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               Personnel Management in Security Administration
QUESTION 1
You have been appointed training director for a large contract security organization and are restructuring the training program for security officers. Assuming you have an unlimited training budget, address issues related to topics and methods of training. Use the resources in Sennewald and the lecture to address career development, different training strategies, and possible topics. Write 250 words

Reference
Sennewald, Charles (2011). Effective Security Management (5th ed.). San Diego, CA: Elsevier Inc.


Sennewald lecture:
Training

When we discuss TRAINING, we generally are referring to the KSAs required by an employee to perform the CURRENT Job. For example, we hire an entry level security officer to perform routine security patrols at a school complex.  The security manager’s responsibility is to enable that employee to perform the functions for that job, such as patrol techniques; what to do in emergencies; report writing; and any other task we require for that job. When we discuss DEVELOPMENT, we generally are referring to providing the KSAs necessary for the employee to perform a FUTURE job. Thus, we may try to develop our new patrol officer by giving him some limited investigative assignments.  While it is not the officer’s primary task to investigate incidents, if we provide the employee with the KSAs to conduct investigations, we are preparing the employee to take on future responsibilities.


Training Strategies

1.  Job Instruction Training (On the Job Training - OJT)

A structured job training method in which a trainer provides an overview of the job, its purpose, and the results desired; demonstrates the task (Links to an external site.) or the skill (Links to an external site.); allows the employee to mimic the demonstration (Links to an external site.) on his or her own, and follows up to provide feedback (Links to an external site.) and help.

2.  Job Rotation

Employees are moved from job to job.  The jobs themselves are not changed, but employees are rotated. This breaks the monotony of highly specialized work by calling on different skills and abilities.  The organization benefits because workers become competent in several jobs rather than only one. (Can you think of some Job Rotation applications in security?)

3. Apprenticeship and Coaching

Apprenticeship is a combination of on-the-job training and related instruction in which workers learn the practical and theoretical aspects of a highly skilled occupation. Coaching refers to training with the aim to achieve some goal or develop specific skills. Direction may include supervised practice.

4. Lecture and Video Presentations

Large, well-capitalized organizations may be able to develop and sustain video services training sections that can produce or procure video training resources. There are also many governmental agencies which have specific security-related 
training programs available for viewing, borrowing, or purchase. For example, the U.S. Department of Transportation has these Transit Security Training videos available for viewing in its website:http://transit-safety.volpe.dot.gov/security/TrainingTools/default.asp (Links to an external site.)

5. Role Playing and Behavior Modeling

Role playing is a training session in which a facilitator sets up a scenario where the participants are assigned different roles which enable learners to identify with those in similar situations. This “behavior modeling” allow participants to act out various roles chosen to represent actual roles that might occur in the field.



QUESTION 2
In Chapter 7 of Effective Security Management, Sennewald discusses issues related to hiring security personnel. He suggests that the security industry has a responsibility to “set higher standards than state licensing bodies”
1. Why does Sennewald say this? 
2. If you were a security manager responsible for hiring security personnel, how would you develop your hiring plan to meet this standard?  Use Sennewald’s six-step process to explain your program.Write 250 words
Reference
Sennewald, Charles (2011). Effective Security Management (5th ed.). San Diego, CA: Elsevier Inc.

Read more about Chapter 7 of Effective Security Management, Sennewald discusses issues related to hiring security personnel below;

Hiring Security Personnel
Hiring new security employees is one of the most important functions and responsibili-ties of security management. This is true whether the employer is a proprietary security department or a security service company. The real magnitude of that responsibility is best appreciated in light of the old adage about sending a fox to guard the hen house. Hence, great care and attention are required to avoid hiring that fox. The standards of care and attention applied in hiring security applicants must far exceed those used for other applicants. The hiring standards in terms of  effort, care, and attention must be higher for security applicants, and the very standards set for the applicant, as an indi-vidual, must be higher than for other employees. An applicant should meet the following minimum standards, which apply to the low-est entry-level position, typically a uniformed security officer:  1.   The security applicant must be free from any physical or emotional disorder or handicap that would preclude meeting predetermined performance standards. (Note the term “predetermined performance standards.” There are individuals who are physically handicapped or challenged who can perform adequately, if not more capably, in some security assignments. Assignments such as access control and alarm monitoring immediately come to mind.)  2.   The security applicant must demonstrate responsibility, maturity, and honesty through a verifiable history of prior employment and/or pursuit of education.  3.   The security applicant must not have a conviction of any crime involving moral turpitude.Many states now license security officers. However, each state has set a standard, as it pertains to a criminal conviction, which is too low: Security officers must not have suf-fered a felony conviction. These low state standards suggest that anyone with a lesser conviction (misdemeanor or petty crime) is okay or is otherwise suitable for security employment and licensing. There are several reasons this suggestion is mistaken:  1. Many felonious acts are intentionally reduced to misdemeanors to accommodate the judicial process.  2.   Excluded evidence may result in the conviction of a lesser but included offense.  3.   Many so-called misdemeanors would become felonious if not interrupted or intercepted (the perpetrator is caught or arrested).  4.  The felony cut-off by licensing states is probably an arbitrary and expeditious solution to a heavy workload in a relatively high volume, high turnover industry 

