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THE URBAN OBSERVATORY PROGRAM

The Urban Observatory Program is a unique and innovative effort to assist city officials
resolve the myriad of problems facing the nation's cities. The original Program was
jointly sponsored by the U.S. Department of Housing and Urban Development and the
Office of Education of the U.S. Department of Health, Education, and Welfare with the
Naticonal League of Cities serving as the Urban Observatory Secretariat. It was thus

an interdepaxtmental program, utilizing HUD funds for research projects and federal
Office of Education funds from Title I of the Higher Education Act for service and train-
ing activities. '

\
)

The Program was designed to carry out coordinated, comparative research in ten urban
areas, a distinguishing feature in itself, and local research of primary interest to only
the city in which the research was conducted. In either case, the research undertaken
was based upon afn agenda of priorities established by the participating cities, in coopera-
tion with academic consultants, in order to utilize the skills and disciplines of the
university in solving urban problems. Thus, the Urban Observatory approach attempted
to achieve three objectives:

(1) Develop a reservoir of comparable, reliable data of general application to the
nation's cities in their efforts to resolve the ills that now beset urban America,

(2) Address the research needs of city executives and administrators,

(3) Build a set of institutional relationships between local public officials and local
universities and colleges to help develop and improve public policy and govern-
mental action on urban problems,

There were four basic elements incorporated into the original Urban Obscrvatory
approach, First cach local Observatory was organized in such a way as to assure op-
tium cooperation between participating institutions of higher learning and the local
governments in the metropolitan area, Responsibility for establishing this organization
and designating a fiscal agent was vested in the local government officials,

Second, the research agenda was developed solely by the participating institutions and
local governments, although subject to final approval by the Department of Housing and
Urban Development and review by the Office of Education. The research undertaken fell
into two categories—national research projects carricd out simultaneously by four or
more Observatories using comparable research methodology, and local research projects
of major interest to only one Observatory city. The comparative research projects
were jointly agreed upon by the participating institutions and local governments, but
they were most importantly projects that the local chief executives believed would assist
in the solution of pressing urban problems. lLocal research projects were established
In each community by the participating institutiors and the chief exccutives of the parti-,
cinating governments. Again, local research projects were designed to be responsive
to the percelved needs of the local government chief exccutlves.

v
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Third, as indicated above, the Program incorporated a joint effort by the Department
of Housing and Urban Development and the Office of Education of the Department of
Health, Bducation, and Welfare, Funds from HUD were channeled through the League
to the participating cities or their designated fiscal agents and to institutions of higher
learning through Title I of the Higher Bducation Act, This interdepartmental approach
atterapted to formally unite applied research with the community service programs of
both departments,

Fourth, a network was established for the dissemination of information, the coordina~-
tion of activitics and projects, and the development of summary reports, Network
services and administrative and liaison functions were performed by the Urban Ob-
servatory Sccretariat established within the National League of Cities,

Observatory cities were selected from the more than 100 SMSAs of 250, 000 or more
population (excluding the few very largest because of their unique size and extreme
complexity). The major criteria for selection were the expression of a strong
commitment to the program by the Jocal government officials, particularly of the
central cities, and the existence of a substantial local university research community,
Six cities — Albuquerque, Atlanta, Baltimore, Kansas City (Kansas and Missouri),
Milwaukee, and Nashville — were selected in late 1968, and their Ohservatorics
hegan functioning in the summer of 1969, In the spring of 1969, the League received
authorization, and funds, from the Department of Housing and Urban Development to
expand the program to ten citivs, In compliance with this authorization, the League
nominated and HUD and OFE approved four new cities = Boston, Cleveland, Denver,
and San Dicgo, The Obscrvatories in these cities began operating in the spring and
summer of 1970, '

Direct HUD funding for the Observatorias in these ten cities was terminated on June
30, 1974, Most, but not all, of these Observatories have been continued through the
support of local government and university funds, Beginning in July 1974, the Urban
Observatory Program was extended to a new set of ten Observatories in cities in the
30,000 to 250, 000 population range, Selection of these new cities was amnounced in
January 1975, The new Observatories are located in Allentown (Pennsylvania),
Anchorage (Alaska), Boise City (Idaho), Bridgeport (Connecticut), Charlottesville
(Virginia), Durham (North Carolina), Garland (Texas), Hoboken (New Jerscy), Lake
Charles (Louisiana), and South Bend (Indiana),

This report is one of several Observatory research products that has been selected
for reprint for broader dissemination, Other individual city reports from hoth
netwvork and local agenda projects are available to the public through the National
Technical Information Sexrvice, An annotated bibliography of these reports that lists
the procedure for obtaining copies is available from the Urban Observatory Program,
National League of Cities, 1620 Eye Street, N, W., Washington, D,C. 20006.
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Chapter 1
INTRODUCTION

In recent years, more attention than ever has centered on rhe
police agencies throughout the United States. There nze several reasons
why, after years of virtual anonymity, law enforcement agencies find them-
selves the focus of interest. Some of these factors are of receat origin;
others are ancient.

Many of the newer factors which have thrust public attention upon
the police result from the day-to-day contact which the people have with
the various news media. Police strikes, rising crime rates. and attacks
upon police officers, all command public attention and adequate coverage
by the press, radio, and television. Thus, the publicity given to such
events, coupled with the fear of crime in the streets, attracts attention
to law enforcement agencies.

Recently, police strikes (or the threat of such strikes) have
become almost common occurrences. Large cities, such as New York, Detroit,
and San Diego, have experienced police strikes or slowdowns., Although
these "strikes" have not always been labeled asg such, the effects have
been very similar. 1In each instance, law enforcement has suffered.

Strikes, under the guise of "Blue Flu", ticket holidays (non-
issuance of tickets), ticket moratoriums, or driver education weeks, have
existed in all of the above cities. Striking police officers have refused
to report to headquarters in Detroit and New York. In Cities like San

Diego, ticket moratoriums were held during salary negotiations., The
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attention which these strikes have recelved is impressive. Some citizens

view these acts with disdain because they fecl that the enforcers of the

1aw are breaking it themselves. Moreover, oun a purely pragmatic basis,

Weicket holidays' cost the cities revenue. Here in San Diego, past

"holidays' could have cost the city an estimated $200,000 per month.i

Thus, some citizens yview the police strike as a double threat--a breakdown

of law plus a threat to the tax base of the city.

In a different manner, 4 rapidly rising crime rate plus an in-

creased number of attacks upoun police officers in the performance of their

duties, have enhanced public concern for police work and its hazards. The

Uniform Crime Report (1969) indicates that assaults upon police officers

increased 7% from 1968 through 1969.2 wWhile assaults upon police officers

have risen significantly, the seven index of fenses rate rose 12% between

1968 and 1969.3 The rise in the crime rate, especially its rapid rise in

suburbia, has caused more and deeper concern with police methods and

enforcement.

in addition to the newer issues presently receiving most of the

publicity, there are older problems which continue to plague efficient

1aw enforcement. The older issues, including complaints of excessive

force, training problems, community relatiomns, professionalism, and re-

cruitment techniques, have been discussed in detail by various Presidential

Commissions. Among the most noteworthy of these reports are those of the

President's Commission on Law Enforcement and Administration of Justice

lgan Diepgo Uniom, April 28, 1970, Sec. B, Pp- 4,

2{ni form Crime Reports, 1969, pp. 46, 150, 151.

31bid., p. 4.

(1967), the Report of the National Advisory Commission on Causes and
Prevention of Violence (1970), and Law and Order Reconsidered (1970)
These older issues appear to be more basic to efficilent police
management than the above-mentioned aspects of police work. While these
older issues have always been a problem, they have, on the whole, been
. ’
1gnored.4 Until pressures are exerted from within the community or the
department, there is little reason to act upon these problems
The recent advent of mass gatherings to protest or advocate parti-
cular issues has mnecessitated the use of large numbers of police in
attempts to either direct or control these crowds., Campus disorders
s
peace marches, urban riots, and civil rights demonstrations, have all
attracted police and, in some instances, problems. The realization that
more training and sensitivity to the moods of the crowd is necessary was
quick in coming.5
However, one major continuing problem that plagues police depart-
mewts is the recruitment of proper personnel. This problem, coupled with
the task of regaining good officers on the force, overshadows all other
aspects of police work. No othér issue has remained so vital to proper

and i i :
mpartial law enforcrment. These problems have recently gained promi

nence and they are the focus of this report

4 .
Task F : i
k Force Report: The Police, for the President's Commission on

Law Enforcement ini ; .
16023 and Administration of Justice, 1967, pp. 136-40, 150,

3




RIS R

A survey conducted in 1966 by the National League of Cities 5

of tension and a further cause of racial ill will. The report recommends

indicated that the nation's police forces were undermanned by an average

that a workable grievance
procedure be developed to handle citizens' com-

of 5%.6 Furthermore, the report noted that this situation was not the

plaints. It also strongly reconn..ads that community involvement in this

result of a lack of applications., A lack of qualifled candidates has
procedure be encouraged.

resulted in a critical undermanning of police forces.’

While several commission and task force reports have concerned

During the past five years, several studies have addressed them-

themselves with police problems on a national level, only sporadic

selves on the national level to police problems. Perhaps the most note-

efforts delve into these Problems ai a state level. A program to improve

worthy is the Kerner Report. Although this report dealt specifically with

the entire criminal justice program was envisioned by the pPropor-;its of

racism in the United States, one section is devoted to police behavior and
‘ ent “SSl‘Stance Administration ACt Of L968 EAA a Pal‘t
| R I s &

proposals for altering this behavior in a positive manner. Similarly, the

o}
f the Safe Streets Act was created to grant funds to various eriminal

report stresses the need to build community support for law enforcement.
justice agencies throughout the nation in the hope of implementing the

Such support is viewed as an essential for effective police action. More

important, it must be viewed as the basis for effective recruitment from

according to some criti ram's 1
) 1tics, the program's intent has not been effectively

the communit}. .
implemented, 9

In a similar manner, the President's Commission on Law Enforcement

Presently, thig program is embroiled in a spending controversy

and Administration of Justice (1967) focuses on recruitment and the role

Some iti . i
authorities contend thal the p lice administrators involved have

of formal education within this process. 1In addition, the report proposes

over- i i
emphasized the need for eéquipment while ignoring the basic issues of

promotion based upon merit rather than seniority. Moreover, the report
r ] - .
ecruitment of qualified personnel and the need for human relations with-

recommends lateral entry for qualified personnel from other areas of the )
i and without the agencies.!0 Specifically, the Los Angeles Times

community, longer probationary periods as well as intensive, on-going

reports that the original dire i
ctor o s

training. f this p?ogram resigned as a result

of administrational frust i 11
ration. The Ti indi ‘ .
The National Commission on the Causes and Prevention of Violence Aimes also indicates that certain
officij . ]
icials are deeply involved in a conflict of interest when they grant

(1970) addresses itself to the problem of violence in the United States.
funds to particular organizations. 12

The report cites abrasive treatment of citizens by police as a major cause

I10s Angeles Times, April 4, 1971, Sec. B, p. 4

I rC b bl 5 1 b 3
e T ]

71bid, p. 134.

8Report of the National Advisory Commission on Civil Disorders, 19
1968, Pp. 315-18, Los Angeles Times, January 4, 1971, Pt. I, pp. 12, 14

11165 Angeles Times, op cit.




Limited information is available concerning the recruitment and
retention on the state and municipal levels. One problem encountered in
recruiting is the philosophy by which many departments "still cling to
tradition and oppose any change even in the face of increasingly complex

ni3

problems posed by & rapidly changing society. Municipal Police

Administrationl4 recommends that police vacancies be filled through active

recruiting efforts oun the part of the police department., This is in coun-
trast to the traditional lack of involvement on the part of police depart-

ments in on-going recruilting drives. While many departments do have

. 15
recruiting programs, such programs are often haphazard and poorly coordinated.

