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Application of the Suitability Validation
Results During Selection!

BALLA Jézsef? — SZATMARI Adrienn? — KUI Laszl6*

Regarding law enforcement agencies, the selection of the appropriate staff
members and the people who are qualified for professional service has received
a lot of attention in the past decade, both at departmental and executive level.
Along with this, aptitude tests, selection procedures, and subsequent fitting tests
provide many data for the effective organisational operation and its prediction.
This study looks at relevant processes within law enforcement organisations,
focusing on the border police officers’ suitability criteria.
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In the past two decades, with regards to the Hungarian law enforcement agencies,
in various organisational researches particular attention was paid to the selection of
sworn officers and their suitability. Fitting tests can actually be interpreted as controls
of the aptitude tests; they ought to map out the validity and reliability of selection
procedures. The definition of competence goes hand in hand with the selection crite-
ria; home affairs authorities are at the fore of the elaboration of several competence
systems.

Concerning the Police, two fitting tests (suitability validation) stand out: one of them
is the fitting test of non-commissioned border guards and police officers conducted in
2002 in the police training schools, the other one related to this is the Twinning project
between 2005 and 2007. In the framework of the German-Hungarian Twinning
project, Virag et al.° aimed at the establishment of a competence-based, integrated
human resources management system supported by the Ministry of the Interior.

The project wanted to provide assistance with the support of organisational changes
through meeting the requirements of a motivated, customer-driven and service-
minded management in the system of a more modern, more efficient and faster
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public administration. The followings could be listed among the objectives of the
project: competence mapping with setting competence and development standards,
competence-based selection, overview of suitability, elaboration of performance
evaluation, moreover, to discover training opportunities appropriate for the
organisation’s special needs, and draft the related recommendations.

The definition of suitability is intended to cover the relation between the person
and the profession, furthermore, their interaction in expected, good or outstanding
qualities. It is obvious that the effective attitude at the workplace, i.e. suitability, re-
quires the knowledge of job requirements (what?), appropriate reactions to the job
requirements established by the organisational culture (how?), furthermore, relevant
activities determined by the personality traits (why?).6

Suitability” indicated such a process during which employees work efficiently for
a longer period of time, meeting the average requirements, avoiding accidents and
without health damages. During this period, it is not sufficient to meet the expectations
of a certain position, the proper quality of the organisational socialisation processis also
part of it. Regarding suitability, objective and subjective factors could be mentioned.?

Table 1: Suitability factors. Source: Table drawn by the authors.

Objective indicators Subjective indicators

i . relationship between the employee and his/her colleagues,

quantity and quality of performance i i .
subordinates, superiors, communication style

efficiency satisfaction-dissatisfaction
proportion of absenteeism and presence flexible attitude, creativity, inventiveness
commitment autonomy at work, being able to work without supervision
career growth ability to lead others
training performance results in the achievement of performance goals
expertise knowledge of job requirements

6 Boyatzis (1982)
7 Hegyi (2009)
8 Vir4g L. szerk. (2009)
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Competence is a basic ability, personal trait, motivational aspect which is necessary
to perform an excellent work; it is measurable and can be developed. In case of each
organisation, kind of work and position there are general and special competences, too
which constitute solely a small part of the full competence models. One personal trait can
be a competence in case it is relevant concerning the performance, and other personal
traits cannot be used for individual performance evaluation. In case of sworn officers at
law enforcement agencies, the general characteristics of the competences are:’
+ continuous ‘validity’;
+ emphasis on the actual behavioural features which are necessary to perform
duty;
+ expansion capability, adaptability and the back-to-back feature of the compe-
tence systems;
+ coherent framework and language, ideation;
+ predictability, transparency;
« results can be reconsidered;
+ differentiation (general and specific);
+ integration of researches, experiences;
» efficient participation in daily and practical work.

The competence systems concerned, which set a clear requirement system for both indi-
viduals and the organisation, accurately define the features of those skills, knowledge and
personal traits which are necessary to do an efficient and excellent work. These appear in
the selection, training, development and performance evaluation, as well.

Aptitude tests mean compliance between the requirements and opportunities of
a certain position, and the applicant’s competences, furthermore, they also aim at the
detection of individual differences. Aptitude tests promote employees’ placement and
operation in such positions which correspond to their interests and abilities the most.

