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PREFACE

One goal of a personnel program is the selection and
retention of productive employees. A complete personnel
program should include more than the recruitment of
qualified personnel. The personnel program should follow
the employee from the first day until the time of separation
or retirement. The personnel program should include all
areas effecting employees and the treatment the employee’s
receive.

Recruitment is an important aspects of a personnel
program. Recruitment is more than getting people to test
for positions that are open. Recruitment must insure the
most qualified people apply for and secure employment. The
role of recruitment must work closely with the selection of
candidates and the training of personnel to insure the
people selected are trainable and will successful complete a
training program. Recruitment should be the first point a
candidate begins to understand the role of an employee and
what is expected from the candidate as an employee. All
aspects of recruitment, selection and training must work in
unison for the setting of standards for an agency, the
process of selection as well as what is successful training
for new personnel. None of these areas are established
without the need of change, instead these areas require a
process of review. None of these areas may be treated
individually and maintain a complete and successful

personnel progran.
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SELECTION AND TRAIﬁING CONSIDERATIONS IN

SMALLER POLICE DEPARTMENTS

ELEMENTS OF A COMPREHENSIVE PERSONNEL PROGRAM

A comprehensive police personnel program should
include: (1) recruitment and selection of employees on a
merit basis: (2) training programs at both recruit and in-
service levels: (3) a promotion program: (4) a fair system
of evaluating job performance: (5) job classification: (6)
salary plan administration: (7) a comprehensive plan for
conditions of service, including fringe benefits: (8) an
employee relations program, including grievance
procedures: (9) a safety program: (10) medical insurance
programs: (11) a retirement program: and (12) a labor
management relations program.1

Qualified appointees should be exposed to complete
orientation and training programs. All new employees, for
example, should become familiar with the structure,
operations and personalities of the department. Beyond
this, young employees complementing careers in police
service as administrators should receive additional
training in basic administrative methods. These methods
should include budget preparation and administration,
organizational practices, space and personnel studies, and
procedural analysis.2

Regardless of the size of the city and the strength of

its police force, the backbone of an effective personnel
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program is a city wide position classification plan. The

pay plan assigns job classifications to proper pay grades
or levels and usually provides for step increases. A well
prepared pay plan will properly relate pay to the duties
and responsibilities of each job.3 Employee organizations
are more common than ever and are interested in salaries
and wages. They will closely examine local pay practices.
A local pay plan should be updated annually using salary
surveys. These surveys will show how local salaries are
keeping pace with salaries paid by other employers for
comparable jobs.4
RECRUITMENT AND RETENTION

Recruitment is probably the most active part of the
entire employment process. A perfect selection process
can only rank the candidates that complete the process.
This will hold true for either civil service or non-civil
service agencies.5

Recruitment has two aspects; first, to have desirable
jobs and second to tell potential eligibles how desirable
the jobs are.®

All aspects of the recruitment, selection and field
training must work together for the result of placement of
the most qualified applicant receiving placement with an
agency. Every effort must be made at this point to insure

the candidate, after selection and beginning of a training

program, successfully completes the training.7
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A police department should recruit by every available

means including television, radio, newspapers and officers
assigned to a recruitment section. Recruitment will be
accomplished in all or part with a combination of these
resources. Ideally, a police agency should control its
own recruitment program to attract the most qualified
employees.

Successful recruiting efforts have two major parts.
First entry salary, fringe benefits, working conditions,
chances for advancement and additional educational
opportunities must compare favorably with other
occupations in the local labor market. Second, the
applicant must be sold on the benefit of working for an
organization characterized by high moral and good esprit
de corps. The program should give special emphasis to
attracting college educated applicants, including minority

group members.8

The selection process chooses from applicants.9

Every
applicant for any type of job expects acceptance or
rejection as the result of some type of selection
process.10 One theory of the selection process emphasizes
the person. Accordingly, the most mature, intelligent,
stable applicant should be selected, after considering the
position to be filled. Another theory of the selection
process emphasizes the job to be filled rather than the

