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EICEIT LR S

Thia eegsaaral pre peay has anadyzed spaclsfio elemancs common

Lo the law enforcenant selacoLon prosessas usad in Caldforndm
today . This analysis evaluawes Lhe validity of each @lmmant,
wsad Ffor ddenitifying porential successful law endforcDnent

candicdates now and in Yhe fuocure.

The project b based on extensive rassarch, and d6 analyze

@i @lament wsed in the law enforcements selection procass,
explaining the strong and waask points and Loaw enforcensnt’s

confidaence Lavel 4n each.

This study Looks at what has been developaed in the ares of
employee selection in private industery and the wiliwary., T
axaminags Lhae Federal and Scate regulacions and Laws and

=T Selasonon

Lhaitr dmpaci o porwencLal ohanges Lo he pra

PIraoes s,

ginthaerad From law antforcanant managaers, ddenti fies

saveral poilints of concaern Wwithin the present system and

comparas what ohe systenm acscomplishes with what Lt was

designed Lo accomplish,

It was discoverad ohat nost selection processes werae desdgnad
W eliminase applicants, rathaer than ddennify dindividuals

stk tab e Foar law enforcanant oDreers ., The paseaerch raeviiaowsd

ament cantars, their value as selection wool; the ocost

L 5

Faotsar dnvolved, and Whe condidence lavel held in assessnaend

wentars 31 Liaw anforcemant mana [R50 N




This project bas Ldenod £

should possess, suoh as

honesty and motivation.

teacd ol oharacterLsolos o

A

g abiliey,

Those oharaocosaristics

be easily taught, but are an essential

law enforcaemnent officer,

Tha project explares Mi-tech

conmunications, waapons,

o test For @ ocandidate

and dinvestigative

LR o I A AR AR RN 1)

salaciion processos of the Ffuours.

The study looked at the

2000. Experts ldentified in this research

law enforcement profoessi

ppplicants arae drawn wil

YERE S |

ddenvtd Fied

The study Mo
instruments designed for

available candidaees .
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Fargunnael wmanagers’ and recrailters’ goarls have always been wo

gelect from the job mariesw vhosae enploys Wit the

necessary o suceeed and be compatitive in todays

avtribute
demanding e@nvironmant . law anforocenant needs recrudlts ohat

have Whe oapacity o LTearn guickly, are highly movtivated,

exoaroise good common sense, display high moral standards,

are service ordientaed, and self svarters with & high anergy

leavel

ALthough whe selection of new officers s the most impocrtant '
responsibility police managers have tao the communities they
BErvVea, wheae hiring of new officers s, without & doubtit, one

of the most impoertant responsibilities with which law

@anforaement MELNEL NS B A Brurustad., loitw @enforoemsant MELMTELCI & ™ G

have whe responsibility weo their communities o hire the best

crandidatas avallable,

Fron whe law enforcenants officers hired today will ooms the

law anforcaemeant managars of the futurea,

Teohnology hos dnpacted law anforcanant in areas of
compunkeation with technological develaoapments Lile
computbarizad addaed dispatoeh (C.ACD.) and new and mars
cdapandable radio eguipnaent, and dinvestigative aids, such as
camputerizad fingerprint systems, Lasar systens For Looating

Tattent prints SN i NG e and cinfrae-rad soopas.
: b2 [ ’
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Zompueosrs and compu e bechnology are all around weg. Wer  Prave
gaan many technologionl developmenes Ln robotios, tweahnology
improvemants in wransportation, secuci iy and survedllance
@cuipmeand . Much of whis new technology is heding adapied o

law enforcemnant’ s use.

The responsibilities of law enforcemaent and the anvironment
around us are being changed by technology so gquiolly; what
law enforcement personnel, ai all levels, nust keep learning
o stay abreast of wechnologionl development, or be passad
by. T3 ds not enough just wo purchasse the newast and Up—ia-—-
date maquipmeant. Liaw anforoenent must be able o select the

gmpnloyae

wha have bhe capacity Lo Learn, change and wse the

new technoelogy availahle.

The salaction prooe

i, although erdtically important: o whe
Ffuiure aof law enforoemaents, does not seam o be Taking Full
advantagse of the technological developmants avadllable chot
rould be adapted to dha law enforcement selection procass.,

LF law enforcanant doss not stoy abreast of new wachnolagy
and remain competitive and cost effective, law enfarcenent’s
dutiaes in the Ffuture may very wall be carrbied out by

private law enforcemaent providers. Thare have bheen some

5oaver thhe

ehangeaes in the law enforcenent selection prooces

PRSL hen years. The physical reguirements for height and e
have baan raelaxed, witile therae is o wreond woward the use of

more dntelligence and personality assessmend sereening. Most




BOELEE Now havae aandacory pasgahobogioal s o neg Therge oy
ara designaed wo Ldencd fyoa candidace s suleabili ey oo per-lfarm
@as & law enforcemant ofFfiloer. Ther paychologioal west b
usually & ecandidate s most cdifFiculi west dn whe selection

Prooess ., It eliminates more hopeful candidates chan written

axaninattions or bhackground ohaeolos.

The miniwmum educatlon requiremsents have baslically remainad
about the same, high school graduaie level . Only & very fow
agenaias in Califarnia ragquire collegs units at the entrance

lavel.

Gnly two departmants ware found that caie o diffarant
approach o the selection of enweancae level law enforcemosnt
of fiomrs . Qerala Flordds Polics Depactiment, under She

dirsction of Chisf Molae, rtoplesanted Whe dse oF Lhe

aes@gsnant canter for the purpose of selecting entry level
Law anforcement officars Lin the late L9707s, The Fort Worth

Falice Departmant also dmplementad o as

REGE MR oeantmr

approach to evaluas police applicants. The assessment

canter has replaced the wradicvional oral dinterview phase of

the pre-employment testing procedares., Gix mpplicants who

have successfully progressaed through the dindeial screaning

Last, wvisilion west, gob-reldaced strengoh and agility

5%,
polygraph, and bachground Qinvestigation, conpeta together, in

work sipulacvion exercises, group disous

don, leadarship

P

axerodlaes, and dndividuaal oral dnterviaews Dhetwean an assessor

and an appliocant. The ass@ssman L oenter tests an appliocant’s




ability in wuse of good judgment, conmmon sanse, Lendarahin ),
argl and writeen sikills and sensitivity wo otherg.

Chief MoGea, of Oocala, Florida Policse Department, found
ansessnent centers haelpful o deteranine che skills, knowledge
and behavior patterns of police applicants. The assessment
caentaer approach, although costly, con be accomplished by

training existing personnael W perform os AssSessors.

Maost of the law enforcement managers surveyed believed that

py

the use of assessmnent CRNLers Wils not only costly, at the
entry laevel, but wauld not bse practical in large departmants,

because of the number of applicants and 2he time it talkes to °

do a thorough Jjob.

If law enforcement wants wo have an understanding of what
antrance levael processes Wwill be reguaired in the fuilure,
thare nust be a olearar undarstanding of Whe systems in use
naw; thair benefits, short comings, and what the trends are

in wthe seleaction of entry lavel personnel for the future.

SUESTIONNAIRE RESULTS :

The research ineloded o quastionnaire that Was sent Lo onae—
hundred police managers and middle managers. The

cluter g

honnadre was daveloped to asoertain the contidence level

Thint law enforcemant managers have with whe currens Wil hten,

oral, polygraph, psychological examinations, and background
investigations, being wsead by most law enforcoamnsent agencies

in owhe counteryg,

&




Areas ques ol onsd

currently bailng used

pRtLerns, suwoh s

participants in twhe

whe basic shills,

police applicants

The questionnaire
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pes of quastions., Five

with o Yas or N

raspondaent to male

(L2) questions that

hat ware Lo be answsraed

the least and five being

wars three questilons that

rag madled, sixty-—twoa

Lhe questionnalre waere &aas

a correlation baetwaen

and the selection

in the affirmative,

C2MManLS

Fully are more swuceessful

positive athitudas.

Nt melaction P CaggEsg

skills neadad in the




law aenforcamant profaasion. 98 1% believed whae theaey
cid; while A4L.9% felt what they didn’ v, Chimt Freod

Caburn, Bishop P.D. stated, "There dis litele, 1if any,
coprdination or cooperation baetwean State Conperative

Sarvices and RP.O.5.T, un the wrdltten examination. '

GFf those who respondsad in Whe affirmative, only o few
miade written comments, and, of those who did, thedir
conmants were undecisive, such as, "I answered Yes,
though there arae areas Lhat are not measured at the
initvial hirding swep, like common sense in Ffisld

(R} A

sidtuations.

Buestion Thras askad if Hi-Tech developments in
communications, weapans, @aivo. dnpact the wraits and
gualities sought in recruises of the Ffuturs=. 78.8%
believed that whe testing systen should be altered wo
consider Hi-Tech developments. Chied Harold Barloer,
Folsonm Police Department commaented, "The wave aof the

Future must be addressed, or we will be leaft behind."

Question Fou

inguirad whather or not law anforocsmant
should consider behavioral based selection methods,
which would eaphasize the assessmant of o candidates
loyaley, inditistive and reasoning ability. AN amazing

6 .8% answearaed yesn, l.ieutenants RFoger Clark, llos Angele

County Sheariff’s Departmaent aommantad, “"You hit the naill

on the head, !




the purpoaosea

PELNG e N

rang R

Gtms s Lon

=

Eaad wels LF O Law o orceacsn i showlad Consicer

CRCIMI maos el nesLloag For Lhe

oFf neaw
recrults Ln o the Fuatdiees. BNolarge magoricy, TH.8%
raespandaed dn whe afFfirmanive, with conments such B,
Yany enhancem@ne Wi Ll help, " "ocompuiner Liveraoy a
must, ' oand "only if the test is uwsed Yo measure aptltuds

and not existving skills. "

of evaluating the responsss L0 whe sonle

tihons, answers in the L and 2 ranges of the soale werae

combined and considered as least Favorable, Answars dLn the 3
the soale were not considered, and responses Ln

< and 8 were combined and oconsiderad as the most

favoralyle.

Far an avaluacian of the

af assessment cantars for the selection
and evaluation of =2nery level law enforcemnant reoPruaiss,

H33.9% respondad in whe L

woand 4A0.3% din the moss

Favorable range.

Hespon, raeculrad an evaluation of whe pra

210

methods of selection used by whedr departnents 24.2%

respondad dn the laast and 45.2% 10 the nost suppartive

e .

witts o clndioste the degree of validity

tooouhe shatenant Mlaw Enforoemont agencies coday nead o

wpdate whe oo

YA oo L BN af the responses




i dndicated ohatn ohis stavement wan val Lo,

[ fuestion nine requires six

tihve grading whe

level of confidencse of Five selecition maithods usaed by
most law enforcement agenciss and one grading assessment

centers as a mathod of sslecting e2ntry level law

anfarcemnant officers in the fulure.,

{ ) Writthen Examinatdiaon: 14.38% responded least

supportive, AZ2% in the most supportive range

(L0} Polygraph Examination: 2.7% respondad least

supppritive, 54.2% in the most supportive ranges

(11) Oral Interview: 8.1% responded laast

suppartive, 7L.0% in the most supporiive rangs

(12) Psychologioal Examination: 13.2% respaonded least

sUppoartive, T77.49% in the most supportive range

(1.3) Background Investigatiaon: 1.68% responded least
supportive, PL.9% in the mast supporiive range

.

(1.4} Assaesesmant Canters:27.5% responded laast

supportive, 51 .6% in the most supportive range

Responss Eifiesn required & rating of the correlation

batwaen sumeessful laow enforcements and the salection

pProcess., 4.8% rated it as having 2 low correlation and

T7 . 4% rated it bigh,

10




wels B duplication of question 83

vherefore responss was basically ohe some.

