· Exordium – The introduction, opening, or hook.
· Narratio – The context or background of the topic.
· Proposito and Partitio – The claim/stance and the argument.
· [bookmark: _Hlk161650979]Confirmatio and/or Refutatio – positive proofs and negative proofs of support.
· Peroratio – The conclusion and call to action.


Exordium
“Police Dispatch 911, What’s your emergency?” 
“I locked my keys in my car and need help”
“I’m sorry we no longer can help with a lockout. We only have two officers working so they can’t leave their district patrol and be tied up unlocking a car, maybe try to call a locksmith, goodbye”
“Police Dispatch 911, What’s your emergency?”
“I hear a woman screaming. I think it’s coming from my next-door neighbor’s house”
“What’s the address?”
“123 Main St.”
“Ok, there are three calls for service ahead of you and only two officers working. I’ll get someone to you once they finish the other calls”
“But she is really screaming, it sounds like someone is hurting her”
“Sir/maam what do you want me to do? I only have two officers and they are on other emergency calls. We used to have five officers on shift, but we are short staffed like every police department these days.”




The current crisis of police staffing shortage is nationwide. Since the Covid-19 Pandemic police departments in all communities, including Miami University, are unable to recruit new officers and retain the current officers they have. This shortage means there aren’t enough police officers to provide anything more than minimal public safety service.
 Citizens pay taxes and expect police to answer the call when help is needed. Longer wait times for service and in some cases, the inability to respond to calls are direct results of not enough police officers. 
Currently, the Miami University Police Department is staffed by 22 sworn police officers. In December of 2023 there were 25 sworn officers but since that time 3 officers have left due to retirement and resignation. The remaining sworn officers include the Chief of Police, supervisory officers, and patrol officers. The Miami University Police Department website lists the agency is composed of 29 sworn police officers (https://miamioh.edu/police/). Even before the recent loss of 3 officers Miami University Police has been operating below the published staffing for years. 
Operating at bare minimum staffing is a dangerous gamble. There may not be a large-scale emergency like an active shooter or a dorm fire with students trapped today or tomorrow but what if an event were to happen and the known issue of understaffing was a reason people died? Miami University sent an email to students and their families in Jan of 2024. The opening like reads “Miami University’s top priority is always the safety of our students and community” (University News and Communications, 2024) The current shortage of police officers and lack the of action by University leadership to both attract the most qualified candidates and, retain the experienced professional officers currently at Miami University Police is a stark difference from the published stance. 









Narratio
Source 1
Young, Ryan, et al. “‘We Need Them Desperately’: US Police Departments Struggle with Critical Staffing Shortages.” CNN, Cable News Network, 20 July 2022, www.cnn.com/2022/07/19/us/police-staffing-shortages-recruitment/index.html. 
Ensuring Emergency Response Despite the Shortage of Police
This article from CNN reports there are critical staffing shortages for police departments nationwide. Despite these shortages police executives are prioritizing emergency response and trying to find ways to provide service while not having enough first responders. The article offers the depth of the shortage by describing how many officers some agencies are down. The article also offers solutions that agencies are seeking in recruiting new applicants to address the problem.  As a national news source, I feel the statistics quoted and the reasons attributing to the shortage are factual. This source may offer a more politically liberal view of the problem than more politically conservative sources will offer. 

Source 2
Wilson, Jeremy. “Reframing the Police Staffing Challenge: Strategies for Meeting Workload Demand.” Reframing the Police Staffing Challenge: Strategies for Meeting Workload Demand, 1 Jan. 2022, cops.usdoj.gov/html/dispatch/01-2022/police_staffing_strategies.html.
A Different Approach to Police Staffing 
The Department of Justice is an organization that is a respected authority on matters of public safety. This article acknowledges the published staffing shortages in police agencies but challenges the idea of what communities want vs. what communities need. The author describes that police leadership currently plan police staffing levels in ways such as officer to citizen ratio, or minimum staffing levels, or historical precedent. This article suggests a workload-based assessment is a better tool to determine what staffing is needed to meet staffing requirements. Ideas such as increasing efficiency of existing resources and alternative delivery of services are ways to continue to provide emergency service considering shortages of officers. This peer reviewed article by Michigan State University Professor Jeremy M. Wilson Ph.D. offers new ideas to solve the problem of police staffing shortage.