person selected to fill it.11 The advocates of this

theory believe that some jobs require particular skills
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and abilities that cannot be easily learned. The major

problem with this approach is the difficulty of testing
for these skills and abilities. One could say without
qualification, for example, that the order maintenance is
dependent on an innate ability to manage conflict. Some
people are much more naturally inclined toward peacé-
keeping responsibilities than others. The problem arises
in the development of a testing instrument to predetermine
which applicants have ability in this sensitive area of
validate entrance-level testing.
MILITARY EXPERIMENTS CONCERNING RETENTION

The U.8. Army and the U.8. Marines have experienced a
problem with high turnover rate during basic training.
Some years ago, the military conducted an experiment by
showing videos to the recruits before basic training. The
videos let the recruits know what was expected from them
during basic training and what they could expect while in
basic training. The recruits viewing the videos
experienced a turn over rate as low as ten percent. None
of the groups viewing the videos experienced the usual
high turn over rate.
VALIDITY GENERALIZATION FOR LAW ENFORCEMENT OCCUPATIONS

This study had two major purposes: (1) to estimate the
validity of written tests of cognitive ability used to
selecting law enforcement personnel and (2) to compare
validity generalization findings based on artifact

distributions drawn from sample date to findings obtained
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using "assumed" distributions. The data base consisted of

all available criterion-related validity studies of test
of cognitive abilities conducted on law enforcement
personnel.12

In the present study, information on these artifacts
was available from some of the studies, enabling the data
to be analyzed in two ways: (1) using the assumed
distributions constructed by Schmidt and Hunter, and (2)
using artifact distributions constructed with information
extracted from the validation studies.?®3

The results of the present study show measures of
cognitive ability correlate with performance in job
training for law enforcement personnel at about the same
levels found in validity generalizations studies for other
occupations. The lower validities may be due in large
part to the difficulties involved in developing a good
criterion measure of job performance for police work.
People in law enforcement occupation often work either
alone or with only a partner.14

Another hypothesis for the low validities associated
with job performance is that personality variables or
interpersonal skills play a large role in determining
skill as a police officer or detective. This hypothesis
is consistent with the strongest correlate of job
performance was the composite that included human

relations skill and driving ability.15



The Schmidt - Hunter interactive validity
generalization procedure was applied to validity data for
cognitive abilities test for law enforcement occupations.
Both assumed artifact distributions and distributions of
artifacts constructed from information contained in
current sample of studies were used to test the hypothesis
of situational specificity and to estimate validity
generalizability.16 Results for both groups studies were
virtually the same for the two types of artifact
distribution. Possible reasons for the apparently lower
validities and lesser general ability for job performance
criteria are, including possible low validity of the
criteria (due to lack of opportunity by supervisors to
observe behavior) and the potential role of noncognitive
factors in the determination of law enforcement job
success. 17
THE SELECTION PROCESS

The first step in the selection process determines the
desired and basic requirements the agency seeks in
recruits. Some agencies may wish to require a certain
level of education, passing of an entry level examination,
a certain level of experience, an ability to get along
with co-workers and the public and a certain physical
ability. 1In Texas, the Texas Commission on Law
Enforcement Standards and Education has set a minimum

standard for the state. This means that the different

agencies may not accept less that these standards;



however, the individual agencies may set higher
standards. 18

The initial selection process is particularly important
because entry into police service traditionally begins at
the lowest level. The quality of personnel selected for
police service determines the character of police
performance as well as the quality of police leadership.

The quality and quantity of police personnel resources
are interrelated. The quality requirements directly
affect the number of personnel available to police service
and rising standards narrow that portion of the population
eligible for employment. Experience suggests, if police
agencies are to meet the personnel demands of the changing
times, both in quantity and quality, they must devote
careful attention to attracting many qualified candidates.
The effort cannot be sporadic or haphazard but must be
constant and selective.l?

