
Who showed up: Lisa, Carl, Dan, Erv, Anna, Jessica, Stephen, David, Tina, Marius, Terry 
Kennedy 
 
Tina got us started. 
 
Public Comment: 

● Richard’s comment: He has a question that affects his comments. He sees the draft of 
the job description. How rough is the draft? Have you even looked at it? Is this what 
we’re hoping to submit? (Tina said we just received it and it’s not 100% there yet but 
close). From this preliminary, no notes were taken at the previous meetings about the 
public comment portion of the meeting. I’m seeing the same perpetuation of 
discrimination here. We’re finding no mention of familiarity with the Ferguson report. I 
don’t want anyone who doesn’t know the Ferguson report inside out. I see nothing in this 
description to expect applicants to have experience with multiracial populations or 
forces. Hear that last week. If you didn’t hear that, it’s a waste of time. (Stephen 
responded that he’s looking at a Civil Service document and when you rank your 
candidates, something like whether someone read the report, it comes into 
consideration. What you’re looking at is a technical document. This document won’t be 
the criteria for what we’ll use to rank. What’s on this page won’t be the ultimate criteria 
but the criteria for when you are first considered.) We will end up with the same old 
candidates for every opening on this unless you make it explicit. But you’re asking for it 
and that’s why I’m exasperated about this. Lisa made clear that the first line under 
minimum qualifications makes it clear. (IACP draft brochure makes it clear about what 
we hope) (The draft brochure is what is used to actually recruit candidates.) 

 
● Mike’s comment: Here in St. Louis, we often take a woe is me attitude. “Oh my gosh 

there are protesters in the street, why us?” It’s a weak position in my opinion. I’d like us 
to view it as an opportunity and I’d like us to ask the question about why we can’t lead 
the nation in reconciliation? We need a candidate who can reconcile officers and the 
community. Why can’t we envision us being in the news about the guy we hire? We 
need that kind of visionary language in our statement.  

 
 
Tina: People have asked us for more notice on meetings and we want to go as fast as we can. 
We get the concern that we don’t give enough notice, but we are trying to go as quick as we 
can. We appreciate everyone hanging in there with us. We have a large group of people trying 
to meet on certain days and it can be hard to meet which is why the days change when we 
meet. We have an ironclad dates about when we meet now. 
 
Lisa: Rick Frank was adamant that this boilerplate document is generic and not the same. But I 
want to reiterate about the minimum qualifications. When we look at how who meets these 
qualifications in our department, there were few who met the requirements. It’s an issue that we 
don’t have the kind of representation that we want. The employment opportunity sheet is just 



generic. The criteria in the recruitment document is what matters and lets people know that this 
is something different. We take your advice and comment seriously. We are not just going by 
the general criteria.  
 
Stephen: We have to go through the City Counselor’s office to make sure we do this right 
though in terms of criteria. 
 
Lisa: We need the right, consistent messaging to make sure we are looking for something 
different and make that clear with people.  
 
Carl: Jim is from the Personnel Department and Nancy from the City Counselor’s office is here 
for legal questions. 
 
Lisa: +10 years of police captain or higher experience OR equivalent combo of education, 
training, and experience matters. 
 
Carl: For this timeline, some of this we’ve already passed. But the completion dates are set, so 
our meeting dates will also be set too. We need to edit and approve this IACP brochure and 
then the next big input will be the feedback to IACP about interview questions. That’s what’s 
coming up in October. We will get finalists ranked and they will have the answers to all the 
questions and their resumes and we’ll be able to go over them.  
 
Anna: We’ll also need the info on the people whose resumes were rejected. That’ll help us to 
understand the process and how they chose their process. 
 
Marius: In our conversations with IACP last week, we had a similar conversation because 
initially we wanted to get either the top 10 or top 25 to get a frame of reference about why they 
are weighing them the way they are. For the finalists they recommend, they have to do 
background checks for the top 8.  
 
Carl: I can reach out to IACP to see what will be useful for them in this situation. We can figure 
out how we can see the criteria from those who were applied. 
 
Quick question from audience member: I don’t see any mention of the Ferguson report in this 
brochure. Why not? Where will it be put? It’s a tool we should be using. 
 
Lisa: Agreed. That’s why we’re here tonight to discuss that. IACP wrote this brochure, they are 
asking us for their feedback, and we’re critiquing it tonight and telling them to change that 
because we also think the Ferguson Report should be critical. 
 
People seem to be okay with O’Fallon and the International Institute.  
 
Marius: What’s our goal deadline? 



