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Abstract
The field of law enforcement has evolved greatly since its inception, which has increased

the need for law enforcement agencies to change their hiring practices and focus on selecting the
candidates that will best fit the needs of the agency and their policing models. By understanding
what characteristics are needed in a modern day law enforcement officer, agencies can design
their selection process in order to measure and rank the candidates in order to help predict their
future performance. One quality that has been shown to be a great predictor of general
performance is emotional intelligence. Not only has it been shown to be a predictor of
performance in general, it has also been studied at length in the law enforcement community as a
quality that many see as essential to a successful law enforcement officer. This paper will
examine the history of policing and what it means to the modern day law enforcement officer
and the law enforcement selection process. It will also look at emotional intelligence in order to
understand what it is and if it can be used as a measuring device in a law enforcement selection

process.
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Introduction

There has been a large shift in the characteristics and qualities that law enforcement
administrators are looking for in hiring new candidates. The shift from traditional policing to
community oriented and problem solving policing has created the demand for officers with
higher education, problem solving skills, technology skills and better communication abilities.
There is also a greater concern for ethical behavior and police misconduct than at any other time.
Law enforcement agencies are now spending more money than ever on the recruiting and
selection process in order to find what they believe are the most qualified and suitable candidates
for their agency. The hiring process is becoming more complex with the different stages and tests
that are conducted, which is putting a greater strain on agencies because of the extensive amount
of time and money that is being poured into filling vacancies. There are several consequences
that have come from these more extensive selection practices that have caused the law
enforcement field to examine what the most important characteristics that a new officer must
have and how they find potential candidates with those characteristics. Not only do they have to
find potential candidates but they must do it without hindering the selection process all together
and without opening the agency up to any civil liabilities that may occur with the more stringent
requirements.

Law enforcement is seen as a "public service™ and a law enforcement agency's primary
objective is generally viewed as "to protect and serve," however, it is not unlike any private
sector job as the bottom line will always come down to the money the agency spends. Regardless
of how the agency performs or how many crimes it prevents, there will always be questions
about the agency's budget and where it is spending the tax payer's money. With this in mind it is

important to understand what law enforcement administrators face when dealing with the actions
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of their officers. When looking at the actions of law enforcement officers (LEO) it is important
to examine what leads to the individual officer's actions. There are multiple factors that can cause
a LEO to act in an unethical way; some reasons are out of direct control of the individual agency
and others are a direct result of the agency due to lack of supervision, poor policies, or an agency
philosophy that allows for such misconduct. With agencies being held responsible for the actions
of their officers it is important that administrators do everything they can to prevent misconduct
from their officers. Even though there are countless policy and training avenues to utilize in the
fight against personnel misconduct, the most important approach should be start at the beginning
and utilize the selection process to hire the right candidate. By identifying those candidates that
have the skills necessary to perform the daily duties of the modern day LEO and have the ethical
standards needed to posses the immense authority which is given to LEO agency can begin to
lessen their risks of misconduct. It is also important to use the selection process to find the
candidates that will meet the agency's needs and posses the skills necessary to work in the
agency's policing strategies.

While looking at the current tools used to measure a candidate's skills, one thing that the
current selection process fails to do is measure the intangible skills of a candidate. These skills
include, among others, how the individual will control themselves in high stress situations,
whether the individual officer has the ability to make conversation with strangers, build
relationships with co-workers, or mediate conflicts between groups of people. These intangible
skills are vital to the modern day LEO because they are key components of modern day policing
models such as Community Oriented and Problem Oriented Policing. Even though it may not be

feasible to test a candidate for each of these skills individually, researchers have begun to see
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that emotional intelligence (EI) is a cognitive intelligence, which has been shown to be a direct
link to each of these intangible skills.

By examining the evolution of policing, the current selection tools utilized in the law
enforcement hiring process, and the relationship between emotional intelligence (EI) and law
enforcement, this paper will attempt to show the importance a modern selection process is to the
today's law enforcement agencies. Along with understanding the importance that must be placed
on an up to date selection process, this paper will also attempt to explain what EIl is and why law
enforcement agencies should be testing for it and placing a premium on the candidates that
posses high levels of it. It is El that can bridge the gap between the selection process of the past
and the policing strategies of the future, ensuring that law enforcement agencies find the LEO
that possess the characteristics and ethics needed to function in today's law enforcement field.

