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CAREERS IN LAW ENFORCEMENT

Since the mid-sixties there has been considerable progress in the
hiring and depioyment of women in Taw enforcement agencies. No longer
are women subject to differential hiring critaria and inferior compen-
sation; nor are they relegated solely to women's or juvenile bureaus.
Following the 1963 Equal Pay Act; the 1972 Revenue Sharing Act; the
1972 amendment to Title VII of the 1964 Civil Rights Act; the 1978
Pregnancy Discrimination Act; subsequent Equal Employment Opportunity
guidelines; and successful litigation, women are hired, compensated,
trained, and generally deployed throughout law enforcement agencies
without reference to their gender.

Presented here is a display of personnel particulars of sample
municipal, state, and federal law enforcement agencies for comparative

assessmenit of the employability of women.

‘‘‘‘‘‘‘‘ - i et ot A bbbty

. .PART I
MUNICIPAL LAW ENFORCEMENT

New York City became the first municipality to hire women, as
prison matrons, in 1845. In 1888, the Massachusetts and New York state
legislatures passed laws requiring cities with populations of 20,000 or
more to hire police matrons to process female prisoners. In 1893, the
mayor of Chicagp appointed Maﬁjg Owens (the widow of a local police

officer) to the position of police officer; a position she held for 30

years.1

’ }he Los Angeles Police Department appointed the figét sworn'fema1e
police officer, Alice Wells, in 1910, in response to a petition from
100 influential citizens. Her duties were restricted to supervision
and enforcement of laws regarding women and Jjuveniles at places of
public recreation. In 1915, Wells established the Ihternationaf
Association of Women Police (IAWP), which remains today the most widely
recognized national body of female police officers. By 1916, there
were policewomen in 25 cities covering 20 states--an increase largely
attributable to Alice Wells' influence.

By the end of World War I, the number of cities employing women

had reached 200, although the women were most often assigned to separate

women's bureaus, which were sometimes commanded by “femaTe officérs.

Their duties focused on victims of sex offenses, juvenile delinquents,
female criminal suspects, missing bersons, and abused or neglected
children. Often, women. hired to work in the women's bureaus were
requifed to meet eligibility requirements regarding height, weight, and

education different from those for men. For example, women were
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generally requ1red to have a co]]ege degree, and to be at least 5'8"

tall. Further, po]1ce departments ma1nta1ned quotas of no more than
1 percent female officers and generally pa1d policewomen, as they did
matrons, lower salaries than they paid policemen. Many departments
denijed women the opportunity to take promotional examinations.
Generally women were infrequently promoted and on]y when there was a

vacancy at a higher rank 1n thevngpgnmi~9ureau‘2 - .
Although the vast majority of municipal po11ce agenc1es re]eqated
"policewomen only to women's bureaus to function as social workers and
matrons, there were exceptions. Some agencies, such as the Miami
Police Department assigned women p1ainc19thes detective duties as early

as the late f1ft1es

TETI A L SEI e et i i sin oty

Qy 1070 the national total of female 1aw enforcement personnel
had increased to 5,617. Data provided by the Federal Bureau of
Investigation (FBI) covering the years 1972-1977 show an increase of
80 percent in the employment of female police officers in municipal
agencies: 1972, 1.5 percent; 1973, 1.7 percent; 1974, 2.0 percent;
1975, 2.1 percent; 1976, 2.4 percent; and 1977, 2.7 percent? The

most current issue of the Uniform Crime Reports (UCR) shows women

comprise a '"total cities"average of 3.5 percent. The percentages of
female officers range from a high of 8.6 percent in county police

agencies to a Tow of 2.6 percent in police agencies serving city

. populations of 10,000-24,999.

14

In 1979, the Police Foundation conducted a survey of municipal
police agencies which ascertained that 19 percent of the respondents
assigned women to patrol as early as the late sixties. However, the
Indianapolis Police Department became the first municipal agency to
assign women formally to patrol by relegating two women to traffic and

patrol duties in 1968.5.~JIn 1972, Washington, D.C., became the

_first major municipal agency to deploy a significant number of women

(86) on patrol.® - | el

Although women rank‘aé high as captain, inspector, and deputy
chief in municipal agencies such as the Washington, D.C., Metropolitan
Police Department, the Detroit Police Department, and the New York City
Police Department, they are overwhelmingly represented at the rank of

police officer in the vast majority of municipal poiice agencies across

the country.
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MUNICIPAL EMPLOYABILITY SAMPLES

The Houston (Texas) Police Department

The Detroit (Michigan) Pelice Department

16

A. THE HOUSTON (TEXAS) POLICE DEPARTMENT

The Houston Police Department has a significantly greater than-average
number and percentage of female officers (n=181; 6.2 percent) (see
Table 4). However, 1975-78 data show that although women comprise 40 per-
cent of the local labor force,. they have constituted only up to 9.1 percent
of police applicants, and 5.7 percent of approved applicants. Over the
years the numbers of white and black female applicants have been very com-
parable, in spite of therg being nearly four times as many white women as

black women in the Tocal labor force (28.4 percent to 7.5 percent). However,

the yéarly percentage of approved female applicants has been higher for white

women with the exception of 1976. Hispanic women have only recently

. been included in approved women totals and have never comprised more than

2.3 percent of all applicants.

The department's selection process differs frqm others in that it
includes a stringent physical agility test, but no written examination
upon application. Female applicants fare very well on all interview and
fnvestigative aspects of the selection process. However, they experience
great difficulty in passing the physical agility test. Requiring, in part,
that an applicant pull up on a 7'6" wall and remain at the top for a
specified period, this exam wmay be repeated twice if initially failed.
Reportedly, female applicants take full advantage of these repeat
opportunities, but fail disproportionately on each occasion to ably per-
form and complete all the "events" within the required 60 seconds.

‘Mbst'women entering the acadenmy mastervboth;academic and physica]_
training. A department with a viable field ﬁraining program, the‘Houston

Police Department has 180 field training officers, one of whom is a woman.
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In 1977, a consulting firm determined that female officers were more
frequently assigned to the Juvenile Division than to the Patrol and
Traffic Bureaus. Today this is not the case, as female officers are
assigned throughout the department in relative proportions.

7 Unlike many other departments, the Houston Police Department has
always permitted male and female officers to openly compete on promo-
tional examinations. Within the department, detective and sergeant are
equivalent ranks, with the former being investigative and requiring no
patrol experience. Prior to 1975, female officers had no patro1.

experience and opted for detective positions. Since 1975, however, women

" have successfully competed for sergeant positions. Although concentrated

most heavily at the rank of police officer, women also hold detective,

sergeant, and lieutenant positions.
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EMPLOYABILITY NOTES

Eligibility

The Houston Police Department has always given preference to female
and male applicants with college degrees, although not requiring this
level of academic attainment. A high school diploma is currently
fequired of all applicants. Prior to 1975, female applicants were
required to be a minimum of 5'2", whereas male applicants were required
to be a minimum of 5'8". Early in 1975 the height requirement was
changed to 5'6" for both men and women. Since 1977 the department has
maintained no height requirement. Additional eligibility criteria require
thét an applicant: 1) be between the ages of 19 and 36; 2) pass a
physical agility test and background investigation; 3) possess a high
school diploma or its equivalent ahd a valid Texas driver's license; and

4) be free of physical deformities and of good moral character.

Recruitment

The Houston Police Department has recruited on a massive basis since
1975. The recruiting area encompasses: Texas, Oklahoma, Arkansas, part
of Tennessee, Mississippi, South Carolina, Florida, Georgia, Louisiana,
and Alabama. Presently there‘is no specific effort to recruit women
although women apply in significant numbers. The department places major
emphasis upon recruiting on high school and college campuses throughout
Texas and the nine other states with sizable minority populations.
Recruiters participate in high school and college career days at which
time they disseminate literature concerning policing in Houston and answer

questions of interested students. In addition to this, the department
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recruits through the use of mass media. Female recruiters are dispatched
to various shopping malls and out-of-state sites to emphasize to the
public that the department does indeed want to hire women. Five of the 51
sworn personnel in the recruitment division are women.

The recruitment division does not use strict numerical goais,
although rough percentages are kept in mind. A minimum 10 percent recruit-
ment target is usually set and met for female applicants.

The Houston Standard Metropolitan Statistical Area (SMSA) has a labor
force that is 39.89 peréent female. In 1978, the percentage of female
applicants to the police department most closely approximated their propor-
tion of the labor force. The percentage of female ébplicants in the years
1978, 1977, 1976, 1975 were 20.0 percent, 16.6 percent, 9.4 percent, and

16.0 percent, respectively.

Selection

In March 1977, Lifson, Wilson, Ferguson, and Winick (LWFW--management
consultants) conducted a validity study of Houston's police officer
se]ectioﬁ, training, and promotion criteria and procedures. The validity
study, which was supported by an Office of Justice Assistanée, Research,
and Statistics (formerly the Law Enforcement Assistancc Administration)
grant, determined that the Houston Police Department was underrepresented
by employees in three protected class groups--blacks, Hispanics, and
women. Importantly, LWFW determined that women did not seek commissioned
police officer positionsrproportionate]yi.nor were they selected for
academy training in proportion to their representation in the local labor
Notably, selection does not include a written examination prior

force.

to entering the academy.

Preliminary Interview. The application process begins with a meeting

between an applicant and recruiter who explains the selection procedure
and the minimum job requirements. The applicant then completes a civit
service application, which is given to an investigator who determines
whether or not the applicant meets the basic requirements. Such parti-
culars as criminal history, type of associates, and reasons for seeking
police employment are discussed and form the basis of the investigator's
assessment of the applicant's eligibility. Applicants found to be
ineligibie at the preliminary interview are directed to contact the Civil
Service Commission, wh}ch explains the basis of that determination. The
remaining applicants are scheduled for a physical agility examination--
"Work-Sample Test."

Work-Sample Test. The Work-Sample Test, which has been used by the

department since 1977, was the result of a recommendation of the LWFW

validity study. The Work-Sample Test entails: running, jumping hurdles,

a pull up on a 7'6" wall and remaining at the top of the wall for a

specified period, a 6' wall climb, and dragging a 65-pound dummy. A1]

‘events are to be completed within 60 seconds. Should an applicant fail

any one of the “"events" the entire examination must be repeated. Two
subsequent attempts are allowed an applicant after an initial failure.
If the second attempt is failed the applicant is required to wait 30
days before re-examination. A disproportionate number of Temale appli-
cants fail the Work-Sample Test.

