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Issues in Police Recruitment
Police retention and recruitment are undergoing unprecedented challenges during this period of uncertainty. The ongoing civil unrest associated with the black lives matter movement, police use of excessive force, and the non-stop media coverage when serious events occur makes it difficult to recruit and retain seasonal officers. Additionally, these occurrences have made attracting minority candidates extremely difficult, although having diverse personnel is advantageous to the community and police departments.
One of the major reasons for recruiting and retaining highly qualified municipal police services is risk management. There has been increasing doubt of law enforcement agencies between certain sections of the community due to the high-profile events that transpired in the recent past. As a result, certain individuals within the community assume that they are the ones to blame whenever police officers are involved in shout-outs. These people are usually verbal and regrettably. There have been rare occurrences wherever some officer's actions endured out their fears and doubts. This phenomenon has had an opposing consequence on prospective candidates.
Consequently, others see these disorders and desire to join the forces to be part of the resolution, whereas others fancy a route of minimal opposition (Linos & Riesch, 2020). Generally, law enforcement work is associated with risks that are not only physical. Therefore, Peace captains can be engaged by their agencies, accused of unlawful conduct, prosecuted, and indicted civilly. This is perhaps an additional concern for those considering joining the law enforcement profession.
Secondly, retaining highly qualified candidates and recruiting new candidates is becoming difficult because of the hiring process. Linos and Riesch (2020) argue that although agency officers recognize the police hiring process in the United States as the best human capital outfits accessible to the sector, the procedure is tedious, exorbitant, invasive, and prolonged in comparison with other fields. An approximated 45-page application, extended background checks, physical agility tests, and polygraphs are exhaustively equated to other hiring practices of jobs offering similar compensation. Additionally, most police candidates struggle to meet the least police appointment standards such as physical health, credit history, other criminal activities, and prior drug use, thus limiting the talent pool.
Similarly, recruiting and retaining highly qualified candidates is becoming more challenging because of the educational requirements (Todak, 2017). Currently, the minimum hiring standards for most officers are a high school diploma or GED. Therefore, the societal demands of hiring the best-qualified personnel cannot happen if only the minimum education standards are required for the job. In the past, a police officer only required a GED certificate. However, this is no longer the case and with the educational demand, potential candidates are turning down opportunities of joining the police force.
On the contrary, police departments' practices to advance their recruitment and retention are planning and analyzing demographic inclinations while conducting consultations with soldiers concerning job gratification. This approach may benefit law enforcement organizations to apprehend their projections for retaining and attracting recruits. Similarly, police departments can moderate turnover by proposing genuine job performances to recruits and requiring conventions for these recruits. Additionally, police organizations can escalate retention through better employee meetings, comprising employee contribution in policymaking and other appraisal and response opportunities. 
[bookmark: _GoBack]Similarly, police officers should change their policing approach and encouraged them to acknowledge and discuss the challenges they face with the community because controversial uses of force and other incidences can damage the relationship between the community and the police. However, when citizens feel closer to police agencies, some might be attracted to joining the force and serving their communities (Todak, 2017). Lastly, police should be transparent and accountable and take steps towards reducing bias and improving cultural competency in their policing approach to improving recruitment. Similarly, they should focus on essence of collaboration as well as be visible in a community at the same time promoting diversity.
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