During selection, suitability tests mean the prediction of an employee’s behaviour,
performance at the workplace and work quality through conducting targeted tests.
This way, the number of those persons can be increased who perfectly fit the job at
their new workplace. Klein® emphasises that work-related knowledge is a significant
criterion during selection which contains internal (aim of the work, employee’s tasks,
work conditions) and external (job description, desired behavioural repertoire related to
work, competence model, educational needs etc.) aspects. With regards to the selection
models,” Thorndike’s traditional theory shall be highlighted who considered work and
people separate units, moreover, he applied the principle of the ‘right man in the right
place’. If we look at it, it is the description of the suitability technique. The model studied
the criteria of efficient work with the help of job analyses, moreover, the probability of
suitability too, and later, it was expanded by the definitions of job satisfaction theories.

9 Szelestey (2007)
1 Klein (2004)
' Hegedis (2014)
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Suitability Validation at the Police

The fitting test of non-commissioned border guard and police officers conducted in
2002* discovered that the suitability validation of the studied staff category required
at least half a year, at most a period longer than 3 years. 60-70% of the staff can be
considered suitable; its success depends on the personal traits and competences,
while failure usually derives from the organisational structure, management system,
operational difficulties and prevailing approach. It was important that leaders indicated
a relative balance between the factors promoting and hampering suitability, while
non-commissioned officers highlighted mainly the presence of complicating factors.

In addition to this, the investigation also revealed several components concerning
the optimisation of the training system. It shall be noted that, from the perspective
of successful suitability, workplace plays a greater role than the acquisition of general
knowledge preparing for the performance of professional tasks, or the law enforcement
training. Performance is one indicator of suitability which, however, confirms to have
a close correlation with the training quality.

It has appeared among the recommendations that it would be justified to replace
the selection and educational institution application systems with a competence-based
solution which is better adapted to the job contents.

In the framework of the Twinning project, also the suitability criteria regarding
home affairs organisations were set out in the research conducted ten years ago.
According to the conclusions and organisational phenomena at that time, those sworn
officer could be considered suitable who met the following requirements: was a member
of the organisation for at least four years, precisely knew the job requirements and
complied with the competence levels related to his/her job. His/her performance
was at least on medium level that he/she could achieve without physical and mental
damages. He/she was able to work autonomously complying with the provisions. His/
her professional preparedness was relevant from the perspective of his/her job, he/
she was able to apply his/her theoretical knowledge in practice as well, continuously
followed the legal-organisational changes. He/she was professionally recognised, was
mentioned as a leader model, enjoyed recognition, he/she was awarded. Joy in work
and satisfaction were characteristic for him/her, had sense of achievement many times,
enjoyed himself/herself at the workplace, eventually, he/she was motivated. He/she
was open to development, self-learning. He/she was loyal to his/her organisation,
identified with the organisational norms and objectives. He/she was integrated into
the working environment where cooperation skill was characteristic for him/her.

2 Vir4g et al. (2004)
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The Selection System of Law Enforcement Agencies with Regards
to the Applications to Law Enforcement Educational Institutions

The selection system of law enforcement agencies represents a quite complex, constant-
ly changing and developing structure. Generally speaking, most sworn officers have
been preparing for years — already during the secondary-school years - for starting
their law enforcement career. The first manifestation of career motivation is usually the
participation in education at a specialised secondary school which used to be secondary
or vocational school education with home affairs specialisation (today it is called Law
Enforcement and Civil Service Specialisation). This could be considered the zero level
of selection; a watershed; the period of preparation for sworn officer duties when it is
possible to acquire special knowledge, to lay the right career foundation and to target
the preparation. Those pupils who are interested in a law enforcement career — coming
from specialised or non-specialised secondary schools - can apply to the chosen law
enforcement specialised high schools after the Baccalaureate.

In recent years, the secondary school education with policing specialisation has
undergone several reorganisations as regards the duration of training, particular
selection aspects, and also the name. In the framework of a training providing
qualification listed in the National Qualification Register, police officers are educated
in four law enforcement specialised schools (Adyliget Law Enforcement Vocational
School, Kérmend Law Enforcement Vocational School, Miskolc Law Enforcement
Vocational School, Szeged Law Enforcement Vocational School). The duration of these
trainings is two or one and a half years depending on whether the applicant has relevant
professional bases and secondary school knowledge. Beyond this, part-qualifications
in the framework of other, non-formal education can also be mentioned as an entry
opportunity for the future or already employed county staff members (e.g. guard-patrol
partner training, the current border hunter training) in the training spectrum offered
by specialised high schools.”

