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CHAPTER I

REVIEW OF THE LITERATURE-

.
. -

In a period of budgetary restraints and fiscal . :

conservatism, interest in .issues of accountability are

raised in.contex:t of concerns over the effectiveness of

-

services that governments provide and the return to the

¢citizenry welfare of these services and expenditures. One

2 . e : .
‘service that comes under such scrutiny is the pclice force.

Attentlon is focused on it because oollce budgets consume a

major Dortlon of thg 1ocal,_0rov1nc1al and ederal

L4

,‘government hudgets (5; 10, l4 56, 72, 8l) and the return on

the citizen' s dollar is llmltnd

4

In,thls context, we flnd Dollce DOllCV makers and
police management under intense pressure-tc set objectiyes
and formulate policies aimcd:at.nakinicind,tne:efficisncy
and effectiveness of théir'debarfménﬁs'(li,- _).,ual

Tradltlonally, thk p011C° haVe been cons;dered Fs ‘an.

-

-o;ganlzatlon charged w1th the enforcement of law, the

maintenance of publlc order, and_ths'prOVLSlon of certain

serv16gs to the conmunltj '*hé bolice must‘necessariif
Derform these unctlons, but what they must actually do to
perform these functions has never been clearly dellneated
and the spec1f1c tasks have varled from tlme to tlme and

from place to place (27) ' ,-i . .



"

In brder to evaluate and to measure the performarce of

the police, a precise knowledge of their .functions is

-

necessary: Such knowledge is also fhecessary to organize the

day to day activitjes of police,_"to ascertaiﬁ the order and
method of work that would result in the best performance,
the tools and equipmeﬁt thaé must be used to achiéve these
results, and the tihe thét is reqdiréd for the -
accomplishments of these tééks"'(40, p{22).

Even in the absénce of ‘a prebisé definition of pﬁ&ice

duties, attempts have been made to improve pdl@ge

“performance. Such attempts have taken several Eor%gxand

‘and the marner in which the patrolling is done. Deployment

involved an e#amination and an evaluation of almost every
aspectiof;police worK. L. ; |
Pafrol'deploymentrhas;been one of the areas exéminedf
Poliée patrol deployﬁént refers to areas that have to bg
pﬁtrqlled,'the‘frequency and intensity of the patrolling,
’ J

stzatqgies can be divided into two parts. |Part one consists

of ‘three sections: First, centralized and specialized,

which is referred to as the retention of a centralized

command system with the modification of deployment

~ . -, -
strategies hy developing new specialized units to handle
newly recogﬁized problems and to deal with publit concerns;

second, neighbourhdod patrols which entail longer

continuity of service in a single neighbourdhood; and

.finally, "team policing where police departments specialized

and segregated units of expertise are being transformed into

AN



all éncompasfi;i’flexible units. .of generalists" (39, p. 52,

78). The second part of patrol deployments examined has been

prsventive pétrois; . The idea that Conspicuous '
pétrolJ}inVOivingrhiéhLy distinctive uniforms and marked.
vehicles-—seems'fhs Tost effectivé,wsy:to de;ertkhe
potential*criminal.. Recent stuéies; hqwever, hsve indicated‘

that the randomly patrolling police officer has a small /

chance of intercepting ‘crime in progress. Along with the

.

examination of preventive catrol,. there has been a mixed e

reaction érom'unifofmed persoﬁnel ‘as to their”ptéference for
one and two man carrsstféls (78, ia, 13, 22, ss6, 48).

Another area 55 zolicing that has. besn etamxned for -
perforﬂance measurablllty is the crlmlnal lnvestlgatlon
process. In the past decade, researchérs-havsjchallenged
the myths and‘assﬁﬁsfﬁags;about the'workings sf;the
detectives, pUéSEnsing poliée manaéers‘ahd'polity makers
with the dLFflcult dec151on concernlng the manner in which
detectives should be emploved Lnl“he future (32, 28).

In this att empt to lmDrové'police éérformance:i: is -

"

becomlng 1nc*ea51ngly ve“ognlzed that an lmportant element
in the efflclency equatlon is the pollceman himself --his
motivation-- fa;tors tha; promote and'dstsrwhis efﬁicient
performante. Enter here.the identification Qf pqlicing\és
one of a number of hlgh stress occupatlons (75, 48).

An 1ncreasxng 1nterest is being shown in the st*ess‘to
which policemen a:s subjsﬁzf' Stress nss ‘neen deﬁlned as the

state of the‘individual-feac;ing to some problematic event

.



on demand, aed-ttqse factors which produce the state of
strees have been referred to as 'stressors' (75). Kroes'

| : -
(45):srm§lifiES this aefinition of stress as it relates to
job performance by referring to it as the occupational’
pressﬁreS‘qr_burdens wh;eﬁ‘adversely affect workere.
“Current reséarch on stress has implicated it as an important
eausal agent .in heaith'proplems, and it‘ﬁas_been ;dentified
as a causal element in alcoholism, marital problems and
‘divorce (75, 45, 46, 50,-68, 69, 15, 17, 71). |
. Several recent oubllcatlons and reports (46, 75, 71,
19) have produced excellent and detalled reviews of the
sources of stréss whlch appear to be of great sallence to

- (3N

epéllce work. Of the numerops eources of stress,-some‘that'
appear'to.be,of bartieuiarriﬁéortance are-promotions, career% :
development, and jeb'sat?efactiqn—;theeankiety tﬁat:etems
frOm.an individual's desire te ihpreve'himself and eis'
‘mosltlon in hlS llfe seﬁf/rg.

In his attemptsrto explaln human motlvatlon, Maslow has .
' hypothe51zed that with every man there ewlsts a hlerarchy of

- five needs. The_needs.are.

1) - phySLOloglcal. whlch lncludes hunger, thirstL

shelter, sex, and other bodily: needs, s
29 ,safety securltv and orotectlon from Dhy51cal and
emotlonal harm,. -
3) -love: affectlon, belongihgness,‘acceptance,.ahd.‘
' © friendsiip; ' .

- 4) ‘esteem 1nternal esteem fagzéi:\sugh/;s
) ach

Self resoect, autonOmy, ievement as well ‘as



external os.ecm such as status, recognition, and
attention; dnd : ' s

5) . sel'-actuallzatlon.lthe drive to become .what-one.
Cis Caoable of . becoming; inc;udes growth -acb;e"‘nc
one's cote1t1=l and sell- fulfillment (60,
‘195). , o

Maslow.furthe;'h§;§thésizes‘:ha:;aﬁ iﬁdividuélfs»gdaiA
jaﬁlphe level, .ov1d1ng lt'isléonsistéﬁﬁ'Qithfthe |
: :envi:dnmeﬁt in whlcn ‘the 1nd1vxoua‘ béeraﬁeé, ﬁgs: se
'satisﬁieé before gctivity'ét.é higher lev él'wiil‘také:§lace
to ény,sigﬁificant e;téntl Wﬁeh';léoal atlﬁpé'levei }s‘

achievecd, the indivicdual then expects to operate 2t the next

v

b

—
[
[ S48

o)

8¢

-actu

"level to a maximum independent, free, sel?

' - {- R i Lo
level. . y

"+~ McClelland (51) claimed &hat-théfe afe only3thréé-major;
relevant motlves or needs in work sxtuatlons. *hey are.

l}y - the need for achlevament-—tbe drlve to nxcel, t0'
achieve in relation to- a set of stancavcs, to,
strive to succeed

2) 'the need for af:1llatlon——the de51re Eor friendly

. and close intercersonal relatlonsblos, and

3) the need- for Qowe*——t“e recd ‘to’ maka others behavo'

. in a way that thev would not otherwlse behave.

'McCleiiahd found that peop1 whq dqive“or ach!evement
have been positively fé;étéd te higher Qo;k.performahce.
High.achievers‘caﬁ_be distihgﬁiﬁhed:frOmiétheFS'Sy'théif.
"desirg to do—thiﬁgslbette:,‘Séék siﬁu&ti&né;where they éah
attéin personai réséonéibilitf, énd fecei&e-rapiﬁ Eéedback :
on their péfformance{. | . o

Herzberg_(36; has Droposed a tnlrd moael %rguiné Ehé;l

certaln characterlstlcs in a job can sTacate Lndlv16ua’s .



‘while otherS‘motivate'Ehem (60) Q He-tried'to determine what

"job-reTated character*stlcs showed a s*gnl ficant difference

',between 1na~v1dua1s who were' sat 1sf1ed WIth their jobs and
thcse ‘who wereio;ssatlsoled.

.Although Herzberz found that. administration,
Co @ - TR
‘supervision andé policies were factors promoting

dissatisfaction, the ‘data forced Herzberg to cenclude that
1f "employers -want +to motivate the workers, the! emphasis o
‘should -be on achlievement, recogrnition,- the work Iitself,

reéponsioilityy growth and'advancemént" (60, D.'I98).

A-Eourth modei, whlch acc0rd1ng to Qobblns is the most
eceurate model for etp1a*n11g an 1nd1vlduaT's behavzor and
mofivetion, is-Victor'Vroom's Expectancy‘?ﬁeory.: This
expectancvitheory.attests that ‘"the 5Etenqth of "a- tendencv
fto act 1n -a certaln way oepends on. the st“ength of an
'exnectatlon that the act will be followed by a clven outcome
and on the attractlveness of tbe outcome to the 1ndlv16ual"
.LéO,‘p.-127).' Vroom states that the*e are  three varlables
of importance: .

1)  Attractiveness: the importance that the individual

- . - places on the potential outcome ‘or reward that 'can

be achieved on the job. This considers the
unsatlsfled needs - of the 1nd1v1dual

2 Eerformance-reward linkage: the degree to whxch

~ individuals believe that performing at a ,
particular level will add to the attdinment of
each jOb outcome ; and .
3) '_effort-performance‘linkage:. thevoerceived

probability by the .individual that exerting a . = = -
given amount of effort will lead to performance.



In short, what eXpectancf:;heory claims is that "a
'Qpereen}s éesi:e‘io praoduce -at any given time depends on n;s
) parcicglar goals ané his perce%tion of tne relative worth
of performance as a cath to the attainment of  these goals”
(60, D. 202). _
Reviewing yhe l;terature on lob satisfaction; &umfocd
(54)'pointa out that there exist f{ve‘differen; schools of
;hdught. >?ir5t, there,is the schqcl'tha; follewsvthe_ﬂaslow
andiée:Zberg models, ccncent;ated‘on*the needs of
findfvi&uala for’achiebehenchrrecogniticn,-fesoonsibility and
stath as s*lmull whlch may lead ‘to motlvatlon. ?he.second
school of thought Focuses on 1eadersh10. Into this scnooi
follow. the work of Blake and Mouton (4) who examlne how the
behav1ou* andé the style of superv1sors can Lnfluence the
’att;tude and resronses of subordinates. The third school
appfoaChes:joc‘satisfaqtion by revie&ing the effort-reward
.bargain.'fMunfcrd nbéed thaﬁ_wages:and ealaries of’
?arfjcular‘gfonps are’infleenced.by sucn factors'as'oﬁe;€ihe_‘
‘paf, the eﬁfectcof the labour market on ea:ninés andlon.'
’emoloyeea"attifu&és."Fonrth‘islthe‘school that seeks to
lnterpret job satlsfactlon by exam1n1ng management Ldeology
and values‘ Gouldner (29) categorlzes management behav10ur
1n three models~ punlshment cent*ed, representatlve and
mock bureaucracy Punlshment centred bureaucracy refers.to
managemenc behavzouv whlch resoonds to dev1atlons from '
,p:ocedures anad rnles_wi:h.pun;shment.:‘"Representative‘

- management", refers-to rules and procedures. jointly

S L
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developed by'management and workers to meet a'gr0up'of
shared and mutually agreed upon obJectxves '_Lastly, ;mdck
bureaucracy™, is when an “organization has rules and’ |
precedures hut neither manégémemt or workers iden;ify'wifﬁ
these or accept them as legitima;é and they are genéra;ly
ignored” (54, p.5). They concluded that these'féﬁﬁors haﬁe_
no£ been taken into consideration. FinallfT there fsf;hé
school of thought on‘job satisfaction that concentrates oﬁ;
the content of work and‘on-the job.aésignment'factors.-

- In splte of these problems, the literatufe éﬁggésts"'
that the police are generallv satlsfled w1th thEl’ jOb,
DOllCE offxcers are dedicated to thexr roles, ‘and the’
pollcemen are well motivated to,perform._ These findings
hold wheﬁ the aggregate is considered.' There appears;
however, to exist in the;literaturé_é‘éuggestion of an under
current of dissatisfaction with certain. aspects of théir'
joBs that tend to tarnish ;heir'overall Sétisﬁactibn.[:

"'An attitudinal survey conducted by Stefling.(67),‘of
113‘police recruits frem fou% med ium to large Unitéd'StatéS
:Cltles, focusing on the changlng role concepts of pollcemen
from their entry into recruiting untll the completion. oE 18
.months of field training, Sterling found that the SUbJECtSi
were highly satlsfled w1th their jobs and remalned so over
the t}me sp@p of the study, but the offlcers'_asp;ratlons
wére heightened in disproportion to the existing |
_‘oppoftunities (67, p. 295). In a survey of eighteen police

officers of a major metropolitan area’ in Califeornia, Becker,



et aL, (2)'revealed that- although the pdiiCE'were‘reaSOnably
satisfied with their jobs, they were hot being fulfilled
because their 3obs were not providing adequate oprortunity
for advancement, achievement, recognition, and
responsibility;-r- . S ' |
"Empirieal attempts‘at asCertainihghheeds‘throdgh the
administration of quest;onaireﬁ to workers illustrates that
individualstvary greatly and that'the manageriai‘;erception
- of those needs. could.be grossly inacterate._ These studies
ineicate.aﬁvariation:in.thefexpressed'heeds,'aCCOrding to
_the particuiar type of oosition that an individual destreSj
to fill; they also 1ndlcate characterlstlcs peculiar to
policiné.; The amblgu1t1es of the Dollce role and the
_adaptlve Dollce response to these 1ncons1stencxes not onlv
make the posztlon cf the pollceman dlfferent from that of a
,worker in. any other settlng, but also have a tendency te .
‘1nfluence the pollceman s ]ob hlS job performance and his . l\“f
.]Ob satlsﬁactlon._ ansequently, it” beheves_usito examlne ‘ ‘
'lthe_gpecific'pesition‘OE'the police‘tojdetermine the
applicability. of these theoretical formulations on the
.pblice; | . l | -
therature whlch eXamlnes the Dollceman s relatlonshlp
"to hlS jOb is plentlfulqwfﬁuch of the llterature however, is
based on the etperlence of the Unlted States, the collce . -
surveys vary-by type of communlty, by size, and by length of

'serv1ce ‘and  rank, and there are no comparable standardlzed

measurements ysed to’ assess ]Ob satlsfactlon.



A general survey of employee ijob satisfaction and
education in a large U.S. southwestern police department,
. } -
using self-administered guestionnaires to. measure the
factors associated with job.satisfaction,'by Griffen et al.,f'
{33) Zound that as more college—educated officers gntered'
police departments, their chances of rising to positions of
organizational influence and exerting contfél over their
internal environment diminishedrmarkedly réis;né the -
pr,obabili.ty\ of their. dissatisfaction.

There exisﬁ'a number of stﬁdies {31, 890, 72, 64, .38)
which indicate the dissatisfaction related to oppbrtunities
for .promotion and career develépmént. \

Moonlighting among police officers has been found to be
frequent in police departments bhere proﬁdtional
cpportunities are efratic‘ornuﬁpreddéable, and has been
identified as stemﬁing f%ém jdb dissatisfactibﬁ and a
poiiéeman‘é feacggon'to the lack of, promotional
épportﬁnities‘(B;). . In some police departments,-yhich were
'cﬁaracterizéd by almost a. total lack, of promotional
opportunity, abouf 40 percent of the men had a second jop
- Lack of promotional opportunities has also been
'idehtified”asié hajo: dause ﬁo;,the turnovér in police

depéptments.__rn Australia, Wilson and Western (80) found

>

thét the policeman's decision to leave the force was due to



- 11 -

inadequate pay in 27 percent of the cases, while in 37

perceut'the most important issue was listed as the lack of
opportunity for promotion. . -
Studies dealing directly with promotional’ opportunity
alsc reveal a general level of dissatisfaction. Relss (725
i vfouud that promotion oecortunities‘wereAassessed as Seing
excellent or good by only 50 percent oE those surveyed id
the Unlted-States, while 26 Dercent rated them as belng falr
and 24 rcercent as poor. In addition, “20 percent of the
police.sampied were not too satisfied'and‘24 percent were -
not at all satisfred‘with promo;ion-examinations“ {44, p.
'205),7‘In a study en work satisfaction, Slovak (64) surveyed
_eight.municipal police departmentsﬁiu the United States.
Each policeman was asked to indicate in the survey
iustrument his level ofljob satisfaction. Promorroqal~
opportunity‘Was one of  the ten elemencs'on“tde SCale;
Slovak found that the mean Satisfaction leveis for
E promot10na1 ooportunltles in each*collce department ranged
;from hlghly dlssatlsfled to dlSS&tleled
In a study on job satlsfactlon ‘in the Reglna Pdllce
,‘Department, usxng a selfhadmlnlstered questlonnaxre, Hylton
et.ral., (38) found that_of the_278 responses apprqrxmately
60 percent believed that promotions‘ﬁere ndr'handled feirly‘
. and one- in four respondents strongly belleved that |

'promotlons were handled unfalrly ,;"The study also reuealed

hat approximately 60 percenp of the pollce‘offlcers felt



that the chance for promotions‘were not very good" (38, p.
27). ‘ .

Koenig (44) found that there was widespread
dissatisfaction with opportunities for advancément‘within
the Royal.Cahadian Mounted Police. HE'wa:ned "that the
dissatisfaction among Mounties is likely to increase sharply
‘in the ﬁear future as the ratebéf rapid expansion of the
R.C.M.P. begins to levei off and, subsequently, resﬁlts in a
’reduétion in the demand, for hew non—comm;ssioned officers”
(44, p. 204). B

The Ouébec Commission of Enquiry, (44}) in its éurvey
cf five Quebec City Police.Departments, found that rpolice
generally perceived a large gap between how they would like
. things to be and how things actually were with respect to
the competency of those recéiving promoticns. The -
Commission found that the police in the five cities were
d;séaéisfied.with promotions (44,'9. 186).

In additio;-to'the dissatisfaction that a policémah
'might experience,lthe lack of promotional pppoftunitiés
could have a negative effect on performancej— Schwartz (62)
néted that a policéman with eight to ten ye;rs.of seniority
who has not been promoted, may develop a severe workiﬁg
prqb;em.‘-No matter-how gobd aipblice,oﬁficer he has been
entil that point once he has realized that he will probabiy
never gain the promotioﬁ‘that he desires and that he thinks
heldeserved, he quitklf rurns into one oflthe_most

- destructive forces in the department. Some of these’



frustrated officers simply choose to “:e;ire in office,"~--
to stop producing, but continue to be on the staff and the -
payroll, rather than turning into the destructive element
{62)." - l : R
Nonp:omotiqn and the ensuing frustrétion.can not only
generate a substantial amount of frustratien and stress, but
can also. effectively contribute to the reduction in the
efficiency of‘performance in a police deparfment (46). This
ofhéourse is‘by no means. a universalﬂphaﬁomenon and there
are many colice agencies in which the older, more‘ .
‘-éxperienced patrolmen fofm_the backbone oflpﬁe department.
There 1is, neﬁertheless, "an in&redible waste of‘talenp,

'eqergy.and :esources.among-thp lowér—ranking poliée officers
 who 'burh-Out}ldue to perceived inattention, bercgived
unféirness of promotiohal policies, a cumuiatiﬁe'

7 dissﬁtisfaction with the jéb, the department, the city Sr,
for a number of other reféted reasons" (62, é} 194). Thus,

‘,these facts alone generate substantial frustraticon and..

stress (46i.

. o
In a study of police stress, Breen et al., (GL‘uséd

self-administered questioﬁnagres and sampled 571 members o©f
the Royal Canadian Mounted Police from "D" Divisien -
(Manitoba)} "The investiqétoré found that a very

substantial majority of the respondents (79.3%) rated
promotions as very-stressful" (7, p. 36)+ The éuthor points’.
out that the.ﬁajority_of police;offiCerS'fhogght:that the

-

opportunity for advancement was minimal, and that when the



opportphity,for §tomotion did-oetuf,ﬂover;do oeroent of.tﬁe »
:espondehts.etated that advancements-were not based on .
'eoii;ty-buﬁfrdthe* on- unjust n*omot on oollcy. 'Purthernore,}
over 50 Ppercent of-the DOlLCE'O frcers Lndlcated that ‘they
Idld not, have a ve*y geod chance ‘or o*omotlon. B
Elsenberg (19) noted tHat the absence o‘.caree*
‘_ooportun;ty'as a.souroe of-stress can be‘theresu;t ot
feither'iotfeordanizétiOna‘ or- 1ﬂtevorgan'zatxona‘Lgféoticee
aod'chafaqteriStice.. Intraorgan*zat*onal otectloes:andf'
'ohatacteriSticé refe:jto these“featuresfwithin'anf' .
organlzatlon whlch may orovoke and encou*age ‘the deve‘oomen_
iand growth or'psychologlcal‘st 258 anong ooche oersonne
L . - Y,

particolarlyie@ond‘petrolmenJ,.Under_this category‘the‘
_euthOrgfoundltHet tde majofityfof oolicemehtsteﬁt.aﬁdliinish.'
‘their careers ae oatfol-offieere;‘the Deohotionai'prdcegsﬂ‘

lacks falfness and ObjeCtLVIty, and that soecxalxzed
I.aSSLgnments Wltbln the | oatrol d1v1sion are *;mlted-and.
‘hlghly competxtlve, - ' l

Inte:organlzatlonal oractlces and cha*actevlstlcs refe*v-f'

to features between or- among DOllCE agencles whlch nav ‘end.
themselves, to some extent; +to the manlfestat10n of‘

stress. Law enforcement agenc1es llmwt the growth of thelr
'-personnel to- deJeiooment w1th1n the organlzatlon._ An
Iexceotlon to this condlt.on, hOWEVEYf‘lS'at the £op of the
pyramld - the Hol«ce chlef The pollce chler as we 1 esf-

'other high ranklng pollce off1c1a‘s have shown substantlal

opportunlty-for mobllxty wlthln the pollce.p:ofees;on; Butj

A

P



"for the majority of police cersonnel, career\ opportunity and

development within the police profession is Axtremely

“limited. Thus, the absence of career development

'Qpportunities in the police crganization can become & source

lof stres among policeman (19).