A major problem in recruiting qualified personnel involves the image
presented by a police department in its community. Few potential candidates
are aware of the actual duties of a police officer. 1In a day-to-day situa-
tion, the average person sees only the police officer writing a traffic
citation., The public is not aware of the challenges of the work and the
professional skills needed to perform these duties. Therefore, one aspect
of recruiting must involve the advertising of the desirability of becoming
a policeman, a move which requires the use of the public media and community

relations, a move to involve the citizens in law enforcement.

13Municipal Police Administration, International Management Associa-
tion, Washington, D. C., 1969, 6th Ed., p. 1.

Y1pid, p. 176.

15Task Force Report: The Police, op cit, p. 136.

A factor complicating the process of recruitment is the need to

involve the total community. If a public agency is to be truly repre-

sentative of the community, that agency must reflect the different groups

within the community. However, because special problems exist in parti-

cular areas of the cities--and within minority groups in particular--the

police force does not always enjoy a positive image in these areas, Major

problems confront the police officer in the inner city and similar areas.
He is feared and faced with widespread resentment and hostility,

""" 'One source of resentment is a lack of understanding between

citizens and police. Neither understands the other's problems. Drastic

differences in environment and culture only exaggerate these problems.16

Moreover, since few people from slum areas become police officers, the

misunderstandings among slum dwellers and the police are seldom, 1if ever,
resolved. Similarly, since many minority residents believe that a double

standard of law exists, the gap between police and residents is perpetuated.

Recruitment from any area of the community is low where hostility,

or open lack of confidence, exists. Such attitudes interfere with recruit-

ing in that no man wishes to occupy a position that does not command

respect from his friends and neighbors. It is ironic that the poor and

the members of minority groups fear and distrust police when they often

have the greatest need of their protection.

Two communities, Chicago, Illinois, and Covina, California, have

made attempts to improve their police forces. 1In Chicago steps are being

taken to validate the selection process for patrolmen. In Covina efforts

to sensitize the policeman on the beat to the conditions of the various

groups within the community are continuing.

161pid., p. 123.




A0 TR A A T R M T

B R b s

Entitled Psychological Assessment of Patrolmen Qualifications in

Relation to Field Performance/LEAA Project-046, the 1968 study of the

Chicago Police Department attempted to predict the patrolman's performance.

The goals of the study were two-fold., First, the study explores the devel-

opment of effective procedures and selection standards for patrolmen.
Second, the report seeks to identify distinctive patrolman types which
could not be accurately described by the term "average patrolman."

The investigation of both Black and White police officers used

specialized techniques in validating the tests. The results of the testing

concluded that "equitable and effective selection and placement are possi-
ble with multi-racial groups'" if specifically validated tests are inter-

preted by qualified personnel. Moreover, the study concludes that separate

validation for different: ethnic groups is necessary when selecting 'the
most suitable candidates from all races." Furthermore, '"each candidate,
regardless of race, or national origin, (would) be provided with an equal

opportunity to utilize his particular skills and abilities in achieving

occupational success,'

The report concludes that proper selection techniques do much to
alleviate hard feelings and disillusionment of both employee and employer.
Resentment, the result of being hired and then fired, can be virtually

eliminated if proper selection techniques are employed in the initial

screening process,

In the case of the other exception, Covina, California, the city
has experimented with attempts to sensitize police officers to the feelings
of the community and its various members. One aspect of the program in-
volved having police officers wearing 'down at the heels" clothing inhabit

the skidrow section of the city. They were then subject to the same

treatment which other inhabitants of the area received from fellow
officers. Similar projects involved groups such as the "Hell's Angels"
and various Hippie groups. The level of antagonism toward the police
decreased markedly with the involvement of such dissimilar and unlikely
groups within the law enforcement process.17 In a similar context, the
authoritarian image of the policeman in uniform has been softened in

other cities with the a@yeht of the police blazer.

In an attempt Fg measure present community involvement, one mem-
ber of this study sent letters to various police departments throughout
the United States. This letter inquired as to what methods the depart-
ments used to promote recruitment. Some of the information sought was:
the size of the department, methods of recruitment, change in recruitment
methods from five years &go, retention problems and what special efforts,
1f any, were made to recruit minorities for the force. Judging from the
replies, some departments have made no changes in recruitment methods with-
in recent years. Other departments have changed little. However, a sub-
stantial number of other departments replied that they now utilize the
mass media for recruitment purposes. Others indicated that officers
currently on the force played an active role in finding new candidates,

To encourage such activity, recruitment inéentives” including
time off and cash bonuses, are available to the policeman who is success-
ful in recruiting a new officer. Moreover, some cities replied that they
have placed increasing emphasis upon officer Participation in the selection
Process (i.e. would an officer want a certain applicant for a partner?).

In ge i j i
general, the entire projection of the police image is changing in many

areas of the country,

D

1 . :
7Ferguson, Creativity in Law Enforcement, 1970,
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On a local basis, the city of San Diego exhibits no exception to

the rule that comprehensive studies of police recruitment and retention

are generally lacking. However, there have been several recent studies

conducted in the area, independent of the city or the police department.

problems of Police Personnel Selection and Retention in

One such study,

the San Diego Police Department is the thesis study of James S. Galasso,

a member of that department. The study, completed in June, 1964, recom~

mends that the department eliminate certain civil service procedures,

end veteran's preference and re-evaluate the written civil service exam-

ination. The report also recommends psychiatric examinations for all

potential police officers.,

Another independently conducted study is The Police ard the

Community (1966). The study, presented to the President's Commission on

Law Enfortement and the Administration of Justice, indicates that on the

whole police training within the San Diego area "represents nothing of

an unusual nature." The report further states that there is a contrast

between community relations training offered to recruits +nd that avail-

able to in-service personnel. The main distinction is that the latter

are generally ignored with regard to this particular type of training.

Their main exposure results from bulletin board notices. In contrast,

the report noted that the department made an effort to arrange shifts to

allow for academic work at any of tie local colleges.

Veon Nyhus, a Captain in the San Diego Police Department, authored

peared in the July 1968 issue of Traffic Digest and

an article, which ap

Review, that dealt directly with the problem of recruitment in the San

Diego area. Captain Nyhus wrote about the experiences of a San Diego

-man recruiting team that visited various shopping centers,

Police two

11
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rt in the article to court minority member recruits
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process is sti i
11l much too rigid, favoring traditional concepts of a
z ceept~

ability. Th
y e process focuses upon what a police officer should be with
allowi indi | N
ng the individual the flexibility to develop into what‘a poli
ceman

) s

tincti
on of the difference between "should be' and "must be" is lack
acking,

As noted befo
re, not all attempts to reecruit personnel are success

Tribune (1-13-
( 71, p. 21), the Black police officer carries a triple burd
en‘

First, he
, 1s Black. Second, he is a cop. And third, he is regarded
£ as a

g

rit Yo
¥y group members has always plagued the San Diego Police Department

1 . : . 3

has appeared.

This st
study presents a two-part thesis in dealing with these prob

lems. First i
» the study will analyze the occupational expectations and
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include in t
he survey a group of police applicants and a group of fo
rmer
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employees of the San Diego Fire Department.

1n developing this study, this paper will present:
itment and

1. A review of cumulative knowledge of police recru

retention practices across the country. |
= tices
9. Past and current studies of recruitment and retention practl
. Pas
within the city of San Diego. .
] : e
3, An explanation of the methodoiogy employed in obtaining

information utilized in this survey.

I3 p y yp - n
) v b ]

luation.
order to clarify questioms of procedure or data eva

5. And, finally, the study will present the conclusions and the
* n ’ 3

recommendations which the data has provided.
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Chapter 2

CUMULATIVE KNOWLEDGE OF POLICE RECRUITMENT
AND RETENTION PRACTICES IN CITIES
ACROSS THE UNITED STATES

A REVIEW OF THE PUBLISHED LITERATURE

History indicates that American police departments have not been
recruiting the best men available, especially among Whites. Blacks have
had to be better than just average,lsas police departments could not take
a chance with "just an ordinary Black." The impression was that "this
one is different from the rest; he's a good one." Those few Blacks hired
were but a token effort to show some degree of impartial hiring practices,

With few exceptions, the men taking police examinations have not
been sought after. Those who applied did so on their own accord. Conse-
quently, those who have passed the tests and have been hired are not
necessarily the best available, but hopefully the best from the groups
applying. There remains a huge reservoir of eligible, good men who have
not been approached to enter police careers. This is a nation-wide
problem, not peculiar to any one part of the country.

The New York Times, around the turn of the century, had many

articles dealing with police. It was not unusual to read of an officer
being suspended for brutality, a citizen complaining about harsh treat-

ment, or an officer being suspended for taking bribes. The only favorable

18 ""Negro Police in Southern Cities," Public Management, April,

1946, Vol. 28:122,
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articles were about an act of heroism of an individual officer. These
articles contributed to the public belief that their police department
was not professional. In many instances these beliefs were well founded,

[t is interesting to note the police selection methods used at
the turn of the century. 1In those times getting the job depended upon
how much money was delivered to certain influential people.lg Usually,
those men who wanted to join the police force had failed to make good in
the industrial field and were trying this as a last ;esort?o When
appointed, this was the type of man who was the cause of much of the bad
reputation the police acquired.

Very little thought was given to hiring minorities for police work
from the turn of the century to near mid-century. An 1895 article in the

New York Times that depicts the typical plight of a Black man wanting to

be a policeman is produced here in its entirety:

A letter was received by the Police Commissiomer from E.A.
Turner, a negro, who wanted to know whether colored men had any
chance of being appointed on the force. Commissioner Grant asked
that the communication be referred to him. Mr. Graunt, after the
meeting sald, 'there is nothing in the law which prevents the
appointment of negroes on the police force. A committee of colored
men called on me in reference to the matter. T informed them that
negroes had the same privilege of applying for appointments as
White men. They would be required to pass the same exams to become
eligible. There is nothing at all to prevent their appointment.'
Mr. Grant was asked whether he thought colored men should be
appointed. 'If a negro gets on the list,' he said, 'and is in every
way the equal of the White man, I suppose he would have to take
his chances of being appointed., I would not advise a negro to seek
the place, as 1 do not believe it would be pleasant for him. I
would not favor a colored man because he was a colored man, '

19 (Untitled) New York Times, July 6, 1885, p. 2, column 3.

2OAugust Vollmer, "A Practical Method for Selecting Policemen,"
Journal of Criminal Law, criminology, and Police Science, February, 1921,
Vol, 11, p. 57L.

.

Presid ‘ ;
Pre Suggt ﬁoos?Xilt when seen said he had
ect, 1 I have to say i

s t
consider everyone, no matter whz it i:at;
3

no
0 views to express on
e continued, 'I shall
n merits alome.?2l

Th ‘
e underlying message is, of course, "don't apply becaus
use you
will ne
ver make 1t." That message lasted for about 50 years and had f
, ad few

exceptions,

In t
he meantime, the qualifications for Whites did not impr
From the i : L
political favors aud favors extended due to financial gift
sifits

g)l“ 3

>4 nn My d W -
3 t

anyone ou the i R
outside of the penitentiary who weighs enough and is not

. ] 3 + ||22
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other : it ‘
American citles had any better selection processes

In the ear
ly part of this century, articles appeared in various

g

0. W. Wilsen,24
y~ who were calling for better hiring practices. They wanted
a higher calibe ‘ .
iber of men in police work. They were calling for ade
| - adequate
training of
B police persounnel. In those days a man was handed a bad d
g adge an

in some cases told, "
y You know the ten
commandments, don't you? Well, if

and Associate Edi
. tor of
Police Science. i

21 » ;
(Untitled) New York Times, June 25, 1895, p. 9, Col. 5

22 :
Gunnar Myrdal, "An American Dilemma,'" (New York, Lond
; London:

and Bros Pub, 1944) p. 538, Harper

2354
gust Vollmer: One time Chief of Police in Berkeley
b

he Journal of Criminal Law, Galifornia,

Criminology, and

24Orlando W. Wilson:

0 +
and Chicago, Illinois, ne time Chief of Police of Wichita, Kansas
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you know the ten commandments, and you go out on your beat and you see

somebody violating oune of those ten commapdments, you can be pretty sure

he 1s violating some law,"25

Vollmer, Wilson and others called| for upgrading the selection

Wilson notes that as with a wife, selection is much more

important than training.26

processes.