Effects of governmental pressure on selection the
broadest sense include, recruitment, hiring testing,
interviewing, promotion, and training in making selection
decisions.?0
LEGAL CONSIDERATIONS

Few occupations in society involve the extraordinary
individual responsibility associated with the job of a

police officer.2l No one with any significant knowledge

of those responsibilities would deny that this is an



occupation which demands a large degree of individual
capability and qualification.

There are, mainly, three pieces of federal legislation
that apply to affirmative action and have been the basis
of most challenges to municipal employment practices: (1)

Section 1981 of the Civil Rights Act of 1866, (2) the

Fourteenth Amendment to the Constitution, and (3) Title

VII of the Civil Rights Act of 1964, as amended by the

Equal Employment Opportunity Act of 1972.

Although Title VII is not an exclusive remedy for
plaintiffs who allege employer discrimination, it has
become the modern civil rights statute.?2 rTitle VII
prohibits any discrimination based on race, color,
religion, sex, or national origin in all employment
practices to include hiring, promotion, firing,
compensation and other terms, privileges, and conditionms
of employment for employers with fifteen or more
employees. The U. S. Equal Employment Opportunity
Commission (EEOC) was established in 1964, to investigate
alleged violations of the act.

The principles of equal employment opportunity and the
principles of merit selection are not incompatible. An
employer can perhaps better obey the law, and also hire
the most qualified personnel by assuring that all
employment decisions are based upon job related

considerations rather than upon such unlawful and



irrelevant factors as race, color, religion, sex, or
national origin.

Dozens of police departments have been sued in federal
court for alleged discrimination in employment under one

23 In most of these cases the

or more federal statutes.
police department has been unable to defend one or more of
the challenged employment practices. The results have
included permanent injunctions against the use of some
tests and employment standards, court - imposed hiring
quotas, and the payment of substantial sums of money in
the form of attorney fees and back pay.

The police personnel administrator bears the final.
responsibility for maintaining an awareness of new
developments in this area. The administrator also has the
responsibility of insuring that the selection process is
consistent with legal requirements.

LEGAL ASPECTS OF THE PROCESS

The courts pointed out, however, that if an employment
practice can be shown to be a "business necessity" it
would not be prohibited, though it may result in an

24

adverse impact on a protected group. Selection is the

first place to look for practices which result in that
adverse impac':t.z5
APPLICATION

Information included on application forms or asked in

an initial interview must be job related. This is

particularly true when it involves such matters as
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education background or experience. These areas may have

the effect of screening out disproportionate numbers of a
protected group.26
Employers using pre-employment tests must determine

whether the use of a test results in an adverse impact,
and, if so, to make sure the use of the test can be proven
to be job - related.?7

REFERENCE CHECKING

The Equal Employment Opportunity Commission has stated
for the record that the practice of reference checking has
an adverse impact on minorities. However, this practice a
was justifiable prediction of later job performance on at
least one occasion and has been supported by the courts. 28
The questions asked in a reference check must be related
to the applicant’s previous performance and the persons
contacted must be people who would have this knowledge.
Following these precautions, this practice should not be
the source of an Equal Employment Opportunity
difficulty.??

When a check with previous employers or school does
result in negative information on job applicants, it is
wise to check as many sources as possible. This is
particularly true if the applicant is a member of a
protected group. Especially when the job is one in which
this group is under represented and if the result of the

reference check is the only basis for rejection. Care

should be taken also to provide guidelines on the
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evaluation of information provided by previous employers

to make sure that not only is the same information
obtained for all, but that it is used in the same way. If
a bad attendance record on a previous job is used as a
standard for rejection, this standard should be applied to
all applicants regardless or race, sex, age or national
origin.3°
INTERVIEWS

This is an important subject for interviewers, because
about 70 percent of discrimination complaints arising out
of compliance legislation have occurred as a result of the
interviewing process.31

The interview, though perceived as more subjective and
less scientific than other steps in the selection process,
is undoubtedly an important area of many hiring decisions.

