benefits and working conditions., Therefore, a second

mination and unionism using as additional independent var-

area of concern in this study will explore this relation-

iables those variables that have been shown to have signif- ship between unionism and the other independent variables

icant impéct in earlier studies as well as some independent in the study.

variables, discovered through literature review, that have

'Methbddlqu
been hypothesized to influence wage determination. In .

some respects, this study will provide comparative infor-

—

The approach used by H., G. Lewis (1963) for

mation in that it will replicate pfevious police-public estimating the impact of unions on wages in the private

sector wage determination studies, however, it will also sector, i,e,, the extent to which a union raiseg the

add a unique characteristic which is intended to expand wage of its members above the wages of comparable unorga-
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K ledge in the area nized workers, will be used for this study. The results xv
now . B :
o The unique area deals with the relationship 0 of such studies, including this study, are presented as
om between unionism and the incidence of the following ’j;‘ l
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a ratio Sf the union to non-union wage expressed in
percentage terms., Many of the previous studies in the
area of the impact of public sector unions on wage
determination have utilized this approach (Lewin, 1977).
The groups to be compared in this study will consist of
municipal police ‘departments that are unionized and
collectively bargain for wages and municipal police

departments that are non-unionized and therefore do not

collectively bargain for wages.

Population Under Study

Using the 1975 Uniform Crime Report, all United

States cities with 100 or more law enforcement emplovees,
both sworn and civilian, were identified and surveyed. A
copy of the questionnaire is included as Appendix A. The
staff of the Texas'Criminal Justice Center Manpower
Planning Project, an LEAA funded grant project, designed
and mailed the'survey instrument as a part of their grant
program., Four hundred sixty cities were surGeyed and

312 responded for a return rate of 67,8 percent. Wage
schedules for the 1979—1980 fiscal year were selected for
the purposes of this study. Of the 312 wage schedules
received, fifty-seven were omitted because the salary
schedules pertained to an inaépropriate fiscal year,
Therefore, a total of 255 agencies were utilized, of which

166 ({65%) were union, 89 (35%) were non-union., The data

e e A b AN
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received consigsted of both contract and hon-contract
data. from which the salary and union information wore
obtained,

It should'be noted at this point that g random
sample was not utiliged for this study and therefore
some doubt may be raised regarding the validity of the
tests of significance. Many critics feel that without
the pse of randomization, a great deal of control is lost

and therefore the number of rival hypotheses‘is vastly

; _ :
ncreased. Since the tests of significance do not dispose

of these rival hypotheses, it is often suggested' that the
tests are uselgss and misieading and shbuld be abandoned
However, Winch and Campbell (1969) have taken the position
that it is very important to have a "formal and nonsubjec-
tive way" of determining whether data varies in a syst;matic
or haphazard fashion. If the variance is haphazard; there
is no real reason to furthervthe exploration., If the
variance is Systematic, then the analysis'does not: conclude
with the test oFf significance, but is jus£ beginning.

Therefore, Winch and Campbell believe that significance

tests are of critical importance in weighting the

mine i - i ‘
7 f a systematic or haphazard arrangement exists

R R

~
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Dependent variables

Three related deﬁendenﬁ variables will be uti-—
lized for this study: minimum level (entrance) patrolman
salaries, maximum level patrolman salaties, and the
average of the two. Patrolman level salaries have been

chosen for the unit of study since bargaining unit

almost every unionized municipal police department has a
bargaining unit consisting entirely of patrolmen. or
includes patrolmen along with other police classifications.
In additién, the patrol unit is the largest unit in police
agencies with 44, 23 bercent to 45.57 percent of the police
personnel working in the patrol unit (Farmer, 1977).

The minimum and maximum levels of the dependent
variable have been chosen based upon a review of the
results of two previous studies (Lewin and Keith, 1976;
Hall and vanderporten, 1977), which indicate that union
impact varies according to salary level. The average of
the two is included to determine if the overall impact is
significant regardless of the impact at the minimum and

maximum level,

Hypothesis Statement

The central hypothesis to be tested by this study
is:

Hypothesis: Unionized municipal police departments
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will exhibit higher salaries than noh~unionized municipal

police departments.

Independent Variables

There wil] be twelve independent variableg

included. in the study. The independent variables repre-

sent g combination of the variables that were uﬁilized in

two previous studies, anqg additional ;

ere are two major factors that héve

an influence op wage determination: Supply of police

S€rvices and demang for police services, The Supply of

€r employment of comparable pay

requirj imi zki i
q %rlng Similar zkills and/or qualifications, The demand

for polj i i i
police Services is influenced bPrimarily by the commy-

nity environment a:d by the community’s willingness or

ability to Pay. Most of the independent variables were

selected ag measures of these two factors.l

The indepen-

4‘ a ) .
dent variables to be included are as follows:

1. Un1onization/gph;uhibnizatiom

operationzlly defined as thos

-
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~and Vandérporten, 1977) . Therefo;e, it is likely that

collectively bargain for wages. These are 1979 data and
are available from the Manpower Planning Project Data
Base. A positive relationship between unions and wage

determination is expected.

2, Crime rate

The crime rate represents the rate of crime per
100,000 people in tﬁe city's population, Only the part
one index crimes aré,included in this figuras. As a high
cr ime raté increases the demahd for police protection, i
the supply is reduced because a policeman's job in a high

crime rate area is viewed as being less desirable (Hall

higher police salaries would be paid in high crime rate

areas and a positive relationship is anticipated.

These are 1975 data and were obtained from the County

City Data Book, 1977.2

3. Population density

Population density is defined to be population
per square mile, Criminai activity is thought to be a
function of population density and should therefore be
positively associated with police salaries (Lewin and
Keith, 1976), These are 1975 data and are located in the

County City Data Book, 1977,

4. Population

Population is hypothesized to influence police

salaries in a similar manner as population density.

Nl
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pulation figures are being used in addition to PO
. o
lation densj £ 1
lensity figures because increaseq Populations wi1}
Ossibl .
P Y not only cayge the handling of crime matterg to

be more complex and thus make police work less

b | appecaling,
ut greater Urban size has also bee

N associateg with a

in the County City Data Book, 1977 3

5. Income inegualitz

tivity (Vol4,

the community demands
more police Services and is therefore

higher salaries (Lewin ang Keith,

1976) . These are 1969

d . .
’

1977.4

6. Number of fu

ll-time sworn oli :
€mployees per 1,000 o ul’at‘1oncg“.B'E‘QEEEEi—O-E

in res i i
Ponse to an increase in the crime rate Therefor
. . L o . e ’
@ negative relationship is antic
lation datga and the employee datg are for

ipated, Both the popu-

the year 1973
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computed from these figures.s

7. Average_ annual carnings of manufacturing
production workers

This variabié represents salaries that potential
police applicants ‘might earn elsewhere and therefore a
positive relationship is anticipated (Lewin and Keith,
These afe 1972 data and were computed from figures
obtained from the County City Data Book, 1977.6

8. The number of retail, service and wholesale
establishments per 1,000 population

This variabie is théught to represent a measure
of the taste for police protection:'of private property
and would reflect a positive relationship (Hall and,
Vénderporten, 1977). This is 1972 retail, service and
wholesale establishment data to be used with 1975 popu-

This information is available from the
7 »

lation data.
County City Data Book, 1977.

9, Monopsony power

A city is defined to.exercise monopsony power if
that city is the only one iﬁ a SMSA with a population of
25,000 or better, Therefore, the city does not have to
compete with other cities of similar size for police
recruits and this monopsonistic power could be exercised
to the detriment of police salaries (Hall and Vanderporten,
1977). This information is avéilable from the County City

Data Book, 1977 and is based on 1975 population data.8
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10. Government_gng

Many cities have chosen to employ a city manager

as the principal operating officer because it is believed

thét a8 professionally trained manager éould produce a

desired set of services at a lower cost than could an

8. . . . B *
elected non-professional. Therefore, higher salarics

would be expected in city manager cities because lower
costs could possibly leave more money for salaries

(Ehrenberg and Goldstein, 1977). This is 1974-75 data

and is available from the County City Data Book, 1977 9

11. Geographic region

Apcording to the Urban Data Service, 1972, police

bay varies by geographic‘region (Lewin and Keith, 197s6) .

The regions to be included will be West, North Central,

Northeast,

v

and Southern as specified by the U.S. Bureau

of the Census.

12. Law Enforcement Assistance Administration

(LEAA) regions

Since the four census regions encompass such

large land areas, the ten LEAA regions have been included

in an effort to determine more specifically where the

differences may lie (see Chapter IV, Table 4 for a listing

of the states included in each region),

Most of the aforementioned independent variables

have been included due to the effect they may have on the

dependent variables either through influencing the supply

of police officers and/or the demand for police services

i aine
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Analysis of the Data

The data will be analyzed to determine if the
unionization variable contributes significantly to the

explanation of wage determination., Multiple regression

has been chosen as the method of analysis due to its
.ability_to handle non-experimental ex post facto research
that utilizes both continucus and dichotomous variables.
The méthod is capablé of.- analyzing the collective and

separate contributions of the independent variables to

~

the variation of the dependent variable (Kerlinger and

Pedhazur, 1973)., First, it is hypothesized that statis-

tically significant differences will exist between the

specified salaries of unionized and non-unionized police

departments. This difference will be tested with the &

[

test. Second, true stepwise regression analysis will be
utilized to determine which of the independent variables

contribute significantly to the explanation and prediction

of wage determination. It is hypothesized that the unioni-

zation variable will be included as one of the significant

variables in the regression analysis.

Regarding the second area of concern, i.e,, the

relationship between the independent variables and union-

ization, multiple regression analysis will also be utilized.

For this portion of the analysis, unionization will be

treated as the dependent variable and will be regressed on

the same independent variables as used in the first portion
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of the analysis of the data. This portion of the study
ig meant to be descfiptive in nature and therefore no
hypothesis is being éested.

