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This Command College Independent Study Project
is a FUTURES study of a particular emerging issue
in law enforcement. Its purpose is NOT to predict
the future, but rather to project a number of
possible scenarios for strategic planning consider-
ation.

Defining the future differs from analyzing the past
because the future has not yet happened. In this
project, useful alternatives have been formulated
systematically so that the planner can respond to a
range of possible future environments.

Managing the future means influencing the future--
creating it, constraining it, adapting to it. A futures
study points the way.

The views and conclusions expressed in the Com-
mand College project are those of the author and

are not necessarily those of the Commission on
Peace Officer Standards and Training (POST).
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CDomputars and compuoer wechnology are all around us. Wey  Frawve

gsigper . many  wechnologioal developments in robotics, technology
improvements dn Lransporcation, securdty and suervell lanoce
@ouipment . Muoh of this new wechnology is being adapted wo

law enforoemeant’s

The responsibilicvies of law enforcemant and ohe environment
around us are being ohanged by wechnology so guiockly; il

law enforcepant personneael , at all levels, must keap léarning

o ostay abresst of wechnolo

Loyl development, or be passed
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employess who have whe capacity o learn, ohangs and use the

new wechnology avadilable.
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ability dn use of good judgmant, common sensae, Lesdership,

aoral and weditnten shills and sensivivitety o othars.

Chisf MoGes, of Ooala, Florida Polioce Deparimant, found
agsessmant centers halpfual o determing the skills, knowledge
and behavior patterns of police applicants. The assessmnent

center approasch, although costly, ocan be accomplished by

tradining existing personnel Lo perform B85 GssaBsors,

Most of the law enforcemant managers surveysd believed that
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net only costly, &8t the
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Decausse of the number of applicants and the time L4 takes to°
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e tLhey monfidder

qn oeaah oFf whe tests

currantly beding us

doto ddsntify dmportant behaviorial
pavsterns, suoh as dindtiative, loysliey and judgement. The
participants in the survey wers asked what they beliasved were
the basico skills, qualicvies and behaviors that entrance Lavel

police applicants should possess.

The gquestionnaire containeasd thres wypes of gquestions. Fiwve
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ponse . Gusestions also allowsd whe respondent o male
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law enforcemant profassion. H8 1% bhelieved that they
cic; while AL 9% Fealo that they didn’t. Chief Fred
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coperdination or cooperation betwsaen HState Coopearative

Serrviosmea and PLOOSHT. an the wreitten examination.
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madde wrdttaen comments, and, of thosse who did, wheir
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suread at the

whough there are areass that are not me
indtial hiring step, Like common sense in field
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st that ohis statement was valid.

recp il re
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level of confidence of Five selection methods usad by

most law anforoemant agenoiaes and one grading sssassmeaent

eaentars as oa mathod of selaecting santry level lLaw

anforcemnant officers in the Ffuture,

{ 9 Wrdtten Examination: 14.5% responded least

supportive, A% An the most supportive rangs

(1O} PFolygraph Examination: 9.7% responded least

supporhive S4.2% dn the most supportive rangs
3

L1 Oral Interview: #.1% responded least

sUpPOrtive, TL.O% in whe most supportive range

(i) PFosychological Examination: 13.2% responded laast

BUPROrLIve T7.4% in the most supportive rangs
3 v
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supporhlve GPL.9% in the most supportive rangas
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(a7 Prayehologioal: L405% congidderad @6 of Livele uses

R A

AL 3% considerad method veryg ue

(28) Background: 8.0% consideracd it of lLittle use

TT A% consideraed Gt overy usaefual

SR ons

iw one of vhe thireos B

ragquesting 8 list of what the rcespondent felt weaere the

and bebaviors @ polios

important shkills, gqualidi
applicant should possass: A Lists of whirty esight @tems
wirs coppdled, rangiog From the ability to Follow

instructions Lo willingness wo Learn. The four what

slrl ity o

showead up most on the list ware

Leraen, motivatcion, and peopls skalls.

B0 recguired the respondents o ddentify which

remting mathods wused twoday effectively ddentify whoses

anad bhebhaviors

shills, gqualities

Some of Nt v Wiy

dngle-mosts affe

The aomments weare Tihe s
s by doing 8 complete and conprehensive background
investigation.'  Another wrote, A wednten exam,
combined with a thorough psychologioal and background
investigation, will ddentify the necessary qualitiss in

o police applicent. "

agked Ffor oan opinion of what changas dn the

selection proocess should ooour in whe Ffuture, what wouwld

ernbianoe the selection proos
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PrEny s p o bl E ALy e sama Ll suach oas Vihe

Future sal TALON PG

mus s Foous more on ol
[

personalicy and behavior oharactoeristics of the

applicant, rathaer than scores oboained from written

X ame L

autMaRY

The questionnaicre provided much information about the
confidence levael in the selection systems being used by most

law anforcaement @

encies within the country twoday. There was

@ogreat desl of confidence in the background, 91.9%, and whe

poychological, T A% serongly supported i valuable o *

e ML ON process.

Another ares of interest and imporiance was that, aven though
BO0% swrongly supported the presesnt system as dependable, 85%
fali that law enforcement seleotion processes needed Lo be

upgradead in s omade in others,

5 amna obang

Most wanted more psychological testing:; tests based on
personality profiling, wests that would aid in identifying
important qualities and behaviors necessary in e productive

liaw enforcemnent officer.

Many of thase who responded o whe gquestionnaire believed

what P.O.S.T. gshould be more involved in the selection
process, maling 9t unifoem and more depaendable. One rasponses
Wi, MRS 0T has come o long way toward standardizing twhe

reguiremnants for police officers in Lhe stathe. I Feel that
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This person fel
thera ware woo many variables among Law enforoement agenaieos.
Therse was swrong support for whe use of Hi-tech in the

westing process, as Long as there was personal émnfﬂmntatimn

(Hd -t ouch) providead by the personnel dnterview.

The bottom Line was ocontinued reseascrobh and developoment of

e and dnnovative selaction methods for the futures,

Thea

garah dnoluded 8 seriles of dinterviews. Interviaws
werrs aonducted with s W5, Marine Corp reopruadter, a reoradter
Ffrom TEM Corporacion, & Parsonnel dAnalyse IL From the County

of SHan Bernsrdino, @ police psychologist, and & psychologist

From the e LvEne Seahor.

The dinterviews wers struactursd Lo detaermine whiat selection

Prooes

S e now beding wsed din the militeary, priveite sector
and public sector; what dinsctruments are available and what
some of whe trends are din selection processes of wthe future
The dnterviews warse o ddentify selection dinstruments and

systaens that ocould be e

apted o enhancse Law enforcenant

solection proceass

A the Future

)
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The dinterview was conducted o determine what system is baing

ugad in the selection of entry level law enforoemant officers

The dnterview revealed that the bhasico eduacational

el irements arse whe same as the L3 ] Mave Do

for the past wen

(10) ymars. Thers dis some dissatvisfaction with P.O.S5.7T.

raading/writing tests, D0% of which is based on written shudy

material provided wo the ocsndidsies perior to the test dat

The test and materdial has notw been updsted Ffor sometimes

(b se

OrT mores yemrs) ‘ :

Araess of dissacvisfaction are that P.0O0.5.7T. has had a
poor record of turne-sround Ltime on the sooring of the

P

ding/writing test and whe ovear-

pxposure of bhe tests.
Mowsavaer the twest bas bhad 8 posicive dwopaoct on suooess of

aaraciem oSt cleants .

The dnterview revealaed that whe County i

uaEn ¢ smime

biographiocsl inventories and assessment cenvers on e Linited

basis, and that there @is some interest being shown by San

Bernardino County Personnel towsrd Hi-Tech and the wse of

ML O om ey @ dministeraed tesits.

pa QEE
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5

Durdng the dnterview with the Marine cecrailter, Captain

Nzl ley who s assdigned wo OFfFfiose Selection |, Lt was Ffound



Lhat whe W% Marine Corps was basiocally wsing

background investigation, conducted over a 12 4o

pardod. Theay oheck dnto moral character and

drugs or aloohol . The background @xzamines eduaos

achisvensnts,; racrud s must have 2.8 grade

Lt was learned that during whe background bdnves

racrul s are continually baing interviewad.

glao given a Armed Services Vocastional Apoituds

in which the candidate muast oboain a sooras of ot

The Marine Corps dis not using pesychologioal

wse the [R5 B N br i,

wheay rgpue L ae

polygraph

s terd at FFiocer Candidaoes
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changes dn the system in whe nesar future,
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of whe ocandidates baockground and @xperdanc Thies

application dis Ffirst examined, Lo s

Lf oan applicant’ s

caranr goals ace realistico and F the company can comply with

e, Tha information obtained includes work history and

cdegras of responsibility each candidate bas expaeriencsd,

along with job related experid

application can provide much about s prospective enployse .

anaothear step in the proo s b0 sorutinize the aoademdio

background relevanoy and aoademio aohievanants. TEM femls

Lhat much can be learnsd about @ candidate From his grade

point avers (5P . They have found that parsons with @

Fagh GRS are ususlly persons who are organized, good wims

mannagers , high achievers and gosl orianted.

S part of the asssssment, the applicant’s personal

e

SN TEM bhas found that the

surhrievemanits are also axaminsd very olossly. TEM looks for

cancdidates who have applied themselvaes in theilr personal

Liwv and have a

gqualities that would be useful in 8 normal business

ANVILrOnment .

e hose

forms of recognition, which distinguishes an dndividual s

Level of contribution.

Aanother phase, of TEMs selection prooess, @6 8 security

oheck, conducted by o private company . The

sravides enployment verdfiocation ohecks seacurdty oheoks
| Y ) : '

i evenants that arse commensurate with those

Lhat dmportant parsonasl aohiovemaents

what show that the applicant has receilved various

ECUrlty company

@



criaminal bachkground investigations. They @slso ohaok othaer

BRI EREL Y

0 nhat TBM might dean necessary .

One area of great coneern Lo the TEM Company s finding
applicants who have the necessary inter-personasl skhills. TEM

has determined wthat inter-parsonal skills are as oritical as

soademio or job relsted skills. Many individuals often have
whe dintelligence and academic background, buit laok people
shkills. A person withowt people shills will Ffail in IBM s

@rnvironmnant . TEM recruiters feel that anyons ocan look good

on papaer, but the epsal test for dnter-personal skills s ohe

srye--ball o eye-b L aonfrontasion during whe personal

interviaw, Intemer-personal skills are also manifested in the

dterEL S

wof extra-curricular aovivities, @fFf the applicant Lik

paople dnteraction.

The only weitien test usad by TEM is IPAT (Information

Froocessing Aptitude Test) , which is wused whaen hiring for a

1

eohnical position, such 8 systems enginears and

PrOogrammarsg

TEM ds confident that wheir recruitment eFfforts area
sucoessful | because the company’s recruiters are expoerifoenced

and have baan in the business For sometimes. Their raorulters

understand TEM s dives,; they are sensitive and bhave strong

inter-parsonal communication skills.