Question 12. required four respons

5, rating the degroee

of usefulnaess of whe Oeal ,Weritten, Psychological, and
Background in ddentifying Inditiative:
(17) Oral: 8.1% considered it of litetle use
62.49% considered 1t very usaeful
(18) Written: 446 .8% considered it of littile use
14.5% considered it very useful
(19) Psychological: 16.1% considered it of little use
&4, 5% considered veary usaeful
(20) EBackground: 11.8% considered it of little use

8R.2% considerad it vaery wseful

(21) Oral: 2%.8% considered it of Little use

r

40 .3% consdiderad i verry useful

(22) Written: &7 .8% considered 4 wf Little use

133

&.53% considered it very uwseful

c

(23) Fsychological: F.Th caonsidered it of little usea
38. 1% considered method very useful
(24) Background: 8.1% consideraed @it of little use

82.3% consideraed it very useful

Quastion 12C Judam

{25) Qral: “.8% consideraed it of littvle use
75.8% consgideraed dv very usefual
(A&) Writthen: AT LA considered Dt of lLitwtle use

BO . &% consdidaerad 6 very useful

i




(27) FBsyohologuo

(28) Backgrouwnd:

Responss 22 is
reguesting a List
important shills,
applicant should

wirs cpmpilled, ran
ingtructions o w

showead up mast 6on

Lesarn, motivasdon

30 regqul
wershing mathods u

gshills, qualities

Sama of the comnme
is by doing & com
investigation.

combined with a

investigation, wi

@ police applican

L s lead
selaction proocess

anhancse Lhe soleo

POBEBHaEY ]

Lo Ld 5% considecad Lo 0f Liocole use

AGL.E% considerad method very wseful
8.0% considerad Lt of little use

TT . 4% consldered Lt very usadful

ne of the three essay questions

of what the respondent Felt ware the
culities and behaviors o police
A list vf thirty @ight dtems
ging From the ability to Ffollow
illingness wo learn. The Ffaour ehat
the list ware common—sensae, abilitvy o

;o and people skills.

red the respondents o ddentify which
sed woday effectively ddancify those

and behaviors |

nihg ware “thae single-nost effectlive way
plete and comprehensive background
Aanathar wroata, A weldben exam,
horough psychologioal and background

1L ddentify the naecessary qualities din

o

For o an aopinion of what ochangsas in She
showld oocour in wthe futnureae, what would

wion procoess.

18
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Many rwaporsaea g b g Bhe sams Luoe sweh oo "he

Fuiturs seloosion peacess mase Foous mors on ke
paersonality and behavior characteristics of the

applicant, rathar than scores obtained Ffrom weitten

exams ., '

QUESTIONMNALRE SUMMARS

The questionnaire provided much information about twhe

confidence level in the selection systems being used by most
law enforcemnent agenciss within the aountiry today. Thare was
a great deal of confidence in the background, $1.9%, and the

psychological; T7.4% swrongly supported 4t as valuable o *

the selection process.

Anather area of interest and importance was that, even though
530% strongly supporied the presesnt syswem as dependable, 85%
felt that law enforcementt selaction processes needed wo be

upgraded in arens and changes made in others.

Most wanted more psychplogical testing: tests based on
personality profiling. tests that would aid in identifging
important gualities and behaviars nacessary in o productive

liaw =nforcement officer,

Many of whose who responded wo Lhe questionnaire believed
that P.O.5. 7. should be morse involved in the selection
process, making bt undform and more dependable. One rosponse
Wit , RO VELT. has come a long way woward standardizing the

roguiranants Tor polios pfficers dn o whe state. I 4twel thaw




gven mare seandacdization ds necessary at the antery level o
gt more and better qualified candidates." This person feli
thera ware too many variables anong Law enforcement agenciss,
There was strong support for the use of Hi-tech in the

testing process, as long as there was personal confrontatian

{(Hi=-touch) provided by the personnel interview.

The bhattom line was continued research and developomnent of

new and innovative seleceion methods for the future,

SUMMARY OF IN

The research included o series of interviews. Interviews
ware conducted with a U.5. Marine Corp recruiter, a recruilter
from IEM Corporation, & Personnel analyse LI Ffrom the County
of San Bernardino, & police psychologist, and & psychologist

from the private sector,

The interviews weaere sitructured Lo determine what selection
processes are now baing used in the military, private sectar

and public sector; what Lnstruments are avallable and what

same of the twtrends are in selection processes of wthe futura.

The interviews ware to ddentify s pehion dnstruments and
systens that could be adapted o enhance Llbaw enforcement

solaction IrOQERBEHaS i the future.,

1.4




M DummEny o JJmnand

Barnarding Countuy

L

-, The interview was conducted w0 deverminge what systemn iys being

wgad dn the selection of entry level law endorcement of Fbioory

The interview revealed that the basic educational
requiremaents are the same as they have been for the past ten
{(10) y@mars. There is somse dissatisfaction with P.O.5.T.
reading/writing tests, 30% of which is based on weritten suugly
material provided o the candidates prior o the test date.
The test and materianl hoas not been updated Ffor somatine

(three or more years) ., *

Araeas of dissatisfoction are that #.0.5.7. has hod o

Q paor racord of turn-around time on the scoring of the

reading/writing teast and the over—-exposure of the wests.

Howaver the test has had a positive impact on succass of

acadany students.

The intarview revealad that the County is using somne
bingraphical inventories and assessment. centers on a Limited
basis, and what thers is sone interaest being shown by San

Barnardino County Personnel toward Hi-Tech and the use of

micro—conputer administered

[V

During the interview with the Moardine recruiter, Captain

0 Nl ey who ds asasigned o OfFficaer Seleaction |, i1% was Ffound




that whe U.S Marine Corps was basioally wsing exiensive

backgraound dLnvestigation, conducoad over a 12 Lo 18 month

pardod. Theay check into moral character and dinvolvemaent with

drugs or alcecohaol. The bachkground examines educational

achimvamnants; recrults mpust have 2.8 grade point averages.

It was learned that during whe background invescigation, the
L

rearuilts are continually baing dnterviswead, Recruies ar

also given & Armed Services Vocational Aptitude Rattery Test

in which the candidate mast oboadin & socora af &t Llaast 120,

The Marine Caorps 15 not using psychologiorl scereening, nor do

they use whe polygraph on a regular basis. Judgemment and
common—-sanse are twested an OfFficer Candidate Schonl, whare
thay are dnvolved in problem solving situwations, while under

BLO@ES .

The interview revealed that baclkground dnvestigation and

QFfFimer Candidate School are the backbonse of whe Marine Corps

g@elaction process. ITv did not appear that there ware plans

for changms in the systam in the near fuiure,

Rave Parez . Resruiler. IEM Company

The private saotor dnterview was conducted wich Dave Fearez, a

rearud ter For the TBM Company. Tha incerview revealed that

IEBM Company usaes & selection prooess they oall Towal

It was @xplmin@d Lhiat wotal assessnent axanines several areons

L&




af whe oo clan e s

avziiground and axparienoss . Thea

application g furet exanined, oo soe Lf an applicant s

carasr goals are realistic and 44 the company ocosn conply w

them . Tha dnformation obtained includes work hiswory and
degrae of responsibilicy each candidate has experienced,
along with job related exparisnee. IEM has found that whe

application can provide much about & prospective smployes

Another step in the process dis Lo sorutinize the academic
hackground relevancy and academio achievemants. ITEM fealy
that much can be learned about o candidate from his grade
point averags (GPA). Thay have found that parsons with a
high GRA are usually persons who are ocganized, good time

managaers, high achievers and gosl orianted.

i part of the assessment, whe applicant’'s personal

achisvanenits are also examinaed very oclasely. IEM looks fo

candidates whao have applisd thenselves in their personal
livas and have achisvemants that acre compaensurate with tho
cqualities that would be useful in a normal business
anvironmnant. IEM Ffeaels that dmportant ﬁewsumml achievaeman
are those that show that whe applicant has received variow

farms of recognition, which distinguishes an dindividual’s

laval of contribution.

Anotheaer phase, of TEMs selection proce

5, de on seourity

chaeck, conducted by s private coopany . The security compan

provides eaploynent verification cheoclks, security aoheoks,

Lt

‘ez

™

&

L

5
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criminal baclkgraund dinvestigatians. Thery also cheal othar

aireas What LB might deem neoessary.

One area of great concern o the IBM Caompany dis finding

applicants who have the necessary inter-persaonal skills

. TEM
has determinaed that inter—-personal skills are as oritical as
academnic or job related skills. Many individuals often have
Whe intelligence and academic background, bult lack people
skills. A person without peaple skills Will fail in IEBM’s
environnent . IEM recruiters feoel that anyons can look good
on paper, but the real test for inter-personal slills is the
aye—ball o sye-—-ball confrontation during the personal
inwerview, Inter—personal skills are also manifasted in the
areas of extra~curriculsar activities, Lf the applicant likes

people interaction.

The anly written tast used by IBM is IPAT (ITnformation
Rrocessing Aptitude Test), which is used when bhiring for a
technical pasition, such as systems englneaers and
programmers.

IBM dis caonfident that ohadler recruitment @Ff Fforts are

i

)

ucnassful , because the company’s recruiliters are axperiencad
and have bean in whe business For sometime. Theair recruitars

understand IERM’ g desires; they are sensitive and have sorong

inter-personal communication skills.

When viewing changes that might be ooccurring in the futurs

with TBEM7s selection process, Lt was found that TEM dis now in




whe process of re-developing o wirdsten cest . The test will

basically mas

sure; dntelligence, whe effective use of the

English language, some vocabulary, analytical aswassmnant, and

some math,

In summing up the IBM selecition process, it was found wo
consist of a very thorough background |, conducted by exparis,
and a svructured dinterviewad, Mr. Parez summed it up with
one statement: "Future performance can be predicted by past
paerformnanas . " If wherse is any way that future parfornancs
can he pradicted and objectively evaluated, recruiters are
gaing two have a good indicator of how people will psrform in

the fuiture., based on past performancae,”

IEM has bean cansidering psycholugical testing, and

reorulters believe that Lt might be valid in the fuiure.

Nanoy Bohl, & psychalogist involved with nmany law anforcemant
agaenciass in San Bernardino County, was interviewsad., Tha
intarview addressed the psychological Test now baing given to

prospective law enforcemaent officers P.O.5.T, { Peace OfFficer

~

Srandards and Training) requiremants regarding psychological
wtaste; what the psychological tests are designed to
acmamplish, and LFf thare are tests now, or in the future,
that ocan help ddentify gualitiss sueh ss conmon-sense,

motivation and learning abiliwdies

T2 was related during the interview what P.0.5.T. controls

L9




the areas ohat must e testad, by providing a List of tests
what are P.O.S5.T, appraved. FLO5.0T. conductad & study
which was concluded in Decenber 1984, The study was in
caompliance with the California Fenal Code Section 133510,

which required P.0.9.7. to review law a20nforcemaent’s current

Jobh related selection standards.

Ag a result of the study, P.O.5.T7T. now requires that
applicants be scoresaenaed Lo establish emotional suizability.
The interview revealed what a hiring authority may seleot
some of wheir own psychological wedsts, however, tasts must
meaet P.0.5.T. Standards, It was also ascertained that the
P.O.S5.T7. approved tests are not designed o ddencify desired
qualities that are beneficial, such as common—-sense,

motivation and the ability o Learn.

The present tests are desigoed o ddentify an applicant’s
abnormal aggression levels; or who lack the necessary
imewelligence neaded o make the quick decisions reqguired in
laow enforcement. The wests also evaluate & candidate’s

writing skills, I.40.level and personal health,

Altvhaugh vhe present teses are valid, the general belief is

that more could be done o deprove the selection processaes

wihth the aid of additional twypes of psychological tests.

sucholo

3 eas apte el 01,

Raberk Eench. BEHD

is iz

M, Fenoh is also the Dipecior of Researoh for the Southern

20




Califaornia Thnastliuee Locaoed in e, Cadld Formdae.

Afrer discussing the inweres. in psychological teses that
could ddentify an applicant’s level of common-sanse,
motivation, loyalty amnd ability Lo learn, Mr. Faench related

that all of these wraies could be bddencified thraugh

peychologiocal tesiing.