It is unlikely that the interview as a selection
technique will escape the long arm of the Equal Employment
opportunity Commission, where there is any evidence that
the use of the interview results in adverse impact. If
the utilization analysis points to an equal employment
problem, and selection decisions are based almost entirely
on interviews, sooner or later the interviewing procedures
may have to be validated. The process of validation for
interviews can be much more complex task than that for a
testing instrument.

For jobs in most companies, more than one interview is

involved in the selection process, and for certain jobs,
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as many as five or six different interviews may be

involved.32

Two important reasons for conducting interviews at the
early stage of the selection process are (1) to get
information that is not included in the application form
and (2) clear up items on the form that may be difficult
to understand.33
HIRING STANDARDS

Rigid hiring standards, such as minimum educational or
physical requirements, for certain jobs have been
scrutinized carefully by the Equal Employment Opportunity
Commission and the courts. The requirement of a high
school education has been found unlawful in several cases
where such a requirement resulted in adverse impact and
the employer d4id not show that it was sufficiently related
to job performance.34

Policies that automatically exclude job applicants
because of police arrest records or even, conviction have
been ruled illegal because of adverse impact on minority
employment. Such policies disqualify a disproportionate
number of blacks since they are arrested more frequently
than whites.35 When it has been shown that such a policy
is justified on the basis of business necessity, the
policy has been upheld. In the case of the job of hotel
bellman, for example, an employer could require that

applicants’ record be fairly free from convictions for
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serious property related crimes because bellmen have

access to guest‘'s rooms and belongings.36
BACKGROUNDS

It is important that the background investigation be an
objective, fact-finding process which results in an
accurate record of the applicant’s past conduct and
behavior. The background investigator’s job is to
investigate and report upon the pertinent aspects of the
applicant’s background, not to evaluative. The goal is to
provide enough information for the police administrator
making the employment decision to judge the significance
of the applicant’s past conduct in relation to the
requirement of the job.

The basic document for background investigations is the
personal history statement completed by the applicant.
The applicant should be provided with a copy of the
personal history statement and given a reasonable time to
complete and return the document.
ASSESSMENT CENTERS

Many organizations have incorporated an assessment
center as a major personnel practice. This technique
provides an excellent measurement of skills and aptitudes
for selection purposes as well as creating managerial
talent pools within the organization.37
An assessment center places the participant in the

position of actually performing tasks related to the

anticipated position. It identifies the characteristics
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or dimensions in a person who has applied for a position

or in interested in administrative advancement. The
participant’s behavior is evaluated by trained assessors
who use group dynamics in reaching an overall evaluation
of the participant. The summary is orally communicated to
the participant in a feedback interview.

The assessment center approach incorporates situational
techniques in a simulated environment under standardized
conditions. The assessment method is supplement to
regular appraisal procedures when it is impossible or
impractical to: (1) assess qualities necessary through job
performance before promotion or selection and (2) compare
candidates because of different performance rates and/or
different job assignments.38

Departments using assessment centers have a somewhat
better edge over the standard examination as long as the
exercises used are pertinent to the position. An outside
assignment connects the individual’s desire for the job
with the effort expended without the time restraints found
in the typical assessment center environment. It is
possible to find that an applicant who appears less
qualified on paper may more than make up for those
shortfalls through his or her desire and drive to succeed.
The individual with the enthusiasm for the job will always
be more successful than one with high credentials and a

melancholy attitude.
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Limitations of assessment centers are that they require

a lot of time and can be gquite expensive. For these
reasons they are usually reserved for higher positions,
such as a police chief.
FIELD TRAINING PROGRAM

Police departments are only as good as the people in
them. Without high caliber personnel, the effort to serve
the public will fall short. That quality of personnel is
a product of selective recruitment and training. The
field training concept for post academy police recruits
adds to the classroom training most recruits receive.
These programs not only train officers, they must also
evaluate them.3?