Our knowledge of‘motivation and sexpectation tells.us
that people do what they do %o sétisfy'sdme'ﬁeedt but before
they do anythino, inoiyiduals look for a-“pey-oﬁf"'or a
reward. |

“hether dealing with monkeys, rats, or humans ., |
beings, it is -hardly controversial to state that
most organisms seek information concerning-what
-activities are rewarded, and then seek to do (or
"at least pretend to do} those things, often to the

wvirtual exclusion of activities not rewarded. The

.extent to which this of occurs will depend on the
'percelved attractiveness of the reward of fered
(60, p. 263). '

The‘feward:might be a smile, a compliment pﬁéfsing good
work, a k{nd'word of recognition,:acceptancé by peers, money
‘or what thls paper Wlll now be focused on—-promotlons.
.Promotlon has been rooted in- the notion of recognltlon for

'  efforts;f.I; eocourages greate; effort and ensures that
'-:oetter'oerfofﬁehcevwilr feeulé in the'ateainment of a better
‘:job. For the employee, prohotion is both a reward and an
';ihoe tlve.  As a reward 1t prov1des satlsfactlon to
”‘emolOyees who belxeve that their efforts has been
-:recognlzed; as an 1ncent1ve 1t prov1des motlvatlon to
;,embloYeES eho,expeot thet effortlwlll be compensated.

E Imporfeht to this relationship is the employee's pereeption



<.
that promotions offered has been earned and that pergsons who

are promoted deserve to be promoted. )

Pigors and Myers (58) point out that the advantage of
promotion for the employer is its use to encourage employees
who make a successful effort to increase their knowledge or
skill and who maintain a high level of productivity. -
Strauss and Sayles (70) discuss several other advantages of
promotion. They point out that prometion denotes a more
redlistic assessment: of sk;lls, a consistent process of
promotion proviées a kind of selective socialization of the
organization and thE\peéﬁ$§ion provides satisfaction and
motivation for employees whb believe éhat effort will be
éewarded.

While there exists general agreement.on thel
ﬁysfunctianal nature of promotion, there does not seem to
exist any clear cut concept of what promotion is. According
to Gruenfeld -(33) promotion ‘'is a change of jobs, within an
organization, that is perceived as an improvement. While in
the past it was usuallylseen'és a reward for good work,
pfomotion.is really an expression of confidence in a persén
for good work in the future. This is made most obviou$ in
the private sector, where business need to maximize profi;s
exert & strong influence to assure that individuals chosen

for promotion will be reasonably qualified for



management wositions {33, 35, 31, 9, 6). 1In determining the

criteria that-could be used for selectioniofJindividuars'ior
promotion of an individual who has displayed dn ability to
obtain reasonable profits for the organization in one

position is considered capeble. of not only to do so but, -

J’[“/

also influencing others‘tOudo sc when placed in a posizion
of greater responsibility. 1In the oublic sector, where the .

profit motive do_not play so important of a part other
. L o ) . : r . E
criteria’ for promotion‘have\to-be uged. Generally, there .

Ce ' s e . . S
criteria have been seniority or:length of service, merit or

‘.

superior performance and the scores obtalned at examlna 1ons‘

Sy

) supp051ng to test the sultab111ty of the 1nd1v1cual for the

new p051t10n.

Promotlon of oollce offlcers is of obvious lnpo*tance

‘to the employee, and to the department. For the employee,

it represents‘the opporﬂnnlty to advance in the
organizationf For the department, it represents in a
strictly operational sense the upgrading or enhancement of
human agSets. o

Wilson (79)'naintaine that pfomotion in oolice,serﬁioes
means advancement to‘a position of 1eade:shipt The_poliCe |
cfficer's first promotion is normally tc a supervisory
position (i.e. from patrolman to sergeant) Wilson's
deflnltlon can be broadened to 1nclude any. advancement to
another position or rank within'the structure of the'poliCe
organization-{e.g.).’ third. class constable to second class.

constable. . In any case,- promotlon w1th1n the police



‘ work_be;ngvper;ormed.'

,deoarcnent 1ncludes ‘movement - to a d1 erent jOb of greeter -

.dlfflculty, expan51on of work resoonsxbl‘l Ly growth in-

-

Droﬁessronal careers, aﬂd hlgher work status and valLe of

The question cf':rcmction has to'be lcdked apon from a’

‘number or dl:ferent cersoecclves. ~1rst, che Do71ce

.department S organlzatlonal struccure musc,be examlned. The

_hlerarchlcaL orcnlzatlonal structure-or;the colice-

debaéement‘*s shaoed llxe a oyranmd‘..lt has a broaa-baée

K

and a‘rapldﬂv nar*owlﬁg Deak. A* the base of the Dvranld 15_"

-,

'the division of executlony-—'a large 4ayer con*alnlpg the

patrelmen, then there *s the d1v1510ﬁ accordvng to o1ace,44
the sergéants, the lelSlonS accoralng to t-de of day -- the

lieutenaht- the d*v1smon accqrdlng 2e] ‘xind of duty -- the -

:caDtaln, Uﬁ%ll eacb d1v15¢on becomlng small°r~ahd smaller
., =

"Flnally oeaks wwth-che chlef of pollcy at the top of the

he:.rarch:.ca1 st*ucture (78 , 34, 39)
jThe-importance‘of‘the structure_to‘promotLOn'lies'{n
mpo _ ‘ , ; _

the concept of nonpromotables.: As‘only\aA’idCréésingly

smaller number of éecéle can move up the ladder, there are a

‘number of pecple who are condemned to remain within'their

present rahk.-'Once an individual has been in-a p051t10n

o

.wlthln a pollce department long enouqn to master his job,

" his superv1sors assesses h;s,prcmotabllrty 1n‘terms-of the

final position- in thé.hierarchy thatihE'ie_considered fit to. -

occupy. If he gets a favourable ratlng, he starts to move -

. % ..
up the career ladder as. ooenlngs occur untll he_reaches thac‘



'PROMOTABLE

'NEXT CAREER STEP

. TOP CAREER STEP

being nonpromotable., superviso

pdint on the‘;éddet'béybnd:which-fufthef”advancéhent is

impossible. At this .point hg becomes ncripromotable

(Figure 1) (61).

Figure 1: NON-PROMOTABILITY (After Roseman).

APPOINTMENT TO JOB

MASTERY OF JOB

PROMOTABILITY .-

%

The lack of promotional opportunity within the

structure of the police organization will eventually affect

. almost all golicémenté? one point or another. These

non-mobile policemen can be referred to .as nonpromotables.
Because there is a stigma attqghed by the police officers to.

s do ﬁqt_want to talk to

subordinates abdpt it andisubofdinates do not want to listen



“to squestlons that 1t may be happenlng o) them.
Nohpromotable of‘zcers may cn. occablon escase to other‘

'pollce‘departments oy lateral entry or to related‘
'occupatiens intthe pr ate sector. Hdﬁerer,'after‘futile
.ahd.mute p-etests, most poliEe offtcere fiaaliy acceét the :
reaiity‘of nonpromotability. "When -that ﬁaﬁpeﬁs,‘their-work
commltment,_energy level, and product1v1ty tends to, decllne“
'(61, D. 3,‘73L. .Thus,'nonpromotabllltv has a major imDaCt
"at the leve‘rof‘execution, but 1t .also affects the serceant
.'who superv1ses the oatrolmen, the lleutenants-who sqperv;sel

the sergeants, and the caotalns who superv15e the
illeutenants. ,

Second, when_aﬁ opening'oecurs; a decision'mustlee‘made

Qhether to £i11 that 6pening by'promoting-a.poiiceman witﬁia
the organlzatlan or.to fill it by means of lateral entry
Lateral entry in pollc1ng means the practlce of employlng
«superVLSOry cersonnel Erom other departments. For lnstance,-
'lf there ‘were a job ooenlng for the position of deputy
thef,'such a p051t10n would .be Ellled by a candldate wltb :
approprlate credentials aqqu1red whlle wqulng_jor other.
pdiice departments;' |

e Under exrstiﬁg police procedure; aearly all ioeal
édlide'departmente reetrict‘advanted'appointments'to..

per sonnel w1tb1n their own department (30, 72). 'fhe'only
coﬁmon exception to this restrlctlon is for the office of

chief of police.



‘A thlrd con51deratron is the crlterla for selectlon. .
The selectlon af cualeled DOllCe offlcers for oromotlon has
”always been a demandlng responslblllty for DOllCE
management Selectlon of pollcemen for’promotlon'presents-.
. greater Olfflcultles than the SElECthﬂ of recrults
WLlson {(79) p01nts-out that promotlons should
1nvar1ablv be glven to the man best equlpoed to perrorm the.
‘dutles~of the higher. DOSltlon and not to those whése
restrlcted leadershlp potentlal makes it unllkely that the
tandldate would ever be quallfled for advancement beyond the
people.‘ On the other hand,-“length of serv1ce may have
resulted 1n‘d1m1nlshed.energy, 1n1t1at1ve, enthu51asm,
'lnterest in’ work and a WLlllngness to accept respon51b111ty
_(79, p. 277)
In the past,'“pollce promotlons were subject to
. political abuse (7la) Later, procedures were adopted'whtch'
regquired that promotlons be based upon exlstlng ranks,_
.&rltten examlnatlons, and length of serv1ce“ (72, p..l4al).
'Although these criteria reduced the opportunlty EOr .
'politlcal lnfluence and 1nd1v1dual favourltlsm, the crlterla :
“did not ensure the selectlon of the most hlghly quallfled
‘personnel for p051t10ns of greater respons1b111ty. '"The
l.current prOmotlon system 1s based largely upon the premlse
that experlence and knowledge of polxce fleldwork are the

'orlme regu151tes for serv1ng as admlnlstrators or

supervisors™ (72, p. lﬁl),‘v



There are several criteria.used iﬁ éelecting policemen
for promotions. Length of service is a major criterion. On
khe oﬁe hand, the length of police service may give the
candidate better judgement, greater self-confidence and
deéisiveness,‘béoader xnowledge of policing, and.an lmproved
ability to get along with people. ©On the Othif hand,
alength of service may have resulted in diminished'energyu
initiative, enthusiasm, interest in work and a willingness
tolaccept responsibility” (79, b. 577). Wilspn‘ ‘
'(72)'poiﬁted out that seniority may be taken into account
‘but should not govern promotions, and that promotion by
competitive examinations may bé quite unsuited to the'pqiice”
system because of the imporfénce of initiative, tact,
judgement and other peréonal qu;lifications which cannot be’

" gauged by means of an examination paper . |
| Regardless of his gﬁal;ficationsL a policeman must wait

‘several years befbré‘he can be considered for bromptibn tdv

the position immeéiately‘above‘his own. For exaﬁple, “

'lcqnﬁtables in a Police Department in'On?ariS mdét have

" completed ‘at least five yeafﬁ of police sér§ice,lincluding

ﬁwo'yeq€s of ser&ice at the levél'of:first ciass:conséable

to the date of promotion examinations. Therérappeérs'to‘be

" no reason why a pefsdn who has the necessafy‘leadershi§

qualitiesand requirements; should have his oppor;unity for

- advancement so restricted.

e



The.second'dtiterion ﬁsed in nolicemptomotion.,
procedures is. success in wrltten examlnatlons.-.fhe
popularlty of the wrltten examlnatlon arlses from ‘a, 51ncere
desire. to select men on the baSIS of merlt, f:eeffrom
out51de or departmental favour1tlsm., The examinatiOns are
' ea51ly admlnlstered they prov1de absolute scores, and the .
pollce offlcers can. blame only themselves for unsatlsfactOry
d results.,- ' | . |

Generally speaklng, pollce departments rely too: heavxly
~upon hlgh achlevement in- wr1tten examlnatlons.‘ ertten'?‘
promotlonal examlnatlons do not test those qualltles of
_.leadershlp or- admlnlstratlve capacxty whxch presumably are’ h

vmajor con51deratlons in promot1on to h;gher ranks. Such

.quallties are, there, largely 1gnored by the more” famlllar:

technlques of personnel management which. do not attempt any.
such evaluatxon of human personallty
A thlrd cr1ter10n used 1n selectlon of pollce offlcers

‘.for promotlon lS perEormance at an oral exam;natlon and

‘

wSltuatlon tests.~0ral examlnatlons are usually glven anO :

'front of promotlonal boards or c0mm1ttees that con51st of a

: senlor superv1sor, members of the local pollce comm1551on,
',and p0551bly per%onnel Erom bther pollce departments who 51t
-on the board to av01d the cha*ge oE favoutltlsm. -The~ oral

examlnatlon may con51st of questlons regardlng Dollce

_ regulatlons, admlntstratlve tasks,'leadershlp‘qualltles, and.

general knowledge‘queStionss



In”addltaon to oral 1nterv1ews, situation-tests‘are
also belng admlnlstered. Chenoweth, (li) who pioneered
‘ situation testing for asse551ng a police officer's"
‘suitabiiitf for promotion desoribes situation>testing as a
technlque For evaluatlng the reactlons cf a candidate to
ﬂstructured stlmull in order to predict job related
.behaviou;?V’Situation testing is widely used in assessment
ﬁcentres'Edrhthe'promotion:of police officers. '?ypicaliy,'
asseSSnent centers are used as screenihq methods'to reduce
 the number of candldates to be evaluated by ‘time- consumtng
: -51tuat1Qnal testrng (65, . 52). - _
. ,Psychological~assessmenthis;another instrdment.used in
'se;eoting‘policemen'tor;promotions.' Psychologlcal tests are
-used'to assess,values; attitudes,’and 1nterests.‘ There have‘
L been.few studies‘concerned'with'the promotion-of_polloemen
l and none of these have been valzdatlon studles (20);‘ |

Hooke and Krauss_iB?) tested 37 pollce offlcers who had
passed the oral and wrltten examlnatlons for ‘the rank of |
‘sergeant in Kansas-Clty. They admlnlstered the
‘Allport Vernon Llnzey study of- values, the . Mlnnesota
"Multlph351c Personallty Inventory, and the Gough Adject1ve"
' ’
Check List. The cxted psychologlcal tests "falled to .
idlstlngulsh between those who had’ been rated as good
:sergeant ‘and those rated -as poorer sergeant materlal" (éo,'

p. 28).



-irkéambol; ettai.f(édfvekamined the procedures for,
promotion'to'detective iﬁ thé Chicago ?oiice Department.‘
Candidates for detectlve were subjected to a departmental
"wrltten examlnatlon ln 1961.‘ Four years later, the‘
dcandldate s scoreS'were-matched.efth supervisory,fatinds}
No_signfficant corre;atiOn was found.between'exam‘scores and.
-supervfsor;lratings‘ |
' Einaii?; Zalce (82) admlnlstered the Edward s Personal
: Preference Schedule to command personnel, detectlves. and
patrolmen who averaged flfteen .years - of servxce.'.Tne‘
1nvestlgator found no 519n1f1cant dlfferences among the f
three leuels of offlcers.'-u L . '
The performance of the candldate 1s another 1nstrument C
-_used to determlne the selectlon of pollcemen for promotlon.

Pollce performance is generally con51dered by management to

be the most meanlngful measure for valldatlng pollce

promotlon procedures.‘ The components used to measure pollce -

lperformance vary.- Nevertheless,‘the following measures are
most frequently obtalned- performance at the pollce academy
(1 . grades, class rank, peer and 1nstructor ratlngs).‘
'performance on the jOb durlng the probatlonary period and/or
as a tenured. patrol officer. (1 e. superv1sory ratlngs, and
preparatlon of_cases for.prosecutlon); performance,ln
meeting tne polfce department's:objectives ti.e. serving the
public, and arresting 0ffenders); the eff1c1ency with which

‘the pollce offlcer conducts act1v1t1es- and the behav1oural



in£egriﬁy of the police officep‘(i.e._aﬁsenteeism-énd
‘disciplinary charges). . | - 0
-Componénts of performance used to rate police officers
héVe‘béen critized. because they are often based on
Sijec;ive,.arBitrary jﬁdgeménts and are low in‘reliability
(25, 52). .&owév;r,AsophiSticatearbehavibur rating scales
haye beén developed.in rééponse>£é_$uch criticism (65, 1l6).
. ﬁiﬁally, promOtional¥pb£ential and_weight‘of scores
rating are used in Seleqting policé offigers for promotion.
These instruments are ﬁsed'instead of the performance
.evaluation...Various weights and scores are given to
'gupérViSOry-and'pérfotméhce'fatings) seniority, ahd written
: _examinatioﬁs; the proportions being dependent upon the
impbrtahce attributed to éacthactor. For example, 30
pe;éedt may be a;tributedvté the performance of the
"candiééte} 10 percent.to seﬁioriﬁy; BO'percent to written
examinations and 30 perqenf to appraisal by the promotion
”cammitteé.l This s¢oring process is based on a numerical
gfadé, and 'is ranked in order from highest to lowest and
.pfomotions afe_madéffrom the resulting list. Weighting of
écéfes'ofﬁeh,confusgs the police oEEicers when the resﬁlts
_are made available. VFufthermore, "because of the
-\.raria.billity'of scores among the performance ratings, the
scores may be determined in a ‘number of ways such as
calculating the range or standard deviation that may

influence the ocutcome of the scores"(2l, p. 46).



N

-

-

The review of the literature thus far seems to

indicate:
1) the absence of promotions acts as an impediment to
good performance; and o
2) there are inherent elements in a police force
which restrict the promotability of its
personnel. : Co

lThe inference that could cdhseqﬂently be drawn is that.
the failure of policemen to‘obtain'promotions could be a
factor affecting police pefformance. There is considerable
evidence to indicate ;hat suéh is the case ip the working
world f27). ‘ .

It has been found th;£ persons who attempt to advance,
but fail, are.greatly affected and end up being extremely
anomic. Persohs who do not attempt the move and do not get
promoted are gcfected to that extent.

g&gse findings suggest that in the promotions

performance eguations there are two other factors to be

considered. 1In this regard Walsh (74) has asserted that

policemen fall into three basic groups when their career
aspirations are taken into consideration. The first group
is comprised of Street Cops, who seek a secure work

environment. These individuals are apparently not.

interested in promotion. They were married or engaged at

the time of their appointment and had already formulated
. P
their goals in life in terms of the wellbeing of their wives

and children. The second group consists of the Action

<



Seekersf{who are alao not muoh 1nterested in nromotlons.f 

' They had orevxous occupatlons ‘but had 1eft them and JOlned"
" the pollce because they were in search of more’ challenglng_
_work and wished to escape the boredom of 1s r0ut1ne jObS.:_A_ .
th;rd‘group, the M;ddle Class MObllES, is 1nterested in ’
promotlons -— they are ambltlous and greatly 1nterested in
achlev1ng a respected soc1al p051txon Sheppard and
Glickman (63) noted that most police offlcers did not have
specific career objectlves at the tlme they

entered the.pollce department. Although the majorlty of
police officers did not.havé specific career plans they at
least aspired to become supervisors or detectives. The
second factor that muse be taken into consideration relates
to the efforts that are made byfpolicemen to improve
themselves and to ensure their promotability.

-

The aim of this study is to ascertain the role that

+

promotions play in determining the caliber of performance of
a police department. This investigation has been structured
on the following assumptions, derived from reviewing the

‘literature:

1) policemen join a police department with certain
expectations for their future--the ideal path of
career development;

2) a policeman assumes his expectations to be an
accurate evaluation of the factual situation and
proceeds to fulfill the necessary conditions for
their actualization; S

i Y

3) the structure of a police department and the

method used in the selection for pramotion



controls the number of individuals who could. be- .
promoted and: determines what could be called the

‘real- path of . career development;

‘There is a dlfference between the policeman's
- expectations--the ideal path of career development

--and what.could be achieved--the real path of

career development; and

" the gap between these two career paths influences

police performance.
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-CHAPTER T1I

DEVELOPING THE MODEL

The 1iterature’indicates that as far,as‘the career
development of a.policenan is .concerned there exists a gap
,between‘his'expectations--the ideal path‘of career develop-
'ment——and what could be achievedr?the real path of career'

M

development. vThe literature also-indicates (9‘36-51 73) .
that the attitude. of the pollceman, as well as his perform—
ance and consequently the attltude and performance of a.
whole pollce department,.ls lnfluenced to a large ext/yg by.
'thls gap between the ideal and real paths of career
' development-‘ A thlrd revelatlon that the llterature makes
cls that. the relatlonshlp between career development and
performanCe is- not ‘a stralghtforward llnear one. There.
- appears to ex1st a number of other factors that lnfluence‘.
S 4 3% Consequently, 1n evaluat1ng the role that promotlon
' plays in the life of pollcemen and the efflclency of a
pollce department, 1t behoves us flrst to construct a model
that would take 1nto con51derat1oh the relevant factors.‘
~An 1nd1v1dua1 is: apparently motlvated to perform a jOb

nby two sets of factors ldentlfled as lnternal motlves,

' ,aspect Such as needs, drlves and goals and external motlves
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such as the work and its rewatds or: beneflts (9 p. 71}.  The
two apparently 1nteract to produce a state of expectancy

which determines the ultimate motivating force.

-

e Drawing heavily on the work of Vroom, Whisenand points

out the key variables in the Expectency Theory to be:

1)Expectancy - the perceived belief concerning
the likelihood that -a particular behavioural
act will be followed by a particular outcome.
The degree of belief can vary betwen zero - a
complete lack of a relationship between the act
and a given outcome - and one - a complete

- certainty that an act will result in a given
‘outcome;

2)Valence.— Ehe strength of an employee s :
preference  for a particular outcome. Valences
can be either positive or negative. In a work.
situation, an individual would expect such
outcomes. as pay, promotion, and recognition by
.supervisors to have positive valences; such '
outcomes as conflict with co-workers, jOb

- pressures, or reprimands from a supervisor may‘
have negatlve valences; .

3)Outcome - a reward to the end product of

~ behaviour, which can be referred to as a first

, or second-level outcome. A first level outcome
refers to some aspects of’ performance, such as-

- work goal accomplishment; Setond level outcomes
are viewed as the consequences to which the
first-level outcomes are éxpected to lead, such
as pay increases or-promotions; .

