Journal of Economics and Sustainable Development www.iiste.org
ISSN 2222-1700 (Paper) ISSN 2222-2855 (Online)
Vol.2, No.9, 2011

Training Manual for Effective Service Delivery and Security
Measuresin the Nigerian Police Force

John Egbeazien Oshodi
Department of Psychology, Nasarawa State Univensiffi
Nasarawa State, Nigeria
E-mail: jos5930458@aol.com

Abstract

There is increasing concern about insecurity inndon and the modern Nigerian police force, nowts
81% year, still needs improvement in the area of psladical readiness in order to effectively protifet
and property of the people. In this article iafgued that a highly functional police system usuadgins
with a psychologically competent police man or womas such, a psychological-based manual is being
proposed. In the 24century the road to the internal security of théan will only open widely when the
police organization enhances its functional perfamoe and fulfills its proper role in society usiofficers
and resources that are psychologically and emdhoadequate. This paper provides an overviewhef t
essential procedural aspects of the pre-employmewthological screening process for potential law
enforcement officer candidates and for post-psyadiobl updates and followups for serving officefihis
paper presents the basic steps of the psychologgcaéning process and argues for it to becomelatan
mandated requirements of the nation. In this lartite characteristics and the attributes lookednfdaw
enforcement candidates through the psychologicaksing process are explained.
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1. Introduction

As Nigeria begins with this new start in the FouRepublic of Nigeria, it is imperative that the égish
nature of the national security system in Nigegsaatdressed. The police and other law-enforcement
agencies are essential to the country’s nationalrgg (Whisenand et al, 2002; Fisher, 2003; Ighiap
2000; Jimoh, 2011; Curry, 1999). The focus of glaper will be on the modern Nigerian police fonoew

in its eighty-first year, consisting of about 370Q8or so sworn officers. There is now a wider &allthe
police to show that adequate management of natem@lrity challenges can be carried out effectivatia

the presence of competent police personnel. Tikieatrshortcomings in security management relatimg
the psychological readiness and preparedness opdliee officer and other related agents remain a
concern nationally (Onyeozili, 2005). For the sakéigh standards in national security it is etis¢to a
have a police system that ensures that only psggitally apt or suitable individuals are identifi¢al
serve as law enforcement officers and those unditadso discovered. By all definitions, a potdnitav
enforcement officer in Nigeria has remarkable poamd authoritative contact to some form of national
security measure or information. Therefore, hehw should be the right kind of person to be entdist
with such responsibilities.

2. Need for Psycho-Screening

A candidate for any national or state securitytegob such as the police should go through aensite
battery of intellectual, personality, visual-motand ethics-related testing. There is a need tenstand

the quality of some psychological requirements amstruments and their applicability for selecting
potential law enforcement officers. Psychologkeliall professional bodies makes sure that standard
professional tests are not open to the public dmenbecause the tests are copyrighted by the test
publishers and the security of the tests must hiataiaed (APA, 20000; Richmond, 2011).
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3. Qualities of a Good Police Officer

Psychologists are continually under ethical oblmes (enforced by licensing boards in up-to-date
countries) to maintain proper assessment securifjommon sense can tell us what personality
characteristics make good police officers. Forngple, they should have good self-esteem, good self-
concept, and evidence a modest value toward theassePolice officers should be enthusiastic, gethe

so involved with numerous activities that they bmedneffective. They should have good impulse rpnt
adequate self-control, and be able to toleratétsiigthout becoming short-tempered. They shoultold
personal grudges but should be fair, kind, andativje. They should be dutiful to authority and petable

to make good judgments independently. They shoale stamina when under intimidation.

4. The Use of Psychological I nstruments

Psychological tests fall into several categoriegl{Rond, 2011). Intelligence tests attempt to meas
one’s intelligence or one’s basic ability to undansl the world around him, assimilate its functimpiand
apply this knowledge to enhance the quality of yidar Intelligence, therefore, is a measure pbgential,
not a measure of what you've learned. It is supgds be independent of culture but the challesg® i
design a test that can actually be culture-freestrimtelligence tests fail in this area to someeakfor one
reason or another. Achievement and aptitude testsisually seen in educational or employmentrggtti
and attempt to measure either how much you knowtadaertain topic (i.e., your achieved knowledge)
such as mathematics or spelling or how much ofpadcty you have (i.e., your aptitude) to masteramat

in a particular area such as visual-motor relatigrs

The concept of 1Q derives from about 1916 when anfétd University psychologist Lewis Terman
translated and revised the intelligence scale edeliy Alfred Binet and Theodore Simon. In the,test
which is known as the Stanford-Binet Intelligenceal8, Terman used the ratio of mental age to
chronological age. This ratio or quotient condegtto the use of the term 1Q (Intelligence Quaderior
example, a twelve-year-old child with a mental aféwelve would have an 1Q of 100 (the “average” 1Q
score). Currently, intelligence is measured adogrtb individual deviation from standardized norwigh

100 being the average. The Wechsler Adult Intefiite Scale (WAIS-IV) remains a popular test the
measurement of intelligence.

