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Workforce Planning, Recruitment and Selection
A1. Discuss Three Factors That Are Influencing Labor Demand
Overtime reduction, Retirement age, and crime are some of the many factors that influence police officers to labor demand. 
1. Scrutiny has been observed in the police department due to immoderate overtime — one of the areas that have been publicly addressed with a lot of concern and needs instant observation.
2. With the average age of the police workforce being 45, 24% of the workforce currently is qualified for retirement in the next five years (Sahay, 2015). Notably, if there will be no recruitment and hire of new officers, the workforce as it is now will continue being understaffed. Because an aging workforce is not that convenient, and new ideas will come in handy if new officers were hired.
3. The increase in crime has led to the city mayor promising the community relief in ensuring that patrol in areas with high crime incidents has been heightened. The hiring of new police officers will ensure the situation is addressed successfully.
A2. Discuss Three Factors That Are Influencing Labor Supply
Climate, economy, and absence of qualified individuals are among some of the factors that influence the police officers' labor supply.
1. The harsh changes of climate from hot summers to winters that are depressing in the State make it a little difficult to get candidates in regards to the environment. Most of the candidates who are not used to different patterns of the weather would not be appealed to attempt an application.  
2. The high cost of living in regards to the income tax, high property rates, and sales of the State, hinders the attraction of candidates in that area (Annell, Lindfors & Sverke, 2015). Additionally, police officers do not make a reasonable starting salary.
3. Lack or absence of qualified individuals is another factor influencing the labor supply. With college tuition for the required fields during recruitment being expensive, qualified local candidates are very few in the State.
B1. Identify Three Recruitment Objectives for Your Organization
An organization can focus on a lot of recruitment objectives to fill vacancies successfully.
1. Improvement of the organization’s reputation by fair, effective, and unbiased hiring practices.  
2. Evaluation of the different sourcing and recruiting techniques and job applicant sources. 
3. Selecting candidates mainly based on their excellence and how they fit with the culture, values, and goals of the company.
B2a. Determine The Size Of The Applicant Pool.
	Target Group
	Yield Ratio

	Military Police
	60%

	Correction Officer
	11.1%

	Security Guard
	0%

	Criminal Justice Graduate
	50%

	Other Police Departments
	80%



By utilizing the other police departments and the military police, the applicant pool needed to produce 25 viable candidates is 36 applicants. 
By taking the number hired from each source that is 7 in total, then dividing it by each source 5 applicants equaling to 10, I get 70% as the combined yield ratio. By dividing 25 by 70, it will get me 35.7, which, when rounded off, is 36 applicants resulting in the yield ratio of 25 that is desired.
B2b. Recommend 2 Types Of Target Groups Who Should Be Targeted For Recruitment.
1. My number one source would be the other police department with the military police coming in second as a recommendation. 
2. Having a high yield ratio, too, it wouldn't be a lousy initiative to use the Criminal Justice Graduate for they have a little short time compared to the others.
B2b1. Justify Your Recommendation.
Group One
1. Having the highest yield ratio is the main reason why I would consider using the other police department first. This will primarily assist in attaining the recruitment numbers.  
2. The experience level of the job is another reason to use the other police department. This is because they will require a minimum need for training. After all, they are already knowledgeable of the realities of the job.
Group Two
1. With the yield ratio of 60%, my second source of recruitment would be the Military police.
2. With the familiarity of the job's aspects, the military police is a good recommendation. This might better the candidate's quality making it easier to maintain them.
B2c. Describe 2 Effective Methods For Reaching Each Target Group
Group One. 
1. The fact that police officers interact with their other colleagues; I would use the referral method at most of the events involving the police. A person who they trust can easily apply for the job if recommended. 
2. Police officers mostly seek out jobs in job postings through regional as well as state electronic jobs. In this case, this mode of job posting will also be useful in getting to this group (Sahay, 2015).
Group Two.
1. Posting jobs in journals and job sites that are meant for persons in the Military is the right way of reaching the Military police group. It iseasy getting candidates required due to the limited sources only meant for those already in the Military.
2. Referrals of employees are another method that can be used. It can be achieved easily through the use of the military police that is currently working for the natural trust.
C1. Recommend 3 Appropriate Selection Methods for All Target Candidates
1. Oral Interview by the board. 
2. Checking both federal and local Arrest and records of fingerprints.
3. Inquiry from the community. 
C1a. Justify Each of Your 3 Recommendations
1. In the Interview conducted orally, the applicants get to appear individually before the board and dismissed after being asked questions. The applicants are then evaluated in regards mainly to personality, mannerism, personal appearance, and attitude, which have a stance of how one will fit into the workforce but cannot be determined by just tests that are written.
2. Checking of the fingerprints is to ensure that the applicants do not have a criminal record. The use of both federal and local records is to be ultimately successful in the quest. This caution is taken to avoid a mix up when it comes to the files kept in the Federal Bureau of Investigation in Washington (Annell, Lindfors & Sverke, 2015). 
3. Community inquiry mainly focuses on the information given by the applicant, be it at the initial stages of the application or just when he/she is about to be appointed. The uniformity of the questionnaire warns the applicant of rejection if the information provided is not in line with the fact.
C2. Describe Two Selection Tests
1. The first selection test for the applicant should be psychological screening to determine if the applicant is suitable for the job. It is vital because the candidate's level of integrity, emotional intelligence can be tested beforehand.
2. Physical Readiness Test, per the police force, is one selection test to be considered. The applicant should be able to run the miles required. The test will determine if the applicant is fit for the task. 

C3. Identify Two Background Verification Checks, and When In Your Selection Process, You Would Utilize Them
1. Every permanent record is one of the background verification checks that should be conducted on the applicant. 
2. This verification process should take place after the interview process, where the police forces will inquire from schools and colleges about the applicant's overall performance in studies and other co-curricular activities plus their behavior (ORR, CAUST, Hinton & Pope, 2018).  
1. Another background verification check should be drug use. This is because Police officers are not allowed to use hard drugs and other illegal substances.  
2. This verification process should take place after a job offer has been made. An adverse drug test, while dealing with illegal drugs, will send one to the rejection list to serve as a lesson.
C4. Discuss Four Methods for Evaluating The Effectiveness Of Recruitment And Selection Plans
The recruitment process, just like any process of an organization or business, should be carefully analyzed to make sure the methods and strategies used are effective (Schnake, 2016).
1. Average Fill Time- By determining how long it took in filling each position, factors such as the effectiveness of advertising and the cost of hire will be identified too.
2. Source of Hire - By getting to know where an applicant got to know of the advertised position will establish if targeted candidates were met.
3. Cost per Hire- Financial investment of an organization is assessed by the measure of the cost per hire in attracting and hiring new talent.
4. Applicant Satisfaction- A survey for the new hires will give a clear insight into the experience of the applicant and enable the organization to make adjustments. This can be achieved significantly by administering the survey within the first 30 days.
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