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f refaee 

This thesis is written to fulfill r equirements to,,''''xd a Has ter ' s 

Degree in Sociology y]ith ["pecial concentration in Criminology . The 

sub1ect matter \las selec":: priMllri 1y bec,<luse of the In:i ter' s in~erest 

in the administntive functions or police agencies due to the position 

he holds as Police Chief for the City of Huskego, Hlsconsln. 

The proc'?8s of decision mRking as it relateR to recruitment ~.nd 

lection of police personnel hAS ~lw'1y[1 been of df'(>p concern for !-ohis 

~dminis~ra~or and from empi~ic~l observation ranks as 11 fOT~mosr con

cern tlmong the majority of rolice Chiefs thr.ouGhout the nati.on. No 

sure methods or guidelines exist today t ha t c~n predict the behavior 

of a police applicr-mt afte.r he is hired . Although some I)rogres~ has 

been made in this direCtion t-hrough the utiliZation of 'psychologic 

nd polygr aph eXl'l.minatinn<")mu('h rl"ffi,<lins to be done in developinv th 

i'1struments that will assis t the decision mnker in his selection 0 

personnel . With this in mind it is hoped that this rese~rch s~udy will 

contribute some smEll segment t o what appears to be a monumental task. 

The central focuf: of the paper tli 11 address Use 1 f to standords 

used for entrance qu~lifica~ionA end testing practices of W'sconsin 

I'nlice DepartmentR in rel~tion to the .iob requiremenr-s . A conconi-

tAnt eocus will eddress the o~ocess of decision makinb it relares 

to rhe choi ce of applicantE t o be nppointed to t he position of police 

pC'!. t ro Iman. 

This paper will take the form of a descript ive stu and analysis 

ot findinge ob t Dined from p sur~lCy questionnaire 1-1ith solicita tion from 

n police chiefs within the State of Wisconsin. From the responses 

some insight should accrU2 as t o ho~..r police administra tors ·feel o.bout 
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a number of issues related to the operation of their departments . 
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with sugges tions and connnents on theory . Personal sincere apprec iation 
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CHAPTER I 

THE PROBLEMS OF RECRUITMENT AND SELECTION 

IN POLICE AGENCIES 

The Major Issues 

Recent studies have shown that most police deparoment entrance 

qualifications and testing are arbitrary, unrealistic and impossible 

to be justified as necessary for the performance of the police function. 

During the past decade, Law Enforcement Agencies have experienced 

increasing pressure to change their recruitment standards for entrance 

into the field. This phenomenon is particularly evident in the re

cruitment of police officers at the local level. Artificial barriers 

such as strength, height and weight, which operate to screen out min

ority group candidates, have come under attack by the Civil Rights Act 

of 1964. Title VI of this Act sets forth Justice Department - Law En

forcement Assistance Administration-regulations under which tlno person 

in the United States shall, on the ground of race, color or national 

origin, be excluded from participation in, be denied the benefits of, 

or be subjected to discrimination under, any program or activity re

ceiving Federal financial assistance" (LEAA, 1971:20). 

Unrealistic Standards 

Police Deparoments traditionally have over a period of a century 

established entrance qualifications which emphasize youth, physical 

strength, agility and appearance. Almost all local police deparoments 

require that an applicant take a written intelligence test; however, 

these tests are in no way standard for all departments, and many are 

ineffective for measuring educational achievement or personal capabil-
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ittes to perform police tasks (nresident's Commission on Law Enforce-

ment ftnd<\dministration of Justice, 1967: 10. 

Among such questionable mental measurements are I.Q. and other 

aptitude testD. Although police agencies use 1.Q. scores as an arbi-

trary cutoff point for police spplicant~, the relationship between 

1.Q. and job performance is not constant (National Advisory Commission, 

1973:33'3). A 1968 Study of the Chicago Police Department concluded 

that at least an avernge level of il'ltelligence is n~ed~d to perform 

the police function but, beyond that, measurements ere questionable 

(Baehr, Furcon, and Frocmel., 196,8) . 

Dif-crimination Against Homl'm 

Controversy in recl'uitment hes 1'\180 focused on the ability of 

women to perform the tasks required of tJ patrolman . Entrance qualifi-

cations for mORt p~lice departments are heavily weighted in favor of 

male candidates. Fr.mtale candidates if allowed to compete for the 

p08ition of patrolrnsn arc ucuaUy screened out in the phys ical agil -

tty or oral interview phase of the examining pt'oce.ss. 

The reason mOGt freque.ntly cHad by police administrators for 

not expanding the role of ~70man in policing is that l aw enforcement 

is a hazardous profession and women would not be able. to handle the 

physically dangerous situations they may encounter . Research studies 

continue to reveal that phYSical strength as a qualifictltion for police 

patrolmen is considered of primo importance. Hilton (197:?: 27) exposes 

this misconception about the necessity of physical strength as a quali -

fication for performing the tasks of l\ police officer . She reports that: 

Substantial research i.ndicates that violent encounters 
b~tween citizens and police are fewer in number than popularly 
beHeved, and that in those encountcr~ the personality and the 
training of the officer are more important factors than tho 
officerts strength . Additional research , BS well as experiences 
of some policewomen g i ndicates that in volatile situations 
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citizens may react very differently to women officers than they 
do to policemen. And there are theories, supported by some 
evidence, that women may actually lessen violence rather than 
be overwhelmed by it . 

As a result of these studies, women appear in the past decade to 

be gaining support for equal opportunity in the police field. 

Discrimination Against Hinority Groups 

Minority racial groups have also found it difficult to become police-

men. They encounter much difficulty in passing the I.Q. testing for en-

trance to the police field, primarily due to the culture-biased, white 

middle class structure of the examinations . Minorities generally have 

a difficult time understanding the vocabulary encompassed in the questions 

and thus are at a disadvantage in competing with white applicants. Re-

strictions on residence have also worked to their disadvantage to keep 

them out of all white communities . Some all white communities recruit 

from wi t hin their boundaries only and others require residency within one 

year of employment . In the latter constraint, minorities would find it 

difficult to obtain housing in an all white community. Finally, those 

minorities members who qualify and pass written and physical tests find 

that they do not score high on the oral interviews which are usually 

controlled by representatives of the white majority . 

Al though many roadblocks exist and the progress toward integra-

tion of police forces is slow, most large metropolitan police depart-

mente seem to be moving toward a goal of creating integrated law en-

forcement agencies , while simultaneously removing, or at least decreas-

ing , discriminatory practices in the recruitment of officers and behavior 

among policemen as co-workers within police deparbments (Bannon and 

Wilt, 1973: 21). 
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CHAPTER II 

HISTORY AND PROBLEM 

OF POLICE AGENCY STAFFING 

Trt\nsitiol1 from Cith,Em Police to .Paid Police 
I t 

lrt the early history of England and France the cost of developing 

paid police force was felt to be beyond the resources of the Royal 

TreaSUI'ies" Private citi",ens ware encouraged to do the job of appre .. 

hoading crtmi!4~ls for ~ few shillings whenever the need arose. All 

tn..de sub ;ecta of the Cro\vt'I. were con.ddered eligible to perform this 

function. 

Privnte citizens gradually became reluctant to perform the duties 

of peace officer because they had neither the desire or . training to 

do the job. The poor quality of the few paid eo~stab~es and watchmen 

contributed to soc'lnl d:lsoz-der instead of preventing it. The comb ina-

tion of these circumstances led to the first organbed :Rt'itish metro ... 

politan police foree. 

AvaUab111ty of competent manpower, then as today, becmne an 
immediate problem. It was difficult to recruit SUitable men to 
serve in the tfnew police.1t for the salaries were poor andfthe 
Parliament objected to appropriating Government funds to maintain 
a police force. The radicals were afraid of t7ranny. The aris
tocracy, though willing to accept the protection of such a force, 
was .clbgruntled because the coun1ss10ners refused to abide by 
the traditional rules of patronage in making appointments 
(President- s CO!IItlission 01\ Law Enforcement and Administration 
of Justt-ca. 1967:4,5). 

~The Spotls Systew. 

The practice of political p~tronage was prevalent also in demo-

crutie countries. The political arena in the United States has a long 

history of patronage which exists even in our present R:overnmental 

.. 4 .. 



structuras. In many cit5.€s the entire ~olice f.orce , including the Chief , 

~'las eh~nged "1ith each nc~,] admin.istration . There was .a false notion 

that Itto the victor belong the spoi 1s /' a concept which inferred that 

' t was right end necessary for a newly elected administration to dis · 

charge incumbents regardless of their capabili ties and appoint its Ot~ 

ptt.rty workers regardless of their qualificati9ns to perform in t he Vf!i -

ted position. This type of corruption \vas first int:ccduced into Ameri ... 

can government bet"leen 1810 and 18 Philosophies of this type 'tV'ere 

responsible in large m~asure for th~ failure of our national , state and 

local governments to at t ract to the pttblic service a sufficient number 

of highly qualified candidates. The Commission of Inquiry (1935: 

16- 17- 18) points out that : 

"PatroMge is the price of democracy, since the parti.es vlhich we 
neec. for se l f -government cannot exist without spoils. 11 This f8l 
l~c.y~ more than any other t iE recponsible for the hopeless , de 
featist a tti.tude of good citizens t deterring them frOtil advancing 
to the' pnnihile.tion of the spoils system . There are , i.t is true ,. 
large cities , certain Htates and other area.s ,,yhere political p.arth~s 
and political activity are at present ~ustained by patronage . But 
in great sections of the United States , and in other democracies of 
the~-lorld. democr~cy exist~, political life if. maint.ained, parties 
thri ve , l-lithout the spoilation of the appoint iva administrative 
services . Th~ truth is , as Theodore Roosevelt once observed, that 
patronage is the curse of politics . It is the selling .. out pric e of 
democracy , because of itself it turns the political plarty into a 
job brokerage machine, creating a mercenary army of occupation, 
which under the gui-sa of democracy , robs uS of self- government . 

Problems of Police Development in the Uni.ted StatAP 

The law enforcement structure in the Uni ted States along with other 

government jobs suffered the ma~y ills of p01itical appointments. The 

rotation o~ olice personnel in offiCe enjoyed so much popular fnvor 

that police posts of both high and 1. 0~" degree Here cOP.stantly changing 

hands. with political fi){crs determining the price and conditions of 

each change . The whole question of police integrity in the public mind 

eventually became identified with the corrupt jon and degradation of the 
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city politics and local governments of the period (Smith, 1960:186). 

Many of the problems faced by early Colonial attempts to esta

blish effective police agencies were carry-overs from structures 

that were familiar in England. The politically appointed offices of 

constable and sheriff were reinstituted in America with little change 

in structure from their counterparts in England. These two law enforce

ment offices, however, became elective shortly after the revolution. 

The colonists also adopted the British constabulary-nightwatch system. 

Boston had nightwatchmen as early as 1636 and New York and Philadelphia 

soon developed a similar system. Between 1838 and 1870 all the Nation's 

largest cities developed combined day and night police forces. 

These first formal police forces in American cities were faced 

with many of the problems that police continue to confr.ont today. 

The lack of qualified candidates and the need for larger staffs required 

the police to compromise personnel standards in order to fill their 

quotas. Police salaries were among the lowest in local government 

service, which added to the problem of attracting a sufficient number 

of highly qualified candidates. Many of the problems that troubled 

these first organized metropolitan police forces can be traced to a 

single root-political control (President's Commission on Law Enforce

ment and Administration of Justice, 1967:5) . 

In order to alleviate many of the problems which hampered the 

effective functioning of police agencies, a number of reforms were 

tried. Most notable were the creation of police administrative boards, 

State control, and appointment of police administrators in hrge cities. 

Both attempts to cure political meddling were unsuccessful and were 

eventually discontinued . Civil service proved to be the most successful 
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in alleviating some of the more serious problems of political 

interference. 

At the beginning of the 20th century a notable advancement in the 

police field was the advent of police training schools. Prior to 

1900 and prevalent as late as the 1950~a police recruit was sworn 

into service, given a badge, a gun, a uniform, and directed to patrol 

a particular beat area. Training was something a new policeman learned 

in the school of experience (Graper, 1921:109-110) . 

Most American cities depended almost entirely for the training 

of their police recruits upon the unstructured training by veteran 

officers who in many instances lacked adequate formal training them

selves (Smith, 1960:147) 

Despite the many frustrations and complexities that have plagued 

the development of the police profession, many hopeful improvements 

have occurred in the past few decades . 
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CHAPTER III 

THE POLICE RECRUITMENT AND SELECTION PROCESS 

Recruitment and Selection Defined 

It is advisable at the beginning of this chapter to c larify, and 

make a distinction between, the terms recruitment and selection which 

are quite often used interchangeably. Recruitment is the process by 

which manpower is discovered and encouraged or attracted to apply 

for employment. Selection is the proces s by which potential employees, 

recruited from various sources, are examined and separated i nto t 't-TO 

c l asses - those to be offered employment and t hose not to be hired. 

Selection is also closely related to j ob analysis, which by i ts 

development of job specifications states the types of employees that 

are needed (Yoder, 1956:203). 

Recruitment Process 

Yoder (1956) emphasizes t he impor tance of the r ecruitment process 

from a socia l perspective as being largely responsible f or the disposi-

tion and allocation of the scarcest and most valuable resource , i . e ., 

man power . He is explicit in stating that: 

I f recrui tment is unskilled or thoughtless, it may occasion 
t he misuse , misapplication , and under-uti liza tion of labor . It 
may direct manpower i nto positions in whi ch participants will 
no t utilize t heir highest talents , where t hey will no t secure 
the training or experience essential to their maximum contribu
t ion , or where they may face l ong periods of idleness or numerous 
changes from one inappropriate j ob to another equally inappropri
ate (Yoder, 1956:167) . 