processed by an underfunded, short-handed state staff. Moral turpitude, not the felony conviction, must be the standard in the security industry.    Moral turpitude    is best defined as any act characterized by a violation of trust or an act contrary to justice, honesty, or good morals. Answer the following questions: 

-Would you hire a man convicted of indecent exposure (an exhibitionist) to work as a security guard in a summer camp for girls? That offense is not a felony, it is only a misdemeanor. 
-Would you hire a woman convicted of shoplifting a blouse from a department store as a store detective? That offense is not a felony, it is only a misdemeanor.  
- Would you hire a person convicted of filing a false crime report as a security employee? Such falsification is not a felony. 
-Would you hire a person convicted of a misdemeanor — involuntary manslaughter committed while driving intoxicated — with two other convictions for drunk driving?  
-Would you hire him or her as a security driver of an armored truck? No felonies here.
-Would you hire a hospital security officer who has been convicted of peeking in bedroom windows at night (a “Peeping Tom”)? That is a misdemeanor.
- Would you hire a man or woman convicted of possession of and smoking marijuana, a misdemeanor, as a security officer for a university? There are state-by-state licensing requirements for security guards, but I have chosen not to discuss the issue here because, in my view, the various states license more for rev-enue than for screening and qualifying candidates. The security industry has a grave responsibility to those it serves. “It must set higher standards than state licensing bodies”. After all, it is the employer who ultimately is accountable for its service and the employees who provide that service — not the state.  What if a given employer has no security executive or policy or program with respect to hiring security employees? They exist. Indeed, I personally know of one state’s Department of Education that had no security executive to establish and monitor policies regarding hiring security officers for their statewide school system. Each school, independently and unilaterally, could hire anyone they pleased without a background investigation. One school hired a security aide who had served prison time for sexually molesting a school-aged child. Within weeks after being hired as a security employee for a high school he removed a student from campus and sexually assaulted her. That state agency failed its responsibility to ensure the safety and security of its students. As a con-sequence of that failure the state was successfully sued. How we avoid placing the fox in the hen house is amplified later in this chapter in the section Background Investigation of Applicant. Not only must we be concerned about the negative aspects of hiring the unsuitable or undesirable candidate, but we must also want to create a hiring process that finds people who are intelligent and well groomed;  who have a sense of purpose and well-being; who are motivated to achieve; and who, by their membership in the 
department, will help establish a reputation of quality service.

Hiring

   Hiring is a step-by-step process that eventually leads to the applicant’s acceptance of a job offer. These steps are as follows: 


Sennewald’s six-step process to explain your program

-Recruiting 
-Initial interviewing
-Secondary interviewing 
-Selection of best candidate
-Background investigation of applicant
-Job offer  