Cost of hiring and officer misconduct

The costs associated with hiring and training a new LEO are endless and can be seen in
many different facets of the process. Costs can come from recruiting, the selection process itself,
supplying the new officer with the proper uniforms or equipment, and academy and post-
academy training. With the specialized training that comes with being a LEO in today's society it
goes without saying that selecting and training a new officer is going to cost an agency a lot of
money. These costs will vary from agency to agency depending on how much they choose to
invest in the selection and training process. Some agencies hold their own academy trainings,
while others pay for their new hires to attend state sponsored academies, and other small
agencies leave it up to the new hires to obtain their academy training before they are even
considered for hire. Once the academy training is complete there is more specific "field" training

that a new LEO completes once at their agency. Like the academy training this varies greatly
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upon the agency as each agency has different requirements that their new LEO must meet before
they are assigned to a solo patrol. Depending on how long the field training program is and how
the agency compensates their training officers determines how much an agency is going to invest
into their new officers, but no matter the amount, the implications are the same; if the right
candidate is not selected to participate in the training program and they do not succeed, the
money goes to waste.

The ramifications of a faulty hiring process can cost an agency millions in litigation when
they hire the wrong candidate and give them the authority trusted in a LEO. This litigation can
come from civil lawsuits from a candidate that was unfairly eliminated from the process or from
hiring the wrong person who can cost an agency millions in liability litigation as a result of poor,
dangerous or unethical police work. In fiscal year 2011, litigation against the New York Police
Department cost the citizens $185.6 million, which is an increase of 35% over the previous year
(Moore, 2012). Litigation from the Sheriff's Department cost Los Angeles County $43 million in
2013, which was almost half of all litigation cost for the entire county. The $43 million however,
does not even include the $20 million that was spent by the county in excessive force cases
brought on against the Sheriff's Department (Sewell, 2014). The high cost of litigation is not
subject only to the NYPD or LA County Sheriff's Office, but is a growing concern for the entire
United States, which is why it is even more important for law enforcement agencies to structure
their selection process to find the candidates that posses the skills and ethics that are so important
in the field of law enforcement.

The evolution of policing
In order to indentify where today's current policing practices stand and what

characteristics are needed to be an effective officer, we must first understand the history of
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policing and how it has evolved into policing as we know it today. The idea of policing dates
back to 2300 BC when Sumerian rulers began to codify their rules and define the offenses
against society. After this period it was not until the Anglo-Saxons began to group their farms
into small villages that were required to police themselves. King Alfred the Great (849-899 CE)
introduced the tithing system of collective responsibility for maintaining social order by
requiring all men to enroll for some sort of police purpose. The police function turned toward a
more military function in 1066 when William the Conqueror forced all men to swear to his
loyalty and pledge to maintain local peace and national security (Miller & Hess, 2008).

Policing began to evolve in the seventeenth century when governments began to institute
a day/night watch system where the day watch was run by town constables who worked as jailers
and performed other governmental duties and the night watch was the responsibility of the
citizens. During the night watch, citizens were required to watch for things like inclement
weather, disorderly individuals and fires (Miller & Hess, 2008). With this system it was expected
every citizen take turns on watch and take responsibility for the safety of the community, but
those with monetary means began to pay people to take their watch, which effectively began the
idea of paid police services. When this happened, the people that were paid to take watch were
reluctant to enforce many rules on the wealthy because they were the ones paying them, so the
system in turn became ineffective.

In London in 1829, Sir Robert Peel was the home secretary and he proposed the idea of
creating a police force that was paid for by the people and was charged with the prevention of
crime and disorder. Modern day policing was born with the passage of the Metropolitan Police
Act of 1829. Many of Sir Robert Peel's principles can still be seen in today's policing and include

in part:
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e The duty of the police is to prevent crime and disorder

e The power of the police to fulfill their duties is dependent on public approval and
their ability to secure and maintain public respect.

e Public respect and approval also mean the willing cooperating of the public in the
task of securing observance of the law.

e The police should strive to maintain a relationship with the public that gives
reality to the tradition that the police are the public and the public are police
(Miller & Hess, 2008).