It was learnad that the Souithern California Institute hag
developed a personality profile test that can measure fifLy-—
bwo (32) areas; swih as emaotional stability, levels of
aggression, sociabilicy and maturity. The test is

administered on a compuitaer and i compuier scoraed,

The waest was developed by conducting hundreds of controlled
tests that were comnplaited by & varietwy of people with &
variety of experiences, The test resulits wers than compared
with the results of a polygraph examination whiah was glven
in conjunoeion Lo and compared with the results of the
persanalicty profile test. The palygraph results always

varified the results of the psychologioal test.

The tesct consists of a series of single words that
are given a numerical value by the test taler, Tha taest

Badeamr then must enter g numerioal valus For aach word as L

appaenrs on the computar soraan., The value given o ench word
iw based on whe degres of bad or good feelings the west waker

Mas about each word.,




Tha wean, which wtakes about 33 minuwtes o compledie, L now O

being considered by seaveral governmental agenaies.

RESQURCES &
’
Thraugh conducted research, it was found that law enforcement
managers and others involved in the selection or recruitment
processes, although satisfied with most of whe phases of the .
current selection system, feel very strongly about the neaed .
for dmpraovenant of whe ocurrant systheam,
Researach reveals that Wherse is much room for improvement and®
a nead for change. The resouroees and agenaciss available wo
implemant the neaeded inprovements are as follows., ‘
Psychological
Fresaently, where are hundreds of psychological
assessmend tests available and there exists tha
tachnological and professional know—how to develop other
psychological tests. Naw wegts are naeeded Lo improve
aur praesant psychological testing system.
Tasring
The cost of converting to computer assisted testing

could be defrayad by wusing pre—-axisting computer labs ot

loeal colleges and universities.
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AL pPrasent, there are private compandies that condust in-
depth bhackground investigations for private firms.
These companies have the expertise and personnel to
aonduct background investigations for law enforcemant
agencies that do not have the available personnel o

conduct their own  background dinvestigations,

STAKEHQLDERS

Srakeholders are those organizations and individuals that
would be effected by any changes made in law Enforcement’s

prasent anury level selection procosses,

1. Police Managers

Chiefs and Sheriffs

2. P.O.5.7T. Conmnission

3. City/County QFficials

City Council/Board of Supervisors

4. City/County Persannel Mansgers

5. l.eagal community

D EEQ.COUEqual Emploayment Oppoartunity Commission)

O

Minmarity organizations

NAACE / ACL.U

A8




7. Leitw Enforaament dassoclations/Unions

€. Law Enforcenent psychologisis

9. Educational institunicons

. Coulleges and universitioes

1l0. Business Communitdiasg

. Chambears of Commerome

The group of stakeholders listed is very genaral. Al
categaries listed might also involve other individuals or
prgantzations not listed. The stakeholders’ concerns will
be address in broad terms, considering what their concerns
and expectations might be, should any ochanges be made in the

pregant salaction RPIOCEG e

Dacause LThe selection process dis basico o the suecess of
all law enforcement agencies, most law enforcemnent
manageaers Wwill have reservations about any naew

approaches or ohangss in the salection systems. L.aw
Enforcemaent agencies would be pore recepiive, @Lf the
changes are tested and proven o inerease the agencles’
effecrtivaenaeas dn selecting the mmmt.cmpmble reorul e
From the available Job market and assured that law
anforcemant managers will not Llose control over the

Final selection process.
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GOMMEIBEON

MO 5.7, bhas been involved in whe entry level salection
E}

process since 19894, Their involvement is mandacsed by

California FPanal Code Section 13%L0Db. There has been

mitch ressarch conducted by P.O.9.T., in the aress of

psychological westing and @2ntry level writtan

LRSS,

that evaluate a candidate’s reading/writing skilis.

There could be some likely opposition o any changss

thiat will reguire the espendiiare of additional ©.0.8.7T.

funds . If whes costs are minimal and wherse ds policisoal

suppart for reform, FO3.5.T. would be aore recepuive Lo

changes and inoreasaed invalvemeant,

q
_.{

QUNTY CFFICIALS

City councils and boards of supervisors will be

conecernad wiih oost and political dimpact IH it is

<

ghown that the changss will provide beteer liow

anforcamaent afficers, lessen oivil liability olaims, and

be more productive and sensitive wn the nesds of the

community, local government officials will most Likely

be supportive of the change in the Qurraent systems.

GETY /COUNTY PERSONMNM

lravs i

Farsannel managers will cally oppose any ohangas
1

Lhat Wwill give additional control over whe selaction

proeess . Lo othar agenoiag. Gadining support From

"’,.

”




- parsaonnal managers would be diFfficualt an bast. ‘ .
lg -~ 5. LEGAL COMMUNITY

.

) The legal community will bse the group what will caneain

; the most snaildarters; those associations or individuals

x that are not always consideraed when making changss, but

2 fhirve the influence that ocan e@ffect the success ar

! failure of the project.

f There will much interest and scorutinyg fromn govermmeaental

‘ agenciaes like EEQC,. I+ the changes are within the

legal guidelines and shown o be beneficial, these

agencies will acecapt change.

&. MINORITY QRGANIZATIONG

Minority organdizations will most likely be suspicious of

any ochanges madsa in the law 2nforcement selection

processes., Evan if it can be shown that the changes
. Wwill have less human involvement and be less arbitrary,

it will bhe difficult wo gain any support from these

prganizations.

S l.atw Enfoarcemnent associations will be non-committal.
Altvhaugh there will be idinterests in any changes being
made; as long as thae changes Jdo not effect association .

memnbaers directly, there will be little resistances.




10.

Hecause many of the changss wWwil

sereaning

psychologi

pr dmprovement,

psychologi

nf law enforcement ap

sts will be supportiv

sty Will have some oo

L dnvolve psycholoagicsl
plicants, police

@ of any increased use,

of psychological screening tests. The

neaern as to wthe amount of

montrol that will be imposed, and how much input they

will be al

EDUCATIONA

lowead in the davelopnm

. INSTITUTIONS

Educators,

as a group, will onl

changes wthat include the uwuse of

equipmeant,

and expertise in whe

implementation of any proposed

revamping

BUSINESS ©

of the law anforcanen

O
IX

MUNITY

RBusinass o
CoRmEree,
they have

DR oany pro

rganizations, such as
are important becauses
and the impact vhedir

pased changes.

(Se@a Figureae 1)
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ant of the improvements.

Yy be involved in the *
their compuiter labs,
davelopment and

improvemanits or

T selection processes.

the chambers of
of twhe political power

suppaort would have
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Trends

next Flhfiean (LD) years, whe

MDY Gl

The Mominal Group Techniguse (HET) was uwsed oo develop a
af wrands and evenus, that whe group feli would offact

the changes that might be seen in lLaw Enforcaenent selection

processas over the next 1% 2o 20 ysars.

1. Changing Law Enforcemant rasponsibilitiss

2. Changing job mar ket

3. More legal restrictions on selective process
. Maed for nmore technological skills

. Changes in entry levael requirements

. Inerersing cost of Lraining.

P.O.5. T, control of antry level applicants
lloss of lLooal control

Priviate indusery dinvolvement (contracsing)
Dacreases in Ffunding.

O QO B A

s

1. Changes in twypes of orimes being commitoad

2. Mare competition for fewer gqualified peopla

3. Changes in Federal and State laws

4, Hi—-Tecoh developmenits

5. Laws requiring psychological soreening and minimum
reading/writing skills

& Riging cost of governments

7. Tax reformns

NETQRED

]

group selected four trends that they felds would have whe

3

affect on Law Enforcenent selaction prooe: During

wrands should be Followecd

monLtorad.

l.zgal Restrictions Erocaes

Disocriminatory selection methods, wsed by privace

industry anod pablin ogencies over the yaars, wara

e




)

inscrumaental in the passage of the 1964 Civil Rights
Act, the subseqgquent amendaement approved in 1972, and

the significant increase in the enforcemnent power of thea
Equal Employment Opportunity Commission (EEQC). Thase
laws were enacted w0 protect minordities, women,
handicapped, and older persons from discriminatory

hiring procedures.

In responss to California Panal Code Section 133%10L, the
Post Commission became inveolved in the research,
daevelaopment, and implementation of psychological

sareaening for entry level law enforcement applicants.

Over ithe years, P.C.5.7T. has becom® maore and more
involved in the ttraining of law enforcement officers,
from the recruit level wo mniddle management.

F.O.5.T.’s innreasing involvemant in the salection

]

processes, uwsed 2o select entry level law a2anforcement

afficers, is being viewad as an ongoing twrend.

I% is agreed that P.O0.5.T. is the maost likely agency o
create the needad changes twhat would bring about some
uniformity in law enforcemnent’s selection processas in

California, aver the next 10 ar 15 ysars.

ing Coss of

The past 10 or so years, have brought about tremendous

a9




increasess Ln the costs of wrahndng . The major incre

B

have been in the aress of overtime costs and increasad
salaries and benefits. It wauld help wo defray wraining
costs, if more productive and dedicated officers ware
selected. Due wa the high turnover rate, law

anforcement agencies are continuously training recruits.

D. Privaie Indusiry Invalvemasnt in Law Enforcawpsent

Private Industry is becoming more involved in the
functions of public agencies, They are angagad in
private patrals, inmate custody and eriminal
investigation., IFf the public secitor wants 0 maintain
control over the law anforcement function, law
enforcamnaent will have to become cost affective. The
first step toward bacoming cost 2Fffective is by
developing a ¥fresh and realistic approach tn the
salection process, in light of the increasing costs and

regulations.

This wrend bhad 8 very close will-be and could-bhe
Forecnst. Te was falt that, with the dmplemantation of
selaction systens bhat would be lass diserininatory,

thare would be less legal actians talen.
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TREND FORECAST
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Teend Twe - BLOLE.LT. Gonkoold
F.0O0.8%.T., Caontrol will-be and could-ba had about a 20%
g@eparatian. Tt was Felt that there will be an

increase in P.Q.5.T. involvenent af @ntry level recruits

in the futurse |

Ihres = Cosk af Training

—

There was a considerable spread betwseen the will—-be
forecast and the conuld—-be forecast, basically because of
wthe uncertainty of manpower cost and vhe cost of

living dincreases over the next 3 or 10 ymars. Althaugh
it was felt that new selection processes will have a '

veary pasitive affect on the cost of wraining, basically

in the decrease in manpower wtenover,

Lrand Foue = Brivats Indusirny Lovolvament

The will-be and could-be forecasts in this area weare
viary olosa., It was felt by the group that private
industiry dnvolvenent in law enforcemant would continue;
however , that would not effect the selection process

vary much.

SCENARIO(S)
The following seenarios were dovelopaed from dinformation
eollected during the research phase aof wthis projeet and

inelude input From dinterviews and the use of nominal group

teohnd gque

a1
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dangary st 2000: Therae has bean @ signifioont increases bin
the numbsr of law suits Filed over the past sevaeral yoaers

for alleged violations of State and Federal regulations, due
Wiz whe failure of numerous lLocal agencies o use approved and

uniform selection processes Ffor eniry ievel law enfarcement

officers,

P.O.5.T. (Peace Officer’s Standards and Training)

racelved a new mandate Ffrom the California lLegislators,

whidoeh allows P .O.5.T, wa go beyond the minimun

standards dinvolving physical, mental and moral fiwtness N
Established in 1284, by thm Fenal Code sections 18510a. and
185310k, P.O.5.T. was required o st minimum standards

Ffor vision, hearing, physical ability and emotional
stability. |

The new mandate gives the P.O0.5.T. Commission auvtharity o
aetablish rules, requiring all law enforeement agencies in
California wo only use tests developed and approved by the
FP.OS. T, Conmissian. Tests will be adminisz&wed in the order
deamad to be the most @%#@ctivm. P.O0.%.T. will establish

Lhe required areas Lthat are wo bae covered in the background
investiganion, ineluding, school records, grades (GRA),

caontaet wihth past employers, neighbors, and social groups,

Wwith whom o candidate is, or was, assaocdated.