The police training task can be broken down into
several different approaches: in-class and on-the-job
training, physical and mental training, formal and
informal training, academic and practical training,
recruit and in-service, and specific and general

40

training. The training might be for newly hired

recruits, newly promoted officers, experienced officers or
even for a police chief.41

Most recruit training programs leave a wide gap between
the classroom and the ""real world" of police work. The
classroom, in and of itself, will not adequately prepare

the new officer to understand the police role and how to

fulfill it.42
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For this and other reasons, field training plays an

important part in the effective training of recruits.
Through exposure to actual street experiences and the
accompanying field problems, patrol situations,
investigations, and crime incidents, the recruit learns to
apply classroom principles to live situations. Field
training takes up where the classroom leaves off.43

Recruit training is both a continuation of the
selection process and the first step in a continuous
training program. It is conducted as a full-time training
school or course, and it provides police candidates with a
basic knowledge of the police service, of the requirements
expected of police officers, of local operating
procedures, and of special techniques that must be
mastered. %4

During such training, a recruit should be screened out
if he fails to meet standards established by the program.
By beginning the probationary period after the completion
of recruit school, the department has the means to weed
out undesirable candidates, thus completing the selection
process.

This provides time to cover the broad range of subject
matter necessary to equip an urban police officer.
Typical subjects include administration of justice, patrol
procedures, traffic enforcement, investigation, social
sciences, emergency medical services, agency standards and

procedures, and physical training. Increasing emphasis on
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the social and behavioral sciences of psychology,

sociology, and government requirements more than statutory
minimum length of training.45

In the o0ld days, when police work was thought to take
more brawn than brains, recruit training had a heavy
emphasis on physical fitness. Now the reverse is true.
Physical training is of limit value, particularly if it is
not followed up by a continuing program for all employees.
If training time is available, physical fitness training
could be used to start the recruits on a lifetime program
of good health.

Classroom discussion and field demonstrations should be
well balanced in recruit training. cCandidates should have
no working assignments until completion of the course.46
After the training period, each candidate should be
assigned to an experienced and specially trained patrol
officer under immediate supervision. The recruit should
accompany the patrol officer on his regular tour of duty
for a period of time. The patrol officer should be
provided with a checklist against which he evaluates the
recruit’s performance and application of knowledge
obtained in training. These evaluations should become a
part of each recruit’s personnel file.

New patrol officer should not be given street

assignments until they have had basic training. After

successful completion of recruit training, candidates
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should be commissioned as officers and begin their

probationary period.47
MANAGEMENT OF THE FIELD TRAINING PROGRAM

The field training officer (FTO) is the key person for
taking an academy graduate from his paper and pencil world
to an environment where he must call upon all his past
knowledge to solve today’s problems.

This one-on-one vocational training is the key to an
individual recruits needs. Who insures that the agency’s
goals and needs are accomplished? The manager of the
field training officer program must assume this risk.

The manager of the field training officer program for
any organization are responsible for:

* Consistency of training and evaluation

* Selection of field training officers

* Maintaining department standards

* Developing plans of success for recruits
* Assuring executive level cooperation

* Terminating unacceptable recruits

Programs which have only one recruit in the process
need the least amount of management, but their department
goals are the same as an agency with multiple recruits.
When the training plan becomes more complex, it becomes
critical that dedicated first line supervisors and middle
management become continuously involved daily.

The key word for the middle managers is consistency.



19
Each recruit must be evaluated by the same standards

and receive the same quality of training. If a program

lacks this consistency then:

* The good recruits many not rece
and quantity of information they need to make
the change to permanent status.

* The unacceptable recruit may be evaluated by the
field training officer’s personal standards and
not the department’s standards therefore,

* substandard recruits may reach permanent status.

* A lack of consistency opens the gate for
litigation when either terminated recruits
sue to regain their jobs or when a retained
substandard officer fails to perform at or above
acceptable standards.

