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& DECREE
S

WHAT'S IN THIS REPORT?

OVERVIEW

The selection of qualified recruits is a core fimeof an effective police
department. The Monitoring Team reviewed each efegrof the NOPD
recruit selection process and found some progreisaléo several
shortcomings in NOPD'’s current practices.

FINDINGS

The City has made progress in refining its reseléection process, including
moving its applications online, expanding its atlserg, and engaging
additional Human Resources professionals to sujigdriterview process.

Several components of NOPD'’s selection processwdated and
ineffective, and some are capable of introduciras limto the selection
process. Additionally, the selection process taklemg time.

The psychological testing appears to be of the tigree by most police
departments, but NOPD has not reviewed its proesdiordetermine whether
they meet applicable guidelines. Nor has NOPDuatal its testing
procedures to determine whether the proceduresfiaetive.

NOPD and Civil Service have shown themselves todoemitted to
refining/enhancing the selection process, andmglto work with the
Monitoring Team to ensure the process is fair,atiffe, non-discriminatory,
and compliant with the Consent Decree.

RECOMMENDATIONS

The current NOPD application should be reviewedrsure all questions are
relevant.

The current Multiple Choice Test is outdated anousthbe scrapped, and a
new test should be developed and implemented.

The current Written Exam should be updated andgatath the Multiple
Choice Test, should be used to provide the carelid&trviewer with areas
requiring additional questioning.

The current physical ability test should be revidwed updated.

The current “Structured Interview Process” showdddwvised to permit
interviewers to deviate from the script to askdaHup questions, probe for
additional information, and otherwise make the psscmore substantively
meaningful.

The psychological testing component of the hiringcpss should be reviewed
to determine its coherence with applicable gui@sliand its predictive value
in determining suitability of police recruits.

NOPD should look for ways to shorten the selectimtess.
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l. CONSENT DECREE AUTHORITY

“The Monitor shall file with the Court quarterly itten, public reports covering the reporting
period that shall include:

a) A description of the work conducted by the Monitg Team during the reporting
period;

b) A listing of each [Consent Decree] requiremenicating which requirements have
been: (1) incorporated into implemented policy;t(®) subject of sufficient training for
all relevant NOPD officers and employees; (3) re@d or audited by the Monitoring
Team in determining whether they have been fullglemented in actual practice,
including the date of the review or audit; andf@)nd by the Monitoring Team to have
been fully implemented in practice;

c) The methodology and specific findings for eaatitor review conducted, redacted as
necessary for privacy concerns. An unredactedaeshall be filed under seal with the
Court and provided to the Parties. The underlyiagador each audit or review shall not
be publicly available but shall be retained by Mnitoring Team and provided to either
or both Parties upon request;

d) For any requirements that were reviewed or addind found not to have been fully
implemented in practice, the Monitor's recommeratairegarding necessary steps to
achieve compliance;

e) The methodology and specific findings for eaattome assessment conducted; and

f) A projection of the work to be completed durifig upcoming reporting period and
any anticipated challenges or concerns relateshpéeimentation of the [Consent
Decree].”

Consent Decree Paragraph 457
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Il. NOTES

“The Monitor shall be subject to the supervisiod anders of the [United States District
Court for the Eastern District of Louisiana], catent with [the Consent Decree]. The
Monitoring Team shall only have the duties, resgmliges, and authority conferred by [the
Consent Decree]. The Monitoring Team shall not, iambt intended to, replace or assume the
role and duties of the City and NOPD, including 8wperintendent.”

Consent Decree Paragraph 455
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V. GLOSSARY OF ACRONYMS

“ASU” Administrative Services Unit

“AUSA” Assistant United States Attorney

“AVL” Automatic Vehicle Locator

“BWC” Body Worn Cameras

“CCMS” Criminal Case Management System

“CD” Consent Decree

“CIT” Crisis Intervention Team

“CODIS” Combined DNA Index System

“ComStat”  Computer Statistics

“CPI” California Psychological Inventory

“Csc” Civil Service Commission

“cuc” Citizens United for Change

“DA” District Attorney

“DI-1” Disciplinary Investigation Form

“DOJ” Department of Justice

“DVU” Domestic Violence Unit

“ECW” Electronic Control Weapon

“EWS” Early Warning System

“FBI” Federal Bureau of Investigation

“FIT” Force Investigation Team

“FOB” Field Operations Bureau

“FTO” Field Training Officer

“IACP” International Association of Chiefs of Police
“ICO” Integrity Control Officers

“IPM” Independent Police Monitor

“KSA” Knowledge, Skill and Ability

“LEP” Limited English Proficiency

“LGBT” Lesbian, Gay, Bi-sexual, and Transgender
“MMPT” Minnesota Multiphasic Personality Inventory
“Mou” Memorandum of Understanding
“NNDDA” National Narcotics Detection Dog Association
“NOFJC” New Orleans Family Justice Center
“NOPD” New Orleans Police Department

Office of the Consent Decree Monitor
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“NPCA” National Police Canine Association
“OCDM” Office of Consent Decree Monitor

“o1G” Office of Inspector General

“OPSE” Office of Public Secondary Employment
“PIB” Public Integrity Bureau

“POST” Police Officer Standards Training Counsel
“PsyQ” Psychological History Questionnaire
“RFP” Request for Proposal

“SART” Sexual Assault Response Team

“SOD” Special Operations Division

“SRC” Survey Research Center

“SUNO” Southern University of New Orleans
A Special Victims Section

“UNO” University of New Orleans

“USAQO” United States Attorney’s Office for the Eastern District of New Orleans
“VAW” Violence Against Women
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V. INTRODUCTION TO SPECIAL REPORT

Section XI of the Consent Decree requires NOPDthacCity, working with the Civil
Service, “to develop and implement a comprehenseaiitment program that successfully
attracts and hires a diverse group of highly qualified and ethical individualsto be NOPD
police officers.” (CD 234, emphasis added) In the context af @dnsent Decree requirement,
the Monitoring Team has been evaluating NOPD'’scgadifficer recruitment and hiring efforts
for the past several months and, as indicated imst recent Quarterly Report, has identified
some progress in this arkaAmong other things, the City has:

* Brought its applications online,

* Removed a residency requirement from its recruitess that was reducing the
candidate pool,

* Increased major media and targeted online advegtisi

» Streamlined the length of the pre-employment pscasd

» Outsourced background investigations to a professitirm.

We previously applauded these improvements, moshath are related to recruiting. We
noted, however, less progress in the area of dpwvg@ selection proceshat is smartly

tailored to meet the requirements of the Consewtd In fact, the Monitoring Team identified
several shortcomings in the NOPD’s selection pscé® consequences of which,
unfortunately, may take years to manifest themselve

This Special Report provides a “deeper dive” i@ $hortcomings identified in our prior
Quarterly Report. As with our focus on NOPD'’s p@s, procedures, infrastructure, and
training, the Monitoring Team’s focus on NOPD’sngting and hiring practices is intended to
look closely and broadly at one of the most fouinateti elements of the NOPD - that is, the
process by which the Department determines wholdhmuhanded a badge and a gun, and
given the task of serving and protecting the pubkew things are more critical to an effort to
reform a police department than the process bylwihiselects its members.

At a recent public meeting held by the Consent Bedlonitoring Team at the Ashe
Cultural Center to field questions and take suggestfrom citizens, one gentleman passionately
emphasized the importance of “pulling out the wédasn the department.g., getting rid of
bad cops) to make room for healthy growth. The komg Team appreciates and readily
adopts this apt gardening allusion because idiiestly to one of our core tasks — promoting
constitutional policing by ensuring NOPD establshesolid foundation (good soil, if you will)

! This report focuses on the recruiting and sadaatif police officer recruits. It does not focustbe

recruiting or selection of civilian or lateral eropées.

Office of the Consent Decree Monitor
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that increases the likelihood the coming monthsyaads will be filled with healthy growth,
with as few weeds as possible, and will stay theag.w

In his highly regarded study of what separates daminesses from great businesses,
Good to Greatprofessor and author Jim Collins places “hiringgbices” near the top of the list.
Professor Collins writes “People are not [an orgaindn’s] most important assethe right
people aréd’” The Monitoring Team believes the same principddds true in the public sector.

As noted above, to achieve the goal of bringing“tigght people” into the NOPD (and,
by extension, keeping the wrong people out of thd’®), the Consent Decree requires NOPD
to “develop and implement a comprehensive recruitrpeogram that successfully attracts and
hires a diverse group of highly qualified and ethiadividuals to be NOPD police officers.”
(CD XI) The Consent Decree goes on to explain vithaeans to be a “highly qualified and
ethical individual.” Specifically, the Consent Dee directs NOPD to seek “applicants with
strategic thinking and problem-solving skills, igersonal skills, emotional maturity, capacity to
use technology, fluency in Spanish and Viethambseause these languages are spoken by a
significant segment of the New Orleans Communiyy the ability to collaborate with a
diverse cross-section of the community.” (CD 234)

To determine whether NOPD'’s selection practicegatienally tailored to achieving the
Consent Decree’s requirements, the Monitoring Tesok a close look at each element of the
Department’s hiring program, from the applicationgess through the multi-stage testing
process. Unfortunately, several elements of theeatiprocess came up short. It is the
Monitoring Team'’s view NOPD and the City so far @awoved too slowly to remedy these
shortcomings, including implementing fixes thatetleey agree are necessary. More recently,
however, we have seen NOPD and the City paying @eation to this important matter.

The Monitoring Team presented its preliminary fimgh to various members of the City,
the Civil Service Commission, and the NOPD, anchébagreement with most of our findings.
Recognizing shortcomings in a process, howevemwtshe same as fixing them. In other areas,
however, NOPD and the City remain entrenched iim theditional practices, and continue to
argue against change. The most notable of thesgmiements relates to the City’s current
practice of precluding interviewers from explainingerview questions, probing areas
warranting further discussion, and/or asking foHloprquestions. It is the Monitoring Team’s
view that such an inflexibly rigid interview prosaenders the interviews far less informative
than they should be, and, for the reasons discusggeéater detail below, introduces an easily

Office of the Consent Decree Monitor
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avoidable bias into the interview process (i.éias in favor of candidates who know how to be
interviewed, but who may not be the best officagitamble)?

Notwithstanding the Monitoring Team’s identificatiof shortcomings in the
Department’s current hiring practices — and evemwitlestanding the Department’s substantive
disagreement with one of the Monitoring Team’s josgd solutions — we do not question the
current NOPD administration’s commitment to effeethiring. Obviously, NOPD recognizes
the importance of “hiring the right people.” We gloestion, however, whether NOPD has fully
thought through all aspects of its current hiripgp@ach and whether it has taken adequate steps
to develop a holistic recruiting and hiring plaattimeets the requirements of the Consent
Decree. We also question whether the Departmeuattent goal to hire more officers (a goal
we do not criticize) may be clouding the Departriseview of the quality of some of its current
selection practices; unwittingly fostering a widiimess to accept a hiring process that is “good
enough” rather than one that is tailored to achigv¥he ends of the Consent Decree and giving
the citizens of New Orleans the best police ofégaevssible.

As we said in our most recent Quarterly Reporty dinhe will tell whether NOPD’s
current interview process is right or wrong. Themibers of the Monitoring Team, however,
like the citizens of New Orleans, are unwillingwait that long. Accordingly, we offer this
Special Report in an effort to highlight the shorntengs in NOPD'’s current processes, suggest
tested “best practices” to remedy those shortcosniagd emphasize the need for increased
attention and speed to make the necessary chaAgamost of our recommendations in this
Special Report already have been embraced by tharieent, we believe NOPD should
incorporate all of the recommendations herein atwlistic plan and begin implementing it
right away.

To be clear, the Monitoring Team does not object “structured interview.” Indeed, a structured
interview is a best practice among many departmefiig Monitoring Team objects to the inabilitytbé
interviewers flexibly to follow-up on and resporada given candidate’s responses.

Office of the Consent Decree Monitor
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VI. BACKGROUND

The NOPD recruitment function encompasses severaapy tasks: Identifying,
recruiting, vetting, and hiring qualified policefioers into the Academy and, ultimately, onto the
force. The ultimate goal of recruitment, obvioys$yto locate, evaluate, and hire individuals
with the requisite abilities to learn policing $&iln the Academy and during field training, and
then continue their career as a successful NOPEeoféerving the citizens of and visitors to
New Orleans.

Individuals selected to attend the New Orleanscedlicademy begin their NOPD career
as a “police recruit.” According to the officialdNPD job announcement, being a police recruit
involves trainee-level police work under close sup#n involving the protection of life and
property and the enforcement of federal, state,namdicipal laws and ordinances; and related
work as required. The first assignment for a gotecruit, not surprisingly, is to attend the
Police Academy where they receive specializeditrgim all phases of police work. Upon
completion of all phases of Police Recruit trainiogndidates are promoted to the class of Police
Officer 1.

Selecting the best and brightest police recruitchates requires fair, validated, and
effective screening tools. An effective recruiakation tool, however, needs not only to be
effective in screening out the unqualified candddait must be equally effective at screening in
the best candidates. And it must do so in an webiand non-discriminatory manner. The same
tools that can help an organization select qudliiendidates also can violate federal anti-
discrimination laws if the employer does not usenttproperly. A variety of federal laws, of
course, prohibit the use of discriminatory employtreelection proceduresSee, e.g.Title VII
of the Civil Rights Act of 1964 (Title VII), the Asricans with Disabilities Act of 1990 (ADA),
and the Age Discrimination in Employment Act of ZO@\DEA). These statutes prohibit a
police department (and any other employer) fromrdisinating against candidates based on
race, color, sex, national origin, religion, didépi or age (40 or older), and prohibit the use of
tests that disproportionately exclude people is¢hgroups.

According to the Commission on Accreditation of LEwforcement Agencies, the
nation’s premier police accreditation organization:

A job related, useful, and non-discriminatory setetprocess is
dependent upon a number of professionally and liegatepted
administrative practices and procedures which ohelimforming
the candidates of all parts of the selection preoeg¢she time of

formal application; maintaining written proceduges/erning

3 SeeAppendix X.D for a more detailed discussion of Ua8ti-discrimination laws.

Office of the Consent Decree Monitor
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lateral entry and reapplication of unsuccessfutigates; and
ensuring timely notification of candidates abouwitistatus at all
critical points in the process. These procedunespaactices
significantly contribute to a more efficient, effee and fair
selection process.

