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CHAPTER I

Summary, Conclusions, and Recommendations

The attempt in this study has been to provide information pertain-
ing to certain personnel and training practices among all Maine municipal
police departments having at least one full-time paid employee.

The study has explored the nature of these personnel and training
practices. It has described aspects of personnel administration, working
conditions, fringe benefits, and employee performance evaluation; recruit-
ment, examinations, placement and probation; employee training, and con-
siderations in tortious acts of the police. Throughout the discussion,
programs for improving the overall quality of existing police personnel
and training have been emphasized.

These recommendations would enable the Maine Municipal Police Train-
ing Council to plan for the development of a statewide legislatively
authorized system for the establishment and administration of selection

and training standards for municipal law enforcement officers. Addi-

btionally,'these recommendations would enable both local and state legis-

lative bodies to enact legislation concerned with police personnel and/or
training matters. Poiice departments may find the recommendagions use-
ful for the internal planning and management of their operations. The
recommendations given, however, should not be considered as all inclusive.

To further emphasize the recommendations, they have been extracted
from the context in which they belong and have been classified into

matters with which both local and state legislative bodies should be con-

cerned and into matters with which a police training council should be



concerned.

ters relating to personnel and to training.

Department or Municipality

Personnel

Recommendation No. 1 THAT MUNICIPALITIES ADOPT
CENTRAL PERSONNEL ADMINISTRATION PRACTICES FOR THE
POLICE DEPARTMENT. (p. 19.)

Recommendation No. 2 THAI PRE-EMPLOYMENT RESIDENCE
REQUIREMENTS WHICH ARE. AN OBSTACLE TO EFFECTIVE RE-

CRUITING BE WAIVED OR ABOLISHED WHERE THEY EXIST. (p. 38.)

Recommendation No. 3 THAT MUNICIPALITIES ASSURE THAT
POLICE SALARIES ARE COMPETITIVE WITH THOSE OF OTHER
OCCUPATIONS REQUIRING SIMILAR EDUCATION, ABILITY, AND
PERSONAL CHARACTER. (p. 61.)

Recommendation No, .4 THAT MUNICIPALITIES SEEK TO
REDUCE THE WORKING HOURS OF POLICEMEN TO THAT LEVEL
REQUIRED BY PRIVATE EMPLOYMENT. (p. 64,.)

Recommendation No. 5 THAT THE OFF-DUTY EMPLOYMENT
OF POLICE OFFICERS BE REGULATED BY ORDINANCE OR
ADMINISTRATIVE POLICY. (p. 73.)

Recommendation No. 6 THAT DEPARTMENTS PROVIDE FOR
LONGEVITY PAY RECOGNIZING BOTH LENGTH OF SERVICE AND
SUSTAINED SUPERIOR PERFORMANCE. (p. 74.)

Recommendation No. 7 THAT DEPARTMENTS PROVIDE OFFICERS

WITH A COMPLETE INITIAL ISSUE OF CLOTHING AND THAT

THEREAFTER THEY PROVIDE AN ANNUAL CLOTHING MAINTENANCE

AND RIPLACEMENT ALLOWANCE. (p. 77.)

Recommendation No. 8 THAT DEPARTMENTS PROVIDE COMPEN-

SATION TO NON-SUPERVISORY PERSONNEL WHO WORK DURING
OTHER THAN THEIR STIPULATED DUTY HOURS. (p. 79.)

Recommendation No. 9 THAT DEPARTMENTS PROVIDE REIli~
BURSEMENT TO OFFICERS WHO MUST SPEND OFF-DUTY SERV-
ING AS WITNESSES IN COURT. (p, 81l.)

Recommendation No. 10 THAT MUNICIPALITIES PROVIDE AS
MANY COMPENSATORY DAYS OFF TO POLICEMEN AS ARE GIVEN
OTHER MUNICIPAL EMPLOYEES FOR HOLIDAYS. (p. 83.)

These recommendations have been classified further into mat-
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Recommendation No 11 THAT My
~ . NICIPALITIES E
ANNUAL LEAVE POLICY WITH PAY PROVIDING: o on AN

(1) THAT POLICE OFFICERS
RECEIVE EQUIVALENT
LEAVE TO THAT GIVEN OTHER MUNICIPAL EMPLSYEES;

(2) THAT AT LEAST TWO WE ANNU
EKS ;
GRANTED FOR REST AND RELAXATION; #l: LEAVE B

(3) THAT NO MORE THAN TWO YEARS OF AGCRUED

LEAVE BE PERMITTED; AND

(4) THAT pAy ENTITLEMENTS
: OWING TO ACCRUED
LEAVE BE GRANTED TO THOSE OFFICERS WHO FOR ANY
REASON LEAVE POLICE SERVICE. (p, 86.)

§§§35263§f§§°“ No. 12 THAT MUNICIPALITIES PROVIDE

LEAVES 0 SERsENCES FOR AT LEAST THE FOLLOWING REASONS:

MILITAR ICE, FORMAL EDUCATION, PERSONAL GROUNDS,
RGENCY AND.SICKNESS AND INJURY, (p. 91.) ’

Recommendation No 13 THA

. T MUNICIPALITIES
gF§$0ER§ WITH A LIFE INSURANCE PLAN, APPRO§?§X%§§ FOLICE
QUIVALENT TO THEIR ANNUAL SALARY. (p.92,) Y

Recomme
ndation No, 14 THAT MUNICIPALITIES PROVIDE POLICE

OFFICERS A FULL cov
COVERAGE HEALTH/ACCIDE;
TAL, SURGICAL, AND MEDICAL EXPENSES %g? %E?% O HoseI-

Recommendation No, 15 T

OFFICERS WITH INDIVIDUALHﬁ%Agggig
COVERING THE INSURED AGAINST L0SSs
IMPOSED BY 1AW BY REASON OF FALS
BATTERY, AND FALSE IMPRISONMENT.

IPALITIES PROVIDE POLICE
Y INSURANCE POLICIESLICE
BY REASON OF LIABILITY
E ARREST, ASSAULT AND

(p. 95.)



Recommendation No. 16 THAT THE MUNICIPALITY CONSIDER
THE - FOLLOWING IN THE ESTABLISHEMENT OR REVISION OF A
RETIREMENT SYSTEM FOR POLICE OFFICERS:

(1) PROVIDE FOR MUNICIPAL OR STATE RETIREMENT
AND SOCIAL SECURITY;

.(2) OFFICERS BE PERMITTED TO RETIRE AT COMPLE-
TION OF 25 YEARS AND COMPELLED TO RETIRE AT AGE 65;

(3) THAT EXTENSIONS BEYOND COMPULSORY RETIREMENT
BE MADE ONLY WHERE ABSOLUTELY NECESSARY AND THAT THEY
BE MADE ON A YEAR-~TO-YEAR BASIS; AND

(4) OFFICERS NOT BE PERMITTED TO RETIRE WITH FEWER
THAN TWENTY-FIVE YEARS SERVICE. (p. 107.)

Recommendation No. 17 THAT MUNICIPALITIES SEEK CANDIDATES
FROM A WIDE GEOGRAPHICAL BASE AND NOT RESTRICT EFFORTS TO
THEIR OWN JURISDICTIONS. (p. 114,)

Recommendation No. 18 THAT WHERE PRACTICABLE MUNICIPALI-
TIES ANNUALLY RECRUITING MORE THAN FOUR PERSONS ADOPT A
CONTINUOUS RECRUITING EFFORT WHERE INTERESTED PERSONS MAY
APPLY, BE TESTED, AND THEIR NAMES ENTERED ON AN EMPLOY=~
MENT LIST FROM WHICH APPOINTMENTS MAY BE MADE. (p. 119.)

Recommendation No. 2C THAT DEPARTMENTS RECRUIT ON A STATE-
WIDE BASIS USING A FORM OF ANNOUNCEMENT LIKELY TO YIELD A

SIGNIFICANT RESPONSE. (p. 123.)

Recommendatiion No. 22 THAT MUNICIPALITIES PROVIDE A ONE-
YEAR PROBATIONARY PERIOD FOR ALL POLICE APPOINTEES AND
THAT THE APPOINTING AUTHORITY BE PERMITTED, DURING THIS
PERIOD TO DISCHARGE THOSE OFFICERS FROM POLICE EMPLOYMENT
%HO %%% %ONSIDERED UNSUITABLE FOR PERMANENT POLICE SERVICE,
p. [ ]
Recommendation No. 23 THAT MUNICIPALITIES ADOPT THE
FOLLOWING MINIMUM STANDARDS FOR RECRUITMENT:

An applicant

(1) must be a United States citizen;

(2) must have attained the age of 18;

(3) must be fingerprinted and a search made of local,
state and national fingerprint files for disclosure

of any criminal record;

*If enacted by legislation.
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Training
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(4) must ha
Ve graduated from hi
Gene gh school o
sch ort Fducation Development tegt indicating s
ool graduation level; ‘ cating high

) must com .
complete g general i s
average minimum score; nformation test with an

(6 '
(7; :3:€ gz;s;sina height between 5'g" and 6'4",
§an; Proportion to height ag deter;ined by

of duty as g pPeace offjicer
The applicant's
he physician's

- Personnel file;

must pass g Physical Proficiency test:

b

( )

by any state or by the
» the punishment for
ral or state peniten-

thorough background investigatiinésaggtermined by a
H

? g 1 b 4 d

Recommendation No. 24
. THE CHIEF
PROVE OF POLI
phin IEEngEcgggggLL DIRECTION IN TRAININgéMiggéngY
ANOTER PERSO NATION OF TRAINING IS DELEGATED T0
» THE CHIEF BE RESPONSIBLE, ACCOUNTABLE
)

AND PROVIDE THE Ng
CES
FUNCTIONS., )SARY GUIDANCE FOR THE TRATNING

Recommendation No. 25
+ 40 THAT POLICE
5 ' ADMT
GgiLPER CENT OF THEIR TOTAL ANNDAL BUDGggSTRATORS SEL
FOR TRAINING FUNDS. (p. 181 ) A8 THEIR

THAT NO OFFICER B
REGULAR POLICE STATUS UNTIL HE HAS SUCCE583§£Q;NE§3 0



Personnel

Training

Recommendation No. 32 THAT ROLL CALL TRAINING BE IN~
AUGURATED IN LOCAL DEPARTMENTS AT AN EARLY DATE UTILIZ~

ING USEFUL TRAINING AIDS. (p. 218,)

Recommendation No. 33 ' THAT ALL DEPARTMENTS ESTABLISH A
POLICE LIBRARY WITH A VIEW TOWARD USING THE MATERIALS
TOR INDEPENDENT EDUCATION OF OFFICERS. (p. 219.)

Recommendation No. 35 THAT POLICE ADMINISTRATORS EN-
COURAGE QUALIFIED OFFICERS TO ENROLL IN SCHOOLS OF HIGHER
EDUCATION ON A PART-TIME BASIS TO ENHANCE THEIR GENERAL

Legislature

Recommendatioﬁ No. 21  THAT THE LEGISLATURE AUTHORIZE
MUNICIPALITIES TO APPOINT MUNICIPAL POLICE OFFICERS AT

THE AGE OF EIGHTEEN. (p, 128.)

Reécommendation No. 26 THAT THE LEGISLATURE ENACT LAW
ENFORCEMENT TRAINING LEGISLATION PROVIDING FOR A COUN-
CIL AND AN EXECUTIVE DIRECTOR. (p. 194.)

Recommendation No. 27 THAT A CENTRAL AGENCY BE ESTAB~
LISHED FOR THE ADMINISTRATION OF STATEWIDE POLICE TRAIN-
ING ACTIVITIES. (p. 197.)

Recommendation No. 36 THAT THE LEGISLATURE DECLARE THE
ADMINISTRATION OF MUNICIPAL LAW ENFORCEMENT TO BE NECES—
SARY TO THE HEALTH, SAFETY AND WELFARE OF THE PEOPLE OF
THE STATE OF MAINE AND ENACT THE LAW ENFORCEMENT TRAIN-
ING COUNCIL ACT AS CONTAINED IN APPENDIXES I and J. (p. 237.)

Maine Law Enforcement Council

Personnel

Recommendation No., 19 THAT THE MAINE LAW ENFORCEMENT
TRAINING COUNCIL CONDUCT CONTINUOUS RECRUITING OF IN-
DIVIDUALS FOR POLICE SERVICE AND THAT THE NAMES AND
CREDENTIALS OF QUALIFYING CANDIDATES BE MADE AVAILABLE
TO DEPARTMENTS. (p. 121.)

Training

Recommendation No 29 THAT
. 4 ’ THE STATE POLICE AC
éggg;TA BE ESTABLISHED AS .A CENTRAL FACILIT% FOﬁDgﬂé =
ING OF MUNICIPAL POLICE RECRUITS, (p. 211 5

Recommendation No. 30 THA'
. T THREE BASIC RECRU
BE CONDUCTED DURING A CALENDAR YEAR AND THAT égESLQSSES

Recommendation No 31  THAT
« 3 THE BASIC POLICE COURSE
%gPROVED AND ESTABLISHED BEFORE CONSIDERATION IS GIVES
OTHER TYPES OF TRAINING. (p. 214.)

Recommendation No 34 THAT
. . THE COUNCIL NOT CO
ggréggéguzggT OF SPECIALIZED COURSES THAT CAN gglgggviggn
NCIES OR INSTITUTIONS., (p. 222,)

Th
€ories, principles, and Practices which are Suggested in this

content of the study.

At a meeting of the Maine Municipal Police Training Council in

A P
ugusta at State Police Headquarters on August 13, 1968, the council

adopted this report with one exception.

They voted not to accept Recommendation No. 21 THAT THE LEGISLATURE

AUTHORIZE MUNICIPALITIES TO APPOINT MUNICIPAL POLICE OFFICERS AT THE

AGE OF EIGHTEEN.



CHAPTER II

NING FUNCTIONS:
POLICE PERSONNEL AND TRAL
TINTRODUCTION AND METHODOLOGY

Tt is the purpose of this study to provide information pertaining
to certain personnel and training practices among all gaine municipal
police departments having at least one full-time paid employee.

This study explores the nature of these personnel and training
practices. It describes aspects of personnel administration, working
conditions, fringe benefits, and employee performance evaluation;
recruitment, examinations, placement and probation; employee training;
and considerations in tortious acts of the police. Throughout the
discussion, programs for improving tie overall quality of existing
police personnel and training are emphasized. It is, therefore, a
descriptive study designed to explain existing personnel and t?aining

practices and how to improve them.

{ ipal
The recommendations of this study should enable the Maine Municip

~wide
Police Training Council to plan for the development of a state-wl

tion
legislatively authorized system for the establishment and administra
egi
t
of selection and training standards for municipal law enforcemen

: idered
officers. The recommendations given, however, should not be cons
as all inclusive.
Introduction

i cies
The effectiveness of our municipal law enforcement agen

depends upon the competence of their personnel.

e e et o b

It is impossible to separate the. performence of local gover-
ments from the abilities of their personnel. Ordinances are
not self-executing, highways are not self constructed, and
no other service of local government has meaning except as
it is planned, directed and delivered by the people. If
these things are done well, communities may thrive; if

poorly, the future demand may outstrip all services, all
facilities, all planning.

This study shows that there is substantial variance in the quality

of municipal police personnel and training in the State of Maine. Law

enforcement personnel appear to meet their difficult responsibilities

with determination and devotion to duty. However, with rising crime

rates, social unrest, and expanding police functions there is a need

for more competent personnel.

No person is prepared to perform police work on native ability

alone, Aside from individual intelligence, education, judgment, and

emotional fitness, an officer must receive extensive training before he
can understand the nature of police work and learn how to fulfill it.

When recruits are properly selected they bring to the job
considerable native ability but little knowledge or exper-
ience in police work. In a short time, they must be prepared
to operate alone on the streets under a variety of conditions
that call for knowledge of laws and ordinances, legal pro-
cedures, police practices, and human relations. As they
progress, they must not only acquire more of the same kind of
knowledge but also should develop some specialized under-
standing of investigative techniques and scientific crime
detection. This will enable them to conduct initial or pre-
liminary investigations and to preserve vital evidence for

Municipal Manpower Commission, Government Manpower for
Tomorrow's Cities, (New York: McGraw-Hill, 1962), p. 20.
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the specialists who will assist them on difficult cases.1

Training it can be said "is one of the most important means of upgrading

the services of a lﬁ;hicig§i7 police department."2

Methodology

An attempt to determine existing sources of information regérding

Maine municipal police revealed a dearth of material,

In an attempt to secure complete information the Mdine Register was
used as a reference ko assure that all Maine municipalities having a
population of 1,000 persons or over were queried. For a listing see
Appendix A. A questionnaire was then formulated to determine primarily
whether these municipalities had at least one full~time paid police
employee. (See Appendix B,) For this study an organized police depart~
ment is referred to as one having at least one full~time paid‘officer.

hfter deciding what information was sought an extensive question-

naire was devised to solicit data from the organized police departments.

(See Appendix C,)

1Winters, "Recruit and In~Service Training: A Must," Speech
delivered to the First Annual Southern Institute for Law Enforcement.,
The Florida Institute for Continuing University Studies, Tallahassee,

2The President's Commission on Crime in the District of Columbia,
"A Report of the President's Commission on Crime in the District of
Columbia on the Metropolitan Police," (Washington: U. S. Government
Printing Office, 1960), p. 323,

e o o oy P S04 A s e e
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departments,

MUNICIPALITIES WITH ORGANIZED POLICE DEPARTMENTS -~ 99 ORGANIZED

Androscogein County

Auburn
Lewiston
Lisbon

Livermore Falls

Mechanic Falls
Webster

Argostook County

Ashland
Caribou
Fort Fairfield
Fort Kent
Houlton
Limestone
Madawaska
Mars Hill
Presque Isle
Van Buren
Washburn

Cumberland County

Bridgton
Brunswick
Cape Elizabeth
Cumberland
Falmouth
Freeport
Gorham
Portland
Scarborough
S0. Portland
Westbrook
Yarmouth

Population

24,449
40,804
5,042
3,343
2,195
1,302

1,980
12,464
5,876
4,761
8,289
13,102
5,507
2,062
12,886
4,679
2,083

2,707
15,797
5,505
2,765
5,976
4,055
5,767
72,566
6,418
22,788
13,820
3,517

11

A list
st and a chart was then devised of communities which had organized
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Franklin County
Farmington
Jay
Wilton

Hancock County

Bar Harbor
Bucksport
Ellsworth

Mount Desert
Southwest Harbor
Stonington

|
|
| Kennebec County

Augusta
Gardiner
Hallowell
Oakland
Waterville
Winslow
Winthrop

Knox County

Camden
Rockland
Thomaston

Lincoln County

Boothbay Harbor
Damariscotta
Waldoboro
Wiscasset

Oxford County

Dixfield
Tryeburg
Mexico
Norway
Paris
Rumford

S T AR i

Population

5,001
3,247
3,274

3,807
3,466
bbb
1,663
1,480
1,408

21,680
6,897
3,169
3,075

18,695
5,891
3,537

3,988
8.769
2,780

2,252
1,093
2,882
1,800

2,323
1,874
5,043
3,733
3,601
10,005

o e s s 1

NG

Penobscot County

Bangor
Brewer
Dexter

East Millinocket
Hampden
Howland
Lincoln
Mattawamkeag
Millinocket
Newport

01d Town
Orono

Pigcataquis County

Dover-Foxcroft
Milo

Sagadahoc County

Bath
Richmond
Topsham

Somerset County

Fairfield
Madison
Pittsfield
Skowhegan

Waldo County

Belfast
Searsport

Washington County

Balleyville
Calais
Eastport
Lubec
Machias

Popuiation

38,912
9.009
3,951
2,392
4,583
1,362
4,541

945
7,453
2,322
8,626
8,341

4,173
2,756

10,717
3,818
2,185

5,829

13
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k C . Pop ulation
Yor ounty

. 19,255
ior 2551
Kennebunk 1,800
Kennebunkport 10:689
Kittery 1,800
North Berwick 3:500
Ogunquit 4,580
gld Orchard Beach 5 10,51.5

aco : 14,962
Sanford ‘ 3:528
ziits 4,663

York Beach (within town of York)
To gain support for this study among police administrators seven

ds
regional meetings were held to further acquaint police department hea

1>
ith the purpose of the project. At these meetings the Maine Municipa
W

Police Questionnaire (listed as Appendix C) was distributed to those
attending and was used as a frame of reference and point of departure
in discussing the major areas of interest, namely, police personnel and
training. Attendees were then asked to complete the questionnaire and
return it by mail.