American Police agencies have also been affected by unskil l ed 

recruitment programs which in most department s are conducted by personnel 

who are not trained i n personne l management. I n t he Police fie Jd re-

cruitment can be vie"toled as becoming oper ational at the point in time 
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when the department budget request for additiona l manpower is formu-

lated . Administrative staff, in analyzing the department ~<1ork load 

and distribution of manpower, discover that there is a justifiable 

need for additional manpower in order to accomp l ish pr edetermined 
I • 

prog~am ~oals . The job description and qualifications for the parti-

cular positions are updated if similar positions already exist in the 

department or new job descriptions and qualifications are written for 

neto7 or innovative rank structures. J ustifications for the posi.tions 

in terms of accomplishing program goals are t he.n a necessary part of 

the budget document. 

After approval of t he municipal budget by the Common Council or 

Board of Trustees, the recruitment of qualified applicants to fill the 

a llotted positions begins. Most of the medium and larger cities in 

the United States have some form of a cent ral municipa l personnel 

agency which generally acts for all city employees, sets mi nimum re-

uirements for different positions and s tandards for promotions, and 

provides ,:ij.ob descript i ons for applicants . However, t he central per-

sonnel agency general ly relies on technical advise and consultation 

from the police department in the recruitment of police officers 

(Wilson , 1972:247-248). 

In Wisconsin the r espons ibility for the recruitment and selection 

of police officers is in the hands of Fire and Police Commissioner 

Boards. very city with a population of 4,000 or more persons mus t 

have a board of police and fire commissioner s consisting of 5 citizens, 

appointed by the Mayor. The Chief of rolice is appOinted by the board 

and the Chief appoints his subordinates subject to approval by the 

Board. Such appOintment s are made by promotion if advantageous, or 
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otherwise from an eligibility list provided by examination and approval 

by the Board. 

In establishing the eligibility list the Board must adopt rules 

(which may be repealed or modified) calculated to secure the best 

qualified persons. They must provide for the examination of physical 

and educational qualifications, habits , reputation and experience. 

The Board must then print and distribute the rules for each examination 

which must be free for all citizens of the United States over 18 and 

under 55 years of age . The examinations must be practical and relate 

to those matters which fairly test the capacity of ' the candidates for 

the position they seek and may include tests of manual skill and physi

cal strength. The Board controls examinations and may designate and 

change examiners . It must also give preference points to honorably 

discharged veterans (Wisconsin State Legislature, 1969:1146-1147). 

It is quite revealing to discover that the recruitment process 

for police agencies in Wisconsin is predetermined to a large degree 

by laws enacted by the State Legislature. Police commissions do , 

however, have a certain amount of discretion in des igning the rules 

by the qualifying "loop-hole" which states that they may "repeal or 

modify rules." 

The Chief of Police as a community decision maker plays an active 

part by his influence with the commissioners on how the rules will be 

modified . The Chief should be aware that the first step in recruiting 

which should receive the greatest emphasis is that of attracting we11-

qualified candidates . The best selection procedures are of little 

value if the recruiting efforts fail to attract candidates of high 
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caliber. Studies have indicated that: 

A task as impprtant as the selection of police personnel 
should be approached positively; police agencies should seek to 
identify and employ the best candidates available rather than 
being content with disqualifying the unfit. The policy of merely 
elimina ting the least qualified results in mediocrity because it 
allows marginal applicants to be employed along with the most 
qualified. The benefits of a positive selection policy are seen 
in a lower rate of personnel turnover , fewer discipl inary problems, 
higher morale, and better community relations (National Advisory 
Commission, 1973:320) . 

The first responsibility then for the Chief to accomplish these 

goals is to inform the board as to what the job description encompasses. 

Search of material regarding a number of police department job descrip-

tions for patrolman varied from a few words to lengthy paragraphs . 

The City of Berkeley, California , examination announcement dated 10-20-60 

listed patrolman duties as including beat and traffic patrol, investi-

gation of crimes and offenses, performance of a wide variety of emer-
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gency services, and crime prevention activity (International City Managers , 

:A s soc ia t'ion, 1961:135). The City of Muskego, Wisconsin, in its 

standard Job Description and Qualifications for patrolman dated 

7-6- 71 lists the duties as: 

Patrol the streets and public areas of the City for the pro
t ection of its citizens, the safeguarding of property, the pre
vention of crime , and the apprehension and arrest of law violators . 
Investigate accidents , crimes and citizen complaints as directed • • • 
and initiate investigations of incidents occurring in the presence 
of the officer . Submit comprehensive reports of all investiga
tions and follow through in the preparation and prosecution of 
cases before the court. Cooperatively perform other assignments as 
directed by •• • supervisory officers (Muskego , Wisconsin Police and 
Fire Commission Rules 1971) . 

From the job description the Chief will be able to determine the 

level of desirable personality traits necessary to perform the job . 

The next step in the recruitment process is that of setting the 

necessary qualifications which will insure that the candidate has the 



capabilities to accomplish the job description objectives . Again 

reports indicate that there is a variation in the basic qualifications 

from one department to the next. 

In the same announcement of the Berkeley, California police de-

partment the following qualifications were listed: 

Applicants must be between the ages of 20 and 29 by the final 
date of filing, have -successfully completed the equivalent of 
2 years of college (60 semester hours) in an accredited college 
or university, have a Motor Vehicle Operator's License and a 
good driving record, be at least 5'9" in height \-7ithout shoes 
and have proportionate weight, be in good general health and 
physical condition, including uncorrected vision of at least 
20/40 in both eyes correctable to 20/20; with good color vision 
and have a personal history above reproach (International City 
Managers' AS,s.ociation, 19§1: l35). 

The Muskego, Wisconsin police department in the same commission 

rule listed a comparative set of qualifications as follows: 

Applicants must have graduated from high schoo l with a minimum 
average achievement and have completed 2 years of college (60 
semester hours), be a United States citizen , licensed driver , 
21 to 35 years of age, 5'8" minimum in height, minimum weight 
150 1bs. and weight comparal:He to he:/.ght according to F. B. 1. 
chart, and meet psychological and physiological standards 
(Muskego , Wiscons in Police and Fire Conrnission Rules 1971) . 

A t!uick review of the Berkeley and Muskego qualifications indi-

cates that they are quite similar and yet they are in a group of a 

small minority of police agencies in the United States tha t require 

more than a high school education. 

The (President's Commission on Law Enforcement and Administration 

of Justice, 1967:125) has stated that existing selection requirements 

and procedures in the majority of departments , aside from physical re-

quirements. (10 not screen out the unfi We must recogni ze the poten-

tial danger in this revelation. It i s possib le that one incompetent 

officer can trigger a riot, permanently damage the: reputation of a 
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citizen, or alienate a community against the department. It is essen-

tial, therefore, that the requirements to serve in law enforcement 

reflect the awesome responsibility facing our police. 

'The National Advisory Commission U973:334-335) recommends that 

every State should enact by 1975, legislat ion establishing a State 

commission empowered to develop and enforce State minimum mandatory 

standard for the selection of police officers. The suggested minimum 

standards are listed as: 

1) Age, with consideration given to l owering the present 
minimum age of 21 and to establishing a maximum recruitment age 
that reflects t he physical demands placed upon a police officer 
a nd the retirement l~bi lity of pol i ce agenc ies : 

7) PhYSica l health , strength, stature , and ability, "lith 
consideration given to the physical demands of police work; 

3) Character, with consideration given t o the -responsibil
ities of police offi cers and the need for public trust and 
confidence i n police personnel; 

4) Personality profile, with cons ideration given to the 
need for personne l who are psychologically hea lthy and capable 
of enduring emotional s tress ; and 

5) Education, with considerat ion given to the mental skills 
and knm~ledge necessary t o per form t he police f unc tion properly. 

The commiss ion should also es tab lish minimum s t andards that 
incorporate compensating fac tors such as education, l anguage 
skil ls, or experience i n exces s o f tha t required i f such fac tors 
can overcome minor deficiencies in physica l requir~ ents such 
as age, height , or weight. 

A study comparing the rela t ionship of he ight to job perfOl1manCe was 

conducted wi thin the San Diego Californi a Police Department and the 

conclusions reveal that caution should be used in dropping the mini-

mum height requirement below 69" . 

The results of the study indicated tha t although there is no 
Signifi cant difference in the ac tivity, arres ts , or sick leave 

~ .•.. "'." 
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usage of officers under 69 inches as compared with those officers 
69 inches or over, there is a very significant difference between 
the two groups in terms of the number of complaints, injuries, 
and police equipment accidents. Shorter officers are assaulted 
more frequently, complained against significantly more often, 
and are involved in more police equipment accidents than taller 
officers. In terms of cost effectiveness, the shorter officer 
is more expensive to the department and to the city (Hoobler and 
Mcqueeney, 19~3: 48). 

The report indicated that the officers under 69 inches in height 

made significantly more arrests than officers 69 inches or over and 

the results for sick leave show that officers under 69 inches do have 

4% less sick days than officers 69 inches and over in height . These 

two factors could significantly offset the cos t f ac tor of the other 

tests that indicated greater negative behavior for officers under 69 

inches in height. In fact it would appear that the under 69 inches 

officers are more productive and thus more valuable to the department. 

Other recommendations propose that police agencies should take a 

pos itive approach t oward recruiting college-educated applicants. 

Minority group applicants should also be actively recruited as police 

officers in order to foster better community relations. Highly quali-

fied app l icants in minority groups are often overlooked because of 

minor deficiencies in height or weight and because they have not 

been actively recruited . 

After the desired qualifications have been established the next 

step is t o attract the maximum number of highly qualified candidates . 

Usually candidates in this category are in wide demand by industry 

and other police agencies. Consequently, the pay , working conditions 

and benefi t s should compare favorably wi th those available i n other 

occupations (Wilson, 1972:252) . In using the public media, publicity -

should be directed t o all places which might be expected to yield 
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competent applicants. Recruitment should not be reRtric t ed to the 

local community because such restrictive provis ions may deprive the 

city of the services of the best availab le manpower and constitute 8.n 

obstacle to eventual professionalizati.on. On the other hand, care 

should be taken not to recruit from a larger area than is necessary . 

Distance will depend on the expected number of qualified candidates 

and the realistic ability of candidates t o afford the expense of 

compe ting. The alternative would be to give screening tests in 

communities near the candidate's home . 

The amount of effort devoted to recruitment should relate to 

the estimated number of employees needed, the anticipated difficulty 

of the examination and the conditions of the labor market. Attrac tive 

examination announcements should be prepared and pos ted at strategic 

l ocations throughout the community and wider area to be recruited. 

In addition, radio, television, theaters, t h e Pres s , billboards and 

direct contact methods should be utilized (International City Managers 

Association, 1961: 133-134). 

The Selection Process 

The selection process is an importan t r esponsibility that shou ld 

rece ive the greates t emphasi s in the discharge of administrative duties . 

We have stated previous ly that wi t hout a solid r ecruitment foundation 

the selection process would be inefficacious . Concomitantly, the re

cruitment process would be wa sted if the selection proces s was not pr o

fes s ionally performed . The competence and integrity of candidates 

appointed to the force will determine the quality of police ser vice 

fo r years to come. The principles that only the best candida tes mus t 

be considered for selection, and that any doubts about a candidate ' s 
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qualifications must be resolved in favor of the department should be 

strictly adhered to (Wilson, 1972 : 259-260). 

Carefully selected police personnel are the foundation upon 
which successful police administration is built. When a depart
ment fails to function properly, the cause is found in Hs low 
entrance standards or inferior or improper selec tion methods. 
Because of the enormity of the task of policing a community, it 
is necessary to emphasize the fact that the best human material 
in the country is none too good for the police service (City 
Managers', 1973). 

That statement, made over 40 years ago, is still true. The 
importance of recruitment and selection cannot be o~eremphasized . 
A police force is only as competent and effective as its personnel 
(National Advisory Committee, 1973:320). 

Through the proper selection and socialization of police personnel 

the total amount of control in a police department can be greatly de-

creased because the need for guarding against deviant behavior is 

reduced. Various studies indicate that 8 small increase in selectivity 

often results in a disproportionately large decrease in the investments 

required for formal control. The primary reason for this is that a 

high percentage of deviant acts are committed by a small percentage 

of the personnel ; therefore, if these members are screened out, the 

need f or formal control declines sharply. In summary, it could be 

said that the ineffectiveness with which a police organization selects 

its personnel is proportional to the amount of effort needed to main-

tain the level of control considered necessary (Whisenand, 1971 : 165). 

The effectiveness of selection involves a number of other pro -

blems and in particular the prob l em of deciding what stage of matura-

tion is mos t desirable . It has been said that mens' lives are shaped 

and perfected in four developmental stages: firs~ they are born and 

endowed with basic native intelligence and biological predispositions; 

second, they receive a general education which refines their intelli-

. ~ :'. ,.- ~ 
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gen(~e ; third . :::beTe is !.ll.' ''c i~l education r'1hich prepares them for Il career j 

nd fourth , they g!'in r 'ractit' Cll mtperien~e !>y ~·lOrking ~lithin their fie ld 

of employment . The decision as to what stege i n th~ devc lopn~ntal process 

to hire !,olic e pa.tl:<>lmen 11' excc'2dingly difficult . The ideal situ~tlon 

would b13 to determine through jf)b analysis t he preeic(.' omount of t ech

nical tra:isdng Md ()xperience t hat is re.quired Bod then hire the best 

m,.".ln aVllll~ble . This in g'>.Cit'ral has b'l:~n t he Amcrlcan philosophy and 

pOl ley of sel~c t ion in eO'Termnent 8E'X'vi.ee . Analysi::: of this prnctice 

h~"e"er. ht'! ho~}n tha 

of qualified ce.ndi.dLl t e,s . 

it I)rcoscnta sone c!nmbacb; in the ~v:lilabiHty 

If the ilc l ec; tion h mads after.: men have 31 -

n ' ady fhown f' 

rendHy be wil 

the chgnc.c '0 

nhilHy t o £'llcceed in an n8()\.1~cd career. t.hey will not 

ng to tr.l'Ir.lIsf{)l:' to ano ther ctll:ael.· wi t h l1.ttle r lll' Ynl"d and 

succecs doubtful (Commis~lon of Inquiry, 1935:38) . 

