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Abstract

The paper summarizes the arguments and counterarguments within the scientific discussion on the issue
perceived effective policing through leaderships’ diversity training learning outcomes and cultural
competence. The main purpose of this quantitative correlational study was conducted to address if and to
what extent the leadership of law enforcement agencies is learning outcomes of diversity training initiatives
and the level of cultural competence of leadership influences law enforcement organizational effectiveness.
Systematization of literary sources and approaches for solving the problem of effective policing leadership
indicates that this quantitative research study expands police leadership knowledge base by identifying
whether significant differences exist in police effectiveness when incorporating diversity training initiative
learning outcomes and cultural competence both exclusively and collectively. The relevance of the decision
of this scientific problem is that police leadership possessing the knowledge and understanding police
effectiveness through diversity training initiative learning outcomes and cultural competence can adapt and
adjust in concert with the need to be more effective in Black and multicultural commutes based on the
study’s findings. The statistical significance indicated in this study concerning diversity training initiative
learning outcomes predicting police effectiveness is substantial. The paper presents the results of this
empirical analysis study that may contribute to the positive national senior management change by bringing
into focus the role of effective policing through leaderships’ diversity training learning outcomes and cultural
competence and its positive impact on the public sector. Further research may be devoted to assessing the
impact of financial indicators, the internal effectiveness of innovative technologies, motivation and customer
service, etc. on the level of effectiveness of the professional activities of law enforcement agencies.
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Introduction

Policing in the United States, a democratic society is as straightforward as ensuring public order, keeping
citizens safe and instilling trust while respecting their rights in principal insinuate an uncomplicated theory of
policing. Although, a simple theory fails to address why the relationship between police and the community
particularly Black and multicultural communities are poor and continue to decline. Theoretically, the police
in a democratic society are empowered to maintain a satisfactory environment comprised of three common
indicators of effective policing: order, security and public trust (Lai, 2013). The popular professional
policing model briefly outlined above provides an overview of the core of democratic policing. Insomuch, it
is clear that police are failing to be effective even under these fundamental principles. The events in
Baltimore, Ferguson, Chicago, New York, and Cleveland, as well as the collective fallout from these
developments, are substantial evidence that the violence and mistrust which, plagues community-police
relationships across the nation has to addressed (Merkey, 2015).

Notwithstanding, the theory in which leadership's learning outcomes of diversity training initiatives and
cultural competence have a statistically significant prediction on the organization forecast findings that
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revealed both learning outcomes of diversity training initiatives and cultural competence, individually but
not collectively do predict a statistical significance on police effectiveness. However, previous to this
research, it was not known if law enforcement leadership's learning outcomes of diversity training initiatives
and cultural competence predict organizational effectiveness as there is an inconsistency between scholarship
and the practical utility (Lopez-Littleton, & Blessett, 2015; King, Dawson, Kravitz, & Gulick, 2012).

Background and Hypotheses

The executive police leaders’ pursuit of effectiveness has become increasingly more important in recent
years and has turned to researchers to address their shortcomings. Since the 1900s there has been widespread
adoption of public sector management tools to measure the effectiveness of public sector organizations
(Legrand & Bronitt, 2012). In the 1980s organizational effectiveness became more prominent and changed to
be a concept from the status of a construct (Ashraf, 2012). Police leaders continue to seek various methods
and organizational strategies to increase effectiveness. Although for the police, it has been hard to describe
what exactly constitutes organizational effectiveness (Kataria, Rastogi, & Garg, 2013).

Traditionally, police have been influenced by societal constraints, insisting that their effectiveness
measurements be in line with fighting crime. The societal constraints include to a great extent public
perception. Kiehl (2013) found that good police leadership leading to effectiveness is largely based upon
perception. Society does not expect that police will be able to prevent all crimes or contain all harms
although; society does expect the police to provide the best protection possible (Sparrow, 2015). Low crime
rates and a reduction in serious crimes may sway the perception of citizens to believe that police are being
effective. Public and political definitions of police effectiveness demand that they solve crimes and put more
criminals behind bars (Skogan, 1976). It has been the pursuit of this type of measurement, which has further
eroded the relationship between police and the communities they serve. The dilemma of establishing
measures leading to effectiveness and at the same time upsurge the relationship between police and
community plague police leadership in today’s society. The study developed productive measurements that
increase public satisfaction and also improve police effectiveness. The more informative indicators of public
satisfaction and confidence in the police while reducing crime are desired but harder to capture (Tiwana,
Bass, & Farrell, 2015).

