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=! RECRUITMENT AND SELECTICN PRACTICES 
/ IN OKLAHOMA POLICE DEPARTMENTS 

Introduction 

Law enforcement in the 1970s has become increasingly sophisticated 

an~ demanding. In recognition of this, police departments throughout 
r 

the country are attempting to improve the calibre of those they hire. 

Employment ~ standards are being reexamined and recrultment efforts are 

being expanded in an attempt to attract and employ the best personnel i 

available. Unlike the selection practices of prevlou= decades , fairly 

stringent criteria are now in rather widespread use among U.S. police 

departments. 

The new emphasis on specific selection criteria in ~unicipal police 

recruitment has been dictated by several social change s . First, the late 

1960s and early 1970s brought civil disorder and v tolen=ewhich created 

broader problems for law enforcement. These new demands comblnedwith an 

increase in reported crime led to more publlc awareness of the need for 

highly trained and competent officers to deal with the problems. Second, 

the Johnson administration commissioned an evaluation of the administration 

of Justice and law enforcement in the U.S. This assessment resulted in 

several reports aimed a£ improving the quality of law enforcement and the 

personnel associated with it. Third, the rapid technological developments 

in the scientific community have expanded the scope and complexity of 

police work. Although training is one way to meet this new challenge, it 

is becoming increasingly apparent that new recruits must possess certain 

qualities prior to the initiation of training. From a practical perspective 

a fourth reason is the financial burden associated with attrition. Police 
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departments are attempting to reduce the costs associated with the training 

of new officers resulting from excessive turnover unrelated to retirement. / 

There exists a growing awareness that attrition can be reduced by selecting 
i 

a certain kind of person to be a police officer. Finally the era of 

professional law enforcement has also dictated part of the rationale for 

using better selection practices. The professionalization of the law 

enforcement community is enhanced by the assimilation of new officers who 

have attitudes and characteristics conslstQnt wth the police profession. 

Thus, quite often one finds the local Fraternal Order of Police (F.O.P.) 

bargaining for more stringent hiring practices to maintain the professional 

quality of ~ts ranks. 

The International Association of Chiefs of Police (I.A.C.P.) has 

periodically conducted surveys of recruitment and selection practices in 

the nation. Its most recentstudy was completed in 1973 (Eisenberg, Kent 

and Wall, 1973) and included 688 state, county, and municipal agencies. 

/LThe present study was conducted Inthe state of Oklahoma among cities 

with populations of I0,000 o r  more. A letter (Appendi~ S A) with a question- 

B) nalre (Appe~dlx was sent to each of 34 cities from the office of the 

Norman, Oklahoma police chief. The questionnaire specifically asked for 

information regarding police recruitment and selection practices in 1975. ~ 

The response to the questionnaire was reasonably good after two mailings. 

Of the 34 cities, 25* or 73.5 percent responded with at leastpartial 

information. 

Cities responding were: Altus Bartlesville, Broken Arrow, Claremore, I 

Duncan,iDurant, Enid, Guthrie, Lawton, McAlester, Miami, Midwest City, 
Moore, Muskogee, Norman, Oklahoma City, Ponca City, Sand Springs, Shawnee, 
Stillwater, Tulsa, Wart Acres, Woodward, and two cities which dld not 
identify themselves. 
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Before proceeding to a discussion of the survey results it should be 

noted that survey research does have certaln limitatidns. The problems 

may range from a low regponse rate (not encountered here) to the non- 

response of some agencies. In addition, the researcher must rely upon 
/ 

other people (e.g., the various police departments) to collect the~data 
/ 

for him. Finally, one must assume that the data supplied are accurate. 

For purposes of adding a certain degree of structure to the ~nalysis, 

a diagram of the recrultment cycle is presented in Figure I. Initially, 

• the department must make declslonsconcernlng the howoand-what of r~rult 

selection. Declslon-maklng at this level involves the are~ of recruit- 

m~nt notices, media selection, establishment of standards and criterla, 

types of exams and so forth. This is "~lewed as a pre-step to the actual 

recruitment process. Each of the succeeding six steps, ending in selection, 

are discussed in detail in the pages to follow. 

Recruitment 

Not much research has beendone in the area of pollce recruiting. 

The existing studies have usually been part of larger research projects 

involving overall personnel selection methods. One recent study found 

that in most agencies the number of applicants far exceed the available 

positions and thus no active recruitment process is attempted (Porter and 

King, 1972). Those cities which did conduct "aCtive" recruitment usually 

made use of the local newspaper. Baker and Danielson (1974, p. 67) point 

out that advertising can be aided by the use of advertising agencies 

which are better able to identify the media that can reach the right 

audience. They note the importance of reaching those grouPs , via tele- 

vision and radio, whose members may not read newspaper want-ads. Recruitment 
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efforts cannot be f~uitful, they observe if the employment standards are 

low, include unfalr cr~iterla, or have requirements which are not necessary. 

|;ow ~o police departments publicize Job openings? Which media allow 

personnel admlnlstrator~i to reach the widest audience? These questions 

are addressed in the second phase in the recrult~ent Cycle. In a study 

involving 688 law enforcement agencies Eise~berg and associates (1973) 

found the follo~rlng recruitment practices employed most often: want-ads 

in local newspapers, recruiting at schools, referrals frompollce employees, 

and JOb announcementslssued with at least a four~-week fillng period. 

They also learned that larger agencies were more llkely to use a greater 

varlety of techniques than the smaller agencies and that they made better 

attempts to recruit females, 

Recruitment has at times been a problem in smaller, police departments. 

Often active recruitment is not necessary as the dcpartment is able to 

fl]l vacancies with Competent personnel from the co~unitywho learn of 

the openlng from the report of the city council meeting or through some 

comparable public notice. Or prospective employees may hear of an opening 

by word of mouth from friends or neighbors. A good number of these smaller 

agencies lack the financial resources to conduct an active recruitment 

program which would enhance the variety and quality of applicants. In 

an attempt to address the problems encountered by smaller agencies, Leonard 

(1970) suggests a way to modernize and equalize the recruitment process. 

Because of the better practices employed by large cities, he believes 

that sta~es should pool resources to establish a stat~-wide effort of • 

recruitment that would aid the smaller departments who normally ~re saddled 
l 

with a limited field of applicants (p. 17~ 
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In the survey of Oklahoma police departments it is evident that most 

rely upon some form of local media to advertise job openings. Table 1 

shows that the largest proportion of the cities (20%) use local paper 

articles and want-ads. A slightly lower proportion (16%) include radio r 

a s in their recruitment efforts. An equal proportion of the cities (12%) 

have gone to either television or state-wlde publications to further their 

efforts. Very few cltles--only eight percent~attempt any natlon-wlde 

recrultment. 
E 

Table I. 

I I 

RECRUITMENT EFFORTS OF SELECTED OKLAHOMA POLICE DEPAR~"R~F/4~S 
FOR CITIES OF I0,000 OR MORE POPULATION IN !975 (N = 25) 

Effort 

Local Newspaper 

Local Newspaper 
and Radio 

Percent 

2O 

16 

Local Newspaper, 12 
Radlo, and TV 

Local and State- 
Wide Advertising 

• Local, State , and 
National Advertising 

Not Stated 

12 

8 

32 

Although most of these cities engage in some form of active recruit- 

ment via the aveilable media, a relatively large proportion of the agencies 

(32%) indicated no active recruitment program. There is evidence that this 

trend has not been altered in several years and supports some of the earlier 

research which found a sizable number of agencies doing nothing more than 

selecting their recruits from the pool of applications already on file. 
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The earlier national study conducted • by Eisenberg and others in 

1973 noted that differ,~nces in recruitment efforts exist based upon city 

size. Table 2 breaks down the present study's responding agencies by 
I 

city population groups.i From this table it is clear that only in the 

larger cities (over 50,000 population) are there natlon-wide recruitment 

efforts. The smallest cities (I0,000 to 25,000 population), on the other 

hand, rely nearly entlrely on local forms of advertising such as the 

newspaper and radio. In fact, exclusive reliance upon local newspapers 

was uniquely characteristic of this group of cities. However, the largest 

slngle proportion of these small cities (41.7%) indicated no active 

recruitment effort. These findings are consistent with the earlier national 

survey results (Eisenberg et el., 1973) which showed greater efforts by 

large cities and limited activity among smaller Communities. 