The message repeived from reading the works of

these police reformers is that the men sellected from now on should be

physically, mentally, and morally sound. | They did, however, digagree at
$

times on such things as maximum age or jyst how to decide whether the man

was mentally and morally sound, Various aptitude tests were used like

the Army Alpha Examination, complimented}by the Otis Group Test, the

Turman Test, the O'Rourk Navy Test%7 or/the Partially Standardized Tests

!
for Patrolmen by the Bureau of Public Personnel Administration. This last
:

one, contended Vollmer, should not be used because a person with a morbid _
, o

cariosity in crime, or with a brief ét?dy beforehand, could pass it

i . - .
.
h . ¢

They alse urged that a man be!fit to withstanh the pressures of
j
enforcing the laws plus the other dem@nds of the job. Being able to know

!

jugh the cfforts of psychiatrist and

easily.28

beforehand about a man's fitness thig

——

However, they seemed to say that a man
would actually have to be givén a cﬂance out in the field to prove himself.

/
s
|
/

psychologists would be excellent.

25Nationa1 Commission of Law!/Observance and Enforcement (The Wickersham

Report), Chapter Three, "Personnel! - Selection' U. S. Government Printing
Ooffice, Washingtom, D. C., 1929, ﬁ. 66,

i
260r1ando W. Wilson, "Pickiﬁg and Training Police and Traffic Officers,"

The American City, May, 1930, p. p17.

27 i
/

Ibid., p. 116.

|
28August Vollmex, "A SuggeFted Method for Selection of Patrolmen,"
“public Manapement, Vol. 13, #3 (March, 1931), p. 106.

¥
!
H

/

e hsio s

s
e -

17

Thus, a probationar
y period resulted. Re '
. garding this probationa
.onary period

and the Chief's
authority to dismiss, J, Edgar Hoover, in 1932 stated

should not
not have to give a long list of reasons why he is dismissi
ng a

b

[& f

department and not the person.30

Voic
es could be heard calling for something more in a polic
e
officer than just she 3
s er strength, 1,32 but not
too many people in auth
O-

asked X
b? a judge why he had not recorded a license number of
a car

v‘
] i » .
b S}

don't AR
never (sic) carry a pencil in my pocket in my uniform, '3

In 1929, -
9, the National Commission on Law Observance and Enfo
inforce-

ment (or
( commonly known as the Wickersham Report) commented :

293, Edgar Hoover,

"Poli :
7 #1 (December | ice Problems," Saint John's Law Review,

Vol. 1932), p. 4s.

300r1ando W. Wi
Journal of Crim
(1952-53)

lson, "Problems in Police Pe

inal La $
p. 840. ¥, Criminology, and Police

rsonnel Administration.'
Science, Vol. 43 ’

31Donald C. Stone,

n .
Criminal Law, Criminalosy Police Recruitment and

2 and Police Science, Training," Journal of

Vol. 24 (1934), p. 996.

32
H. M. Niles, "The
, Mod
14 #3 (Aprii, 1935): o 310 ern Police System,' Orepon Law Review, Vol.
33
Baker Wai " .
(1931-32), alke, "Report om Police," Michigan Law Review, Vol. 30
? .
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tury the spoils of politics have found their "
1

For over half a cen
fit in the lucrative field of police personnel.

greatest source of pro

an must be mentally, morally, physically, and educationally
sound, for the dignity of the profession demands that a man possess
qualifications of a superior degree. Such qualifications can not be
obtained by the hit-or-miss methods of selection in vogue at the

present time.

Every m

1t is utterly impossible for men of average intelligence toO
become acquainted with all duties involved in police work in the
short span of a few years, iet alome the man of lesser intellect.
Little wonder that our policemen of today are looked upon with a
sneer. We can not, nor will we ever, have respect for a police
force in which the persomnel is stupid, dishonest, incapable, or
ipefficient. The great majority of police are mot suited ejther
by temperament, training, or education for their position.

jmination of the residence rules will at once offer

complete el
h of available timber.

a simple solution to the deart
s been waived more and

Fortunately, the residence requirement ha

more by many police departments SO that today, it is a rare requirement.

Nothing was mentioned by the Wickersham Report on Personnel

gelection about minority race officers.

In the mid 1940's, articles regarding the hiring of Black officers

began to appear. This period starts with a small but significant article

published in the March, 1944, edition of "Public Management" dealing with

Black police.38 The article appeared in response to the question of to

what extent did southern cities employ Black policé officers. The article

indicated that of the 18 cities of over 20,000 population, there were only

110 Black officers employed. Unfortunately, the early articles lacked

34National Commission of Law Observance and Enforcement (The
wickersham Report), Chapter Three, "Persomnel - Selection" U. S. Government

Printing Office, washington, D.C., 1929, p. 53.

351pid., p. 56. 361pid., p. 58. 371bid., p. 64.

38 ""Negro Police in Southern cities," Public Management, March;

1944, Vol. 26:79.

o
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complete information. Those cities mentioned ranged from having one t
| e to
twenty~four Black officers. St., Louls, Missouri, it says, had Black
policemen for 42 years. The other cities (in Texas--Galveston, Austin
Beaumont, Houston, and San Antonio; in North Carolina--Raleigh, Winsto;
Salem, Charlotte, and High Point; in Kentucky--Owensboro, Lexington, and
louisville; in Oklahoma~~Mdskogee and Tulsa; Daytona Beach, Floridat
Little Rock, Arkansas; Knoxville, Tennessee; and Macon, Georgia) ha;
Black officers, but they had been employed only recently

The record indicates that there were certain inconsistencies in
the treatment of White and Black officers in those early days For
example, in Charlotte, North Carolina, a White officer recei?ed $165 a

mOch, While a BlaCk Offlcer ha to Sett e or b L} In DaytO[la BeaC
: 2

Florida, and in other cities, for many years the Black officers were not
permitted to deal in any situation in which a White person was involved
even 1f it was in the Black section of town. o
At the request of the Little Rock, Arkansas, Urban League, eight
Black officers were hired after an incident where a Black Army sergeant
was shot by a White policeman who was later acquitted., Many people were

Officer?9

Gunnar M
yrdal stated, "The main reasons why negroes want to h
ave

negro officer i i

s appointed to police departments--besides the ordi

nary

group interes i

t of having more public jobs for themselves--are to h

ave a

39
"Ne . . .
gro Police in Southern Cities," Public Management, April
, April,

1946, Vol, 28:123,
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and to have an effective supervision of negro offenders against other

negroesﬁéo Also, it was reported that the use of Black police seems to

be a factor which lowered the crime rate in the negro communi.ty. They

can arrest offenders with less show of force, partly because they know

their way around the community, and partly because they are personally

respected.41 Times have changed since Myrdal's statement of the Black

of ficers being respected by the Black community. The problem has been

compounded by the majority of Rlacks labeling the Black policeman as an

Mmele Tom' or @ "gell out' to the White astablishment.

The message by Gunnar Myrdal was repeated in 1967 by no less an

authority than the Task Force Report: The Police, of the president's

Commission on Law Enforcement and Administration of Justice. The study

partments in all communities with a substantial
42

recommended that police de

minority population must vigorously recruit minority group officers.

The New York Police Department, in 1964, received a five-point

program from James Farmer, then National Director of the Congress of

Racial Equality (GORE), that included tncreased recruitment of personnel

from minority groups for the police force with the purpose of bettering

racial harmony in that city.43

40 Gunnar Myrdal, HAn Americar Dilemma," (New York, London: Harper

and Bros. Pub, 1944, p. 542.

41 1pid., p. 543

42president's Commission on Law Enforcement and the Administration
of Justice. nrask Force: The Police," U.S. Government Printing office,

washington, D. C., 1967, p. 167.

43 Arthur Niederhoffer, 1Rehind the Shield: The Police in Urban
gociety" (Anchor Books: Garden City, New York, 1967), Pp- 181,

Inab :
ook entitled, '"Black in Blue" the author, Nicholas Al
R ex,

y

Open 'l ]
g Up Obs tO 3.1 members Of the munity y but als a politi
j bo! ] b co Q Cal

necesgity for pacifyin
g the Negro communit
y and winning the s
upport of

its members. T iri
he hiring of Negroes for police work, and the appoint
ntment

of Negr
groes to higher command posts, is one way of achieving th
ese

reSults."44

Q

om-

conditions with res
pect to police person
nel must be met b
efore any depart-

ment can hope to do eff i
ective community relati
atious work One i
. is that there

ity and auth
ority. The other 1s that all officers be thoroughly
aware

of
, and trained in, community relations programs n45

the need for i
more minority race i
police officers R i
. ecruiting of these

for the pre~1944 period.

44,
ANlcholas Alex, '"Black i
R ck in Blue, A Study of the Negro Policeman,"
b

A - -
( ppleton Century Crofts: New York, 1969) P 27
3 . .

45
“\e Ch i ]

PLeSidenL‘
S Comissi
on on Law Enforcement and Administration 0f Just'
ice

(U. 8. Gover

. nme inti i
p. 101, nt Printing Office, Washington, D. C.), February, 1967
2, , ,




Chapter 3

CUMULATIVE KNOWLEDGE OF POLICE RECRUITMENT AND RETENTION PRACTICES
IN A PARTICULAR CITY: SAN DIEGO

A REVIEW OF THE PUBLISHED PROFESSIONAL LITERATURE

In order to adequately assess minority recruitment, we must con-
sider the environment of the agency involved, the racial and ethnic
make~-up of the community, the personnel needs of the Police Department,
and the relation of these factors to the law enforcement function. In
this chaptg;, we will present data on the racial distributions of both
the populétion of San Diego and the personnel of the San Diego Police
Department. Moreover, we will examine the growth of the city and the
Department, as well as present data on the San Diego Fire Department.
The latter agency was selected as a "control' because of the similarity
of applicant qualifications to those of the Police Department. Although
racial data is less adequate than we would like, we have included what
little information that could be obtained on the racial distributions of
the other selected cities and their police departments. Finally, we will
explore the needs for and the aspects of the various means to\increase

the numbers of minority-group officers in the San Diego Police Department.

Increase of Minority-Group Populations in San Diego

While it is generally agreed that there has been some growth in
the minority-group proportions of the San Diego population, accurate data
oun this growth has been difficult to acquire, Some recent estimates for

1970 indicate that about 117% of the city population is Browm
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go 1s not primarily an industrial 7
Although racial and ethnic identific

emp Loyment. since World War II, San Die
ations are even more difficult

nsus figures of 696,769 for 1970 and of 573,224 for

city. Using the ce to establish
establish £
OF past years, the Department has been almost entirely Wh
rely White

the above estimate for the Black popula-
for most of its history.

