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sification and minority representation in their ranks.

INTRODUCTION ‘

Many Police departments across tme nation are presently faced
with one of their most challenging opportunities in recent times -

developing recruitment programs that will ensure personnel diver-

lenge has been enhanced by present Federal and State regu1at1ons
proh1b1t1ng d1scr1m1nat10n on the bas1s ofi'race, ethnic or1g1n,

and sex, in addition to requiring recruitment standards that are

job relevant and valid.!

In order to meet this challenge, police departments must be
thoroughly committed to minority and female recruitment. - A survey

of cities which are very active in the area of minority recruit-

ment (Detroit, Dayton, and Washington, D. C.) clearly indicates

that their success is closely ]inked to their commitment. Ide-.

.ally, commitment sheculd stem from a community's objective ap-

praisal of its present and future needs for peaceful and orderly
human interadtion. But whether brought. upon by external govern-
ment pressure or internal assessment of pressing needs, cdmmit-
ment to conduct a successful recruitment‘drtve must be trans-
lated into collective enthusiasm in the department and the

community, allocation of adequate resources, and anh honest

desire to put forth the best poss1b1e effort.

As an expression of their commitment, many communities across

the country are moving to create a police personnel structure that

]Bruce Baker and W. F. Danielson, PRecruitment," Police
Personnel Administration, Police Foundation, 1970, p. 59.
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15 more reflective of the local population make-up. The movement
is often spearheaded by police chiefs‘and e]ected.officials who
see that this kind of change produces a healthy, viab]e community
spirit. They rea]12e that their po11ce department 1s one of the

most - if not the most - v1s1b1e agencies in the1r commun1ty, and

"~ that taking positive steps toward greater m1nor1ty representat1on

. will he]p to allay many problems of distrust and suspicion, thus

continuing on a course of community law and order.

This process has stirred considerable re-tninking and"clari-
fication of the requirements for becoming a police officer, and
has, no doubt, led to a greater clarification of the profiles of
the "1dea1" police app11cant More sophisticated recru1t1ng pro-

grams are being created, and po]ice chiefs are staffing their

recruiting sections with their most professional line officers.

A1l of these factors taken together tend to set the stage for the
amount of commitment that any community is going to have-~-the com-
mitment the police chiefs and elected officials have toward making

meaningful institutional changes in their organizations.

t

Once such commitments have been obtained, the next step is to

trans]ate them into specific operat1ona] objectives:

City's Commitment

Appointment of minority recru1t1ng director
(Affirmative Action Off1cer)

" Affirmative action directives to all parties
concerned '

Pledges of any resources necessary

B st ey —
Lt o AR e e,
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Police Chief's Commitment

(f “ dealing with the Tri-Cultural Program, well over 700 minority
Public pledge to community ) applicants were recruited in two separate drives that lasted less

‘Directives to department than six months combined.

Restaffing support

Complete public endorsement of an affirma%fvé o ‘fﬁﬁ: | Further justification for greater emphasis on minority and.
action program I o e o © female recruitment comes from within the Miami Police Department .
: COmmun{ty's Commi tment ‘ ’ . ' itse?f. Historically, %ts'minority and female representation has
Media-Radio-TV- Presé ' ) : ) lagged far behind that of male Anglo officers..‘As late as January
Minority Police Recru1tment Committee (Tri- - “ 1974, the Miami Police Department had only ninety-five Black sworn

Cultural Progran's Advisory Board) police personnel constituting approximate]y twelve (12%) pércent
Civic organizations : . of a total force of 786..  Latin parficipat%on fared even worse,n
‘gag?;;:§m2g5A2§§§T§21gnésigizztAggrsglﬁck ) ' .j (‘. - with fifty sworn personnel representing 6% of the total po]1ce )

Chamber of Commarce) . | force. There were no female -Latin off1cers and on1y one (1%) per-

tndustry (: cent of the department was constituted by female BTack off1cers.2
(! .

LEAR Financlal Comm1tment This was after the U. S. Fifth Diﬁtrict Court ruled Septem-

Advertising ber 14, 1973 in Cohen vs. the City of Miami that the Miami Police
; Test Developrent Department should be proportionately'kepresentative of the Black
efant fund1ng (Tri- Cu]tura] Program) population in the City (approximately 22% at the time) within a

If commitment is forthcoming, the opportunities for minqrity" " period of five years. Also, as a result °f the court's action
and female recruitment available to the City of Miami's Police (2 members of the Latin Community and several Spanish~speaking ﬁiami
: Department are almost unlimited. It is estimated that in the City . | police officers demanded similar considerations as that granted to N
of Miami alone between 75% and 78% of the‘residents are num- ' ‘ the Blacks. It was argued that while there was one White American -
bers .of minority groups. Latins most of whom are Cubans comprise | o " (Anglo) officer for every 115 Anglo residents and one Black officer
52% Of the _population while the figure for Black residents. is es- ‘ o for every 800 Black residents, there was only one Latin officer for

‘timated at approx1mate1y 25%. Although minority labor force fig- every 3,040 Latin residents.3

ures applicable to poTice requirements are not readily available,

they appear to be substantial. Indeed,as we will see in the section e 2LECOCP, M1am1, July 1974, pp. 29 -30.
' o | * 3Ibid. ‘




Latin representation.on the force has significantly increased

in the.last eighteen months. Statistics compiled for the December

1975, COINS Report reveal "that Spanish—speakin§4 hinority members
presently make up 13.2% of the Miami Police.force, with 102 male
5 . . - .

and 4 female officers.

. Blacks made up 11.4% of the'police persdnné] (79 males and 12
females). If non-sworn personnel is counted there are 91 males and
54 female members of the Black minority working for the Miami Police
Department, representing 13.1% of the tetal departmental work force.ﬁ
The gains of this particular minority appear much less substantiaI
than those of Latins, although, naturally, the Latjns had a much |
greatér’distance to travel to bridge the gap between population
figures and appropriate represehtation in the force. Fem$1es com-
prise a small minority of the police personne] (5 9%). Of these
31 are Ang]o, 12 are Black and 4 are Lat1n A 11tt1e over 20% of
the total departmental Latin force are females;‘many of them

carrying out clerical support functions,7

Recent minority gains notwithétanding, the Miami Police
Department must still make significant recruitment efforts if it

is to redress the imbalance between minority population and

minority police representation in the City's force. "

‘o

4The terms Spanish- speak1ng and Latin are used 1nterchangeab1y
in this Manua]

oINS Report, December 75, p. 2.
61bid. -
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As of December 1975, 603 of 801 sworn Miami police officers

were Anglo. Due to such an imbalance in.the Police and other
departments in the Ciiy of Miami's administrative. apparatus, the
0ffice of Civil Rights threatened to take legal aption'against,
tﬁat municipal government. The matter was, at Jeast tempcrari1y,‘.
feso]ved late in 1975 when the City entered into a Consent Agree~.
ment with the Federal Government 5art of which deals with in-
preasind minority representation in city departménts, widening

the police force.

This manual was writien to assist the Miami Police Depart-
ment in its efforts to recruit B]acks, Latins and fema]eé.who wish
to bééome police officers. Whenever possible we have outlined the
proper steps to follow in d1fferent stages of the recruitment
effort, especna]Ty in training the recru1tment team and using

community resources. This introductory section provides background

- data and establishes the need for continuous minority and female

recruitment. The following sections deal with how the question of

. minority recruitment was addressed by the Tri-Cultural Program

(Section II), what the department can do in planning a successful
recruitment effort (Section III), how to implement a recruitment .
campaign specifically designed for Blacks, Latins and females

(Section IV), a brief Summary (Section V), .overall recommendations

(Section VI), references {Section VII}), and appendix (Section VIII).

Instrumentation utilized in this manua].inc]udes primary
sources developed by J. A. Avello and Assoc1ates (recru1tment
questionnaires, and 1nterv1ews), sources prov1ded by the staff of

the. Tri-Cultural Program (Monthly Reports, Remuda Ranch Conference,
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Islamorada Conference, etc.) as well as the Miami Police Depart-
ment's COINS Reportg. It ilso includes personal conferences
betwéeﬁ members of our team with pofice personnel from Dayton,
Ohio, Washington, D. C., Detroit, Michigan, and Metropolitan
Dade founty, since these departments are currently embarked on .
similar recruitment efforts and it was Ffelt thét~their'2x-f

periences might be useful in this endeavor.