At the same time, it is also possible to enter the regular staff through the higher
educational segment which opportunity is provided by the Faculty of Law Enforcement
at the National University of Public Service through offering several specialisations.
The Faculty of Law Enforcement at the National University of Public Service provides
such trainings which are necessary in order to fill those positions which require higher
education qualifications at the Police, the National Directorate General for Disaster
Management, the Hungarian Prison Service, Immigration and Asylum Office, the
National Tax and Customs Administration, moreover, in the various fields of expertise
of private security services. Currently, according to university prospectuses and regula-
tions, students can be enrolled in 3-year-long, and from the 2017/2018 school year, in
4-year-long BA programmes on a full time basis or as correspondence BA programmes,
furthermore, in 2-year-long distance learning MA programmes. In addition, from the

13 Molnar-Balla (2017)
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2016/2017 school year, those students, who are enrolled in law enforcement courses
on a full time basis, have ‘officer candidate’ status.

Border police officers, who are the focal points of this research, are trained in the
BA programme in Law Enforcement Administration, Border Policing specialisation
to perform their law enforcement duties.’* The expectation is to have such a qualified
staff as an output who have special border policing knowledge, and are able to un-
derstand the tasks related to border control, border surveillance, criminal intelligence,
border policing management, alien policing, asylum and public order. In case of the
programme, the duration of which will expand to four years, the BA programme in
Law Enforcement, Border Police specialisation is going to replace the former names; its
content is adjusted to the new organisational-social expectations.

The output criteria are the followings: staff members shall have thorough knowledge
regarding those leadership and management theories which cover the organisational
structure, operation and management of the border policing service branch of the
Police. Moreover, they shall have professional border policing knowledge concerning
the EU and Schengen normative regulations, agencies and strategies. They shall be
able to navigate in the European Union’s border policing information and information
processing systems, furthermore, to perform integrated border management, border
policing management and other professional tasks, and to handle conflicts resulting
from the migration situation. Overall, the basic concept of law enforcement training is
to provide various law enforcement agencies with such officers and non-commissioned
officers as outputs who have up-to-date professional knowledge, moral values and
personal traits in order to be suitable both in the home country and abroad.”

In case of those persons who are interested in a law enforcement career, with re-
gards to both law enforcement high schools and university education, it is a general
requirement to meet the criterion of entering service as a sworn officer, and to meet
the selection and admission requirements. So, those persons can be members of a law
enforcement agency who are capable of action, have their domicile in Hungary, have
Hungarian nationality, and attained the age of eighteen. In addition, they shall have
particular qualifications; health, psychological and physical qualifications based on
which they are fit for duty; an unimpeachable background check, furthermore, — if their
service grade justifies it — they shall have the positive, approved result of the national
security check. Generally speaking, it is about such a person who is aware of and ac-
cepts the obligations and expectations laid down by regulations concerning service and
duty, moreover, the limitation of particular fundamental rights by the Police Service
Act.®®

Among the requirements of duty service, as a special employment, public service
status, clean criminal record, unimpeachable lifestyle (as regards the person himself/

4 Balla (2017a); Balla (2017b)

15 Boda (2016)

2015. évi XLIL térvény (IV. 24.) - a rendvédelmi feladatokat ellaté szervek hivatésos allomanyanak szolgalati jogviszo-
nyardl - VI. 25. Availabe: http://njt.hu/cgi_bin/njt_doc.cgi?docid=175262.348597 (Downloaded: 10.05.2018.)
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herself and his/her close relatives), fitness, health and mental status are also subjects to
check besides the employment criteria when applying to law enforcement educational
institutions. In case of specialised high schools, it is a further admission requirement
for the 2-year-long training to examine the applicant’s level of literacy; and to have
a successful human resources interview concerning both trainings with different du-
ration. As regards the Faculty of Law Enforcement at the National University of Public
Service, the age group is narrower (18-25 years) the members of which can apply for
the full-time law enforcement programmes in the case of most specialisations and they
shall have an intermediate-level (B2) complex language exam recognised by the state or
an equivalent European Baccalaureate.

The admission point score system and the structure of evaluation regarding the
physical, mental and health aptitude constitute further differences concerning the two
training programme types.