Psychoneurological or neuropsychological tests.,(dlge Wechsler Adult Memory Scale) attempt to
measure deficits in cognitive functioning (i.e.uy@bility to think, speak, reason, etc.) that mesult from
some sort of brain damage, such as a stroke aim injury.

Occupational tests (e.g., Holland's Self-Directezhrgh) attempt to match your interests with known
careers. The logic here is that if the things th&grest you in life match up with, say, the trindpat
interest most school teachers, then you might nagi@od school teacher yourself.

Personality tests attempt to measure your bassopality style and are most used in research @enfc
settings to help with clinical diagnoses. The muostll-known personality test is the Minnesota
Multiphasic Personality Inventory (MMPI) or the ised MMPI-2, composed of several hundred “yes or
no” questions. A competent psychologist has toerakinterpretation of the overall MMPI-2 profil€&or
example, in the selection of a potential policeiceff, the MMPI results have to be interpreted in
consideration of other general information sucteadier job performance, academic performancegrett
of recommendation, and so on. The issue of iséedse negatives and false positives should alviys
the mind of the testing psychologists.

Psychological tests are usually administered atapreted by a psychologist because of his or tfuglies

in psychopathology along with academic courses saargervision in psychological testing, which are an
integral part of the doctoral degree in clinicayg@dwlogy. Ordinarily, psychological testing is afiy not a
part of a psychiatrist's medical training as theimpetency lies in the area of medication evalaatio
treatment, and maintenance. Most psychiatristsfitmgly administer only some specific clinicadts
that are straight-forward check-lists of symptoms are not involved in the use standard psychoédgic
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instruments.

It is essential to understand that when tryingdiec good candidates for police officers, if tt® difficult

to “handpick in” good traits, then the next besti@p is to “handpick out” obvious negative quakitie
(Richmond, 2011). Again, this is where the MMPEk@mes in as it is an objective psychological
instrument that measures levels of psychopatholdgyelps to tell if someone is always depres$eds,
bizarre ways of thinking, is always complaining mbbealth problems, or is socially introverted oedy
aggressive, and so on.

In the area of projective or subjective psycholdbgre is the classic Rorschach test that usedoiskin
assess a person’s inner psychological experiefite Rorschach (“inkblot test”) is composed of saler
cards of inkblots; the examinee simply gives a dpson of the images and feelings being experience
while looking at the blots. Specific clinical tegittempt to measure specific clinical mattershagone’s
current level of anxiety or depression. Severalhmes for administering and scoring the Rorschaoreh
been developed. Although some of them have a derable amount of published research, it is comynonl
known that any two or three independent psychotsgisuld administer the Rorschach to the same perso
and achieve identical findings.

Similarly, projective tests such as the Thematipéygeption Test (TAT), which asks a person todtellies
about various pictures of social interactions, #rel Draw-A-Person and House-Tree-Person tests,hwhic
ask a person to draw pictures, give results ofexivjty and in general terms could result in gioestble
validity from the perspective of objective psychgikis.

The sole reason for using psychological tests iselp answer the question, Do we accept this pesson
not into the police force? Even when a qualifisgghologist makes a decision based on all the alail
evidence, there could still be doubts and questi@ladimeji, 2005). It is essential that one toy t
minimize false negative mistakes that occur whesemson truly qualified for a job is rejected oradsé
positive mistake when a person not truly qualifieda job is accepted; that is a killer or worse!

5. Common Challengesin Testing Outcomes

When a psychologist tries to minimize false negativistakes in a test like MMPI-2, one might maxieniz
false positive mistakes, and vice versa. Most ey, therefore, should try to make spot-on deetsiso
that the false negative mistakes are minimizede@afly when good employees are hard to find. But
some individuals, such as police officers and osesmurity workers, the risks are too great for taiye
positive mistakes. In general, some applicants hdnee been rejected as a result of psychologistihte
may feel that they have been treated unfairly. rétoee, a psychologist must always be cautiousoas t
avoid high-security mistakes.