When viewing ohanges that night be ocourring in the futura

with TEM s selection process, Lt was Ffound that TBM is now in

18



wher process of re-develOping & weitten e The test will

Dasically measurs; dintelligsno

2, the @effactive use of the
English language, some voocabulary, analytical assessment, and

some math .

In summing up the TEM selection proocess, Lt wes found o
consist of a very thorowugh background | conducted by @xperis,
and a soeructuraed dnterviawesd. M. Perer submed i up with
one statemnaent: "Fuaiure performsnoee can be predicted by past

parFformances, I where dis any way that Ffuturs paerformanos

can e praediowed and objgectively evaluated, recruliers are

going wo have a good dndicatsor of how psople will perform in

the futurse . basaed on past performans

TEM has beaen considering psychological testing, and

racrulters believe that L6 might be valid din the Ffutuarea.

Nanaey Bohl, & psychologist dnvolved with many Law eanforcemsnt

e ned in San Bernardino County, was interviewsd., The

interview addressaed the pasychological test now being given wo

prospective law anforcemaent officers,; O80T (Peacea OFFioer
Srandards and Training) regquirements regacding psychologicocal
tests; what the psychologiosl tests  are designed Lo
aarcomplish, and iLf there are tests now, or dn whe fusure,

that aan help ddentify gualities such &s conmon-seansea,

movivation and Learning mbilitd

To was related during the interview ohat P.O.S.T. aonLrols



Che araens that must be tested, by providing o list of wests

what arae PL0O.4%.T7. approved, PO s.T. conductad a study

whiioh was concladed dn December 19284, The study was in

o

Sextdon

Fornda Fenal Code

complisnce with the Ca

OO0 o raview law enforcement’s ourrentd

whioh reguilre

Jab related selection standards,

Asoa result of whe study, FOOCS5.T. now reguires that

abhviish emotional sultabilivy.

applicants be soreensd o o
The interview revealasd that o hiring auwthority may select

5L, Fowever , LEHTE MUST

some of thadr own psychologiosl el

mepeat 0,507 Stancarcs . T was also ascertained that whe
o 0. 5.7, approved tests are not cdesigned Lo ddentify desired

gqualities that are beneficial, such &8s Ccommon-$ensea,

motivation and the ability o Learn.

YR TS

The present wests are designed o ddenvify an appli

abnormal aggression levels; or who laock whe neocesssry

Tligenoe neaded o make the quiock decisions regquired in

int

Taw enforocemant . The twests also evaluats a candidate’ s

wrdting skills, T.60.laevel and personal health,

el s

Al though whe present tests are valdid the genaral be
& ¥ s G

that more could be done o dm prrove Lhe ge Lercxidon [ SRR

wi. bl the add of addivionsl typas of psychological tests.

syahol

skl For the Southoren

M. Faneh de also the Director of B

720



Calidfaornia Tnstltuos Looated 4 Fareenam,

Liaformia.

AP rer discussing the Lnteraess iLn posychological tests Lhat
coudd ddentify an oapplicant’ s level of common-soanse,
motivation, loyslty and abilivy o leacn, Mr. Fenoh related

what all of these wradts could be ddencifisd whrough

peygohologio

5% 0 g .

T was learnad that the Southern Californias Institute has
developead 8 personalicvy profile tesy what osn massure £iFuy-
Lo (B2) areass; such as emotional stability, levels of
aggrassion, sociability and matarity. Ther test @5

agdministerad on o oom puterr and Wosooom P ey sonre ol

The test was developed by conducting hundreds of control led
verstes Lhat ware comnpletad by 8 variety of peopls with a
varisty of expasrienoess. The test results wers then compared
wicth the results of 8 polygraph examination whioh was glven

Lnooconjunotion to and comparaed with the raesults of whe

personality profile e

The polygraph results alwsys

varrdfied the resualts of the psychologionl test.

The <toest consists of a series of single words that

ara given @ numerical value by the wemt  taler, The terst

Latkar thaen must enter B numerid valus for esoh word @

sppears on the computer aoramn ., Ther wvaluse given wo @aoh word

s based on Lhe degree of bad or good feelings the tost talen
%

Fravs sbhout each word.

i
EARER N



The west, which takes about 35 minutes o completa, 1s Nnow

bheing considerad by several governmentasl EOpEe e |

7

Through conducited research it was Found that Law enforoement
v ¥

managears and ovthers dnvolved in the selection or recrultment

processes, although satisfied with most of the phases of the

current selection system, feel very strongly about the neod

For dimprovemsnt of the

U rEn T HYysham.,

arch reveasls that there is wmuch room for dnprovement and

svad Lable wo

o reacd For obanges . The resour: andd sgenci

implemant improvemnents are as Follows.

BEgucholagic

R A 48

e

sty , there are hundreds of psyochologiocal

BHaesEsmant tests availlable and there exists whe

vechnolaogical and professional know-how to develop owher

paychologicsl New tests arae neadsd Lo improve

our prasent psychologioal testing systemn.

Compuier As

The cost of converting Lo computer assisted s ng
couwld be defroged by using pre-existing oconputer labs ot

iovcal colleges and universities.



Envess

sharound

At present, there are privatse companies that conduct
depth background dinvestigations for private Ffirms.

These companiaos

have the sxpaertise and personnael o
oonduct background dnvestigations for law anforcemant

Lal

aganoies that do not have whe ava parsonnal Lo

conduct their own  baclkground dnvestigations.

Stakeholders are those organdzations and individuals that

wowlad be effectaed by any ohang

farmen

RV E Y lavel selection P3O G sy

1. fFrolice Managers

Chiiefs and Sheerd Ffa

a. e Q. #4500, 0N

LT Commi

. City/County OFficials

ity Council/Board of Supaervisors

£ . City/County Personnel Managers

5. Lergpn . cxommuni ty

macler An law Enforoement’ s

i

ELE.QUC. (Egual Eaploymaent Opporisunity Commission)

5

& Minority organizations

NAACE 7 AL

o



~¢

A nforasmant Associations/Unions

. Laws Enforoement psychologists

9. Fducational instituvnions

anad universitios

Collaeges

10. Fusiness Communi ties

. Chamberrs ol Commeros

The  group of stekeholders listed is vaery genaeral. Al

hagordes Listed might also dnvolve other individuals or

prganitzations not Lisved. The stakeholders’ conoseerns will
e address in brosd terms, considering what theilr conoerns

and expectations might be, should any oxhang brer mancder dn the

prreasent selaction [RERERINSEAHR R

Eeroauss tho g

s b

crihon frr o LR sueome s

all law enforcement agenoias, most law enforocemant
managers will have reservations abouts any naew

approsches or ohangss in the sael

DERALON BYSLEmE . L.

Enfaorcemant agencies would be more receptive, 44 the

ey e

crhanng wed and proven o dnoresse the sgenoies

af Faotivenass

Levniolng the most caspable recruits

From the available jJob market and assured that law

arnforcement man: s owWill not lLose control over dhe

final selection POCESS |

4



A

B0 ST, has

2 dnvolved dn the antry

3 QO

5 N 12834, Their involvemsnt
California Fanal Code Section 13510b.

mueh resaearch conduacted by PBOO0% 0T, dn

T

payohologi

Leavenl

dos

There

wher s e

mancla

shing and entry lavel wedtiten e

that evaluste a oandidate’ s reading/writing skil

There could he some Likely opposition

0oEny

that will reguire the expendicure of addivional

funds . T the costs are minitmal and thers

suppart for eraform, BOOS0T would b m

ohanges s dnoees Pnvolvemsng .

R LGEUNTY, o

City councils aod bosrds of supsrvisors

caneaernasd with cost oand polivioal dmpac

shiown that ohe ohang provide beg
mnforcamant ofFiosrs, lessan odvil Liab

e mora productive and sensitive Lo the

community, loosl government officials w

Qe

[NE N

=

TR

il

e

il

be supportive of whe ochangs in the current

Feaarsonneael manag

4

Lhatw will give sddivional control over

process, Lo ocher  agenod

@irs Wi 1l basically opposs

Wi

5. Gaining support

Ty

#1011y

RS- B T

L1 b

IF i

Liaw

aole o

mers T

Prines

kv

malection

el oy

B,

L,

ngje s

DS T,

Lidtidomal

SO LVE L0

cladims, and

e

Tiakely

HUGHTLERME .

orPannge s

A On

From



B

& .

parsaonnal managers would be difFficult an best.

EGAL COMMUNTTY

The legsl community will be the group that Wwill contain

the most snadldarters, those asssocdiations or dndividuals

what are not always considered when maling ohanges, but
have whe influsnce that ocan effect the suwoocess or

failure of whe projgeoct.

There will much dinterest and soratinyg from governmantal

are within the

50 L ke

BLG L 6 (5] VO IF the ohange

and shown oo e bhenesfio

Leagal guddelir NERA wheose
b v @

agenoiss will acocept ohanges .

MING

Minority organizations Wwill most Likely be suspicious of

@any ohangs marcle dn the law enforcement selection

PSS Ewven @f it ocan be shown that the changss
Will have less human dinvolvement and be lass arbitrary,

Lt owill be difficult vo gain any support from these

organizations.

Liaw Enforcement associations will be non-committal.
Alwhough there will be intersast in any changes being
made ; as long as the changes do not effect association

membars directly, there Wwill be little resistancs.



2

10.

Beporause many

soraaning of

paychologists

ar o dimprovemsant, of psychologiocal

paychologists
control that

will be allow

Educators, oas
ohanges that
oL pmant @8N
implemeantatio

rexvampilng of

Business orga

rommeroag | e

they have and

of whe obhan

Law enforons

Grea s

meEIry i,

wi Ll

involve

applicants, polioce

will be supportive of

will have

Smer

e rn

will be dmposed, and ho

ol in the development o

@ ogroup, w

dinclade he

o @xpertise

n oof any proposad

whe law anforcemant

b st i ang
important

whe dmpact

an any proposed ohangss .

(Beaer Figure L

)

e

qin

suh

Ireacra,

e

a7

wrly e

o f thed

@y

@45

Ao e e

soraaning tests .

o whe @

w much dnput

+ o

inv

paychological

o use,
Thie
mount

whey

o-f

hey dmprovemants.

mlved din

oorompu e 1

whe development and

@ n e

ume of %

I osuppo

sealaation

a3 o T3

e

™

iom preavemsnts or

mbers of

politioal

e
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froywer
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TREND FORECAST
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(Figure 2)



Traeng Two o PG

Gonirol

O %7, Control will-be and coulde-be had about @ 20%
HEPEarEaLLon., Tt was Ffalt that there will bDhe an

incraesse dn PLOCS5.T. dnvolvement of entry level recruaits

in o the future

moGosk of Training

Theare was a considerablse spread betwean the will-—-bhe
forecast and the could-be forecast, basically because of
the uncertainty of manpowsr cost and the oost of

Living dnoresses over the next 5 or 10 years. alehough

At owas Felt that new selection will have a >

verry poasitive effect on tvhe oost of training, basically

in o the deorsass in WMENROWERD Lurnoaver

The will-be and could-be forecasts in this ares wers

viapy el T waes falt by the group that privahoe
industery dnvolvemant in law anforoapent would continue;
howaver , that would not effect the selaction proocess

VR muesky .