Background Investigation. After passing the Work-Sample Test, the

applicant completes a background information sheet requesting informa-

tion dating 10 years back. A background investigator verifies the

)

O



4

[

o

- am,

information provided. Generally, female applicants pass the background
investigation without difficulty.

Polygraph Examination. The background information provided by the

applicant and scrutinized by the background investigator is used as the
basis for the polygraph examination.

Final Interview. If the applicant passes the polygraph examination

a committee, chaired by a sergeant, lieutenant, or captain, together
with the applicant's background investigator and one other background
investigator, conducts a final interview. At the conclusion of the final
interview the superior officer determines whether or not the applicant

is to be accepted and assigned to the Police Training Academy.

Training

The number and percentage of women selected to enter the Houston
Police Training Academy has increased steadily from 1975 to 1978:
1975, 2.4 percent (n=6); 1976, 2.9 percent (n=8); 1977, 10.0 percent
(n=28); and 1978, 9.6 percent (n=16). The percentage of women selected
for the academy remains significantly Tower than both the percentage
applying to the Houston Police Départment and the percentage of women
in theAlabor,fOrce, "‘ |

The Houston Police Department Training Academy provides both
recrﬁit and fﬁ-sérvice trainiﬁg. The 18-week recruit training program
consists of 720 hours of academic coursework in the academy, as well
as a six-month-probatiOnary period cf:on-the-job training. A recruit
may miss only nine days from classes. Usually there are two recruit

classes opérating simultaneously, with one about five weeks ahead of
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the other. The academic curriculum is based upon the Procedural and
Substantive Rules as outlined by the Texas Commission on Law Enforcement.
The program includes a Tutoring Squad, a Dirty Duty Squad, and an

Olympic Squad for cadets having difficulty with academics, discipline,
and physical training, respectively. The final written examination,
which is a composite of all weekly written examinations, is developed

and administered by the Civil Service Department near the end of the

16th week of the academy. There is a relatively high attrition rate

(20 percént) among recruits, largely attributable to the academic require-
ments. However, no women have failed to meet academic requirements.
Physical training at the Houston Police Training Academy is very
strenuous. A recruit below par in physical training has the option of
participating in the Olympic Squad, which provides the extra practice

and physical instruction some recruits need.

The firearms training program is two weeks of pistol and shotgun
training. Generally, women experience a Tittle difficulty qualifying
with firearms due to the weight of the trigger. The firearms instructor
occasionally adjusts the gun trigger for female and male recruits to a
weight better suited for them, No women have washed out because of
failure to qualify.

During their six-month probationary period on patrol recruits are

supervised by three Field Training Officers (FTO's), one month each,

for three'months. During the final three months of the probationary

period recruits are supervised by a senior officer.
The goal of the Houston Police Department's in-service training

Program is to retrain all officers annually. In-service training

A
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primarily focuses on updating patrol officers on law changes, promotional

duty responsibilities, and middle-management duties. The department

plans to enact mandatory firearm in-service training, as well as mandatory

physical in-service training. During 1978 all sworn personnel, except
assistant chiefs, received in-service training. Currently, a voluntary
in-service training class for female officers is on-going at the police
academy.

The in-service training staff also has the responsibility of pro-
viding seven weeks of training for FTO's. Currently, there are 180
FTO's who suﬁ@rvise recruits during their probationary period, one of

whom is a woman.

Assignment

The Houston Police Department's Field Operations Command is divided
into two patrol bureaus--North and South. The two patrol bureaus are
dividgd into six substations: Southeast, Southwest, Central, Northwest,
Clear Lake, and North Shepherd. Each of the six substations is divided
into four districts. Upon completing the police academy, recruits are
generally placed on patrol, but on occasion, some recrufts are placed
with the Traffic Bureau.

Efforts are made by the HouSton‘Police Department to assign recruit
officers, regardless of sex, to subStations‘near their residences.

Reportedly, no efforts are made to place a female recruit in a particular

' substation because of her sax, but rather assignments of recruits are

based upon specific substations' personnel needs. The 1977 LWFW
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validity study determined that female officers were more frequently
assigned to the Juvenile Division as opposed to Patrol and Traffic
Bureaus.

Although the Patrol Division includes most of the male palice
officers (41.2 percent), it contains only 15.1 percent of‘the female
officers. The largest proportion of female officers (30.8 percent) are
assigned to the Criminal Investigations Divi'sion, where only 19.7 percent
of the male officers are assigned. Female officers aré assigned to
Special Services in a larger proportion (20.3 percent) than are male
officers (9.6 percent). Fairly equal probortions of male and female
officers are assigned to other departmental units. The distribution of
white and minority female officers is very similar with two exceptions:
1) more white (10.1 percent) than minority women (2.3 percent) are
assigned to technical services; 2) more minority (4.5 percent) than white

women (2.3 percent) are assigned to community relations.

Promotions
The Houston Police Department requires that an officer serve two
years in grade before taking the examination for the next higher rank.
Promotional examinations for ranks up to and including deputy chief are
devised, administered, and scored by the Civil Service Department. The
promotional examination for each rank is generally given once a year

with the exception of the examination for deputy chief, which is held

“whznever there is. a vazancy. The ‘department has a source committee

which provides the Civil Service Department with a resource 1ist of books

related to the various responsibilities of the different ranks. The
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source committee consists of an officer holding the rank for which the
test is being administered; an officer one level above that rank; and
a deputy chief. The Civil Service Department usually accepts the
resource 1ist and posts it about six to eight months before the examina-
tion after devg]oping 100 to 125 multiple choice questions from the books.
Officers are promoted in rank order on the basis of their examination
score, performance appraisal, and seniority points. One point is awarded
for each four years on the force and a performance rating may total as
much as 30 points. Promotional Tists are valid for one year or until all
eligibles have been promoted, whichever occurs first. The department
employs the "rule of three," but seldom is an eligible person by-passed.
The ranks of sergeant and detective are equivalent, although the
responsibilities of a detective are predominantly investigative and
require no patrol experience. It appears that over the years women have
more often opted to take the examination for detective rather than for
sergeant. However, since 1975 a reasonable number of women have taken
the éergeant's examination. O0f 354 officers applying for various promo-
tions in 1977, 20 were women. Of the 20 women applying for promotions,
none applied for the rank of captain; four applied for the rank of
lieutenant; and 16 applied fﬁr the rank of sergeant. In 1977 the LWFW
consultants ;onc]uded that the department's promotional process had no

adverse impact upon women.

Curren§1y,‘women are concentrated most heavily atﬂthe‘rank of police

officer: 86.2 percent white wbmen and 97.7 pekcéﬁt m{ﬁoéity women; There

is only one female sergeant. Similarly, these data show that of the 328

detective positions, 14 are held by white women and one by a minority wdman.
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There are 93 lieutenants within the Housten Police Department, of whom
one is a woman.

In 1977, 20 female and 334 male officers competed for various depart-
mental promotions. Of the female officers, six were minorities and 14
were whites. Of the male officers, 296 (83.6 percent) were whites and
10 (11.6 percent) were minorities. No minority women were subsequently
promoted. -However, two white women were promoted to the ranks of
sergeant and lieutenant. Women comprised 5.6 percent of the applicants

for promotion, but only 2.4 percent of thosevpromoted.

Separations
Since 1974 the average number of yearly separations has steadily

g e oy e e

increased. It reached an all-time high of 5.18 percent in 1978 when 140
officers discontinued police work. Reportedly, women do not separate from

the department in disproportionate numbers.
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TABLE 4. The Houston (Texas) Police Department ?
DISTRIBUTION OF FULL-TIME SWORN PERSONNEL %im
BY SEX AND ETHNIC GROUP
1978
FEMALE MALE TOTAL =
Number Percentage Number Percentage Number Percentage ]
White 132 4.4 2474 83.2 2606 : 87;}
Black 33 - Tl 333* 11.2 366 12.3
D
Hispanic 14 .50
Oriental 2 .07
TOTAL 181 6.2 i 2807 94.0 2972 100.0 o
Source: Sulton and Townsey, Police Foundation, Washington, D.C., 1981. 3
*Includes all minority male officers. ¥
)
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DIRECT EMPLOYMENT INQUIRIES TO:

Personnel Officer

Houston Police Department
61 Riesner Street
Houston, Texas 77002

(713) 222-3011
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B. THE DETROIT (MICHIGAN) POLICE DEPARTMENT

Prior to 1971 the Detroit Police Department assigned "policewomen"
exclusively to its women's division where their primary responsibility
was to investigate child abuse, rape, and juvenile matters. As "police-
women" they were supervised by a female deputy chief and allowad to
compete for promotions within the women's division only. The women's
division was dissolved in 1971--spearheading the assignment of women
throughout the department.

As a result of a 1973 class action suit (Schaffer v. Tannian, Civ.

No. 39943 /E.D. Mich. 1976/), which charged the City of Detroit, the
Detroit Police Department, the Detroit Police Officers' Association, and
the Detroit Police Lieutenants' and Sergeants' Association with sex
discrimination in hiring and promoting, the Detroit Police Department was
required to initiate affirmative action in its promotional policies and
practices by increasing the number of female new hires, as well as the
number of female officers in the classes that facilitated promotion to
the rank of sergeant. In direct response to the court's 1974 ruling,
the department's complement of female officers increased dramatically.
To date women comprise 11.7 percent (n=644) of the agency's sworn
personnel (see Table 5). In addition, the 1974 ruling required that
women be permitted to compete on an equal basis with men for promotion.

As a result, women have successfully acquired command positions as high

as inspector.

At one time the Detroit Police Department employed diirerent.g'igi~

bility requirements for men and women. This is no longer agency policy,

and men and women must meet identical eligibility requirements. For
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- requiring less of the recruit at the beginning than at the end.
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selection purposes applicants must undergo five major appraisals. Of note
are the written examination and the oral interview. Reportedly, the
written examination, which is a psychological/psychometric test of
potential to perform as a police officer in the city of Detroit, elimi-
nates cqmparable numbers of college and noncollege .graduates.

The purpose of the oral interview is to determine if an applicant
is qualified for po]ice}service. At one time female applicants were

interviewed by female officers only. This practice is no Tonger in

" effect and female applicants are interviewed by boards consisting of both

male and female officers. Notably, no minority applicant is interviewed
by a board on which there is not at least one minority supervisor.

During the oral interview an applicant is rated on a number of attri-

butes including appearance, voice and enunciation, and emotional stability.