Richmond (2011) notes that when one is disqualifrech a job application for psychological reasoits,
means that there are things about one’s behavidrastitudes that are of concern to the psychologist
evaluating the candidate even though one may netwzee of them. Therefore, the candidate may need
one recourse, which may not be pleasant or suijtdidéis psychological treatment or psychotherapy.

6. Thelssue of Test Trandation

If a test is translated into another language eeiih print or through a translator, all kinds eblplems can
occur. Anglo-linguistic words with numerous measrcannot be adequately translated. English idioms
cannot be expressed in another language withouigitg the entire sentence structure along with the
underlying logic of the sentence. When that happestandardization and the guarantee of fairness
becomes a problem, possibly even lost. When oas wanslated versions of tests, one might be given
score that appears to be official and scientifiat score is nothing more than “the score you ly@ien on
that test” at that particular time and under thpaeicular circumstances.

7. Beyond the Usual Psychological Tests
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Routine, periodic psychological assessment shoeldaoried out on serving officers in the Nigeridi¢to
Force (NPF) beginning with the lowest rank of cab# to those at command levels. This testing rnest
done with all boldness and no stone must be ldfirned. We need competent officers serving thdipub
all the time. A highly functional police systemuadly begins with a psychologically and physically
competent police man or woman. As an extensianohiher professional readiness flows into national
security preparation. As most of us know psychiglgigscience studies the individual in the areas of
thoughts, emotions, and behavior especially (Irtgonal Association of Chiefs of Police, 1998). this
writer the individual police man or woman need$®¢opsychologically qualified in an overall mannsraa
emerging society like Nigeria requires an optinsistiew of national security systems and all of its
functions (Hills, 2008). No one wants to put thiéap of national security on the “head” of an ingient or
impulsive officer but that is what is likely to agcin the management of national security by a
psychologically unprepared security agent.

According to competent psychologists the most irtgdrstructures of personality are those that afimw

the description of the individual in terms of inidival characteristics, especially in the area tfuakinal
functioning (Aremu & Oluwole, 2000; Aremu, 1998As in psychological measures, a detailed histgrical
personal, family, and work background check is irtgoet and a criminal background check is part ef th
pre-employment requirement. Therefore, effortsusthdbe made by government to provide the resources
for the technology necessary for workable fingenimg and for data collection and banking of azeiti's
social history. A psychologically and physicallgnepetent police man or woman is not all that isdeee

for an officer to produce a good work since thebfgms of national insecurity are made worse whdit@o
personnel and other security officials are not yell, resulting in greater security risks (Ony&p2005;
Hills, 2008).

Richmond (2011) notes that psychological tests weeated for three main reasons, all of which are
interconnected. As most clinicians are aware @asier to get information from tests than throalghical
interview. However, one should still conduct a patent interview followed by a battery of psychaobad
tests. Richmond (2011) further stated that thermftion from tests is more scientifically consigtthan
the information from a clinical interview. It isgential to note that when a psychologist is sinyiyng to
arrive at a diagnosis to help determine the coofgesychotherapy, a detailed interview is just firldote
that examinees will try to get away with lying ontest more than in a clinical interview but stambar
testing tests have multiple “alarms” or alerts thatoff when a test taker tries to lie.

8. Thelssues of Validity and Reliability

One must make sure that psychological tests aré watheir ability to measure what they are sumgobt
measure. The accuracy or usefulness of a testawik as its validity. For example, suppose a cilémi
wanted to develop a test to determine which of is¢yeb applicants would work well in the policerée.
Would an arithmetic test be a valid test of jobcass? Well, not if the job required other skilach as
stress-intensive dexterity or social skills. A gsglogical test should give dependable resultst itha
known as its reliability. It is essential to unstand that without reliability there can be no dii
However no psychological test is ever completelljdvar reliable because the human psyche is just to
complicated to know anything about it with full dmlence. That is why there can be such uncertainty
about a case even after extensive testing. Fanpgbea the problem of validity arises in the MMPixBen
someone uses a test for a purpose for which it measlesigned. The MMPI was designed to measure
pathological personality traits, yet it (or the nt MMPI-2) is often used as a screening tool l&w
enforcement, firefighters, paramedics, and othéts.such, many persons wonder if this is an appaitgpr
use for the test.