The U.S. Equal Employment Opportunity CommissidaEOC”) identifies a number of
different types of employee selection tools tHatised properly, are thought to be effective and
non-discriminatory. These tools include the foliogv

Cognitive tests that assess reasoning, memoryeperal speed anaccuracy,
and skills in arithmetic and reading comprehensasnwell as knowledge of a
particular function or job

Physical ability tests that measure the physicaityato perform a particular task
or the strength of specific muscle groups, as asbtrength and stamina in
general

Sample job taskse(g, performance tests, simulations, work samples raatlistic
job previews) that assess performance and aptingerticular tasks

Medical inquiries and physical examinations, inahgdpsychological tests, that
assess physical or mental health

Personality tests and integrity tests assess tpeeddo which a person has certain
traits or dispositionse(g, dependability, cooperativeness, safety) or aim to
predict the likelihood that a person will engageentain conductg.g, theft,
absenteeism)

Criminal background checks provide information orest and conviction history
Credit checks provide information on credit andfinial history

Performance appraisals reflect a superissassessment of an individisal

performance
English proficiency tests

These tools are equally useful to police departsastthey are to the business community.

Like most police departments, NOPD employs a waoétools throughout the screening
phase, including cognitive tests, personality tgsgchological evaluations, medical

Commission on Accreditation of Law EnforcemeneAgies, “The Standards Manual of the Law

Enforcement Agency Accreditation Program™ed. (1999) 32.1.
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examinations, credit checks, and criminal backgdoetmecks. The following graphic
summarizes the evaluation process currently usédiiyD:

NOPD . Physical Agility
S . . =
Medical Exam . IBBCngOLlpd
nvestigation

L 4

Psychological HIRED AS
Exam . RECRUIT .

SWORN IN AS
FTO Program . NOPD OFFICER

These evaluation tools are administered by a caoathibim of stakeholders in the NOPD selection
process, including the NOPD Recruitment Departiidet Police Academy, and the New
Orleans Civil Service Departmeht.

The Monitoring Team closely examined the variousponents NOPD and Civil
Service employ in selecting recruits for policedeay classes. The following discussion
identifies significant observations and recommeioaatwithin each testing area.

According to one expert, Dr. Cassi Fields, wellsed in police hiring practices, “there is no wliefy work
or study that demonstrates that there is one cadijpolice recruitment and selection program that is
better predictor of police officer success than aifmer. However, psychological research has shbaina
combined assessment that includes cognitive ahilibgraphical data, a structured panel intervigng a
measure of [conscientiousness] results in a highiption of job performance.” Fields, Cad$Rgcruiting
And Selecting Law Enforcement Personnel Best Resftiuly 2015) (hereafter, “Fields Report”).

The Monitoring Team met with Civil Service on Ma¥, 2015 to discuss the NOPD applicant selection
process. We requested multiple documents to tatelour review, including the validity report dret
physical agility test, psychological exam reponsttdepicted a “passing” applicant and anothenof a
applicant who “failed” the psychological exam. aleo requested a redacted background investigation
report. Civil Service provided all documents exdbe background investigation report, which NORI3 h
confirmed it will provide. The Civil Service Dirtar and Staff have been extremely helpful in the
Monitoring Team’s analysis of NOPD’s evaluationgtiees.

Office of the Consent Decree Monitor

Appointed By Order Of The U.S. District Court For The Eastern District of Louisiana



Case 2:12-cv-01924-SM-JCW Document 449-1 Filed 08/12/15 Page 15 of 77

Page 15 of 77
August 12,2015
www.consentdecreemonitor.com

 DECREE 5,
S

VIl.  EVALUATION OF THE NOPD RECRUIT SELECTION PROCESS
A. Candidate Qualifications
1. Current State

Applicants for current NOPD police recruit positgomust be at least 20 years old and be
a high school graduate or possess a state app@ted. They must be licensed to drive, have
a good driving record, no DWI or DUI convictiongidabe in good physical and psychological
health. Applicants must not have been convicteahgffelonies, crimes against persons, civil
rights violations, or sex crimes. They cannot hased marijuana within two years prior to
applying or any other illegal drug within ten yeafsapplying; sold, distributed, transported or
manufactured any illegal drug; used any prescrniptinug or legally obtainable substance in a
manner for which it was not intended within two rgeaf application or dishonorably discharged
from the military. Further, applicants cannot héeen terminated or forced to resign from any
law enforcement agency for disciplinary reasonghe®factors involving moral and ethical
behavior also are considered when determining venetltandidate is unsuitable for a police
recruit position. Applicants also are disqualiffed refusing to submit to a polygraph or voice
stress examination.

2. Monitoring Team Evaluation

NOPD always has required its officer candidatesiéet certain criteria. Among other
things, potential officers have had to pass baakgaand criminal history checks and, since
2010, have at least some college credits (60 hounsilitary service. On January 6, 2015,
however, the Monitoring Team discovered (not fro@MD) that the Department planned to
eliminate the 60-hour college credit requiremerdnreffort to increase the number of
applicants. While the Consent Decree does not mandate aniynmin college credit hours for
officer candidates, the Monitoring Team expressattern over this change in the absence of
another mechanism to secure officers “with stratégnking and problem-solving skills,
interpersonal skills, emotional maturity, capat¢gyse technology, fluency in Spanish and
Vietnamese . . ., and the ability to collaboratih\a diverse cross-section of the community.”

To be clear, it is not the view of the Monitoringam that college credits necessarily
make someone a great police officer. Nor is it\aew that everyone without college credit will
be a poor police officer. It is our view, howevéirat some college course work gives officers,
especially new officers, a better perspective aititreasingly complicated world of policing;
and that removal of the 60-hour college credit negment for a police recruit is contrary to

Upon learning of the change, the Monitoring Teammediately requested additional information regayd
the increased rigor NOPD planned to implement sueano diminution in officer quality.
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current thinking in modern police departmeht8vhile removing the college credit requirement

may attract more applicants, are they the ones who will be successful officers in NOPD in the
absence of an alternative mechanism to ensure candidates have the perspective and skills that are
necessary to do the joBUnless the removal of the college credit requirement is tied to a robust

and holistic recruiting and hiring strategy, we are not convinced the candidates will be. As is
obvious from its actions and its statements, NOPD management disagrees with the Monitoring
Team in this regard.

3. Recommendation

The Monitoring Team recommends NOPD restore some component of college credit to
the selection process, or, at least, incorporate a “soft” college credit requirement that can be
overcome by other life experiences, much like NOPD has allowed military service to make up
for the absence of college credit in the past. NOPD could do the same thing for work,
community service, and life experiences generally. Rather than reducing qualifications to gain a
larger pool of candidates, police agencies country-wide are focusing on expanding their
recruitment efforts, focusing on colleges and universities for applicants, identifying candidates
with goggl and successful work habits, and raising pay to attract candidates they think will
succeed.

Alternatively, the Department formally could make college credit a “preferred” factor in
the selection process. According to industrial psychologist Dr. Cassi Fields, “many police
departments categorize the bachelor’'s degree as a ‘preferred’ qualification. This means that they

Seel ouis Mayo, College Education and Policing, # #nual IACP Conference, available at
http://www.police-association.org/library/articles/iacp_aug06_college-ed-policing2.pdf.

NOPD eliminated college hours as a minimum education requirement on February 10, 2015. According to
Civil Service, the number of applications surged in February and March 2015, declined in April, and are
projected in May to return to pre-education standard reduction levels. While there may be a correlation
between the elimination of the educational criterion, there is no indication it is a causal relationship.
Recruiting candidates for the recruit position is a complex task that involves recruitment strategies at
colleges and universities, targeted recruitment involving experienced workers, and even long-term
involvement of high-school students who may be interested in a law enforcement career. A successful
marketing strategy is a lengthy and expensive process that requires a creative approach to attract and keep
interested qualified applicants. Civil Service advised the Monitoring Team that since the lowering of
education criteria, they have observed significant reductions in both the number of qualified out-of-state
applicants and the passing rate of candidates. Their longer-term analyses project smaller applicant pools
that will consist of a smaller percentage of qualified applicants than before education standards were
changed.

10 Rostker, Bernard D.; Hix, William M.; Wilson, Jeremy 8ge e.g RAND Gulf States Policy Institute,

Recruitment and Retention: Lessons for the New Orleans Police DepartnaenEnforcement
Recruitment Toolkit, COPS/IACP Leadership Project, June 2009.
http://www.rand.org/content/dam/rand/pubs/monogr&8i/RAND MG585. pdf
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will recruit and hire applicants who possess a blxts degree before those who do not. . . .
Utilizing college credits as a preferred qualifioatis a best practice because it allows police
departments to consider more applicants, anduffcent number who apply have college
credits, they will recruit a highly educated setexdruits who will likely pass recruit school. On
the other hand, if there are applicants who dematesthey would be good officers, but do not
have those college hours, they can still be hiretlgtfered the opportunity to obtain their
bachelor's degree when employed. This method esgae potential for a more diverse
workforce since many minorities and those from losome households are not afforded the
opportunity to attend college before hire.”

If NOPD is intent, however, on maintaining its ant practice of requiring only a GED
(in addition to the other criteria discussed abdaegpply to become a police officer, and if the
Court finds that practice consistent with the teohthe Consent Decree, then the Monitoring
Team recommends the Department focus more attentiadhe robustness of its other evaluation
tools. As detailed below, the shortcomings ofd¢terent multiple-choice test, written exam, and
structured interview process take on even greait@adity in the context of a process that is
likely to bring in a higher percentage of unqualficandidates, as NOPD’s own data
demonstrate.

B. The Application
1. Current State

The application is the first step in the selecppoocess. The application is a rather
simple form downloadable from the NOPD web siBeAppendix X.A for a copy of the
current application form. It requests basic infatimn about the applicant, basic biographic
information, and information about veteran statusrder to determine if additional “points” will
be awarded to the applicant because of militargraet special status. A longer “recruit
application packet” also is available online andudes, among other things, the following
materials:

» Civil Service Application for Exam
» Civil Service Personal History

1 SeeFields Report. Superintendent Harrison descrdrezlof the reasons for the elimination of the 60rho

college credit requirement as an effort to elimgratbarrier to entry for minority applicants. Addiog to
the Times Picayune, New Orleans’ police associatsupported the elimination for the same reaSee
Federal Monitor Questions NOPD Recruiting Plan,rétards Nola.com (4/29/15). To be clear, the
Monitoring Team fully supports eliminating unfamriers to entry into the police department and
eliminating requirements that disproportionatelyauat the minority community. But, as noted abdle,
Monitoring Team does want to ensure NOPD replduesollege credit requirement with something
meaningful and effective.
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* NOPD Recruit Application Packet
* Info Booklet, and
* Job announcements for the Police Recruit and thedPOfficer 1 positions.

A copy of the full application packet can be fowatdhttp://www.nola.gov/civil-
service/jobs/police-recruiting/apply/

2. Monitoring Team Evaluation

While most of the application package is sensiblaholly unobjectionable, it also
includes some questions that are less obviouséetyr job-related. For example, the package
asks the candidate whether his/her spouse hadegararrested and whether any member of
his/her family has been arrested in the past tarsyeThese questions, while arguably relevant
for law enforcement informational purposes, coukpdrately impact certain segments of the
New Orleans community/

3. Recommendation

The Monitoring Team recommends NOPD review its @ppbn package with an eye
toward ensuring all questions are relevant, taildcethe needs of the Department, and non-
discriminatory. Questions that do not measure ti@ary — should be eliminated.

C. The Multiple Choice Exam
1. Current State

The first part of the actual testing process foew recruit is a written multiple-choice
exam. Applicants read a series of questions atwfdeesponses on “scantron” bubble sheets
(i.e, the tests where you fill in the correct circléiwa Number Two pencil). The current test
was an outgrowth of an earlier 1987 Consent Deevbgh focused on the Department’s hiring
and promotions practices. The test apparentlydeasloped by several psychologists, but was
validated only by a 2002 Master’s thesis that fedusnly on the impact of the writing exercise.
A sample NOPD multiple-choice examine is includeda attachment to this repofee
Appendix X.B.

According to the NOPD, the multiple-choice exandesigned to assess a candidate’s
knowledge, skills, and abilities in the followingeas:

According to NOPD, these questions are askeddardo provide a complete picture of the applicant
NOPD maintains information about family arrest tigtis useful to help assess an applicant’s charact
and judgement, as well as to evaluate his or hewladge of criminal activity.
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. Written Communication

. Form Completion

. Knowledge of Grammar, Spelling, and Punctuation
. Oral Comprehension

. Reading Comprehension

. Observation Ability

. Memory

. Inductive Reasoning

. Deductive Reasoning

10. Exercising Judgment

11. Social Judgment/Interpersonal Skills

12. Selective Attention

13. Perceptual Accuracy

14. Recognizing Transformed Objects or Persons.

OCO~NO U WN P

NOPD states “each of these knowledge, skills, dnilitias is necessary to perform the job of a
Police Officer. For example, Written Communicatiéiorm Completion, and Knowledge of
Grammar, Spelling, and Punctuation are all necgdsathe paperwork and reports that officers
must complete on the job. Reading ComprehensidrCaal Comprehension are necessary to
successfully complete the training that recruiteenee at the academy. Social Judgment and
Interpersonal Skills are necessary for dealing withpublic.™?

2. Monitoring Team Evaluation

While the Monitoring Team agrees with NOPD'’s idéa#tion of the abilities one would
hope to find in a capable police recruit, our reva the multiple-choice test currently in use
showed it to be a poor tool to ferret out suchuigsr The test is outdated and ineffective, and
should be scrapped. Notably, as discussed bef@\Civil Service staff agrees with our
recommendation and already has initiated an expe@itfort to reform the entire test. NOPD
can look to other cities for entry-level testingdets that are valid and effective selection tools.

Additionally, we note the Monitoring Team had tréeibbtaining a copy of the Civil
Service exam from the Civil Service. To our swg@rimany within NOPD management did not
have access to the exam. Without Department iewodnt in the testing process, we find it
difficult to understand how the test truly can ewed as a core component of NOPD's strategic
recruitment plan.

Beyond our concerns regarding the quality and uise$s of the test questions
themselves, our review also suggests the currentrtay be disparately impacting minority

13 http://www.joinnopd.org
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candidates. A quality multiple-choice exam shcdwdddesigned to select candidates who have
the capability of succeeding at the Police Academoy necessarily candidates who already
know how to be police officers. While hiring retteuwho already possess some police
knowledge may confer added benefit, screeninghatr éxperience at the recruit level presents
the very real risk of screening out individuals wievertheless possess the qualifications
necessary to perform the duties of an NOPD offa®t the unintentional result of discriminating
against certain classes of candidates who may leasdamiliarity with police skills.

NOPD’s own data suggests a potential disparateatrgfahe current multiple-choice
test. NOPD analyzed applicant data from Januaoutfh May 2014. These data show white
applicants as a group had a passing rate of 90(&#%he multiple-choice test) and 85.37% (for
the written exam). African American applicantsqesthese two exams at a rate of 61.82% and
64.18%, respectively. Females had a multiple-gheiam passing rate of 68% compared to the
male passing rate of 79.76%.