Generally, women experience no difficulty in passing the oral interview.
Training of selected recruits is conducted at the Detroit Police
Academy. The training program is T4 weeks Tong and uses a unisex and
nondiscriminatory approach. The physical training program is progressive,
Female

recruits are able to perform most exercises with no difficulty. However,

‘prob1em areas for women are leg thrusts, pushups, and running. Although

the department does not have a formal field training program the progress
of probationary officers is monitored by a training sergeant.

Female officers are assigned throughout the entire Detroit Police
Department with thé majority serving on batro]. A relatively signifi;
cant complement of‘women are also assigned to the Major Crimes Division.

The vast majority of female offiéers hold the rank of police officer;

("“—v"«;vq"'»«.h o i
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however, women are represented at the ranks of sergeant, lieutenant, and
inspector.

Women separate from the department at a rate above their rate of
representation on the force: 20.3 percent to 11.7 percent. Reportedly,
the department's maternity leave policy, which does not guarantee a
light duty asSignment fof nonduty related disabi]itfes, accounts for a

recognizable number of female separations.

¢
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EMPLOYABILITY NOTES

Eligibility Requirements

Prior to 1974, the Detroit Police Department used separate classi-
fications for male and female officers as well as separate eligibility
requirements. Currently, eligibility requirements are the same for both

applicant groups as shown in the following description of requirements.

Age: An applicant must be between the ages of 18 and 32.
Weight: Weight has to be in proportion to height.
Vision: Vision must be corrected to 20/20 with glasses

or contact lens.
Education: An applicant must have a high school diploma or
have successfully completed the General Education
Development Test with a 45 percent average or

total score of 225 for the five sections of the
test.

Driver's An applicant must have a valid Michigan operator's
License: Ticense.

Residency~ An applicant must be a resident of the state of

Michigan for one (1) year prior to making applica-
tion and a resident of the city of Detroit 60 days
prior to making application.

Arrest: Applicants cannot have been arrested and convicted
for a felony. Nor are applicants who have been

arrested for a felony and allowed to plead guilty to
a 1esser'charge eligible for employment.

Recruitment

Currently the Detroit Police Department's recruitment division has
a staff of 30 sworn police officers and 10 civilian émp]oyees; Of the
sworn staff there are eight male and two female recruiters, and 16 male

and four female background investigators. The recruiting staff actively
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recruits year-round. They make contact with potential applicants through
the media and actual personal interaction. Field recruiters disseminate
Titerature concerning employment with the Detroit Police Department at
various public functions and in locations near the automotive industries.
The recruiters discuss specifics of the application and hiring process
with prospective applicants. The primary objective of field recruiting
is to secure capable candidates. Beyond this objective field recruiting
seeks to demonstrate to the public that the Detrdit Police Department is
committed to developing a force fully representative of the citizenry
served.

After initial recruitment the recruitment division uses a number of

follow-up procedures to closely monitor the progress of each person who

has begun the application process. Such procedures include phone calls to

applicants who failed to appear for any stage of the recruiting process,

personal contacts such as home visits, and Tetters.

Selection
For selection purposes applicants are subjected to five major

appraisals: 1) preliminary application; 2) a written exam; 3) background

investigation; 4) medical evaluation; and 5) oral interview. The following

is a description of the application/selection process.

Pre-Investigative Application. Applicants for the Detroit Police

Department are interviewed by a recruiter to make certain they meet basic

T éTiéibi]ity5requireménts. An app]icant‘who meets established require-

ments completes a written application form and is scheduled for a written

examination. The pre-investigative interview usually eliminates equal

3]

proportions of men and women. At this stage, the reasons beyond basic
ineligibility for recruitment often include drug use and a record of
felony arrest.

Written Examination. The objective of the written examination is

to determine if an applicant meets the henta] and emotional standards set
by the Detroit Police Department. The written examination, which was
developed in 1971 by the University of Chicago, is a psychologica/psycho-
metric test of potential to perform as a police officer in the city of
Detroit. Interestingly, persons with college degrees do not pass this
multiple choice exam, which tests for social insights as well as reading
skills, in any greater numbers than do those without degrees.

Background Investigation. After successfully passing the written

examination a sworn police officer investigates each applicant to insure
that he is of the personal character required by the department. The
recruiting division has an investigative section which collects such
background information as: past and present residence, educational
background, arrest record, traffic record, employment record, financial
status, and personal characteristics. Personal characteristics relating
to drug abuse, alcohol abuse, as well as basic honesty and dependability
are of major importance.

Since :1974 the investigative section has used a team approach to

background investigations. Under the team approach, several investigators

pursue various aspects of the same individua]'s!background rather than

one inVestigator cbmp]eting the entire background investigation. The
various teams of background investigators report facts but make no recom-

mendations. Team supervisors review the files and make the recommendations
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to continue processing or to reject. If the background investigation
reveals information different from that provided by the applicant at the
pre-investigative interview, the applicant is required to go before an
investigation review board comprised of a supervising officer and two
background investigators at which time the applicant is asked to discuss
and/or verify questionable facts. Reportedly, the background investiga-
tion eliminates proportionate numbers of male and female applicants.

Medical Evaluation. The physical examination is most often conducted

by the department’'s medical division as an applicant's background is

being investigated. An applicant may be placed on "hold" for medical
impairments which are correctable; however, all "holds" must be removed

by the medical division prior to appointment. An applicant who has passed
the physical exam more than six months prior to appointment must be
re-examined and approved. Any applicant who does not pass the physical
exam and is rejected for medical reasons must be approved by the medical
unit before being eTigib?e to reapply for a police officer position.

The department psychologist examines applicants who have been
flagged as questionable by the psychological portion of the written exam.
Any applicant who is rejeﬁtéd for psychological reasons must also be
approved through re—ekamﬁnatioﬁ by the medicai division before being
eligible to reapply. ”

Oral Interview. The oral interview is another means of assessing

.applicants' fitness for po1jce service. Until 1971, only female officers

conducted oral interviews with female applicants. Between 1971 and 1974
the three-member oral interview board included departmental section super-

visors, some of whom had reservations about the full use of women as

g LT S
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police officers. The impact of those kinds of reservations has been
removed by the creation of interview boards consisting of members of the
recruitment division.

At the oral interview an applicant is allowed the opportunity to
defend or explain any derogatory information regarding his or her
character. During the interview an applicant is rated on a number of
attributes: appearance, voice and enunciation, demeanor, comprehension,
ability to express, emotional stability, and overall fitness. A maxi mum
of five points is given for each of the 1isted characteristics, except
for "overall fitness" which may carry up to 10 points.

In 1977, women comprised 40.8 percent (n=511) of the police officers
hired by the Detroit Police Department. Of the 40.8 percent, 31.9 percent
were minority women and 8.9 percent were white women. Although there is
no available data on the percentage of female applicants, it is clear

that women are being selected in astounding proportions.

Training

Selected recruits are trained at the Detroit Metropolitan Police
Academy, which has a unisex, nondiscriminatory approach to training. The
staff includes: two female sergeants, two female firearms instructors,
one female computer instructor, one female in the audio-visual section,

one female precision driving instructor, two female physical training

instructors, and one female defensive tactics and combative arts instructor.

The 14-week training program includes 320 hours of entry level police

training. The majority of those who do not complete the 14 weeks of
training have experienced academic problems. However, some leave the

academy because of poor physical fitness performance. The Detroit Police
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Department does not have a formal field training program, however, each
precinct section has a training sergeant who monitors the program of

probationary officers.

Assignment

Every twr to three years the city and the Police Officers Associa-
tion enter into an employment agreement outlining the conditions of
employment for police officers. A significant issue in all those agree-
ments is seniority. Assignments and transfers within the department
are affected by seniority. An officer begins to acquire seniority upon
completion of the probationary year. If officers leave the department
but return within two years, they retain their original seniority date
but are docked for the time they were not employed by the department.
Officers on leave without pay because of nonduty-related disabilities,
such as pregnancy, are particularly affected by this provision.

Female police officers are well-distributed throughout the Detroit
Police Department. However, the majority of women (n=497 or 77.1 percent)
and men (n=2,824 or 58.0 percent) are assigned to patrol (Operations
Bureau).

The Operations Bureau includes 13 precincts which operate on
rotating shifts. Departmental policy prohibits officers and their spouses
or living companions from working within the same precinct.

The Major Crimes Division contains the next largest proportion of

" women (n=74 or 11.5 percent). This division contains a significantly

larger proportion of white women (n=41 or 17.7 percent) than minority

women (n=41 or 7.9 percent).
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Although there are assignments which are exempt from seniority provi-
sions, many assignments and transfers are based on seniority. Openings
generally are filled by the most senior qualified officers on the
transfer list. When necessary, the department can initiate involuntary
transfers to which officers with the least departmental seniority are

most susceptible.

Promotions

The Detroit Police Department administers promotional examinations
for the ranks of sergeant and ljeutenant. Two veterans' preference
points are added to eligibles' scores. The department has an incentive
prograh for higher education. Officers without a college degree must

work as police officers for a minimum of three years before taking the

sergeant's examination, while officers with college degrees are

eligible to take the sergeant's examination after two years. One year
of college is a minimum requirement for promotion to the rank of
sergeant. Similarly, an associate degree or equivalent is required
before promotion to the rank of 11eutenaﬁt, and a bachelor's degree is
required for promotion to the rank of inspector.

In addition to the written examination requirement, applicants for
promotion to the ranks of sergeant and lieutenant are subject to an oral
examination. The oral examination is conducted by an oral interview
board consisting of police officers from other police departments across
the ¢6untry. Each three-member board assesses app]fcants' accounts of
how they would handle structured incidents. An applicant's score on

the oral interview is the average of each board member's independent score.




The overwhelming majority (n=4,168 or 75.6 percent) of all sworn
personnel hald the rank of police officer, but a greater proportion of
women (n=593 or 92.1 percent) than men (n=3,575 or 73.4 percent) hold
that rank. A significantly larger proportion of white women (n=36 or
15.6 percent) hold ranks above that of police officer than do minority
women (n=15 or 3.6 percent).

The prospect for future advancement of women through the ranks of
the Detroit Police Department are most encouraging. Women constitute
11 percent (n=19) of the 1977 promotions; approximately equal numbers of

white (n=9) and minority women (n=10) were promoted.