Source 3
Mazur, Kristin. Ohio Governor Sending $12M to Local Law Enforcement Agencies, Spectrum News, 16 Mar. 2023, spectrumnews1.com/oh/columbus/news/2023/03/15/keeping-ohio-police-officers-safe--while-struggling-with-staffing-shortages. 
Governor DeWine Helping Police 
In Kristin Mazur’s article I learned about a solution that is being implemented to solve the police staffing crisis in Ohio. This article explains that Governor DeWine has announced $12 million dollars is going to local police agencies to help with recruitment, retention, and resilience. Acknowledging the staffing shortages, the article also points out a recent shooting of an on-duty Cleveland police officer. This report of police officers being targeted by violence is an example of why people are not choosing public safety jobs at the same rate now as they did in the past. In 2021 there were 62 on duty police officers killed. Police officers understand there is a higher risk of injury or death by violence than some other professions. Potential police candidates understand this also and it may be a reason that fewer people are choosing this line of work.

Source 4
IACP. “The State of Recruitment: A Crisis for Law Enforcement.” International Association of Chiefs of Police, 2019, www.theiacp.org/sites/default/files/239416_IACP_RecruitmentBR_HR_0.pdf. 
Recruiting the Next Generation of Police
The International Association of Police (IACP) is the world’s largest and most influential professional association for police leaders. IACP conducted a membership survey in 2019 to better understand the police recruiting crisis. The survey revealed the staffing shortage of police officers is affecting large and small agencies nationwide. Some agencies are lowering standards and changing policies to find a greater number of qualified applicants. Several factors are suggested as reasons for the staffing shortage. Generational differences concerning work/life balance, negative public image of law enforcement, lengthy hiring processes, and grooming standards are all discussed as potential reasons for the decline in applicants.  The article concludes by offering several strategies to enhance recruitment that I will research as possible solutions to the staffing shortage at Miami University Police.


Source 5
Hilal, Susan, and Bryan Litsey. “Reducing Police Turnover: Recommendations for the Law Enforcement ...” International Journal of Police Science and Management, 2019, journals.sagepub.com/doi/full/10.1177/1461355719882443. 
Keeping the Experienced Officers
This peer reviewed article by Susan Hilal and Bryan Litsey from the School of Law Enforcement and Criminal Justice, Metropolitan State University considers ways to reduce police turnover. This study focuses on existing police officers and ways in which police agencies can keep the officers they currently have. Job satisfaction and organizational commitment are the main predictors of whether an officer stays or will leave. The study includes 25 male and 11 female former officers. Something I discovered in this study that I had not considered previously in my topic is that health problems are a reason for a higher portion of resignations than I expected. Older officers working nights, missing time with family, a lack of light duty assignments are all examples of why officers are leaving police work before retirement. Including this information will help me form a solution to the police staffing crisis at Miami University Police.

Source 6
Frolik, Cornelius. “Ohio PD Staff Shortages Worsen as Officers Quit, Recruits Drop Out.” Officer, Officer, 7 Dec. 2023, www.officer.com/training-careers/hiring-promotion/news/53080122/ohio-pd-staff-shortages-worsen-as-officers-quit-recruits-drop-out. 
Police Recruits Drop Out
This article brings the national crisis of police staffing shortages closer to home. Focused on the Dayton Ohio Police Department but it mirrors the problems police agencies are having nationwide of full staffing. The competition for qualified officers is high and Dayton Police are losing officers to other agencies with better pay and compensation packages. A factor I learned from this article is not only Dayton Police struggling with a higher-than-normal dropout rate from their police academy, but the trend is also happening in record numbers nationwide. This article reiterates a subject I read about in other publications regarding social justice and police legitimacy. The murder of George Floyd by a police officer has negatively affected the public opinion of police officers nationwide. Rebuilding trust in police by the community is a priority for police and community leaders.  



