The writers wish to encourage the Miami Police Department,

the Tri-Cultural Program, and other minority recruitment pro-

grams elsewhere to try innovative approaches to recruit and
retain minorities and females. We hope that this manua].wi]]
be.alpositivé contribution in that direction.‘-Réther than a;
Bible, it'is an outline; a blueprint from which other ideas Eén,

and will, hopefully germinate.
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SECTION II - BACKGROUND FOR SOLUTIONS

PAST HISTORY OF THE TRI-CULTURAL PROGRAM'S
RECRUITMENT COMPONENT
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Minority and Female Recruitment Efforts -

Miami's LECOCP (Tri-Cultural Program)

.

The Law Enforcement Community Outreacﬁ Career Prdgram (Tri-
Cultural Program) of the City of Miami was established in‘:
August 1974 with funds from L.E.A.A. to emphasize the recrﬁitment
of Lét%ns, Blacks, and women into fhe Miami Po]iée Deparfment.
The program has thus far conducted two separate succeséfdl recruit-
ment drives, the first during early 1975 and the latter through

November and December, 1975.

LECOCP FIRST RECRUITMENT DRIVE

The first recruitment drive began on Jsnuary 6, 1975 with an
advertising phase which continued until the third week in February.
Notices were placed in newspapers whose.circulations are concen-

trated in the Latin and Black communities, as well as in the major

"English-~speaking newspapers, "The Miami Herald" and "The Miami

News." Commercials were broadcasted on Latin and Black radio

stations, bumpef stickers were printed, and bus signs were posted
on routes within the Latin and Black areas of the city. Public
service announcements were aired on television stations and members

of the LECOCP staff were interviewed on local "talk",shows;

Four outreach centeré-were established oﬁ-Jaﬁuary 10, 1975,
in minority-populated se;tions of the city. Centers were opened
in Liberty City, Wynwood, and Coconut Grove, predominantly Black
areas, and in Litt]e‘Hayana,.a predominantly Latin section. The

outreach-centers were open from 2:00 p:m.‘until,Q:OO p.m., Mornday -

~through Friday. During these hours a Police officer and a

(

t)

O

- zenship, education, etc. The remaining 286 applications were

— e . .11

.'Public Service Aide were stationed at each center. Each officer

was trained by the Civil Service Board in the proper procedures-
involved in the receipt of applications, and was either a fema1é
or a member of the minority group predominant to the'area'where_

his/her center was located.

- Applications were taken from prospective recruits and for-
warded to the Civil Service Board for processing. Tﬁé LECOCP
officeAwas furnished with a copy of each application for its
files, as well as daily statistics on the.demographic composi-

tion of recruits.

.The staff also made recruiting appearances at Florida

-~ International University, a two-year senior college, Miami-Dade

'Community College, a two-year junior college, Belen School, the
location of a bilingual program, Lindsey Hopkins, an adult learn-

ing center, and local high schools. Appearances at the two

colleges coincided with school-wide planning activities.

Over the four-month recruitment period (January - April), é
total of 369 individuals were recruited. Of these, 83 applica-
tions were never forwarded to the Civil:Service Bdard due to the

failure of applicants in meeting the stated requirements, citi-

found acceptable and forwarded to the Civil Service Board for
processing.8 Finally, the Civil Service Board scheduled 232

LECOCP recruits for the examination toé6 be adhﬁnistered-on

8LECOCP, Progress Report, April, 1975
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April 9 and 10, 1975. Fifty-four (54) recruits were not

scheduled in 1ight of further deficiencies which appeared during

the Civil Service Board's Processing of the app'lications.9

The demographic breakdown of the 232 scheduled recruits,
taken from the “"Analysis of Civil Service Examination Results"
prepared by the LECOCP, is presented below. A total of 228 re-
cruits or 98.3% of those recruited Gy the LECOCP were either

minority group members or majority females.

Breakdown of Scheduled Recruits

Number Yage
Total 232 100.00
Male 166 71.55
Female 66 28.45"
Black 130 56.03
Black Male 76 32.76
Black Female 54 23.27
Latin ] 96 - 41.38:
Latin Male 86 37.07."
Latin Female 10 4,31
Anglo 6 2.59
Anglo Male 4 1.72
Anglo Female 2 D.87

Recruitment figures reflect the achievement of the goal set
forth by the LECOCP. A total of 226 recruits, 97.4% of those re-
cruited and scheduled, are either Latin or Black. The recruitment
practices of the LECOCP have succeeded in recruiting minerities
and majority females in numbers large enough to create a sizeable

pool of available candidates.

9J. A. Avello and Associates, Monthly Report, August, 1975
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' {? : Resu]ts on the Civil Service Entrance Examination y1e1ded

passing scores for 58 minerity group members and/or majority

females. This f1gure represents 63% of all minorities who passed

- the examination. Despite its’apparent success,'the LECOCP staff
". undertook a number of recruitment moaifications'aftek an internal

assessment of the first-phase effort.

The Wynwood and Coconut Grove recruitment- sites were to be
discarded dur1ng the second recruitment phase since resu]ts there
Were minimal when compared to the L1tt1e Havana and Model- C1t1es
51tes. In addition, the decision was made to provide Police offi-
cers aind Police Service Aids assigned to Outreach Centers with
packets containing information concérning fhé LECbCP philosaphy

ahﬁ objectives. This information would help the recruit io'gain

a better understanding of the program. -

In order to evaluate its first recruitment dfive the Tri-
Gul?ura1.Program, through its outside project evaluator, designed
and imp]emented an attitudinal survey instruméﬁt to determine the

perceived effectiveness of its recruitment efforts.

Quest1onnaires.were mailed to all 369 recruits!® and subsequént

returns were noted. Of the total number accessible by phone or .

mail, 106 responses were obtained from 265 subjects, yielding a

40% response rate. Personal interviews were also conducted with
a random sample (36 of 144) of recruits for an indepth evaluation

of the recruitment and training phases of.the program.

101neligible a 11cant
S W :
been recruitod. PP ere 1nc1uded because they had also : i
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Comparisons were made between mailed questionnaire responses
and those acquired by telephone. Responses were pooled upon find-

ing no significant differences between the two groups.

Items of interest to recruitment include ef%ectivenéés of
recruitment, sensitivity of the Tri-Cultural Program staff to
cultural differences among the recruits, and initial contact with

the Tri-=-Cultural Program.

FINDINGS -
When asked to rate the overall effectiveness of the recrﬁ%%-
ment procedures used by LECOCP, 41% of the respondents indicated
that the recruitment was very effective. Another 39% of the re-
spondnets indicated that recruitment, althouéh effectfve, could
bevimproved. Although no clear indication was offefed-of how to

improve recruitment analysis of written responses suggests that

. more publicity could be helpful.

_ When asked to rate the LECOCP staff on sensitivity to cul-
tural differences, 63% ofthe~re§pondents jndicated that all
LECOC? staff members were sensitive to cultural differences.
Only 8% of the respondents indicated that the staff lacked sen-
sitivity to cultural differences. Not considered in this analysis

are the thirty-one respondents indicating that this item did not

- apply, inasmuch as they felt no cultural differences existed.

When asked how they first heard of the Tri-Cultural Program,

respondents .indicated that’ person ~to- person contact was most sig-

nificant. F}fty -eight percent of the. respondents indicated that

.14
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they heard about the Tri-Cultural Program verbally, from friends,
police officers, etc. Radio broadcasts accounted‘for twenty-two
percent of the responses and newspaper ads‘for'twehty percent.
It appears that personal communication is highly effective ip

recruiting.

* In addition to Fhe attitudinal survey of program'recfuits,
the Tri-Cultural Progran undertook a "community recognition” sur-
vey, also conducted By its outside evaluators in October-November,
1975 to determine its poteﬁtia] for recruitment of prosﬁeciive'_
police candidates within the City of Miami. Three census tracts,
predominantly Black, Latin and Anglo, were selected. Randomiy
se]ec%ed residence telephones were called. ' Respondents were
queried about familiarity with the fri—Cu]tura] Pfogram. The sur-

vey yielded these results:

1. In the predominantly Latin area, 46.73% of the house-
holds surveyed had heard of the program.
2. In a predominantly Black area, 36.61% of the househo]ds

surveyed had heard of the program.

3. In a predominantly Anglo area, 28% of the households sur-

veyed had heard of the program.