Selection 

Having chosen the recruitment mechanisms and announced the Job 

openings, the police planner has completed the first two phases of the 

recruitment process cycle. Now the policy-maker must direct attention 

to the important area of selection criteria. This second and more lengthy 

process is crucial to the success of the overall recruitment program. 

Quite simply, establishing poor criteria will lead to the hiring of poor 

• police officers. 

Blum (1964, pp. 200-201), has presented two reasons for the screening 

process in police departments. 

I a) to determlne whether or not each of the candidates 
J possess the basic qualifications in sufficient degree 

to indicate probable successful performance of police 
i duty, and 

b) to identify candidates that not only qualify for 
probationary assignment but also evidence a capacity 
for future development and app]ication as middle- 
management and top-level administrative appolntees. 

r 
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Table 2. 

Media 

O 

RECRUITMENT EFFORTS BY-POPULATION CATEGORY OF SELECTED 
OKI~HOMA POLICE DEPARTMENTS IN 1975 

Above 
I00,000 
(N) % 

Po u ~ o n  Group 

50,000 to 25,000 to 
100,000 50,000 
(N) % ( N )  Z 

,/ 

I0,000 to 
2s;ooo 
(N), z 

Total 

(N) % 

L0calNewspaper (0) 

Local Newspaper (0) 
and P~dio 

(o) 

(o) 

L o c a l  Newspaper, 
Radio, and (1) 5o.o 

(0) (4) 33.3 (4) 17.4 

(2) 33.3 (2) 16.7 (4) 17.4 

Local and State- 
Wide Advertising (o) 

(1) 33.3 (1) 16.7 

Local, State, and (1) 50.0 
National Advertising 

Not Stated (0) 

TOTAL (2)I00.0 

(1) 33.3 (1) 16.7 

(z) 33.3 (o) 

(o) 

(3) IOO. o 

(0) 

(i) 8.3 

(o) 

(3) 13.0 

(3) 13.0 

(2) 8 .7  

• (2) 33.3 (5) 41.7 (7) 30.4 

(6)100.0 (12)100.0 (23)100.0 
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More! recent iflndlngs, however, suggest that the traditional methods of 

pollce recruit selection are out of step with the dynamic character of 

police work. For this reason new approaches to the selection process 

have been offered. 

i Cronbach and Gleser (1965) have developed a model of the selection 

process which emphasizes the characterlstlcsof the individual candidate, ! 

the cr~terla sought by law enforcement agencies, and a weighing of the 

desired criteria against theappllcant's characteristics (Kuykendall and 

Unslnger, 1975, pp. 249-250; and Germann, 1963). A recent innovation in 

the selection process has beensuggested by Gavin and Hamilton (1975) 

who recommend the use of assessment center methodology. The advantages 

in this process derive from the inclusion of psychologists, trained in 

assessment techniques, in addition to police of£1cers and citizens thus 

providing a variety of opinions on the candidates. 

Most departments have establlshed certain minimum standards for all 

applicants. Wall and Culloo (1973) conducted a natlon-wide study in 

which they found that 29 states had establlshed minimum standards for all 

of their constituent @gencles as of that date. In addition, many other 

researchers have recommended a variety of minimum standards following 

surveys Of existing practice. 

Many of the experts in the field of police personnel management have 

recommended minimum criteria regarding: age, education, height and weight, 

written test scores, background investigations, psychiatric screening, 

performance in oral boards, medical exams, and physical agility. The 

succeeding sections hlghlightvarlous research conducted in these areas as 

well as the result~ of the current survey. 

,. ,. • 
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The I.A.C.P. conducted early questionnaire surveys in 1956 and 1961 
J' 'I 

to determfne the minimum selection standards in effect in various depart- 

ments (O'Connor, 1962)! In general, the Cities required a minimum age of 

21 and a maximum age for applying of 35. In the region of the country 

encompassing Oklahoma, about 25 percent of the cities were considering 

applicants over 35. In more recent surveys Conducted in 1972, the mlnlmmm 

age range was found to be between 18 and25, while the maximum range was 

between 25 and 50 (Eisenberg e t  a l . ,  1973, p. 25) .  A p r o j e c t  sponsored 

by the University of Oklahoma In1972 found state-wide age requirements 

to be holding at 21 and 35 for mlnlmum age and max/mum age, respectlvely 

(Porter and King, 1972). 

" Table 3 contalnsthe age standards used by the Oklahoma cities in 

the current survey. Similar to the findings of Porter and K/ngp the vast '~ 

majority of these cities (88%) require appllcants to be at least 21 years 

old when mak/ng applicatlon. Another eight percent of the communities have 

sllghtiy higher age standards ranging up to 25. Also in llne w~th previous 

studies, we note •that 35 is the modal choice as a maximum age for recruits. 

An equal proportion of the agencies (12%) require younger or allow older 

appllcants. Considering applicants upto age 55 seems to be an exception 

both among the Oklahoma cities and in previous national surveys where 50 

was the maximum range. 
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Table 3. 

11 

AGE STANDARDS FOR EMPLOYMENT IN SELECTED OKLAHOMA POLICE 
DEPARTMENTS FOR CITIES OF I0,000 OR MORE POPULATION IN 
1975 (N = 25) 

Minimum Age 

21 ~ 
23-25 
Not Stated 

MaxlmumAse 

Percents 

88 / 
8 

l 4 / 
: / 

21-34 
35 
36-55 
Not S t a t e d  

12 
64 
12 
12 

Table 4 indicates there is little variation in mlnlmum age standards 

amongcltles of different size. One city in the 50,000 to i00,000 popu- 

latlon range and one city in the 25,000 to 50,000 populatlon range had 

sllghtlymore stringent requlrements--a minimum of age 23. There was 

greater variation in maximum age standards among the cities Shown in Table 

5. The largest cities in the statey-Oklahoma City and Tulsa--dld not 

consider applicants after age 34. In the 25~000 to 50,000 population 

category, 33.4 percent accepted applicants beyond the modal age group of 

35. The greatest range among communitles for this age standard occurred 

in the smallest cities where 21 was the youngest and 55 the oldest cut-off. 

In sum, Oklahoma cities, as surveyed, have falrly uniform age standards 

which are roughly consistent with earlier national findings. The predomi- 

nant minimum age standard is 21 and the maximum age 35 for applicants in 

these police departments. 
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Table 4. 

E 

MINIMUM AGE REQUIREMENTS BY POPULATION CATEGORY FOR SELECTED 
OKLAHOMA POLICE DEPARTMENTS IN 1975 

Age 

Population Grou p 

Above 50,000 to 25,000 to I0,000 to Total 
I00,000 I00,000 50,000 25,000 
(N) % (N) % (N) % (N) % (N) % 

21 

23 

Not Stated 

TOTAL 

(2) 100.0 (2) 66.7 (5) 83.3 (11) 91.7 (20) 87.0 

(0) (1) 33.3 (1) 16.7 (0) (2) 8'7 

(0 )  (0) ~ (0) (1) 8 .3  (I) 4.3 
, , , , ,  

(2) I00.0 (3) I00.0 (6) I00.0 (12)100.0 (23) I00.0 

~ u c a t l o n  

Among the most prevalent crlterla for pollce selection is the high 

school diploma or GED equivalent. Law enforcement was characterized for 

many years as a Job for ~he person who possessed a "strong back and a weak 

mind" (O'Connor, 19629 p. II). By 1961, however, full high school education 

had become common to all regions except New England. Recent surveys reveal 

that nearly all departmentshave m/nlmum education criteria with a growlng 

trend toward education in excess of hlgh school (Eisenberg et al., 1973, 

p. 17). Some departments, while not requiring a college education at the 

time of employment, do require the attainment of some college hours w~thin 

a number of years of initial employment (Porter and King, 1972). 

The use of educational standards and the role of the college educated 

in police work was addressed by the President's Commission on Law Enforcement 

in their 1967 report. This group•called for the use and validation of 

intelligence tests in departments which required a high school diploma or 

l i ii 
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Table 5. 