This same questionnaire was mailed to the police chiefs in com-
munities that did not. send representatives TO the regional meetings.

In an additional attempt to solicit support for the study among
police chiefs, the author addressed the Maine Chiefs of Police Assoc-~
iation meetings in October and in January, explaining the purpose of
the study and the need for cooperation in obtaining the answers to the
questions sought in the questionnaire.

After receiving 36 per cent of the questionnaires, letters were

ete and to
then sent to police administrators to again ask them to compl

N i i i Gy
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return the questionnairéq As a final attemﬁt to have questionnaires
returned, telephone calls were placed to police chiefs in 18 communities.
On January 10, 1968 all questionnaires were returned.

Another questionnaire was sent to attorney generals or to executive
directors (in states having an authorized Police Training Commission)

in the other 49 states to derive information pertaining to police

training legislation in their states. (See Appendix D,)

Visits were made to the New Jersey Police Training Commission and
to the Connectic;t Municipal Police Training Council to comsult with
the ekecutive directors. Inquiries were sent to all other executive
directors in states having a Police Training Council.

Contacts were made with the International Associaiion of Chiefs of
Police; the International City Managers Association; the National League
of Cities; the Office of Law Enforcement Assistance, U. S, Department
of Justice; the American Bar Association; the Science Information
Exchange Smithsonian Institution; the Fraternal Order of Police; the
Federal Bureau of Investigation, U. S. Department of Justice; and num-

erous police consultants, research organizations, and colleges and
universities having law enforcement curricula,

Selected literature was reviewed which dealt with the general area

of personnel and training.
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CHAPTER IIX

ASPECTS OF GENERAL PERSONNEL ADMINISTRATION

General police personnel administration is a broad subject involving
the planning, organization, direction, and external activities of a
department. The subject, however, is too broad and‘the practices too
diverse in Maine to present an adequate assessment in this chapﬁer.

The aspects of general personnel administration discussed in this
chapter will be coqfined to selected components; namely, general principles
offoxganization, numefical and authorized strength, incidence of personnel

turnover, age and length of service of police officers, policy bn employee

organization, residency, and performance evaluation. These aspects were

selected as all bear directly upon the recruitmant and retention of

police officers--a critical and important factor among many of the organ-—

ized municipal departments,

General Principles of Organization

The basic decision-making body for personnel programs is the

municipal legislative body. A good legislative body will attempt to vote

the necessary legislation, approve procedures for carrying out adminis-

trative matters and establish policy on conditions of employment. It

will not attempt to direct personnel matters in detail,

The chief administrative officer of the municipality should be the

responsible individual in personnel administration. No administrator

can function properly unless he has authority over personnel.

emovn

- .
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Much ]
ch of the police Personnel work in a municipality must be done by
y

the chi 1 i
chief or police commission formulates plans and policies for the

depart
partment subject to the approval of the chief administrative officer

d .
and legislative body. The chief or commission also issue orders and

directi
Ctives necessary for the accomplishment of these plans and policies
Th |
ey are often more familisr with employees and the needs of their

department than the Tequirements of personnel mafters.

Every municipality should have an agency or municipal officer
specifically assigned to perform the personnel function, Tn establishe
ing an agency to perform personnel activities the size of the munici-

alit '
P y and the number of employees to which the agency administers are

some ©
f the factors to be considered. The International City Managers
Ass i
ociation has suggested that there is a need for a separate per 1
sonne

agenecy i 1 1
geéncy in cities with a population of over 50,000 and in cities which

emplo
ploy more than 500 persons.1 If this criteria were used in Maine only

n i * ] ] . f ] . P d
o .

pProgram
g is the search for better personnel policies and methods Per

Sonnel i
research has been responsible for all the advances in testing

and evaluat i
ion of personnel. 1t 18 essential, however, that an cperat

g i M i s i t

this kind of responsibility,

—————

International Cit
Yy Managers Associat , Municinal ‘Pereonn
Administration, 1960, Chicago, The Associatibion; M;gicipal tersonnel
’ L) L]
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The following activities usually constitute the personnel function:

1.’ The classification of positions;

2. The preparation and administration of a standard pay plan
which provides for equitable salaries and wages and for salary
increases on the basis of satisfactory performance ofbduties,
(such a plan must be closely integrated with the cléssification
plan);

3, The selection of employees for entrance to and promotion
in the classified.service (This may not be applicable in all
jurisdictions.);

4. The administration of a system of employee’evaluation
designed to measure performance on the job as a partial basis for
salary increases, promotion, lay-off, and disciplinary actions; as
a method of improving employee performance; and as. a means for
testing the effectiveness of the recruitment process;

5. The control of personnelvtransﬁctions relating to con-
ditions of service, such as vacations, gick leave, leaves of
absence, attendance, salary increases, promotions, demotions,

transfers, etcC.,

6. The review of appeals (relating to the discipline by

suspension or discharge of employees);

7. The development of a sound program of amployee relations

including‘health, safety, grievance, and counseling activities; and

8. The development of sound records, forms, and procedures

for carrying on personnel processes.

i
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To d
o do this properly requires an effort and level of general per

sonnel . .
onnel administrative ability which a police department may not be abl
able

to provide.

Table 1 - Mai
shows the number of Maine departments which use a centrally

admini '
nistered municipal approach to personnel administration and those

which do not.

TABLE 1. MUNICIPALITIES
WHICH UTIL
POLICE PERSONNEL ADMINISTRATION TZE CENTRAL AND NON-CENTRAL

gzgz;ation Num?eF of Central D
municipalities| municipal epérymental
in group* administration administration
1- 2,500 | 22 2

2,501~ 5,000 39 ESg; %2 ’
5,001-10,000 20 (20) 1 :
10,001~15,000 9 9 ; ;

15,001~20,000 3 (3 2 i

20,001-~25,000 3 (3) 3 1

25,001-50,000 2 (2) :

56,000 & over 1 (0 i '

Total 99 (94) - 83 11

*Number in paren
the
class. P sis indicates number of respondents in

Eleven ili
: departments do not utilize central personnel practices It

is unrea
sonable for the smaller departments to have this function

Bette
r personnel administration would result if the municipality had
ad a

municipal officer specifically assigned this task

Recommendation No, 1 THAT

. MUNICIPALITIES ADOPT C!
PERSONNEL ADMINIST o Tcn Tk
ipey RATION PRACTICES FOR THE POLICE
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Numerical and Authorized Strength
If a municipality has oOr desires a police force the question then
arises as to the pumber of persons needed and how the number is calculated.

It might be possible to provide a sufficient number of policemen in

order to prevent unlawful activity by the mere presence of a large

police force. BY the same token, there would be a point where the cost

of providing such police coverage would exceed the loss .of property and
urilawful activity, this coverage was designed to prevent. Obviously,

responsible policetand municipal administrators seek to find that point

of optimum numbers of police to provide adequately the servicés the

community desires and should have.
The chief of police may be the person best qualified in the munic~

ipality to assess the police personnel needs. He should substantiate

his requirements with crime statistics and with other data.  To increase

his force he must be able to show that' his request will reduce crime

rates or provide a greater or expa;ded.service hitherto not effected.
There may be some relationship between the number of pclice employed'

and the extent of criminal activity in a jurisdiction but it may not be

a simple, direct, and easily calculated relationship. Several factors

are important to an understanding of how difficult it is to compare

nunbers of police to crime rates. Industrial communities with a

heterogeneous population may ‘have more crime and require more policemen

than a residential community with a homogeneous population. Understand~

abiy in residential communities the police can devote more time to pre-

e st b i e o ot Gt B g e s s
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ventive work, to public relations, and community betterment projects

) ) »
and to services for residents, while the police in industrial hetexo-
genious communities must spend a substantial part of their effort
attempting to reduce the extenf of unlawful activity and in preventing
violence and excesses.

There are many criteria 6n which to base an estimate of the re-
quired number of full-time police department employees. Such factors as
area, population, topography, and other geographical characteristics
are to be considered. Rivers, lakes, an ocean, are other factors. The
composition of motor, petestrian, air, and marine traffic are of import-
ance to the control of traffic and the patrol and investigative functions.
The number, directiqn, and uses of streets are important as well as the
nature of the vehicular traffic on these streets in determining police
personnel needs. The proximity of another municipality and the size of
its police force is a further consideration.

These factors are physical conditions which are known tc exist,
Based upon them, the number of personnel to provide adequate service
can be reasonably well assessed. The problems these factors present are
predictable to a degree and plans can be made to meet them. Some police
problems, however, do not lend themselves to such an easy appraisal of
personnel needs. These are problems dealing with the types of criminal
activity present in a community and places where possible trouble and

violence may take place. Examples of such places are saloons, pool
rooms, and certain other places known to have a high incidence of crime,
‘There are certain types of illegal conduct which the police may not

b v
e able to prevent. Most murders and suicides are of this type, as are
’
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many cases of rape and mamslaughter., Crimes committed in a domestic or

family situation are rarely prevented by the police: Crimes arising

from mental disorders may not be prevented easily. Sex crimes, too, are
difficult to thwart.

The ethnic, racial, age, and marital compositions of a municipal=~
ity's population may directly affect numbers of poliée needed, Needless
to say, there are many and varied factors affecting the desired énd ree

quired personnel strength of a police force.

For a manpower study of all Maine municipal police departments only

cursory generalizatioﬁs may be made regarding some of the principles upon
which to base an evaluation of need or desirability, Each municipality

is different from :iwother., Each has its own peculiarities. Each must

consider its own situation.

Table 2 shows the actual number of full-time paid police department

employees in Maine Municipalities.

TABLE 2. ACTUAL NUMBER OF FULL-TIME PAID POLLICE DEPARTMENT EMPLOYEES
Population Number of Total number of
group municipalities employees by

in group#* groups

1- 2,500 22 (22) 30
2,501~ 5,000 39 (39) 118
5,001-10,000 20 (20) 120
10,001~15,000 9 {9) 118
15,001~-20,000 3 {3) 71
20,001-25,000 3 3 105
25,001-50,000 2 (2) 137
50,001 & over 1 (1) 148
Total 99  (99) 847

*Number in parenthesis indicates number of respondents in class.

ey

- 7 -
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A total number of 847 sworn and non-sworn personnel perform regular full-

time work for police departments.

Table 3 exhibits the number of full-time paid civilian employees

TABLE 3 NUMBER OF FULL-TIME PAID CIVILIAN EMPLOYEES

Population Number of Total number of
group municipalities full-time
in group* civilians by
—§¥oup
1- 2,500 22
2,501~ 5,000 39 gégg lg
5,001-10,000 20 (17) 3
10,001~-15,000 9 (9) 16
15,001-20,000 3 (2) 4
20,001-25,000 3 (2) 2
25,001-50,000 2 (2) 21
50,001 & over 1 &h) 45
Total 99 (66) 85

*Number in parenthesis i ;
ndi
pondents in class, cates number of res-

As there are a total number of 85 civilian employees, a comparison of

Tables 1 and 2 indicates that there are 762 sworn municipal police

officers in Maine.

Table 4 portrays those departments operating below authorized

personnel strength,
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TABLE 4 POLICE DEPARTMENTS OPERATING BELOW AUTHORIZED PERSONNEL STRENGTH

Number of

Population Operating Not operating
group municipalities below below
in group#* strength strength
1- 2,500 22 (22) 10 12
2,501~ 5,000 39 (39) 8 31
5,001-10,000 20 (20) 8 12
10,001-15,900 9 (9) 5 4
- 15,001~20,000 3 3 3
20,001-25,000 3 (3 2 1
25,001-50,000 2 (2) 2
50,001 & over 1 (1) 1
Total 99  (99) 36 63

*Number in parenthesis indicates number of respondents in class.

As over one third of the departments are currently operating below

authorized personnel strength a question is naturally raised as to whether

this situation is unusual.

Table 5 points out those departments which usually operate beloy

authorized personnel strength.

TABLE 5 POLICE DEPARTMENTS WHICH USUALLY OPERATE BELOW AUTHORIZED

PERSONWEL STRENGTH

Population Number of Usually operate Usually do not
group municipalities | below operate below
in group* strength strength
1- 2,500 22 (21) 10 11
2,501~ 5,000 39 (39) 9 30
5,001-10,000 20 (20) 6 14
10,001-15,000 9 (9) 3 6
15,001-20,000 3 (3) 3
20,001-25,000 3 (3 1 2
25,001-50,000 2 (2) 2
50,001 & over 1 (¢8) 1
Total 99 (98) 31 67

*Number in parenthesis indicates number of respondents in class.
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Ne —thi
arly one-third of the departments indicated that they usually operate

below authorized personnel strength, When operating below authorized

eopl
people are needed to bring the understrength departments to full strength

T
able 6 shows the number of full-time pPersonnel needed to bring

understrength departments to full authorized strength

TABLE 6  ADDITIONAL FULL~-T
L~TIME PERSONNEL NEEDED TO BRY
UNDERSTRENGTH DEPARTMENTS TO FULLY AUTHORIZED STREggégG

Population Number of
group municipalities gﬁﬁizzgs srow
in group*

1- 2,500 22 (10) 1.9
2,501~ 2,500 | 39 (8) 2.
5,001-10, 000 20 (8) 1.4

10,001-15,000 9 (5) 2.6
15,001-20,000 4 . (0) C
20,001-25,000 k (2) 2
25,001~50, 000 2 (2) 5.5
50,001 & over 1 ' (1) 10.
Total 99 (36)

Average 2.3

*Number in parenthe i
1n cla® P sis indicates number of respondents

Th
€ average number of men needed to bring each of 36 departments up to

authorized personnel strength is 2.3. This means that among the 36

de
partments approximately 83 more men are reeded to reach authorized

stren
gth, To put it another way the entire sworn municipal police force

in Mai
Maine is operating at 10 per cent below authorized strength

Such figures show that there must be a problem in recruiting new

men i
and in retaining others if so many departments cannot satisfy their

e .
Personnel demands, This is one possibility. The other possibility is

that the authorized strength is not appropriate.
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This section of the chapter will not attempt to explain this under-

strength situation. Other portions of the work, however, will attempt

to identify some of the possible reasons for it.
Being understrength in personnel and seeking ways to reach author
ized personnel levels is not a complete appraisal of the entire person—

nel situation. Many police administrators indicate that they need more

. department employees to perform their mission adequately.
Table 7 portrays the number of police administrators who contend
that the authorized strength of their departments should be increased.

TABLE 7 POLICE ADMINISTRATORS INDICATING THAT THE AUTHORIZED
STRENGTH OF THEIR DEPARTMENTS BE INCREASED

Population Number of Should be Should not
group municipalities increaséd be
in group* increased
1- 2,500 | 22 (22) 16 6 .
2,501~ 5,000 | 39 (39) 32 7
5,001-10,0G0 | 20 (20) 19 1
10,001-15,000 9 (9) 9 0
15,001-20,000 3 (3) 3 0
20,001-25,000 3 (3) 3 0
25,001-50,000 2 (2) 2 0
50,001 & over 1 (1) 0 1
Total ' 99 {99) 84 _ 15

*Number in parentheéigrindicates number of respondzﬁis in class,

The number of chiefs contending that they desire more manpower is sig-

nificant. Over 80 per cent of the department heads indicate they de~

gire more help to perform their mission well.

Table 8 shows the aumber of police officers desired above current

authorized perscnnel strength levels.

Hwi*m
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TABLE 8, NUMBER OF POLI '
8. ] CE OFFICERS DESIR
AUTHORIZED PERSONNEL STRENGTH LEVELS =D ABOVE

Zggﬁlation Number of Officers
P municipalitie
s s (Group average)
1~ 2,500 22
2,501- 5,000 39 E%gg 1
5,001~ 10,000 20 (19) 5
10,001~ 15,000 9 N >3
15,001~ 20,000 3 (2) P
20,001~ 25,000 3 (3) ¢
25,001~ 50,000 2 (2) o
50,001 & over 1 (0) g
Total N 99 77)
verage
2,7

*Number in parenthesi
s ind
respondents in class. icates number of

An
average of nearly three additional officers are desired in 77 depart

ments t i
o provide adequate police service. In terms of numbers, 208 m
, ore

muni
cipal police officers are desired above current authorized personnel

“

strength.

Police departments are currently operating then at 28 per ceﬁt

b -
elow desired personnel strength.1 Such a figure is significant

1
Figure obtained by adding actual understrength to desired

strength (83+208) then by d
PR e (1053).y ividing the sum of these two figures by the
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Incidence of Personnel Turnover

The relationship between the number of personnel regularly employed

and those who leave police gervice may be expressed as a turnover ratio.

The ratio can be computed for a specific period of time, that 1is, monthly,

quarterly, or annually. In a police department with an average of 100

personnel, if 20 officers leave the force for all reasons duriﬁg a year

the annual turnover rate for the department would be 20. Expressed as
an equation this is:
Number of officers leaving police service
Number of officers employed x 100

or
T%% x 100 = 20

To raise a turnover rate certain practices may be employed. Retire-

ments may be encouraged and inefficient or incompetent officers may be

discharged.

To lower a turnover rate, incentives to police service and recruit-

ment may be expanded. Promotional opportunitunites may also assist in

the effort.

Germann, a police authority, has noted that if the rate is under

five the police force may be in danger of stagnation. He also noted that

the agency may be in danger of losing a sub-

1

if the rate is over fifteen,

stantial personnel investment which could prove disastrous.