For this second portion of the analysis, the
dependent variable (union/non-union) will be dichotomous.
Acéording to-Gillespie (1977), Goodman (1976), and Knoke
(1975),Ategression analysis is an appropriate method of
analysis for a dichotomous dependent variable when the

split on the variable for a sample as a whole is between

25 percent and 75 percent. The split on the unionization

var iable for this study is 35 percent non-union and 65

percent union. In addition, Kerlinger and Pedhazur (1973)

maintain that multiple regression can easily handle
dichotomized independent variables via dummy coding as is

used in this study.

Limitations of the Study

As with most prior studies of this nature, this
research effo?t is not without its limitations. These
limitations will be discussed and suggestions will be
made for improving future research in this area.

In the crossisectional survey which was utilized
for this study, data were collected at one point in time.
This type of survey is useful ﬂot only for puxrposes of

description but also for the determination of relation-

ships between variables at the time of the study (Babbie,




.| - include COrporal, detective, Sergeant,
' : and major,
1973). However, the Problem with using thig type of

Survey is that temporary conditions may be cdnfused with ) 8 ¥
long term tendencieg (Mitchell, 1979), Longitudinal or

time-series analysig, whereby data are Collected at

s

various pointsg in time, Measuring hoth Pre- and post-
unibnization, would.provide a better picture (The Impact

of Unions ceer " 1977y, EVen though thig study utiligegq f ‘f

the Cross-sectional approach, it closely replicateg Previous

comparable. In order tq grasp the significance of this ; | g
Problem it jig first necessary to discuss some of the char- 3

acteristics of police salary schedules and Classification

pPlans for Sworn personnel,

~The classification plan refers to the various

ranks or POsitions that are included within the police £ e

department, The pPositions range from police officer to

chief and an éxample of the positions that fall in between
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within a police agency, it is preferred to expand the

number of pay grades within existing classifications.

The National Advisory Commission (1973) emphasizes
-the importance of well defined individual classifications.

Mediocrity may be encouraged if within any one classifi-

cation level, there exists substantial differences in indi-

vidual positions, but the pay for all is the same.

Positions should be defined individually, with distinct

levels of compensation being awarded to each. The idea
is to include few position classifications with multiple

paylgrade levels in each. This would provide ample oppor-

tunity for mobility within each classification and salary

advancement without promotion. It is necessary to define

accurately the requirements of each position in terms of
"the particular skill, speciality or expertise needed.

In
addition, the plan should include well defined criteria

that would facilitate movement through various career paths.

Considering the aforementioned background infor-
mation, the problem of comparability becomes apparent

when reviewing salary schedules from a number of police

agencies. Since this study concerns the police officer
classification, the discussion will be limited to the

police officer level. The dependent variable data for

this study was derived from salary schedules that were

received as a result of the survey. A variety of classifi-

cation plans and salary schedules were received. No

g

e I T

the procedure mentioned for promotion or movement from

from one classification level to another,
salary schedules were identified from the information
received.

Possibly the most common and simplified type of

3 salary schedule received is shown in the following
N

examples:

EXAMPLE A

Entry Step 1 step 2 Step 3

3 Step 4 Step 5
Police Officer $ $ $ $ $ $
EXAMPLE B
‘ Entry 6 Months 1 Year 2 Years 3 Years 4 Years
Patrolman $ g $ $ $

$ $
Most of the salary schedules of this type had three to

ten pay grades with some agencies reporting only the

minimum and maximum salary. The entry level salary was

step was used as the maximum level dependent variable. A

common variation of the above schedules is shown in the

following examples of the second type‘of salary schedule:

information was included regarding the qualifications or

requirements for each position nor in most instances was

one pay‘level to another within a classification level or

Three types of

used as the minimum level dependent variable and the final

>
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EXAMPLE C

Salary
Probationary (Recruit, trainee, cadet) S
'0-12 months
Police Officer -~ Step 1 (or 1 year) $
Police Officer ~ Step 2 (or 2 years) $
Police Officer - step 3 (or 3 years) $
Police Officer - Step 4 (or 4 years) $
Police Officer - Step 5 (or 5 years) $
EXAMPLE D
Salary
Probationary Patrolman $
) $
Patrolman II
Patrolman III $
Patrolman Iy $

93

For this type of salary schedule the probationary level

was used as the minimum level dependent variable and
the last patrol officer/patrolman level was used as the
maximum level dependent variable. The problem of com-
parability increases when there are multiple positions
within the police officer/patrolman classification.

Examples of this third type of salary schedule are &as

follows:

%
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EXAMPLE E

Salary
Minimum Maximum

Police Officer

$ $

Police Officeor - Master Intermediate $ $

i Police OfFicer - Master Advanced $ $

Police‘Officer — Senior Master Intermediate $ . $

Police Officer - Senior Master Advanced $ $

EXAMPLE F
‘ Salary

Assistant Patrol Officer I $
Assistant Patro}l Officer II $
Assistant Patrol Offiéer III $
Assistant Patrol Officer Iv §
Patrol Officer 1 $
Patrol Officer Iy $
Patrol Officer 117 $
Patrol Officer v $
Senior Patrol Officer T $
Senior Patrol Officer I $
Senior Patrol officer III $
Senior Patrol Officer TV $

For this type of salary schedule th

salaries listeg were used for the minimum ang maximum

level dependent variables.

Even though there were-other minor salary

schedule variations,

major types of salary schedules that were received andg

used for thig study.

RS Tte ot s

e first and last

the examples given represent the

The following tables represent a
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tabulation of the salary schedules according to the type

of schedule in use by both union and non-union agencies.

TABLE 1
UNTON
Number’ Per Cent
Type I S
Type III . . .13 . 6.6
TOTAL 209 100.0
TABLE 2
lNON—UNION
Number Per Cent
‘Type I 63 - 61.2
Type II _ 29 ' 28.2
Type III - N ;; . .10.6
TOTAL | 103 100.0

With reference to the minimum level dependent

variable, the problem of non-comparability could occcur

if some agencies include the probationary/trainee/cadet
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classification in the salary schedule while other

agencies may begin their salary schedule with the next

highest level of classification. When comparing Examples

A and B to Examples C and D, it is not known if the entry L
level classification of Examples A and B rebresent the -E
probationary status as indicated in Examples C and D.

It seems unlikely that the probationary status classifi-
cgtion would be excluded from the salary schedule, but if

it were the comparisons being made would be between dis-

similar classification levels, However, since both union

and non-union police agencies use the various types of

salary schedules in approximately equal proportions, the

problem may not be significant, For purposes of future

research, it may be of interest to determine who is repre-
sented at the entry level and then to determine if the
union may have a significént impact on wages at the classi-
fication level following probationary status as well as o
defermining the impact at the probationary level. As noted
by Mitchell (1979), if unions affect wages partially.through
changing the progression plans and de facto eﬁtry levels,
the union impact might be.obscured.

It is at the maximum level dependent variable ‘ =
that the comparability problem may be more significant.

According to Farmer (1977), the problem is how to insure L

that those individuals at the maximum police officer level

are comparable. 1Is promotion to the maximum level merely

SRR
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a'formality based on years of service or ig the promotional
For purposes of discussion,

Examples A ang p will be compared. The issue at hand is
whether Step 5 of Example A is comparable to the Senior
Police Officer IV of Example F in terms of the criteria and
qualifications required for reaching each level, the duties
of each, the skill, speciality and eéxpertise of each and

whether there is a comparable amount of Lesponsibility

between the two, If) in Example F. each Separate classifi-

cation is individually'defined and the promotional criteria
has been establishedq on this basis of merit whereas if in
Example A movement aiong the pay scale is considered to be
auntomatic based Primarily on years of service, the two
groups being compared would not be comparable. However,

as noted pPreviously, both union and non-union police agen-

cies use all types of salary schedules in approximately

equal proportions and therefore, any discrepancies should

balance out. However, for purposes of future research, it

is recommended that determinations be made regarding pro-
motional Procedures, the qualifications Yequired for each

classification level and the responsibilities associated

with each level or Pay grade. The extent of union involve-

ment and impact on the development of classification plans

and salary schedules should also.be determined.
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should be notegd that this comparability problem may also

exist within each type of salary schedule as well as

between types.

Continuing with the discussion of the limitationsg

of the study,

dependent variable Measures which are being

used to determine union impact, represent.only the tip of

the economic iceberg. The remainder of the total compen-

sation pPackage consists of rank diffefentials, shift

differentials, longevity pay, health benefitsg, vacations,

paid holidays, educational incentive pay, retirement con-

tributions, uniform allowance, cost of living raises, health

insurance ang other forms of what is considered to be fringe

benefits (Hewitt, 1978) . By using only salaries‘as a

measure of uniop influence, the estimates of the economic

impact of unions will POssibly be biased downward. It
should be noteg that this problem may not be ag signifj-
cant when dealing with local agencies as it would be when

dealing with state or federal agencies. Mitchell (1979)

Suggests that local agencies tend to devote less to

deferred and indirect compensation than do the state ang

federal agencies or the private sector, 1t may be, as in

the private Sector, the size of the agency and fringe

benefits are correlated, However, there ig very little

data available on local level fringe benefits. 71f a method

e e et <o e e gt ot .
-

- B o e+ ey - T
B e .