Age 

i 

MAXIMUM AGE REQUIREMENTS BY POPULATION CATEGORY FOR SELECTED 
OKLAHOMA: POLICE DEPARTMENTS IN 1975 

~ulation-Croup 

Above 50,000 to 
I00,000 I00,000 
(N) % (N) 

25,000 to 
50,000 

(N) 

I0,000 to 
25,000 Total 
(N) % (N) Z 

21 

34 

35 

36 

45 

55 

Not Stated 

TOTAL" 

(o) (o) 

(2) ~oo.o (o) 

(o) (3) lOO.O 

(o) (o) 

(o) (o) 

(o) (o) 

(o) (o) 

(2) 100.0 (3) 100.0 

(0) (1) 8.3 (1) 4.4 

(0) (0) (2) 8.7 

(3) 50.0 (9) 75.0 (15) 65.2 

(1) 16.7 (0) (1) 4 .4  

(1) 16.7 (0) (1) 4 .4  

(0) (1) 8.3 (i) 4.4 

(1) 16.7 (1) 8.3 ( 2 )  8 .7  

(6)100.0 (12)100.0 (23)100.0 
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less. (Some suggested tests are the Wechsler Bellevue, the California 

Mental Maturity, and the Otis Quick Scoring Mental Ability tests.) (The / 

President's Commission on Law Enforcement and Administration of Justice, i 

1967b, p. 128.) In addition, the report noted that college graduates are 
/ 

likely to be deterred from a law enforcement career because of the tradl- 
/ 
,! 

tional starting point at the bottom of the rank-system. Special!programs, 

according to the Commission, had to be Implemented to attract and retain 

these people including pay, ratingp and initial opportunities ~or interesting • 

assi~unents. They further proposed that departments under~ake programs 

which would provide incentives for attalnment of a baccalaureate degree 

(The President's Commission on Law Enforcement and Administration of Justice, 

1967a, pp. !07-I09). 

Baker and Danlelson (197~, p. 65) found that police departments which 

have adopted standardsbeyond the high school level have been able to 

attract people to law enforcement who otherwise would not have applied. 

This, they note, results from the increased attractiveness of a posi~ion 

that has higher standards. Sparllng (1975, p. 332) has also observed that 

police departments are beginning to raise minimum education requirements 

because of the belief that the emotional stability demanded of policemen 

is enhanced through college education. Other departments apparently believe 

that the virtues of a liberal education may, in conjunction with other 

variables, sustain a commitment to publlc service (Saunders, 1970). 

In general, the movement toward higher educational standards is 

associated with the increased professionalization of the law enforcement 

community. Although this trend is gaining acceptance in many parts of the 

country and among departments of various sizeq, the diffusion of this trend 

appears to be much slower in O~lahoma. 
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The! high school diploma continues to be required by 96 percent of 
I. i 

the Oklahoma agencies surveyed as shown in Table 6. The mode here is 

similar to that found by Eisenberg et al. (1973) and Porter and King 

(1972) iin their national surveys. At the same time the need for college- 

educated officers is not considered a minimum standard of most departments; 

over 80 percent require no college training. There is some evidence that 

higher standards may be slowly gaining acceptance in the state; prior to 

19741not one agency required the equivalent of one college year. 

i I 

Table 6. EDUCATION STANDARDS IN SELECTED OKLAHOMA POLICE DEPARTMENTS 
FOR CITIES OF I0,000 OR MORE POPULATION IN 1975 (N ~ 25) 

High School Diploma Percent 

Required 
Not Required 

College Hours•Required 

0 
18 
3O 
Not Stated 

96 
~ 4  • 

84 
4 
4 
8 

Although only eight percent of the police departments are requiring 

any college, several of the responding agencies indicated that plans were 

underway to establish such criteria. In fact, Tulsa, which presently 

requires 18 college hours, has established an "escalating program."• Under 

this new pr0gram an additional 18 hours will be required for each year after 

1975--culminating in the requirement of 124 hours and a bachelors degree in 

police science, crin~nal justice, or a "pollce-related" field by 1982. 

\ 

i 

\ 
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Physical Requirements 
L 

Hel_~_ig~and wel~irequlrements as well as minimum visual acuity are 

common features of selection standards. Al=h0ugh particular height or 
i 

weight criteria are used, there is a growing trend toward proportional 

(weight to height)standards. Any ratlonaie utilized to maintain a helght 

requirement IS based on what is at times referred to as the p ychologlcal • " S - 

consideration of height" (Eastman, 1969). Testing this assumption with 

data on pollce assaults in 13 South Central cities, Swanson and Hale (1974) 

could flnd no reason to believe that height itself prevents assaults upon 

pollce officers. In much the same vein, a study by a group of psychologlsts 

led to the:concluslo n that no valld reason exists for the contlnuatlon 

of a height requirement (Talber et al., 1974). 

Oklahoma pollce departments surveyed in thls study have moved almost 

entirely to a proportional helght/weight requirement. Table 7 shows 72 

percent of the cities using a proportional requirement in 1975o 

Table 7. PHYSICAL REQUIREM~TS IN SELECTED OKLAHOMA POLICE DEPARTMENTS 
FOR CITIES OF I0,000 OR MORE POPULATION IN 1975 (N = 25) 

Height and Weight Percent 

Proportional 72 
Other 4 
Not Stated 24 

Vlslon Requirements 

20/20 Corrected 68 
Other 16 
Not Stated 16 

R~ection for Physical Disability 

Yes 
No 
Allow Exemptions 

7 2  
16 
12 
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Vision requirements have sllghtly more var~atlon among departments 

than ~he height and weight standards. Again Table 7 reveals that the 

majority of agencies (68%) require vlslon correctable to 20/20. These 

results are close to those obtained from other surveys where 20/20 

/ 
correctable vlslonstandards are the norm. The larger departments 

apparently pay more attention to such standards while the smalle~,agencles 
i 

are apt to ignore them (Eisenberg etal., 1973, p. 71). In Oklahoma 25 

percent of the smallest suL~eyed cltiesapparently were willing to hire 

recruits with vlsum! aeulty worse =ban 20/20. 

A final comment on physical requirements concerns disabilities. It 

is generally assumed that physically handicapped or impaired indlv~duals 

are not suited for pollce work. However, the need for competent personnel 

to work in "adminlstratlve" as opposed to "operational" areas of police 

departments has led to new opportunities for disabled persons. While 

not widespread as yet, 16 percent of the Oklahoma agencies do not reject 

dlsabled appllcants, and 12 percent have specific exemptions. Although 

72 percent of the departments willnot consider dlsabled appllcants, several 

respondents indicated that this flat-rejectlon is contingent upon the nature 

and severity of the disability. According to Table 8 one of the largest 

cities allows exemptions for disabilltles. This would seem to be under- 

standable given the potentially large number of positions tha~ would not 

be in the operations area. Among the two smallest categories of Cities, 

33.3 percent of each indicated they might consider disabled applicants. 

i ! i ~ 





@ 

@ 

18 

Table 8. REJECTION OF APPLICANTS WITH PHYSICAL DISABILITIES BY 
POPULATION CATEGORY FOR SELECTED. OKI2d{0MA POLICE 
D~PARTMENTS IN 1975 

'! 

I!" Reject iOn fo r  
Physical Disability? 

Y e s  i 

Population Group 

Above 50,000 to 25,000 to I0,000 to Total 
I00,000 100,000 50,000 25,000 
(N) % (N) % (N) % (N) % (N) ~% 

( I )  50.0 (3) 100.0 (4) 66.7 (8) 66.7 (16) 69.6 
No 

Allow Exemptlons 

TOTAL 

(o) (o) 
i 

(II 5o.o (Ol 

(1) 1 6 . 7  (3) 25.0 (4) 1 7 . 4  

(1) 16.7 (1) ,8.3 (3) 13.0 

(2 )100.0  (3) I00.0 (6)100.0 (12)100.0 (23)100.0 

Character 

Moral character in combination with prior felony and misdemeanor con- 

victions are further criteria used to evaluate police applicants. The 

earlier I,A.C.P. studies noted that only the very large agencies (19000 or 

more e~loyees) were llkely to accept applicants with Juvenile or adult 

arrests or conviction records. Today very few ~nlclpal agencies (less 

than 5~) will accept (or can accept under state law) convicted felonS. At 

the same tilde, Juvenile offendezs have an even chance of being accepted 

(Eisenberg et al., 1973, p. 51). 