4)Instrumenta11ty - the EEIatlonShlp between
Elrst and second’ level Outcomes, and

S)Choxce.— the partlcular behavioural patterns :
decided upon by the 1nd1v1dual. o
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He has presénted a modei (Figure 2) to explain how the
théory works. In this model the motivational force that cne
exerts on a job is seen as a function of two factors.
First,vthe;e is‘tpg'perceived expectancy that certain
_outcomes will.result from particular behaviour:; second, the
valence Eor_thése outEomes is-a fuﬁction of its
'insirﬁmehtality'for obtaining other outcomes and the valence
of tﬁése outcomes. Basically, what he claims is that an
-individuél's perceptions that certain acts will be followed
by a-particula:‘outqome will determine the force of
‘motivation: He also con;ends'that the continued performance
of those acts would be dependent on the actualization of the
”'perceived_oqtcomeé. |

| With ;éfgrénée to policemen it has been claimed that
policemen perform most effectively when they view their own .
_peffbrmaﬁces as a means of aﬁtaining-rewards relative to
their work, sﬁch as higher wages,wpromotion, and acceptance
by co-workers, Wheﬁ pclicemen find that they are unable to
attain these promotions the individuais become what are
called non-promotables. The policemen’s aspirations become
thwarted, morale plumﬁets, frustration, disillusion and

indifference follow, destroying job satisfaction (6). With



FIGURE 2 EXPECTANCY THEORY OF MOTIVATION (After Whisenand)
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With reference to promotions, this formulation claims that a
policeman’'s promotion will result in his performance ratings
being high, and £he individual will feel a sense of achieve--
ment, recognition, and personal growth.and develcopment. "on
the other hand, if a policeman becomes nonpromotable there
is a wasting away of important characteristics that have
contributed to the individual's past personal successes.
The individual's productivity decreases{hperformance ratings
are low; declining satisfaction and tempérament deteriorate
progressively both on and off the job. Morale on the pdlice
force is low because the career develcopment avenues are
limited. -The sequence described above néed not and does not
always occur.: T \.
Roseman (6) lists six defence mechanisms, which
offer some measure of short term comfort, that are natural
reactions from individuals who find it difficult to accept a
. future that holds no upward ﬁobility. These are:
1)fantasy: -the individual hopes "things will get
better" by wishing away reality;
2)rationalizé;ion: the individual tries to
explain away his lack of advancement with
statements such as "its not my fault," or
"others are to blame";
3)aggression: the iﬁdividual becomes filled
with anger and alienates and isolates himself

from others;

4)fixation: the individual keeps replaying in
tiis mind "where he went qung“;



- 5)1nternallzatlon-‘-the'individeal'internalizesu
. ) his nonpromotablllty -and -as a result his-
- . productivity and job satisfaction decllne,
é)regreSs1on.' the 1ndlv1dual reverts to
immature behaviour e.g. stops talking to-
- supervxsors and. his fellow workers, and avoids.
‘ any sense of respon51b111ty.“

Walsh. (8) lndlcated that there exlst in the pollce’
serv1ce three dlstxnctxve career styles (1)_street cops,i
consrstlng_of men yho entered-pollce workfror~the,securfty
it brings.to’ ’t;'heir' famj‘.‘li'es: A(2-')‘~act::'i0‘n, ééekers, who .lare .men‘
_who'haue'been in orher oeénpetions prior to‘joinihg the_‘
_policenforCe,.and'eho-joined thefpolice rorce for the
. excxtement or to escape the monotonous work they experlenced
in the past;. and (3).m1ddle classgmoblles, individuals who .

joined the police force oecause:they viewed policing as
provioing a- ladder for the echieVement of a respected social
.positio-n in an occupation_considered to be professional
withodt the needs of higher.education. Achievement of
promotion and higher positions are these individuals' main
goals in life., Thus, the expectancy of policemen which gets
‘into the motivational formula for good performance is not

the fixed entity but a variable. For the street cops and

the action seekers, promoticns are a matter of relative



unimportance. They aré individuals.who are satisfied with
their jébs,.np matter if they are-prqmq%ed.or become non-
.promotables. Their morale on thefﬁafce_ié high although -the
'gca;éerldeﬁelOpment ;;énuég are limited. It is only the
,\\Efggie-ciass mobiles whose satiéﬁaétioh with their job and

conseqpently whose performancé-is infigenced by promotiocns
and the hope of promotions.- Thus, the first variable thaﬁ
has to_Ee'cqnsidefed in-a Stgdy of the.rQIe of'promotions in
thé_performapce.of policemen is the original orientation of
thé policeman, the reasons that induced him to enter £he
sevice,.

Apparently, vefy,litﬁlé is known amecng police officers
about what is tequired to get promoted and how to obtain .
upward job,mobility. Most policemen have some belief as to
what the requireﬁénté for promotion are. These beliefs
include: certain levels of training, performance,
experience and education. But, defined in such nubulous
terms as to give them no real meaning. The policemeﬁ“also
believes that iflfhey make a spectacular arrest or engage in
an act of bravery that promotion would be guaranteed them.

An individual enterihg the police department today is
faced with a nondescript collection.of personpgl practices
relating to his career. The police officer does not know

what skills he has that are best suited for specialized work

in the department. He is uncertain of the method uééd to



o . .
advance and obtain the kind of Jjob in which he is inter-

- T o — : L
ested.: He is even uncertain whether a method exists at all

that provides for his career opportunifies.
T . f’__ L

—_

Police management usually attempts to ensure that the
employees understand .what kind .of performance receives

rewards and what are the criteria needed to get .selected for

?ositiﬁﬁs wiphin the golice'dgparimégt.' ThiSAthegfaéﬁéﬁptv'
to do by helping'off{Fers to %métové-tﬁei: over¢l1 skilislbytl
éetti'n'g them to wor.k Ar-xot only in those ar'e'asif.i_‘? which .'the.."'
officers are hxchla mO;lvatEd to work, but én other areas’ as- -
well. The offlcers tremselvns contrlbute to the pfocesé_SV

undergOLng requlred and unrequired tralnﬂng.

Tralnlng prov1des the pollce offlcers dl;h neecec.
skills and an understanding qf the‘varlous concepts_neces-
Qary.for‘thg effective pérformance.gk tseir duties and to
c§nform £q the‘pbjectivés and standérdslof t@evpolice

deoartmeﬁt. ‘Police departments usually provide their
.offlcers wl;h three types of tralnlng- . .
1)recruit training. which involves the orientation
of new policemen to ‘their job and the develops
ment of; basic police skills;

2)in-service training coricerned with providing
additional skills to currently egployed officers
and the refreshing of those skillp ‘the policemen
already possess; and : e

3)management and supervisory training concerned
.with providinmg management and supérvisofv skills
"to middle .and top-level police personnal
(7, p. 72). .

-~

"
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In addition =0 these training programs, courses. are.

“available in colleges and universities for. police cofficers

"to take ané. improve not only their skills but also their

[l ]

attitudes.
Training could be directed towards career development

-

~°% towards better iob .performance. .The.tendency has been o’
consider the two as inseparable components of the same phen-

omenon and to promote officers performing well in one

bositicn out of their level of. competerice 'into ancther posi-

tion which could turnm out to be above their level of

competence. Slowly, however, this situation is changing and

the existence of two distinct types of training is gradually.

Secoming yecognized.
- I

'

LN . - o nipo
The actloéutﬁat 2 policeman takes to. ensure that amblt-

lons of promoticn are fulfilled or 2t least have a falr -

‘chance of fulfillmert is a second vardiable that has to be

considered. Not all. policemen, however, can achidve their

ideal career expectations - this is due to the structure of

the police organization .and the police selection procedures.
The organization of the police department is structured
in such a manner so that the indiyidual policeman is seen as .

being called upOn:tg perform four basic duties:



’

positions. The structure does not provide an alternative to

‘1)administration of the department;
"2)the patrolling of streets;
S 3)investication of crime; and

4)special assignments or responsibilities

‘.

(3 p.125). \ - T .

Even so, the organizatichal structure of a police deparcment

.

takes- the-shape of a single pyramid resulting in a low -

promctibnal ratic: -Thére are-tooc few ranks in ‘the organiza-

tion structure, and an inadequate number of supervisory

. - ‘

the common route. In thils seeming struggle for promotion,
the promotioﬁ selection procedﬁres pléy a dominant parc.
Selection procedures should reflect prométidn priori:?es, if
those priorities are <o have méximum'impact and 1nfluence
the enforcement style of the department.

The selection procedures typically consist of perform-
ance measures, wfit:én'and oral'ex;EPhation, interviews,
situational testing and psychological :ests.. Although thnese
screening mechanisms are intended to- provide an objective’
basis for ché;;;ng‘officers for'promctions, :hey.in face
introduce a2 bias ﬁowards pecople with pa:tiéular character—
istics. Deliberatéiy or not, departments perpetuate ~$\\
predominant values, attitudes, and opinicns by screeninc Hor

compatible applicants. Individuals who are neot Icdentified
T o
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‘with police attitudes and the positioﬁ of supervisor are not
likely to be chosen. In contrast, these officers who a;é
identified with police attitudes and have supervision
Qualifiéations will be selected as the best ﬁen for the job.
Tn;s sﬁudy'seeks ﬁo‘iﬁvestigate-the_role that promo-

rions-play in the pe;forhance of policemen.’ Consideration

cf.this Qfoblem_has led. us to hypdﬁhesiée.that:

.

1

(1)it is the performance of only- some police
officers—-the middle class mobiles—-that are
. affected by promotions;

. (2) the greatest affect on performance will
. - depend on the experience by police officers
overt attempts to obtain promotions by
undergoing additional training; )

4

{3)police officers like the street cops and the

. action seekers-=will perform efficiently
irrespective of promotions wmecause their
motivational force is independent of 1it.

.

For the testing of these hypotheses at the individual or

'

micro level the performance of the police officer has to Dbe

evaluated. For a variety of reasons the policeman’s job

performance 1s regularly evaluated by his supervisors.

~ The mos: common gractice ¢f performance evaluations

consists of an annual -or semiannual subjective rating form

. ~
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completed by supervisors, where policemen are rated with

t

respect to:

" 1. specific organlzatlonal and environmental
properties;

2. unique individual characterlstlcs that
“influence police performance,'lncluding
specific skills, abilities, and- motivation. .
levels- T .-

30 the mlx of specific work behav10urs that are
. dppropriate, given departmental and Lndlv1dual
'offlcer consxderatlon-

4. the mlx-of relevant performance dimensions;_
given a consideration 'of the agency and
personnel inveolved; and .

S. the specific sét of goals to be achieved at
divisional and departmental levels (7, .p,206).
Gertzen (2] has pecinted out that such evaluations can take
three basic §6rms. First, an emplovee can be assessed in
terms of hﬁ%’perSOnality, which is the total of his

charadgzz;

he is. The huma

t2¢s or traits which add "8p to the kind of person

personality consists of three major
elements: intelligence, remperment, and character. Second,

"ah individual can be evaluated in terms of his performance,
which has to do with his behaviour or how he goes about
7 , 1 .

doing his work. Included here are such factors as planning,

WworXxing hard, accemting responsibility, getting along with

.

k



.othef people, and following instructiqns. Third, an.
employee can bélevaluated in terms of his product, which is
the qualiﬁy.and quantity of output per unit of timel

| Such evaluations on individual performance, however,
.are'vﬁlnerablé'to q.var;ety of erfo:s_that redd%e their
, reliéﬁiiiﬁyﬂand.validity 12,7,9);
' ‘,Fi;spffpﬁere a;g the stric;ness errors which occur Qhen
the Supefvis&rﬁrétes His s?bé;dinate'as_a very'poo; éerfbrm—‘
er. :Rat;ngs tend to cluster ciosely towards the low end of
" the ,rating scale. In contrast to the strictness errors,
lenign&f_errors are where the supervisor has a tendéncy for
ratings to cluster at thelfavourﬁbie end of thesc;le because
raters are pVer{y generous.in their descrigtioq.

A third- error associated with evaluatjons is the halo
effect. This occufs when. raters incdrrectly treat two or
-more dimensions of performance as if fhey were identical or
highly correlated.

Fourth are the cenﬁral tendency errors where the ,/; .
evaluator has a tendency of rating individuals artifici‘_ai—-l;(w

. . - .
at the middle of the scale,

Finally, other errors in evaluatipg individuals’

performances include: : °



(a) promixity errors - “the'tencency of the rater tc.
describe behaviors which appear close.together-on the

' »printed ratlng 1nstrument more nearly allke than he rates
those behav10rs which are phy51cally separated by some
dlstance ; (b) logxcal errors - "the.tendency of some raters
to rate a person similarly on characteristics which the
rater feels should go together regardless of the physxcal
locatlon of those charactertlstlcs on the prlnted rating
‘1nstrument“{ and (¢} constrast errros - "the tendency of
some raters to berceive others in relation to Ehgmse;ves and-
to rate others on an evaluation scale infcontreCt to their
Qown characterisitcs“(1). -

The performance of a‘police deﬁartmeht as-a whole is*
dependent upon the performance of the lndlvrdual pollceman.
_When 1nd1v1dua1 pollcemen are satlsfled qnd when morale lS
high, the performance of'a pollce department would be good.
This relatlonshlp between lndlvxdual performance and- cal-‘
culative performance’ offe's a second yodel }or explorlng -the
ﬂ,relatlonshlp between promotlon and performance. This medel

is based on two assumptions:

-



1) policemen whose career asplratlons are satlsfled
perform well; and

2) a greater proportion of satisfied rather than
dissatisfied policemen leads to good overall
performance by . the police department.

The model compares the performance of police departhents,
:relat:ng this performance ‘to the satlsfactlon of the pollce
‘with thelrlcareer'asplratron;‘ We hypotheSLze that ‘the
grearer\the proportion bk policemen who are satlsf;ed with
tﬁeir career -in a police department, the.greater rhe |
efficiency of that police aepartmentr

The efficiency of‘a police department-has been
traditicnally evaluated with such measures as crime ratea,
apprehension rates and conviction.rates.

Crime rates are the number of crimes committed divided
by therpopulation. This measurement has been most commonly
used to oeasure the efficacy of the police. However, Boggs
(5) argues that this type of measure is erronoqubecause the
. exposed population is not the sSame for all offences and

sub-offences {3). He claims that not all. members of the

population are potential victims for all crimes: only



some sﬁbgfoﬁps ére'cléafly éliéible as vicﬁims for certain
‘crimes. Furthermore, as Jayewardene (3) has poxnted out ' 1ts
use as a measure of pollce eff1c1ency is ilstlfzable only on
tbe basis of a.dubloug rglatlonshlp'between the punishment
of_an‘offénder and the deterence of a potentiai offendér.‘
Criminclogicai‘studies indicate that ev;n;t56Ugh the .
apptehenSLOn, prosecutlon, convxctlon and punlshment of
offenders may have an effect on the comriuss:.on of - crlme,
there are -a number-of other fac;o:§ that govern,zt._Tbe“
npoiice hgye.no épnftél évervtheée factérs; |

gpbﬁehensiop ratgs refer ts the number of arrests éer.
police_ma&—yeaf. ,Wheﬁ an individual is arrestea fbé commit=
ting ava‘crime.it does not necessarily mean t‘h-at he wili be
successfully brought to jugtice, nor that he was actually
the guilty party. In spite of these technical factors and
the rglati&n to arrest and disposition Uf_sgntencing, there
are a number of drawbacks relating to using the arrest
dispositicon as a measure of efficacy. These include: the
data on arrest are not available to the police; the reasons

for arrests not surviving the first judical screening or not

leading to a. conviction can be quite diverse, many of

Pl



;hem may be unrelated to police action; and many'police
deparémenté may differ somewhat .in their definitions as to
what constitutes an arrest for data-gathering purposes (2
p.105). ’

The third traditional measure for evalpating a police
-agency 1is convicﬁion rates--the propoftion of ac;useé
persons ﬁound guiltyf-and éiearaﬁce rate;-—the proportion OE.
crimes considered soived. fhe ratidnale for using both of
théég.meésures gimultanouSly is that -one of the tasks
éntfusféd the police has been the investigation of crimes.
The problems with these measures aré;firét‘witﬁ clearéncé
rates, ‘a clearance is recorded by the arrest of any one of
séveral criminals committing a crime even if the others are
never arrested. There is nc measure whiéh indicates the
success of the police in ideptifying and apprehending each
of the offenders involved in a éingle crime carried out by
more than one pérson {2 p.105). 'Secdnd, a conviction rate

may not be as useful to the poliée because of the additional

involvement of the criminal justice system, and the time

.

span from arrest -to ultimate disposition.



In the examination of the relationship_betweea police
promotions and police performance. This-sthdy will only
concentrate on one police department rather thén comparing
several police departments.- .

In the absence of suitable measures of performance wﬁat
will be examined would be the s;tisfacﬁion of police
officers with their prospects for career_dévéléémeht}-wi;hA‘
their actual career development, wiéh their pay. with.theip'
work, with their co-workens, with'their super;isibn'that
they receive and with a number of other factors réiaéiné to’
thetr job (Table 15}. .Informaﬁion was obtéiné& from tﬁe
individual policemen in that department”witﬁ‘tﬁe aid of a
'self administéfed questionnaire.

The questionnaire used in this study waé oné used'by
Jim McGinnis in a study of career development of Qembers of
the city of Ottawa Police Force in 1980. The questionnaire
- provides the apprépriate information on promotions in the
Brantford Police Force, such as who may get promoted in the
police force, what did the policeman do to get promq;ed,
what was his expectations or what did he hope to acgomplish
when he joined the police fofce, did the policeman succeed
in obtaining his expected objectives, and are the policémen
satisfied with the-promotional procedures in the policeﬁ

department. - . '



The guestionnaire consisted of seven parts (Appendix

o

A). Part I solicited general backgroun?ainformation: Part
II had gquestions relatiyg to the policg’officer's career
history, such as-transfers; promotions, and training; Part
III involved questions relating to the indi&idgal's
e_xpeéta-tj..ons upon joining the. depart'mgn't: Part IV pértained
.tprthe-main agpécts of _the oEfE;ér}s w@fking-en&irdnmentland'
"iﬁcludéd';ﬁﬁitﬁdes towafds work, s@pervigibﬁ,'co;workers,
"pa'y., and promqiti‘o,vn..“The questions in this" part (;alled for
'\Yes,'No,.ot_No;_Sure responses‘which'weré scored and
‘summarizéd.;o prqvid§ five.scaies indicating the éegree of
satisféction, or di;s;tisfaction witﬁ work,.supervision,
co-workers, pdy and promotion. Part V consisted of 53
questions relating to dimensions of the policeman's job.g
Each individual had to state whether he was satisfied (s),
dissatisfied (d), not sure (?), or if ‘the question was not
applicable (NA). In Part VI the in@ividua; was given the
oppdrtunity to charﬁ his future career’péth, and then’state
how realistic his expectations were; Part VII asked general
guestions relating‘to’career satisfaction. )
The self-administered questionnaire was delivered to

the Director of the Planning and Research Section of the

Brant ford Policeaforce, who placed an envelope containing



the quéstionnaireiinto each mémbef'é ﬁailbbox:(104);‘ This
'method of distribution was used in order to av01d the low
return rate whlch usually is anticipated wlth malled
questlonnalres._ McGlnnls (3) and McFerran (4) had ‘memhers -
from the. pollce Eorces they studied return the: questlonnalre
by mail. MCGlnnlS had a return rate of- 45% whlle McFerran
had a return rate of 63%.

To ensure a high return rate iﬁ tﬂis study: (a) a
coveriné letter was usSed to indicate the purpose and
importance of the study; (51 a letter from the Chief of
Police urged members to participaﬁe in the anonymous
questiénnaire; and (c) two goliow—dp letters were sent out:
reminding each member to comple;e the questionnaireg

The hypotheses that the model generates and that would
be tested are: ‘ N

1) All police officers experience a high degree of
unfulfillment in certain jop dimensions;

2) Middle class mobiles'experience a greater degree
of unfulfillment with regard to promotions and
career development than either the street cops
and action seekers:

3) Middle class mobiles have greater promotional

aspirations than either the street cops and
action seekers;



»
5)

6)

“ 7

Middle class mobiles-make greater effort in terms
of training and education to obtain promotion
then ‘either the street cops and action seekers;

Middle class mobiles are.more -dissatisfied with
promotiocnal procedures than- elther the street
cops and actlon seekers~

Middle class moblles are less satlsfled with the

. progress they have made in terms of career

development .than either the street cops and -
action seekers; and :

Mlddle class mobiles are less hopeful of
achleVLng their career ambitions than either -the
street cops and action seekers.
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CHAPTER III/

BRANTFORD POLICE FORCE

- Brantford Ontarlo is locateq 65 mlles south west of

Toronto and is 51tuated on the Grand River. It presentlb ’

.has a.populatlon_of.75,000. As the crﬁyxlncluded what was"

.known.as'Brant's'fdrd, the site choosen in 1827 by,Joseph

Bfantt the Indian;Chief, to ¢ross the Grand River, thé city"
was .named Brantford.
. ' . S0 . o T s . .
- In 1784,:after;the American Revolution, Joseph Brant

and hlS Six Natlons Indlans made this area their set-t

‘tlement. In 17&5, Klng George III expressed his gratltude

to his'loyal'Indian subjects by building a chapel in the

village. Now it is the oldest Protestant church in Ontario

. and the only Indian 'Royal chapel in ‘existence.

4

Although”@hite settlement dates from'IBOS, it was not -
unt31‘1830, when the tonnsite was surrendered by the
Indians, that growth begangifi.

| _During the 1840's.a canal was constructed, af?owing

the. town access to Lake.Erie by water. Later, the railways

\u’made Brantford one of the richest agricultural areas in

SN

Western Ontario.

oW
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Brant ford ‘was incorporated as a town in 1845;516 30

years later became a city. In 1§55 the city triplgd its

area by annexlng 7900 acres of ajoinihé Branbquq"Townéhip \\\\
territory. The city's growth was ﬁainly due‘td itg
manufécturing indﬁstries such as Johnson Wa%; Masséy‘

Ferguson, &and ‘White Farm Equipment. - -

Finally, Brantford is acknowledged internationally as

. the "Telephone City" for here in the summer of 1874

Alexander" Graham Bell invented the.ﬁelephone.

Brant ford first seriously considered the es;ablishment

"of a police force in Septefber 1847 because drunkenéss and

ppblic nuisances were major concerns of the townspeople; the

 protection of persons and property from criminal activity

r

‘was then not a matter of concern. One month later, Brant-

ford residents received their first enforcer of the law; a

High Bailiff. The High Bailiff had three roles to fulfill:

(1)to act as an assessor; (2)to be an enforcer of the law,

and {(3)to collect taxes. In 1850, the.structure was altered

and a real police force was established with the appointment

-of constable nd a police chief., The duties of the High

Bailiff were changed to: the maintenance of the jail;
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the policgfoffice: the clerk's office; and the. town hall;

the service of summonses and wa{;anps; the posting of
cofficial notices; keeping and_méintaining prisonéré} and
afgg;g}q?’all public meetings(1).. The task of maintaining
law and order was entrusted to the police chief and con-
stables. However, at that time the organization of the
police force Qas ﬁifferent'from what it is today.

Constables were entrusted with the maintenance law and ordér

in one ward of the city. -They were appointed for specific

purpose and they were called "ward constables."” Each of the

five wards received one constable. The authority of the

police chief over the constables was limited. 1In 1854 the
system was again changed. Twenty-twe constables were added
to the police force, new.equipment such as handcuffs was -
bging pu;chased,;ané the constables came under the direct
authority of the police chief. Three yeérs later, thé town
Council discharged ali the constables and once again estab-
lished the ward constable system appointing ward constables
for each ward({1). From 1858 ugtil 1884 the authority of the
chief was restricted and the appointﬁent of policemen to the
wards was done haphazardiy. Total chaos resulteq:aﬁd in

1867, the Council again changed the system to give the



police chief authority to call on any censtable for
assistance when”required'(l). During this period (1858-
1867) the Town Council, the public, and the police were

continually battling over their differences of opinion on

how to operate the departmeng.

on May 51, 1877, Braritford became a cit&. When
Brantford became a city it was believed”tbat the police
force would come under the control of a Board of g
Commissipners. In fact, a special section of -the Bill of

Incorporation gave the city'Counqil control of the police
" _ :

-because Council members expressed concern'over the admin-

istration’ of the department,'especially since Brantéord was
under a form of prohibition at the time (the Dunkip Act, a
locai option by-law giving communities the right to prohibit
the sale of all but wholesale lots of'liqudr)(1). ) v
" Under the control of the city Council, there was
considerable‘émount of.coqfusibn and conflict. The

confusion, and conflict were mainly over the type of system

that was to be used to keep law and order in the city and

-how many men were needed to obtain these cobjectives.