The following scaenarios were developed from inforsation

shed during the roess

wrech phasse of this projgect and
include dnput From dnterviews and the use of nominal group

terehnd gque

EE]



sl

There bhas i

wosmdgnd Filoant dncre

the number of Law swits Filed over e po

for allegsd violations of State and Faederal chue

o the failure of numerous Local agencies 1o wse approved and

uniform selection processaes for entry lTaw aenforosment

o FFiomre

P05 0T (Peaes OFFficer s Svandarcrds and Trasining)

doverd @ onew mosndate From Lhe Californda e

gislators,

wivioh allows POOOS5.0T.) wo go bayond the mak ncmum

standards dnvolving physiocal, mental and woral fitne

sbabhLished dn 1264, by the Penal Code ssovions 13510a and

JADIOL, P.OS. T, was raeguired to set minioum standards

For visdon, hescing, physical abhility and enotionsald

shakil ity .

The new mandate gives the POOCS0T. Commi

ion suthority o

sptabhlish rules, reguairing all law enforcesment agencies in
California wo only wse tests developed and approved by the
R8T, Commission. Testes wWill be administered in the order

ceremmed wo be thae most eof feotive, OO T,. will establish

whe raguired arsas What are Lo bhe ocovered in whe background

investigation, dAneluding, sohool records, grades (GR)
contact wihth past enploygers, nelghbors, and sooial groups,

with whom @ candidaste ds, or was, associlated.

%

ST Wikl o slso set rualas goveerning oral dnterviews,



WAL hen tests, and physioal

re2ig weant wWwill

pasyohological

what are not suilted for Law

new technolog erandi ca e

(]

Y,

Baohavior Based Selection Me

allow applicants wo perforn

parallel activitises that th

The will be conducted

TG T 4

aoparated Regional S9election

acministerad and sooraed by

to process lacge numbers of

candidate will be given o

onge Lo apply 8t any law end

California. Temsts will no

Looasl

ageanory level |

Folicy questions what oomes

What real bhenefit w

provicle

Would the loyaliy o

e f Fercved 4F the age

Lexntidon

Own [SR ¥ End )

What boenefics would

erommiin ol es

What would bae whe

breapefi g

el renant Lestlng. o577

not only ddentify candidates

¥

anforoeneant, but, by the use of

will be soras by LT

L ng

whods . Thess selection technigues

activitites that actually

ay will perform on the job.

o . %7, controlled and

80

Canter{s) ., Fach west will be

monputers that enable RP.OS.T.

L8

=R suoocoessfual

appl

Ligibility scorse, @anabling =ach

oroement agenoy in

loangear be adeniniscseraed at the

W Light with Scesnario @& are:

puld @ State controlled system

f officers wo their agencies be

nedes losty some control over thedir

b gained by local agencies and

wo the candidates .




ddanuarey Lat, 2000

aume of the dinoreased cost of Looal
goveaernment; dincreases dn clivil law swites Ffiled againet
Local governments for alleged violavions of Siate and Fedaeral

regulastions, bhrought about by the selection prooces

LG
by local governments, and unaffordabilitvy of whe Liability

LOSUrEnee Nnecossar yono provect T heam & Gl inst Lar | oramh

sattlanents, many small publico agencies are wurning ovepr
their selection processes o private contractors.  There has

Iy

aroan dnoraase Qn the number of private companies Dbeocoming

involveaed in the selection of entry level law enforocement

officers .

Local government officials have stawed what si whe ong

of uwsing private companiss for enployse selection, the

number of law swults Ffor violations of B

raegulations have
daecreasaed, and, as a result, they are now paying less for

Bhedr Liability dinsurancs.

Polioy que

stions posead:

Will whe lowser cost of using private companiaos

aut-waigh the loss of wotal conteol.

Will private providers be informed and will they koep

updated with changss in the job and whe needaed skills

of entry level recruits

834



Thetre have revzant ohangss in the selection proocoessaes
bering wsaed in Californisa vo select entry level law

anforcement officers. The changses werae mandated by ohe

California Legislatares. The new legislation sets addivional

LT Commission (Fes QFFicemr

2

guidelines Ffor both the 0.
Standards and Training) and local personnel departments and

law enforcement agenoles.

The laws, which are not tovally new, are a continuation of @
wrancd that started dn o the early 198075, with the introduction
af minimam standards set by POO0.5.7T. in response Lo

shdon LASLOL. This e

Californis Penal Code it ohanga
raeguiras PLOOCS T o update dvs psychologicasl soreening,

Booodreluds new and dnnovative behavior base tesths.

LS .T. willl also be adding more compuber assisted testing

W othe selection processaes. This will enable .0 LT o

Fhandle law enforcement aspplicants at the Regional Testing

Canter in & morse timely fashion.

The modified regulations reguire local agencies to follow

nena gudcdslings dn whe ares what are wo be dealt with, how

sttt WILL bhe administered, and the sxperience and wraining
that background dnvestigators wWwill be reguired o possoss.
L0057, will also provided new guidelines for local

agencias dn the use of oral interviows.,

Whan asked about the new ochanges, one Local law enforcement

%
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Upgrads the gquality of whe entry

recruit, by upgrading the -

most law enforcemant agencies,

personneal |

enforcaenaent i wo be met, law

have wo develop a plan to upgrade

o

changes in the selectwion proo

Following

. Improve the retention

Incresse whe prodactivity

@nforaanant

arlection

for

whe goal wo upgrade whe guality

R The planned objecthives

5 4

[REE AL

. Inprove police community

Decrease medical retiroments

Deaes e

legal action

The plan will dmprove the

the possibility

lexcoidon

LEBLE,  raearran 9] in (S IR he order in

changs the purposse of the psychological

[N .

what should be coveraed in

PR

.

Rt Qe s e

off:

ralavions
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SOMMEMD COLLE

: Class #a
IMOEFEMDENT FRESEARICH

WIECT - OUEsTTOMNSTRE

Flease answer the Toliowing six (&) gquestions Yes or Moy by
marking vouwr answer in the appropriate blank to the right, at
the end of each gquestion. Additional comments opticonal. COLUMMN

TO THE FAR RIGHT FOR SCORING. DO NMOT USE.

1. Do vou believe that there 18 a correlation between
successtul law enforcement agencies and the selection
processes they use? =10 Mes_

Comments:s

2. Do vouw think that the selection processes used today
allow the candidate to demonstrate skills needed in the
law enforcement profession? Yes Mo

3. BShould Hi Tech developments in areas, such as
comnunications., weapons and investigative aids impact
the tralts and gualities scught in a law enforcement
vecrulit of the future? Yes_____ No__
MmN e S

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

Yes Mo

Comments:

. Law Enforcement has been successfully using computers
as crime fighting aids for many vears. Do you believe
that law enforcement should consider computer assisted
testing for the selection of new recruits in the
future.? Yaes MNe

3 ovon st e somes sen e oo ot

Comments:



=~ LLABS #3

CGUEST IOMNSTRE

The following seven (7) questions are to be answered on the

scale

numbered 1 to 5. UOne being the least and five belng

the most. COLUMN TO THE FAR RIGHT FOR SCORIMNG. DO MOT USE.

b

10.

11

Fate the effectiveness of assessment centers in the
selection and evaluation of police recruits.

Rate your satisfaction with youwr department®s present
methods of selection and evaluation of police recruits.

00 srore aren pise Sooas Seeag U o D Shere SSLSS. 48D PASSD S0 SHOEY RS SHRSY SSeEd co0mR 0200 20200

Law Enforcement agencies today need to update the
selection process. Indicate the degree to which this
statement i1s valid.

Rate each of the following selection methods as to yvour
confidence in each, as a tool in selecting qualified
law enforcement persaomnel.

Writtern Examination

1 a2 3 4 5
Folygraph Examinatien
1 2 3 4 5
Oral Interview .
1 2 3 4 5
Feychological Examinatiow
1 2 3 & S
Background Investigation o
1 2 3 & 5
Assessment Centers
1 2 3 4 S

Rate the correlation between successful law enforcement
and the selection process.

Law Enforcement agencies today need to update the
selection process. Indicate the degree to which this
statement is valid

7.

12.

13.

14.

146.

v s sveen o s



LA COLLEGE ~ CLABS #
CHOEPEMOEMT FESEARCH FROJECT -~ GQUESTIOMMAIRE

Indicate to what degree vou believe iz the usefulness of
gach the following selection methods in identifyving the
critical traits of initiative, lovalty and common sense.

{a) Initiative

Oral 7.
1 = 3 4 5

Wr-itten 18._
1 2 3 &4 b

Feycholoegical ‘ 19.
1 2 3 4 =

Background 20,
1 2 3 4 5

{b) Lovalty

Oral =5
i 2 3 4 5

Written 2. _
1 2 3 4 5

rsychelegical - 23
1 a2 3 4 5

Background e 24.
1 2 3 4 5

() Judgement

Oral e5.
1 2 3 iy 3

Weitten 2b._
1 2 3 4 =

Fsycholeogical 7. _____
1 2 3 4 5

Background eg.
' 1 2 3 4 5



COMMANMD COLLEGE ~ CLASBS #2
- RUESTIOMMAIRE

INDEFEMNDENT RESEARCH FROJECT

ragquire a written response. Make

The last three guesbicons.
your answenr as futuristic as possible.