According to the National Center for Women in Pioli; “entry-level tests should not
test for knowledge, skills, or abilities that vbk¢ taught in the law enforcement academy. Entry
level testing should only identify knowledge, skiland abilities that will enable a person to
become a successful community-policing officerrafigpropriate training® The Monitoring
Team agrees with this assessment. “Tests thatdadkechnical policing questions or seek to
measure knowledge of specific statutes or lawslghmoat be used because these concepts are
taught in training.*

Contrary to these standards, NOPD’s multiple-chexam makes extensive use of task-
based questions that could bias the multiple-chi@sein favor of candidates with previous
police training and experience. This is significk@cause historically and nationally, police
officers tend to be white and male. Selectiongdbét favor that pool of candidates would
conversely adversely impact minority and women @atds. Indeed, NOPD’s own internal
data set analyses indicate this was indeed the'taBee Monitoring Team has concerns about
other sections of the multiple-choice test as well.

14 Civil Service performed a separate adverse imgaalysis of the multiple-choice portion of theiPel

Recruit examinations from December 2013 througlolet 2014. In conducting the 4/5th analysis, Civil
Service compared the passing rate for the proteptmap (African-Americans = 68/186 = 37%) to the
passing rates of Whites (83/176 = 47%). The maitibe two pass rates = .78, below .80, indicating
adverse impact from the test against protectedpgroCivil Service “believes that things have rrreged
that dramatically from when the original ‘cut’ seawvas set.”

15 National Center for Women and Policing, “Recngtand Retaining Women: A Self-Assessment Guide

(2003), 65.
16 d. at 69.
PoliceRecruitstat February 4, 2015, page 5.
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The law requires the employer who uses a testidmsuch an adverse impact test to
demonstrate that the test is both “job-relatedhéposition in question” and “consistent with
business necessity.” These studies must demom&io#t that the characteristic being tested is
important to the job, and that the cutoff scoranbaised on the test is appropriate. The cutoff
score measures the minimum amount of the charsiitethat is necessary for successful
performance on the job. If the test is to be used rank-ordered basis, there must be
substantial empirical evidence to demonstrateltigdter scores on the test predict better
performance on the job. Additionally, if thereaisother test that has less adverse impact but will
also serve the employer’s interest in selectindifig law enforcement officers, the law
requires the employer to adopt this tést.

Finally, police entry-level tests need to draw applicants’ possible cultural/racial
biases. The Civil Service multiple-choice test moly does not do this, it actually appears to
introduce cultural/racial biases. For example, sbetion that is based on the “Wanted Bulletins”
displays multiple potential suspects who mostlyespgo be minoritiesSee e.g.Police Recruit
Exam Section #2 at 5).

3. Recommendation

The Monitoring Team recommends NOPD scrap the numailtiple-choice test and start
from scratch. As noted above, when we broughtcoacerns to the attention of the Civil
Service staff, they readily agreed with our assessmCivil Service Director, Lisa Hudson
called the Multiple-Choice Exam “outdated,” andesgt it needed to be removed and re-built as
a modern battery of tests that reflect the curtasks and responsibilities of New Orleans police
officers.

A modern, effective, and legal police exam mustfaon to all legal and professional
standards for validation and be predictive of anjtb performance. Some departments elect to
develop a quality test on their own, some engagexarrienced expert to guide them (or even
do it for them), and some purchase one of manylatdd off-the-shelf tests offered by a
multitude of vendors. Several federal agenciasefample, have developed “a custom exam
that combines measures of cognitive ability andcpsiogical ability (or personality) to assist in
the vetting process of potential law enforcemeptiaants.™® However, according to industrial
psychologists, there is little, if any, publishé&driature on the comparative effectiveness of self-
designed exams versus off-the-shelf exdik any case, templates do exists in many

18 National Center for Women and Policing, “Recngtand Retaining Women: A Self-Assessment Guide

(2003), 67.

Fields Report.See alsd\ppendix X.J, which provides one consultants vafthe process by which a
department may develop a custom exam.

19

2 Fields Report.
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departments from which NOPD can benefit. The Mwomig Team is familiar with well-
regarded tests being used in Portland, Or€gam Newport News, Virgini&. There certainly
are other$® Additionally, several examples of off-the-sheét offerings are provided in
Appendix X.G heret8?

During the preparation of this Special Report, C3arvice informed the Monitoring
Team it will be engaging the Industrial/ Organieagal Psychology Program at Louisiana Tech
to conduct a task analysis, review best practicgmlice recruiting and selection, and develop a
new battery of tests. The Monitoring Team suppthrissdecision. While, as noted above, there
are tests that can be purchased for use from atyarf vendors, and those should be reviewed
and assessed, the Monitoring Team believes thisrbjpty presented by Louisiana Tech
University is worth exploring.

Whatever approach NOPD, Civil Service, and Louigidech take, the Monitoring Team
recommends NOPD and its partners ensure the neve redbust enough to assess a wide range
of cognitive factors, and includes scenario-badechents. The benefits of such testing methods
are recognized throughout the Consent Desee, (e.9.CD 64, 109, 117, 269, etc.), and are no
less applicable to the selection process. Moredkere is some evidence that a cognitive test
that incorporates interactive scenarios is mordiptiee of success and less subject to “faking.”
According to Dr. Fields, quoted above:

a written, multiple-choice exam that measures tis&sgks is

subject to faking. This means that applicantssedect the answer
that they believe to be the best answer, butnbtsactually the
behavior or action they would take. Some testiphéts have
created more interactive exams that show applicadé®
scenarios they may encounter and ask them to tedicawv they

a The Portland, Oregon Police Department contraittsthe National Testing Network (NTN) to admirgst

its written exam. The NTN utilizes a product credby the vendor Ergometrics for entry level testing
Ergometrics entry level testing is a dimension dasentent and criterion validated, video basell, jo
simulation testing product.

= The Newport News, VA Police Department (“NNPD%as a written exam purchased from Morris and

McDaniel, Inc., and relies on vendor validatiorthoé testing product.

s The Arlington, Texas Police Department, in cositta the examples above, does not administer @y en

level written exam. The APD requires applicantedawe a Bachelor's Degree from an accredited colbege
university. The agency reports this degree requerg establishes the baseline for basic reading
comprehension and writing skills.

2 According to Dr. Cassi Fields, “there are seveffithe-shelf police officer cognitive ability tess Many

have been challenged as discriminatory toward iogp@pulation subgroups (Dayton Ohio; Chesapeake,
Virginia), and as a result, the authors/publisierge been required to lower pass scores and/@rdisae
use.” Fields Report.
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would respond. When the instructions ask applicants to indicate
the best and worst response to each scenario, there is some
evidence that the ability to fake responses may be redticed.

The Monitoring Team agrees with this assessment.

Finally, and obviously, if NOPD elects to “outsource” the creation of a new test, care
must be taken to make sure validity evidence obtained can be suitably “transported” to NOPD’s
particular situatiof® The Uniform Guidelines, the Standards, and the SIOP Principles state that
evidence of transportability is required. Criteria by which tests should be evaluated for
appropriate transportability include:

. Validity evidence. The validation procedures used in the studies must be
consistent with accepted standards.

. Job similarity. A job analysis should be performed to verify that your job and the
original job are substantially similar in terms of ability requirements and work
behavior.

. Fairness evidence. Reports of test fairness from outside studies must be

considered for each protected group that is part of your labor market. Where this
information is not available for an otherwise qualified test, an internal study of
test fairness should be conducted, if feasible.

. Other significant variables. These include the type of performance measures and
standards used, the essential work activities performed, the similarity of your
target group to the reference samples, as well as all other situational factors that
might affect the applicability of the outside test for your Use.

The NOPD, including especially its clinical psychologist, and Civil Service should work closely
with the Louisiana Tech researchers to determine these various criteria are met for whatever new
test NOPD implements. At the Court’s direction, the Monitoring Team will closely track this
process.

% Fields Report (citations removed).

% Society for Industrial and Organizational Psychology, IRcirtiples for the Validation and Use of

Personnel Selection Procedured,ed.(2003) 27. http://www.siop.org/ Principles/principles.pdf

z U.S. Department of Labor Employment and Training Administratibesting and Assessment: An

Employer’'s Guid&(1999) 3-9. http://wdr.doleta.gov/opr/FULLTEXT/99-testassess. pdf
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D. The Writing Exercise
1. Current State

The second part of the testing process is thengrgixercise. The writing exercise is
administered immediately following the multiple-at®test. For the writing exercise, the
candidate takes notes while listening to two petielated incidents. The candidates then use
their notes to write a narrative report descrildimg incidents. The exam is graded on grammar,
spelling, capitalization, and other writing compotse and scored at a later time by a team of
trained evaluators.

The current “Writing Exercise” was developed by @ieil Service Department in 1994
as a result of the poor quality of written repatdmitted by New Orleans Police OfficerSeé
Appendix C for a sample of the current writing eose). Like the Multiple-Choice Test, the
written test is scored pass/fail.

2. Monitoring Team Evaluation
Here again, the Monitoring Team found flaws andrigtmonings in this selection tool.

As an initial matter, it should be noted the Monitig Team has been commenting on
weaknesses in NOPD written work for some time. R&'ee identified the Department’s Use of
Force reports, for example, as illustrating suchkmesses, but the Use of Force reports are not
the only illustrations. At a recent hearing befor&. District Court Judge Morgan, NOPD
pointed to its efforts to update its written exaweral years ago. The ongoing weaknesses
identified by the Monitoring Team, however, contrio pervade NOPD’s work product even
under its current written exam. While we concegighsveaknesses may be more reflective of an
Academy problem than a recruiting problem, we noeless believe poor written work product
highlights the importance of a more robust writtsam at the outset.

The shortcomings of the current written test argeolable even without looking at the
outcome (i.e., the work product of NOPD officerg)ke the multiple-choice exam, the current
job-relatedness of the writing exercise has nohbedidated, and the Monitoring Team is
concerned that some otherwise qualified applicaritde screened out at this point due to
“selection bias” that favors experienced policaceifs who already have learned and mastered
report writing techniques. Since report writingasight at the NOPD Academy, however,
screening out skilled writers who simply lack expace writing police reports would be
counterproductive and unf4i.

According to one expert, “the ability to writedasskill that police officer job applicants needbting to the
job. The style of writing along with the typesreports that must be written must be trained éfirer.”
Fields Report.
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Similarly, as with the multiple-choice exam, thetimg exercise also uses police
scenarios. Candidates should not be tested anaibiéity to maneuver through police exercises
that will be trained in the Academy. The primaeguirement should be to ascertain their
capability for successful completion of the Acadeang acuity for the regimens of police work.

More broadly, the Monitoring Team views the currest structure as a squandered
opportunity to dig deeper into a candidate’s sttlen@nd weaknesses. It would be extremely
useful, for example, to allow the test evaluatoreiay his/her comments and questions to the
interviewer down the line so he/she could tailaeimiew questions to the specific candidate.
This doesn’t happen here because (a) no test iatiwmis shared with any evaluator other than
whether the candidate passed or failed and (bjsassked below, NOPD'’s interviewers are not
permitted to deviate from their interview scripts.

Finally, and again as with the Multiple Choice {¢lse Monitoring Team found evidence
of potential disparate treatment. NOPD’s own stia suggest the current written exam may be
having an adverse impact on certain demographigpg,anost notably women and minorities.

3. Recommendation

The Monitoring Team recommends NOPD reassessiiterdunritten exam from the
perspectives of effectiveness, necessity, andeas.n Validated written exams exist in other
departments and in the commercial marketplace. Dds®eMoines, lowa Police Department, for
example, has had success using a vendor-generatadkdated testing product from a vendor
called Stanard and Associates. While the Monigpfiram does not endorse any given vendor
or vendor product, the Stanard test is illustrati¥a host of options available to NOPD. NOPD
need not reinvent the wheel here.

We recommend this reassessment of the currenewsttam be incorporated into the
project currently being undertaken with Louisiarech focusing on the multiple-choice exam.
NOPD and Louisiana Tech should seriously consideiewing samples of a variety of NOPD
written product €.g, Use of Force Reports, PIB investigations, Fialgestigation Cards, etc.) to
identify the nature of the Department’s currenttiwg gaps. Such an assessment probably
would be best conducted in conjunction with the DNO&ademy since that institution will
benefit equally from the findings.

2 The Monitoring Team recognizes that the resulta@test are shared with the NOPD psychologigtae

used as a part of her evaluation of potential ciatds.
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E. The Physical Agility Exam
1. Current State

Candidates who successfully complete the multipl@ee and writing exercise next
move on to the physical agility test. This testgists of the following elements:

» Sit-ups - 14 repetitions in one minute

* Push-ups - 10 repetitions (untimed)

* 1 1/2 mile run — completed in a maximum of 19 masuand 50 seconds
* 300 meter run — completed in a maximum of 2 minutes

These particular exercises were developed, vatidated standardized for first responders and
law enforcement by the Cooper Institute in Dallesxas. Candidates either pass or fail the tests.
While these tests are used in many police depattmikroughout the country, the Monitoring
Team views them as not well tailored to moderngiad. The Monitoring Team recommends
NOPD reassess the current physical tests and @ns@brporating new exercises more tailored
to the tasks performed on the job, including Idtinlragging, and other activities needed on the
job.

2. Monitoring Team Evaluation

An important consideration for any law enforcemagency in reviewing its entry-level
physical abilities test is whether officers who everently performing the job can satisfactorily
pass the test. By establishing a standard of palyperformance for entry-level candidates,
NOPD is saying a particular level of performancedsessary to do the job of a law enforcement
officer. However, if current law enforcement officers do not maintain that level of physical
ability and they are still effective as officers, then the requirements of the physical abilities
test obviously are not necessary to perform police officer tasks.>** The Monitoring Team
recommends NOPD consider this truism in evaluatggurrent physical test to ensure the
exercises are as robust as they need to be, bataretrobust than they should Be.

30 National Center for Women and Policing, “Recngtand Retaining Women: A Self-Assessment Guide
(2003), 66.https://www.ncjrs.qgov/pdffiles1/bja/185235.pdf
3 In Lanning v. South Eastern Pennsylvania Transit Authahe United States Court of Appeals for the

Third Circuit held that employers who use a tas&eobphysical test that has an adverse impact masgt s
not only that the quality or characteristic beingasured by the test is important to the job, bai te
passing point of the test is set to measure themam amount of that characteristic necessary ttopar
the job successfully. In other words, if currempboyees who cannot pass the test are still alpertiorm
the job safely, then the cutoff score is unlawfull anay not be used.anning v. Southeastern
Pennsylvania Transportation Authority “Septs808 F. 3d 286 (2002).
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In developing new, tailored physical testing, NO§Hduld be cautious that many current
police entry-level physical ability tests used amdthe country today are outdated, not job-
related, and test for physical requirements notleéd¢o perform the job of a modern law
enforcement officer. They often put unnecessarghersis on upper body strength and rely on
methods of testing that eliminate large numbensahen who are, in fact, well qualified for the
job.