Selection and Suitability in the Course of Regular Duty Service

With regards to duty service, physical assessment tests shall regularly be conducted
and assessed prior to establishing and also in the course of the service status which
is regulated by Act 57/2009 (X. 30.) jointly issued by the Ministry of Justice and Law
Enforcement, the Ministry for Local Government and Regional Development and the
Minister without Portfolio (on the Health, Psychological and Physical Fitness of the
Regular Staff of Certain Law Enforcement Bodies, the Occupational Fitness of Civil
Servants and Public Servants and Determining Capacity to Serve and Earn). Aptitude
tests are conducted by the primary care physician of the specific agency, furthermore,
its psychologist and a colleague who has physical education or sports expert qualifica-
tion according to uniform professional principles, methods and criteria complying with
the professional protocols. The types of aptitude assessment tests in the course of and
prior to the service status are the followings according to the relevant act:

+ prior to promotion to regular service, re-employment or entering the Police’s

special employment staff category (senior staff);

+ when applying to law enforcement educational institutions;

+ periodically in the course of the service status;

+ prior to someone’s position in the regular staff will be fix;

+ prior to displacement from other law enforcement agencies or the Hungarian

Army;

+ prior to change in position;

+ prior to deployment to special service;

+ prior to and in the course of civil servant or public servant service;

+ as amatter of urgency;

+ prior to promotion to commander in duty;

+ prior to and following deployment to foreign service.
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Selection System Concerning the Ministry of the Interior’s
Management

Selection procedures provide a complex assistance not only in case of employed staff
but also in case of management. They promote duty to be as efficient as possible and
also the suitability of those staff members who actually or allegedly have management
skills and abilities.

From 1 March 2013, the Decree of the Minister of the Interior No. 2/2013 (I. 30.)
(on the further training and management training system of the members of the official
personnel of agencies reporting to the Minister of the Interior and on the replacement
and management databank of law enforcement) — which has been amended several times
since then — stipulates that such a person can be promoted to the position of ‘Head of
Division’ or to a higher-level management position as regards law enforcement agencies
who meets the selection procedure requirements set out by the Decree, and successfully
meets the management training criteria laid down for that particular management level.

In addition to this, the Decree also includes the criteria system of the training
to become a law enforcement leader or master leader, the objective of the talent
support programme and its admission requirements.!” As part of the central human
resources registry, law enforcement agencies have databanks concerning the junior
staff and leadership which assist the concerned regular staff member’s planned
promotion — based on merits and performance — and also facilitates to fill the fix law
enforcement management positions with the appropriate persons.*®

In addition, the Decree of the Minister of the Interior No. 31/2015 (VI. 16.) (on the
human resources management concerning the members of the official personnel of law
enforcement agencies reporting to the Minister of the Interior) makes it compulsory
for the given agency to nominate at least three leader candidates (who meet the
qualification requirements) when promoting someone to the vacant management
position. The Ministry of the Interior’s new management selection procedure is conducted
at the Department of Management Training, Development Training and Science
Administration of the Ministry of the Interior — the name of which has been amended
several times — where leader candidates will be listed in an order in a preliminary opinion
based on to what extent the certain competency profiles match with the leadership com-
petency profile contexts required by that management position.*

The new integrated leadership selection system is based on complex and organisa-
tion-specific researches during which a methodological procedure has been elaborated

and a complex IT system has also been established focusing on the Ministry of the
Interior’s management competences. The foundations of the management selection
system were laid and its elaboration took place between 2012 and 2014 in the framework

7 Rig6-Simon (2016)

2015. évi XLIIL toérvény a rendvédelmi feladatokat ellaté szervek hivatasos dllomanyéanak szolgalati jogviszonyarol,
277. §. Available: http://njt.hu/cgi_bin/njt_doc.cgi?docid=175262.348597 (Downloaded: 10.05.2018.)

1 Miinnich et al. (2016)
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of the AROP-2.2.17-2012-2013-0001 “New public administration carrier plan” project
with the assistance of the Scientific Council for Domestic Affairs and the Ministry of
the Interior, Directorate for Education, Training and Science.

The system includes 13 home affairs leadership competences on twolevels: it assesses
the quality of leadership skills and abilities on middle-management (Head of Division
and Deputy Head of Department) and high-management level (Head of Department
and higher-level positions). With regards to the two leadership segments, both the
overlapping and distinct expectations of leaders, moreover, also the individual, social
and primarily leadership competences can be seen (Table 1).