FLO.5.T7T., will alsa

rulaes governing oral dnterviews,

EL




wrlttan tests, and physical reguiremant tosting. P.O.5.T.’s
new psychological test will, not only ddentidfy candidates
that are not suited for law enforcemaent, but, by the use aof
new technology, candidates wWwill be scereensd by using new
Behavior Based Seleaction Methods. These selection techniques

allow applicants wo perform activitites that actually

parallel activities that they will perfarm on the job.

The tests will be conducted at F.0.59.T7. conwrolled and
operated Regional Selection Cenier(s) ., Each test will be
adninistered and scored by computers twhat enable P.O.S5.T.
to process large numbers of applicants. Each successful
candidate Wwill be given a aeligibility score, enabling each
one wo apply at any law anforcement agency in

California. Tests Wwill no longer be administered at the

local agency level.

Policy questions that come o light with Scenarioc A are:

What real benefit would a State controlled systenm

provide

Would the loyalty of officers to their agencies ba
affecued if the agencies lost some control aver thaip

own salaction procsuases.

. What benefits would be gained by local agencies and

comnunities

Whant would bhe the banefit to the candidmtes.




January lst, 2000: Bacause of the increased cost ot loocal
govarnment; increases in civil law suits filed against

local governments for alleged violations of State and Federal
regulations, brouwght abaout by the selection processes used

by local govermnments, and unaffordability of the liability
insurance necessary tn protect them against large cash
settlens2nts, many small public agencies are turning over
their selection processas L0 Private Contrachors, There has
been an incerease in the number of private conpanies becuming
invelved in the selection of entry level law enforcement

officers.

Local government officials have stated that since, the onset
of using private companies for employes selection, the

numbrer of law suits for viglations of EEQC regulations have

ja R

acreasaed, and, as a result, they are now paying less for

Yhedr liability insurance.
Policy questions posed:
Will whe lower cost of using private companides

ocut-weigh the lass of wotal control,

. Will private providers be informad and will they haeep
updated winvh changes in the job and the needed skills

of entry level recruaits
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Theare have been recent ohangss Ln ohe selection proo
being used in California wo select entry level law
anfaorcemnent officers. The changes ware nandated by the
California Legislature. The new legislation sets addiwional
guidelines for both the P.O.5.T. Commission (Peace Officer
Standards and Training) and laocal personnel departnents and

law enforcenant agencies.

The laws, which are not totally new, are a continuation of a
vrend that started in the early 198075, with the introduction
of minimum standards set by P.O.5.T. in response Lo
California Penal Cuoade Section 13310b. This recent change

raequires P.O.S.T. %20 updae iwvs psychological scoreaening,

w0 dncludse new and innaovative behavionr base wests.

F.C0.5.T. will also be adding more computer assisted twesting
w whe selection procosses, This will enable P, 0.5.7T. to
handle law enforcemant applicants at the Regional Testing

Center in & mare timely Ffashion.

The modified regulations require looal Qgencieﬁ to follow
new guidelines in the areas that are o S@ dealt with, how
wests WLll be administerad, and the experience and training
that bankground investigaitors will be redquired 2o possess.
P.O.S. T, will also provided new guidalines for local

agenoiaes in whe use of oral dinterviews.

Whean askad abouwt thae new ochanges, one local law enforcanent

an




marnag e s oa e, Tas whe cypaes of services provided by Local

and HrLane agencias beacoma more complax, selection processos
muts L be updated o give us the ability to select from the Jnb

masr et the most capable employees availlable .Y

Policy GQuestions posead:
. Can local agenoies accept some loss of conwrol over

Lhaeidlr selection procsss

. Will P.O.S.T. b2 able wtn handle increass involvemand

in the seleciion procsgs.

. Will P.O.S.7T. or looal agencies pay the additional

cost of the more in—-depih selection process.

oy




Upgrade the quality aof the eniry level law enforcemant
recruit, by upgrading the selection processes now in use by
most law enforcement agencies, for employment of new

parsann=l.

If the goal to upgrads the guality of officers entering law
‘anforcenent is to be met, law enforocenent recruiters will
have to develop a plan o upgrade the current selection
process. The planned objectives to be met by suggested
changes in the selection process will consist of the

fullowing: :

. . Improve the retention rate of tenured officers
Increase wthea productivity level of officers
Inmprove palice caommunity relatiaons

.. Decrease medical retirements
Decreasse the possibility of discrimination or

legal actian

The plan will improve the selecition systems by updating
tests; rearranging the order in which tests are given;
change the purpose af the psychological test, and suggest

areas that should be covered in the background investigation.
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EXECUTION

To accomplish the goals and objectives of this project, there
are gseveaeral. areas that must be addressed: What are selection
tests designed to accomplish, and what should the total

process accomplish.

Tests nust be designed, not only wo disqualify those
applicants that are unsuitable for a2 law enforocomant
profession but also to identify the recruits that ara. This
can be accomplished by increasing and updating whe
psychological screening wests required by P.0.5%5.7., and
adding tests that can identify common—-sense, ability to
learn, mowivation, and people skills, wraits which oan be
indentified hy wusing perscnality profiling and other type of

behavior basaed soreening tests.

Since the psychologicirl soreening test disqualifisms so many
candidates, it should be the first phase of taesiing. Afuar
review and approval of the application, the psychological
should be incorporated with the reading/writing conprabhaension
test, and administered at a P.O0.5.7. approved testing center.
The psychological phase might include direct interaction by

by the candidates with a microprocessor via the keyboard.

At the cuonpletion of the psychological west, & computer
printout will be provided, whioeh will indicate important

aspecets of the attwributes belng messursd, @.q. COMMON-Sanse

B8




ability wo learn, manivacion, paeople skills, and emotional
suidtability. &t the completion of the computer aided and
computar scored west, the candidate will be given o numerical
score, which can then be wransferred, or nade avalilable, to

the local agency wherse the candidate applied.

The second area that is not wtilized to its Ffullest by many

ag=noi

iz}

5 ds the background investigation. The bachground

investigation is used extensively by the military and private

industry., This technigque is consideraed by many recruililers -
and law enforcenent managers o be the most reliable phase of

basad on the

o™
i
i
B

the selection process. The suppor:
theoreticoal belief what a person’s past perfornance will

determina futiure perfaormance.

Mandated changes in the baclkground investigation will

consist of the use of dnvestigator twrainers. In the
background investigation, P.O0.5.T7T. will mandate areas that
raedquire dnvestigating:, such as school cecords, including
G.P.A. (Candidates must have at least a 2.0 GFA)Y . Fersanil
contact must be made with previows amployers, thorough record

checks conducted, and & polygraph exsnination administered,

The whird area of change is the oral interviaw. The
interview should be the Final process, prior o an applicant
baing hired., The intecrview is wseful for evaluating

communication skills. Al whough the interview remains the kay

s@elaction dnstrumaent for most public organdizations, it

raemacking o be o overy dnperfoct measure. One siudy revaeaaled
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Lhiae desploe e@fforts recommendad by every modarn guide o

YsuooaessFful” intarviewing, whe interviowears

praecdict job perforpance,

In light of the changing complaexity of the
spoiety, greater attention must be paid to
prospeciive enployeas, 20 asswre that whay

adapt to the changing environwment.
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AND LOGLS:

Any changes in the P.O.5.T. selection standards Wwill effect
enforcamnent agencies and governmnaental antities as well as
private organizations. It will be critical to the sucoess of
any new selection programn tn have the suppourt and

commitiment of the following agencies and organizations.

The law enforcemant managars and their staffs nust
understand the recommended changes and vigorously

support them

Th2 appraval and support aof the BP.O0.5.T. Commissian®
will be necessary, as P.O.5.7. is the most likely
agency o administer and oversee any changes in the

selaection processes.

. City and County persannel directors musts support
the modernization of the sslection system,
spacifically, it must be a part of the planning,

devaelopment and implemaentation Ffor change.

The suppoart of organizations that prot2cet minority
rights must understand the proposed changes and
benefits, so as to lessen whe degree of
misundmrstanding that might develop. Minority
organizations should be conferred with and allowed

v address any coneerns that may develop.
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PLANNING SYSTEM )

It will be importan?t 10 the development and successful
implementation of the needad changes to have a planning
system that will allow constant input of the involved
staleholdars. The systen must have Lhe flexibility that

would allow periodic raview and updating.

The group felt wthat the case analysis method would best *

fit the needs of the project. The first step of the plan

wawla be the appointmeant of a conmittee comprised of .
representatives of law enforcement management, psychologists,

and city/county personnal departments.

Using the case analysis method |, they would study e2ach of the
phases of the law enforcemant selaction process, iLdentifyding

their usefulness in measuring the needed siills and wraits

For success in the law eanforcemeant profession.

Using whe results, the committee would decide the appropriate
ehang2s dn wthe tests and systemns used w0 adninister and
searae thaem. The caommitiee would be charged with Wthe periodic

revieaw and update of the system on a yearly bosis.




Although the ddea of dimproving the selaction praces

sa2em lLike somethin

g cthat would be suppo

ruad

by mll

the actual task, because of the political concerns,

demand

accomnpl

strong nego

ishment of

negotiation style

The P.O.S.T. Commission will be the organization

of theae

Poin

4

implamentat

£

Accaprtance of input fron all local agencies

of Neaobialil

20 LOn

5 owould

invo

lved,

wi Ll

Liation style Lo assure the successful

the project mission.

Thaereforea,

of win/win approach will

iaon.

G

interested stakeholders

Willingness

have the

Allow local

be wutili

wn allow law anforcemant manag

final say on who they Wwill hire.

vO maintain control over some

such as accephance and review

Non Negoitiabl

1.

1]

Final ohai

The right

standards

The right
neeadead .

2 Ppints:

phase of the

the

zeagd .

@rs

ciey/county pecsonnel directors

in control

and

n)

procass,

of applicastion

.

e ogf wtest e system o be usad.

wo disqualify candidates

w0 update and change
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- erm

EBain
1.
2.

3.

ks nf Conprnomiss

Allow a systam of appeal on chosen Lost.
Right of appeal of disqualified candidate.

Appeal RBoard o review contested charges.

AP




Changes in the selection process will involve many agenciaes.
The eritical mass will consist of the persons, arganizations,

and/or groups, previnusly identified as those who, by their

pasition in the critical mass, carn decide the success or

failure of the proaposed improvements.

A, RF.O.5.T. Canmission

P.0.5.T7T., because of their authority and responsibility,

will be able to block any proposed changes in this

P.O.S.T. must be involved and direct the praoject.

1. Present Lavel of Commitmeants:

Due to the cost that could be invalved in

implemanting/administaering changes in the selection

processes, P.0.5.7. will most likely wait to see

what kind of support or resistance will come from

the proposals from law makers. Their position most

Likely will take a "Let change happen.”

leval of Commitment:

I+f whe program is aver to be implemented and have

a chanoes of suceess, Lt must have a commitment

lavael of “make changs happen.®

4%




s |

Gpprosch.:

T gain the critically needaed support from the
P.Q.5.T. Commission, we must have the support of key
law enforcenant managers and State and local

lagislators.

Law Enforcement Ma
Law Enforcement Managers are the most impmrtmnt
individuals in the critical mnass. Law enforcemnent
managers have a vestead interest in the selection

proomss; the success or fallure of any of thedir

afficers or prograns wWwill reflect directly on them,

Based on the presumption that law enforocament
managers wWwill be concerned with some loss of control
aver their selection systems, they will maost likely

talke a less involved stand, lat change happesn,

2. Neaeded Lavel af Conmitmnan
If this program is to succeed, it will neaed the
sLrang support of mest law @2nforcement managers.
Thedir support i3 needaed wo bring others in the
eritical mass in a more suppertive mode. Thedr
neaded lavel of support must be at least "help
changese happsen.”

ApRrapeh

To gwin the necsessary commitment from the law

anfarcanent managers, they have Lo undserstand what

<&




whe benefits are, have input in the program design,
and realizae Lhat they will remain with the final

word as o who is hired.

City/County Eansannal Manaqaecs

Personnel managers, b2cause of their present involvement
in the selection processes,are important o the
pragramn’s development and implementation. There will be

much conearn with any additional lass of control over

the law enforcemant selection process.