Oklahoma is one of over 25 states today which have state standards 

demanding "good ~rals" of all police employees (Wall and Culloo, 1973, 

p. 427). In llne with this mandate, I00 percent of the surveyed agencies 

reject applicants who have been convicted of a felony. Misdemeanor and 

traffic convictions constitute a different set of circumstances for most 

agencies. 

i 
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As presented in Table 9 it is clear that most Oklahoma agencies 

res0onding to this survey "are not amenable to the employment of mlsde- 

meanor or traffic offenders. Twenty-elght percent automatically reject 

~-is~emeanor offenders, while 44 percent reject such applicants when they 

also reflect traffic offenses. Sixteen percent i of the agencies left the 

door open to some applicants who may have non-felony convictions in their 

background, but only 12 percent  w i l l  cons ide r  ~hese appl ican~s  r e g a r d l e s s  

o f  such a background. This i s  much l e s s  c o n ' ; i d e r a t i o n  for  misdemeanor 

offenders than might be found natlon-wlde. For example, Porter and King's 

(1972) analysis discovered 50 percent  of t he  agencies  reject misdemeanors, 

and only t~ 0 percent reject adults• u~th•moving traffic v~olatlons. 

Table 9. REJECTION OF APPLICANTS FOR MISDD~A~OR A~DTRAFFIC OFFENSES 
IN SELECTED OKLAHOMA POLICE DEPARTMENTS FOR CITIES OF I0,000 
OR MORE POPULATION IN 1975 (N = 25) 

Reject All Rtsdemeanor Offender~ 

May ReJect Misdemeanor Offenders  

Rejec t  M i s d e m e a n o r a n d T r a f f i c  Offenders 

Do Not Reject  Appl icants  for  Misdemeanor Offenses 

Percen t  

28 

16 

44 

12 

From a comparative population perspective, a greater proportion of the 

smallest cities in Table I0 reject all misdemeanor offende~ than occurs• 

in any other population group. Fifty percent of the cities between 10,000 

and 25,000 reject all such applicants, and another 25 percent rejecttrafflc 

offenders, while most of the remaining population categories also follow this I 

practice. ThOse cities which d_.oo entertain such applicants have populations 

under 50,000 and represen t the smallest proportion of the communities. 
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Table i0. 

i 

REJECTION OF APPLICANTS FOR MISDEMEANOR AND TRAFFIC OFFENSES 
BY POPULkTION CATEGORY FOR SELECTED OKLAHOMA POLICE D~ART- 
MENTS IN 1975 

Type of Rejection 
i 

Above 

I00,000 
(N) Z 

~ulation Grou£ 

50,000 to 25,000 to 
• i00,000 50,000 

(N) Z (N) % 

I0,000 to 
25,000 
(N) Z 

Total 
(N) % 

Reject A11Mis- 
demeanor Offenders 

May Reject Mis- 
demeanor Offenders 

Reject Misdemeanor 
and Traffic Offenders 

Do Not Reject 

TOTAL 

(o) 

(o) 

(2) 

(o) 

(2) 

(0) (1) 16.7 (6) 50.0 (7) 30.4 

( l )  33.3 ( l )  16.7 (1) 8.3 (3) ].3.0 

1.00.0 (2) 66.7 (3) 50.0 (3) 25.0 (10) 43.5 

!oo.o 

(2) 16.7 

(t2) 1oo.o 

(0) (z) 16,7 

(3) 100.0 (6)I00.0 

(3) 13.0 

(23) zoo.o 
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Exams: General to Psychological 

Once a department has designated basic standards to be followed in 

selecting personnel and!screens them for conformance, the next phase of 

the process begins. In the testing phase some departments may administer 

a battery of various exams, ~hile others may give one or even none. 

Perhaps the most extensive research into police selection has dealt 

trLth the question of testing applicants. Because of thelargenumber of 

tests available, no attempt will be made here to describe each test and 

its intended purpose. Rather, some of the more current literature dQallng 

• rlth this topic will he treated. 

Written tests are wldely employed (98% of the I.A.C.P. survey in 

1961 used such) for qulte practical reasons. Among these are the ease by 

which written tests may be administered and scored, the appearanceof 

objectivity, and the belief that such tests are capable of ideutifylng the 

better qualified, as well as measuring intelligence and good Judgment 

(Eisenberg and Murray, 1974, p. 76). 

In the area of written tests, Frost (1959) has called for the inclusion 

of intelligence, police aptitude, and personality tests. At a more general 

level, reading comprehension, memory, and spelling exams have been recom- 

mended by Adams (1968). These are among the most simple and commoniy used 

testing instruments in small and medium sized police dep@rtments. 

The Minnesot a Multlphaslc Personality Inventory (M.M.P.I.) is presently 

one of the most popular psychological test administered by police agencies. - 
i 

Murphy (1972) conducted a natlon-wlde survey to determine the extent to which 
i 

psychological exams are used by state and local law enforcement agencies 

Among the 80 cities (N = 203) that conducted such tests, the M.M.P.I. was 
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clearly the most widely implemented. Despite wide usage, Saxe and Relser 

(1976) point out a great deal of ambiguity which exists in the validity / 

of the test. Much of their recent work has been aimed at establishing 

validation criteria for the M.M.P.!. .< 
i 

j i Police personality tests have received a good deal of attention in 

the 1970s. For instance, following an anaylsls of tests used in the Ohio 

State Highway Patrol selection process, Chlaramonte (1974) concluded that 

four hours of spe11Ingp math, IQ, andpollce adaptabillty exams provided 

no more information than the IQ test alone. The patrol then developed a 

new test battery which measured an applicant's probable performance on the 

Job in an improved fashion. The new processp which involved themeasuremen t 

Of personality traits, led to a decrease in personnel turnover following 

implementatlon. Mills (1972)also examined new uses for personality tests, 

particularly with regard to measuring those attributes considered most 

deslrable for police work. His seven personality traits have been used 

to guide recruit selection in Cincinnati. 

Mills, McDevltt, and Tonkln (1966) have also pursued the use of 

"situational exams" similar to those used by the O.S.S. during World War If. 

Using a "simulated stress method" with recruits in Cincinnati, they found 

high correlations between the test results and performance in thepollce 

training academy. (See also: Mills, 1976.) 

A study conducted in the Tuscon, Arizona police department in the 

late 1960s was aimed at establishing predlctlve validlty in selection tests. 

Test batteries were given to police • recruits that measured intelligence, 

interest patterns, and personality~traits. The personality tests were• 

found to most accurately predict performance on the job (Thweatt, 1972). 
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McCreedy 
(1974) pointed out the paradox involved in the acceptance 

level!s on intelligence exams. "A higher IQ implies an ability to reason-- 

which is desirable; wh~le a lower IQ implies an ability to perform routine 

tasks--which is necessary" (p. 42). Thus, while important the IQ score 

siould be used in conjunction with other tests and not as a sole criterion 

f r acceptance or rejection. At the same time written exams of logic and 

co~mon sense must be comblned with others to assess the overall character 

of an applicant. L 

i While fewwill deny the usefulne~ of poycholo~ical te~tlng, there 

are those who call for better validatlon criteria of these tests. '(Spencer 

andNichols, 1971). Others concur by arguing for exams which are more 

closely tied to Job analysls (Cronbach, 1970) and for the selectlon of 

appllcants who possess the skills required of the Job rather than those who 

score highest on written exams (Tyler, 1965; McClelland, 1973; O'Leary, 

1973; and Shavelsoh etal., 1974). 

As mentioned in the beginning, no attempt has been made to summarlze 

all of the tests available. Some authors, however, have devoted a good 

deal of attention to exams and should be consulted for specific information. 

(M/llset al., 1966; Rhead etal., 1968, pp. 1575-1580; Gottesman, 1969; 

and Porter and King, 1972, pp, 5,16.) 

Table II presents the survey findings concerning examination usage in 

Oklahoma. The non-technical or general exams such as general knowledge, 

memory, and reading ability are used by over half (56%) of the agencies. 