Aleader’s suitability is validated if, on the middle-management level, principally the
everyday operation of the own, smaller organisational unit while, on the high-manage-
ment level, the management of a global organisation, innovative coordination from
a managerial point of view and efficient establishment of external relations can be ob-
served.?

The leadership selection procedure consists of three parts where the particular parts
assess the 13 leadership competences sometimes with a shift in emphasis, sometimes in
aweighted manner. The candidates’ results are based on the results of the Comprehensive
Leadership Selection Test, the individual, collaborative and group exercises in the
framework of an assessment centre (AC), furthermore, the semi-structured competence-
based leadership interview. The final result is presented during a one-to-one feedback
session where it is possible to clear the questions arising. Such a competency profile is
built in case of the candidates which is based on stanine and can be compared to the
leadership competency profile defined and required by the leadership of the agency
concerned.

Following the successful completion of the leadership selection procedure, the can-
didate will be registered in the databank of junior staff or leadership, moreover, he/she
will be enrolled in a course to become a law enforcement leader or master leader which

he/she shall accomplish.

Basic Law Enforcement Competences

Modelled on the home affairs leadership competences, also the basic law enforcement
competences (Table 3) were elaborated with the assistance of the Scientific Council
of the Hungarian National Police in the framework of the PACSDOP-2.1.5-CCHOP-16
“Strategic support for the replenishment with staff concerning the competitive public
service” project based on the uniform basic competences in public administration.

20 Malét-Szabé (2015)
21 Malét-Szabé et al. (2018)
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Table 2: Uniform basic competences in public administration. Source: Table drawn

by the authors.
Basic competence Definition
. Recognises situations requiring decisions and based on the available information, makes
1 | Decisiveness i . . i
such an optimal decision which could be expected in that case.
2 | Cooperation In order to perform his/her tasks, coordinates his/her actions and behaviour with others.
Recognises and understands his/her and other persons’ emotional state, moreover, cor-
3 | Emotional intelligence | relations between behaviours resulting from this state. Deals with them according to the
particular situation.
. When performing the task, recognises and takes into account the consequences of his/her
4 | Ownership . i
decisions, actions and reports on them.
s Being aware of his/her own abilities and opportunities, he/she is able to take firm actions
5 | Responsibility K K o o
in order to obtain the organisational objectives.
. Professionally and carefully performs his/her tasks. Able to optimally exploit the available
6 | Efficient work
resources.
L . Able to clearly express himself/herself verbally and in writing according to the situation.
7 | Communication skills R o
Able to understand others’ communication in a proper way.
. Able to apply such methods or styles in controversial situations with the help of which
8 | Conflict management .
conflicts can be eased.
Building on his/her knowledge and experiences, he/she is able to perform the assigned
9 | Autonomy N . .
tasks without constant supervision and guidance.
. X Able to identify the occurring problems and draft solution opportunities. Able to choose
10 | Problem solving skills i . i i ) i
such an alternative from the possible ones which results in the optimal solution.
11 | Mental loadability Able to keep and maintain his/her effectiveness in difficult, stressful situations.
19 Compliance, Able to learn the rules and norms imposed on him/her, comply with them and apply them
discipline in a proper manner.

It is visible that there is overlapping between the basic and leadership competences in
many cases. While the indicators of individual suitability, adaptability to the organisa-
tion and duty service are mostly present among the basic competences, in addition to
these, leadership also contains social-organisational functions.

In case of basic competences concerning public service, which take on even greater
significance during the regular staff membership, the specific competency system of
the particular law enforcement fields (e.g. border policing field of expertise) is currently
under establishment. The integrated competence-based selection and training system
(KOMP system) incorporates the characteristics of the fields of expertise in a targeted
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manner through the elaboration of such analytical methodologies which are able to
assess the focal points of the different fields of expertise, moreover, through provid-
ing a complex IT framework. The functionality of the KOMP system will be complete
through these actions which clearly enables the conscious HR support of an individual’s
career path in a planned way.*

Performance Evaluation

The review of the selection and its efficiency takes place at the time of the first com-
petence-based performance evaluation or aptitude test when it becomes visible how
the individual’s previous results have improved, and it may be seen in which field and
how much he/she shall develop in order to meet the higher requirements set by the job
concerned.