1. PEressant Lavel of Commitment:
Due to personnel managers’ concerns over any loss of

contral aver the present selection process, Lhe

personnel managers will most likely take & "Blocohk

The program would have a difficult wime with
implementation if personnel managers are resisting
the progranmn. They would be able wo put pressure an
state/local officials. Their level of comnitment

must be at least “Let change bappen.”

Apprpash

To increase the commitmeant level of personnal
managers, th@g must be totally involved in fhe
planning, developmeant and implemaptation of whe

pProgramn.




City/County OFficials are imporeant because of whe
neaedad political influence they have and the positive

affact thelr support will bhave on the project’ s sucoess

1. PRresent and Nesded Level of Commitmani

The Ciwy/County affticdals’ commitment level, boacnus
of the positive aspeots and potential benefits of
the program, is "lat change happen.” This level of

commitment Wwill be adequate Ffor the develapmeant of

the program.

.
Laegal Communilty
The legal community will not be a problewm, Lf the
changes arse made within the law, prowect minorities,
and lessen wthe ohance of discrimination.
1. veal af Commi
The legal caommunity will be interested in any
changes made, If the changes made are legal and
bBeaneficinl o &1l applicants, theilr commititment
level will be at the needed leavel of "llet ochange
happen.
)
Because they will have limited input into the
saleaction prmceﬁm exvangeas,  they most Likely will be
e

=




G.

suspilosiouws of any changes suggesced in the selectian

processas .,

1. Present Level of Cami
Becaus2 of whedr suspicions and limited involvement
with change, thaeir present level of commitment will

be "bloch =hange’.

2. Neaded Leval of Commitment
Due to the political pressure that minority
prganizatinons generate, it would be beneficial wo

have the levael of commitment raised to "Let change

happen.”

Bacause of whe importance of not having resistance
from politically influential groups, efforts should
be made to encouragse any interested arganizations

to review and make suggestions, regarding the

proposad changsas.

it Enforcemaent Associa
Law Enforcemnsnt associations will Amt be interested in
change, Lf it does neot e@ffect current members. Thedir

strong political influencse would be beneficial o the

suwecess of the program.

1. Present and Ne

Due wto their political influence, their present
lavel of "let change happen' is also the needed

leval of thair commitmant.

<}




J.

suppartars becausa of whedr

expertise in the aresa of the greatest change and needoed

invalvenent into Lts developmant
1. Prasent and Needed Level of

Bacausgse of their dinvolvement

neadad improvements in the sys

and dmplementation.

ammni tinant

and support of the

tem, their level aof

commitiment Will be "help changs happen.'

Educational Institutions

They can be of service to the program by allowing law

anforcenant to utilize existing o

administer entry level examinatio

omputer labs o0

ns, and by the positive

Beneafit of their political suppor?

1. Pressnit ang

The educational institutions

laveal of commitment will be

Business Caommunitias

ia

Business communities

present and needed

lew change happen.’

man provide much positive political

influsance and local support. Thedr support would be

important to the success of the praogram.

1. Brasent and Naeded lLavel af Conmitnent

Duse wn their desire Ffor responsible and productive

law enforcemant, Lhe business

and neeaded loevel of ocommitmean

communities’ present

t will be “let change

happen . " {Bee Figura 3)

20




. COMMITHMENT PLANNING CHART

TYPE OF COMMITHMENT
Actors in Block Let Help Make
Critical Change Change Change Change
Mass g Happen Happen Happen
Law Enforcement 0 X
P.0.S.T. Commission 0 X
] City/County Officials . 0-X
City/County Personnel (o SR S— X
i Hanagers .
L. "
- Legal Community ()4
Minority Organizations Qo e e e X
Law Enforcement 0-X
Associations/Unions
Law Enforcement 0-X
psychologists
Educational Institutions 0-X
Business Communities 0-X

0 - Individual presently stands

x - Where you need individual if change is to occur

(Pigure 3)




MANAEE

MIENT STRUETUR

The implenentation of the project daevalopmaent will not be too
difficult, i+ wthe presant nanagement and roesearch struciure
that is already in place at P.O.S5.T. were utilized. Thess

systemns Wwill expedite the implementaion of the plan.

It will be necessary for the P.OG.5.7T. Commission o appaint

a transitional manager and & commititeae, consistving of
represantativaes from gsome of the Stakeholder groups, i.e. law
enforcenant, nanagenent, personnel managers, psychologists
involvaed with law anforcenant selectdion process and o

representative from the legal and business communities.

. The Project Manager will assume the over—-all
responsibility of setting up commitiee neetings and

aggendag

He will keep the P.O.S.T. Commission advised ot whe
Commities’'s pragress.

. The assignment of connitiee mambars o set up
sugygested test sites.
The twesting of proposed tasts and experimental

computer prograns.,

. He will ihabhlish an dnformation network that Wwill

hmap intarested

@

takeholders advised of whe progress
and prasaent the commities with the stakeholders

oonearned .

O




R

' 1.

Eecause

the ochanges
S - umpuLers

HELr Yy

baing considersd will involve he use of

and computar prograns, the following will be

Lo dnsure the affective implementation of the

Transition Plan.

Frobhlem Salving

In ordar to keep the program maving Forward, wherae

must be technicians available to address any

problems what may ocour with the technical @il pment

teompuiters and computer programs) . The conmittees

Wwilll handle ather problems as they arise.

Blranning

The planning shall also be done by the comnitime.

Th will assist Lhe project manager, work ouwt

schedulaes, and set target dates for conpletion of

each phase of the project; as well as setving che

conmitiase goals and objects

Fasdbac

Thare must be a ongoing systan wthroughout

the projacet, that will coatinuously evaluate the

sohadulad progress of whe plan, This can be

acconplishad by faedback through the Frojaod Manager

w0 and From the committese and interested

sLalteaholdeers

B2




As each change is completwed, the phase will first

be used as an expaerimental model. Results will be
compared with other established systemns. Once all

the problems have been worked out, the model will be

ready for implementation.

After final dimplementation of all the different
phases of the plan, the commitiee wWwill meest yaarly
to review and update the systen’s pragress . This
phase of the plan will insure that all of Californisz
Law Enforcement agencies ars getting full benetit
from the most up—to—date selection wechnolagy

available.

Ha




APPENDIX

REFERENCES
QUESTIONNAIRE
QUESTIONNAIRE RESULTS
INTERVIEY SUMMARIES

Jennifer French
Personnel Analyst 11
San Bernardino County Personnel Department

Dave Perez
Recruiter
IBM Company

Nancy Bohl
Police Psychologist
San Bernmardino County

Robert Fench,P.H.D.
Psychologist
Southern Califormia Institute

Southern California Institute Personality Profile Test
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. JOMHAMD COLLESGE -~ CLABS B2

I [MCEFENDENT RESEARICH FRDOJECT - QUESTIOMMSIRE

Please answer the ftTollowing s3ix (8) quesbticons Yes or blo. by
marking vour answer in the appropriate blank te the right. at
the end of each guestion. Additional comments cpticral. COLUMM
TO THE FAR RIGHT FOR SCORING. DO MOT USE.

1. Do you believe that there is a carvrelation between
successtul law enfarcement agencies and the selection
processes they use? Yes_ Ma

Comments: _

2. Do you think that the selection processes used today
allow the candidate to demonstrate skills meeded in the
law enforcement profession? Yes_ Ma_

Cammentss ___

— 430 e ey sy st st s s e s ey

communicationss weapons and investigative aids impact
the tralts and qualities scught in a law enforcement
recruilt of the future? Yes_ No

e 3. Shauld Hi Tech developments in areas. such as

Comments:

— — — i e e g e oo e e -—

——— — — s vy s — o —

4. Do you think that law enforcement should consider
behavicral based selection methods which emphasize
the assessment of candidates® layalty, initiative
and reasoning ability (common—-sense)?

Camments:

S. Law Enforcement has been successfully using computers
as crime fighting aids for many years. Do yoau believe

. that law enforcement should consider computer assisted
testing for the selection of new recruits in the
future.? Yes Ne

+ g s e s g

0 Comments:____ s ——— e e et s e e e o e e e e

vt pe

i oy i e et



SOMPteID T OLLEGE — 1ZLASS B2
(MOERSMOEMT FZZEMRCH FRIAJELT -~ GUESTIONMNAIRE

The following seven (7) guestions are to be answered on the
scale numbered 1 to 5. UOne being the least and five being
the most. COLUMM TQ THE FAR RIGHT FOR SCORIMG. DO MOT USE.

&. Rate the effectiveness of assessment centevrs in the
selecticn and evaluation of pelice recrults.

_____ - b
1 a2 3 4 3
7. Rata your satisTaction with your department’s present
methads of selecticon and evaluation of police recruits.
7.
1 = 3 4 S
8. Law Enforcement agenciss todav need to update the =
selection proacess. Indicate the degres to which this
statement is valid. ;
1 2 3 4 S
Y. Rate each of the following selection methods as to your
confidence in each, as a tool in selecting qualified
law enforcement persannel.
Written Examination —— P
1 2 3 4 3
Folygraph Examination e —— 10._
1 2 3 & S
Oral Interwvieesw e - O
1 2 3 4 5
Psychological Examination ___ _ - _ 12 .
1 2 3 4 3
Background Investigation _— 13.__
1 2 3 " 4 S
Assessment Centers - 14.___
1 a2 3 4 S
10. Rate the correlation between successful law enforcement
and the selection process.
_____________________ 15.
1 a2 3 4 S
11 Law Enforcement agencies taday need ko update the
selection process. Indicate the degree to which this
statement is wvalid —_ 1ba_____
1 a2 3 4 =]

ra




12. Indicate
pach the
ciritical

{a)

Initiative
Oral

Written
Fsycholagical

Background

(b) Lovyalty

' Q
L

(c)

Oral
Written
Fsycholaogical

Background

Judgement
Oral

Written
Fsychological

Eackground

L R N
THCERENOED

Eralts of

2L EGE

-
-,

I FESEARCH FROJECT

initiative,

L

~ GUESTIOMMSIRE

55 W3

tx what degree vou believe is the usefulness of
follawing selection methods iv identifying the
layalty and common sensze.

1 2 3 4 5
1 2 3 4 5
1 2 3 45
1 2 2 4 35
1 2 3 4 S
1 2 3 45
1 2 3 4 5
1 2 3 4 5
i 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 & 5

— s e s v

ot e ey bt

s s

— e e et et

—t o e



COoMMAMD COLLEGE - CLASS 2 o
[IMDEFENCENT RESEARCH FROJECT - QUESTIOMMAIRE

The last three guesticns, raquire a written response. Make
your answer as futuristic as passible.

13. What minimum basic skills, gqualiti=s, and behaviors doues
a police applicant need to possess?

-
— -
-
——— -
- -
-
- e e e e e et e o et e e e e m -
-— -
- e e e e e e e
- - _— _—
——————— - _— —_—
— —— _— - B

14, What is the most effective way to identify these
gualities in a testing process?

- - _— o 3C.____
4. In your estimation, what changes in the selection

process should cccur in the future (the .year 2000),
te enhance the selection of qualified law enforcement

.
cfficers .
- —— —
e
__________________________________ —_ o e -
et ot e e e i e e e i e e s o e e
_____________ - - e e et s e e e e e e i ot e - -
- e e o e e e et e e e e 2 e e 2 e e e e e e e e e e e e P e o e £ e o S e o e
_____________ o — e e e e e e e e e i e e —
———— e e e e e e e e e e e e e e e o e — T
—— - - —— e e e e e v s e 2 et o e e
.
e e e e e 25 s e e s o e it 2t S e o - —_—

February 14, 19867 Charles J. Scdara.Captain




Marach 13, 1986
danndfer Fpanch -~ Parsonnel Analyses, $9.B.Co. Personnel

SJennd fer Fpench was asked whats changses she axpects Lo saae by
whe year 2000, and will thers be an ample numnber of qualified
applicants wo select from.

e

She saild that she has seen some declines in the s5kill levels
what are "frightening’ in terms of prospects for the fulure.
"Over the years, we thought clerks ware a dime a dozen, and
thiat we would always be able to hire all we wantad,” but the
Counvy ds beginning wo saee a shortage of qualified, skilled
clerical support personnel.'" They are axperiencing difficuluy
recruiting gouod people, who can pass the examine, and wha oan
spall and file. Ivw ids unknown 4if this is an indication of
the present educational standards. I+ this is s0, we wWwill be
experiencing problems recruiting future qualified applicants.

