
NUDGING DIVERSITY: 
FIELD EXPERIMENTS IN POLICE RECRUITMENT

Elizabeth Linos

NAS - March 2021



The Challenge

Civil Service
• “Human capital crisis” (Light, 

2000; Lewis & Frank, 2002)

• “Ticking time bomb” (Neal, 
2016)

Police
• Representative bureaucracy 

(Bradbury and Kellough, 2011)

• Symbolic representation 
(Theobald and Markel, 2013)
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Study 1: What might attract (other) people to public service jobs? 

ASA Model
 Focus on public service 

motivation (PSM) (Perry and 
Wise, 1990) 

Yet…
 Attracting new and different

people may require moving 
beyond “service” message.

Job ad is an opportunity to highlight
(a) unique (b) realistic (c) non-trivial traits of the job.



The Setting: Chattanooga, TN

Police: 
78% white and 93% male. 
City: 
56% white, 35% black 

(US Census Bureau, 2014). 

Previous efforts:
existing network, referral 
programs

This samples: 
Registered voters (n=20,000)
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Can we nudge diversity? (People of color)
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Robustness

Does it work elsewhere? 
● Replications in over 20 police jurisdictions.

Are we getting the right people?
● No statistical difference in test scores.
● No statistical difference in drop outs

What we don’t know…
● How many stay past Police Academy?
● How does recruitment channel affect
engagement and burnout over time?



Study 2: So you got people to apply….
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Study 2: What affects the candidate experience? 

Stereotype threat 
(Steele and Aronson, 1995)
Internalizing relevant context-specific 
stereotype.

Belonging Uncertainty 
(Walton & Cohen, 2007)

“people of socially stigmatized groups are more 
uncertain of the quality of their social bonds and thus 
more sensitive to issues of social belonging” 



The Setting: Avon & Somerset, UK

Police: 2.5 % BME 
City: 6.8 % BME

SJT
 Communication and Empathy,
 Customer Focused Decision 

Making, 
 Openness to Change and 

Adaptability, and 
 Relationship Building and 

Community

This experiment: change email 
introducing SJT (n=1673)



Control email

Dear [Candidate],

[…]
You have been invited to complete the following online assessment:
* Police Constable Situational Judgement Test
[…]
Please note there is no appeals process for this stage.
If you have any queries about why you have been asked to take the 
assessment, please contact the administrator
[…]



Treatment email

Dear [Candidate],
Congratulations! You successfully completed the Behaviour Style 
Questionnaire and have been selected to participate in the next stage
[…]

Before you start the test, I’d like you to take some time to think about why you 
want to be a police constable. For example, what is it about being a police 
constable that means the most to you and your community?

When you’re ready, you can access the assessment website here
[…]
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Robustness

What is not causing the effect?
● Not caused by different people taking the 

test
● Not caused by more time spent on test
● Not caused by more preparation time

What may be causing the effect?
● Improved answers in each area
● Most change on “Communication and 

Empathy” category

Next steps
● Replication!
● How does this apply to in-person testing?



THANK YOU! 

@ElizabethLinos
peoplelab.berkeley.edu
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Study 1: Main Regression
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