99

could be devised for including fringe benefit packages
in union impact studies, the determination of the union
economic impact would be greatly enhanced.

| Another factor which ﬁay obscure the union impact
is a concept known as the spillover or threat effect

(Kahn, 1978). This problem occurs when non-union employers
adjust their wage structures based on the settlements
negotiated by unionized workers. Therefore, the estimates
of union impact would be biased downward. This problem is
more pronounced when the non-union group is smaller than
the union group ("The Impact of Unions eessy" 1977). Thete-
fore, the problem may be present in this study since the
non-union group is smaller both nationwide and in this
sample. On the other hand, if union wage gains lead to a
cutback in the quantity of union labor demanded, the
resulting increased labgr supply to non-union agencies

may lower the wages there. This crowding effect would
therefore enhance the relative union wage impact (Kahn,
1978)

Another area of limitations to this study con-
cerns the identification and inclusion of other indepen-
dent variables that may have an.effect on the dependent
variable measures. Parity was identified as a variable
that has had an effect on wageé in previous union wage
stuaies (Hall and vanderporten, 1977),.but it was not

included in this study since the information was not
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available from the data received, Historically, wage

parity has been maintainecd between police and flroflghtors.
This arrangement has a tendency to depress police wages
since the prlnclpal of parity dictates that comparable

positions within the two departments recceive comparable

pay. Therefore, 1ncreased salaries will increase the total

amount paid and place a heavier burden on the city budget
and the .individual taxpayer which will have a tendency to

decrease the probability of any one departmeht receiving

significant pay raises. However, it should be noted that

recently the parity concept has been eroding with pay

differentialg appearing in favor of the police (Rupin,

1978). This is possibly due in part as a result of the

» ' . » - . . : [ .
public's sensitivity to F1sing crime rates, which have

caused an expansion and modernization of police services

3

(U.S5. Department of Labor -veyp 1976),

énother variable which wasg identified that may

possibly affect wages is the degree of unionization, i.e.,

the percent of employees organized for bargaining purposes,

Mitchell (1979) suggests there is 3 tendency for the union

effect on wages to become larger as the proportion of

unionized workers increases. This provides the union more

effective political pressure and more muscle at the

bargaining table, The variable was not included in this

study because the information was not available from the

data received,
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One final note regarding the limitations‘of this
study deals' with the problems associated with ex post
facte research. The basic problem with this type of
research is that direct control of the variables is not
possible: neither experimental manipulation nor random
assignment is available to the researcher. Therefore,
this lack of control of the independent variables is con-
sidered to be an inherent weakness of ex post facto
research (Kerlinger, 1973). Tﬁe police agencies used in
the study were already union or non;union and obviously
the unionization variable (along with all other independent
var iables) éould not be manipulated nor could the police
agencies be randomly assigned to union and non-union groups.
In an effort to partially overcome this control problem and
to possibly diminish the risk of improper iﬁterpretation of
the results, alternative or control independent variables
were included which in essence represent alternative
hypotheses or explanatiqns of the dependent variables
under consideration. identifying and isolating those inde-
pendent variables that would, in addition to unionization,
have an influence on municipal wage determination is there-
fore critical to this type of research., Obviously, it is
not possible to identify, measure or include every plausible
independent variable that woulé have an effect on wage
determination, but through the literature review, most of

the major factors that are hypothesized to have an impact

SRPTIPRPRR———
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on wage determination were identified and variableg

selected which represent measures of those factors

analysis of the data will be presented,

In the following chapter the results of the
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CHAPTER 1V
RESULTS

The presentation of the results of the study
is divided into five parts: (1) descriptive information
on all variabies, (2) hypothesis testing, (3) regression
analysis with wages as the dependent variable, (4)
descriptive information on all independent variables as
they relate to unionism and (5) regression analysis with

unionism as the dependent variable. ' .

Daescriptive Information

Tables 3 ana 4 provide dgscriptive information
on the continuous aﬁd'categorical variables. The N sizes
are not consistent for all variables due to the fact that
complete data were not available for all municipalities.
In.addition to the N sizes, the mean, standard deviation,
minimum and maximum values are shown for all continuous
variables. The N siges and percentages are depicted for
the discrete variables. With reference to Table 3, the
minimum and maximum values for-each variable reveal that
the cities utilizeé-for this séudy apparently represent
a widely diverse popuiation. For example, the mean

population is 192,176.26 with the smallest city having
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_ TABLE 3

Descriiptive Information - Continuous Variables

yolt
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STANDARD
VARIABLE M MEAN DEVIATION MINIMUM MAXIMUM
Minimum Salary 254 $13,223.91 2,494.,01 $6,864,00 . $20,650.00
. Maximum Salary 255 $17,061.61 3,103.22 $10,296.00 . $25,709.00
v Average Salary 254 $15,139,99 2,631.55 $10,078.00  $23,108.00
Population 243 192,176.26 559,251.66 27,442.00 7,481.600.00
Population
Density 243 .4,476.26 3,484.34 301.00 24,964.00
Crime Rate 238 _7,477.32 2,556.04 .2,362.00 18,711.00
Income Inequality 243 22,16% 10.32 7.7% 99.6%
Police Per 1000 ) —
Population 241 2.26 2.70 .99 35.59
Average Wage of
N Manufacturing 220 $7,753.02 1,511.86 $ 4,846.15 $§12,180.72
DA Production Workers ’
Retail, Service
and Wholesale . a
\ Establishments 243 21.26 8.275 6.43 111.70
per 1000
Population
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. TABLE 4

Descriptive Information - Discrete Variables

VARIABLES ) . N %
Government Type 243 .
Manager . 143 : 59%
Commission ' 15 6%
Mayor » 85 ' 35%
Census Regiona ) - 255
West 56 22%
North Central 67 26%
Northeast . 54 21%
South 78 ' 31%

LEAA REGIONS

Region 1 (Connecticut,

Maine, Massachusetts, 22 - 9%
New Hampshire, Rhode

Island, Vermont)

Region 2 (New Jersey, '

New York) 24 9%
Region 3 {Delaware,

District of Columbia, 24 . ' as
Maryland, Pennsylvania, i’

Virginia, West Virginia)

Region 4 (Alabama, Florida,
Georgia, Kentucky,
Mississippi, North Caro-
lina, South Carolina,
Tennessee) ’

35 143

Region 5 (Illinois,
Indiana, Michigan, 51 20%
Minnesota, Ohio, Wisconsin)

Region 6 (Arkansas, -
Iouisiana, New Mexico, 27 113
Oklahoma, Texas)

Regi 7 (X )
egilon (Iowa, Kansas, 15 ' 6%

Missouri, Nebraska)
Region 8 (Colorado,
Montana, North Dakota, 6 23
South Dakota, Utah,
Wyoming)
FEEA N AP .w;ww;“, e ; %
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TARLE 4--Continued

Descriptive Information - Discrete Vvariables

VARIABLES : N . . %

LEAA REGIONS (continued)
Region 9 (Arizona,
California, Hawaii, 49 ) 19%

Nevada)

Region 10 {Alaska,

i Idaho, Oregon, 2 _ 13
Washington) .
UNIONIZATION - 255
Union 166 653
Non-Union 89 35%
MONOPSONY 82 32%
NO MONOPSONY 173 68%

dcensus Regions:
West: Washington, Idaho, Montana, Oregon, Wyoming,
California, Nevada, Utah, Colorado, Arizona, New Mexico.

North Central: North Dakota, South Dakota,
Minnesota, Wisconsin, Michigan, Nebraska, Iowa, Kansas,
Missouri, Illinois, Indiana, Ohio, :

Noxrtheast: Maine, Vermont, New Hampshire, New York,
Massachusetts, Connecticut, Rhode Island, New Jersevy,
Pennsylvania.

South: Delaware, District of Columbia, Maryland,
West Virgnina, Virginia, Kentucky, Tennessee, North
Carolina, Texas, Arkansas, Louisiana, Alabama, Georgia,
Florida, South Carolina, North Carolina,

ey
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a population of 27,442 and the largest being 7,481,600.
This wide range characteristic of the variables would
seem to give strength to the study since the explanation
of variance in the dependent variable via variance in
the independent variables is the primary focus of this
research effort.,

Table 4 indicates that the majority (59%) of the
cities have the city manager form of government, followed
by mayor (35%) and commission (6%). This would tend to
indicate that cities do indeed, as mentioned in Chapter
ITII, seem to be favoring the city manager form of govern-
ment in theée times of fiscal austerity. All four census
regions (Table 4) are well represented in the study, as
indicated by the fact that between 21 percent aﬁd 31 per-
cent of the cities fell into each one of the four cate-
gories. The distéibution of cities &ithin the LEAA
regions (Table 4) is more varied with four regions each
containing greater than 10 percent of the cities (Region
4, 14%; Region 5, 20%; Region 6, 11%; and Région 9, 19%).
The remaining six regions each contain less than 10 per—
cent of the cities as follows: Regions 1, 2 and 3, 9
percent; Region 7, 6 percent; Region 8, 2 percent; Region
10, 1 percent,

As noted in Chapter III, 65 percent (166)

of the police agencies are unionized and 35 percent are

non—union (Table 4).
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Hypothesis Testing -

The hypothesis being testéd by this study is as-
follows:

Hypothesis: Unionized municipal police depart-—

ments will exhibit higher salaries than non-unionized

municipal police departments,

The three dependent variablesg chosen to test this
}» 13 - 3 3 * .
lypothesis are: minimum, maximum and average patrolman

level salariesg, The Student!

S t test was Performed on
each dependent variable to determine if there was a
statistically significant‘difference between the union

and non-uni i
N-union salaries. .The results of the analysis are

presented in Table 5.
The mean minimum union salary is $14,067.87 ang

for the n9n~union agenqies it is $11,659.30 with a mean

difference of $2,408.56. The analysis revealg that

-6 percent

The
analysis revealg a statistically significant difference

” : e T
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TABLE 5
Hypothesis Testing
DEPENDENT VARIABLE N MEAN MEAN DIFFERENCES t PROBABILITY
£
’\V}
s Union - 165 $14,067.87 )
Minimum Salary Non-Union 89 $11,659. 30 $2,408.56 8.43 .000
\ , .Union 165 $17,913.10
Maximum Salary Non~Union 89 $15,473.43 $2,439,68 6.77 .000
) Union 165 515,979.49
Average Salary Non-Union 89 $13,583.61 $2,395,88 8.03 . .000
, I R w Ttk F
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between the two (Table 5, t=6.77, p=.000) with the
unionized departments exhibiting'salaries that are 15.8
percent higher than non-union departments. The results
of the ﬁean average salaries analysis are similar with
the mean average salary for union departments being
$15,979.49 and $13,583.61 for non-union police agencies.
The mean difference of $2,395.88 was found to be statis-
tically significant (Table 5, t=8.03, p=.000) with the
unionized departments exhibiting average salaries ghat

are 17.6 percent higher than non-union police agencies.