Clinical diagnoses of candidates should be the alva&im of testing a potential officer. Testing or
screening should be focused on a candidate’s yalditperform the essential functions of the poaitio
Specific cut-off scores should be highly discourhgénot avoided but when cut-off scores are uskd,
basis for using the specific cut-off level shoukl grovided. Conclusions about candidates’ qualifins
should be based on consistencies across data source
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As part of pre-psychological screening and evatumatia semi-structured, job-related interview format
should always be employed and interviews shouldsdieeduled to allow for sufficient time to cover
appropriate background and test results verificaticAdministrators or supervisory staff involvedthwvi
employment decisions should have written reporf@eports should evaluate the candidate’s suitability
based on all materials, including assessments agiview results. Reports should contain a rating,
recommendation, references for employment, explamdor the recommendation, and any reservations
the psychologist may have.

9. Needed Outcomes and Some Expected Attributes

Professionals in the mental health field and m@exEically police psychologists have long studieblat
kind of person is best suited to be a law enforcenadficer. The pre-employment psychological
examination offers a way to discover what applisamill best fit the structure and responsibilitfsiaw
enforcement service. Proper screening also reducesver caused by law enforcement agencies reeed t
find people with the potential and/or attributesh®m good officers. Likewise, agencies also mushtidy
people that should not have the power and acceddaw enforcements officers are entrusted with by
society and government.

There is need for appropriate level of intelligendefficers must be able to reasonably analyzeasdos
that range from the mundane to the exceptional.offiner must have at least average general igtaiice.
Above average intelligence may be a benefit butahgays. Persons with below average intelligeneg m
not be considered. Officers respond to drasticedlyying situations and must make appropriate and
decisive decisions under difficult circumstancd$ie ability to exercise proper judgment under geaof
environments is critical to public safety, properdce, and success of an agency. People dembmgtra
poor judgment should not be recommended for policeX.

Officers must react quickly but not without firsbrisidering the ramifications of their actions. Law
enforcement demands decisiveness but not impulssgen Applicants that demonstrate an impulsive
tendency should not be recommended. Some exangblgmor impulse control or impulsivity are
bookmaking, gambling, poor self-control, poor angentrol, poor personal financial management, atoh
or drug abuse, and medication misuse.

Uprightness, honesty, morality, and veracity argdmnant in any profession but especially so in law
enforcement or security work. An agency’s publicage and an officer’s career will surely fail if
faithfulness, straightforwardness, or truthfulnéssn doubt. A candidate’s honesty can be evatuate
through testing and the readiness to provide in&tion that is consistent with the background
investigation. Candidates must demonstrate carigolution skills through the ability to diffusenflict
and anger without resulting to aggression. Testing history of fighting or verbal abusiveness may
discover overly aggressive attitudes.

In accordance with professional ethics it is esakthat officers leave bias and prejudice at hcand
officers must be able to enforce laws and intefaicty with co-workers and the public. Police catates
that are not able to accept criticism within therkvstructure of an agency should not be recommefated
enlistment. Law enforcement officers must be ablevork as a team especially when there are an
increasing number of two-officer patrol cars. Gdates must demonstrate a willingness to develop
positive relationships with fellow officers, sinteamwork saves lives. A history of healthy relasbips
indicates the tendency to develop positive worlatrehships as well. People lacking such social
tendencies may be unsuitable for law enforcemedandidates that express a desire for supremacy or
power are generally unacceptable as the publicsiglly apprehensive towards overly authoritative or
power-drunk officers. Officers with these typesatifibutes understandably cause antipathy or angée
public and damage the image of law enforcement asha@e. Potential officers ought to express an
appropriately positive motivation for becoming & lanforcement officer. Candidates need to show an
ability to manage routine events repeatedly. Thakkers or happy-go-lucky individuals are gemgrabt
good candidates.

The law enforcement culture demands a high degfedependability as law enforcement profession is
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greatly structured and part of that structure isststency. Potential officers should demonstrabégher
degree of responsibility and should be expectedet@unctual for roll call everyday throughout aeear
Persons that demonstrate an overly averse behtawi@rd risk or demonstrate a high degree of pagsivi
should not be endorsed. An overly passive offiserdanger to him/herself, colleagues, and théigub

Along with integrity in a law enforcement officathe public and other law enforcement officers, and
administrators will not be able to work with aniofr that uses illicit drugs or is involved in exseve
alcohol consumption. The days of sentimental ptaia by senior officers or departments and oficer
protecting troubled officers are over with.