Today it is seen as compulsory that communities be included in the formula when establishing what an
effective police organization is. For the public, policing promises to become more effective, more responsive
to the opinions of residents and less forceful, less brusque (Stone & Travis, 2013). Additionally, with
approximately 20,000 public police organizations in the United States, national coherence in American
policing effectiveness would be a signal achievement (Stone & Travis, 2013: 2). Learning how to address the
issue of managing police for maximum effectiveness can be a noteworthy goal. Colbert, Barrick, and
Bradley (2014) suggest that top executives charged with leading organizations expect that the leadership
exhibited by them be related to organizational effectiveness. Often, it is the Black and multicultural
communities whereas effectiveness eludes far too many police departments. Effective policing requires the
trust of community members (Schlosser, Sundiata, Vaigoi, & Neville, 2015). The dissatisfaction of minority
communities diminishes police effectiveness as efficacy includes overall satisfaction of all constituents
(Kiehl, 2013). Whereas, it is the lack of minority representation within the police that is the first drawback
mentioned by diverse and multicultural communities. Researchers have examined how diversity
representation can be used to benefit the police and increase police effectiveness. Researchers insist that
service by diverse law enforcement officers has a significant value to them and the police agencies that
employ them, as well as the communities they serve (Wilson & Wilson, 2014). Others such as Fan (2016)
and Woods (2014) suggest that many studies find that Black officers were tougher on minorities and act little
or no different than Whites perhaps because of the socialization process into the role of the police. To this
end, it may be more beneficial to address all officers regardless of race or ethnicity similarly and as police,
employing diversity training in a concerted manner while ascertaining and addressing levels of cultural
competence. There is an incomparable difference between diversity representation within an organization
and diversity training initiatives. Diversity training initiatives defined as any program designed to facilitate
positive intergroup interaction, reduce prejudice and discrimination while teaching others who are dissimilar
how to work together (Lindsey, King, Hebi, & Levine, 2015). Therefore, the benefits of diversity training fit
into the overall concept of the effectiveness of police organizations internally and externally albeit mainly
within Black and multicultural communities. Studies on racial diversity, valuing and managing diversity and
business strategy showed that workforce diversity improves organizational efficacy and productivity (Ewoh,
2013). Assessing police leaders’ cultural competence to conduct efforts to enhance it is also elemental in
increasing the overall effectiveness of police organizations. Understanding a variety of cultures in addition to
one’s culture can improve effective interaction within Black, and multicultural communities that police are
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tasked and sworn to serve. Cultural competence can be used by police to creatively conduct police duties
within the cultural restraints of the culture of that particular community. Cultural competence is an essential
component in rendering useful and culturally responsive services to culturally and ethnically diverse
communities (de Almeida Viera Monteiro, & Fernandes, 2016). The police organization then reflects the
cultural norms of Black and multicultural communities while engaging in their duties as police, ideally
gaining approval and satisfaction within that community. However, previous to this research, it was not
known if law enforcement leadership's learning outcomes of diversity training initiatives and cultural
competence predict organizational effectiveness. Garib (2013) concluded that a more advanced study would
advantageously include improved methodological activities resulting in some objective data concerning
organizational outcomes of diversity training. While Carrizales, Zahradnik, & Silverio, (2016) assert that
future research may look at the integration of cultural competency into police organizations and its service
delivery making it a more effective public administration. Furthermore, leadership’s high level of diversity
training initiative learning outcomes combined with a high level of cultural competencies relates to a higher
level of law enforcement organizational effectiveness than either leadership’s diversity training initiative
learning outcomes or cultural competence alone. Diaz, Clarke, and Gatua (2015) suggest that research among
interdisciplinary professionals is needed to identify and facilitate a more culturally competent and diversity
educated workforce in order to possibly increase effective practices. There is and continues to be a gap
relating to if law enforcement leadership's diversity training initiatives learning outcomes and cultural
competence associated with predicting law enforcement organizational effectiveness. The target population
for the study was AACPD in Maryland specifically, Sergeants Lieutenants, Captains, Majors, Commanders,
Assistant Chiefs, Deputy Chiefs, and Chief.

Using multi-linear regression models, we hypothesize the following:

H1: Law enforcement leadership’s diversity training initiatives learning outcomes do statistically
significantly predict law enforcement organizational effectiveness.

H2: Law enforcement leadership’s cultural competence does statistically significantly predict law
enforcement organizational effectiveness.

We were able to derive the following research questions:

RQ1: To what extent do law enforcement leadership’s diversity training initiatives learning outcomes predict
law enforcement organizational effectiveness?