-



In 1885, a rapidly growing populaiion and continued

: _ . . : o
police inefficiency resulted in a reorganization of the
existing poliee force. This reorganization resulted in Pﬁe
-power of contrsl over the police from the city Council to

R L . .
the Board of Police Commissicner consisting of the Mayor,

Police Magistrate and County Judge. As a resdlt of the
reorganization, many police offiéers were,relféyed of their
dutiés(1)w

As the city increased in size so dié the police, force:;
to five policemen jin 1885; seven‘policaﬂgn in 1892; seven-
teen policemen %n 1908; and twenty=-one policemeﬁ.by the
first World War. During the period of the first World War,
many of the men left the police dqgartmeht to join the army
and private indhstfy involved in the war eﬁfort.' Some of
the men returned to the pélice force after a short stint of
duty in tﬁe-érmy or briyatg industry. THe movement away
from and back into the police department was not of a one
time occurrence blut, a continuing drama causing total
disorganization in the police department. After the war,
when men returned home they all requested tc be reinstated

into their former departments as promiééd before enlisting.

This was- not posSible;‘ An inquiry was held ih 1918 to
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resolve this problemf As a result of the inquiry some men
were reinstated into the positibns they left, others to
-positions‘lower or'hiéher in rank and still others ndt at

all..
After the first World War, the nature of Brantford
began to change. There was a heavy'concéntration of army

personnelllocated‘within the city as well as-aﬁ Burtch, an
‘air force basé-loc;téd just outside of Bran;fofdf :Ihdustry
aﬁd manuéacéuring bgsiness alsc increased in Brantford
during this pefipd. Thé paétefn of crime and law enforce-
mént needs of tge-qity alterga aloné witH these changes.
éeqause of the large number of servicemen stationed at
Burtch duriné the 1920's and 30's iiquor, éambling andk
prosfitution offenses wére.being committed. Consequently,
morality division was establishéd. A traffic officer on
hotoréycle patrol.was also abpointed to control the city's
traffic problem. The size of the police department duriné
the 1930's was approximately 20 w;th a ratio of police per
population of 1:1800(1). |
After the Second Wofld War, a crime wave hi;;the clity -

resulting in an increased demand for paelice services and an

increased demand - for police?efficiehcy.' Conseqqeﬁtly,



thirty méﬁ were hifed,,new beats were created, shifts‘were

reerranged and 3-whéel‘motorcycles for parking enforcement,
a police éar}'B-wgy redios, and tommy guns were purchasgd.

In 1954, fifteen more men were added to the force‘and two‘

more cars were purchased. |

During the 1960's .and 1970's, the‘police force grew .
slowly. in 1975 the police Eorce numbered 103 with a police
%b populatiom ratio of 1:64C. 1In aéﬁition thefe were 25
"¢ivilians and 4 court security persopnel per forming
esseneial non-police duties. e

?}nally; in 1980 the Brantford Pelice Force hi?ed'a
civilian Planing and Research Officer with seénior officer
status, and in April, 1982 a Deputy Chief wes hired through
lateral entry. . ‘ ‘

Throughout the hlstory of the Brantford Police Force
'_there have been several investigations and 1nto departmental
'matters. _ . . : )

In 1885, the 01ty Council erdered the Police Commission
eo investigate a police officer- because a safecracker eluded
.the force in broad daylight. The Commissién suspended the
pollce offlcer for cowardice and corrpptlon and the Chlef of

,Pollce was demeted tQ Sergeant,

i
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In 1919, another investigation examined the allegation
that certain members of the force were involved with boot-

leggers. Two constables were suspended and later reinstated

_gfter the invéstigation. ) .

One year later, a Royal Commission~-The Gregotry
Commission--investigated three members of the force who it

was alleged, tipped qff'suspec;s about liquor raids, and

paid rent for a woman who operated a brothel in return for

what was referred to as 'immoral entertainment'’in her
building. The police officers were suspended and the Chief
resigned from his posftion.

In 1969, the BEantford police force unmderwent its
fourth majof inquiry; an investigation by the Ontario Police
Commission at the request of the Chief and the Brantford
Police Commission. It was alleged that policemen on the
force who were suspected of crimes were not charged, but
were given thg'opportunity to resign. Complaints were also
made with regard to d&scrimination: low mbrale within the

police department; and shortcomings with the administra-

tion. The Ontario Police Commision recommended that the

Brantford Polibe_Force‘be reorganized and the manner of

Ve



evaluating police officers be revis&g. Four police cofficers
resigned either as a direct result of the inquiry eor because
of continued dissatisfaction with the department's
-operasion. ‘

Seven yeé;s later the Ontarioc Police Commission did,a:
study on-the efficiencf of the Brantford Police Force. The
Oﬁtario Police‘Commission report pointed out faults in
almost all areas of the force stracture, ranging from cost
of policfng to communication within the raﬁks. Among the
report 72 recqmmenda;ions were:

- a.reduction of men from 107 to 86 sworn
employees;
- réduction of senior officers from 10 to 4;

- daily, weekly, and monthly meetlngs among senior
police officers;

- civilian employees, called special constables,
to handle security and the transportation of
prisoners,. allowing four '‘policemen who
‘previously handled the job to return to rank;

- police written occurrence reports to replace a

+~ transcribing system in which officers telephoned
their reports - 'into a recording system to be
transcribed by flve civilians;

- - the rea331gn1ng of civilian- employees formerly
Y involved in transcribing reports to
radio-dispatch duties, to free policemen
involved in this work:; -

_ - a complaint-card sysfem to handle minor
occurrences not requiring a criminal charge or
follow-up action, to replace full reports on
these complaints; T
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- realignment of the senior officers so thdt only
one person was in charge of a branch or section,
to overcome a one over one supervisory
situation;

- redeployment of the force as outlined in the
- report's initial deployment chart, and

- a warning plan to notify persons who have
outstanding warrents committed against them.
Alﬁhough the Brantford Police Commission and the Chief of
Police agreed with many of the recommendations, there were
no plans to reduce the city police manpower. -

In 1979 the Ontarioc Police Commission released another
report on the Brantford Police Force deallng with manpower
and personnel allocation. The report stated that "the '
police force's problem is not that it doesn't have enocugh
men, but it doesn't manage properly what it has™ (2). The
report:did not change very much from Ehe 1973 recommend-
étions.- Some of the recommendations iﬁ the 1979 report

included:

hel

- a reduction of manpower td 89 sworn employees;

-~ that the force implement a plan of restricting
annual leave to no more than 10-12% of patrol
manpower in peak months. This would provide
approximately 120 additional shifts per menth;

- that the traffic sectigx of the police fprce be
reduced from 10 officers. This would provide
the patrol section with an additional 120
officer-shifts per month;

'



- that the number of detectives be reduced from 19 .
to 12, with the surplus officers reassigned to
the patrol section. This would provide an
additional 140 officer-shifts per month; and

- that a schedule .of overlapping shifts be
implemented immediately. This would provide.a
more logical allocation, based in the high§ and
lows of the day-to-day workload {2).

The Brantford Police Force did not agree with the findings
in the Ontario Poiice Commission 1979 report and
disagreed strongly with the method of evaluation of police

deployment. Today the Brantford Police Force continued mQre

or léss tobe operating in some structure and function.

Orggnizational Structure
\

The organizational structure of the Brantford Police
Force is like any other municipal police force. There is a
Board of Police Commissioners which is responsible for the
whole operation of the force. The day-to-day operations -are
entrusted to fhe Police Chief, who is assisted by the Deputy
Chief. The functions of thé Police Chief are mainly public
relations, enforcing discipline, and supervisiof of the
ﬁIntelligénce:Div}sion.v The Deputy Chief also oversees thé

Intelligence Division but his main responsibilities are



FIGURE 3

-BRANTFORD POLICE FORCE
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(1)lookin§ after complaints made about the police
{2)directing the Planning and Reseerch Branch and (3)being
respensible for pglice'recruitment and training. From the
operationaikpoinﬁiof view, there are,;wolmajer sections:
field operations and administraiion;"

Fleld operatlons are comprlsed of two major sectlons
(1)Operatlons, and (2)Suppeort Services. Operatlons deals
with the normal street crimes and the maintenance of order.
Support services, in addltlon to orov1dlng specialized
1nvestlgat10n, also has branches to deal with spec1al types
of crime. The Admxnlstratlon Sectlon is respon51b1e for
records, communlcatlens and budgetlpg; (See.flgure 3.

There are now 107 sworn ﬁolice'pe:eoﬁnel, ef which 82
are coﬁétableé, 14 are sergeants,. 6 afe etaff sergeants, 2
are inspectore) 2 is a sfeff ipspector, 1 a_deput?-chief,
and T'is police Chlef giving a broéd base pyramidal
- structure. . In addition to these people,‘there kre 4 special
constables, 34 auxiliary police, 42 school guard patrols, 23
c1v111ans, and 2 c1v111an malntenance perso;nel, giving the

pollce Eorce a total of 212 employees.

~
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" «he police force over

N .

With respect to turn-over rate i

twoe retirements; in

]
o |

a five year pericd, in 1982 there wer

3

1981 one retirement and two resignations; in 1980 =wo
retirements, one resignation and one death: ia 197% one

-

retir¢ment and two resignations; and finally in 1978 one
}//1/ retirement and two resignations. Thus, over the five-year

period eight individuals retired, nine individuals resigned

. .

and one poiice officer died in 1980.

At the present moment, the police budget is approxi—'
mately $4.4 million allowing a cost for police services of
$60.75\Efr capita. The police/population ratio now,étands

arcund 1

— g1 T—
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Police Commissicn Report (1976) on the Brantford
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Force stated that:
n - .f\

from a morale and motivation point of
view 1t 1is imperative that all members
be cognizant of the manner in which
promotions are made and consequently, .
what they must accomplish in seeking

- advancement. There is nothing more
damaging to morale than promotion by
seniority or on the unsupported
recommendation of the Chief of Police

. {5).-

-

It was only six years later that the Brantford Police Force

«implemented a formal promotional process. The process is
, :

based on the merit system. Merit is compiled on a total of

100 points allocated as follows:

" “ v

1) performance - 30 points;
' 2) seniority - 10 points; . ‘ .
3) written examinations - 30 points;

4) appraisal by promotioq-committee'— 30 points,



]
-

There is a Service Branch officer, who has been made respon-
sible for the administration of the éfomotional procedures.
He has :Se respon§ibility of posting notices, when vacancies
occur and receiving applications.?or promotion.

To apply for a promotion, a constable must have a
minimum of 5 years service including two years of sefvice at
_the first class constable level. YXoncommissioned officers
must hayg a minimum of one year in-their respectivé
ranks(3).

. Candidates can only make an application fof promotibn
to the next highest classification ag outlined in the
Ontario Police Act regulations, 'e.g. constable toc sergeant;
sergeant to staff sergeant; and staff sergeant to inspect-
or.Once. ‘the candidate makes an application.for promotion, a
minimum mgrit level is calculated, based én pérformance,
seniofi;f, writteﬁ examinatipns, aﬁd appraisal by the
Pfomption Commit£ee. A caﬁdidate can be'eliminated at this
stage’from the promotion competition if the total merit
éoinﬁg‘iox;pen£0rmance‘and §en;ofity is less than thirty;'or
if the total meéit points for the written éxamination is
less than twenty; or if t%; ﬁo;al merif pointslfor'appraisal
by thée P;omo;ion Committee.ié.léésﬁthén twenty. .



N The calculaticon of meri: points for performance :s

‘ : 1

based on the four annual performance ratings immediately
preceeding the_competicion.
The police officer’'s performance evaluaticns are

completed by their sSupervisors once a vear. The per

th

grmance
rating form consists of seven critical standards oflperform— _#/}
ance. These ar%}//(i)work performance, (2)dependability,
(3)initiative, (4)relationships, (5)appearance, (G)writtén A
communicatioﬁ and (7)verbal communcation. Eaﬁh critical -
standard is measured on a five degree rating scale consist-

ing of (1)below stanﬁard, (2)meets minimum standara,
(3)meefs.standard, (4)exceeds standard, and (5)ocutstanding.

A copy of the Brantford Police Force's perfdrménce

evaluation is located %p Appendix B.

The computation of merit points for seniority does not

i

exceed 10 points. Points for seniority are based on:com-

pleted years of poliée service. The points’E;efawarded-in
. LY . N -

/
the following manner: for the first five years of completed \\‘
. - ’ . . , .
serivce, one-half pgin&\for each year; for the next five - e
. - Y \\b : ' - ‘
years of completed servick, one point per year; for the 3 ' C:T/
B . ﬁ} . b

remaining years of completed service, one—half point per
L] . ]

34 -

LN
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vear., Mer:.t points awarded for written examinaticns tgoral
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concducted bv a staff member o th Collecge. -

. The Promection Committee is cgmposed of: the Chief or
Deputy Chief of Police; a senior officer; and a senior
éoiice officer ?Egm anoﬁher Ontario Police Forcg. Appraisal
of the candidaée and the awarding oflpoints are based upon
the candidate's personal history agd:
. £

™~ ~

1) his sphere of experieénce as a police officer;

' 2) special skills, trades, experience, techni&a{é
< or academic ability that may enhance his valu
- to the force; y .
" p Pl ',

/
3) accomplishments in “formal education and police
B training:

/) 4) initiative towards self-improvement through
extension of his formal educatidn letel or
through courses considered beneficial to his
progress as a poli®e officer; '~ :

5) participation in- force-sponsored lectures,
. in-service .training, examinations and small
C arms training; and

N - ~ ..
_ 6) age and general health in relation :é'ﬁis
: potential development(3). :

P
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Al orad

é{gmination is also given to the candidate

hased on "si:uatio? tvpe” .guestions in the area of rules and

regulations,

. .
policies and procedures of the force, manpower

deployment practices, leadership, behavioural problgms,

general knowledge gquestionls relaiihg to Canacgd and the

community, and the ability to supervise, ‘counsel and improve

personnel,

Each member of the committee individually

a551gns merlt paihts or, parts of merit p01nts to a candidate

“l'.

amounting to 100%, 50% for the 1nterv1ew and '50% for the

oral eximination. The total p01nts awarded are the average

of the totalﬁindividuai points assigned by each member of

. the committee. Once the promotional process has been

completed, the Chief of Police posts the follo%iné‘

e : : . %«
notifications to the candidates:

1)

P -}

- -

2)

-

a list of candxdates meeting tﬂe minimum
réguirements of performance and seniority
eligible to write examinations;

a list of candidates meefing the minimum pass
mark on the written examination and eljigible to-
appear before the promotion committee for . -
appraisal and the_oral examination; and ; :

-

a'list of candidates\with an ag e score of
not less than sevent erit points in a given
rank competition dialified ¥for the promotlon to
that rank(3).



hed

A candidate‘placed on a list as being qualified for
promotion<remains on the list for 5 years. ' .>\<
| Finaiiy, once a candidate has béén promoted ;;Ta higher
rank there is:a probationary period of one year for evalua-
tion., If the candidate receives a higﬁ rating on this

performance evaluation the police officer's promotion will

be confirmed. If a poU?Hgyaluation'results, the ijﬂdidate_

will revert to his old position<f//
‘! =

It should be appreciated th@t this promotional process
waé brought into éffect in 19§2 éfter this' study was upder—
Prior to this study there were no formal promotion
procedurds. Traditionally, promotions occurred gither by
seniority_or on thi recommendation of the Chief of Ppyice.-
As poihted out by the Ontaf"o Police Commission (j97§),.that

N

state of affairs was not onl nsatisfactory but also’ e

'demofalizing to members of the police force. Althoqgh

1 :
changes in the Brantford Police Force were taking place while

this study was being conducted, it would be'reasongble to

assume that Brantford did not have a satisfactory promection

rd

and career deuelopmént system. S 2T

The literature suggests the existence of a relation

{pPg.11-13) between-poor prombtional opgportuhity and poor:

_performaﬁcé. If the prdmotioné and career development ~

‘system is unsastisfactory we should expect low performance

in that department. Though‘ﬁot a¥curate or adeéuate

~
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TABLE 1

. THE ACTUAL NUMBER OF CRIMINAL CODE OFFENCES FOR
BRANTFORD: 1977- 1981

. i
' Rate Per ' .
Actual Criminal 100,000 % Cleared $ Cleared

Code Offences Population by Charge Otherwise

,,"
1977 -~ 8,043 12,022 ‘ 13 7
1978 8,592 12,239 15 > . 9
1979 ©o9,712 0 13,834 | : 11 .5
1980 * 10,504 - 14,399 - 13 . | 9.
1981 ’ 10,070 13,776 13\ 7

) d ’

Source: Statistics Canada. Canadian Centre for Justice Statiistics.
N .-' \ - . " L . "
o . ~

-:i.'
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I
measurés of police‘pefformance, crime rates, and crime
clearance rates have been conéentionally-used to evaluate
the efficiency of a pelice department.

Acéording to Statistics Canaaa, the actual numbers of
offences reported to the Brantford Police Force were 8,043
in 1977, 8,592 in 1978, 9,712 in 1979,'1b;504 in 1580,'and
10,070 in 1981, when population_changes-are taken.into
consideration, these figure; yield annual rates per 100,000
population of 12,022 in 1977, 12,239 in 1978, 13,834 in
1979, 14,3897in 1980 and 13,776 in 1951. -The total pffences
cleared by charges were 1,019, 1,255, 1,111, 1,413, and
1,599 respectively. _The crimes cleared otherwise during the
same period were 573, 739, 505, 899, and 748 respectively.
Hence; the total percentages of crimes cleared by ch;rges
and otherwise were 20% in 1977, 24% in 1878, 16% in 1979,
22% in 1980, and 23%-in 1981. (Tabla I).

The highest reported offence in Brantford during the
years 1977-1981 was theft under $200. In 1977 there were
2}740 actual offences reported, 2,827 ofendes in 1978, 3,420
offences in 1979, 3,345 offences in 1980 and 3,560 offences
in 1981." The'perceﬁtages of offences cleared by charges

were, 110%, 12%, 7% 8% and 11% respectively and the



percentages of cffences -cleared octherwise were 6% in 1977,

5% in 1978, 1% in 1979, and 4% in 1980 and 1981. The actual
numbers of "theft under $200", per 100,000 popuiation were
4,096 in 1977, 2,827 in 1978, 4,872 in 1979, 4,582 in 1380,
and 4,870 in 1581.. \

The second highest reportea offenée'in Brantford during

the 5 year period waslbreak and‘enter; There‘d:re 1,021
offences repdrted in 1977, 11% -of the offences were cleared
by;charge and 77% were cleared otherwise. In 1978 -there
were_1,1?9 offeﬁbe; and the percéntages.cléa;ed by charge
énd52¢g§;wise amounted to 11% and 21% respectively. In )
1979,11,177 offences were actually repérted, 9% were cleared
by cha;ge and 3% were ﬁLeared othérwise. In 1980ﬂthere_wege
1,631‘offenEes-repoqted, }1% weré cleared by éharge ana 3% E;
ere cleared otherWise.. Finally, in 1981, there were 1,42§. 
offences repcorted, 11% were.cleared by charge and 4% were .
cleared otherwise; When populatidn changes are taken into
.con$4dgrati9nn these figures yield annual rates_ﬁer _
100;ooo-p09u1atioé;éf 1,526 in 1977, 1,708 in 1978, 1,688 in

1979, 2,234 in 1980 and 1,955 in 1981,



2

The third highest reported offence Between the.féérs ' <j>
1977 and 1981 was theft over $200. There were 35! reporteﬁ .
_qffences in 1977, 377 in 1978, 764 in 1979, 1,036 ip 1980
and 1,175 iq 1981. The percéﬁ;aggs bf thése offences
clea%ed.by charge measured, résﬁectively,‘4%, 5%, 4%, 3%,
and 23%,while the percentaggs qf offénces cleared otherﬁise
rwere 3%, 2%, 2%, 2%, and 5% respectively. When population
chahées are taken into consideration, these figures yreid
annual rates per'ioowqoo population of 525 crimes cleared in
1977, 527 ‘in 1978, 1,088 in 1979, 1,418“in 1980, and 1,607
" A

" crimes cleared in 1981.

Assaults were the fourth highest. offence reported.

There were 625 offences reportediin 1977, 761 offences it

', S
reported in 1978, 739 offences reported in ‘1979, 661
offences reported in 1980 and 598 offences reported in

1

1981.,. The percentages cleared bylcharge aﬁd oﬁherwise weré
16% and 42% in 1977, 16% and 37% in 1978, 48% and 42% in

- 1979, 21% and 34¢ in 1980,\526 23%7and 35% in 1981. When
popuiation chénggé'are taken into considerat'pn, t;eSe
figur s&yield anaagl rates ber 100,000 population de625 in

1977, 761 in 1978, 739 in 1979, 661-in 1980 and 598 in 1981.

.
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When the nine serious offences listed in the uniferm

-

crime reports are considered, we find their incidence, apart
. ’ PR . ' -~ - .

from assault, which constituted the fourth highest reported

offence, to be less.  As far as sexual offences are

concerned, thér% were:only 24 in 1977, 37 in 1978, 36 in

1979, 34 in 1980 ;hd 33 in 1981. The perceﬁtages of crime

cleared by charge 6%, 12%, 11%, 7%, and 12% respectively.
While the percentages cleared otherwise measured 6% in 1977,
8% in-1978, 11% in 1979, 33% in 1980, and 45% in 1981. For

homicide there was cne cffence committed in 1978, and in

'1979 and two offences committed in>1981.

. As in most other cities:

(1) crimes against property constitute a large
portion of the crime problem;/igd

(2) crimes of violence against the person
' constitute a relatively small portion.
- . . '°
When the rates are considered the‘incideﬁae rates or

crime. rates, clearance rakgs, and conviction rates, though

used as measures of police efficiency, depend on.a number of

. factors that are independent of the activity of police.

This_dpeé:not mean to say that they aré totally independent

"of police perfbrméqcet It does mean that its use as a

-measure of police performance is meaningful in relative



i

l

rather than in absolute terms, when presenting a picture as
to how this police force stands up agalnst police forces of
similar places such as Peterborough and Guelph which is used
by the Ontario Poli¢e Commmission.

Guelph, approximately 60 miles away from Brantford with
a populaeion of 7{,000 and Peterborough 120 miles away with

a population of 62,000 are two cities that can be- considered

comparable to Brantford. ,Table 2 and 3 illustrate the

actual number of offences reported for Guelph and

Pefe:borough.