Separations

In 1977, female officers, who composed 11.7 percent of the depart-
ment's sworn personnel, constituted 20.3 percent of the separations by
sworn personnel. The percentage of white female officers who separated
from the department‘(S.S percent) is not much greater than their per-
centage composition of the department (4.2 percent). The situation for
female minority officers is more stark: minority women compose 7.5
percent of the force, but 14.8 percent of the separations.

Some female officers clearly separate from the department because
of its pregnancy-maternity leave policy. The department places officers
with non-duty related disabilities on light duty assignments if such
assignments are available. There are not enough T1ight duty assignments
for all officers with nonduty-related disabilities. Consequently, some
pregnant officers must use sick leave until it is exhausted and then go
on Teave without pay until they can return to full duty. Many of these

female officers, particularly the‘fema]e minority officers, have been

€
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TABLE 5. The Detroit (Michigan) Police Department

DISTRIBUTION OF FULL-TIME SWORN PERSONNEL
BY SEX AND ETHNIC GROUP

1977
FEMALE MALE TOTAL
Number Percentage Number Percentage Number Percentage
White o231 4.2 3521 63.9 3752 68.1
Minority 413 7.5 1347 24.4 1760 31.9
TOTAL 644 11.7 4868 88.3 5512 100.0

Source: Sulton and Townsey, Police Foundation, 1981.
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" members of the department for relatively short periods. They have not

accumulated enough sick leave to provide pay throughout their pregnancy
and recovery from childbirth. In order to sustain an income these women
very often seek employment outside the department after exhausting their

sick leave.

o
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DIRECT EMPLOYMENT INQUIRIES TO:

Personnel Officer

Detroit Police Department
1300 Beaubien

Detroit, Michigan 48226

(313) 224-4204
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FOOTNOTES

Peter Horne, Women in Law Enforcement, 2nd ed. (Springfield, I11.:
Charles C. Thomas, 1980), p. 26. See also Arthur Thompson, “The
Progress of Women in Law Enforcement" (Traffic Institute,
Northwestern University, December 1979).

Ibid., p. 27.

Federal.Bureau of Iﬁvestigation, Uniform Crime Reports - 1977,
(Washington, D.C.: Government Printing Office, 1978), p. 225.

Federal.Bureau of Investigation, Uniform Crime Reports - 1979,
(Washington, D.C.: Government Printing Office, 1980), p. 236.

Catherine Milton, Women in Policing (Washington, D.C.: Police
Foundation, 19727, p. 64.

Peter Bloch anq Deborah Anderson, Policewomen on Patrol: Final
Report (Washington, D.C.: Police Foundation, 19747, p. 1.
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State Taw enforcement agencies did not hire women as troopers until

1930, when the Massachusetts State Police hired the first female state

law enforcement officers.

women troopers in 1943. Both state agencies assignéd women to matters

PART II
STATE LAW ENFORCEMENT

The Connecticut State Police agency hired

involving youths and women. 1In 1972, the Pennsylvania State Police agency it

became the first to assign male and female troopers identical duties. A

1975 survey conducted by the Race Relations Information Center indicates

that there were approximately 42,000 state law enforcement officers, of
1/

which ]35 were women.  Today about 1 percent of state law enforcement

officers are women.
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NATIONAL EMPLOYMENT LISTING SERVICE

The Police Employment Guide is an accumulation of information

concerning the employment opportunities found in American law enforce-
ment. It offers brief descriptions of nearly 250 cities of over 50,000
population, including geography, economic conditions, and recreational

and educational opportunities. Information about employment with the

police departments of these cities is outlined in detail. Entrance
requirements, salaries and fringe benefits, training and application
procedures are presented. This valuable resource should be of interest
to anyone considering a career in law enforcement.

The Police Employment Guide is published by the National Employ-

ment Listing Service for the Criminal Justice System (NELS). NELS is a

non-profit organization which is a part of the Texas Criminal Justice

Center, Sam Houston State University, Huntsville, Texas. Copies can

be obtained by contacting:

Police Employment Guide
NELS

Texas Criminal Justice Center
Sam Houston State University
Huntsville, Texas 77341

A SAMPLE LISTING FOLLOWS.
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STATE OF KANSAS

KANSAS CITY, KANSAS -

Kansas City, Kansas is situated at the confluence of the Missouri and Kansas Rivers
on the northeastern border of Kansas. The terrain of the area is rolling and hilly

and the average elevation is 726 ft. above sea 1level. The economy of the area is diversified

with manufacturing, trangportation, retailing, wholesale, construction, real estate,

banking and insurarce and industry. The city also has a foreign trade zone designation.

A wide variety of cultural activities are available to residents of this city. The city

of Kansas City also maintains an outstanding public school system which include academic

as well as vocational training. In addition, a wide variety of recreational opportunities
are available to members of the community. The city maintains 45 parks with facilities

for residents of all ages. There are also seven recreation centers, twenty-two playgrounds,
athletic fields, tennis courts, model airplane fields, boxing clubs and midget race

tracks which residents may utilize. The population of this city is approximately 172,300.
The average monthly temperature in January 18 29 degrees Farenheit. The average temperature
in July is 80 degrees Farenheit.

DEPARTMENT SIZE AND ORGANIZATION

The Kansas City, Kansas Police Department has a total of 296 sworn personnel and

126 non-sworn personnel. It is organized into six major divisions. The sworn personnel
are assigned as follows:

Chief . . . . . e e e e e e e e e e e e e 1
Deputy Chief . . . . . . . L . o . v o v o v e e e 1
Major . . . & . o s e e e i e e e e e e e e e e e e e 4
Captain . . . . i v v e e s e e e e e e e e e e e e 10
Lieutenant e e e e e e e e e e e e e e 20
Sergeant . . . . . . 4 e v e e e e e e e e e e e e 37
Detective . . . . . . . e e e e e e e e e e e e 41
Patrolman I . . . . . . . ¢t i v v e e e e e e e e e 166
Patrolman II . . . . . & v ¢ v v o v 0t v e e e e e e e 10
Patrolman III . . . . v v v v e 2 o v o o o o o o 0 0 o W 6
Chief's Office . . . . . .« © v v v v v v v v e e e e 12
Deputy Chief's Office . . . . . . . . . . . . . . « . .. 3
Bureau of Field Operations . . . . . &« « v v v v v o o . 213
Bureau of Administrative Services . . . . . . . . . . . . 6
Bureau of Technical Services . . . . . . . . « . « 4 . . 22
Bureau of Investigation . . . . . . . . . . .. . . ... 40

The Department utilizes foot, auto, and helicopter patrols. New personnel are
asgigned to permanent shifts, .

INNOVATIVE PROGRAMS

The Department maintains & cadet program whereby individuals between the ages of
17-21 can gain experience in anticipation of applying far a sworn officer position.

ENTRANCE REQUIREMENTS

HEIGHT: The epplicant must be able to
utilize gtandard police equipment without
alterations of said equirm.ut. _

AGE: Minimum 21 years, maximm 39 years
upon completion of academy training. The
naximum age mway be waived in the case of
an individual with prior police experience
to 44 years of age.
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ENTRANCE REQUTREMENTS

WEIGHT: In proportion to height.

CHARACTER: Individuals with a chronic
record of felony or misdemeanor con-
victions will be disqualified. 1In
addition, individuals with records against
public decency or of moral turpitude

will be disqualified. .

RESIDENCY: Individuals are required
to reside within the county while
employed by the Department.

EYESIGHT: 20/100 minimum correctable
to 20/30. The applicant must have
normal color vision.

EDUCATION: High School diploma or
equivalent. College degree preferred
but not required.

CITIZENSHIP: U. S. citizen only

MISCELLANEOUS: The Department prefers

to hire college graduates. Law enforce-
ment, criminal justice, sociology or
psychology are most preferred. The
Department also actively emphasizes the
recruitment of ethnic minority and female
applicants.

SALARIES AND FRINGE BENEFITS
The annual salaries of the members of the Kansas City, Kansas Polf{ce Department

are as follows:

Chief . e e e e e e e e e e e e e e e e

... . 825,452
Deputy Chief e e e e e e e e e e e e e e e e e e .. 822,884
Major e e e e e e e e e e e e e e e e e e .. . 820,928
Captain . . . . v et e e e e e e e e e e e 519,432
Lieutenant e e e e e s 4 e e e e 4 e 4 4 e e e e . . 818,036
Sergeant . . . . .s . v 4 4 e 4 e s e e 4 s« s e« o . 814,952
DetectiVe . . . v v v ¢ ¢ e % 4 4 e e e e e v e« 4 . . 814,952
PatPolmanr . . . ¢ « ¢ « « o o « o o o $10,272 - $13,860

First year patrol officers are provided with 15 vacation days, l% sick days per
month of service and twelve paid holidays. Overtime is provided at the rzte of money - time
and a half for ranks patrolman thru sergeant. For ranks llieutenant thru chief, overtime
compensation 1s provided at the rate of compensatory time ~ time and a half., Officers
are paid $15.00 for each court appearance. The city provides $10,000 life insurance
policies and $10,000 accidental death and dismemberment policies for employees. In
addition, full medical and dental insurance is provided at no cost to the employee; the
city assumes a portion of the cost of this insurance for his family. Complete uniforms:
are also provided for employees.

Normal retirement from this Department is at age 55 with a minimm of 20 years of
credited service. Members with 20 or more years of service may retire between age 50
and 55, but their benefits are reduced for early retirement. The benefits which a member
receives i3 determined by total years of credited service and final average salary. The
benefit may not exceed 66% of the final average salary.

CAREER LADDER

“

Promotions in the Kansas City, Kansas Police Department are based on written
examination, oral interview and supervisor evaluation. Officers are eligible to take the
examination for the rank of detective or sergeant after completing 5 years of service.

After 3 years in rank as either a detective or sergeant, officers are eligible for promotion
to the rank of lieutenant.

n
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TRAINING

The basic police training academy consists of 640 hours of intensified instruction.
Upon successful completion of the academy, the recruit is assigned to a fleld training
officer. A one year probaticn period follows completion of the academy during which a
recruit's performance is evaluated in relation to all phases of police work. Successful
completion of the training phase results in the attaimment of full status as a member of
the Kansas City, Kansas Police Department. Officers are provided with approximately
48 hours of in-service training annually.

APPLICATION AND TESTING PROCESS

The projected number of job openings for the next five years ranges from 5-20
annually. All applicants must pass an objective written examination, medical examination,
an oral interview, psychological test, polygraph examination and background check prior
to final consideration. The application process usually takes approximately 12 months
to complete.