Interpreted in the light of the relatively short time LECOCP
has been in existence, these results were positive. After the

three months of publicity connected with first-phase recruitment,

nearly half the Latins surveyed, over one-third of the Blacks sur-

.veyed. and over one-quarter of tﬁe Anglos surveyed knew of the

LECOCP. From the sﬁandpoint of future}recruitment, there is a

15
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(: considerable proportion of the population aware of the program
and open to contact.
( .
SECOND RECRUITMENT DRIVE - o
As previously mentioned, the Tri—Culturél Program embarked
¢ on a second recruitment drive beginning on October 30, ]975 and '
ending in early January, 1976. Results have surpassed the first
stage of recruitment and are as follows: |
( ] -
, Total Recruitment 447
Total Male 326  (72.9%)
Total Female 121 (27.1%)
¢ ' ) Black 184 (41.2%)
_ : . Black Male 112 (25.1%)
Black Female 72 (16.1%)
P " Latin . 210 (47.0%)
£ ' : Latin Male 183 (41.0%)
C - Latin Female 27 ( 6.0%)
. Anglo ' 53 11.8%)
Anglo Male - 31 ( 6.9%
Anglo Female 22 4.9%
C These recruitment figures indicate .an increase in the propor-
tion of Latin recruits with subsequent decrease in the number of
? Blacks and Anglos recruited. Statistical studies correlating
£ these results with first-phase recruitment results are not yet
available. Neither are the results from the Civil Service Exam-
inatioh given on dJanuary 14-15, 1976.
CONCLUSIONS
| Due fo the achievement of its recruitment goal, the LECOCP

has been successful in providing a sizeable pool of minority and

female applicants for the "Blue" classes at the Police Academy.
q ' co :
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Thé advertising phase of the drive afforded exposdre to the pro- .

¢

gram which, not only aided significantly in recruitment, but
helped to increase public awareness within a relatively short

period of time. Implementing the lessons learned and experience

gained from the first phase, in connection with results to date,

the second phase of recruitment shows promise of even greater

success.

Some of the recruitment techniques utilized by the Tri- .
Cuttural Program have already been described in this section,
while others will be discussed and outlined in connection te

specific portions of the following section.

Undoubtedly, the fact that the recruitment drives were

geared to recruit minorities and females and the media cam-

paigns were specially tailored to meet- this objective, had

a lot to do'with,their success. Two other big pluses for

the success of the recruitment compohent of the program were:

a. the staff of the program as well as the police recruit-
ment team were almost exclusively members of minority
groups and/or females,' and

b. the program followed up its recruits throughout the

entire selection process.

The fact that they would receive assistance throughout the long
selection process was definitely encouraging to the recruits and
may have persuaded, many of them to join -the program and eventu-

ally the Miaﬁi Po]jce~Forée.
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SECTION III ~ TACKLING THE PROBLEM

"GETTING READY FOR THE RECRUITMENT DRIVE
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Section III

- GETTING READY- FOR THE RECRUITMENT DRIVE

Getting ready for a recruitment drive is no easy task.

It involves a number of steps some of which may be rather

uniform and well defined while others remain fussy and un-

structured. For the purposes of this manual, we have out-

1.

" lined the steps as follows:

internaT Need Assessment

This entails determining the number of positions
needed to carry out the job of law mainteﬁance and
enforcement in an adequaté manner taking into account
appropriate minbr%ty and female fepreéentatioh. Each
Tocal enforcement agency must come up with its own
need assessment, and match such assessment with the
resources that are allocated éo it. The Federal
Bureau of Investigations recommends 2.5 police of-
ficers for every 1,000 residents. The International
Association of Chiefs of Police is a.bit more generous,
recommending 3 officers per every 1,000 residents. It
is estimated that the Miami Police Department currenily
has 2.29 officers per 1,000 population. This figure
wou]d suggest that the Miami Police Depaftment is cur-

rently operating with significantly less personnel

than recommended by the above-mentioned agencies. This

'heed'for additional personnél‘combined with low per-

centages of minority and female officers give a clear

indication that further recruitment is necessary.




Labor Market

One of the most difficult problems confronting

“minority recruiters in the City of Miami is arriving

at accurate figures for a potehtia] recruitment poo]t
Requirementa such as U. S. Citizenship and Ehg1ish
proficiency redhce the Latin pool éubstantia]]y,
especially among Cubans, although an increasing

number of Colombians, Venezuelana and other Central

*and South Americans would likely be affected as well.

Since both citizenship and language ﬁroficiency‘can
be acquired, this partica]ar pool of candidates will
continue to increase, thus requirihg almost eonstant
monitoring. Age is.also a determiningjcriteria that
requires close monitoring, as is the feputed”%ran-
science" of Miami's population. In this respect,
proper timing for conducting the re;ruitment campaign
might be essential. The last drive carried out by the
Tri;cu]turaI Program indicated a significant drop in
recruitment during the Christmas holidays. This could
have been at least partly due to the usua1 temporary
drop in the available labor force during that period.

It may be more feasible to conduct the recruitment

~dr1ve dur1ng the summer months when a large labor fofce

is available. A close linkage with the Community

Improvement Program (CIP) of Dade Codnty'wiil assist

‘the department with the co]]ect1on of demographic data.

The City of Miami's P]ann1ng Department Community

~Development, and Affirmative Action Offices may also
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render statistical assistance. Furthermore, the Miami
Police Department should establish close rapport with
faculty members of local colleges and universities who

may be conducting pertinent studjes in the area.

INVOLVING THE DEPARTMENT | '

. If one wants to succeed in a recruitment drive, one must
involve as many department people as possible. Thfs,of course,
includes the participation and- support of the ma30r1ty white
ma]e officers. The police adm1n1strator should first mahe every
effort to sell the minority recruitment concept to the majority
officers and then show the advantages to helping getting it done
quiek]y and efficjent]y. He should point out that minority
police .officers could help alleviate racial and ethnic tensions
in the community thus increasing the operational ability of the

entire department. - If necessary, he:should also point out that

~affirmative action is not'only beneficial for the Department,

but actual Jegislation that needs to be enforced as such.
Support-bf the recruitment effort by majority officers will make

the road a lot smoother to travel.

The police administration must a]so’be willing to commit
departmental resources to the recruitment task. This may involve
setting up a program af monetary, vacationeleave, and advance-
ment rewards. The models provided below offer an indication ot

the many ideas that can be imp]emented.in the area of incentives.

1. Bounty System

An excellent program in this 1ight is one that

either provides the-officeh with a financial reward-
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for every person recruited and hired or gives him

_or her an extra day off for the same effort. The

~bounty systems have many‘advantages, the most
important being that it providés that constant
incentive needed to keep people interested in the
recruijtment program. Studies have shown théf very
often the most successful applicants are those
recruited one on one By the.officers themséTvés.lT
In many cases this is not only a-minority officer .
recruiting another minority individual, but a white}
officer bringing in a minority applicant. Sincé
many white officers workAin areas phat conta{n
mostly minority individuals, these officers are -

. often in daily contact with young men and women who
may show potential for becoming police récruits.
The young person who stays on‘the'scene of an acci-
dent to help the victim, or aids a storage clerk
apprehend a shop lifter, could have the type of fine
moral character necessary for the job of police of-
ficer. Officers who may witness these situations on

a regular basis should become tuned to the recruit-

ment of these individuals.

2. Buddy System

This system is one in which the officer is

assigned follow up responsibility over one or two

. “ . “oa -
i : [

]]Cascio and Real, 1974,
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applicants and attempts to provide moral and psycho-
logical _upport for them through the long se]ection.
process és'we]] as act as an advocate for the recruit
when neéessary. In order for this method to work

all officers involved miust first have a good working
knowledge of the selection system. The selection
system should also be‘made open to the officer so

that he or she can monitor the applicants success or
fai]ure throughout the entire process. - Although fhis.
system would transcend recruitment itself, the know-
Tedge that such help is available might encourage the
applicant. This system ‘has been successfully imple-
mented by the Dade County Pubiic Safety Department.
Officers would get involved in a buddy program in two
ways. First, the department should identify those
individuals who have shown particular sincerity and
understanding of the affirmative action progfam,

These individuals should represent .a cross section of
the entire department. They should all be duly des-
{gnated as part of the buddy system and given specific

instructions in the proper way to handle the app]ican%.'

The second way an officer could get involved is through

his/her own efforts. When an %ndividua1 officer re-
cruits an applicant whom he/she feels is particu]ar1y:
worihwhi]e he/she should be given the opportunity to

assume the role of this applicant's buddy.