These principles are important to the idea of modern policing and even though law
enforcement started to veer away from many of them in the traditional policing model, these
principles have reappeared with the transition to community policing.

Sir Robert Peel's modern policing ideas made their way to America in the 1840's when
New York combined their day/night watch system into a functioning police department. Then by
1857 several other large cities, such as Boston, Chicago, New Orleans and Philadelphia made the
transition as well. Although the principles behind Sir Robert Peel's modern policing were great
building blocks for success, modern policing in America did not start off well, as policing was
politically fueled and filled with corruption.

The beginning era of policing in the United States is known as the Political Era and
occurred from 1840 to 1930. During this time of policing it was difficult to control the officers
because it was run decentralized by the municipalities and the police chiefs had very little
authority to hire, fire, or discipline their own officers. Hiring was a political game and it revolved
more around who you knew and less about what you knew or your qualifications for the job.
This lead to officers that were not qualified for the job, which contributed to abuse of power,

officers being intoxicated on the job and turning their head to offenses based on the offender's

status.
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The Political Era of policing started to come to an end in 1929 when President Hoover
created the National Commission on Law Observance and Enforcement. The purpose of this
commission was to study the criminal justice system and former U.S. Attorney General George
W. Wickersham was appointed as the first chairman. Wickersham published two reports in 1931
that are considered "the most important events in the history of American Policing," (Miller &
Hess, p. 9). These reports detailed the corruption that took place and called for centralized
control of departments, higher standards for personnel and began the transition of the policing as
a profession (Miller & Hess, 2008). These reports help usher in the next era of policing in the
United States, which is known as the Reform Era.

The Reform Era of policing was from 1930-1980 and was spearheaded by August
Vollmer and O.W. Wilson. Vollmer was the police chief at Berkeley and can be attributed for
such things as radios in patrol cars, fingerprinting classifications systems and establishing a
police school for his department. VVollmer's main ideas were that police should be highly trained
professionals that not only prevent and fight crime but are also trained in the social work context
in order to provide rounded services to the community. Vollmer’s ideas lead to some of the
benefits that were brought from the Reform Era, which included the disassociation of politics
and police. Police chiefs were no longer appointed based on political ties but many agencies
began seeing police chiefs as civil servants who had to apply for the job and were forced to go in
front of panels of civilians in order to be appointed. Separating police from politics not only
helped with creating more centralized agencies it separated the police from the public and
created a professional type relationship between the two. This was added by the addition of
vehicular patrols with marked squad cars and rapid response to calls. Police officers were now

seen as professional crime fighters (Miller & Hess, 2008).
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Even though the public started to view police as professionals, some of the previous
problems from the Political Era still existed. When society in America began shifting toward the
civil rights movement the police were tasked with keeping the peace between the races and
monitor the countless rallies, parades and protests. Unfortunately, the police force was
predominately white males who lacked any training on how to handle such situations. Police
turned to force in order to control crowds and were often seen beating Black protestors in order
to gain compliance. When the police were using such tactics they became the picture of what the
civil rights leaders wanted to change in America and the police quickly became the enemy of the
mass public. This led to mistrust, hate and resentment of the police and questioned their abilities
to effectively manage crime; many agencies were also facing corruption charges during this time.

The actions of police during the 1960's and 1970's brought along many changes in
policing, thanks to the creation of several federal commissions on law enforcement that were
focused on improving police and public relations. Billions of dollars were spent during this era in
studying the criminal justice system to which there was a greater focus on an individual’s civil
rights. These commissions and studies also focused on the functionality of traditional police
patrols and their effectiveness on crime prevention. The results of these studies found the police
needed to refocus their efforts toward the community and utilize the citizens in their efforts of
crime prevention. This lead to the present era of policing: The Community Era.

The Community Era started in 1980 and is currently ongoing today. The major shift in
this era was away from a reactive approach to solving crime, to a proactive crime prevention
approach. This approach to crime prevention is commonly referred to as either Community
Oriented Policing (COP) or Problem Oriented Policing (POP). The main ideas and philosophies

to POP and COP are taken directly from Sir Robert Peel's original policing principals, which
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were the basis of modern policing 150 years prior. The idea that the police were part of the
community and they utilized community relationships in order to prevent crime helped build
stronger bonds with the neighborhoods the officers were task with patrolling. Other important
aspects of COP and POP were to get officers out of the vehicles and reinstate foot patrols in
order for the public to have a better face to face connection with the officer and more open lines
of communication (Ortmeier & Meese 2010).