1. C. Germann, Police Personnel Management , Springfield
Thomas, 1958, P- 162.
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g *

and the turnover rates for 1964 through 1966

TABLE 9 NUMB :
ER OF OFFICERS LEAVING POLICE SERVICE AND TURNOVER RATES**

Population
group zzzzizp2§ities Years ﬁve;age Pereone
in group* Ogﬁii:r:f Fercentage
1- 2,500‘ 22 (9) 1964 1.3
1965 1.7 22.4
2,501~ 5,000 | 39 (19) iggi i'g 3
1965 1.6 'gg.l
5,001-10,000 | 20 (10) iggg ;'g % -
1965 2.7 ég:?
10,001-15,000 9 §)) iggi g'g =3
1965 3.6 iSIZ
15,001-20,00Q0 3 3) iggg ? e
1965 2 ;
20,001-25,000 3 (3) 1322 3 2
1965 4'5 °
25,001-50,000 2 (2) iggg =
1965 g g'g
50,001 & over 1 (1) iggg 22 10.
1965 ? 2
1966 9 8
Tot:alA | 99 (54) |
verage 1964 1.9 27.5
1965 | 2.5 33.7
1966 2.4 33.2

*Number in parenthesis indi
esis indicates b
k% . number of
bati Does not include officers who left polic respondents in class.
onary period. e service during a pro-

The aver
age turnover rate among 54 departments for three years is

s Thi y 9 p PL

departments.
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The average number of officexrs appearing upon an eligible list (a

1ist upon which the names of officers appear whe have completed all

responding departments, however,

requirements for selection) among 53

This should have been sufficient to

was 2.9 or roughly 154 officers.

A three-year average of 2.3 officers:

meet the needs owing to turnover.

left police service among 54 departments. From these figures repre=

sented, departments should have no difficulty filling vacancies.

There are however geveral possible complicating factors. In the

first place many officers before actually being appointed may seek or

otherwise select other employment. Another possibility is that many

officers may not complete their probationary period. In 44 departments

patrolmen may be dismissed from the probationary period without the

department showing cause (See Table 84). A third possibility is that

many officers may find police service unacceptable to them. Significant-
ly, the average length of service of Maine police officers was noted to

be 6.4 years among 85 responding departments. (See Table 12.) This

fact also shows that men do leave police service frequently.

Table 10 indicates the reasons police officers left law enforce~

ment agencies in 1966. Such reasonS includes

(2) industry or business, (3) better position,

tions, (6) military ser-

(1) return to school,
(5) Dbetter working condi
1ity, and (10) retirement,

(4) better salary,

vice, (N dismissal, (8) death, (9) disabi

T I9quniy
Telog
A9A0 R IQO‘GQ
000 °05-T00°5T
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In analyzing the reasons given for officers leaving police service it

must be undexrstood that more than one reason could be offered. The

greatest number of reasons given for leaving police service was low pay

in their departments.

Given the high turnover rate among some Maine municipal departments

one can assume that unless the trend is reversed these departments and

the municipalities'they represent may be in serious trouble. The

problem is how to provide enough incentives to make police employment

an attractive career while at the same time increasing the recruitment

effort.

Age and Length of gervice as Factors in the Evaluation

In any appraisal of personnel administration it is important to

know the average age of employees and their average length of on—~the-

-

First, the average age factor will indicate how much more

job service.

gervice can be expected of employees before retirement; and how many

more years of service may be expected of them before thought must be

given to replacements. Second, the average length of on-the-job

service indicates how long, genexally, new employees may be expected to

remain on the job. If that average.iength of service is a short time

several reasons may be given for it. However, two principle categories

of reasons are gignificant. These are disatisfaction with present

employment and/or expectations of better prospects elsewhere.

i O N i
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Table 11 sh I
ows the average age of Municipal police offi
cers.,

" TABL '
E 11 AVERAGE AGE OF MUNICIPAL POLICE OFFICERS

Population | Number of
group municipaliti by o 8eS
___ m groﬁp* ies by group
-2, 22
2,501~ 5,000 | 39 Eggg 304
5,001-10,000 | 20 (20) g
10,001-15,000 9 (9) e
15,001-20,000 3 (3) ol
20,001-25,000 3 (3) res
25,001-50,000 2 (2) s
50,001 & over 1 (1) 39t
Total 99 (99) 2
Average 37.4

*Number in
parenthesis indi
in class, ; ndicates number of respondents

years, This i
s a young age and could mean that the municipaliti
ies may

.

Howev :
er, Table 12 shows that the average length of service of
: of police

officers is relatively short.

TABLE 1
2 AVERAGE LENGTH OF SERVICE OF POLICE OFFICERS

Population Number of »
A
group ?unicipalities oze::§$ii:ngth
in group* '
) 5oi- 2,500 | 22 (14) 6.2
,501- 5,000 | 39 (35) 11
5,001-10,000 | 20 (18) 26
10,001-15,000 9 9) 1.8
15,001-20,000 | 3 (3) o
20,001-25,000 3 3) ey
25,001-50,000 | 2 (2) T
50,001 & over 1 (1) 1
Total 99 (85) L
Average 6.44

*Number in pare dics
in class. P nthesis indicates number of respondents
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Just over six years service in a municipality is hardly that length of

service most municipalities should desire from their police officers.

1n this few number of years service the officer is probably just

becoming proficient.

Residency

1 1iqe in a

S

Residency requirements demand that police personne

gtated jurisdiction for a specified period of time. Many ars pre-

employment conditions requiring a certain period of residence within a

jurisdiction before application may be submitted. Other residency

requirements demand that the police officers live within a jurisdiction

at the time of appointment Of at the conclusion of the probationary

period.

A major deterrent to recruiting is a restriction on the residency

of the applicants. A 1961 survey by the International Association of

Chiefs of Police revealed that nationwide nearly 75 per cent of the

responding departments had pre-service residency requirements varying

from six months to five years.
The origin of the requirements can be traced to depression times

when employment was scarce and punicipalities attempted to give job

preferences to 1ocal residents.

! Washington

George W. 0'Connor,
International Association of Chiefs of Police,

Survey of Selection Methods -
1962, p. 40,

2Federal Bureau of Investigation, Police Management —=

Recruitment and Selection of Personnel, FBI Law Enforcement Bulletin.
Wwashington, U. S. Department of Justice, FBI Act 1966, p- 16.
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persons the b
se residence requirements serve only as stumbling block
ocks to

the effort of recruiting and selection
call A
ing for the removal of these residency requirements:

Pre-

required E?Pi:zgigttresiden?e in the community should not b

applicants from ha es for it reduces the number of qualif .

Qualified whom the most promising may be selecz 3 ted

onall commzzzzg men who are residents of other citieseo; £

: i ca olice i

interest . . P service and

Local ie:gdig se§v1?e in the departments of a laigzerEEEEH?ly

promising cangidaizge:hshe community the opportunity to rZiiﬁiE

quality of lead may, in some instances, provid ‘
ership lacking among local appliéaﬁts.l - e

specified ju
jurisdiction. Table 13 shows the number of municipaliti
es

requirin - i
g pré employment residence and the jurisdiction in which i
be fulfilled. c -

TABLE 13 MUNICIPAL ‘
ITIES REQUIRING PRE-
JURISDICTION IN WHICH IT MAY BE FUE?IE%%%OYMENT RESIDENCE AND THE

Population
ph gﬁgger of Pre-employment resid
cipalities Required N XTI
T i;zgro%i;) State! Local ot required
: :
2,501— 5,000{ 39 (32) 3 o
,001-10,000] 20 (20) 2 2
10,001-15,000} 9 9) %
{ 15,001-20,000 3 (3 1 2
'E 20,001~-25,000] 3 3 ' ;
 % 25,001-50,000| 2 (2) 2
b ;oéogl & over| 1 (€B) .
i ota
, 99 . (82 :
ﬁ% (84)A 3 4 75
g *Number in
. parenthesis i
; % sis indicates number of respondents in class,
uﬁ 1
. 0., W. Wilson, Poli i
g McGraw-Hill, 1963, p. o5, ce Administration, 2d. ed., New York:

35

Nearly all police experts are
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As the seven requiring such pre-employment residence are small munic-

palities serious consideration ought to be given to a walver or an

abolition of the requirement.

Three of the municipalities do not waive the requirement.

In recruiting, those municipalities which have residence requirements

and do waive them should publicize the waiver in their announcements.

Municipalities may require local residency after appointment oOr at

the conclusion of the probationary period.

Table 14 shows the number of municipalities which require police

officers to live within the jurisdiction after their selection.

TABLE 14 POLICE OFFICERS REQUIRED TO LIVE WITHIN THE

MUNICIPALITY
Population Number of Required Not
group municipalities required
in group*
1= 2,500 | 22 . @an 10 7

2,501~ 5,000 | 39 (35) 19 16

5,001-10,000- 20 (20) 10 10
10,001—15,000 9 9 7 2
15,001-20,000 3 (3 3
20,001—25,000 3 (2) 2
25,001—50,000 2 (2) 1 1
50,001 & over 1 (1) 1
Total 99 (89) 52 37

Number in parenthesis‘indicates‘number of respondents

in class.

uire officers to 1ive within

There are 37 municipalities which do not req

the municipality they serve. There are as many arguments for a police

o e

e it S

vt i P e,
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his living there. The duty obligation, the hOUSiﬂg in the area, and
?

the ability to be available in emergencies all bear upon the issue, All
necessary local factors must be considered in making such a decisi;n
Among those 52 departments that do require police officers to 1;ve
within the municipality, the enforcement of this provision may be at the
time of appointment or at the conclusion of the probatiomary period
Table 15 points out the timing of the enforcement of the types of

post employment residence requirements

TABLE
15 ENFORCEMENT OF TYPES OF POST EMPLOYMENT RESIDENCE

REQUIREMENTS
Population Number of ‘
o ) Time of C
giroup municipalities e betior,
appoint ’
P ppointment Ezggisionary Other
1- 2,500 | 22 (10) )
2,501- 5,000 | 39 (19) ; o
.5,001-10,000 20 (10) 5 Y .
10,001-15,000 9 7) 4 3 .
15,001-20,000 3 (3) 3 3
20,001-25,000 3 (2)
25,001~50,000 2 (1) 1 2
50,001 & over 1 (0)
Total 99 (52) 25 24 3
*Number in

parenthesis indicates number of respondents in class

The ti
ming of the enforcement of post employment residency is

near es
venly split between the types. "Other types" of post empi
residence -
call for officers to live within the municipality after havi
aving

s
‘erved specified periods of time on the force

Each de
partment should attempt to attract the best persons that
, ) a
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can be recrulted anywhere in the country. Police and municipal

aaministrators should take all necessary action to remove local

residency requirements, This is consistent with a recent recommendation

of the American Bar Association in their minimum standards for police

‘recruitso1

Recommendation No.2 THAT PRE-EMPLOYMENT RESIDENCE

REQUIREMENTS WHICH ARE AN OBSTACLE TO EFFECTIVE
RECRUITING, BE WAIVED OR ABOLISHED WHERE THEY EXIST.

i i,

Policy on Employee Organization

Attention will be gi iven to two types of employee organizations =--

e e e R i o

the professional and/or fraternal organizations and the formal organ-

izations whose purposes are to seek collective representation for the

police on personnel policy matters,

National professional and/or fraternal organizations such as the
International Association of Chliefs of Police, the International Assoc-—
iation for Identification, the International Association of Communi-
‘cations Officers, the National Conference of Police Associations, and |
the Fraternal Order of Police have existed and are well known to police
administrators. Though their purposes are all slightly different the 'é
International Association of Chiefs of Police has in recent years made

great strides in promoting police training and in the research of poliée

. s
1American Bar Association, Hilimum Standards for Police Recruit é

gualifications and Selections: American Bar Association Project on , . .0}

Midimum Standards for Criminal Justice Committee on the Police Functionl §
September 8, 1966, rec II, p. 6. ; . : o

e AN S s
D
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er ' ‘ St '
personnel practices and standards. Their Publication, The Police Chief

has wid
8 wide distribution and ig designed to make available to its readers
current developments in the police field
T :
able 16 indicates the percentages by population group of police
ffi
officers who have membership in police professional and/or fraternal

organizations,

TABLE 16 PERCENTAGE OF PO
LICE OFFICERS WHO .
PROFESSIONAL AND/OR FRATERNAL ORGANIZATIONSHAVE VRMGERSRIES IN POLICE

Population Number of ge p g
] y A : :Z g E
i o e peli tfas verage ergent:osssof police officers
ig_ggggp* Professional, Fraternal
1- 2,500 | 22 () | .
2,501~ 5,000 | 39 (20) Pl i1
5,001-10.000 | 20 (10) 76.4 203
10,001-15,000 | g (6) 51. %3
15 001—20 000 3 (1) 75.1 i
20,001-25,000 3 (1) 10 3
25 001—50 000 2 (2) 4 )
50,001 & over 1 (1) 1 L
’ 1
Total 99 (48)
A Average 51.3 45.6

XNy ,
Number in parenthesis indicates number of respondents in clas
S.

It is noimally the chief or the command'personnel who are members
of such organizations, Though the table shows a high percentage of
officers having memberships in these organizations from the small depart-
ments, it must be remembered that in many of these departments there are
few men -- iy many cases ds few as one or two, To say that roughly

half
the men in a department are members of professiona}
organi
ganizations is not incorrect, but as so many of the departments
are

smaller
this means that .perhaps.there may._ be .only one representative
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from a department or at best that only the command personnel have mem-

bershipé.

Tt is important that at least one member in each department acquires

membership in a professional organization. By having a membership the

organization's publications and other materials are normally forwarded.

The distribution of such professional materials shbuld help- keep police

official® current on certain aspects in the 1aw enforcement field.

The organization of police officers for the purpose of collective

bargaining is the subject of much discussion and has been before and

after the Boston police strike. Such organizations whether they are

called unions, benevolent organizations or protective organizations,

generally seek to (1) secure better wages and working conditions and

promote their general welfare as a group through presentation of requests

and negotiation with municipal administrators and legislative bodies and

(2) assist in securing settlement of individual grievances relating to

employment.,

There is some recognitiorm of the right of police officers to organ~

ize for their interests. This issue received considerable attention in

1958 when a union announced its intention to organize municipal police

departments.

Some municipalities have adopted employee relations programs based

on a recognized righ
The form of ackhowledgment of such programs, however, has normally been

a tacit recognition or formal recognition of a police benevolent

assoclation.

t of employees to organize without fear of reprisals.

i

e e A e P e
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Tab
able 1y shows the numbér of municipal policies regarding police-

men's righ
ghts to organize as affiliates of national or local organizations

or unions,

TABLE 17 MUNICIPAL POLICI |
ES REGARDING POLICEMEN'S RT
AS AFFILIATES OF NATIONAL ORGANIZATIONS AND UNIONS AgngﬁggE0§g$2£ZE

PERMIT RECOGNITION OF A
P ERS SINGLE NEGOTIATING REPRESENTATIVE OF POLICE

Policies regarding ri
ght tol|Policies
§;§?Hizi as affiliates of |of a singizgzzgiziagiigiSSion
ona ‘ 1 i
natton organizations and |representative of police
]
4 ]
. :
: : 5
o By Y o0
v 5) o
R ks ) 2 w D«
Q Y [}
Population |47 3 A ",": E 448 E é
group = 58 2 < o i—i §.8 S e
Y An |« 9 j¥]
1- 2,500)22 (16) 14
: 1 122
g.ggi 13,000 39 (35) 32 1 1 |39 Ei?; : 0
10, -10,000120 (20) 18 2 20 1 :
,001~15,000} 9 9 8 2 e i ;
15,001-20,0001 3 (3) 2 1 ] &) ; ¥
20,001-25,000] 3 (3) 3 1 ; 3 : !
25,001~50,000) 2 (2) 2 ; ) ; .
50,001 & over| 1 (1) 1 i Ei; ’
1
Total 99 (89) 80 2 7 199 (73) 43 30

’kNu“l i be. CLGES,.

A
preponderant number of municipalities have no formally stated

.

ities forbid police to organize.

The str
ike is the basic union weapon of employment labor relati
ations in

the pr
private sector. Without it organized employees' demands are
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weak, Naturally, if police‘officers are formally organized then

a strike is a poteritial danger unless such a practice is expressly for-

bidden by ordinance.

Lo Table 18 indicates municipal policies regarding policemen's right

'to strike.
TABLE 18 MUNICIPAL POLICIES REGARDING POLICEMEN'S RIGHT TO STRIKE

Population Number of
group municipalities No policy May not strike
in group* ' .
1- 2,500 22 (16) 15 1
2,501~ 5,000 39 (37) 31 6
. 5,001-10,000 20 (20) 19 1
10,001-15,000 9 9) 8 1
15,001-20,000 3 (3) ' 2 1
20,001-25,000 3 (3) 2 1
25,001~50,000 2 (2) 1 1
50,001 & over 1 (1) 1
Total 99 (91) 78 o 13

—— = -
*Number in parenthesis indicates number of respondents in class.

Thirteen municipalities expressly prohibit striking while 78 indicated

they had no formally stated policy.
It is'questionable that by organizing the police can bargain with
municipal administrators and legislative bodies in a better way than dan

a competent and aggressive police administrator. There is at least omne

example in Maine, however, where the police by collective bargaining

have presented their case successfully to a municipal administration.

Hopefully, the police and municipal administration together can, By

proper rTesearch and planning, propose appropriate conditions of employ=

_ \ -
ment to make police service an attractive and rewarding career.

-
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the full and proper performance of duties,

thaé mu i
st be made by the police or municipal administrator

There i i |
-1s much literature dealing with the subject of evaluation

report i irabili
ports, their des1rab111ty, and usefulness. In this work a full qi

performan i
ce more and better qualified Persons can be attracted and

mended,

employee effectiveness as the evaluator views it

Recruits

* nC A

ratin S re . i \Y4 e (o}
g Cruits may feel that their Super isors are taking the tim t

eval
uate their work and that this recorded effort will be useful i
i . in

‘ promotional Procedures,
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Table 19 presents the number of departments which conduct periodic

ratings of personnel.