This program, if properly.managed;can have numerous
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advantages. first, it gets many officers involved.
Secondly, it allows the officers to get a first
hand knowledge of the selection process. It often
becomes a source -of pride for the offtcer‘to see
his/hor designated buddy make }t through the system
and succeed. Another important advantage is that .
it can often soften the blow to those who do not
succeed énd leave them with a desire to try agoin{
knowing exactly where improvement is necessary and.
- feeling ]tke theylwere treated as individuals py the
department, and not just numbers. then, the buddy
system can be carried through to the academy for
further reinforcement. 'This particu]ar model has
been used by Dayton Police Department and the Dade

County Public Safety Department.

A variation of the Buddy System suggested by the

Tri—cu]turé] recruitment stéff would consist of re-
source officers in the school system identifying stu-
dents who could become poteptia] recruits upon
graduation and setting up activities for them (riding
tn patrol cars, visiting police headquarters, etc.).
School service clubs could be used‘as a vehicle to

jdentify such students.

The programs outlined above are.on1y a few of the many
methods of providing the inceptives necessary for departmental
involvement. They provide basic needs, rewards, understanding

and a sense of accomplishment. Fu]f111ment of thesz needs can

™
.~

ye

O

“often break down previously insurmountable obstacles.

INVOLVING THE COMMUNITY

Obtaining community support for the kind of work they are
attempting to do is one of.the greatest cha]]engés Facing both
the Tri-cultural Program and the City of M1am1 Po]1ce Depart—
ment. Trad1t1ona11y, police departments have had an image
problem among minority commun1t1es throughout the nation.
Miami's problem is further compounded by the 1arge percentage
(52%) of Cubans and Latin minorities whose past exper1ences

with police officers have been rooted in a cultural background

- -where police work provides 1ittle economic incentive and con-

coﬁitant social shtusjz Furthermore, many of these individuals

associate police operations with po]1t1ca] repression and

-deficient 1aw enforcement.

It is 1mportant therefore, to get the community, and

espec1a1]y the Black and Latin segments, involved in the recru1t-_

went process A recent survey conducted by the Latin Amer1can

" Chamber of Commerce, CAMACOL, suggests a keen interest on the

part of Latin businessmen to become more involved in law enforce-

ment activities of the Miami Police Department.

revealed significant dissatisfaction among respondents with the

' perceived effectiveness of the force.l3

In order to obtain community support, members of the Tri-

cultural Program Recruitment Staff should accompany police

Vreppi - Zub1zarreta, Report to Comm1ttee of the Uninvolved,
October, 1975, p. 25 ) .

131b4d

The survey also
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personnel in bridge-building visits to se]ected~neighborhoods.
These visits, organized and direEted by the Police Department
Comhuniﬁy Relations Staff, could be utilized for informational
and recfuitment pufposes, especie]]y in" the minority cohmunie Sl
ties, where family preesures may inhibif the individya].from
seekiné a career as a police offjcerJ4 Community leaders must

be approached and their.comments, when positive, sheuld re-
ceive ‘wide pub]icity'thfoughua'seriee of press releases pre-
pared by the Recruitment Coordinator and channe]ed‘throegh
friendly journalists in the minority media and through such’

columns as Miami al Dia published by the "Miami News." The

police team assigned to the recruitment should begin a sefiesv
of visits to organizations, businesses, chu5ches, youth
centers) and other places where potential recruits can be

, found to "get to be known" and respected. Key community

leaders should be abpojnted "Honorary Recruiters" and charged

'withlthe task of referring qualified individuals to the recruit-

ing stations. 1In order to set up such network the -Recruitment

Coopdinator should:

'1. Contact civic and political leaders, directors of
service agencies (the Community Action Agency and
United Fund can supply names of appropriate agencies),

key 60mmun1ty groups. such as Model Cities Advisory

Board, Hispanic Urban Coalition, Urban League, CAMACOL,

Cuban Mun1c1pa11t1es in Exile, SALAD, etc.

'2; Notify them of specific dua]ificafions-for applicants,

141p5d
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Tocation of recruitment centers, names of recruiters,

and all other pertinent_information concerning the
© recruitment drive and the Police Department. (Spe-
cially prepared informational packages should be

sent to the.Honorary Recruiters).

3. Continue linkage with Honorary Recruiters through

frequent formal and informal contacts.

This could serve as a non- -discriminating screening device,
swnce, the Hmmrary Recruiter would be asked to exercise care
1n'recommend1ng on]y those meet1ng the requirements fer be-
cominé a City of Miami Police Officer (U. S. 'Citizeh, over 21,
high school graduate, etc.). The contact- feedback system
estab11shed by the Recru1tment Coordinator (phone calls, frequent

visits, etc.) will serve to maintain a high level. of commitment

to the recruitment effort from the individuals 1nvolved.

SELECTING'AND‘TRAINING THE RECRUITING TEAM

Any department's recruiting effort will only be as good
as the indfvidua1s selected to perform fhe actual recruiting.
These individuals ghou]d represent the department in a pro-
fessional manner, be se]ected for outstanding abilities to
communicate, having pleasing physica? cﬁarecteeistics, and
should be dedicated to the aff1rmat1ve action- goa]s A breake

down of the recru1ter s character1st1cs should 1nc1ude

A. Prior. experience and/or desire to learn.
B. Effective communication skile.

c. Ability to work and get along with peop]e."




D. qud working knowledge of the Department. «
Once the department has selected its recruitment team,
it.shou]d prepare them for the task ahead. Nothing indicates
the department's lack of sensitivity to afffrmative'éction
goals more than arbitrarily placing some officeré onithé
streets telling them to "get out there and: recruit minor-
ities." 1In order to be succesful the officers should be
proviﬂed with the following tools:
A. Program orientation and recruitmenfvstrétégy. ,'
B; Qualifications and standards (including C%vi]
Service). . |
C. A complete understanding oT the'seTecfion process.
-Where to go, how much time, what to éxpect.
D. A knowledge of departmenf procedures and policies.
Many questions will not deal directly with recruit-
ment'but’rather with various other aspects of an
officer's career development, units command structure,
etc. | '
~E. FEach officer should be'awnre of the type ofvcandidaté
the department is looking for and be placed in an.
area where he/she is likely to come in contact with
them. Officers recruiting on street corners in the
middle of the day are likely tn.come'in contact with
some individuals who, a]ihough perhaps otherwise
qualified, may not be desirable as police officers.
F. Each officer should have a full set of brochures and
pamphlets. ‘ ‘ .
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c - " MMAT THE OFFICER SHOULD DO | |

" | 1. Meet the prospective candidate with a friendly smile,
o ‘ shake hands, ask him/her name, and introduce your-
self. Tell the ¢andidate what you are there for and
ask if he has Tittle time in whith‘you couid discuss -
the program‘with him/her. Don‘t-be pushy, but don't

by shy--make the initial contact.

€3 2. Give a short presentationabout the departmental
opportunities, benefits, etc. Tell the'anp1icdnt
something about the police profession, the challenge,

& . - community service, etc.

3. Allow the potential récruit to réspond. Answer all
(T ' o questions honesf1y. Some of his/her comments ma& be
~ derogatory toward the police. Don't be shocked or
afraid tp discuss them. The applicant has a right
to know the truth,'where'you stand, and where‘the 

7

department stands.

4. Be confident. Remember, you have been trained to
deal with difficult situations which may arise while

accomplishing your task.1®

5. -Always be positive. If the applicant chooses to

??.

leave before you are finished, end the conversation

o ]SSone of thg problems encountered by Miami Police officers
( engaged in minority recruitment for ‘the:Tri-cultural Program in-
clude (a) lack of transportation of recruits, (b) city residency
requirements (Miami), (c) time element, etc. ‘

| ) . .
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on a positive note. He/she may be back or may tell

a friend.

6. When you've generated an interest, get the applicant's
name, address, phone number. Tell the applicant what

is expected of him/her. (A brochure should be provided

30

at this time for further reinforcement or c1arification.)'

7. Follow up on all those who showed an interest--call
them, find out if they took the test. Continue to

encourage them. Show them that you care.

Remember, the program is only as good as your abilities as
recruiters. Hopefully, your superiors will train, encourage

and support you.