Interested individuals may contact:

‘ Office of Civil Service Commission
S #1 Civie Center Plaza

Kansas City, Kansas 66101

(913) 371-2000, Ext. 260
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EMPLOYABILITY SAMPLE

o
The New Jersey State Police
- STATE TROOPER -

RS

% G

TRt S L aroAas,

o

I

¢



&

¥V

Ty

T et e s

-.37 -

SPECIA[ SERVICES  Planning and Research
Telecommunications

Police Computer Service

Public Information

Educational Services

Civil Defense

Police Training

Underwater Recovery

Propane Gas Regulations

' Private Detective Licensing

CRIMINAL INVESTIGATION

Organized Crime Task Force
Intelligence

Drug Enforcement
Polygraph

Auto Theft

Arson Investigation
Official Corruption
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LET'S PUT IT ALL TOGETHER & te ceep rotet fetng of che emtoyees of i

New Jersey State Police. Both the Trooper and civilian members have, through coordinated efforts, retained
this motto of service to people since the establishment of the New Jersey State Police in 1921. The
maintenance of peace in an orderly society depends on a modern, professional and effective people
orientated police force ... a force which has not only the latest technological devices and crime-fighting
equipment, but also a breed of people dedicated to the preservation of law and order through service to the

people.

Never before has the opportunity for a career in the New Jersey State Police been more rewarding.
Qualified young men and women who want to be part of an organization, buiit on integrity and pride of
service to people, should take a good look at the advantages we offer. An equal opportunity employer, the
State Police offers more than a job . . . it represents a career of distinction.

idenTificaTion Services
b, @i - - w ‘e¥e W

TRaffic enforcemenT

Tactical Patrol

Traffic Services Liaison
Interstate Highway Patrol
Helicopter Patrol

Radar and Vascar

_ Fatal Accident Investigation
Drinking Driving Program
Traffic Analysis
Turnpike Patrol
Parkway Patrol

Forensic Science
Fingerprint Classification

Ballistics

Firearms Registration

Document and Voiceprint Examination .
Photography B

Uniform Crime Reporting

Laundry-and Jewelers’ Marks

Composite Drawing

Court Disposition Reporting
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selecTion process

The position of Trooper in the New Jersey State
Police is open to any qualified persons regardless of
race, color, sex or religion.

Age: Between the ages of 18 and 35.

Driver's License: Must have a valid automobile
driver’s license.

Education: Must have a high school diploma or
equivalent.

Vision: Vision must be not less than 20/30 in both
eyes without glasses or contact lenses and
absence of color blindness.

Written: Must pass a written examination. No prior
application is necessary.

Medical: Must complete a medical questionnaire.
Must pass a medical examination and have
normal hearing in both ears.

Physical: Must pass a physical aptitude examination.
Investigation: Must have an excellent reputation. A

thorough character investigation is made of
each candidate. :

Psychological: Candidates are given a psychological
examination.

Oral Interview Board: Must successfully pass an Oral
Interview Board.

Training: Candidates do not become sworn members
untii they have successfully completed an
intensive pre-service training program.

Men and women who join the ranks of the State
Police receive excellent salary, paid vacations, sick
leave, free hospitalization, life insurance, uniforms
and equipment. In addition, substantial retirement
benefits are provided.

For further information write:
Recruiting and Research Unit
New Jersey State Police
Box 7068
West Trenton, New Jersey 08625

For information concerning civilian job opportunities
with the New Jersey State Police contact:
Department of Civil Service
East State and Montgomery Streets
Trenton, New Jersey 08625

NJSP 288 (Rev. 2-77)
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FOOTNOTES

News and Notes, "Discrimination," Crime and Delinquency, April 1975,
p. 185 as cited in Peter Horne, "Policewomen: 2000 A.D."
(unpublished work, St. Louis Community College at Meramec, 1978),

p. 3.

Mary Jo Patterson, "Training Tailored for:Women,;" Police Magazine
3 (5), September 1980, p. 22-29.
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PART III
FEDERAL LAW ENFORCEMENT

The Executive Protective Service was the first federal law enforce-
ment agency to hire female officers following the Civil Service
Commission's decision in 1971 to allow women to carry firearms. The
United States Secret Service first hired female agents in 1971. Today
approximately 2 percent of the 1,500 Secret Service agents are women.
Women were first hired by the Federal Bureau of Investigation (FBI) in
1972. As with the U.S. Secret Service, approximately 2 percent of the
nation's 8,000 FBI agents are women. At Tatest count there were 1,591
female federal law enforcement officers, accounting for about 2.7

1/
percent of all federal law enforcement officers.
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FEDERAL EMPLOYABILITY SAMPLES

A. The U.S. Department of‘dustice
Federal Bureau of Investigation (FBI)
Bureau of Prisons
B. The U.S. Department of Agriculture
Office of Inspector General,
Office of Investigation
C. The U.S. Departiment of the Treasury

Internal Revenue Service

Page
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Al. THE FEDERAL BUREAU OF INVESTIGATION
SPECIAL AGENT

SPECIAL AGENT candidates must:

(1)
(2)
(3)
(4)

(5)

(6)
(7)

be a United States citizen

be completely available for assignment anywhere in the Bureau's jurisdiction

be between ages 23 and up to 35th birthday

have uncorrected vision not less than 20/200 (Snellen) and corrected to 20/20 in each eye. No
applicant will be considered who is color blind,

meet following hearing standards by audiometer test. No applicant will be considered who
exceeds the following: (a) average hearing loss of 25 decibels (ANSI) at 1000, 2000, or

3000 Hertz; (b) single reading of 35 decibels at 1000, 2000, or 3000 Hertz; (c) single

reading of 35 decibles at 500 Hertz; {d) single reading of 45 decibels at 4000 Hertz.

possess a valid driver's license

be in excellent physical condition with no defects which would intertere in firearms use, raids, or
defensive tactics.

The five entrance programs under which SPECIAL AGENTS qualify are:

o=

LAW - resident law school graduates with two years of resident, undergraduate college work.

ACCOUNTING - four-year resident college degree with a major in accounting.

LANGUAGE - four-year resident college degree plus fluency in foreign language(s).

MODIFIED - four-year resident college degree plus three years' complex and/or investigative
experience (Examples: active-duty commissioned military officer, teacher, business manager,
police officer).

SCIENCE - resident college graduate with a bachelor's, master's, or doctoral degree in electrical

engineering or metallurgy;

OR master's or doctoral degree in physics, chemistry, biological science, geology, pharmacy

pharmacology, toxicology, mathematics, or engineering science;

OR master's aagree in business or public administration, computer science, decision sciences,

computer systems, management information sciences or systems, or comparable degree with

major emphasis on analysts and development of business:financial information systems;

OR bachelor's degree pius three years' scientific professional experience in the major field or

allied area. blblogical or engineering science, geology, pharmacy, or toxicology. Individuals
-with biological sciences degrees must have satisfactorily completed 16 semester hours in

chemstry (including organic chemistry) and 8 semester hours in physics;

OR bachelor's degree plus three years' experience as a systems or programmer analyst handling

businuss. financial type systems or applications with a major in; business or public administration,

manzgement science or systems, computer science, or scrence with a compitter science major

or course concentration

SPECIAL AGENT applicants undergo an initial battery of wiitien examinations that are scored by
computer at FBl Headquarters in Washington. Should an applicant rank high enough as the resuit of the
testing, he:she is afforded a formal interview, which is again computerized. The highest-ranked
individuals in each of the entrance programs are given consideration for employment based on the needs
of the Bureau and are lhoroughly investigated for employment.

Successful apphcants beg rem'ployment at the LB-10 wvel, serve & ole-year probationary period, anu -

thereafter become a permanent employee upon satisfactorily completing the one-year trial period.,
Additional compensation may be earned for overtime as the need arises.

4
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Newly appointed Special Agents report to FBI Headquarters in Washington, D.C., for oath of office and
then proceed to the Academy at Quantico, Virginia, where they undergo training for 15 weeks. New
Special Agents receive regular salary while in training class. Training class generally consists of class-
room instruction, physical fitness, and firearms training.

The minimum passing grade on each academic examination is 85 percent and disqualifying conditions
which will result in dismissal are:

(1)
(2)

(3)
{4)
(5)
(6)

failure of two exarninations .

failure to achieve 24 points in the physical fithess program, or failure to demonstrate proficiency
in defensive tactics :

failure to attain passing score on all qualifying firearms courses by the eleventh week of training
failure to safely handle weapons during firearms training regardiess of score

failure to demonstrate proficiency in simulated arrest situations

violations of conduct rules and regulations during training

PHYSICAL FITNESS TESTS AND RATING SCALE
FOR FBI SPECIAL AGENT TRAINEES

MEN WOMEN
Pull-Ups ’ Modified Pull-Ups
Number Completed Points Number Completed Points
1 1 3 1
2 2 6 2
3 3 9 3
4 4 12 4
5 5 15 5
MEN AND WOMEN
Push-Ups ) Sit-Ups
Number Completed Points Number Compieted Points
15 1 30 1
20 2 358 2
25 3 40 3
30 4 45 4
35 5 50 5
120-Yard Shuttle Run Two-Mile Run
lime Pomits Time Points
29 seG drniover 1 i8.31-19:00 5
27 -28.9 2 18:01-18:30 6
25-26 9 3 17.31-18:00 7
22249 4 17:01-17:30 8
Under 22 seconds 5 16:31-17.00 9
16:30 and under 10

Total yossible points 30
Qualifying score 24

THE FEDERAL BUREAU OF INVESTIGATION IS AN EQUAL OPPORTUNITY EMPLOYER
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A2, THE U.S. DEPARTMENT OF JUSTICE
BUREAY OF PRISONS

CORRECTIQONAL OFFICER

A Career As A
Correctional Officer -

An Opportunity
For A Challenge
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The stereotyped view of corrections as being traditional,
unchanging, and impersonal is both inaccurate and exag-
gerated. Significant changes have taken place in the philos-
ophy, attitudes and methods of working with the incarcer-
ated.

Recognizing this degree of change and the need to have
highly competent Correctional Officers equnpped to handle
the tough, challenging werk of corrections, the Federal
Prison System has made a long-term commitment to re-
cruiting, training, and career development.

Through this commitment, the Federal Prison  System
hopes to insure the continued growth of our most valuable
resource—THE CORRECTIONAL OFFICER.