Since consistency is the primary responsibility of the
managers, we need to look at ways in which consistency can
be maintained by supervisors:

* Personally observing recruits and field training
officer’s in field activities, then later
comparing his observations to that of any
reports or evaluations of the recruit.

* Comparing the field training officer’s verbal
reports in any meetings to those of any formal
reports.

* Have the field training officer’s who have
observed the recruit in the field provide verbal
reports and compare this to the primary field
training officer reports.

* Having each recruit complete some type of
evaluation of the training program at the end of
probation.
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The supervisor or manager who is armed with all of this

information can evaluate the performance of each field
training officer thus, assuring consistency of department
training standards.

Consistency in training requires that the department
develop some type of checklist before the supervisor can
assure departmental standards. The checklist consists of
a program list which begins with the least complicated
task and progresses to most complex tasks.

An exception to progressing from simple to complex
tasks is the need to address issues of high department
liability as soon as possible. This would include:

* Use of force
* Emergency and pursuit driving
* Prisoner’s rights

The checklist should be inspected weekly by a
supervisor. At the very least, the checklist should be
inspected before the rotation of the recruit to a new
field training officer.

An easy way to assure that the recruit has seen the
information is to have a line on each page for the recruit
to initial, then the recruit and field training officer
would sign at the end of each training week.

Developing a plan for success for each recruit is a key
responsibility of each supervisor and manager. This plan,
on its simplest form, is to match the needs of a recruit

to the ability of the field training officer or the
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benefits of geographic area. This matching of needs and

abilities should begin with the first field training
officer based upon information from the academy staff.
Thereafter, the field training officer staff should base
their decisions on information from field training
officer’s, review of documents, and personal observationms.

The staff, especially the senior field training
officer, must continuously remember and remind others
that:

* The field training officer program is part of

the selection process.

* The investment of time and money is designed to
assure that only quality officers receive
permanent status.

* That investing more time and money into an
unacceptable recruit will only cause more
problems in the future.

* That accepting substandard officers today may
cause large settlement in the future for his
vicarious acts.

Termination is a phase that all field training officer
staff personnel need to remember. When it is determined
that the recruit cannot pass the minimum standards of the
program, the decision and request to terminate is the
responsibility of supervisory personnel, rather than
directly that of the field training officer. The
documentation to terminate must be provided by field

training officers but they should not be burdened with

this management task.
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The field training officer staff must remember that the

right and responsibility for passing a recruit into
permanent employee status and/or termination lies with the
Chief of Police. The Chief, should decide, in a timely
manner; therefore, he should receive summary reports on
the recruit’s progress at least every two weeks. More
detailed information should be given when there is a
projection by the field training officer staff that the
recruit will not be successful during the evaluation
phase. Remember, no one likes surprises, especially when
there is a substantial financial investment in each

recruit.

The first step in the selection of field training
officers is the preparation of a job description detailing
basic responsibilities and desirable traits for those that

serve in this capacity.48

The responsibility of the field training officer,
through instruction, guidance and critique, to prepare a
recruit officer for solo patrol duty in as short a time as
possible and in relative safety. The recruit will be
taught safe, effective and humane patrol procedures and be

instilled with the highest ethical and moral concepts.

The field training officer will assume two primary

roles:

* Patrol officer
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* Trainer/evaluator

As a patrol officer the field training officer should:

* Carry out a regular patrol beat assignment on
one of the patrol shifts.

* Be exemplary in both quality and quantity of
work.

* Exhibit a higher sense of ethics and idealism
than would normally be expected of a police
officer.

* Show a superior knowledge of law, procedure and
department policies and regulations.

As a trainer/evaluator, the field training officer

should:

* Provide coach-pupil instruction to assigned
recruit officers to provide a smooth change from
the classroom to the street environment.

* Aid recruit officer orientation and
knowledgeable.