The Monitoring Team recognizes there are two schobthought about physical ability
testing — general fitness and job task-based. tuhgegeneral fitness approach, candidates are
given tests that measure their general physiasds through activities such as running, sit-and-
reach, and similar activities. The tests are igg@inder-and age-normed. This means that the
candidate’s level of performance is measured hydstals relative to gender and age. Fitness
tests do not have adverse impact on women and tdounport to be job-related. Instead, they
provide some measure of assurance that candida@pass are more likely successfully to
complete training and less likely to experiencelmyob injuries. Under this approach, job-
related physical abilities are taught and asseafedhire during academy training.

Task-based tests, on the other hand, simulatesdogiformed by law enforcement
officers and measure the candidate’s ability tdgrer those tasks within established time
parameters. Examples of these tests are a dunagy fénce climbing, tire changing, and other
similar activities. However, it may be problemabcdemonstrate that these types of tests
measure abilities that are required for the jolorddver, these tests can have an adverse impact
on womer? and therefore must be documented to be job-rekddonsistent with business
necessity in order to minimize adverse impact edtreatest extent possible.

A third type of physical testing contains eventsrsas a 300-meter run, a vertical jump,
sit-ups, push-ups, and a 1.5-mile run. Becauseast is validated using a task-based physical
test, it may have the same problems associatedhatie tests. In addition, with the third type
of test, there may be significant problems withwaey the connection is drawn between the test
events and the physical tasks actually requirethenob. This third type of test best describes
the NOPD physical agility exari.

32 National Center for Women and Policing, “Recngtand Retaining Women: A Self-Assessment Guide

(2003), 65.

Id. at 66. NOPD reports that 97% of applicants jgassurrent physical fithess test. This pass satms
high to the Monitoring Team. According to NOPDe fhassage rate for the agility test decreased%oif3
2005. In addition to the recommendations set fortthis section, NOPD would be well served by
comparing its pass rate to the pass rate of othisdjctions. The police department in Prince @ets
County, Maryland, for example saw between 34%- 49#s applicants fail its “applicant physical
recruitment test.” The Louisville-Metro Police Bepment saw 10% of its applicants fail its physical
abilities test.

33
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3. Recommendation

The Monitoring Team believes NOPD can enhance dlidity and utility of its physical
agility testing process. Several police departsi@stoss the country have spent time focusing
on this topic and have come up with enhanced tobfe Sugar Land, Texas Police Department
(SLPD), for example, has an outstanding physic#ityabesting process the Monitoring Team
views as a “best practice.” The SLPD utilizesitndss evaluation” versus a “job task
evaluation” for both entry-level testing and annoficer testing. The Department’s test has
been validated in the last ten years and is appdide: entry-level candidates and annually to all
sworn officers.

The Portland, Oregon Police Department (PPD) lisevemploys an enhanced physical
agility test, which it developed and validated tigh certified Human Resource professionals.
The validation process included both current engdsyand citizen volunteers. The Portland
Physical Ability Test (PAT) incorporates the follong components:

* Mobility/Agility Run

e 165-Ib. dummy drag

* Modified squat thrust and stand using rail vault
» 80-Ib. torso bag carry

For the reasons described above, the MonitoringnTeaieves these components are tailored to
the job of a police officer and are smartly incagded into an effective physical agility test.

Whatever approach NOPD adopts, the Monitoring Temommends NOPD look
closely at the physical requirements imposed ufsxurrentpersonnel. The Consent Decree
requires that the Department implement “a departmaste mentabnd physical health and
wellness program . .. .” (CD 290) Failing toeakis step not only violates the Consent Decree,
but also casts significant doubt on the validityheff physical exam for recruits. As industrial
psychologist Dr. Cassi Fields notes:

A major flaw with the physical ability tests occuvken police
departments who use them do not have a policecoffibysical
wellness program for officers and/or they do nddladficers

accountable if their physical ability declines aftire. . . 3*

The Monitoring Team agrees. Failing to focus anphysical health of current officers
(a) increases the risk to those officers, (b) desme the effectiveness of those officers, and
(c) increase the likelihood the standards setdoruits will not pass legal muster.

3 Fields Report.
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F. The Structured Interview Process
1. Current State

Those candidates who remain eligible for employnfielfdwing the physical agility test
are set for a Panel Interview. Following the realmf the college credit requirement from the
application requirements, NOPD “enhanced” its miteax process by adding civilian Human
Resource specialists to the interview panel. Addilly, NOPD revised the interview questions.
The current interview methodology — called a Suted Interview — was developed by a private
vendor who also validated the interview and scqnmgich allows neither an opportunity for
interviewers to probe the candidate’s answers napgportunity for candidates to ask for
clarification of questions.

2. Monitoring Team Evaluation

The Monitoring Team has studied the purportedlyh@rced” “structured interview”
process, which was put into effect a few months ag@PD made positive, strategic moves by
inviting private sector Human Resource directoid lamowledgeable individuals to participate in
the interview process. While the Team was impkggeh the Human Resource experts the
City had engaged to help implement the new proeessemain troubled by certain aspects of
NOPD'’s hiring practices.

NOPD should use industry standards and “best pexitio hire the best candidates.
Unfortunately, the current process is designecaoove the subjective nature of the interview
process and take away the interviewer’s abilitggh targeted questions, follow-up on partial
answers, and probe the candidate for more infoomatirhis process, because it stresses rigidity
and removes subjective decision making, is defeledala legal challenge (by an unsuccessful
candidate), but it is not designed to determinebthe candidates: it is more likely to identify a
“consensus” candidate. To be clear, the Monitofliegm is not against a “structured interview”
process. We recognize such a process is usednn departments. Rather, as discussed below,
the Monitoring Team objects to the unwillingnesstef NOPD to allow for limited but
meaningful probes and follow-up questions.

The interview procedures currently used by NOPD'‘stiaindardized” to the point that
there is little need for human interaction. Thisrao interactive process and no role for the
interviewers to ask targeted questions, clarifpoeses, or humanize the candidate. While this
process may be appropriate to hire a person touabradfactory job that does not change or
require human interaction, it does not allow thernviewer to assess the candidate beyond an
initial response to the “scripts.” In fact, thepess prohibits discussion of the candidate’s
ability to show how she or he might “negotiate’itaation, to talk a person through a tough
time, or other real-world interactions. Candidates/ be saying what they think the
interviewers want to hear and, without follow-upegtions, or examples, there is no way to
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determine whether the candidate truly understarsisiation or script. Different candidates may
interpret a script or question differently, butrénés no method to determine what the person is
thinking or exactly what she or he is answeringisers remain a superficial response to the
scripts.

Research shows for a police interview to be effectine interviewer must be able to
explain questions, respond to questions from tipdicgnt, and, most important, probe into areas
raised during the questionifiy. Unfortunately, NOPD has instructions they may detiate at
all from the interview script. They may not answeestions, may not explain questions a
candidate finds confusing, and may not probe int@asof concern. While we understand the
desire to adhere to a script from a litigation-retchn perspective (and from an efficiency
perspective), such blind adherence reduces thetwHaess of the interview substantially. The
Monitoring Team believes the City’s process wilt ashieve the intended result precisely
because the interview is designed more to redu€itly’s liability to an unsuccessful candidate
than to identify officers most likely to succe®d.

Moreover, the current “structured interview progéssthout an opportunity to probe
answers or allow subjects to ask for clarificatidmss unwittingly introduced an element of bias.
For example, applicants who are more confident, adae more experience at being
interviewed, or who are naturally more verbal \wdlve a much better chance of scoring well in
the interview. This may give them an unfair adeget since none of these skills necessarily
predict being a better police officer. Howevergrvhese applicants are disadvantaged. Without
the chance to hear a follow-up question or commeglicants are left without any feedback on
whether the answer they have given impresses t@e/iawers, or is consistent with a high
score. It is more likely than not that follow-ulawfication to the question will help the
applicant improve an answer by adding further cxtrdied detail, and the probing may also help
the applicant answer subsequent questions.

An interview, no matter how standardized, is aenattion, and therefore an inherently
subjective process, which involves some human juadgras a critical component of the
decision-making process for the interviewer. Ewetihe most standardized interview process, a
decision will come down to several people intenpgetiata to form an opinion about the risks
associated with hiring a particular individual. eT¢hallenge is how to collect the most
meaningful, job-related data in a way that is netmminatory. As statistician S.E. Feinberg
reports, these processes include “errors of tmd #md.” These “errors” arise from the

% “Structured Interviews: A Practical Guide,” USfioé of Personnel Management, September 2008; ,

https://www.opm.gov/policy-data-oversight/assesdraeral-selection/structured-interviews/quide. peé
alsq, “Interview Techniques for Effective Hiring” By lusen Simonds, Time Magazine, October 9, 2013.
http://business.time.com/2013/10/09/interview-teéghas-for-effective-hiring/

% The Monitoring Team recognizes the City’s intéirgeducing its exposure to liability, and ackiedges

the benefits a structured interview process brninttat regard.
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discrepancy between what is of interest to themgerers and what is actually measured. In
any interaction, there are verbal and non-verbascas well as subtle interactions between the
interviewers, which impact the subject, and caluerice responses. Ways to minimize these
errors include the specific wording of the questi@which is done in the Panel Interview), and

to put the interviewer in a position to clarify threeaning of a question when necessary (which is
not done).

The closed type of interview that is currently Bewalso raises concerns for the City and
the New Orleans Police Department. Rather thanvallg the panel the opportunity to ask for
clarifications to answers provided by candidatesrtderstand completely what the applicant
wants to convey, they are left to “guess” or “ipret” what they think the candidate intended to
communicate. Under the current circumstancesmtieeview risks being much less objective
and fair than it may seem on the surface, becdugspanel is asked to make a decision with
insufficient and incomplete data. This greatlyréases the risk of decisions being influenced by
irrelevant factors, such as how the person is dcksgshether the candidate “looks like a police
officer” or their overall “likability.” The morenformation the panel has to make a decision, the
more likely it is to make the correct one.

The current process also exposes the City and Nt©ORiBks associated with hiring the
wrong person. As we know, poorly suited applicaats endanger themselves, their colleagues,
and the public they are entrusted to protect. ddwsion to hire the wrong candidate can impact
sick leave, workers’ compensation claims, applwatiof force, and peer and citizen complaints.
One hiring mistake can cost millions of dollarspese the organization to unnecessary risk, and
even endanger the lives of others.

Another unintended consequence of an inadequategsa@an be a civil suit for
negligent hiring. If an officer uses excessivee&ror somehow injures a citizen who files suit,
the process almost certainly will come under sogufiom a variety of additional fronts.

It is important to note, as stated previously, Manitoring Team is not suggesting a
structured interview is inappropriate. Rather,agknowledge the benefits of a structured
interview. But it is our strongly held view thdiet process must allow the interviewers to probe
the subject’s responses, and to allow subjectsk@ad receive clarification to a question that
has been asked.

3. Recommendation

While the Monitoring Team supports the use of adtred interview process, which has
been shown to be effective when used properly,agemmend the NOPD’s current process be

3 Ironically, when NOPD management is asked whatiey would be willing to rely on an interview gqatri

from which they could not deviate in selecting they deputies, the answer is a uniform “of course”
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modified to (a) allow the interviewers to explamestions, (b) provide a mechanism for the
interviewers to probe and ask follow-up questi@ams (c) develop a mechanism to incorporate
additional questions raised in other parts of #lection process into the interview process.

With respect to the third point — incorporatingoimhation from other parts of the
selection process into the structured interviewcess — industrial psychologist Dr. Cassi Fields
provides such an example here:

Police departments may work with the backgroun@stigators
more closely and take information provided by thekground
investigation that is questionable and incorpotaiteéo the
structured interview process. For example, iféhare some
guestionable findings during the background ingegibns about
any of the applicants’ background, the interviewedaliscusses
that with the investigator and develops additiangstions to try
to obtain more information about the backgroundifigs>®

Dr. Fields notes that this process has been aatefestrategy for police departments. The
Monitoring Team agrees. As stated above, failmgaximize the utility of the interview
process is a squandered opportunity.

A variety of examples exist of agencies that doarsg¢interview panels as effective
selection tools. These agencies balance thergid inherent in interview processes with the
essence of securing the most accurate candidassassnt available so as to make the most
informed hiring decisions.

The Arlington, Texas Police Department, for examphaploys two separate “structured”
interview panels using trained police assessole fifst Preliminary Interview panel conducts a
structured interview during initial testing and datent submission. Subsequently, a Final
Interview panel is conducted following completioinatl components of the hiring process. Both
panels have the discretion to ask limited probingstions and/or provide clarifying information.
Moreover, the Final Interview panel has completseas to all test results, is briefed on each
candidate by background investigators, and is @&t inquire about areas of concern that may
need to be resolved before extending a formal @ffemployment.

In the end, NOPD already has made progress in mydwi@a structured interview process.
But, unless that process is tailored as noted aliowdl not serve as a meaningful selection tool
and will not promote lasting change within the Deypent.

8 Fields Report.
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G. The Background Investigation
1. Current State

NOPD’s Recruitment and Applicant Division schedwdpglicants who pass the physical
agility test for a background investigation, abbalf of which, until recently, were conducted by
a third party®® A typical background investigation includes thédwing elements:

* Voice Stress test

* Written background packet
* Oral taped interview

* Fingerprinting

e Urinalysis

* Employment record check

* Creditrecord check

* NCIC check

* Reference check

According to NOPD, approximately 50% of candidatescessfully complete the background
investigation and are tendered a conditional jderofThose accepting the conditional offer are
scheduled for medical and psychological exams.

2. Monitoring Team Evaluation

The background investigation is designed to detegrthie candidate’s background,
experiences, and competencies. While the MontoFisam has not identified shortcomings in
the elements of the current background investiggtimcess, we have identified a problem with
the efficiency of the process. Even with a readline in the number of applicants, there does
not appear to be a sufficient number of investigato conduct thorough and timely
investigations. The lack of staff has createdregs backlog of candidates who are waiting to
be assessef.

In the view of one expert with significant expeerin helping police departments
develop effective selection processes, “departnganerally employ and/or contract an
insufficient number of background investigatorg, thhe number of background investigators
directly determines the speed of the hiring pro&&ssThis experience appears to be shared by

3 According to NOPD, in 2015, all background inigations have been conducted by the third partgleen

40 According to NOPD, the Department recently dodhte background investigations staff from 4 to 8

individuals.

a1 Fields Report.
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NOPD. According to NOPD, the number of “very otafien investigations has steadily
increased since 2014. The graphic below, taken ®OPD’s February 4, 2015 Recruitstat
report, highlights the disturbing trend.

Responsible

Organizations! NOPD Time in background ChECk

Data Sources: NOPD
Age of open investigations
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= NOPD drove down the median age of open investigations during the
2014 end of year push.

