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RECOMMENDATION

Staff recommends that the Public Safety Committee:

Accept this second supplemental informational report regarding Oakland Police Department
(OPD) African American recruitment efforts from 2010 to present with a focus on providing
further analysis of the recruitment, testing, and character review and background analysis
process.

REASON FOR THE SUPPLEMENTAL

The purpose of this supplemental report is to transmit to the Public Safety Committee a more in-
depth analysis and additional information about particular components of the recruitment process
discussed at the March 24, 2015, Public Safety Committee.

The Public Safety Committee of March 24, 2015, reviewed these reports and requested a greater
analysis of the recruitment statistics in the first report, as well as a more in-depth analysis and
information about particular components of the recruitment process:

e Analysis of OPD’s physical, written and oral tests, along with explanations for deviations
from the Commission on Police Officer Standards and Testing (POST) Requirements.

e Analysis of Personal History Statement and Polygraph Usage

e Analysis of Whole Person Analysis (WPA) mentioned in a RAND Corporation Study (of
the Los Angeles Police Department recruitment process), and listed in the original
February 5, 2015 African American Recruitment Report.

e Analysis of Background Investigation and Character Review.
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¢ Common Reasons for Receiving a “Don’t Qualify” or “DQ” test result, which precludes
applicants from continuing with the application process.

e Greater detail and more thorough analysis of OPD sworn staffing statistics as listed in the
February 5, 2015, African American Recruitment Report.

e OPD feedback to applicants not invited to academies.

e Status on OPD and HRM “Recruitment Best Practices Working Group.”

The African American Recruitment report dated February 5, 2015, explained that OPD expects
each police officer to uphold the mission of OPD and maintain high standards of
professionalism, ethics, honesty, and integrity. The recruitment and training process is designed
to find applicants whose personal histories illustrate that they too share and practice these values.
The Oakland Police Department does not require that applicants have unblemished backgrounds.
Command and recruiting staff understand that people make mistakes, especially early in life.
However, as a law enforcement agency trusted to maintain public safety and the respect of all
residents and visitors, OPD must recruit applicants who behave honestly and hold themselves to
high ethical standards, especially given any past infractions. Ultimately, police officers are
trusted to protect the public and use force (including deadly force) when necessary. The Oakland
Police Department, like all U.S. police agencies, has a public mandate to ensure each applicant
invited to a training academy can be trusted to serve the public with a high level of honesty and
integrity as well as passion for public service. The Physical Ability Test, Written Exam, Oral
Interview, Background Review, Personal History Statement Review, Background Investigation,
and Character Review sections, explained below, are designed along POST benchmarks to
ensure OPD applicants meet these aptitude and personality thresholds.

POST Requirements

The Commission on Peace Officer Standards and Training (POST) was established by the
Legislature in 1959 to create minimum selection and training standards for California law
enforcement personnel. The mission of POST is to continually enhance the professionalism of
California law enforcement in serving its communities. The POST Program, governed by the
POST Commission, is voluntary and incentive-based. However, California law requires that
police agencies, such as OPD, be POST-certified to provide training such as that required for the
basic police academy. The Oakland Police Department lost its POST-certification in 2008 due to
a long period of not training new recruits and became recertified in 2013 through a POST
recertification process. The Oakland Police Department needs to comply with POST guidelines
in its recruitment process in order to provide POST-certified training and grow the level of sworn
staffing. POST participating agencies agree to comply with the standards established by the
POST Commission. More than 600 agencies in California participate in the POST Program and
are eligible to receive the Commission's services and benefits, such as:

e Job-related assessment tools;
e Research into improved officer selection standards;
e Management counseling services;
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e The development of new training courses;

o Reimbursement for training;

e Quality leadership training programs; and

o Certificates to recognize peace officer achievement and proficiency.

The training reimbursement is a critical service provided by California POST. The Oakland
Police Department received an annual $112,000 for the last three fiscal years. This
reimbursement provided 94 percent cost recovery for all POST-certified training completed by
OPD personnel. Another critical component of the POST services and benefits is the
certification of peace officer achievement and proficiency. The current OPOA MOU provides an
additional 1.5 percent in salary for an officer who has an Intermediate POST Certificate. An
officer with an Advanced POST Certificate receives an additional 4.5 percent in salary.

Analysis of the Physical Ability Test

The OPD Physical Ability Test (PAT), the first step in the application process, is not a POST
requirement. However, trainees admitted to OPD or other POST-certified academies undertake
many physical tests during the academies, and the position of police officer requires a level and
type of physical ability that is related to the PAT. The PAT consists of a timed series of six (6)
events. The first five events must be completed within two minutes and 35 seconds:

e Cone Maze

o Fence Climb

e Ditch Jump

¢ Stair Climb/Window Entry
e Dummy Drag

The last event requires a handcuff simulation to be completed while maintaining a proper
posture. For the 168th-170th Academies, over 90 percent of all candidates as well as the
subgroup of African American candidates passed the PAT. The Oakland Police Department
offers a practice PAT course every first Saturday to ensure applicants are given proper
techniques on passing the test.

Analysis of the POST-Certified Written Exam

The POST Commission Regulation 1951 (Attachment A) mandates “that peace officers be able
to read and write at the levels necessary to perform the job of a peace officer as determined by
the use of the POST Entry-Level Law Enforcement Test Battery (PELLETB) or another
professionally developed and validated test of reading and writing ability. Because performance
on the PELLETB is highly correlated with performance in the academy, many agencies and
academies use the PELLETB as an indicator of readiness for a career in law enforcement.” The
PELLETB is generally considered to be equivalent to a high school level of reading and writing
proficiency.
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The POST Commission’s 1994 (revised 1998) report POST Reading & Writing Test Validation
Research' documents research evaluating the validity of POST's Reading & Writing Tests as
predictors of job performance — from performance in the basic academy, to field training,
probation, and as a tenured officer. The research, which pulled data from the police departments
of Los Angeles, Oakland, Sacramento, San Francisco, and San Diego, found that test results
predict future job performance regardless of race.

The PELLETB consists of five parts:
1. Clarity (15-items): The examinee is presented a pair of sentences and instructed to pick
the one that is more clearly written.

Example: a. Bullet fragments were gathered by officers in envelopes.
b. Bullet fragments were gathered in envelopes by officers.

2. Spelling (15 items): This test measures the ability to correctly spell common words. The
examinee is presented a sentence with a word deleted, followed by a list of several
alternative spellings of the deleted word.

Example: It was not who committed the crime.
a. apparent b. apperant c. aparent d.aperant

3. Vocabulary (15 items): This test is designed to measure the ability to understand and
appropriately use common words. The examinee is presented a sentence with an
underlined word and a following list of word choices.

Example: The witness corroborated the suspect's story.
a. verified b. contradicted c. added to d. questioned

4. Reasoning Ability: This test requires the applicant to determine how different pieces of
information relate to one another.

Example: Ordering Information: Suspect A was in the house longer than Suspect B.
Suspect C was in the house for less time than Suspect B.

Who was in the house the longest?
a. Suspect A b. Suspect B ¢. Suspect C d. Not enough information.

5. Reading Comprehension (20 to 30 items): This test is designed to measure the ability to
derive meaning from written English.

! http://lib.post.ca.gov/Publications/60527628.pdf
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Example: Entrapment is defined as officers or agents of the government provoking a
person to commit a crime that he did not originally contemplate in order to prosecute
him. The goal of law enforcement is not to encourage nor to create an offense, but to
prevent people from committing crimes and/or arrest people when they do commit
offenses.

Based on the preceding passage, which of the following statements describes an instance
of entrapment?

a) Property that has been marked by police so that they can trace it at a later time.

b) A victim, learning that a person intends to rob him, does nothing to stop the crime, but
instead allows the robber to carry through with the crime so that police will catch him in
the act.

¢) A door to a warehouse containing valuable merchandise is purposely left open by
police.

d) An undercover officer approaches a known drug dealer and tries, unsuccessfully, to
purchase drugs.

6. CLOZE Test: The test is completed by supplying missing words in sentences (not
multiple choice). This test is designed to measure reading ability in a manner that reflects
the cognitive processes involved in reading. The dashes explain how many letters make
up the word that has been deleted.

Example: The juvenile justice system encounters many types of people. Here is one
example. Mary was 15 when 1) was first arrested. Mary was a popular girl. 2)
the time of her first arrest, 3)  was doing well in school.

Given the diverse needs of California law enforcement agencies, POST does not require all
agencies to use the same passing score. Agencies such as OPD are allowed to determine a
passing score that best fits hiring needs and standards. A score of 68 is the highest possible score;
since research shows that the likelihood of successful academy completion increases for every
point above 42 an applicant scores; POST recommends that agencies select a passing score of 42
or above. The Oakland Police Department requires a score of 45 to pass the POST written test.
Other agencies including Alameda County Sheriff’s Office and Sunnyvale Police Department
also require a score of 45. Some neighboring agencies have a higher passing score including
Contra Costa County Sheriff’s Office (48), Hayward (50) and San Jose Police Department (50).

The POST Commission explains that the PELLETB measures skills that are associated with
successful performance as a California peace officer, and thus a very useful tool in determining
who a law enforcement agency should consider for invitation to a police academy. See
Attachment B for a more thorough breakdown of the statistics provided as Attachment A in the
February 5, 2015 report. Because the PELLETB assesses general aptitude in reading, writing,
and cognitive ability, POST warns that there are no simple ways to quickly prepare to pass the
exam. For this reason, as outlined in the March 16, 2015 reports, OPD offers a variety of support
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services including tutoring and written exam preparation support as part of the Merritt College
Criminal Justice Program. The Oakland Police Department also continues to offer POST written
test workshops at the Police Administration Building, City Hall, and churches such, as Acts Full
Gospel Church, Bebe Memorial Church, Allen Temple, and Shiloh Baptist Church. Additionally,
OPD and other law enforcement agencies created the website http://www.passingthepost.com to
provide test preparation workshop information.