General exams appear to be the most popular, as 16 percent of the cities 

relied solely upon these tests• About one-quarter of the communities use 

a combination of two or three general exams. Since only 56 percent of the 

! 
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reporting agencies use general exams, one would expect some reliance on 
+! 

other types of written ~ests. In fact, the questionnaire specifically 

addressed the usage of three more technical examinations, including the 

Police Adaptability test, the M.M.P.I., and intelligence tests. The H.M.P.I. 

is the most popular among the specialized test optlons; 52 percent of the 

cities employ it. The Police Adaptability test, which is designed to 

measurea Candidate's suitability for police work, is employed by 36 percent 

of the agencies. An IQ or lntelllgence exam, while popular wlth only 12 

percent Of the agencies prior to 1975, was rarely used (8~) by Oklahoma 

police departments responding to the current questlonna~.re. 

Table  11. SELECTION EXAMINATIONS USED BY SELECTED OKLAHOMA POLICE 
DEPARTM~S FOR CITIES OF 10,000 OR MORE POPULATION IN 
1975 (N = 25) 

Percent 

General Tests 
General Knuwledge = 16 
~ry 8 
Reading Ability 4 
GeneralKnowledge and Memory 4 
General Knowledge and Reading Ability 12 
General Knowledge, Memory and Reading Ability 12 

56 

Police Adaptability Test 36 

Minnesota Multlphasic Personality Inventory 52 

Intelligence Tests 

Briefly examining the two more popular examination types by population 
I 

category, we should note • in Table 12 that the general exams are employed by 
l 

only one of the two largest cities, althcugh all of the 50,000 to i00,000 

population category cities use some general exam form. Cities in the 25,000 

,,, 
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to 50,000 population category have the next highest usage with 66.7 percent 

of such cities adnLinlstering these exams. The smallest population cateBor ~ 

has the lowest percentage using general examinatlons--only 31.7 percent, i 

Table 12. 

Type of Exam 

GENERAL EXAMINATIONS* AND MINNESOTA MULTIPHASIC PERSONALITY 
INVE~TORY USAGE BY POPULATION CATEGORY FOR SELECTED OKLAHOMA 
POLICE DEPARTMENTS IN 1975 / 

: i 

population Group 

Above 50,000 to 25,000 to I0,000 to Total 
100,000 I00,000 50,000 25,000 
(S) % (N) g (N) % (N) g (N) g 

General Exam Used (I) 50.0 (3) I00.0 (4) 66.7 (5) ~41.7 (13) 56.5 

M.M.P.I. Used (I) 50.0 (3) 100.0 (3) 50.0 (4) 33.3 (11) 47.8 

General examlnaelons include general knowledge, memory, specific subject, 
and reading ab i l i t y  exams. 

Table 12 also includes M.M.P.I. usage by population category and indicates 

an iden t ica l  proportion of the c i t i e s  above 50,O00population require this  

exam as use the general tests. Only 50 percent of the 25,000 to 50,000 

population cities employ the M.M.P.I. Again, the cities with the lowest 

rate of usage are within the 10,000 to 25,000 population categories; only 

33.3 percent administered the exam. 

• The discussion of examinations would not be complete without mentioning 

at least three additional and quite common exams. The first, a medical 

examination, is administered by nearly all police departments in the U.S. 

and is so noncontroversial it was not included in this study. The other 

two tests, however, • are of sufficient concern to warrant further dlscussion-- 

the polygraph and physical agility tests. 

-- . 
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Exams : Polygraph 

An exam/natlon used as an additional check on personal character is 

the polygraph or lledetector test. Territo (1974) has indicated that while 

the polygraph is very • useful~ it should never be used as a substitute for 
l 

a thbrough background Investlgaticn--only as a supplement to it. He recom- 

mends that the exam be used in the early• phases of the screening process. 
i 

A survey conducted by•the National Center of Lie Detection in 1971 revealed 

that!about one-thlrd of all police applicants can be disqualified by the 

use of the polygraph in con~unctlon with other investigative tools (Terrlto, 
i 

p. 52). 
4 

Eisenberg and his associates (1973) asked munlclpal, county9 and state 

police agencies about a polygraph requirement and found that the highest 

rate of use was among the municipal agencies. Overall, 31 percent admini- 

stered it to males and 22 percent did so for females. Although no attempt 

was made in the current Oklahoma survey to separate the treatments for male 

and female applicants, 32 percent~of theagencies administered a polygraph 

exam to all applicants as a regular practice. Although it is somewhat 

surprising that nearly 60 percent of the agencies did not require a 

candidate to successfully pass such an exam, it may not be so unusual when 

compared to the nationai survey results of 1973 (Eisenberg et al.). 

Compared by populatlon category, in Table 13, one sees that the larger 

cities are moreapt to require a polygraph for new recruits. All of the 

50,000 to I00,000 population groups ~ and 50 percent of the largest cities 

require this exam/nation. Its use is mandated in only a third of the 

Zb,000 to 50,000~population communities and in only 8.3 percent of the 

smallest cities. Thus its use is clearly considered more crucial by the 

agencies of larger cities in Oklahoma. 

\ 
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Table 13. 

Polygraph Used? 

POLYGRAPH USE DURING RECRUIT SELECTION BY POPULATION 
CATEGORY F~R SELECTED OKLAHOMA POLICE DEPARTMENTS IN 1975 

Above 
I00,000 
(N) % 

I .... 

Po_q~ulatlon Group 

50,000 to 25,000 to 10,000 to Total 
100,000 50,000 25,000 
(N) % (N) % (N) % (N) % 

Yes (I) 50.0 

No (I) 50.0 

Not Stated (0) 

TOTAL (2)100.0 

(3) 100.0 (2) 33.3 (I) 8.3 (7) 30.4 

(0) (4) 66.7 (9) 75.0 (14) 60.9 

(0) (0) (2) 16.7 (2) 8.7 
=, 

(3) i00.0 (6) I00.0 (12)100.0 (23)100,0 

One final comment on the polygraph is in order. It should be noted 

that there is actually no pass or fall "score" for the exam. Rather i~ is 

incorportated as an integralpart of the selection process In some cities 

in conJunctlonwlth other character and background investigations. 

Exams: Physical A~illty 

In 1956 not one city in the region of the country encompassing Oklahoma 

made use of any physical agility tests. By 1961, however, 27 percent of 

the cities in the region had implemented such an exam, and its use continues 

at much higher rates today (O'Connor, 1962, pp. 15-16). As the use of the 

agility test increases, many agencies are seeking validation procedures to 

correspond with the •tests. •Criteria for•the development of these tests 

have been suggested by the authors of several recent works (Coppock and 

Copp0ck, 1974; McGhee, 1976; and Osborn, 1976). Osborn examined the 

physical agility requirements for police officers in a project involving 

200 deputies of the Los Angeles Sheriff's Department. By examining the 
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needs and a b i l i t i e s  o f  the sample group,  he has been ab le  to e s t a b l i s h  

validation criterla for use by most departments. Current research does 
°. 

not include any survey findings of the extent to which such validation 

measures are being applied. ~ 

J 

Although the survey results indicate an increase in the number of 

departments which require a physical agility test, only 20 percent of 

the responding agencies used such a test In 1975. This compares with 11 

percent of Oklahoma agenclesln 1972 (Porter and King) and 50 percent of 

anatlon-wlde survey in the ,ame year (Eisenberg et al., 1973). Thusp while 

theresponslveness of Oklahoma pollce departments to good physical agillty 
/ 

was better in 1975 than in 1972, this state's agencles still lagged con- 

slderably behind the nation's experlence as surveyed in 1972. Unfortunately, 

without a more reeen=natlon-~Ide study, one cannot state whether the 

Oklahoma departments are now in llne with more current practice or whether 

they still lag behind in this regard. 

Background Investigation i 

The recrultment cycle moves to the next phase--background and character 

investigation. Generally, this step follows the successful completion of 

all phases of testlng, but it may be undertaken concurrently with the 

polygraph or medical examinations. (In the case of the medical examination, 

however, current practice seems to place it near the end of the recruitment 

cycle; thus it involves only the selected recruits and alternates.) 

A survey by the National League of Cities reported that Over 90 percent 

of the cities employed the background investigation to check criminal records 

and personal character references supplied by the applicants (Bancroft, i966). 

