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Abstract 

Recommendations and Strategies in Recruiting Educated and Professional Personnel for Law 

Enforcement Organizations 

Statement of Problem 

 

    Recruiting qualified candidates to work as police officers for local law enforcement agencies is 

challenging for any law enforcement agency.  In order for a police department to fulfill their mission it 

is very important that the agency recruit qualified candidates to fill vacancies within their police 

agency.  However, this is easier said than done.    Whetstone, Reed, and Turner (2006) completed a 

survey of 44 state police agencies that found 35 of the survey respondents believed that recruiting 

qualified candidates was difficult for their agency.  The reason for the difficulty was cited as the 

economy and/or the job market.  Finding the ideal police recruit, one who seeks long-term career as 

one of society’s peace-keepers, is increasingly difficult (Tate, 2000 as cited in Whetstone et al. 2006). 

Strong recruiting programs are important because it is important for law enforcement agencies to have 

a qualified diverse work force.  It is also important for a law enforcement agency to attract the most 

qualified candidates.  The only way to accomplish this goal is to have a solid recruiting program.   

Method of Approach 

    The method of approach for this paper will be a review of data from secondary sources on the topic 

of law enforcement recruiting.  The data used in this paper will come from accredited journals, 

government websites, textbooks, and other credible websites.  This research paper will also examine 
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several case examples of recruiting programs. Information will be used to help make recommendations 

for a feasible and effective methods local law enforcement agencies can utilize to establish an effective 

recruiting program for their agency. 

Results of Study 

    The result of this study found that by using a combination techniques departments of any size can 

have an efficient and effective recruiting program.  The research has shown that law enforcement 

agencies can use tools such as social media, personal referrals, and hiring consortiums to attract a 

diverse applicant pool.  The result of the study also found that local law enforcement agencies can 

learn from the private sector and use some of their recruiting techniques.  For example, one technique 

that law enforcement can borrow from the private sector  is to "sell" the organizations culture to 

potential candidates.  
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Section I.  Introduction 

Recommendations and Strategies in Recruiting for Law Enforcement Agencies 

    Law enforcement agencies around the world are faced everyday with completing the task of 

recruiting qualified and competent personnel to meet the operational needs of their agency and the 

needs of the communities that they serve.  However, recruiting for law enforcement agencies can be 

challenging for administrators of police departments.  Due to the vast array of responsibilities law 

enforcement officer have and the ability to limit one's freedom, it is important for administrators to 

employ the most qualified candidates.  The Bureau of Justice reports on its website that in a 2008 

census of local law enforcement agencies and sheriff departments, 61,000 enforcement officers were 

hired nationwide.  Hiring this many officers requires a lot of work on behalf of the agencies to ensure 

that the applicants that are offered positions are the best qualified candidates for their agency.   

Purpose of Study 

    The purpose of this study is to identify recruiting solutions to overcome hiring challenges and make 

recommendations to assist law enforcement administrators implement strong recruiting policies and 

programs.  There are several challenges that administrator's face while recruiting.   One main challenge 

is simply the cost and complexity of the testing process.  The testing process in law enforcement can be 

a long process that takes weeks or even months to complete.  In fact, the hiring and evaluation process 

can take up to a year when you include the police academy, field training program, and probationary 

period.  Conducting recruit testing is also expensive.  Completing the written test, physical agility, 

polygraph, background investigation, psychological evaluation, and medical exams also takes money 

and manpower.   
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    Another challenge for law enforcement is recruiting diversity.  Gaines and Kappeler (2008) state that 

in 2003 racial and ethnic minorities compromised about 22 percent of full time sworn personnel.  

    Recruiting women is also a challenge for law enforcement administrators, as only 11% of American 

police are women (Gaines & Kappeler 2008). Diversity in a law enforcement organization is important 

because the personnel of a law enforcement agency should fit the needs and make up of their 

community. 

    Law enforcement administrators also face the challenge of choosing the method(s) to use to attract 

qualified recruits to apply for employment in their organization.  There are many methods that are 

used to attract applicants: Newspaper ads, internet advertising, recruitment videos, magazine ads, 

radio ads, television ads, etc. In choosing which method to use, cost, region, departmental needs, and 

type of recruit are all factors taken into consideration. The Bureau of Justice reports that the results of 

a 2008 census found that 69% of agencies used newspaper advertising, 59% used personal contact, 

51% of agencies used internet advertising, 21% reported using job fairs, special events were used by 

15% of law enforcement agencies, and task force/advisory group is used by 6%.  The three least used 

methods were radio advertising at 5%, magazine advertising at 4%, and television ads at 3%.   

Significance and Implications 

   The significance of this research paper is to identify methods to overcome challenges to law 

enforcement personnel recruiting.  It has been shown that there are many challenges for law 

enforcements when recruiting new officers.  The goal of this research paper is to provide 

recommendations that will assist agencies to build and maintain a strong recruiting program.  It will so 
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by examining methods used by various law enforcement agencies, as well as the private sector, to 

develop practical techniques and methods to recruit qualified applicants. 

Section II.  Literature Review 

        This section will begin by looking at what attracts people to pursue a career in law enforcement to 

understand how to reach new recruits.  The following is divided into nine sections.  The first section of 

this literature review will review the process to be a police officer.  The second will examine what 

attracts candidates to pursue a career in law enforcement.  The third will look at different recruiting 

methods that are used by administrators.  The fourth will discuss how social media has impacted the 

recruiting process.  The fifth section will discuss recruiting diversity.  The sixth section will examine 

external challenges that can have a negative effect on personnel recruiting for local law enforcement 

agencies.  In section seven the issue of departmental internal challenges will be examined.  The eigth 

section will examine recruiting mechanisms used in the private sector.  Finally, the last section of the 

literature review will discuss the recruitment of firefighter personnel. 