PLANNING A MEDIA CAMPAIGN FOR RECRUITMENT

Media-connected expenditures usually take a sizeable portion
of the financial resources allocated to any recruitment drive,
particularly those directed at minorities and females since
advertisement in specially-targeted publications is often
necessary. However, even when financial resources are very
limited, a media-oriented recruitment campaign could be suc-
cessfully run with a little imagination and some hard work on
the part of the recruiters. The following observations may

be useful in planning such a campaign:

1. Appoint a Recruitment Coordinator who will be respon-

sible for planning and implementing the drive. Thi$

jndividual should preside over the Advisory Media

Task Force and maintain close linkages with the

£)
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recruitment team.

Get news media representatives involved. Set up a

News Media Advisory Task Force which will assist the
recruiting staff for the duratfon’of the dr%ye.' These
individuals could facilitate ﬁub]ic serviceiénnounce-
ments free Bf charge;_te1évision, radio, and newspaper
interviews with members of the recruitment team and/or
recruits themselves, and generally provide a "gosftivei
press" for the recruitment program and the Miami Police
Department. This Advisory Task Force should be made up
of minority,-fema1es, and non-minority individuals and
should meet often (weekly, bi-mdnth]y) during the re-
cruitment effort qnd report directly to the Recruitment
Coordinator. Local T.V. and radio stations (WPLG-
Channel 10, Channel 23, Channel 6, WMBM, WQBA, WCMQ
AM=FM, WVCG, the Miami News [minority and female re-
porters as well as Associate Editor and or Edito}],
Miami Herald [same as News], Miami Times, Diario dé

las Americas) should be contacted for participation in

the Advisory Media Task Force.

Treat the recruitment campaign as newé. Develop bi-
weekly news bulletins concernihg particular stages of

the.drive, success obtained, people involved, etc.

‘Develop evaluation techniques to monitor the reéu]t

of media campaign. A simple ?bnm, asking recruits

how.they heard about the recruitment drive to be




. For further recommendations see Section VI, Recommendations.
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handed out at the time a recruitment will be suffi-

cient. For example, the form utilized by the Tri-
. cultural Program during'its second recruitment drive
netted the following results as of December 23, 1975:

# Applicants

Source " Received - Percentage
Radio Ads . 136 0 31.8
Newspaper _ 96 ) 22.0.
Bus - 8 1.0
Billboards | 5 T.0
Another candidate 47 11..0
Police officers o 99. | 22.5
Friends 15 . 4.0
 Civil Service Board. T2 o 0.5
Manpower ° ' ' 4 ‘ 1.0
_Public Service Aid . :
Program , . 24 5.5
436 . 100.0

r As can be seen by the above-listed resu]té, word of
mouth, radio, and newspaper advertisements accounted
for the great majority of individuals recruited by

the Tri-cultural Program.

These are some of the ideas that could assist the Miami
Police Department in mounting a successfullmihority and female
recruitment campaign. Specific uses of the media for each par-
ticular ethnic;ahﬁ sex group with which this manual is concerned

{Blacks, Latins, females) are dischssed in fo]]owing sections.
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STRATEGIES FOR RECRUITING MINORITIES (BLACK AND LATINL

Strategies for recruitment of Black and Latwn po]1ce
off1cers should begin with a sincere effort on the part

.of the department to determine that the selection too]s

are indeed valid for all candidates. To this effect, the

City of Miami's Police Department.has engaged the services
.of the University of Chicago's Industrial Relations Center.
The validation process of the entrance examination is‘our;
rently under way, after having a large number of Tri- cu]tura]l
Program participants and others as subaects in the tests
admlnvstered in Apr11 1975 and January 1976. Once such
va11dat10n has been comp]eted the.department‘shou1d
emphasize the avat]abi]ity of a non-biased examination
instrument in its recruitment advertising among mtnority

groups.

Other strategies utilized must.take into acoount cul-
tural and 1anguage differences that exist between minority
and majority groups and among minority groups themse1ves.

In the language area, for example, Spanish and “"Black
English" should be viewed as job—re]evant-tools, essehtia]
for the proper delivery of law enforcement services to ap-
proximately 77%’of Miami's population- (52% Spenish-speaking,
approximately 25% Black) who use them as their "mother"

language. This is indeed a a fact frequently disregarded hy-

| police departments and other local service related agencies
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Among Latins, the recruitment effort should be geared

to dispel any not1ons that a job as police officer means
low socio-economic status. Trad1t1ona1]y the Latin-American
family (whether Cuban, Venezuelan, Colembian or other) has,
played a major role in the career choice of its members,
hence professional careers (med1e1ne, law, engineering)

Latin recruitment, and especially Cuban
recruitment, for police officers must be presented in &
manner that stresses the "professionalism”" of a law enforce-
ment career. It is important to note the meaning of this

theme for individuals of Latin cultural heritage. Latins,

for example, have few "repairmen" among skilled and semi- |

skilled workers. They use the term ntechnicians" for such

job categories since it lends a touch of professionalism,

and hence, status to the work done. This is significant

“in 11ght of the fact that traditional Latin soc1et1es offer

a lesser degree of mobility among careers that American
society. The individual is, therefore, very closely con-
nected in terms of identification and social status to what

he does for a living. This is usually what he continues to
do for life, although, of course, Lat1n soc1ety in Miami,

being a dynamic one, may be undergoing changes which brings
it closer to American society in general, and to the "Anglo"

segment of Dade County in particular.

Endorsements by Latin sports heroes and other authority
figures such as established politicians and government of-

ficials may be of help in this area.

LS



Another recruitment vehicle which has gone largely
under-utilized in past recruitment drives conducted by
Tocal po]#ce departments is the ”acquainténcé'or friend-
ship networks" which make up the infra-structure o%.the.
minority Eommunities boéh Black and Latin. This.méans

that potential recruits can be referred to the department

by other minority on the same "acquaintance or friendship

principle" with which they or their families are referred
to job openings, service delivery agencies, government
offices, or any other type of organiiétion where their
particular needs can be met. This network can be best
utilized by establishing the "Honorary Recruiter Program"

referred to elsewhere in this manual.

USE OF MEDIA IN MINORITY RECRUITING - BLACKS

When dealing with any media campaign.in'the-Blaék‘
community it is important for your program to contain

certain elements.

. V. Be honest and straightforward. Tell them you

are )ooking for Black officers.

2. Use catch phrases, such as Black Pride is Cop

Pride, Being a cop means .being a Brother, etc.

3. Establish rapport with the Black media. Convince

 them of your sincerity.

4, Make it clear wheré and when to apply and what the

minimum qualifications are.

36

&

O

o R R T R o B ot 2t

5. Many Blacks have traditionally been hesitant to
take civil service tests since they view them
as discrimjhatory. Tell them of.aﬁy'procedures

to prepare for the exam, and the availability

of assistance through the Tri-cultural Program.

Newspapers

Newspapers written for, and distributed in, the Black
community are generally considered a fairly good recruiting
media. However, it is easy to fall into the trap of some

exaggerated claims of the newspaper's circulation, so the

recruiter must be sure just how widely read the newspaper

is before employing it, and weigh that value accordingly.
If an ad is run, it should be kept brief and're1ati9e1y
simple. The ad should attempt to.c1ear1y portray the fact
that the aepartment is seeking Black officers. It should
deal 'with the question honestly and frankiy. It is also

a good idea to head it with key catch words fhat will draw

attention to the article (See Appendix E).

Another‘good method of newspaper coverage is the human
interest story. Too often the on]y.officers who get into a
Black newspaper are those who have done something wrong.

The Public Information section of -the department should make
a s?rong effort to show officers helping B1ack people and
should deve]op'ties with the Black newspapers to ehcourage
them to print this type of.story. "Only 1in this Qay will |

negative images of the police force be overturned.
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Television

Mosi metropoIitén areas do not have a TV station that
is directed exc1usive1y at the Bjack commuhityl Therefore,
the most effective ways of using this media are to have

television ads as part of the particular programs that are

designed for the Black community or to design a comp]ete]y

original program based on police work as it applies to

minorities.

Radio

This media source is clearly one of the most widely

and successfully used to reach the Black community. 1In the

South Florida area there are a»number of predominately
Black radio stations. As in the case of newspaper adver-

tisement, an effort should be made to be clear and precise.

Hit prime time to get best coverage.. A]so'encourage Black -

news brcadcasters to talk about the program in their edi-
tbria]s and to broadcast human interest stories showing

the positive side of police work.