Although there are several different components and strategies to COP and POP one of
the most widely used is called the SARA Problem-Solving model. SARA stands for scanning,
analysis, response, and assessment. Scanning involves identifying the problem and looking at the
risk and needs assessments of the problem. Analysis includes looking further into the problem in
an attempt to identify some of the causes to the problem. This part of the process is where critical
thinking is essential to the problem solving process. Response in the SARA model is where
officers examine the problem and the contributing characteristics to the problem and begin to
formulate ideas on how to respond to the problem and solutions that can be implemented in an
attempt to solve the issue. Assessment is the most important part of the SARA model and is
ongoing throughout the entire problem solving process. By continuing to assess as the officer
develops and implements the plan it allows for adjustments to be made in order to ensure the
effectiveness of the solution (Ortmeier & Meese 2010). The SARA model is a core tool in the
problem solving stages of COP and POP and helps officers look into the underlying causes of
crime in order to be proactive and come up with preventative measures of crime control. It is also
a very complex idea that requires creative thinking, problem solving abilities and communication

skills in order to be implemented effectively.
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To add to the complexity of COP and POP, modern policing also faces the large threat of
terrorism which has created an even more specialized form of law enforcement. As a result of the
September 11th attacks against America we have seen the introduction of the Department of
Homeland Security (DHS), which was a result of the Homeland Security Act. The DHS was
created and effectively reorganized 22 different government agencies under the responsibility of
a single entity, the DHS (Bush, 2002). The DHS brought together the different federal
organizations in order to assist in communication and information processing in order to
protecting our homeland. The federal government is not the only level of government that has
had to review their terrorist readiness; the increase of mass causality shootings and bombings
have forced all law enforcement agencies, including state and local, to expand their knowledge
and expertise into new and more complex fields.

The models of policing are not the only thing that has evolved since Sir Robert Peel
introduced the ideas of modern day policing. The strategies, techniques and tools that are
available to LEO today and that were not available just a decade ago have changed the face of
policing. Technology has allowed LEO an endless amount of information at their finger tips with
computers called Mobile Data Terminals (MDTSs) in almost every patrol car. These MDTs allow
officers to access criminal histories of subjects, driver’s license records, even past contacts a
subject has had with local law enforcement agencies in the area.

The new tools that help LEO with their jobs are not exclusive to law enforcement; the
advancement of computers and technology has created an entirely new kind of crime that law
enforcement must fight. Computers can now be used to facilitate crimes from across the world
without the suspect ever being known. Sexual predators can also use computers to lure their

victims to them in order to perpetrate sex crimes. Credit card fraud is no longer just having your
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credit card stolen from your wallet as credit card numbers can be retrieved a number of ways
with the use of technology, much of which can be bought on the internet with relative ease.

Along with the advanced technology for both law enforcement and criminals, comes the
need for LEO to have the ability to navigate and use the technology. Modern day LEO must
possess at least basic computer knowledge just to issue a simple traffic citation. LEO
investigating computer crimes need more knowledge in information technology then they do in
basic police investigations. The idea of LEO extensive use of technology presents a new
characteristic that agencies must look for in potential candidates.

What does evolution of policing mean to the state of the selection process?

By having an understanding of where policing has come from, some mistakes that were
made, and where policing is going we can better understand what characteristics are needed in
today's LEO and how to best find those officers. One of the biggest changes from the beginning
of modern policing in America is the centralization of the selection process. In the beginning it
was a very politically motivated process and the individual agencies had little say in who was
hired. Individual officers were hired more on who they knew and less on the qualities they
possessed that made them good LEO. When individual agencies were given the hiring power it
allowed them to employ different steps in a selection process to find the most qualified applicant.