RQ2: To what extent do law enforcement leadership’s cultural competence predict law enforcement
organizational effectiveness?

Research Design

A quantitative correlational design was used to assess the relationships of diversity training initiatives
learning outcomes and cultural competence to law enforcement organizational effectiveness. The target
population for the study was AACPD in Maryland specifically, Sergeants Lieutenants, Captains, Majors,
Commanders, Assistant Chiefs, Deputy Chiefs, and Chief. A multiple regression procedure is useful for
finding which predictor variables should be in a multiple model regression (Zounemat-Kermani,
Mohammad, Scholz, & Miklas, 2014). Insomuch, a multiple regression was appropriate for examining the
leadership of law enforcement agencies learning outcomes of diversity training initiatives and cultural
competence of leadership predict law enforcement organizational effectiveness.

In this study, two predictor variables investigated, diversity training initiatives learning outcomes and
cultural competence. Diversity training initiatives learning outcomes can be applied in various fashions such
as training and encouraging, embracing and valuing diversity by police leadership. Although, it is most
beneficial to understand diversity training initiatives learning outcomes in the traditional context of
classroom training through an interactive lecture method, common in the policing profession. Hypothesized
is when diversity training initiatives are realized as effective, increasing the performance of police cadets and
particularly high ranking police leaders (Beu & Nepravishta, 2013), diversity training initiatives learning
outcomes will improve police effectiveness. The second predictor variable is the police leader’s cultural
competency, which was self-assessed to ascertain the ability for one to work effectively in cross-cultural
situations. Then as well, mimicking leadership, a police agency’s cultural competence can have a
transformative effect on how organizational goals are successfully defined and achieved (Rice, 2007).
Fittingly, for prediction and simulation tasks the techniques of multiple regressions are employed
(Zounemat-Kermani et al., 2014). The focus of the study was to investigate the two predictor variables,
cultural competence, and diversity training initiatives against the criterion variable law enforcement
organizational effectiveness. The multiple regression analysis is suitable for this study. Regression analysis
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techniques are for predicting and simulating tasks (Zounemat-Kermani et al., 2014). A test for assumptions
conducted where it found that all assumptions, sample size, normality, linearity, collinearity,
multicollinearity, outliers, and homoscedasticity met. In a multiple regression study, it is also important to
ensure that the model is valid. All three variables were deemed to be valid. The regression was then run
through the SPSS statistical software revealing that RQ1, to what extent do law enforcement leadership’s
diversity training initiatives learning outcomes predict law enforcement organizational effectiveness was
statistically significant. RQ2, to what extent do law enforcement leadership’s cultural competence predict
law enforcement organizational effectiveness was statistically significant.

Sampling Procedures

The general population for this study included full-time sworn law enforcement executives, supervisors, and
managers (Sergeants, Lieutenants, Captains, Majors, Commanders, Assistant Chiefs Deputy Chiefs, and
Chief) from Maryland specifically, AACPD. AACPD was chosen mainly because of its full time sworn
officer to resident ratio parallels the sworn officer to resident ration in the majority of the nation and its
availability and agreement to allow the research study. When attempting to obtain authorization to conduct
the research for this study, the original police agency after agreeing months earlier refused to allow the study
of their police leaders. After four months and contacting over 70 police agencies, the researcher was able to
meet with two of the command staff of AACPD. The meeting with the command staff members was
approximately 30 minutes as the research explained and consent was requested. It was after the Anne
Arundel County legal section reviewed and allowed the study, the site authorization obtained. The overall
population is sworn police leaders within the United States which, includes all ranks from Sergeant and
above to the executive leader of a police agency, Chief. Although, the majority of police departments in the
nation are composed of less than 50 officers (Reaves, 2015), the overall population for this study states with
sworn officers in the range of 200-299 per 100,000 residents. Maryland’s full time sworn officer to resident
ratio is 283 per 100,000 residents (p. 16). According to Reaves (2015), this ratio falls in the range of 200-299
sworn officers per 100,000 residents making Maryland’s sworn officer ratio in line with the majority of
states (5 states plus the District of Columbia have more than 300 sworn officers, 11 states have less than 200
and 34 states have 200- 299 sworn officers), (Figure 2) suggesting that Maryland is comparable to most
common sworn law enforcement officers to resident ratio in the nation but different than the rest of the
nation’s sworn officers per resident ration as the State of Maryland shares unique identifiers.

Data Analysis and Test of Assumptions

Despite the analysis mentioned earlier, before conducting the planned multiple regression analysis, the
researcher checked the assumptions for the multiple linear regression model. Insomuch and as previously
stated, the following assumptions were met and not violated; sample size, continuous variables, observation
of independence, linearity, homoscedasticity, multicollinearity, outliers, and normality and normally
distributed errors.