Overview of the Hiring Process 

    After the applicant completes and submits a standard application, in most cases the applicant will 

then have to complete the testing process.  The testing process usually consists of a written test, 

physical agility test, and then an oral interview.  After all testing is completed the candidate will be 

placed on an eligibility list.  Once the candidate is offered a conditional job offer the candidate will 

usually face another round of testing.  In this phase the testing may consist of a polygraph exam, 

psychological exam, and a medical exam.  Once the candidate succeeds those test the candidate will 
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then attend a police academy.  It is important to note that the order of testing and the type of test may 

vary by jurisdiction or state.   

Why Do People Become Police Officers 

    There may be many reasons that people are interested in becoming police officers.  Major incidents 

such as 9/11 may spark an interest in people to become police officers.  Reasons that people want to 

become a police officer may change by generation as well.  Foley, Guarneri, and Kelly (2007) state that 

cohort changes in the past 20 years have changed the relative importance of reasons for choosing a 

police career.  According to their study, the top five reasons people want to become police officers 

includes: to have the opportunity to help people, job security, the excitement of the work, to fight 

crime, and the prestige of the profession.  Furthermore, administrators should convey the message to 

recruits and possible candidates that their police department will provide secure employment and an 

exciting work experience that will allow for the opportunity to arrest the bad guys and help the citizens 

of the community that may be in distress.  One interesting point to make is that when comparing these 

results to the results of a study completed by a study done over 20 years earlier Lester (1983) noted 

the top five reasons people are drawn to law enforcement as a career only change slightly, including  

the opportunity to help people, good companionship with co-workers, job security, profession has 

prestige, and to fight crime as cited in Foley et al (2007).  So it appears that the reasons people pursue 

careers in law enforcement remain consistent over time. 

Recruiting Methods 

   The first step after an administrator determines staffing needs is to determine what methods should 

be used to attract the best candidates.  It is important for the administrator to determine what kind of 
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applicants they want to target.  Skinner (2010) states that there are two types of candidates.  The first 

type of candidate is the entry-level candidate.   This type of candidate has little to no work experience.  

The second type of candidate is a police officer that is interested in a lateral move (Skinner, 2010).  This 

type of candidate generally will have a state certification and work experience.  Once the type of 

candidate is determined it is time to start the recruiting process.  Every department has a different way 

that they recruit and must follow state regulations as well as any merit commission rules as and union 

contracts.     

   In a market where many law enforcement organizations offer largely the same opportunities and 

benefits, agencies must recognize the need to separate themselves from the others (Skinner, 2010).  

There are different techniques that police departments can use to separate themselves from other 

agencies that might be competing out of the same pool of candidates.  Skinner (2010) states that one 

way law enforcement agencies can differentiate themselves is to achieve a law enforcement “brand”.  

An employer brand communicates the message of what it is like to work in the organization (Orrick, 

2012 ).  Skinner (2010) states that creating a brand look or name is easy; the real challenge is creating a 

unique brand experience.  There are some advantages in recruiting for agencies that develop a brand.  

Orrick(2012) states that agencies that develop a strong employer brand have a special allure as a great 

place to work and are considered employers of choice.  One way to develop a brand is through 

prestige.  Creating an organization that people see as elite gives prospective applicants a feeling that 

they can become something special (Skinner. 2010).  Another example of a method to develop a 

department brand is through memory triggers.  Skinner (2010) states that organizations strive to 

achieve positive memory triggers when dealing with the community.  Skinner explains that in a 
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competitive recruiting environment, they must differentiate themselves from the others by 

establishing among potential applicants powerful personal reminders.  

    As cited earlier in the paper 59% of recruiting was done through personal contact.  Personal contact 

is a very effective method of spreading the department’s brand, especially when trying to recruit 

lateral transfer candidates or high quality candidates (Bureau of Justice, 2008).  Gaines and Kappeler 

(2008) cite a law enforcement news article in that showed some agencies have offered rewards for 

bringing in new recruits.  For example, Gilbert Arizona Police Department offered town employees 

$500 to recruit police candidates and a signing bonus of $1,500 to new recruits.  Delray Beach Florida 

Police Department offered employees $300 for bringing in new police recruits and another $700 if the 

recruit finished training.  Vest (2001) states that many participants of a symposium thought that an 

agency can attract quality candidates through current employees who say that it is a good place to 

work and demonstrate an outward sign of spirit de corps.  Skinner (2010) states that creating an 

organization that people see as elite gives prospective applicants a feeling that they can become 

something special, or have a “brand edge.” 

    Another method that is gaining popularity with police departments is the implementation and use of 

consortiums.  A consortium is when a group of law enforcement agencies come together and share the 

hiring process.  Each agency participates in the pre-employment testing process and then shares the 

candidates from the eligibility list that is created from the testing.  The consortium method has 

advantages for both the participating law enforcement agency and the applicants.  The consortium 

allows police departments to share the cost of the testing process as well as provides for a larger pool 

of candidates on the eligibility list.  There are advantages for the applicants as well.  Applicants are able 
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to test with multiple agencies with one single test instead of testing with multiple agencies individually.  

This process also gives the applicant a better opportunity to get hired by a law enforcement agency 

because of the fact that there are multiple agencies using the eligibility list.  One very good example of 

a consortium is the Southwestern Illinois Joint Fire and Police Recruitment and Testing Consortium.  

This consortium consists of five participants,  all of the participating departments are located in the St. 

Louis metro area in Illinois.  This consortium has their own website which consists of police department 

information, recruitment video, and the ability for the applicant to request application packets.   

    There are several advantages for an agency to participate in a consortium.  One advantage is that all 

participating agencies share the expense of the testing process.  Another advantage to participating 

agencies is that agencies could see an increase in minority and female candidates.  Gentile (2006) 

states that the recruitment collaborative in the Omaha, Nebraska area has seen an increase in quality 

of applicants member agencies have to choose from and increased the pool of women and minorities 

they are always trying to recruit.   