Posters and Pamph]ets

?osters and pamphlets (S=e Appendixes C, D, E)
should be made up and distributed in the Black community |
anﬂ displayed in key businesses. .These items should start
with a catchy word or picture which will draw attention to
them.
played in a positive manner. The poster should tell the

prospective applicant the advantages that the job offers

Black officers should be the primary subject dis- ..
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" vehicle in a new recruitment drive.

him, such as salary, educational benefits, etc., and how
to apply. Many large police departments, as those of
Washington, D. Cl, Detroit, New York, Dayton, Ohio, have

had success with this method.

Use of Black slang terms nbt only draws atfention to
the items, but is dlso a suBt]e'emphasi; to the prospective
applicant that the department is trying to attract him/her.
and is willing to change traditional methods to facilitate

-

the recruitment process.

USE OF MEDIA IN MINORITY RECRUITMENT - LATINS

Newspapers:

Twenty-seven percenf (27%) of all respondents to the

Recruitment Questionnaire developed by Julio A. Avello and

Associates as part of the evaluation process found out
about the Tri—cyitura] Program through newspaper advertise-
ments. We recommend a continuaéion of this informatfon.
English newspapers
with Spanish sections (Miami News and soon thé Miami Herald
as we]]f sﬁou]d be emphasized as they are wide1y.read'amon§

young Latin adu]ts.

’ Radio
The radio is an excellent vehicle to reach Spanish-

speaking audiences in Miami. TWenty-four percent (24%) of -

~ the respondents' to the Avello and Associates questionnaire

identified radio messages-as their Way'of becoming ac-

- quainted with the program.’ 'Emphésis'shoﬁld be placed on



audiences. It is questionable whether Latin youth

thg youfh-oriented radio stations which broadcast in
Spanish, such as WCMQ (AM and FM), OCEAN Radio (FM),
and perhaps Spanish language spots in Eng]iéh-speaking
radio stations (WFUN, WGES, WMBM) whénever possib]ek

1

Other Media

Television spots are very expensive and must be

pufchased with a great deal of care to reach Latin

watches.the Spanish-speaking television station in
this area (Channel 23) to ény significant degree.
Some spots built around such specific programs as
"Solo para Bailadores" ("For Dancers Oﬁ]y")-may be

helpful since this program is especially geared for,

young Latin audiences.

Magazine advertising may be useful, especially in
reaching Latin women. Costs must be taken into account

vis a vis the expected impéct.

STRATEGiES FOR RECRUITING MINORITIES - FEMALES

To deny women the opportunity to compete with men
for any police position on the basis of Qex is against
the law and can bring about the same repercussions as
are felt when any minority group is preven%ed from re-
ceiving equal treatment. Their ]ack of prcportionate
représentation'ag sworn police officers in the Miami
Police Department has algeady been ﬁdinted out in this

manual, The Miami Po]ice-Departmén;'s need for further
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female recruitment is real and immediate.

The.key to -any succe§sfu1 recrﬁitment drive aimed
at increasing the number.of women on the fofce must
first be a positive attitude‘on the part of the depart-
ment as it relates to female invo]vemén§ in its dai]y‘

operations. If women ‘are relegated to menial tasks, then

their recruitment and retention will be difficult.

METHODS :

The techniques used to reéruit females are bagically
the same, with some modification,.as those used fo attract
any special group and have already been discussed iﬁ this

manual. An important first step is to be sure that any

‘media campaign gives exposure to female officers. These

must not only be minority females, but also white females.
It should be clear that the department considers females a
target minority group and, as such, is highly desirous of

their joining the force.

Of “‘primary concern to may female applicants is the
selection process. Many women are hesitant to take civil

service exams which may require expertise in areas in which

thiey have had little background. It should be pointed out

to them that the Tri-cultural Program offers a wide variety

of academic and physical training in order to prepare ap-
plicants to pass the required examinations. In addition,

such requirements as height and .weight, physical agility

tests, -etc., must be qarefp]]y evaluated if women are to be

T s e <t e e ' T
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successfully recruited. The recruitment effort should
make clear the types of physical exams female officers
will be required to pass, and what can be done to

assist them in gettiné the necessary physical abi]ity'to

succeed in these tests. This is extremely imporﬁant in

1light of the percentage of tri-cultural female app]fcants

"who had failed to pass the.physiéa] agility test as of
July 1975 (37.5% females as. compared to 8.5% for ma]es)..’6

Latin females will probably be the most diffiqu]t
group to recruit. This has to do with long-held attitudes
concerning female roles in traditional Latin societies.
it is nevertheless true that as mentioned previously, such
attitudes are in a state of rapid change in Dade.Couﬁty
due to pressures from the larger English-speaking society.
The new economic realities have led a large number. of:
Latin. females to seek employment outgide the home. The
result has been the emergence of the ﬁrofessiona] and semi-
professional single girl, often living alone, as an importaht
component of the Latin community in Miami. .In order to make
headway in recruiting members of'thjs population group, the

recruitment effort must emphasize "femininity" and profes- .

" sionalism as part and parcel of the female police officer's

career. It is essential to note that a female police officer

can be as much of a woman as any other working girl; that her

job 1is both challenging and fu]fi]]ing,'dnd is not to be

]GCorrespondence from Tom Garcia Mones to Harry Morall,
- Tri-cultural Program, July 24, 1975. '
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vigwed as a threat to her femihinity. Advertising ori-

ented along these lines and utilizing such vehicles as

Cosmopolitan en Espanol, Vanidades, and similar women's

driVeJ7

COLLEGE RECRUITING

.magazipes may prove very fruitful in the recruitment

Perhaps the best sourceés of qué]ified minority ap-

many of the colleges contain substantial numbers of

.Plicants are the college cémbuses. In the local area

-

Blacks and Latins. Miami-Dade Community College, -for

example, has a Black student enrolliment of 11% of a

total number of approximately 50,000." Latin student

numbérs exceed Black enrollment

by more than double,

being approximately 27% of the total college enrolliment.

minority college graduate has h

- It has for some time been assumed by many whites that a

is pick of career paths.

A quick check of Black college placement centers will

. soon ﬁpow this to be a fallacy.

The same is true for

LatinsJ8 The high pay, excellent beﬁefits, promotion

opportunity, and challenge could attract many more

college level minorities and females to the police pro-

fession if ‘a positive effort is

117 .
For example of specific m

cost and schedule of releases s
down, Tri-cultural Program, Jan

]8The single most numerous
between the ages of 21-30 is fo
campuses (Bureau of the Census)

made to recruit them.

edia Usage; estimate of
ee Appendix G Media Break-
uary 1976. '

group of Latins in the U.S.
und on the community c@llege

-
. .
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c The following steps should be taken:
1. Develop. close ties with seQera] college place-
ment centers. '
2. Contact minority and female students by mail
many months before graduation to begin setting
up interviews. The Registrar and Admission's
offices of local colleges can provide enroll-
ment printouts with students’ names and . )
‘ addresses. | ~
3. Have one or two minority officers follow up
mail contact by phoning to set up personal
{. intérview;
' 4, Many colleges have Black ‘and Latin culture
weeks. Make an effort to participate in them.
(University of Miami, all campuses of Miami-
Dade Community College, etc.)
There are a number of pub]iéations available showing
C the level of Black and Latin enrollments in the co]}egesi
nationwide. (See our list of recommended - readings.)
These should be consulted. Black and Latin college re-
cruitment offers the department the best hope of attracting
large numbers of highly qua]ifiéd applicants. Cascio and
: Real, 1974, found a pqsitive cqrrelation between higher
C'(' levels of education and preventable accidents, use of force.
reports, sick,time usage, efc. Tﬁair-findings tend to
C
N e i
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indicate that more educated officers perform at least some

of their functions better than less educated officers..

MILITARY

With the benefits provided by the new volunteer érmy

there has been an upswing in the number of Blacks, Latins

and females joining the service. Contacts cén be made with

the military steering minorities and females coming out
toward the department. Special emphasis could be placed on
those with military police backgrounds. Information could:
be gathered from local offices on City of Miémi residents

who are being discharged.

,'fﬁdéf&]]y'ﬁunded‘Progfams - an often overlooked source
of highly qualified Black, Latin, and female aﬁp]icants is
the federal;programs. Many of these programs are ending,
thus, leaving the administrators and'staff‘without‘bOSitions.
Many of these are young, highly educated individuals who
could possibly be interested in a_iaw enforcement career,
For a list of such program the recruiters should consult
the Dade County Human Resources Division, the Mental Health
Association, the Manpower (Dade and Monroe),'P]anning'Counci];
the Equal Employment Opportunity Commission, the Community

Action Agency, and other agencies listed under Federal, State

¥

of F]orida, and Dade County in the féigshﬂne directory.