Analysis of the POST-Certified Oral Interview

POST Commission Regulation 1952 (Attachment A) stipulates that every peace officer applicant
be interviewed prior to employment to verify suitability for service. The oral interview takes
place prior to OPD making a conditional offer of employment. The test consists of two parts —
personality and scenario-type questions. Personality questions, such as “Why do you want to be a
police officer” or “What do you know about the City of Oakland?” are examples of the types of
questions asked to gauge whether an applicant is mentally prepared for police work in the City of
Oakland. Scenario-type questions help gauge whether an applicant understands police work and
can articulate awareness of different situations that require discretion as well as different uses of
force. Applicants should have an understanding of the force continuum. As the National Institute
of Justice explains,” “Most law enforcement agencies have policies that guide their use of force.
These policies describe an escalating series of actions an officer may take to resolve a situation.
This continuum generally has many levels, and officers are instructed to respond with a level of
force appropriate to the situation at hand, acknowledging that the officer may move from one
part of the continuum to another in a matter of seconds.”

The interview panel consists of three people:

e A sworn member of the Oakland Police Department
¢ A member of the Oakland Human Resources Management Department
e A member of the Oakland Community (as a volunteer)

The Oakland Police Department requires that a community member sit on the panel. The
Oakland Police Department also ensures that the three panel members reflect different racial
backgrounds, which helps to ensure a diversity of opinion in listening to applicants respond to
the oral interview.

Analysis of Background Investigation
Government Code §1031° requires a pre-employment background investigation for peace
officers. The POST Background Investigation Manual® explains that the pre-employment

2 http://www.nij.gov/topics/law-enforcement/officer-safety/use-of-force/pages/continuum.aspx

Every peace officer candidate shall be the subject of a thorough background investigation to verify good moral
character and the absence of past behavior indicative of unsuitability to perform the duties of a peace officer
Government Code §1031(d)].
http:/lib.post.ca.gov/Publications/bi.pdf
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background investigation assures compliance with minimum standards and helps to filter
candidates who, based on their history or other relevant information, are unsuitable for the
position of police officer. The Background Review investigator must investigate for all ten of the
POST Background Dimensions listed below:

Table No. 1: POST Background Review Dimensions

DOMAIN: MORAL CHARACTER

Dimensions Details
1. Integrity: Integrity « Honesty * Impartiality « Trustworthiness * Protection of
Confidential Information » Moral/Ethical Behavior
2. Impulse Safe Driving Practices * Attention to Safety « Impulse/Anger Control
Control/Attention to
Safety

3. Substance Abuse and
Other Risk-Taking

Behavior
DOMAIN: HANDLING STRESS AND ADVERSITY
Dimensions Details
4. Stress Tolerance Positive Attitude and Even Temper » Stress Tolerance and Recovery ¢

Accepting Responsibility for Mistakes

5. Confronting and
Overcoming Problems,
Obstacles, and

Adversity
DOMAIN: WORK HABITS
Dimensions Details
6. Conscientiousness Dependability/Reliability * Personal Accountability and Responsibility

» Safeguarding and Maintaining Property, Equipment, and Belongings
* Orderliness, Thoroughness, and Attention to Detail * Initiative and
Drive * General Conscientiousness

DOMAIN: INTERACTIONS WITH OTHERS

Dimensions Details

7. Interpersonal Skills Social Sensitivity * Social Interest and Concern * Tolerance * Social
Self-Confidence/Persuasiveness * Teamwork

DOMAIN: INTELLECTUALLYBASED ABILITIES

8. Decision-Making and Situation/Problem Analysis « Adherence to Policies and Regulations »
Judgment Response Appropriateness * Response Assessment

9. Learning Ability

10. Communication Skills | Oral Communication « Written Communication

In the Experience and Employment Section, the POST Background Investigation Manual
explains that a background investigator looks at work performance and conduct to determine
how seriously the applicant has applied values of integrity in the past. The investigator looks for
examples of disciplinary actions, attendance problems, performance reviews, misuse of sick
time, misuse of confidential information and any history of abuse of drugs or alcohol
consumption. The ‘legal’ section of the background review looks at areas such as past arrests,
domestic abuse, being the subject court orders, fraud, misdemeanors (past seven years), felonies
(lifetime), and past or current illegal drug use.
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The Background Investigation process involves interviews with acquaintances of applicants to
ascertain the nature of applicants’ character. The financial history and motor vehicle usage
history similarly are designed to assess applicant’s honesty and integrity. Instances of past drug
use, financial mistakes, and some level of work-related challenges do not automatically lead to
disqualification (DQ) by OPD hiring process. However, instances of serious domestic abuse,
patterns of repeated impropriety of work, patterns of dishonesty in personal relationships,
patterns of repeated financial mismanagement are serious red flags that often lead to a DQ mark.
A felony leads to an automatic disqualification per California law. Additionally, California Penal
Code PC §29805 disqualifies those who have committed specific misdemeanors from possessing
a firearm for 10 years, which precludes applicants from being employed as a peace officer. See
Attachment C for a list of such misdemeanors.

Whole Person Analysis

The February 5, 2015 African American Recruitment Report explained that one of
recommendations of the RAND Corporation Study “To Protect and Serve” (of the Los Angeles
Police Department recruitment process) was to use a “Whole-Person Analysis (WPA) to evaluate
applicants. In WPA analysis, circumstances, such as the candidate’s age, attitude, and
explanation for conduct, are taken into consideration, and the investigators and personnel
analysts must take into account these multiple factors.” The Oakland Police Department spoke
with Nelson Lim, lead author of the RAND Corporation study. Mr. Lim clarified that with WPA,
recruitment and background staff consider the entire context of each applicant’s profile. For
example, if an applicant was fired from a job several years ago, but then had a very positive work
history since the termination, then recruitment staff would consider the job termination from
years past within the context of the applicant’s entire personal history with consideration of all
positive or negative attributes. The other recommendation related to WPA in the report was that
the police department ensures that the WPA model was consistently employed by ensuring that
all background investigators and recruitment personnel understand the protocol.

Staff from OPD also spoke with a manager of the City of Los Angeles Personnel Department
involved in police recruiting. This manager explained that the Los Angeles Police Department
(LAPD) has developed a background investigation guide (see Attachment D) for determining
whether particular issues in an applicant’s background should qualify for an automatic DQ, or
rather when such issues should be considered within the context of the applicant’s entire profile.
Additionally, the City of Los Angeles personnel manager explained that LAPD must weigh the
risk to the department in modifying standards in applicants’ background. The entire department
can be held accountable for the actions of officers and anytime any officer is accused or found
guilty of conduct unbecoming an officer or actual crimes, the department’s Background Review
of the officer will be examined under considerable scrutiny.

Analysis of the Personal History Statement and Polygraph Exam

Police academy applicants bring their completed personal history statements (PHS) when they
attend their oral interviews. Requiring a PHS is a POST requirement and OPD’s PHS process
mirrors POST guidelines. The PHS questionnaire consists of questions the applicants must
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answer, designed to assess the same personal character qualities the Background Review
inspects. Aspects include:

Basic personal information

Friends and relatives

Education

Employment history

Residence history

Military history

¢ Financial history

e Legal compliance (including any crimes or illegal drug use), and
¢ Motor vehicle infractions.

The PHS requires applicants to provide very detailed profiles of their lives and to be honest in
disclosing any information that may be of concern to OPD. Applicants submit their PHS before
the oral interview. If the applicant is invited to continue after the oral interview, OPD then
requires each applicant to take a polygraph exam. The polygraph exam is not designed to
determine whether applicants are telling the truth on individual detailed questions, but rather to
assess whether an applicant is responding on average with a pattern of honesty, as the polygraph
examiner reviews the applicant’s PHS. The goal of the polygraph exam is to assess whether the
applicant appears to have been honest and truthful with information disclosed in their PHS.

The polygraph examination is not required by POST, but virtually every police agency in
California uses the polygraph exam to assist in the background investigation. Polygraphs are
simply a tool that help the investigator concentrate in areas of the background that may need
further investigating.

If an applicant takes the polygraph examination and during the test he or she has significant
reactions to questions regarding domestic violence, the polygraph examiner will relay this
information to the background investigator who will further question the applicant about
domestic violence. The investigator will also ensure that all former spouses and/or significant
others have been contacted to verify that the applicant is being truthful. The fact that the
applicant had reactions to domestic violence in the polygraph does not in itself disqualify the
applicant from the process.

Analysis of the Character Review and Psychological Questionnaire

POST also requires a character review. Candidates invited to this final application stage must
complete a two-hour psychological questionnaire designed to delve more deeply into applicants’
general emotional and mental balance and to assess suitability to manage the many challenges
faced by officers in Oakland. The general format of the questionnaire has been evaluated by
research studies that prove its effectiveness in filtering out applicants with higher propensities to
be overly stressed by challenging police work. Facing a higher likelihood of committing suicide
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or acting violently once in a position as an officer, for example, are situations any police agency
has a need to avoid.

At the Character Review, each profile is reviewed without knowledge of race, gender or age. The
Bureau of Services Deputy Chief, Captain of Personnel and Training, and the Personnel Manager
are all part of the Character Review panel. The panel is provided with a detailed overview of the
psychological evaluation, background investigation, and polygraph. All of this information is
thoroughly evaluated to determine which candidates should be invited to move forward in the
hiring process.

All applicants who fail the psychological exam are informed of their right to appeal the findings.
However, the applicants are required to pay for their own certified psychological exam. If the
psychologist agrees that the applicant is well suited for police work, then the Department will
pay for a third and final psychological exam utilizing a different psychologist. The findings of
the third psychological exam are final and can not be challenged.

Why Do Some Test Invitees Decide Not to Take a Test?

As illustrated in Aftachment B, some applicants invited to each stage of the three initial tests
(physical, written, oral) do not show up on the test date. OPD and HRM personnel believe, based
on significant anecdotal information, that in many cases applicants do not attend test dates
because they have taken tests for other law enforcement agencies and POST requirements dictate
that applicants must wait 30 calendar days before taking another exam for a different law
enforcement agency. To compete with other law enforcement agencies, OPD recruiting staff
conducts outreach through multiple media platforms to attract more applicants to OPD exams.