13. What minimum basic skills, gualities. and behaviors does
a pelice applicant need to possess?

T B9._____
14. What is the most effective way to identify these
gualities in a testing process?
T T 30.____
14. In youwr estimations what changes in the selection
process should ccocwr in the future (the vear 2000),
te enhance the selection of qualified law enforcement
afficers

"""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""""" 31.
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Maroh 13, 1984
Wi Fer

Franch Sersonnsel Analyst, HOR.Co. Ao el
Jeannvi fe
whe ywar 2000, and will where be an ample number of qualified
applicants wo select from.

c Freaenoah was asked what ochangeas ghe @xpacts Lo sae by

She sald that she has seen some declines in whe skill levels
Lhat are "Frightening' in werms of prospects for the future,
"Owvar whe ysars, we thought olerks were a dime @ dozen, and
That we would always be able o hire all we wanosd, ' but the
County is beginning +o ¢ g shortags of gualitfied, skillsad
alarical support personnel " They are axperiencing difficuliy
wher examing, and who oan
spell and File. To ds unknown 4Ff whis dis an indication of
prasent educational standards ., IF whis dis so, we will be
eaxparienceing problems recruldting future qualified applicants.

recrwilting good paople, who oan pos

Gihe was ashkad about whe ares of law enforocemant. She said a
lotw of areas will be affected, including entry level poooes

o f Fhoemrg . The County is notw looking For advanced degres
bt & ording wo POOCS.T standards, & minimun of highschool
aducation or GED rexopud e . PHL0O.8.T. ha Ffurther developead
raeading/writing tests whioh are now in use. A oonoern
axisted dn vhe scadaemny what recraits did not have the basio
shills wo gee them through the academnic portsion of aoademy
Lradning.

i

Bhe was asked @4 reading/writing skills oould be enhancsd

Wi B proper sraining. She saicd they cowld be dmproved upon.
However , whe bottom wen percent (10%) of those who poss whe
WL L hen exanination are highschool gradustes (or GED)Y, who ars
ching at Avh or Sth grade level | Thease people would

e

: an dntensive remedisal wraining program Just o breing
whem up wo a level where theay ocould bae successful din the
ancvaclemy .

She was askad the dmportancese of weilting and reading

conpraehsnsion et whe entranose level . She said this was

claarly demonstrated by P.0O.%.T. by making sure that all

peraase 0f il dates, &t the #ntry level , are tested for
i

coskid e,

doeverys g

whose |las

Other than the reading comprehension and weriting s 5
was asked what the pr N Wl hen best s designed o
ddlentify . W tap: sh e on the motivationsl faowor . ®
Abouwt H0% of the examination is based on written study
materials provided to the candidates prior to the test dote.
Theay must read, stuady and learn the material, which,
accarding o Ms., French , . was tealen three or four years
ago From materials wsed in the County SherifF7s aocadeamy .

,  wlhver

@1

FHergarding the oral interview, she saild County Personnesl
interfaces with the department in terms of whe content of the



oral gquaestions and whe dimensions whan wi
ma jor componsnt in whe oral exanination
communioation skills. The oandidate
well anough o be

L ke racved. The
vea byl
must exprass themselves

nfficera.

Ghe wiag asked o name some favorable gualdici
an employes, such as

same basdo whin
some comnonalin:

a0 W ook for dn
loyalty, and if we are looking for the
s dn evarybody. Slher o«

4.0, slohough whers are
ag, whae wouwld have a haecd sime walking about
knowledges, shkills, or abilivi
hawver .

g that all employ B have Lo

what twranscend all
slassificavions ~ Loyalty, "I don’t know how you could aver
west For dn. TH you don’t have that they re not going o be
verry valuable Lo you,

She added, as to the kinds of gualities

Whern askead LF mocivasion

e ddentified, M. Frenoch
G shedd some of the assessnent oentaer exeroises afford an
agpportunity Lo sas this gquality. For sxamnple “"In-baskens',
for the Marshall sergeant’s @xamnination. A oandidate will
look at e piece of correspondence in the dn-basket, ol
ant should handle; somea oandildsce raassilgn
wwenty {203 pi of work, o either & supervisory or oa subhe-
ordinaste enploygees. Ao pattern of unwillingness o make a
cercision or take responsibilitsy osn be

2L Ly
somathing &

2

She  was asked LF County Personnel usaed assessment centers o

salect personnel for any other County departanent.

She said County Personnel conducts assessmnent oenters for the
selaction of Marshall/Ssegesnt only., o dw @ one day
assRssment oenter, and ds conducted svery other yaar. She
acldad what the ocost of @niry leve
EROrMous 5 3 6

. amsessmnant ocenters is

3.l 1ly when hiring morae than a handfual,

The Marshall s swaff gets dnvolved in the actual

agdmniniscwration of the exercise

5, helping it work because of

anod s
She added that on &8 master
, @& cepartment ocould out

costs considderably by wsing all thedir own stadf.

andidat
roight places at the right wimes
gahedule for sotry level positions

logisnios, @, Lhe o

s@agsors baing in the

She was askeaed o @elaborate on thae P.O0.%9.7. approved weittan
2505 ghven @ntrand Tevedl appli

VR

Mras . Frenceh statoed this was guite new and stareed about 8 or
A oymars ago. PLOS5.T. did s good deal of resesrah, studying

the antry level peasce officer positions.
%

P8 T, determined that reading/wrining skills ware @
serious problem and a major reason for fallure in the
aoraclemy o5 T, developed testing, which all Jurisdictions

22

[



[REHT 0N s OO ST dnsists

Therae are problems with the tests, @

on saordng them, and Yohey Pave s raesl bad record on o turne
ground twime. " Aocording o Mrs. Fraenoch, the A @
Yinvwollerable . U The loss of autonomy ds an dssue. The

County doss not want o be in s posivion of having o uwsae @

st evarybody dowoowmLng . Theair concern Le @xposures.
"The over exposure is s wremendous Liasbility. .. Lo prethy
soOn Lt s not o going o be & west. .. bhe test soores aren’ i

going to have any meaning .

She added that when P.O.5.T started with the reading/weiting
30, peoplae in the personnel staffs in many counties, olties
and state, thought Lt might bae beneficial. Wivh P .0.5.7
devaelaoping the tests and strongly recommending that all entry

{3

level law enforocement applicants compete and pass, L1 was
anticipated by many personnael departmaents that P.0.%.7T would
mainvailn a test score for esch candidate. That oandidate
would come wo any jurdsdiction with & certificete stating
asioally, "V 1 passed whe PLOS.T test. Loean read and wedte

@t Lhe Leval the State wants me wo. Y

The ma jor el pms Lo De getting baolk scorves and

whe program being handled as it should. ool S.T decidded well
into the projgect that they did not want w0 be @ olaaring
housae for score Lnformation. Instesd, they would allow
candicdat o hale the wests offared by the various

Juridsdoe

LERTYEI L] G

B

Lhons .

Acording o Mrs., French, P.0.%5.7 feels wthat they have gotien
verry dnvalved, Howsver she questions what they have actually
aooonplished, She attendad a P.OCS.T Commission symposium in
July .

0% .T 0 Findings were that their re
had positive dmpact on the reading/writing ability of all
acadeny ocandidates, both those that e ted through PLOO.S.T
opposasd o whose plactad on an aguivalent test by o
Juridsicvion that did not participat in the P.O.S5.T
testing, (whiach included San Bernardino County) .

colhng /wirdting test hasd

wf o all

Givean that they had improved resding/writing level
academy graduataes, theay Ffelt wthaey had met thedlr mission, and
thaerafore basically recommendad that they Just maintain whe
shatus For whose who wanted o use @, s long as reasding
and wreiting was tested (by some othaer west), thers would be
o problem with o Jurdds

i
i

dertion wsing Lts own tests.

I asked what her level of confidence was in law enforcoenent’
tver-all sning, and @F L ddentd il
County’ s Leacridon goals. y
dLdentify ability o communiocsie verbally. That s what @t
doses best, rather than iving wueh dnsight dnto dndtdiastive,
attitudes, bonesty, and stability. v olearly allows
smsmant of verbal communication skills. Beyond that, she

@

20 and accomplishes the

it ods olearly intendead Lo

sl ol
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Wiy polnts . 0 Then you machine soore 6.

She added thaty wvhe gquestions don’ o necs aei by appesar Lo be
Job related. "You don‘t always have any ddes why o
pareicular quastion works . "

such & test dnstrument,

Tt was ascertained that Lo ocompiles
dinta must Ffirst be gathered by testing dincumbents. She added
2romueh an whis subject Ln recent years,
verry "pleasad” with what they’ re
s First dntroduced wo this type of

23

Lhint there hasn’t be
but what whe County dis
wsing. Mras . Fraench wa
wasting when she was in the Stecte of Michigan and whey were

in the midst of developing biographiocal dinventory testing to

s Ffor Stete Polioes

whidlize it dn wheir selection proce
Troopsrs.

She was askaed LF the County plans o use Fhi-Teoh in tha
salaection proocsss dn the Ffutures. She said she will be
attanding a conferencs in San Fraoano: , whare they will be
demonsherating microcomputer adninistered testing. Ghe felo
i terms of adpinistering tests, that this is the direction
we e beginning o go. .
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Aoceording Lo M. Peraer, the arcea of personsl aobdovens s
gainsd dn extrs ; VI ARV A . Dooeyxaamined s A ey,
@ L e el ouwlae which are personalized with
varsdious Forms of recogoition, whiok dishinguishes an
individual s level of paserformance or contribution.

Her added what testing is required by the company only For
certalin of positions,if there are othaer .
assassed . IF an sttenpt ds being made o hire for a technical
position, suoh g
word prooessing and things of that nature, whe applicant dws
raeguiraed o take an IPAT (Information Processing Aptitude
Test), which is not & test o gauge intaelligence, but more o
gauge the aptitude for understanding mathematioal OIS DT S
Tharefore TPAT Qs more of & maethenatiocal type test.

LOrs Lo b

ps marketing systens enginaear, progranmer,

X

Mr. Ferez said that all the company really hopes for is o
ind the best qualified people aveilable wo parform the jobs
what the company needs accomplished.

Mer sadd the grestests Ffaults whey find in dindividuals
whey very often have the scademic background, and he
intelligenoes, but twhey lack the SOPLE SKITLLS . To IEM peopls
Ghills, whe dinver-personal skills, are just as orivical a
the academnic or job relats slills ., & balance of both iws
nercaesasry LFf oA person s vo suooesd dn the IEM envirconmend.
Aoperson withows PEORLE SKILLS will Fail in the TEM

SOV L rOnment .

Wt

i3

Y

Ioaslad Me . Peraer 0F TEM has any unigque way for ddantifying
whose oandidates that possess FPEQPL GKTI sadd,

in hids experience, the easiest way to didentify those pRersons
that laok peopl g led 1 is usually by confrontation during
whe dnterview, Sometimes @t manifosts dtseld in the
application, in the sreas of extra-cureicular motivitias, 4f
the applicant Likes people interaction and is verry dnvolved
inocommunid ty organizations and sotivities. TF they @sre
assartive and hoave high contidencs levels, this will show

by thedr baeing eleccted wo ohadil dthdons, or have held some
wype of office in oan organization. They know how o
negotiate and manipulate dip) Ly within an
organization. This says o lot for their oharacter. YAnyones
can look good on papse. ITos that eye-ball o eye-ball
confrontation that really wvells 4F o person has wthose inter-—
parsonal skills. "

W55 e

3

A ETRY:

M Peres added shat another phase of their selection prooess
s the security check on the applicant, which ds reguired by
T, We use @ company nansd TAUITFAX o arcromplish whig .o
They conduct sweploysr verdfic
orininal background dinveswigation. The company ocheoks out
any susploions TEM might have on an applicant s moral
charaotar . He emphasizaed that TEM s middle name s INTEGRITY;

"Ho whe dntegrity, quality and character of the incividual

ation, & security ocheok, and a




That we bring inco ohe YFamily s wo speak

A VISR 1
» E
rmportant Lo oue "

Mer waid ohat s candidote

adchy developed into whe
individual he is going wo be. He ds only reenforaing
bexhavior pattarns, by whe time he bhecomes an adald. A
individuad ‘s behavior pretey much follows an alreasdy set
pacthern. Ve y 2ladom ara thaey going o ohanges. Sometimes
wthings are hidden and don’ it manifest themselves until one dis
confronted with & stressful situation.