In examining the number of ggtuel.offences per 100,000
populaeion for the period 1977—14?1, we find that Brantford
had the highest rate cbmpared to Gueiph and  Peterborcugh.
This also-holds true when one reviews the actual number of
assaults, theftsrover eda under $200 and breek ané'enter
per 100,000 population. d . ' |

Comparing the percentages of actual number of reoorted

offences cleared by charge and otherwise, we find that in

. ’ .
1977 Brantford had 20% cleared, compared to Guelph with 31%

‘cleared and Peterborough with.33% cleared. In 1978,

Brantford had 24% cleared compared to Guelph who had 24% of

the offences cleared and Peterboraugh who had 38% of

-

Pl

L3
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- ' : TABLE 2. .
’ THE ACTUAL NUMBER OF CRIMINAL CODE OFFENCES FOR
PETERBOROUGH: _ 1977 - 1981
: :
. ]
. Rate Per - .
Actual Criminal 100,000 " % Cleared $ Cleared
Code Offences Population. by Charge Otherwise
1977 5,457 9,171 - 27 . 6
1978 : 6,364 £ 10,768, 31 L7
1979 . 5,853 9,904 .29 . 7

. 1980 5,451 ° 8,936 © 25 “‘“\\Q"
1981 5,734 9,354 & .- 32 . - 6

- ' ) . N . T .
Source: Statistics Canada. Canadian Centre for Justice Statistics.,

-
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TABLE 3 " .
L] ' n [N . r
THE ACTUAL NUMBER QOF CRIMINAL CODE COFFENCES FOR"
-GUELPH: 1977-.1981 .
: .Rate Per
Actual Criminal . 100,000« % Cleared % Cleawred
Code Offences - Populaticen _.bv Charge ~Qtherwise |
1977 4,226 . 6,196 20 171
1978 5,031 7,046 21 . 10
.- ‘ . )
1979 : 5,207 7,293 - 22 ) 9
1980 | 5,228 8,570 22 ' 10

1981 4,915 6,660 26 17

Source: Statistics Canada. Canadian Centre for Justice Statistics.



‘the offences cleared. Srantford in 1979 had 10% of the

offences cleared while Guelph had 31% and Peterborough 30%

_of the offences clearedy. In 1980 and 1981 Brantfcrd had 22%

and 23% respectively of the 'offences cleérgd,éomgared':o
'Guefph who had 32% c&eared in 1980 and 43é.elearéd,in 1881,
and Petérborcugh who had 32% cleé:ed in 1980 a:¢:38% ;feareﬁ
in 1987. These £i ures indicate that over the five vear
period Brantford had the lowest clearance :a:e'when coﬁpafeﬁ
to Guelgh anq\Peterboroﬁéhl Tébles;4 through 7 gi§e :he 
individuai offencévra:e per 100,000 population and the
percentaées cleared'by*éha;ge'and o:herwise,

when the'individuairéffengps were considered we found
that 3n 1977 Brancford had the lowest clearance rate for
ai7éﬁ£ts with 58% thle Guélpﬁ'haa a clearance rate-of 62%
éd& Peterborougﬁ héd a clearéncev;éte‘of‘Bza. Brantford
'further.hag the lowest cleé;aﬁce-ra;exof theft uUnder $200
with 16%, compa:ed'to Peterborough witﬁ 18% and Guelph with
24%. Guelph héd,the loﬁes; c;earénce raté fof ﬁheft over
$200 with 13%, while Brantford had a clearance ?ate of 42%
and Peterborough 77%. Brantford had thg'highest'clearanCe
rate for break and enter with 28% éompareq to Peterborough

and Guelph who both had 21% for a clearance rate.

4.

e
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THE ACTUAL xvnssg OF TEEFT UNDER $200 OFFENCES POR BRANTFORD, -
: GUELPHE AND PETERBCROUGH: 1977-198T1
. . . v

-~

-

o Rate Per :
Actual Criminal 100,000 *3 Cleared % Cleared
" Code Cffences | Population by Charce Qtherwise _
BRANTFORD .
1977 2,740 ©4,096 - 1o 6 -
1978 2,827 2,827 . 12 5 ‘
1979 3,420 4,872 - 7 . 1
1980 3,345 4,582 .8 3
1981 3,560 . 4,870 1 A
. _ ' S e . B
GUELPH . - e
1977 1,783 Do o2,614. o ot 13
1978 1,978 2,770 R I 12 .
1979 1,918 . 2,686 o2 g 10 - -
1980 2,020 2,760 - 12 L0
1981 2,237 3,031 . 12 - M3 o
- " PETERBOROUGH L
L . , " N . A
1977 2,050 . 3,445 .. 18 0 o
1978 2,192 3,728 ‘ 5 1
1979 2,203 3,612 ) 15 4
1980 1,887 3,093 18 3
1981 2,000 3,263 . 23 5
/ .
: >

Source: Statistics Canada. ‘Canadian Centre for Justice Statistics.

rd
s
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TABLE 5

THE ACTUnL NUMBER OF BREAK.  AND ENTER OFF“WC’S FOR BRANTFORD,

1877
1978
1979
1980
1981

1977
1978
1979
1980
1981

~ Source:

Statistics Canada.

GUELPH AND PETERSOROUGH: =198
CT /' Rate Per .
'Actua? Cr‘mxnal & 100,000 % Cleared
Code Of‘ences Population bv Charge
—— -
' ¥ BRANTFORD. °
b‘021 *1,526 11
: ,199 1,708 11
1,171 . 1,668 7 28
1,631 2,234 B
1,429 ‘1.955_ 1
_ GUELPH -
379 556 17
' 554 776 18
577 - 808 25
509 697 26
553 756 _ 20
PETERBOROUGH -
623 1,047 21
SR 830 1,404 25
s 738 1,245 33
' 573 939 . . ° 33
519 ga6 46 .

% Cleared

Otherwise

17
21

Lty L OY ot

Gl = LN D =

Canadian Centre for Justice Statistics.
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“TABLE 6

THE ACTUAL NUMBER OF ASSAULT OFFENCES FOR BRANTFORD, GUEEPH
AND PETERBORQUGH: 1977-1981

.

Rate Per . . '
Actual Criminal ° 100,000 -% Cleared - % Cleared
Code Offences: Population -~ by Charge Otberwise
BRANTFORD ..
1977 ° 625 . 934 ‘ 16 - %2
1978 . 761 - 1,084 16 37
1879 ; 739 ' 1,053 v 48 42
1980 661 . 905 ' 21 - . 34
1981 ) 598 818 - 23 - - 35
GUELPH -
1977 231 : 338 : ‘34 .. 28
1978 , 200 " 280 33 -3
1979 ‘182 - : 25 - 34 7. 38
1980 189 ' 258 .. 30 -7 46
1981 222 L3OI o 36 .0 . 46
PETERBOROUGH | .‘

1977 199 334 30 62
1978 233 ‘394 35 ' 61
1979 193 - 327 33 o 61 -
1980 ' 186 305 ’ 30 , 59

1981 176 S 287 -, 32 st

Source: Statistics Canada. Canadian‘tentreffor Justice Statistics.



1977
1978
1979
1980

1981 .

1977
1978
1979
1980
1981

1977

1978 -

1979
1980

1981

- 92—
4F

“TABLE 7 o S

THE ACTUAL NUMBER OF THEFT'OVER $200 OFFENCES. FOR BRANTFORD,
GUELPH AND PETERBOROUGH: 19771-1881 ;

: : ,Raﬁe Per
Actual Criminal 100,000 . t Cleared % Cleared
Code OQOffences Population by Charqge Otherwise
\
- BRANTFORD o
st 525 . 4 3
77 < 527 5 2
764 1,088, 4 2
1,036 o 1,419 ‘ 3 2
PR PR - T . 1,607 23 5
_ GUELPH
187 : 274 0 - 12 1
221 310 -~ -9 2
273 , 382 8 1
374 511 9 1
415 562 9 . 2
PETERBQROUGH |

274, - YT S 77 0
323 - . 547 10 0
3 560 L 5 2
416 . 882 : - 6 1

ot

477 » 778 S

Source: Statistics Canada. .Canadian Centre for Justice Statistics.
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The the data on the actual humherrof dffenées reported
ts the Brantford, Guelph,lana PsﬁsfbofOughspolicédfsrggﬁ;ie,-
revealed that’BrantEord had.ths ﬁighest rate 6f offences pér
) 100;000 population "and also that it had ‘the lowest clear--
ance rate. This could be -taken as a reflection of the
unsatlsfactory nromotxon and career developent systend in
that city. -However, before such a.conclusion can be made .in
definitive tefms, an assessment of the promotional pol;cles "
-and career‘developms;t systehs of the two other cities must
‘bé'made.‘ It should also be psinted odt.that though the
Ontario Police Cohmission uses Ehem to compare the perform-
ance of the Brantford Police, the two cities céuld.be vastly

different‘from Brantford .

aodian.



- - )‘,_...M....:—..-—*A,.,_.__ .;, A. .

- 94 -

REFERENCES K

Beach, N. and Dawood} P. (1977} 100 Years of Service:

A History of the Brantford Pollice Department.

Brantford Expositor (1980) “City Has Too Many

. Polliceman: OPC Report,” September 10.

Brantford Police Association (1982). "The Promotional
Process."™ Unpublished Report.

Encyclopaedia Canadiana. (1972) Vol. 1.

Ontaric Police Commission (1976) Report on the
' Brantford Police Force,




~ . - CHAPTER IV

THE -FINDINGS

Of the 104 self administered guestionnaires sent ocut,
22 usable guestionnaires were returned. ‘This-représehted a .
* 21 percent return rate. There were also 9 questionnairés
. - .

returned with no responses. All the responéénts were.ma;e.
The average respondent had served l13.5 vears on:thé police
force. Six individuals had some university education, ‘four
© had some comﬁunlfy college education and twelve had only a
high school educatidn. |

In the analysis of the data, the respondents were first
dividedfiﬂco three #ategories according .to Walsh's career
style: middle class mpbiles: action seekers; and street
‘cops. . This was_accohplishd by scoring the féspdndénté'
answers to Part III. Those who cited opportunity for ad-
vancement; éecognition. sélary and-disciéiine in the organ-
ization were.:ated as étreet cops. Those who cited job
sechrity, opportunity to Help people and variety in work
schedules were rated as action géekers, while those who
cfted‘théityp;;oflwork} opportunity fbr training, oppor-
gunity te improve edueation'andlbpbortupitﬁ tor achievemént

were rated as middle class mobiles. There were ll‘policemen



.
a .

‘;laésifiablé asxmiddle class mébiles}-lﬂqulicemen
classifiable as aétioﬁ seekefs, an§_l'pbliCEmanuglassifiable .

"as a street.cop.. The respornseés were analyzed to .

specifically answer the five Eollowing'qﬁestiops:

L) that wepe the policeman's career

‘expectations?  ° o ) ‘

2} What did the politeman do to achieve his -
. career expectations? : e

.

3) tiere the policeman's career -expectations
fulfilled?
4) Jhat was the policeman's level af

satisfaction? and

5) In what areas were the policemen satisfieé or
dissatisfied with their job dimensions?

The policeman's‘ca:eer expectatioﬁs were measured in
térms of.thg highest rank the police officer expected to
achNeve in his career in the police force (Part VI). ithat
the policeman did to achieve Eis éareer expectations were
determined by his responses to Part II which assessed his
—;xternal training and Part VI -which assessed his internal
training. External training was measured in termg of the | :

education he sought outside the police force and the number

of courses, offered by the Ontario Police Commiss;on, he had

RS
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followed. Inéeénal fraining‘ﬁés_meéshréd in‘éefmsfoffthe
number of éifferent‘divisiOné-in whicﬁ théjpplicémah ha&
worked-- Responses to'- Par;.IV ‘and léart v indicated'whethér
the policeman's caree*'expectatlons were fulfllled whlle
resﬁonses to Part VII provxded 1nformat1cn on the
pollceman s level of'sa;;sfactlon. Answgrs :egarding-ﬁﬁe {
areas where the’policeman was;sstisfiéd_and aiésétisfied

. _

came from the *esnonses to Part A .and Part VI

te

The number of *esoondents demanded that the analysms be

mainly descrxptxvea Statistical analy51s however. was

conducted for Part VI. The oolxce offxcer s scores ‘or Part

VI were d'v'ded at the mean. thh the hlgher scores *eflected

dlssatlsfactlon, ‘While the' sqgres at, or below, the mean
. : ‘ PR

scores *eflected satisfactxon; The mean scores Eo* :he

mlddle class mobxles and’ apt‘on seekers !urrent 1ob attltude‘

are Eound in Table l7

Result ‘ =
. . -,_' '» ‘--'_* - /

Comparison Among The Groups L.
The career ex;:étgtions of the policemen in thé three

: o ; ’ . T B
groups are'shOWn in Table 8 and the numbgr cf years in which

the pollcemen expected - to achleve these positions are shown

in Tabie 9-

-
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P _' TABLE b

CAREER EXPECTATION FOR TEE MIDDLE CLASS MOBILES, ACTION SEEKERS
AND STREET COP

Middle Class Action Street

Mobiles . Seekers - Cop Total
Deputv Chlef . B o , o - 1
Ins ector ) 3. - 0 6 7
Staff Sergeant 3 2 0 . .5
Sergeant - i 0 "5,
. B .
. Remain in their oo : o
Present Rank - g\‘ 0 , 4 1 5
> ' .
TABLE 9 -

EXPECTED YEARS TO PROMOTION FOR THE MIDDLE CLASS MOBILES,
ACTION SEEKERS AND STREET. COP

‘J/\¥§eaf§' - - Middle Cléss Action Seekers Stfeet‘Cops
0] = 0 0 1 -

. O

1-3 5 7 0

: AN

4-6 1 0 0

7-10 | 2 2 . 0

and over \ - 3 \;i- _ R o . ]

\ .
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These tables illustrate that the middle class mobiie

group'have higher career expectations within the police
[N . :

department’than either .the action seekers or the street
cop. Furthermore the middle clase mobile officers desired
to reach their expected career positions faster than the
action seekers or tbe.street_cop,

The middle dlass mobiles, action seekers, andthe

-

street cop's external educations are outlined in Table 10.
; ) : . X

Table 10 indicates that the middle class mobiles appearef to
have higher education; four individuals had some“oniversity
~and two individuals had college “training as compared the

action seekers who only had two inmdividuals with some

2

unlver51ty and college tralnlng. ’ ot

-

The 1nternal tra1n1ng of these groups are shown in
Table 11. Internal training was measured in terms of their'

experience that an offlcer gathered by worklng in dlfferent]

.

lelSanS w1th1n the department. The mlddlé (iass mobiles
L\:i: Skx 1nd1v1duals who hoped to work 1n four lelSlonS, one.

1v1dual who hoped to work in- three d1v1sxons and four

1nd1v1duals who expected to work 1n two d1v1SLons. Among

N ) A - 1Y .
the acthgﬁseekers three expected to work ln four lelSlons,

”»and seven in two d1v151ons. The street cop was satlsfled

_lw1th worklng in one lelSlon. Thus,;m;ddle cLass moblles;'



TABLE 10 "jﬁfli % RS

EXTERNAL TRAINIWG FOR THE HIDDLE CLASS MOBILES “ACTION ssaxsas.f*'f','iT

AND STREET COF L e
, L ;”ﬁidaiéiciéng;'_ '_ R S 3}x£if
Education” " | - 'Mopilegj NS Act;on-&égke:§ 1;v‘-\ L
‘High School L A.::"‘f:_:_‘_'l__'»s". '__". ‘f 67 i
College ‘ .' “ : (2 J ’ 2 IR o : _ "_" =
Unive;sity o " ;?ﬁlifuﬁtqiﬁ_T?‘;-Ebl}éiéziﬂ:u;_i,{;utkifo;ji ;f{;;sif':*: 

ra

“L7"TABL£111 ;ﬁ'i'ﬁtf"iﬁii:_f*.ifw,Li.:5f3‘ai N
 INTERNAL TRATNING FOR THE NIDDLE CLASS . MOBILES, ACTION
T SEEKERSAND STREET COP ‘

Different - :-l}f }Ni&diefblgss"rfg'--fV'f '_w¥‘~»f':1.f'ffifﬂf4[;1lj;m,
Divigions' . . . Mobiles! .~ . .Action Seekets .~ Street-Cep -7

B A E Uhy LT B T LI M S
* .. LA e _-.. ’ N - e . ! ’. - ‘ o i . T e -:.,_d. . ) e : .-d_ A
. 1 . ";. ; . e ,‘._ - ,—— _ ‘ ) ..".0.' ) -
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~Wwanted to work in more.divisions within the police.
‘organiZatign,and consequently gain more experience.and
internal training than the action seekers and the ‘street

-

.cCoDp.

hl

Fulfillment of'the-éoliceman's career expectations is
ALllustrated in Table 12 Three mlddle class moblles
;belleved that their ‘career expectatlons had been met to a
_ very great degree, six to a great degree, and two .to a

'mooerate degree. In contrast, two action seekers claimed 7
'chat‘their career erpectations ﬁao been met to a.verj great.
o degree,.three to‘argreat degree, two to a moderaterdeéree,‘

. ‘ ‘ .
‘oné to some degree apd one stated that they had not been met

E

‘.at all. The street cop claimed that his career expeéctations
. s

had been met to a great aegree. -

The ldeal career path of "the pollceman is shown in
"QITable 13. " Three middle cla vmoblles.belleved that they
,had‘aihrgh‘chance to achiéve their ideal careér path
'coﬁpared to one actioa seeker. .Two-middle clasé mociles
rbelleved that they had a falr chance of ach1ev1ng their
ldeal Career path compared to three actioen seekers., Flnally‘
v51x mlddle class moblles belleved that their chances Were

low in ach1ev1ng thelr 1deal career path as compared to flve .

'-actlon seekers, and one street cop.
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TABLE 12
< . <L . . i o

CAREER FULFILLMENT OF THE POLICEMAN'S EXPECTATIONS .

)“? | L Middie Class - . - :
Mobiles - _Action Seekers Street Cop
: “ . .

Very Great _ o 3 Lo ' 2 0
. Great | ‘ ¢ o 3 - 1

Moderate .\ ' i ‘2 , E ] | .0

Some a 0 I . "'o

Not at All Y ¥ . | 0

Missing Value 0 . o 0- .

TABLE‘13 .

-

CHANCES OF REACHING THE IDEAL CAREER PATH FOR. THE MIDDLE CLASS

2o MOBILES, ACTION SEEKERS AND . STREET COP
-Hfddie Class = _ -
Mobiles - Action Seekers =~ Street Cop
‘High Ty P S g
N 't o . o

. Fair. | R S S

Low g - . s s '1

Missing Value S ' b' t_ a IR B o N

j

o
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’

In sdmmarizihg Tables'12 and‘Table:l3, the middle-ciass
.

mobiles clalmed that thelr caree* expectatlons had generally
been met whereas the actlon seekers were not as satlsfled.
Both the mlddle c‘ass moblles and the actlon seekers,
_ however, expressed the same attltude concernlng the
.p0551bl11ty of achievxng thelr 1deal career. paths.

The Dresent career satlsfactlon of the Dollcemen is
'shown_ih Table ;4. Two middle- class moblles 1nd1cated that

.'

‘they were totally satlsfled fxve were satlsfled,‘one was
relatlvely satlsfled. and one was total1y dlssatlsfled Qlth
_regard to present career .status.” Two actlon seekers clalmed
to be totally satisfied, five were“satlsfled, two were
relatively'satiSEied,iand onefﬁas totally dissatisfied with
" .regard to presentvcareer status. The street cop., appeared
-to be satlsfled thh hlS oresent career situt3Itien. Hence,
a;l three groups appeared.to he generally satisfied with
their'preseht.career_srtuations,i "

':ﬁn'examihihg thevpplicemen's future career satis-
‘factioh ITable l4),-the-resuits show:that.dhe middle class
" mobile was totally satlsﬁled,—three were satisfied, three

iwere relatlvely satlsfled and four were relatlvely

——




-

"TABLE-M’

'PRESEVT AND ’UTURE CAREER EXPECTATIONS OF THE MIDDLE CLASS MOBILES,
‘ ' -ACTION SEEKERS AND STREET COP - . I

J‘”fTotally :
“Dlssatlsfied

‘Totally
Satisfied:

Mlddle Class

Moblles Action’ Seekers . ,fsﬁréét Cop-.
'Present . .. Present - Future fPresent{Futute- 
1 1 1 0 0
0 an 0. 0
‘2. 0 1 0 1
1 2 2 o 0
s 5 3 1 0
2 2 P 0 0

.
- :
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. : c ).."v
dissatisfied. ,Inlcontrast,_one actlon seeker claxmed to be.

totally satisfied, three were satlsfled two were relatlvely
satisfied, one. was relatlvely dlssatlsfled, one was
dlssatlsfled and two were totally dlssatlsgled thh thelr.
future careers. - The street- coo lndlcated that he was-ﬁ
arelatlvely dlssatlsfled Wlth hls future career sxtuatlon.:
Thus, lt appeared 'that the actlon seekers were mare
dissatisfied with their future career situatiPnS'thanlwefe
the middle class mobiiee.r

- Table 15 shows the areas where the pollcemen are sat-

isfied 1n“relat¢on to their job dlmenSLOns._ Mlddle class

mobiles appeared to be satisfied with the salary” the job

~ security, the nature of police work , . thezr physxcal
. security, the opportunity to meet and help people. the
independence, the worklng,condltlon, and the exc1tement of
-their work. -“.‘ C ‘ - - : .
The‘ection seekers indicated‘satisfection with the.
lseiary,=the job secufity. the retxrement plan, the -

opportunity to meet and help people, the varlety in the

work, the independence, and the excxtement of their workr»

“ ?3 . ;
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'TABLE-15"

JOB DIMENSIONS 'FOR THE MIDDLE CLASS MOBILES, ACTION SEEKERS AND

: N'Salary

~ Pramotional Pollc1es
Shift Work
Equipment on the Job
- Job Security -
Quality of Superlors/
. Supervision

'.,rOpportunlty for Tralnlng

"~ The Nature of Pollce WO!K

Beats -

Communlcatlon w1th the
Force ;

Criminal Justlce System

" Your Physical Securlty

Uniform

"'”Opportunlty for Recognltlon

. Opportmity for Self-
Satisfaction ) »
‘Methods of Performance
.. Appraisal .
Opportunity- to Improve'
. Education.
Retirement Plans

‘Opportunity for Achlevement

. Hours of Work -

- Opportunity to Meet and
. Help People. - | : -
Variety .in.the’ Work
Independence. .

Discipline’

fPersonnel Pollc1es

- Working. Condltlons

" 'Opportunity to Assume.
RESPOHSLblllty

Opportunlty to Plan a Career

- Sense of Belonglng _
Excitement in- the Work

‘ Annual ‘Leave-

~'Paperwork - Repbrt ertlng

STREET COP
Middle Class o Actiohg:- Street’
Mobiles = Seekers: - Cop.
‘Dis. Sat. Dis.. Sat .Dis. = Sat.
0 1 o _10 -1 0
"6 3 6 20 1 0
1 8 4 6 . 0 1
2 8 - 4. .6 0 1
0 11 8 - 10 0 1
1 B 2. 7 1 0
4 .6 4. 3 1 0
0 11 2 .8 0 T
0 8 0 6 0 0
4 N 4., 5 1 0:
9. - 0. L8 .1 0
0" - 3 6 1 S0
1 T 2- 5. 0 ST
0 .8 4 4 1- -0
0o e a7 o
s 5. 63 0
2 s 3 77 o 1
1 ) 0. 10 0 p
T 9. 4 6 J S0
1 “10 2. 7 .0 a
o 1" o 10 e 1
1 210 - 0 10 - 0 1
0 1M .0 A0 0 1
3 10 3 7 0 -0
L3 4. 2.6 1 0:
N A 3 700 1
" 10 - 2 .8 o 1
g 4 -4 . 4 1 0
-1 '8 2.8 1 1
0 AT 0 10 0 0
0. -1 1 9 - 0 1
5. g - 3. 7 2 0

POpST -

R
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_ Finally, the street cop seemed to be satisfied with the

' equigﬁent on the job, the job security, the nature of police
"work,. the uniform, the opportunity to improve education, the

retirement plans, the hours of work, the opportunity to meet

and help people, the variety in the work, the indepeneence,--

the working conditions, the opportunity to assume
.responsibility, the sense of belonging, ‘and the annual
leave. -

. Overall, it appeared that the three groups weifxall
agreeable and satisfied thh the job securlty, the

opportunlty to meet people and the 1ndependencel

Dissatisfaction with the policemenis job dimensions are -

also shown in Table 15. The mlddle class moblles expressed
_dlssatlsfactlon wlth the prcmotlonal pollcles, the crlmlnal
justlce system, the method of performance appralsal, the.
opportunitj to plan a eareer, ahdhthelpaperwerk.