Norman A. Carison

Diractor, Bureau of Prisons )
Commissioner, Federal Prison Industries, Inc.
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“Today I'm in charge of a work detall . . . Tomor- ““Correctional Officers have the toughest job in the
row I'm participating in a team meeting, working system ... They are the ones on duty 24 hours a

with teachers, psychologists and case workers ...  day, seven days a week ... They are there when
Next week my rotation comes up to supervise a ~ the inmates get up, when they eat, when they
living unit on the midnight to 8 a.m. shift..- work, and when they go to bed .. . and they are
the first ones an inmate goes to when there is a

correctional officer problem . . . It's tough supervising someone and

then sitting down with them and trying to work_
out a prob:2am.,. It takes a special kind of person.”™

warden

““They've really changed since I've been in . . . They

were screws - . . Big tough guys who always
shouted orders . .. They were in charge and they
toid you so - as often as possible . . . Now they

seem to be younger, better educated, better
trained . . . They get the job done without threats
or force, and the whole joint is a better place to
do your time . .. and probably a better place to
work in too. -

" Inmate

"“The first time a woman was assigned to my unit
as a correctional officer, | was worried. How could
she handle the tough people, the shift work, the
counseling, the enforcement?

Now | realize that being a good correctional officer
has nothing to do with sex, or size, or race. It's a
matter of ability and the desire to help.’”

chief correctional supervisor

“*I've been a correctional officer for over 20 years,
and I've seen a great many changes . . . One of
the most obvious is the nature of the facilities
that we work in . . . The big, fortress-like, rural
structures are giving way to smaller, more pleas-
ant institutions located near urban areas.

correctional officer
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Copies of the report, Women Police Officers:

A Personnel Study, will be available July 1981.

Please contact, Information Coordinator,
Police Foundation, 1909 K Street, NW, Suite
400, Washington, DC 20006 for cost information
at that time.
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THE OPPORTUNITY

To help inmates function successfully on their return
to society, the Federal Prison System has developed a
number of innovative, intensive corrections programs.
These programs require a staff of highly trained, highly
motivated correctional professionals.

The largest group of line staff who also have the most
direct day-to-day contact with inmates are the Correc-
tional Officers. ‘

The Correctional Officers’ presence, informai con-
tact, and influence give them the greatest opportunity
to help an individual inmate, the field of corrections,
and society.

for women

Women are employed as Correctional Officers at all
Federal Prison System institutions except maximum
security penitentiaries in Atlanta, GA, Leavenworth, KS,
and Manon, IL. Like their male counterparts, female
oificers rotate among the various post and shift assign-
ments within an institution. The D.C. Department of
Corrections also employs female Correctional Officers.

for advancement

]

After one year of satisfactory service, a Correctional
Officer may be advanced to the next higher grade level.
Advancement beyond that depends upon available va-
cancies. personal performance and demonstrated abil-
ity. Opportunities for training and education are avail-
able both during and after duty hours.

A-2trong internal merit promotion system ‘alluws ad-

vancement ‘o corractional treatment specialist, teacher,
and manzgerial positions.
for training

The Fedsral Prison System reccgnizes its commit-
mant to orovice Correstional Officers with the neces-

sary knowledge and skill in working with the incarcer-
ated. To insure that each employee is properly trained,
the Bureau provides:

* 160 hours of formal training within the first year of
employment,

* 120 hours of specialized training at residential
training centers (located in Atlanta and Denver),

* refresher courses at the residential training cen-
ters at least once every three years, and

* a full-time staff member at each institution to man-
age and coordinate standardized and specialized
training programs.

for variety

To provide a variety of experiences and to be fzair {o
all employees, work and shift assignments are rotated
on a quarterly basis. Additional compensation is paid
for evening and Sunday-Holiday work. Work is per-
formed both inside and outside depending on the
nature of the assignment. Uniform clothing is provided
by the prison service.

THE CHALLENGE

These opportunities become challenges as the cor-
rectional officer handles duties such as:

* enforcing the rules and regulations goverfiing the
operation of a correctional institution and the con-
finement, safetv, health and protsction cf inmaiss,
This may, at times. require arduous phvsical ex-
ertion in the subduing of recalcitrant inmates who
may be.armed or assaultive,

* supervising the various work assignments of in-

mates,

* counseling inmates on perscnal and fam:ly goals
and problems, and

* participating as a member of the cor
of Case ‘Workers. Psychiatrisis, P
Teachers and others working to hslp
inmate,

et
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EMPLOYMENT INTERVIEW

All qualified candidates will be subject to an employ-
ment interview prior to final selection. Interviews will
be held within the general area (approximately 250
miles, roundtrip) where the apglicant resides. All candi-
dates must pay expenses to interview site and first
employment location.

NO WRITTEN TEST IS REQUIRED

EENEFITS
As a Correctional Officer, you wiil receive:

SALARY . ... As a beginning Correctional Officer you
lmll be appointed as a GS-6 (after one year of success-
*4l perfarmance promotion to GS-7). Salaries of federal
employees are adjusted periodically. Current salary
rates are available at Federal Job Information Centers.

INSURANC_E .. .. You may eiect to be covered by
group life insurance and health insurance for which
the government shares in the cost.

RETIREMENT . ... Your retirement coverage entitles
you to retire at 50 after 20 years of service. Retirement
at age 55 aiter 20 years of service is mandatory. Retire-
ment contributions and Federal and state taxes are
deducted.

OTHER INFORMATION

Eligible competitors who have not been appointed mus:
submit up-tc-date information on their qualifications
at intervals of not less than 10 and not more than 12

months, if they wish to remain active on the list of
eligibles.

lnr’qrmation about citizenship, appointment. vetsrans’
preference anc other information is availgble irom
Fedzrai Job Information Centers.

All qualified candidates will receive consideration for
appointment without regard to race, creed, color, na-
tional origin, sex, political affiiiation, or any other non-
merit factor.

TO APPLY

Ipformation on employment opportunities, the forms to
file, and where to file can be found in the enclosed
supplement. If a supplement i8 not enclosed, a copy
can be obtained from the office having jurisdiction
o;er)the arza where you wish to work (see facing
page).

Applications will be accepted until further notice,

F
D.C.
A

EDERAL BUREAU OF PRISONS AND
. DEPARTHENT OF CORRECTIONS
RE EQUAL OFPORTUNITY EMPLOYERS
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BASIC QUALIFICATION REQUIREMENTS

To become a Correctional Officer you must show that
you have had a minimum of 32 years experience. This
experience must have been in one or more of the fol-
fowing or similar types of work:

Supervisory or leadership expericnce,

Teaching or instructing, especially with adults or
disadvantaged groups.

Enforcement of rules and regulations relating to
safety, health or protection.

Corrections or Rehabilitation.

Counseling in a welfare or other social service
agency.

Interviewing and counseling.

Sales work which involved extensive person-to-
person relationships. .

Additional knowledge and abilities may be required for
some pesiticns because of the concentration of inmates
in distinct age. ethnic, cultural, or other specific groups
in certain institutions. It is desirable for these institu-
tions 10 have suificient numbers of correctional ofiicers
who can successfully relate to the members of ihese
groups. Seisctive placement consideration msy  be
given to acpticants having thorough knowiledge and
understznding of the customs, language patterns, and
problems cf specific groups of inmates.

NOTE: Pertinent UNPAID OR VOLUNTEER work will be
credited on the same basis as paid employment.
SUSSTITUTION OF EDUCATION FOR EXPERIENCE

Education successfully completed in an accradited col-
lega. vniversity

scnool level mav be substituted as incicatea belocw:
117 Two ~ears of study successiclty complewss in a
resident school above the high school levet inay be
ucssited for two years of general axperience.
ccessivl completion of a iull four-year course oH
jzze sudy may te substituizZd for three v=2ars
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or resident school anove tne high. . Act. This ace limi. &.25 not apoiy 1o woiresiic =l ToR

or social work successfully completed in an accred-

ited college or university may be substituted for 6-

months of general experience, and is fully qualify-
ing for grade GS-6.

QUALITY OF EXPERIENCE

For Grade GS-6, applicants must have had at least 6
months of general experience comparable in difficulty
and responsibility to that of the next lower grade, or 1
year comparable to the second lower grade, in the
Federal Service.

NON-QUALIFYING EXPERIENCE:
Routine clerical - machine operation
Non-Supervisory construction or production work
Property maintenance
Checker .
Clerk .

BASIS OF RATING

All applicants will te evaluated on the description of
experience and training described in the Standard
Form 171 and on the response to Elements A, 8. and C
on the Supplemsntal Qualifications Statement for Cor-
rectionel Ofiicer.

" AGE

Al time of referrai. apclicants must net have passed
their 35th birthday unless they have previously seivea
in a Federal civilian faw enforcement gosition covered
by special civil service retirement provisions, including
eariy or mandatory retirement. The maximum sntry age
limit has been estabtished under the autherity of Puciic
Law 93-350 and the age iimit constiiviss an excection
to normal age discrimination grohibiticns contzingd i

saction 15 of the Ags oiscrimination in Emgioy

O
b
b
L

positions in the Denariment of Corrzciicrs, Govarnmer
cf the District of Celumbia.

PHYSICAL EXAMINATION

i
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- THE OPPORTUNITIES ARE NATIONWIDE
Correctional Offigers are employed by the U.S. Depart-
¢ B. THE U.S. DEPARTMENT OF AGRICULTURE | 2 ment of Justice, Federal Prison System in the institu-

tions shown below and by the D.C. Department of Cor-
rections, Washington, D.C.

OFFICE OF INSPECTOR GENERAL
OFFICE OF INVESTIGATION

CRIMINAL INVESTIGATOR (SPECIAL AGENT)

The primary responsibility of the Office of Investigation, Office of Inspector
General, is to develcp, direct, and operate a comprehensive Department-wide program
to insure the honesty and integrity of officials, employees, and others in privity
with the Department in the discharge of their functions by investigating suspected
¢ vioTations of the criminal Taws of the United States. o

Criminal Investigators in the 0ffice of Investigation work out of seven

regional offices Tocated at: New York, NY; Hyattsville, MD; Atlanta, Ga.; Chicago,

IL; Temple, TX; Kansas City, MO; and San Francisco, CA. They plan and conduct 1in-

vestigations relating to alleged or suspected violations of Federal laws, particularly,
< as they pertain to the work of the Department. This includes obtaining physical %

and documentary evidence, interviewing witnesses, examining files and records, per-

forming undercover/surveillance work which is often. extensive and dangerous. They

also prepare investigative reports, assist U.S. Attorneys in the preparation of cases, .

testify at hearings and trials, monitor physical security at USDA complexes, and may '

even provide personal security for the Secretary of Agriculture and other high Depart-
€ ment officials.