TEM wrdes o ddentify as much as possible, so twhey look very
wlosely ot background. The company has recradters, who as o
rule, are very expaeriencad people; who have been in the
business Ffor sometime, understand TBM s way of doing vhings;
are usually very sensitvive to dndividuals: arse good @nter-
parsonazl comnunicators ., They have been managers and have
workaed at lesst in staff-Lvype managemant . Mopefully thedir
goocd gudgeament pays dividends dn the end.

ML Parer o was gquestion as Lo whaether TEM sends out
investigators Lo make contaot with & candidate s past .
smployars, Friends, neighbors, @to. HMer smadod they did when hea
sharted with TEM several ysars jo, but whey don’t do it

BRIV MO Froam an Aaffirmative O
whis would oriss-oross Lnto aroa

raght Lo bae din.

vion standpoint, they Ffoel
s owharae they don’t have legal

IF they Find someons with & oriminal recorad ar o who
. ¥

r,oor drunk drive

&

@l

Prabid vual sulbsoan c,ooanad L F the parson
s oyoung and has these problems now, "what might we expect
From them in ohe Ffutureae. Candidates are soreaened for

[ERRE " o XF theres ds oany hint of
substancs abuse, an smployes can get Firaed, and an applicant
WLl non gen hired.

shanoe abuss during thedr medi

glesal Mr. Peraezx df TEM s polygraph eaxaninations in theiep
Mer told me No, they have navear
ekl clan e |

]

2L L [ SR RR R R

acminisvered polygraph @xaninations o whed

amled 0 F TEM e LEHMRNT aenters i oany of thelr
sealaection processaes. Me advised No, not et this time. o [)
acloed that they used o give a general test Lo anyons who
wanteaed o join TEM, but there was some question, somsdime
baok , Ffrom the BEEQ and Affirmative Action organizavions.
Tharaefore about two o yerara ago, TEM O guit giving written

T LG

yooof e

averloping & wredtten
simplenantaed June of 198%, but
sadd the toest would

= e f Pactive use of the

dw onow A the proo
wis  smohaduled Yo be o

s Far, 4t has not be

Ay cone . M. Feraz

Iyes sically to measurae dnte
English Languasge, some vooabulacy, analyvicel sssessment, and
a bhit of matwh -~ jJust very simple problems. Many dndividuals

L1 genoe




wWwho apply don’ o have degress but can be veaery prodactive
indivicuals ., "Thers has 0 be @ way 0 mesasues some degres of

aptitudse and ability teo learn guickly.”
Mer mdded thae having o degrae doesn’t give you the answar
some people look great on paper and look horeible whan theay

ghart Lo do the job, and vice-versa.

can be pradiocted

Mr. Perez reitecrated that future performanos
by past pacformances, T where da anygway that this can be
saen, probaed for and objectively esvaluated, we are going o
have @ good indicaswor of how people will perform in the
Future .,

.4 leea ol it TEM uses any wype of personality profiling, or
@y oonputer programs for whelr westing. Me said LTEM does

notw. He has eead some materdial on that wypse of Lesting
wredtten by olinical psychologists, whioch he feels might be
valid in the Futures.

wouldld he Like to ses in the

ML Perer wes asked whs ¢ ¢
Future, o dmprove IBEM s selection proocoss. Me sadid e would
Lihke o s TEM bring baok twhe weitten test and some wype of
wests Lo maasure g person’s dntelligence laevel . Her modded,

YWer oamre under s Lot of pressure Lo ind paople who can be as
productive as guickly as possi , With s mindimum dnvestment
of resouross . e : ¢ 0 oompetitive now

ara looking faor the outstanding ddeal candidate, A

v

what theay
Twenty-—Ffive yoar old veseran, coming right out of the

sharting gate "

+

M Perez said another ohang her would Like wo soe

L Emen by TEM is to start new employses back at 8 lower
perer Level) | cdown To the basios, and make then gqualify wo
brer A the business. &t present, a ocandidat sharts 8t @
Mighsr Llevel, based on skills, post exps ano
aducation.

)&

domypel

VLI E

£

Owher whan thoss wwo things, 1 oan’t ses us making any othep
changes . In the areass where technical skills are reguired,
we Wwill contvinue wo look Ffor those technical skills. LF ey
@are not thaerae, we don’t have whe wime Lo dnvest in them.

4



ey : 1986
Manay Bohl Interview Synopsis

During my researah D oconductsd s series of Lntervisws

Nanoy Bohl, o Clinical Psychologist involved with law
anforcemsant in San arnarding County, was interviewsad on
March 10w%h, 1986, The interview coveraed the following arceas:

(o) psychological tests glhven w0 a parspaoctive low

anforcemant officer (b)) P.O.S5.T. requirenants raegarding the
paychological tests (@) what the Ltests are designed o
aceomplish, and @Ff the tests, Ln faot, acoconp sheod wheair
goals (d) are there tests avallable what can identify, in a
candidate, dmportant gualities, such as
motivation, honesty, and the capacity for leasrning.

Mrs. Bohl wold me thot P.O.S5.T. (Peaoce OFFficers Standards and
Training) controls what typs of tTests ocan be wsed. S I T.
provides & bool which ounlines

2 BN

1

iowbat must be dnoluded in whe
pasychologiocal testing, and dnoluads @ List of approved 1 4,
some of which are designed to ddencvity abnormal behavior and
othars Lo ddentify scceptable (norwmal behavior.

v

Agenoias arae allows

asts ohosen mus

Lo piok some of whelr own tests, but the
P0G T, svandards.

Im response o whether or not thers ars wests aveallable that
oan ddantify commones
of , and LF there weaere

e, 5 e smadd not that shs was awares

two things she oould e

W Foar, one
would be common-sensa and, the other, a good saenss of humore.
She also Felt that honssty and dintegeity waers vaery mporcant

attrdbutas dn g loaw anforocemant of Fid

Wi she sdministers

Lonad o ddentify. Mra . Bobhl saild the wests arae

Sl Wi
W ol

what the pesychologi

cdesigrnecd Lo ddantify people with abrormal asggression leve
candidates who have pent-up bhostilities and poor dimpul
control . YR soon a5 s i Lhedr mother & name
whery re going wo haul ofFf and it thaem. Y That s the type of
pErson we ey Lo chisouallafy.

RO

Wer aalso ey wo ddentify whose persons who lack the
intelligence o makse the guick decisions necsssary in law

crryforicemant .

Anobher test waed i oalled an Suto-BEblography This test
allows B candidate twenty minutes Lo wedte about themselves .,
Wer get some dinformacion about the candidets, and it also

s - f whey s wed e something

sty thelr weidting ski
that b . beginndng, o midodle and an end,
%

Thiey aeae also glven g laew BEnforcemsnt MHeasloh

Huestionnaire, which ds basically wo Find out 4Ff they have



OB

Mancy Boahll Invecview Synopsis (oong )

averr Filed For Workswman’s Compensation, or f theay have aver

e o jured. ITo2a @ health history what dws for our
information only. o wells uws how healthy the candidate is
anc oFf any problems what whae baockground oheok failed to wurn
up . The Meslth GQuestionnaire also asis about past vooational
history, jJobs they have had, and 2Ff they have had stebilicy
in thedir work,

The whird

gaven ds the Shiply TG, Test. It ds & gquiolk
o i

P8, level . Wer  Feel
ar 20) willl not bhe able

@ hasio ddesn of oh
aowitlt o w low LR,

o omxaralsa good judgemeant .

Lt @ canchicist

Mprs o BEBohl was ashed LF therse arae any wrailts that are
Anherd taed, sueh as common-sanse, honsesty, motivation, or
doh, M"E o odontt whink you can bweasch an adual
whern whey are vary young. I dws
wattght st oan early ag Onee whaey get around w825 ye
pla, 4o would bhe very diffFicult o changs their way of
whanking or reasoning. " She added, “you re talking about
MUIRTURE versus NATURE . and whers dis s lotv of controversy
owver whids 0 v

Toyalty. Sl mi
@ T rome

OMMOn BN

i B

v

HERES N

i e taweran ohildraen within

She was ashed about the differenoss
the same household. Why do some axer
motivatnion while anothers do not. GHhe explainsd what their

e good judgsment and

[ AR E Ak

anyerens weare i ffaerant . Ned wher of them had exaotly the

s@me @xperianeaes, even LF they had the same paraents.

Bhee added, YToehdnk s lot of whings are dnheritved. Whan you
Iook at people who have bean separated From sheir Families
#oveary early age, o @Lf i parents diad and they are
raarad with others, they grow uap to be Like their biological
parants, aven Lf vthey have never been around whaem. I thdink
same wradte defindtely ocsn be dnheedted. O

@

She was ashkad how she folit abowt motivation and its
importanes Lo o8 sucosssrful Law enforocenant ofFfiloer. Mirs
Bohl vid motivation ds a8 dwmportant gquality for oan officer Lo
Psy 5. That is another wthing we look For whan we bhire — §if
@ person was g Reserve for two or thres years -~ did he do

A work - dose he go out his way o Ffind out what loaw
anforacamnant is really 1ike. We arae dnterssted din Pinding out

valuntes

1

iaf o they are motivated enough o make law enforcement whein
caraesr ., "Motivation ds o resd dmporcseant, but I dont think dt s
dnherd tved . Iowhink bt can be vwaught. ... ... ..., but once
they roesch adalthood, 46 would be pretiy diffiounlt o teach

& QMO N caon .t




My Bahl o elnterview Synopsis (cond )

Sher was ashad about 8 person’s L
realdsavead Whis we 20 or taught, M. R R T |
Yhemaendng abild vy ds defindwely Feom within., cdon’t whink
you e waeach people more Whan they are capable of learning.

Lk ongy s Lty of she

s Lnherdt

When aslkad about our pee

weshing systemn, and, @LFf she
thought we had the ecight elements in whe right oeder, Mrs.
Bohl twhought that  was 8 very dintecaesting ides -~ W ohangs
whe arder of thae s dlaly giving the
peychological twest Firsis. She thought this might be valid.
Sl Pes wallkaed o applicants: The o arve Wwho wants Lo get
hired as a regular deputy, but Ffor some raason Qannot soaorae
Fuigh enouwgh on the writtsn Test. Yet, he would probably makes
o dechicavad loyal officer.

e around PR R RS

When ssked hee opindion about the v
bredovg wsed by law enforoeme

Lidity of the te

Nk n the selaction [ R L ay

P E oW
g, she

sadd Lhat presently P.0.8.7.) does not bhave an approved Lest

what can ddentify motvivatrion, common-sensas, loyaliy, or twest
woocandidates Lesrning ability. "They want us o asae the MMEBIL,
o (G i e gpuea il

LR} v

sta, which do not ddencify whos

Fagarding the baokground, she said that the best way o
praciot Futurse behavior dis by studying s candidates
baabhvassvdor . Ohe felt the bhaokground dnve

Frin s

vigation, if done

proparly, Qs beneficial to the selection proocess.