The action seek;;s ciaimed dissetisfaction with the
promotlonal nol;c1es, the crlmlnal ]UStLCE system, and the

method of performance ‘appraisal. “'

The street cop lndzcated He was dlssatlsfled;w1th the T

salary,.the promotlonal pollcxes, the quallty of superVLSor/

supervislon, the communlcetlon WIthln the force, the
. . ‘ o . . ' ) . 7 4
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criminai jest§ce'system. the ph?sicaltsecurity, the oppdrtuer
6ity £or redegnit;on;‘the methods of performance appraisaiﬁ
the persdnnel pélicies, the 6pportunity‘to plan a career,.
and the paper work. In conclusion, the threeegroups
appearedto be dissetisfied with the'promotiehel‘policies,
thecriminal justice'5ystee, analthe'method ofiéerformance
qppralsal. B | -

o The resnonses to the pollcemen s current job attltude
' " are outllned in Table 16.‘ Due to the fact that only one
lndlv1dual was cla551fled as a street cop his responses w11i
not ‘be analysed.

In examlnlng current jOb attltudes for work, fxve

~ middle class moblles were satxsxfed w1th thelr work and 51x

“.were dlssatlsfmed as compared to four actlon seekers who‘

‘were sat:sfled and four who claimed they were dlssatlsfled
with work ' |

i‘aRegardlng superv1510n, five middie elass-mobiles:
clalmed they were satlsfled while six claimed they were,
'dlssat;sfxedmuon the_qther band, three actlon seekers were.

;,Sat;sfiea-ehd'five qezefdissetisfled.
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TABLE 16

CURRENT JOB ATTITUDES OF TEE MIDDLE CL2SS MOBILES, ACTION SEEKERS,

. STREET COP

Middle Class _ : n :
_{f- Mobiles . Action Seekers Street Cop
. Sat. -5 ‘ 4. ‘ .
Work : o T . . ‘
Diss. : 6 _ 4 0
. sat. s 4 0
Supervision ' ‘ : -
: Diss. 6 4 o .0
sat. - 5° - . 3 0
Co~worker : . : . ‘
.Diss. : 6 . 5 0
sat. 4 3 - a
Pay : o .
- Diss. 7 : .5 _ Q
- sat. 6 4 0
Promotion ,
L ‘Diss. S5 4 0
- ‘ -
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With refe:eﬁcé to pay., four middlie class mobile# were
saFiSEied and seven were dissatisﬁied,‘whéreas.three‘aétion
'seekers were éatiéfied-and five were dissatisfied.

Finally, with respect éo pro&otfon, sig middle’class'
mobiles gere,satisf;ed and five WérE'diﬁsatisfied,-ﬁhile
four ac;ibn séeker; were-éatisfieé and four were
:dissatiéfieq. Thps,'both the middle class mobiles .and .
action seekers were diésatisﬁied with work, sﬁﬁefvision{//
co—workers? and pay ahd wére'somewnat‘satisfféd withr‘
prorﬁ.oti;ms . ‘

_in'examining the mean score for variables in current
jbb:éttitudes (Tablell7),“wé'Eoundlﬁha; the'hiddle class
mobiles were.more satisEied with”ﬁhgif:work (38.5},
éupe;vision-(45.4j, co-Qo;kér (39.6),. pay (14.6) and
prpmotion {9.8) compared to the policemen who,wéfe

classified as action seekers.

-
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"TABLE 17
MEAN SCORES FOR CURRENT JOB' ATTITUEBE OF. MIDDLE CLASS MOBILES, .
'ACTION SEEKERS AND STREET COP | R

- - .
Middle Cfass ' ‘ o :
-Mobiles .__Action Seekers  Street Cop

X o X
. Work . e C I A T faghas o Tas
 Supervision . ., 45.4 . k '_‘ . 47.63° - 337
:Co-worker . .', h . 39.6 '  H  '_ - 49.63 R 41
Pay T a6 : 14.75 . 11

Promotion _ , 9.8 10,75 T [

—
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Career development from avpollce organlzatlonal
.perspectlve presumes the legltlmacy of the employee s needs”_f;jf”
at all levels and should prov1de the best p0551ble match L --wfil;}lg
w;th organlzatlonal needs.l th alE'lnd1v1duals,‘howeverfp;:f‘
'w111 be promoted to thelr expected p051tlons} because of" thed'

L

organlzatlonal structure of the poche force. and a congruent'
promotlonal process ) Once a pollceman reallzes that he. wlll;
not be promoted he ‘can bec0me dlsgruntled Feellngs of :
frustration and dissatlﬁfabefgn\%an affectajob performance' S Eji;
and tend toward low. morale within the organlzatlon Vlhis-.
. has been the basic premise on which thlS study has been
made. - ?; : : . . o . - :
- : : '
It has ‘been further argued that .in a- pollce department
where there is high morale, performance w1ll be Q'l .
/exceptlonally good and that thls.good performance will(be
reflected in relatlvely hlgh crlme clearance rates;
Consequently, in a pollce>department where there is a low
'morale, performance Wlll be relatlvely poor and thls poor
performance w1ll be reflected in relatlvely low crime.
‘.,clearance rates.: Nonetheless, whatever the overall morale

of a department may be, certaln 1nd1v1duals W1ll have high
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"ﬁoraie, regardless Qf the oooortunltles rcr~Dromot€bh~and‘mfﬁf?fff;w,'
- - ' ETER I
others wlll have a: low morale even 1f the oooo*tun*t*es EOr~“ R

PR -&:.

_’promotton are unllmlted

The morale of the lndlvxcual.oollceman lS deoeqdent-

‘upon hls perceptlon oE hlS career orospects ana 15 affectedh;

',by a number oE other factors, all of whlch ln comblnatlon; gfyf;‘lf’

.consplre to determlne the strength of hlS de51re.ror

‘promotlon. It 15 ln thls“context that the efFect oE ST .
‘ A% S 'c:ii L
'_promotlon in a pollce force has been sﬂudﬂed ~f“fl:‘7;“ o ]

v,
~'

The data necessary Eor thrs study were obtalned through

. a questlonnalre admlnlstered to l04 members of_the Branthrcf

PoL@ce ?Qrce.seeklng 1"f°rmat;onkon; -fi hqii'>5:c _52%5;;
: (1), the ca*eer expectatlons of the pOllceman»_i-?iiij;j_?'-
il(Q)”What the pollceman dld to attaln these caree,__d;_;' T
. expectatlons, g 3 ,,_' T RO »A‘fiff'iﬁ'-_'

f(3§fthe polkceman 5 percept;on of fulflllment of
) _‘hls career expectatlons, and ‘ :

2'=‘t4§:hls satlsfactmon w1th ‘the attltudes toward the
"*'-;dlfferent dlmensmons of his 3ob.‘ T

1.

In addltlon, statlstlcal lnformatlon on’ the oerformance:
of the pollce forces 1n Brantford Peterborough and Guelph
- was collected from StatlSthS Canada publlcatlons."

f_Informatlon was also gathered on the promotlon polrcy

.]followed by the Brantford Pollce Force;,:.;}
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3 The data reveglgd:
1, The promotion policy follo@ed in-Braﬁtford was sugh‘that-
. it gave the offlcers no indication as to how éromction
AN ' _ would be méde, thu; cfeating a considerable amount of
ffustration and dissatisfaction among them. |
2. The pgzggrmance of the Brantford Police Force in te;mg
" of crime clearance rate wés poor in cohﬁa;ison with.thé
Gugléh and,Peterbogough Police De§€rtments.
3. . On thé‘basi; of guestions ge}atiné‘to career aspiration
and motivation to jéin-a.policg'force, it was pgssible_'
Ato sepafate tﬁe"Brantfofd_pclicemen into three groups:
ls.aciion'seekérs} ' .
25'middle class mobi¥s§; and -
_3).$;reet“cop;; - f -‘5'
bThére‘wére'ten poiicemen ciassified as éct106 seekers.

Action seekers are individuals who join the police force

in the belief that it will either provide them more :

\

exXcitement or permit them toc escape the monotony
. " . T

they experience’in_Eheir,previous_éccupationsﬁ
- There were eleven pblicemen classified_as middle
class mobiles. Middle class hobiles_are'individuals

who join the police force because policing is considered

to be a professional occupation previding a ladder for
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soc1al advancement w1thout the need for hlgher

_education. Only one Dollceman was ClaSSlfled as a

street cop. Street cops are 1nd1v1duals who ]01n the-

- police fqrce for the secur;tyxlt,can bring to thelr

ﬁa\ily. EEEEEEE i

The career expectations of the policemen varied from a
desire to become a deputy chief "to being satisfied with
_remaining in their present positions. The middle class

- mobiles had the greatest ambition. Ohe middle class

moblle wanted to bécome a deputy chlef three wanted to
become 1nspectors, ‘three wanted to become staff
sergeants, and fouv middle class mobiles wanted to

become sergeants. No middle class mobile was satisfied

-to remaln unpromoted

- Actlon seekers also displayed a certain aﬁount of
embrt;On. Three_wanted to become-xnspectors,‘and~two
wanteavtg become staff sergeants; however, Eour:wefe
satisfied to remain in their present ranks.

The stfeet cop had ne ambition to be promoted. He
claimed that he would be.happy tc remain iﬁ his_preeent_
éosition; . ‘
Middle class‘mobiles not only had the greetest ambi-

tion for promotion, they also revealeg themselves to be

»



the ‘ones who were most interested 1n upgrading their

'_education.and gadning-more“erperdence.bé workipg id,

‘:various‘divisions,in order to_be.recognized:tor
advanbeﬁent{'dInucontrast; most of:the policemen_who .
were‘classifiedvas action_seekers;d}d not appear to:

exert much energy in this direction. The middle class

mobiles were extremely motivated, had'extremély"high
career goals, "and desrred greater rewards ‘than exther
the actlon seekers or the street cop The. mlddLe c‘ass'

mobiles-perce1ved;that certain outcomes would-result

from higher education and further-training which they

i

belreved was needed’ to obtarn the expected career

p051tlon. The actlon seekers,rhOWever, although not, ‘as

1nterested in 1mprov1ng thelr skllls for promotlon,-

belleved that - they WOuld advance faster to thelr

expected career DOSlthn than the mlddle class moblles., '

Slnallyp the middle class moblles percelved that
advancement would result Erom hlgher edpcatlon and
further training- . |

6. Ail of the policemen had taken courses offeredfoyrthe>
Ontario Police.Commission., Moreoeer, they all claimed
that they were provided with the opportunity‘to improﬁe

their education outsideﬂfhe police force and that they
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'f;were satlsfxed w1th these prov151ons.i Only~a-few,f"

f)however, sought to do so by taklng unlver51ty or college"

n "

”-courses and the majorlty of these were mlddle class _‘

'"mobllest Some of the action seekers also sought to

'1mprove thexr educatlon by- taklng ‘COurses at un;versxty{‘
but the; were: few and far between. The mlddle class
'moblies were more lnterested in’ external educatlon' -
‘because they wanted to merove thelr SklllS and
-hnowledge for ceree: oevelopment andljoh performance.
The action.seekers, oh»the other hand, stated that
external educatlon was unlmportant espec1ally 1f they
had no de51re to Eurther |

their careers. -

vRegerding internal tra;ning and the experience gatherede
by working in various divisions,‘some'policemen‘wented.
to work in many dlfferent d1v151ons Whlle others wanted

,to work 1n only-one.‘ Six mlddle .class. moblles wanted to

work in four different d1v151ons to 1mprove their traln-=

an, as compared to three actlon seekers. The majorlty

of action seekers stated that they wanted to work ‘in

just two dxfferent divisions. The street cop. was
satisfied w1th worklng in one’dlv151on.
The middle class moblles cla;med that they were

satisf1ed with' the opportunlty for internal tramn;ng,

>-(
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while the action seekers and street cop believed that

the police force offered them little or nQ‘opportuhity

to imprévé their skilis. Thus the middle class mobiles

believed the police department offered them opportunity

to improve their skills and understanding and they made

I
full use of these opportunitiés perhaps because they
-w/

. were contingent upon the effort to attain the requisite

faction with ‘the promotional policies inthe Brantford

skills within the police organization. The action

.seekers and stfeet-cop, on the other hand, believed that

the department offered no opportunities and they did not
attempt to.gain additional training by wofking in

different divisions.

All of the policemen in the sample expressed. dissatis-

-

Police Force. Amazingly'gnoﬁgh, however, among the,
Eraﬁtford Pciiéemgnfﬂthe middle class'mobilgs wete'ﬁhe
most satisfied with_promotional policies’ and thef
claimed that their career e;pe;tations‘héd éeen

generally met. Action seekers, on‘ﬁhe‘o;héf hand,

claimed that their caréer expectations had only been met

to a moderate degree.

W
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.?,J Flnally, w1th respect to the other aspects of thelr.
""work, mlddle class moblles were as satlsfled as. the‘,p
actlon seekers and the street con W1th job secur1ty‘ahd
'
_the opportunltles to meet people and to work 1n an .
lndependent manner.. They all appeared Lo be=

.

dlssatlsfled wlth promotxonal p011c1es, the criminar

’

"Justlce system, the lack of career Dlannlng, the method

'of performance appralsal and the paper WGrk.c-

o The’ jOb attltude of the pollcemen 1n Brantford

appeared to’ be negatlve.. However, the mlddle class

mobiles were less dxssatxsfzed than the actlon seekers
'..w1th regard to several workxng cdndltlons-—superv1510n,
.co-workers, salary, and promotlohs.;‘?d“h ”

. All: the pollcemen expressed satlsfactlon wlth thelr
1present career posxtLOns on the poche force. The
actxon seekers and the street cop belleved that they
waould also be satlsfled with thelr Euture sxtuatlons,
wh1le the mlddle class moblles believed that they would
be dlssatlsfled. Advancement w1th1n the Eorce ‘was’ more

lmportant to- the mlddle class mobxles than to the actlon"

“seekers-and the street cop These factors,.coupled wlthf'
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the‘knowledge of limited career'oooortunities withinmthe:~

force. resulted in the middle class mobiles belng less
llkely to be satlsfled w1th their future oosxtlon.
" The theoretlcal framework of thls study led to a
number of hypotheses,'some of Whlch have been expllc1tly

stated andusome whlch have béen ;mplled:'

1) all pollce offlcers experlence a hlgh degree of
o unfulflllment in certaln dlmenslons:,

.2y mlddle class moblles experlence a greater degree of
' unfulfillment with regard to promotions dnd career_
-:develooment than elther the street cops or actlon

seekers. Coee S
. N , - . IR T
'“3)-m1ddle class moblles have" qreater promotlonal

_ asplratlons than exther the street .COpSs and actlon
‘seekers," Lo . :

: 4i'm1ddle class moblles make greater effort in terms of
“ * training and educatlon to obtain prohotlon than
elther the street cops and. actlons.

‘S)imlddle class moblles are more dlssatlsfled w1th'
promotional procedures than elther street cops of
'_'actlon Seekers. ;

'thﬁ}fmxddle class moblles are - less Satleled with thex
" progress they have made 'in terms of career. ) .
-development than the street’ cops and actlon seekers.
-and .

7{ mlddle class moblles are less hopeful oE ach1ev1ng
" their career ambitlons than the street cops and
'actlon seekers.

J.The data gathered in this study support the flrst,-

D second, th;rd and fourth hypotheses, but does,not-supportf
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'"{the flfth, sxxth, and Seventh hypotheses. The fallure of
.'the data to support the last three hypotheses ls only

'u.comprehenSLble 1f the mlddle élass - moblles are thought-to f“,i'. ,jﬂ*
Hhave dESlSted from expreSSLng thelr real feellngs. .This" lS

'a p0551b11lty because a number of pollcemen, who had falled:-

“to respond,‘attrlouted thelr fallure to the p0551b111ty oE t.; 1 L

thelr belng 1dent1f1ed._ Under these c1rcumstances,, t would

-vcertalnly be seen as foolhardy to reduce thelr chances of

‘When ‘this study was undertaken, the Chief of.thed:
'Brantford Pollce Force was approached to obtain his support o H“tj
'cand cooperatlon prlor to collectlng the data. .In
\jorganlzatlonsfguch as the pelice force there ls a general
>7bellef that the cooperatlon of the lower ranks is more E
.'lxkely if the approval of the hlgher echelons - 1s flrst |

:obtalned- When the study was dlSCUSSEd w1th the Chlef, he
:was confldent that there would b a 100 percent response
f‘rate;.l.e. that every one of the lO4 offlcers would return
" ‘the questlonnalre completed "In addltlon to thls{ the
‘Brantford Pollce Assoc1atlon was also aporoached to obtaln'
‘thelr as515tance to encourage the 1nd1v1dual pollcemen to
part1c1pate ‘in the study..'The hlerarchy of the Pollce
,Assoc1atlon saw no reason why there should not be a 100
percent response rate and even offered “to dlstrlhute and”

collect the completed questionnaires.
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infspite ct,the support from the Chief and thelPOILCe _
Association the response rate was low.‘ This low response
“rate from the Brantford Pollce Force reveals one of the
-;problems assoc1ated w1th ootalnlng 1nformat10n from police
-dorganlzattcns.. | '
Accordlng to FOX - and Lundman(l), there are;twc barriers
::that must be. overcome in” order to successfully galn access
',to a pollce department. The fxrst task is to obtaln
';approval from those in control of the organlzatlon. ThlS
.approval s usually assoc1ated thh such consxderatlons as
confldentlalrty of the data,_feedback to the pollce force
jand the contrlbutlon that the research w111 make toward
‘J'developlng the department s pollc1es and objectlves and

;towards 1mprOV1ng lts welfare ‘and 1mage.' W1thout thlS

approval, the necesssary-data~cannot be-collected.

The second task Ls to obtaln apprOVal Erom the potentlal
'f‘respondents.” Slmtiar cor51derat10ns play a part in the'
respondent s approval but 1n relatlon to the 1nd1v1dual

‘polxceman and hls posxtlon in the department rather than 1n
TrelatLOn to the pollce department and 1ts p051t10n rn
“~59°19ty" In thxs study the Pollce Assoczatlon was
unsdccessful.ln helplng_to‘cvercome this barrler; Discrete

_“enquiriesfmade-oF*indiQiduai policemen as to why. they did



- 124 -

-not respond revealed a number of reasons. They did not see

any benefit in completing the questidnnaire; They believed

that they could be 1dent1£1ed from the questlonnalre, and

.that therefore they could not respond'hqnestly. They feared-

that the information on thelquestionnairercould be.demaging
to their future career prospects. on the police force. Tney
believed that it was an inopportune mement to expreesdtheir -
views on promotions; considering'that the Brantford Poiice |
Force was in the process of changlng their oromotlonal i
pollc1es whlle the study was belng conducted |

The problem of low response rate may have.been solved
had the study beeniplanned differently.' Instead of having
the Director of Research and Planning distribute the quest--
ionnaires, this should have been done‘by the researcher.
ThlS would H%ve 1nvolved the researcher spendlng tlme in the
department to meet the individual pollcemen, to discuss and
explaln the study.

Another problem with the study was the unanswered quest—
ions in the - returned questlonnalres.- Some of the police 7

officers had dlfflculty answerlng questions they found -

. unclear or‘ambiguousf' Others believed that the gquestions

intruded on their privacy or .thought that the questionnaire
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was too long and con51dered its completlon an. unwarranted
1mp051t10n._ . -

Due to the low response rate on the questlonnalre, nop:
‘only was it 1mp0551ble to engage 1n any statlstlcal
-analy51s, 1t was difficult to compare the three career
stYles (mlddle class moblles, actlon seekers,kand‘streee*'
cops) in any way, that would have lead to any meaninéful
conclusions.' The data, however, dld prOVLGe the opportunity
to examine the quesgxon in an exploratory manner.

> The lmpllcatlon'of this study wasfworthy_qf the con-
sideration of concerned police adﬁinistrators. If the
results of this study can be extrapoiated and applied to all
policemen, then the magnitude ijtheé;roblems associated
with police promotions become apparent. |

Police departments shouid empirically assess and
validate the content of‘their promotlonal polLCLes and
career development. Such an assessment .would undoubtedly
discover the need to develop ehtirely new criteria that
relaée specifically to the performance required by the_new
position rather than on traditional and“possibly eutdared-

departmehtal values’
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SUBJECT "Thés|>5-..0}1ce Promotions

. A city resident, John Kiedrowski, udent of ‘the Universi
Y dent, John Kiedrowski, a studen®t of ‘the Universi

A ty
of Qttawa, has soT1c1ted the Force's co-operatior in conductin

a-study on oo]1ce promotxons for his thesis in.- Cr~n1nology
0uest10nna1res which can’ be comp1eted anon5w0u51v, will ke .
distributed to each sworn member. Please retur :nem to
cur: PlannIng gnd Qe,earch ““1cer

The outcome of th1s prOJect w111 be awa1ted w1th 1nterest
and could result 1n changes to our’ career p.arn1nu and promo--
t1ona1 process. : ;

- _"I;":_',.. }(4 é{.’{.a_,.—- .

'-Deputy Chief A1V1n W..Barber
feor _ -
Chief Jchn G. Weir .

:?TA:me
- Copies.to A1l @ranches, Sectiofs and Units

Y

ng
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" T0: . MEMBERS OF THE BRANTFORD POLICE FORCE

As‘part"of my M.A. thesis in'CfiminOIUQy‘af Univeréity of Ottawa, I am
exam1n1ng pol1ce promotions. The u1t1mate goal of this study is the
'recnmmendat1on of policies and procedures that will better allow a

: member to express and follow a chosen career path, and allow the
drganizat1on,to better_utij1ze its available manpower.

‘Thé‘Brantford Police Force has shown a'great deal of interest in this
thesis and has,d]Towed me to apbrdach individual members for their s
opinidns on current career and promotional policies. The results will
have. an 1mpact upon career plann1ng in your Force, but they may also

j a1d other forces across the country.