    However, there are some disadvantages to hiring consortiums for the applicant and the recruiting 

agency as well.  The disadvantage that should be considered for the recruiting agency is that in order 

for a multi agency consortium to be effective, all participating agencies must cooperate and work with 

each other.  The first disadvantage for the applicant is that even though the consortium provides the 

opportunity to be hired by one of several agencies the flip side is that failure could wipe out an entire 

county or region (Harvey, 2012).  A disadvantage for lateral hires is that if an applicant applies to 

another department in a region where they already work, the applicants chief may find out that the 

applicant is trying to leave the police department. 
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Social Media 

    The introduction and evolving world of social media has changed the way that law enforcement 

agencies and the private sector recruit for their organizations.  New technology has forced the world 

into a fast paced real time lifestyle.  In the past it was common for a potential candidates to see an 

advertisement in a newspaper or magazine.  Presently, it is more common for candidates to use a 

search engine on the internet or a job search website.  There are several independent websites that 

are referred to as job search sites, including Workopolis, Monster, and Careerbuilders.com.  The 

Ottawa Business Journal (2009) states that the internet Consultancy Hitwise reports that U.S. job 

search websites saw a 17 percent increase in traffic in January 2009 year over 2008.  Other tools such 

as Facebook, Twitter, and YouTube are also used to attract the best candidates possible to their 

organizations.  On May 1, 2013, WCSH Channel 6 reported that the Portland Police Department in 

Maine had produced a series of videos showcasing the kind of work Portland police officers get to do 

on the job.  Channel 6 reports that the videos will be shared on Facebook and YouTube.  Channel 6 

quoted Chief Micheal Sauschuck in stating that "if they want to know about the Portland Police 

Department they're going to the web, they're going to use social media."  WLS News Channel 7 (2013) 

reported that the Chicago Police Department has three recruitment videos that they are releasing on 

YouTube.  The law enforcement agencies that embrace social media will have an edge over other 

agencies as they compete to attract the best candidates possible.  There are several advantages to 

using social media as a tool to recruit personnel.  The first advantage to using social media as a 

recruiting tool is that the use of social media will allow law enforcement  
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agencies to reach a much larger pool of candidates than they have had access to in the past.  The 

second advantage is that social media will also allow law enforcement agencies to communicate their 

organizational mission as well as what they have to offer.    The third advantage is that E-recruiting 

improves the recruiter's ability to handle job applications and job postings by minimizing paperwork 

and automating key recruiting activities (Lee, 2006).  However, there are disadvantage's to using social 

media to recruit candidates.  One disadvantage mentioned by Lee (2006) is the fact that most qualified 

candidates are often passive job seekers who currently are employed, but may be interested in new 

job opportunities.  Lee (2006) states that it is important to develop a strategy to identify qualified 

passive job seekers and to encourage them to apply.  Technological challenges can also be a 

disadvantage for organizations attempting to use social media.  Integrating the e-recruiting process 

with existing recruiting processes is difficult due to limited software solutions (Lee. 2006).  The third 

disadvantage given by Lee (2006) is that designing a career data-base is a complex task. 

Recruiting Diversity 

    Law enforcement is a career that requires officers to work with people from all different 

backgrounds, including ethnic, religious, financial, gender, etc.  Sagen (2008) states that first 

responders and the public are at a greater risk in multi cultural communities because of 

communication challenges, trust issues, lack of ongoing relationships, and knowledge gaps.  It is vital 

for the success of a law enforcement agency to recruit and build an agency that reflects these varying 

backgrounds.  Having a department that reflects the community it serves has many benefits.  At the 

very least it helps to build community trust and confidence, offers operational advantages, improves 

understanding and responsiveness, and reduces perceptions of bias (COPS Recruiting Tool Kit, 2009).  
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Other benefits are that diversity helps officers arrive at a broader array of solutions. Having diverse 

personnel can develop balanced, relevant, and culturally sensitive responses to community problems 

and critical incidents (COPS Recruiting Tool Kit, 2009).  Diversity also enhances mutual understanding 

between the department and the community as well as reduces stereotyping of groups in the 

community by the police and stereotyping of the police by community groups.  Diversity also inspires 

members of formerly underrepresented groups to support the police (COPS, 2009).            

   While recruiting diverse candidates is the ideal, it poses some challenges. For example, there are 

obstacles that make it difficult for police departments to recruit women.  Cordner and Cordner (2011) 

state that one of the more persuasive explanations is that some elements of the police hiring process 

have disparate impact on women applicants, limiting the proportion of women who can successfully 

complete the process.  One of the best examples is the physical fitness testing.  Many police agencies 

use standard fitness tests as part of the hiring test.  If these tests incorporate upper body strength tests 

then women candidates typically fail at a much higher rate than male candidates.  However, some 

states and police agencies have gender specific qualifications for their physical agility testing.  Illinois is 

a good example of this practice.  The State of Illinois has different standards for female test takers than 

male test takers.  The Illinois Training and Standards Board reports that male candidates are required 

to bench press 98 percent of their weight for the age group of 20-29 years old.  However, female 

candidates in the same age group are only required  to bench press 58 percent of their weight.  

Another obstacle that police departments have to overcome  when recruiting women is making their 

police department an appealing place to work.  COPS (2009) reports that one reason for the low 

interest with women and police work is because women generally see law enforcement as male 

dominated culture where women are not welcome and that women fear sexual harassment, fear being 
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ostracized and stereotyped by colleagues and supervisors. Cordner and Cordner (2011) conducted a 

survey of women police officers and police chiefs in three counties in the state of Pennsylvania.  One of 

the results of the survey found that women officers were about six times more likely than chiefs to 

agree that recruitment was hindered because "police agencies here don't seem very women friendly."  

In order for law enforcement administrators to attract women candidates it is important for them to 

adjust their policies and promotional procedures to make the department more attractive to women 

candidates.  To offset limited advancement opportunities, small agencies might want to try and 

emphasize some of their positive characteristics, such as opportunities to develop multiple specialties, 

work independently, and provide personal services to residents, in contrast to bigger and more 

bureaucratic law enforcement agencies (Cordner & Cordner 2011). 