1'be 'IlJ.!!jol"ity of pollee dep21"tment.G ha.ve in the past !lnd :are con 

tinuing to hire pcrr.ollrlp.l f't the completl.C)[1 of the aecol'ld and third 

t'lgez of d'lvelopment: but few . i ny. concentrate their effort on 

hirinl> tcnteE who h~.ve ~om!')l~i:ed. 11 f our steges of development . 

Th~ Police Admi.ni€'trator shoul d take a posi tive approach to selecting 

th hest poss.ible olice administ1"'ators have a fa ir 

i dea 0 th.? kin o f .candidat" t hey (I. not wsnt. hut f!!w have expressed 

selection t1tivc tcr-me . The.re are u n~her of aual i -

t ies tbat ~re essentia.l for the ss t isrnctory performance. cf the police 

function . Bec<J.use he WOl.-lt:.; with pBOp Ie , (I patrohnan muat lilee pcoole 

and be ab le t o relate with then.' i tl a calm and dignUic.d u::annerj h., 

shoul d b~ emotionally s~able 

equipped f<>r police work, 

courageous Dud firm , tcrope~&Aent311y 

bias or p!:ejudic.e. . In addition 



he should be able to exhibit a forceful person~lity Rnd Rhould be 

poised with well-developed powers of self-expression . Because of 

temptation, his character and reputation must be beyond reproach. He 

must also have the innate intelligence to learn, retain, rea son rapidly 
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and e.ccurately and to adapt quickly and satisfactorily t o cha nging and 

emergency situation~. And fina 1 l y, of the greatest importance, he must have 

a kpen sense of loyalty to the orgpni71'tion (WEson, 1977. : 260). 

Within the selection process a number of steps must be t aken before 

the fi11l1l choice can be made. ThE' v~rious ex.1minl'_tions end testing 

mus t necessarily be eva luated in t~rms of expediency, overal l costG 

and fairness in the elimination process . Most departments find it 

more expedient and~ss costly to administer the written intelligence 

test for job related abilities first. Standardi7cd achievement t ests 

are preferab1e; and correlate highly with educational I3chievement with 

a passing mark generally coinc iding with the scores of h i gh school 

~raduates at the uoper qua.rtile (Hil son, 197/: 263) . 

The physical agility teEt i s usually given at the same tilne as the 

written . This test should only be used as a qualifying step and should 

not be over-~veighted for scoring in the final results. Many departments 

feel that a thorough medical examination can determine those who are fit 

and training can i ncrease their agility . 

The next stP.p for many department s in Hinconsin in an oral tnter

viet7 before the BORr d of :Oolice Corrmissioners . A 40'70 we i ght is usually 

given to t his part of the ~xamining process . nro?erly conducted this 

Dhase can reveal many personality t raits that can be helpful in deter

mining the candidatps f i tness for the ;ob . 



A small percentage of police departments utilize professionally 

conducted psychiatric and psychological testing as the next step in 

the selection process . The argument heard most often is that it is 

too expensive and difficult to justify in terms of concrete results . 

This is a fallacy that can result in miss ing a most important segment 

of information about the candidate which could be even more costly 

after he is hired . 

The next steps of character and background investigations of the 

candidate are probably the most important steps in the selection 

process . Emotionally unfit, poorly adjus ted, dishonest, or otherwise 

unqualified applicants are generally discovered by this technique . This 

is a task the police are well equipped to do . No person should be ap

pointed \o1ithout a thorough investi?at ion of his character and background 

going well beyond a routine check of fingerprints or police records . 

With the facts obtained through the background investigation, a per

sonal interview by the appointing administrator as the final evalua

tion can reveal a true picture of the candidate's character and be a 

dec i ding factor in whether to hireor not . 

The final step and probably the most important in the selection 

process is the probation period . During this time, ideally for one 

year, the recruit may be summarily dismissed without a hearing . Up 

to this time the testing and investigating have served to select 

potential candidates who are likely to make good officers . The rea.l 

test now begins to find out how the candidate does as a working officer 

under actual fire line conditions . Evaluation by training officers, 

field supervisors and fellow patrolmen become the final analysis as 
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to the candidate's fitness to become an officer (International City 

Managers', 1961:149). 

Studies indicate that between 10% to 15% of recruit officers 

are dropped during probation . The foregoing lengthy and thorough 

process of recruitment and selection should by all criteria i ns ure 
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the hiring of police officers who are extraordinary in their psychological 

and physiological makeup , but even with all the safeguards the news 

media reports almost daily about police officers who have tainted the 

image of the police profession. The decision to select or not is an 

enormous responsibility and requires the talents of the highest caliber 

police administrator . 



CHAPTER I V 

THE COMMUNITY DECISION-MAKERS 

Community Structure 

The structure of government throughout the United States and 

within. the State of Wiscons in vaiies from jurisdiction to jurisdiction . 

Administrators of police department s are referred to as a Chie f of 

Po lice, Director of Police , Superi ntendant of Police or other title 

~lhich has a military implication . 

For t he purpose of this s tudy the term Chie f of Police or Police 

Ch i ef wi ll be used to indicate the top police administrator (dec i sion 

maker ) in a police departmen t . 

There are three predominan t forms of muni c ipal government found 

throughout the United States , i . e ., the city-manager system, the strong-

mayor sys tem and the weak-mayor system . The relationship of the Chief 

of Police t o the execut i ve head in each of these systems is slight ly 

different . 

The principal difference between these f orms is the method 
of selection of the executive head . Most mayor s are se lec t ed by 
popular e lection and ss a result often feel that they must ref l ect 
public opinion to a grea ter extent than a manager . The disadvan
tage of the strong-mayor counci l form •.• is that there is no assur 
a nce in most situations that the mayor will have even a minimum 
level of Qualifications . The advantage of the system is that the 
strong mayor has comp l ete executive contro l during his incumbency . 
When the mayor is competent, the system is probab l y superior to a 
c ity manager form of gover nment in ~lhich t he manager i. s of equa l 
competence . 

The advantage of the c ity-manager system on the other hand , 
is that the average level of competence of managers is probably 
superior to the incumbent i n the strong-mayor system because of 
selection standards ~"hich can be imposed upon an appointed office _ 
but not on an elect ed office in government . The disadvantage of 
the city-manager concept is that the manager is often forced to 
keep h imself in check to satisfy a majority of councilmen , .. • 
(Wilson, 1972:17, 18) . 
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Cha in of Municipa l .<\uthority 

A clarifica t ion of the concept s trong-mayor f orm of government 

is in order a t thi s point. I t re fers to a mayor who is a strong 

executive and manage s the busines s o f the munic i pality usually on a full-

time bas i s . The ,leak-mayor f orm of government on the other hand is a 

combination of an e l ected mayor as the f i gurehead and an appointed ad-

mini strator who manages the business of the municipality. 

As varied as the forms of government in the United States are, 

t he methods of appointing the Chief of Police ar e simi l ar ly varied . 

In the ma jority of States the State and Municipal Laws give t he Mayor 

or City Manager the authority to appoint and remove the Chief of Folice . 

Under these systems the Mayor or City Manager is the immedia te super-

visor over the Chie f of Police and the Chief report s directly to him 

and not to t he City Council . Al though t his system does place the Chief of 

Police at the mercy of an elected official , mos t systems have the saf e -

guard of making remova l contingent upon the approval of the ma10rity of 

the City Council . 

The State of Wisconsin handles t h i s safeguard by granting the 

power of appoin tment and removal of the Chi ef of Police to a Boerd 

of ? o l ice and Fi r e Commissioners . 

The board shall appoint the chi e f of pol ice and the chief 
of the fi r e depar tment, who sha l l hold t he i r off ices during 
good behavior , subject to suspension or remova l by t he board 
f or cause (Wisconsin State Legisla ture , 1969: 1146) . 

Although the Board of Police and Fire Commissioners has the authori t y 

to hire and remove the Chief of Police and approve appointments of 

subordinates , they do not have any control over the operation of the 

department . The Chief of Police answers only t o lawful written orders 



of the Mayor or City Manager depending on the form of government. 

This system of government structure 1n Wisconsin gi ves the Chief of 

Police wide latitude in the o~eration of hi s dcoartment and the 

"decision-making process ll affecting its operation. Fri edrich (1964:3) 

noted that: 

The ~'1ord "decis ion" has ofL"tte, COme to play R large part in 
the vocabul ary of moral and political di scourse. lie defines the 
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term "decisf.on making" as personal responses to ,mat is regarded as a 
prevalent soc ial situation and t o the efforts to critica lly explain 
and evaluate thnt situation, whether the latter be real , imagined, 
or n bit of both . 

I t t'1Ould be helpful nt this point to delimit the range of pheno-

mena under consideration when we speak of decis i on-making at the police 

agency level . Included ~ re choices made by ActorB within the agency 

among alternative goalF rel~ting to t he maintenance or modif ication of 

the agencyls function and invol ving both the cncy and the community 

it serves . That these dec i sions are choices sugg~st s that they mus t 

not be dictated entirely by demands of the situation; there must be 

left open n minimal ntmmer. of a lternatives from which it is possib le 

t o choose. The principal decision-maker in a police agency is the 

Chief of f ol i ce and deci sion making by other Actors within the agency 

are influenced heavily by the policies of the principAl decis i on 

maker. The distribut ion of the power s.tructure in this decis i on-making 

process thus follows II hier archical des i gn. 

Thera are a number of in f luencing app~ndages which can be con-

Eidered when discussing "decision-making" as a theoretical approach: 

~, leadership , ooinion6, and infl uence are considered as central 

to the discus s ion in this raper. 
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Clark (1968;45, 46) views the conception of power from three 

distinet orientations! 

1. Individualis.tie .. Focuses on the degree to which a single 
actor within at sodal relationship achieves his desired goals; 
neglected are othel:' actors, as well 8S the structure of the 
system within which the action occurs . 

2. D;iadic - POl,fer is conceived primarily as a relationship 
between two actors, where one is able to effect a change (in 
activity, belief, or sOlIlething else) in the second actor. 

3. Systemic'" Power is the potential ability of an actor or 
actors to select, to change , and t o attain the goals of a 
social system. This orientation emphasizes that power is a 
system - related property not readily transferable to another 
arena . 

In all three orientations power is restricted to the "potential 

ability" of actors to bring about changes in the system. The Chief of 

Police realistically should function ,.,ithin a systemic orientation 

of power in his decision making. His decision-mnklng ~nll also follow 

an authority approach which foeuses on hierarchical authority .patterns, 

S syDI!1etrical vertiele role relationships betl-1een sub- and supet'...actors 

(Clark, 1968:47). 

Leadership 

Dedsion-maklng also implies leadership as an important personality 

trait in earrying out its functions . The variety of personality traits 

Which a leader may have 1s the same as that of any other group member, 

except that the leader usually has a higher rating on eaeh "good trait" . 

.' 
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Most authorities would agree that traits such 8S intelligence , enthusiasm, 

dominance , self"confidence, social participation, and equalitariani8tl1 

are frequently found to characterize leaders (Hare , 1962:292) . 

Bonner (1973:7-9) posits that there are three major attributes 

to successful leadership: Competence, courage, and cO!!1passion. 



,. 

1) Competence is reflected in the demonstration of both technical and 

moral ·excellence exhibited to subordinates and members of the community. 

The leader must also let his abilities shine through as he participates 

in community activities. Competence finally does not imply a static 

condition but requires a renewal of the leader's knowledge through 

various forms of continuing education. 2) Courage is present not 

only in the sense of valorous conduct in the face of danger but the 

courage of the leader who can overcome f ailure and continue to try 

until he succeeds. 3) Compassion, which implies a genui.ne interest 

in others to the extent that the well-being of other people, is put 

before the leader 's own personal safety. advancement, or comfort. 

Hare (1962:293-294) identified five functions which he fe l t were 

common to leaders of all groups: 

1) Advance the purpose of the group; 

2) Administrate; 

3) Inspire greater activity or set the pace for the group; 

4) Make the individual member feel secure of his place 

in the group ; and 

5) Act without regard to his own self-interest. 

Hare and Bonner have defined adequately what traits are necessary 

to make an effective leader. However, Bell, Hill and Wright (1961:6) 

present a different approach to the study of leadership and decision

making in their discussion of types of leaders. They indicate that 

most studies that bear upon public leadership can be classified as 

emphasizing one. or a combination of five approaches to leadership: 

1) positional or formal leadership, 2) reputationsl or nominal leader

ship, 3) social participation. 4) personal influence or opinion 

-25-



leadership, and 5) eve~analysis or decision-making. 

Police Chiefs 'Would be classified as being in the category of 

positional or formal leadership. This approach is one of the most 

direct ways of locating leaders. All that is required is to select 

those persons Who occupy important organizational positions, leader-

ship roles as higher civil servants or political appointees. 

Opinions 

In making their decisions most l eaders will certainly bring their 

personal opinions into play. An individual 's opinions are but one of 

a number of consistent and regular forms of behavior Which characterize 

him. From these consistencies in his behavior others infer the indivi-

dual's personality. Personality Is known 88 an inferred construct to 

Which men ascribe certain dynamic properties, such 8S striving, adapta.-

tion , defense, etc. Opinions, like all behavior. both constitute part 

of the data from which personality Is inferred and are in turn a func-

tion of personality (Smith, Brunner. and White. 1956:29). 