She also said candidates also ocomplete 8 Law Enforcement
Guesstionnadre, T dw & sentence completion test, that picks

wup predjudiocess and covers @ Lot of unfinished businmss. The

candidate conpleites sentences such as "My father
R My mother I She sadd people wredd
suboon iLous f Lings Dowh thos whings and you
g ot of boswodlin: , hatrads and pradjadic

s

A piok o up
in s candidaste.

She added one of the questions starts ofF with "suparvisors'.

She bad s candidate write "Suparvisors are worthless . " When
you axaming this ares oclosely, youw Find out that whis type of
parson would be a disciplinary problem.

W discussad 4f therse werae any raeliable wests availlable that
could evaluste & subject’s mowivaition level, or thedir ability
Lo Leamen., Gives ol that therea weara, buit it would pegudre @

G e Loof

Mra . Bobhl was asked what changes she would like o see ooour
with the selection proocess in the future. She sadd she could
the bhene sially of ohanging the order din whioh the
lexvion s s wWerre glven. She said she had 8 Lot
conficdencese in the L6-PF and added it was ons of the best
et omvad Lable. The 16-FF can bhe computer scoraed and helps
W oddentify s candidate’s @motional stability.

£ e e

Vi ous g




Maroh L4, 19846
D Feaench, BHD -~ Interview synopsis

On March 10wh, 1986, I met with a Hobert Fenoh M. Fenoch
iwmoa FOHLODD dn psychology. He s also the Director of
RHegsaearoah for the Souwthern California Instituee, located in

L, California. Mfter discussing my project with Mr. Fenoch

B3 e
and my dinterest in psychological wests that could ddentify an
applicaent’s level of common-sense, motivation, loyality, and
thedr ability wo learn, Me Fenoh told e dhat all of these
Lradts oould be ddentified in s psychologiosnl test.

Ha said that whe Southern California Institute had developed
@ personalicy profile test that measures Fifty-—two (5H2)
areas , suah as emotional stability, levels of aggression,
gsociability and maturity. The test s talken on & computer
twerminal , and Qs computer scoread.

e told me whe test was develoaped by oonduotsdng
controlled wests that were completed by & var
From a variety of expariens Hee maid the
o ocxompared with results with a po

b
Lweny s veed Ffiled whe west results,

3 hundreds of
ty of people
st resulits have

lygraph esxamination whioh

B

2

e gave me a copy of vhe test and demonsoratad how the test
s oadministerad on the computar, The 1

G L

st consiats of o

of words what are given a numerical value by the test
The test taker must @nter @ numericoasl value on each
word e 4t comes up on the sorasn. The value is based on the
clergyire varker has about the
wora .,

i

B e

o ocf e or good Feslings the west

At the end of the interview, Mr. Fench told me what whe ‘st
aonly takes 35 minutes
considered by several governmental agenolas.

w0 complete and Qs now being
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The Mominal Group Teohnigus (NGT) was ussd wo develop o

List of wrends and events, that ohe group felit would effect

he ohanges ohat might be seen in Law vPoroenant selaction

processes ovaer whe next 15 wo 20 yesrs.

Trreng

1. Changing L
. Changing goab mar ks
. More legal restrictions on selective prooess
fore morse technologiocal shills

5. Changss n entry level requireneniss

& Ineressing oost of wredining.

7. [ T, control of entry lavel applicants

2. Loss of loocal control

W Enforocemnsnt responsibilicvies

i

e

W Fedvatse dndustry dnvolvemant (contracting)
1a. Demoraesses Lo Ffuncing.

1. Changes in wypes of orimes being commi b oed

IR fore competicvion for fewsr gualifiad people
@, Chianges in ¥
R &

i deval opane e

sebaaral and Sthate lows

9. Lawes racueieing pasychologioal andng and miniman
reading/writing sikills

Fasing oost of governmaent

T Tax reforms

5

The group selsoted four wrends that they felt would have whe

most effect on Law Enforcement sel@ction prooss During

the mext Fifoesan (D) yoears thosae trands should be followsd

i

anud mond toraed.

Fristians oan

3

RDigoriminatory selection methods, used by private

industry and public agencies over whe yaars, were




instrumental din the passage of whe 1964 Civil Righis
Act,  the subsequent amendemant approved bin 1972, and

i the anforcemant power of the

whe sigrificant dLnoreass
Egual FEmployment Opportunity Commission (EEQOC). Thezs e
laws wears eanactaed o proeect minorivies, womean,
handicapped, and older persons from discoriminatory

hiring procedures.

In response o California Penal Code Section 1383510b whe
In response wo Californias Penal Code Section 1351L0L, o

PFost Commi Lon became dnvolved in the researoch,

developmeant and dmplemnantation of psychological

¥

L law enforcemant applicants.

[T g 2

arndng For antry lave

ging Gonitral Over BEoiroy L

Gt

Insre

Qver the years, P.O.5%.7T. bhas becoms more and more
invalved in the wraining of law enforcement officers,

From the recruit lavel 4o middle managemant .

I

S

LT s anoreasing dnvalvement din the selection
processes, used Lo select entry level law enforcement

officers, is being viewsd as an ongoing wrend.

Lo ds agreed thaty P.O.5.T. dis the most likely agency o
orente the neaded cohanges that would bhring about some

in

uniformity in law enforoemsnt’ s AL ALON PO

sl fornia, over the next 10 or 15 years.

ing Gost of Teaining

The past 10 or so years, have brought about wremendous

s



incresses in the costs of weadndng. The major inores

345 6 6
have besn in the aress of overtime costs and incoroeased
salaries and benefits. o would help to defray wraining
costs, LF more productive and dedicated officers ware
sierLexs e . Due wo the high turnover rats, Low

anforcanant agencias are continuously wraining recruits.

Frivacse Industry dis becoming more involved in the

Funetionsg of public agenoies. They mrae engagad in

private patrols, dnmate custody and ordiminal

investigation. I whae public seotor wants w0 mai

conterol over the law enforoemsant function, law
anforcenant will have o become cost effective. Tl
first step towsrd becoming oost effeciive ds by
deveaeloping a Ffresh and realisvio approasch o vhe
galection process, in Light of the dinorsasing costs and

regulations.

{Geey Figure 2

e @ verry olose will-be and could-be

Forecsst . T wias felt what, with the implemantation of
4

salaction systams that would be less disoriminatory,

Lhaerse would be less legal actions talen.

30



To acconplish the goals and objectives of whis projgect, thare
are seveaeral areas that musts be addressecd: What sre selection

vests designed o aocomplish, and what should ohe wotal

process aocomnplish,

Tasts must be designed, notw only wo disgualify those
applicants that are unsuitabls for o law enforocemnent
profession but also to ddentify whe recrudts that are. This
can be accomplished by dinoreasing mnd‘updmting B hves
pesychological soresning tests recgquicred by R.O.S.T., and ’
adding tests that oan identify common-senseae, ability to
learn, motivatsion, and people skills, wraits which oan be
AndentiFfied by wsing personality profiling and other wype of

bebhavior based soraening tesits.

Hince the psychologioal soraaening %ﬁmt.dimqumlifiﬁﬁ SO MY
candidates, Qv should be the Ffirst phase of westing. Aftenr
review and approval of the application, the psychologioal
should be dincorporsced with the reading/writing comprehension
verst, and administersed at a P.O.5.T. approved testing ocenter.

The psychologioal phase might dinoluade direct interaction by

bry the candidates with @ microprocessor via the keyboard.

At the conpletion of the psyehological west, a conputer

prinvout will be provided, which will indicate important

aspacets of Whe attributes being measured, @.q. COMMON-SanGa

383



ability wo learn, motivasion, paeople slkills, and emocional
sud tability . St cthe complaetion of the computer aided and
computaer saored west, the candidate will be given & numerdoosl

seore, which can thaern be transferraed, or made avallable, wo

whe local agency where the candidate applied.

The sacond ares ohat Ls not wtilized

o odts fullest by many

i owhe background invesvigation. The baockground
investigation is wsed extensively by the milivery and private
industey. This technigus ds oconsideraed by many reacrulters
and law enforoement mansgars o bhe Lhe most P@limhl@ phasa of

the selection proocess. The support ds based on the

sl b

therorea

Lierf that s person’s past performancs will

cdertarmine Ffutures frear Formanoe .

Mandated changess

in o the backgrowund dnvestigation will

consist of the use of dnvestigator tradnaers. In dwhe

background @nve

thgation, F.O.S5.T7T. will mandate aress ohet

50 L

recuilre dnve gating; , suwceh as sochool records, dncluading
G.RoA, (Candidates must have at least a £2.0 GPA) . Frerraonml
connast must be made with previouws employers, thorough record

chacks condunted, and & polygraph examination administersd.

The third ares of changse s the oral dinterview. Thea

interview should be the Final prooc

e ior tooan (R el n) LT

beving Mirved, The dinterview Ls s

ful Ffor svaluasting
communieation skills. Al though the dnterview remains the key
selaction dnstrumaents for most public organizations, it

renains Lo be @ overy dmperfect mes

L L One study reveasled

a3



whast e

pihooe P forts reconmendad by every modern guide o

e

Ful™ anterviewing, the interviewsrs werae unable o

preechiot job performances.

In didght of the changing comp!

exity of whe jJob market and

. saoiaty, grester attention muast be paid o the abilities of

prospective enploysas, o assure that they will be able o

acla ptooto the oban %] AL ¢ @iV Lronment .

<0



Any changas Lo the PLOCS.T. selection standards
anforcamnent agencies and governmental entities
private organizations. o will be orivical to

@any new selection  progran wo have the support

committment of the following agenoid

The law enforcement managers and vhedie
undaerstand the recommanded ohangss and

support theam

Wi,
B
o e

el

&

vig

The approval and supports of the BO.5.T.

.S T, ds whe m

will e ne

BRIy,

ggenoy o administer and overses

mamleaction prooces

Chiwy and County personnel directors mus
the modernization of the selection syst
spacifically, it must be a part of the

development and implementacion for ochan

The suppart of organizations that prote

rihghts must understand the propossd obha

banafits, s0 as o le i Lhe dagrese of

(AR

o8
@,
pla

Ger .

nee

1L @ffeont
weall o

BANOEIE 5

and organizations.