Common Types of Applicant Disqualification

Table No.2 below provides a summary of the most common reasons why OPD recruitment
personnel musts disqualify applicants from continuing with the process to become OPD police
officer trainees.
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Table No. 2: Oakland Police Department Sworn Officer Application Process;
Department Oversight and Examples for Receiving a Disqualification

Application Phase

Primary
Department
Responsible

Common Types of Disqualification

Completion of Physical Human Over 90% of applicants on all recent test dates passed the PAT;
Ability Test (PAT) Resources common disqualifications relate to endurance — lack of ability to
8% Management complete endurance test within defined time period.
(HRM)
Satisfactory performance on HRM Inability to show a mastery of a high school level of reading and
Written Examination (score of writing aptitude on the test, as evidenced by a score of 45 out of
45) maximum of 68. Test categories include: clarity, vocabulary,
N2 spelling, reasoning and reading comprehension.
Satisfactory performance in HRM Inability to articulate logical reasons for wanting to become a

Oral Interview (Candidates are
required to turn in a completed
Personal History Statement
(PHS) at the time of the Oral
Interview)

N

sworn officer, very little understanding of police work, no
awareness of cultural diversity and diverse communities, very
unprofessional manner

Clear the screening for aklan atterns of poor work history, patters of financia
POST dimensions Police mismanagement, significant or recent illegal drug use, evidence
¥ Department of very disrespectful or violent behavior, poor driving record
(OPD)
Receive Conditional Job Offer OPD N/A
v
Pass Polygraph Examination OPD Exam provides evidence that examinee appears to be providing
information considerably inconsistent with PHS or Background
Review, or examinee provides new information considerably
inconsistent with their PHS or Background Review.
Pass Psychological OPD California Government Code 1031(f) requires all California
Examination peace officers to be free from any "Emotional, or mental
¥ condition which might adversely affect the exercise of the powers
of a peace officer."
Investigation Pass Medical OPD Not able to pass the hearing or vision standards
Examination
v
Satisfactorily Complete OPD Untruthful/ dishonest during hiring process, theft from employer,
Background timecard fraud, embezzlement, forgery, perjury, illegal purchase
N2 of firearms, gang affiliations, drug sales to minors, child abuse,
domestic violence, assault w/ a deadly weapon, violation of court
orders, recent drug use, statutory rape, assault on supervisors/ co-
workers, significant customer complaints.
Pass Character Review Hiring OPD Same as DQs for Background Investigation (immediately above)
Panel
v
Begin Police Officer Academy OPD N/A
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Feedback to Applicants Not Invited to Academies

When an applicant fails a certain portion of the testing process, information is given in their non-
select letters on how to better prepare for that part they failed. If an applicant fails the PAT for
example, they are informed that OPD holds practice PAT courses on every first Saturday of the
month to help them practice and prepare for the next test. Staff also provides information about
physical fitness classes given at Merritt and Laney Community Colleges geared toward Police &
Fire PATs. Applicants who fail the written test, as mentioned above, are provided information
about online tutoring at http://www.passingthepost.com, which provides dates and locations of
future community location workshops and/or webinars. Applicants who fail the third stage, oral
interview, are given a schedule of future oral interview workshops via http://www.opdjobs.com.

Further Analysis of Demographic Statistics in OPD Academies and Sworn Staffing

Attachment B to this report provides more updated information on application statistics, detailed
for each major racial group, for OPD’s most recent basic academies (166th - 171st).
Additionally, Table 3 below provides a racial analysis across all ranks of OPD’s current sworn
personnel.

Table No. 3: Diversity in the Oakland Police Department by Rank

Chief, Assistant Chief & Deputy Chiefs: Sergeant - Total = 119
Total =5 Race No. | Percentage
Race No. | Percentage African American/Black | 25 |21.0%
African American 2 40.0% Asian 16 13.4%
Asian 0 [00% Filipino 1 0.8%
Hispanic / Latino 1] 20.0% Hispanic/Latino 17 | 14.2%
White / Caucasian 2 40.0% Other/Undeclared 4 3.3%,
Captain: Total =10 White/Caucasian 56 | 47.0%
Race No. | Percentage Officer: Total =530
African American 6 60.0% Race No. | Percentage
Asian 0 0.0% African American/Black | 87 | 16.4%
Hispanic / Latino 2 20.0% Asian 63 | 11.8%
White / Caucasian 2 20.0% Filipino 11 2.0%
Lieutenant: Total = 26 Hispanic/Latino 132 | 24.9%
Race No. | Percentage Native American 2 0.3%
African American / Black 10 38.4% Other/Undeclared 16 |3.0%
Asian 3 11.5% White/Caucasian 219 | 41.3%
Hispanic / Latino 3 11.5%
Other / Undeclared 1 3.8%
White / Caucasian 9 34.6%
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Status on OPD and HRM “Recruitment Best Practices Working Group”

The initial meeting of the working group on Recruitment Best Practices for OPD took place on
March 5 of this year. Margaret Dixon, Chair of Merritt College’s Administration of Justice
Program, hosted the meeting. The meeting included representatives of the Oakland Police
Department and the Oakland Human Resources Management Department. A number of
strategies were proposed and were provided to the Public Safety Committee as part of the first
supplemental report on African American recruiting. The Best Practices Working Group is
waiting further direction from the Public Safety Committee in terms of which strategies should
be pursued. Once these strategies are identified by the Public Safety Committee, the Working

Group will seek necessary resources to begin implementation. These strategies are provided
again (below) to facilitate this identification:

Table 4: OPD Officer Recruitment Strategies

Strategy Staff Implementation Challenge;
Possible Fiscal Impact

Outreach to HBCU Alumni OPD Recruiting Staff; OPD Moderate; May require

Association and Other Officers and Cadets additional staff.

Organizations

Better Noticing of Test Dates OPD and DHRM Civilians Not Difficult; No fiscal
impact

Media Outreach OPD Public Information, Moderate; Additional staff

Recruiting Staff and City
Online Engagement Staff

may be required to sustain
efforts.

Implementation of Internship
Programs

OPD Recruiting and
Backgrounds Staff; OPD

Youth and Family Services
Division (YFSD) Staff

Moderate; Additional staff
may be required to sustain
efforts and some additional
funding will be required to
compensate interns.

Explorer Program Expansion

OPD Recruiting and
Background Staff; OPD YFSD

Not Difficult; The Police
Activities League may
require additional funds to
expand program.

Cadet Program Expansion

OPD Recruiting and
Background Staff; OPD
Training Section Staff

Not Difficult; Additional
funding will be required to
expand program
participation.

OK Mentoring Program
Expansion

OPD YFSD

Not Difficult; Program may
need greater grant funding to
expand.

Participation in Law
Enforcement at Local
Administration of Justice

OPD Recruiting Staft; OPD
Officers, Cadets, and College
Interns

Not Difficult — program in
operation; No fiscal impact.
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Programs

Outreach and Partnering with
African American Churches

OPD Recruiting Staff, OPD
Officers, Cadets, and Interns

Moderate; Additional staff
may be required to sustain
efforts.

Partnering with the Black
Officers Association

OPD Members of the Black
Officers Association

Moderate; Additional staff
may be required to sustain
efforts.

Reaching out to African
American Publications

OPD Recruiting Staff; OPD
Public Information Staff

Moderate; Additional staff
may be required to sustain
efforts.

Each of the above strategies represents an increase in workload for OPD and/or HRM. In order
to effectively enact most of the strategies, funding will be required for identified personnel. In
addition to the above resources required to enact the strategies, additional funding will also be

needed for HRM to respond to the increased number of applicants.

PUBLIC OUTREACH/INTEREST

This report contains information of public interest as it directly relates to public safety within the

City of Oakland.

COORDINATION

The City Attorney’s Office as well as the Department of Human Resources and Management
were consulted in preparation of this report.

Item:
Public Safety Committee
April 28,2015




John A. Flores, Interim City Administrator
Subject: Oakland Police Department African American Recruitment Efforts

Date: April 7, 2015 Page 15

SUSTAINABLE OPPORTUNITIES

Economic: There are no economic opportunities identified in this report.
Environmental: No environmental opportunities have been identified.

Social Equity: This report provides valuable information to the Oakland community regarding
inclusion of under-represented groups in the Oakland Police Department.

For questions regarding this report, please contact Bruce Stoffmacher, Management Assistant,
OPD Research and Planning, at (510) 238-6976.

For questions regarding this report, please contact Bruce Stoffmacher, Management Assistant,
OPD Research and Planning, at (510) 238-6976.

Respectfully submifted,

Ao L

Sean Whent
Chief of Police
Oakland Police Department

Reviewed by:

Tim Birch, Police Services Manager
OPD, Office of the Chief of Police,
Research & Planning

Prepared by:
Cecilia Belue, Personnel Manager
OPD Personnel Section, Bureau of Services

Attachments
A- POST Commission Regulations
B- Police Officer Trainee Hiring Data
C- Prohibited Misdemeanor Offenses
D- LAPD Whole Person Analysis

Item: 3

Public Safety Committee
April 28, 2015
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https://iwww.post.ca.gov/peace-officer-selection-requirements-regulations.aspx#c1951

Commission on Police Officer Standards and
Testing (POST)

Section C - Personnel Selection and Standards

Peace Officer Selection Requirements Regulations

(formerly 9050 - 9055)

1950. Peace Officer Selection Requirements

1951. Peace Officer Reading and Writing Ability Assessment
1952. Peace Officer Oral Interview

1953. Peace Officer Background Investigation

1954. Peace Officer Medical Evaluation

1955. Peace Officer Psychological Evaluation

1950. Peace Officer Selection Requirements
(a) Peace Officer Selection Requirements

The purpose of these regulations is to implement the minimum peace officer selection standards set
forth in California Government Code section 1031and as authorized by Caiifornia Penal Code
section 13510. Peace officer training requirements are addressed separately in Commission
Regulations 1005 and 1007. All POST documents and forms mentioned in these regulations are
available on the POST Website.