She was ashked about the area of law enforcenant. She said a
lot of areas Will be affected, including eniry level peace
afficars, The County is not looking for advanced degrees

but ,mecording o P.O.S.T standards, a minimum aof highschool
education or GED is required. P.O.9.T.has further develaopead’
reading/writing testws which are now in use. A coneern
existed in the academy that recruits did not bave the basic
shills o get them through the academic portion of acadenmy
training.

She was asked if reading/writing skills could be enhanced
with proper training. She said they could be improved upon.
HMowsver , the batiom ten percent (L0%) of those who pass the
wiritten exanination are highschool graduates(or GED), who are
reading at 4th or Hth grade level .| Thesae paoplese would
require an intensive remedial training program just o bring
them up o a level where they could be successful din the
acacamny .

She was askad the imporitance of writing and reading
comprehension at the entrance level, She said this was
clearly demanstrated by P.O0.5.T. by making surea that all
peace officer candidates, at the entry level, are tested faor
those bhasic skills.

Cthar than the reading comprehension and writing skills, she
wis ashked what the presesnt written twest is designed to
identify. "It taps a little on thse motivational factor,'
About 0% of the examination is bhasaed on written study
materials provided to the candidates prior o the test date,
They must read, study and learn the material , which,
according to Ms. French |, . . was talken three or four yoars
ago Fram materials used Lin the County Sheriff’'s academy.”

Raegarding the oral dinterview, she said County Personnel
interfaces with the department in terms of Lthe contant of the




aral questions and the dimensions that Wwill be racved. The
majar componant in the aral axamination is verbal
communication skhills., The ocandidaies must express themselves
wall enough wo be effective as peace afficers.

She was asked to name some Ffavorable gqualities we look for in
an enployse,such as loyalty, and if we are looling for the
same basic things in everybody. She said, although there are
saome commonalities, she would bhave a hard time talking aboux
knowledges, shkills, or abilities that all employess have o
have,

She added, as to the kinds of qualities that transcend all
classifications — lLoyaluy, "I don’t know how you could aver
st for 16, IFf you don’t have that they’re not going to be
very valuable to you."

When asked if mativation can be ididentified, Mrs . French
suggested some of the assessment center exercises afford an
appartunity o see this guality. For axample “"In-basiats'',
Ffor whe Marshall sergeant’s examination. A candidate will
look at a pisce of correspaondence in the in—-bashket, oclearly
samething a sergeant should bhandle; some candidates reassigr
twanty (20) pisces of work, wo @idther a supervisory or a sup—
ardinate enployee. A pattern of unwillingness Lo make a
decision or take responsibility can be seen.

She was ashed i+ County Personnel used assessment ceanters Lo
salect paersaonnel for any other County departmeaent.,

Sha said County Personnel conducts assessment centers for the
s@lection of Marshall/Sergeant only. It is a one day
asseesment center, and is conducted every other ymar, She

O

added that the cost of antry lavel assessment caenters i
anornous, especially when hiring more than a handful,

The Marshall’s swaff gets dinvolved in the actual
administration of the exercises, helping it work because of
logistics, i.e. the candidates and assessars being in the
right placeses at the right times. She added that on a naster
smihedule For entry lavel positions |, & departmen? could cui
costs considerably by using all their own staff.

She was ashked Lo elaborate on the P.O0.5. 7. approved written
wests given entrance level applicants.

Mrs ., Freanch stated this was quite new and starteaed about 3 or
A yewrg a&go, P.O.5.T. did a good deal of ressarch, studying
wthe antry level peace officer positions.

F.0.8.7T. detarminaed that reading/writing skills were &
sardous problem and a major reason for failure in the
soadamy P.0.5.T7T. daeveloped testing, which all jurisdictions

o
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e, Thare are problems wich the tests, as P.OS5.T insises
on sooaring ethem, and “"whey have a real bad record on turn-—
arcund time. '
“inwollerable., " The loss of auwtonomy is an lssus. Thea
County does not want w0 be in @ positwiaon of having o use &
t2st evarybody =lse dis using. Thair concern is exposura,
"The over exposura is a tremendoas liabiliwy. .. LLepretty
sowun it’s not gQoing o be & test. .. the test scores aren’t
going tno have any meaning.”

fzcording wo Mrs. French, these delays arse

Sha added that when P.0O.%5. T started with the reading/writing
west, peaple in the persennel staffs in many counties, cities
and state, thowght it might bsa beneficial. With P.O.5.7T
devalaping the tasts and strongly recomnending that all entry
laevel law enforcement applicants compete and pass, it was
anticipated by many personnel departments that P.0.5.T would
maintain a test score for each candidate. That candidate
would come to any Jjurisdicetion with a8 certificate stating
basically, " I passed wthe P.O0.5. T test. I can read and wriie
at the level the State wants me o, . '

The major deficiency seems to be getting bachk scores and

the pragram being handled as it should. P.Q.5. T decided well
into the project that they did not want e be a clearing
houss for score information, Instead, they would allow
candidataes to take the tests offered by the various
Juridsictions.

Accarding to Mrs. French, P.0O.5.T feels that they have gotian
vary invalved, Howaver she questions what they bhave actually

soconplished. She attended & P.O0.5.T Conmnission symposium in
Wuly.,

.0.5.T. findings ware that their reading/writing taest had
had positive impact on the reading/weiting abhility of all
acadeany candidates, bodh those that rTested through P.OQ.S.T,
pppased to those selected on an equivalent test by a
Juridsiction wthat did not participate in tha P.O0.5.7
testing, {which included San Bernardino County).

Given that they had improved reading/writing levels of all
acadaeny graduates, they Ffelt they had met their mission, and
therefore basically recommaended that they Just maintain the
status for those who wanted to use L. As long as reading
and writing was wested (by some other test), thers would be
no problem with o Jurdidsicetion using Li+s dwn wests.

I ashked what her level of confidence was in law enforcament’s
over—-all wssting, and 4Ff Lt identifies and accomplishes whe
County’s selaection goals. She saidd it is clearly intended oo
ildentify ability o cosmunicate verbally. That’s what 1t
dues best, rather Shan giving much insight dnto inditiative,
attitudes, honesty, and stability. It elearly allows
assaessmnent of verbal comsunication skills. Beyoond that, she




is not exiremely condidens ohow o merg s mach elsea,

Recently,County personnel raised the passing point on the
writeean, in response Lo the ohe deparcment’s psycholagise
having failed some people on the psychological adsinistered
reading/writing tests. The department’s psychologist Felt
some applicants did not have the ability o do the Job, aven
though they passed County’s Personnel etests.

I asked how she would fesel about a personality profile what
would identify wthe qualities of a good palice officer or a
goad amployea, She said the psychological screening
avaluation ought to get some information 4in this areso. Also
the background, if done thorouwghly, supplies & lot of this
wype of dinformation | She added that over whe years she has
geen @ decline din motivatsion and willingness o wark hard,
the willingness wtn give & little bit axtra', adding that her
personal observations were that there is a decline in
loyalty.

I asked what inprovemsents in the selection process would she
like to see in the future. She would lihe to do some work on
wthe reading and writing portion of the @xam, Frimarily 2o '
demonsitrate, for the County’s own protection, should 2. 0.5.7T
maks their own test mandatory in the future, that the
County’'s test does measure reading/weriting abilidy, She
would also Llike wo refine that s2otion based on research.

Sha sald she would like to see BIOGRARHMICAL INUVENTORIES. In
her opinion they are wremandous predictors of wurnover, Theay
also can predict Job performance. She advised that the
County is using biographical inventories now for the basic
clerical selection and For Eligibility Workers.

She added the County has wused Biliographical Inventories

for about 2-1/2 to 3 years. She was ashked what information
County Personnel bhad on this type of westing, and she
provided me with the following manner in which the testing
was developed, and admninisteresd,

To begin with, it required o MAJOR RESEARCH STUDY wo develop.
It basicially asks a lot of quaestions o oandidates abouwn
their preferences, what they like to do, what they don’t like
wo do. The scoring developaed is machine scorsable, Scoring
is developsd on the basis of your research data. “"hasically,
you give s whole Lot of gquestions o your dncumbants'. ..
Information wo assess perfoermance is collectaed by talking your
veary best amployea and your vaery poorast enployees and
comparing the way they answer these questions.

"To whose answers that your best enploysas answer more
fraquently, wsae give positive polints . When it was reversad,
when where is @ solid significant trend for your poor
amployses Lo pick & responsse ., owore frequently. . you take

.




awiay points. .. Then you machine soprae 1.

S5he added that the queswiaons don’ necessarily appear o be
Jjoeb related. "You don’t always have any idean why
particular quastion works."

It was asceriained that o compile such a west instrument,
data must first be gathered by testing incumbents. She addead
that there hasn’t been much on this subject in recenz years,
but that wthe County is very "pPleased” with what they’re
using. Mrs. French was first introduced to this type of
teasting when she was in the State of Michigan and they were
in the midst of developing biographical inventory testing +o
utilize it in their selection process for State Police
Troapars.

She was asked if the County plans to use Hi-Tech in the
selection process in the futurs. She said she will be
attending a conference in San Francisco, where they will be
demonstrating microcomputer administered westing. She fels
in terms of administering wests, that this is the direction
wa’re beginning weo ga.

)




Marach 12, 1986
D.PEREZ- Interview Synopsils

On Wednesday 3/5/88, [ metw with Dave PRerez, a recruiter for
the IBM Company, who works at their Central Employment
Qffice, 355 So. Grand Avenue, LoDs Angeles.

After axplaining my prajact wo bhim, I asked him what Lype af
selectiaon process was being used by IEM Company to saelect
entiry level enployaees.

Mr., Perez said that one of the things they are using in the
selection process is  TOTAL ASSESSMENT. Total Assessmant
examninss academic baclhkground relevancy, It consists of a
candidate’s academic achi=vements. He added that Academic
gradaes tell a lot aboult individuals. Persons with high grade
point averages (G.P.A.) are usually persons who are very
arganized, good time managers, high achievers, competitive,
and goal oriented.

I ashked Mr. Perez if IBM was using any tasts Lo determine
whether a potential candidate was goal oriented . He said
IBM does not use tasts. Expmrience has demonstrated e them '
that personal achievement, and/or past perfaormance is a good
indicator of an individual’s gqualities. Individuals with
high G.P.A.5 are the type of individuals who will usually
possess the qualitiss that IBM is looking for, M, Peraz
added that the Grade Point Average must be the result of good
parfarmanca in required classes, versus, Physical Education
or osther unrelated type classes.

An dindividual’s personal achisvemants are also examined very
closaely - Has & candidate applied himself in his personal
life — Has he obtained sufficient personal developmant. Mr,
Parez states they look wo see if an applicant’s personal
achisvenenits are commensurate with those qualities that would
be useful %o develep in &2 normal business environmant,

The job application is also examined clusely. It tells the
conpany basically what the applicant wants: how much they

expect o be paid, the type of work or Jjob they want, their
work history in terms of beéginning and ending salaries, and
the degree nf regponsibility the applicant has experienced.

The application will indicate whether the applicant’s career
goals are realistico. Many peaoplsa arse unrealistic in what
they want, and the wcompany may not be able to comply with an
applicant’'s objectiveas.