FFs must

mrously

Commisasion

Likely

e any ohanges Ln thie

UppRort

nring,

minoerity

& and

misunderstanding that might develop. Minority

organitzations should be oonferred with

o address any conoarns what may develo

A%

@l

.

sl lowead

o f

e



e s Pl

o will be dimportant wo the development and suo

implemantation of the needed ohanges Lo have a planning
systam that will allow constant dnput of whe involved
stmkaholders . The systen must have whe flexibility that

wouwld allow pariodico review and updating.

The group feltw that the o anslysis method would best

Fit nhe ne te o f whe projjeoc The First step of the plan

would be the appointment of a commities comprised of
representatives of law enforcemsnt managemaent, psychologists,

and oity/ocounty personnal departments.

of the

Usidng the case analysis method |, ohey would study

phasaes of the law enforcement: selection prooess, Ldentifying

thedr wsefulnass in seasueing the needed skills and traios

sa.on .

For suoo s AN the law enforosment profa

25

Using the results, the commitiese would decide the appropriate

wrhvang in o the tests and systens used wo adniniscer and

2ol with the periodio

sorore thaem., The oommittes would be oharg

raview and update of whe system on @ yearly basis.

473



Although the bddes of dmproving the selection process would

swem Like someching what would be supporwed by all involved,
whe aotual task, because of whe political conoeens, will

demand strong negotiation style o assure the sucoessfal

aoconplishnent of the project mission, Therafore, whe

negotiavion stwyle of win/win approsch will be wtilized.

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

af the implamentation.

of dinput from all loo

agamnoies and

irnterastad stakeholdears

2. Willingness wo allow law @nforcamanis managsars Lo

Prave the finsl say on who they will bhire.

P

N Allow loocal city/county pecsonnal diraciors

o omaintain control over some 8] Mase of the IOt G

ki

sl s

aocspLancse and review of application

sl g

Ants.;

L. Final choice of west or system o be wsed,

& The right to disgualify cancdidates what do not me

standards

3. The right o update and changs the prooess as
needed .

RACH



JMprr omi

1. Allow @ systaen of appesl on ohosen west.
& Fight of appeal of disgualifiesd candidate.

o

. Appaal Board wo review ocontested oharges.

RARA]



LONAL MANAG

RETLGOL MAE

Changes in the selection process will involve many agenoies,
The oritical mass wWwill consist of whe persons, organizations,
and/aor groups, previously identified as those who, by their
position in the oritical mwmass, ocan decide the suocess or

faidlurse of the proposed improvements.

Capamm i

, becasuase of thedr authority and responsibility)
will be able wo blook any proposed ohanges in this arosn.

FoOus. T, must be dinvolved and direct the project.

Ccommi tment
Due wo the cost ohat could be dinvoalved in

implamanting/adninistering changes din the selaction

P Cre s

o8 T, will most Likely wait wo

what kind of support or resistance will come from
he proposals Ffrom Llaw mnakers. Thedir position most

Likely will wake & "let ochangs happaen.”

&

IF the progrem is ever wo be dimplemented and have
@ ohanoe of suecess, L6 must have a comnitmant

*
levael of “"make change happan. '

L)



GRRLL

To gain the oritically needed support From ohe
FoO%. 7T, Commission, we must have the support of ey

law anforcemant managers and Soate and Looal

legislators.

W Enfococensnt Manasasrs

L.aw Enforcemsent Managers are whe most important
dindividuals in the oritical mass. L.atw anforocemsnt

managers have & vestaed interaste in the selection

P s ; the suooasess or Ffadilure of any of their

officers or prograns Wil chireatly on them,

af Commiim

Based on the praeasumption that Law enforocement
matagers will be conesrned with somse loss of control
aver their selection systems, they will most Likely

waler @ less dnvolved stand, Lert ohangs happen.

2. Neaded Lavel of Comnmi

men L

IF whis program is o sucooesd, 46 will neaed the

shrong support of most law enforoamaent managers.
Their support ds needed o bring others din whe
critiosal mass A0 8 more supportive modes. Theadinr

]

derel leverl of supports must be et Llesst “heaelp

change happsan. "
Approasch .

To gain the necassary commitmant From the Law

anforoamant manmgersg ih@g have o undeaerstand what

A&



the benefits arae, have dnput in the program design,

and realize that they will remain with the Ffinal

word as o who ds hired.

Faersonnel managears, because of theilr present dinvolvement
in the selection processeaes are Lmportant o the
proagram’s development and dmplementation. There will be

mueh conoern with any additional loss of conwrol over

The law enforcement soelaotion [ I %t L

af Gammitment:

v

Due to personnel managers’ oons

rns ovar any loss of
control ovaer whe present selection process, the
parsonnal managers wWwill most Likely talkse o "BElook

changs'  sLanas.,

P

0.

wf Commiitment

The program would have a difficuls time with
implemeantation LF peresonnael managers are resisting

whe program. They would be able o put pra

HURE On
state/ local officials. Their level of commioment

must b at les

s Mleert ochangs happen. !

To dnoreass whe commitment lavel of personnel
managers , they muast be totally dnvolved in the
planning, developments and implemeantacion of whe

proagram.

47



Chitwy/Counvy OFFiai G oars dmporcant becsuse of whe

naadad policvical dinfluence thaey have and the positive

whedir support will have on whe projs

9 LI N

pmmitment
The Ciowy/County officials” commitment level , bhoonuses

pf the positive aspects and potential benefits of

the program, ds Ylet changs happen.

crommi tment will be adeguatse for the development of

The preogra.

Commur

LTy
The legal community will not be a problem, @f the

e lEn g arer machs within the law, protect minoedtid

ancd 1

vothe ohanoce of discriminastion.

The legal community will be interested in any

changms made . LF ke ahanges made are legal and

Brerneficial wo all applicants, wheir commitiment

Leavel will be st the ne

el level of het ohange

happen .

Becauss whey will have Limited dnput dinto the

salaction prooce eIy g

3, thery most Likely will be



DA On

susplaious of any ahang

EARRG WL

(S8 Rl W Lo

G EG .

1. af Commitme

Loawvenl

Beacause of wheir suspicions and Limited dinvolvement

wi it ohangs, thedir present level of commitment will

be "blook ochangs'.

e

£ .

Duer to the political pressurse that minority
prganizations generate, Lt would be beneficiasl o
have whe level of commitment raisaed o et ochange

happen .

Appro
Bacause of the dmportancs of not having resistance
From politicelly influsntial groups, afforts shouwld

Lnterestaed o Clanin dzations

bBrer made o encours

o oraview and make suggestions, regarding the

proposead ohang

W Enforoansgni

odes 432 dous S

L.atw Enforcemant associations will notw be interested in

ahange, 4@F it does not affect ocurrent members. Thedir

R

sorong polivical dinfluence would be beneficial w0 the
suooess of the progreasm.

1. B

Due to their political influence, their present
lavel of “let changs happeen” bdis also the nesded

leeverl of their commitment.

4%



S

Faychologists are needed supporters because of oheis

@axpertiss in the area of the G e,

51 ohange and neaedaed

involvemnsnt dinto Lts development and implementation.

1. Prs

nit o and N

el Ly

ol Conm

RN

causs of thedlr dnvolvement and support of the
neaded dmprovements in the system, twheir level of

commitiment will bse “help changs happen.

They can be of servics Lo the program by allowing law

anforcemasnt o wnilize exi

56 ng computenr hE Lo
adninister entry level examinations, and by the positive

branefit of thedr political support.

ammi Lment

The aducational dinstitavions present and needed

Leverl of commitment will be “latw ohange happen.’

Commun;

Business communities ocan provide muach posicive policiosl
influsnce and local supports. Their support would be

important vo the sucoess of the program.

af Commihmeant

Due wo their desire for responsible and produchive

law eanforosment , he business communi tioes” present

anc neaeded level of commitment will be "let changes

happen . " (Game Figure 3)

B0



COMMITMENT PLANNING CHART

TYPE OF COMMITMENT

Actors in Block Let Help Make
Critical Change Change Change Change
Mass 9 Happen Happen Happen

Law Enforcement O0———— ==X

P.0.S5.T. Commission 0 X

City/County Officials . 0-X

City/County Personnel (o . e X

Mapagers

Legal Community 1.4

Minority Organizations [ e e X

Law Enforcement 0-X

Associations/Unions

Law Enforcement 0-X

psychologists

'Educational Institutiong 0-X

Business Communities 0-X

0 - Individual presently stands

x - Where you need individual if change is to occur

(Figqure 3)




The dmplemaniation of whe project development @ill notw be foo

difrficult, @f the present managemant and rasearoh struaoture

@t L0,

whot ds already in ware wundbieed., The

syseems will expedite the daplementaion of the plan.

T will be necessacy Ffor the POO.S.T. Commission o appoint

#otransitional manager and s committes, consisting of

raprasantatives from some of the Stakeholder groups, L., Law

anforaamnant MELNELCRMENT ﬁ@r%mﬁﬁ@l MEaECeareg pmgmhmlmgimtﬁ

involved with law anforcenant e wion proocess ancd a

representative from the legal and business communities.

The Projgsoets Manager will assume whe over-all

3O meetlrngs and

ibility of B kg up commi bt

s ndas

e wi Ll kesmp the P.OS.T. Commission EARY

Commitiea’ s progress.

The assignment of ocommittes menbars o set up

mugg@mtmd teret Hilnes .

The testing of proposed @

s ancd axperimental

CrampLet e prOograms .

He will establish an information network ohat will

fe g

2 dntaerested stakeholders advis

ad of the progrea:
and present whe committes with whe stakeholders

oonoarnaad .,

5




Bl mhuang

heing considerad will dinvolve the use of
cumputers and computer programs, the following will be

neEvreEssary Lo dnsure the effective dmplementation of the

Transition ## .

Lving

In order to keep the program moving forward, where

must e G

chniaoians availlable o sddress any

problems dhat may ooour with the technical equipment

(ocomputars and computer prograns) . The commith

Wil handle otheer problaems as whaey ariss. ’

.

L g
The planning shall also be done by the ocommi e,

o will a

st e poeo e

S mEn

et wWar oo

sohedulas  and st wargets dates For completion of

sy s

whe projgsot; as well 8s setting the

comnitias goals and objeocts

.

Thaere must be a ongoing systen throughout
the projgect, that will continuously evaluate the

gxhieduled progres

of whe plan. Th

o e
aoaconplishaed by Fesdback through the Projsat Mansgse

wooanad From the committes and dinteresited

R
snalahol ders




g

ohangs ds o completad, whe

axparimantal wmodel .

s

a8 an

comparad with otvher estvablished

whe problems have beaen worked oud,

reracy For dmplementation.