The performance evaluation of the Police’s regular staff is based on the Government
Decree No. 10/2013. (I. 21.) on the individual benchmarking in the public service and
Act XLII of 2015 on the Service Status of Professional Members of Law Enforcement
Agencies. The individual performance evaluation contains compulsory and recom-
mended components. When determining the level of individual performance evalu-
ation, the organisational performance evaluation of the place of employment of that
year — conducted according to the timetable and aspects set out by the Minister — shall
be taken into account. The degree of performance in relation to the level of perfor-
mance evaluation can be excellent, good, satisfactory, under average or unacceptable.?

The competence-based evaluation of the workplace behaviour is conducted in the
following categories according to the Government decree:

+ evaluation factors of professionalism;

« evaluation factors of orderliness;

+ evaluation factors of loadability;

+ evaluation factors of working time;

« evaluation factors of personal and social competences;

+ quality aspects of leadership (criteria for the evaluation of employees in lead-
ership positions).

In the framework of the AROP 2.2.5 “Human resource management in the central public
administration” project, a system for individual performance evaluation concerning
public service was elaborated. In this system, the evaluation is conducted electronically,
based on common methodology, and with the help of an integrated public service
IT system. The following competences are listed in the Police’s current performance
evaluation system:*

« decisiveness;

22 Malét-Szabé et al. (2018)
2 Malét-Szabé (2015)
24 Szeles (2016)
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+ managing/leading groups;

+ ability to apply other types of knowledge (e.g. foreign language, IT knowledge);

+ ethical behaviour/reliability;

+ responsibility;

« determination, confidence;

« integrity;

* communication;

+ conflict management;

+ understanding others (empathy);

+ motivating others;

+ development of colleagues;

* autonomy;,

+ systems thinking;

+ flexibility;

+ strategic (analytical, conceptual) thinking;

+ rule consciousness and discipline;

+ level of applying professional knowledge;

+ loyalty towards the organisation;

+ organisational skills;

+ performance evaluation skills;

+ planning skills;

+ customer orientation (partner oriented approach);

+ managing change;

+ openness to changes, sense of initiative;

+ ability to jointly apply management techniques (plan, organise, lead, manage,
decide, set requirements, delegate, supervise).

Suitability Validation Tests Concerning the Border Policing
Regular Staff

Based on the experiences of the prior Police suitability validation tests, the border
policing regular staff’s testing was also started in the first half of 2018 in the
framework of the current project. In order to make the future survey-based research
ready, qualitative, structured interviews have been recorded with members of the
leadership at the border police authorities. The outline of the interview followed the
prior researches and was primarily based on leadership-expert experiences; and shows
the mapping of the interviewees’ personal opinions, evaluations and expectations
of employees. 10 border policing leaders on middle- and higher-management level
(Head of Divisions, Head of Department) appeared in the expert interviews who have
country-wide experiences due to the various work locations.
Our questions have studied the following main topics:
+ definition concerning suitability validation;
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« suitability criteria (promoting and hampering factors, time, efficiency);
+ characteristics of the border policing staff;

+ quality and usefulness of the border policing training;

+ components of fluctuation.

Based on the answers given to the questions and the results of content analysis, the
followings can be established:
1. Inyour opinion, what makes a border police officer suitable?
In the border policing leaders’ opinions, a suitable border police officer is prepared,
demonstrates professionally consistent performance, shows autonomy at work
and is able to develop, applies the proper professional knowledge on the proper
level in the border policing field of expertise. Such a person is committed, dedicat-
ed, has an appropriate attitude, can deal with heavy workload, enthusiastic and
motivated. This person is a team player who envisages his/her future in the border
policing field of expertise.
2. Inyour point of view, which are the suitability criteria
a) from an organisational perspective?
The organisational criteria of suitability are loyalty, dedication, serving and under-
standing the organisational objectives, reliability and the ability to follow orders.
b) from the perspective of the organisational unit?
The criteria of suitability from the perspective of the organisational unit are profes-
sionalism, understanding of the professional job, autonomy, decisiveness, resilience,
commitment, development needs, reliability, accuracy and flexibility.
) from an individual perspective?
The criteria of suitability from an individual perspective are the development needs,
autonomy, appropriate individual competences, best practice and knowledge, relia-
bility, dedication and loyalty.
3.  Which factors promote suitability
a) from an individual perspective?
Factors promoting suitability from an individual perspective are motivation, com-
munity thinking, care, helpfulness, positive working environment, upbringing,
family environment, schooling, individual visions meeting organisational visions,
work-related feedback, professionalism, curiosity.
b) from an environmental perspective?
Environmental factors promoting suitability are assistance, teamwork, positive
working environment and atmosphere, camaraderie, supporting environment, good
working conditions (predictable working time), development opportunities, family
background, family/work balance, respect of the citizens.
4. Which factors hamper suitability
a) from an individual perspective?
Individual factors hampering suitability are lack of loyalty, bureaucracy, hierarchy,
indifference, demotivation, lack of development needs, lack of (positive) feedback
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10.