* However, the number of very old open investigations has steadily
increased.

* As of January 31%, 50% of open investigations had been open for more
than 46 days — the length of a KeyPoint investigation and one week.

PoliceRecruitSTAT February 4, 2015 9

One additional full-time investigator reportedlysvadded in early 2015. Three
additional contract background investigators welgea in May, but it is not yet evident that
they are reducing latencies in applicant proces€inghis lengthy waiting period is frustrating
to the candidates and many are likely to accepmrgtbsitions while they wait to be processed.

The number of “files” in background investigatidmss decreased over the past six
months. Most recently, however, more new backgdanwvestigations have opened than closed,
indicating the backlog and delays may once agaiouiding.

42 According to NOPD, the Department has cured tiar delays since the submission of the foregoiagd

to the Monitoring Team. The Monitoring Team willbw-up on this representation. Additionally, the
NOPD will have the opportunity to present updatathdt the public court hearing focusing on Hiramgl
Recruiting currently scheduled for September.
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3. Recommendation

NOPD should work to shorten the background invesitgp process and make it more
accommodating to applicants. Adding more backgiddowestigators and contracting more out
to a qualified third-party provider should redube taverage amount of time that files stay in
background investigations. That reduction, aloiitty whe efforts of in-house investigators to
maintain regular contact with applicants to adwmssr status, should result in lower attrition
during the background investigation phase.

H. Psychological and Medical Exams
1. Current State

A conditional offer of employment may be made tplay@ants who pass the background
investigation and are recommended for hire by t&#R Interview Board. Applicants then will
be scheduled to take a medical examination andrgadesychological screening. The medical
examination is used to determine whether the agplits in good enough physical condition to
perform the essential functions of the job. Thessential functions include:

» Patrolling a specified beat or district by walkifxy, motorcycle or by car;

* Operating a vehicle;

» Pursuing and apprehending fleeing suspects, uwenjmg after suspects, jumping
ditches, climbing through windows, climbing fen@esl walls, and running
several blocks; and

» Escorting prisoners.

The medical exam will include a physical examinatia lumbar-spine X-ray, a chest X-
ray, and an EKG stress test. Applicants also eengsychological tests to help determine their
suitability as police officers These tests include traditional written exams modtiple-choice
tests and an interview designed to determine wbaldmot be asked to perform a specific role,
in this case, that of a police officer. The tedesntify the candidates who have the most
psychological risks. If their scores allow thenttmtinue the process of becoming a recruit,

43 “It is generally acknowledged that psychologiseleening, or profiling, as a personnel selectimegss

for [police departments] is a viable means of asegscandidates for employment. Job-person fit is
particularly important in a public safety positiobse of profiling for selection in the police irsdty is
well established, particularly in the USA. . .Jbnathan Lough Kathryn Von Treuer (2013) “A critica
review of psychological instruments used in pobffecer selection,” Policing: An International Joal of
Police Strategies & Management, Vol 3@tp://www.emeraldinsight.com/journal/pijpsm
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then they are interviewed by a licensed psychologi® looks for evidence to determine their
suitability to go to the Acadenty.

The psychologist serving this function for NOPDoirmhed the Monitoring Team she
receives all the relevant background informatiortrencandidate to develop clinical interview
guestions, including the personal history form,dggiound investigation, scores from multiple-
choice tests, written tests, and any other infoionadvailable. Based on the information, she
conducts her clinical interview — apparently withthe input of any other individual — and
determines if the candidate is suitable to att@eddcademy, and provides her opinion to
NOPD. The tests employed by the psychologistlaesame tests used by a wide range of
police departments across the United St&tes.

Processing through the medical and psychologiaainexook approximately 28 days.
According to Civil Service, the passing rate fog thedical exam in 2013 and 2014 was 100%.
The passing rate so far in 2015 is 98%. AccortinyOPD, the passing rate for the
psychological exam alone was 87% in 2012, 91% i82@nd 92% in 201%.

2. Monitoring Team Evaluation

The Monitoring Team did not identify any problemshathe medical evaluation process,
but believes NOPD should reassess the current pgibal testing process and also evaluate
whether there is any adverse impact associatedtiatprocess. Like many police departments
across the country, NOPD has been relying on thne sgpproach to psychological testing for
many years. Over those years, however, expertsidawtified potential shortcomings in the
historic approaches as well as potential new prestio mitigate some to those shortcomings.

The Monitoring Team acknowledges the current deafrttrefutable academic literature
regarding the effectiveness and validity of psyoladal tests. According to one recent study, no

4 An experienced, local psychologist scores thts i®@sd on another day conducts a one-on-one dlinica

interview.

% The NOPD tests include standard psychometricuments, including thBsychological History

Questionnaire (PsyQ), tidinnesota Multiphasic Personality Inventory (MMP), land California
Psychological Inventory (CPI). The MMPI was origliy developed in 1940. It was revised in 1989 and
reissued as the MMPI-2, which is the version emgdiolyy NOPD. The MMPI is probably the most
studied of all police selection tools. The CPIrsldanuch with the MMPI, but is focused more on canm
personality factorsSeeJonathan Lough Kathryn Von Treuer (2013) “A caticeview of psychological
instruments used in police officer selection,” Biolg: An International Journal of Police Strategte
Management, Vol 36.

46 SeeAppendix X.H (psychological) and Appendix X.I (meal) for additional detail regarding the NOPD
pass rate.

Office of the Consent Decree Monitor

Appointed By Order Of The U.S. District Court For The Eastern District of Louisiana



Case 2:12-cv-01924-SM-JCW Document 449-1 Filed 08/12/15 Page 37 of 77

Page 37 of 77 SSUE gy,
& NY

August 12, 2015 o o

www.consentdecreemonitor.com

current test “possesses unequivocal research sLpoFhis particular study goes on to find
“most formal research into the validity of the mstts lacks appropriate experimental structure
and is therefore less powerful as ‘evidence’ ofuhity of the instrument(s).” Thus, while
NOPD appears to be “in the main” with respectdgiychological evaluation tools, that does
not necessarily mean it is utilizing the most dffectools available. As outlined below, the
Monitoring Team believes it is important that NOP&efully reanalyze and reevaluate its
current approach to psychological testing.

3. Recommendation

The Monitoring Team recommends NOPD continue remgyevaluating, and
improving its current tests — and exploring nevidesbased upon the outcome those tests appear
to be achieving. There are alternative psychokigests to those currently used by NOPD that
show promise. According to one recent study, AleP test battery appears to be a sound
option.” The AIFP test battery has been used wsutttess since the early 1990s. The test
consists of six separate psychological tests, B4 items that are a mixture of “true or false
items, forced choice items, and Likert scale itén#fsccording to at least one group of experts,
the AIFP test battery shows promise as a poteptiadire effective screening to8l. To be clear,
the Monitoring Team is not recommending that NORDassarily adopt this or any other test.
But the Monitoring Team is recommending NOPD clpsalaluate the effectiveness of its
currer‘g tests and consider whether better assessomshave become available over the
years.

In that context, the Monitoring Team recommends BQOftiate an effort to evaluate the
effectiveness of its current psychological prodgsseviewing the testing results of those
officers who had disciplinary and/or performancelgems while on the job to see whether those
problems were (or should have been) revealed itedteng process.

NOPD also should consider recent guidance publiblgetie IACP Police Psychological
Services Section. In 2014, the IACP developedratified “Preemployment Psychological
Services Guidelines” for use by public safety agesiagency executives, and psychologists as

4 “[I]t is apparent that no best practice instrutfen the selection of police officers exists asttime.”

Jonathan Lough Kathryn Von Treuer (2013) “A criticaview of psychological instruments used in pelic
officer selection,” Policing: An International Joal of Police Strategies & Management, Vol 36 31-51.

48 Jonathan Lough Kathryn Von Treuer (2013) “A catireview of psychological instruments used inqeol

officer selection,” Policing: An International Joal of Police Strategies & Management, Vol 36.

49 In additional to alternative testing tools, sotepartments are experimenting with alternativeuatadn

approaches. The Louisville Metropolitan Police B@ment, for example, does not use a pass/fail
designation for its Psychological exam. Instehd,tMPD psychologist gives a final recommendatibn o
Recommended, Provisionally Recommended, or Not iReeended. The recommendation then is
considered by the LMPD along with the other avadeagelection data in making a final hiring decision
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well as other professionals who are charged wihréisponsibility of conducting, overseeing,
and managing defensible Preemployment PsycholoBicallation (PPE) progran®. The
Guidelines establish recommended standards fonitlefis, examiner qualifications, job
analysis, disclosure, testing, interviews, techggldackground information, reports, use of the
evaluation, follow-ups, appeals and second opinibns

While most of the NOPD psychologist’s work appeabé consistent with these IACP
guidelines, NOPD has not yet carefully revieweditscedures to determine the extent to which
they comport with the Guidelines. It also is nietac whether NOPD has evaluated its testing
procedures to determine whether they have beetiatali based on performance of police
officers. The Monitoring Team recommends NOPD grenfsuch a review and establish a
written policy that documents NOPD PPE requiremeatssistent with the IACP guidelines,
recognizing these are floor level or minimum guige$ on which agencies should build and
improve.

Finally, the Monitoring Team recommends NOPD coasghgaging multiple
psychologists rather than a single psychologishénpsychological evaluation process. No
psychological testing is completely objective. Adfuire some interpretation by a
psychologist. Specific segments of current testiglasigned to assist the psychologist determine
if a candidate is “faking” responses to improvednder score. In some cases, the testing and
the interview reach different results (e.g., tretitg) suggests the candidate is appropriate, but
the interviewer concludes the person is not a gaodlidate). When that occurs, psychological
professionals should be able to confer on the meaamd interpretation of the various tests and
make a collective decision. To facilitate sucltcdssions, some experts believe the
psychological professional should have anothenéxdhprofessional available to discuss a given
candidate’s scores and the results of interviewsnithere is a concern about the person’s
suitability as a candidate.

=0 “Preemployment Psychological Evaluation Guiddind@he International Association of Chiefs of Reli

(2014), page 1, available laitp://www.theiacp.org/portals/O/documents/pdfstiPsy
PreemploymentPsychEval.pdf

1 IACP staff recently initiated an inquiry to memlagencies regarding psychological examinations for

entry-level employees. Responding agencies sepapglations of more than 200,000 who adhere to
IACP guidelines for conducting entry-level psyclmtal exams include the Colorado Springs, Colorado,
Honolulu, Hawaii and Nashville, Tennessee Policpddements and the Washington State Patrol.
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 DECREE 5,
S

VIIl. THE ORDER OF OPERATIONS

In addition to the substance of the various comptmef the selection process, NOPD
also would be wise to consider the order of th@s@us components and how the result of each
component may be utilized to inform the next. ®ms extent, NOPD already has started
thinking along these lines. In conjunction with &limination of the college credit requirement,
for example, NOPD reordered the various sectiots s that the structured interview would
occur earlier in the process. While the Monitoriream certainly has no objection to this
change, we recommend NOPD go further and consm&rthe result of each component bears
upon the next component in the selection timeline.

Industrial psychologist Dr. Cassi Fields notes tha way to structure a selection system
to maximize benefit is to group candidates intcaler categories (i.e., exemplary, good, etc.) at
each stage of the process rather than using eaglasta pass/fail standard. She describes the
view this way:

Police departments that utilize an inflexible, npié& hurdle
selection strategy that requires each applicapass each hurdle
before proceeding to the next in the process rethecquality and
diversity of their applicant pool. Police departitgethat recruit a
diverse applicant population, thoroughly vet thapplicants in a
multi-stage selection process, and categorize @b into
broader qualitative categories at each stage giriheess are much
more likely to hire a diverse and highly qualifigcbup of police
recruits>?

For example, Dr. Fields suggests “combining thespal ability exam scores with the
background questionnaire responses to categoreanpts into exceptionally qualified, highly
qualified, qualified and not qualified applicantayid then “inviting as many applicants as
feasible from the exceptionally qualified, highlyadified, and qualified categories to take a
valid cognitive ability exam that has utility inchecing the size of the applicant pool.”

The Monitoring Team sees the potential advantadr .ifrields’ approach, and
recommends the NOPD consider the advantages suegbpaoach might have for its multi-step
selection process.

52 Fields Report.
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IX. CONCLUSION

We opened this Special Report with a quote fronea IlDrleans citizen who likened the
task of reforming the NOPD to that of tending adgar. Years ago, famed horticulturalist
Liberty Hyde Bailey offered the rather simple obsgion that “a garden requires patient labor
and attention.” “Plants do not grow,” he said, felg to satisfy ambitions or to fulfill good
intentions. They thrive because someone experffterd @n them.” The same is true of the men
and women for the New Orleans Police Departmemid;- immportantly for our purposes here, for
the men and women who seek to become part of the@ieans Police Department.

The Monitoring Team’s focus on NOPD'’s recruit sé@ae process is designed to help
NOPD cultivate a professional, dedicated, and de@olice force. With a recruitment,
selection, and hiring foundation (good soil), th@RD will be much better situated to attract,
evaluate, and hire those best suited to serve iateaqb the citizens of New Orleans.

NOPD clearly is expending effort on its recruitmendgram. Until recently, however,
equal effort had not been spent on its selectiongss. As a result:

* The multiple-choice exam is outdated and ineffectiv

* The written exam is in need of modernization armushbe better incorporated
into the overall evaluation process so informagéaned from the exam can be
used by subsequent interviewers to make the pdrsteaviews more
meaningful.

» The interview process, while recently updated byPlQis structured so that it
merely screens out terrible candidates, but dtéstib identify great candidates.

* The physical ability test is outdated and its eff@mess should be reviewed.

» The psychological test, while used by many depantsacross the country,
would benefit from a serious review to determirsepitedictive value in
determining the suitability of police recruits.

* The process takes too long.

Additionally, as described earlier in this repedyeral elements of NOPD’s selection process
are susceptible of discriminatory impact.

Clearly, a valid, transparent, and reliable setecfirocess is necessary for NOPD to
establish and retain legitimacy among recruitsu@aind potential), current members of the
NOPD, and the citizens of New Orleans. The needuach legitimacy has never been more
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palpable than it is now as the Department strugglesbuild its reputation following years of
mistrust — mistrust that the Monitoring Team'’s r@c€ommunity Survey confirmed still exists.

As we said in our introduction to this Special Repover the course of the last eight
months or so, the Monitoring Team has seen a chartgpe attitude of NOPD leadership.
Rather than resisting change, NOPD now (in mostasleast) is embracing change. While
this progressive view always has been held by sweiten NOPD, we finally are seeing the
institutionalization of that view. We are hopetfilaé recommendations set forth in this Special
Report meet with the same receptivity we latelyeheayme to expect from the Department.