1960 for the total populatiom,
The first Brown officer was hired in the early

Blacks constituted only 6% in 1960 and 7.6% in 1900
$. The first Black officer was hired in 1937

tion would indicate that
In the past decade or

Neentral cilty" district as do many other

1970, While San Diego has mo so the b
num {
er of minority-group officers has grown, but with defini
efinite

nplack neighborhood'. Thus, while central
variations in this trend.

major cities, it does have a
D (]
uring this survey, the San Diego City Givil

ack ghetto, there is no reasom to .
Service Commission was able to

gan Diego is not likely to become a Bl
supply only five Brown and four Black

acks will not coustitute an ever increasing portion of
applicants for the Police Department

believe that Bl
Since the time of this survey, there

the population in the future. has be 1
as been a large increase in the
Table 1 As of 1 number of police applications submitted
s of April 17, 1971, there w -
ere 1
roputation Growth of the CLty ¢ San Diego with € ;000 applications on file for approxi-
Proportions of Some Minority Groups mately 20 existing Patrolman vacancies.4® of
for Selected Years proporti ' Of these 1,000 applicants, the
rtions of minority-
: group members
dhite o lioacs ers are unknown. Whether or not these
and pplications will raise the total for this ve
: Other Brovm Black calend year is not known. Tor the
Year Population % i % i 7 alendar year 1967, there were 3,201 applicants, of wh
, » of whom only 8.7% were
1950 134,387 837, 20,000 6.7 14,904 .57 hired. Variations in the trend of increasing mi
inority-group employment
1960 573,224 827 38,043 6.6% 34,435 6.0% have been due more to large losses than to spectacul
ctacular gains. For
1970 696,769 817, 70,000 9 to 11% 52,961 7.6% example, between January 1 and August 1, 1969, eigh
* ’ e t B £
voluntarily et the Department | » elg lack officers
Souree: Misner-Lohman, p. 5; US Census Data; & Estimates based on A4 gy + (This reduced their nunbers from 25 to
igures i .
gures on minority terminations (which are typically vol
' voluntary

Increase of Minority Groups in the San Diego Police Department
During the time of this study we were able to discover only one 1968 1969 1970
; Browns: 9
zrown holding the rank of Lieutenant (no Blacks at this rank), three 2 0
Blacks: 2 8
2

Brown Sergeants, one Black Sergeant, and one Black Community Relatiouns

Officer (whose salary is equivalent to that of a Sergeant). The Depart- 468
an Diego Union, April 17, 1971, Sec. B, p. 4
. b * .

mbers were 26 Brown and 17 Black 47SUnday t the Park
£ Park, Citizens

ment's total numbers of minority-group me
Interracial Council Report, August
3

1969, p. 58.

officers. Of these two groups, 29 Browns and 15 Blacks held the rank of

Patrolman.
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The San Diego Police Department has grown to a budgeted strength

of 1,131 employees, of which about 936 are "sworn" (or uniformed) officer

positions, Thus, from our survey, of the 936 available sworn positions,

about 2,8% were held by Brown officers, and about 1.8% by Black officers.
If it is reasonable to assume that, in the long run, the proportions of

minority-group employees should correspond to their respective proportions

of the local population, the above figures are quite striking. The actual

proportions of minority-group police officers are only a fractioun of what

would be expected from our assumption. The comparison is illustrated

below:
% of City "7 of P, D. % of "Parity" (Equivalence
Population Officers of officers to population)
Comprised by (N=)
Browns 11% (26) 2.8% 257,
Blacks: 7.6% (17) 1.8% 249,

The above figures demonstrate that we presently find only one-

fourth of the numbers of Browns and Blacks that we would expect to find

based upon our assumption. 1If there were an equivalence between minority

proportions on the population and minority representation in the Depart-
ment, we would expect to find about 103 Browns and 71 Blacks.l‘8

48l‘hroughOut our discussion here, we are primarily concerned with
We have not studied civilian

minority-group members in sworn positions.
positions in the Department, which are primarily clerical jobs. While it
is equally justifiable to expect equal-opportunity employment to produce
racial or ethnic "parity" in these civilian jobs, the emphasis of this
study has been upon sworn positions because of their direct involvement
in public, police functions. A chief criticism of the police by minority
groups has been that White officers are generally less able to respond
appropriately in their contacts with minorities. This criticism may be
ameliorated somewhat if the Department demonstrates a desire to utilize
more minority officers, and, in so doing, can provide better performance

in contacts with minority persons.

27

A

Absolute Grow;h of the San Diego Police Department

Table 2

San Diego Police Departmen
‘ e t Employees, 1956~
(Including Minority-Group Officers for Seltheé Yeggs7ivailable)

Year Sworn + Civilians = Total Brown Black
oy VI

1955-1?56 517 79 596

1956-1957 552 81 633

1957-1958 602 95 697

1958-1959 619 115 734

1959-1960 636 123 759

1960-1961 655 128 783

1961-1962 662 129 798

1962-1963 691 129 820

1963-1964 704 129 833

1964-1965 718 131 849

1965-1966 748 134 882 20-3%

1966-1967 776 142 918 |

1967-1968 828 156 984

1968-1969 864 165 1,029 25-3% 25-3%

1969-1970 929 197 1,126 31-3.3% 24-2,58%

1970-1971 936 195 1,131 26-2.8% 17-1.8%

1971-1972 995 211 1,206 -
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With some interruptions and reversals, a trend of steady growth

is apparent in the data of Table 2. While the data is very limited, the

aumbers of Black and Brown police officers have remained quite low, and
their percentage representation has varied only two and three percent.
These limited data do mot provide any basis whatsoever even for specula-
tion about possible explanations of the low numbers of minority persons.
We cannot attempt at this point to explain why these figures are low, but
only note that they are low.

To put these figures in an operating perapective, we will first
point out that the San Diego Police Department has not lacked innovative

ideas., 1In 1960-61, the then City Manager proposed integrating the manpower

of the police and fire dcpurtments.49 In 1959, a "Police Cadet" program
was announced for the purpose of hirimg youths between the ages of 17 and

19 to .train for advancement to patrolmen at age 21. Within the Depart-

ment itself, a number of officers have been involved with, or directly
responsible for various studies of problems of recruitment, screening,
up-grading, education and training.SO Overall, however, the recruitment

of minority-group members does not appear to have been regarded by the

Department as a major 'problem'.

49Bean & McCalla, 'Waste in the Fire House'', Public Management,
Octaber, 1961, p. 218.

SO0ye are especially indebted to Lt. John McQueeney of the San Diego
Police Department for materials supplied from some of his own research in
emp loyee turnover.

29
The 1968 artic%“ by Captain Veon NyhusSIprovides some illustration
of active recruitment efforts, Beginning in May, 1968, a "two-man recruit-
ing team" was organized, and sent to various shopping centers and college
campuses in the San Diego area. This team provided information to any
interested persons, interviewed pProspective applicants, and signed up
individuals to take the civil service examination for patrolman. These
functions were conducted at a "display booth" which included police |
equipment, vehicles, graphic displays, and "athletic trophies and plaques
won by members of the San Diego Police Department in various competitive
sporting events.'" The "recruiting team! concept was developed after adg
in local newspapers had failed to satisfy manpower needs, and the use of

an inter-state " "
traveling" recruitment team had proven too custly besides

producing negligible results. While this article reports that large num

? o g

is no ind i ‘
lcation of the numbers of such persons who were minority-group
members
y nor, indeed, that any persons thus recruited were of a minority
rdce ¢ '
r ethnic group. The only comment found in this connection was:

11
Qur De
partment has made a special effort to recruit Negroes and members

of ot
her minority groups." No further elaboration is made as to what
that "
special effort" entailed. The general presentation of this article
indicates a "public relations" orientation: "The recruiting team is 1
1s 1in

Department a " ‘
s a "good place to work', What is lacking is any express

state
ment that it would be a good place for Blacks and Browns to work

51,
Nyhus, "A Report: Police
: Recrui ti
Digest, Northwestern University, July,l%g?gp;? Si“{on"eg°"’ Iraffic
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While the Department claims to have made a "gpecial effprt” in this respect,

there is mothing to indicate that Blacks or Browns recognized it or res-

ponded to it. We do not find in this article any statement that the

Department has announced (or even implied) that it has need of, or wants,

more minority officers.

In all fairness to the San Diego Police Department, it should be

recognized that in the larger community of law enforcement agencies, it has

been likened to an emp Loyment nigland"”. An carlier study noted that in

1966, "of the more than 1,600 police officers employed in the county, the

only Negro officers found in the county were members of the San Diego

Police Department.”s2 whether thexe has been overt discrimination in these

other police agencies is not known. LOWever, considering the small numbers

of employees in such agencies, the hiring of only a few minority-group

officérs would allow them to quickly surpass the San Diego Police Depart-

ment on a Eercentage basis.

Comgarison with San Diego Fire Degartment

For comparative purposes with a local organization, We have also

justification for

surveyed members of the San Diego Fire Department. Qur

this has been that the qualifications for firemen and policemen, (education,

physical standards, etc.) are basically the same. Both Departments are

governed by the same civil Service structure.

Among the current members of the San Diego Fire Department, there

were, at the time of our study, 15 Brown emp loyees and 18 Black employees

out of a 657-man department, and represent 2.3% and 2.7%, respectively.53

2
> The Police and the Community, Mismer and Lobman, UC Berkeley School

of Criminology, 1966, p. 156.
ear Bock, 1969, PP- 280-2, Uniformed fire depar tment

> Municipal Y
employees totaled 556 as of October 1, 1968.

for Fire Enginee
r, there were three Brown and six Black; th
; the remainder held

the rank of Fir
eman, and included eight Browns and seven Black
acks. Thus,

while both Depart
partments appear to attract and employ minorit
y-group persons

in approximatel
vy the same proportions, the Fire Department exh
nt exhibits a

better record of promotions

Comparison with Other Cities

’

ing a major U, S. ci i
city. During the 1960s, it moved from a popul
pulation

racial distrib
utions with those in other cities and their police d
ce depart~

ments. However, we h
s ave encountered serious difficulty in obtal i‘
aining such

ethnic group of i
police officers has
not been included in i
in items reported

to official s
ources or agencies. As the civil rights mowv
ement shifted

its att
o ention from educational opportunities to employment opportunitie
a dre developed simultaneously, the need to determine racial distrib .
n .
legal proscriptions against maintaining‘records of an employee' o
or ethnic o
o iden:ity. Whereas formerly it was not considered important to
racial distribution of employees, it is nowvboth i
both important and

more difficul
t (and in some cases illegal) to keep such r d
ecords. In

Table 3, w
, we have attem
pted to bring to
gether data on raci
al proportions

ve

different
sources i
involved, there are some problems in defini
} initions which

e t
a . r X F)

ood
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- We have been unable to

2
for 1954 involves WNegroes'' and npolice forces'.
X iform ficers, OTr

nether '‘police force" refers only to uniformed offi )
e whethe
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Table 3

Racial Distributions in Selected Cities and Police Departments

(Blacks only for 1954, 1965-66, & 1971)

1971

1965-66

1954

%

Police
Force

%

Police
Force

%

Police
Force

Parity

Black

Ly

.
1

Black

Parity

Black

City

Par

5.2

33

2.9

8.7

Los Angeles

48

63 21 33 75. .

10.8 31

35.

Washington, D. C.

21

34

4.3 26

16.2

Cleveland

2.3

0.6

3.4

Milwaukee

18

4.8

14 43

0.3

5.6

San Francisco

23

1.8

7.6

(2) 1)

(6.5)

{5

San Diego (est.)

49

3.4

7.0

San Antonio

2.1

18

11

Boston

13

38

Memphis

30

11

28

5.0

17.9

Louis

St.

6.1

10

41

New Orleans

L
w

(1954) William M. Kephart, "The Integration of Negroes into the Urbam Police Force', Jourmal of

.
-

Sources

of the National Advisory

Criminal Law, V. 45, 1954, selected from "Table 1", p. 329; (1965-66) Repor

Commission on Civil-Disorders, (Kerner Commission), 1968, Chapter 11, "The Police and the Community',

tes for San Diego

ima

(1971) New York Times, January 25, 1971; plus est

.
3

selected from "Table A", pp. 321-2

ticular years.

in par
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In the above data, the figures of paramount importance are the

percentages of ''parity". These indicate how the racial balance of each

police department compares with the racial distribution of the city.
(Note: A parity figure of 100% would signify a "perfect'" correspondence
between the racial distributions of the department and the city popula-
tion.) Over the years (and for the cities reported), the parity figures
have ranged from a low of 5% (San Francisco, 1954) to a high of 49%
(San Antonio, 1954). The case of Washington, D, C., for which data is

available for all three periods, is remarkable. 1In the face of a city

population which is rapidly becoming "Black', the police department has

continuously increased its parity figures. We suspect that, while in

some of these cities the Black population may have not increased radically,
in virtually all cities the Black proportion of the population has con-

tinued to grow. It would be highly unlikely to discover the Black popu-

1a;ion diminishing proportionally in any of these cities. 1In spite of
this assumption, we find that San Francisco's police force, after a
dramatic increase from 0.3% Black in 1954 to 6% Black in 1965-66, subse-
quently declined to 4.8% Black im 1971, Further, (against the assumption

of increasing growth in Black populations) San Diego, Boston,  and New

Orleans have shown little change in the proportion of Blacks in their

police departments.