Regression AnalysiS'fbr'Wages

The aforementioned results would tend to indi-

cate that police unions do indeed have a significant

impact on salaries. However, when a regression analysis

is performed that includes the previously mentioned
(Chapter III) independent variables, the results are
not as conclusive. Table 6 illustrates the correlation

matrix that .was utilized to perform the regression

analysis. A review of the table indicates that the

union variable is indeed significantly correlated with

the wage variables (p=.000), but that eight of the other

independent variables are also correlated with one or
more of the wage variables at the same level of signifi—
c¢ance. It should be noted that even though government

type, census region and LEAA region are subdivided into
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anticipated.

| independent variables.

of government (manager),

and LEAA region (Regions 3, 4

seventeen ‘dichotomous variables,

for the purposes of

sion they will be referred to as only thrce

The eight variables most highly

iables are population density, crime rate,

income inequality, average annual production wage,

correlated with one or more of the dependent wage var-

monopsony,

form

census region (West and South)

L4

6 and 9),.

There are several aspects of the correlation

matrix that bear discussion.

are contrary to expectations.

The negative correlations

between the monopsony variable and

that those cities that exercise morn

1

all salary variables

was anticipated and lends support to the contention

opsony power are

able to pay lower salaries than the other citie

1,000 population and average produét

service and wholesale establishmenﬁs

The

S.

positive correlations between population, population
ity, crime rate, income inequaiity, police per
ion wage were all

However, the negative correlations between

the dependent wage variables and the number of retaii,

per 1,000 population

Any:explanations for this

i explanations will be attempted;

e e

J

i

1

]

between the dependent wage variablesg

result would be based purely on conjecture and since

none of the correlations are highly significant no

The highly significant positive correlations

and the city manager
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form of governmeht is capable of securing higher salaries
for police officers., The negative correlations for both
the commission and mayor forms of government lend support
to this argument. With reference to the census region
correlations the highly significaﬁt positive correlations
for the West and the highly significant negative corre-
lations for the South would tend to indicate that the
highest salaries would be paid in the West with the lowest
salaries being péidbin the South, One interesting point
should be made regarding the negative correlations for
the Northeast census‘region. Even though the union var-
iable is highly correlated in a positive airection with
the variables, the fifty-four cities in thé Northeast
census region are all unionized (sée Table 14) and yet
the correlations with wages for this census region are
all negative. This may indicate that geographic region
is a more important wage determinant than is unionization.
The positive &age correlations for western LEAA regions
and negative‘correlations for the southern and north-
eastern LEAA regions.lend support to this argument.

In an effort to further explore the wage deter-
mination impact of unionism, regression analyses were

performed to determine the amount of variance in the

.dependent variable that could be explained by the

independent variables. Tables 7, 8,‘and 8 illustrate

the results of the stepwise regression analysis using
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TABLE 7

Stepwise Regression -~ Minimum Salary

INDEPENDENT ) 2 2

VARIABLE Rt F Pf r p
LEAA Region 9 . 3263 103,161 .000 .3263 .000"
Union .4408 83.572 . 000 1146 ,000
Income Inequality .4878 66.982 . 000 .0470 1,000
Population Density .5331 59.955 .000 .0453 .000
LEAA Region 5 .5637 54,002 ,000 .0305 .000
R§=Total R2

Pg=F test level of significance

r2=r*for each variable

P=Level of significance for each R2

as it is entered into the equation.
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Stepwise Regression - Maximum Salary

TABLE 8

£

T

INDEPENDENT 2 _—
VARIABLE R, . F P r P

, t £
LEBA Region 9 .4133 150.04 .000 .4133 .0006
Income Inequality 5212 115,39 . 000 .1079 . 000
LEAA Region 5 .5723 94.11 .000 .0511 .000
Population Density 6071 81.12 .000 .0348 .000
Crime Rate 6328 72.02 .000 .0257 .000
Union . 6435 62.58 .000 .0108 .000
Monopsony .6541 55.91 .000 .0105 .000
West .6628 50.61 .000 .0087 .000
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TABLE. 9

Stepwise Regression -~ Average Salary

HCT Ao o
Yo o

INDEPENDENT 2 P r2 p
VARIABLE Ry F £ .
LEAA Region 9 .4168 152.23 .000 .4168 .000
LEAA Region 5 .5175 ‘113,67 .000 .1006 .000
Population Density .5808 97.44 .000 .0633 .000
Income Inequality .6311 89.82 .000 .0503 .000
Union .6544 79.16 .000 .0233 1,000
Crime Rate .6708 70.64 .000 .0164 .001
Monopsony .6785 62.40 .000 .0077 .027
o . . Xy
| f # . §
s | :
b g L
w0 %
X . .
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21l independuont variables. With reference to Table 7

(minimum level patrolman salaries), five of the inde-
pendent variables remained in the.equétion and were
found to contribute significantly (p=.000) to the
explanation of the variance in the dependent variable.
The total ‘amount of variance explained was 56.37rpercent

2_ . 5637).

(Rg=-

'The variable that accounted for the most
variance -was LEAA Region 9 with an rz'of .3263 or 32.63
percent. The unionization variable remained in the
equation and accounted for 11.46 percent of the variance.
Income ineqﬁality, population'density and LEAA Region 5
ea;h contributed less than 5 percent to the explanation
of the dependent variable variance.

that LEAA Region 9 is the primary variable that accounts

3 r-—-
for the vafiamce in minimum level patrolman wage dete

mination.

Tablé 8 (maximum level patrolman salarieg) indi-
. 2 ’ .
cates that 66.28 percent (Rt=.6628) of the depend=nt

variable variance is accounted for by eight of th= inde-

pendent variakles.

-

\ : . 2
the majority o.f the variance ylth an r< of .4133

Once again, LEBAA Region 9 exp_-ains

(41.33%).
i 2= 0511)

Income inegual ity (r2=.1079) and LEBAA Reglon 5 (r—=.

combined accoumt for 15.9 percent of the variance with

the remaining Five variables (population density, crime

rate, unidn, monopsony, census region West) each —ontri-

puting less than 4 percent. For this dependent v=riable,

Therefore, it appears

P
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unionization (r2=.0108) accounts for only 1.08 percent

of the total variance. While the contribution of the

unionization variable is statistically significant, its
minimal r2 does not appear to be of any real practical

significance. LEAA Region 9 continues to be the variable

contributing the most to the explanation of the variance

in the dependent variable.

The results.of the stepwise regression analvsis
for the average salary of patrolmen (Table 9), indicate
that seven of the independent variables coﬁtribute
significantly to the explanation of variance for this

dependent variable with an R§=.6785_(67.85%). LEAA

Region 9 is the major contributor to this explanation
with r2

=,4168 (41.68%). Once again the explanatory

power of the other variables diminishes rapidly following
the Region 9 contribution (LEAA Region 5, 10.6%; popu-

lation density, 6.33%; income inequality, 5.03%; unioni-

zation, 2.33%;

crime rate, 1.64%; monopsony, .77%). As
with the previous dependent variable, the unionization

contribution is of little practical significance.

Since the primary purpose of this study is to
examine the impact of unionization on wage determination,
further analyses were performed to determine the unique

contribution of unionization to the explanation of wage

determination. In all probability, unionization shares

some variance with the other variables included in the




stepwise regression analysis and therefore it is diffi-
cult to Qetermine from the aforementioned tesﬁlts the
émount of variance explained that is unigue to unioni-
zation. In an effor£ to get at this unique contribution,
additional regreséion analyses were performed using the
forced entry method of entéring the variabies.into the
equétions. This two step proceduré involves first |
entering those Vafiables'into the equation that were
included in the stepwise regression analysis except the
unionﬁiation variable. Following the calculations using
these variables, the unionizatiop variable was then entered
int§ the equation. This method of analysis is designed
to eliminate the shared variance in the first calculation
and thus the unique variance will be revealed in the
secbnd calculation. Tables ioh 11 and 12 illustrate the
resulfs of these calculations for all three dependent
variables. .

For each of the three tables, the. first Rg
represents the total Rz for the listed i'.dependent
var iables éxcluding the union variable. The second Ré
represents the total R® after the union variable is added
to the equation. The r2 associated with the unién variable
represents the unique r2 for the union variable. 'There-
fore, the émount of dependent variable variznce accounted
for by ﬁhé'union variable alone is 4.01 percent (p=.000)

for minimum salaries, 1.18 percent (p=.008) for maximum

e .
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TABLE 10

Minimum Salary - Regression Analysis - Forced Entry Method

INDEPENDENT
VARIABLES
LEAA Region 9

.000

.5235

.000

\O

73]

.5235

Incone Inequality
Population Density

LEAA Region 5

.000

.000 . 0401

54.002

5637

Union
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- _TABLE 11 1
. !
Maximum Salary ~ Regression Analysis =~ Forced Entry Method |
INDEPENDENT 2 : p r2 p
VARIABLES Ry F £
LEAA Region 9 .6510 55.159 .000 L6510 .000
LEAA Region 5 ‘
Population Density
Crime Rate
Income Inequality
West
Union .6628 '50.61 .000 .0118 .008
%
L
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| TABLE 12 3
% Average Salary -~ Regression Analysis - Forced Entry Method %
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INDEPENDENT ‘ 2
VARIABLE Ry F

LEAA Region 9
Crime Rate

LEAA Region 5
Income Inequality -
Population Density
Monopsony

. 6546 65.704

Union

62.404 °

.000 .6546

.000 .0239

.000

000
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salaries and 2.39 percent (p=.000) for average salaries.
Based on these figures, it appears that unionizaéion.has
only a minimal impact on wage determination. Using the
same liséé of independegt variables to calculate partial
correlations (which i; a different technique to examine
the unique relationship between ﬁnionization and Ehe
dependent variables) produced results that tend to support
this line of reasoniné. The squared partial correlations
between the union variable and minimum, maximum and
average salaries were respecfively as follows: .042,
.019 and .034.