Proposito and Partitio
There is a nationwide and local police staffing crisis and there are things being done by progressive agencies and communities to combat the shortage of officers. Increasing pay, better work life balance, and relaxed grooming standards are all issues that are being addressed to retain current officers and strengthen recruitment efforts.
Since the 2020 COVID-19 pandemic police agencies began losing officers faster than they could be replaced. Reasons cited for the shortage after the pandemic include a tightening labor market, increased community frustration with police, and concerns from officers about their safety and well-being. (Recruitment and Retention for the Modern Law Enforcement Agency (ojp.gov). Currently, police agencies are struggling with recruiting and retaining qualified candidates and community leaders are desperately seeking solutions to the historic crisis. 
Miami University Police have been operating understaffed for some time and this additional strain is near a breaking point. Already 7 officers short (24% below) from published manpower staffing numbers of 29 sworn officers, the department is scheduled to lose another 6 officers over the next 3 years due to retirement. There is also a concern of unscheduled losses as well because other local agencies are actively recruiting current Miami University Police Officers to fill their own shortages. 

There are 10 police agencies in Butler County, OH. These agencies all recruit new police candidates from a similar pool of people. In a listing from 1-10 (1 being the highest and 10 the lowest) Miami University Police officers are ranked 10th  in pay while on the same scale the Chief of Miami University Police is ranked 1st among the Chiefs of the other 9 police agencies.  Miami University must make improvements in pay and incentives to attract the highest quality professionals to provide police service to the University. 

 In comparing Miami University Police Department with the other police agencies in Butler County I will explore these three issues and offer solutions to make Miami University Police Department an attractive agency for the most qualified police officer candidates. If the safety of our students and community is really a top priority then Miami University should focus efforts on finding the highest quality like like-minded professionals to provide police service. 


Research reveals that the staffing issues faced by Miami University are similar locally and nationally. Some agencies took a proactive approach and have success in recruiting new officers. My research data is telling the tale that Miami University was not as prepared for this crisis and is now in a position that will need to be significant and reactive. 
Miami University Police has been operating understaffed for some time and this additional strain is near a breaking point. Already 7 officers short from touted manpower staffing numbers of 29 sworn officers, the department is scheduled to lose another 6 officers over the next 3 years due to retirement. There very well could be unscheduled losses as well because other local agencies are actively recruiting current Miami University Police Officers to fill their own shortages. 

Confirmatio and/or Refutatio
2023 Wage survey analysis of 10 police agencies in Butler County. Data collected from Ohio Serb website and consists of comparisons of collective bargaining agreements from all agencies. Miami is 10% below the average pay of Butler County Police agencies. 
2023 Officers
[image: ]
Data collected from public records requests from each agency and consists of comparisons of all 10 Police Chiefs in Butler County. Miami Police Chief is 17.2% above the average pay of Butler County Police agencies. 
2023 Chiefs
[image: ]

Pay growth over 20 years shows wage compression at Miami University for police officers and not the Chief. Data collected from review of 2003 collective bargaining contracts from Ohio Serb website and public records responses from Butler County agencies. In 2003 Miami University Police was a competitive agency and was able to recruit the best qualified candidates. In 2023 Miami University is not competitive and is unable to recruit the best qualified candidates. 










Confirmatio and/or Refutatio
The University holds onto the stance that the tuition waiver is an intra agency benefit that will attract the best qualified candidates. Each agency has their own intra agency benefits to attract employees. The tuition waiver is inclusive to all Miami University employees including the Chief. 
The University values the cost of labor for public safety 10% below the Butler County average of the public safety cost of labor. 