Opinions, like any other form of complex behavior, are 
involved in a pattern of consistency. They reflect the man's 
style of operati)1g. When we speak of " the expressive nature 
of opinions" we refer not to any need for expression, but 
rather to the staple fact that 8 man's opinions reflect the 
deeper- lying pattern of his life - who he has become by virtue 
of facing a particular kind of world with a particular kind of 
constitution (Smith, Brunner, and White 1956:38). 

The influence of opinions on the decision-making process will 

then reflect the orientation of the Police Chief when he makes a 

decision in the selection of personnel. The type of pe.rson he se lects 

will have been predetermined by his opinion of what constitutes the 

ideal poliee officer . 
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Influence 

The effect of II influence" as an appendage to the decision-making 

approach can be viewed as the amount of resources available to the 

person making the decisions. His influence will. determine the amount 

of power and authority he can bring to bear in gaining agreements 

with his decisions . 

Clark (1968:354) recognizes, for exsmp1e that: 

'''We conceive of ' influencing the outcome of decieion-making 
(or more generally, "achieving results in interaction") as the 
most general form of a phenomenon, and in all cases based on 
access to some form of resources . Frequently these resources 
ean be directly used to sanction (pos1.t1vely or negntively); 
here the Q,ctor possesses power to directly control outcomes. 
If this power (control) is legitimated-,~e understand it to be 
authority. If it is not legitimated (as in an "unauthorized" 
threat or use of force or restraint) we havecoerc1on and 
deterrence. " 

Among the most important of these resources are those to which 

a dec:1sion-maker has acoess by virtue of his incumbency 1n an iost!-

tutlona1ized status or office. This is called the resource of author-

ity". the legitimated "right" of the incumbent to make binding commit-

ments regarding policies and the directing of the activities of his 

subordinates. The activities of suc·h officials genernlly center on 

the application of positive sanctions such as hiring, promoting , pay 

raises, commendations and the allocation of funds, etc. But there is 
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always the right of appl ying negative sanctions for noncompliance with dirac-

tives of those in positions of authority (Clark, 1968:353). 

Most decision~king officials operate in a realistic MOrld. not in 

the "perfectly infotmed world of traditional economic theory. Therefore, 

even though it, is assumed that they make decisions rationally. there 

are l~its upon their rationality. Downs (1967:75) listed 8iz reasons 

for this inadequacy: 

" .. 



1) Each decision maker ean devote only a limited amount of 
ttme to decision~king: 

2) Each decision maker can mentally weigh and consider only 
a limited amount of information at one time; 

3) The functions of most officials require them to become 
involved in more activities than they can consider simultaneously ; 
hence, they must normally focu$ their attention on only part of 
their I118jor concerns, while the .rest remain latent; 

4) The amount of information init ially available to every 
decision maker about each problem is only a small fraction of 
all the information potentially available on the subject; 

5) Additional information bearing on any particular problem 
can usually be procur p.<d, but the costs of procur ement and utili
zation may rise r apidly as t he amount of date i nereoltses; and 

6) Important aspects of many problems i nvolve information 
thDt cannot be procured ~t all, especially concerning future 
events ; hence many decisions must be made in the face of some 
ineradicable uncertainty . 

In order to overcome these shortcomings the decision-maker 

should take advantage of every device and technique at his di·sposal. 

Joint participation in decision~king appeared as early as 1933 in 

the Hawthorne exper~nt at the Wester~ Electric Company. Research 

demonstrated the tmportance of treating WOrkers as individuals and 

helping them resolve their personal as well 8S .1ob related problems 

in order to achieve l118Ximum satisfaction and output. Continued re-

search in this area has shown that employee. do more and better work 

when treated 8S associates rather than as subordinates (International 

City Manager's Association. 1961:161) . · Wise Police Chiefs recognize 

the importance of joint decision-making in the formulat ion of policy, 

rules and regulations, and operating procedures. Subordinates who have 

a voice in detennining t heir working conditions will voluntari~y consent 

to strict controls. 
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In the selection pr ocess most Police Chiefs take advantage of 

IiIss:Letance frOill th,e1r administrative staffs. Investigators are 

assigned to make extensive background checks on candidates. Recoomenda

tions are solicited from staff members who have taken part in the 

selection process. How the majority of police agency decision-makers 

take advantage of the available devltl'es in selecting their personnel 

will be discussed in the findings of this paper. 
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CHAPTER V 

METHODOLOGY 

Survey Design 

As a part of the information needed to give meaning to this 

paper it became evident that a survey instrument 'l<lou l d he needed . 

The. instrument was developed in the fonn of a Questionnaire to he 

sent to 89 Police Chiefs in tVl scoosin communities with a population 

of 5,000 or more persons fiS U.sted il'l. the 1972 State of Whconsin 

Department of Justice report on Crime and Ar~est (1972: 151-152) . 

In designing the questionnaire it t4'as decided that information ~1Ould 

be solicited that ~ilould gi<re the researcher some basis for comparison 

of relationships between variahleSin the selection and deciston

making processes of police agencies . The questionnaire examined 

six areas of interest: 1) General information about the pottce agency 

nd communi.ty. 2') Entrance qualifications for Patrolmen, 3) Testing 

procedures, 4) Compara tive desirab l e personality traits,S) Scaled 

desi.rable attributes , and 6) Opinioons of decision-makers (Police 

CM.efs) regar ding the ir department s. 

The cent ra l tenet of t his paper and the six areas of the 

quest :l.onnaire were found to be de.pendent upon a clear unders tanding 

of two central constructs: Ii The job descr iption for a police officer. 

and 2) The desirable personality traits needed to perform effectiveJy 

as a police officer . II survey of tme liter ature reveals some funda 

mental basic :l ob descriptione and personality traits for police officers. 
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Basic Job Description for Police Officers 

The primary duty oia Police Officer is to be of service to 

every citizen of a community and its guests . The service rendered 

is persollal 1n nature and of the highest order, requiring sterling 

qualities in the individual who performs it. More specifically de

fined this servlce consists of four def:i.nite functions as follows: 

1. The protection of life and property - By meAns of preventive 

patrol Qf beat areas . responding to ,and sati sfying complaints or 

cal1s for assistance . and the performance of selective crime and 

accident prevention tasks. 

2. l-1aintaining peace and order .. By means of effective i.nter .. 

venHon and control of situations ~~hich are disruptive t o the indi 

vidua l and community . 

3 . The enforcement of laws and ordinances - Through observa

t ions. investigations and sc ientific identification culminating in 

the arres t and prosecut ion of violators. 

4 . Promote and malrrtaln cOlllllunity relations. Through pos itive 

interaction with all citizens acting i n concert as a part of the 

connunity instead of apart from it . More specifically . the police 

officer must be an information center for referrals and other re

quests for assistance . 

It can readily be noted that the demands of the job for a police 

officer di ctate that certain essential behavioral attdbutes are 

required for s.ucces8ful performance. 

These attributes and their releted .1ob tasks have been analyzed 

by the research team of Baehr. Furcon. and Froemel (1968) duri ng their 

psycho l ogical assessment of patrolman qualifications in re lation t o 
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field performance under a grant to the Chicago Police Department. 

Their findings (1968) indicate that it is essential for a patrolman to: 

1. Endure long periods of monotony in routine patrol yet 
react quickly • •• and effectively to problem situations observed 
on the street or to orders issued by the radio dispatcher •• • ; 

2 . Gain knowledge of his patrol area, not only of its 
physical characteristics but a~ so of its normal routine of 
events and the usual behavior patterns of its residents; 

3 . Exhibit initiative, problem-solving capacity, effective 
judgement, and imagination in coping with numerous complex situa
tions he is called upon to face, e . g., a family disturbance, a 
potential suicide, a robbery in progress, an accident, or a 
disaster • • • ; 

4 . Make prompt and effective decisions, sometimes in life 
and death situations, and be able to size up a situation quickly 
and take appropriate action; 

5 . Demonstrate mature judgement as in deciding whether an 
arrest is warranted ••• or where the use of force may be needed; 

6 . Demonstrate critical awareness in discerning signs of 
out-of-the-ordinary conditions or circumstances which indicate 
trouble or a crime in progress; 

7. Exhibit a nunmer of complex psychomotor skills. such as 
driving a vehicle in normal and emergency situations, firing a 
weapon accurately under extremely varied conditi~ns, maintaining 
agility, endurance, and strength , and showing facility in self
defense and apprehensions ••• ; 

8 . Adequately perform the communication and record-keeping 
functions of the job~ including oral reports, preparation of formal 
case reports, and completion of departmental and court forms; 

9 . Have the facility to act effectively in extremely 
divergent interpersonal situations. A police officer constantly 
confronts persons who are acting in violation of the law, ••• 
Re is constantly confronted by people who are in t~ouble or who 
are victims of crimes. Besides his dealings with criminals, he 
has contact with para-criminals, informers. and people on the 
border of criminal behavior. At the same time, he must relate 
to the people on his beat -- businessmen, residents, school 
officials, visitors , etc . His interpersonal relations must 
range up and down a continuum defined by friendliness and 
persuasion on one end and by firmness and force at the other; 

10. Endure verbal and physical abuse from citizens and 
offenders ••• while using only necessary force in the performance 
of his function; 
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11. Exhibit a professional, self-assured presence and a 
self-confide nt manner i n his conduc t when dealing with pffenders, 
he pub lie, and t he courts ; 

12 . Be capable of restoring equilib r ium t o social groups , 
e . g ., restoring order in a family fight, in a disagreement between 
neighbors , or in a clash be tween riva l you t h groups ; 

13. Be skillfu l in quest i oning suspected offenders , vic t i ms , 
and wi t nesses of crimes' 

14. Take charge of s i t ua tions ., e . g ., a: c rime or accident 
scene , yet not undu ly a liena t e par t ic:i.pants or bystander s ; 

15. Be f1 exib Ie enough t o wor k under l oose supervision ..• 
and also under t he direc t super vis i on of super i ors in situat ions 
where large numb ers of officers ar e required; 

16 . Tolerat e s t r ess in a multi t ude of forms , such as 
mee t ing the violent behav:l.or of a mob, arousing people i n a 
burning buiJ:ding , cop ing with the pressures of a high~speed 
chase or a weapon being fired a t him, or dealing wi th a woman 
bearing a chi ld ; 

17. Exhibit personal courage in the fa.ce of danger-aue 
s ituations wh ich may r esult i n seri ouB injury or death ; 

18. Ma intain objectivity ~.,hi1e dea ling with a hos t of 
"specia l interest" groups , r anging f rom r elat ives of of fenders 
t o members of the pr ess ; 

19 . Maint ain a balanced perspective in the f ace of constant 
exposur e t o the worst side of human nature; and 

20. Exhibit a high l e.vel of per sonal i ntegr i ty and e t hica l 
conduc t , e . g ., r efrain from accepting bribes or "favors" , pro
vi.de impartial law enforcement, etc . 

From this analytica l s t udy of essential behaviora l attr i but es 

for police officers a working modeJ of desirab l e pe r sonal i ty traits 

for poHce officers which wU l ">be used as a working definition to 

develo~ our ques t ionnaire and compar e its results may be extrapol at ed . 
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TABLE 5.1 

Model of Desirable Personality Traits for 

Police Officers 

1. Intelligence 

a) Native ability to learn 

b) Empirical and educational knowledge 

c) Common sense - (street sense) - adaptibi1ity 

2. Psychological Stability 

a) Emotional control 

b) High stres s threshold - courage 

c) Maturity in judgement - tact - decision making 

3 . Physiological Qual ities 

a) Positive image - physical appearance 

b) Phys i cal agility - average or above 

c) Strength and endurance - average or abO'l€ 

4. Social Characteristics 

a) Ethical behavior traits 

b) Personal integrity and commitment 

c) Social interaction skills 

.. 
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Uttl hin,g t he above definitions of the job descr:!.ption and 

desir.able pcrt1dnality traits for police officers 1.n conjunction 

wI th t he Reports of the President ' s Commission ( 1967) and the 

National Advisory Committee on Criminal J ustice Standards at!ci 

GOllls (1973) a s basic refe rence points . working definitions for 

the various sections of t he ques tionna1.re were developed: 

~ra~£e Qualificat~ons for Patrolmen 

The answers t o 12 que.stions under this section were utilized to 

."core hip.h or ~ standards o f ent rance qualifications as fo llows' 

1) Education 

Low Atftnd.ard .. 121th grade or below 

Hi.gb. standard ~., above 12th grade 

Th~ de.c:i.s i on t o define high standards as eQUcll t:i.on above the 12th 

grad~ t;fIUl based on t.he foregoing commission and cOtll!llittee. rec(lmr:nenda~ 

tions that ent ranc ua lifications should be s minimum of two years of 

college a nd by 19S1~ they should be l."aised t o f our years of co llege . 

Their l."esear<:h indicated tha t a high school education was no longer 

adequate for the efficient performance of a police officerta 1ob . 

2) Minimum Age 

LON standard '" 21 or over 

High standard '~ bel ow 21 or no spec ifi c: ag~ 

The definit ion of high standard f or minimum ng(! b e l0t1 21 or no 

pecific age \fat) based on the criteri.n of flex ibi 1:f. t y t o be ab Ie 

t o hire mature police officers be l ow age 21. The a ge ma j ority for 

the S tate o f Hisconstn i.s now set a t ag.:>. 18 . 