Since the aforementioned discussion of the results

of the various analyses tend to indicate that the union

" variable does not contribute significantly (in a practi-

cal sense) to the explanation of wage determinatioq and
that the union variable possibly shares some variance
with the other independent variables (as evidenced by
different r2 values for the stepwise and forced entry
methods of regression analysis), a separate regression
analysis was performed using the union variable as the
dependent variable. This analysis was performed in an

effort to produce some descriptive information (in a

predictive sense) on unionization.

7 , SS—N SR

125

Descriptive Information

Tables 13 and 14 provide descriptive information

on all independent variables as they relate to the union-

lzation variable. For the continuous variables (Table 13)

the Student's t was calculated to determine if a signifi-

cant difference exists between the union and non-union

c?ties on each variable. With the eéxCeption of the number

of establishménts over 1,000 population, the values for

unionized cities are consistently higher than for non-.
unionized.cities.. However, the differences are statig-—-
tically significant at the .05 level for only three of

the six variables: population density, income inequality

and average annual production wage, Therefore, it would
appear that-these‘variables may be of predictive value,

;n reference to the categorical variables (Table

14), the union/non-union N sizes, Percentages, mean

. 2
salaries, X“'s, ang eta statistics are reported., The

X" Yalues reported for three independent variables

(government type, census region and LEAA region) all

exceed the critical value at the .05 level of signifi-

cance and therefore the null hypothesis (the classifi-

cations are independent) must be rejected. Since the

results ipdicate that unionization and the three indepen-
dent variables are dependent classifiéations, these

variables may also be of predictive value, The x2 value

AL L T < T e



TABLE 13

.

Descriptive Information ~ Continuous Variables

. MEAN
VARIABLE N MEAN DIFFERENCE t PROBABILITY
. ‘Union 1547 201,343.96 .
Populaflon Non-Union 89 176,313.05 25ua? .39 .697
Population Union 154 5,184.67
Density Non-Union 89 3,250.47 1934.20 4.34 -000
. Union 150 7,719.46
Crime Rate Non-Union 88 7,335.03 384.43 1.22 233
Income Union 154 23.57%
Inequality Non-Union 89 19.71% 3.85 3.04 -003
Police per 1000 Union ‘153 2.40
Population Non-Union 88 2.02 =377 1.32 - 187
Average Annual Union 139 8,107.86
Production Wage Non-Union 81 7,144.10 $963.76 4.70 -000
Retail, Service, Union 154 .. 20.50
and Wholesale Non-Union 89 22.57 2.07 -1.61 - 110
Establishments
per 1000
Population
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TABLE 14

Descriptive Information -~ Dichotomous Variables

VARIABLE N % MEAN SALARIES %% P eta2
Government 11.988 .002
Type
Manager Total 143 Minimum  $13,533.60 Union . +2259
Union "85 59% | Union $14,903.36 Government Type .0378
Non-Union 58| 41% | Non-Union $11,549.81 Combined - . .3087
Maximum ~ $17,792.04 Union .1458
Union $19,291.15 Government Type .0875
Non~Union $15,595.07 Combined .2873
Average  $15,660.47 Union .1974.
Union’ $17,083.98 Government Type .0677
Non~Union $13,598.85 Comb:ined .3173
Commission |7 Total 15 ' Minimum  $11,532.67: )
' Union 51 33%] Union $12,649.00°
Non-Union 10| 67% [ Non-Union $10,974.50
. Maximum $14,791.67
.| Union $15,278.60
| Non-Union $14,548.20°
- | Average $13,161.00-
‘Union . $13,960.00
Non-Union $12,761.50
Mayor Total 85 Minimum  $13,054.28
- Union 64 |. 75% | Union $13,305.78
Non-Union 21| 25%{ Non-Union $12,287.81
Maximum . $16,230.40
Union $16,444.45 -
Non-Union $15,578.05
Av  age $14,642.42 -
Union $14,875.20 N
Non-Union $13,933.00
x ¥y
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TABLE l1l4--Continued’

Descriptive Information - Dichotomous Variables

VARIABLE N $ MEAN SALARIES X2 P eta’
Census 102,392 |.000
Region : - :
West Total 56 Minimum $15,629.35 Union .2131
Union 46| 82% |[Union $16,183.64 ‘|Census Region  .3892
Non=-Union 10{ 18% |Non-Union $13,135.00 Combined L4541
1 Maximum $20,614.95 Union .1410
Union $21,136.80 Census Region  .4556
Non-Union $18,214.40° Combined .5010
. Average  $18,141.04 Union .1845
Union $18,655.78" Census Region .4750
Non-Union $15,824.70 -{ Combined .5340
North Total 67| Minimum $13,511.33 :
Central Union 49/ 73% |Union $13,795.69
Non=-Union 18] . 27%'|Non-Union $12,737.22
<" Y Maximum $17,345.06
Union $17,801.10
Non-Union $16,103.61
Average $15,428,19
Union $15,798.47
Non-Union $14,420.22
Nor th- Total - 54} - Minimam  $13,196.33
east Union 54} 100% | Union $13,196.33
Non~Union 0| 0% |Non-Union —_—
Maximum $16,088.26
Union $16,088.26
Non-Union ——
Average $14,642.13 —
Union $14,642.13 5
Non=Union o
v e i R vy
- ' P ; Q{ﬁh " 'f
u% \ g
. B ;?‘;;
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- TABLE l4-~Continued

¢

Descriptive Information ~ Dichotomous Variables

62T

VARIABLE N $ | . MEAN SALARIES x4 P eta’
South Total 78 Minimum $11,300.10
Union 17| 22% |Union '~ $12,020.17
Non~Union 61] 78% {Non-Union $11,099.31
Maximum ~$14,940.87
Union $§15,309.53 -
Non-Union $14,838,.13
Average  $13,120,97
Union = §13,665.06
Non-=Union $12,969.34
LEAA Region 100.685 .000
Region 1 Total 221 . Minimum  $13,038,41 Union .2131
Union 221100% |Union. $13,038.41 LEAA Region .4702
Non-Union 0 0% [Non-Union e Combined: .5324
Maximum  $15;,206.55. Union - 21410
Union $15,206.55 LEAA Region 5529
Non-Union —— Combined ‘ .5908
Average $14,122,73 ‘Union .1894
Union $14,122.73 1 LEAA Region .5674
Non-Union - Combined .6181
Region 2 Total " 24 Minimum  $13,287.33 '
Union 241100% {Union . $§13,287.33
Non-Union 0 0% [Non-Union —_—— .
) Maximum  $16,828.83
Union $16,828.83
Non~Union ——
Average $15,057.46
Union $15,057.46
Non~-Union -—- .
* ? SRR —
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Descriptive Information - Dichotomous Var iables

TABLE l4--Continued

0ET

o o e e b e e

VARIABLE N % MEAN SALARIES P eta2
Region 3 Total 24 Minimum $11,530.50
Union 10 | 42% {Union $13,017.20
Non-Union 14 |58% |Non-Union $10,468.57
-Maximum  $15,401.46 "
Union $15,871.10
Non=-Union $15,066.00 '
Average . $13,466.08 .
Union $14,444.20
Non-Union $12,767.43
Region 4 Total 35 Minimum  $11,306.91
Union 8'123% | Union ©$13,021.13
Non-Union 27 | 77% |Non-Union $10,799.00
Maximum $14,711.63
Union $1l6,711.38
Non-Union $14,119.11
Average $13,010.34
Union $14,866.50
. Non~Union $12,460.37
Region 5 Total 51 Minimum $13,906.00
Union 41 { 80% { Union $14,097.20
Non-Union 10 | 20% |Non-Union $13,122.10
. Maximum $17,948.43
Union $18,287.22
Non-Union $16,559.40
Aver age $15,927.20
Union $l6,192,27
Non-Union $14,840.40
,’ .
ST > i . p s
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Descriptive Information -~ Dichotomous Variables

TABLE l4--Continued

VARIABLE N % MEAN SALARIES X2 P eta<

Region 6 Total Minimum  $11,534.96
: Union 26% |Union $10,980.43
Non~Union 74% |Non-Union $11,729.05
Maximum $15,146.07
JUnion $14,027.14
‘INen-Union $15,537.70
Averagé $13,396.15
Union $12,564.,00
‘ Non-Union $13,708.40
Region 7 Total Minimum  $12,041.40
. Union 53% |Union $12,250.50
" Non-~Union 47% {Non-Union $11,802.42
Maximum $15,207.53
Union $15,309,75
Non-Union $15,090.71
Average $§13,624,53
Union $13,780,25
. Non~Union $13,446,.57
Region 8 Total Minimum  $12,578.00
' Union 1 |17% {Union ~ $11,760.00
Non=-Union 83% [Non-Union $12,741.60
Maximum $16,842.00

Union $17,256.00 -
Non-Union $16,759,20
Average $14,710.00
Union $14,508.00
Non-Union $14,750.40
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TABLE 14--Continued