BOARD OF PUBLIC INSTRUCTION

This is currently Dade County's largest employer. The

teaching career has-long been a source of opportunity for
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Blacks, females, and more recently for Latins as well.

With the changes in education, increase in class sizes,

cut-backs, and low salaries (as compared to police of-
ficers) many teachers, both employed and unemployed, may

consider a law enforcement positioﬁ. Contact should be

hade,with the local school board personnel office located.

at the Lindsey Hopkins Building for a 1ist of mino?ity

- teachers who are unemployed or'actfng as substitutes.

.

M1nor1ty Manpower Pools - there are current]y a number

of agencies that are estab11sh1ng manpower pools primarily
for private- 1ndustry p051t1ons The State’of F10r1da has
just received a grant specifica]]y to do the same thing for
po]ice'officers.A The Miami.Po]ice,Department should be
quick to establish contact with these agencies and soiicit

their assistance.

These are a few of the mahy Tocations where 2 police
recruiter can go t6 attract minority and female applicants.
Cooperation from other neighboring Police Departments and
the community in genera] will also be helpful in 1dent1fy1ng

additional locatio nsofxn1nor1ty and female concentration.

46
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Summary‘
Recruiting minority and female candidates for a law

enforcement career requires careful planning, effective .

communication with'City officials, police department

‘personne] and commun1ty groups, and a strong commitment

on the part of everyone 1nvo]ved in the pvocess ‘The

' exper1ence provided by the Tri-cultural Program suggests

that if the above-mentioned ingredients are present, the
recruitment program is likely to succeed. In two efforts
of approximately 23 weeks in length, that program was
at]e to generate over 700 app]icattons, most of whom came
from minority and female candidates. The,fact that the
Tri-caltural Ptogram had to circumscribe its recruitment
drives to the period between the establishment of a date
for the Civil Service Examination and a few days prior to
the actual administration of the test indicates that an

on-going recruitment could'yie]d even more bountiful results.

As repeatedly pointed out in this hanua] a good adverti-
semeat campaign is vital to the success of the recruitment '
efforts. ‘To the extent possible, the Recruitment Coordinator
should use-professional ass1stance in mapping out and im-
plementing the campaign through the media. - Advisory assist-
ance from a group of journalists committed to'the principle
of minority recruitment could also te highly beaeficia] to

the u]timate results of the recruitment effortsi

k]
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community at large.

-cruitment drive.

49
No recruitment drive can be successful without the .

cooperation of_other officers in~the department and the.

‘ The p011ce administration shou]d

foster wide involvement from maaor1ty and m1nor1ty of—

ficers in planning, implementing and eva]uat1ng the re-

It should prov1de adequate training

for the officers in charge of conducting the campaign

and ‘allocate appropriate resources to compensate those

participating in different aspects of the Recruitment

task. It should also maintain close linkages with com;‘ .‘ ot
mun1ty leaders and organ1zat1ons. Using already- |
estab11shed formal and informal iaformat1on channeT the

recruiters and the police adm1n1strat1on shou]d reach out
to the minority and female applicants in his/her own cul-
tural m111eu in h1s/her own language, taking into consid-

erat1on his/her own particular needs.

Final]y, those working in the recruitment drive
should be aware that they are not operating in a vacuum.
Proper linkages 'should be maintained with the Civil
Service Office, the‘Tri-cultura] Program (especially in
terms of referral for academic and physical training
support), such agencies as the City of Mfami'Department
of Human Reseurces, Affirmative Action 0ffice, and a“host j

of other city, county, state, and federal entities.

In this as in other human tasks that require collective

effort, cooperation and comm1tment determlne the degree of




success achieved. This manual has strived to help you

determine the best channels and strategies for conducting

successful minority and female police recruitment efforts.

Your cooperation and committment will do the rest.

50
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- RECOMMENDATIONS

The follawing recommendations are included in this

manual in an attempt to establish an effective process for

recruiting minorities into the Miami Police Department.

Some of the recommendations must, therefore,transéend the

"department itself to include ‘the Civil Service Board, the

City Commission, and the Tri-Cultural Program.

T. Plan every component of the Recruitment Drive care- .

fu]1y and well in advance of the actual campaign.

AQ

B. .

Select a Recruitment Coordinator.
Hire professional media people to manage

advertisement if necessary.

.. Select and train the recruitment team.

D. Provide mechanism to maintain recruitment as an
on-going departmental activity. .
E. Develop linkages with other agenc1es (Tr1 Cu]tura]
Program, Civil Service Board, etc.).
2. Involve the minority communities in all recruitment

efforts. This can be accomplished conducting neigh-

borhood rap sessions to strengthen the public image

of the po]1ce force

3. Personalize Recruitment.

A.

T AR R g e

Develop network of "community recruiters" to uti-

lize ihe "friendship referral system" so prevalent
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in minority communities, particularly Létins, to
obtain a larger numbér of recruits, as well as get
the commun#ty involved in the recruitment effort.
B. Recruits should be given specific names of people.
on the staff from whom to recejve assist;ﬁce when
referred to the Tri- Cu]tura] Program office by the

recruitment centers, or by community recru1ters.

Plan for effective management of police personnel

resources. Engage minority of%icers in the recruitment

drive. If possible expand approach to inc{ude gon-"

minority officers, too.

A. - Provide incentives like.one day's leave for each
successful minority candidate recrujted.

B.: Establish system for officers to identify youngsters
who show cooperative spirit in the community, on
the scene of an accident, in po]jcé—community
.relations aétivities, etc.

C.- City Patrolmen must be making contact with minorities,
some of whom can be potential candidates.

D. - Tri—Cu]tura] Program should award certificates of

appreciation to offiqers Bringing recruits to the.

.53

program. : .

Emphasize College Recruitment

Emphasize college recruitment whenever possible. College
students are less likely to experience scho]ast1c diffi-

culties at the academy.




10.

11.

e

Utilize Educationa] OrganizZations

. obtain 1ists of various leagues in the area

Work through minority student organizations, veterans

.attending co11ége or other, youth grOupé,

Endorsements

Secure endorsement of“"hero-types" like sporté figures.
NeT]—]iked athletes such as Ralph Ortega of the Atlanta .
Falcons, Larry Little and Mercury Morris of the Miami
Dolphins could be very helpful in attracting minority
applicants. Other possibi]itfes baseball players -~
from the
Dade County Parks and Recreations Department.

Professionalism

Emphasize professional status of police work.  Sell

the approach that becoming a law enforcement officer

shoéuld be viewed as a professional career.

. Recognize those who assisc in the Drive .

‘Consider possibilities of social functions like a

picnic for groups supporting police department. Have
supporting groups get to know minority officers, non-
'minorify officers, and the police department leadership.

Be clear and truthful with all applicants

Clearly identify what are the qualifications that can-
didates must meet. Avoid misleading applicants who
cannot hope to qualify.

Seek alternative resources

Explore alternative sources of Manpower such as the
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mi!itary,‘phased-out government programs, construction

_industry, school system, minority firms, etc.

Special Recommendations -

12. Selective Certification from Eligibility List
While

‘much work is being conducted to develop a civi]
service exam that is an accurate measure of future job per-
formance, to date no such exam exists.

‘that a paper and pencil test will ever be a significant pre-

dictor of applicants' success as police officers in the future

seems questionable. At best, a test could be developed that

will only indicate the individuals on the far ends of the

continuum (very high or 7ow potential) but it would be greatly.

difficult to differentiate among the vast majority that fall

in the middie ground.

The current C1v11 Service System evaluates candidates
in accordance with their p]acement on an e11g1b111ty Tist.
Slnce 1t is unlikeley that. the difference, for example, be-
tween candidate. 10, 15, or 25, which may-only indicate the
dlfference of answering 2 or 3 questions on the test, is

a clear indication of the candidate's future potential as a

police officer, vis a vis Job performance, it seems impractical’

to continue this system of selection. - Moreover, the City of

Miami is presently under pressure to 1ncrease its number of

The wisdom of be]1ev1ng

B
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minority police officers, and this practice only restricts

?he city‘s ability to comply with the affirmative action

.goals;

" We therefore, recommend that the selective certification

from thé eligibility list be allowed.. Thus the department

could choose a minority candidate.ahead of other céhdidatés

~who may have scored higher in the entrance exam. .This

policy would place greater reliance on the selection system

as a whole (oré] interviews, background check, physical

agility, etc.) rather than only on exam scores.