(1) Every POST-participating department and/or agency (hereinafter referred to as
"department") shall ensure that every "peace officer candidate," as defined in subsection
1950(b), satisfies all minimum selection requirements specified in the following regulations
unless waived by the Commission on a case by case basis. Statutory requirements in these
regulations cannot be waived by the Commission.

Reading and Writing Ability Assessment (Regulation 1951)
Oral Interview (Regulation 1952)

Background Investigation (Regulation 1953)

Medical Evaluation (Regulation 1954)

Psychological Evaluation (Regulation 1955)

(2) All requirements specified in these regulations shall be satisfied prior to the date of
employment. For purposes of these regulations, "date of employment" is defined as date of
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appointment as a peace officer or, at the department's discretion, the date the candidate is
hired as a trainee and enrolled in a POST-certified basic course.

(b) Peace Officer Candidate Definition

For purposes of these regulations, a "peace officer candidate" is any individual, regardless of rank or
Penal Code classification, who applies for a peace officer position with a POST-participating
department, regardless of the individual's prior law enforcement experience either at that department
or at a different department within the same city, county, state, or district.

(c) Exceptions

For purposes of these regulations, peace officers described in this section are not considered
"candidates" and are therefore exempted fromRegulations 1951-1955.

(1) The department has sole responsibility for determining what, if any, assessments are
necessary for a peace officer who:

(A) Changes peace officer classifications, such as from reserve officer to regular officer,
within the same POST-participating department if documentation is available for
inspection verifying that all current minimum selection requirements were previously
met, and the peace officer has worked continuously for the department since the time of
initial appointment.

(B) Is employed by a department that, through reorganization, is merged with another
department within the same city, county, state, or district, if documentation is available
for inspection verifying that the officer was hired in accordance with the POST
requirements in effect at the time of hire.

(2) For a peace officer who has been mandatorily reinstated, the department shall:

(A) Report the reinstatement to POST through the submittal of a Notice of
Appointment/Termination, POST 2-114, indicating a correction to record, together with
a copy of the official reinstatement documentation [Commission Regulation 1003(b)(2)];

(B) Resubmit the officer's fingerprints to the California Department of Justice (DOJ) and
the Federal Bureau of Investigation (FBI) to verify legal eligibility for a peace officer
position (California Government Code sections 1029 and 1030) and to determine
eligibility to possess a firearm [Penal Code section 29805-and U.S. Code Title 18
section 922(d)(9)]. Fingerprints do not need to be resubmitted if the officer was never
removed from the department's peace officer files of the DOJ or FBI;

(C) Obtain evidence of U.S. citizenship if the officer was not a United States citizen at
the date of initial appointment and three or more years has elapsed since that date of
appointment (California Government Code section 1031.5);

(D) Perform a records check of the California Department of Motor Vehicles (California
Vehicle Code section 12500).

(3) Publicly elected peace officers are exempted from Regulations 1951-1955.
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(d) Adoption of Additional Requirements and/or Higher Standards

The requirements described herein serve as minimum selection requirements. Per Government
Code section 1031(g) and Penal Code section 13510(d), the adoption of more rigorous
requirements, higher standards, additional assessments and/or more in-depth evaluations than
those stated in these regulations is at the discretion of the employing department.

1951. Peace Officer Reading and Writing Ability Assessment

(a) Every peace officer candidate shall be able to read and write at the levels necessary to perform
the job of a peace officer. Satisfactory completion of this requirement may occur at any time prior to
date of employment. Reading and writing ability shall be demonstrated by one of the following:

(1) Achievement of a score deemed acceptable by the hiring department on the POST Entry-
Level Law Enforcement Test Battery or other professionally developed and validated test of
reading and writing ability. The test can be administered by either the department or another
entity.

(2) Proof of successful completion of the Regular Basic Course or the Specialized
Investigators' Basic Course.

(3) Proof of possession of a Basic Course Waiver.

(b) A department that uses the POST Entry-Level Law Enforcement Test Battery must have a
current Test Use and Security Agreement, herein incorporated by reference, on file with POST.

1952. Peace Officer Oral Interview

(a) Every peace officer candidate shall participate in an oral interview to determine suitability to
perform the duties of a peace officer. The interview shall take place prior to making a conditional
offer of employment.

(b) The interview shall be conducted by the department head, one or more representatives of the
department, the appointing authority or designee, and/or an oral panel consisting of at least one
department employee.

(c) The POST |nterviewing Peace Officer Candidates: Hiring Interview Guidelines provides
assistance in conducting the oral interview. The use of the manual is discretionary; except that oral
interviews shall address, at a minimum, the six POST Interview Factors herein incorporated by
reference described in the manual: Experience, Problem Solving Ability, Communication Skills,
Interest/Motivation, Interpersonal Skills, and Community involvement/Awareness.

1953. Peace Officer Background Investigation
(a) Government Code Mandate

Every peace officer candidate shall be the subject of a thorough background investigation to verify
good moral character and the absence of past behavior indicative of unsuitability to perform the
duties of a peace officer [Government Code section 1031(d)].
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(b) Background Investigation Evaluation Criteria

The POST Background Investigation Manual: Guidelines for the Investigator provides assistance in
conducting background investigations. The use of the manual is discretionary; except the POST
Background Investigation Dimensions herein incorporated by reference described in the manual -
Integrity, Impulse Control/Attention to Safety, Substance Abuse and Other Risk-Taking Behavior,
Stress Tolerance, Confronting and Overcoming Problems, Obstacies, and Adversity,
Conscientiousness, Interpersonal Skills, Decision-Making and Judgment, Learning Ability, and
Communication Skills - shall be considered in the conduct of every peace officer background
investigation.

(c) Personal History Statements

Every peace officer candidate shall complete, sign, and date a personal history statement at the
onset of the background investigation. A personal history statement can be either the Personal
History Statement - Peace Officer, POST 2-251 or an alternative personal history statement. An
alternative personal history statement shall include inquiries related to the following areas of
investigation: personal identifying information, relatives and references contact information,
education history, residence history, experience and employment history, military history, financial
history, legal history, driving history, and other topics related to moral character.

(d) Collection of Background Information: Pre and Post Conditional Offer of Employment

(1) Nonmedical or nonpsychological background information may be collected after a
conditional offer of employment (COE) is issued if it could not have reasonably been collected
prior to the COE (Government Code section 1031.2). This may include:

(A) Official documents that cannot be obtained and evaluated in a timely manner during
the pre-offer period, and

(B) Information derived from contacts and interviews with references.

(2) At the post-offer stage, background investigators, examining physicians, examining
psychologists, and others involved in the hiring decision shall work cooperatively to ensure
that each has the information necessary to conduct their respective investigations and/or
assessments of the candidate.

(e) Areas of Investigation
(1) Citizenship Verification

(A) Every peace officer candidate, except those applying to the California Highway
Patrol, shall be either a United States citizen or a permanent resident alien who is
eligible for and has applied for citizenship on or within three years before the date of
appointment as a peace officer (Government Code sections 1031(a) and 1031.5).

(B) Every peace officer candidate for the California Highway Patrol shall be a United
States citizen at time of appointment as a peace officer (Vehicle Code section 2267).

(C) Proof of U.S. citizenship shall consist of an official government-issued birth
certificate, naturalization documentation, or other citizenship documentation deemed
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acceptable by POST. The document shall be an original, a certified copy, or a copy that
includes a notation by the investigator that the original or certified copy was reviewed.

(2) Age Verification

(A) Every peace officer candidate shall be minimally 18 years of age on or before the
date of appointment as a peace officer.

(B) Proof of age shall be satisfied by any document accepted for proof of citizenship.

(3) Criminal Record Checks - Local, State, and National

Every peace officer candidate shall be the subject of a criminal record search at the local,
state, and national levels to determine legal eligibility for peace officer employment
[Government Code sections 1029(a)(1),1030, and 1031(c}], eligibility to carry a firearm [Penal

Code section 29805;U.S. Code Title 18, section 922(d)(9)], and to assess moral character

[Government Code section 1031(d)].

(A) Local searches shall include inquiries with local law enforcement departments
where the candidate has lived, worked, attended school, or frequently visited.

Proof of local searches shall be documented by a letter or other written documentation
from each department contacted. If a contacted department does not provide written
documentation, the request for information shall be noted.

(B) A state search shall include forwarding the candidate's fingerprints to the California
Department of Justice (DOJ) to establish the candidate's legal eligibility for employment
(Government Code section 1029) and eligibility to possess a firearm [Penal Code
section 29805; U.S. Code Title 18 section 922(d)(9)].

Proof of a state search shall be documentation issued by the DOJ consisting of an
official clearance return and an authorization to possess and carry firearms. The
authorization shall be relevant to the peace officer position and shall have been
generated no more than one year prior to the date of employment,

(C) A national search shall include forwarding the candidate's fingerprints to the
Federal Bureau of Investigation (FBI).

Proof of a national search shall consist of an official clearance from the FBI. The
clearance shall be relevant to the peace officer position and shall have been generated
no more than one year prior to the date of employment.

(4) Driving Record Check

(A) Every peace officer candidate's driving history, if any, shall be checked to assess
behaviors consistent with the safe and appropriate operation of a motor vehicle and
adherence to the law.

(B) Proof of the driving history check shall consist of a written driving record history from
the Department of Motor Vehicles or other official driving record. The record shall be
dated no more than one year prior to the date of employment.
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(5) Education Verification

(A) Every peace officer candidate shall meet one of the following minimum education
requirements pursuant to Government Code section 1031(e):

1. Be a high school graduate of one of the following:
a. A U.S. public school, or
b. An accredited U.S. Department of Defense high school, or
c¢. An accredited or approved public or nonpublic high school.