3) Maximum Ag~ 

Low st.;ltldard "" be low 35 years of age 

High standard ~ above 35 or no limit 

•••• ,j. 
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The definition of high standard for maximum age above 35 or no 

limit is basedalso on the criteria of flexibility to allow experienced 

officers from other departments throughout the country to compete for 

lateral entry to a department. 

4) Minimum Height 

LO~1 standard. = 5' 9" or above 

High standard = below 5'9" or no requirement 
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The definition of high standard for minimum height below 5'9" or no re

quirement is based on the same commission and committee reports that 

recommend a lowering of the height requirement or eliminating it com

pletely.Their justification for this rationa le is based on studies 

that indicate no existing relationship between police officer job per

formance and height. 

5) Maximum Height 

Low standard c specific limit 

High standard ~ no specific limit 

The definition of high standard for maximum height of no specific 

limit is based on t he criteria of flexibility in hiring practices. 

Artificial · barriers tend to screen out many otherwise qualified candidates . 

6) Weight 

Low standard = specific weight 

High standard ~ no specific weight 

The definition of high standard for no specific weight is also based 

on the criteria of flexibility. Weight should be proportionate to the 

body build and each candidate should be screened according to his 

agility and appearance. 
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7) Eyesight Requirement 

Low standard = rigid ~7ithout variance 

High standard = flexible with variance permitted 

The definition of high standard for a flexible eyesight require-

ment with variances from 20-20 vision permitted is based on the oommis-

sion and committee reports that their studies reveal no existing rela-

tionship between police officer job performance and eyesight. The 

perfection or corrected lenses negates this barrier . 

8-12) Minori ty Hiring Prac tices 

Low standard := No answer to would you hire a particular minority 

High standard Yes 
; 

The definition of high standard as "yes" for the question , I 

~ » . 
would you hire a particular mi nority is also based on the commission 

and commit tee recommendations that police agencies should give special 

considerations to hiring minority candidates in compliance with the 

recent civil rights legislation. 

Entrance Testing Procedures 

The answers to eight questions under this category were utilized 

to score high or low standards of test ing ; 

No answer = low standard 

~ answer = high standard 

According to the previously selected frame of reference all eight 

methods of testing were recommended t :i.n order to insure the highest 
\ 

level of applicant screening . 

Comparison of personality traits • Using the four personality 

traits from the basic model. a comparison scale was designed to compare 
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each trait agf.l.i.nst e'lery one of the thr<le othel.' traits , The instruc

tions asked each deci sion~tilakcr to indicate \-1hich trnit h~~ felt was 

most desirahle in ser()c!"I ing patr.olman 8!)plicants . Aaspers to the 

comparhon questions ~Jil1 be tabulat~d to determine th~ degree of 

des1rability for each of the tt"aits compared . 

pesirable attributos interval nmldng sc~le - AU twelve t raits 

j .n the personality model we·rc used to develop thifj Deale . Dec ision 

n~~kers were a sked to grade (HICh trAi t according to their opinions 

regarding the relative impol"t~lnce of eac h trait in the selection 

of persons for t he ""osi tion of patrolman . Etlch question was des igned 

to solicit II gr.ading along ~n equal interval conti.nuum from 1 t o 11 , 

,,;1t.;h 1 hei~g lE'.Jlst important nad 11 be ing most important . 

d ecision-makers 

depar tmens:r; - An{",'ers to 10 questions wer e solicitec1 i n t('ntlS 0 

tha adequacy or. inode:quacy of cC?l"tain i ssues regarding the pol:f.cc 

department . The r~spondents wer/" glv{m a choice of el~~ responses 

for each Question , rangi'lg from h igh ly inadequate to highly adequate. 

Th~se ques t ions t ... ere designq,d to be u sed for testlng 8. number of 

r el ationships betwoe.n. variables . Other variables needing definition 

uere : 

S{)l<'11"Y M 1:he meAn of 68 starting SH,lnrie6 tnt€! comput(;d fit $8 ,722 per 

annum. 1'1::0 sa lary categories of high and low l1el:e ~8tabHshed 

falling on each side of the mc'ln. 

COtIm:llltlity si:z;(!. .. The mean of 68 (~ornr.tunity popUlations was computed at 

25,473 . Only 18 conm1Uoities had populati(.ne ltn·ger than t hi s melln and 

in order to obtain 8. be tter d istdbution of the c ases it ~"a8 decidGd 

t o divide the large ~nd small conmunities at a logical breAking point 

.. hich would distribute the O.:1!ml) l c i n t\010 nearly e.q\.tal ptlr ts . Large 
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communit ies were determined to be 1) 13 ,000 population and over, 

2) $200 , 000 minimum a nnua l police budget, and 3) a mi n i mum of 18 

sworn officers . Through t his differ entiation 33 communitie.s wer e 

grouped a s l arge and 35 cOtl11lunities as small. 

The development of t he questionnaire and its results dictated 

that a limited number o f stat istical tests were possible . A decision 

was made to t est the ass ociation b etwee n five specific var iables 

and t he variable (size of community) . The specific 

be t e s ted a gainst t he va r i able ( size o f COtllllUllity) are ~ 

1) Salary; 

) Entrance Qualificat ions f or Pa trolmen ; 

3) En t rance Test ing Pr ocedures for Patro l men 

v,ariabla.s to 

4 ) Desirable Personali t y Tra1,ts for Patrolmen , and 

5 ) Adequacy o f Physical Facilities . 

The dec i sion t o investiga te one var iable (s i z e o f cOIlIllunity) 

i n r e la t ion t o the above cri teria was cons trained by time a nd the 

limi ta t i ons of t he survey instrument . 

It was also decided that additional assoc i ntion t es t s 't>lOuld be 

made between the fo U oning variab les : 

1) Entrance sa lary and adequacy of qua lifi ed cand i dates ; and 

2) Budget allocations and communi t y suppor t. 

The chi - square (X2) t est of independence will be used t o establish 

the probab i li t i e s of any such tlssociations bett?een the stated ver i.ab l e s . 

T t is recognized that the chi"'square te.s t is a pp licab I e only v1hen 

- .:> 9-

samples are randomly auo independently allec ted. In addition , t he 

chi-square table is valid only vIhen each expec t ed frequency is no t smaLl 

(mf.nimum, 5-10) , according t o Mueller , Schuessle r, and Costner, ( 1970 : 437 ) . 
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CHAPTER VI 

SURVEY FINDINGS AND 'RESULTS OF STATISTIC~L TESTS 

Questionna.ire Significance . 

Questionnair.e re turns \'ler e grat i fying \·yith 68 Police Chiefs re.,. 

sponding for a 7~"t. r eturn. Table 6.1 shows 11 comparisort of the uni-

ver se and lH'1mpl c popula tions and the relationship o f t he percent of 

t he departments responding t o the percent of population represented. 

TABLE 6. 1 

COHPARISON 01<' UNIVERSE AND SAMPLE "POPULATIOHS 

-
Popul at i ons Percent of Univerec 

Size of Communi t 1.es Popt.11aHon 
Community Universe Saulple Responding Repr~sented 

80% 76% 
Large 1,505, 28/~ 1,145,504 N=33 -

73% 83% 
Small 338,09/1 3?4,Ml N=35 

-

Totals 1,893,378 1, 470 , 145 X",76.%5 X=79.5% 
, ,-- -- - - - _ .. - ---.. ~-- .... - --- _. ----~ 

It can be readily observed that the percentage of the communities 

responding shm·,s a corresponding relationship with the uni verse popu~ 

lations represented. The total sample population (total population of 

comroun1t ::!.es responding), represented 79 .5% of t he population universe 

a.nd the cOO!lnun1t:l.es responding represented 76.5% of the cootnunities in 

t he universe . the difference between the c01'rIIIUnit ies responding. and 

the population t'epresented h le$19 than S" . 

Q!.stribut1.on of Population .fl nd . Ar ea Sen-ad. 

The population and area servl.ced by the 68 responding departments 

varie.d wi.deJy as illus t ra t ed in Table 6.2. 



TABLE 6.2 

POPULATION AND AREA SERVED BY NUMBER OF DEPARTMENTS 

Population Interv,a l 
Population Square Miles Number of 

Served Served Departments 

5,000 to 10,000 174,796 285 24 

10,000 to 20,000 287,790 363 22 

20,000 to 40,000 448,059 275 15 

40,000 to 80,000 214,500 65 4 

80,000 and over 345,000 108 3 

Totals 1,470,145 1096 68 

It sbould be noted tthat 46 departments in the population range 

of 5,000 to 20,000, or 67% of the department ,s responding, serviced lit 

total population of 462,586, which t'epresente 31% of the total sample 

population of 1,470,145. In comparison , 22 departments serviced a 

population of 1,007,559. In other words, 46 departments exist to serve 

a population approximately the she of Waukesha County and half the 

area of said county. 

The Presidents' COOIIlission Report titled The Challenge of Crime 

in a Free Society (1967) affirms these facts in its recommendation for 

the coordination and pooling of poUce services: 

The machinery of law enforcement 1n this country is fragmented, 
complicated and frequently overlapping. America 1s essentil!llly a 
nation of small police forces; each operating independently within 
the limits of its jurisdiction. 'l'be boundaries that define and 
limit police operations do not hinder the movement of criminals, 
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of course. 'l'bey can and cio take advantage of ancient political and 
geographic boundaries which often give them sanctuary from. effective 
police aetivity (1967:119). 

Personnel Salaries. Strength, and Poliee Costs. 

'l'be mean entrance salary for patrolman was found to be $8,722 per year 
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with a low of $6,096 and a high of $11,624. The total' number of SWOrn 

officers represented was 2,261 and the t otal number of patrolmen was 

1,528. Using the universa l measuring instrument "number of S,"70rn 

officers per 1,000 population" , the study sample indicates that the 

mean strength is 1.5 sworn of ficers per 1,000 population. In comparison 

to t he national average of 2.0, Wisconsin police departments according 

to our sample are far below the national average (Kelley, 1973:163) . 

There is fmpressive evidence that in many cities there are 
too few policemen. The current po1iee-popu1ation rat.io of 1.7 
policemen per thousand citizens obscures the many differences 
from city to city, and region to region (The President's Commi s
sion Report)Tbe Challenge of Crime in a Free Society , 1967: 106) . 

Table '6.3 shows the number of police officers per 1,000 population, 

and the police cost per capita, according to five categories of 

population. 

TABLE '6. 3 

NUMBER OF POtICE OFFICERS PER 1,000 POPULATION 

AND POLICE COSTS PER CAPITA 
-

Population Interval Sworn Oftiearlll Patrolmen 
Per 1.000 Pop. Per 1,000 pop _ 

5.000 to 10,000 1. 76 1.24 

10,000 to 20,000 1.56 .98 

20,000 to 40,000 1.17 . 92 

40.000 to 80,000 1.6 1.1 

80,000 and over 1.32 1.01 

Police Costs 
Per Capita 

$22 . 62 

21.15 

20.55 

23.89 

28.11 

Table 6.3 shows a distribution with the smaller and larger commu-

nities having a greater number of police officers per 1,000 population 
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and the medium sized communities havlngthe smallest number of officers . 

The 80,000 and over interval would Illost likely show a higher number of 

officers if the interval had started at 60,000 and inc l uded Q larger 

sample. The distribution of police officer. also shows a relationship 

to the cost per capita . 

Table 6.4 shows a similar distribution of ~olice officer s as 

reported by The Federal Bureau of Investigat ion (1973:163). 

TABLE 6 .4 

NUMBER AND RATE OF POLICE OFFICERS 

PER 1,000 INHABITANTS BY POPULATION GROUP 

Population Group 

Number and Over 100,000 50,000 25,000 10,000 
Rate of Offic·ere 250,000 to to to to 

250.000 100,000 50,000 25 ,000 

Number of 
125,193 25 .170 28,422 28 ,058 34,142 Police Officers 

Officers Per 2.9 1.8 1.6 1.6 1.5 1,000 Inhabitants 

Rate Range 1.3-6.6 0.9- 3.3 0.3-3.9 0.2-6.8 0.1-5.1 
. . - '----.~.~-.-- - - -------- -~- -- - -

Relationship of Patrolman Entrance Sala!>, to She of Community 

Under 
10,000 

27,765 

1.7 

0.1-9.6 
- - - --- --- ---- -

The results of this test and the follOWing chi square relationship 

tests were obtained from the Marquette Computer Center. As previously 

discussed a salary mean was computed ~nd a high and lOll salary was 

designated for each side of the mean. This variable and other spe-

cific variables ware run a8~lns>t the singular variable usiz. of 

cOIIIIlunity." In addition computer results were obtained for re lation-

ships between a number of other variab les. 
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Testing Design 

Ho: There is no relationship between the entrance sailary of patrolmen 

and the s he of the cOIIIIIunity . j.. 

Level of measurement = Two nominal scales. 

Model III Independent sample (N ." 68). 

2 Level of significance = . 05 (X ~ 3 . 841 ) 

Degrees of freedom '" 1 

Chi- square cOmputation "" ( X2 ",},( £0 .. fe ) 2 

fo ~ frequency observed 

fa = frequency expected (in parenthesis) . 

TABLE .6 . 5 

ENTRANCE SALARY VB . SIZE OF COMMUNITY 

Coromuntty size 

Entrance Large Small 
Salary 

its fa 24 (69%) 11 (31%) gb fe (17) (1.8 ) 

fa 9 (27%) 24 (73%) 
Low f e (16) (17) 

Total 33 35 
-~ ~---~--.---- .-~- ---- --~------ ------.--- - .. - . . -

X2 OIl 11._5494 df .. 1 p "" ....::::::. 0020 

Total 

3S 

33 

68 

Since the co~ served value of chi ~ square i a ~ 3 . 841 the null 
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hy.potbesis is rejected at the .002 level of probability and it can be said 

that there is a significant relationship between size of salary and the 

size of the community . The ftncling of significance is even more important 

because of the small sample and the percentage differences. :1e . , 38% more 

l arge conmunities had a high entrance level salary than small comnunit1!ils . 