Another large shift in policing that affects the qualities sought in individual officers is the
shift back to a community oriented officer. Even though the idea of COP and POP are relatively
new in America, Sir Robert Peel's principles of the law enforcement officer being a part of the
community have been around for 150 years. These principles encourage officers to be problem
solvers and be able to build good relationships with the public and community they serve. In

COP and POP these principles are taken further and the need for critical thinking, great
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communication skills and creative implementation of solutions is even more important. These
are qualities that are essential to modern day officers and also contribute to another shift in
preferred officer attributes: education

Education has long been a debated attribute in policing especially when August VVollmer
began to document in 1926 that law enforcement officers needed more intellectual training in
order to professionalize policing and because he felt officers with greater education had a much
lower risk of breaking the ethical barrier (Bruns, 2010). The shift in policing practices from
enforcement to prevention has given an even greater emphasis on the education level of officers.
Not only do officers need to evolve to the ever changing technologies and practices, they must
maintain the higher ethical standards of the public and we have seen that untrained and
uneducated officers are more likely to engage in unethical behavior. According to Bruns, 2010,
officers with at least two years of college have less citizen complaints, less discipline problems
and have better relationships with the public than officers with no college education.

As a result of the Reform Era we also saw several commissions on law enforcement like
the Law Enforcement Assistance Administration (LEAA), which focused on advancing the law
enforcement field, in particular the selection practices, to include equal opportunity employment
and affirmative action. These studies contributed greatly to the shift from trying to find officers
that were focused on the adventure to more community service orientated candidates (Scrivner,
2006). A large part of these modern day selection process and the shift to service orientated
candidates also comes from a piece of work by Herman Goldstein in 1977, Policing in a Free
Society, which spells out a paradigm shift when he observed that more of officer's time is

actually spent in service related activities and not actual law enforcement.
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Another lesson that we have learned from the years of racism and corruption in law
enforcement was the implementation of tools like extensive background checks, psychological
exams and/or personality testing. Law enforcement now uses these tools during the selection
process in an attempt to pre-screen applicants for mental stability or ethical concerns that may
arise, such as truthfulness or discrimination tendencies. These screening mechanisms are also
important in finding candidates that fit the mold of the more service orientated officer of today.

As with every field, law enforcement administrators need to be cognizant of the ever
evolving process, in order to ensure they are keeping up with the changing times and providing
their community with the service that is demanded by the public. This means understanding what
the community needs and what characteristics are needed in an officer in order to best provide
those services. By being conscious of law enforcement's past failures and working to prevent
those failures and looking for new ways to stay ahead of the evolution, law enforcement
administrators can find those LEO that possess the characteristics and skills that needed to keep
up with the ever growing complexity of the law enforcement field.

The law enforcement selection process and hiring requirements

With all the different advancements in law enforcement and the evolution of policing
practices, it is essential that the field of law enforcement and its agencies adapt and also evolve
their selection process in order to find the most qualified candidates. The current modern day
selection processes for law enforcement are designed not only to find the most qualified
candidates but also focus on important things like equal opportunity hiring, affirmative action
and other human resource concerns that previously went ignored. The hiring process has become
more in depth and scientific and include things like basic cognitive skills examinations,

background checks, oral interview boards and psychological exams (Taylor 111, Moersch &
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Franklin, 2003). Each agency has their own process they have designed that they feel fits their
needs the best. To go along with the selection process each agency also sets minimum
requirements that each candidate must meet in order to begin the process. Some of these
requirements are set by the states and others are set by the law enforcement departments in order
find officers they feel meet their community’s needs. Some of these requirements are education
attainment levels, work experience, age, and/or pre-employment police academy training. In
order to understand how law enforcement agencies are selecting their candidates to meet their
individual needs it is necessary to examine some of these individual selection process steps and
requirements.

The first part of the selection process is actually in the recruitment of individuals to apply
to the agency in order to start the selection process. Recruitment standards in law enforcement
are a relatively new idea but proper recruitment has shown to be extremely important. With the
minimum requirements becoming more stringent and the importance of hiring a diverse group of
officers, the application pool has become smaller and smaller so agencies must reach out into the
community in order sell their agency to potential candidates. By using a variety of recruitment
efforts agencies will build their application pool and will then be able to be more selective when
choosing which candidates to pursue (White & Escobar, 2008). The application process consists
of individuals filling out a series of questions regarding their general information such as
education level, residency, and prior work experience. This stage in hiring has also evolved
greatly in the recent past as more and more agencies are putting their applications on line for
easier access to potential candidates.