2. Pass the General Education Development (GED) test indicating high school
graduation level.

3. Pass the California High School Proficiency Examination, or

4. Have attained a two-year, four-year, or advanced degree from an accredited
college or university.

Any accreditation or approval shall be from a state or local government
educational agency using local or state government approved accreditation,
licensing, registration, or other approval standards, a regional accrediting
association, an accrediting association recognized by the Secretary of the United
States Department of Education, an accrediting association holding full
membership in the National Council for Private School Accreditation (NCPSA),
an organization holding full membership in the Commission on International and
Trans-Regional Accreditation (CITA), an organization holding full membership in
the Council for American Private Education (CAPE), or an accrediting association
recognized by the National Federation of Nonpublic School State Accrediting
Associations (NFNSSAA).

(B) Proof shall consist of an official transcript or other means of verifying satisfactory
completion of educational requirements deemed acceptable by POST. The document
shall be an original, a certified copy, or a copy that includes a notation by the
investigator that the original or certified copy was reviewed.

(6) Employment History Checks

(A) Every peace officer candidate shall be the subject of employment history checks
through contacts with all past and current employers over a period of at least ten years,
as listed on the candidate's personal history statement.

(B) Proof of the employment history check shall be documented by a written account of
the information provided and source of that information for each place of employment
contacted. All information requests shall be documented.

(7) Relatives/Personal References Checks
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(A) Every peace officer candidate shall be the subject of reference checks through
contacts and interviews with relatives, including former spouses, and personal
references listed on the candidate's personal history statement. Additional references,
provided by the initial contacts, shall also be contacted and interviewed to determine
whether the candidate has exhibited behavior incompatible with the position sought.
Sufficient information shall be collected and reviewed to determine candidate suitability.

(B) Proof of reference checks shall be documented by written information showing that
relatives and personal references identified by the candidate were interviewed.
Documentation shall include the identity of each individual contacted, the contact's
relationship to the candidate, and an account of the information provided by the contact.
All requests for information shall be documented.

(8) Dissolution of Marriage Check

(A) Every peace officer candidate who indicates one or more marriage dissolutions on
the personal history statement shall have his/her court issued dissolution documents

and legal separation decrees reviewed as an indication of personal integrity, financial
responsibility, and other relevant aspects of candidate suitability.

(B) Proof of the dissolution/separation of marriage check shall be documented by a
copy of all final court-issued dissolution documents and legal separation decrees.

(9) Neighborhood Checks

(A) Every peace officer candidate shali be the subject of contacts and interviews with
current and, where practicable, previous neighbors to determine whether the candidate
has exhibited behavior incompatible with the position sought.

(B) Proof of neighborhood checks shall be documented by written information showing
the identity of each neighbor contacted, the neighbor's relationship to the candidate,
and an account of the information provided by the individual. All requests for information
shall be documented.

(10) Military History Check

(A) When applicable, a candidate shall be required to present proof of Selective Service
registration or military service records.

(B) Proof of a military history check shall consist of written verification of Selective
Service registration, except for women or any man born prior to January 1, 1960. For
any candidate who indicates military history on the personal history statement, proof
shall consist of an official copy of their DD-214 long form or equivalent documentation
of foreign military service, if available.

(11) Credit Records Check

(A) Every peace officer candidate shall be the subject of a credit record search with a
bona fide credit reporting agency (i.e., Experian, Trans Union, Equifax) to determine the
candidate's credit standing with lenders, as an indication of the candidate's
dependability and integrity.
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(B) Proof of a credit record check shall be documented by an official credit report
returned by one of the bona fide credit reporting agencies. The report shall have been
created no more than one year prior to the date of employment.

(f) Background Investigation Updates
(1) Eligibility

(A) If a peace officer candidate was initially investigated in accordance with all current
requirements and the results are available for review, a background investigation
update, as opposed to a complete new background investigation, may be conducted for
either of the following circumstances:

1. The peace officer candidate is being reappointed to the same POST-
participating department, or

2. The peace officer candidate is transferring, without a separation, to a different
department; however, the new department is within the same city, county, state,
or district that maintains a centralized personnel and background investigation
support division.

(2) Update Requirements
(A) A new personal history statement [Regulation 1953(c)] with updated information

covering the period from the last personal history statement to the current date shall be
completed by the peace officer candidate.

(B) The department shall conduct investigations of all new information reported by the
candidate on the new personal history statement.

1. For candidates reappointed to the same department per Regulation
1953(H)(1)(A)1. , the new background investigation shall cover the period since
the candidate separated from the department.

2. For candidates transferring, without a separation, to a different department
within the same city, county, state, or district per Regulation 1953(f)(1)(A)2., the
new background investigation shall cover the period since the date the previous
background investigation was completed.

(C) Any area of investigation for which there is updated information shall be addressed
in the updated background investigation. This shall minimally include a new: 1) Local
Criminal Record Check, 2) State and National Criminal Check, unless there is written
attestation that the candidate was never removed from the department's peace officer
files of the DOJ or FBI, 3) Driving Record Check, and 4) Credit Record Check.

(D) Updated background investigation documentation shall be maintained with the initial
background investigation documents.

(E) If the original background investigation was conducted within one year from the date
of reappointment, it is not necessary to update criminal record checks, driving record
check, or credit check.

Afttachment A



(g) Documentation and Reporting
(1) Background Narrative Report

The background investigator shall summarize the background investigation results in a
narrative report that includes sufficient information for the reviewing authority to extend, as
appropriate, a conditional offer of employment. The report, along with all supporting
documentation obtained during the course of the background investigation, shall be included
in the candidate’s background investigation file. The supporting documents shall be originals
or true, current, and accurate copies as attested to by the background investigator. The
background investigation file shall be made available during POST compliance inspections.

(2) Retention

The background narrative report and supporting documentation shall be retained in the
individual's background investigation file for as long as the individual remains in the
department's employ. Additional record retention requirements are described in Government
Code section 12946.

(3) Information Access

The information shall be shared with others involved in the hiring process, such as the
screening physicians and psychologists, if it is relevant to their respective evaluations. There
is a duty and/or legal obligation to furnish this information to those conducting background
investigations of peace officer candidates on behalf of other law enforcement departments
except as specifically provided by statute (Government Code section 1031.1, Government
Code section 6250 et seq , Labor Code section 1050, Labor Code section 1054, O'Shea v.
General Telephone Co. (1987) 193 Cal. App 3d 1040). This information shall only be utilized
for investigative leads and the information shall be independently verified by the prospective
department to determine the suitability of the peace officer candidate.

1954. Peace Officer Medical Evaluation
(a) Government Code Mandate/Evaluator Requirements

Every peace officer candidate shall be evaluated by a licensed physician and surgeon (hereinafter
referred to as "physician”) to determine if the candidate is free from any physical (i.e., medical)
condition that might adversely affect the ability to exercise peace officer powers [Government Code
section 1031(f)]. The physician shall conduct the evaluation on behalf of and for the benefit of the
employing department.

(b) Timing of the Medical Evaluation

The medical evaluation shall commence only after the department has extended a conditional offer
of employment to the peace officer candidate [Americans with Disabilities Act (42 U. S. Code section
12101 et seq); California Fair Employment and Housing Act (Government Code section 12940 et
seq)]. The medical evaluation must be completed within one year prior to date of employment. A
new medical evaluation shall be conducted on peace officer candidates reappointed to the same
department, unless the prior evaluation occurred within one year of the date of reappointment.

(c) Medical Screening Procedures and Evaluation Criteria
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The medical screening procedures and evaluation criteria used in the conduct of the medical
evaluation shall be based on the peace officer duties, powers, demands, and working conditions as
defined by the department. This information shall be provided to the physician, along with any other
information (e.g., risk management considerations) that will allow the physician to make a medical
suitability determination. The POST Medical Screening Manual for California Law

Enforcement provides medical examination and evaluation protocols that are based on patrol officer
job demands and working conditions. These protocols may be adopted or adapted for use by the
department, if and as appropriate. However, the use of the manual is discretionary.

(d) Required Sources of Information for the Medical Evaluation

The medical evaluation shall include a review by the screening physician of the following sources of
information prior to making a determination about the candidate's medical suitability.

(1) Job Information

Job information shall consist of the peace officer duties, powers, demands, and working
conditions provided by the department per Regulation 1954(c).

(2) Medical History Statement

Prior to the medical evaluation, every peace officer candidate shall complete, sign and date a
medical history statement. The POST Medical History Statement - Peace Officer, POST 2-
252 can be used for this purpose, or an alternative form that includes inquiries about past and
current medical conditions and procedures, physical symptoms, limitations, restrictions, and
the use of medications and drugs.

(3) Medical Records

Medical records shall be obtained from the candidate's treating physician or other relevant
health professional, if warranted and obtainable. This information may be provided by the
candidate or, with written authorization from the candidate (Civil Code section 56.11), may be
obtained directly from the health professional.

(e) Medical Evaluation Report

(1) The evaluating physician shall submit a medical evaluation report to the department that
shall include the following information:

(A) The physician's contact information and medical license number,
(B) The candidate's name,
(C) The date the evaluation was completed, and

(D) A statement, signed by the physician, affirming that the candidate was evaluated in
accordance with Commission Regulation 1954. The statement shall include a
determination of the candidate's medical suitability for exercising the powers of a peace
officer.
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(2) The department shall maintain the medical evaluation report in the candidate's background
investigation file; the report shall be available to POST during compliance inspections.

(3) The physician shall provide any additional information to the department that is necessary
and appropriate for the hiring department, such as the candidate's job-relevant functional
limitations, reasonable accommodation requirements, and potential risks posed by detected
medical conditions. All information deemed medical in nature shall be maintained as a
confidential medical record, separate from the background investigation file.

(4) The POST Medical Examination Report - Peace Officer, POST 2-253 is available for use in
reporting this information; however, its use is discretionary.

(5) Information from the medical evaluation may be provided to others involved in the hiring
process, if it is relevant to their respective determinations of candidate suitability.

(f) Second Opinions

A candidate who is found medically unsuitable has the right to submit an independent evaluation for
consideration before a final determination of disqualification is made [2_California Code of
Regulations section 11071(b)(2)]. When a candidate notifies the department that s/he is seeking an
independent opinion, the department shall make available the peace officer duties, powers,
demands, and working conditions and the medical screening requirements specified in Commission
Regulation 1954. Other information, such as specific procedures or findings from the initial
evaluation, may be shared with the second-opinion evaluator at the discretion of the department.
The means for resolving discrepancies in evaluations is at the discretion of the department,
consistent with local personnel policies and/or rules.