Sample size. For multiple regression one normally needs at least three variables, this study has three and a
sample size of at least 20 is required. This study had 55 participants. The assumption test for sample size is
easily met, see Table 1 above.

Continuous variables. The criterion variable, police effectiveness is continuous and is not categorical as are
both predictor variables, diversity training initiatives learning outcomes, and cultural competence. In sum, all
variables in this study are continuous.

Observation of independence. The assumption of independence of observation is essential when using
regression analysis. This assumption heavily relies on the output of the Durbin-Watson test to ensure that
there is no autocorrelation between the variables. Table 1 (Model summary) exhibits the output of the
Durbin-Watson, 1.744. This falls within the range of 1.5 and 2.5 suggesting that the data is not
autocorrelated. The assumption of independence of observation met.

Table 1. Model Summary

. Change Statistics .
Adjusted R | Std. Error of - Durbin-
Model R [RSAuarel ““square | the Estimate Rcﬁgﬁgge FChange | dft | df2 Csr:gthe Watson
Diversity
Training .790b .623 .610 29.99233 .045 6.529 1 55 .013 1.744
Initiatives
Cultural Comp. | .761a 579 571 31.43817 .579 76.905 1 56 .000

Note. Criterion Variable=Police Effectiveness
Source: Complied by authors

18



.4" ARMG PUBLISHING
“Thinking ahead” Business Ethics and Leadership, Volume 3, Issue 4, 2019

ISSN (online) — 2520-6311; ISSN (print) — 2520-6761
Linearity. To assess and meet the assumption of linearity, Figures 4 and 5 are presented to demonstrate
linearity. Figure 1 expresses the linearity between the criterion variable, police effectiveness and the
predictor variable diversity training initiative learning outcomes. Figure 1 also demonstrates the linearity
between the criterion variable, police effectiveness, and the second predictor variable, cultural competence
(notice reference lines). The scatterplot, Figure 2 indicates a random distribution of positive and negative
residuals. The residual plot also indicates the positive and negative values across the entire range of the
scatterplot given this scatterplot; there is no reason why the assumption of linearity not met. Although, the
researcher tested the assumption of linearity by double-clicking on the scatterplot with the Chart Editor to
reveal a reference line which was placed within the scatterplot using the Chart Editor toolbar. The researcher
observed how one reference line creates an even divide between the entire field of the scatterplot, meeting
the assumption of linearity.
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Homoscedasticity. Figure 2 illustrates how the assumption of homoscedasticity met. The scatterplot with
Regression Standardized Predictor Variable (X-Axis) and Regression Standardized Variable (Y-Axis) was
analyzed to meet the assumption. Again, the researcher observed how one reference line creates an even
divide between the half’s meeting the assumption of linearity. The variances of residuals are constant. A
more precise statistical assumption of homoscedasticity the researcher suggests referencing Breusch-Pagan
or Koenker tests, both statistical analysis, which was not necessary for this assumption testing

Multicollinearity. The Correlation box (Table 2) referenced in search of predictors above .8 and a .2 or
higher association between the predictor variable and the criterion variable both were in the proper range;
.604 and .758 for both predictor variables diversity training initiative learning outcomes, and cultural
competence, respectively. Furthermore, by observing the Durbin-Watson output, 1.744 within the range of .5
- 2.5, both predictors are significant and the VIF (Coefficients) 1.399 not being over ten, the assumption for
multicollinearity met (Table 3). The researcher observed a significant finding when assessing
multicollinearity between the two-predictor variables within the collinearity statistics. Notably, the Variance
Inflation Factor (VIF) was 1.399 for both variables see Table 3. The score is slightly above the acceptable
range of 1. Therefore, the VIF, in this case, indicates a moderate association suggesting collinearity between
the two-predictor variables, diversity training initiative learning outcomes and cultural competence. While
the finding is compelling, collinearity in this instance does not produce an extremely large R? and, beta
weights are statistically significant. The beta weights are in the proper direction and, removing one of the
predictor variables does not result in an enormous change to the entire model.