Among the cities of Table 3, San Diego is seen to have one of the
lowest proportions of Black officers in its police department. This is
apparently due to San Diego's having the smallest proportional Black
population. On the other hand, San Diego's 'parity" figures tend to fall
about the mid-rangé for the police departments listed. This should not
bé taken as necessarily a good sign, as in no case has any police depart-

ment attained a parity figure of even 50%. Thus, even if the number of

35

+

?

tical inclination toward such growth

I1f San Di
1ego is to move toward parity, what then are the quanti

. .

Present numbers of minorit i
y officers standin
g at 26 Browns and 17
Blacks,

.

racial parity over a i
period of a year or two i
«+ This would be accom
plished

g

Department '
Nt's racial make-up, Ag noted previously, in 1969 ther
€ were at

at ear was alSO 150’ BIOW[I OfflceIS COI’lStltUtEd 103/0 a[).d

Black officers 5.3% of this loss,

ruggle,) However,

a , .
ré replaced mainly by min rity-group members, the
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Chapter &
SURVEY ANALYSIS

A. SURVEY PREPARATION

In the face of spiraling crime rates, increasing drug abuse, and

ghetto and campus violence, it is becoming jncreasingly difficult to

obtain qualified manpower for police departments. 1E is particularly

difficult to recruit members of racial and ethnic minorities. Police

recruitment lags even when unemployment rates are high. The nature of

police work has changed and has become moreé comp lex, requiring a different

kind of officer with substantial training. This fact has also added to

recruitment difficulties.

There is widespread belief that more members of minority races

should be hired in every sector of public and private employment. For

too long minorities have been discriminated against in government hiring

practices. Even where rules OT 1aws are laid down against discrimination,

unwritten mores OT social pressures often find a way to circumvent the
law.

The police are a special group which frequently make enemies

merely by doing their job correctly. Since most policemen are White and

they are involved many times in minority areas, they frequently develop

a White Vs. minority situation. Common sense would indicate that more

minority group members should be hired, not only for the "let them take

care of their own'' concept, but to provide more jobs for a group of human

beings with a seemingly perpetually high unemp loyment rate.

h, l 3 ] ] 1 . ]
y < P ? w y y i S D g p

(where it is against the law to discriminate against a person because of
his race, color, or creed) are there so few policemen of the minority
races? In a city where there are 53,000 Blacks and where the city is so
close to Mexico, one would expect that there would be more than just a

r p

soug 0 n ut. M 3 n F 1 ) 3 1 e was I } ne T n

3 g ’ g

C U y ‘ v - p p [

the minority offic
ers were patrolmen. Pe
. rhaps this situati
on stares them

in the face and they want more of a future

how they feel
y . Whether their feelings are ObjeCtiVGl)’ wrong ('lCCOI‘diI’l
< g

To be specifi ir i
P 1Cy their feellngs on recruitment, retention, and
3

also with i
applicants for the police department. Realizing that th
e

qualificati
ions, mentally and physically, for firemen are very cl
ose to

policemen, t i
y» the firemen were chosen as a comparable group. Th
. e same types
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Were his reasons based on racial issues, economics, social pressures, or
something very personal in nature?

Following a meeting in late August, 1970, with Assistant City
Manager of San Diego Meno Wilhelms, Assistant to the City Manager Kimball
Moore, and Personnel Director A. A, Bigge, the study was undertakett.

In preparation for this survey, the following public officials
were consulted from ¢ime to time for advice on question gelection and for
background information on both departments:

A, A. Bigge Director, San Diego ity Personnel,
October and November, 1970

Captain 0. W. Burkett San Diego Police, Personnel, November,
1970

Director of Urban Observatory of San
Diego, September, 1970

L. E. Earnest

San Diego City Personnel, September and
October, 1970

Kenneth Goodman

James . Grove Administrative Analyst, San Diego Fire
Department, November and December, 1970
chief of Police, San piego (then Assistant
Chief) August and September, 1970

R. L. Hoobler

gan Diego Police, Personnel, November,
1970

Captain D. A. Lamotte

San Diego City Personnel, September and
October, 1970

Richard Maben

San Diego Police, Training Division,

Lt. John McQueeney
November and December, 1970

San Diego City pPersonnel, December, 1970,
and January, 1971

Nancy Acevedo

San Diego Police, Training Division,

Captain Donald Reierson
November and December, 1970

San Diego Fire Department, Assistant Fire
Chief

chief Laurence Sheehan

i
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Finally, by using a table of random numbers, we selected a repre-

sentative sample of Black and Brown policemen and firemen which equaled

31% of their populations in each department. {See the Research Desi
¢ sign

in the Appendix) We believe that the sample was large enough to allow

us to generalize with reasonable assurance about the feelings and beliefs

of th
e group. Our questionnaire was then administered to all the sample

members at thelr homes where they could speak with a greater feeling of

privacy. A dozen such randomly selected respondents had to be replaced

with others similarly chosen mainly because they said that they feared
reprisals by their departments if any information given by them to the

regsearch team fell into the hands of their superiors
B. SURVEY RESULTS

The research team tabulated and analyzed the results for each

it i i
em of each questionnaire. The following analysis consists of three

segments ‘
gm (1) an examination of the respondent's background character-

L

ment and nti
retention of minority-group personnel by both departments, and
(3) as ; indi ,
ummary of the findings. (The Appendix contains a copy of the

questionnaire)

Ba isti
ckground Characteristics of the Respondents (and Population)

Th i ‘
e first three background variables reflect the dimensions of the

sa
mple group and, therefore, of the population:

1. D .
epartmenﬁ, 0 2. Race: 3. Employment S
Fire 11 fg By # % é t;tus:%
Police 22 67 own 16 48 Ex-police 5 1

Black 17 52 Incumbents 22 67

Applicants 6 18

Total: Y
33 100% 33 100% 33 100%

,____________...........-.lllllllllllIllIIIIlllIIllllllllllIIIIIIIIlIIlIllIllllllllllllllllll-ll---------L_A,
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gtratifying by department and by employment status, we obtain

four sub-samples, each of which may be divided racially into Black and

Brown. (See Table 4)

Table 4
Respondents gtratified by Department, Race, &nd Employment Status

Fire Department
Black Brown Total

Police Department

) it Status : '
fmploymen Black Brown Total

Applicants | 1 5 6
6 5 11
Incumbents 5 6 11
Ex=police 5 0 5
Total 11 11 22 6 5 11

A fourth background variable is the previous occupations of the
respondents. Among incumbenit policemen there were three occupational
arcas indicated. Current police officers most frequently had been engaged
in military service; next was manual labor (including skilled); and one
regpondent had been engaged in sales work prior to joining the force.

In contrast, the incumbent firemen most frequently had been engaged in

manual labor and civil service jobs. Of the former policemen, the majority

i i ivil service
went into some field of private business, while one went to a civil

. . i cants
position, and ome became a student. The occupations of police applican
b ]

were widely dispersed, although two (of the six contacted) are currently

i i i . There were no signifi-
employed in manual or skilled laboring occupations

cant occupational differences between the Blacks and Browns.

Approximately 90% of the police incumbents were recruited from
the military and from ''blue collar'" employment. This indicates that
minority officers are most likely to be recruited from occupatiomal fields

in which minorities are heavily represented. Although a majority of the
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firemen were recruited from "blue collar" jobs, about one-third had pre-

viously held civil service jobs. This contrasts with police, none of

whom came from another civil service position, although one ex-officer

is now employed in such a job., These data reflect the difficult competi-

tive position of the police department in recruiting minority persoms.
Few of these persons whose job prospects are better than a skilled labor
job appear to be interested in becoming policemen.
A fifth background variable focuses on rank. The ranks of our
incumbent (and ex-police) officers range from patrolman to lieutenant.
The ranks of incumbent firemen extend to include four fire captains,
Qur data here are reflective of the higher promotional opportunity
afforded by the fire department. If the numbers of firemen and engineers
are combined and compared with police patrolmen, we Find that almost two-
thirds of minority fire employees hold these lower ranks while about

three~fourths of minority policemen are patrolmen. 1In terms of increases

in salary, promotional opportunities appear greater in the fire department.
Finally, the finding of only one minority person at the rank of police
lieutenant does not compare favorably with the four minority fire captains.

A sixth background variable is the duration of the incumbent's

employment. The years of service for incumbents (both firemen and police=
men) is as follows: VYears Frequency
21-25 4
16-20 3
11-15 5
6-10 3
1-5 7
Total 22

Mean=11.4 years

In addition, the years of service for the former police officers ranged

from one to eleven. Former minority police officers generally appear to

have quit with three years or less of service. About one-third of the
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incumbents {nterviewed had less than five years service. This group is

1ikely to still he vulnerable to a high rate of loss. The first few

years may provide a period of Mgorting out' and getting adjusted to the

new job to decide if one likes it.

A seventh background variable focuses on the age of the regpond~-

ents. The age distribution of the sample groups is shown in Ltem #11 of

the Questionnaire in the Appendix. An analysis of the data reveals the

following: The averageé age for all respondeats 18 34 .4 years. For the

police (including applicants, incumbents, and ex-officers) the mean age

is 31.8 years, compared with 39,6 years for Liremen. The average for

Blacks and Browns does not vary significantly from the average for the

entire sample.

An eighth and final background variable centers on the extent of

the respondent‘s formal education. The average number of years of educa-

tion Ls 13.6, with no sigaificunt differences between departments OY

races. While nearly three-quarters of the sample group have some eollege,

ouly neven (21%) have two=year associate degrees, and none has & bachelor's

degree. g1lightly over one-fourth of the total sample group have only a

high school education ot G.E.D. equivalent. Wwith only one respondent

having earned a Police Science Degree, it would appear that whatever

incentives have been offered by the Police Department have had little

effect on our minority respondents. At the same time, OUT police respond-

ents as a group have been otherwise motivated to obtain some higher
education.
Now, let us turm to a question-by-question analysis of the

responses for the interviewees.
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Minority-Group Recruiltment atd Retention Attitud
as

‘h .

department rath
er than a
nother. The various responses have been ct
et character-

o *
b} ) r n

Only three responde
nts gave practical
al reasons, with one listing "
g "secucity"

a d two li ti g " "
Ti ] -,tLGr Orki g " (
o . NOU.. Of th(} r 3
n b(i W n h()\“g e - P 7]

tioned pay, retirement plans, insurance, or other civil service benefi
Four respondents indicated no preference, while six policemen said thits.)
n £ .
éad’ no desire to be a fireman, and three firemen said they had '"no doziro
tz be a policeman'". Thus, this question elicited answers, less than ;07
of which referred to practical or economic factors in choosing bet |
. g between the
f These responses are significant in their emphasis upon '"personal"
actors, i.e., subjective feelings about law enforcement and the nature of
police work., Thus, while current police officers (through the Saﬁ Di;go

Police Office iatio
rs Association) may exhibit great concern about salari
aries,

i n 3 3

importance i
] n i
the decision of an individual to apply to the dep
From this it £ o
o
llows that a recruitment campaign should emphasize and
concentrate on | n
law enforcement as a job (or career), and make minimal
) | , minima
ference to salaries and fringe benefits
The second i ‘
question focused on three matters: whether appli
intended to remai o
n in their respecti
ve departments fo
) r at least two year
5,

why incumbent
s have remained in .
their respective d
epartments, and wh
Y

-
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respondents were incumbents or former employees, omne mugt center attention

on the last two matters. Most {ncumbents in both departments contend that

they have remained in their respective organizations because of job satis-

faction. By contrast, the former employees cited several reasons for

their departures: racial discrimination in their daily work, alienation

from their work, and a belief that, as minority-group members, they would

be denied promotional opportunities in their organizations. The last rea-

son was the one most frequently ¢cited by former cmployees.