Fram the job appliceation, IBM is able o evaluate the
applicant’s jgaob relatad work expariencs. This is a critical
area; as the arenas in which an individual has competaed and
2he level of achievemant, in each of these arenas, wtells much
about & perspective anployes,




Acmurding o Mer. Pepraez, Vhe area of personal achiesvemenits
gained in extra-curedicular activities is also exanined:;: i.e,
axtra~currioular activities which are personalized with
various forms of recognition, which cdistinguishes an
individual’s lavel of performance or conteribution,

He added that testing is required by the company only for
cartain of positions,if there are ovher factars to be
assessed. If an atienpt is being made wo hire for a technical
position, such as markeiling systemns engineser, programmer,
ward proesssing and things of that nature, the applicant is
regquired o take an IPAT (Information Processing Aptitude
Tesw), which is not a west o gauge inwelligenoe, but more Lo
gauge the aptitude for understanding mathematical concepts.
Theraefore IPAT is more of a mathematical tTypse test.

Mr. Parez said that all the company really hopes for is to
find the bast qualified psoplse available to perform the jobs
“hat the company naeds accomplishead.

He said the greatest fault they find in individuals is what
they very often have the academic baclkground, and the
intelligencsa, but they lachk the PEOPLE SKILLS. To IBEM peapls
skills, whe inter—-personal shills, are Just as oritical as
whe acadamnic or job related shills, A balance of both is
nacessary 1f a person is to succeed in the IBM environment.

A parson without PEOPRLE SKILLS will fail in the IBM
@nvironment.

I asked Mr. Psrez iFf IEM has any unigue wiay for ddentifying
those candidatwes that possess FPREOPLE QKILLS. MHa said),

in his experience, the sasiest way to ddentify those persons
that lack papple skills is usumlly by confronwation during
the interviaw. Somaetines it manifests dtself din the
application, in the areas of extra-curricular activities, 1f
the applicant likes pesople intaraction and is very involved
in community organizations and activities. IfF they are
assertive and have high contidence lavels, this will show

by wheir being elecceted to chair positiens, or have held sonme
type of office in an organization. They know how to
negotiate and manipulate diplomaiically within an
organizatinn. This says & lot for their character. , "Anyone
can look good on paper. It’s that eye—-ball wo eye-ball
confrontation that really tells if & person has those inter-—
personal skills.!

Mr. Parez added that another phasse of whelr selaction process
is the security check on the applicant, which is required by
IBM. "We use a company namsd IQUIFAX wo accomplish this.*
Thay conduct enployer verification, a security check, and a
arininal background inveswigation, The company cheocks out
any suspicions IEM might bave on an applicant’s moral
charactar. He eophasized that LIBEM s micddle name is INTEGRITY;
"So the dintegrity, quality and character of the individual




Fhat wer bring dnwo whe Yfamnily” so o speak, 1s vary
important Lo uws., Y

He sadd wthat a candidate is alreasdy develaoped inwo the
individual he is going o be. HMea ds only reenforoing
behavior patterns, by the time he becomes an adult. Aan
individual’s behavior pretty much follows an already sat
pathern. Vary gsaldom are thaey going to change. Sametimes

things are hidden and don’t manifest themselves until one is

canfronted with a swressful sidtuation.

IBM trise o ddentify as much as possible, so they look very
closaely at background. The company has recruiters, who as a
rula, are vary experienced people; who have been in the
business for sometime, undarstand IBM s way of doing things;
are usually very sensitive Lo individuals,; are good inter-—
personal communicators., Thay have been managers and have
warked at least in staff-type managemant. Hopefully their
good Judgement pays dividends in the end.

Mr . Persz was quaestian as Lo whether IBEM sends out
investigators wo malke contact with a candidate’s past

employers, friends, neighbors, @40, He said they did when hd

started with IBM several years ago, but they don‘t do it
ROAYMOre, Fram an AFffirmative Actiaon standpoint, they feel
this would oriss—oross into areas where they don’t have legal
right o be in.

If they Ffind saoameone with & oriminal recdrd ,or who is &
Rabituwal subscance abusa2e, or drunk drbdiver, and Lf the p2rson
is young and has thesa problems now, "what wmight we axpeoet
from them in the fuiure.” Candidates are screena2d for
substance abuse during their mnedical. IFf therce is any hint of
substancs abuse, an emnploymae can get fired, and an applicant
will not get hired.

I askad Mr. Perez iFf IBM uses polygraph examinations in thedir
salection process, He told me No, they have nevear
administered polygraph examinations o Lheir candidates.

He was asked if IBM uses assessment centers in any of their
selection processes. He advised No, not at this wime. He
addad that they used 2o give a general tast w0 anyone who
wanted to join IBEM, but there was some quastion, sometime
baeck, Ffrom the EEQ and Affirmative Aotion organizations.
Thaerafore about twao years ago, LEM quite giving written

vRshE .

M said IBM dis now in the process of re-develaping @ written
st . It was scohedulaed o be reimplemanted June of 198685, but
s Far, 1Lt has not baen done. M. Perez said the test wauld
be basically Lo measure Lntelligence - effective wse of the
English languags, some voocabulary, asnalyticanl assessment, and
@a bit of math — Just very simple problems, Many dindividuals




wha apply don’t have degrees but oon be very produactive
individuals. "There has w0 bae & way ©to measurese some degree of
apoitude and ability o learn guickly.*

He added that having a degres doesn’t give you the answer;
some peaple look great on paper and look horrible when shay
atart to da the job, and vice-veprssa.

Mr. Perez reiveratad that future performance can be predicted
by past performances, If there is anyway that this can be
seen, praobsad for and objectively evaluated, we are going o
have a good indicator of how people will perform in the
future,

I ashed 4if IBM uses any type of personality profiling, or
any computer programs for  their testing. He said IBPM does
nat. He has read some mazerial an that type of testing
written by clinical psychalogists, which he fesls might be
valid in the fuiure.

Mr. Perez was asked what changes would he like ta see in the
future, to improve IBM’s selection process, He said he would
like o sme IBM bring back the written test and some type of °
TRsts 0 measure a person’s intelligence lavel. He added,
"We are under a lotw aof pressure o find people who can be as
productive as quickly as possible, with a minimum investment
of resources.'" He said it was ¢getting so cumpatitive now
that they are looking faor the cutstanding ideal candidate, "A
twaenty—Ffive year old vetaeran, caming right out of the
starting gate."

Mr. Perez said another change he would like to see
implemented by IBM is to start new a2mployees back at a lower
entrance lavel cdown to the basics, and make them qualify to
he in the business. At present, & candidale starts at a
higher level, based on skills, past experience, and
education.

"Ouher than thase two things, I can’t see us paking any other
changes. In the areas where technical skills are required,
we Wwill cantinue to look for those technical shkills. IF whey
are not there, we don’t have the time to invest in them.”
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March 12, 1986
Mancy Bohl Inearview Synoapsis o

Buring my researach [ conduceed a series of dinterviews

Nancy Bohl, & Clindiecal Psychologist involved with law
enforcemnent in San Rarnardine County, was iLnterviewed on
March 10th, 1984. The interview covered the following areas:
(a) psychological tests given to a perspective law
anforcemaent officer (b) P.O.S.T, requirenents regarding the
psychological tests (c) what the tests are designed o
acconplish, and if the tests, in fact, accooplished their
goals (d) are there tests available that can identify, in a
candidate, important qualities, such as commnon—sanse,
motivation, hones.y, and the capacity for learning.

Mra. Bohl told me thanw P.O.S5.7T. (Peace Officers Standards and
Training) controls what type of tests can be used. P.O.5.T7.
provides & boolk which outlines what must be included in the
psychological testing, and includes a list of approved tests
spme nf which are designed o idenitify abnoemal bshavior and
others to identify acoepiable (normal behavior.

13
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Agenciaes are allowsad to piclk same of theidir own tests, but the
tests chosen must meat P.O.5.T. standards.

In rasponse tn whether ar notw thers are Wosts avallable what
can identify common—sense, she said not that she was awars
af, and if there weare itwg things she could taest for, one
would be commoan—-sense and, the other, a gooud sense of humor.
She also felt that honesty and integrity weare veary imporcant
attributes in a law anforcemant officer.

She was ashed what the psychological wests she administers
ware designed to ddentify. Mras. Bohl said the teses are
designed to identify people with abrnormal aggression levels,
candidates who have pent-up hostilities and poor impulse
control . "dg soon as someone calls their mother a name,
wthey/re going w0 haul off and biw tham.'! That’'s the Lype of
parson we try Lo disgqualify.

We also try to identify those persons who lachk the
intelligencs Lo malkse whe quick decisions necessary in law
erforcemant.,

Anuther dast waed ds oanlled an Auto-BElography o This test
allows & candidate twenty minutses o wedie about themselves.
We get some information about Whe candidate, and it also
wests wheir weiting skills - if whey can wreidte somathing
whiat has a beginning, & middla and an end.

+

LW Enforoament Healoh
, wWhoieh i basioeally wo Find ous 1F vhey have

Thery are also given @
Quters Ll onnad re
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Mancy Bobll Incerview Synaopsis (oonag’)

avepr filed for Worksman’s Compensation, ar Lf wvhey have aver
haan injuraed, La’s a healeh hiswory what ds for our
informaction only. It wells us how healobhy the candidate is
and of any problems what the baclground oheck fadlled wo turn
up . The Health Guestionnalre also asls about past vocational
history, Jjobs twhey have had, and iFf they have had stability
in their worl.

The third test given is the Shiply T.4d. Tast. It is & quick
wast, to obtain a basic ifdes of their T.0. level. Wea feal
that & candidate with a low I.Q. (892 ar 20) will noat be able
T exaercise good judgaement.

Mrs. Bohl was ashed if there are any traits that ars

inherited, such as common—-sense, honesty, motivation, oar -
Toyalty. She sadid, "I dan‘t thinlkk you can teach an adult
DOMMON—SenEe, ITew momes when whey are very young. It is
satight wmth an @arly age. Onoe they get around 22 to 25 years
ald, it would be very difficult to change their way of
vhinking or reasoning. "  She added, "you’re talking about
NURTURE versus MATURE. and there is a lotw of controvarsy
over this issue."

She was ashaed about the differences betwesn children within

vhe same household. Why do some axercises good judgement and

motivation while anothers do naot. She explained that their

expariences ware different. Madwher of them had exactly the
sane experiences, evan if they had the same parents.

SHhe added, “T whink o lot aof wthings are inherited. When you
loak at people who have bean separated from thedr familises at
a very e2arly age, ar if their parents died and they are
rearad with others, they grow up to be like their biological
parents, even Lf they have never been around them, I think
some tralts definitely can be dinherited.”

She was ashad how she felt about motivation and dts
importance o a suceessful law enforcement offioee, Mrs.
Bohl said motivaticon is & important quality for an officer Lo
possass . That dis another thing we loal for when we hire — if
i person was a Reserve for two or thres yearsg — did he do
valunteeaer work — doss he go oudt his wiay o Find out what law
anforcenent is really Like. We are interested in finding out
if they are motivated enough o male law enforcement thair
carear, "Motivavsion is real important, buwt I don‘t think it’s
inheritead. T think it can be taughi., (... .. ey but ones
whey reach adulthood, it would be pretty difficult wo teach
SOM@RONE comnon—Sense or metivacion. '
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Manay Bohl -lncarview Synapsis (ocon )

Shae was askaed aboue @& parson’s Ievarning ability and i+ she
beliavaed whis was inhecited o~ taught. Mrg ., Bohl stated
"Laarning ability s definitely $#rom within, I don’t whink
you can weach people more than whey are oapable aof learning.”

When asked about our present westing system, and, if she
thought we had the right elemants in the right order, Mrs.
Botl thought that was a very interesting idea - w0 change
the aorder af the tests arcund, possibly giving the
psychological west first. Shae thought twhis might ba valid.
She has tallked wo applicants: The resarve who wants to get
hired as a regular daputy, but Ffor some reason cannNot sSoore
high enouwgh on the writien west. Yat, he would probably malke
a dadicated loyal officer.