Intra agency benefits offered by other police agencies in Butler County:
MIAMI UNIVERSITY PD
-Longevity pay
-Tuition waiver

WEST CHESTER PD
-Longevity pay
-Tuition reimbursement
-Health care waiver bonus
-Lump sum annual payment

BCSO
-Initiative incentive to include: Fitness, training requirements, limit sick day usage
-Tuition reimbursement

Fairfield PD
-Fitness incentive 
-Attendance incentive
-Longevity removed and built into hourly steps section
-Health care waiver bonus

HAMILTON
-Attendance incentive
-Fitness incentive
-Longevity pay

MIDDLETOWN
-Longevity pay
-MOU percentage on top of base

MONROE
-Health care waiver bonus
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Recruitment and Retention for the Modern Law Enforcement Agency (ojp.gov)
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AGENCY 2003WAGE 2003 OFFICER AVG (exc MUPD)GROWTH RATE 2023

 RATIO

MAX 49721.16

START 35846.01

FFPD CHIEF 79664 77.50% 141471.02

MAX 55140.8 69.20%10.9% ABOVE AVG 73.40% 95659.2

START 39624 49.70%10.5% ABOVE AVG 73.60% 68806.4

MUPD CHIEF 87250 76.70% 154246.31

MAX 51154.48 58.60%2.8% ABOVE AVG 53.90% 78777.4

START 33883.2 38.80%5.5% BELOW AVG 86.30% 63128

HPD CHIEF 110136 41.30% 155667.2

MAX 57081.24 51.80%14.8% ABOVE AVG 61.70% 92310.4

START 35589 32.30%.8% BELOW AVG 69.20% 60236.8

WCPD CHIEF N/A 121860.96

MAX 54485.9 9.5% ABOVE AVG 70.90% 93150.25

START 41020.77 14.4% ABOVE AVG 72% 70563.23

MOPD CHIEF N/A 130825.66

MAX 42681.6 14.2% BELOW AVG 106.20% 88026

START 31366.4 12.5% BELOW AVG 111.40% 66318

BCSO CHIEF N/A 143894.4

MAX 50809.61 2.1% ABOVE AVG 70.70% 86766.34

START 33051.31 7.8% BELOW AVG 76.70% 58410.61

MIPD CHIEF 87854.48 39% 122181.28

MAX 47510.93 54%4.5% BELOW AVG 77.70% 84471.78

START 37946.48 43.10%5.8% ABOVE AVG 64872.65

OPD CHIEF 72987 94.60% 142105.6

MAX 47260 64.70%5% BELOW AVG 72.40% 81501

START 39448.5 54%10% ABOVE AVG 75.60% 69275.85

FFTWPDCHIEF 53289.6 117.20% 115752

MAX 44417 83.30%10.7% BELOW AVG 82.40% 81046.4

START 30934 58%13.8% BELOW AVG 87.10% 57886.4

TPD CHIEF N/A 110548

MAX 48103.4 3.3% BELOW AVG 63.70% 78748.8

START 33633.6 6.2% BELOW AVG 67.80% 56451.2
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AGENCY 2023 START 2023 TOP WAGE LONGEVITY20 YR PATROL/

 WAGE  PATROL/DETECTIVES DETECTIVES

Fairfield City $68,806.40 $95,659.20 inc/hourly $95,659.20

West Chester $70,563.23 $92,550.25 Yes  $94,150

Hamilton $60,236.80 $84,156 Yes  $92,310

Monroe $66,318 $88,026 inc/hourly  $88,026

Butler County $58,410.61 $86,766.34 inc/hourly $86,766.34

Middletown $63,019.15 $79,283.40 Yes  $82,003.90

Oxford $69,275.85 $81,501 inc/hourly $81,501

Fairfield Twp $57,886.40 $80,246.40 Yes  81,046

Trenton $56,451.20 $78,748.80 inc/hourly $78,748.80

AVERAGE 63,440.85 $85,215.27 $86,690.14

Miami University $63,128 $76,856 Yes $78,777.40

(10% BELOW) (10% BELOW)


image2.emf
AGENCY 20232023 CHIEF AVG (exc MUPD)

131589.57

FFPD 141471.027.5% ABOVE AVG

MUPD 154246.3117.2% ABOVE AVG

HPD 155667.218.2% ABOVE AVG

WCPD 121860.967.4% BELOW AVG

MOPD 130825.66.6% BELOW AVG

BCSO 143894.49.3% ABOVE AVG

MIPD 122181.287.2% BELOW AVG

OPD 142105.67.9% ABOVE AVG

FFTWPD 11575212.1% BELOW AVG

TPD 11054816% BELOW AVG