   There are also challenges to recruiting minorities.  Some non-whites may view policing as a white-

dominated and racist profession and may reject the idea of working for the police because they fear 

being perceived by their peers as selling out (COPS, 2009).  Another challenge in recruiting minorities is 

attracting legal immigrants to apply.  In some of the more diverse jurisdictions it is important to try and 

attract immigrants to apply.  However, recent immigrants may be suspicious of police in the United 

States because police in their countries of origin are corrupt or commonly use excessive force (COPS, 

2009).  Gaines and Kappeler (2008) state that one way to accomplish the objective of recruiting 

minorities is to target groups for selection.  The Police Foundation makes three recommendations to 

increase representation of ethnic minorities and women in police work.  The first recommendation is 

involving underrepresented groups in departmental affirmative action and long-term planning 

programs.  The second recommendation is encouraging the development of an open promotion 

system where women can feel free to apply for promotion and which qualified individuals of any race 
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or gender  will face equity in the promotion process.  Finally, the third recommendation is that there 

should be periodic audits to ensure that female officers are not being underutilized by ineffective 

tracking into clerical and support positions (Schmalleger, 2009). White and Escobar (2008) states that 

an effective recruitment strategy will include special efforts to draw minority and female applicants.  It 

is very important for a law enforcement agency to be representative of the community the serve in 

order to be effective.   

External Challenges to Police Recruiting 

    External challenges for an organization are challenges that come from outside of the organization.   

Two common examples of external challenges are the economy and the public's perception of the 

police department.  Orrick (2012) states that the greatest external factor influencing employee 

attrition is the economy.  Employees are going to look for the best opportunities available.   

    Police perception by the public is another external challenge that may hinder law enforcement 

recruiting efforts.  If the police are perceived negatively by the public, either regionally or nationally 

law enforcement agencies may see a poor turnout for testing and/or a low amount of applications 

requested and returned.  Vest (2001) states that a lack of applications should prompt an agency to 

conduct a self-assessment to determine if its image and reputation represent it correctly. There are 

several factors that may affect the public’s perception of police as a whole or individual police 

departments.   One very good example is use of force.  Gallagher, Maguire, Mastrofski, and Reisig 

(2001) state that a national study of contacts between police and the public found that the majority  

(91.9%)of citizens who had force used against them by police viewed the police behavior as improper.  

If a law enforcement agency is perceived as abusive by the public and is constantly embroiled in civil 
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suits, this perception could negatively affect recruiting efforts.  High profile cases like the Rodney King 

incident can also negatively affect police recruiting.  These types of high profile cases may scare people 

away from pursuing law enforcement careers.   

Internal Challenges to Police Recruiting 

    Internal challenges are challenges that come from within the police department.  There are several 

internal challenges that may hinder recruiting programs from being successful.  These include poor 

supervisors or leadership, poor or outdated equipment, poor fit, dysfunctional organizational cultures, 

generational differences, lack of career growth or better opportunities, and inadequate feedback.  For 

example, the most frequently cited reason by police executives of why officers leave is because of 

salary (Orrick, 2012).  Once executives recognized that one of the reasons that their agency is 

experiencing a high turnover rate due to salary the executives can take steps to attempt to offer a 

more competitive salary.   

    The first internal challenge that will be examined is departmental equipment.  Officers consider the 

type of equipment they receive as being indicative of their value to the community (Orrick,2012).  

Officers that receive update, modern, or high tech equipment feel much more valuable to an 

organization than officers that are forced to use out dated inadequate equipment.       

    Another example of an internal challenge is the selection and recruitment process for the 

organization.  Vest (2001) states that a symposium was held with participants from the 205th session 

of the FBI National Academy.  The symposium comprised of 264 command staff officers representing 

agencies from the United States and 24 other countries.  The participants of this symposium found that  

agencies should streamline the application process to make hiring faster and easier.  Many times the 
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hiring process for police departments can be a long and frustrating process for applicants.  There are 

several phases in the process that applicants must complete before they can even get assigned on an 

eligibility list.  Some of the steps consist of written exam, physical agility test, board interview, and 

medical exams.  After the subject is offered a position they still may face a background check, 

psychological exam, and polygraph test.  Vest (2001) states that highly bureaucratic recruitment 

processes are not likely to attract applicants who possess the desired skills that agencies need.  Vest's 

statement simply states that it is important for the recruiting and hiring process to be simple.  

Complicated and bureaucratic recruitment process may discourage qualified and highly desirable 

candidates from applying to the agency. 

     One unique challenge that is difficult for law enforcement administrators to plan for when 

considering recruiting is military leave.  The Bureau of Justice reports that in 2003 23% of agencies had 

11,400 officers called to active duty.  In 2008 the Bureau of Justice reports that the number dwindled 

to 19% of agencies that had 7,500 officers called to active duty.  These active duty vacancies cause a 

unique problem for administrators.  Both large and small agencies are impacted negatively by the 

absence of these employees.  Administrators are unable to permanently fill the vacancy because of the 

requirement to accept the officers when they return from their tour.  Most agencies cannot afford to 

maintain both the replacement and the returning officer after the officer’s tour is completed and they  

return to duty for their agency.  The end result is generally agencies paying overtime to fill the gaps in 

the schedule. 
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Private Sector Recruiting Mechanisms 

    Examining what techniques are used by the private sector can assist law enforcement 

administrators.  Gaines and Kappeler (2008) state that police departments can learn a great deal about 

recruiting from industry and business.  Industry and business frequently determine their personnel 

needs and then devise recruitment plans and programs to ensure that recruitment goals are met 

(Gaines & Kappeler 2008).  There may be reasons why businesses may decide to use certain techniques 

or methods to recruit staff.  Henkins, Remery, and Schippers (2005) state that organizations may be 

influenced by the general tightness of the labor market.  The reasoning behind this is that in an 

environment in which "everyone" faces the problem of a tight labor market. Individual employers are 

likely to be more inclined to recruit actively than in an environment in which labor shortages are less 

an issue.   