TABLE 19 DEPARTMENTS WHICH CONDUCT PERIODIC RATINGS OF PERSONNEL

45

Population Nﬁmber of Conduct Do ?ot conduct Figure 1 illustrates an example of such g pPrinted eval
group ?unicipaiities ratings ratings ; used for promotional purposes b h werion fom
n_group ; y the Berkeley California police depart-
1- 2,500 29 (16) 5 11  § ment. A similar form may be édapted for use in periodic ratings of
gzggi:lg:ggg 23 Eggg 3 %g % regular officers or in ratings of officers in a Probationary status
ig:ggi:ig:ggg g Eg; ? ; § The tvelve Maine departments utilizing printed evaluation form;
gg:ggi:gg:ggg . % | E%; ; ) E identify traits ang characteristics such as skill, knowledge, work
’ over é habits, relationships with People, learning capability "
b ' » attitude
rotal o (90) 2 s i the job, personal and physical fitness, ability as a supervi e
administrative potential and/or ability. Feen, and

*Number in parenthesis

Approximately one third of the departments conduct some form of periodic

indicates number of respondents in class.,

>

TABL :
E 91 PARTY RESPONSIBLE FOR EVALUATING PERSONNEL

employee evaluation. é
] Populati
TABLE 20 shows the types of rating programs which are used. ; groupa on Szzzsip:fit. ) Immediate Rating Police
. B \ ileés jsupervisor | te
TABLE 20 TYPES OF RATINGS OF PERSONNEL ! in group* am chief
: 1- 2,500 | 22 (10
g 2,501- 9 ) 4 1
Population Number of % 5:001_13’888 23 (25) 1 22
group municipalities Formalized Non~formalized 4 10’001_15’000 9 (15) 3 1o
) : » ¥R
; in group* : 15,001-20.000 | 3 gg; 2 i
1- 2,500 | 22 (5) 3 2 i 20,001-25,000 | 3 3
2,501~ 5,000 | 39 (9) 9 “ 25,001-50,000 | > (3) 3
5,001-10,000 | 20 (N 3 4 ; 50,001 & over " (2) 2
10,001-15,000 9 4) 2 2 g - (1) 1
15,001-20,000 | 3 (1) 1 |
20,001-25,000 | 3 3) 1 2 ; Total
25,001-50,000 | 2 (1) 1 o 99 (65) 16 1 i
30,001 & over L (1) L : ‘fé *Numb i :::L==========L===========;_
Total 99 (31) 12 19 N mber in parenthesis indicates number of respondents in clage
5 » class,

*Number in parenthesis indicates number of respondents in

class,
r's immediate super=-

In t
he smallest departments‘the immediate supervisor
f L]

Of‘course,

e CU

e i S SN R L N S




PERSONNEL DEPARTMENT CITY OF BERKELEY 1 <
w ome departments
. having 3 formal evaluation procedure for empl
ployees

\ . v ! ) )
PROMOTIONAL SERVICE RATING | PrOvide for an interview between the rated officer ang
. € rater, Cong-

POLICE DEPARTMENT
EMPLOYEE'S NAME FOR RANK OF DATE i d
' : ; epartment deci
v ‘ des upon a formal evaluation the least it d
‘ can do i
Indicate Retings by ° ® Marks : ro . S
TarnovEwEnT ] SATIOTACTOR { provide for an intervieyw between the .
SERVICE FACTORS touinte | | "1TH winon Batisracronv) surenion { outstanoine| ! rated officer and the rater
FAULTS y S .
{ uch intervi
. ews should be planned and e
1, PERSONALIYY - Does he have the poise, appearance, personality, Xecuted in a PrOfiCJ_ent
sense of humor which he must have to stimulate confidence in ‘ manner.* The offi
the public, subordinates and superiors? Does he have objeci- . icer should be ri
ionlgle habits or characteristics which are a major annoyance : apprised of his capabiliri
or source of irritation to others? L L 1 [l [ : .o limit . pabilities ang his
;
! ations with a view toward his impr
; provement,

2. TEMPERANENT - Does he habituelly exercise self-control? ODoee
he become excited under stresa? Does he take criticism wall?
Does_he repidly adjust well to people and situstiona? Ia he ]
usually firm yet fair and impartiel? | i | i } )

YOV

3. INTEREST - Has he shown sustained interest in police work? Mas
he aocught to img‘rove‘ himself? Doss his interest show on the ‘
ob? es he show interest in all phases of his job? Does | i an \ . - , and SenSibly

ge subordinste police work to outside interesta? UCilized,

‘The main

1 purpo
_ A Purpose of g lay enforcement g ;
N, QUANTITY OF WORK = INDUSTRY=is he industrious? Does he . ge€ncy is to provide
always dohn full d.y'lll:orl‘;z l)ohel he do his _’lhalre'.'h mtl.{le pollce service within its j
or it is time well? es he wasste time? s he easily - : . .
divs:::erle im.o non-praoductive activity? l { ] } i _ JurlSdlC‘tlon-

e Y e o e

Evaluations of employees are

g

sy b S

S, OUALITY OF WORK - PERFORMANCE-]s he thorough? Accurate? Effect-
ive? [doea he exercise imegination? [Initiative, Does he

form well in all phases of his work? Or emphasisze those L N L y \ ) different way,

ﬁ:rliken in detriment to others? Doea he cooperate fully?
6. EXPRESSION = Does he = himself clesrly and concisely? "1 retaini .
Are his oral lg\fil-rgtt::r::v.hn‘:;..ieons :n:l::lz-::iblce? cll.hyi. . 7, etalnlng PC‘llce officers their
language acceptable? i | . | 1 1 J ~, L - ) use ig equally jUStified.
ditors n .
7. JUDGKENT-Do you have confidence in his judgment? In your o Y , ote: TFor a th ~
absence -oulJoyou :ozr‘;o-b:;u: hia 3eci‘:i5‘|u, 1s he ﬂolibl-? AR The Problenm of the A ought PrOVORing’ 0ppOsing oi N
Adaptable? Does he generally show "common sense?® L | i } 1 J | By 0bj ectives, (N nnual Performance Review" (Chapt point of view gee
: ‘ ~ . » (New York: Pitp lapter 12 of M,
- : » : a ‘ ¥ nagement
8. OEPENDABILITY- Ta he reliable? Doea he n?uiu less than A unti] Tecently director £ n, 1965). The author George S, t?ment
average supervision? Are his reports factual and eccurate? | L ] 1 } — * UniVersity of Mi hi of the Bureauy of IndUSt:riaJ_ R’l : g . Odlorne,
, . : chigan, chall ; , elations, Th
L e ’ enges ’ e
9. LOYALTY- Does he adhere to departmental sims and idesls? Does i Performance reviey because it tg 5 the wisdom of the conventional
he show pride in his work? {loes he support his superiors? ool fOrmance and 1 ypically does not * annual
foea he carry out departmental policies? { ] | 1 ] | Tevie 1 t is not timely., Instead, p ROL consider worker per-
) WS inc uding a » he suggestg
: N ann X periodic
10. KNGWLEDGE OF IS JOB- Does he exhibit good job kaowledge? Has ! 8oals previousy ual appraisal of performance feedback
he demonstrated that he cen learn an .ppz techniques sad i pur Yy -agreed upon between measured against
procedures? [oes his performsnce indicate that he will learn T pose of establishi Superior and subordi
and practice téchniques and procedures in the promotional job? } | 1 1 ) . notes that p 1 ng new goals, not worker reward nate for the
. ' ; : ersonality criteri Id or punish
' : - eria - ment, H
1. LEADERSHIP- Does he have the capacity to direct, control and make-up that are not easil Subjective elements of g - er ! ¢
influence others? Hes he demonstrated leadership in his are consid S1ly evaluated and alt Person's
daily relations with other officers? Does he contribute to : . é ered as if they we ered’ especially b 1
good morale? Will he be able to handle complicated perscanel . o <5 O ceriticigi -hey re ObjeCtlve- He 1ik i Y by laymen -
matters in an effective and cavivfactory wanner? L | 1 1 1 — % was e ing a subordinate for faillng to d ens 1t to Wifely nagging
Xpected of hi : 0 do something R i -
mischief. M. Odiorne suggests this "ypeq 8 he didn't knoy
-maker and su P hls "upside-down"
- . L o ;an ; , ggests it is no appreoach is g
Figure 1—Promotional Service Rating Form, Berkeley, California 1 imd cannot be expected to motivate atc}a; comstructive teaching device
. S . . . i rov ange i ’
Source: City of Berkeley, California, Personnel Department, “Promotional Service Rating,” ' Proved performance. &€ in behavior that will promote
as shown in International City Managers Association, Municipal Police Administration, 1961 s E
Chicago, The Association, p, 155. LG :
h ?, ’
ol
g
& , :
= \WJ:

;
ke
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I V H P

WORKING CONDITIONS, FRINGE BENEFITS, AND‘RETIREMENT P private business and public employers in th
T n the area.

SALARY,
Municipalities must

There will be no attempt in this chapter to present a complete b
e high enough to attract qualified applicants

account of salary administration, working conditions, benefits, and

[od .

!
{
;
:
)
= *  The responsibilit
?i y for setti
| ng pay clearly rests with the legis-
]
i
b
\
i
Pay, working conditions, and fringe benefits affect the attract= fi stk of
» work o conducting‘
1 a v
| pay survey. If a municipality has a personnel

jveness of police employment. Retirement eifects employee security. q
epartment t . s
, he police administrator must work with members of th
of that

All these factors are directly related to the recruitment and retention

department in
a .
n effort to recommend the establishment and mainten
ance

effort., If these factors are sufficiently attractive, qualified persoms ,
of appropriate pay levels.

If the municipality does not have a personnei

may seek and remain in police service. bd\
epartment, the
’ police administrator may recommend the establishm
ent and

maintenan
nce of a pay level to the municipal chief administrat
or.

Salary Administration h
. e scope of
P a pay survey depends to a great extent upon staff and
an

Ayt G s

funds., At
least three steps are necessary in the survey: (1)

Obviously, police service must offer compensation that is com~
sources

of pay data must be identified,

petitive with other occupations which recruit persons of similar (2) i
job classes must be selected and

o o s a e B

. : he -t defined and (3
education and abilities. In most communities throughogt the nation, P (3) the survey method must be determined 1

The princi;
cipal sources concegning the general level of pay in th
e

e T T

police service does mnot offer competitive salaries.l

: i cofmuni t :

2 . : in a are

es which must affect the general level of wages n y private business, governments, unions, and trade and
’ an

The principl

ot o

(2) wage ?k, professional asso‘ciations.2

community are: (1) financial condition of the municipality, Tt 1
s important that ar
N ea private emp]_oyers

. : . 1) b ‘ be considered i
¥ 3 - i S
ompetitors in the general area, (3) bargain- . n the pay study. Care must be taken, however, t
- ' e s to assure

gcale of private or public ¢

b e e b

or of their sponsors, (4) cost of living, and
' Other

ing power of polilcemen
1 ﬁuhicipalit‘
ies of comparable size and similar economic characteristi
eristics

(5) federal or state regulations concerned with wages. ;

e

I .
. g 9’ _2. m—
] ’

The Police, Washington, D. C.,Us So
21bid.

Task Force Report:
Government Printing Office 1967,. President's Commission on Law

Enforcement and Administration of Justice.

SERPIRESR L

Lt o e Bar e e

&
A3
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are good sources and .should be used. Local labor organizations may

havé pay data which they would be willing to make available. The state's

shes information on classifications

Department of Labor and Industry publi

of jobs in various types of industry with wages paid to employees for

Other sources of wage and salary data may be

certain time intervals.

studied. The following sources may be helpful:

Bureau of Labor Statistics regularly reports

1. The U. S.

the results of occupational wage surveys in specific U. s, cities

in the Monthly"Labor Review and in special bulletins;

n of Chiefs of Police make

2. The International Associatio

salary studies which are published periodically;2

3, The Maine Municipal Association regularly compiles

statistics concerning salaries and fringe benefits;

4, The Municipal Year Book, published annually by the

International City Managers' Association, often contains salary

data for municipal police. Only the largest cities, however,

have been jncluded;

Association conducts a semi—annual

5. The Public Personnel

survey of pay rates in the public gervice;

Industrial Arts‘Index

lThese publications are listed in the
available in most public libraries.

for identifying 67 professionai

2
A convenient source
rothy W. Otten,

associations that will supply salary jinformation is Do
Guide to Personnel Activities of pProfessional and Technical

(Chicago: Civil Service Assembly,1953), 55pp. '

3This survey is one of the services provided for personnel

agencies of cities, states, counties, and federal agencies that are

members of PPA.

Associations

i e g B T

e s o T -

k&« " DT P ‘._.;,,M.,(.,“'.H .

Information, Ithaca, New York:

51

6. More th
an 100 associations of employers systematicall
y

l ] g 3 ]

and other insura
nc
e plans, working conditions, and retirement ar
e com~

parable to those offe
- red in the local
private sector of so
R ciety. At one

] f

as early retirem :
ent or extended vacation periods were a substit
ute for

C
level have comparable or SuPerior triuge benefits, police departments can
no longer IEly u_Pon these benefits as a means of attracting applicants
g pp .

job with that
of certain other public jobs and very diffic¢ult &
a policeman's T
job with those in private employment except those i
requir-

establishing charact
eristics in other fo
rms of employment which
could

g r
’ b

following should be considered:

1., Therx
e should be good reference points with respect to

difficulty and responsibility;

A ¥
rnold Tolles and Robert L. Raimon, Sources of Wa
Cornell University, 1952. ol

Task Force Report: The Police,

31bid,

92’-‘2‘&' s Do 135.
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2, There shoun’.d be classes for which adequate numbers

of qualified applicants are available; and

3, There must be a way to define easily the duties of

the classes of employees.

Perhaps the jdeal way of conducting a pay survey is to have pro-

fessional job analysts do it. In this way the municipality is relieved

of the requirement to establish methodology. In most cases the

municipality will conduct its own survey or cooperate with other

municipalities; Fewer than half the Maine municipalities conduct formal

comparative wage and salary surveys as shown in Table 22.

TABLE 22 MUNICIPALITIES WHICH REGULARLY CONDUCT FORMAL WAGE

AND SALARY SURVEYS

Population Number of Conduct Do not conduct
group municipalities surveys surveys
in group*

1- 2,500 22 (16) 3 13
2,501~ 5,000 39 (36) 15 21
5,001—10,000 20 (20) 11 9

10,001-15,000 9 9) 3 6
15,001-20,000 3 (3) 2 1
20,001-25&000 3 (3) 2 1
25,001—50,000 2 (2) 1 1
50,001 & over 1 @D 1

Total 99 (90) 38 52

*Number in parenthesis indicates number of respondents in

class.

Most of the large municipaliti

municipalities do not. It must be remembered, however, that in a small

jurisdiction local wages may be generally well-known. If that is so

surveys perhaps need not be made to attract and keep qualified people.

es conduct such surveys whereas the smaller

RIS TS e

[TV

B

53

Yet the tur
nover rate is h:i.ghest among localities of fewer than 5,000
’

persons., S
(See Table 9,) It could not be said unqualifiedly that it

L4 ]

10 points out
, among the population groups representing fewer than 5,000
n
persons, th ’
, the reasons most often cited for leaving police empl
oyment are

leaving pol
g police service may be correct but to perform a formal
survey to
determine pro '
proper rates of pay may not be justifiable in terms of e
x¥pense

g

municipalities can justify not conducting a formal wage survey

Though 38 departments indicated that their municipalities conduct
comparative wages and salary surveys, 31 departments conduct these
surveys cooperatively with other local govermmental jurisdictions as

shown on Table 23,

Population Number of
Popu Nunber of Conduct Do not conduct
n grozp* ties | cooperatively | cooperatively
1- 2,500 22 4
2,501~ 5,000 39 (§4; 3 1
5,001-10,C00 20 (10) s 1
10,001~15,000 9 (3) > :
15,001-20,000 3 (2) : '
20,001-25,000 3 (2) :
25,001-50,000 2 (2) i L
50,001 & over 1 (1) ' 1
1 .
Total | B
99 (38) 31 7 /

*Number i
class. n parenthesis indicates number of respondents i
n
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For reasons of economy, municipalities in the same general area and of

abopt the same size and economic character may find this to be a good

way to perform such a study. For municipalities of unequal gize and ;

economic character it may be appropriate provided there are private or %

public employers in the general area which attract numerous applicants.

As shown on Table 24 the single municipal or joint effort was gen-

erally prepared by the municipal chief executive. Others were a con=

sultant, administrative assistant, efforts done jointly with other police

agencies, and ‘the Maine Municipal Association..."Other" included diverse :

parties. Chief among these was the Department of Labor and Industry

which will make statistics available on occupational wage rates in

various industries. :

TABLE 24 PARTY PREPARING WAGE AND SALARY SURVEY %

(1] .

Yt j?:i — {

g e | B3| &

< o o A o .

© R 2 98 :

L = - U =i s] !

o > o] o oa oo 0 =R

&0 2la8 9B 3 =3 ‘

Nuaber of 9% | 3|88 | €2 g8

Population municipalities | & © g 'g @ o0 ol o a | .= .

group in group* Lq_)___1 S 1=z . R ER R é

1- 2.500 | 22 (6) 3 1 2 |

2,501~ 5,000 } 39  (18) 12 1 2 13 f

5,001-10,000 | 20  (13) 11 1 1 .

10,001-15,000 | 9 (4 2 1 |1 Al

15,001-20,000 3 (2) 2 ¢¥

20,001-25,000 | 3 (3) 3 L

25,001-50,000 | 2 (2) 1 1 . s

50,001 & over 1 ) 1 .

Total 99  (49) 33 2 1 2 4 |7

'-—'—*nmnmnmrﬁrn-purEntﬂzsts—tnznzutEs-uumBer-u1r1n§nnnunﬂnzr1zr1:nnﬂrr-‘

b
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Accor
ccording to figures presented in the Municipal Yearbook, 1967
X 2 ]

the median starting salaries for patrolmen ranged from $5,200 in
]

municipali 2
palities of 10,000 -25,000 population to $5,650 in municipalities

of 50,000 - )
,000 - 100,000 population., Starting salaries varied from a low of

2,880 t | ‘
$2, to a high of $8,544 in the first population group (10,000 -

25,000).

,000). In the second (50,000 - 1C0,000) the range was $2,950 to
| ®
$8,208, 1

In Main i
e, median police salaries at the entrance level were not so

ood. i)
g The starting salaries ranged from $4,420 in municipalities of
10,000 - i

. 25,000 population to $4,698 in the one Maine municipality over
50,000 population,

TABLE 25 [ENTRANCE SALARIES OF PATROLMEN

Population Number of
group municipalitie
in proupk s | Lowest Median Mean Highest
1-
2,501~ 2,500 | 22 (22) $3900  $4420  §4652  $650
5,001-10,000 | 2 39) 3380 4394 4349 3500
10,001-15, 000 3 @ 3841 4471 4518 5434
15,001—20’000 (9) 4160 4680 4679 5366
20,001—55’000 ; (3) 4366 4420 4551 4867
25,001-50, 000 3 Eg; zggg 4576 4611 4784
50,00 4336
»001 & over 1 D) 4698 4698 Zggg Zggg
TotalG 99 (99)
rou
P $3380 $4440 $4498  $6500

*N
umber in parenthesis indicates number of respondents in cl
.ass.,

It ca :
n be seen that Maine's salaries are higher than the national

8 .

International City Managers Association, The Municipal

Ye
arbook, 1967, Chicago, The Association, 1967, p. 439
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its range of galaries is smaller than on the national level.

Probably firemen in the same jurisdiction are the group most nften

compared with police in salary analysis. Tt is generally known that for

years police and fire salaries remained the same. Almost without

question omne was not raised without raising the other. There has been

i{n recent times a tendency to get away from similar galaries being paid

n the tables of fire salaries

to both policemen and firemen as is shown i

in The Municipal Yearbook, 1967.

No doubt; many job analysts have felt that the work of a fireman

and his qualifications are more similar to that of a policeman than

general governmental, or business and

almost any other municipal,

industrial worker. This, at least, has been one rationale for keeping

police - fire salaries sO comparable over the years. It should be

argued that the qualifications and the duties of firemen are grossly

different from those of policemen. How the two can be equated at all

except that they have the same employer and work in the 8

is hard to imagine.

it may be unfair to use Table 26 showing the entrance salary of

firemen as a valid basis for comparison of police and fire salaries.

ame jurisdiction

Tt must be borne in mind that there are only 22 respondents in the table

as compared with 99 respondents in Table 25. Table 26 shows that start—

ing salaries for firemen ranged from $3,960 in municipalities of

$4,698 in the one Maine municipality over

10,000 =15,000 population to

lrpid., p. 378,

|

o

. : Sy
e g o e o A 85
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50 . P p

ed an average median salary of $5,233

TABLE 26 ENTRANCE SALARIES OF FIREMEN

Population Number of
group municipalities
g Lowest Median Mean Highest
1- 2,500
2501 5,000 gg Eg) $5187 $5233 $5234 $528
2 01-107000 i 6) 3380 4659 4697 6480
1500115 000 (6) 3841 4680 4734 f
15,001“20,000 9 (4) 3960 4699 4899 o
20,001*25,000 . g (1) 4366 4366 4366 P
25,001_50:000 3 gg) 4472 4576 4611 2366
50°001 & over : l) 4305 4336 4337 4;24
(1) 4698 4698 4698 4693
TotalG 99  (22)
roup
$3380 $4680 $4740 $6489

*Number in parenthesis indicates number of respondents in class.