The presidential commission found that in most cities these investigations 
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are quite limited in scope, and investigators rarely pursue matters to 
i 

the degree required for professional evaluation (The President's Com- 

mission on Law Enforcement and Administration of Justice, 1967b, p. 129). 

The Commission went on to point out that until reliable tests can be 

developed for applicants, the background investigation must be retained. f 
(See iFlynn and Peterson, 1972.) Thu~, by i972 about 97 percent of the 

departments in the country were conducting "backgrounds" (Eisenberg et al., 

1973 i p. 20). Similarly, in 1975 al__~lOklahoma responding agencies required 

a background investigation. 

In all but four percent of the Oklahoma agencies, where the city 

personnel department is in charge, the pollce are responslble for the 

conduct of the background investigation, While departments indicate they 

investigate all applicants, only 56 percent would actually investigate 

out-of-state applicants in addition to state residents, as seen in Table 

14. ~irty-two percent of the departments limi ~. their investigations to 

the state, and eight percent conduct backgrounds of local candidates only. 

Table 14. CONDUCT AND SCOPE OF BACKGROUND INVESTIGATIONS IN SELECTED 
OKIJL~OMA POLICE DEPARTMENTS FOR CITIES OF I0,000 OR MORE 
POPULATION iN 1975 (N = 25) 

Percent 

Agencies Conducting Backg=ound Investigatio~zs 
f 

Investigations Conducted By: 
City Police Department 
City Personnel Department 
Both 

i00 

92 
4 
4 

Scope of the Investigation 
All Applicants Investigated 
State Applicants Only Investigated 
Local Applicants Only Investigated 
Not Stated 

56 
32 
8 
4 
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In Table 15 the scope of the background investigation is examined 

by population category~ T~e largest cities Doth conduct investigations 

of all applicants, regardless of the geographic location. Such broad 

investigations are characteristic of 66.7 percent of the 25,000 to 50,000 

population cities and 58.3 percent of the smallest cities. None of the 

50,000 to I00,000 population cities undertake investigations beyond the 

state's borders. One of this group of cities and one from the smaller 

25,000 to 50,000 population category limit investigations of a background 

nature to the local area. 

Table 15. 

Background Investlgatio~s 
Are Conducted in:- 

SCCPE OF E~CKGRQUNDINVESTIGATIONS BY POPD~LATION CATEGORY 
FOR SELECTED OKLAHOMA POLICE DEPARTMENTS IN 1975 

P oopulatlonGroup 

O 

Above 50,000 to 25,000 to I0,000 to Total 
100,000 100,000 50,000 25,000 
(S) % (N) % (N) % (N) % (~) % 

City Only 

City and State Only 

City, State and 
Out-of-State 

TOTAL 

(0) (1) 33.3 (1) 16.7 (0) (2) 8.7 

(0) (2) 66.7 (I)  16.7 (5) 41.7 (8) 34 .8  

(2)100.0 (0) (4) 66.7 (7) 58.3 (13) 56.5 

(2) 100.0 (3) 100.0 (6) I00.0 (12)100.0 (23) 100.0 

Oral Boards 

The final phase of processing prior to selection is characterized by 

what is commonly called the "oral board." In the oral board or interview 

settlng'irepresentatlves of the police department and perhaps other city 

officials have the opportunity to consider the "demeanor" and outlook of 



0 

0 

0 



O 

3 1  

/ 

the applicant, it is assumed such a board may be able to determine the 

potential for handling stress situations and exercising co=mon sense (The 

President's Commission on Law Enforcement and Administration of Justice, 

1967b). While most boards are comprised of police personnel only, some 

research indicates both an increase in the use of outside board members, 

and a clear improvement in police-community relations where citizens are 

included (McCreedy, 1974, p. 43). 

Some doubt has been cast on the validity of the oral board process. 

For example, Flynn and Peterson (1972) determined that the informatlom 

acquired  through such proces se s  was l e s s  u s e f u l  in  p ~ e d l c t l n g  performance 

than a decent  background i n v e s t l g a t i o n .  S t i l l ,  e v i d e n c e  o f  the  wide usage 
/ 

of  o r ~ l  hoards i s  i n d i c a t e d  by the  1972 survey  which found 95 p ercen t  o f  

the agencies requiring such a process (Eisenberg et al., 1973). 

In 1972 Porter and King discovered only 22 percent of Oklahoma 

agencies were uslng oral boards. The curren~ survey, as shown in Table 

16, found a great increase in the use of these boards.i Eighty-eight percent 

of the agencies responding indicate that thlswas a component of their 

department's selection process. The size of these hoards ranges from a 

small core of three persons to a fairly large group of nine members. Five 

members is the mode, as 32 percent of the police departmen=s constitute 

boards of that size. 

Also in Table 16 the composition of the oral boards is described. 

It is quite apparent that these agencies are most comfortable with having 

only pol!ce officers serving on the boards; 60 percent follow this practice. 

~en this proportion is combined with the percentage of agencies having a 

majority of police officers, one finds that 72 percent of the agencies 

I 
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Table 16,. ORAL BOARD USE AND CONDUCT IN RECRUIT SELECTION IN SELECTED 
i OKL~iOMA POLICE DEPARTmeNTS FOR CITIES OF I0,000 OR MORE 

POPULATION IN 1975 (N = 25) 

Agencies Conducting Oral ,Boards 
Agencles Not SCaClng 

i z  o f  Oral Boards  
! 3 members 
• 4 members 

5 members 
6 members 
7 member~ 
9 membere 
Noc Seated 

Composition of Oral Boards 
All Pollce 
MaJorlCy Poli,:e 
ProporCional 
Fewer •Police 
Not Scaced  

Time Per Appllcan= in Boards 
20 m i n u t e s  
30 m i n u t e s  
45 m/nute9 
60 mlnutas 
More than 60 minutes 
Not S e a t e d  

Percent 

88 
12 

!6  
20 
32 

4 
4 
4 

20 

60 
12 
8 

12 
8 

4 
24 

4 
24 

8 
36 

! 

i 
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conduct oral boards whlch~are dominated by their own commissioned officers. 

One may reasonably infer from this finding that these selected Oklahoma 

police departments believei that their employees are the best Judges of 
i 

character in police applicants. Since only 12 percent of the agencies 

conduct oral boards with police officers in the mlnorlty, it would seem 

that there is little attempt to integrate other city staff members or 

citizens into the process. 

A final que~tlon on oral boards concerned the amount of time spent 

with each appllcaaC. Again from Table 16, one notes that a bimodal 

frequency exists with equal proportlon~ of th~ cities, 24 percent, e[.e~ullng 

el=her 30 or 60 minutes with each candidate. A few cities use boards of 

either 20 minute~, 45 mlnutes~ or over 60 minutes in duration. 

A few additional comme=ts will now be made about the oral board 

characteristics among various population categories. Table 17 shows that 

one of the largest cltles and one-thlrd of the cities in all other popu- 

lation categories have five to slxmembers on each board. Smallboards 

of three or four members are characteristic of the greater proportion of 

cities in the 25,000 to 50,000 population group. One-quarter of the 

smallest cities use boards of this slze, while 16.7 percent of the same 

• group has seven to nine member boards. 
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Table 17. lg/MBER OF PERSONNEL ON ORAL BOARDS BY POPULATION CATEGORY 
FOR SELECTED OKLAHOMA POLICE DEPARTMENTS IN 1975 

Number of Personnel 
on;Oral Board 

Populatio.n Group 

Above 50,000 to 25,000 to I0,000 to Total 
I00,000 I00,000 50,000 25,000 
(N) % (N) % (N) % (N) % (N) % 

3 - 4 (0) (1) 33.3 

5 - 6 (1) .50.0 (1) 33.3 i 
7 - 9 (o) ~ ( o )  

i 
5 

No Ora l  Board (0) (0) 

Not Stated (I) 50.0 (I) 33.3 

TOTAL (2) 100.0 (3) 100.0 • 

(4) 66.7 

(2) 33.3 

(0) 

(0) 

(0) 

(6) 1oo. o 

(3)  25 .0  (,8) 3~,.8 

(4)  33.3 (8)  34.8  

(2)  16.7 (2)  8 . 7  

(2) 16.7 (2) 8.7 

(1)  8 . 3  (3 )  13 .0  

(12) I00.0 (23) I00.0 

The composit ion of  the boards i s  p resen ted  in  c r o s s - ~ b u l a r  form by 

p o p u l a t i o n  group in  Table 18. The l a r g e s t  c i t i e s  employ e x c l u s l v e l y  

p o l i c e  o f f i c e r s  on t h e i r  s e l e c t i o n  boards .  Only o n e - t h l r d  o f  the  50,000 

to I00,000 popula t ion  c i t i e s  fo l low t h i s  p a t t e r n  wi th  equal  t h i r d s  r e l y l n g  

upon p r o p o r t i o n a l  boards or boards wi th  fewer p o l i c e  o f f l c e z s  p a r t i c i p a t i n g .  