Once the application pool is set, every agency has a different sequence of the next steps

in their process but in the end most of them involve some type of physical agility test, oral
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interview board, background check or psychological exam and basic cognitive skills test in order
to test the applicant's ability to read and write. The physical agility tests and oral interview
boards can vary greatly on the depth that they go into. Some physical agility tests are simple test
to make sure candidates meet certain weight and size requirements and can perform basic
physical tasks and others are extensive tests to prove the overall physical fitness of the candidate.
The procedures used by oral interview boards also vary depending on agency as some comprise
of a few structured questions and other are extensive with open ended questions in order to dig
deep into the candidates knowledge and past experiences.

The written test is one of the most used screening tools used by agencies as an attempt to
test a candidate’s intelligence or IQ (Sanders, 2003). This written examination is used to test the
basic cognitive skills of a candidate, as studies have shown that the smarter an officer is the
better they do in academy training (Sanders, 2003). One common test that is used by many
agencies is the National Police Officer Selection Test (POST). This is a standardized written test,
which tests the candidate’s in reading comprehension, incident report writing, mathematics, and
grammar (Standard & Associates, 2013). The written exam is often one of the first measuring
tools used during a selection process, and has been show effective in identifying those candidates
that are poor performers and acts more as a de-selection tool rather than a tool to select the
qualified candidates or a tool to select those candidates that will be successful (Frank, Henson,
Reyns & Klahm 1V, 2006).

A written exam can be a good starting point in the selection process as it lets an agency
know if a candidate meets certain basic cognitive skill levels, however it often times fails to
measure a candidate’s non-cognitive skills. Assessment centers are becoming more common in

the law enforcement selection process because of their ability to place a candidate in real life
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situations to see how they react. Candidates can be placed in a variety of situations, all designed
to test a different aspect of their ability. For instance, a candidate can be placed in a tactical
situation to rate their ability to observe different things happening, or in an interview situation to
rate their ability to talk to a victim, or be given a short project and presentation to rate their
ability to speak publicly. Assessment centers have the ability to be designed around an individual
agency’s needs and what they are looking for in a future LEO. Once the exercises are designed to
measure what characteristics the agency feels will best meet their needs, the agency will then
select the assessors who will be responsible for observing the candidates and grading their
performance during the events. This allows agencies to see how candidates perform in actual job
related tasks and can help minimize the weight that is placed on simple written examinations or
subjective oral interview panels (Jetmore, 2010).

Two other important screening mechanisms are an extensive background check with a
follow-up interview and the psychological examination. With a proper background check,
agencies have the ability to determine a great deal about the applicant and possibly find any
ethical concerns they may have. Background interviews commonly address among others, prior
residencies, employment history social contacts and drug use. The important aspect of the
background check is to verify the information the applicant provided in his or her application
package. Background checks typically include psychological tests and polygraph examinations.
Agencies often outsource this task to a licensed psychologist that reviews the background and
criminal history of the applicant and combine this with the use of a personality test, such as the
Minnesota Multiphasic Personality Test (MMPI), to determine if applicants show things like
mental stability, bad judgment, addictive tendencies or other characteristics that would be

detrimental to the functionality of a law enforcement officer (Areaya, 2011).
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Along with requiring extensive background and psychological exams and requiring
applicants to meet sometimes stringent physical requirements, many agencies also have
minimum levels of educational attainment set for their applicants. Again, education requirements
are relatively new to the field of law enforcement and even though it has been, and still is, a
widely disputed aspect of law enforcement, there is no doubt in the importance of knowledge.
Along with Vollmer, who strongly supported the education of officers, the argument for well-
educated officers has also come from the President's Commission on Law Enforcement. In 1967
this commission recommended that "police would reform their role to adapt to a changing
society,” (Rydberg & Terrill, 2010 pp. 95). Much of the adaption revolved around the increasing
complexity of not only society but the law enforcement officer's daily tasks.