Only in the last three population groups (20,000 population and
over) do all municipa i i
o palities pay entering policemen and firemen the same
l There is no attempt to propose that tliere be unequal pay necessari-~
Y. It must be recognized very clearly that the functions are different
and the qualifications should be different, therefore, just on tha;
basis, there is no reason why salaries should be exactly the same

It would appear in analyzing Tables 25 and 26 again that firemen in
smaller communities receive higher salaries than do policemen. There are
diverse reasons for this, the most prominent being that firemen in the

‘ .

counter i
parts in larger municipalities and than are their police
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counterparts in the same jurisdiction.

Police applicants must know what is the highest maximum salary which

they can expect to receive. As SO relatively few officers even advance

beyond the rank of patrolman it should be an important consideration for

them. Also, since it is essential that skilled,persbnnel remain as po-

1ice officers it is important that m

cieutly high.

The nationwide maximum median

25,000 population) was $6,000. The range was from a low of $3,300 to a

high of $9,996. Among municipalities in population group 50,000-100,000

the median was $6,728.

Table 27 shows the maximum salaries of patrolmen in Maine.

TABLE 27 MAXIMUM SALARIES OF PATROLMEN

- ‘l\
g
|
"4
ik
4

aximum salaries‘for patfolmen,bé suffi{g;

salary for patrolmen in 19671 (10,000~ s

The range in this group was from $3,300 to $9’559';b

S SN

i i s 5

S

A e ] et ot b ey

i

Population Number of '
group municipalities Lowest Median Mean Highest
in group*

1- 2,500 22 (22) $3900 $4680 $4649 $5800
2,501~ 5,000 39 (39) 3380 4680 4667 5720
5,001-10,000 20 (20) 4368 4940 4973 6396

10,001-15,000 9 ) 4680 5366 5386 5980
15,001-20,000 3 3 5395 5557 5558 5720
20,001-25,000 3 3) 5200 5304 5373 5616
25,001-50,000 2 (2) 5200 5216 5217 5233
50,001 & over 1 (€)) 5585 5585 5585 5585
Total 99 (99) .

Group $3380 $4927 l $4879 $6396

*Number in parenﬁhesis indicates number of respondents in class.

The median salary in population group 10,000 - 25,000 was $5,304. The

1t may appear that

——

median in the highest population group was $5,585.

linternational City Managers Association,
1967, op. cit.,p. 439.

The Municipal Yearbook, C 

R
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there are higher salari
aries paid at the entranc
n¢e level than at the
maximum

- B

. .

so much turnover
in these small communities the high entrance salari
: ries may

be paid to attract ifi
qualified candidates
+ In comparing these
two tables it

should also be realized that in a large jurisdiction a beginning patrol-

man has an opportunity to learn through recruit training, on-the-job trai

ing, in-service t?aining, formal training and by experience. In the n

small jurisdiction if the patrolman is to be anything but a securi

guard or traffic contreller he must be already qualified o
Max%mum salaries of Maine firemen are again similar to maximum police

salaries for the last three population groups. As municipal population

groups beco
me smaller the disparity in salary occurs, probably owi
ng to

the previousl
y mentioned reasons. I
. t must be remembered
as with Table

26 that reporting muni
cipalities are rela
tively few in numbe
mber as compar-

25 and 27,

TABLE 48 MAXIMUM SALARIES OF FIREMEN

Population Number of
group munici
palities :
in group* Lowest | Median | Mean | Highest
1- 2,500 | 22 (1) :
2,501- 5,0 $5280 | $5280
50012107000 | 30 (3 sein | Taes | aams | o
10,001-15, 000 > 4600 5016 517 s
15,001-20, 000 > 8 3125 5450 5537 Sees
20,001-25, 000 g (D 3395 3395 5392 oo
25,001-50,000 | 2 o o 2304 3373 | sets
50,001 & over 1 El; gggo J2e 2217 52;2
: 5
Tocal_ AT 5585 5585 | 5585
roup
$3640 $5237 $5226 | $6489
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On a statewide basis it may be proper to compare salaries in police

employment with those of divers categories of Maine industrial workers.l
There are, however, some reasouns to doubt any broad conclusions. Partic-
There

ular local industries may have very high or very low rates of pay.
may be vast numbers of persons qualified for such employment but unquali-

fied for police employment. Other reasons may also exist,

Table 29 shows the yearly pay of various categories of Maine workers.

TABLE 29 *YEARLY PAY OF VARIOUS CATEGORIES OF MAINE WORKERS
Occupation Number of Number of | Minimum | Mean {Maximum
title Industries | Positioms
Office 15 3,486 $3250 | $5122 {$14,950
Mainetenance 15 3,284 3614 6665 | 13,000
Custodial and
material movement 15 3,013 3172 5033 | 11,700
Production 15 24,953 3250 5197 | 14,690
Total 15 34,736

Average $3322 $5504 |$13,585

*Based on 50 hours per week, 52 weeks per year.
Material taken from 1967 statistics compiled by State Department of

Labor and Industry.

What is important is that there is a wide pay range affording an

opportunity to receive high pay by working no more hours than the police.. :

In a sense it is unfair to compare industrial workers with police

officers. In education the qualifications may be similar. However, pro-, -
v Lo

per selection criteria for the pblice would dictate high physical and

lFigures of industrial workers taken from a
artment of Labor and Industry.
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°

Police departments must operate on a 24-hour basis throughout the

o not maintain continuous formal

year. Some small Maine departments d

service but normally one of their officers is on call for emergencies.

Several problems may develop concerning the shift rotation of

concern only the larger departments
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employees. These would probably

having more than 5,000 population in their communitye. No standard rule e
4

can apply to how a police administrator rotates his offlcers on a shift . %

basis but the proper and equitable administration of ghift work is a '§

Obviously an equitable shift

factor in the total working environment.

arrangement is a strong incentive %0 recruitment and retention.

In recent years there has been a reduction in working hours among

At e B e e et

all segments of the national community. The figurés cited in the various

editions of the Municipal Yearbook illustrate that there has been a ) ;

reduction in working hours among municipal employees. In 1947 the {

median work week for police was 48 hours. By 1959 the work week had ’7;

dropped to 42 hours.l Tn 1967, the majority of police departments under -

100,000 population work a 40-hour week.2

Association, Municipal Yearbook,

164.

lInternational City Managers
Chicago, The Association 1960, p.

i Lot e i b o bt

1960,

a—

21nternational City Managers Association, Munmicipal Yearbook
1967,0p cit., PP 457-462. =
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This pr
presents a sharp contrast to the situation in Maine depart
ments whe 7 '
re 907 of the departments work an average of 50 hours a k
week,

TABLE 3(
30 WORK WEEK FOR MUNICIPAL POLICE OFFICERS 1967

Population Number of
group municipalities ggﬁ::r °f
in group*
1- 2,500 22
2,501~ 5,000 | 39 Eég; 2
5,001-10,000 20 (20) 257
10,001~15.000 9 (9 is.8
15,001-20, 000 3 (3) i
20,001-25,000 3 (3) .
25,001-50,000 2 (2) i
50,001 & over 1 (1) 23.5
Tatal 99 (90)
Average 49 6

*Number in paren
th
in class. P esis indicates number of respondents

It must i it i k -
be recognized that it is the smaller municipalities, how
’

week, In ;
smaller communities there are fewer policemen oftentimes

g

. T : ]

Tﬁere i
s a tendency in Maine, however, to-bring the average work

week in Maine was 50.1 hours.
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TABLE 31 WORK WEEK FOR MUNICIPAL POLICE OFFICERS AS OF OCTOBER 1, 1966

Population Number of Numbers of
group municipalities hours
in group® !
!
{
1- 2,500 22 (16) 50
2,501~ 5,000 39 (35) , 52 I
5,001~10,000 20 (20) 51 |
10,001-15,000 9 9) 46 , :
15,001-20,000 3 (3) 46 |
20,001-25,000 3 (3) 42
25,001-50,000 2 (2) 44
50,001 & over 1 ) 40
: |
Total 99 (89)
Average 50

s
*Number in parenthesis indicates number of respondents in class.

Though there is not a great decrease in hourly work over the one year «
|

period, the figures do show a trend toward some decrease in working hours |
This trend must be continued if police service is going to compete favor-

ably with working hours among white and blue collar workers in private

employment.,

Recommendation No. 4 THAT MUNICIPALITIES SEEK TO
REDUCE THE WORKING HOURS OF POLICEMEN TO THAT LEVEL
REQUIRED BY PRIVATE EMPLOYERS. |

P

Primary responsibility for adequate equipment and physical conditions

rests with the municipal chief administrator and/or the police adminis- ;\

trator, The police administrator, however, has the responsibility of

being cognizant of poor facilities and those general working conditions °

which result in poor morale.

Physical placement of equipment and cleanliness of physical facili-

ties is important to the attendance, morale, safety, health, and attitudesii

W

i em i st s
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of police officers. It is not enough to be well qualified and well
trained for police service. Those things with which one works and those
physical conditions around which one works can affect the performance
record., The President's Commission noted that generally in the nation,
police stations are old, cramped, badly maintained, and in many instances
equipment is deficient. Such conditions adversely affect police morale
and detract from the professional nature of police service. Competent
officers cannot easily be attracted or retained under such conditions.
All police buildings should be attractive, provide adequate space and be
well maintained., Modern equipment such as dictating machines should be
used for reports, and officers should only be required to perform work
suited to their ability. In this respect, improvement may be made by

some municipal police departments.

Off-duty Employment

One of the controversial issues in municipal police administration
is the right of police officers to become employed while they are off-
duty. Employment in this context is defined as paid work pe;formed
separately and after normal police duty hours. The problem may be dif-
ficult to resolve. Questions can be asked as to whether the municipal-
ity should regulate or prohibit off-duty employment and whether it has
a legal rignt to do so. Some people might regard any municipal attempt
to regulate or prohibit off-duty employment as an infringement on a
policeman's personal affairs. Cases have been brought to court in an
attempt to abrograte municipal regulation and control on the grounds

that such municipal controls interfered with personal freedom,
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Two New York cases seem to uphold the view that a municipality cannot

legally interfere with an employee's off-duty time provided there is no

adverse effect upon the employee's efficiency or no conflict of interest

1
arises.

Based upon the few court decisions in other states regarding such
matters, however, courts have. generally held that fegulations and pro-
hibitions upon off-duty employment of policemen are proper. Reasons for
ordinance legality are given as insurance that members of a department
wili be in physical condition at all times to perform their duties 1if
called upon to perférm them and that the right to work for the public is
a privilege which may be granted on any condition which the public may

impose, consistent with the law and public safety. In such decisions it

is often stated that a person, when he becomes municipally employed, gives

up certain rights which would remain his if he were a citizen not so
employed.

In Maine no such case has been Brought to the courts.

As shown on Table 32, a majority of departments permit officers to

work during their off-duty time. Twelve departments, however, indicated

that they did not permit their officers to work at another job.

1These cases are Putkowski v. Corley, 52 N. Y., 5 (2d) 42,
decided in 1944, and Natilsch v. Hudson, 35 N. Y. 5 (2d) 537, affirmed
289 N. Y. 844, 47, N. E. (2d) 442 (1943). In the latter case the New
York State Court of Appeals lield that the absolute prohibition of out-
side employment exceeded the powers conferred on a department head by

the New York City charter.

2Based upon consultation witii Mr. Richard Sanborn, Attorney to
the Maine Municipal Association.

ot i i ot A B T TR - 2

Administration, op. cit., p. 231.
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TABLE 32 NUMBER OF DEPARIME
OFF-DUTY TIME NIS PERMITTING OFFICERS TO WORK DURING

Population Number of o o yme
group municipalities QLE-duty, Faplovment
in group* Permitted Not permitted
1~ 2,500 22 (14)
2,501~ 5,000 39 (36) 33 3
5,001~10,000 20 (20) 20 ’
10,001-15,000 9 9) 6
15,001~20,000 3 (3) 3 ’
20,001-25,000 3 (3) 3
25,001-50,000 2 (2) 1
50,001 & over 1 (1) 1 '
Total 99 (88) 76 12

)
Number in parenthesis indicates number of respondents in class

A o
n absolute prohibition against outside employment for policemen

seems
to be of little value for at least three reasons. First, such
’

a prohibition may not be sustained if appealed to the courts. Second
an absolute prohibition would be extremely difficult to enforce. ’
Third, such a prohibition may be arbitrary and unreasonable. Examples
of outside work can be cited that do not interfere with a policeman's
efficiency and do not involve any conflict of interest.

From a practical standpoint, off-duty employment should be

resolv
ed on the question of control under certain stated conditions

The
four major elements for control that should apply are the following'1

I
nternational City Managers Association, Municipal Personnel
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1. Off-duty employment can affect the policeman's efficiency for

several reasons. One of the mest important is that the outside job may

be excessive in terms of time involved and physical demands made, SO

that he will be too tired to do good work for the municipality. Another

consideration is that the outside job may involve the officer in a

numver of phone calls and personal time off from his municipal job to

take care of his outside work.

2. A public employee must carry on his work with neutrality and

objectivity. He should represent the public and not a certain segment

of the public. Incompatibility or conflict of interest arises when a

policeman is engaged in of f~duty inspectional or police work for private

employers.
Conflict of interest raises the possibility of unethical and even

illegal activities omn the part of municipal employees. Of greater

importance, however, is that the municipality should not be left open to

criticism on the charge of questionable conduct by municipal policemen.

3, Outside employment can be a problem when either of two conditions

arise with respect to competing employment.
ment of a municipal policeman depriving somebody else of a job. This
was a factor during the depression pericd of the 1930's but may not be

applicable today. Second is the conflict of employment with highly

organized trade unions.

The latter situation occurred in Denver, Colorado. As a result

police and fire officials of the city and union representatives agreed
to permit policemen and firemen to continue to work at outside jobs only

so long as they did not conflict with jobs held by civilian workers.

First, is the outside employ-
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If a union complains that a policeman or fireman 1s keeping a civilian

worker from a job the complaint goes to an arbitration board of police
’

fire and union officialsi If the complaint is upheld the officer in

question must either resign from the force or quit his off-duty job.

In another city the labor unions are not protesting outside work
by city employees partly because there is a labor shortaga iﬁ the area.
In addition the city has three groups of unionized employees among its
own work force.

4, The effect of off-duty employment upon the opinion of the
general public always must be considered.

Rules and regulations on 6utside employment of city employees do
not lend themselves to general, across~the~board application. Each
should be judged individually with respect to the effect upon municipal
enployment, Some cases are bound fo be in question, however.

The legal authority for regulating off-duty employment may vary
among municipalities depending upon charter and ordinance requirements.
The most viable methods may be to have off-duty employment regulated
by ordinance, administrative regulation, or personnel rule. Regulations
should leave discretion with city officials to decide each application
upon its merits rather than attempting to provide detailed regulations
covering all situations.,

Attempts to regulate outside employment probably should be limited
to policemen who have permanent status under a formal civil service
system,

In the absence of formal civil service, the regulations should

apply to those policemen considered as permanent, full-time members of

the municipal force.
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', Many municipalities may need nothing more than a brief statement of
municipal policy. For cities, however, where the problem of off-duty-
employment is acute, a more detailed checklist may be desirable to serve
as a guide to administrators in passing upon each application for off-

duty employment.  The elements of policy that should be considered for

such a checklist are:

1. The off-duty job must uot interfere with the
officers effectiveness on his nunicipal job. Consideration
should be given to the number of hours worked outside, the
location of the off-duty employment, and the nature of the

duties.

2. The off-duty work must not leave the employee
tired and thus subject to injury upon his regular job with

the city.

3. The outside employment must be such that no problem
arises as to municipal responsibility for an injury incurred
in the outside job.

4. No off-duty work should be approved which places
the officer in the pesition of performing duties or services
which he will later check or inspect in his capacity as a

policeman.

5. Policemen should not take jobs from other pérsons
in a depressed labor area. : :

6. The public relations effect of off-duty jobs should
be considered with atteation given to employment which is
acceptable in a given community.. :

7. No employee should be aliowed to take an off-duty
job which is full-time.

Only supplementary types of work should be considered. Examplés

include church work, night school teaching, or refereeing @w‘umpiring

at sporting events.

liaternational City Managers Association, “Municipal Personnel:
Administration, op.cit.,p. 233.
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Some municipalities may find it desirable to formalize the off~-duty
employment procedures by providing that each employee submit a written
application and receive a permit»to work., The application should show
the name and address of the employer, the hours of work, a description of
the duties, apd should include a space for approval or disapproval by the
chief of police. The application should include a space for certification
from the outside employer stating that he knows the applicant is a regular
employee of the municipality and specifically of the police department.

Thirty-eight départments indicated there were conditions placed upon
off-duty employment. These concerned type of employment. Some indicated

officers remain available for emergencies.

Population Number of T—No Conditions with| Availlable
group municipalities | conditions | respect to type| for émerg-
in grqup*“ of employment encies
1~ 2,500 22 9 7
2,501~ 5,000 39 (32) 17 2
5,001-10,000 20 (19) 9 8 g
10,001-15,000 9 (6) 1 3 2
15,001-20,000 3 3) 3
20,001-25,000 3 3 1 2
25,001-50,000 2 1) 1
50,001 & over 1 1) : 1 1
Total 99 (74) 36 23 15

*Number in parenthesis indicates number of respondents in class.

Thirty-six per cent of the departments have no conditions upon outside

employment. None of the 74 respondents indicated there were time res—

c rmer
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trictions on off«duty employmént.
Y employm TABLE 35 PER CENT OF OFFICERS WHO WORK AT ANOTHER JOB

The work permits should e reviewed and renewed every year from the

approved work date. This procedure insures that the officer, the off- Population Number of | Per cent
group municipalities
duty employer, and the municipality concur that the officer is still work~ in group#
. : : s 1= 2,500 22 (8)
ing under the terms of the original permit. The policer chief, in review- || L 69
g gtnal p pe ’ : 2,501~ 5,000 | 39 = (19) 7.4
ing the permit for renewal, should assure himself that the officer has a 5,001~-10,000 20 (14) : 50.3
. i 10,001-15,000 9 (%) ; 57.5
good overall record, has a gopd attendance record, and has not taken ex- %} ‘ ;g:ggi:gg:ggg g Eig 22.3
Fe 25,001-50, 000 2 ) : 50
cessive sick leave. i 50,001 & over 1 ) 10
’ K +
It is apparent that in Maine off~duty employment needs to be given ij :
serious attention. Fiftye-six departments reported that an average of M Total ‘ 99 (51)
| Average 54.4
! oL

four worked during off-duty time.