Raviewing and Updaiing

Afeer Final dmplementation of all

phases of the plan, the committea

Lo oraeviaew and u 2 clarte the

sy s LEm’ s

phase of the plan will dnsure

. Enforosment B

BLOPE I

Froom the most uap-to-cdate

aval Lalle

whent

mexleotion

phag e

Gy E LM

e

AT

Wil

prog

all

Ll ng F

Firest

wi Ll
Will e
Onoee all

model will be

i FFearent
maet yearly
PEE G This

of Californis

wll henedfit

twechnology



APPENDIX

REFERENCES
QUESTIONNAIRE
QUESTIONNAIRE RESULTS
INTERVIEW SUMMARIES

Jennifer French
Personnel Analyst II
San Bernardino County Personnel Department

Dave Perez
Recruiter
IBM Company

Nancy Bohl
Police Psychologist
San Bernardino County

Robert Fench,P.H.D.
Psychologist »
Southern California Institute

Southern California Institute Personality Profile Test

54
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PREDFE BN S

LT CoR. Bartol
AT TCLE PFoychologiocal Characteristics of a Small Town
Foliocs OF
PURBLTCATION: dJowurnal of Polios Sobdencs and
Administracion, Maroh 1982

ey

ALUTHOR ALl MoGea/MOE . Doean

ARTLCLE Utilizing the Assessment Center o Seleot
Folioce OFfficers for the Ocals Florida Police
RDeparctment, August 1979

AUTHOR I I Chusmie

ARTICLE Mowivational Nesd Pacvtern for Polioce Qfficers

FLUBL.ICATION Gdournal of Policose Sodenos and
Administration, Juns 1984

ALUTHOR G, Gentingear
ARTLOCLE . Foyohologiosal Testing of Recoruaits
FUBLLETCATION Police Magazine, Maroh 1981

ALITHOR M., Katz
ARTIOLE Mindimun Heading & Wridting
5

Standards for the Polic
FUBLITCATION: FPolice Ohief, Cextoker

ALETHOR L. T. Franois, S,
ARTICLE Assessnent Centers in Police Seleoction
FPUBL.TCATION Texas Folioce Journsl, May L1975

ALFTHOR Joyee DL Ross
ARTTCLE Trends in Fersonnel Selection, New Hopeae for
twhe Faisure

FUBLICATION: Midwast Review of Public Administration,
June 1979

ALIT R Kathleaen MoChasneaey

AT TCLE Law Enforcement Reoruilting

PLUELTCATION: FLBLTD Bulletin, Janusry 1986

P05 T, Psychologiocal Sorsening Manual, Deocember 1964

ALITHOR Anonymous  (Journal Paper)
ARTLCLE Finding whe High Paerformanos

Employee
FLUBLLICATION GBecurity Manasgement, Novemnbaer 1985

AUTHOR Batsy Gibson

ARTICLE At Laander, o Recruics” Past Determines bhis
Futures

PLHBLTCATION: Sale and Markevsing Managemnant, August 1984
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14,

REFERERCES

pu

AUTHOR Chris Leswis
AR LCLE What “s New in Selection
PUBLLCATION Frersonnel Managemeant, January

AUPTHOE Bl lesn Herzbarg
ARTICLE:  The People Factor
FLUEBLLCATION Chief Executive, March L1985

LT PDavid Guest
ARTLCLE What s New in Selection
PLUBL.ICATION Farsonnael Managemant, January

1284
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SOUTHERN CALIFORNIA INSTITUTE PERSONALITY PROFILE (SCIFF)

ON THE FOLLOWING PAGES. YOU WILL FIND A LIST OF WORDS.
EXAMINE EACH WORD IN THE ORDER THAT IT APFEARS ON THE FAGE.

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

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

DO NOT SKIF OVER ANY WORD. - — — DO NOT LEAVE ANY LINE BLANK.
DO NOT MAKE ANY CHANGES ON THE PAFPER ——— FOR ANY REASON '1!!
MARK YOUR FIRST IMPRESSION AS TO THE FEELING FOR EACH WORD-
DO NOT TRY TO DEFINE OR ANALYIZE THE WORDS - - — EEEL IHEM.
THIS TEST SHOULD NOT REBUIRE MORE THAN Z5 MINUTES TO COMPLETE
THE FOLLOWING IS ONLY A GUIDE TO HELF YDU SELECT THE NUMBER
i. I 10,
rr7/7 I fr77
ey BAD I GO0D /777
7777 2. =zmzmmmcs 1 mmmmrmmmae L= 777
oy rr77 I rr// ri77
/177 rr77 I r777 /777
Yy i777 Z. I 8. [r47 /r77
/1777 Frr7 Fr7/ I f777 /1777 frr7
/777 rli7 r75/ I Iy Iy i S
Iy oy r777 Ha I 7 /77 Fr7/ /777
rrtr7 /777 /777 fr7/ I Iy yad Yy Iy 77
r77/ /777 /777 rr77 I /1777 rr77 /777 yays
rr77 7777 /777 /777 S I b. /777 /1777 7/ rrl/
rre/ /777 /777 /777 IV VA Sy /177 irrs /177 £747
rrr77 177 7/ /L7 IS Y /777 a4 F147 rr77
f1r77 /77 /777 Fr77 fr57 1 A rr77 r£77 /777 /747
I
i. 2. 3. 4. Se 8. 7. 10.

YOU MAY NOT ASK ANYONE ANY QUESTIONS DURING THIS TEST

YOU CANNOT ASK ANYDONE

IF YOU DO NOT UNDERSTAND THE MEANING OF ANY WORD:

TO TELL YDU WHAT ANY WORD MEANS

YOU MUST DETERMINE HOW YOU FEEL ABOUT IT BY HOW IT LOOKS

THERE ARE AN EGQUAL NUMBER OF WORDS IN THIS TEST FOR

EACH OF THE NUMBERS
alLl. OF THE NUMBERS AN EGUAL NUMEBER

IN THE CHART - - -

YOU SHOULD USE

OF TIMES DURING THE TEST.



1.) Color Preference - 27.) Hypochondrias

2.) Distortion/Fakins 28.) Phobias
Indicated Overall
29.) Perversions — Sexual
3. Fakins/Emephasis on "Bad" :
30.) Perversions - Sadistie
. 8.) Fakins/Emphasis on *Good"
e ' 31.) Obsessions - Compulsive
T.3 Emotional Stability :
" d 32.) Obsessions - Sexual
be) Depression
. 33.) Obsessions — Psychotic
7) Suicidal Tendencies
34.) Sexual Dysfunction
8.7 Hostility o
. 35.) Child Abuse — Incest Victim -
G Assression : ‘
. 36.) Child Abuse .. Pedophilia .
10.} Anaxiety — Reactive Type : .
. . 37.3 Child Abuse - Physical
-11.} Anxiety — Hysterical :
38.) Child Abuse - Psycholosical
12.)  Eelf-Resard
/ 39.) Child Abuse - Sexual
a3.) -Eac Strensth ‘
40.) Psycho-Social Deviation
14.5 "Comimancs
41.) Criminal Conscience ¢
15.7 Eccyability -
42.) Substance Abuse
43.) Psycho-Neurotic Stress

17.) Extroversion

: 44.) Psycholosical Stress
18.) Introversion (Psychotic Origin)
19.} Feminity 43.) Schizorhrenia
20.7 Masculinity 46.) Paranoid-Schizophrenia
21.) Imepulsiveness 47.) Shame and Guilt
22.) ‘Irritability 48.) Socioesathic Tendencies
23.) Fantasy 49.) Oral Stase of Develasment
23.; Tencerness-Toushmindedness 50.) Anal Stase of Development

{’3.) Jealousy S1.) Genital Stase of Development °?

26.) Paranoia # S2.) Adult Stage of Develoement



_____ ACID e AGE ———— HAFPY

ALLERGY ALONE e HOME
- BREAD  _____ ANBER HURT
-——e—w DIRT ATTACK KIND
_____ EMPTY ———— BEAT e LIFE
_____ ENEMY ————r BLAME ————— MAN
——— FUN BOY MEMORY
——BAB BURN oLD
_____ 60D ———— CALM e PLAY
- HOSPITAL . CATCH e RED
e LEARN CHILD RIGID
————— LIBHT coLp SAD
e JAIL ————_ CHANGE e SEX
_____ KILL ———w CRY . SICK
_____ KISS ———_ CuT - SLEEF
-———— LOUD DANGER STAR
_____ LOVE - DIE e TALK
_____ MOTHER ——— EASY e TIRED
_____ MUSIC o ENVY e TRICK
_____ POETRY e EVIL e TRUST
..... PRISON e FAULT e TRUTH
_____ ROE e FIRE e TRY
_____ SING ——w—— FRIENDS e UBLY
_____ TEACH ———— B0OoD ———— URGE
_____ THIEF ————— BUILT e VIOLET



_____ AMEITION
_____ ANXIETY
————— ATTITUDE
_____ AWIKWARD

——— BITE

_____ BLACK

_____ BREAST
_____ CAREER

——— CAUTIOUS

_____ CONFIDENT

e CONFUSED

_____ DARKNESS

———— DEATH

———— DECEIT

————— DEPENDENT
_____ DIFFERENT
e DISAPFOINTED
_____ DIVORCE
_____ DIZZINESS
..... EMBARRASS
_____ ENERBY
..... EROTIC
..... ETHICS
_____ EAHAUSTION
_____ EXPOSE
_____ FAILURE
..... FALL ING
———— FANTASY
_____ FATIGUE
_____ FEELING

_____ FOOLISH

_____ IMMORAL

e IMPOTENT

rJ

——— MENTAL

_____ NERVES
_____ ORDERLY

— OVARY

_____ REFORT
_____ SUICIDE
_____ TEMPER
_____ TENSION

=== UNTIDY

e YELLOW

v



020 s s cos> com>

a0 some oo oo

om0 same wsep e e

N

e oo ames casas onus

s e e e cmsn.

i s s o s

000 s o s e

ARROGANT
AUTHORITY
BITTER
BLOOD

CONNIVE
CONSTIPATION
CRISIS
DEFEAT
DELUSION
DEFPRESSION
DIARRHEA
DOMINANT

EGO

EXCRETION

EXHIBIT

e ey i o

s o oo s

s e s capn o

mame s e s

HOMOSEXUAL
IMPRESSIVE
INSANITY
INTERCOURSE

LONEL INESS

i

_____ REJECTION

_____ RESPONSIBLE

_____ SANITY
————— SATISFY
_____ SCHEME

_____ SOLITUDE .
————— STEAL
_____ STRENGTH
_____ SUFFER
_____ SUSFICION
_____ TEMPTATION

_____ THOUGHT

———— USELESS
_____ VAGINAL

_____ VITALITY



. CONVICTION

_____ CONTROL

_____ DISGUST

o e onme s s

i s s s e

e s e aemsn mo0s

s e s s s

o o e e e

HYSTERIA

IMPATIENT

INFERIOR

SECRET

SEPARATION

P s

cnom e cbne e s

e

s, g e e s

i o e maes amve.