We are confident that paying close attention to B@Relection process now will help
ensure a healthy harvest for generations to come.
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X. APPENDICES
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A. Appendix: NOPD Application
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Civil Service - Jobs - Police Recruiting - Apply - City of New Orleans

Translate this page

CITY OF NEW ORLEANS
MAYOR MITCHELL J. LANDRIEU

eGov Services « 1300 Perdido St, New Orleans, LA 70112 « (504) 658-4000
updates

Home Residents Business Visitors City Government NOLA 311 Departments & Agencies Calendar News & Media Contact Us

Home = Civil Service Commission = Jobs = Police Recruiting = Apply

Application for Police Recruit

To apply, you must:

= Be at least 20 years of age at the time of application.

= Be licensed to drive with a good driving record and driving experience.

= Be in good physical and psychological condition to perform the essential functions of the job of Police Officer.
= Possess a state approved G.E.D./high school diploma.

You will be automatically disqualified for any of the following:

1. Been convicted of, pled guilty or nolo contendere to any Felony.
2. Been convicted of, pled guilty or nolo contendere to any Misdemeanor involving any crimes against person or

sexual offenses.

w

. Been convicted of, pled guilty or nolo contendere to, any offenses involving violations of the civil rights of any
person under the constitution or laws of the United States or any state or territory.

4. Used any illegal drug, other than marijuana, within the ten years prior to application.

5. Recruits: Used marijuana within the two years prior to application. Laterals: Used marijuana within the three
years prior to application.

6. Recruits: Used any prescription drug or legally obtainable substance in a manner for which it was not
intended within the two years prior to application. Laterals: Used any prescription drug or legally
obtainable substance in a manner for which it was not intended within the three years prior to application.

7. Been dishonorably discharged from any military service and/or arrested for any violations of the Uniform Code of
Military Justice that would constitute a Felony or disqualifying Misdemeanor in the State of Louisiana .

8. Been terminated or forced to resign from any law enforcement agency for disciplinary reasons; resigned a
position within a law enforcement agency to avoid potential or proposed adverse disciplinary action or termination;
or received a disability retirement from any law enforcement agency.

9. Refused to submit to a polygraph examination and/or voice stress examination.

10. An unacceptable driving record within five years of application, as evidenced by, three or more negligent
collisions; suspension for moving violations; revocation, or operating after suspension/revocation of driving

licenses; DWI or DUI convictions.

Be sure to submit a copy of your driver's license and proof of your GED/high school diploma. You will not be
scheduled for testing until you submit these documents. You can submit your documents as an attachment to your
application or by mail to 1340 Poydras Street, Suite 900, New Orleans, LA 70112.

Application

Fields marked with * are required.

[0 Check here to certify that you are qualified to apply and that you will submit to a lie detection exam.

pplicant Information

http//www nola gov/civil-service/jobs/police-recrmting/apply [8/11/2015 9:59:20 AM]
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Civil Service - Jobs - Police Recruiting - Apply - City of New Orleans

Which position(s) are you applying for?
O Potice Recruit

O Police Officer | (Lateral)

OBoth

Police Officer | (Lateral) requires POST certification and two years of previous patrol experience

First name *

Middle or maiden name

Last name *

Social Security Number (last four digits) *

Date of birth *

Sex (for statistical purposes only)
OFemale
O Male

Race/Ethnicity (for statistical purposes only)
Select

Street address *

Apartment number (if any)

City *

State *

[Loutsiana |

Zip Code *

Phone *

Alternate phone

http//www nola gov/civil-service/jobs/police-recrmting/apply/[8/11/2015 9:59:20 AM]
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Civil Service - Jobs - Police Recruiting - Apply - City of New Orleans

Email *

Do you require any accommodations for testing? *

Oves Ono

If any, please list the accommodation(s)
b)(7]

How did you hear about the Police Recruit position?

| select |

If you were referred by an NOPD employee, please list his/her name

Qualifications

Highest level of education completed *
[ee= |

Do you possess a valid driver’s license? *

Oves Ono

How many years of full time military experience do you possess? *

Please list the number of years and months

How many years of part time military service (National Guard or Reserves) do you possess? *

Please list the number of years and months.

Are you currently P.0.5.T. certified or equivalent? *
Oves

Ono

o Previously

How many years of law enforcement experience in patrol and/or investigations (after the completion of a
Police Academy and Field Training) do you possess? *

Attachments

We encourage you to upload copies of the documents that verify your eligibility here in order to receive expedited
testing.

If you are unable to upload copies of these documents, please mail or drop copies off to 1340 Poydras Street, Suite

http//www nola gov/civil-service/jobs/police-recrmting/apply [8/11/2015 9:59:20 AM]
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Civil Service - Jobs - Police Recruiting - Apply - City of New Orleans
900, New Orleans, LA 70112.

You must bring your driver’s license and the original or official copies of all documents to your scheduled
multiple choice exam or you will not be permitted to take the exam.

Upload Option 1
Upload |

Upload a copy of your driver's license

Upload Option 2
Upload |

Upload a copy of P.O.5.T. certification or equivalent

Upload Option 3
Upload I

Upload a copy of your educational credentials

Upload Option 4
Upload:|

Upload a copy of your military credentials

Upload Option 5

Upload: | |

Upload a copy of your personal history form or résume

[0 The City of New Orleans may share your contact information (name, address, e-mail address and
telephone number) with other government agencies seeking job applicants. Please check this box if you
do not wish to be referred to other governmental agencies for other positions.

Apply now

htp-//www nola gov/civil-service jobs/police-recruting/apply [8/11/2015 9:50:20 AM]
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Cs-13

Rev 179,781 APPLICATION FOR EXAMINATION

5-08 1204, 1-13)
I am applying for the position of (list below):
DEPARTMENT OF CITY CIVIL SERVICE
1340 POYDRAS STREET, SUITE 900
NEW ORLEANS, 14 70112

PLEASE PRINT
Name: Last First Middle/Maiden Social Security Number
Address: Number & Street Apartment Home Phone/Business Phone
City State Zip Code Birth date
Your Signature Today’s Date
Yes No
Are you currently employed by the City of New Orleans? O O VETERAN'S PREFERENCE
If yes. what is your official class (job) title (list below): ol 'viscuts il soes: “aukvss. i
mothers of veterans are entitled to preference
on examinations. See the reverse side of the
Have you ever applied under another name (maiden. etc.)? o o Examination Ammouncement and the Veteran
% Preference Claim form for details.
If yes. please write name here
DO NOT WRITE BELOW THIS LINE
Apphcants should attach a2 Personal H.::tm Record (CS-1), or, lf they have filed an application
previously, and have zaned addin and/or they should attach a
Supplementary Personal History (CS-2) and any other documents required for this exam. Voter's Reg.
Vet. Status: Spt. 10pt . mehgzible
Pplication. . Accepied O Type of Reg. g g o
Rejected [] Reason:
RAW % WTD. “The City of New Orleans is an equal
SCORE EQUIV. WEIGHT SCORE 0!’190““11m enployer and does not
Written discriminate on the basis of race. color.
Test religion, national ongin, gender. age
physical or mental disability, sexual
Oral onentation. creed, culture, or ancestry.
Test Requests for altemate format or
Rating of accommodations should be directed to Amy
Train/Exp. Trepag_mex. (50:1) 658-3516 or TTY/Voice
Pert . (504) 568-4475.
o CIVIL SERVICE USE ONLY
Ay L
Test
Vets
Credit
TOTAL
RANK

Critical Score =
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B. Appendix: Sample NOPD Multiple Choice Example

Police Recruit Practice Exam

Directions: For each question, circle the appropriate answer.

Questions on the following sections will not appear on this practice exam because they require live
administration, however, a description of these sections is provided in this practice exam:

Associated Memory, Verbal Memory, Selective Attention, Oral Comprehension, Observation Ability, and
Written Communication. The answers to the practice exam appear on page 23.

SECTION 1: PERCEPTUAL ACCURACY

EXAMPLE FOR PART 1

Find the number-letter combination that exactly matches the one on the left.
A B C D
5259B6 5259A6 5289B6 *5259B6 5229B6

Find the number-letter combination that exactly matches the one on the left. You have one minute to complete

this section.
A B C D
| 4669L74E 46691L47E 4696L74E 4669L7E 4669L74E
2 814M7158 814M1758 814M7158 814M7518 814M9158

3. 069527917 069527197 06952J917 06925J917 069521717
4. 173N87881 173N87881 173N7881 173N8781 173N87818
5. 128C9269 128C2969 128C9269 128C9629 128C7269
6. 2GV87B9 2GV78B9 2GW87B9 2GV87B9 2GV87B7

¢ A 0158X17 9158X17 9518X17 9158X71 9128X17
8. E235P4 E235P4 E253P4 E235F4 E285P4

9. 68917293 68971293 68917923 68917293 6897273
10. 72FOSW1 72F9SV1 72FSW1 72F9SW1 72F7SW1
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PERCEPTUAL ACCURACY: PART2

Compare the following pairs of names and addresses. The name and address on the left is correct. There may
be errors in the name and address on the right. You are to determine how many errors (if any) there are in the
name and address on the right.

Rules for determining what is an error:

Each word, initial, abbreviation, number or number sequence (such as house number or zip code) that is
incorrect is to be counted as an error. You have one minute to complete this section.

1. Elmo C. LeConte Elmo E. LeConti
1224 St. Charles Ave. 1224 St. Charles Ave.
New Orleans, LA 70112 New Orleans, LA 70112
A. 0
B. 1
C. 2
D. 3
E. 4

2. Bobbie Magee Bobi Macgee
1238 Cleveland Ave. 1288 Clevland Ave.
New Orleans, LA 70118 New Orleans, LA 70118

MY 0w
BwWo=Oo

3 Joseph Keith Joseph Kieth
128 River Road A113 128 River Road A118
Houma, LA 70358 Houma, LA 70358

monwp
[ N I SV 8
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PRACTICE EXAM: SECTION 2
ASSOCIATED MEMORY ITEMS

For this portion of the test you will be shown wanted bulletins which include a face, name, crime,
and other descriptive information. You will have 45 seconds to look at each bulletin and take
notes. Several bulletins will be shown. You will use your notes and memory of the faces on the
bulletins to identify the correct individual from drawings of a group of suspects on the exam.
Questions might involve the suspect’s name, crime, or other information.

VERBAL MEMORY ITEMS

For this section of the exam you will listen to an audio recording of a brief description of an
incident. You will not be able to take notes while listening to the audio. After listening to the
recording, you will answer questions about the incident based on the information you remember.

SELECTIVE ATTENTION

This section of the exam requires you to listen to an audio recording of a simulated radio dispatch
and to review a written report at the same time. You will assume the role of an officer in a certain
police car and must listen to information pertaining only to that police car. You may take notes
on the information in the audio recording and in the report. Following this, you will use your
notes to answer questions about the written report and any information that pertains to the police
car to which you were assigned.

ORAL COMPREHENSION

For this section of the exam you will listen to an audio recording of a short lecture on a police-
related topic. During this lecture you are encouraged to take notes. After the tape is finished, you
will use your notes to answer questions about the information on the audio.

OBSERVATION ABILITY

This section of the exam requires you to examine photographs and answer questions based on the
photographs.

WRITTEN COMMUNICATION

This section of the exam requires you to choose the description that best describes particular

photographs.
The remaining items on the practice exam are included. Complete the practice exam by circling

the appropriate answers, and then compare them to the key on page 23.

Office of the Consent Decree Monitor

Appointed By Order Of The U.S. District Court For The Eastern District of Louisiana



Case 2:12-cv-01924-SM-JCW Document 449-1 Filed 08/12/15 Page 52 of 77

Page 52 of 77 Sy,
& N
August 12, 2015 L,

www.consentdecreemonitor.com

DEDUCTIVE REASONING

Answer questions 1 and 2 below after carefully reading the information below. You may refer
back to this material if you wish.

NOPD PROCEDURE REGARDING VICTIM AND WITNESS ASSISTANCE

PR336.1 VICTIM AND WITNESS ASSISTANCE

The Victim/Witness Assistance Unit is under the supervision of the Commander of the Bureau of
Investigations. The Victim/Witness Assistance Unit Coordinator is required to maintain up-to-
date information about the program.

PR336.2 DISTRICT LEVEL RESPONSIBILITIES

During an initial investigation, the reporting officer shall ensure the victim has received the
necessary medical attention and issue to him/her a copy of the brochure entitled “Rights of Crime
Victims,” along with a completed NOPD item number slip (Form #26).

(a) Officers shall verbally advise the victim/witness of the following:
k As a victim/witness, you may be contacted by a representative of the NOPD or Orleans
Parish District Attorney’s Officer about this matter.

2. All New Orleans Police and D.A. personnel have clearly marked identification as either
“New Orleans Police Department™ or Orleans Parish District Attorney’s Office.”

3 Examine any ID’s, Badges, or other documents carefully.

4. If there is any doubt, please call the NOPD or the D.A.’s Office to verify identity.

5. Victims may conduct an inmate query via Www.opcso.0rg

6. Domestic violence victims have the right to initiate criminal or civil proceedings with the
assistance of the Domestic Violence and Family Justice Center.

11] If Officer Donahue is on an initial investigation involving a crime victim. She should:
A ensure that the victim has received necessary medical attention.
B. give the victim a copy of the “Rights of Crime Victims™ brochure.
C. provide the victim with a completed item number slip.
D. all of the above.

2. Officer Hammond is arriving on the scene of a domestic violence incident. The victim

greets him at the door. The perpetrator has just left the house. Officer Hammond should
advise the victim:

that the victim has the right to “safe haven™ provided by NOPD.

to check on the status of the perpetrator via www.opcso.org

that the Commander of the Bureau of Investigations will be assisting her.

the victim has the right to initiate criminal or civil proceedings with the assistance
of the Domestic Violence and Family Justice Center.

Onwp
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INDUCTIVE REASONING
This part of the test involves the ability to identify similarities and differences in groups of
objects. Look at the things or objects in each frame and find the one which does not appear to

belong with the others in the group.

3.

Office of the Consent Decree Monitor
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READING COMPREHENSION

Answer questions 5 and 6 on the next page after carefully reading the information below. You
may refer back to this material if you wish.

L SEARCH OF VEHICLES
A Stopping Cars

1 The Police must have reason to stop a car. Although stopping a car is a very
limited invasion of the driver's right to privacy, the Police Officer may not lawfully
make even this limited invasion of the driver's privacy unless he or she has a
reason.

2. Courts have held that if an Officer stops a car for absolutely no reason, a technical
arrest has occurred. Thus, any incriminating evidence discovered by the Officer
after stopping the car would not be allowable in court. Therefore, the first rule
regarding vehicles is:

You must have a reason to stop a car.