The third question asked whether personal or economic factors were

more important in deciding to join or mot join the department. The res-

pondents, as a single group, showed a less pronounced emphasis on personal,

non-economic factors than they had in responding to question one, above.

Although the number citing personal factors increased to three-fifths,

two-fifths checked economic factors. However, in dividing the responses of

police from firemen, we find the response distributions of the two groups

to have an inverse relationship. That is, each group divided three-fourths

to one-fourth between the personal and economic factors, but with firemen

favoring economic benefits and police favoring personal satisfaction,

(Blacks divided almost evenly, while Browns favor personal factors over

economic Factors by a two-to-one vatio)

These respenses reinforce our earlier conclusion that recruitment

programs
The fourth juestion centered on the qualities which the respond-

ents viewed as necessary for success in their job, were collapsed into

four categories. The most frequently cited category was "personal

should emphasize the nature of the job over its economic benefits.

o o

| i A ) | . :
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qualifications" (such as
integrity, 1o
yalty, maturity, 1
» logic, open-

i
i
|
1
!

mindedness, abilit
y to communicate, ¢t
» tolerance, etc.) wi
-) with 16 respondents

(almost half
) glving answers in this category. The next most f
requent

group of res --
ponses--eight~-were thoge labeled interpersonal qualiti
es,

3 .

Distinct differ
ferences, again, are found between police and fi
iremen,

social qualities" we fi
ind that over four-fifths of the police gave th
ese

g r

These differen
ces could be anticipated if one considers the i
variegated

) . g g

.

Our police res
pondents here provide i
us with some implicit
recognition of

. i
the "social work" aspect of police dutieg

The fifth
question asked the respondents to rank several
‘a2l sources

of information which
might have helped
persuade them to join thei
eir depart-

U f

>

showed the
general lack of media ad ]
11 vertising done by eith
er department.

advice of frie
nds and relatives i
n making their decisi
1on to join their

department i
< Since the Polic
e Department has
not used much medi
a adver-

’ g

might produce i
- It is clear, however, that the reputation of the De
e part-

ment in the co i
mmunity, and among family and friends, will be very i
2 mport-~

u
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the police reputation is more likely to be based upon their performance
in minority neighborhocds, and upon their contacts with minority persons

generally. It is unlikely that media publicity can alter the department's

"image" in the face of contradictory personal experiences of minority

persons. However, publicity can inform the minority community of the

department's need for more Black and Brown officers, and encourage appli-
cations from those who are already inclined and interested in police work.
The sixth question asked whether the respondent felt that his job

had turned out (or would turn out) according to his original expectatioms.

Some respondents gave an unqualified yes or no, while others gave specific

reasons for their answer. In our over-all sample of 33, the distribution

was 707 yes; 307 no. When the firemen were isolated from police, we find

that all of the former answered yes, with a Ffourth qualifying their answer

with, exceptions. All 'no'" answers were given by police, with the distri-

bution of this group being 55% yes, and 457 no. With a racial division,

we find that Blacks answered "no' twice as fr quently as Browns. (It

should also be noted that all four "no" answers which cited "racism" came

from Black police)
Item #6 provides us with much more information upon division of

the police group into applicants, incumbents, and ex-officers. While we

would expect ex-police to answer 'no", and applicants to probably answer
"yes", thus tending to '"cancel" each other, there were a total of ten

"noes" from the police. Thus, ex-officers cannot account for all such

answers. Within the police sub-groups, a further breakdown of the reg-
ponses by race should also be illuminating. From the appearance of
current data, we suspect that Black police will prove to be much more

critical of the department than Browns. This may be due to a number of

reasons, (e.g., less actual racism toward Browns; lower level of "perceived"
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facism; low degree of "eth
nic identity" amo
ng Browns; etc ) Ho
. wever,

these explanations are
» at this point
» MO more than speculaty
on. More

firmly grounded discussion must await more detailed stud
udy,

stood to gain b
g Yy hiring hin, Fully three-fifthg gave a nominal
respounse

"a token Black"
s and 15% Said "a bi 1.
- llngual employee' (Not:
. te; When we

Su r

d Blacks and
Browns for the frequency of their cynical responses (
s (e.g.,

"token Black'
» ete.), Conversel
¥, the nominal rag
ponses of "good em '
ployee"

g

negative response),

if any, could (or did) cause tt

responses are shown below:

Reasons q Yy
Frequenc
;. ;f gnable to perform well on job

3. Fac'lsm (re pPromotion, assignments) :
4: B:?zly welfare (more time home) ;
. er all-around conditions (ch j A
. ealth ree Job) ;
6. None )
7. Not applicable :
1
Total 33

» we found that over

one-fourth of the
respondents could not th
ink of any conditi
ons or situg-

would quit if
it became apparent that racism was being practiced i
ice n regard
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to promotions and duty assignments. (Note that they did not mention
racism as gimple slurs OT racial nepiction with other officers). Another

one~fourth said they would leave if they could obtain better all-around

working conditions. (Note: It would be helpful to know 1f these men
would 1look for better conditions with another police agency such as the
California Highway patrol or if they are also keeping up with developments

in other fields of employment.)

We may collapse these categories further, with the following

results?

overall Police
Reasons Frequency Frequency
Family welfare/better job--working conditions 10 30% 7 32%
Noue 9 27 6 27
Racism 8 24 8 36
Personal job performance/health 5 15 1 5
Not applicable 1 3 -
Total 33 997, 22 1007

Approx.

The fact that the most frequent responses included considerations
of family welfare and working conditions with a view toward improvement

in these factors indicate that these respondents are at least cognizant

that they have hazardous jobs which are often thankless and frequently

work a hardship on their families. 1t is likely that those who cited

racism as a factor are no less aware of the nature of the job and its
effects on family life. Tt would appear that we have a relatively large
percentage of respondents who are ''on the edge''. That is, 1f (1) the

economy improves and better jobs become available, or (2) family pressure

{ncreases, Or (3) some incident of racism occurs in their duty assignment,

many of these men are 1ikely to quit.

tatmricer

Y

The response i ’
s citing job performance and health sound 1ik
e:r "
would quit only under unforseeable circumstances." I
s,

This is similar to

specific reasons
under consideration, and also combine t}
he remaining

categories into a
general one. This produces the following distrib
stribution:

Ceasons Overall Pol
Freq. % Frez?e gept- gire =
Specific Reasons Cousidered 18 55 -
15, 6 y
General Reasons: None, or 8 3 ’
Nominal/Conventional Reasons 15 45
b 7 32 8
) 73
Total
33 100% 22 100% 11 100%

quitting when asked this question

3
g
& S

L

these two sub~-
samples reveals that over two-thirds of th
e police have

firemen suppl i
pply little evidence of having considered thi
S matter.

L

officers
can be tak
en for granted as having given specifi
ic reasons i
n

answer to this i
question. However, this still leaves a gro £1
up o 7 offi-
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The ninth question, consisting of six parts, asked the respondents

to rate items of the application procedure and probationary emp loyment.

in your view, are the following aspects of

The specific question was:

the recruitment system in your pepartment fair to minority-group appli-

the typical regponse was the various

cants?'! For all of the above items,

However, the items recelving the most

requirements were generally fair.
fayorable ratings were the physical requirements and the academy training

period. Some of the more problematic aspects of the induction process

(written exam, interview, and probationary period) were rated less favor-

w was rated as "Very unfair' by a small number of

ably. The oral intervie

' by more than one-fifth. The

the respondents, and 'Generally unfair'

written exam was rated ngenerally unfair' by almost one-fifth of the

respondents. Finally, the probationary period was rated ''Very unfair' by

over one-tenth, and "Generally unfair" by a small minority. The three

aspects are probably perceived as more problematic for minority persons
because of educational disadvantages which may make it more difficult for

them to express themse lves orally, achieve an adequate'’ test performance,
and to perform satisfactorily for their gsuperiors while on the job. These
are also the areas in which they may perceive racism, Or may feel that they
are expected to perform at a higher 1evel than Whites. (1t should be noted

who monitor them during probation,

that theilr sergeants, the very people

are almost all Wwhite)

Although our data indicate some apprehension among the respondents

this may not be outside "normal"

regarding these latter three areas,

bounds for anyone in a new job. Again, all items receive

of "fairx'. Finally, in comparing subgroups, we generally find that police

are more critical than fiyemen, Blacks more critical than Browns.

d over-all ratings

it
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The tenth questio
‘ n asked the res
pondents what the
y felt their

department gai
gains most by retaining them. More than half of th
alf of the respond-

ents replied that it |
gained "an experienced employee"
loyee", (or words to that

effect). Additi
onally, one gave no answer, and three felt th
elt the question

example of any s
y special value their employment gave the De
partment. Four

said "a loyal em
ployee. Additio
nal answers incl
uded providing a "bi
g a ''bi-

lingual liaison with Mexico" or 'co i
mmunication with minority groups" In

contrast to Questi A
on 7, the exceptional answers did not includ
nclude such

comn n
ents as "a token Black'.

The eleventh
question asked the r
espondents if the
y felt that

thelr departm
ent
made advancement too difficult for minorit
ority-group mem=

bers, A sizeabl i
e proportion (one-fifth) of our sample gro
roup either said

they did not f
eel i
qualified to answer, or gave no answer, Of
. the remain-

t
3 /0’

HYQS“ .

The signifi
ignificant answer on this question is '"yes"
yes''. Separating the

. + ] th t t ‘t - -'ft f t
o p 1 q

fireme i
n said "yes'", while more tha i
n one-third of the police grou
p res-

. . ]|a'
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The er t 1 39 i %
p centage of Blacks answering "yeS" 5379 8 y
> < /u) nearl 8 times the

?ercentage of Browns (6%%)
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"lack of applicant interest", "lack of education", and '"lack of self-
a .

confidence".

i r that
when the answers are broken down by department, we discove

i i vakdown for
None of the firemen affered this explanation. (The racial brea

WS e negative-
this answer showed that twice as many Blacks as Browns gav g

1
i ice i "negative image’,
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“

*

i i i i e to factors
the opinion that the low rate of minority applications was du

u 9 P = . ( g n

J )

r 3

ici i ons.
ddditiOn has done 1itt1e to publ:.c:.ze 1ts need for SU.Ch Pers
é »

Fairness
The thirteenth question asked the respondents to rate the fair

i inority~-group
i ss with respect to minority-gr
of their department's promotional proce

i i application and induction
employees. AS in Question 9, regarding the app

s 8 i i cts of
process this question was also brokern down into specific aspe
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promotions. These items were: ""job fitness rep
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immediate supervisor', "eliglbility requirements for taking promotional

exams', 'written part of promotional exams", "oral interview for promo-

tion".

For the entire sample (and population) data, the responses to

all four items of the promotions system range from generally favorable

to very favorable. The most favorable ratings were given to the eligibi-

lity requirements and the written exam. In all four cases, firemen gave

better ratings than policemen, and Browns gave better ratings than Blacks.
However, in the departmental and racial breakdowns, fitness re-
ports and the promotional interview were given generally unfavorable

ratings by police and by Blacks. Significantly, these two elements are

characteristically subjective evaluations, (in cantrast to established
eligibility requirements, and the "objective" promotional examination).

These subjective areas of promotional evaluation provide more problematic
phenomena for the minority patrolman to deal with. These are areas of

the promotional system in which racism could occur, and in which the

minority person is most likely to perceive or suspect racial discrimination.