Table 2. Pearson’s Correlations

Police Effectiveness | Diversity Training Initiative [Cultural Competence
Pearson Correlation 1 .604** .7158**
Police Effectiveness Sig. (2-tailed) .000 .000
N 55 55 55
. . . Pearson Correlation .604** 1 .556**
D'Veﬁ]'itt{;i(g'”'“g Sig. (2-tailed) 000 000
N 55 58 58
Pearson Correlation .7158** .556** 1
Cultural Competence Sig. (2-tailed) .000 .000
N 55 58 58

Note. **. Correlation is significant at the 0.05 level (2-tailed)
Source: Complied by authors

Table 3. Coefficients

Model Collinearity Statistics
Tolerance VIF
1 Cultural Competence 715 1.399
Diversity Training Initiative 715 1.399

Note. a. Criterion Variable: Police effectiveness
Source: Complied by authors

Outliers. Meeting the assumption for outliers, the Residual Statistics and Cook observed to ascertain that the
Standard Residual was not too far to the left (-) or too far to the right (+). Outliers were not visually observed
in the histogram and particularly the scatterplot, although four outliers observed in the box plot with the
criterion police effectiveness (Figure 3). These outliers were not significant, meeting the assumption for
outliers. Cook’s was moderate to the left (-2.452, Table 4), which would demonstrate the few outliers only
found in the criterion variable, police effectiveness. Also, the regression model is valid through the
observation of R2, about both predictors .579 (diversity training initiative learning outcomes and .623
(cultural competence).
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Figure 3. Box plot of criterion variable; Police Effectiveness with 4 outliers
Source: Complied by authors

Table 4. Residual Statistics

Minimum Maximum Mean Std. Deviation N
Predicted Value 381.7950 5445240 453.4727 38.82082 55
Std. Predicted Value -1.846 2.345 .000 1.000 55
Standard Error of Predicted Value 4.279 10.570 6.814 1.944 55
Adjusted Predicted Value 385.5688 542.8939 453.2725 38.87580 55
Residual -74.35873 50.40234 .00000 29.75352 55
Std. Residual -2.452 1.662 .000 .981 55
Stud. Residual -2.523 1.768 .003 1.012 55
Deleted Residual -78.70632 57.02355 .20019 31.65454 55
Stud. Deleted Residual -2.667 1.806 .001 1.030 55
Mabhal. Distance .094 5.581 1.964 1.682 55
Cook's Distance .000 137 .022 .032 55
Centered Leverage Value .002 .103 .036 .031 55

Note. a. Criterion Variable: Police Effectiveness
Source: Complied by authors

Normality and normally distributed errors. When testing for normality, focusing on Shapiro-Wilk (Table
5), the researcher noted if the statistical significance (Sig.) was above or below .05. This testing revealed that
the Sig was above .05 for all three variables; police effectiveness (.447), diversity training initiative learning
outcomes (.175), and cultural competence (.640), therefore, both predictor variables along with the criterion
variable was normally distributed, see Table 5. If the Sig. were lower than .05 the test for normality would
have violated, and additional testing would have been necessary, contingent upon the sample size. The
assumption test for normality met. Initially viewing the scatterplot, it illustrates the data points, which in this
case normally distributed. Figure 2 emphasizes that the dots are scattered highlighting that the data meets the
test of being normally distributed. Additionally, Figure 4 (hormal P-P Plot) also emphasizes that the data
points (dots) closely follow the diagonal line. Finally, Figure 5 (histogram) also illustrates a normally
distributed line expressing that the data normally distributed. The data distribution is normal.

Table 5. Test of Normality

Kolmogorov-Smirnova Shapiro-Wilk
Statistic df Sig. Statistic df Sig.
Police Effectiveness .096 55 .200* 979 55 A47
Diversity Training Initiative .098 55 .200* .969 55 175
Cultural Competence .067 55 .200* .983 55 .640

Source: Complied by authors
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Figure 4. P-P Plot explaining the correlation of predictor variables diversity training initiative learning outcomes and
cultural competence in relationship to criterion variable police effectiveness.
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Figure 5. Histogram
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Subsequently, several tests conducted including the developing of scatterplots, regression, and correlation
analysis and subsequent diagnostics. All assumptions met, the researcher moved on to the multiple
regressions with confidence.

Results

First research question and hypotheses testing results. The first and primary research question (RQ1) for this
study was designed to determine to what extent, if any, law enforcement leadership’s predictor variable,
diversity training initiatives learning outcomes affects the criterion variable, law enforcement organizational
effectiveness. Examining the first research question involved examination of means scores and utilization of
multiple regression analysis. The hypotheses for the first research question were:

Hol: Law enforcement leadership’s diversity training initiatives learning outcomes do not statistically
significantly predict law enforcement organizational effectiveness.