Even though it has been over 40 years since the push for well-educated officers, there are
still many agencies that do not feel this is an important qualification for their officers. This can
be seen in the fact that in 2003 less than 1% of law enforcement agencies actually required a
four-year bachelor's degree to be hired as an entry level LEO (Bruns, 2010). Even though only a
small fraction of agencies require a four-year degree, approximately 98% of them have some
form of educational requirement, which can range from just a high school diploma to a four-year
degree. Some of these educational minimums are actually mandated by the individual states, as
there are ten states that require a minimum of a two-year Associate’s degree or 60 college credits
in order to be a certified LEO. There are 39 states that mandate a high school diploma and only
one state, Nevada, that has no state mandated educational requirement (Bruns, 2010). Even
though there are state required levels of educational attainment, these are just mandated
minimum requirements and it is generally up to the individual agencies if they want to impose

greater educational demands on their potential candidates.
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Are these requirements effective?

As the field of law enforcement continues to evolve, the selection process and hiring
requirements have evolved along with it. With the evolution process, it is important to
continually evaluate these changes for their effectiveness in order to ensure the selection process
and new requirements placed on the applicants are effective in selecting the best future LEO.
Although it is very difficult to measure the effectiveness of some of the newer screening
mechanisms, there are some different aspects we can look at in order to measure the importance
of some of the qualities that the law enforcement field are currently looking for. When
examining the idea of measuring effectiveness of the requisites of the law enforcement hiring
process, it is important to understand some of the requisites and the processes to measure them
are more subjective than others. One of the more subjective processes is the physical agility test.
The physical agility test is an often argued part of a selection process because it is very debatable
if a person that can run a seven minute mile is a better law enforcement officer than a person that
runs a nine minute mile. This is especially true when one takes into account the current policing
philosophy of community and problem solving policing that relies on a person's critical thinking
abilities and not how fast they can run for an extended period of time. Another consideration for
the physical test is that in order for it to be both valid and defendable in court the agency must be
able to show objective proof that the exercises performed can be linked to actual job tasks
performed during the job. A study, however, found that LEOs rarely run for a distance more than
80 meters, even though the running test was 366 meters (Sherpard & Bonneau, 2002). This
example shows the liability that agencies bring upon themselves because in this case anyone who
failed this portion of the agility test would likely have a viable lawsuit against the agency.

Another option could be a simple medical physical evaluation which can often prove if the
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candidate is physically able to handle the demands of the job and would be less likely to
eliminate a good candidate because they cannot perform an exercise that in reality does not have
bearing on their abilities to be a successful LEO.

One of the most debated requirements in law enforcement is the educational attainment
of officers. There are many benefits of requiring higher education but there are also many
downsides that come with it. According to White & Escobar, 2008, some of the benefits include;

e college educated officers will be older and more mature when entering the job,
e policing is becoming a more complex profession and college educated students have the

knowledge necessary for critical thinking and problem solving,

e candidates with a degree in criminal justice can bring more in depth knowledge of the
field to the job,

e those who attend college classes are more likely to interact with other cultures, customs
and belief systems, helping them in the diversity needed for impartial police work

Of course, these benefits are hard to measure but a study done by Rydberg & Terrill, 2010, has
shown that an officer's education level is significantly related to the probability of the officer
using force in any given situation. Officers that have some college education are less likely to
use force than officers without any college education. This can also be accompanied by Bruns'
earlier mentioned study that officers with at least a two-year college education had significantly
less citizen's complaints than officers without higher education. As we have seen from the
evolution of policing, the idea that officers with higher education are less likely to resort to using
force and receive fewer complaints from citizens is a significant improvement from an era when
the police were often faced with backlash and resistance from different groups of people based
largely in part on their excessive force and discrimination against the minorities public.

Even though there are many benefits that are directly related to the rising
educational attainment requirements, there are also several disadvantages that stem from the

highly debated educational requirements. A serious issue that needs to be addressed is that of
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discrimination. It is a well-argued idea that higher educational attainment favors that of white
males (Krueger, Rothstein & Turner, 2005) and when law enforcement agencies require higher
education for employment they must understand they may be limiting the ability for minority
applicants to apply. Along with the diversity concerns with education requirements one must
recognize that law enforcement is and always should be a civil service career. This means an
officer's salary is rarely going to match that of many private sector jobs where employees are
often compensated with monetary bonuses for a good production year. Those with higher
education may become frustrated with limitations from supervisors and lack of advancement
opportunities present in most agencies (Bruns, 2010; Whetstone, 2000). Law enforcement
officers also face irregular work hours and some agencies only offer limited mobility due to
budget constraints and the makeup of the department with smaller agencies facing higher
turnover rates as officers leave for larger agencies with more opportunities. Those with college
education can find these obstacles too much and their effort and job satisfaction can suffer
causing them to leave the field in search for a 9-5 job with better pay and less danger and stress.
According to a report from the U.S. Department of Justice, 2004, not only do higher education
requirements limit the applicant pool but it also found that higher education requirements also
increase turnover and attrition rates.
Problems with the law enforcement selection process