1955. Peace Officer Psychological Evaluation
(a) Government Code Mandate/Evaluator Requirements

Every peace officer candidate shall be evaluated to determine if the candidate is free from any
emotional or mental condition that might adversely affect the exercise of the powers of a peace
officer [Government Code section 1031(f)], and to otherwise ensure that the candidate is capable of
withstanding the psychological demands of the position.

(1) The psychological evaluation shall be conducted by either of the following:

(A) A physician and surgeon who holds a valid California license to practice medicine,
has successfully completed a postgraduate medical residency education program in
psychiatry accredited by the Accreditation Council for Graduate Medical Education, and
has at least the equivalent of five full-time years of experience in the diagnosis and
treatment of emotional and mental disorders, including the equivalent of three full-time
years accrued after completion of the psychiatric residency program.

(B) A psychologist licensed by the California Board of Psychology who has at least the
equivalent of five full-time years of experience in the diagnosis and treatment of
emotional and mental disorders, including the equivalent of three full-time years
accrued post-doctorate.
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(2) The psychological evaluator (hereinafter referred to as “evaluator”) shall be competent in
the conduct of preemployment psychological screening of peace officers. The required areas
of competence, as defined in the "POST Peace Officer Psychological Evaluator Competencies
(2013)" (Competencies), are herein incorporated by reference.

(3) The evaluator must complete a minimum of 12 hours biennially of POST-approved
continuing professional education per Commission Regulation 1955(b).

(4) The evaluator shall conduct the examination on behalf of and for the benefit of the
employing department.

(b) Continuing Professional Education (CPE)
(1) CPE Course Requirement

POST approval will be granted to courses that meet the following requirements for both
course quality and relevance:

(A) Course Quality

Course quality is satisfied by any course recognized and accepted by the California
Board of Psychology for continuing education credit [16 CCR section 1397.61(c)(1)]
including:

1. Courses provided by American Psychological Association (APA), or its
approved sponsors; or

2. Continuing medical education (CME) courses specifically applicable and
pertinent to the practice of psychology and that are accredited by the California
Medical Association (CMA) or the Accreditation Council for Continuing Medical
Education (ACCME); or

3. Courses provided by the California Psychological Association, or its approved
sponsors; or

4. Courses approved by an accrediting agency for continuing education courses
taken prior to January 1, 2013, pursuant to 16 CCR section 1397.61 as it existed
prior to January 1, 2013.

The quality of courses recognized and accepted by other accrediting bodies,
associations, or organizations will be considered on a case by case basis.

(B) Course Relevance

As determined by POST, courses must have direct relevance and applicability to
preemployment psychological assessment by providing instruction and training in one
or more of the Competencies [Regulation

1955(a)(2)].

(2) CPE Course Approval
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POST approval shall be granted to courses that meet the requirements outlined in
1955(b)(1). To be considered for POST approval, a course approval request must be
submitted to POST via the electronic CPE Tracking System. The request may be
submitted by a course instructor, provider, sponsor, law enforcement agency, or an
individual who has taken or is considering taking a course.

Requests for POST approval must include the following information:

(A) Course provider

(B) Course instructor

(C) Course title and description

(D) Approving association

(E) Course topics and hourly distribution

(F) Learning objectives

(G) Method(s) of instruction (e.g., workshop, webinar, independent learning)

A list of POST-approved CPE courses are maintained on the POST Website.

(3) Evaluator CPE Requirement

(A) The evaluator must complete 12 hours of POST-approved instruction over a two-
year period, which shall run concurrently with the evaluator's two-year license renewal
cycle. The POST CPE requirement must be met no later than the evaluator's license
renewal date. Additional CPE hours above the 12 hour minimum do not count toward
the next two-year cycle.

(B) Prior to September 1, 2014, all evaluators must complete a minimum of six (6)
hours of CPE. The POST-approved CPE must have been completed between May 1,
2012 and August 30, 2014.

After September 1, 2014, the 12-hour two-year CPE requirement will begin. CPE hours
will be prorated at.5 hours per month, based on the evaluator's license renewal cycle.
For example, if the evaluator's license renewal date is February 28, 2015, by that date
the evaluator must complete .5 hours of CPE for each of the six months that elapsed
since September 1, 2014 (i.e., three hours). Thereafter, the evaluator must meet the
regular 12 hours of CPE for every two-year cycle per Regulation 1955(a)(3).

(C) The evaluator may satisfy no more than 75% (up to nine (9) hours) of the POST
CPE requirement through independent learning that meets Regulation 1955(b)(1).
Independent learning includes, but is not limited to, courses delivered via the Internet,
CD-ROM, satellite downlink, correspondence, and home study.

(4) Verification of Course Completion

To verify compliance with Regulation 1955(a)(3), the evaluator must submit a
psychological evaluator approval request to POST via the electronic CPE Tracking
System. The request for approval may be submitted any time during the two-year cycle.

Requests must include the following information:
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(A) Evaluator Information [name and contact information; license # and renewal date;
and additional information (curriculum vitae, professional website URL), if available],
and

(B) Course information (course, title, date completed, and CPE hours).

The request must be accompanied by official documentation of course completion, such
as completion certificate, roster, and/or other official education or training records.

A list of evaluators and their contact information is available on the POST website
(www _post.ca.gov).

(c) Timing of the Psychological Evaluation

The psychological evaluation shall commence only after a conditional offer of employment has been
extended to the peace officer candidate [Americans with Disabilities Act (42 U. S. Code section
12101 et seq); California Fair Employment and Housing Act (Government Code section 12940 et
seq)]. The psychological evaluation must be completed within one year prior to date of employment.
A new psychological evaluation shall be conducted on peace officer candidates reappointed to the
same department, unless the prior evaluation occurred within one year of the date of reappointment.

(d) Psychological Screening Procedures and Evaluation Criteria

(1) The psychological screening procedures and evaluation criteria used in the conduct of the
psychological evaluation shall be based on the peace officer duties, powers, demands, and
working conditions as defined by the department. This information shall be provided to the
evaluator, along with any other information (e.g., risk management considerations) that will
allow the evaluator to make a psychological suitability determination.

(2) Every peace officer candidate shall be evaluated, at a minimum, against job-related
psychological constructs herein incorporated by reference contained and defined in the
POST Peace Officer Psychological Screening Dimensions (pdf): Social Competence,
Teamwork, Adaptability/Flexibility, Conscientiousness/Dependability, Impulse Control,
Integrity/Ethics, Emotional Regulation/Stress Tolerance, Decision Making/Judgment,
Assertiveness/Persuasiveness, and Avoiding Substance Abuse and Other Risk-Taking
Behavior.

(e) Required Sources of Information for the Psychological Evaluation

The psychological evaluation shall include a review by the evaluator of the following sources of
information prior to making a determination about the candidate's psychological suitability.

(1) Job Information

Job information shall consist of the peace officer duties, powers, demands, and working
conditions provided by the department per Regulation 1955(d)(1).

(2) Written Assessments
Written assessments shall consist of a minimum of two written psychological instruments. One

of these instruments shall be designed and validated to identify patterns of abnormal behavior:
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the other instrument shall be designed and validated to assess normal behavior. Both
instruments shall have documented evidence of their relevance for evaluating peace officer
suitability. Together, the instruments shall provide information about each candidate related
to: (1) freedom from emotional and/or mental conditions that might adversely affect the
exercise of the powers of a peace officer, and (2) psychological suitability per the POST
Psychological Screening Dimensions [Regulation 1955(d)(2)].

The psychological assessments shall be interpreted using appropriate, authorized test
publisher scoring keys. If mail-order, Internet-based, or computerized test interpretations are
used, the evaluator shall verify and interpret the individual results.

(3) Personal History Information

Personal history information includes the candidate's relevant work, life and developmental
history based on information collected during the background investigation. This information
may be augmented by responses on a personal history questionnaire collected as part of the
psychological evaluation.

(4) Psychological Interview

A psychological interview shall be administered to each peace officer candidate subsequent to
a review and evaluation of the results of the written assessments [Regulation 1955(e)(2)] and
the candidate's personal history information [Regulation 1955(e)(3)]. Sufficient interview time
shall be allotted to address all issues arising from the reviewed information and other issues
that may arise during the interview.

(5) Psychological Records

Psychological records and relevant medical records shall be obtained from the candidate's
treating health professional, if warranted and obtainable. This information may be provided by
the candidate, or, with written authorization from the candidate (Civil Code section 56.11),
may be obtained directly from the health professional.

(f) Psychological Evaluation Report

(1) Data from all sources of information shall be considered; the evaluator's determination
shall not be based on one single data source unless clinically justified.

(2) The evaluator shall submit a psychological evaluation report to the department that shall
include the following information:

(A) The evaluator's contact information and professional license number,
(B) The name of the candidate,
(C) The date the evaluation was completed, and

(D) A statement, signed by the evaluator, affirming that the candidate was evaluated in
accordance with Commission Regulation 1955. The statement shall include a
determination of the candidate's psychological suitability for exercising the powers of a
peace officer.
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(3) The department shall maintain the psychological evaluation report in the candidate's
background investigation file; the report shall be available to POST during compliance
inspections.

(4) Any additional information reported by the evaluator to the department shall be limited to
that which is necessary and appropriate, such as the candidate's job-relevant functional
limitations, reasonable accommodation requirements, and the nature and seriousness of the
potential risks posed by the candidate. All information deemed medical in nature shall be
maintained as a confidential record, separate from the background investigation file.

(5) Information from the psychological evaluation may be provided to others involved in the
hiring process, if it is relevant to their respective determinations of candidate suitability.