"Thé'attached'quéétionaire' which may be completed anonymously, will

. allow you to express your percept1ons of both your current job and
-overall career w1th1n the Bvantford P011ce Force

- The fonn can be comp1eted in less than th1rty minutes and can be done at
your gown convenience. As the results will be used to critically
examIne the career and-promotional policies in your Fonce, the return

: df the form is most important The value of the information that can be
| provided depends, to a large extent, on the number of members who

" .complete the form. 'PLEASE GET INVOLVED

-
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. PART L

Background Information

Although you may complete this questionaire anonymously,

we do require some background information so that the results
can be reported in more depth. This reporting would be in
group form only - for example, Patrol Division personnel feel

that ...... , the Constables stated that ..... ., younger members
of the Force feel that ...... s
. C : »
. Rank ‘ ' Age . {in years)

"Current Posting

{eg. Platoon Patrol)

Education (please be specific - include last grade of high
school compeleted, community college studies, and, s
university studies)

Mariia] Status

Number -of Dependent Children_

Does your spouse work? (check one)

ne full-time permanent part-time‘
occasional part-time

Mother Tongue

Kno@]edgerof other official landuage (check one)

fluent "good "~ average poor none

¥

‘ PLEASE GO ON TO PART IT
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PART 11

\'.

Carear'Historf

In this section, we would Tike to get some idea of your
service‘backgrpund-to date with the Brantford Palice Force.

Date EﬁroiTed in Force :
. ‘ Year - Month

Transfer History -In this section we wouid Tike you to give
a brief outline of your career in the
following manner. On the first line below,
list the first Section you were posted to
following completion of Basic Training. , In
the space provided also list the year inj which
this occurred. List your subsequent transfers
in the same manner (one per lihe) toge
.with the appropriate years. Your last Jfisting
should be your current assignment.

~ Year

First posting:

Transfer:

Transfer: -

Transfer:

Transfer:

¢ Transfer:

Transfer:

Transfer:.

Please use the reverse side of this page if more space is needed.-

* Promotion History -This section is similar to the previous one
but instead requests dates (only the year)
of each of your promotions. Include any
promotions to 'old' ranks such as Detective,
Corporal, etc., if applicable

Year - _ Promotion

Please use reverse side of this page if more space is necessary.



Training History

In this sect1on ‘we wou]d like you to list any course you have taken -
QUTSIDE the Force, since joining: This would include police.

related. training, academic upgrading, or even general interest
courses.. Please list the approximate date of the course {if you
remember), the title and the sponsoring institution. (Please -

1nc1ude 0ntar1o Police College recruit tra1n1ng -if yqu took it. ); e s

" Year . '.“. ; Course Title . o Sponsor1ng Inst1tut1on

=139 - . oL T e

PLEASE GO ON TO PART III
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.Exgectat1ons upon “joining . the Brantford Po11ce Force-

-

" In this sect1on we would like you to think back to when ‘you'

f1rst 301ned the Force and respond to the following 1tems
"Check the 11st of factors.below and make a'mental note of those
'that prompted you to join the Forée. ‘Once.you- have determined
which these were,-please.-rank order.them accord1ng to their

"dccording -to .their 1mportance to you at the time you joined. Put a

-ﬂ:"!" beside the most important,-a."2" beside the second most
important, etc.’ *You need not rate’ all: of these, on]y those that
- m0t1vated you to 301n the Force: :

) 4 i-ui‘j 0pportun1ty for Advancement ~'7""

e " 'iJob Secur1ty N
L The Type of Norﬁ oL

_ Opportunity. for Recognition’ t_”"
'_Salary .. “n:‘?; ”
‘ 0pportun1ty for. Tra1n1ng~- - _
‘ "Opportunity o’ Improve Educat1on CT
"Gpportun1ty for. Ach1evement ST '

0pportun1ty to ‘HeTp People.. .
-_ Variety. in Work Schedu]es Do .
?'nD15c1pI1ne in the 0rgan1zat1on f‘
1:0ther (PIease specify)

.:_Other (P]ease,speC1fy) e ‘--'1 -

' To this p01nt Jin ttme to what degree have these expectat1ons been met .
Check. one) : X

To a very'gneét.degnee"”'
To a great degree ' f g
To a moderate degree =
To some degree: - .
Not at.all .. "



A

Current Job At 1tudes ”125 s

‘In the foTIawang sect1on we are 1nterested in your att1tddes
toward- various ‘aspects af your CJrrent ewploynen WTuh .ne
Brantford Police Force. el ) s

) Below you will f1nd f1ve factors ehat are ‘ass0C aeed WTLh yOur ’on
- Under each is a list of adjectives. that’ refer ¢

t"at factor.

In the space beside eagh adjective insert-a. "Y" 1f it uescrwbes
the factor, an "N" 1f it .does not describe the. °ac.or, gr a "™
For exampler, if you feit
fascinating, you woutd insert g "y"in 1he suatfb opp651te that word

if you are not Sure.

HORK
Fascinating

_w___ﬁoutine‘

_;__4§atisfy?qg -

.+ Boring - _
Good

Creative . '

;l

Respected
ot

*,  ..Pleasant

Useful
. Tiresome

lfl

Chal]engtﬁg
_On your feet .
Frustrat1ng -
S1np1e
End]ess

'I 'l'

_{_

Gives sense of .
accomp11shment

~

H

T

T

)

' suprnvxsxow-

.
S
, LS e
/*
i
J S R
s

wl<
Asks my aCV1ce
Hard to p?ease .-
Jmpol1te; .

Prai ses goad waork

Tactfu]

A

Tnf1uent1a1
ptodate .
Doesn 't supErvase

_endugh
chb¢mméédn

ﬁour AQRK was - Lol N

co-woaxsﬁs""i” S

i Stimu1ae1nc

Bori ng . -

 USlow e
_Ambitious .o
Stupid+ '

__Responsible .
Fast - .' ‘ : -

"

) Inte?lwgent B
Easy t0 make enew:?s :
Talk tod much 3

:i]a:lz ’me ‘fherei_I " __ Smart | e
___ Annoying , i _ lazy o -
-Stubbern ., :Unpieasant .
Knows . job we'll ) NO_?Fiyacyry L
Sad .. . v - Q}ACtTVe .
___Intelligent. T Narrow Interests
‘ __ loyal” v -

___ Leaves me on my

.

Around when needed .

own”

”

_Lazy

Hard to meet

¢
an
-

Try to ref?ect your overall 1mpress1ons “of your 5uperv1s1on But if.

you can't do this in a gereral way, complete this on’ “the 1nd1v1dua1 who

b I

ccmp]etes your perfonnance apprawsa1

R I

~
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“PAY. | B . _PROMOTIONS .
" . Income adequate far normal Good opportunity for advancement
Expenses Dpportunities somewhat limited
13 -ngrmal ' . Lt .
. Barely iive on nor Ef Promotion cn ability

income ‘
' Dead-end job

Good chance for. promotion

\

Income provides Tuxuries

- Insecure _ ‘ '
\\ ‘ésé shan I. desarve - BRI Unfair promotion poiicy
:: Huﬂh]yf_é;d o Infreguent promotions
tlole HE o - — K ) .
' “ndérpé:c ' ‘ Regular promotions
] H » —— ) . X :
T , ; ‘ - Fairly good charce for promotion
- * . ' rd - !
e A S
PR
3
S



‘ - 143 -
¥ o .

. The f0110w1ng quesu1ons can “be answernd by check1ng one of the
five responses : :

L. On most days on your JOD how often dees +1me senm to" drag for you?
© ____ About half, the. day or more ’ s ‘

About one thtrd of the. day )

About one-gquarter of the day

-About one-eighth of the day

Time never sesms to drag

, |

2. Somé pecple are completely 1nv01ved in their Job -*hey are abscrted Ja 1; )
©  night and day. For other people, their job is simply one. of severa? -
interests. How involved do- you feel in your Job’ .

| ___ Very slightly 1nvo1ve ; my other interests ar° more absorb1nc
< . Slightly invoived '

Moderately involved; my jeb and my. other interests are egually
absorbing to me.

S;ronge1y 1nv01ved
very surongly involved; my work)is the most absording interest in my 11 e.

you job which reaily isn't
A

3. How often do you do some extira work,
required and. for which you are not pa

te

.Almost every day
Severzal times.a week

About once a week

—

Once every few weeks
About once a2 month or less

3. Would you say you work harder, less hard, or about the same as cther
members doin@ your type cf work in the Brantford Poiice Forge?

N

Much harder than most others

« A little warder than most others
____ About thef;%me as most others
A Tittle less hard thdn most others s
H\\\ ____ Much less hard than ngg cthers '

PLEASE GD ON 70 PART V
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| o PARTY o
Job D1mens1ons - T e T,

In thlS sect1on, we. uou]d Tike you to- cons1d;;\éae47\>‘fﬁe itams and’

draw a circle around the "S" {f you are satisfied witH that item as it
‘pertains to your job. I you are dissatisfied with the item, draw a

¢irele around the “D".. Oraw a circle around the "7* if ydu are not sure,
-and draw a circle arcund the "HA" if you feel that the item is not app11can1e
or relevant to your current position.. Mark each of the items w1th

your present job in .mind. ‘

salary S oo
. Premotional Policies S 7 D M
Shift Work s 2.0 m
‘Equipment on the Job . S 7?2 0 MNA-
_ Job Security S ?2.-8 "NAT
Quality of Super1ors/Supervws1on S ? -0 _NA
. Opportun1;y for sra1n1ng' S 2 D NA
The Nature of Po)ice Work S 70 WA
‘Beats . § 2 D NA
Communication within the Force - S 7 D KA
~Criminal Justice System S 7 D HNA
. Your Physical Security 'S .7 D NA
- Uniform = - . e, S- 2D N
" Opportunity for Recognition ' S 7. D m
Opps’/Ln1gy for Self-Satisfaction % .72 D NA
Methods of Performance Appraisal ) s ? D NA
Opportunity to Improve Education s ? D NA'
Retirement Plans S ?' DK NA
Opportunity for Achievement S 7 D NA-
Hours of Work : . S "7. D NA
Opportunity to Meet % Help People S ? D A
VYariety in the Work S ? D “-NA
Independence - S 7 D NA
" Discipline ' S 2 D N
Personnel Po]icié; S 7 D NA.

) " o S &mﬁﬁmd..
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“Working Conditions

NA

S ? 0D NA
Opportunity to Assume Responsibility S 7.0 HA
‘Opportunity to Plan a Career S 7?2 D MNA
Sense of Belonging ‘ N s 2 0 -
Excitement in the Work S ? B NA
Anncal Leave S ? D NA
Paperwark- Report Writing s 7 D NA

.Lf there are anv other factors that are 1mpor;ant to you, but
that S\E*not 11sted abave, feel free to write them on the lines
below and rate them on‘the‘sgme type of scale

0
S 7 D NA
? D NA
? 0 NA

Piy

".PLEASE GO ON 'TO PART VI
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Lareer Paths

o N :
In this section we would like to consider your future in the
Brantford Palice Department. More specificaliy, we would-like
- you to chart your future career path. First of all, consider an
ideal career sequence, that is, the different assignments you would
- Tike to get and the order in which you would like to receive them.
LDon't worry about not being able to get the assigmnment you choose;
remember this is vour ideal career path. Some people may want to
move. around more than others, but that-is all right because it is your
choice, whatever you decide. e would also like you to list the
prcmotions that you would 1ike to receive.

~ This ¢an a]l be easily accomplished by u51ng a chart. -Below is a sample.
It does not list all the sections of the Force, but it does show how to
complete the attual: chart that fo]]ows

. Mow . -[Next | Mext] Next. | Next |Mext { Hext |

Platoon Patrol. . - | S 1 =%

Traffic : X - A - *
Courts, Summons, & : o o oo )
Warrants : ,: 1. .. , .

Records & Communications | V4

-

'Youth Bureau _
-, Identification . o : % X -
Intelligence ‘

Yice h .

Year | 1980 |Mg3 (485 13€7 1990 /‘771” /473 |

Promotions C‘T : g‘l‘f Ssﬂf

[

In this example, the person started by listing h1s current duties and
rank (Traffic). Then working column by column, he listed his preferred
career path, complete with years and promotions. Ideally, he would.

like to move to the Courts, Summons, and Warrants Section in 1983, to
Records and Communications in 1985, to Identification in 1989, remaining
in Ident. in 1990 but getting promoted to Sergeant, moving back to
Platoon Patrol in 1992, . and on to Courts Summons and Warrants in 1993

as a Staff'Sergeant

e - . -
“ . ) - e , , .
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. ‘Using the chart below, sketch your ideal career path. It may be.

© any sequence you wish.. 'List the year: that you would see .any i
move taking place.and any promotions in the appropriate spaces. =
You need not use all of the columns.--if your ideal career path' .
involves only two more transfers list only them. [It'is completely
up to.you. Similarly, you may choose which years to insert in
the chart. : : L . ' ‘ :

- Now | Next | Next | Next | Next Next | “Next.

PTatoon Patrols

Platoon Beats

Traffic

-Hit & Run -

"Drugs

“Yice

Youth Bureau

Identification-

£=
In-Service: Training

Courts Summons-& '
Communication

Firearms: Licencing

' Community Relations

Records & Communications

Police Recruiting &
Training

fnte]]igence

PubTic Relations

»

Years 1982

Ranks \ -
2 .
Promotions

-Keeping in mind the ideal career path that you have charted, please
- respond to the qliestions on the following .page.
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On your ideal career path chart you filled in the "Mow" colum and
anywhere from one to six of the calumns marked "Next".
of the columns marked "Next" that you f111ed in, please’ respond to :

' _th1s question:

"You have charted your ideal career path

"realistically speaking, what do you think your
chances are of obtaining each of the m11estones
that you 1isted?" .

The possible responses are: 1.

2.
3.
4,
5.

H1gh
Moderately. H1gh
Fair ,
Moderatelytow

Low :

Now,

For each

Insert your responses ‘on the PREVIOUS PAGE Just over the word
"Next" in each of the -columns that you decided to fi11 in. If
you completed all six columns, you should answer the above question
In this case the top of your chdrt might ook

six separate times.

like this.

NBw' Nexé?

‘Ne'x'; )

N2

Nedt

Piatoon Patrols .

\;x: “

Nej{\

fﬁex%g

The chances of my achieving this ideal career path are 1arge1y
determined by ...... (check one) .

__my own initiative and performance.

mostly my own initiative and performance, but to some
extent on factors that are beyond my control (e.g.,
policies, being in the right place at the right t1me etc.)

equal amounts of my own initiative and performance and
factors that are beyond my control.

mostly factors that are beyond my control but to some
extent on my own initiative and performance

factors that are. beyond my control.

R

PLEASE GO ON TQ PART VII

-

Force

i
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N
-PART-VII
1'Genera1 Career Sati sfact1 on
I. Considermg on]y your career up to and 1ncludmg the

§sent time with the Brantford Police Force, -how .
. satisfied are you with it? C1rcle the most approprwate
number. e ‘ _

1. 2 3 4.5 &

Totally . .. Totally
Dissatisfied . = - - . -Satisfied .
2. Considering. only your ‘career prospects in the. future, how
o satisfied are you w1th then" Circle the most appropriate
number ' - S

“Totally ,* . - ... . .0 Totally. .
- Dissatisfied ~ . - e Satisfied

- Considering -all féctors . past, present and future, how -
do you feel that a career with the Brantford Police Force
compares to careers in other police forces? (check one).

_____Better than most other forcés .--

_____Somewhat better than most other forces

_____About the same as other forces '

__ Somewhat po‘cirer than most other forces
»* ____ Paorer than most other forces

'

B3

PLEASE GO ON TO THE FINAL PAGE
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-

Thank'ydu'VEry mich for your participation in this survey.

- Your candid responses will be of great benefit in the

analysis of the career and promotion policies of the
Brantford Police Force. '

Please farward the completed questionaire to the planning
research office in person, or th the questionaire in the
assigned mail slot. '

Ifgthefe are any questions concerning the‘studj please do not
hesitate to contact me, at: , _ o
o . 306-170 Booth-.St.
. Ottawa, Ontario
KIR 7Wi
" '(613) 230-3007 .

'Thankypu.

"‘ypurs truly,

AN A

John Kiedrowski

-r
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BRANTFORD'S PERFORMANCE
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PART I.- THE PERFORMANCE RATING SYSTEM

‘This Performance Rating System is designed to identify the merits'of

members of the Brantford Police Force. It will encourage work re]ated

. discussions between supervisors and subord1nates, It should motivate '
and encourage personsal to develop and use their abilities for the1r RN
own satisfaction and the good of the Force. The Performance Rating- - v
‘System plays & major part in the Promotional Process and therefore ’
should be handled with care and deliberation. e : _ -

o

-pr Services Branch Officer shall be respon51b1e ‘to the Chief of P011ce

for 211 aspects of the Performance Rating System and records pertaining
thereto. -

ARTICLE 1 - PERFORMANCE RATING FORMS . - -« .-
1.01 The Performance Rating Form (BPF 155}'wi11 be utilized in
the rating procedure of all police officers up to and including
the ranks of Senior Officers.

1.02 The Sekvicés 8ranch Officer will distribute the form to
. raters prior to the subord(j&?e's Force anniversary date.

ARTICLE 2 - RATING OFFICER |

2.01 The rating cfficer shall be the immediate superv1sor of the
subordinate being rated. e

2.02 Rating officers will submit rating forms ¢n -all subordinateé'
who have been under their cowmand for at least three (3)
months.

2.03 In a situation where the immediate supervisor has'not had

the subordinate under his command three months, the prev1ous
supervisor will do the rating. o .



.....

ARTICLE 3 - RATING PERIODS -

3.01.

3;oz_e

- 3.03

Perrormance Rat1ng rormc sna]] be subm1tted annual]y on the .f"
member's arn1versavy dace in the Foree..  This subm1551on will:
relate to the preced1ng twere month per1od ~

Inter1m ratIngs of personnnI nay be caIIed for on comp]et1on
‘of any three Wonth oerlod under: the command or ane superv1sor.
The rat1ng process, 1nc1ud1ng 1nterv1ews with subord1nates,
shalt” bé completed and performance -rating forms submitted

to the Serv1ces ‘Brdnch. 0‘-1cer within twa weeks of the
member s annlversar; date ‘

ARTICLE 4 - COMPLETING FORMS

.4.01.~u- '

-

5,01

ARTICLE 6 -“COUNEELLrNGvPROéEss i .

6.01

L

Forms must be- compIefed 1n Ieg1b1e handwr1t1ng using a pen
-or. be’ persona]]y typewritten. W spoiled form through a major

..error is not- to be destroyed but marked VOID and returned

. to'the’Services Branch 0ffic'r for exchange. 00 NOT ERASE , |

"_ ARTICLE 5 - MAINTAINING RECORDS

ERRORS. Minor errcrs can_bé zorrected by drawing a line
through the portion to be ch 1ged 'dnd initialling.that portion.

-

n~

It is forb1dden to make, dmstribute Or possess any photo or
carbon copies of & Performance Rating Form, nor shall ‘any -
person maintain in any way a separate record of a performance
rating for any purpose whatsoever. The foregeing restrictions,
however, are riot- intended to precIude the keeping of personal
notes by a ratingofficzr or a reviewing officer on the

. actual performance of his subordipates so long as they do

not relate to the actial assessment of the subord1nate

All supervisors are in fact encouraged to maintain individual
personal notes on subordinates' performance for accurate
evaluation purposes and for subsequent discussions during

interviews with SUbO”LInatES
A

.~

.

. Supervisors must remember that it is the1r respons1b111ty
to identify unsat1sfactory performance in their men and to

* take appropriate action at the time it is identified.

Performance rating is not.an annual exercise.
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PART i1

ARTICLE
7.01

7.02

ARTIFL: 8 - rERFD““J

, :‘_8;a1

B.02

-8.03

YGU ARETHE KEY MAR TN THE FAT hvnk abou_ chus
statement enc.your resgonsihiiy ‘o-tne Force and 0 _‘,
your subo'GWra;es 2o your arﬂw your men?. Accept ‘h1s ddty
as a cn=11en,e,_nc' és @ routine chore.’ Your ‘judcement

based’cn your ouserva::ons ol yCur men., is dn the l.ne

it e a
ol P
-
L1
l.h

PfPFC AMC_ is 1HE K:Y C R.. in ra xing evaluations, ij
must rely only on:wrat you. nave ghsérved. - Ask yourselif

"hhat did ne. D07‘,nﬂ' “Hh:: 18 he LIKE?" L n _‘f-'j"L{f: 

;FatToag U ,14:= :

- l'"l

Frecuency Consider ngw'
orcurred during the rating perigg.

- do.net ¢o beyond the
curreqt re;1nc per1od dJrang ghe re :

ting pracess

ImDortance;'
‘events in wh'cn“tre indivicual-was -invglvec,
incidents are often. ﬂis:an:n,,;:.v=n the importance of
.criticai ones,. ' A ' R

[ L ’ ! .
- . ' . ' [
i P A
. . FN
; A

Keep Ttams Distinct. The fact’ _na; 2 man is. cbod in‘cne
activity dses nct nec es:ar-]j mean he excels at eil dutxesf‘
‘Similarty, bzcause & man"is pogr et.one’ task does ot ...
necessarily mean that he wiil do poorly.in-all ta,ks

Observe- and make Per*a1ﬂ - Don
isolated incident:

't form an.epinion Fror one
A'low er-a hign rating on gne' critical

standard of performance sreuld not influence your evaluztion.

of d;her cr1t1ca s:zndar*

5

Perscnal Bias ., inst gverrating or under-

You must g;ar: &38
rating your. rer “Ferzonal “itket or "dislikes‘ are not
adequa e hasis for assesiment. - S '

Ften certain tvpes of per formance,

Give careful attent1cﬂ o tne 1np0rtance of 7
Insigrificant .

If he repeats .the urccs,r-';-""

[
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9.01

e

cca

Overall Perfgrmence. Dvefal1 performance resuits from 2
range o: a:*?it?es. vest.men will score overzll in. the

‘accentable performance range, ans a “ew will score at the

extremes. Each man will have a “profiie” of strengths

and weakfesses unigue to him You must make 2 sincere

effort to judge differences .in performance of yocur men.
. - <

HUMAN ERROSS IN ‘”ALUHTIGL N

The . Human Error in Derforrarce IvaTuat on. XNc matter how
carefully a performance rating system iz Casigned, .its cultimate
success depends upon the competency of the rater. Many

Ynaccuracies in performance rating systems are the result
of human errgr, \nhe mnost common categories ¢f human error

- are as follows.

'9.02

Generbsfty‘Error. ~The rater‘s.tendeﬁcy tc give consistentiy
higher ratings than he should.

“mbicuity Errar. The rater's ‘aterpratation of the rating

scale description. This is subgect to emotlon personal

. bias, lack of verbal facility, eté.

3.04
9.05

9.06

PART I -

Halo Error. The rater allows. his rating on one critical
standarc to determine or infiuence his rating on another
cr1t1ca1 standard even though they-are independent.

L1m1ted Information. Error. The rater may as sign+a rating
without having observed the individual’s performance
Suff1c1ent]y

Errors reduce the validity of assessments. They may also
prejudice the reputation of -the rating ¢fficer and compromise
the subordinate being rated. Rating officers must treat
-assessments objéctively, andsreviewing of fficers must auard
ana1nst 1naccurac1es to make the syster successful.

THE'RATIﬂG PROCESS

ARTICLE 10 -

10.01

~. ’ o L}

STANDARDS OF EVALUATION )

The Performance Rating Form (8PF 152) reauires rating oPficers
o) eva]uate their. subordinates on seven critical standards

of performance. These are Hork Performance, Dependability,

- Initiative, Relationskips, Appezrance, %ritten Communications

and Verbal Communications.” All critical standards must be
related to the duties such subordinates are currently

gerrorming.