IThia is a null hypothetis which is used for s tat istical convenience to 
state that ther.e is no .li f:[e r cmce 0, l'elaUonship between given variables 
being studied . and i s r e1ected at a given level of s tatistical signi.ficance . 

~ ",!, •• '." 
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!t!lpUQ1'l$bip of Entrance guaUf'JeaHons teStes of CO!!Illun;U:y. 

Aa previously defined, the answers to twelve questions were 

utilized to score n high or 1~1 standard of entrance qualifications . 

The anSWer to each quest:i!!n wa$ given '* 1/12th score if positive so 

that the total possible sco:r:e for each set of 12 questions could be 1. 

By eont1"~.tJ.n$ t.he value of the questions, the, entrance qualifications 

... were run n~ one unit of mMlsulfemel\t for each eOfllllltmity. A score of 

7/12 or higher was tabulated lliS high entrance C!uelifi.cations and 6/12 

or less as 10't>1 entranc~ quaHfteat1ons. 

Teetin& Design. 

No: There 11> no relationship between the ent!rs.nce qualifications fo!,' 

i?atrolman and the size of community . 

Level of meaemrement !Q Two nand.nal scales. 

M~del ... Independent s.am~le ( N .,. 68 ) 

Level of signiflee.nce Q .05 (X2 '" 3.8.41). Degrees of Freedom'" 1 

TAJ.\U: 6.6 

ENTRANCE QUALIFICATIONS '16. SIZE OF C(}}\M1illITY. 

Entr<'tnee Cotmrunity She 
Qo!.tl lfica t!.ons ......... -

St.andards L~il:g~ Small Totnl 

High 2S (50%) 2.5 (50%) 50 
(24.26) (25 . 74) --

LOf~ 
8 (45%) 10 (55%) 

(s .n) (9.27) 18 

Total 33 35 68 - -

. _____ ' __ ~_:.1~2L~ df 1 p .75 

Since t.he observed va lue of chi-square h ~ 3.84 

the null hypothesis CSfl.Mt b" t'eject~(l. The indication i.a- th.:tt no siSElf:-

ficant reiati<)o£l-hip e:dst!l bat'l-1ee.n entra.nce qunl1f:tcations and s ize of 
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community. There is, however. a small percentage difference of 5% in 

the pred.icted direction withStMll communities having lO't .... er standard 

entrance qualifications then laoc-ge cOlllll.Unlt:1es. 

Relationsh.ip of Entrance Testing Proeedure$ to She of Community. 

'nJe answers to eight questions relating to the types of examina-

tions were utilized eo solicit yes or no answers. Again the answers 

were contracted in order to test the eight questions as a group in 

relation to the community size. 

Testing yesign 

Ho: There is no relationship between the entrance testing procedures 

and the size of community . 

Level of measurement • Two nominal scales. 

Model ... Independent sample (N ... 68) 

Degrees of freedom • 1 

Level of significance'" . 05 ( X2 
c 3.841 ) 

TABLE 6 .7 

ENTRANCE TESTING PROCEDURES VB . SIZE OF COMMUNITY 
- ~---. -~---- .-. . --.-- ~ ------- - ------~---~--

Community She 

Entrance 
Testing Large Small Totals 

Standnds 

High 26. (52%) 24 (48%) 50 
(24 .26) (25. 74) 

Low 1 (39%) 11 (48%) 18 
(8.73) (9 . 27) 

Totals 33 35 68 
---,. ~-~-

X2 .., .905 df .. 1 p .. c:::::: . 32 



The observed value o~ ehi..square is 3.841 at the .32 

\ 
level of sigrtificance, therefore, the 1.111.11 bypothes.i.s cannot be re ... 

jeetcd. TheTa is no $t.ntisH~a1ly significant relationship hettleen 

ent:ran~c testing procedures \a~d the size of commun~.ty . .Aga;.n. 8tt~n" 

timl is directed to the pel."e~ntngo indication that Inrger cotiJllunities 
\ 

GhO~l a prof;lensity to have h:f.gl;ler entrf\IlCe testing standards. 

Relationship (),f Pernon31ity Trait.s to Size ,of Ccrmlln1.u:,. , 

As 1.ndieated prav.1oltsly, the' personality traits intelligence. 

physical abiUty, psychological \9t\llb :t11. t."Y. and eonmunity relatiotla 

were cOl.ttpared against ench othe:\"1 tl"t\it, recutting in a possible 
\ 

high ecore of three choi.ccs for ekc\h trait. Table 6.8 ~hO'Ws how 

the large ~llld small coo:munity decisipl1. make.r s scored each of the 

trOlits . 'tl0 chi-square test was pos~~ble because the frequencies 

were too low. 

Table 6.8 portrays haw the 68 po\l~ce chiefs viewed t he impor-

tal1Ce of elleh personality trait whell t'h~y were cOl'llpared against eaeh 

othar. Psychological stability received ' the. highest numbat" of 100% 

comparisons (3 sellectiens) and the highe~t total of ( ad :3 times se" 

lecten) when compared with the other thr£\el traits. Therefore, the 

results 9ugge$t that the decision maY~rG ~elected psychological sta-

bility as the meet impor.t&nt attrihu.t e; 1nt:~lligenee AS seeond; com .. 

munity relations third; and physical ability \last. 

It is interesting to not~ that 48% of: ~l~e large co..:r.munity de .. 

cisiof\!ll8ker& selected the foregOing sequence\ ~f impo1"tllnce for 

personal:tty traits and 28'Z,of the small comnu4:t'\t y decb:!.on makers 

se lee ted the sam.e sequence. 
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TABLE 6 . 8 

PERSONALITY TRAITS COMPARED AGAINST EACH OTHER IN 
TERMS OF MOST DESIRABLE ATTRIBUTE FOR PATROL~N 

Number of Times Selected 

Personality Community 0 ,1 2 3 
Trait!J Size 

Large o (50%) 6 (30%) 20 (56%) 7 (58%) 
Intelligence 

Small o (50'%) 14 .(70%) 16 (44%) 5 (42%) 

Totals 0 20 36 12 

Large 19 (49%) 11 (46%) 3 (60%) o (50%) 
Physical 
Ability Stru!lll 20 (51%) 13 (54%) 2 (/+0%) o (50%) 

Totals 39 24 5 0 

-
Psychological 

Large. 1 (50%) 5 (42%) 6 (33%) 21 (58%) 

Stability Small 1 (50%) 7 (58%) 12 (67%) 15 (42%) 

Totals 2 12 18 36 

Community Large 6 ( 55%) 19 (59%) 8 (50%) o ( 0%) 
Relations Small 5 (45%) 13 (41%) 8 (50%) 9(100%) 

Totals 11 32 16 9 
-----.. --.~--~---l.-_~__'__ ___ .. . ~ . . _ L..-.. ____ " __ _ __ _ _ . . _._------_.- - . --" 

_ ____________ •• __ ~ l. _._. . . .. J .. 

Relationship of Physi.ca1 Facilities to Size of Community: 

Totals 

33 

35 

68 

33 

35 

68 

33 

35 

68 

33 

35 

68 

The questinn asked of the decision make.r r espondents was "How do 

you feel about your physical facilities'?" Answers were solicited along 

s range from highly inadequate to highly adequate . 

Testing Desigq, 

Ho: There is no relationslHp between the adequacy of phys:tcal 

facilities and the size of community. 

Level of measurement ex Two nominal scales . 

Model'" Illdependent sample (N + 68) 

:, 
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Degrees of Freedom = 1 

Level of significance OIl ,05 (X2 .. 3 . 8.41) 1 

TABLE .6. 9 

ADEQUACY OF PHYSICAL FACILITIES VB. SIZE OF COMMUNITY 

- - . -

Communi ty She 
A __ ._ 

.' - -... -~ ._--, 
Physical Facilities Large Small Totals 

Adequate 20 (64%) 11 (36%) 31 
(15.05) (15.95) 

Inadequate 13 (36%) 24 (64%) 37 
(lL ~5) (19.05) 

Totals 33 35 68 
-

x2 ,.. 5.815 df '" 1 p .. -=::::- . 02 

Since the obs er ved va lue of ~hi-square is~ 3 . 8~1 the nu ll 

hypotheds is re.1eeted at the .02 level ofprobabUity and it can 

be said that there is a significant relationship between physical 

adequacy of the facil ity and the size of the community. Again the 

strength of the relationship is also indicated by the percentages 

~j.ch show the degree of r elationship to be quite significant. 

Relat ionship of Starting Salspy to Adeguaey of Qualified Candidates: 

The question was asked. "Are sufficient nUl!lbers of qualified applicants 

applying for the position of patrolman with your department'? " Answers 

were solicited along an interval range from highly inadequate to 

highly adequate. 

Testing Design: 

Ho: There is no re11tionship between the starting salary of patrolmen 

and the adequacy of qualified candidates . 

Level of mea.surement "" Two nominal sC4les 

IThe value of chi-square is the criterion value of 3 . 841 at 
.05 level of significance. 
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Mode l ~ Independent sample (N ~ 58) 

Degrees of f r.eedom e 1 

Level of significance"" . 05 (X2 <= 3 .8l~1 ) 

TABLR 6.10 

ADEQUACY OF QUALIFIED CA~TDIDATES VS . STARTING SALARY OF PATROLMEN 

• -~ ~ 

Starting Salary 

Qualified 
Candidates High Low Totals 

Adequate 
27: (58%) 19 (42%) l~6 

(23) (23) 

-
I nadequate 7 (32%) 15 (68%) ·22 

(11) (11) 
-. --

Tota l s 34 34 68 
- -----

X2 '" l! . 298 df ". 1 p "" -C:::::::::: . 04 

Since the observed value of chi-square is -:::::";'3.841 the hypo-

thesi.s is rejected at the . 04 level o f probability and it can be said 

that there 1$ a significant rela tionship between t he s t arting salary of 

patrolmen and the adequacy of qualified candidates. There were 16% more 

communities with high starting salaries ~10 reported an adequate n~er 

of qualified candidates than those cOlIIIlUnitics with low starting sal. 

aries . It is significant to note that 68% of the departments who had 

an inadequate number of qualified candidates applying for a position 

as patrobnan also had low start ing salaries . 

Rel~t1onship of Conmunitv Support to th~ AdeQuacy of Police De.partment 

Budget Appropriations . 

Two questions were aaked of the police department decision makers; 

1) How do you view your cOUIDUnityg support for the d.epartment? 

2) How do you feel ahout your budget apPl'opriation.s? 



Answers were solicited along an ordinal range from highly inadequate 

to highly adequate . 

Testing Design 

Ho: There is no relationship between the adequacy of community support 

and the adeauacy of budget appropriations for the police department. 

Leve l of measurement = Two nominal scales 

Model = Independent sample (N = 68) 

Degrees of freedom = 1 

Level of significance = .05 (X2 = 3. 841) 

TABLE ;6. 11 

ADEQUACY OF COMMUNITY SUPPORT vs. 
ADEQUACY OF POLICE DEPARTMENT 

BUDGET APPROPRIATIONS 

Community Support 

Budget Adequate Appropriations Inadequate 

Adequate 15 (65%) 8 (35%) 
(14 . 88) ( 8 . 12) 

Inadequate 29 (64%) 16 (36%) 
(29 .11) (15 . 89) 

Totals 44 24 

X2 ... . 0038 df = I p '" -=:::::: • 95 

Totals 

23 

45 

68 

The null hypothesis for Table 6. 11 cannot be rejected with 

a low chi-square value of . 003. The indication is that no signi-

fican t relationship exists between community support for the police 

department and the adequacy of the police budget. It is interesting 

to note that 64% of the decision makers responding felt that they 

had adequate community support and at the same time 66% of the 

decision makers felt that their budget appropriations were inadequate. 
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J-l ersQ1\ality Characteristiclil 

The questionnaire solicited an inte.rval grading from a low of 1 

to n high of 11 f or 12 charactedstics. Table 6.12 aholifi thB Qrder 

:to whieh they ranked from the highest to the loveGt and the mean score 

of each f rom 68 responses . 

TAln~E 6.12 

INTERVAL SCALE RANKING OF PERSONAL CllAR..A..CTEi!lS'l'ICS 

Rnnk 
No . 

1. 
2 
:) 

4 
5 
6 
1 
8 
9 

10 
11 
12 

Person(11 Chare.c tm:i.st i c 

Honesty, loyalty ~nd commitment t o the team 
I Ability t o control emotions in difficult situations 
Nuehle or innate ability to lurn 
Tact 4 t1cl maturity in making decisions 
C01'OIl1On SCn lle L:nOlv .. how cOtllllOnly ealled (street sense) 
Courage under fire with t\ higb stre.llS t hrechold 
Y..nowledge .gnined thrc,ugh e:{per if!llce and education 
Ab!. Uty t o inter act ~,jl th Various social gx:'oups 
Be11avior confortll1ng to ethical standards of society 
Spartan-image ~md pletlS'an t. phyt»ical appearance 
Highperfonnnnee ill physical agility 
High level of endurance ltnd extraordinary stre.ngth 

Mean of 
Rank.ed Scores 

10.39-1 
10.059 
9. 691 
9.647 
9 . 471 
9.324 
8. 165 
8. 750 
8.632 
6 . 868 
6.088 
5.603 

I t is interesting to l'lote that psychol ogic.al stability ranked 2. 4 

llnd 6 and intelligence ranked .at the 3, 5 <lnd 7 at the top , while social 

ehar3etsriati~s ranked 1. 8 t;nd ~ and physical attributes rAnked 10. 11 

tlnd 12 with the lowa$t sc;or6S. Th1$ is the GtmlC ranlting as previously 

report~d when persoMl:l.ty traits were cOIllpared aga inst each other. 