*Number in parenthesis indicates number of
respondents in class,

TABLE 34 NUMBER OF OFFICERS WHO WORK AT ANOTHER JOB

S o

‘ This represents a sizable portion of any police force.
Population Number of )
group " municipalities Number With relatively few departments having restrictions on employment
in group* .
- it seems that the practice of off-duty employment needs careful consid~.
1- 2,500 22 - (8) 3.3 L
2,501~ 5,000 39 (24) 2 b eration.

5,001-10,000 20 (14) 3.1 ! '

10,001-15,000 9 (4) 7.8 ot

15,001~20,000 ) 3 . 5 fis

20,001-25,000 3 (1) ‘ 20 - - Recommendation No. 5 THAT THE OFF-DUTY EMPLOYMENT

25,001-50,000 2 (1) 24 5 OF POLICE OFFICERS BE REGULATED BY ORDINANCE OR

50,001 & over 1 (1) 12 i ADMINISTRATIVE POLICY.

Total 99 (56) 4 |
Average 3.9 = B
*Number in parenthesis indicates number of respondents in class. 5 :

b | i
B :
Fifty-one per cent of the departments indicated that over 50 per cent | §

TS

of their force were engaged in employment off-duty.

2,
e
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Other Municipal Compensations

Other municipal compensations are thcse monied and/or non-money
benefits which serve to supplement direct pay. Those considered in this
poftion of the chapter are longevity and subsistence pay, clothing allow-
ance:, reimbursement for overtime work, and court appearances which are
not part of the duty day. These supplements £fall into the brsad cate~
gories of direct wage supplements and expense guarantees,

Though the wage supplements and expense guarantees vary among the
municipalities these and other benefits such as insurance and retirement
plans serve to substantially increase total pay or its equivalent. One
authority maintains that these additions to direct pay amount to an
average 20 per cent increase in basic pay.1

The payment of salary increments for length of service is a prevalent
practice among Maine departments, WNearly all départments have at least a
one-step increment in pay to recogniie length of service and/or sus-
tained superior performance. Some of the small departments, however, do
not provide for longevity pay. As their turnover rates remain high a
salary incremeﬁt plan may serve as an inducement to recruit and retain
officers. Step increases, however, should not Be automatic for job pere

formance below standard, that is as the standard is dictated by the

department and as it is reflected in an individual's performance record.

Recommendation No. 6 THAT DEPARTMENTS PROVIDE FOR
LONGEVITY PAY RECOGNIZING BOTH LENGTH OF SERVICE
AND SUSTAINED SUPERIOR PERFORMANCE,

1International City Managers Assoclation, Municipal Yearbook,
1955, Chicago, The Association, 1955, p. 141,

ey B 3 :
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A subsistence allowance is that remuneration given for direct food

costs to a single person. The advantage of such an allowance is that it

is not considered a part of the base pay and is not taxable. Tt must
’

however, provide only for direct food costs to be non~taxable. The

military services for years have provided such an allowance for certain

of its members, As approximately” 50 dollars a month could be considered

the subsistence rate for a single individual there would be some tax

advantage to an officer by providing such a benefit.

There presently are no departments which provide regular subsis-

tence allowances. Some departments, however, may want to consider this

form of supplementary pay.

A clothing allowan¢s is that actual clothing purchased for an officer

or that amount of money given an officer for the purchasé and maintenance
of his official dress. Departments may establish several means of pro-

viding for uniforms. Those means currently employed in Maine are:

(1)
a departmentally purchased initial full clothing issue, (2) a department-

ally purchased initial partial clothing issue, and (3) an annual cash

allowance.
Most police departments provide for an initial departmental purchase

of uniforms. Though it is proper to have the new officer equipped with

all necessary clothing items it is not essential that the municipality
purchase them. The only real advantage to a municipal purchase is that
the clothing items may cost less by having the municipality purchase

items in quantity.

A complete number of necessary uniform items may be a great initial
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expense for any one officer.1 The initial municipal purchase of all.
necessary clothing items is considered an appropriate practice.
Seventeen departments provide an annual uniform allowance to their

officers. The initial cost of uniforms may be a great expense for an

individual to bear.

The best practice is one providing an officer with a complete depart-

mentally purchased initial issue and with annual cash allowances for

clothing maintenance and replacement. One hundred dollars per year is

considered an adequate maintenance and replacement allowance.
Only five departments do not provide any clothing allowances.

The table below shows the current practices concerning clothing

allowances and their distribution among the population’groups.

lpased upon Maine State Police initial issue costing $390.

o
3
{
b
N
o
1
.
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TABLE 36 DEPARTMENTS WHICH PROVIDE CLOTHING ALLOWANCES
Population Number of
‘ A Clothi
group ?unicipalities Clothing [Clothing (cash " Eiothing
n_group* (all) (partial) \yearly) lallowance
1- 2,500 | 22 (16) 8
2,501~ 5,000 } 39 (40) 19 13 l% T
5,001-10,000 | 20 (21) 16 3 1 1
10,001~15,000 9 (10) 6 3 '
15,001—20,000 3 (3) 2 i
20,001»25;000 3 (3) 1 2
25,001-50,000 2 1) 1
50,001 & over 1 (1
Total 99 (95) 53 20 17 5

= =
'Number in parenthesis indicates number of respondents in class

Recommendation No,7 THAT DEPARTM
. ENTS PROVIDE OFFICER
¥£TH A COMPLETE INITIAL ISSUE OF CLOTHING AND THAT >
EREAFTER THEY PROVIDE AN ANNUAL CLOTHING MAINTENANCE
AND REPLACEMENT ALLOWANCE.

Overtime is that time spent working beyond the normal working

period. The discussion of overtime will include all work performed

d
uring other than normal duty hours including that time officers spend

in court.

Police managements should study their work projects in order to

a .
void having their officers work overtime, Overtime may become a source

of
dissatisfaction unless policies regarding its use are established.

Th
is applies particularly in the selection of officers asked to work

overt
rtime, There may arise certain exigencies requiring additional per=-

sonnel = to perform specific tasks. When this happens it is necessary

t
0 have auxiliary policemen on whom to call in addition to calling

regular officers back to duty.




ber i thesis indicates number of respondents in class. i duty hours is considered appropriate for patrolmen. Officers who hold
*Number in paren |
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S4xty-six per cent of Maine departments compensate their officers. %’f Fifty-nine per cent of the departments pay their officers in cash
£ 'i rked in addition to the normal duty period. It is equally i on a straight-time hourly basis for overtime work.
or time wo P ,
ificant to note, however, that 24 departments are not so compen— i TABLE 38 TYPES OF COMPENSATION GIVEN FOR OVERTIME WORK
significan o ’ ’ Lt
sating their officers. ;jl Population Number of IPaid Time-and- | Given Choice of
‘ E WORK ' L group municipalities |straight |a~half . time pay or
TABLE 37 COMPENSATION FOR OVERTIM ’ : in groupk time of time off
. ol 1- 2,500 22 (7) 5 1 1
) Officers Officers not L 2,501~ 5,000 39 (22) 22
Population Numbe* of ies | compensated compensated 1 5,001-10,000 | 20  (19) 19
group muntctpa.- i 10,001~-15,000 9 (9) 6 1
in group i 15,001-20,000 3 (3) 2 1 1 1
7 9 Py 20,001~25,000 3 (3) 3
1- 2’508 gg %2; 59 14 i 25,001-50,000 2 (2) 1 1
2,501~ 5,00 2 (20) 19 1 e 50,001 & over 1 (1) 1
5,001-1%,888 9 (9 9 i Total 99 (66) 59 1 4 2
10,001~15, 3 ‘ =¢=_=—______———4___———__———___
15,001-22,883 g Egg 3 | *Number in parenthesis indicates number of respondents !in class.
20,001-25,0 d
25,001-50,000 | 2 (2) 2 |
50,001 & over 1 (1) ’ f % The practice used by the 59 Maine departments of paying cash on a
Total 99 (90) 66 24 i straighc~-time hourly basis for time worked in addition to their normal

; i supervisory rank should not be entitled to this compensation.
, . . in the |
Most of the departments not compensating their officers are those in

s 4 ‘s ed |
smaliest municipalities. 1In such places it is often initially stipulated

Recommendation No. 8 THAT DEPARTMENTS PROVIDE
COMPENSATION TO NON-SUPERVISORY PERSONNEL WHO WORK
DURING OTHER THAN THEIR STIPULATED DUTY HOURS.

that officers will be required to work on an as-needed basis without ‘
' iti e where |
compensation. Tor many small municipalities, and especially thos |
. . Overtime caused by court appearances should be considered as a
i other law enforcement officer on
there is only one officer, there is no

h t of an emergency special aspect of overtime. As so many officers must appear in court
whom to call in the event 0 .

A b e N, P P A

d d in Maine are: (1) payment in cash on a straight-time  ? witnesses in District Courts be paid a fee of five dollars.l
methods used in Main : , :

, : of nd one-half (3) com- }*
hourly basis (2) premium cash payments of time a L Ian Act Relating to Compensation for Certain Municipal Officers
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This provision does not apply to other courts. However, 59 departments

do reimburse officers for the time they spend in other courts.

INCIDENCE OF REIMBURSEMENT FOR COURT TIME IF TIME IS NOT

TABLE 39
A PART OF THE REGULAR WORK DAY**

Population Number of

group municipalities Reimburse Do not

in group¥ reimburse
1- 2,500 | 22 (16) 7 9

2,501~ 5,000 | 39 (35) i8 20
5,001-10,000 | 20 (19) 16 3

10,001-15,000 9 (9 9

15,001-20,000 3 (3) 3

20,001~25,000 3 (3) 3

25,001-50,000 2 (2) 2

50,001 & over 1 (1) 1

Total 99 (91) 5% 32

*Number in parenthesis indicates number of respondents in class. | .

**Does mot apply to District Court.

As was the case with overtime, the smaller communities are the omnes which

do not provide reimbursement for their off-duty officers' court appear-

ances. The number of municipalities which do not provide reimbursement

for court time is larger than those which do not provide compensations

for other overtime work. A possible reason for this is that court is

normally held during the daytime when many of the officers in small

municipalities work. TIf these officers are not working at night, court

appearances are considered part of the normal police duty and work day.
The specific method in Maine of reimbursing officers for their off-

duty court appearances are: (1) flat rate for each appearance,

(2) guaranteed minimum, (3) actual time in court on a straight-time
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hourly basis, and (4) compensatory time off.

setting of specific hourly rates paid for actual time in court

TABLE 40 TYPES OF REIMBURSEMENT FOR COURT TIME#**

Other methods involved the

R 1 FIaT race
Population Number of for each |Guaran~ | Actual Given
gooup municipalities |court teed time in|time |Other
in group* appearance {minimum | court off
i- 2,500 |22 7

2,501~ 5,000 |39 (§7§ g ; '
\5,001—10,000 20 a7) 4 2 9 2
10,001~15,000 | 9 (9) 2 3 ?
15,001-20,000 | 3 (3 2 3 '
20,001~-25,000 | 3 (3) 1
25,001-50,000 | 2 (2) 1
50,001 & over | 1 (1) 1 1 i !
Total, 99 (59) 22 6 23 4 4

*Number in parenthesis indi
cates number of respond
**Does not apply to District Court.. pondents in class.

Recommendation No.9 THAT DEPARTMENTS PROVIDE REIMBURSEMENT

TO OFFICERS WHO MUST TP ‘ :
N oot MUST SPEND OFF-DUTY TIME SERVING AS WITNESSES

Holidays, Vacations, and Leaves of Absence

It is standard practice for municipalities to provide time off with
pay to its employees for holidays. The number of holidays with pay
granted varies from the traditional six holidays -- New Year's,
Memorial Day, Fourth of July, Labor Day, Thanksgiving, and Christmas ==
to as mawy as ten.

The granting of holidays to some municipal employees may present

some problems but the granting of them tc police officers may be

L A e
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impractical.

special problens.

on a holiday.

Year's,

coverage is provided for not just the holiday but for several days with-

in the period of time.
incidents may be greater. There is also the potential for civil disorder.
erupting during such periods as these where people are not attending to

their regular activities and where there exist parties and other gather-

The administration of holiday leave for the police has

ings of people.

It is recognized that the nature of police service would dictate a

Fourth of July and Labor Day periods.,

It is often necessary to have many officers working

This is particularly true of holidays such as the New

Often, heavy personnel

During such periods the volume of traffic and/or

full-force personnel commitment during such times,

The important point is that policemen must be given compensatory

time for the number of holidays they work. The practice yaries‘through- i

out the country.

Table 41 shows the number of days granted patrolmen for holidays.

TABLE 41 NUMBER OF DAYS GRANTED PATROLMEN FOR HOLIDAYS

e R o b

Population Number of
group municipalities Days
in group*

1- 2,500 | 22 (6) 9.3
2,501~ 5,000 | 39 (24) 6.7
5,001-10,000 { 20 (15) 8.1

10,001-15,000 9 9 7.6
15,001-20,000 3 (2) 9
20,001-25,000 3 (3 8.3
25,001~50,000 2 (2) 6.5
50,001 & over 1 (1) 9
Total 99  (62)

Average 1.5

*Number in parenthesis indicates number of respondents if

class,

B L S
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Sixty two departments reported an average 7.5 number of days granted
for holidays with the range .of time granted for holidays being from six

to ten days.

Recommendation No, 10 THAT MUNICIPALITIES PROVIDE AS
MANY COMPENSATORY DAYS OFF TO POLICEMEN AS ARE GIVEN
OTHER MUNICIPAL EMPLOYEES FOR HOLIDAYS,

Annual leave or vacation with pay has been an established benefit
for municipal employees. Annual leave is beneficial to employee and
employer alike, First, annual leave provides the employee with rest
and a change from the jobe. Second, a liberal annual leave is one of the
inducements a municipality can offer a police candidate. It also serves
as a retention incentive for senior officers. Third, police officers
‘may perform the duties of other officers who are on leave. This practice
may provide them with an opportunity to demonstrate skills other than
. those they normally use and pro;ide the department with a basis for
evaluating the potential of these officers.

Table 42shows those municipalities providing annual leave or

1vacation for their officers.

TABLE 42 DEPARTMENTS HAVING ANNUAL LEAVE POLICIES

Population Number of Leave No leave
group - municipalities | policies policies
in group*
1- 2,500 | 22 (16) 11 5
2,501~ 5,000 ) 39 (34) 25 9
5,001-10,000 } 20 (20) 17 3
10,001-15,000 9 9) 8 1
15,001-20,000 3 (3) 1
& 20,001-25,000 3 (3) 3
g 25,001-50,000 2 (2 2
‘ 50,001 & over 1 ) 1
* Total 99 (88) 69 19

*Number in parenthesis indicates number of respondents in
class,

¥
s
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Nineteen municipalities in the small population groups do not provide

annual leave for officers.
Types and length of annual leave can be computed in a number of

Annual leave may be i_g
year, numbers of work days in ;;}

i

ways. Each has its advantages and disadvantages.

expressed in terms of numbers of weeks per

a year, or in work days per month. 1f expressed in calendar days per

{
month no consideration is given to non-work days or holidays falling %
i

within the annual leave period. '

The wording may be: 'Annual jeave with pay shall aeccrue at the

ar month of service."

e s e e e T A A S i3

rate of one working day for each full calend This }

SENPEN S

policy has certain advantages. It states that an officer accumulates g

o ain

annual leave as the year progresses. If he is separated from police é

L, e

al leave days which are due can be

s

service at a certain time his annu

easily and'accurately determined. _

After establishing an annual leave and the method by which it is %

First, is the length of the

SR EPECIRERIO- o ~ e )

computed other decisions must be made.

annual leave to be in relation to the length of police service? Some

r officers with 10 or more years of f%

|

will it be the i

municipalities grant extra leave fo
service. Second, who shall be given annual leave?

officers in a probationary or temporary status as well as regular

el .
s e

Third, how long must a new officer serve before being eligible

1 -

officers?
for leave? If a leave is for the purpose of providing rest and a éhangei°j
.

from the job a new officer should be entitled to some leave. Fourth, to |

It is doubtful that any

o e i

what extent may officers accumulate their leave?

department should allow an officer to accumulate leave exceeding that

which would normally accrue in a two year period. To allow officers to &

85

accrue leave Iindefinitely may make the departmental administration of
an annual leave policy very difficult. Fifth, will the annual leave
policy state the officer's pay en;itlements owing to accrued leave in
case of resignation, inveoluntary termination of service, or death? It
is proper that officers or their estates be compensated in such cases
for unused leave.

Table 43 shows, by population group, the average number of weeks
given annually for leave to those officers having served fewer than ten

years,

TABL
E 43 ANNUAL LEAVE TIME GRANTED WITH NOT MORE THAN 10 YEARS SERVICE

Population Numbe
group municingities Average number weeks per year
in group* 1 2 3
1~ 2,500 22

2,501~ 5,000 | 39 82‘3 . 9 1
5,001~10,000 20 (17) ] 16 3
10,001-15,000 9 (8) 14 2
15,001-20,000 3 (2) 8
20,001-25,000 3 3) 2
25,001-50,000 2 (2) 3

50,001 & over 1 (1) f
Total 99 (69) 8 55 ]

granted no more than one week.

m —
x
Number in parenthesis indicates number of respondents in class

Two week
s per year is the most common annual leave time granted to those

offi
cers with not more than 10 years service. Eight small municipalities

Only six municipalities granted three

weeks,

T
he municipal administration must establish the leave policy but
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the administration of the policy rests with the police chief. In the TABLE 44 MUNICIPALITIES PROVIDING A LEAVE OF ABSENCE POLICY

LEAVE BE PERMITTED, AND

|
larger departments regulations are necessary regarding the taking of ;
. Lo Populatio Numb '
leave, In the smaller departments a more informal arrangement is per- tk* grgup ! mtziiip:iities izzzidiz for Doesigotf
i provide for
; in group* ‘
haps more practical. L BIoTE absence : leave of absence
| 1- 2,500 | 22 (15) 2 13
P 2,501- 5,000 | 39 (33) 2 31
g 5,001-10,000 | 20 (20) 5 15
Recommendation Noll THAT MUNICIPALITIES ESTABLISH AN S 10,001-15, 000 9 (8) >
ANNUAL LEAVE POLICY WITH PAY PROVIDING: i“l 15,001_20:000 3 (3) I g
P 20,001-25,000 3 (3) 2 1
(1) THAT POLICE OFFICERS RECEIVE EQUIVA= b 25,001-50, 000 2 (2) 9
LENT LEAVE TO THAT GIVEN OTHER MUNICIPAL EMPLOY- Loy 50,001 & Sver 1 (1) 1
EES, Lot '
(RS
vt
(2) THAT AT LEAST TWO WEEKS ANNUAL LEAVE BE y; Total 99 (85) 17
GRANTED FOR REST AND RELAXAFION : i* . i 68
o b *Number in parenth
(3) THAT NO MORE THAN TWO YEARS o0F ACCRUED E.; parenthesis indicates number of respondents in class,

Lo Only 17 departments provid A .
(4) THAT PAY ENTITLEMENTS OWING TO ACCRUED . P P e such a policy. A majoerity of smaller
LEAVE BE GRANTED TO THOSE OFFICERS WHO FOR ANY b municipalities do mot provi
REASON LEAVE POLICE SERVICE ‘ P provide leaves of absence. There are definite

SRR Y e

advantages both to the municipaiity amnd to the police officer for having

A leave of absence is that authorized, long or short term leave = such a policy., The individual may have a sense of job security if he
which may be granted for the following reasons: (1) military service; f f realizes that the municipality has provided for certain exigencies. The
(2) formal educatioﬁ; (3) personal grounds and (4) sickness or injury. A'% municipality benefits from such a policy indirectly because of the officer's
These leaves of absence may be granted with or without paf and may t < sense of job security and directly because it may not have to retrain new g
extend from a few days to several years. It is usually necessary to . personnel for the duration of the absence. 3
have formal regulations regarding leaves of absence. Employees should L Reasons for the granting of leaves of absences among those seventeen g

know under what conditions they may qualify for such an absence, whether responding departments are shown on Table 45.

e -

the absence will be with or without pay, and for how long the absence

may be granted. N

'Tableéa portrays the nuaber of municipalities providing leaves of

absence.
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TABLE 45 REASONS FOR LEAVES OF ABSENCE

Population Number of Military| Formal Personal Other
group municipalities |service | education |business
in group¥*
1~ 2,5001 22 (2) 1 2

2,501~ 5,000] 39 2) 2 2

5,001-10,000} 20 (5) 4 1 2 1
10,001-15,0001 9 (2) 2 1
15,001-20,000} 3 ¢B)] 1 1
20,001-25,000¢ 3 (2) 2 1 1 1
25,001-50,000} 2 (2) 1

50,001 & over 1 1) 1 1

Total 99 a7n 14 3 6 5

*Number in parenthesis indicates number of respondents in class.