    One method that is unavoidable in today's technology driven society is the use of social media to 

recruit personnel.  Many companies are using tools such as their company websites, Facebook pages, 

twitter, and job search engines.   Curtin and Simpson (2000) state that the Internet is changing the face 

of recruiting.  Sheehan (2010) states that Facebook, LinkedIn, and Twitter have more than 535 million 

combined active users.  To compare the change from 2010 to present day Twitter reports on their 

website that they have 200 million active users, LinkedIN reports on their website that they have 225 

million users, and finally Forbes (2013) reports that Facebook has 900 million monthly users.  In an 

article about recruiting nurses on the web, Curtin and Simpson (2000) state that there are 10 things 

that need to be included when recruiting on line, one of the most important being the company's 

mission statement and philosophy.  It is also important for there to be some sort of response within 24 
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hours for online resume submissions, and to list employment or fringe benefits on line as well.  Social 

media also can serve recruiters as a vetting tool.  Executives can look at candidates Facebook page and 

get a better view of what kind person the applicant is.  Using social media can also streamline the 

recruiting process.  Lee (2006) states that E-recruiting improves the recruiter's ability to handle job 

applications and job postings by minimizing paperwork and automating key recruiting activities. 

    The final method of recruiting personnel for private sector businesses is referral programs.  Referral 

programs are programs that pay employees to refer people they may know as possible candidates.  

Caggiano (1998) states that paying your employees to do your recruiting for you has  

always been a smart tactic.  Wiley (1992) conducted a study that surveyed designated personnel 

officers of several types of businesses.  The study found that sixty percent of employees obtained from 

friend or relatives, 56 percent of those from walk-ins, and 47 percent of those from former employees 

or rehires were outstanding or very good performers.  Wiley (1992) states that employee referrals and 

former employees did not yield any poor performers in this study.   

Firefighter Recruitment 

    Not only can law enforcement administrators learn from different police departments and the 

private sector, they can also learn from different governmental departments.  One example is fire 

departments.  Fire departments can be considered the "cousin" of law enforcement.  Similar to law 

enforcement, fire fighters also struggle to recruit diverse applicants.  In an interview of six fire chiefs, 

all six chiefs agree that attracting diversity starts at the top of the organization (Sagen, 2008).  Sagen 

(2008) quotes Madison Wisconsin Fire Chief, Debra Amasqua, in stating that first and foremost, the 

head of the organization must be committed to diversity and inclusion in a very real way.  The second 
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step in attracting diverse recruits in providing an attractive working environment.  The work 

environment needs to be a welcoming working and living environment for everyone (Sagen 2008).  A 

good example of this is the Lancaster Pennsylvania Fire Department. Do (2012) states that the city of 

Lancaster had up to five open positions.  Lancaster administrators recognized that they have a diverse 

community and would like to fill some of those positions with personnel that can help improve the 

service of the fire department to the citizens.  Lancaster is a good example because the administrators 

recognize the need for a diverse fire department and embraced it. 

Section III.  Case Examples 

    This section is going to take an in depth look at four case examples.  Two of the case examples are 

from law enforcement agencies and the other two case examples are from the private sector.  This 

section is important because it allows administrators to compare what both law enforcement agencies 

are doing to recruit personnel, while at the same time looking at what major corporations are doing to 

recruit personnel. 

Police Department Case Examples 

    It is not uncommon for law enforcement administrators to borrow ideas or methods from other 

police departments.  The same practice can be done with recruiting.  In order for administrators to 

have an effective recruiting program, administrators need to think outside the box and be creative.  

This next section is going to examine two recruiting programs from large police departments.  Even 

though smaller agencies may not have the same budget for recruiting that some of the bigger cities 

have, techniques from large police departments can be adapted to assist administrators from smaller 

police departments. 
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Los Angeles Police Department 

    The Los Angeles Police Department (LAPD) has a reputation of being a modern cutting edge police 

department with aggressive recruiting techniques.  It is important to understand why the LAPD has 

such an aggressive recruiting program.  When comparing full time sworn manpower and city 

population the LAPD is the smallest big city police department.  The U.S. Census Bureau estimates Los 

Angeles population for 2012 as 9,962,789 people.  In comparison the U.S. Census Bureau reports that 

Chicago had a population of 2,714,856 and New York City had a population of 8,336,697 people. The 

Bureau of Justice reports that their 2008 local law enforcement census found that the New York Police 

Department consisted of 36,023 officers, the Chicago Police Department consists of 13,354 full time 

officers, and the Los Angeles Police department consisted of 9,727 officers.  In 2009 the LAPD fielded 

one officer for every 426 residents.  For comparison the New York Police Department consists of one 

officer for every 228 residents and the Chicago Police Department has one officer for every 216 

residents (Lim, Matthies, Ridgeway, & Gifford 2009).  Lim et al (2009) state that in 2006 Chief Bill 

Bratton and the Mayor of Los Angeles unveiled a five-year plan to increase the size of the LAPD by 

1,000 officers. This case study is going to examine social media, recruiting techniques, and benefits. 

    The LAPD has an active social media component to their recruiting program.  The LAPD uses a 

website, Twitter, and Facebook.  On the LAPD website candidates have a wealth of information about 

the LAPD available to them.  Candidates have the option of viewing recruitment videos or even 

applying for a position.  Applicants can look at the pay scale, benefits offered, calendar of upcoming 

events, and the different hiring programs.  The recruiting website also offers information about the 

application process, qualifications, and information on the LAPD academy.  The website can also assist 
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candidates prepare for the academy with their fitness log.  The fitness log allows candidates to get 

accustomed to the training style used at the academy, get in shape, get to know LAPD officers who 

conduct the program, and network with other candidates.  Finally, applicants find testing locations and 

check their application status online. 

     According to the LAPD recruiting website, they use several different techniques to recruit applicants.  