IL VEHICLES ARE "EMERGENCIES"

A The Supreme Court has specifically declared that the great mobility of motor
vehicles makes them, in certain situations, Police emergencies. The courts have
recognized that when confronted with a problem concerning an automobile, Police
must act immediately or not at all. The Officer who is investigating someone in a
car rarely gets a second chance. The Officer's time is limited and the decisions are
final. Consequently, investigations focusing on people in mobile cars are extreme
situations where Police judgments must come quickly.

III.  SEARCHING VEHICLES WITHOUT A WARRANT

A Even though the mobile motor vehicle is viewed in certain situations by the courts
as a Police emergency, the law is that searches of vehicles without warrants may
be made only when Police have probable cause to believe that someone in the car
has commutted a crime, or that the vehicle contains contraband or the fruits of a
crime. Only when the Police have probable cause to make the search, may they
make a search of a motor vehicle and then the search should be made immediately.
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S, The first rule for Police Officers in regard to stopping vehicles is:

A vehicles are "emergencies."
B. you must have a reason to stop a car.
C: the Officer investigating someone in a car rarely gets a second chance.

D. stopping a car is a very limited invasion of the driver's right to privacy.

6. Searches of vehicles without warrants may be made by Police only when they have
probable cause to believe that:

Al someone in the car has committed a crime.
B. the vehicle contains contraband.
C. the vehicle contains the fruits of a crime.

D. Any of the above.
EXERCISING JUDGMENT

A Police Officer is walking a beat. Which of the following situations should he/she respond to
first? (Note: The word "respond" means to attend to personally).

4
A A woman is in the middle of a busy street fixing her flat tire.
B. A fender-bender has occurred on the side of a nearby street corner.
c A car is going down the road without a muffler or license plate.

8.

A A 2-year old child is standing near the deep end of a crowded public pool with no
supervision.

A woman is running from a teenager who is carrying a knife.

A man is pouring a container of waste oil into a sewerage drain.

0w
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FILLING OUT FORMS

For this section of the test, you should read the instructions on this page for filling out the "Event
Section of a NOPD Incident Form". Questions 9 and 10 on pages 18 and 19 require you to
examine a filled in "Event Section" and decide which box. if any. is filled out incorrectly
according to the instructions given below. You may refer back to this page.

Instructions for completing the Event Section
of a NOPD Incident Form

Box #1 - SIGNAL: Indicate the complaint number as described on the following page "Police
Complaint Calls."

Box #2 - INCIDENT: Give a brief, concise description of the incident being investigated.
Example "Armed Robbery", "Natural Death."

Box #3 - DATE/TIME OF OCCURRENCE: The date and time of occurrence as determined by
the preliminary investigation (include a.m. or p.m.).

Box #4 - DISTRICT: Enter district where the incident occurred.

Box #5 - LOCATION OF OCCURRENCE: Enter the complete location of the incident including
the street address and apartment, if applicable. When no specific address can be connected with
the location of occurrence, indicate as: "S/W comer of Canal and Broad", "1-2/10ths miles W. of
1-10".

Box #6 - DATE/TIME OF REPORT: Indicate the date and time the officer arrived on the scene
to take the report (include a.m. or p.m.).

Box #7 - WEATHER: Indicate the appropriate code number that describes the weather
conditions at the time of the incident.

Box #8 - TEMPERATURE: Indicate the estimated temperature in degrees Fahrenheit at the time
of the incident.

Box #9 - LIGHTING: Indicate the appropriate code letter that describes the lighting conditions at
the time of the incident.
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POLICE COMPLAINT CALLS
19 Drunk

20 Auto Accident

20-F Fatal Accident

29 Death

29-S  Suicide

30 Homicide

30-C  Homucide by Cutting

30-S Homicide by Shooting

34 Aggravated Battery

34-C  Cutting
34-S  Shooting
35 Simple Battery

37 Aggravated Assault

38 Simple Assault

42 Aggravated Rape

43 Simple Rape

. Aggravated Kidnapping
51 Arson

52 Fire

60 Aggravated Burglary
62-B  Business Burglary

62-C  Theft from Interior of Auto
62-R  Residence Burglary

64 Armed Robbery

64-G  Armed Robbery (Gun)
64-K  Armed Robbery (Knife)
65-P  Purse Snatching

67 Theft

67-A  Auto Theft

67-P  Pickpocket

67-S  Shoplifting

69 Possession of Stolen Property
81 Indecent Behavior

82 Prostitution

83 Soliciting for Prostitution

94 Illegal use of Weapon (Discharging Firearm)
98 DWL

99 Reckless Driving

100  Hitand Run

103-D Disturbance

103-M Mental

106 Obscenity (Exposing person. etc.)
284 Peeping Tom

966  Drug Law Violation
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9. An officer responds to a shooting outside an apartment at 2701 Decatur in the Eighth
District at 2:00 pm on 6/13/15. The shooting had reportedly taken place 15 minutes
carlier. It was a clear, sunny day and the temperature was approximately 97 degrees.

NOPD INCIDENT REPORT
EVENT SECTION
1. Signal 2. Incident 3. Date/Time of Occurrence
34-S s@y 6/13/15 1:45

iYL

4. District 5. Location of Occurrence 6. Date/Time of Report

sé 2707 Decater 6/73/75 2:00
P.M.

7. Weather 8. Temperature 9. Lighting

7 97 degrees &

CODES

Weather Lighting

1. Clear G - Good

2. Cloudy

3. Rain F - Fair

4 Fog

5. Other P - Poor

Which box 1s filled out INCORRECTLY?

A Box #1
B. Box #2
C. Box #4
D. Box #9
E. All of the above have been completed correctly.
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10.  An officer pulls over a woman for reckless driving at the corner of Read and Hamilton in
the Seventh District at 4:00 pm on 7/21/15. The weather was cloudy and the temperature
was 90 degrees. The lighting was fair.

NOPD INCIDENT REPORT
EVENT SECTION
1. Signal 2. Incident 3. Date/Time of Occurrence
99 Reokloas Driving 7/27/15 4:00
iYL
4. District 5. Location of Occurrence 6. Date/Time of Report
7 Corner Read @ 7/27/15 4:00
Hamilion P.M.
7. Weather 8. Temperature 9. Lighting
2 90 rees F
CODES
Weather Lighting
1. Clear G - Good
2. Cloudy
3. Rain F - Fair
4 Fog
5. Other P - Poor

Which box 1s filled out INCORRECTLY?

A Box #2
B. Box #3
C. Box #6
D. Box #7
E. All of the above have been completed correctly.
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RECOGNIZING TRANSFORMED OBJECTS

11.  Below is a picture of Steve Hartley. Steve Hartley is wanted by the Police. Which of the
four lettered pictures is Steve Hartley in disguise? Choose "E" if the best response is none

of the above.

12.  Below is a picture of Mike Jones. Which of the four lettered pictures is Mike Jones in
disguise? Choose "E" if the best response is none of the above.
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GRAMDMAR, SPELLING, & PUNCTUATION

Please read each sentence for grammar, punctuation, and spelling and select the one that is most

correct.

13.
A After they shoots the grocery clerk, they took the money.
B. After they shoot the grocery clerk they took the money.
. They took the money after they shot the grocery clerk.
D. After shooting the grocery clerk, they tooks the money.

14.
A The witness stated that three shots were fired from the apartment downstairs.
B. The witness stated that three shoting was heared from the downstair apartment.
C. The wittness stated that three shots were fired from the downstairs apartment.
D. The witness stated that three shots were fired from the downstair apartment

building.

SOCIAL JUDGMENT/INTERPERSONAL SKILLS

15.  Put the four pictures below in their proper sequence.

A DBAC
B. DABC
C. CDBA
D. BDAC
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KEY
Section 1 Section 2
Part 1
1.D

1.D 2.D
2.B 3.B
3.B 4.B
4.A 5.B
5.B 6.D
6 7.A
7.A 8.B
8. A 9.D
9. iC 10.E
10.C 11.B

12.C
Section 1 1€
Part 2 14. A
j 1 o 15.A
2.E
3.A
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Writing Exercise

The actual test instructions for the writing exercise are provided for you ahead of time so that you
can become more familiar with the format of the exercise. Reading through these instructions
will let you know what to expect. We recommend that you brush up on your writing skills prior
to the testing session.

POLICE RECRUIT
Writing Exercise Instructions

Police Officers must be able to accurately record the details of the incidents to which they
respond. They must also be able to write a clear, thorough, and organized report of the incident,
describing exactly what happened. This writing exercise will require you to listen to a recording
of an incident, take detailed notes of what occurred, and write a report of the incident.

In a moment you will listen to two incidents. Each incident depicts an officer responding to a
situation and collecting information from the individuals involved. You are to assume the role of
the officer’s partner. While your partner interviews the victims, you must also take notes so that
you can later write a report of the incident.

You will hear each incident only ONCE, thus it is important that you listen closely and make
detailed notes. After each incident, you will be given 20 minutes to write a report based on the
information in your notes. This report MUST include each of the five basic elements of a report
that are relevant to the incident. The five basic elements of a report are: who, what, where, when,
and why.

1 Who Was Involved -- Identify all persons directly involved in the incident in as much
detail as possible.

2. What Happened -- State what happened and who did what to whom, including what was
said or done by those involved and a complete description of any materials involved.

3. When It Happened -- Tell the time and date of the incident.

4. Where It Happened -- Identify where the incident took place.

S, Why It Happened -- Explain what caused the incident, if there is a cause.

Note: Sometimes one or more of the five elements will not be relevant or available to include in
reports. This is often true with the "why" element.
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In addition, your report should include only the facts. Do not include your opinions or
assumptions. These facts and details should be written in complete sentences, in narrative form.
Finally, your report must be written or printed legibly on the paper provided. If the people
scoring your report cannot read what you have written, you will not be given the benefit of the
doubt that your information is correct. If you print in all upper case letters, be sure that your
punctuation and capitalization are clearly identifiable. For example, you might underline letters
that should be capitalized to distinguish them from your other capital letters.

You will receive paper and pencil to prepare and write your report. When writing your report, if
more paper is needed, raise your hand to notify the test proctor. The final report must be written
or printed on the "Writing Exercise Form." If you use the scrap paper to organize your thoughts,
keep in mind that there may not be enough time to write the complete report on the scrap paper
and to copy it onto the "Writing Exercise Form." IT IS ESSENTIAL THAT YOU ALLOW
YOURSELF ENOUGH TIME TO WRITE THE FINAL REPORT ON THE "WRITING
EXERCISE FORM." You will be given a warning when five minutes and one minute remain.
Also, you must be certain to put your name and social security number on both of the Writing
Exercise Forms.

SCORING PROCEDURES

Your report will be scored based on the following two factors:

1 Content. The report must be accurate in the description of the five elements that make up
the incident. All applicable elements must be included in complete detail. The report
must also be accurate in the description of the statements made by the witnesses.

2 Writing style and mechanics. The information should be included in the report in the
order in which it occurred. Correct words should be used. Correct spelling, capitalization,

punctuation, grammar, and logical sentence and paragraph structures should also be used.

Summary of Instructions

For each incident:

1 Remember that you are the officer’s partner.

2. Remember that the tape will be played only once.

3. Listen to the incident carefully and take detailed notes while your partner is interviewing

the victim(s). Remember that you are interested in details related to the five basic
elements: who, what, when, where, and why.

Take notes with the scrap paper and pencils provided.

Refer to your notes to write a report of the incident. This report must include the five
basic elements: who, what, when, where, and why. You will be given 20 minutes to write
your report. We recommend that you first organize your thoughts on the scrap paper
provided before writing your report on the "Writing Exercise Form." If you decide to

bl
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organize your report first, remember to allow yourself enough time to write the final report
on the “Writing Exercise Form™.

6. Be sure to print or write the report on the "Writing Exercise Form." If you print in all
uppercase letters, be sure to make your capitalization and punctuation clear.

v J Raise your hand to notify a test monitor if you need any additional paper.

8. Put your name and social security number at the top of your final report on the "Writing
Exercise Form."

An example of a well written report and a list of errors that would have caused the report to be
scored lower is provided below.

Sample Report

On September 27, 2015, Ms. Joan Blanchard parked her car in the CBD Parking

Garage at 3:00 p.m. Ms. Blanchard, who lives at 2638 Memphis Avenue in New

Orleans, discovered that two items were missing from the car when she returned at

5:00 p.m. Ms. Blanchard stated that she left the windows of her maroon, 2007,

two-door, Nissan Sentra cracked. The items taken from the car were a camera,

valued at $200, and a Samsung cell phone, valued at $150.

The following are examples of mistakes that would have lowered the score of the above report:

1 Ms. Blanchard lives at 2636 Memphis Avenue. (incorrect address)
2, The items were stolen at 3:00 p.m. (incorrect time, this is when the car was parked)
3 The items taken from the car was a camera and a cell phone.

(incorrect verb tense)

4. A samsung cell phone was stolen from the car. (Samsung is a proper noun
and should be capitalized)
5. Ms. Blanchard’s car was broken into on September 27 2015. (comma missing
between 27 and 2015)
6. Ms. Blanchard craked the windows of her car. (cracked is misspelled)
73 In addition, the report would receive a lower score if the information was not presented in

a logical order (i.c., chronologically or with similar items grouped together).

Thank you for your interest in becoming a member of the New Orleans Police Department. We
hope this booklet helps to ensure your success on test day. Best of luck!
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D. Appendix: Overview of Relevant Equal Employment Oportunity Laws

The federal laws that govern applicant selectiamtesses include Title VII of the Civil
Rights Act of 1964, Title | of the Americans withdabilities Act (ADA), and The Age
Discrimination in Employment Act (ADEA).

Title VII of the Civil Rights Act of 1964 prohibitemployment discrimination based on
race, color, religion, sex, or national origin.l&¥II permits employment tests as long as they
are not “designed, intended or used to discrimibatause of race, color, religion, sex or
national origin.®® Title VII also imposes restrictions on how to sEtests. Employers are not
permitted to (1) adjust the scores of, (2) usesdafiit cutoff scores for, or (3) otherwise alter the
results of employment-related tests on the basiaa, color, religion, sex, or national origh.

Title VII prohibits both “disparate treatment” afdisparate impact” discrimination.
Title VII prohibits intentional discrimination bad@n race, color, religion, sex, or national
origin. Title VII also prohibits employers from ug neutral tests or selection procedures that
have the effect of disproportionately excludinggoeis based on race, color, religion, sex, or
national origin, where the tests or selection pdoices are not “job-related and consistent with
business necessity.” This is called “disparate ictipdiscrimination. For example, if an
employer requires that all applicants pass a phiawility test, does the test disproportionately
screen out women? |If a selection procedure hasparéte impact based on race, color, religion,
sex, or national origin, the employer must show tha selection procedure is job-related and
consistent with business necessity. The challepgédy or practice must be associated with the
skills needed to perform the job successfully.dntcast to a general measurement of applicants’
or employees’ skills, the challenged policy or pigmust evaluate an individual's skills as
related to the particular job in question.