A Summary of the Survey Data

In our summary, let us stress that our recruitment and retention

findings for our random sample applies to the population of Black and

Brown policemen and firemen.

a. Recruitment factors. Our survey data have revealed that

minority persons are motivated to join a police department because of the

nature of the job itself rather than by counsiderations of salary, civil

service security, or other economic benefits. They tend to rely on

"persons 1" sources for information about the department which will influence

their decision to join. Only the Brown officers indicated that they felt
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c. Recrultment and retention. Our examination of the "extra~
departmental' occupational connections of the police sample revealed that

most incumbent minority officers were recruited from "blue collar' jobs,

and from the military. Our data are insufficient to determine whether

persons recruited from these sources are more likely to stay with the
department, or whether the frequency of these prior occupational areas
merely indicates that there are more minority persons in these fields who
are willing to go into police work., Among the police applicants inter-
viewed, we found a much greater diver;ification of employment backgrounds.
Qur sample of ex-police officers tends to indicate that the department ig

most likely to lose men to private business, oither civil service jobs, and

in general, areas of greater occupational opportunity. Acquiring a college

degree also appears to contribute to manpower losses, through concurrent

improvement of opportunities elsewhere.

Our data on the rank attained by minority persons does not

conclusively demonstrate discrimination in the Police Department, but

does reflect the lower promotional opportunity existent in that department

as compared with the Fire Department. But, just as Blacks and Browns are

under-represented in the department as a whole, so are they under-

represented in the higher ranks.

Data on time in service show that officers are most likely

to quit at about three years. The most critical period runs from three

It is at this time that an officer may be able to deter-

mine whether or not he is likely to be promoted to Sergeant,

Qur contention that higher education tends to increase opnortu-

nities for a man to leave the department is supported by the reported

Little evidence is shown
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Chapter 5
CONCLUSIONS AND RECOMMENDAT TONS

It is desirable that more Blacks and Browns must be recrulted
into the San Diego Police Department in order to increase the cooparation
between the Black and Brown communities and the police so essential for
improved law enforcement especially in those areas, Young Blacks and
Browns must be persuaded that their services are genuinely wanted and
necded, and that new recruitment efforts are not Just more '"public
relations", They must be shown that the community needs more minority
participation in law enforcement, and that the department ig sincere in
1ts efforts to initlate this change.

In this chapter we will briefly review the results of the analysis
of our data, the conclusions we are led to, as well as our recommendations
for alleviating some of the problems of minority recruitment and retention,

Our findings are presented below together with our recommendations

in regard to each,

General
1. Finding: that the numbers of minority-group members of the
San Diego Police Department are far below parity with the civilian popula~

tion of San Diego.

Recommendation: that the City of San Diego and the San Diego
Police Department set the attainment of racial and ethnic parity as a
goal for the next decade with provisions specifying the proportions of
Parity to be met at each intervening year (at least 50% of parity within

five years),
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that the numbers of minority-group sergeants,

2. Finding:

lieutenants, and higher ranking officers are below parity with the

civilian popdlation of San Diego.

Recommendation: that the Police Department and Civil Service

Department review and re-evaluate two procedures (the oral interviews and

job-fitness reports) used in the promotional system. The purpose of such

a review would be to help insure that there will be no racial discrimina-

tion in the promotimmal process.

that the San Diego Police Department has given

3. Finding:

little or no publicity to its need for more minority-group offlicers.

Recommendation: that the Police Department develop an on-

going program of information regarding the need for minority officers,
and directed especially at the minority communities in San Diego. Such

a program should be consistent and ¢oordinated with our further findings

listed below.

Recruitment

1. Finding: that potential minority-group officers are attracted
to lay; enforcement because of the nature of the work, and not because of

pay and other benefits.

Recon_2ndation: that recruitment information programs be

developed which, while including some mention of salaries, fringe bene-
fits, and applicant qualifications, should place special emphasis upon
the character of police worlk in San Diego, Most particularly, we would
recommend that the aspects of public contact, human relatiéns, and commu-

nity service be given prominence in recruitment publicity,

2. Finding: that potential applicants have relied upon personal

sources of information about the department, rather than upon official or

media sources.
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Recommendations : (a) that the department and Civil Service

make full use of all available media (radio, television, local newspapers
and magazines) to publicize the npeed for minority officers; such publicity
to be made through paid advertisements und (unpaid) news releasé; as
appropriate, |

(b) that steps be taken within the department to insure that

its "image" or reputation among minority officers and in the minority
communities is changed from the "negative image" of the past to a more

~siltive one; such steps to include (but not be limited to) full utiliza-
tion of current lines of communication with minorities (such as the
neighborhood "store front' operations), prompt and public action in
response to all complaints from minority"community residents, the imple-
mentation of internal lines of communication between minority officers
and the Chief of Police, and the establishment of a pPermanent minority

ree . 1] 1 s
ruitment "team! to operate in the minority tommunities until such time

as marity has been achieved.

1 ) , ,
2. Finding: that MiNnOrity persons are not aware that their

employment by vhe department would be of particular value to the depart-
ment, their neighborhood, and the communi ty.

Recommendation:

that recruitment publicity should make a
special point of the need for increased racial communication and under-
Stauding both within the department and within the commurniity, and of the
need for more minoritv officers in order to achie.e such mutual under-
Standing,

4, Finding: that the previous occupations of current incumbents
Surveyed indicates that joining the department has probably signified

(1]
advancement" from a blue collar job, or from military service

Recommendations:

(a) that the department and Civil Service

contigy i1i e
e i;s recruitment among mllltzry and blue collar workers, asg well
, 3
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ment process.
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Recommendations: (a) that the department and Civil Servic

i here is no racial
view and probation evaluation processes, to insure that t

v
.

or ethnis discrimination.

(b) that the applicant interview be made as jnformal and

i applicants who, because of poor
relaxed as possible in order to aid those app

i gse when express-
educational background or other reasons, may feel i1l at eas Kp

ing themselves orally.

(¢) that the probationary period for mew officers be given
more of the character of a "learning period" instead of a period of
"resting"; this to be accomp lished through the assignment of each new
officer to a single experienced officer during this entire period in
order that the new officer may be given advice and counsel about his per-

i " " ﬁl.ll‘e Of

this period.

(d) that regular conferences be scheduled for all new officers,

‘ i 58] acial and other
as well as minority rookies, for the purpose of discussing r

et g e e

i

i
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problems encountered, and means of overcoming such problems in such a

manner as to improve the law enforcement function in San Diego, and to

improve the performance of new officers.

Retention

1. Finding: that minority policemen tend to be somewhat more

digsatisfied with their jobs than are their Fire Department counterparts.

Recommendation:

that the Police Department actively seek
out the sources of such dissatisfaction and take steps to remedy it as

much as is practicable. Chief among such steps is encouragement of

minority officers to speak out and make known their grievances, informally
as well as officially.

2, Finding: that minority officers are not aware that their
continuing service in the department is of any particulay value.

Recommendation: (a)

that the department begin its recruilt-

ment program by publicizing internally the great need for more minority

officers, and emphasizing the importance of the continued service of ex-

perienced minority officers.

(b) that the department solicit the views and active
assistance of current minority officers in the organization and imple-
mentation of the recruitment program in the minovrity communities.

3. Finding: that (a) minority policemen evince their greater
dissatisfaction by giving cousiderable thought to alternative occupations.

(b) minority policemen are most likely to seriously consider

resigning (or actually do so) after having completed between three and

five years of service.

Recommendation:

that the department glve special attention

to those minority officers having three to five years of experience,
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making every effort to avoid the loss of the services of these experienced
men; such efforts would include periodic interviews (with senior officers,
if not the Chief of Police), making the officer aware of his value to the
department, soliciting his complaints, and attempting to remedy them,
4, Finding: that (a) minority officers tend to feel that the
department makes advancement more difficult for them; and
(b) minority officers are most likely to suspect discrimina-

tion in the "fitness reports'" of immediate superiors, and in the "promo-

tional interview'.

Recommendations: (a) that the department make an additional

review of all promotional actions which involve a minority officer not
promoted; such review to be made for the specific purpose of determining
that no racial or ethnic discrimination was involved.

(b) that the comments of minority officers who are the co-
workers ofhany minority officer being considered for promotion be solicited
to supplement the officer's fitness reports.,

(¢) that all promotional interviews be conducted by a board
or panel, at least one member of which is of the same racial or ethnic

group as the person being considered for promotion.

that, in the face of increasing demands for minority

5. Finding:

persons in other fields of employment, the department faces growing com-
petition for such persons, especially those who acquire more than the

minimum education.

Recommendations: (a) that the department, in comjunctionm

with the San Diego Civil Service Commission, develop effective incentives

to encourage officers to acquire additional education relevant to their

work, and to reward those who have already done so.

A

S,

- T —
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(b) that such incentives include (but not be limited to)
d ”
educational leave, college stipends and scholarships, and promotions d
an
pay adjustments for completion of degrees or certificates
(¢) that such incentives be publicized highly among minority
officers within the department as well as in a program of minority r
et—
cruiltment,
6. Finding: that discrimination is perceived to a much greater

extent by Black officers than by Brown officers

Recommendation: that thig difference be reflected in the

depar ! i ;
partment's review of personnel actions for evidence of discriminati
ou.
In i £
(In regard to recruitment, the equally low numbers of both Blacks and
Bro , s A
wns makes this difference negligible, except insofar as it is also

ercei i
p ived by the Black community and is a part of the problem of "negative

image'),

In making a special effort to recruit minorities, the department
may become vulnerable to a charge of 'reverse discrimination". White
applicants may not be turned away simply because the need for Blacks and
Browns is greater. The only means of avoiding such charges is to concen-
frate recruitment efforts in the minority communities. General publicity
about hiring and about the need for minority persons must, of course, be
made community-wide, White applicants cannot and shouid not be discouraged
from applying, but the field work and personal contacts of recruitment
teams should be focused upon (and possibly limited to) the minority neigh-
borhoods.,

Additiomal minority applicants may be generated through the efforts
of minority officers, through their own contacts with family, friends and

neighbors. The aid of mi ity-ori
i minority-oriented media,‘newspapers, "soul" and
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i . Black and
Spanish-language radio stations, etc., should be enlisted

. :

i ' : to
information and to appear at neighborhood civic and soclal functions
nfo

publicize minority recruitment.

Turning to the internal efforts of the department, it must be

3 C therwise
strongly emphasized that any racist practices, i{nadvertent or 0O ,

y 3 k minority
must be discovered and eliminated. It will be of no use to as

(
b T

i i of friction
rent racist) practices. It is they who know best the poirts
appa

imi the most
both within and without the department. Similarly, they can be

i ¢ : ost likely to
effective recruiters for minority officers. They are the mos y

; i ds are
have established ties within the minority community, and their wor

the most likely to be trusted and belicved.

i y st
Last but by no means least, the mlnority communit itself mnus
4 ’

i i i has been
be tapped for assistance in finding good minority policemen. It has

i ith minority-
noted in sociological sgearch literature that in contacts wit v

v y s i e : s ely than
group civilians minority officers sometimes perform les: adequat
>

i : tyrove" to White officers
the part of the minority officer; a need to pro

d "White
that he is not showing favoritism; or even that he has develope

i i i fficers

times do more harm than good in Black neighborhoods; Brown officers per-
someti

i ; i ase in the
form poorly sometimes in Brown neighborhoods; etc. Thus, an incre

aumbers of Black and Brown officers should no

t result in any "ghetto-ization"of
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duty assignments. Here the community itself can be of great assistance.
The department should expand the communication already begun in its
"gtore~£front operations''.

We should emphasize that commendations should be solicited as
well as complaints. It is just as important to know which officers are

most effective in minority communities as it 1s to know which are least

effective. A way of further encouraging citizen comments would be to
supply each officer with 'comment cards', similar to the forms used by
restaurants, hotels, and other business which solicit the advice of their
customers. Such cards zcould be offered to civilians in any police-citizen
contact, or provided to citizens by the officer upon request and without
any formal contact. These cards need only show the officer's badge num-
ber and could be either mailed to the department or returned to the
officer. This would give the department a direct link with the public

and would be likely to increase communication because of the ease, con-
venience, and informality of this device.