021n,101:1':;1 of !l!ctsfon tw.lters 

tnd1.ngs as 111ustrttted in Table 6.13 were solicited f't'om 9 qucs -

t1onsreg.rditl6 how the Police Chieh fel t about oertain itHlUes re.-

luted to their department. 'the ans-ners l"at13ad from highly inadequate 

to bighly iuigqul.\te . A meart Deore of 4 or higher i'd(licates an opinion 

of adelluacy in answer to the questiort . 
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Key: 

Rank 
No. 

1 

2 

3 

4 

5 

6 

7 

8 

9 

INADEQUATE ADEQUATE 

Highly Inadequate = 1 
Inadequate = 2 
Somewhat Inadequate+3 

Somewhat Adequate = 4 
Adequate = 5 
Highly Adequate = 6 

TABLE 5. 13 

OPINIONS OF DECISION MAKERS 

Question Asked 

Ho'w do you feel about the overall performance of 
your personnel? 

How do you feel about your entrance qualifications 
in terms of screening obt undesirable applicants? 

How do , ou view your community's support for the 
department? 

Hml1 effective are your testing methods in discov
ering the most qualified applicant? 

Are there sufficient numbers of qualified appli
cants applying for the position of patrolman 
with your department? 

How do you view the size of your department in 
terms of meeting the efficiency level of a pro
gressive large metro police agency? 

How do you feel about your budget appropriations? 

How is your allocated manpower in relation to 
accomplishing community expected program objectives? 

How do you view your physical facilities? 

Mean of 
Ranked Scores 

5.001 

4 . 641 

4.64 

4.58 

4 . 38 

3. 97 

3.87 

3.67 

3.42 

The opinions of 68 Police Chiefs reflect that they rank the overall 
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performance of their personnel more than adequate even though they indicate 

that they have inadequate budget appropriations. inadequate manpower to 

meet efficiency levels of larger metro departments and inadequate physical 

facilities . The majority of these decision makers felt that their en-

trance qualification and testing methods were adequate to attract qualified 

candidates for the position of patrolman, however they indicated that the 

number of qualified applicants applying for the position was just barely 

adequate. 
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CItAP'l'ER VIl 

INrERPnETA~ION OF FINDINGS 

The resu lt s o f this raaenxch study r eveal thtlt there io a definite 

need for e'JaluAtion of the T.1.lH Enforcement structure and mach inery 

in the State of \-1isconsin. 'l'h"!. 68 \.Jisconsin Polic.e ngcncies respond

ing to the questionnaire. i.ndicated by thei r anst<1crs that t hey are t o 

n large degree t'eprosenttltive CJ'{8mples of t h e Natiomll Advi so r y Com

micaion on Ct'i.mi n:-l1 Just:fee, Stand~rde. nnd Go~ls (1973) and the Prc:;li 

dent's Commission on Low Enforcement and Adm;'nistration of Ju.st i c e 

(1 ) t'P'ports that our notion compos ed of sn~ll polic e forces , 

ch oporating independ tmtly withirt confined i llrisdictionf:. Thic 

phenomnnon is substantially i n strum.ental in creating €i fl'&gmente(!" 

incH:! at end fr"QU~Ilt: ovcr .. J.apping sy stCSll of IB~,r en'forc ement in 

this country. 

Wisconsin Dolice s h3ve indic~ted in their questionnaire 

t they not in fn~~r of consolidnting services on e ither 

regional or county basis . Surve.y resul!:s , in Tabl(;! 6 . 2 ~ sho,", that 

,,4 <lgonci-e!:: (35'7., of the comple) :::C'rvod populations of lo('c tha.n 

10 , 000 person The :rcluct~ncc of thi s nat ion' s sm.:1ll communi ties to 

rasuon o "N~tf.ona 1 Advir.o:::-y Stancmr ds a nd Goa Is" has been related 

directly to the same bllSic tear s of the Gady American Colonists re 

garding a tyr anical strong central government a nd overpowering Stat 

or Fcdm:al ooHce Agencies . Small communities in Wisconsin are gen

erAJ.lv controlled by pArt- time political figu r es t'1ho expound horn~ r u le 

nd c ommunity con t T.'o l over thei r police f OrC{19 . The poli tica l body ex 

ercises this cont r ol over its police agency hy m:c:ms of budg~t appro!?ri

tiona which er e unr;!fllistic and i n most c~se s hinder th~ efficient 

~ , .. '." 
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opera Lion of the po l 'i.ce dcpf\rtm{mt. 

Hanpo'Jcr requi:r.ementlil , whi.c.h make up 90% of po lief! agency budgets , 

arc a ffected mC'st serious ly by unrt:~eli F; t1c budget: eontro l R. Small 

d(>p3rtm~n.ts s u ffel" to <' gl:'cater degree clue t.t' stlk"lll community tax 

buses which reBu l t in t:hc. i nflbilHy to support ?do{]u&tely sttl ffed 

nd equ i~J?ed agencies . Cons~<luently . sma ll po U ee sgenc it'b's as n~ 

ported in this eU1·"oy, h~we confl1.stent ly lOil1Cr cntl"llnCe 1111 1axies which 

show p significa nt relationship to the .r..dequ8cy of qualiHed candtdl!l.tM 

applying fox l'tltrolrnna pOflt1:ions. Surveyresll1 ts i nd i cate that 68% o f 

ehC' d£Dartme'l ts ,,!hich hRd inadequate number s o f a HUed candida t e G 

Rpplying for 0. position Els p.<ltroltJeln a160 had l ou starting 'Ialariea . 

sm.'lll police agendes that are f aced with the prob lem of .qttr.rtct

tag qua lifi ed cand idate fl find that t hey mus t comprom1. s() '(:heir entr nl'lce 

qualifications to insure t hat an e.d-equate number of persons wH 1 m'ilte 

:lpplicution. Thi~ study revealed th,at 26% of the departments report ing 

had 10\1 oVilrall -entrance qu .. .>.lH-Lcations and only 12'7. of the department s 

responding required additional educat i on beyond high school . 

he 1 0il en trance qualifica tions also r e flec t the ntt:1tudes of the 

individuals in politico.! pO\'1er . They rationalize that if entrance 

qua lif ications ar e lO\iler the sa 181.')' demands ~~i 11 a Iso be l ot .. er . 
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,.>olice union negotiators on the o the r side . consistontly use high entrance 

que lific ations :mch aa educ~tioll t o justif~T their requests for higher 

sala~iQs a nd educational iacentive fr i nge benefit s . 

,'oUticill lead~rs arc reluctant to spend municipal funds to t r ain 

police officer s \vhen they reuHze tha t better trained officers t,lill be 



able to demand h i gher salaries. This factor however, is balanced by 
) 

the knowledge that the municipality is complying wHh th .. ~ Occupational 

Safety and Health Act (OSHA) which requires that an employer must 

train its employees to perform their job safely. Well trained police 

officers are also added insurance for the governmental entity when it 

is faced with malpractice suits brought against police officers in the 

perfonnance of their official duties. Police agencies, and in parti-

cular the small er agencies, face a difficult uphill struggle to con-

vince their political l eaders that the highest standards in the re-

cruitment and selection of police officers a re necessary for the 

ultimate benefit of the entire community.l 

Low entra~ce qualifications appear to have a direct influence on 

the level of testing standards. In the testing process the majority 

of departments responding indicated that th ey required a written I.Q. 

test; and only ten departments indicated that they did not test fo r 

job related skills. Physical agility tests were co~ducted by 50% of 

the departments, where a decade ago it was common for most police 

agencies to place a heavy emphasis on physical testing. This appears 

to reflect a deemphasi z ing of the importance of p~ysical at tributss. 

An encouraging factor was the indication that 50%, of the departments 

required psycho logical examinations that were profe ssionally adminis-

teredo All departments reported that they cO:J.tinl .:~d to make thorough 

background checks on each app licant. In the overall testing process, 

31% of the small departments had low testing standards as compared to 

lThese are personal observations by the w-citer who can comment 
professionally in this area as a Police Chief familiar with local 
government operation" . 
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21% of the large departments with low tel:lting standst'ds. 

Entrance qualifications and testing procedures ~!1nong the Wisconsin 

depal'tments reporting revealed that approximately $0% could be rated 

as utilizing all the professional instruments available to them in 

the selection of their personnel. The larger departments as Il group 

had higher entrance and testing stand3.rds than smaller departments . 

II surprising result in this study was the 10'11 comparison r.ating 

given to the personality trait of phYSical characteristics . Both 

large and small cotnmunitif!s rated this trait almost identical in the 

number of times it '<18S aelected above each of the other tra its of 

intelligence , ~s\ychological stability and community relations. No 

community decision-maker selected this trait over all of the other 

treits when compared against each of them and 58% of the conmunities 

did not select physical agility over even one of the other traits as 

indicated in Table 6.8 . 

When physical agility was brokeR dOWll into three personal 

characteristics classified as: 1) spartan image, 2) agility perior" 

mance, and 3) endurance and extraordinary strength, and rated along 

an interval seale, the three characteristics had the lowest mean 

scores as shown in Table 6.12. 

These findings. somehow. do not coincide with the amount of 

emphasis that is placed on this trait under the selection process 

sections of most police administration books . It is cOlllDonplace 

for most police departments to set stringent height requirements at 

a minimum of 5 feet , 8 inches or 5 feet, 9 inches . Presumably 

there is a psychological advantage for taller and bigger men as their 
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imposing appearance may make it necessary for them to resort to force 

less often. SOllM? depart.ments U8e a !"hysical agility test in addition 

to iii pbysical examination and they reason that good coordination i.8 

necessary for the pollce officer'6 job J)erformancc t:lnd should be 

demonett'"::!ted (International City Managers' Association, 1961: 177). 

that~ 

Wilson (1972:261), stresses the physical aspect when he states 

• •• the t"eCl"uit must be physically and organicdly sound; he 
muet: be young and of auitabl'il size; he must have str ength . 
energy, and agili ty; and his spe~d, endurance, ~nd coordina
tion must be adequate to deal with law enforcement or r escue 
operations that are physically demanding. 

Perhaps the decision makers reporting in this study were look1.ng 

at the ideal type when they e~pt'essed thair feelings about the per-

SOt:l!!1ity tt'aits thllt I1re most desirable. They were probably express-

iog a professiona l stereotype image of what the most desirable per" 

sonsUty traits should be while informally still recognizing that 

marginal physicaUy fit candirlateB would be disqualified early in 

the selection proceaG . 

The controversy regarding the importance of physical attributes 

in the selection of police officers will continue for some time to 

come. Studies by the San Diego. Ca lifor-nia. Pol1ca D.zpart'tOOnt and 

Catherine Milton s t ress opposite v1e,~oints on this subject. See 

"Women in Policing ." ThiB Darticular segment of the selecHon process 

should be the object of future research studies , and eopecia lly in 

view of the l"eccnt relAxing of entrance qualifications as t hey 

pertain to £emale police officers . 

The most notable results t hat seemed to surface repeatedly 

. =-i':"~:" -='~"""" p It'"- ,.,..., .~ . .. , l'" p--£;' 
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thr.ou.ghout the research study centered Rt'(>und the evidence that large 

communities had much higher standards than &mRller cOlllmunities ,.,hen 

comparisons between a number of vl!Iril'ibles were made. Larger dep8t't~ 

m03r:'1ts served a largel' total population God larger area with less du

plication of effor t And fragmentation as illustrated by the statistid 

cal results sho~"illg 67% of the deJ)tlt'tments serving lenA than one third 

of the stu.dy's sample population end the remaining 33% of departments 

serving two thi.rds of the samph popl.!l8tlon composed of cOlmIlunitie.s 

ovet' 20 ,000 1'opulation. Departments between 20.000 rmd 50,000 popu

lation were ab~e to operate with less 'IlIGI1POW<!t' 'per 1.000 population 

Ane showed {I concomitant lower t:ost of operation p~r capita . Larger 

depal'tmentG as a group hllc highet· budget I\Pfll"Opritttions for recruit~ 

ment and selection. C)imdldates l1re attracted to larger dep.'1rtments 

beeause of higher st.arting saluriea and promotional opportunities. 

The statistical re~lUlts of this . tudy revealed a $ignificant rela

tionship between starting ealary and commu.nity size wit.h larger 

cOI'lll'mmitie& overwhelmingly showing lB.rge.r starting 581(1ries. Tha 

study also reported a si.gnificllllt relationship between aVftilable 

qualified candidates and the st&l:.:ting salary.. Larger departments 

r.eported It significantly greater number of qualified candidates than 

smaller communities . 

Larger departments throttghout the study were able !;o project a. 

better 1mnge than smaller departments as evidenced by the fact tha t 

there WltS a significant relationship between community $h;a and 

adequ:.\cy of physical facilities with larger dep.nrtments reporting 

mora adequate facilities by a margin of 2 to 1. 