One technique that is becoming more common with law enforcement agencies is a lateral transfer 

program.  The LAPD recruiting website states that the lateral program is available for applicants who 

have valid California Basic Peace Officer Standards and Training certification and have successfully 

completed a probationary period at a California police agency.  Lateral candidates are required to 

complete all tests and must meet all requirements for a police officer.  Lateral transfer candidates will 

be able to participate in an abbreviated training and orientation program.  Lateral candidates also 

receive increased pay for years of service.  Their website states that applicants can increase their pay 

one level for every two years of service.  The final incentive to attract lateral candidates is the fact that 

lateral candidates may be eligible to purchase service credit in the LAPD pension plan.  Another 

program offered to attract military personnel to apply is the military green to LAPD blue program.  This 

program offers incentives for military personnel to apply with the LAPD.  Some of the incentives 

offered are higher salary, paid military leave, and purchase of credit in pension plan.  The LAPD also 

offers testing at military installations and will give military personnel five extra points on the exam.  

Another unique recruiting program offered by the LAPD is the Candidate Assistance Program (CAP).  

The CAP program offers the chance for applicants to network, gain information about the academy, 

and meet active LAPD officers.  The CAP program also offers an oral prep program.  The oral prep 

program offers classes to assist applicants with their police officer interviews.   Another interesting 
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aspect about the CAP program is option of using a mentor.  The mentor can assist the applicant 

through the application process.  The mentor can give the applicant assistance filling out the required 

documentation, updates on the status of the applicant in the selection process, and give the applicant 

information about what to expect at the police academy.  The mentor can also inform the applicant 

about recruitment events and seminars as well as information about what to expect as an LAPD officer.  

Finally, the mentor can give the applicant information about the oral prep.  The LAPD also hosts career 

fairs 

    The benefits package is a very important part of the recruitment program.  It is not uncommon for 

candidates to compare benefits offered with other organizations before committing to employment.  

The benefits offered tells the applicant what advantages there are to work for an organization and how 

applicants are going to be able to take care of themselves and their families during their employment 

and after they retire.  The LAPD recruitment website reports that LAPD offers a compressed worked 

schedule for patrol as well as special assignments.  A compressed work schedule consists of ten or 

twelve hour shifts.  This type of schedule is attractive to applicants and employees because they work 

the same amount of hours, however they are given more days off.  On a twelve hour schedule 

depending how it is implemented employees may be given every other weekend off.  The LAPD also 

offers health and dental insurance plans.  Once employed by the LAPD applicants will be eligible for a 

pension plan as well as a deferred compensation plan.  Finally, the LAPD offers sick leave, disability, 

vacation, and 13 floating holidays. 
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New York Police Department 

   The New York City Police Department (NYPD) has a very well documented history with difficulty 

recruiting cadets.  One reason in the past for the difficulty is the challenge of having a low starting 

salary compared to other police agencies in the region.  One example is the New York State Police.  A 

2007 news article in the quoted recruitment officer Trooper Al Vasquez is saying that "starting salary 

for a New York Trooper is $50,374 compared with the NYPD salary of $25,100 earns after six months of 

training.  After 26 weeks of training a state trooper will earn $61,525 while a New York City officer will 

make $32,700.  In 2007 Policeone.com reported that the NYPD fell short of their recruitment goal by 

1,828 recruits.  Based on this information it is important for the NYPD to have a strong recruiting 

program. 

   In a 2008 report to the Department of Justice, Chief Rafael Pineiro stated that NYPD recruitment 

program did a lot more than promote job openings.  It was about selling and branding the NYPD's 

image, convincing applicants that this is a premier employer of choice.  The NYPD has recognized the 

generational gap between present day applicants and recruits from previous generations.  Piniero 

(2008) states that generation Y or millenial's were born between 1977 and 1990's.  Piniero states that 

this is the fastest and largest growing segment of workforce since the baby-boomers.  The best people 

to connect to (and recruit) Generation Y candidates is Generation Y recruiters.   

    One way the NYPD has attempted to accomplish this goal is through social media.  The NYPD has 

recognized the importance of using social media to recruit new candidates from generation Y.    The 

NYPD uses Facebook, Twitter, and their webpage.  The NYPD website has a lot of information and 

provides several services.  Applicants are able to obtain information about the NYPD, testing 



22 

 

information, and complete an application online.  The website also has an e-mail sign up.  Recruiters 

send out e-mail messages every ten days to candidates.  Interested applicants are also able to watch 

recruitment videos. 

    Besides social media the NYPD uses several other techniques to attract applicants.  The NYPD has an 

aggressive advertising and media campaign.  NYPD uses campus advertising, newspaper and magazine 

ads, and internet ads.  Radio ads are also utilized by the NYPD recruiters.  Recruiters also use transit or 

billboard ads and in service ads as part of their advertising and media campaign.  A recruitment hotline 

has also been implemented by the NYPD.  The recruitment hotline is staffed by a recruiter seven days a 

week.  The hotline is a menu driven system.  The final recruiting method used by the NYPD that is 

unique is the Quest program.  The Quest program targets applicants from out of town.  The Quest 

allows candidates to do most o the standardized testing in one visit. 

   Benefits offered are very important issues when recruiting.  It is important for police departments to 

be competitive with area police departments in order to attract and retain candidates.  The NYPD has 

raised their starting salary from 2007 and 2008 when the NYPD had difficulty recruiting.  The NYPD 

recruitment website reports that the current first year salary for a recruit is $44,744.  Recruits are also 

given paid vacation days and unlimited paid sick leave.  The NYPD offers medical and dental insurance. 

Retirement benefits are very important to recruits and employees.  The NYPD offers annuity fund, 

deferred comp plan, 401k, and an IRA. 