(g) Second Opinions

A candidate who is found psychologically unsuitable has the right to submit an independent
evaluation for consideration before a final determination of disqualification is made [2 California
Code of Regulations section 11071(b)}(2)]. When a candidate notifies the department that s/he is
seeking an independent opinion, the department shall make available the peace officer duties,
powers, demands, and working conditions and the requirements specified in Commission Regulation
1955. Other information, such as specific procedures or findings from the initial evaluation, may be
shared with the second-opinion evaluator at the discretion of the department. The means for
resolving discrepancies in evaluations is at the discretion of the department, consistent with local
personnel policies and/or rules.

Return to Top of Page
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Attachment B — Police Officer Trainee Hiring Data
166"-171* Oakland Police Department Academies

B All Applicants / | African
Hiring Steps Yo* American / %* Asian / %* Hispanic / %* | Caucasian/ %* | Oakland / %*
Applications :
Received 2301 100% 476 21% 455 20% 528 23% 801 35% 282 12%
Invited to
Written 2165 94% 431 19% 428 19% 488 21% 778 34% 254 11%
Attended Written 1098 48% 250 11% 259 11% 311 14% 430 19% 155 7%
Invited to
Physical Ability 752 33% 143 6% 210 9% 202 9% 349 15% 85 4%
Attended
Physical Ability 667 29% 96 4% 156 7% 163 7% 260 11% 17 3%
Invited to Oral
Interview 643 28% 89 4% 147 6% 156 7% 256 11% 72 3%
Attended Oral
Interview 578 25% 81 4% 137 6% 142 6% 232 10% 63 3%
Selected for
Background &
Character
Review 409 18% 59 3% 70 3% 87 4% TBD TBD 48 2%
Invited to
Academy 55 2% 8 0.35% 15 0% 9 0% 20 0% 7 0%
Academy
Graduation 39 2% 5 0.22% 10 TBD 5 TBD 17 TBD 3

* = Percentage of Original Total (2,301 applicants)
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| Al Applicants/ |  African |
Hiring Steps %* American / %* Asian / %* Hispanic / %* | Caucasian/ %* | Oakland / %*
Applications
Received 1805 100% 342 19% 337 19% 455 25% 640 35% 186 10%
Invited to :
Written 1636 91% 305 17% 302 17% 422 23% 585 32% 165 9%
Attended
Written 1011 56% 180 10% 206 11% 268 15% 354 20% 112 6%
Invited to
Physical Ability 710 39% 103 6% 148 8% 163 9% 290 16% 59 3%
Attended
Physical Ability 516 29% 73 4% 124 7% 124 7% 194 11% 44 2%
Invited to Oral
Interview 494 27% 68 4% 116 6% 122 7% 186 10% 42 2%
Attended Oral
Interview 414 23% 57 3% 98 5% 104 6% 109 6% 39 2%
Selected for
Background &
Character
Review 231 13% 35 2% 35 2% 46 3% TBD TBD 19 1%
Started
Academy 51 3% 6 0.06% 12 0.33% 9 0.28% 19 0.00% 6 0.33%
Academy
Graduation 36 2% 4 0.22% 6 0.22% 5 0.28% 16 0.00% 3 0.17%
* = Percentage of Original Total (1,805 applicants)
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All cnts / African

Hiring Steps %o * American / %* Asian / %* Hispanic / %* | Caucasian/ %* | Oakland / %*
ngg;szg""s 3824 100% 833 22% 627 16% 1032 27% 1536 40% 415 11%
{;ﬁ:;to 3760 | 98% 742 19% 528 14% 938 25% | 1427 | 37% 371 10%
Attended Written | 1347 35% 281 7% 235 6% 356 9% 459 12% 168 4%
Invited to

12 0 0 0 0, 0 0
Physical Ability 75 33% 259 7% 224 6% 342 9% 442 12% 151 4%
Attended o . o a o 3
Physical Ability 1043 27% 220 6% 195 5% 298 8% 387 10% 133 3%
i:tve':ifets Oral 830 22% 148 4% 142 4% 212 6% 329 9% 79 2%
ﬁ?:r‘l‘?:ioml 681 18% 125 3% 117 3% 177 5% 268 7% 66 2%
Selected for
gﬁ‘::ag;"e‘;“d & 450 12% 75 2% 63 2% 109 3% TBD 0% 40 1%
Review
Started Acadenmy 57 1% 4 0.35% 8 0.03% 20 0.39% 21 0.00% 6 0.16%
Academy 47 1% 4 0.22% 5 0.01% 16 GNals 17 0 0 0
Graduation 41
* = Percentage of Original Total (3,284 applicants)
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cants/ |

All Appli African
Hiring Steps %o * American / %* Asian / %* Hispanic / %* | Caucasian/ %* | QOakland / %*
Applications 2477 | 100% 453 18% 472 19% 656 26% 845 34% 271 1%
Received
Invited to 2413 97% 435 18% 461 19% 638 26% 830 34% 262 11%
Written
Attended Weitten | 1177 48% 216 9% 234 9% 320 13% 393 16% 145 6%
Invitedto 1131 46% 200 8% 220 9% 309 12% 385 16% 138 6%
Physical Ability
Attended 982 40% 165 7% 199 8% 274 11% 339 14% 123 5%
Physical Ability
Invited to Oral 736 | 30% 105 4% 156 6% 183 7% 284 11% 76 3%
Interview
Attended Oral 572 | 23% 83 3% 125 5% 150 6% 209 8% 59 2%
Interview
Selected for
Background & 382 15% 60 2% 68 3% 93 4% | TBD 0% 35 1%
Character
Review
Invited to 55 2% 11 0.35% 3 0% 18 1% 15 0% 3 0%
Academy
Academy 39 2% TBD 0.22% 0 TBD TBD TBD TBD TBD 2 0%
Graduation
* = Percentage of Original Total (2,477 applicants)
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Hiring Steps % * American / %* Asian / %* Hispanic / %* | Caucasian/ %* | Oakland / %*
Applications 2101 1 4000 | 411 20% 338 16% 609 29% 715 34% 316 15%
Received

{;‘r’;:fednto 2036 97% 385 18% 320 15% 595 28% 708 34% 267 13%
Arended Weitten | 941 45% 181 9% 163 8% 273 13% 320 15% 194 9%

Invitedto 899 43% 167 8% 154 7% 259 12% 312 15% 147 7%

Physical Ability

Attended 79 | 38% 147 7% 139 7% 239 11% | 291 14% 13 5%

Physical Ability

Invited to Oral 579 28% 88 4% 105 5% 147 7% 239 1% 86 4%

Interview

Attended Oral 506 | 24% 73 3% 88 4% 124 6% 190 9% 55 3%

Interview

Selected for

Background & 348 17% 60 3% 57 3% 85 4% TBD | 0% 43 2%

Character

Review

Invited to 82 4% 7 0% 15 1% 1 1% TBD | 0% 10 0%

Academy

Academy TBD TBD TBD TBD TBD TBD TBD TBD TBD TBD TBD TBD
Graduation

* = Percentage of Original Total (2,101 applicants)
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All Applicants/ |  African
Hiring Steps Yo American / %* Asian / %* Hispanic / %* | Caucasian/ %* | QOakland / %*
’1255;;522"“5 2510 | 100% | 554 22% 415 17% 720 29% 751 30% 501 20%
I\;:/:ii:feito 2416 | 96% 527 21% 393 16% 690 27% 757 29% 476 19%
Attended Written | 1138 | 45% 228 9% 241 10% 341 14% 326 13% 174 7%
{)";]Vy‘;?ga}"Abi“ty 1055 42% 204 8% 202 8% 319 13% 311 12% 150 6%
’Qﬁtye;if:f Abiliy | 912 | 36% 169 7% 185 7% 271 11% 261 10% 127 5%
{Etve‘:‘lief;’ Oral 651 26% 99 4% 138 5% 178 7% 224 9% 74 3%
g‘t‘:ﬁg Oral 492 20% 84 3% 111 4% 136 5% 154 6% 60 2%
Selected for
gﬁzlr‘aggfe‘;“d & 369 15% 68 3% 79 3% 97 4% 121 5% 42 2%
Review
Searted Acaderny | 95 2% 8 0.35% 15 0% 9 0% 20 0% 7 0%
é::(‘;j:t‘lyo . 39 2% 5 022% | 10 TBD 5 TBD 17 TBD 3
* = Percentage of Original Total (2,510 applicants)
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STATE OF CALIFORNIA DEPARTMENT OF JUSTICE
PROHIBITING CATEGORIES (Rev. 01/2012) PAGE 10of 2

CALIFORNIA DEPARTMENT OF JUSTICE
BUREAU OF FIREARMS

FIREARMS PROHIBITING CATEGORIES

State and federal law make it unlawful for certain persons to own and/or possess firearms, including:
. Any person who is convicted of a felony, or any offense enumerated in Penal Code sections 29900 or 29905

. Any person who is ordered to not possess firearms as a condition of probation or other court order listed in Penal Code section 29815, subdivisions (a)
and (b)

. Any person who is convicted of a misdemeanor listed in Penal Code section 29805 (refer to List of Prohibiting Misdemeanors)

»  Any person who is adjudged a ward of the juvenile court because he or she committed an offense listed in Welfare and Institutions Code section 707(b),
an offense described in Penal Code section 1203.073(b), or any offense enumerated in Penal Code section 29805

. Any person who is subject to a temporary restraining order or an injunction issued pursuant to Code of Civil Procedure sections 527.6 or 527.8, a
protective order as defined in Family Code section 6218, a protective order issued pursuant to Penal Code sections 136.2 or 646.91, or a protective
order issued pursuant to Welfare and Institutions Code section 15657.03

. Any person who is found by a court to be a danger to himself, herself, or others because of a mental iliness

+  Any person who is found by a court to be mentally incompetent to stand trial

. Any person who is found by a court to be not guilty by reason of insanity

. Any person who is adjudicated to be a mentally disordered sex offender

. Any person who is placed on a conservatorship because he or she is gravely disabled as a result of a mental disorder, or an impairment by chronic
alcoholism

. Any person who communicates a threat to a licensed psychotherapist against a reasonably identifiable victim, that has been reported by the
psychotherapist to law enforcement

. Any person who is taken into custody as a danger to self or others under Welfare and Institutions Code section 5150, assessed under Welfare and
Institutions Code section 5151, and admitted to a mental health facility under Welfare and Institutions Code sections 5151, 5152, or certified under
Welfare and Institutions Code sections 5250, 5260, and 5270.15

. Any person who is addicted to the use of narcotics (state and federal)

«  Any person who is under indictment or information in any court for a crime punishable by imprisonment for a term exceeding one year (federal)

. Any person who has been discharged from the military under dishonorable conditions (federal)

. Any person who is an illegal alien (federal)

. Any person who has renounced his or her US Citizenship (federal)

. Any person who is a fugitive from justice (federal)



STATE OF CALIFORNIA DEPARTMENT OF JUSTICE
PROHIBITING CATEGORIES (Rev. 01/2012) PAGE 2 of 2

CALIFORNIA DEPARTMENT OF JUSTICE
BUREAU OF FIREARMS

FIREARMS PROHIBITING CATEGORIES

Firearm prohibitions for misdemeanor violations of the offenses listed below are generally for ten years from the date of conviction,
but the duration of each prohibition may vary. All statutory references are to the California Penal Code, unless otherwise indicated.