Descriptive Information - Dichotomous Variables

VARIABLE N % MEAN SALARIES x2 P eta
Region 9 Total 49 Minimum  $16,169.42
Union 43| 88% | Union $16,397.95
Non-Union 61 12% | Non-Union $14,569.67
Maximum  $21,144.06
.Unien $21,321.93
Non-Union $19,869.33
Average $18,652.65 i
Union $18,857.38
Non~Union $17,219.50
Region 10 | Total 2 Minimum  $13,895.00
Union 2 ]100% { Union $13,825.00
Non=Union 0| 0% | Non~Union o
Maximum $19,097.00
Union $19,097.00
Non-Union ———
Average $16,496.00
Union $16,496.00
Non=-Union e
Monopsohy 1.518 .218 .
‘Total 82 Minimum $12,301.67 Union . 2131
Union 49 | 60% | Union $13,329.55- Monopsony .0654
Non=Union 33 | 408 | Non~Union $10,775.42 Combined .2633
' Maximum - $15,674.61 Union .1410
Union $16,604.55 Monopsony » 0951
Non-Union $14,293.79 Combined .2195
Average $13,988.02 Union .1894 {:
Union $14,966.78 Monopsony . 0917 N
Non-Union $12,534.73 Combined .2632
< “
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TABLE l14-~Continued

Descriptive Information - Dichotomous Variables

et i,

VARIABLE N 2 MEAN SALARIES x2 P eta2 ;
No Total 'A 172 Minimum  $13,663.60
Monopsony Union 116 {67% -{Union $14,379.74
Non-Union 56 [33% [Non-Union $12,180.16
Maximum $17,719.03
Union .$1fP 461.13
Non-Union $16,168.57
Average $15,689.18
YUnion $16,407.28
JNon-Union $14,201.70
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for non-unionized departments.
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for the monopsony variable does not exceed the critical
value and therefore unionization and honopsony are con-.
sidered to be independent classifications. The
descriptive information for government type indicateé
that those cities with the city manager form of govern-
ment pay higher éalafies than the 6thér forms of gdvern—
ment. In addition, for all three types of éovernment,
the salaries for unionized departments is higher than
The eta2 values indicate
that the unionization variable is more highly associated
with wages than is government type.

The descriptive information for the census
region variable (Table 14) indicates that the census
region West pays the highest salaries with the South
paying the lowest saiaqies. Excluéipg the Northeast,
which is 100 percent unionized, the salaries for unionized
agencies exceeds those for non-unionized agencies in all
regions. The eta statistic indicates that census region
is more highly associated with wages than is unioni-
zation., The LEAA information reveals that Region 9 pays
the highest salaries with Region 4 paying the lowest.
With the exception of LEAA Region 6, the salaries for
unionized departments is consistently higher than for
non-unionized departments, The eta statistic indicates
that LEAA region is more highly associated with wages

than is unionization.

-
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Regression Analysis for Unionization

Table 15 illustrates the results of the stepwisé

regre531on analysis for unionization using all the inde-.

pendent variables. The four variables remaining in the

equation (census rggions South and Northeast: LEAA

Regions 7
g and 8) account for 45.89 percent (Rg=.4589) of

the variance in the dependent variable. Three of the

four variables (census region éouth, LEAA Regions 7 and

8) are negatively correlated (Table 6) with .unionization

while the Northeast census region is positively corre-

lated. Therefore, despite the fact that three of the

continuous variables show significant union/non-union

differences, geographic region seems to be the only var-

iable type of any significant predictive value.

Y

In the following chapter, some possible expla-

nations, insights and inferences will be given based

upon the results reported in this chapter.
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TABLE 15
Stepwise Regression - Dependent Variable - Unionization
INDEPENDENT 2 2
VARIABLE Ry F Pg r P
South (~) .3637 121.748 .000 .3637 .000
LEAA Region 8 (~) .4126 74.444 .000 - .0489 .000
LEAA Region 7 (=) .4439 56.136 .000 .0313 .001
Northeast .4589 44,519 .000 .0150 .017
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CHAPTER V
SUMMARY AND CONCLUSIONS

The results of this study indicate that the wage

dlfferentlal between union and non-union police agen01es

is indeed significant. Whereas previous public sector -

wage studies have indicated that public sector unions

lnCcrease salaries on an average of 5 percent (Ehrenberg

and Goldstein, 1977), this study indicates that unionized

police departments pay salaries that are 20.6 percent

higher for minimum salaries, 15.8 percent hlgher for

maximum salaries and 17.6 percent hlgher for average

salaries. Previous wage studles involving police unions

have indicated either an inverse relationship between

wages and police unions (Lewin and Keith, 1976) or that

police unions have a minimal impact on salarles (Hall and

Vanderporten, 1977). The fact that Lewin and Keith (1976)

did not differentiate between emplbyee organizatio
that collectively bargain for wages and those that do not

may partially contribute to their inverse findings. Hall

and Vanderporten (1977) made this distinction and dis-

covered that the presence of collective bargaining did

make a difference,

e
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Both of these previous studies utilized salary.
data for the early 1970's., The passage of time may
account for the differences between their findings and
those of this study. During the past few years police
unions have had the opportunity.to mature and gain
Stfength in numbers. -Ia addition,'the economic situation

of local and state governments has deteriorated at a time

‘when the cost of living is continuing to rise at a rapid

rate and the genefal public is pﬁshing for qutbacks in
government spending., Therefore, it seems logical to
assuma that those policé officers who are represented by
an organized Véice would be more successful at obtaining
salary increases when limited government funds are avail-
able than would unorganized police officers.

Looklng specifically at the three levels of

salary (mlnlmum, maximum and average), pOllce unions

appear to be more successful at obtaining increased salaries

at the minimum level. On the surface, this findiné appears

to be contrary to what one wauld expect. Since police
unions are composed of incumbent police officers, one
would assume that union efforts would be directed pri-
marily at assisting in-service police officers rather
than incbming officers; Therefore,. it seems that the
union impact would be-greater.at the maximum level than

at the minimum level. However, this assumed contradictiom

may be occurring due to the spillover effect that was

e A M T e

T R R o

I BT T R R T A I T



- - e e . . o
139 g ~ © ~ &
i o . -
S
i olice agencies o o
discussed in (hapter III. .Non-union P © 5 i o . _
. . in-service police o S Q o @ g
may be more. concerned with keeplng 1in=s po- : . ™ 9 1h P
. \ (=)
. . : s IS e ! [ LS S e e P
officers than yith attracting incoming police office { 5 o0 . _
. 2 [+ o < o~ .
. o .H
- . : r * D < .
Therefore, Sour npon-union departments may adjust thel ;‘,‘U;" N b= 3 @ §§
maximum level palaries on the basis of wage settlements L o | T
. = w
. . . o) ~ o0
. - : ‘ficers. f this is the - . | o ™
negotiated by nnionized police officers. It - e g S . o o &
. . : o o~ ™ —
. . . i lary ma 0
case, the union impact at the maximum level sa ¥ Y o ~ FEEREE DERNREE RO A
| | 4 5| &
pe obscured. ’ ! o ! - § hr w w
while the results of the regression ana yse b < 5] 1
k o P e e
A : 3 ntributes to L o & _
indicate than the unionizatlon varlablg contribu } i § 8 . N * .
. m N
. [ o At o~ 2o} . o
the explanation of the variance of the dependent variable . g 3 o 3 J £
' 1. it is LEAA Region 9 : - — o 0 o0 . '
at a statistically significant level, 3 . ‘ q 5 g | & _ - .
. ’ 7 * o s o~
. s istentl ‘ mn o 43 ™ . o
(Arizona, California, Hawall, Nevada) that consist Y 2 & g © v o “ g
. [ y [
contributes the most to the explanation of variance. Q : e T p e
. * © ©
: . . : = o o b 9 o
s Of the ¢! : ot - (o]
When all LEAA Regions are compared on +be basis ' ; . [ & e = N = o
. ‘ [ o : < o~
) . 7 1 hic [ > -
other independcnt variables (excludlng other geograpl : S = N T
i . oP
- . N . : 0, = -} by
. ; regression ; . o = .
gariables) that remained in the stepwlse reg 1 o =) S g § A -
. ’ . n Q [} ) <t O Q N
. ion for this 8 0 = ~ <
equations (see Table 16), an explanatio £ i &
: a ‘ Table 16 indicates that the | A e]l & "
phenomenon can be attempted.. 3 8 s S o ® N
: th ™ : o
. s i tion < o ~
nean values for Region 9 are higher (with the exceptl 2 ~ ~ © p 3
: —
of monopsony) than the total mean values for each variable. - o . )
. , 2 < - «
Bal . A
s 1 i ter- o = o] .
None of the other LEAA regions display this charac , g o N = © g
' . . . —~
: : it i i igue
sstic. Therefore, it appears that it is this unig } 3 Il N N ,
‘ ; QG [ R S s
. . . : : that accounts i 2 g : S o
combination of independent var iable values ti 7 5 § & >,§ é,'ﬁ Q § %m £l 8,85 s0=
g ccadt A @ D
i s . - i hould & 9582 T o= g = oA wm| ca @
for the significant contribution of Region 9. 1It s H oo &4 3 5 2983|8548
pe noted that the income inequality value (percentage of
g4




141

families with annual income in excess of $15,000) for
Region 9 is higher than for all other regions. It was
originally hypothesized that this income inequality
figure Was possibly associdted in a positive direction
with crime rate and thus the demand for police serviees
would incrcase as income inequality and the crime rate
increased. llowever, income inequality and crime rate
afe negatively eofrelated (see Table 6, Chapter IV).
Therefore, it is more likely that the ineome inequality
variable is a measure of the ability to pay. If this is
the case, there may be more money available to pay police
increased saiaries in Region 9. 1In.addition, a higher
income inequality figure may lead to an increased demand
for police service, which may in turn }ead to a greater
willingness to pay increased salaries:

Another interesting characteristic of Region 9
is that it has the lowest value for the monopsony var-
iable. As noteq in Chepter IV, those cities that
2xarcise mo:opsony.pOWer are capable of paying lower
salzries since they do not have to compete in the labor
Bartet with cities of similar size. Since Region 9 has
*Z& lowest D2rcentage of cities that are capable of
Exszcoising this monop&wﬁstic power, the cities within
F=ziza 9 &rxarently have to be‘more competitive., Even
=T zh othar LEAA regions have mean values that are

-— e — -

Zizm=r for e popilation density, crime rate, and

TR
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unionization variables,'only LEAA Region 9 PoOssesses

values for all five variables that are above the total
mean valuesg. Therefore, there is no one variable that
can account for the large eontrlbutlon of Region 9, but
rather this effect is created due to the excessive

values for all variables in the reglon

In reference to the population density and crime
rate variables and thelr contribution to the variance

of the dependent varlable, it was hypothesized that

causing salaries to be higher, However, population density

and crime rate are not .highly correlated, ang vet both

variables are highly correlated with wages and both
remained in the stepwise regression equation. Since both
variables were. included as g3 measure of the negative
aspects of the pollceman s work env1ronment that would
affect both the supply of and demand for pollce services,

it may be that these variables do not represent measure-

ments of the same concept. Population density contri-

the crime rate varlable in both the maximum ang average

level salaries. The crime rate variable digd not remain

in the stepw1se regre551on equatlon for minimum salarieg

whereas populatlon den51ty d1d Since crime rate

figures are not necessarily reliable as an indicator of

IR e A R I T e
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the extent of the cr ime problem, it may be that popu~

re valid measure of the necgative

1ation density is a mo

aspects and the complexity of the policeman's work
ehvironment. The fact that population density is more

e union variable than ig crime

highly correlated with th
port to this argument.

would seem toO lend sup
with

rate
e regression analyses

In reference toO th
nt variable, it was noted in

unionization as the depende

Chapter IV that geographic v
e equation:

ariables are the only

In an effort

variables that remain in th

to determine what may be causing this phenomenon, each
geographic variable was examined'using all other indepen-
bles ’

dent variables as the basis for compatr ison (see Ta
17 and 18). Lookiﬁg first at those variables that are
correlated negativoly with unionization (census region
south; ﬁEAA‘Regions 7 rand 3) it should be noted that’
census region gouth accounts for most of the total var-
pter iv, Table 15). .As inéicated in Table

jance (see Cha
n values for population,

17, the south has the lowest mea

populaiion density, -income inequalityy, and average

The gouth. has the highest number of

production wage.

e and wholesale eséablishments per 1,000

retail, servic

population and predominantly atilizes the manager form
g8 have mean values

of government. LEAB . Regions 7 and

w the total mean values for population,

t£hat are‘belo

n density and income inequ

The South and

populatio ality.
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TABLE 17

Descriptive Information for Census Regions

SOUTH -

WEST

VARIABLE .

MEAN

NORTHEAST

NORTH CENTRAL
176,472.62

Population

192,176.26

141,299.50

300,924.40

198,045.13

Populatioén

4476.26

3998, 67 7735.26 2852.12

4798.89

Density (Mean)

7577.32

86090

Crime Rate
(Mean)

oo s
T TR

R

32.2%

43.3% 24.1% 42_3%

12.5%

Monopsony

(Percentage)

Income .

22,16%

17.29%

21.22%

24.54%

26.86%

Inequality

(Mean)

2.26

l.
84 3.13 512

2.32

Police per
1000 Popu_

lation (Mean)

7753.02

6753.26

7440.45

8890.55

Average

8093.53

Production

Wage (Mean)
Establigh~
ments per

21.26

22.48

20.53

19.69

21.97

1000 POpu—

lation (Mean)

144
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TABLE 17~--Continued )
Descriptive Information for Census Regions
VARIABLE WEST NORTH CENTRAL NORTHEAST SOUTH MEAN

Government

Type

Manager

(Mean) 89.3% 41,8% " 18.5% 70 ..5% 56.1%

Commission :

(Mean) 1.8% 6% 3.7% 10.3% 5.9%

Mayor 8.9% 50.7% 57.4% 2% -

(Mean) * A . . 19.2% 33.3%
—
o
[0)]

E— | )
) - . w o, ?
£ ;
' - * Wb
- * - ‘i,gtll ) ?{'
) £ . v . .
y ” ; ] %
e % ! P * 4 ) '_‘; |
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TABLE 18

Descriptive Information for LEAA Regions

VARIABLE

Region 1

Reglon 2

Region 3

Reglon 4

Region §

Region 6

Region 7

Region 8

Region 9

Region 10

Mean

Population
(Mean) -

78,688.16 {540,645.94

175,592.39

127,669.97

175,345.54

174,750.1)

188,257.20

168,403.67

202,443.50

133,074.50

192,176.26

Population
Density
{Mean)

5246.21

10204.765

4848.30

3166.23

4409.52

2216.74

2663,60

4214.67

4898.63

3326.00

4476.26

Crime Rate
{lean)

6193.06

6919.94

6467.52

8216.00

7536.65

6881.96

7815.67

7398,50

8644.86

9122.00

7577.32

Monopsony
{Percent)

36.4%

12.5%

20.8%

45.7%

_45.13

51, 9%

404

33.3%

8.2%

50%

Inconme
Inequality
rMean)

21.70%

23.87%

15.06%

17.24%

.

26.05%

16.82%

19.71%

21.78%

27.97%

20.25%

Police per
100C popu-
lation
{Hean)

. 2,21 .

4.5

2.01

2.39

1.88

1.89

1.73 '

1.83

2.38

1.39

2,26

Average
Production
Wage (Mean

7464.97

7358.71

. 7122.60

‘6557.59

9112,.35

6814.73

819G6.,91

8090.15

8055.81

8418.43

7753.02

Establish-
mnts’ per
1000 pop-
ulation
(Mean)

18.92

19.45

24.95

19.39

21.68

20,49

22,58

21.75

23,32

21.26

Type

Government

Manager
{Mean)

22,7

58.3%

68,6%

39.2%

63%

53.3%

33.3%

83.9%

100

Commission
(Mean)

0%

4.2%

14.3%

3.9%

11.1%

6.7%

33.3%

0%

0%

Mayor

(Mean)

63.6%

33.3%

17.1%

25.9%

54.9%

40

33.3% 'J

§.1%

0y - |
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. this périty problem since there is probably less money
LEAA Regions 7 and 8 have mean values below the total

X available and therefore less of an opportunity for wide
mean value for the number of police per 1,000 populatiog,

discrepancies to develop between public and private
with reference to the Northeast census region,

sector pay. The fact that the South has the lowest mean
which is positively associated with unionization, the ' ‘

. value for average produétion wage may lend support to
population, population density and number of police per

this argument. If this variable is also an indicator .
1,000 population variables are higher than for all other

. W " of the demand for police services, those municipalities
census regions. The Northeast census region utilizes the : . )

with @ high income inequality figure may demand a higher
mayor form of government predominantly. _ ‘

standard of performance from the police and thus increase

e ié o tha? nionisation 3 i | ? ‘ the amount of work for the individual police officer. 1In°
assoctated primariiy W Papniation stass mopiatien i 3\ reference to the number of police per l,OOO’population,
depsicy, inoome: Meseaiy 2nd the namber of potice Per. t %bf this variable is probably a function of population size
1,009 bOpulation- ?he higher fhe values are for these ‘ i Evv and population density since it is highly correlated Wiéh
var iables, the more likely the police are to unionize. | g;; . thase gwo variables and not highly correlated with the
Tncreased population and population density figures would :~ ?ﬂ; iton werisble. ' Eheresore. ik appears.to e
probably e negat%ve Irpack on the petiosnan’s workind i:; - indirectly to unionization through its relationship with
conditions which in turn may lead to unionization in an éé populaéion e oot ol Avmatie, !
effort to improve woiking conditions. The income ;é | .
inequaliéy variable may be_an indicator of the amount of ;% N
money'génerally availabie in the area and'an indicator -  : - purpose.of ot s ves b Atarnins ae
of the demand f?f police services., Sinc? income inequality - 7@ degres of impact ihat police unions have o wage eter.
and the average production wage are highly correlated (see : A}, minaéion'. N beén Senonstrated, untonised mumicinal
Chapter IV, Table 6), it may be that those areas wélcé 5 police departments do indeed exhibit higher minimum,
have a high income ineguality valpe may turn to unioni-

. &= maximum and average sglaries than do no-union municipal
sation as a.means of obtaining parity with their private

P here the income police departments for the population under study. How-
sector counterparts. Those areas whe e

ever, it should be noted that the small union values
inequaiit& values are low may not be confronted with ’

Ex
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revealed through the partial correlations and‘the forced
éntry regression calculations indicate that unionization
is not a strong predictor of wages. Geographic region
serves as the strongest predictor due to a unique combi-
nation of several independent variables, one of which is
unionization. Police unions appéar to have the ldrgest
amount of impact at the minimum level salary, but it
should be remembered that the union impact may be obscured
at the maximum level saléry aue to the possible spillover
effect. In these times of fiscal éusterity, those police
officers who are represented by an organized voice and

reside in certain geographical areas seem to be weathering

" +the economic storm better than non-union officers.