Private Sector Case Example 

    It is important for law enforcement executives to be creative and resourceful when they make the 

decision to improve the recruiting program for their agency.  One way that this can be accomplished is 
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to examine methods that are used in the private sector and adapting those techniques to law 

enforcement organizations. Police departments can learn a great deal about recruiting from industry 

and business (Gaines & Kappeler 2008).  Henkens, Remery, and Schippers (2005) state that recruitment 

activities and channels may be classified in various ways.  One type of classification focuses on the 

distinction between active and passive recruitment (Henkens, Remery, & Schippers 2005).  Henkens, 

Remery, and Schippers describe passive recruitment as the organization waiting for the applicant 

coming to them.  Active classification is where employers go in search of potential candidates.   The 

other classification is the distinction between formal and informal recruitment.  Henkens, Remery, and 

Schippers (2005) describe a type of formal recruitment as posting a job advertisement in a newspaper 

or magazine.  An informal recruitment method example would be an employer using their network of 

contacts.  Henkens, Remery, and Schippers (2005) state that they expect organizations in the public 

sector to be most inclined to focus on formal recruitment methods given that politicians require 

transparency and free access for all in this sector.  This next section is going to examine two 

organizations in the private sector and their recruiting practices. 

Dell Computers 

    The first private sector organization that is going to be examined is Dell Company.    Dell is an 

appropriate company to exam because the tech business is very cut throat and constantly evolving and 

changing.  It is important for these companies to adapt to the changes in the industry and to attract 

the best and brightest candidates possible.  After careful examination it can be stated that Dell has a 

very active recruiting program.  After examining Dell's website there are many recruiting observations 
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that can be made about their recruiting program.  Dell's recruiting program consists of a combination 

of social media and other techniques.     

     A good place to begin this examination is with Dell's website.  It is very obvious that their website 

has a wealth of information for prospective candidates.  The biggest section on Dell's website is titled 

"experiencing our culture".  This section explains what the working environment is like when you work 

at Dell.  This section also talks about the future, history, office locations, information about the type of 

workers currently employed at Dell.  The final section under the "experiencing our culture" section id 

that Dell asks the question "Why work for Dell?" Their answer is simple, "The focus in Dell for our team 

members is very much on creating an environment where every individual can be their best and do 

their best work in service of our customers."  Another section of the website that is interesting is the 

"charting your career" section.  One program that sticks out in this area of the website is the career 

development program.  Dell states on their website that they accomplish this through mentorship, 

encouragement, and opportunities.  Dell also offers a Leadership Development program, Sales 

Development program, and a commercial intern program.  The Commercial Intern program is an 

interesting concept.  Dell describes this program as an 8-12 week summer program that produces 

future Dell talent by providing accelerated development opportunities through diverse assignments 

across different regions and business functions.  Dell also explains their development model.  This 

model is called the 70/20/10 model.  Dell states that this program consists of 70 percent on the job 

training, 20 percent learning through others, and 10 percent formal classes or training.  These types of 

programs offered by Dell give potential candidates hope of forward advancement in their careers and 

in the organization.  That is a point that seems to be a constant theme throughout the website which is 

important when an organization is attempting to attract the most qualified candidates.  Also on Dell's 
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website is the ability to search for open positions.  Dell also give's applicants detailed instructions on 

how to apply and allows applicants to check the status of their application through their website.  

Finally, applicants can also sign up for e-alerts when positions they are looking for open up.  It is 

important to note that Dell has videos on their recruiting website as well. 

   The next category observed in Dell's recruiting program is their recruiting techniques.  Dell has a very 

active recruiting program.  It appears as though Dell makes recruiting college students a priority.  Dell 

has a student internship program as well as the commercial intern program mentioned earlier.  Dell 

also attends career fairs as well as conferences for organizations.  Some examples of conferences 

attended by recruiters are National Black MBA association conference, the National Hispanic MBA 

conference, and the Society of Women Engineers.  These three examples show that Dell is very 

aggressive in attempting to recruit a diverse workforce.  As mentioned earlier Dell also uses social 

media as a method to recruit potential applicants.   

Abbott Laboratories 

    The second company in the private sector that is going to be examined is Abbott Laboratories.  

Abbott is a global company in the health industry.  The health industry is another market that rapidly 

changes.  These changes once again force companies to be proactive in recruiting to attract the best 

candidates possible to help their company succeed.  Abbott Laboratories has an aggressive recruiting 

program.  Abbott uses social media, other techniques, and partners with minority organizations. 

    The first category is social media.  Abbott recruits through their website, Facebook, and twitter.  It is 

important to note that Abbott has a strong emphasis on their culture or work environment on their 

website.  The "Abbott Experience" section of their website informs applicants about U.S. diversity and 
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inclusion, on boarding and development, and benefits.  In the U.S. diversity and inclusion section of the 

website Abbott describes their mentoring program, work life offerings, and their awards and 

recognitions.  In the on boarding and development section Abbott describes what happens after a 

person is hired.  Some of the informative information given to candidates in this section is a description 

of growth planning and performance program, training and networking, reward and recognition, 

health and fitness, and managing work and family.  These topics are very important when an 

organization is attempting to recruit the best and brightest applicants because they tell the employee 

that they are important to the success of the company and are valued by their leadership.  Abbott's 

website also gives the applicant the ability to search for open positions.  Finally, it should be mentioned 

that the website also lists the awards they have received for being employers 

    The second category that will be examined is Abbott Labs recruiting techniques. Besides social media 

Abbott has an active program using other methods as well.  It is very obvious that Abbott is committed 

to recruiting a diverse work force.  Abbott includes a list of diversity partners that they use to assist in 

their recruiting efforts.  The National Sales Network, National Black MBA Association, and the 

Consortium for Graduate Study in Management, are all examples of organizations that Abbott partners 

with to recruit qualified applicants.  Another unique and interesting tool that Abbott uses to recruit 

from the military is their Military Skills Translator.  This translator program allows current military 

personnel or former military personnel to enter their branch of service, pay grade, and job title into the 

website.  After a brief search the website will tell the applicant what positions they are qualified to 

apply for.  Abbott also uses conferences and career fairs to recruit candidates.  Finally, Abbott Labs also 

has a student internship program as well as professional and management development program.  

Abbott describes their professional and management development programs as an opportunity to 
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explore new career opportunities.  Abbott further states on their website that the professional and 

management is a two to three year formally structured program that includes experiential learning, 

formal training, and aggressive performance management. 