When ashed her opinian about the validity of the tests now
haeing usad by law enforcement Ln the salection process, she
sadid that preseantly P.O0.5.T. does not have an approved west
what ocan identify motivation, common—sense, loyally, or tLast
g candidates learning ability., "They want us to usa thae MMPL,
ar CRI wests, which do not ddentify those qualities N

Regarding the bachground, she said that the best way o
pradict future bebhavior is by studying a candidates past
behavior. She felt the background investigation, if done
proparly, is beneficial to the salection process.
She also salid candidates also complete a Law Enforcement
RAuaestionnaire, It dw & sentence aompletion w2st, that picks
up praedjudices and covers a lotw of unfinished business, The
candidate complatas sentancaes such as "My father _

My mother . L She sadld peaople write in
suboonscious feelings about those things and you can pick wup
& lot of hostilities, hatreds and predjudices in a candidatce.

s 0ot ot ot ey Srme *

She added one of the questions starts off with “"supmrvisors',
She had a candidate write "Supervisors are worthless.'" When
you examine this area clowsely, you Ffind out that this type of
person would be a disciplinary problem.

W discussed if there were any reliable tests available that
could evaluate o subject’s mativation level, or their ability
i laearn. She said that there were, buit 34 would requirs a
great deal of testing.

Mrs . Bohl was askeaed what ohanges she would like to see ocour
with the selection process in the future. She said she could
saa whe benefits possibly of changing the order in which whe
variaus selection tests waere given. She said she had a low
confidencse in the L6—-PF and added it was one of the bast
teests aviellable. The 16-PF ocan be computar soored and helps
W ddentify s candidate’s enotional stability.




Maroh L4, 1986
Dr . Fanch, PHD — Interview synoapsis.

On March 10th, 19846, I met with a Robert Fench . Mr. Fench
is a P.H.D. in psychology. He is alsco the Director of
Hesaarch for the Saouthern Califeornia Instituite, locataed in
Brea, California. After discussing my project with Mr., Fanch
and my interest in psychologiecal tests that could identify an
applicant’s level of common—sense, mativation, loyalty, and
their ability to learn, Mr.Fench told me that all of these
wraits could be identified in & psychologicoal test.

He said wthat the Southern Califarnia Institute had developed
& personality profile test that measures fifty—itwo (52)
areas, such as emotional stability, levels of aggression,
socdability and maturity. The west is taken on a computar
terminal, and is computer scored.

He told me the test was davelop=d by conducting hundreds of
cantrolled tests that were completed by & variety of people °
from a variety of experiences. He said the test resulits have
been compared with results with a polygraph examination which
always verified the test results.

He gave me a copy af the test and demonsitrated bhaow the test
i adwministerad on the computer. The test consists of a
series of wards that are given a numerical value by the wast
tidker . The test taker must enter a numerical value on e=ach
word as it comes up non the screen. The value is based on whe
daegreae of bad or good feelings the teste taker has about the
wordg.

At the end of the interview, Mr. Fench told me that the test
anly takes 3% minutes to complete and is now being
considared by several governmenial agenoieas.




SOUTHERN CALIFORNIA INSTITUTE FPERSOMALITY FROFILE (SCIFF)

ON THE FOLLOWING PAGES, YOU WILL FIND A LIST OF WORDS. O

KAMINE EACH WORD IN THE ORDER THAT IT AFPPEARS ON THE FAGE.

SELECT THE NUMBER THAT BEST REFLECTS YOUR FEELING FOR EACH WORDS
PLACE THAT MUMBER IN FRONT OF THAT WORD.

DO EACH WORD IN THE ORDER THAT IT APPEARS ON THE SHEET

DO NOT SKIP OQOVER ANY WORD. - - - DO NOT LEAVE ANY LINE BLANK.
DO NOT MAKE ANY CHANGES ON THE PAPER -—— FOR ANY REASON !'!!

MARK YOUR FIRST IMPRESSION AS TO THE FEELING FOR EACH WORD-
DO NOT TRY TO DEFINE OR ANALYIZE THE WORDS - - — EEEL IHEM.

THIS TEST SHOULD NOT REQUIRE MORE THAM 35 MINUTES TO COMPLETE

THE FOLLOWING IS ONLY A BUIDE TO HELP YOU SELECT THE NUMBER

1. 1 10.
/177 1 . 1777
7777 BAD 1 GOOD 2777
1777 2. ====x= 1 mmmmme F. 1777
1777 7777 1 r11F 1717
1777 1777 1 1177 777/ gmm
1777 1777 3. 1 8. /777 ////.
/777 1777 7777 1 1777 1170 1777
1177 1777 7777 I 1777 1207 2777
1777 /777 1777 4, I 7. 17774 1114 1177
/777 1777 1177 1177 1 1177 1777 1177 1777
7777 1777 7777 1177 I 1117 Pr1) 1F17 1777
1777 /777 /777 1177 5. I 6. /177 110 FRIE 1177
1777 1777 [777 J11F 7777 Y 7777 7177 1477 1717 7777
/177 7777 1777 1117 1777 Y1 1770 1117 71277 1140 1777
7777 /7777 VYA YV SV VAV R VY VAV TV A Y
I
1. 2. 3. 4. S. b 7. 8. 9. 10,

YOU MAY NOT ASK ANYONE ANY QUESTIONS DURING THIS TEST
YOU QANNDT ASK ANYONE TO TELL YOU WHAT ANY WORD MEANS
IF ¥YQU DO NOT UNDERSTAND THE MEANING OF ANY WORDs
YOU MUST DETERMINE HOW YOU FEEL ABOUT IT BY HOW IT LOOKS

THERE ARE AN ERJAL NUMBER OF WORDS 1IN THIS TEST FOR

ERCH OF THE NUMBERS IN THE CHART - - - YOU SHOULD USE .

aLL OF THE NUMBERS AN ERQUAL NUMBER OF TIMES DURING THE TEST.

o




5iALE: SCALE:
1.3 Color Preferencs © 27.) Hypochondrias

2e ¥ Distartion/Fakine 28.) Phobias
Indicated QOverall

I
N
0
[]

Perversions - Sexual
3.3 Fakine/Emehasis on "Bad"®
30.) Perversions - Sadistie
H.) Fakins/Emphasis on “Good®
. 31.) Obsessions — Compulsive
i 3.3 Emotional Stability
. o= 32.) Obsessions - Sexual
bed Lesression
i . 33.) Ohsessions — Psychotic
Zs3 Suicidal Tendencias
— 34.) Sexual Dysfunction
< 8.3 ‘Hostility ) T
.7 35.) Child Abuse = Incest Victim -
P Aogresalon ' '
36.) Child Abuse .. Pedophilia o
10.} OSaxiety — Reactive Type .
. . 37.) Child Abuse - Physical .
- 1le) Aneisby = Hysterical .
y 38.) Child Abuse -~ Psyvcheolosical
12.}" E=li{-Recard

93 39.) Child Abuse - Sexual
. WES.) -E=0 Strensth

40.} Psycho-5ocial Deviation
: 14, Tombance :
41.) Criminal Conscience «
18, SecorabiTidy -
42.) Substance Abuse
i6.3 natg;ity .
s 43.} Psycho-Neurotic Stress

) 17.) -Extroversion '
i . 44.) Psychological Stress
K 18.) Introverszion {Psychotic Origin)
19.} Feminity 43.) Schizophrenia
' 20,7 Haseulinity 46.) Paranoid-Schizorhrenia
; 21.} Impulsiveness 47.) Shame and Guilt
{- 22.) ‘Irritability 48.) Scciorpathic Tendencies
Se 23.)  Fantasy 4%9.) QOral Stase of Develoement
24.; Tencerness-Toushmindedness S0.) Anal Stase of Develoerment
“5.3 Jealousy S1.) Genital Stage of Development 3

26.) Parancia 4 S2.) Adult Stase of Develoement

-




-1

ACID
ALLERGY
BREAD
DIRT
EMPTY
ENEMY
FUN °
GABD
50D
HOSPITAL
LEARN
LIGHT
JAIL
KILL
KISS
L.OuD
LOVE
MOTHER
MUSIC
POETRY
PRISON
ROB
SING
TEACH
THIEF

WATER

AGE
ALONE
ANGER
ATTACK
BEAT

BLAME
BOQY

BURN
CALM
CATCH
CHILD
CoLD
CHANGE
CRY
cuTt
DANGER
DIE
EASY
ENVY
EVIL
FAULT
FIRE
FRIENDS
GOOD

GUILT

HAPPY
HOME
HURT
KIND
LIFE

MAN
MEMORY

oLDn

PLAY

——eee RED

RIGID
SAD
SEX
SICK
SLEEF
STAE
TALK
TIRED
TRICK
TRUST
TRUTH
TRY
UGLY
URGE
VIDLET

WORTHLESS




1 v s ancy v

ABILITY
ABUSE
AFFAIR
AMBITION
ANXIETY
ATTITUDE
AWKWARD
BAD

BITE
BLACK
BEODY
BREAST
CAREER
CAUTIOUS
CHEAT
CONFIDENT
CONFUSED
CONSCIENCE
CREEP
CRUSH
CURSE
CYNICAL
DARKNESS
DEATH

DECEIT

sty o e ey

ax)r s w—

DEPENDENT

DIFFERENT

. DISAPPOINTED

DIVORCE
DIZZINESS
EMBARRASS
ENERGY
EROTIC
ETHICS
EXHAUSTION
EXPOSE
FAILURE
FALLING
FANTASY
FATIGUE
FEELLING
FOOLISH
GIRL

GREY
GROUP
HABIT
ILLNESS
IMAGE
IMMORAL

IMPOTENT

)

-~y 0o e i cup

INCEST
INJURY
JUMP
KNIFE
LAZY
LESBIAN
LUCKY
MENTAL.
MISFIT
MOUTH
MUSCLE
NERYZSR
ORDERLY
OVARY
PAMIC
FARENT
PENIS
REPORT
SUICIDE
TEMPER
TENSION
UNTIDY
VIOLENCE
WOMAN

YELLOW



SEERE
} !Ii

i T a¥D

o o i wa o

ABORTION
ANAL
ARROGANT
AUTHORITY
BITTER
BLOOD
BLUE
CIRCULATION
coMA
CONNIVE
CONSTIPATION
CRISIS
DEFEAT
DELUSION
DEPRESSION
DIARRHEA
DOMINANT
EGO

ENEMA
EXCRETION
EXHIBIT
FECES
GREEN

GENITAL

HEALTH
HELP
HOMOSEXUAL
IMPRESSIVE
INSANITY
INTERCOURSE
l.ONEL INESS
LUMP
MASOCHISH
MISFORTUNE
MUTILATE
PAIN

PITY
PLEASURE
POINT
POWER
PRIVACY
PUBIC
PUNISHMENT
QUARREL.
RA&PE

RASH

RAW

REASON

L4

oy s e oy even

et

REJECTION
RESPONSIBLE
RIGID
SANITY
SATISFY
SCHEME
SECURE
SHARP
SLUT
SMASSH
SOLITUDE -
STEAL
STRENGTH
SUFFER
SUSPICION
TEMPTATION
THOUGHT
TOUCH
URINE
USELESS
VAGINAL
VITALITY
VOYEUR

WISH

<



EERRERERRRERERE

NERRE

ACCEPTANCE
ADMIT
APPETITE
ARGUE
ARREST
ARAKE
BARE
BROWN
CARELESS
COURAGE
CHOKE
COMMIT
CONVICTION
CONTROL
DISGUST
DREAM
DRINK
DRUG
FAIR
FAMILY
FATE
FEAR
FORCE
GAY

GRIEF

HATE

HIT
HOPE
HYSTERIA
IMPATIENT
INFERIOR
KNOW
LACK
LATE

LIE
LosE
MARRIAGE

MASTURBATION

MISTRUST
MORAL
NIGHT
ORAL
PERIOD
POOR
PRESSURE
PRIDE
RULES
SECRET
SEPARATION
SHAKE

SHAME
SHOOT
SLAP
SMELL
SNEAK
SPITE
STEAL
SUBMIT
TASTE
TELL
THREAT
TIED
TONGUE
TRAMPLE
TROUBLE
USED
WASTE
WATCH
WEIGHT
WANT
WEAK
WORK
WORTH
WORRY

ZIPPER