~-~ ~ 
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The significcmce of large VtlrSus small departments soems to 

focus i n on f;he hasie r.eality that amall popul~t:ion/) cannot sl.!l>port 

polic e or for that matter any other municipal services as adequately 

BO largel" cOtmmnities \qith a wtder tax base . This ie supported by 

the pa!'t of this study 1ithich asks the Police CMeh how they viewed 

their departmentesbe tn terms of meeting the effi.c1ency levels of 

llt'ogl'essive lat'ge metro police agencies. Of t he large departments 

reporting, 7Cf1. indica ted that tho size of their de.ptl1:°tments ,.;ere 

adequllt<e t .o JIilaet these ef.fici.ancy levels o.s compared to 40% of the 

$mal ler depar tments which indicated an ~dequnte response to t he same 

question. In Sllite of all the evidence pl'esent~d for improvedeer · 

vices through consolidatiOnJ smaller dep81.'tment chi.efa ironically 

reported ovenrhelrnil'l.gly t hllt they did nf)t fe-vor consolidating 

police s(JIl;"vices witb a county 0;:- regi onal poUC'e l.lgency 0 

The i?l'eddent I IS Cot'tlill.seion on Law Enfot'cr:a.nent and Adm:I.nis tration 

of Justice (1967: 3) addresses tbh problem succinctly i n reporting that; 

As. Americe has grown a.nd policing hus b$come correspondingly 
complex, the existing law enforcement system has not always been 
altered to meet the needs of .a mechanized ~nd metropolitan society. 

Ovei" the years , the proliferation of independent .tnd for the 
most part, local !)olicing uni t.s bas led to an overl;,lpping of 
r esponsibilities 4nd a duplica tion of effort , causing problems 
in polic.e adminis tra t i on and in the coordination' of efforts to 
apprehend criminals, 

Small communities continue to ignore t he overwhobnirtg evidence 

thl'!: t larzer police agencies haye the eaj>ability to pr.ovide a higher 

l.evel of police serville at a 1 0¥J/~t coat to the tax payer. The small 

community decision makers oxerdGing ~egd authorH~ (as distinqui ~hed 

by Max Weber) refuse to acknowledge that , they are unable to provide 

-
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adequate police 'Service to t.heir cOUInuni.ties. The cohesiveness of 

this small group interaction creates a communi ty pride th~t will not 

alloH the decision makei:s to ad1!11t: that t horo is It better way to 

provide police servic~. there (.Ilso exists among those itl. authority 

an fi lvtmfi.\nt of fGa't' that they will los e contro l of the cnforCetn00t 

element of t\:tei ,,,.. govermnent . It Is :ll-guad that, 1:m311 town locally 

cont1;'olled pOlice officers "'t'e closcr to the !,eo~lo and understand 

the ir problems . this iB :.1 fallacy becnusa l.'1rge police agenc1eucan 

provide the same. close h;:ten~etion by utilizing the !'Team P.olicing" 

concept which emphasize s assigning the sams officers to the sat lie 

beat area on e. continui.ng basis tlnd further iSt rcss(,'>~, that e.!cn offi

eel' strive to become a n integral part of h is destgn£lted community. 

'rhe overa ll evidence as presentsd by the connission l'~ports i.s clearly 

weighted in favor of some t ype of consolidntiull of police service$. 

As decis i on tllilkers it: does not flPpellT tha t the majority of police 

chiGfs in this state are factng u~ to the problem as reported in 1967 

by tht Pr esident's T4!sk Force (It' as recommend9d in 1973 by the National 

AdviG01"y Committee on Criminal Justice St~lld8rds and Goals. However, 

the blame should not be placed on th~ 'police alone ss this problem 

tntUlt be faced by all segments of the popu lation. Changes in govern

ment serviee will come about only when ,the tax burden becomes unbear

able and tho people demand that t hl"d.r public offic1..a ls find solutions 

to the diletilll8. 

Much researdl r amahm to bt: done in this area of upgt:ading police 

services through the !.mprov~nt of tbe scleet:l.on proce$£<. This study 

has not begun to scra tch tho surface of the wealth of information to 

't·· 
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be obtAined hy well designed in depth r f)search studi'~s . 

There is available an abundance of stathtical data within the 

records of numerous police ageneies throughout t hra COUtltr'l . With 

the cap~bil.il:y of computers il\ our modern da.y technology t he anal

ysis o f this rich reservoir of information should presc:nt the le~s t 

time consuming type of Sl;udy. Ques tionnaire survey::; have a continued 

potential for rClsGIl.'rch in this aloes. UO\mV81.', ~l t'rora of caution is 

in order. Ftl tUT.e researchers i" i..:hi9 area should concentrate on 

the statistical tests to be perfo:;:med .along 'i1ith t:hc hypotheses to 

be genera t ed before developing the qUestionnaire 1.nstrtm'.ent and in 

ddit i on if the questionnaire addresse9 itself to Police Adminh " 

trators or other decision makers, the quefltionna'ira should be de

signed to require a minimum of time to -complete in order that it 

does not become a belaboring cho1:'e for th_ ,j)usy executive. Recount

ing the past stttdies in the f ield of police science it will be noted 

that th~re is an absence of ex!)erimental type research studies. 

This l.S probably due to the difficulty in trying to control for in

ternal selection in the control g'["oup (another police agency that: 

t'l7Ouldbe representat1,"i3 of the expet"iment al group) • However, ex

p~ri.met'ltal studies designed for One-Group Pretest: Posttel3t have 

the potential for yielding valuable results . 

Futur e research studies should continue to concentrate on this 

important nren in the field of police science becau$e of the wide 

range effect of the selection p.t'o~ea 9 on the levelr of pe:dot1llance for 

polic"J agencies. New ideas to be studied should concentrate on pro" 

grams t hat would coordinate efforts to recruit, exmnine and establish 

", 
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eligibility I bts of ~ey'sQnnd on E\ county or state ~lide basis. 

All agencies tJithin tho particular. region CQuid then artl.w their 

personnel from these lists. Other p~ograms YOuld study t he fcar-i

bility of cu.tt i ng dm..rn the tbm bet\~een application and hiring in 

order t.O COlnpete "ith indiJstry. Testing pr ocedures sre .::Ilso wido 

open tor new and innovu t1 VI.') it~proveme'1ts . 

It ia hoped that this resp-arch study will generate other studies 

related to the many IH.'pe 'Ctl~ of rC(:ruttm\t!~t and G(i!le-ction of police 

,eraonn~l. Police ag,enciee of the fu ture wi ll not otd.y sener~te 

thehr own 9tucics but y1111 eegerly stWl'.1t t he results of other studies 

that can $how thet'l t he path to cxccl1e[IC~ in t he pp.rfOt"'rllSnCA of their 

police f unction . 
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APPENDIX I ":6J-

__ C_/_ilcl mU:1kego ::Department 0/ police 
S76 W1 7B7 B J ANESV IL LE ROAD MUSKEGO , WI SCO N S IN S3150 79 - 2S00 

PH 0 N E 6 {b0:,4:,2@~ 

~~ ~ 

~r::;;; ffi fE 
611in W J0auj 

POLICE CHIEF 

DlitEal 
~~Qg 

. October 16, 1973 

Dear Chief: 

This attached survey questionnaire is a part of my Master's 
Thesis which I am developing as a requirement for a Master's 
Degree at Marquette. I am soliciting your assistance in helping 
me test a hypothesis. 

Please be assured that information in this questionnaire will 
not single out individual departments. Do not sign your name or 
department anywhere in the questionnaire, but fill out the 3x5 card 
and return with the questionnaire if you desire to have a copy of 
my findings in summary form. 

Because of the short time schedule for completion of my Thesis, 
I would appreciate an early return of the questionnaire on or before 
October 24, 1973. Please use the return addressed envelope to my 
department. 

Thank you for taking time from your busy schedule to help me 
conduct this survey. If I can reciprocate in any way please do 
not hesitate to call. 

Sincerely, 

~~ 
Ervin W. Kraus 
Chief of Police 

Cil'J 0/ :line ReJiJenliat, .!)nJuJf,ial ani Reueafional :lacililieJ---------



APPENDIX II 

Survey Quest ion&fo r Master's Thesis October 15, 1973 

Conducted by-Erv in W. Kraus-Student 

Marquette University Graduate School 

Solicitation - Police chiefs of communities with a population of 5,000 or 
more in the State of Wisconsin. 

Please answer the ques t ions in t his survey the way you v iew each circumstance 
or situation and not the way s ome other person or agency says it should be . 
Please note that mos t of the quest ions focu s on the entr ance level patrolman. 

Population size of your communi t y _ ___ Square miles _ _____ _ 

Total Police Department budge t f or 1973 $ 

Number of total swor n Pol ice Off i cers - Male Female ------

Number of patrolmen _ ____ __ Patr olwomen 

Patrolmen beginning yearly salar y $ Top salar y $ _____ _ 

Patrolwomen beginning yearly salary $ ------- Top sa Lary $ _____ _ 

ENTRANCE QUALIFICATIONS FOR PATROLMAN : 

What is t he min i mum education required ? 

Minimum age Maximum age ------
Minimum height ________ _ Maximum height 

Minimum weight Maximum weight 

Is an F. B. I. or medical chart f or weight used? Yes __ _ No ---
Maximum allowable overweight for body str ucture 1bs. 

Eye-sight r equi r ement 

Sex requirement - Male only Female only Either __ _ 

Ar e any of t he above requirements ever waived ? Yes No --- ---
Would you hir e for the pos i tion of patrolman if he or she met all the 
entr ance qualifications and passed all testing: 

A Negr o Amer ican yes ____ No ___ _ 

A Mexican American Yes No ---
An Indian American Yes No ---
A Long Hai r Hippie Type Yes _____ No __ _ 

A Female Yes No ____ _ 
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ENTRANCE TESTI NG FOR PATROLHEN - PATROLWOHEN 

Do you require a written exam. (I . Qo Test) ? 

Do you r equire a written exam. (Technical Skill)? 

Do you r equire an oral exam. ? 

Do you r equir e a physic.al agility tes t ? 

Do you requir e a psychological examination 
(Personality invent:ory)? 

Is it professionally constructed? 

Is it an oral or wr itten examination? 

Yes No 

Yes No 

Yes No 

Yes No 

Yes No --- ---
Yes No --- ----

Do you r equir e a medical examination? Yes No ---
Do you make an extensive background check on 

personal character & previous behav io r? Yes No ---

The fo llowing are sets of personality traits. Please compar e them against each 
other in t er ms of desirable attribut es that you would l ook for in patrol man 
candidates , 

Please indicate w'hi ch attribute in each set you feel is more important by 
placing its des ignated let ter in the blank space on the right. 

(a) intell igence (b) physical ability 

(a) physical ability (b) psychological s tability 

(a) psychological stability (b) community relation skills 

(a) community relation skills (b ) intelligence 

(a) in t elligence (b) psychological stability 

(a) physical ability (b) community relation skills 

The fo llowing are 12 dist:inc t persona l characteristics , Please rate each 
characteristic according to its importance to you in sel ecting a per son for 
the position of patrolman . 

Under each characteristic ther e are eleven equal i nterval scale points . The 
scale runs from the least 1mportant to t he most important. The lar ger t he 
number the mor e import.ant you perceive the characteristic. Seven is one s cale 
point mor e than six and five would be t he s ame value of scale point less than 
six . 

Scale sample: 

1 2 3 4 5 6 7 8 9 10 11 
least important most important 

~ .... ' .. 
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You may choose any number as long as it indicates how important the 
characteris tic is t o you . Pl ease r ead each of the followin g charac t eristics 
and circle t he number t ha t you feel best indicates the importance of each 
characteris tic to you . 

Possess ing the native or innate ability to learn . 

1 2 3 4 5 6 7 8 9 10 11 

Knowl edge gained through exper ience and education o 

1 2 3 4 5 6 7 8 9 10 11 

Common sense know-how commonly cal l ed (str eet sense) . 

1 2 3 4 5 6 7 8 9 10 11 

The ab ility to con t ro l emot: ions i n difficult situat:ions o 

1 2 3 4 5 6 7 8 9 10 11 

Courage under fire wit h a high str ess threshold . 

1 2 3 4 5 6 7 8 9 10 11 

Tact and maturity in making decisions. 

1 2 3 4 5 6 7 8 9 10 11 

Pleasant and s partan ima ge physical appearance . 

1 2 3 4 5 6 8 9 10 11 

High performance in phys i cal agility exercises , 

1 2 3 4 5 6 7 8 9 10 11 

High level of endurance and ext r or dinary s trength , 

1 2 3 4 5 6 7 8 9 10 11 

Behavior that confo rms to t he e t hical standards of our society. 

1 2 3 4 5 6 7 8 9 10 11 

Personal att r ibutes of honesty, loyalty and commitment to t he team. 

1 2 3 4 5 6 7 8 9 10 11 

The abilit y to i nte r ac t with a wide var iety of social groups . 

1 2 3 4 5 6 7 8 9 10 11 
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For the following set of ques tions circle only one answer according to 
the sample key: 

Highly Inadequate HI Somewhat Adequate = SA 
Inadequate I Adequate A 
Somewhat Inadequate SI Highly Adequate HA 

In general, how do you f eel about t he overall perfo rmance of your personnel? 

HI 1 5 1 SA A HA 

Are there sufficient numbers of qualified appl icants applying for the 
position of patrolman with you.r depar t ment? 

HI I S1 SA A HA 

How do you f eel about YO U! en trance qualif i cations in terms of screening out 
the undesirabl e applicants and i nsuri ng that qualified appl icants are not 
eliminated due to ar t ifici al baIriers . 

HI 1 Sl SA A HA 

How eff ective are your test i ng methods in di scover ing the most qualified 
. applicant ? 

HI r S1 SA A HA 

How do you view your community 's suppor t f or t he department? 

HI I SI SA A HA 

How do you feel about you r phys i cal facilities? 

HI I SI SA A HA 

How is your al located manpower in relation to accomplishing community 
expect ed program obJectives ? 

HI 1 Sl SA A HA 

How do you feel about your budget appropriations ? 

HI I SI SA A HA 

How do you view t he s i ze of your department in terms of meeting the efficiency 
level of a pr ogr essive l arge metro police agency . 

HI 1 Sl SA A HA 
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Do you feel t hat your community would benefit from more efficient police service 
if the department was a part of a County or Regional police agency? 

Yes No __ _ 
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