Military service is the reason most cited for the granting of absences.

Personal business and formal education followed, with others ¢iting

reascns of sickness and injury.

All are valid reasons for the authorizing of absences and are

important to the recruitment and retention of policemen,

A leave of absence for military service may be for short periods of

training for reserve personnel or for active military service caused by

conscription.

without pay.

Absences for military training may be granted with or

It must be remgmbered that the officer in a military

training status is being paid for his service. Absences granted for

long periods caused by conscription should always be without pay, but

they should carry re-employment rights at the equivalent grade. Military

service should not be considered as accrued service for retirement.

For reserve personnel or National Guardsmen frequent local meetings may

present a problen.

Written policies should be developed for such

B

i b e, gt

A
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activities,

Anyone interested in furthering his knowledge by formal education
should be allowed to do so. Absences should be authorized for such
purposes. Leave with pay is justified if the department is sponsoring
the officers attendance at conferences or short courses. No pay is
justified for an officer who wishes to return to school on his own for

formal education. In such a case the municipality may grant leave without

pay with the unders;anding that the employee return to his former position

upon completion of course work.

Absences are, and should be, granted for personal reasons. These
are usually short ébsences and are requested when an officer does not
have sufficient accrued leave or wishes to extend his absence beyond his
accrued leave. The personal reasons normally include death and illness
in the family. Such reasons could be considered emergency leaves., If
they are rot granted a serious morale problem may be created,

Reasons of sickness and injury are those for which a leave of
absence may be authorized.

Table 46 shows the number of departments providing for annual sick

leave,
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TABLE 46 DEPARTMENTS PROVIDING ANNUAL SICK LEAVE

Population Number of Provide Do not
group municipalities sick provide
in group* leave sick leave
1- 2,500 22 (16) 4 12
2,501~ 5,000 39 (36) 26 10
5,001~10,000 20 (20) 18 2
10,001~-15,G00 9 (9) 8 1
15,001-20,000 K] (3) 3
20,001-25,000 3 (3 3
25,001-50,000 2 (2) 2
50,001 & over 1 1) 1
Total 99 (%0) 65 25

*Number in parenthesis indicates number of respondents in class,

Many of the smaller departments do not provide for sick leave but it is
just as important for tnem to provide this benefit as it is for the

larger departments to do so.
Table 47 shows that most departments providing sick leave establish
a fixed day limit per year for 'such absences.

TABLE 47 TYPES OF ANNUAL SICK LEAVE PLANS

Population Number of No limit |Day limit per
group municipalities |per year |year (computed) Other
in group* in days
1- 2,500 ] 22 (4) 4
2,501~ 5,000 | 39 (26) 4 21 1
5,001-10,000 | 20 (18) 1 14 3
10,001-15,000 9 (8) 5 3
15,001-20,000 3 (3 3 :
20,001~-25,000 3 (3) 3
25,001-50,000 2 (1) 1
50,001 & over 1 1) 1
Total 199 64) ~ {5 o1 51y 8

*Number in parenthesis indicates number of respondents in class.
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Those departments providing limits per year range from one to twenty-
one days. Only five departments have no sick leave limit, Eight
departments provide other sick leave arrangements, Most of these
provide for a limited numbeé of days per year but allow for a maximum
accruable limit, A liberal policy of absences should be established
‘for service incurred sickness and injury where the incapacitation
exceeds that normally allowed. '

Leaves may be impqrtant to the health and welfare of police
officers. The provision for them r - serve as an inducement in recruit-

ing and retaining qualified personnel,

Recommendation No, 12  THAT MUNICIPALITIES PROVIDE

LEAVES OF ABSENCES FOR AT LEAST THE FOLLOWING

REASONS: MILITARY SERVICE, FORMAL EDUCATION,

?g?SONAL GROUNDS AND EMERGENCY, AND SICKNESS AND
URY.

Health and Insurance Plans

In this section of the chapter consideration will be given to
life, accident or health, and liability insurance plans.

Owing to the distinctly hazardéus nature of police work munic-
ipalities must give attention to insuring their officers with life

insurance,

Table 48 shows that 52 departments have some kind of life and/or

accident/health plan in effect,

R v = ppi iy
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TABLE 48 LIFE, ACCIDENT, AND HEALTH INSURANCE PLANS Plans usually cover a prescribed number of days of hospitalization

Population Number of Plans Employee |Costs shared L Flans are provided'by commercial insurance companies and Blue Cross/Blue
group ?zn;;iz:iities available pays all Zidd:g:§§$22t ? g Shield plans are available to municipalities.

1- 2,500 | 22 (12) 5 | 1 A i The development of hospital, surgical and medical insurance for

2:381:18:888 gg Eizg iz Z ig % é municipal e?ployees is a technical matter. A municipality desiring to

ig:ggi:égzggg g 2;; 6 3 g ; é adopt a plan for its police should consult with insurance specialists.,
gg:ggi:gg:ggg g gg; g 1 i § g Such experts can provide maximum coverage within the budget limitations
50,001 & over 1 (1) 1 1 ‘% of the municipality.
Total 99 (64) 52 14 41 i ?

*Number in parenthesis indicates number of respondents in class.§ ; gg;gggggdzt;SEnggségiég ggzigéﬁﬁgéEgggTP§€X§D§O§OLICE

HOSPITAL, SURGICAL, AND MEDICAL EXPENSES.

In 41 departments the maintenance or costs of such plans are shared
Another much needed insurance plan is that providing liability

equally by the officer and the municipality. Fourteen departments |
i insurance for false arrest, assault and battery and false imprisonment,

z

require the officers to pay the costs of such plans.
Subject to the terms, conditions, and limitations, the insurance covers

e i s A it e

As officers may expect to give their lives in the performance of
the insured officer against loss by reason of liability imposed by law.

their duties, a life insurance policy approximately equal to their annual ‘
Norm&l limits of liability usually range from $5,000 to $200,000, per ;-

R
Teseiimemioei i

salary could be considered an inducement to recruitment, and to retention.| 1
officer.” Municipalities may insure their officers for a $200,000

P
itisirivic _ww,:g %

|

[ maximum limit with m

i ost companies f - 1
Recommendation No 13 THAT MUNICIPALITIES PROVIDE POLICE | P or approximately 25 dollars per
OFFICERS WITH A LIFE INSURANCE PLAN APPROXIMATELY | | officer per year.
EQUIVALENT TO THEIR ANNUAL SALARY.

There are 29 departments providing such insurance to their officers,
Health or accident insurance is one normally providing hospital,
surgical, and medical beneiits to its insured. As Table 48 showed over | |

50 per cent of Maine departments provided a plan including health and/or

life insurance coverage to its officers. Benefits of the health/accident ;
Based upon underwriters limits of liability of the National

>

&

,g Police Officers Association of America.
o
W,

plan are ordinarily based on per-day expenses up to a maximum amount.

T S— .
et A S BTN A e ey e iy "
.
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TABLE 49 MUNICIPALITIES PROVIDING LIABILITY INSURANCE FOR FALSE ARREST,
ASSAULT AND BATTERY AND FALSE IMPRISONMENT

Population Nuinber of Providing Not providing
group municipalities insurance ingurance
in group¥
1~ 2,500 | 22 (15) 5 i0
2,501~ 5,000 | 39 (34) 11 23
5,001-10,000 | 20 (20) 9 11
10,001-15,000 9 9) 4 5
15,001-20,000 3 (3) 3
20,001-25,000 3 (3) 3
25,001-50,000 2 (2) 2
50,001 & over 1 (1) 1
Total 99 (87) 29 58

*Number in parenthesis indicates number of respondents in class.,

It 15 significant to note that the departments providing the insurance

EE Y ?.
are the smaller municipalities. A reason many of the large municipaliti%i

do not is that they assert that they will provide a defense and monetary

award should an officer be found liable for his tortious or negligent

acts in a civil suit.

Table 50 points out the types of liability insurance plans in

effect.

-
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TABLE 5¢ TYPES OF LIABILITY INSURANCE PROVIDED

Population Number of Group Individual
group municipalities plan policy
in group*

1- 2,500( 22 (5) 1 4
2,501~ 5,000 39  (10) 6 4
5,001-10,000{ 20 4] 3 4

10,001-15,000{ 9 4) 1 3
15,001-20,000| 3 (0)
20,001-25,000| 3 (0)
25,001-50,000{ 2 (0)
50,001 & over 1 0)
Total 99 (26) 11 15
*Number in parenthesis indicates number of respondents

in class.

More departments have the individual plan than have the group plan. 1In
the individual plan a policy is made out in each officer’'s name, There
is a certain psychological feeling of security associated witl this plan.
For this reason it is considered better as it has an individua. character
to it, Eleven municipalities, however, provide a group plan for all of
its officers, Normally, the plan allows a certain limit of coverage to
any one officer,

Providing liability insurance to police can serve as a recruitment

and retention incentive,

Recommendation No15 THAT MUNICIPALITIES PROVIDE POLICE
OFFICERS WITH INDIVIDUAL LIABILITY INSURANCE POLICIES
COVERING THE INSURED AGAINST LOSS BY REASON OF LIABILITY
IMPOSED BY LAW BY REASON OF FALSE ARREST, ASSAULT AND
BATTERY, AND FALSE IMPRISONMENT.

I i 7 o e g e v
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Retirement and Retirement Plans : In all, 72 departments provide some kind of retirement to their officers. %%
' . However, it is significant to note that 18 smaller departments do not

The feeling of security may expel anxieties which can impede the ‘ . i
: provide any retirement, ‘ o
efforts of police officers. A retirement system enables the municipality _ 3

Table 52 shows the number of municipalities providing for survivors'

to maintain standards of proficiency by separating old and/or disabled
benefits.

officers from police service with provisions for their welfare. This is

TABLE 52 RETIREMENT PLANS WH
particularly important in a police department where age and disability € PROVIDE FOR SURVIVORS BENEFITS

can impare the police mission. When policemen become old, disabled or - Population | Number of Provide Do not provide
- group punicipalities benefits benefits
die in the performance of their duties the community should have an ob- | v in group* ~
ligation to provide sufficient funds to administer to their welfare or . 2’501:_§’388 gg E;;; 12 g
N ’
’ " 5,001-10
their dependents' needs. The retirement fund, like social security, can | i 101001-1%’888 28 (%gg lg 3
‘ _ | . N 15,001-20,000 3 (2) 1 1
provide for both retirement income and death and disability benefits. L gg’ggi—gg’ooo 3 (3) 9 1
[ ~50,00 2
Retirement planning for policemen is a widely accepted personnel Tk 50:001 & ;vég 1 %i; i
practice among the municipal departments. - .
. . . . Total 99  (66) 46 20
Table 51 shows the number of municipalities providing retirement
plans.  ;‘ *Number in parenthesis indicates number of respondents in class

TABLE 51 MUNICIPALITIES PROVIDING POLICE RETIREMENT

o From this table it is significant to note that one-~fifth of the depart-

Population Number of Provide Do not provide i
group municipalities for for b ments do not provide in any way for survivors' benefits. For hazardous
in group* retirement retirement e 1
employment such benefits are considered pr .
1« 2,500 22 (15) 9 6 proper
2,501~ 5,000 39 (37) 29 8 Retirement can provide for (1) savi '
5,001-10,000 20 (20) 17 3 (1) savings usually at interest compounded
10,001-15,000 9 9) 8 1 annually which may be matched in some i :
15,001-20,000 3 €3) 3 me way by the municipality; (2) guar-
20,001~25,000 3 3 3 anteed income in case of disability; (3) 4 ' £
25,001-50,000 2 (2) 2 y; (3) dependents' benefits in case
50,001 & over 1 (1) 1 of death before retirement age; and (4) an opportunity to retire before
the maximum retirement >'. he; - .
Total 99 (90) 72 18 age. Another benefit is the transferability of
1 social security among municipalities having such a plan., Obviously, mun-

*Number in parenthesis indicates number of respondents in class.
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icipalities providing both a municipal or state retirement plan and social |

security may provide their officers with very liberal benefits.
From fhe municipal standpoint a retirement system may be expected

to decrease the cost of maintaining the unsuitable officer by retiring
him instead of retaining him on salary, to provide for promotional pros-
pects of those within the department, and to attract and retain in police
service those who realize the importance of old age, security, and death
and disability benefits. As the officer gathers equity in a retirement
plan he may also be less inclined to leave a jurisdiction. The munici-
pality, by providing these incentives may retain the experienced officers

and exercise its control over them more effectively,

There is no standard type or form of retirement plan. A plan accept-| |
[

able to one jurisdiction may not be acceptable to another.

Table 53 shows the number and the types of retirement plans in effect

TABLE 53 TYPES OF RETIREMENT PLANS IN EFFECT

Population Number of Social Municipal | State Other
group municipalities security | retirement; retirement
in group®
1- 2,500 22 (9) 8 3

2,50~ 5,000 39 (29j 25 2 13 2
5,001-10,000 20 (17) 11 1 14
10,001-15,000 9 (8) 5 6 2
15,001-20,000 3 3 3 1 2
20,001-25,000 3 3) 1 1 3
25,00i-50,000 2 (2) 1 2

50,001 & over 1 (1) 1

Total 99 (72) 53 6 44 4 .

*Number in parenthesis indicates number of respondents in class.

.,«
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Over half the departments have social security and nearly half pro-
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vide their employees with the state retirement plan. Only six provide

a municipal retirement plan. Others are diverse including individual

member option plans.

The most important problems facing the municipality in the formula-
tion of a retirement program result directly from the number of police

officers to be covered.l Municipalities with fewer than 300° employees

should consider joining a state retirement System rather than establish

their own,?2

The statewide retirement plan is a solution to the problem confront-

ing smal} municipalities. Under thig plan local jurisdictions have the

plan centrally administered by the state, combining mortality and disa-

bility risks and pooling funds for investment purposes.

Municipal governmental employees became eligible for federal social

security in 1954. The amendment to the Social Security Act expanded

social security coverage on a voluntary basis to municipal employees

whether or not they were covered by another system.

The basis for retirement should be prescribed in the retirement plan,

The conditions for such retirement are usually the completion of a certain

number of years service on the force, the attainment of a certain . age or

a combinatd ‘ ‘ i
vination of age and service.

shows the number of conditions for retirement in 57 de—~

Partments.

4

1y,
unicipal Finance Officers Associ
, = ation of the U
Canada Retirement Plans for Public Em pited States and

1958, p. 18. ployees, Chicago, The Association,

2International Ccity M. '
ty Managers Association. Municipal P
Administration, Chicago, The Association, 1961, pal Pollce
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TABLE 54 BASIS FOR RETIREMENT

Population . Number of Total years Combination of
group municipalities |service Age service and age
in group*

1- 2,500 22 (7) 6 1
2,501~ 5,000{ 39 (19) 5 6 8
5,001-10,000 20 (15) 4 3 8

10,001-15,000 9 (8 2 6
‘15,001—20,000 3 (2) 1 1
20,001+25,000 3 3) 1 2
25,001-50,000 2 (2) 2
50,001 & ovexr 1 1) 1
o
Total | 99  (57) 13 15 29
v |

*Numﬁsﬁ in parenthesis indicates number of respondents in class.

~\;V,mﬁ;\I§fgest number of municipalities require some combination of age and
service for retirement eligibility. About one-seventh of the departments
permit retirement solely on the attainment of a certain age or on the
completion of a certain number of years of service.
From the municipal standpoint it is undesirable to permit police

officers to retire after a fixed period of service regardless of age.

In addition to the larger cost involved, this provision is objectionable

because it defeats the purpose of the retirement plan to provide substan- |5

tial benefits at old age. The retirement benefits should be considered
as a provision for old age and not necéss;rily as a reward for service.
The fixing of an age at which police officers can or must retire is
a difficult probiem. The time when police officers may become ineffect-
jve because of old age may be different from other occupations. Police

work normally calls for greater vigor than that required in some other

St T S
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occupations in public employment. For this reason an early age of re-

tirement may be proper.

Table 55 shows ‘the number of municipalities which have age limits

for retirement.

TABLE 55 INCIDENCE OF MANDATORY AND NON-MANDATORY AGES FOR RETIREMENT

Population ( Number of No mandatory Mandatory age
group municipalities age limit limit
in group¥*

1- 2,500 22 (12) 9 3
2,501~ 5,000 . 39 (34) 25 9
5,001-10,000 20 (18) 12 6

10,001=15,000 9 (8) 1 7
15,001-20,000 3 3 1 2
20,001-25,000 3 3) 3
25,001-50, 000 2 (2) 2
50,001 & over 1 (1) 1
Total 99 (81) 48 33

*Number in parenthesis indicates number of respondents in class.

Only 33 departments have a mandatory age limit for retirement.
An acceptable practice in retirement planning is to establish a K
minimum age at which police officers may retire voluntarily. As the

maximum age for retirement is normally an arbitrary age figure a minimum

e TR g g .
e e PR

retirement age allows a certain flexibility for the individual. : -

A compulsory retirement age is a justifiable aid to the municipality
in meeting personnel objectives. There may be individuals who would not
or could not recognize their deficiences owing to old age and other
factors. A compulsory retirement provision eliminates judgments concern-
ing fitness which necessarily would have to be made without a compulsory Ef

retirement provision.
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Table 56indicates the number of municipalities having a minitmum and
maximum retirement age.