H1: Law enforcement leadership’s diversity training initiatives learning outcomes do statistically
significantly predict law enforcement organizational effectiveness. Multiple regressions were calculated

to understand the participants, police leaders; diversity training initiatives learning outcomes predict
organizational effectiveness.
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A significant regression equation was found (F (2) = 30.426, p = .013), with R? of .610. Participants
predicted diversity training initiatives learning outcomes 3 = .254. Insomuch, for everyone to increase in
standard deviation in the criterion variable, police effectiveness there is a .254 increase in the predictor
variable, leader’s diversity training initiative learning outcomes. Additionally, the independence of
observation or Durbin-Watson test was found to be in the acceptable range 1.744 being close to 2.0
suggesting a positive correlation, however slight. The predictor variable leadership diversity training
initiatives learning outcomes p = .013 is statistically significant. The results of RQL1 after the multiple
regression analysis verified its statistical significance Sig. or p-value of .013 with the p-value remaining at a
95% confidence threshold. The p-value of .013 is < 0.05, therefore, the predictor variable diversity training
initiative learning outcomes is a significant predictor. The results rejected the null hypothesis in RQ1, see
Table 7. For every one point of variance, it increases police effectiveness by B .254 (unstandardized
coefficient) holding the other predictor variable fixed. The second research question and hypotheses testing
results. The second research question (RQ2) for this study was designed to determine the effect if any of law
enforcement leadership’s predictor variable, cultural competence has on the criterion variable, law
enforcement organizational effectiveness. Examining the first research question involved examination of
means scores and utilization of a multiple regression analysis as this second research question does. The
hypotheses for the second research question were:

Ho2: Law enforcement leadership’s cultural competence does not statistically significantly predict law
enforcement organizational effectiveness.

H2: Law enforcement leadership’s cultural competence does
enforcement organizational effectiveness.

statistically significantly predict law

Multiple regressions were calculated to understand the participants, police leaders; cultural competence
predicts organizational effectiveness. A significant regression equation was found (F (1) = 76.905, p = .000),
with R? of .571. Participants predicted cultural competence B = .619. Insomuch, for everyone to increase in
standard deviation in the criterion variable, police effectiveness there is a .619 increase in the predictor
variable, leaders’ cultural competence. The predictor variable cultural competence p = .000 is statistically
significant. The results rejected the null hypothesis. See Table 7.

Table 6. Regression Analysis Results with ANOVA

Model Sum of Squares df Mean Square F S. Sig.
Regression 81381.009 2 40690.505 44,261 .000b
Residual 47804.700 52 919.321
Total 129185.709 54

Table 7. Collinearity Diagnostics

Note. a. Dependent Variable: Police Effectiveness b. Predictors: (Constant), Diversity Training Initiative, Cultural Competence
Source: Complied by authors

. . . . Variance Proportions
Dimension Eigen value | Condition Index (Constant) Diversity Training Initiative | CC.
Police Effectiveness 2.982 1.000 .00 .00 .00
Diversity Training Initiatives .012 15.928 35 .03 .85
Cultural Competence .006 22.634 .64 97 15

Note. Criterion Variable: Police Effectiveness. M=Model, CC.=Cultural Competence
Source: Complied by authors

The study does indicate that diversity-training initiative learning outcomes did positively affect police
effectiveness (RQ1). In policing it may be beneficial to understand that it is the learning outcomes of
diversity training and other diversity initiatives that are substantial, as simple diversity training has existed in
policing since after the Civil Rights Era, the late 60s and early 70s. In short, it suggested that effective
diversity training initiatives and the learning outcomes stemming from such produces desired behavioral
change. This behavioral change can then apply to and throughout communities, which are different by and
through first-line supervisors, or Sergeants, substantially represented in this study. The results of RQ2 after
the multiple regression analysis verified its strong statistical significance Sig. or p-value if .000 with the p-
value remaining at 95% confidence threshold. The p-value of .000 is < 0.05, therefore, the predictor variable
cultural competence is a significant predictor. The results rejected the null hypothesis in RQ2. For every one
point of variance, it increases police effectiveness by p .545 (Unstandardized coefficient) holding the other
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predictor variable fixed. The study may suggest that increasing the cultural competence of police allows
police to be more effective if they solve police problems in specific cultures within those cultural constraints
of that particular community, albeit Black and multicultural communities. Consequently, adhering to cultural
constraints within said communities may also enhance community member acceptance of police practices.
Acceptance of police operations within Black and multicultural communities can, therefore, be deemed
effective policing and very well bring the police closer to the community and the community closer to the
police addressing a huge objective.