-

.o
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l’////t;:/;;;Lp1e Consider the critical standerd

"Appearance” y
during the rating process of two constables, one of whom is U
j currently performing the duties of a Juvenile Off1$::/’
plain clotnes and thé otner who is currently perfors#Ac the

duties of an -officer in the Drug Section. Whal might be(J/
considered an acceptable standard of appearance in the .

. —performance of one type of duty might very well be considered
totally unacceptab?e in the per‘ornance of another type of

duty.

ARTICLE 11 - THE PATING SCALZ C S \\\

11.01 - Each critical standard is measured on the five degree reting

' - scale by placing an. "X" in the appropriate box. The intention :
is to distinguish three main catecories of performance: ""“‘-\\\
inferior (LnacceptabIe), fcceptable and Superior,

11,02 =~ Emphasis shouid rot be placed ca es;ablisniBJ how unacgceptable

. * .. 2 man is, therefore, cnly one cacree on the rating scale

1dent1‘1es inferior Performance.

11.03 -+ _The process should identify how 500d subordxnates are,
’ therefore two degrees on:the rating scale identify Accepterle
~.‘Performance and two degrees icdertifies Superior Per? ormance.
To overrate is & dissarvice to the man. It lea ves ng room

to measure growth. .

ARTICLE 12 - INTERPRETATION OF RATING SCALE

12.0} . Inferior Performance:

—

1 - below standard, unacceptab]e He ‘requires
considerable attention. May indicate a
_single incident with grave consequency {which
may be overcome); or persistent weakness.

This rating must bé substantiated by written
comments.

"12.02 . Acceptabie Performance'

2 - meets minimum standard, Just gets by, rarely
~.excels. He requires attention. May indicate
Tack of experience or a minor deficiency which
can be corrected, cor a lack of ability or desire
to improve, :

3 - meets standard, avercoe, sometinmes excels but

. not good enough tu be superior. Shouid be the
e _most cormpn rating used. :



12.07

13.02

> ARTICLE 14

12,01

. ' T =157 -

. Superior Performance:’

4 - exceeds standard, tetter than average, often
exceis. sets ¢ fine example. |
5 - 0utstand1ng performance of 2 rare hlgh standard.
May be a single merutor1ous act or consistently
e outstanding performanqg This rating must be
substant1ated by written comments.

-

CRITICAL STANDARDS GF PERFORMANCE ' .

keven critical standards of performance on which the
merits of members of this Force will be determined are broad
in scope and encompass the many types of duties performed
by today's ‘policemen, regardiess of rank or position. Each

- standard is measurable through observed performance. In
the selection of critical stendards of performance, care has
been taken to avoid such abstract behavioural traits es .
honesty, personality and attitude. HNevertheless, it should
te remempered that such tehavioural traits are often reflected -
in performance that relates directly te one or more of tne '
seven chf1ca1 standards appear1ng on the form.

WHEN RATIrG THE SEVEN CRITICAL STANDARDS, AATING OFFICERS
SHOULD COMSIDER THE FOLLOWING HOTES WHICH HAVE EEEN DEVELOPED
AS A GUIDE TO IDENTIFY MANY OF THE TYPES OF BEHAVTOUR
ASSOCIATED WITH ZACH STANDARD,

-

- GUIDE TO CRETICAL STAHDARDS

Work Performance. Does he devote his efforts to producing
_good work, i.e. top quality and sufficient quantity?

(a) Consider his ab111tj to compiete a job with minimum
errors.

(b) Does he sacrifice ‘quality for quantity?

(c)} 'To what extent is his work affected by lack of experience
and lack of knowledge? '

(d) Does he relay his efforts when he believes he has comp]eted
an accepntahle minimum amount of work?

(e) Does he demenctrate.an active interest in all ass1gnmen*s
or 15 ne .half-hearted tcwards some?



14.02°

(f)

(k)

-,

Consider his enforcement ability, his investigative

“ability, his ability to arbitrate minor complaints

and his ability as it relatES'mp'crime prevention.

Does attitude have an advnrse effect on nis work _ .
perrorwance’ : '

Are his court cases adequately prepared? Coes-he have
the knowledge and ability to recognize an offence when
it is committed and then to compile the evidence to
support the case’

Does he handle ass1cnm§nts satisfactorily, or does he
become erratic and hasty under emergency stress?

Ooes he possess and zpply a workwng knowledge of
Department Rules and negurat1ons, Procedures, Peport
Forms, Criminzal Law and Cepartment Policies?

Consider his decision'makihg ability.

An¢ in addition to the above, consider the following with
respect to Supervisory and Conmand Officers only:

(1}

(m)

—

(n)

(o)

Ccnsider his ability to cortrol and co-crdinate the

work of his group. .

Consider his effectivehess in delecating work so that
the goals establiShed for him and his group are reached.

Does he motivate and inspire 1nd1v1dua]s to perform at
their best?

Consider his ability to teach subordinates and to
evaluate their performance. Are his opinions and
judgements respected?

.

" Dependability. Can he be relied upon to persevere in the

. completion of assignments?

(a)

(b)

(c)

(d)

(e}

[s he the type of person who can be d1rected to comnlete
an assxgnment u1thout constant follow-up?

Does he report for duty properly prepared and on time?
Has stcknéss affected his dependability?

Can he be relied upon to carry out orders under minimum
supervision?. T

Can he be assigned to any one of many police duties with
confidence that such duties will be properly handled,
or is it necessary tc assiaon nim onlty o certain specif
types of duties?

fic
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Initiative. Consider how mych he applies resourcefulness, .
imagination and originality in his approach to H1s werk.,

{a} Is he & leader or a foliower?

(b} Does he wait to be directed, nreeds detailed instructions,
or avoids problems which require time and enercy?

(c) ODoes he demcmstrate self-confidence .and willingness
to accept responsivility?

{d) Does he show any desire tc better himseif or his work?

(e) DBoes he always manage to xeep busy at soire worth-while
work during his tcur og cuty?

(f) Is he a self- starter who sees.the job through and
requires little cu1dance

(9) Does he continually need urzing and d1rect1on. or just

a little push now and th: 17 ‘ /,;“,//’
{h] Ooes he devise ways and : :ans to complete new or :

unfamiliar operations wita benefit to himself and to, -
the Force’
(i) Does he handle emergencies well? 1s He decisive, and
does he have the necessary drive“to push work through
to a conclusion without delay?

(i) To what extent does attitude reflect in his initiative - '
does he have a positive out}ook or a negative out1ook°

Relationships: Is he able to work effect1ve]y in a d1sc plined
‘environment? Can he get along with people - is he considerate
and courteous?

(2} Is he courteous in his centacts with bus(nessmen,
. representatives fiom other law enforcement agenrcies,
and the public generally?

{b) Is he considerate and co-operative with his colleagues?

(c) Is ne skilled in handling ceople at the scene of a crime
and other emergency situations?

. N . N .
-{d) Is he sensitive to criticism - is he willing to admit
his errors, or dces he place the blamé on others? ¢

(e} Can he be assigned to werk with a coileague, or is it
necessary to handle him with care?:.
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(f) Ts he waling to share oredat fnr work\Jointly done? l'

(g) Qoes he complete his share of work when assigned wrth SR i
nothers’ PR L P LA \ ST

-
-

L(h) Ta what extent does ‘attitude affect h1s re]at1onsh1ps -{'
. is he, sul;:j?.abrupt ar. moody’ ;5.{ S

-
(1) To ahat evtent is: his- re1at1onsh1p w1th people affected ‘ L
by b1as ‘of preJud1ce’ - e . _ !

(j)',Does the: Force receive COnt1nu1ng pub11c co- Operat10n .
"+ because of h1s efforts’ S .

“-‘And in addition to the above. cons1deu~the fol1ow1ng w1th
respect to §uperv1sory and Command 0ff1cers only:

o (k) Is he able to create and maintain harmon1ous work1ng
S0 relat1onships w1th1n his group’ '

L (i) Is he fnterested in the welfare and happ1ness of his -
s *, subord1nates7 T .

(ﬁ)v'ls'he unduly-inf]hénced by subordinates7

Iﬁ,bs _-A?Qearance lhat kind_of impression does he make7 Consider
: - all -aspects’ of his appearance in relat1on to the dut1es he 1is.
. perfo:m1ng )
Id§ ConsIder the correctness and- condit1on of his uniform
(or c1v111an clothes) and hlS poilce equ1pment

(b) Consider the appearance presented by his physical perSOn,
such as cleanliness, grooming, clean-shaven, teeth,
weight and demeanour.

(c) Consider h1§ bear1ng and the image he projects - posture.

' how he watks. Does he presént an alert and orderly
rmanner white performing his duties?

14.0e Yritten Comnunications: Consider his ability tocexpress
- nimself . on paper - reports, forms. letters, records, memos,
Yo ost aterents,.orders and logs. .
a . ’
. (a) Consider the 1nc1dence of errors - are they the result

oo of careIessness or 1nab1l1tv
'(b) fCons1dnr the incidence of cuissions - are thev the result
_ of careiessness or IacL of :nformat;on

.

(¢) Cons1der the quallt" of his pennanship in hxs ur1tten
submlsSlons e X

< , I
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(d)

4
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Y

Consider grammar, composition, spel11ng and punctuat1on
in the structure of his communcatlons -
(e} Is he f]uent or-]1m1ted in"his. choice of words?
e (f) Is heﬂconcise and relevant in his submissions’
(9) Cons1der the 1nc1dence of ambigoity 1n his communicatlons
14,07 i Verbal Cormuiications. How effective is he in communicating
verbally with others in such-situations as court, on the ’
' telephoge, radio transmiss1ons, public speaking, issuing
direct1wes, ‘interrogation and in general conversation?
(a) To what extent does a spee:h impediment, accent,
' nervousness or 1nab111ty *1 enunciate affect his
communications? iy
(b) Does his conversation ref ¢t quick th1nk1ng, dul]ness.
intelligence, sympathy? %
(c) To what extent is his abi ty to .communicate affected
" by boisterousness or tim': "ty?
(d) Consider his ability to terview reople and to inter-
rogate witnesses and sus cts. T .
(e} ‘hen placed in charge of ;eop1 does he assert himself .
' and maintain contro]7 [ he able to give c]ear. conc1se
instructions?
- (f} To what extent does his personality and attitude'affest
: his ability to cormunicate, e.g. moodiness, sullen,
frlendly. sense of humOur, thty or sarcast1c’
{g} In h1s verbal commun:cat1ons does he 1nst111 confidence,
does he achieve respect, does: he influence?
(h) To what extent are his verbal cohmunications affected
. by poor grammar, ‘1imited vocabulary, use of slang or
profanity?
_PART 1V - THE FERF0R1A&CE RATING g .

rl‘

ARTICLE 15 - COVPLETING sscrion A~- RATIMG FORP

15 01

@

-The rating off1cer gathers all pertinent information on each
of, his subordinates. He shall complete the information portion.
.of Sectiop A in legible handwriting or printing and then
conplete the quanfitat1vo assessment portion of Section A

by placing an "X" in the one appropriate box on the rating

-scale oppesite each critical standard.

4

'




15.03

15.04

ARTICLE 16 -

16.01

16.402

1604

il 16.05

L

2162 -

It is mandatcr& hat a]] critica’ ta‘hdards of perfdrtilance
-be scored:- If an opportunmity ha. wt been- provided for

assessment of any critical s=andz-Jd, a judgement of patential

performance in that area mus: be nade In this case, the

ratxng off1cer must connmnt on such assessment in. Section B.

As much t1me as necessary shou1d be spent in produc1ng a '
valid assessment. The conteats of Part III - THE RATING PROCESS
must be read and constantly referred to for guidance dur1ng

this key step. . . .

. On completioh of'Section'A, the rating officer wil]lsign in

the appropriate place at the_bottom'of‘the form.

COMPLETING SECTION B - RATING . RM

The rating officer will comple as3ection B on the reverse
side of the -Performance Patinc “orm. His narrative comments .
shal] be printed or in legtblt handwriting. -

It is mandatory for the ratine offiber to comment in Sectiocn
B on Extremo: Rat1ngs. Potenti Porfaormance, and Unusual
Contributions. .

L qubstantiation of Extreme Ratinas. All quantitative assess-

s

ments appearing ip columns [ or 5 of, Section A must be sub-
stantiated by narrative comments. The critical standard
must be identified by number, and instances of observed
performance supporting 2ither of these two éxtreme ratings
should be readily recalled and prgcisely commented upon.
Generalities. ¢r . vague statems1ts;§111 not suffice. Examples
of performance are to be cited frbm the rating period.

These must be critical in the sense that they differentiate
between extremely effective or ineffective performance and
normal performance.

Judnement of Potential Performance. Any rating assigned

to- a subordinate in Section A which is based on a judgement
of potential perforuance ratheg than observad performance
must be identified as such in Section B. Thic, however,
should only occur on rare occasions when an opportunity has
not ‘been provided for assessment of observed performance.

The critical standard in whicn performance was "nct nbserved”
must be identified bj number in the rat1ng pfficer's comments.

Unusual Cnntrzbut1sns. The rating ofF‘cer rust report any.
unusual contribution made.by the subordinate or recognition

. earned by him, on or off duty, whicn re‘lects credit on hxm,

the Force, or both.
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16.06 . In addition to the preceding nmndato?, comments,'ihe'rat1ng

officer may utilize Section B to comment on any characteristic
'« of Tanguage, dress, appearance or manner, personal, conduct

and general health, which may add to or detract from the.
subordinate's effectiveness as a police officer.’ Such ‘Cofments

-should only be made if the rat.ng off1cer considers the matter

.Jmportant. - RE _
6.07 _‘ On comp1et1on of Sect1on B the r.t1ng officer w111 subm1t

the Performance Rating Ferm to hi . reviewing offtcer who shali
be his next immediate superior in rank .

ARTICLE 17°- REVIEWING OFFICERS DUTIES

17.01 The reviewing officer will check the information portion of
. Section A on- the Performance Rating Form for errors or
omissions, correéting or adding information where necessary
in the manner prescribed in Art :le 4, Item 4.01. :

17.02 He will examine the ratipgs ass 7gned in the quantitative
assessment portion of Sectfon A and the rating officer’s
comments in Section B. If the 2viewing officer cencurs
with the rating officer's asses ent and the rating officer's
narrative comments, he will sig. the ‘Performance Rating
Form in thé appropriate locatic s, at the bottom cf Section
A and at the bottom of Section ' . oo

17.03 In most cases the reviewing off cer will rely on the rating
officer's knowledge of his.men. However, he may have direct
knowledgé about some specific ritings which he feels need
to be altered. 'In such cases, the reviewing officer will
arrange for individual consuyltation with his rating officers
§0 discuss the ratings in question and make the necessary
alterations on the Performance Rating Forms. Alterations
made by a reviewing officer should be done in red ink, and -
the reason for such changes must be stated in Section C.

~17.04 ' The raviewing officer shall not unduly delay the processing
- of Performgnce Rating, Forms at his level, bearing in mind
that he must return the forms to the rating officer for his
use during the subsequent perfornance rattng intervreus
with subordinates.

ARTICLE 18 - PERFORMANCE [ (TERVIEWS
18.01 - After the ratings have been cleared by the reviewing of{lcer

the rating officer uill conduct & overformance interview w1th
. edch-subordinate he has rated :



12.04

13.05

18.06

To accomplish this, the rating officer shouid ensure that

{work performance, dependability, etc.) and the interpreta- ~

- b - 164 -

Bearing in mind that a subordinate must be.kept awdre of the.
progress he is making in his police career, the supervisor
must, in.addition to conducting regular performance rating . R
interviews, inform the map..frankly from time to time how -

he is measuring up to his job. Fe must be given specific oL -
help “in correcting deficiencies so he will know exactly how

- to improve, and-he must be complimented if his perfommnce

is suberior so he will maintain a high level of efficiency.
This must be done when the details of incidents are still fresh.

-

The ensure that performance evaluations are understood, each
member shall be shown his performance rating farm during each

. performance rating interview. lhe rating officer must discuss
- the general-content of the form and in particular, ,inform the o "
‘man of any faults which are persisting and which are in his
power. to correct. -The latter, of course, should have been
. done during the.continual counselling process and not left

to the annual performance ‘interview. The practice of
discussing performance with men can encourage good men to
greater effort when they know their endeavours are recognized.
It will also act as a spur to those who are average, and

it will'point out to those performing unsatisfactorily

that their continued poor efforts have been noted and encourage
them to improve or correct their performance. . .

the subordinate being interviewed has a good understanding
of what is meant by the critical standards of performance

tion of. the rating scale (superior performance, acceptable
performance, etc.). This is explained in detail in PART II] -

THE RATING PROCESS.

When the interview is concluded, the Eating officer will
complete Section D of the Performance Rating Form and: submit

the form through his Department Head to the Services Branch )
Officer. | . . ‘ '

A member shail have the right to personally review his
performance rating with the Senicr Qfficer at the next level S
of supervision above the member's’ original reviewing officer.

-To exercise this right, the member must deliver a written

otice of Request to the office of the Senior Officer within v
two weeks of the date of the perfrimance interview. The

Senior Jffizer iust conduct the® personal review within two

weeks cf receiving the Notice of Tequest. If the Senior

Officers decides, for any reason, that the performance rating

of the monber is not in strict ceimpliance with the standards

of the Performance Rating Systes.. the Senior Officer will ,
order the Rating Officer and the. fuviewing Officer to reconsider
the rating. oo .

]



"ART'CLE 19 - CDWPLETED RATING FORMS - ' -

1.1

19.02

‘Completed performance rat1na forms. as prescri
'18, item 18.05, are processed -through B8ranch Hedds for their

L I

ed by Art1c1e '

perusal only. [The forms are then forwarded o yhe Services
Branch Officér whoSe responsibility it is to merically
score each rating according to the established'storing grid.

" Numerical scores of performance ratings shall be‘used so1e1y°
far computation purposes on the Pr-omotwna1 Process

Every individual's Performance Rat1ng Form will be kepf as
a permanent record in the Services Branch Office, and the
information contained therein shall be privileged to the

..- Chief of Police and the Officer-In- Charge of the Services

Branch of the Force.
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?The purpose of thls study was “to. examlne the 1mpo hance ¢

. g . - . - v . e

LA : ! . C o - .
of promotlons ;o qhe-gerﬁormenpe pk pollcemen and police 3 R

LA + .. E
r.--,e- c. e

departments..ﬁf R o . S s

A revxeb of the llterature suggested that jOb , T

: ' —
L satisfactlon'and dlssatlsfactlon, stress/ the structure of _

the organjzation, and the proceSSjof being selected to a. .

position are€ irectly related to career development’andj

promotiggslv

4
;

-
=

. : The llte:aﬁure further revealed that with respect to

career develdpment there ig usually a gap between the
’ . B U IO B ' .

- ~ .

policemap's ideal’ career path and the real path of his

career development. The performance and attitudes of the o

policeman as well as the department as- a whole ere

»

influenced by'this difference.. There exlst ba51c factors -
' , .

) .-oliéemanfs perfOrmance and

" “career development. e ‘ . o
A model was. constructed to, éxamine promotions with
. ' ' . - . - t . )
respect to the performance of policemen and the police

y -



IVQrganlzatlon;“ Tﬁis-ﬁoael exeﬁiﬁec‘six;reieﬁant'factofs;
.The Flrst facto: consxde*e* was the mot:vat*onal Force
‘oehxﬂd the ool*ceman 1oxntng the poixce Lorce.‘-Thls-was
‘acLlltatec Dy clVlclac the co-1ceme1'in:o three dlS ‘ :evet

v .

"career styles:f middlo class mobiles; actlon seekers, and‘

! . - . ‘Street cops. The second Eactor exanlned 1n ‘the. mode‘ was .

-p
., the educational and training the pol*cemen take to enhance
'cpeortunitv-for p:omotiOn. The ‘third fecto* examxnec the
organlzatxonal structure of the DOllCE force. The_fourth
i factor considered was the selectidnlprocedutes such as
perfdrmance measures. The fifth factor considered was the
perfo:mance df‘the police force as a whole- Finally, the
oL model examined the performance of the-depertment‘cqmpared to
the satlsfactlon of the pollcemen on the Eorce.
. * , The hypotheses that the: model generates and’ that would
be tested on the Brantford Pollce Department are:
1) all police’ officers experlence a degree of .
unfulflllment ln certaln job dlmen51ons,

: 2) mlddle class mobiles experlence a greater degree
‘of unfulfillment with 'regard to promotions and
careeer development than .either'the street cops

A - 'or action seekers; :

t - ’ 4
3) mlddle class moblles have greater promotlonal
. . aspirations than either: the street cops or actlons
- i seekers. -
v ’ ' 4) midgdle class mobiles make greater effort in terms

of training and education to obtain promotion than
either the street cops or action seekers.

B
. o , - -~
3
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middle .clasd modiles are mdre dissatisfied with

promotional/procedures than either the etreet cops

Oor action seekers; ..

middle class mobiles are less satisfied with the
progress they have made 1in terms of career

cevelooment than ei1ther the street CODS or acclon

seekers; anc

middle class mobiles are less hopeful cf achieving
their career ambitions than either the street cops

Qr'acticn seekers.
! : -

Methodology - .

—
L

membe¥s of the Brantford Police Force. The guestionnaire

about:

(1)
(2)

(3)

- (4)

considered of seven parts and was used to seék information

the career expectatlons of the pollceman.
what ‘the policeman dld to attaln these career
expectatlons.

the pgi}ﬂéman s perception of fulfillment .of his

_caree expectat;ons, and

>

his job satlsfactLOn dnd attitudes Wlth respect to
"the dlfferent d1mensxons of his job.

', . . -. Y 4

In addition to‘the surVey, statistical infcrmation was

collected from publlcatlons of Statlstlcs Canada on

Brantford, Peterborough and Guelpht

3

-

-

. . . - . - PR
A

A self-administered guestionnaire was distributed to 104
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'." Main Findings _ ' o D

The £indings ©of the study ma

7.

expectdtions have been met.

y<be summarized as follows:'

RS
'

Promotional policy within the Brantford Pol:ce Force is

ssatisfaction

[

not clear (gus creat:ng frustration and &
amohg the policemen.
The performance cf the Brantford Pol:ce Department :s

poor when compared to Peterberough and Guelph.

.

Middle class mobiles are more ambitious and their career

i
©

“The middlé class mobiles have higher car;;?'aspirations.'

Middle class mobiles are more interested in improving
[\ . .

their skills because they beréeive promotions to be’

contingent upch the effort to acquire reguisite skills.

within the police organization.
The middle class moéiles, street cop and action seekers
expressed aissézzggéction with the promotional policies

of the departg;ng?under study.
. P -
The middle class mobiles, street cop and action seekers

also éxpressed,dissaiiaf;ction which was evidenced in

- their current job attitudes. ' .

Although there was a low response rate to the

questionnaire, the data ‘attained.enabled the research to

examire ‘the impact of promotdional poliéy on the performancé:

of individuals and police organizations. . - 4

~ 7