Understanding that the selection process has become just as complex as modern day law
enforcement, there has to be negative aspects of the complexity to go along with the benefits.
One of the most obvious side effects of the current selection process is the amount of time that it
takes to complete an entire hiring sequence. With so many steps involved and the in depth

inquiry into each candidate's background, the selection process can be lengthy and costly. With
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the extensive training that is required to bring new officers on line and the amount of turnover
that can be involved with law enforcement, it is very difficult to keep functioning staff levels
when it takes several months to hire a new employee. A study by the National Institute for
Justice found that it takes 8 to 11 months to screen/select and train new LEOs (Ashcroft, Daniels
& Hart, 2004). When many agencies are forced to hire reactively it is extremely important that
the process is efficient and effective as to not waste time and money in selecting the wrong
candidates and in order to get that new LEO on the street as soon as possible in order to serve the
community without delay. In order for the selection process to be efficient and effective it must
be designed to measure the qualities of a LEO that are most important to the job as it is designed
and those qualities that are going to be the most relevant in actually predicting the future
performance of a candidate.

The written exam is a key component of many law enforcement agencies even though its
validity in predicting the future performance of a LEO is often questioned based on the scoring
system, cultural biases, and the amount of variations in the tests (Cox, Mccamey & Scaramella,
2013). The scoring system for example raises large validity questions especially when agencies
select candidates that will move onto the next phase of the process based solely on their written
exam scores, sometimes eliminating a candidate because of one point. The difference of one or
two points is minimal in the grand scheme of an entire selection process when the difference of
up to 10 points indicates only a minor difference between candidates (Cox, Mccamey &
Scaramella, 2013). There are also questions of the written exam's validity based on the notation
that testing its effectiveness in predicting work performance of a LEO is very difficult. One way
to test the validity of a written exam would be for an agency to hire all those who took the exam

regardless of their score, and who passed the other tests in the selection process, then measure



Selection Process in Law Enforcement 26

their performance over an extended period of time. This obviously creates a large amount of
liability for the agency because if someone who failed the test performs in a way that injures
someone or violates their rights, the agency could be held liable for hiring an unqualified
candidate (Cox, Mccamey & Scaramella, 2013). Although other ways may exist to test the
validity of the written exam it is becomes difficult because an agency would have to alter their
current hiring practices or look at previously hired officers that did not undergo the current
process. Either way there are several things to consider because of the time that would have to
elapse in order to measure the performance of each officer to ensure they are being measured
under the same guidelines and experience level.

When assessing the current makeup of the law enforcement field it is important to
understand the tasks and mandates of the modern day LEO before trying to design a selection
process. By comprehending what an agency is looking for in their officers they can then design a
process that actually tests candidates on their ability to perform the job as it is designed.
Unfortunately there are many selection process measuring tools that are used but are not
effective in measuring the candidates ability to perform the job. For instance, no longer are LEO
only tasked with traffic enforcement and arresting "bad guys". The job of a LEO has become
much more complex and the job designs and functions include requirements like:

= Ability to analyze situations quickly and objectively and to determine proper
courses of action to be taken.

= Ability to develop a working relationship with other allied agencies.

= Ability to remain calm in tense or hostile situations. (Rock County WI, 2013)

= Using logic and reasoning to identify the strengths and weaknesses of alternative
solutions, conclusions or approaches to problems.

= Monitoring/Assessing performance of oneself, other individuals, or organizations
to make improvements or take corrective action.

= Bringing others together and trying to reconcile differences.
= Persuading others to change their minds or behavior (O*Net, 2010).
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When agencies are using job designs with these types of required skills and abilities of an
officer they must look at their selection process in order to determine if their selection process is
actually measu