Table 8. Coefficients Subsequent to Regression Analysis

Model Unstandardized Coefficients Standardized Coefficients .
B Std. Error Beta Sig

a. Police Effect (Constant) 157.152 34.458 .000
b. Diversity Training Initiative 1.515 .593 .254 .013
¢. Cultural Competence .545 .088 .619 .000
d. Police Effect (Constant) 214.419 27.435 .000
e. Cultural Competence .670 .076 .761 .000

Note. a. Constant or Criterion Variable: Police Effectiveness
Source: Complied by authors

In sum, the importance of answering the research questions has the utmost significance in this study.
Diversity training initiatives learning outcomes and cultural competence do increase police effectiveness.
Both of these predictor variables, diversity-training initiatives learning outcomes and cultural competence are
statistical significance .013 and .000 respectively. Figure 2 displays a strong positive correlation with the
multiple regression analysis conducted.

Discussion

Theoretical and Practical Implications

The research took into consideration that a significant problem in policing is the weak relationship between
community and police. Some Black and multicultural communities still see the police as the enemy (Woods,
2014). The first research question examined if diversity-training initiative learning outcomes predict police
effectiveness. What conducted above was done to evaluate whether or not the presence of diversity training
initiatives learning outcomes could predict police effectiveness. The results of the study indicate that there
are statistical significance and support for diversity training initiative learning outcomes predicting police
effectiveness. An initial observation of the results suggests an educative effect and benefit in increasing
diversity initiatives, which generate effective learning outcomes of police leadership.

The second research question examined if cultural competence predicted police effectiveness. The question
above was to evaluate whether or not the presence of cultural competence could predict police effectiveness.
The results of the study indicate that there is statistical significance and subsequent support that cultural
competence effects police effectiveness. An initial observation of the results suggests that there is an
educative effect in increasing cultural competence of police leadership modifying behavior which directly
relates to Black and multicultural communities leading to effectiveness. From a theoretical viewpoint, both
research questions met the expected hypothesis. As a result, diversity training initiative learning outcomes
and cultural competence involve enhancing education at least in the sense of additional learning related to
what police leaders may or may not know about diversity initiatives and cultural competence. Learning about
a police problem and developing a theory to address that problem is well within the confines of the
theoretical research and four questions put forth by Eck (2003). It is likely that the results of the two research
questions can be shared throughout the nation to increase police effectiveness as explained in Chapter 3
based on the ratio of police agencies sworn officers to 100,000 residents although, all police departments
have unique problems and other factors which also must be considered. Police leadership nationwide can
learn from this study and subsequent problem solving; increasing systematic information exchange among
police agencies is part of the answer (Eck, 2003). From a practical viewpoint, the results of the research
guestions we somewhat expected. This study acted upon three different studies suggestions for research,
which outlined that the results of such a study, this research study would have significant implications on
police leaders and the policing profession as a whole. Garib (2013), Carrizales et al. (2016) and, Diaz et al.
(2015) call for additional research. Garib (2013) concluded that a more advanced study would
advantageously include improved methodological activities resulting in some objective data concerning
organizational outcomes of diversity training, Carrizales et al. (2016) asserted that future research may look
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at the integration of cultural competency into police organizations and how its service delivery will make it a
more effective public administration and, Diaz et al. (2015) suggest that research among interdisciplinary
professionals is needed to identify and facilitate a more culturally competent and diversity educated
workforce in order to possibly increase effective practices.

Conclusions

Lopez-Littleton and Blessett (2015) stressed that there is an inconsistency between scholarship and the
practical utility of how diversity training and cultural competence predict effectiveness. More research is
needed to examine the direct causal link between the learning outcomes resulting from diversity training with
organizational effectiveness (King et al. (2012). Research is limited to examining cultural competence from
healthcare, education and social work perspectives that ignore the complexity of the police profession (Elton,
2013). Significantly, Woods (2014) may have pinpointed the importance of this research when he mentioned
that it was uncertain exactly how diversity training initiatives learning outcomes and level of cultural
competence lead to if at all, effective policing. This research sought to answer questions related to police
leadership and organizational effectiveness to further the police profession and its relationship with
communities, Black and multicultural communities. Results from this quantitative research study expand the
police leadership knowledge base by identifying whether significant differences exist in police effectiveness
when incorporating diversity training initiative learning outcomes and cultural competence both exclusively
and collectively.