In concluding, we would like to extend our thanks to those mem~
bers of the San Diego Fire Department and San Diego Police Department,
applicants, incumbents, and ex-police who gave us their time and shared
their ideas with us. San Diego's police officers have had a fine repu-
tation arcund the nation. While we do not minimize the points of
excellence in this record, we strongly recommend that the past innovative
efforts of the department be extended into the area of minority recruit-
ment. The employmeﬁf of effective minority officers is one key to con-

tinuing excellence in law enforcement in San Diego.
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and thus, were "pre-coded". The remaining nine questions were "Gpen-

ended", calling for an answer in the respondent's own words.

Within the topic areas of recruitment and retention, questiouns
were digstributed evenly between the "subjective" and "objectlive' types,
Under recruitment/subjective, respondents were asked why they chose one
department instead of the other, whether they were motivated by wconomic
benefits or personal satisfaction, and what sources of information about

the department which influenced their decision to apply. (See Questions

1, 3, and 5, respectively). Under recruitment/objective, each respondent
was asked what motives they felt the department had for recruiting them,
whether or not they felt the steps of the hiring process were fair to
minority-group applicants and what explanation they could offer for the
low numbers of minority-group applicants to thelr department, (See
Questions 7, 9, and 12, respectively). With respect to retention/subjective
they were asked why they had (or had not) remained with the department,
what qualities they felt were necessary to succeed in their job, whether
the job had fulfilled their expectations about it, and what specific
circumstances would (or did) lead to their resigning. (Questions 2, 4,
6, and 8, respectively). Finally, under retention/objective, respondents
were asked to state what they believed were the department's motives for
retaining them, whether or not they felt the promotional system was fair
for minority-group employees, and whether or not they felt the department
made it too difficult for minority-group employees to be promoted.
(Questions 10, 13, and 11, respectively),

As can be observed from the order of question numbers referred to

above, the pattern of variables was mixed. A number of the variables are

closely related and have some overlap. The formal questions were mixed
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in developing our samwple groups, W first attempted to determine
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The major sections of rable 5 show the numbers of persons we were

able to identify (by race) as applicants, incumbents, and former police

] ‘ empt
officers, and current Firve Department employees. (We did not attemp

to survey applicants and former employees of the Fire Department).
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Under the heading "Sample Group" are shown the numbers of persons actually
Interviewed, and who completed our questionnaire. At the éxtreme right
are shown the percentages of the population which are included in each
sample group. In only one category, that of former Brown police officers,
were we unable to interview any of the population. Within the major
sectors of stratification the smallest sampling of any sector was 23%
(Brown - currently employed policemen). Under the "Current' sections

and for both departments, we have broken down the totals to shows the
numbers of persons at each rank., Among the higher ranks the populatious
were s0 small that our sample included 50% or even 100%. The smallest
proportional cample here was 18% (Brown - patrolmen). Overall, our

sample groups have generally included at least one~-fifth of the popula-

tion, On statistical grounds, our sample groupslare repreasentative of
the population, .
While it would have been desirable to include other sample group-
ings, such as white police officers, persons in the general population
who had not applied to the Police Department, etc., our limitations of
time, manpower, and money, precluded including these. Thus, our study
does not attempt to examine comparative White and minority motivation to
join the police department. Nor doss it examine the general occupational
interests of recent high school graduates (for example). We were also
unable to survey local military personnel from whose ranks the department
has often recruited police in the past. These areas could be fruitful
for further research, but the present study must be content with an
examination of the views and perceptions of the department held by

minority~-group members who have had some direct affiliation with the

Police and Fire Departments.
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As noted previously, minority-group members of the ¥ire Department
were surveyed because of the basic similarity in job qualifications, both
educational and physical, with the Pollce Department. We have used the

trols
Firemen both as a comparative gample and as a control group. Other cuntry

previcusly alluded to {ncluded the anonymity of the respondents, interviews
;Dnducted privately in the respondent's home, etc. Fach respondent was
advised that the study had been requ?sted by the City, p?t the department,
but that it had the dgpartment‘s approval and cooperation. These explana-
tiong were given botg verbally and in wwiting. (A copy »f our letter of
introduction may be found in the Appendix). |

Finally, the general parcneters of our respendent group were found
to be as follows:

Departments: 66.67% Police; 33.33% Firemen

Race: 51.52% Black; 48.48% Brown

EmploymenE Status: 15.15% Applicants

66.67% Incumbents

18.18% Former Employees

SAN DIEGO STATE COLLEGE
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San Diego, California 92115

January 1971

(Cover Letter)

Mr.

I am a research assistant at San Diego State College Foundation.
We are conducting @ study sponsored by the U. S. Department of Housing

and Urban Developmcut through the Urban Observatory Program., This study
is being performed ai the requést, and with the approval of, the San
Diego City Council, Mayor, and City Manager's Office. 1 am conducting
inéefviews t; survey the attitudes of minority-group policemen and
firemen, former employees, and applidants toward the rcecruitment and
retention practices of the San Diege Police and Fire Departments.

I would deeply appreciate your taking the time to complete our

questionnaire. The identity of policemen aud firemen who are interviewed

will not be revealed; and your answers will, of course. vemain confidential.

Thank you for your help.

Most respectfully,

Research Assistant

Prof. James Gazell, Project Dir.

School of Public Administration
and Urban Studies

San Diego State College

s
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THE CITY OF January 29, 1971

S Dear Mr.
SAN DIEGO |

A study is being conducted by an organization entitled "Urban Observatory"

through San Diego State College. The study has the approval of the City
OFFICE OF

THEtﬂngjﬁEggg ' Council of San Diego. The Council is interested in knowing the attitudes

of minority-group members toward the San Diego Police and Fire Departments'
Dear Mr.

v i { methods of recruitment and retention.
As indicated on the enclosed letter, your cooperation is

being requested on a study of City methods of regruit»
ment and retention., Because our records of applicants
are confidential, the study group was advised that we

CITY IN MOTION would not release your name to them, but would send you
rheir letter requesting that you contact them.

Before I can ask you to complete a questionnaire, I must have your per-

mission to do so. If you would be willing or would not be willing to

j i 1114 g out the questionnaire please acknowledge via the
i i 2 i £ ether cooperate in £ ,
T would like to emphasmze that youy decision o wh n

i i ' i affect whatso-
to participate in this study will have no e 0
ever on your possibility of employment with the Gity of
San Diego. Although it is entirely voluntary, we hope

that you will participate.

enclosed envelope.

Please note that you will not have to sign your vame and that the indivi-

Sincerely, dual questiounaires will be confidential. The study is being conducted
by a professor in the School of Public Administrationm -t San Diego State
A, A. BIGGE § ‘College and two graduate students, of which I am one. I am also a

Personnel Director Patrolman for the City of San Diego. When you finally obtain employment,

look me up, 1'll still be here.

Thank you,

Randy Swanson
4195-42 St.

-

! San Diego, Calif. 92105 =
i I would be Qilling. oo I wouid not be willing.

% Signed

; Address

i

If you live locally and wish to do so, acknowledge by calling me at home.
My home phone is 281-1980., Thank you.

i ‘."‘; _ . h 4
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Comparative Yerceptions ol Binority-Group Members { -2

Toward the San Diego Police & Iire Departmerita! . . . policeman
y Methods of Recruitment and Retention _ 4. What qualities must someone have to succeed as a fireman
Sample Datow~- i 77
) Department: . Police Dept. ___ TFire Dept.
b) Race: Negro Mexican—Amer. Other
R , R ——e Ty - —_—
¢) Employment Status: (Check the appropriate section & couplete) 5. Please rank the following choices (from first throubh fourth) which
, + helped persuad :
* Applicant: Current Occupation: E ped persuade you tO.JOln the Department: |
—= ‘ o —Friends Relatives
* o Incumbent: 1) Ranl: Nagazine advertisements Teachers
2) Time in Dept: : Newspaper advertisenments Television comnercials
i ; Radio commercials Other:
%) Previous Occupstion: |
* _Pormer Employee: 1) Highest Rank: ‘ | 1 6. (Answer one.)
2) Time in Dept: : 4% Applicant: Do you think this Job will probably live up to your
' 1 expectations? .
3) Currert Occupation:
# _Incumbent: Ilas your Job turned out according to your expectation%?

o§e B )h:
a) Date of Birt ¥ Former Empl: ‘Yhy didn't your former Jjob turn out according to
e) Years of Education: : £) Diplomas, Degrees, & other your expectations?
credentials;: 7 ————— | ins:

(Please answer all of the following questions. fYhere optional forms
are given, complete only the approprizte one.) | L S

1. Why did you apply to the Fire Department instead of the Police
Ans
Department?:
o . ¥ . ' ) T g, (Answer one.)
Complete only the question at applies to you.
( P v b . . 1# Applicant: Under what circumstances would you withdraw your
* Applicant: Do you think that you will remain in the Department application for this job?
: for at least two years? ithy, or why not? : o
nis D - * __ Incumbent: Under what specific circumstances would you leave this
* ; 51 Why have you remained with this Department o _
____ Incumbent vy Yy ' b ¥ Former Empl: Vhet specific circumstances caused you to leave your

* Former Empl: %hy did you not remain in the Department?

Police PirP | T What.do you think the Department sought to gain most from hiring you?

job
Job

Ans:
Ans: o
- R Poﬁgé“,“ - T T e 3. In your view, are the following aspects of the recruitment system in
%. when you decided to join the Pir Department, which factor was moré: your-Departmcnt fair to minority-group applicants?
important to you? (Check one) : a) Written part of the entrance examination:

Very fair

_ Generally fair
Generally unfair
Very unfair 4.

Beonomic benefits (e.g. salary, medical, & retirement ple”>,°

Personal satisfaction (e.g. fhe various tasks that make up UW

wnell
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1%

)

p) Orael Part of the entrance cxaminations?

(9.)=

. Very falr
78

Gencrally fair
Gencrally unfair
Very unfair

o) Physical requirements:

1) Height:
Very fair

2) Weight:
Very fair

Generally fair Generally fair‘
- Genera11§ unfair Generally unfair
- Very wnfair Very fair

%) Vision: 4) Other (spucify):

Very fair )
Generally falr
Generally unfalr
Very wnfair

4) Academy training:
Very falr
Generally fair
Generally unfalr
_Very uwnfair

e) Probation period:

Very fair
Generally fair
Gencerally unfair

___Very unfair

N -
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10. (Answer one.) | | -
* Applicant: ‘hat do you think tie Department will gain moat from
. retaining you?
“hat do you think the Department gains most from
retaining you?

* ~ Incunbent:

o ~ X ERE] : s .
P Emol: What do you think the Department gained most from ¢} Vritten part of promotion examination:
# ormer Empl: J ~ ‘
B retaining you? ——Very fair
___Generally fair
ANS ¢ e Generally unfair
nes O : v Very unfeir
PR . ‘ .
d) Oral part of promolional exanination:

e

i

111. (Answer one.) y
nent

Applicant: Do you think this Department will make advance
too difficult for its' minority-group members?

i ' Incumbent/Former Empl: Do you think that the Departument makes

advancement too difficult for its' minority-group
members?

si—-——

12. Vhy 1s the number of minority-group applicants for this Depar
very low?

-

tment

iAns

b o e e o

113, (Check appropriate guestion, and all items (a,b,c,d) below.)

N
14
]

gwﬂ“wﬂApplicant:

i
L
o
i
{
{

As you lovk ahead to employment with the Department, do
you think the following aspects of itso' promotions systen
operate with fairness toward ninority-group employeces?

&é Incumbent/Former EZmpl: In ybur view, do the following aspects of the
j pronotions gystem in the Department operate with falrness
2 toward minority-group employees?

-% a) Job fitness reports filled out by your immediate superior:

Very fair
| Generally fair
Generally unfair
Yery unfair
b) Eligibility requirements for taking promotional examinations:
' Very fair
Generally fair
Generally unfair
Very unfair

&
{
i
i

Very fair
Generally fair
Generally uwnfair
L —__Very unfair




(Additional comments) , ‘ L
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Signature (Optional)
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