13. Relationship Between Civil Service TestAénd Tri-Cultural

- Training .

in order to assure the success of any recruitment pro-
gram in terms of actual numbers of trainees hired, it is
imperative that a close relationship eiis; between the Tri-
Cultural Training Program and the Civil Service Exam. To
date the festing staff from the University of Chicago'pro— ‘
vides 1ittle or no input to the Tri-Culfura1 Training Pro-
gram in terms of test content. This greatly increased the
level of frustration on ‘the part of trainers in the Tri-

Cultural Program and the recruits who realize that their

class efforts may not at all relate to the exam.

We recommend the administration-of an examination which
assesses the minimum cognitive skills necessary to function

as a po]ice'officer. Thus.‘the‘Tri;bu]tural Program could .

0}

()

w

G

R AT YR T T

57
develop academic strategies tailored to meet such competencies.
This becomes more necessary ih.tﬁe light of fhe time it would
take the present examiners to establish a clear relationship
between performance on the examination and performance on

the job. That relationship is what validation is‘a11 about.

H
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APPENDIX A

!

'Media Breakdown of the Second Re¢rujtment Drive conducted

PR

by the Tri-Cultural Program.

-schedule for comparison in planning similar recruitment

‘drives in the future, although it should be assumed that

Note from the Authors.

" The following Appendix is pfovided to give the Re-

cruiters an idea of approximate cost and advertisement

-~

advertising costs are likely to increase.
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NEWSPAPERS

MIAMI HERALD

DARIOS LAS
AMERICAS

MIAMI TIMES

REPLICA
MMAGAZINE

FLORIDA
COURIER

" col. x 10"

‘col, x 10"

.col, x 10"

'col. x 10*%

col. x 10"

DATE AND DAY APPEAFRS

Sun/Nov 2/75

Tues/Nov 18/75

Wed/Nov 5/75
Fri/Nov 14/75
Wed/Nov 19/75

Thurs/Nov 6/75
Thurs/Nov 13/75°
Thurs/Nov 20/75

Fri/Nov 14/75
Wed,/Dec 10/75

Wed/Mov 12/75
Wed/Dec 3/75

TOTAL COST:
e
T ¢

COST -

mp—t————

$777.00
$763.00

—————————

$1,540.00

$252.00
$252.00
$252,00

————— o ——

$756.00

$210.00
$210.00
$210.00

S — ttm———

$630.00

$120.00
$120.00

o —— e———

$240,.00

$172.50
$172.50

$345.00

$3,511.00

SECTION

Help Wanted/Class. Display

Spoits

Sports

Sports

ROP

-
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« RADIO
| WCMQ (AM and FM)

SAT

#NO. SPOTS

UNIT COST

COST TOTAL WEEK

| TIME  LENGTH SUN MON TUES WED THURS FRI
‘Nov. 4/75 '

‘thru T y
"Nov. 17 60 Sec. 3 ' 3° -

“Nov. 18

- thru

'Nov. 30/75 60 Sec.3 2 2 2 2 3

" Dec. 1/75
thru

'Dec. 22/75 60 Sec.l  1- 1 1 1 1

fTotal Number of Weeks Running
1*¥6 weeks and 6 days.

{Mds appear both AM and FM stations,
‘Doubling the total number of times
~ad played.

i

o o 0

e

- 21

16

$22.00

$22.00

$22.00

$462.00

$352.00°

$132.00

Total Cost: $2, 002.00
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© RADIO

WMBM

Time

' Length . Sun.

-

Cost

_Mon. Tues. Wed. Thurs. Fri. Sat. MNo.Spots Unit Cost Total Week .

‘October 29, 1975 60 sec. 1 L 1 2 2 1 41 - §17.00 $153.00
" thru : ' ‘
November 30, 1975
December -1, 1975 . 60 Sec. 1 1 1 1 1 1 20" $17.00 -° $119.00
thru - : ' ' '
Decembexr 20, 1875
TOTAL COST - $988.00
N o ~
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" October 29, 1975 '

RADIO
WEDR
Time ' v ‘ Length

thru \
November 30, 1975

December 1, 1975 '~ 60 Sec:
thru

December 20, 1975

Sun. Mon. Tues. Wed. Thurs}-Fri. Sat. No.Spots

Cost
Unit Cost Total Week

" 60 SeCn

o

1 1 1 2 ‘21 . 4 $17.00 $153.00
1 1 1 1 1 1 20 $17.60 - $1i9.00
TOTAL COST - $988.00
- N
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BUS POSTERS

+

Bus poster ads will ‘appear on 300 City of Miami
buses. Running from November 13th thru December 13ih.

'Ads will appear on 1l x 28" display cards inside

the buses.-

Total Cost:$450.00
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BILLBOARDS y
Panel #1 NW 2nd Ave s/o 48th Street/east sidé/facing horthm
Panel #2 NW 12th Ave/South of 62nd Street/east side/facing north
Panel #3 "NW 27th Ave and 55 Terrace/southeast corﬁer/fécing south
Panel {4 " SW 22nd Ave/between 4 & 5th Streets/east side/facing north.
.Panei #5 W.bFlagler/west of canal/éogth side/facing west
) .Panel £6 SW 8th Street/east of 3lst Ave/south side/facing west
; . . . “ .
| _ TOTAL COST - $972.00
} Will appear from Nov. 10/75
! thru Dec, 10/75 '
b . N N
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'OTAL ADVERTISING EXPENDITURE (APPROXIMATELY)
: $2,000.00

'OTAL PRODUCTION EXPENDITURE (APPORXIMATELY)

o

$8,911.00°
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National Criminal Justice Reference Service

N e P P U T g e N

ncjrs

Copyrighted portion of this
document was not microfilmed
because the right to reproduce

was denied.

National Institute of Justice
United States Department of Justice
Washington, D.C. 20531
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- Community Involvement, 25

P e ey

—t
=
o,
(D

|

Affirmative Actign, 3
Civil Service Board, 11
Citizen Participation, 4
Commitment, 2

And Success, 3
City's, 3
Community's, 4 .
LEAA Financial, 4
Police Chief's, 4
Spearheaded by Police Ch1efs and E1ected 0ff1c1als, 2

=g

.Contact Feedback System, 27

For Recruitment Coordinator, 27
Department Involvement, 21

Bounty System, 21

Buddy Systems, 22

Internal Need Assessment, 19
Rationale For, 23
Recruitment Incentives, 24

Entrance Exam, 12

Critique of, 12 :
Re]at1onsh1p to Rri- Cu]tural Training Program, 13

Law Enforcement Community Outreach Program, 10

Candidates in
History of, 1
Success of, 13
Remedial Assistance in, 17, 41-42
Liberty City, 10

Little Havana, 10

Recruiting-Blacks, 34-39

Colleges, 43

Educational System, 45
Federally Funded Programs, 45

Media, 37-39

Military, 46

Minority Manpower Tools, 46

e 4 e, e e e o

e s

SN A LSS ST SN MO ot ot




™

e . e e e AREEESELCE Bt . e b RIS e R S A TR SR T e

Newspapers, 37

" Posters and Pamphlets, 38
Radio, 38 :
Television, 38

Recruiting Females, 40

Methods of, 41

Through Same Techn1ques Used with Black and Latin
Minorities, 41

Recruiting Latins, 34-42

Acquaintance or Friendship Networks, 36

Advertising in Spanish Women's Magazines, 42
Appealing to Single Girls, Stressing Femininity, 42.
Endorsements by Latin Authority F1gures, 35 )
Honorary Recruiters, 25-26, 35

NeWChapers, 39

Problems in, 34-36

Radio, 39

Stressing Professionalism, 35

Television Programs, 40

Recruiting Staff, 27

Techniques Used By, 28-30
Training of, 27

Tri-Cultural Program, 8

- Past History of, 10-17

Appendix A - Media Breakdown, Tri-Cultural Program, 66

“Appendix B - Miami Police Department (Tri- Pu]tura] Program)
: ‘ Brochure, 74

Appendix C - Miami Police Department (Tr1 Cu]tura] Program),

75-78
Appendix D

Appendix E - Detroit Po]lce Department Recru1tment Poster,

; 80-91

Dallas Police Department Recruitment Poster, 79

93

el snitssodn. it

s i T
R Y R e T R RO
RS s

mr