11.

and support, constant negative feedbacks, lack of schooling and discipline, moreover,
serving far from residence and family.
b) from an environmental perspective?
As regards environmental factors, identification difficulties, unpredictability, un-
satisfactory labour conditions, lack of career opportunities, inefficient training
system, conflict at the workplace, insecure family background, distance and exces-
sive antipathy of the citizens hamper suitability.
Which events indicate suitability?
Event indicating suitability are career growth, autonomous, flawless work or work with
few errors, efficient and responsible work, decisiveness, positive approach, positive
mood, networking, staying at the organisation, leadership merit and award.
Which events indicate that a border police officer is not suitable?
Events indicating lack of suitability are the drop-out of this career path, change in the
area of expertise if there are no work results, lack of autonomy, recurring errors, demo-
tivation, indifference, negative approach, negative leadership opinions and disciplinary
proceedings.
How much time is required to consider a border police officer suitable?
With regards to suitability time, the consulted persons determined a wide time interval
(between 1 and 10 years); border police officers are considered suitable within slightly
more than 4 years in average (average = 4.33) but individual differences were empha-
sised too.
What percentage of the border police regular staff, who you know, do you consider
suitable?
Currently, the consulted leaders consider 61% (average = 61.25%) of the regular staff
suitable but they formulated different, extreme opinions when evaluating this (between
10-90%).
What kind of strengths does the border police regular staff have?
According to the consulted persons, the regular staff’s strengths derive from the
organisational culture, cohesion, expertise, preparedness, logical way of thinking, good
and prompt reactions to unexpected situations, problem solving, resilience, empathy
(towards employees and citizens), appropriate local knowledge of the border territory,
furthermore, ability to take measures and take into account the logistics.
What kind of weaknesses does the border police regular staff have?
With regards to weaknesses, the lack of motivation, practice, autonomy, sense of initiative
and creativity must be highlighted besides the formulaic and unprofessional approach,
lack of language skills and IT knowledge. In many cases, deficiencies derive from the fact
that they are still not properly integrated into the Police’s organisation.
Which are the areas to be developed concerning the border police regular staff?
Regarding fields to be developed, the consulted persons outlined the autonomous deci-
sion-making, efficient cooperation and problem solving, treating the people in a humane
manner, trainings for the leadership-commander job, language skills, international and
IT experiences, moreover, the integration of the complex law enforcement perspective.
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12.

13.

14.

15.

16.

17.

In your opinion, in which fields do/did graduated students receive proper train-
ings?

The consulted persons mentioned mainly the general and border policing theoretical
training as a proper training field. In addition to these, they put a great emphasis on
the areas of expertise of law, foreign language, IT, leadership-management and public
administration.

In which fields do/did they not receive proper training?

They felt rather unsatisfied with the practical knowledge, furthermore, IT knowledge,
commander-leadership operation and measure tactics knowledge shall be improved.

Is there a difference between those border policing students’ suitability who
graduated at different educational institutions (e.g. NUPS, former: Law
Enforcement College, Lajos Kossuth Military College)?

The majority of the consulted leaders considered the Lajos Kossuth Military College stu-
dents’ suitability better. A more efficient commander operation was mentioned during
the evaluations but we experienced that they highlighted the disappearance of differ-
ences too. According to some leaders, law enforcement students benefit from the current
system, they master the professional knowledge during their organisational socialisa-
tion process. Although they were trained for another field, they have the same chances
when it comes to suitability.

To what extent does the training meet the job requirements of border police
officers?