Section IV:  Recommendations 

    After reviewing the research and examining the case examples, there are several lessons that law 

enforcement agencies can learn to implement an effective recruiting program to attract the most 

qualified applicants possible.  It is possible for police departments of any size to have a professional 

and streamlined recruiting program.  By utilizing a combination of social media, targeted minority 

recruitment, and the use of recruiting consortiums among other techniques, law enforcement at 

agencies can have a successful recruiting program that can attract a diverse applicant pool. 

 

Social Media 

    The ability to use social media in today's recruiting programs is vital to the success of a law 

enforcement agencies recruiting program.   The use of social media is an outstanding method to reach 

a large amount of potential applicants and express the law enforcement agencies mission statement 

and brand.  Sheehan (2010) states that Facebook, LinkedIn, and Twitter have more than 535 million 

combined active users. The use of Facebook and Twitter are extremely inexpensive tools that 

requirement minimal technological expertise and minimal manpower to update and keep current.   

    Another aspect about social media that should be utilized is the departments website.  Many times 

this may be the first impression that an applicant will get from recruiting police departments.  When 
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comparing the case studies of this research paper it is important to note that the private sector case 

examples Dell Computers and Abbott Laboratories spent a great deal of time explaining their work 

place culture.  Local law enforcement agencies can learn from the private sector and include more 

about the work environment in their agency.  This is important because this is a selling point from the 

employer to potential candidates.   

    Finally, it is recommended that police departments use job websites on various professional  police 

association websites.  With the internet being one of the primary methods that job seekers are looking 

for open positions in today's job market.  It is important for law enforcement agencies to use all of the 

tools available to them on the internet. 

Recruiting Diversity 

    As stated earlier in this research paper having a diverse police department is important to the 

success of the mission of the police department.  The spirit of affirmative action rests on the notion 

that qualified minority and female applicants are available, departments may just have to look harder 

for them. To do this, their recruitment efforts may have to be tailored to target those traditionally 

underrepresented groups (White & Escobar, 2008).  In order to be successful at recruiting diversity 

administrators must go where the minorities are located.  One method that can be used is by recruiting 

minorities and female applicants at minority colleges.  Gaines and Kappeler (2008) state that the 

Tucson Arizona Police Department adopted a policy pinpointing potential minority and female 

applicants at minority colleges as a priority.  Another technique is forming a partnership with minority 

professional organizations.  Both of the case studies in the private sector have done this to increase 

diversity within their organizations.  Police departments could very easily advertise on professional 
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minority police organization websites and publications or attend career fairs sponsored by these 

organizations. 

Personal Contact 

    Earlier in the literature review it was stated that personal contact was a very effective way to recruit.  

In order to have an innovative recruitment program direct law enforcement agencies must have 

personal contact with potential candidates and be active to meet those who may apply or can be 

convince to apply (Jurkanin, Fischer, & Sergevnin, 2001). Personal contact recruiting can be achieved by 

using several different methods. 

    The first method is the employee referral method.  In some cases law enforcement agencies offer 

cash rewards or other perks to employees that refer applicants that are hired.  For example, Gaines 

and Kappeler (2008) states that the Gilbert Arizona Police Department offered town employees $500 

to recruit new officers. 

    Another method that can be used to use personal contact to recruit new officers is the use of a 

student internship program and other agency programs.  Both of the private sector case examples 

used in this research paper relied heavily on student internship programs to recruit potential 

applicants.  Dell Computers uses two different intern programs to assist in their recruiting efforts.  

Another advantage to student interns is that this type of program allows the department to showcase 

itself. 

    A third method that can be used is the use of departmental programming.  Department 

programming is a long-term method that requires commitment from the law enforcement agency.  
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Departmental community programs attempts to develop  potential candidates from elementary  

school, middle school, and high school.  Jurkanin et el (2001) states that professional orientation  in the 

secondary and high school utilizes D.A.R.E programs for the police department benefit and involving 

parents in citizen police academies to develop attractive and desirable image of the police department 

in families. 

    One major advantage to the personal contact method is that the goal of recruiting candidates can be 

accomplished without being very costly for departments to implement.  In most cases because interns 

are not certified law enforcement officers and are generally college students law enforcement agencies 

do not pay their interns.  This translates to a combination of free labor for the law enforcement agency 

and an opportunity for the intern to show their abilities and work ethic to a potential employer.  Due 

to the fact that most law enforcement agencies are small and may only hire a few officers at a time, 

paying officers to recruit can be much less expensive than paying for advertising in the local media. 

Hiring Consortium 

    The last recommendation that will be made is the use of the multi-agency hiring consortium.  The 

hiring consortium is an innovative tool that allows several departments to share the same pool of 

applicants.  The use of consortiums can be attractive to applicants because it increases the likelihood 

of them being hired by a police department.  The consortium tool also allows all of the participating 

agencies to share the cost of the advertising, application process, and the  pre-employment testing 

process.   
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Section V:  Summary And Conclusion 

    Recruiting for local law enforcement agencies remains a challenge for administrators. With 

continued research and monitoring of recruiting methods, administrators can continue to maintain 

strong and effective recruiting programs.  It is very well documented that recruiting is vital to the 

success of any law enforcement agency.   In order for police departments to serve their community 

effectively it is important that they recruit the most qualified personnel possible and a diverse 

workforce.   

    The proper application of technology, personal contact, departmental programs, and interagency 

cooperation can assist in a successful law enforcement personnel recruiting program.  Police 

departments can use technology to make sure that their message is reached by as many potential 

candidates as possible.  Personal contact can be made through employees and departmental programs 

to portray the police department a very positive place to work.  Finally, cooperating with other 

agencies can assist a law enforcement agency in broadening the application pool.  In order to recruit a 

diverse workforce for their police departments administrators must break traditional methods of 

recruiting and partner with minority and female organizations and colleges. 

    Prior research suggests that there are recruiting methods that are effective and recruiting methods 

that are not effective.  It is very important for law enforcement administrators to recognize which 

methods are going to help them attract the most qualified candidates to serve the community that 

there department serves. 
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