Among the 25,000 to 50,000 population group, 50 percent of the communities 

use all police boards and one-third require the police to hold a majority. 

The smallest cities also have pollce-domlnated boards as 66.7 percent 

exclude non-pollce participants. 
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Table 18. COMPOSITION OF ORAL BOARDS BY POPULATION CATEGORY FOR 
SELECTED OKLAHOMA POLICE DEPARTMENTS IN 1.975 

,,,, , ,- , , = ,, 

I Po2uiation Group 

Above 50,000 to 25,000 to 10,000 to Total 
Composition of Board 100,000 I00,000 50,000 25,000 

. (N) % (N) % (N) % (N) % (N) % 

A l l  P o l i c e  (2)100.0  (I)  33 .3  (3) 50 .0  (8) 66.7 (14)  60.9 

Majority Police (0) (0) (2) 33.3 (0) (2) 8.7 

Proport ional  (0) (1) 33.3 (0) (1) 8 .3  (2) 8 .7  

Fewer P o l i c e  (0) (1) 33.3  (I)  16.7 (I )  8 .3  (3) 13.0 

Not Stated (0) (0) (0) (2) 16.7 (2) 8.7 

TOTAL (2)100.0  (3)100 .0  (6 )100 .0  ( 1 2 ) 1 0 0 . 0 ( 2 3 ) 1 0 0 . 0  

Finally, in Table 19 the time devoted to individual applicants is 

described by populat ion.  Short,  20 tO 30 minute,  in terv iews  are favored 

by the greater  proport ion of  the two middle-range populat ion  groups.  The 

l a r g e s t  c i t i e s  conduct boards for under 60 minutes .  The smal l e s t  c i t i e s  

r e l y  upon 31 to  60 minute interviews in 33.3 percent  o f  the cases .  This 

was the h ighest  proportion ~un6ng that group. Thus, in general ,  • the shorter  

interviews are characteristic of most depart-~nts regardless of city size. 

Only in the two smaller population categories did cities employ oral boards 

which exceeded 60 minutes for individual applicants. 
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TIME SPENT WITH APPLICANTS DURING ORAL BOARDS BY POPULATION 
CATEGORY FOR SELECTED OKLAHOMA POLICE DEPARTMENTS IN 1975 

Population Group 

Above 50,000 to 25,000 to I0,000 to Total 
I00,000 I00,000 50,000 25,000 / 
(N). % (N) % (N) % (N) % , (N) % 

, , / 

20 ~o 30 (1) 50.0 (2) 66.7 ( 2 )  33.3 (2) ~ . 7  (7) 30.4 

31 to  60 (I) 50.0 (0) (I) 16.7 (4) 33.3 (6) 26.1 

More than 60 (0) (0) (I) 16.7 (I) ~.3 (2) 8.7 

Not Stated (0) (I) 33.3 (2) 33.3 (5) 41.7 (8) 34.8 

TOTAL (2) loo. o (3) i0o. 0 (6) 100.0 (12) 100'. 0 (23) 100.0 

Discussion 

Police departments do use other standards and procedure8 in addition 

Co those covered here co recruit and evaluate appllcants. It w~Id be 

an arduous cask to present all of Chesehere. So, for the sake of brevlty 

we only mention a few additional requirements: residency, citizenship (all 

Oklahoma agencies require such), voter registration, driver's license, 

and veteran's preferences. These additions may be included at various 

steps in the recruitment cycle, although their application in Oklahoma is 

rare with exception of Citizenship as noted above. Where used, each is 

included in the cycle prior to the oral board. 

With the completion of the oral board3, the police departments then 

proceed to select the new recruits and alternates. In most cases the oral 

boards constitute the selectimn board as well. In a few rare instances, 

theseboards simply make up a list of satisfactory candidates from which 

L . . . . . . . .  . . . . . .  
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..... e chief of police may choose the final selectees. 
i 

last phase of the cycle as diagrammed in Figure I. 
However, while the 

new recnlits leave this cycle and are sent to a new cycle of tralning, 

the recrultment.process continues. This process never ends as each 
• I 

d~partment moves from the completion of selection to a reevaluation of 

recruitment and selection. This is necessary as eachdepartment must ! 

accept and file new applications which will be activated and processed 

through the cycle when departmental attrition reaches a certain level. 
+ i 

Summary 

The recruitment cycle in most pollcedepartments consists of seven 

phases which conclude with the selectlon of new police officers for the 

force. Phase I requires decision making to establlsh the recruitment 

mechanisms and selection standards and criteria to be followed. The 

recruitment process actually opens to candidates during phase 2 in which 

the media are notified of the Job openings. Potentlal candidates begin 

thescreenlng orocess in phase 3, as basic standards regarding age, 

education, physlcal condition, and soforth are checked. In phase 4 the 

testing of applicants iS initiated. Tests vary from general knowledge 

exams to personality and psychological examinations. Phase 5 ordinarily 

involves an investigation to check the character and background of the 

individual applicant. The report of this investigation is considered in ~ 

phase 6 by the oral board that interviews each candidate whose background 

is found acceptablel This process culm/nates in the seventh phase--the 
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actual selection of new recruits. Obviously, along the way many interested 

applicants are eliminated from the process. 
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In the Oklahoma survey, which is the basis for this paper, rec~Jitment 

was found to be llmite~d~lin most cases to the immediate area via the local 

media. Recruitment outside of the local area was most commonly charac- 

teristic of the larger ~ities. Nearly one'third-of the agencies indicated 

no active recruitment was conducted. This was more often the case among 

the smaller Cities. 

Selection standards tended to he fairly consistent in several areas. 

Nearly all departments used age 21 as a minimum and 35 as a maximum for 

appllcation. The high school diploma was alm~st-unlversally consldered 

as a must, although very few departments required any college training. 

Physically, most Oklahoma police dep~rtments require an appllcant to have 

20/20 (corrected) vision, have one's weight in proportion to one's height, 

and to possess no physlcal disabilities. Regarding the latter, more of 

the smaller agencies were considering physically handicapped individuals 

than the larger departments. 

All of the agencies were required under state law to reject those 

convicted of a felony. By policy most also reject misdemeanor and traffic 

offenders for employment. This was less characteristic of the smallest 

Cities than it was of the largest cities, particularly regardlng traffic 

offenses. 

Examinations of a general nature were used by over half of the cities 

and were most commonly employed in the 50,000 to i00,000 population group. 

The smallest cities indicated the least amount of reliance upon such 

exams. Another form of testing u~:ed b', over half of all departments was 

the Minnesota Multiphaslc Personality Inventory. It also was administered } 

most ofte~ in the medlum-size cities (50,000 - i00,000) and to a much lesser 
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degree in  the s m a l l e s t - s i z e  communities (10 ,000  to 2 5 , 0 0 0 ) .  Another 

exam with  wide usage was the p o l i c e  a d a p t a b i l i t y  t e s t  which was g iven  in  

over  o n e - t h i r d  o f  the a g e n c i e s .  A s i m i l a r  p r o p o r t i o n  o f  departments ,  

primarily medlum-size cities, required applicants to take a polygraph 

examination. Finally, very few agencles, only about 20 percent, put 

/! 
candidates through a physical agility test. 

A background investigation was conducted by every police department. 