TABLE 56 MINIMUM AND MAXIMUM AGES FOR RETIREMENT

e

e

Population Number of Average Average

group municipalities - minimum maximum
in group*

1- 2,500 22 (2) 52.5 65
2,501~ 5,000 39 (10) 49.7 63
5,001~10,000 - 20 (6) 58.7 ; 67

10,001--15,000 9 (5) 48.6 62
15,001--20,000 3 (1) 55 60
20,001-25,000 3 3) : 56.7 61,7
25,001-50,000 2 (1) 55 60
50,001 & over 1 1) 55 60
Total 99 (29)

Average ‘ 55.1 63.1

#Number in parenthesis indicates number of respondents in class,

Among 29 departments the range was from a minimum retirement age of 48 to
a maximum retirement age of 67. |

Extensions beySnd,a c@mpuisory retirément age may be made for those
officers who cannot be réplaced easily or who havg special taients and
abilities. Some plans permit éxtensions beyond the compulsory retirement
age upon reguest of the employee‘and/or the municipality.

Small municipalities may have to give careful consideration to pro-
viding extensions to compulsory retirement. Their recruitment and reten-
tion problems are different from those of tﬁe larger municipalities.
Their need for experienced and capable‘officers is as great, too, as they

need individuals who bring proficiency to ﬁolice work,

Police officers should be permitted to retire after completing a
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certain number of years of service and after attaining a certain minimum
age. It may not be advantageous to the municipality to retire officers
before age 55. Additionally, all officers should complete at least 25
years of service to be eligible. They should be required to retire at
age 65 unless special permission is given them to continue in office.

The cost of a retirement plan depends upon varying factors such as
types of benefits, amount of benefits, and the conditions imposed under
the retirement plan for the payment of benefits. Other factors include
turnover, mortality, and disability among the group to be covered.

Based upon the experience of a large number of retirement plans in
operztion for many years certain approximations may be made of the cost
of a retirement plan. A plan covering retirement from and after age 60
with full benefits including retirement equal to 1.5 per cent of average
salary times the number of years of credited service, some disability
and death benefits can be established and maintained at an approximate
service cost of 10 to 15 per cent of annual payroll. Such a plan
embraces actuarial principles and provides for accumulation of reserves
to meet accyuing 1iabilities.l

In the non~contributory retirement plan the municipality pays the
entire cost of benefits. This may be objectionable., From a psychological
viewpoint the plan is unacceptable because the impression is ecreated
that officerg are receiving benefits without any cost on their part. In

times of financial stress or in times when politics may dictate certain

personnel policies the municipality may decide to lower benefits. It is,

lMunicipal Finance Officers Association of the US and Canada,
Retirement Plans for Public Employees, Chicago, The Association,p. 12.
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therefore, desirable that the cost of a retirement plan be borne by the
municipality and the officers in certain agreed upon proportions to
insure its successful operation.

In the contributory retirement plan the officers pay all the required
costs. This plan may be objectionable., It ignores the position of the
municipality as employer. The financial burden may be so large that
officers are unable to afford an adequate schedule of benefits. This
plan then may defeat the retirement plan altogether.

The joint-contributory  plan is considered best, Such a plan recog-
nizes that retirement provisions are beneficial to employee and employer
alike. Participation can and should be made compulsory.

Contributions by emplowzes are usually stated in terms of a percent-
age of salary. The percentage may be uniform for all employees or it
may vary with the employee's age. Variations may be made for entrance
age. The more time one has to contribute the less he méy have to pay
regularly to receive the specified benefits.

In Maine 50 depértments reported their members contributed five per
cent of their salary to the retirement plan., A common method for joint
contributions is that providing officers to contribute an equal amount
to that which the municipality contributes.

Some Maine municipalities allow pension payments which vary from
rvoughly one-quarter of base pay at retirement age to one~half pay at
retirement age.

Table 57 points out the percentage of salary which 36 departments

provide their officers who retire at the maximum retirement age.

e
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TABLE 57 PERCENT OF SALARY AT MAXIMUM RETIREMENT AGE

Population Number of Average percent of
group municipalities salary by group
in group*
1- 2,500 22 (3) 24.3
2,501~ 5,000 39 (8) 43.5
5,001-10,000 20 (11) 44.4
10,001~15,000 9 (7) 32.6
15,001-20,000 3 (2) 50
20,001~25,000 3 (3) 50
25,001-50,000 2 (1) 50
50,001 & over 1 1) 50
Total 99  (36)
Average - 41,3

*Number in parenthesis indicates number of respon-
dents in class.
Among the 36 departments the average bemefit at the maximum retirement
age is 41 per cent of salary.

If the municipality also offers social security to its members, the
social security benefit may be provided in aadition to the retirement
plan at the social security retirement age.

Table 58 shows that six municipalities in Maine which provide social
security to their members have a way of adjusting a retirement plan for
the purpose of coordinating its benefits with the old age and survivors

insurance provisions of the Social Security Act.
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TABLE 58 MUNICIPALITIES UNDER SOCIAL SECURITY WHICH ALTER ANOTHER
RETIREMENT PLAN AT THE SOCIAL SECURITY RETIREMENT AGE

Population Number of Do not
group nunicipalities Alter alter
in group*

1- 2,500 22 (10) 2 8
2,501~ 5,000 39 (26) 3 23
5,001~10,000 20 (14) 14

10,001-15,000 9 (6) 1 5
15,001~20,000 3 1 1
20,001~25,000 3 1) 1
25,001~50,000 2 0)
50,001 & over 1 0)
Total 99 (58) 6 ‘ 52

*Number in parenthesis indicates number of respondents in class.

It is important to note that 52 departments do not alter any retirement
plan they may have when social security benefits are paid to. members.
Some of these departments also provide a substantial retirement plan.

The offset method is the common means of adjusting a retirement
plan among the six départments which do alter its plan at the social
security retirement age. This is a method of integration. Under this
plan the member has his retirement plan fully or partially reduced to
account for the benefits he recelves from social security.

Careful consideration must be given to the establishment of a re-
tirement plan. Any plan must necessarily meet individual employer an&
employee needs.

A method which may work in establishing a retirement plan is to form
a committee representing police officers, the municipal administration,

and the municipal legislative body. This committee should be authorized
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a sufficient budget to consult with an actuary in pension matters and to
consult with an attorney for legal advice in drafting the necessary

legislation.

Recommendation No I6 THAT THE MUNICIPALITY CONSIDER THE
FOLLOWING IN THE ESTABLISHMENT OR REVISION OF A RETIRE-
MENT SYSTEM FOR POLICE OFFICERS:

(1) PROVIDE FOR MUNICIPAL OR STATE RETIREMENT AND
SOCIAL SECURITY;

(2) OFFICERS BE PERMITTED TO RETIRE AT THE COMPLE-
TION OF 25 YEARS SERVICE AND COMPELLED TO RETIRE AT AGE 65;

(3) THAT EXTENSIONS BEYOND COMPULSORY RETIREMENT BE
MADE ONLY WHERE ABSOLUTELY NECESSARY AND THAT THEY BE
MADE ON A YEAR-TO~YEAR BASIS; AND

(4) OFFICERS NOT BE PERMITTED TO RETIRE WITH FEWER
THAN TWENTY-FIVE YEARS SERVICE.
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CHAPTER V f" and is a significant figure, Even more important is the fact that the lar- i

RFCRUITMENT, EXAMINATION, PLACEMENT, AND PROBATION 4 gest municipalities have a higher incidence of operating below author- ‘ﬁé

The intent of this chapter is to appraise the recruitment process, Lzed strezgth than do the smallest. As pay and other requirements for
the examination and selection of police applicants and their probation selectlon” are mot that disparate among the eight population groups,it
in the organized municipal departments. may be that other factors affect the recruiting effort and account for
Hiring policemen might be considered to be a triple-faceted process: so many departments operating below authorized strength. To look at
recruitment, selection, and placement. This chapter will delineate methodsi~ this problem historically, it is moticed that 31 departments or 31.6
now employed by respondents in this process, From the available data | per cent of those responding usually operate below authorized personnel
and from comparisons with good personnel practices conclusions will be strength. (See Table 5.) To further emphasize this point an average

of 2,3 officers from 36 respondents ar
drawn and recommendations made with a view toward improving the quality P ® needed to bring understrength
departments to fully authorized strength. Thus, 84 officers are needed

of this process.
;f‘ to bring Maine departments up to strength. These 84 officers represent [

approximately 10% of the authorized police . s
Recruitment Problems P personnel strength. The fact !

that Maine is operating at 10% below total authorized personnel strength

There exists the notion in many parts of the United States that ,;‘ should suggest that recruitment is a problem.
police employees are»unqualified, unknowledgeable, and underworked. This f In 1964, 1965, and 1966 there were 2.3 officers among 54 departments
in fact, may or may not be true; however, it is hardly surprising that a ﬂ; leaving police service. Table 59 shows the number of police officers
large proportion of the citizenry has had little interest in joining the \,; recruited and appointed in the same years.

ranks of a group that is so indicted. A way to alleviate this notion is 1
See Tables 25, 71, 72, 73, 74, and 65.

by personal contact and written or printed materials used for recruitment. :

5 B
;ﬁgk ey
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These methods may serve as opportunities to tell potential applicants and

s

large numnbers of other citizens about the necessary qualifications needed

e R

LS

and possibly of the services provided by the municipality.

)

Table 4, ante, shows that 36 departments are now operating below

authorized personnel strength, This represents 367 of all departments
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TABLE 59 NUMBER OF OFFICERS RECRUITED AND APPOINTED TO POLICE SERVICE Kbl NN R ¢ g
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| 1965 2.2 ! o g "
10,001-15,0C0 9 (8) 1964 2.6 g Bl EezeExe ot 5
’ 196 . 8 0 S. e B
965 1. g 8 e =
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It appears that the number would average 2.3 officers for 52 agencies.
This represents a total annual average of 120 officers which may be ex-
pected to bé recruited to satisfy authorizgd manning levels.

If the experience of the years 1964, i965, and 1966 with respect to
turnover, recruitment, and selection are correct and serve in any way to
show that more officers’are leaving police service than are recruited, the
state may be in serious trouble. One way to alleviate this problem very
easily is to lower standards. Among 57 respondents an average of 6.9
applicants were examined for the position of patrolman, while among 53

respondents, an average of 2.9 of the applicants successfully passed the

required examinations and appeared upon an eligible list. Certainly therej;:
appear to be sufficient numbers of people interested in police employment, |.-
Among the eight population groups there is no great disparity between the o

numbers of men examined and those who passed the examinations and appeared}“

upon eligible lists for appointment. The problem then is statewide and
not focused on any particular population group. It appears then that
police employment does appeal to some persons but that the recruitment

effort is not extensive enough to appeal to the persons who could be el-

igible. Whether the problem is one of method or goes beyond and concerns |,

the real attractiveness of the position would again be difficult to assess
This chapter will, at least, attempt to point out how in method an appeal
can be made to larger groups of people.

Simply citing statistics does not point out the magnitude of the

prohlem. It may be difficult to show why departments are unable to find §d
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sufficient numbers of people for police selection. One factor may be pay

The mean entrance pay for patrolmen is approximately $4500 and for various
categories of Maine workers the mean pay is $5504,

Speculation on possible recruitment problems might include low pres-
tige, though this would be difficult to assess accurately; poor recruitment

methods; stringent residency requirements; restrictive age factorsg long

working hours; and possible abuse of probationary appointments.

Recruitment Methods

Recruitment method means a planned search for qualified applicants.
It is apparent from the foregoing that the means which have been employed
in the past to seek qualified applicants are not‘sufficient; The police

departments themselves may not be able to provide those things which

might make a law enforcement career more attractive but they can concentrate

on a vigorous forward looking and comprehensive search for qualified
applicants. |

There is one very basic requifement which departments, if they have
not already done so might adopt; that is,continuous recruiting.
Interested in#ividuals may thus apply at any time, The names of those
qualifying would be entered on an employment list from which appointments
are made. It is realized that the smallest municipalities may not fi;d
this approach practical or desirable; however, the average number of men
to be recruited annually in the next. 8 years in 52 departments is from
1 to 10 men per department,-

This recruiting effort should not be restricted by the methods of
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announcement. Many means of announcement may be desirable, Table 61

shows methods now employed by police departments in their attempt to

recruit officers. Local newspapers were most used in recruiting

officers. Personal contact with other people was next. Gbviously, if

the municipality has a restrictive residency requirement then many of

the other means may not be appropriate. However, there are 37 departments

which do not have a residency requirement (See Table 14). Importantly:

75 departments do not have a pre-employment residence requirement (See

Table 13). This means that an overwhelming majority of the departments

could seek applicants outside their own jurisdiction.

Recommendation No. 17 THAT MUNICIPALITIES SEEK
CANDIDATES FROM A WIDE GEOGRAPHICAL BASE AND NOT
RESTRICT EFFORTS TO THEIR OWN JURISDICTION.

Every effort then should be made to achieve the eliminétion of such

restrictive provisions because they deprive the municipality of the

services of competent officers and constitute an obstacle to eventual

professionalism. By the same token, care should be taken not to go

farther in the search than is necessary. Candidates may be unwilling

to incur sizable expenses for traveling for interviews and for moving.

To elaborate on many of the various forms of recruiting announce-

ments is unnecessary. There are a few, however, which will be discussed.

Seventy-four departments use local newspapers as a means of announcement.
Both classified ads in the "Help Wanted" section and display ads dre

useful. Probably the most eye catching and appropriate is the display

ad, (See Figure 2.)
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WANTED
FULL TIME POLICE OFFICERS
TOWN OF RUMFORD

An examination for full time police officers will be held
in the near future. Applications may be obtained at
Rumford Police Headquarters and returned by 6 PM Jan. 2,

1968,

BENEFITS: 42 hour week. Starting salary $95,00 per
week with increase to $101,00 per week with-
in one year, Retirement at half pay after 25
years of service at age 53, 8 paid holidays,
yearly longevity increase, 33 days accumula-
tive sick leave. $125 per year uniform allow-
‘ance., Paid hospitalization insurance., Two
weeks vacation after 1 year's service in-
creased to 4 weeks after 20 yrs, service.

REQUIREMENTS: High School Graduate or equivalent.
Age 21-30, Height 5 £ft. 8 in. minimum,
Weight 160 lbs, minimum, Must be physically
fit, U.S, Citizen with no criminal record.

B

Figure 2 Police Want Ad
Appeared in Lewiston Daily Sun, December 27, 1967,
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Personal contact or word-of-=mouth to Gthers concerning openings is an
excellent means of announcement, but unfortunately its effect is extremely
limited. It does not provide for the wide dissemination that is needed.
In addition to these two forms the others most widely used by Maine
departments are employment ageﬁcies, radio ads, and career days at local
high schools. Career days at local high schools will probably have
little direct effect as the minimum age for applying iﬁ 54 departments

is 21,2 years. (See Table 66.) However, in 32 departments there is no
age requirement, Onlj one department uses a recruiting poster. This

may be an excellent form of announcement. On a single piece of paper it
may show the municipality, qualifications, wofking conditions, pay and
other entitlements and how to apply. Such announcements should be placed
simply where they will be seen by qualified individuals who may be inter-
ested in applying. The department could send the announcements to such
places as post offices, libraries, chambers of commerce, educational
institutions, YMCA's, national guard or reserve armories, legion halls,
athletic and sports clubs, and community centers, and ask that these

posters be displayed on their bulletin boards. An example of such a

poster is the one used by the City of Berkeley, California., (See Figure 3,)

The use of stated minimum qualifications in the official announcement
has the advantage that many people who obviously do not meet them will
not submit applications. Thus, they screen themselves without the
recruiting agency having to do it.

The frequency of recruiting is an important consideration in the
total effort. Table 62 shows the frequency of recruiting efforts in

the departments.
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THE CITY OF BERAELEY
Berkeley, Califernia

ansousces continuous open compelitivi examinations for

BERKELEY POLICE DEPARTMENT

PATROLMAN $517-570
PATROLMAN-CLERK $530-584

Qualified and awbitiocus young men are invited to apply for positions offering an
opportunity for a life-time career in an outstanding police department. Recruits
receive excellent training in all phases of police work, including beat patrol,
crininal iovestigation, records, traffic and related sctivities. Working
conditions are excellent and include paid vacations, sick leave, membership in a
retirement system, and promotion from the ranks through exaainations.

PATROIMAN duties include bsat and traffic patrol, investigation of crimes and
offenses, performance of a wide variety of emergency services, and crime
prevention activity,

PATRQEHAN*%?}RK duties include work in records, identification, dtlpntchtn;(hctlvi-
ties, jail . pervision, and emergency opsratioa of ambulance and patrol vehicles.

HOW T0 QUALIFY: FPile an application with the Personnsl Department if you meet the
ollowing requirements:
Are between the ages of 20 and 29 by the final date of filing application
Have successfully completed the equivalent of 2 years (60 semsster hours
or 90 quarter hours) in an accredited college or university
Have a valid Motor Vehicle Operator's License and a good driving record
Are at least 5'9" in height, without shoss, and have proportionate weight
Are in good general health and physical coadition, including uncorrected vision
of at least 20/40 in both eyes correctable to 20/20; good color vision
Have a parsonal history above reproach
Patrolman-Clerks must also be able to type at least 135 net words per minute
QUALIFIED CANDIDATES MAY FPILE FOR BOTH POSITIONS

Candidates must earn a score of 70% or better on each part of the examination,

vhich consists of: Mental aptitude test ~------- Qualifying
Physical agility test -----<- Qualifying
Written test =-cccem=mcemna-s 60%
Personal interview -----.---- 407

SUCCESSFUL CANTIDATES who sarn a final grade of 70% or better will have their

names entered un An open-continuous employmant 1list from which appointments are

made. Persons éslected for appointment must pass a medical examination by a City

physician prior to appointment. A loyalty ocath is administered, and a background

investigation completed before appointment. No candidate will be appointed until

he has reached his 21st birthday, and no candidate will be appointed who has
reached his 30th birthday.

APPLICATIONS MAY BE OBTAINED BY WRITING THE PERSONNEL DEPARTMENT, CTITY HALL, IN
BBRKELEY, OR BY CALLING THORNWALL 1-02CC IN BERKELEY
BERKELEY RESIDENCE IS NOT REQUIRED TO QUALIFY FOR THIS POSITION
UNITED STATES CITIZENSHIP IS REQUIRED TO QUALIFY FOR TRIS POSITION
10-20-60
Figure 3—Examination Announcement
Source: City of Berkeley, California, Police Department Examination -Annouticement, as
sho;\:;x; in International City Managers Association, Municipal Police Administration op. cit.,
P. . :
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TABLE 62 FREQUENCY WITH WHICH DEPARTMENTS CONDUCT FORMAL RECRUITING

Population Number of As
group municipalities |Continuously |[Annually | vacancies
in group* occur
1- 2,500 | 22 (12) 1 i1
2,501- 5,000 | 39 (32) 1 1 30
5,001-10,000 | 20 (19) 1 18
10,001-15,000 9 9) 9
15,001-20,000 3 (3) 3
20,001~-25,000 3 (3) 3
25,001-~50,000 2 (2) 2
50,001 & over 1 ) 1
Totals 99 (81) 5 2 74

*Number in parenthesis indicates number of respondents in class.

Only five municipalities conduct recruiting continuously with 3 out of
5 of these municipalities representing the lowest population groups
where continuous recruiting may not be practical; unless, of course, the

turnover is so excessive that such a practice is warranted.
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