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Background
National Perspective
California Perspective

Recruitment




[Project Overview }

Establish R & R Advisory Council
Survey of Literature

Survey of Academy Recruits
Survey of Recruiters

Survey of Symposium 2001 Attendees
Focus Groups Subject Matter Experts
National Conferences & Training

2005 Recruitment and Retention Symposium
2006 Recruiter Seminar




National Perspective

80 million Baby Boomers reaching retirement
ages Leavingagapof 30 MILLION

Elderly population to grow double by 2020
and triple by 2050

Hispanics - 12.6% of population - DOUBLE
oy 2050. Asian percent will double too.

_abor force A projected gap in qualified
workers of 10  MILLION
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National Perspective

By 2007, 50% of the federal workforce
eligible to retire

2/3rds of college students not willing to wait
more than one month for govt. job

Top Federal priority Enforcement, Security
and Compliance Assistance




California Perspective

California population (0604) = 36,590,814
Growth 600K average for past 5 years
2002-2012: 6.2 million new jobs
Changing Demographics
Hispanic: 36% of children under 18, 4.5%>64
White: 20.7% of children under 18, 15%>64



California Perspective

/0K or 34% state workers eligible to retire by

2009

Between 1970 & 1990 state only found 50%
of college educated state workers in CA

Trend Increasing need for knowledge
workers due to use of computers, internet
and telecommuting



California Perspective

Dept Labor Est. 68,000 law enforcement
positions will need to be filled between 2002

& 2012 38,000 new positions

POST Database 8500+ are 50 or older
9400+ more within 5 years




[ Recruit Survey ]
c—

15 academies participated

850 recruits completed the
survey

61% affiliated
10.5% female/affiliated
16% female/non-affiliated




Recruit Survey
Reasons for pursuing a L.E. Career

Desire to serve 57/58%
Adventure/excitement 49/51%
Stable employment 41/42%

Non-routine work 39/38%




I Most Difficult Aspect of Process I

Time required to complete the process
Lack of contact through the process

05




Recruit Survey
Reasons candidates chose the agency.

Reputation Q
Variety of assignments

Location
Willing to send recruit to academy




Recruit Survey
Recruited to Agency Via:

Self-referral
Website

Agency employee who is a friend or
relative

Agency employee told me about the

opportunity




Recruit Survey
When Recruits Decided

50% or more decided they were
Interested In law enforcement by

high school graduation w

©




Recruit Survey
Free Time Activities

DVD movies at home 67/74%
Jogging 62/58%
Movies at theatre 55/55%




10 Steps to Improving
Recruitment




Strateqic Plan

[1 - Develop a Recruitment

Does the agency head support the
program?

How many do you need to recruit?
To what extent Is this a strategic priority?

Who Is the ideal candidate?
Is diversity important?




[ Strategic Plan Outline }

ldentify stakeholders

Analysis of current agency practices
Trends What is happening around you?
Determine time frame

|dentify overall goal(s)

Establish objectives

Develop an action plan

Review and evaluate




[2 - Conduct Research }

—

What has attracted employees to your
agency?

What has kept them?
Why do officers leave?
What s the ROI for each advertising effort?

To what extent are all employees engaged in
the recruitment process?




3 - Personalize the Recruitment
Process

Make staff available to answer guestions

Send notices to keep candidates abreast of
progress Iin the selection process

Reach out to the families of candidates

Stage an open house
Mentor selected candidates through the process




[ Comments by Recruits ]
]

Become more interested in your applicants,
and correspond with them, keeping them
abreast

Be a little more helpful during
recruitment give more info during
application and be friendly.

Keep In contact with people. Itis very
frustrating not knowing what is going on




4 - Select the Right People as
Recruiters and Train Them

Match diversity to target candidates
Willingness and desire to do the job
Knowledge of selection process, etc.

Provide training to develop knowledge and
skill




[5 - Build Strong Partnershigs}

Community-based organizations
Colleges/Student groups

Other departments internal to your
jurisdiction

Recruiters in other
disciplines/organizations

Other city/county/state departments

Refer to other agencies when there is
no fit




6 - Develop an Employee Referral
Program

Best source of referrals

Culture of commitment
to agency

L 4
Keep them informed X‘
Give them tools

Reward/recognize




Avoid duplication & unne
Seek stakeholder buy-in

Evaluate the outcomes

Ideas for improving the process
Application/Examination/Background
and Hiring

Find another fit




[8 - Develop an Advertising Plan}




[9 - Develop an Internet Presence }

One of best advertising mediums

Consider link on agency website
Include

General information
List of opportunities to serve

Downloadable information/application
Contact information




Effective websites are:

Easy to navigate

Jargon free

Careful not to undermine the message
Convey a clear message

Up-to-date

Interactive

Allow for on-line questions
Download or submit application




[ 10 - Employ Effective Recruitment j

Strategies

Ride-a-longs/Job shadowing

College scholarships
On-going application process
Other volunteer opportunities
Community Recruiters
Employees telling their story
Effective print literature

Internship/Cadet/Explorer Programs

s

juuk At Your Options v
. ion




www.post.ca.gov/selection/S&E/interview quide-final.asp
Shelley Weiss Spilberg, Ph.D. Shelley.Spilberg@post.ca.gov




Interview Topics Addressed
]

Structured Interviews how (much) to
_egal Issues

POST Interview Factors

Developing Interview Questions
Interview Administration

Candidate Evaluation




Creation of POST Interview Factors
«-

Requests to local and state agencies for:
Interview Factors
Interview Questions
SME groups identified six common factors
Factors verified against previous POST job
analyses, O*NET, and background dimensions



POST Interview Factors
«-

- EXperience

e Problem Solving Ability

« Communication Skills

e Interest/Motivation

 Interpersonal Skills and

« Community Involvement/Awareness



FACTOR 5: Interpersonal Skills
]

Officers must form partnerships with individuals and groups
within the community. They must spend time meeting and working
with people on a face-to-face basis as a facilitator, intermediary,

and problem solver

Social Knowledge/
Appropriateness

Social Insight
Empathy

Social Influence
Social Self-Regulation

Sociability

Team Orientation
Social-Self Confidence
Conflict Management Skills
Negotiating Skills



Two Facets of Interpersonal Skills:
-

Social Knowledge/Appropriateness
Behaving correctly in a variety of social situations

Tactful and effective interactions with a wide variety of different
individuals and groups

Sensitive communication of constructive criticism and other
negative information

Social Insight

Ability to discern people s motivations, feelings and intentions
underlying behavior by correctly interpreting behavioral cues

Aware of the impact of one s words and behavior on others
Accurate prediction of others behavior