3 Region 1: North East Region

Pittsburgh Area Office, Office of Personnel Management
Federal Building, 1000 Llberty Avenue

: Pittsburgh, Pennsyivania 15222

! Region 2: South East Region

Atlanta Area Office, Office of Personnel Management
¢ Federal Office Building, 275 Peachtree St., N.W.
H Atlanta, Georgia 30303

| Region 3: North Cantral Region

St. Louis Area Offica, Office of Personnel Management
1520 Market Street, St. Louis, Missouri 63103

Region 4: South Central Region

Albuquerque Area Office, Office of Personnel Management
421 Gold Avenue, S.W., Albuquerque, New Maxico 87101

S —

Performance of these duties frequently requires irregular unscheduled hours,
; personal risk, exposure to inclement weather, considerable travel (70% to 80%) and
o arduous exertion under adverse conditions. Investigators may also be required to
i relocate initially and thereafter relocate at the direction of management and may also
i be required to carry firearms. In addition, criminal investigators must be at least
L 21 years of age, in good physical health ( a complete physical examination is required),

Region 5: Western Region

Phoenix Area Office, Office of Psrsonnel Management
§22 North Centrai Ave., Phoenix, Arizona 85004

Region 6: Washington, C.C. Mstropolitan Area

Washington Area Office, Office of Personnel Management
1900 E. St, N.W,, Washington, D.C. 20415

and possess and maintain a valid state driver's license to operate a privately owned
motor vehicle. A high degree of integrity, reliability, impartiality, good judgment,
communicative ability, resourcefulness, tact, and diplomacy are a necessity.

Applicants for positions at all levels must have a minimum of three years of
general work experience of a progressively responsible nature which has required the
ability to work and deal with individuals and groups; skill in collecting and
assembling pertinent facts; the ability to prepare clear, concise reports, and the
ability and willingness to accept responsibility. A bachelor's degree may be sub-
stituted for general experience.

At the GS-5 level, no specialized experience is required. The GS-7 level
requires one year of speciali.ed expe. lence; 35-C requires two years; and GS-11
three years. Specialized experience is progressively responsible experience in

criminal investigative work such as:

(1) Military investigative experience consisting of the conduct
or supervision of security, intelligence, or criminal cases,
the preparation of comprehensive documented reports, and re-
sponsibility for testifying in court;

Penitentiaries

Atlanta, Georgla

Leavenworth, Kansas

Lewisburg, Pennsylvania

Marion, lilinois

McNell Island,
Washington

Terre Haute, Indlana

Federal Detention Centers

El Paso, Texas
Fle-~ne¢e, Arizona

Federal Correctional
Institutions

Alderson, West Virginia
Ashland, Kentucky
Bastrop, Texas
Danbury, Connecticut
El Reno, Okiahoma
Englewood, Colorado
Ft. Worth, Texas

La Tuna, Texas

Lexington, Kentucky
Lompoc, California
Memphis, Tennessee
Miami, Florida

Milan, Michigan
Morgantown, West Virginia
Oxford, Wisconsin
Petersburg, Virginia
Pteasanton, California
Sandstone, Minnesota
Seagoville, Texas
Tallahassee, Florida
Talladega, Alabama
Terminal island, California

- Texarkana, Texas

Metropolitan Correctionai
Centers

Chicago, lllinois

San Diego, California
New York, New York

Medical Center
Springfleid, Missourt

Prison Camps

Allenwood, Pennsylivania

Big Spring, Texas

Boron, California

Eglin Air Force Base,
Florida

Maxwall Air Force Base,
Montgomery, Alabama

Safford, Arizona

Community Treatment
Centers

[ Chicago, ilinois

Dallas, Texas

Detroit, Michigan
Houston, Texas
Kansas City, Missouri
Long Beach, California
New York, New York
Oakland, California
Phoenix, Arizona

Department of Corrections
Washington; D.C.
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Cl. THE U.S. DEPARTMENT OF THE TREASURY

INTERNAL REVENUE SERVICE

INTERNAL SECURITY INSPECTOR

The Job

As an iInternal Security inspector
you'll be a member of the
Service’s own investigative unit.
Because our tax system of
voluntary compliance rests on
the confidence which taxpayers
have in the IRS, the work which
you perform is of utmost
importance in maintaining the
integrity of the Service.
Taxpayers must be assured that
our agency is free from
corruption and that our
employees are persons of the
highest integrity.

8y conducting many different
types of investigations, you’ll
contribute greatly to the vital
mission of the Service. You'll
conduct background
investigations of new and
prospective employees, and
investigations of alleged’
misconduct or illegal activities
involving Service employees or
outside parties, including
attempts to bribe or corrupt
employees. You will also
investigate assaults or threals
made against Service employees
and the unauthorized disclosure
of tax information. Aside from
your normal responsibilities,
you may be called upon to assist
in conducting other activities
such as investigations of other
Treasury personnel, protection
of the President.

Your job as an Internal Secu-
rity Inspector will offer you
an opportunity to meet ana deal
with individuals from all walks
of life. You will be faced with
many complex situations which
will require you to make mature
and thoughlful judgments. You
must be alert to discover useful
information and to act upon it.

Educational Quailifications

Applicants tor Internal Security
Inspector positions must have
successfully completed four years
of college level study which
included or was supplemented by
24 semester hours of accounting
and related subjects. If you have
completed your college study, or will
complete it within nine months, you
can be considered for a GS-5
position.

If you meet one of the
foltowing requirements you can
qualify for a GS-7 position:

Uis.2er third standing in your
class, or

A 2.90 or betler average in
courses completed at lime
of application or completed
during the last lwo years of
study, or

A “B4" (3.5) average or better
(or equivalent) in courses
completed at time of applica-
tion or completed during the
last two years of study, in
either of the following major
fields: police science, police
administration, criminology,
law enforcement, or business
adminisiration subjects (e.g.,
accounting, economics and
finance), or

Election to membership in one
of the national scholastic
societies (other than freshman
honor societies) which meet
the minimum requirements

of the Association of College
Honor Societies, or

Have completed one full year
ol graduate study in police
science, police administration,
criminology, law enforcement,
or business adminisiration ~
subjects.

If you have already received
a Masters degree or have
completed two years of graduate
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(2) Investigation of complex casualty or insurance claims which
included a substantial number of cases involving suspected
crimes or alleged fraud;

(3) Investigation of criminal cases for practicing attorneys,
requiring the use of recognized investigative methods and
techniques;

(4) Experience in the general practice of criminal law, including
court appearances, suspect interviewing, and complex criminai
investigative work;

(5) Experience as uniformed law officer where principal duties
(a? Teast 50% of the time) were criminal investigations re-
quiring surveillance, undercover work, and a variety of
other investigative methods and techniques.

_ One full year of academic graduate education may be substituted for one year of
spec1a11zed_exper1ence. Compietion of all requirements for a master's degree or two
fu]1.academ1c years of graduate education in law enforcement, police administration,
criminology, or directly related fields meet the requirements for positions at the
GS-9 Tevel, as do at least six years legal and pre-legal education resulting in an
L.L.B. or J.D. degree. )

~ The qga]ity of experience obtained is also a very important factor. Possession
of the required years of experience and training for any given grade will not in and
of itself, necessarily be accepted as meeting the experience and training requirement
for that grade. ’

- AppTicants for entry Tevel positions at GS-5 and GS-7 who do not have appointment
e1191b11jty based on appropriate current or prior federal service must first obtain
e1Tg1b111ty.through the U.S. Civil Service Commission's Professional and Administrative
Career Examination (PACE), Announcement #429. Applicants for positions at the GS-9 and
GS-11 1gve1.must file under the Mid-Level Announcement with the Civil Service office in
the.reg1on in which they wish to work. Contact your local U.S. Civil Service Commission
off1ge'fqr specific information regarding these announcements. Applicants who have
e11g1b1]1ty for appointment based on appropriate current. or prior Federal Service may
apply directly to the 0ffice of the Inspector General, Personnel Mangement Staff,

Room 17-E, Washington, DC 20250.
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study in any of the above-named
fields; or if you have an LL.B.

or J.D. degree you may qualify
for a GS-9.

Training and Development

The training which you'll receive
&s an internal Security Inspector
is specifically designed to
develop your investigative skills
and techniques.

As a new appointee you will
join with employees from the
other Treasury bureaus at the
Treasury Law Enforcement
School for approximately six
weeks of intensive highly
speciafized training in basic
investigative and faw
enforcement techniques. There,
under the guidance of skilled
instructors, you'll study subjects
such as rules of evidence,
surveillance techniques, court-
room demeanor and the use of
firearms. You will also attend the
Internal Security Basic School.

The on-the-job training as well
as the classroom training which
you'll receive is carefully
planned to develop and sharpen
your professional skills and to
prepare you to reach
journeyman level performance.
Additional training is offered in
various in-Service and outside
programs. You'll be encouraged
to participate in additional
training courses to enrich your
development and to enhance
your advancement opportunities.

Future Opportunities

Promotions are not automatic.
However, if you develop and
progress as expected, you will
normally be promoted to the
GS-9 level at the end of a year

if you enter at the GS~7, or.in two

years if you entered as a GS-5.

Once you reach the GS-9
level you will be assigned more
progressively responsible duties.
You should be promoted to the
GS-11 following another year
of satisfactory performance.
Promaotions to positions above
the GS~11 level are made as
vacancies occur. If your
performance is satisfactory you
will be considered along with
other eligible candidates for
these positions.

How to Apply

In addition to meeting certain
educational and physical
requirements for the Internal
Security Inspector position, you
must compete in the Treasury
Enforcement Agent Examination.
To obtain information on the
TEA Examination you should
contact the Civil Service
Commission Area Office for the
lccation where you wish to be
employed.

Internal Security Inspectors
are employed in IRS offices
throughout the United States.

If you are interested in being
considered for an Internal
Security Inspector position sead
a brief resume and a copy of
your “Notice of Rating” from the
TEA Examination to the IRS
Regional Office(s) where you
wish to be employed. If possible
you will be placed in the office
of your choice.

Equal
Opportunity
Employer

Department of the Treasury
Internal Revenue Service

Publication 823 (Rev. 1-77)
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Cl. THE U.S. DEPARTMENT OF THE TREASURY

INTERNAL REVENUE SERVICE

SPECIAL AGENT

The Job .