Performance measures that include measures relevant to satisfying citizens and enhancing police
organizational legitimacy can predict police effectiveness (Knight, 2014). Knight’s explanation of
influencing police effectiveness fits into the foundational theory of CPT by addressing the overall problem of
the abhorrent relationship between the police and community principally, Black and multicultural
communities. Knight’s statement concerning police effectiveness also addresses the inclusion of citizen
concerns, perception, satisfaction, legitimacy and trust of the police are at the forefront. Police leadership
possessing the knowledge and understanding police effectiveness through diversity training initiative
learning outcomes and cultural competence can adapt and adjust in concert with the need to be more
effective in Black and multicultural commutes based on the study’s findings. A summary of the findings and
relevance to policing is summarized below; the statistical significance indicated in this study concerning
diversity training initiative learning outcomes predicting police effectiveness is substantial. Not only does it
mean that the broad and inclusive definition of diversity is paramount in the pursuit of police effectiveness as
explained in the literature review, but diversity in the 21st century goes well beyond Black and multicultural
communities. In this sense, police leaders must begin to understand the definition of diversity in this current
time frame to be able to engage in effective learning, which then results in diversity training learning
outcomes. This may be the “what” in the first question presented in the study’s foundational theory, the CPT
(what are the problems?). Is it possible that police leaders do not understand what diversity is in the 21st
century? To strive for police effectiveness, police leaders must know how to define diversity in this face-
paced world we lie in today. Police using traditional academies may be in question. In the pursuit of police
effectiveness through the statistically significant predictor, diversity training initiative learning outcomes
suggest that effective training and learning must take place. Limiting these shortcomings, we would allow
police to achieve the above observations resulting in a behavioral change in police leaders particularly in
respect to diverse individuals who for the most part reside in Black and multicultural communities. This
study offers that behavioral change stemming from effective diversity training initiatives learning outcomes
leads to police effectiveness.

Police leaders must attempt to increase cultural competence in pursuit of police effectiveness through
blended learning theories. It is also plausible that police learning is not up to par, because they have not
moved forward from traditional learning. It may be that the lack of experiential learning, learning by gaming
and other more recent adult learning theories has not been realized by traditional police academies. The
reasons presented above indicate some of the problems concerning why policing has had the shortcomings
discussed in this study obtaining police effectiveness by way of statistically significant diversity training
initiative learning outcomes and cultural competence. From the study’s findings we also understand that the
last research question; to what extent do law enforcement leadership’s high level of diversity training
initiative learning outcomes and high level of cultural competences predict to higher level of law
enforcement organizational effectiveness than either leadership’s diversity training initiative learning
outcomes or cultural competence alone, resulted in the acceptance of the null hypothesis. While this last
finding was interesting, it does not affect the study in a negative fashion. The above findings and realizations

25



.4 ARMEG PUBLISHING
Business Ethics and Leadership, Volume 3, Issue 4, 2019 “Thinking ahead"

ISSN (online) — 2520-6311; ISSN (print) — 2520-6761

lend themselves to the last question of the CPT. How can we learn from problem solving? The findings
above pointed out some very important aspects of definitions, training and behavioral change from
addressing problem solving in the pursuit of effective policing. While this study finds support for police
leaders to consider diversity training initiative learning outcomes and cultural competence and it predicts
police effectiveness, overall organizational effectiveness hinges on the specific organization mission, vision,
and values of the specific police agency. Reynoso and Tovar (2014) asserted that if there are some validated
and credible variables related to the effectiveness of police agencies, then the hypothesis that there are other
and additional organizational variables related to the effectiveness of the police is accepted. Both research
questions are found to have statistical significance whereas rejected are two null hypotheses. The findings of
AACPD respondents strongly suggest and find support for emphasizing the two predictor variables to
increase the effectiveness of their police agency principally in Black and multicultural communities.

Recommendation for the Future Study

Future researchers could also look deeper into police effectiveness including other variables that are readily
acceptable to Black and multicultural communities. Ongoing relationships with key members of the
community including standardized reporting systems developed with the community, infusing civilians from
Black and multicultural communities into critical operational positions within the police department along
with other procedures, techniques, and reporting systems that consider the community. Future
recommendations for research would then be to conduct studies in the context of professional organizational
effectiveness employing aspects such as; growth, resource acquisition and capabilities, financial
performance, internal efficiency, roles of leadership, innovative technology, motivation and customer
service, which are inclusive of a comprehensive systems approach and not typical or exclusive to only police
professions. If policing is to move forward police leaders must steer their organizations to more professional
and national acceptable standards that also include the flexibility and range of effectiveness that addresses
communities that are different such as Black and multicultural communities. Seeking police effectiveness
cannot be a one size fits all remedy. Researchers must examine how to increase organizational effectiveness
in the methods mentioned above to continue to launch policing into the 21st Century.
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