If the employer shows that the selection proceduj@b-related and consistent with
business necessity, the person challenging thetesigrocedure should demonstrate that there
is a less discriminatory alternative available. fTihay be, for example, another test that would
be equally effective in predicting job performaitcg would not disproportionately exclude the
protected group>

This method of analysis is consistent with the saffsupreme Court decision about
disparate impact discriminatio@riggs v. Duke Power Cp401 U.S. 424 (1971).

3 42 U.S.C. § 2000e-2(h)
> Id. at §2000e-2(1)
* 42 U.S.C. § 2000e-2 (k)

Office of the Consent Decree Monitor

Appointed By Order Of The U.S. District Court For The Eastern District of Louisiana



Case 2:12-cv-01924-SM-JCW Document 449-1 Filed 08/12/15 Page 68 of 77

Page 68 of 77
August 12,2015
www.consentdecreemonitor.com

 DECREE 5,
S

The EEOC Uniform Guidelines on Employee SelectiococBdures or “UGESP®
provide uniform guidance for employers about howlétermine if their tests and selection
procedures were lawful for purposes of Title Vidgarate impact theory.

UGESP outlines three different ways employers ¢tenvsthat their employment tests
and other selection criteria are job-related antbsbent with business necessity. These methods
of demonstrating job-relatedness are called “tektiation.”

Title |1 of the Americans with Disabilities Act (AD#prohibits private employers and
state and local governments from discriminatingregiajualified individuals with disabilities on
the basis of their disabilities. The ADA specifiegen an employer may require an applicant or
employee to undergo a medical examination, i.prpaedure or test that seeks information about
an individual’s physical or mental impairments ealih. The ADA also specifies when an
employer may make “disability-related inquiriesg.i inquiries that are likely to elicit
information about a disability. When hiring, an dayer may not ask questions about a
disability or require medical examinations unttleaifit makes a conditional job offer to the
applicant’ as long as it does so for all individuals enteting same job categofyand only if
doing so is job-related and consistent with busimescessity. Thus, for example, an employer
could request medical information when it has @oeable belief, based on objective evidence,
that a particular employee will be unable to perf@ssential job functions or will pose a direct
threat because of a medical condition, or whenmapl@yer receives a request for a reasonable
accommodation and the person’s disability and/edrfer accommodation is not obvioUs.

The ADA also makes it unlawful to use employmestgehat screen out or tend to
screen out an individual with a disability or assaf individuals with disabilities unless the fest
as used by the employer, is shown to be job-relatedconsistent with business neces¥itwgil
to select and administer employment tests in thst mifective manner to ensure that test results
accurately reflect the skills, aptitude or whates#ter factor that such test purports to measure,
rather than reflecting an applicant’s or employeeigairment’ and fail to make reasonable
accommodations, including in the administrationests, to the known physical or mental
limitations of an otherwise qualified individualtvia disability who is an applicant or employee,
unless such accommodation would impose an unduasiaf?

%6 See?9 C.F.R. Part 1607
57 42 U.S.C. §12112 (d)(2)
8 Id. at § 12112(d)(3)
%9 Id. at § 12112(d)(4)
&0 42 U.S.C. § 12112(b)(6)
o1 Id. at § 12112(b)(7
62 Id. at § 12112(b)(5)
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The Age Discrimination in Employment Act (ADEA) gmbits discrimination based on
age (40 and over) with respect to any term, comalitor privilege of employment. Under the
ADEA, covered employers may not select individuafshiring, promotion, or reductions in
force in a way that unlawfully discriminates on thesis of age. For example, the ADEA forbids
an employer from giving a physical agility testyto applicants over age 50, based on a belief
that they are less physically able to perform ai@aar job, but not testing younger applicants.

The ADEA also prohibits employers from using nelueats or selection procedures that
have a discriminatory impact on persons based er{4@or older), unless the challenged
employment action is based on a reasonable fattier than agé® Thus, if a test or other
selection procedure has a disparate impact basaderthe employer must show that the test or
device chosen was a reasonable one.

The EEOC has developed the following “best prastider testing and selection.

. Employers should administer tests and other selegiiocedures without regard
to race, color, national origin, sex, religion, 46 or older), or disability.
. Employers should ensure that employment tests teat eelection procedures

are properly validated for the positions and puesdsr which they are used. The
test or selection procedure must be job-relatedtarésults appropriate for the
employer’s purpose. While a test vendor’s docuntentaupporting the validity
of a test may be helpful, the employer is stilb@ssible for ensuring that its tests
are valid under UGESP.

. If a selection procedure screens out a protectedpgithe employer should
determine whether there is an equally effectiveratitive selection procedure
that has less adverse impact and, if so, adoaltemative procedure. For
example, if the selection procedure is a testethployer should determine
whether another test would predict job performanaenot disproportionately
exclude the protected group.

. To ensure that a test or selection procedure renpagdictive of success in a job,
employers should keep abreast of changes in jaliresgents and should update
the test specifications or selection proceduresraaagly.

. Employers should ensure that managers who knde ditiout these processes do
not adopt tests and selection procedures caséalbst or selection procedure
can be an effective management tool, but no tes¢lection procedure should be
implemented without an understanding of its effeatess and limitations for the
organization, its appropriateness for a specifi; gfnd whether it can be
appropriately administered and scored.

&3 Smith v. City of Jacksps44 U.S. 228 (2005)
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E. Appendix: Consent Decree Requirements Regarding Hing

The Consent Decree has a fair amount to say otofhe of officer recruiting and
selection. As a baseline requirement, as notedealtbhe Consent Decree requires NOPD to
“develop and implement a comprehensive recruitpemgram that successfully attracts and
hires a diverse group bfghly qualified and ethical individualsto be NOPD police officers.”
(CD XI, emphasis added) The Consent Decree deéirfagyhly qualified and ethical
individual” as an applicant “with strategic thingirand problem-solving skills, interpersonal
skills, emotional maturity, capacity to use teclogyl, fluency in Spanish and Vietnamese
(because these languages are spoken by a sighgiegment of the New Orleans Community),
and the ability to collaborate with a diverse cresstion of the community.” (CD 234)

But the Consent Decree incorporates recruitmensafettion obligations in other
contexts as well, including the following:

» Paragraph 18, for example, requires NOPD to devetabimplement policy and
procedure manuals for core NOPD functions, inclgdR@cruitment.

» Paragraph 189 requires the Department to implem@nbcess for recruiting
qualified bilingual personnel to effectively comnicate with and provide timely
and meaningful access to police services to all begaof the community,
regardless of their national origin or limited &lito speak, read, write, or
understand English.

» Paragraph 225 requires NOPD to integrate commamityproblem-oriented
policing principles into its management, policiesl grocedures, recruitment,
training, personnel evaluations, resource deploynactics, and accountability
systems.

e Paragraphs 235 and 237 require NOPD to train cuamsh new staff assigned to
the Recruitment Unit on recruiting a qualified afiderse workforce, including
training on employment law.

» Paragraph 238 requires NOPD to develop and implemsystem for
psychological screening and assessment of all Néefit candidates, and to set
criteria to ensure that only individuals suitalde policing are accepted into
NOPD training academy.

» Paragraph 243 requires NOPD and the City agreet& with Civil Service to
establish a standardized scoring system to belsederview panelists and that
the scoring system be used to assess recruit apfdionmediately following the
applicant’s interview.

» Paragraph 244 requires the Recruitment Unit to alhnteport its recruiting
activities and outcomes, including the number qfliepnts, interviewees, and
selectees.
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F. Appendix: Summary of NOPD Self-Analysis of its Sektion Process

NOPD tracked the success of its recruitment aretgeh process over a five-month
period from January through May 2014. Applicanisaryy this period were approximately 63%
male and 34% female. There was no explanationdoumt for the other 3% of applicants.
Approximately 55% were Black, 30% White, 4% Hispmaaind less than 1% Asian.
Approximately 75% of applicants were from the sttéouisiana. Many of those from outside
Louisiana are experienced police officers.

A disproportionately large segment of the out-@ftstgroup of candidates was
“qualified” based on minimum standards. These whatds also tended to have the worst
attendance rates of the applicant groups.

The average total processing time of applicants wéie hired was 184 days.
Approximately one-third of applicants who appliad dot meet minimum qualifications and
were immediately disqualified based upon informagnclosed in their applications. Some
applicants never submitted their required documdritese applicants whose documents were
submitted and otherwise met the requisite quatibeces were scheduled to take the Civil Service
multiple-choice exam. The median time from applaasubmittal to taking the multiple-choice
exam was forty-four days.

Approximately 75% of those applicants who tooktmgtiple-choice exam passed and
moved on to the written exam administered on tineesday. Roughly three-quarters of those
taking the written exam passed it. The overalspagrate on the next test, the physical agility
exam, was about 98%. By this time, the applicastlteen in the process one to two months.
NOPD Recruitment by now typically start to see agguits start accepting other job offers due to
the length of time it has taken the process. Tlosapleting the physical agility test are
provided an oral board interview then moved in® background investigation phase. The
applications typically “sit” for a month and a haktween the multiple-choice exam and the
scheduled start of the background investigatione Background investigation itself consumed
an average of 72 days. For “successful” applicahesbackground investigation took
approximately 90 days.
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Individual Step Success and Processing Times
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* The overall median processing time for Recruits who applied and were hired in 2014
was 184 days from application to hire. The most time intensive steps were:
= 44 days from application to attending the multiple choice test
« 72 days to complete a background check
* 28 days to complete medical and psychological tests

PoliceRecruitSTAT rebruary 4, 2015 3

95% of males and 100% of out-of-state applicantnded the physical agility exam. Just
under 70% of females attended the physical agiym. 95% of males passed the exam
whereas 82.61% of females passed it. 100% of catadé applicants passed the physical agility
exam. They had very high passing rates on theyagekt and could typically be fast-tracked
through the remaining process once they arrivetigpoint.

The average total processing time of applicants wéie hired was 184 days.
Approximately one-third of applicants who applied dot meet minimum qualifications and
were immediately disqualified based upon informagnclosed in their applications. Some
applicants never submitted their required documdritese applicants whose documents were
submitted and otherwise met the requisite quatibeces were scheduled to take the Civil Service
multiple-choice exam. The median time from applarasubmittal to taking the multiple-choice
exam was forty-four days.

Approximately 50% of candidates successfully cotguléhe background investigation
and were tendered a conditional job offer. Thasepting the conditional offer were scheduled
for medical and psychological exams. Processingutin the medical and psychological exams
took approximately 28 days. The passing rate femtiedical and psych exams was 30-40%.
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Step success by demographic characteristic

P ge of Baseli | at each step
Race Gender Location
Process Step nnp:nltlanls A::::::n White Hispanic Males Females NOLA GI;?J::?CI szz‘;‘ Out of state
Qualified 64.55% 53.45% 79.79% 71.43% 70.22% 53.63% 54.12% 59.65% 54.71% 86.16%
Submit Documents 58.63% 54.67% 60.33% 57.14% SH.48% 57.21% 62.08% 61.35% 58.18% 53.28%
Schadule MC 95.13% 93.47% 97.24% 95.00% 96.30% 04.66% 05.81% 93.70% 00.63% 96.58%
Attend MC 56.19% 61.11% 53.80% 57.80% 55.45% B2.50% 68 59% 52.39% 62.07% 35.07%
Pass MC 75.92% 61.82% 90.22% 81.82% 79.76% G6B.00% 71.96% 7L23% B8.89% a7.23%
Pass WE 75.54% 64.18% 85.37% 88.809% 76.52% J2.55% 69.74% B82.35% 62.50% 82.93%
Schedule Agility 98.56% 57.67% 100.00% 100.00% 100.00% 94.59% 96.23% 100.00% 100.00% 100.00%
Attend Agility BB.E1% 80.00% 91.43% 100.00% 95.00% 69.70% 84.00% 85.00% 90.00% 100.00%
Pass Agility 96.64% 93.75% 100.00% 100.00% 100.00% B2.61% 92 .86% 97.06% 100.00% 100.00%
% Pass to BG 9.76% 4 785% 17.52% 16.33% 12.62% 4.88% B8.32% 10.16% 10.59% 11.25%

* Qut of state applicants are significantly more qualified than applicants from NOLA,
GNO, or LA.

* Female applicants are significantly less likely to attend and pass agility than males.

* Success rates on multiple choice exam vary significantly by race.

PoliceRecruitSTAT February 4, 2015 5
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G. Appendix: Third Party Test Design Services

Stanard and Associates, Inc provide perhaps théwdsly used at this
time. According to its website, their POST Entenvel test is endorsed by Police Chief's
Associations in 25 states. See http://www.staoard!.

Ergometrics & Applied Personnel Research, Inc. plesentry level testing. Itis a
dimension based, content and criterion validatetborbased product. See
https://www.ergometrics.org/.

The International Public Management AssociatiorHoman Resources (IPMA-HR)
provides a cognitive based, validated entry-legsl.t They provide both written and video based
testing services. http://ipma-hr.org/assessmests/fmolice.

SAFESELECT is an Australian company that appeashtav predictive ability for
officer performance and risk reduction. http://wwafeselect.net.au.

Coleman and Associates Consultants provide “Comprehensive Testing Assessments”
(CTA) that include employee screening and selection for entry-level positions and
promotions. http://www.colemanandassociates.com.
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H. Appendix: Psychological Screening Results

NOPD three-year psychological screening results
(Source: NOPD)

Pass % Pass Fail % Fail

2015YTD 34 81% 8 19%

2014 86 92% 7 8%
2013 49 91% 5 9%
2012 34 87% 5 13%
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Appendix: Medical Screening Results

NOPD two-year medical screening results
(Source: Civil Service)

Pass % Pass Fail % Fail
2015YTD 49 98% 1 2%
2014 96  100% 0 0%
2013 58 100% 0 0%
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J. Appendix: Sample Steps to Customization of Exam Praesse¥

Test & Assessment

= Preview Job Documentation
»Job Description
| =Performance Evaluation Docs
| »Wark Plans

*Design Subjectgﬁ.er Tests and { | Ta Sk FO U r

Assessments
= Prepare Key Response Guides
+Collaborate with SMEs to Confirm

Task Two

* Conduct Stakehalder Interviews =Administer Test or Assessments

|
= Conduct Fiel d |
*General Operating Orders Fiel Oczsapvations | Content *+Score Candidate Products |
sSpecial Orders *Compare Observations and ob Docs «Arrange Test and Assessment =Conduct Adverse Impact Analyses
*HR Performance Metrics +Clarify Competency Requirements Logistics *Present Test and Assessment Results
= Review Performance Success Metrics and Process Outcomes

| =Conduct Job Analysisand Validations

Task One

o4 Dr. Troy L. Coleman, Industrial Psychologist, [Aa] Texas, http://www.colemanandassociates.com
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