This bit o£ detective work~ as might be expected, was the responsibility 

of the pollcs department it=elf. In over half of the departments it wa~ 

found thatthe scope o f  t h i s  i n v e s t i g a t i o n  i n c l u d e d  all a p p l l c a n t s r e g a r d -  

l e s s  o f  t h e i r  co~munlty or s t a t e  o f  r e s i d e n c e .  ~o~h o£ the  l a r g e s t  c i t i e s  

i n d i c a t e d  that  a l l a p p l i c a n t s  were i n v e s t i g a t e d  as  d id  b e t t e r  than 50 

percent  o f  the  two smal ler  groups o f  c i t i e s .  

Finally, an interview, generally referred ~o as an oral board was 

held in nearly all cities responding to this questionnaire. The majority 

of these board members were drawn in most cases from the ranks of the 

police officers. This was not t r u e  in most of the medlum-slze cities, 

however, as only one-thlrd followed this practice. Five member boards 

were found to be most common, although the smaller cities tended to vary 

from this to a greater degree than other population groups. ~ In addition 

the smaller cities spent more time interviewing individual applicants, 

although the norm among the cities was between 30 and 60 minutes. 

In sum, these Oklahoma agencleshave indicated reliance upon a variety 

of selection standards and processes within police recruitment cycles. 

Although :~eme differences do appear, particularly when comparing large and 

small cities, the practices do tell us something important about Oklahom~ 
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police departments. That ~s, in the aggregate these departments e~ploy 
f 

some ~ fairly rigorous practices in selecting new recruits. The diffusion 

of these new recrult~nt mechanisms and criteria throughout the state 

denote a growing commitment to professlonal law enforcement standards. 

These practices are in most cases in step with, if not ahead of, the 

~natlonal norms as revealed in a survey three Years earlier. An exact 

comparison between Oklahoma land the rest of the nation~ of course, must 

await comparable national data for the same year. 
l 
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POLICE DEPA R~PIvlENT 

,/ 

Chief, 

;~e are at the present time seeking informatlon from various departments 
i n  Oklahoma concerning their recruitment and selection processes.used 
in the hiring of ne~ police offlcers.-..We/are partlcularly..interested 
in the particular requirements, that your department follows. In 
addition, our study wil l atf~m~pt to find any association beb~een those 
requlrements orprocesses andthe at t r i t ion rate of new'pol$ce..recruits " 
during their, prob;ationary period. 

To this end, we have enclosed a questionnaire Which we would l ike to ,." 
have completed and returned to our department. We, of course, under- 
stand the timedemands of any police department and have therefore kept 
this questionnaire as.brlef and simple as the s~udy would allow. 

" "  . - . . 

Any help that your department could render in completing the questionnaire 
would be greatly app~eciate¢. In return, we would be glad to send you 
a summary copy of the survey findings 

Thank you in advance for your assistance, 

Sincerely, . 

Don P. Holyfiela 
Chief of Police 

By: John P. Pelissero 
Planning and Research Unit 

JPP:jg 

Enclosure: Quest ionna i re 

THE UNIVERSITY CITY 

l 

! 

I 
I 

I 
I 

.! 
I ! 
I 
I 

I 
i .  
i - ° 

i- 
I 

i 



0 



•.. • 

W 
Please Retur~ To: 
Norman Police Department 
P.O. Box 370 
Norman, OK 73369 

APPENDIX B 

OKLAHOMA POLICE PERSONNEL 
RECRUITMENT,.SELECTION AND 

ATTRITION OF POLICE RECRUITS 
QUESTION~AIRE .0 

Police Department : 

Ci ty 

INSTRUCTIONS: The questions below relate to the methods being used presently in the 

B 
B 
B 

'B 
B 

selection of personnel for the position of police officer. Most of the questions can 
be answered by placing a mark on the proper~]ine or lines x or by f i l l i ng  in a 
word or two in the appropriate space. Please answer all questions about methods in use 
between 1971 and 1975. QIf a particular method Was added or ~ d u r i n g  any particular 
year between 1971 and 1.75, please indicate in the ~ m a r ~ t h e  year that such took 
place. Disregard any questions that are not appiica-6~ to your department. 

AGE 

EDUCAT I ON 

Minimum age for applying Maximum agefor applying. 

Do you require a high school diploma or equivalent? Yes No 
D?you require college Hours? Yes No • Ifyes~icate--~-~Ee 
mlnlmum ,ours required . D-~you requ-T~e a college degree?Yes 
No . I f  yes, check the appro riate de tee; A P g • ssoclate (eneral) 
Assoclate (police related or police science) Bachelor ~generalT~---- 
Bachelor (police related or police science) ~ .  

HEIGHT AND 
WEIGHT 

Minimum height 
Minimum weight 
criteria is used 

feet, inches. Maximum height feet, inches. 
~ounds. Maximum weight pound-'--'E. I f  o ther  

, suchas proportionate weight' to height, please indicate: 

VISION 

CITIZENSHIP 

Indicate your vision requirements: 

Do you require U.S. Citizenship? Yes No 

Do you reject applicants for felony convictions? Yes No : CRI INAL 
CONVICTIONS 

B "  . . 

PHYS I CAL 
"~ DISABILITY 

Do you re ject  applicants, fo r  numerous misdemeanor char - -~ .Yes 
No . I f  yes, does this include t r a f f i c  violations? Yes No 

Doyou re ject  applicants fo r  having a physical d i sab i l i t y?  Yes 
No . L is t  any exemptions: 

CHARACTER Must applicants possess "good moral character"? Yes No o 

EXAMINATIONS Check areas measured by tests or tests used: General In format ion 
Specific Information (laws, etc.)  M e m o r y ~  Reading A b i l i t y  
Police Adaptabi l i ty  Test ,passin-------g score ' ; Minnesota Multiph------asic 
Personality Inventory IQ test ,what is required IQ level? 
Physical Ag i l i t y  T e s t ~  passing score . Please l i s t  any'other 
tests used in your s e ~ n  process: 
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Must the applicant satisfactorily pass a polygraph'-exam? Yes 

47. 

NO 

B 

B 

B 
B 
B 
B 

INVESTIGATION Must.the.applicant satisfactorily pass a background investigation Yes 
No . Who conducts this investigation? PoliCe City Personnel----" 
• Other~please specify:) 
Do local investigators ~as indicated above) investigate applicants living 
in the city? Yes No . outside the city l imits? Yes. No 
outside the state? Yes No . I f  no to persons outside of the 
city or state, i . n d i c a t ~ i n ~ t i o n  is gathered on such applicants: 

I NTERV I EWS Must the applicant appear before an. oral board? Yes No Number 
of .persons on the board How many from the~polT~Z. " - ' - ~ e r  a~ency 

(please specify) . Approx ima)~devoted to 
~ p p l i c a n t  .~' Please indicate any other interviews involved: 

RECRUITmeNT Please check any of. the following used in notifying the public of openings 
in your department: Localnewspaper stories Radio Local TV 
~ oca] Newspaper Ads=~__ Statewide Newspaper Ads_Storewide Magazn-'i-~- 
a s ~ a ~ o n w ~ o e  magazine ~as (please spec--6~T~y state or national 

magazines used (e.g. Poli ceChief,--~' . ))  . . 
Specify other forms ot advertising used:' 

OTHER 
REQUIREI~ENTS 

i . .  - 

Please l i s t  any other requirements used in your department. This space ~ 
maya]so, be used to comment on types of  waivers or exemptions for the i te~ 
checked anywhere in this questionnaire. 

i 

ATTRITIO~ INFORMATION: In order, to find any association between the practices listed above 
and recruit at t r i t ion,  we wil l  need information on the number of recruits hired (both in- 
state and out-of-state people) who left for any reason during their probationary period or 
during the f i r s t  year, which ever is longer. Please l i s t  those figures below. 

PERSONNEL HIRED 
~[UI~ff~OF ! H r ~ N N E L  
WHO LEFT DURING PROBATION 

i 1971 
1972 r 
1973 I 
1974 
19'7'5" 

~LVC~BER OF OUT-OF-STATE PERSONNEl 
HIRED WHO LEFT DURING PROBATION 

I f  you desire, on a seperate sheet co,~Tnent on the reason given for the attr i t ion during 7 
"v specific year.or for all years. Thank ycJ for your cooperation. ! 

"~_cI [rom: C}tCnnnnr (lq6?~i.. . 
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