As a Speclal Agent you will hold
a position of high esteem In the
Internal Revenue Service which
will offer you a feeling of fulflil-
ment In the performance of a
worthwhlle and Important
responsibility. Your duties

wlil requira you to investigate
charges of criminal and civll
violations of Internal Revenue
laws, generally involving tax
fraud, You wlil be Investigating
to determine If there Is
sufficlent evidence to recom-
mend prosecutlon for wiiiful
attempts to violate Federal tax
laws or to recommend the
Imposition of clvil fraud
penaitles,

In performing the dutles of a
Speclal Agent you will be given
Investigative assignments as
difficuit, comples: and challenging
as any within the realm of
Federal Inquiry. You will be
contacting and dealing with |
people from all watks of {{e—
Individual proprletors, officers,
owners, directors and executives
of large and small business enter-
prines, corporations and entltles,
professionais In all callings, and
those Invalved In [llegal activities,
Yeou will find It neceasary to be
qualified In the skilis of an ac-
countant, attorney or criminal
Investigator In [ ursuing, uncov-
‘aring and svaluating the evidence
to be secured from theso persons,
many of whom wili be reticent,
openly hostlle or Intentionally
misleading. You must be espe-
clally skllled in oral’and written
communications to successfuily
interview and Interrogate tax-
payers and witnesses and to
report your findings. You may

conduct survelllances, serve as
a witness In clvil and criminal
trials, and occasionally
participate In making arrests.

Educational Qualitications

To qualify for a GE€-5 position you
must have completed four years of
college level study, Including at
least 24 semester hours in
accounting and related subjects. In
addition to meeting these basic
requirements you must establish
eliglbliity on the Treasury
Enforcement Agent Examination
and meet certain physical
requirements. The Treasury
Enforcement Agent Examination Is
a written test used to measure
Investigative aptitudes.

if you meet the GS-5
requirements and one of the
following you may qualify for
a GS-7 Spaclal Agent position:

Upper third standing In your
clase, or

A 2.90 or beiter average In’
courses completed at time
of application or compieted
during the last two years of
study, or

A "B4" (3.5) average or belter
(or squivalent) in courses
completed &t time of application
or complated during the last
two years of study, In one of

the foilowing major fleids:
poilce sclence, polics adminis-
{ration, criminoiogy, law
enforcement, or business
adminlistration subjects, or

Election to membarship In a
national scholastic soclety
which meets the minimum
requirements of the Association
of Collsge Honor Socletles, or

An LL.B. or J.D. degree, or

R
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How to Apply

To obtain a copy of the Treasury
study or & Masters degree In Enforcement Agent Announce-
any of the subjects previousiy ment you should contact your
Hated, College Placement Officer or
write to the Treasury College
Recrultment Coordinator for
Law Enforcement for the location
where you wish to be employed.
Once you've submitted the
required Informatlon to the
recrulter, you will be scheduled
to take the written test and
furnished any additional forms
to complete your application.

One full year of graduate

Training and Development

Once you are appointed to a
Spacial Agent position you will
enter an Intensive training
program conducted In Wash-
Ington, D. C. This tralning wili
last for 6 to 8Y2 weeks and
wilf Involve agents from other
bureaus of the Treasury
Department In a study of basic
Investigatlve and law enforce-
ment techniques,

Your Initial training ls
supplemented by flve weeks -
of additional classroom tralning
In Income tax law and seven
weeks [n evidence, court
procedures and other subjects
related specifically to your
work as a Speclal Agent.
Additional training, on-the-job
and In class, Is carefully planned
to further sharpen your abllity
for work of great responsibllity.

Future Opportunities
Promotions are not automatic.
Normally, howaver, trainees who
perform satisfactorily and de-
velop as expected will be pro-
moted to the GS-9 level In one
or two years depending upon
whether they enter at the GS-5
or the GS-7 leval, Following con-
tinued satisfactory performance

Applicants must not have reached
their 35th birthday In order o be
considered for this Job,

and further advanced training Equal
Involving progressively more Opportunity
responsibie dutles you can Employer

expect to be promoted to the

@S-11 level In another year. Department of the Treasury

Internal Revenue Service
Publication 822 (Rev, 1-77)

)
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FOOTNOTES

News and Notes, “Discrimination,” Crime and Delinquency, April 1975,
P. 185 as cited in Peter Horne, "PoTicewomen: 2000 A.p."
(unpublished work, St. Louis Community College at Meramec, 1978),

p. 3.
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CAREERS IM FEDERAL LAW ENFORCEMENT

. Department of Justice

Federal Bﬁreau of Investigation
Bureau of Prisons

U.S. Marshal's Service

Drug Enforcement Administration

Immigration and Naturalization Service

Department of the Treasury

Bureau of Customs

U.S. Secret Service

Bureau of Alcohol, Tobacco and Firearms
Federal Law Enforcement Training Center

Internal Revenue Center

Department of the Interior

U.S. Park Police

Fish and Wildlife Service

Department of Housing and Urban Development

o Office of Inspector General

Department of Commerce

e Natjonal Oceanic and Atmospheric Administration (NOAA)

Department of Agriculture

o Office of Inspector General
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WOMEN IN FEDERAL LAW ENFORCEMENT TASK FORCE

Whereas, it has been determined by a careful review of statistics
and other information that the percentage and number of women in
the Federal law enforcement: sector is extremely low, a Task Force
has been established to study the reasons for this occurance and
to deal constructively with the problems encountered by the women
who enter law enforcement occupations. This Task Force, sponsored
by the U.S. Office of Personnel Management, will implement actions
designed to fulfill the objectives of the Task Force listed below:

OBJECTIVES

1. To identify barriers tc the hiring, promotion and equitable
treatment of women in federal law enforcement and recommend
solutions to these problems.

2. To identify recruitment sources, participate in recruitment
activities, and monitor agency recruitment efforts for
implementation of FEORP goals.

3. To identify problems encountered by women in law enforcement
positions, provide a forum for discussion of these problems
and their solutions, and establish an information-sharing
and support network for women interested in or already
employed in federal law enforcement positions.

4. To monitor agency plans (AAP) and activities concerning
hiring and promotion of women in law enforcement positions,
provide feedback to these agencies on overall and individual
agency progress, and make recommendations to assist agencies
in the development and improvement of career opportunities.

o
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Women in Federal Law Enforcement

Task Force

Membership Roster

Department of Justice

Lovida Coleman

Justice Department

l10th & Constitution Ave. NW
Rocm 5123

Washington, D.C.

Doris McCrossen
Justice Department
EEOS - FWPM

10th & Penn. Ave. NW
Room 1232

Washington, D.C. 20530

' Claire Adams

U.S. Marshals Service

One Tyson's Corner Center
Room 231-C
McLean, VA 22102

Ruth Worsley

U.S. Marshals Service
Third & Const. Ave. NW
Washington, D.C. 20001

Patricia O'Shea

Drug Enforcement Administration
1405 I Street, NW
Room 831
Washington, DC 20537
Joann Grady

Federal Prison System
320 First Street, NW
HOLC Bldg, Rm 410
Washington, DC 20531

Doriala Freudiger ‘
Immigration & Naturalization Service
AAP/EEQ Branch - Rm 6237

425 I Street, N.W.

Washiagtcon, D.C. 20224

Gayle Bullington
Federal Bureau of
Investigations
Ninth & Penn. Ave., NW - Rm 5121
Washington, DC 20535

o R T T e s

633-2291

633-3322

285-1316

633-1790

633-1360

724-3176

566-6390

324-4128
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Sukie Simmons

Immigration & Naturalization Service
Federal Courthouse

100 S. Hanover Street

Baltimore, MD 21201

Department of Treasury

Clara David

Treasury Department
15th & Penn. Ave., NW
Room 4314
Washington, DC 20220
Dorothy Daly

Treasury Department
OS/0OEOP, Rm 416

711 - 14th Street, Building
Washington, DC 20220

Sally A. Grau

Internal Revenue Service
1111 Constitution Ave., NW
Room 6180
Washington, DC 20224
Nancy Bowman

U.S. Customs Service

1301 Constitution Ave., NW
Room 1114
Washington, DC 20229
Denise G. Wood

U.S. Secret Service

1800 G Street, NW - Rm 941
Washington, DC 20223

Lawrie Rich

U.S. Secret Service
Uniformed Division

1800 Pennsylvania Ave., NW
Washington, D.C.

Laurie Anderson

U.S5. Secret service

1800 G Street, NW - Rm 805
Washington, D.C. 20223

Joann Kocher

Bureau of Alcohol,
Tobacco and Firearms

P.0O. Box 784

Ben Franklin Station

Washington, D.C. 20044

566-5120

367-0751

566-6891

566-8793

535-5791/2

395-2020

535-5708

566-7123
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Cindy Quinn

FLETC - Washington Office
c/o Main Treasury Mail Room
Washington, D.C. 20220

Department of Interior

Carolyn Merchanson
Department of Interior
NCPS/Main Interior

18th & C Sts., NW - Rm 1219
Washington, DC 20240

Colleen Spika

National Capital Region
National Park Service

1100 Ohio Drive, SW - Rm 353
Washington, DC 20242

Gloria Inniss

U.S. Fish & Wildlife Service
EEO Office

18th & C Sts., NW - Rm 3058
Washington, DC 20240

OTHER AGENCIES

Betty Damku
OIG/Department of Energy
Forrestal Building

5 B250
Washington, DC 20585

Mary O'Mara

OIG/U.S.Dept. of Agriculture
14th & Independence Ave., NW
Room 441-E Adm. Bldg.
Washington, DC 20250

Sharon Kalinowski

U.S.Air Force

Office of Special
Investigation

Forrestal Bldg. - 640

Washington, D.C. 20585

Elaine Newman

GSA/Public Bldg. Service
Room 7035
Washington, DC 20405
Ellis Jones

Ofc. of Personnel Mgnmt.
1900 E Street, NW Rm 7540

Washington, D.C. 20415

s e

376-0764

343-5495

426-7757

343-4801

252-4153

447-4545

693-5719

566-1884

632-7082
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Jcann Yutronich

Naval Investigative Service
NIS Resident Agency

Navy Yard - Bldg. 200
Washington, DC 20374

Denise Roos

C U.S. Postal Inspection Service
g 475 L'Enfant Plaza West, SW
Room 3657

| Washingtcn, DC 20260

; Virginia Oldham

€ Veterans Admin. (09B)

¢ 810 Vermont Avenue, NW

7 Washington, DC 20420
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433-3858

245-5468

389-2530
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