People that suffer from psychosis or incapacitatimental condition are also unfit for law enforceinen

service. A history of treatment for personal ressds not an instant disqualifier; however, certain
psychological disturbances are unsuited for lavoiment. Severe psychological problems like major
depression, a psychotic disorder, or specific plbre examples of disqualifying conditions.

An officer's work experience can prove highly sfe$ both physically and mentally. Applicants must
have the ability to handle consistent moderateigh kevels of stress. Entrants who lack such tgbiliill
eventually leave law enforcement for another pifes Stress tolerance may be judged from testing,
history, or even from psychological interview.

A candidate that desires a law enforcement careerder to control others or who demonstrates dhR an
social or dangerously deviant sexual tendency dabeorecommended. Law enforcement officers are
often in positions of power over others that matageed or vulnerable. A dangerous sexual predigpos
may place helpless people in harm’s way. Althoagbandidates sex life is generally a private matter
individuals that demonstrate dangerously abnornatual attitudes or tendencies should not be
recommended.

Known publishers and sellers of psychological tests
» Psychological Assessment Resources, Inc.
* Pearson Assessments
» The Psychological Corporation
» Western Psychological Services

10. Conclusion, Reflections, and the Future

There is a reason why police psychological servigitgin the police administration are importantorF
decades there has been no independent or a faffedtdoctoral level psychologist or a standard
psychological testing and readiness unit in theeN&n police force. Not long ago in Abuja, the aed
reported that a police officer shot at a bus cotwluafter being asked for his 20 naira (Nigerian
denomination) or about 20 cent bus fare (Mode€i§02. We should try to “buy” into psychology now a
the goal here is to focus on persons with the pafiguns, sticks and badges that could be misugeahyp
ill-cultured person attracted to security agendike the police force and other related agencieg.,e
Economic and Financial Crime Commission, Nigeria®rs Service, and State Security Services).

It is essential that the law enforcement agendissodtinue the habit of calling persons with atfategree
in psychology experts, recruiting them, and callihgm psychologist. A more appropriate term cdagd
psychological counselor. Those with a master’s degree in psychology cheldlassified apsychological
specialists and the ones with doctorate degree should be kremysychologist (with graded levels per
stated guidelines of a governing psychology boaffitially recognized by the New Age Nigeria
Psychological Nigeria Association). However, taes not mean they will not be useful in socialfarel
issues as police work is mostly about solving dqmiablems.

The current leadership at the Nigerian Police $er@dommission supports the idea of an applicamgyoi
beyond being accepted into a police academy e#beank and file officer or as a cadet for inspeoto
superintendent position, with only an aptitude,tasphysical exam, and meeting the federal characte
entry qualifications like secondary school. Thase not enough! To be accepted into a junior aiose
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academy a battery of evaluations conducted by todaicand certified clinical psychologist is paramb
The number of tests administered should cover pafdy drug, lie-related tests, and other psychal
related measurements deemed essential by the pegatad examiner.

It is argued that the Nigerian individual law emfement agencies, law enforcement related orgaoizsati
and other psychological professionals and instihgishould formulate elaborate evaluative processds
procedures, hopefully to guarantee to the publid alh institutions that the police or law enforcerhe
candidates hired are capable of maintaining th& wfisociety (Aremu, 1998). Ujomo (2001) pointad
that the foundation of national security in Nigeshould be erected on sustained ethical and madlitic
morality, mostly on the part of a nation. Therefoa national instrument like the Nigerian policecé
should always up-hold ethical and political mosalitUjomo (2001) argued that national or staterugd
establishment of basic morality principles are img@at if a nation is to have maximum safety, peacs]
harmony. This is more reason why any security agetaw enforcement officer of the government dtiou
be mentally, emotionally, and behaviorally soundider to represent national security and proteet
public, as well as to prevent these agents fromdysusceptible to sub-standard practices. Themeti
interest in the area of law and order could beestibetter as different state governments more anly
severely take a greater interest in protectingottgple and their properties.

As it is currently, the Nigeria police force shoulse many points recommended in this paper to eeisic
longstanding problems with sub-standard recruiing training processes where there is a huge meed t
develop a training manual for potential and actnambers of the police.

It is recommended that the law enforcement admatsts work in collaboration with competent
psychologists in order to help in integrating treyghological contents, measures, testing, therapies
systems into the pre-selection process and intoctineculum of the Nigerian police institutions. h&
stated positions in this paper will enable the élservice Commission, the Federal Ministry of &oli
Affairs, and other stakeholders to help reduce sofrtbe national security challenges through the aofs
sound minded 21st century police officers.
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