Threatening public officers, employees, and school officials (Pen. Code, § 71.)

Threatening certain public officers, appointees, judges, staff or their families with the intent and apparent ability to carry out the threat

(Pen. Code, § 76.)

Intimidating witnesses or victims (Pen. Code, § 136.1.)

Possessing a deadly weapon with the intent to intimidate a witness (Pen. Code, § 136.5.)

Threatening witnesses, victims, or informants (Pen. Code, § 140.)

Attempting to remove or take a firearm from the person or immediate presence of a public or peace officer (Pen. Code, § 148(d).)

Unauthorized possession of a weapon in a courtroom. Courthouse, or court building, or at a public meeting (Pen. Code, § 171(b).)

Bringing into or possessing a loaded firearm within the state capitol, legislative offices, etc. (Pen. Code, § 171(c).)

Taking into or possessing loaded firearms within the Governor's Mansion or residence of other constitutional officers (Pen. Code, 171(d).)

Supplying, selling or giving possession of a firearm to a person for participation in criminal street gangs (Pen. Code, § 186.28.)

Assault (Pen. Code, §§ 240, 241.)

Battery (Pen. Code, §§ 242, 243))

Sexual Battery (Pen. Code, § 243.4)

Assault with a stun gun or taser weapon (Pen. Code, § 244.5.)

Assault with a deadly weapon other than a firearm, or with force likely to produce great bodily injury (Pen. Code, § 245.)

Assault with a deadly weapon or instrument; by any means likely to produce great bodily injury or with a stun gun or taser on a school employee
engaged in performance of duties (Pen. Code, § 245.5 )

Discharging a firearm in a grossly negligent manner (Pen. Code, § 246.3.)

Shooting at an unoccupied aircraft, motor vehicle, or uninhabited building or dwelling house (Pen. Code, § 247.)

Inflicting corporal injury on a spouse or significant other (Pen. Code, § 273.5.)*

Wilfully violating a domestic protective order (Pen. Code, § 273.6.)

Drawing, exhibiting, or using deadly weapon other than a firearm (Pen. Code, § 417, subd. (a)(1) & (a)(2).)

Inflicting serious bodily injury as a result of brandishing (Pen. Code, § 417.6.)

Making threats to commit a crime which will result in death or great bodily injury to another person (Pen. Code, § 422.)

Bringing into or possessing firearms upon or within public schools and grounds (Pen. Code, § 626.9.)

Stalking (Pen. Code, § 646.9.)

Armed criminal action {Pen. Code, § 25800.)

Possessing a deadly weapon with intent to commit an assault (Pen. Code, § 17500.)

Driver of any vehicle who knowingly permits another person to discharge a firearm from the vehicle or any person who willfully and maliciousiy
discharges a firearm from a motor vehicle (Pen. Code, § 26100, subd. (b) or (d).)

Criminal possession of a firearm (Pen. Code, § 25300.)

Firearms dealer who sells, transfers or gives possession of any firearm to a minor or a handgun to a person under 21 (Pen. Code, § 27510.)

Various violations involving sales and transfers of firearms (Pen. Code, § 27590, subd. (c).)

Person or corporation who sells any concealable firearm to any minor (former Pen. Code, § 12100, subd. (a).)

Unauthorized possession/transportation of a machine gun {(Pen. Code, § 32625)

Possession of ammunition designed to penetrate metal or armor (Pen. Code, § 30315.)

Carrying a concealed or loaded firearm or other deadly weapon or wearing a peace officer uniform while picketing (Pen. Code, §§ 830.95, subd. (a),
17510, subd. (a.)

Bringing firearm related contraband into juvenile hail (Welf. & Inst. Code, § 871.5.)

Bringing firearm related contraband into a youth authority institution (Welf. & Inst. Code, § 1001.5.) -

Purchase, possession, or receipt of a firearm or deadly weapon by a person receiving in-patient treatment for a mental disorder, or by a person who
has communicated to a licensed psychotherapist a serious threat of physical viclence against an identifiable victim (Welf. & inst. Code, § 8100.)

Providing a firearm or deadly weapon to a person described in Welfare and institutions Code sections 8100 or 8103 (Welf. & Inst. Code, § 8101.)

Purchase, possession, or receipt of a firearm or deadly weapon by a person who has been adjudicated to be a mentally disordered sex offender or
found to be mentally incompetent to stand trial, or not guilty by reason of insanity, and individuals placed under conservatorship
(Welf. & Inst. Code, § 8103.)

The following misdemeanor convictions result in a lifetime prohibition:

» Assault with a firearm (Pen. Code, §§ 29800, subd. (a)(1), 23515, subd. (a).)

+ Shooting at an inhabited or occupied dwelling house, building, vehicle, aircraft, housecar or camper (Pen. Code, §§ 246, 29800, subd. (a)(1), 17510,
23515, subd. (b).)

+ Brandishing a firearm in presence of a peace officer (Pen. Code §§ 417, subd. (c), 23515, subd. (d), 29800, subd. (@)1,
+ Two or more convictions of Penal Code section 417, subdivision (a)(2) (Pen. Code § 29800, subd. (a)(2).)

* A "misdemeanor crime of domestic violence” (18 U.S.C. §§ 921(a)(33)(A), 922(g)(9).)

Note: The Department of Justice provides this document for informational purposes only. This list may not be inclusive of all firearms prohibitions.
For specific legal advice, please consult with an attorney licensed to practice law in California.
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WHOLE PERSON ASSESSMENT

The Background Investigation Division (BID) is responsible for both conducting a
comprehensive background investigation for all public safety officer candidates
and for assessing whether or not a candidate’s personal conduct meets the City’s
very high Background Standards. To effectively evaluate a candidate’s personal
conduct, on October 16, 2003, the Board of Civil Service Commissioners
approved the use of a Whole Person Assessment process. Under a Whole
Person Assessment, a candidate’s conduct is evaluated to determine whether
the candidate’'s strengths outweigh their weaknesses, thus focusing on
employability and administrative risk factors. Therefore, each candidate is
evaluated as a whole, gauging conduct in the context of the candidate’'s age,
circumstances, attitude towards, or explanation of, the conduct and overall
assessment of risk.

Often, candidates present a background that contains a myriad of behaviors,
both current and distant, that cause concern about the candidate’s suitability for a
public safety officer position. When evaluating the likelihood of success for these
candidates, final decisions are not easily made. When conducting a Whole
Person Assessment, a candidate’s past choices, judgments, and behaviors
obtained from a variety of sources, are compared to the City’s Background
Standards, each of which is essential for success in public safety employment,
and serve to identify those candidates with the highest chance of success in their
training and in continuing employment in these critical positions. The
Background Standards are:

Interpersonal Skills, Sensitivity, and Respect for Others;
Decision Making and Judgment;

Maturity and Discipline;

Honesty, Integrity and Personal Ethics;

Setting and Achieving Goals; and

Records Checks

Both the BID Background Investigators and Case Managers play an essential
and integrated role in the Whole Person Assessment process. The Background
Investigators, who have the most personal interaction with the candidates, are
able to assess the candidate’s past and present activities and behaviors and
directly question the candidate regarding any problems or discrepancies. The
Background Investigators, because of this personal interaction, are also able to
directly observe the candidate’s honesty and forthrightness regarding information
obtained during the field investigation. This objective observation assists the
Background Investigator in formulating conclusions that become part of the
Background Investigator's Whole Person Assessment of the candidate, and is
incorporated into their investigative summary and employment recommendation.
In_making this assessment, the Background Investigator must weigh both
adverse and positive_information and specifically identify and support
identified serious adverse issues with documentation.
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WHOLE PERSON ASSESSMENT

The Case Managers also apply a Whole Person Assessment to each candidate
based on the content of the background investigation and the Background
Standards. For candidates whose Whole Person Assessments are problematic
and inconsistent with the Background Standards, the Case Managers then take
the Whole Person Assessment one step further. The Case Managers will then
determine if by the candidate taking certain actions, by the passage of time, or by
a combination of both action and passage of time will resolve the candidate's
issues. However, for some candidates the Case Managers may determine that
the risk is too great, and based on the Whole Person Assessment, the
candidate’s actions can only result in a permanent background disqualification.

For both the Background Investigators and the Case Managers, the following
questions should be considered when applying a Whole Person Assessment:

1. Does the candidate have an overall good or poor background?

2. If negative behaviors are identified, are these behaviors consistent with
the candidate’s overall background?

3. Are the candidate’s actions those that a reasonable person would take?
4. Are the behaviors indicative of future risk?

5. Are these permanently disqualifying issues, or can the candidate become
a viable candidate through the establishment of a positive whole person?

6. Can we reasonably support a decision to remove the candidate from the
process based on available information? and

7. Is the person suitable for a position as a public safety officer?

By conducting a Whole Person Assessment, we are providing a more thoughtful
and global assessment of each candidate’s character, employability and risk
management evaluation.
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