In addition to the union variable, the results
of the regression analyses indicate that income inequality,

population density, crime rate and monopsony contribute

significantly to the explanation of the variance in the

dependent variables. Geographic region also contributes o

significantly to the explanation of variance, but it is

believed to do so because of the influence the afore-
mentioned variables have within a specific region. LEAA
Region 9 contributed the most to the explanation of
variance and-it displayed mean values for the independent
variabléé.that were cénsistentiy higher than the total

mean wvalues for those variables.

v e T AT ST
g e

Those variables that did not contribute signifi-
cantly to the explanation of variance include population
size, the number of police per 1,000 population, the
average annual wage fpr manufacturing production workers,
the number of retaii, service and wholesale establishments
per 1,000 population. and government type. It should be
noted that of these variables, the negative correlations
between the number of establishments per 1,000.population
was contrary to what was anticipated. It may be that as
the number of retail, ~ervice and wholesale establishments
increase, the owners of these establishments may begin
using the services of privape'security agencies and would
therefore be reluctant to support salary increases for
police officers. Since this explanation is based on
conjecture, additional research in this area 1is needed.

It should also be néted tha% the annual production wage
variable and the government type (manager) variable were
both highly correlated with wages even though they did
not céntribute significantly to the explanatioﬁ of vag—
iance,

The results of the regression analysis with
unionization as the dependent variable indicated that
geographic regioq was the only variable type that explained
a significant amount of varianée. However, when the four
geographic variables were compared, it was determined

that population size, population density and income

A et~ s et e it b R S S i e
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inequality presented unique features for all four

‘geographic regions. Therefore, it appears‘that unioni- f
zation is most likely to occur in heavily populated 4 é?fi

areas where the demand for police services and the ? - i“f ' : ‘
ability to pay is the greatest, Tt should also be noted } 3 ;

that higher salaries are more likely to be found in

these same areas, but that union salaries will probably

be higher than non-union salaries within these high

salary areas. ‘ - ;o o
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FOOTNOTES

lIt should be noted at this point that the data
for several of the independent variables are for years
that do not correspond to the years of the dependent var-
iables. However, the data being utilized are the most
current available for indivi?lual cities within the nation.
It is believed that the inclusion of the variables is
justified dué to,their importance to this study.
Additional justification will be made as each variable is
discussed.

2Eveh'though the crime rate data is for the year
1975 and the wage data is for the year 1979, the national
crime rate data are similar for the years 1975 and 1978.
The national crime rate for 1975 was 5,282 and 5,109 for
1978. When city size is taken into considération, the
data are also similar. For cities with a population of
25,000-49,999, the crime rates for violent crimes for the
years 1975 and 1978 were 343 and 364 respectively. For
cities with a population of 50,000-99,999 the crime rates
for violent crimes for 1975 and 1978 were 451 and 486
respectively; 100,000-249,999: 632 and 627; 250,000 or
more: 1,159 and 1,121 (U.S. Bureau of the Census, 1979).
With all the above rates taken into consideration, the
average difference between the 1975 and 1978 data is only
3.94%, .

3The use of 1975 pepulation data should not
present significant problems in this study since the
average annual percentage increase in population for the
nine census regions for the years 1970 to 1978 was only
.8% with a range of -.2% to 2.6% (U.S. Bureiu of the -
Census, 1979). Therefore, one would not expect a dramatic
proportional change in 1979 for either the population or
population density figures. |

4In an effort to update this data, the income
inequality figures were adjusted.on the basis of changes
in income reported by the U.S. Census. For the years 1970
to 1977, the mean percentage change of families with income
in excess of $15,000 annually for the four census regions
was as fellows: Northeast, 0%; North Central, 13.5%; South,
8.5%; and West, 12.5%. After the adjusted. income inequality
figures were computed, the correlation between the adjusted
variable and the original-‘income ineqguality variable was
found to bé .95, Theréfore, the original income inequality
variable appears to be a' valid measure and there is no
need to include the adjusted variable.
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APPENDIX

Dear Director:

The Criminal Just'ice Center at Sam Houston State Univer-
sity, under a LEAA fundéd project, is now developing a
computerized Manpower information/planning system that

is designed to give you immediate access to information
needed for manpower planning in Criminal Justice. This
project represents the first effort to develop a data base
designed specifically for use by operational agencies. It
will not produce a shelf product which will have limited
use and accéssibility, but rather when completed will be an
on-going fully developed information and planning system
which will allow you instant access to both published
documents and comparative data which you need as a police
planner and manager. For example:

* Comparative Data such as salary levels, cost
of living.indices for any given area, popu-
lation figures, UCR statistics, number of
employees, and more than 200 other demographic
records. : '

* Bibliographic Information through which books,
journal articles, management manuals, govern-
ment publications, etc. pertaining to any
‘desired CJ manpower topic may be readily
identified.

* TLegal Information is the category under which
a user will be able to obtain state and federal
case precedents and statutes pertaining to man-
‘power (labor relations decisions, discipline
cases, EEO decisions, etc.) .

*# Extant Agency Information will contain a
- myriad, of useful material such as collective
hargaining agreements, departmental policy/
procedure manuals, selected agency reports,
operational guidelines, training manuals, etc.

et
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When the system is complete you will be able to obtain
salary or other comparative personnel information for
neighboring departments, departments of similar size,

or qepar§ments serving communities with .similar popu-
latlop distributions, characteristics and cost of living.
You will have at your fingertips copies of current labor
contracts for every city in the country employing 100 or
more sworn personnel. The potential utility of the system
1s virtually limitleSs. The system will be inexpensive,
easy to’'operate, and provide near instantaneous infor-

mation.

Because of the extgnsive scope of our eéfforts, the initial
focus of the project will be limited to the area of police
labor relations. 'To this end, we are soliciting approxi-
mately 650 collective bargaining agreements Ffrom police
agencies employing 100 or more sworn employees for
inclusion in the system. Your agency has been selected

to participate in the initial phase of the prcject.

e -

In the event your organization engages' i collective bar- <
gaining or meet and ¢onfer deliberations, we request that :
you provide us with 'a co of your contract, memorandum

of understanding or other document evidencing your labor :
management relationship in terms of establishing wages, Ly
hours and -conditions of employment. If your organization [
does not engage in collective bargaining, resulting in a vy
contract, memor andum of understanding or other document, &
we ‘would appreciate you completing the enclosed form.

I cannot emphasize strongly enough the fact that your
partlcipation is vital to-the success of the project. We |
gpprec%atg greatly the time and effort you will expend %
in ass}stlng us ‘and contributing to the structuring of a :
truly innovative and useful manpower information system. b
‘Whgn:your.reply is received we will place you on our B
mailing list. You can then expect to hear from us =
regularly regarding the progress of this system as it is ' 3
developed. E

Sincerely,

Charles L. Johnson . . §
Project Manager : o
Manpower Planning Project ’Y

CLJ/pme
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IT.

MANPOWER PLANNING PROJECT

Labor Relations Questionhaire

AGENCY INFORMATION

A. Agency Name
Address

City
Telephone Area Code °

State

zZip
Number

B. Operational Tead of Agency (Include Tltle)

LABOR RELATIONS'INFORMATION

A. Does your agency eriodicélly.enter into 'a collec—
tive bargaining agreement/contract or memorandum
of understanding with an employee organization?
(If your answer is yés, please include a copy of’
the agreement, contract or memorandum)

[] Yes [] No
B. Please identify by title and name the person

re¢sponsible for negotiating the police collective

. bargaining contract, agreement or memorandum of
agrsement.

........

C. If your agency does hot collectively bargaln or
meet and confer w1th “employees...

1. Please proylde a copy of current pay schedules

"of all personnel
and

2., Provide the ap§r0x1mate date upon which depart-

ment salaries are tradltlonally rev1ewed and
adjusted Lot

Is your agency currently operating under a court/
consent order entered with respect to the Equal

[owem
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Opportunity Employment Act?

[] No [1 Yes (Date of Order)

Please provide the name and address of the organi-
zation(s) representing employees within your agency

and the composition of the bargalnlng unit (s) for

"each.

Name c vt eeeaeen C e

Address.

City State
Zip

Composition of Bargaining . Unit '

Name L

Address

City State

' Zip

Composition cf Bargaining Unit °. -

Nume oot

Address

City State
Zip

Composition of Bargaining Unit

Under what authority do you negotiate or meet
and confer with employee representatives?

State Law (Provide citation) '
County or Municipal Charter

County or Municipal Ordinance
State, County or Municipal Legal Opinion

SPECIFIC REMUNERATIVE INFORMATION

A. Does your department offer any of the following
special pay categor1es°
a. Longev1my oL
b. College ' . o
c. Hazardous duty
d. Spe01a11ty oo
e. Other '
B.

Does your department provide additional pay for
the following levels of higher education?

[] 1 year of college
[1 2 years of college




[] Other (specify)

{1 3 years‘of college
[1 B.A. or B,S.
[] M.aA. or M.S.

Uniforms and Leather

Uniforms furnished by: [] Officer [] Department |

[] Officer [] Department
Sidearms furnished by: [] Officer {] Department

Leather furnished by:

Retirement System-
‘Annual contgibution to retirement
_______% by Officer % by City.
Minimum Retirement Provisions

a. years of service

b. age
C. benefits

Maximum Retirement Provisions

a. years of service
b. age -

c. benefits

Disability Pension - Illness and Injury

[] Non-service connected
{] Service connected

Death Benefits - Pension
[] widow

[] Surviving children

..........

Death Benefits other than Pension

(1 Natural death
[] Line of Duty

General Benefits

Sick Leave

Annual days paid sick leave

Limit of accumulation (days)

I N

TR

iy
a

Vacation (annual amount of vacation in working
days, please specify increases with length

of service) :

e T i e S

Number of Paid Holidays per year

Health Care .

A,

Extent of Coverage¥*

Deductible Amount (1f any)

% Coverage

__% up to § ’
% over

L St N - 2 5

Health Insurance. Premiums

-

3 Paid by Employee

$ Paid by Agency
Dental Insurance Provided [] Yes

Life Insurance Provided [] Yes

of $100,000.-

[ INo

[No

S

"*Under extent of coverage an example would
be a policy with $200 deductible, with the

- coverage being 80% up to $2,500 and 100%
over $2,500, up to a maximum dollar limit
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