1. Recruiting: 

Entry- or First-Level Positions. A direct approach in advertising an existing vacancy is usually desirable. This openness can include information such as company name, the fact that it is an equal opportunity employer, location of job, uniform benefits (or requirements), starting salary, minimum requirements, and the fact that the position is an entry-level job. As a rule the Human Resources Department of the company administers the recruiting activity; however, they look to the individual managers for direction. Within the limitations of company policy, the Human Resources Department strives to meet the manager’s wishes. Policy restrictions such as “No salary quotations in job advertising” would obviously have an impact, although not an adverse one, on the degree of openness in advertising. The issue of advertising salary is quite controversial. The salary question must be answered at some point, and it will indeed be a factor in the applicant’s decision. Just as the company is in the market for new employees, the applicant is shopping for a new employer. Based on certain data available in the job listing, the applicant selects prospective employers. How many used automobile advertisements go unanswered because the seller withheld the price of the car? In addition to traditional job postings, entry-level security applicants may be solicited by announcing them to the security administration or criminal justice departments of local community colleges. If a college does not have a security or criminal justice program, the opening may be posted with the school’s placement office. College students constitute a great reservoir of applicants for entry-level positions — sometimes with, but more frequently without, career intentions. They are quick to learn and are usually willing to work those shifts or hours considered least desirable.  Nonentry-Level Recruiting  The recruiting approach for skilled, technical, and managerial personnel is different from that for entry-level positions. Rather than the direct, open approach, the “blind ad” tech-nique is recommended. Such advertisements are designed to attract career or profes-sional people. Several professional security associations offer free or low-cost job listings





2. The Initial Security Interview: 

The purpose of the interview is for the interviewer to determine if there is a match between the interests and qualifications of the applicant and the needs of the department. This can only be achieved on a personal, one-on-one basis. Before the commencement of the interview, the interviewer should study the writ-ten application in private. It is disconcerting for the applicant to sit in silence watching the interviewer pore over the application. Likewise the interviewer will find it difficult to concentrate on the application with the applicant staring at him or her. As the interviewer reviews the application, he or she should make a mental note of two or three highlights that will be explored in some depth during the interview. Throughout the questioning, the interviewer should feel free to refer to the application but should not make the common error of repeating the same data presented on the application back to the application For example:  Interviewer:   I see that you worked for Mason Glass Works for three years as an investigator.  Applicant:  Yes, sir.Such an exchange does nothing to help determine whether the applicant offers the

3. Secondary Interviewing: 

The primary or initial interviewer in the Security Department is the person who will be the new employee’s supervisor. If this supervisor has meaningful responsibility in his or her assignment, and if he or she is to conduct meaningful employment interviews, then the supervisor should make the selection. Why, then, should there be a secondary interview? The secondary interview should essentially be a consultative arrangement between supervisor and manager. The supervisor should understand that he or she will decide whom he or she wants out of all the applicants. However, management must provide a climate wherein the supervisor not only wants to extend the courtesy of having this selected applicant meet the manager but also sincerely wants the input, opinion, and concurrence of his or her superior. Admittedly, this is a fine balance. However, if the cli-mate is right, the manager can actually reject an applicant with the supervisor’s total concurrence and support.

4. Selection of Best Candidate:  

If the interviewer understands the job function for which he or she is recruiting and knows precisely what job qualifications are necessary (in terms of acquired skills, experience, education, and temperament and personality) and if the interview is conducted in an objective manner, then one candidate should stand above the rest. The goal is one of objectivity; the problem is subjectivity. Too frequently the best candidate is not selected because of bias on the part of the interviewer. We do not delve into the problems of personal bias in this textbook, but it is important to observe that the professional manager must recognize that personal bias exists and tends to distort decisions. Overcoming such bias can be an exciting challenge. To discipline oneself to look for the candidates with the best qualifications, regardless of their color, age, sex, hair style, complexion, weight, shoe size, and so forth, during the 

Inter-viewing and selection process will assuredly contribute to the selection of the best candidate.

5. Background Investigation of Applicant: 

The purpose here is to emphasize how critical the screening effort is in selecting security applicants. The management team that fails to turn over every reasonable stone in clearing a candidate reflects a negligent if not derelict staff. The key word in that statement is   reasonable.   To subject one security applicant to a thorough neighborhood check may be a reasonable way to expose a reputation of excessive drinking, child neglect, or other unsavory personal habits, but with another applicant that same strategy may not be deemed necessary or reasonable. Before we review the various screening strategies, let us first look at what we are obliged to accomplish in this background investigation/screening process.

6. Job Offer: 

Once the applicant has been chosen and screening is completed, we have come full circle — back to the Human Resources Department. The selected candidate’s application and the interviewer’s comments are reviewed by the Human Resources representatives and interviewer. The salary and starting date are agreed on, and the matter is then left with the Human Resources Department. This department will make the job offer. If for any reason there is a problem with the starting date or salary, the Human Resources representative will serve as the intermediary until the matter is resolved. This is an important service that shields the Security Department from what can be a disagree-able or unpleasant dialog.

Please answer all questions with good solution and proper in text citation and Reference.
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