Regarding the relation between the training and requirements, leaders underlined
a partial (half-half) consistency. They considered the legal and professional
knowledge to be proper but the leadership-commander knowledge should be made
clearer. According to their opinions, differences derive from the fact that although
proper training is provided, higher and higher requirements are set out.

How could the training be better coordinated with the tasks occurring during
service and duties?

As regards proposals, the development of the practical training aspects (situational
exercises — service organisation, briefing, interview with the commander) appeared
without exception. In order to support this, it is recommended to establish a more
serious mentor system or, for example, to invite recognised guest officers. It appeared
as a difficulty that due to the constantly changing task system, if there is a change in
the training system, often it is possible to have a follow-up only.

What could foster border police officers to stay at the border policing service
branch?

The consulted leaders said that predictability, love of job, proper career and salaries,
career growth and development opportunities, leadership receptive to new proposals,
more humane service organisation, reasonable requirements, place of employment
close to the residence, individual motivating benefits and foreign study visits are such
aspects which contribute to staff retention capabilities. To this end, it is essential to
select the proper students, it is proposed to select them from the non-commissioned
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officer staff, and furthermore, the esteem and respect toward the border policing area
of expertise within the Police’s organisation are also indispensable.

18. What does the phenomenon of fluctuation influence in case of the service
branch?

Fluctuation is influenced by lack of career growth, lack of staff retention capabilities
compared to the civil sector (the consistency between salaries and expected tasks is
problematic), the complexity and quantity of the work to be done, lack of tolerance
towards mistakes, moreover, more progress checks and increased workload. In many
cases, applicants do not consider this career to be a profession which is deepened if the
incorrect premises will not be corrected and the pieces of information are inaccurate.

19. What did you do to promote suitability?

With regards to the leadership support of suitability, several commander care as-
pects emerged, for example, the efforts to satisfy individual needs, interviews, pro-
posing trainings, effective mentoring and supervision (positive feedback, guidance),
emphatic and patient attitude, professional assistance, cooperation, teamwork and
ensuring cohesion. The leaders’ self-development can greatly contribute to all these.

20. What could still be done?

Concerning this question, the various benefits (pension, recreation, studies),
periodically organised forums and the opportunities of the educational reform
(practical training) were mentioned. Targeted selection is a significant point which
is only possible along reasonable information. Nevertheless, development ideas
appeared also on individual level (e.g. closer relationship with the staff during free
time activities).

21. Is there anything else we have not talked about and you consider significant?
The following ideas, terms emerged as such thoughts which shall be specified:
proportional task distribution on country-level, esteem, respect, fluctuation within
the organisation (border police officers are at a different place).

From the summary of the interview results, it shall be highlighted that among the
suitability criteria, both professional and personality-related factors appeared with
emphasis on the general (e.g. loyalty, motivation, and loadability) and professional
characteristics (e.g. future vision in the border policing career). The suitability time
(4.33 years) show a slightly increasing trend while the staff, whose suitability can be
considered validated, shows similar ratio (61%) compared to previous researches. The
regular staff’s strengths are organisation-specific (e.g. cohesion, prompt reaction, and
resilience); concerning weaknesses, the lack of practical knowledge and leadership
skills, abilities and their improper quality can be outlined. Regarding the educational
system, the consulted leaders put a great emphasis on the general and border policing
knowledge, however, besides the high-level theoretical training, the restructuring of
practical training was proposed so that the training and job requirements could be in
balance. As regards fluctuation, the balance between private life and workplace, per-
forming service far from the family and the typical police obstacles (e.g. working condi-
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tions, career growth-related difficulties, benefits of the public sector) were problematic.
The consulted leaders represent a high-level commander care with regards to support-
ing suitability; they try to integrate their employees into the organisation at several
platforms, to support and enhance their performance.

Summary

The increasing popularity of suitability validation tests with regards to the different
selection methodologies reflects the significance of selection efficiency. Concerning the
Police, several suitability tests have previously been conducted, and it is a currently
ongoing process according to the relevant decrees in the framework of the distinct apti-
tude tests and selection procedures. In this study, the different law enforcement selec-
tion procedures have been reviewed as regards new joiners, employees and leadership
focusing on the different competency measuring procedures.

Along the wide theoretical frameworks and previous research results, the suitability
testing of the Police’s border police regular staff was started in the framework of this
project in the first half of 2018. Its first step was a qualitative research where the per-
sonal opinions, experiences and expectations of members of leadership at the border
police authorities were summarised.
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