* Be a mentor, guide and role model to the
recruit.

* Communicate formally and informally with each
other field training officer’s and supervisors
about progress and/or deficiencies of recruit
officers.

* Provide regular feedback to the recruit officer
about their progress.
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Complete and submit, regularly, formal recruit
performance evaluation.

Counsel with recruits about personal problems
and performance deficiencies.

Make significant and effective recommendations
for retention or termination of recruit
officers, or extension of field training.

Act as a member of review boards and committees
when requested or assigned.

Maintain liaison with staff of training academy.

A description of the job of field training officer

along with qualification should be distributed to all

patrol officers. The job description suggests certain

qualifications, but minimum acceptable qualifications and

desirable qualifications should be listed separately.

Some suggested qualifications include:

Required:
*

*

Currently assigned patrol officers duties.

Two to ten years of service, primarily in
patrol.

Good service record.
Recommendation of supervisor
Superior communicator.

Ability to get along with others.

High moral and ethical standards.
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Desirable:

* College degree
* Teacher training - teaching experience

* Graduate of instructor training school

You are looking for the elite people to apply for the
field training officer job, but will they apply?
Realistically, nobody does anything for nothing. What’s
in it for the applicant is a reasonable question and one
that should be answered if desirable applicants are to be
obtained.

Applicants should see the field training officer job as
a promotion, as an opportunity to gain experience as a
supervisor, as an opportunity to learn more about their
jobs by reaching others, as an opportunity for management
recognition and additional pay and benefits, as a chance
for more schools and training. Thus, competition for the
field training officer job should be sharp and the
selection process thorough and meaningful.

Once the requirements and qualification of the job are
in the hands of the patrol officers, formal applications
should be encouraged. An application form containing
necessary information should be accepted from all
interested applicants and screened for minimum

qualifications. Once the most qualified applicants have
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been identified, supporting information such as

performance evaluations, supervisor recommendations and
training records should be gathered in preparation for
oral interview.

A board composed of command officers should thoroughly
interview each applicant and formulate recommendation for
the head of the organization. Appointments should be made
on a probationary basis and include on-going evaluation
and training. A field training officer assignment should
probably not exceed three to five years to prevent
burnout.

Appointment to the position of field training officer
should be accompanied by public recognition and some form
of specialist badge or patch.

Whatever time and effort is invested in the proper
development of a field training officer program will pay
rich dividends for years to come and help insure
professional law enforcement services.4?

SUMMARY

Smaller police departments often do not have the
resources necessary to complete the tasks of recruiting,
selecting and adequately training new personnel for their
department. Often applications are accepted from
advertisements placed in a major news paper. This causes
a large buildup of applicants, most of whom do not qualify

because of criminal records, driving habits or events in

their personal life. Because of the large numbers, this
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process requires a lot of time on the department’s part to

check information and assure the applicants that do not
qualify are removed from the process.

The next step, considered very difficult, is going
through a time-consuming screaning process, and hopefully
insuring the finest applicants are offered a job. The
Texas Commission on Law Enforcement Officer sStandards and
Education has published a booklet that describes five
areas that should be used in identifying personal traits
that should be considered. The booklet offers guideance
on how these areas should be evaluated. Insufficient
guideance, however, is furnished on how acceptable traits
are identified. The question to answer is how would this
candidate function as a police officer? The Texas
Commission on Law Enforcement Officer Standards and
" BEducation has identified the traits to evaluate as (1)
Initiative, (2) situational Reasoning Ability (3)
Interpersonal Skills (4) Oral Communication Skills and (5)
Dependability.

The case law concerning police employment procedures is
continually evolving. While the recent cases appear to
rely upon specific principles of law, there can be no
guarantee that the conclusions and recommendations will
not later require change to obey revised legal opinion.
The police personnel administrator bears the final
responsibility for maintaining an awareness of new

developments in this area and insuring that the background



investigations are conducted which is consistent with

legal requirements.
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