 
Carl: Over the weekend early next week, I’ll send out some dates about when things are 
supposed to be done. 
 
David: For the forums and first meeting, we had FB events. We should talk about more 
channels to get the word out through newsletters, the American, the Post-Dispatch. Or an ad or 
something might be smart. 
 
Anna: It’s easier to get media there when there isn’t last minute notice.  
 
Lisa: Having these in the newspaper every week would be nice. Actual public notice would be 
helpful. 
 
Carl: We have someone who sends out press releases and can do this too.  
 
Tina: Okay, we’ll figure out the dates to go back over the questionnaires and the roles. Tonight 
we’ll go through the brochure and the rankings (as in the weights themselves).  
 
Carl: Just get me your edits by Sunday and we can get these back to IACP as soon as possible. 
There are definitely tweaks we have to make on this, including organizational charts. 
 
Carl: Let’s talk about the weighting of these pieces. We could do pass/fail or percentages. You 
have to pass the background check, you have to have the bare minimum requirements. 
 
Stephen: What’s a management simulation? 
 
Jim from Personnel Office: It’s a computer based tool like a written test where you are given 
scenarios and written situations. And it’s typically administered in one place, monitored, and 
monitored by someone within our office. 
 
David: So IACP also talked about initial instruments about evaluation as well, right? 
 
Carl: The City already has one we are contracted with. 
 
David: We should understand the difference between the two. 
 
Marius: Frank mentioned this test several times and said it minimizes the biases there. 
 
Jessica: But that’s different from the psychological, behavioral testing.  
 
Stephen: So the management simulation is literally a test? 
 



Jim: Yep. They have a certain amount of time to complete it. The psychological evaluation is 
done for all applicants in the Police Department and it’s post-offer medical testing and it’s NOT 
part of the initial criteria. The Director likes the management simulation and it’s a validated test 
and has been used by other departments. There are other places that do them but this one is 
proven. 
 
David: So is the behavioral, psychological test pass/fail? It depends on the behaviors we want to 
see. 
 
Terry: I’m still not clear on the management simulation. Is it multiple choice? 
 
Jim: More involved than that. They are presented with certain problems to solve and they have 
to work their way through certain scenarios. It’s trying to put them into some real life scenarios. 
And their response is on a computer. 
 
Carl: Dan, did you take something like this? 
 
Dan: There are different types. Sometimes you are presented with scenarios and you write out 
how you would handle the situation. Don’t know about this testing but to me, you probably have 
some broad questions about  Ferguson Commission or 21st Century Policing Report from White 
House. Multiple choice scenario is probably not appropriate for something this complex. 
 
Audience member: isn’t bias a potential problem with these types of tests? 
 
Carl: That’s why these are validated. But because of that, that’s probably why the management 
simulation shouldn’t be a huge weight of this compared to the oral interview and engagements 
with the CAC. 
 
Lisa: Weighing the oral part more heavily probably allows for more bias. To me the question is 
what are these different tests we’ve heard about? They may be violated and low on the bias 
scale, but hopefully it’s this test. (Jim: it is this test). 
 
Marius: What’s the format of this test and how is it evaluated? We need to understand that 
before knowing how to weigh it. 
 
Jim: It’s not multiple choice. 
 
Jessica: People can interview well but be duds. I’m not HR but I agree with Lisa. 
 
Anna: We’re looking at experience, history, actions, and how they manage. The oral part is 
extremely important because we want to have someone who is a good communicator who can 
connect with their officers and the community. We’ve got to have that balance. If someone can’t 
sell themselves on this, then they won’t be able to sell themselves to the community. My 



concern is about how you deal with the behavioral testing. That’s another bucket we have to 
deal with 
 
Erv: My concern is that what I value the most has trouble fitting into these categories. If they 
have a track record of reconciling diverse populations and is insightful on Ferguson Report, 
that’s a big deal. It doesn’t really fit into any of these buckets. These are critical things. It’s what 
the public wants. Maybe we need a new category about relevant experience here. 
 
Stephen: It strikes me that if a candidate doesn’t have these things, then they won’t get to the 
point where we’ll weight a checklist of things that could get us tripped up with Civil Service stuff. 
We need the criteria IACP puts in. 
 
Marius: Let’s get clear. This employment opportunity doc guides us. As we develop this criteria, 
it allows us to understand and better get what questions we want to ask the candidates. This is 
just a starting point, right? Erv has a good point that these pieces are important. But we need to 
focus what these categories look like as a whole rather than focus on their weight.  
 
Tina: One of the things that has to happen with the final 6 is that they have to have this scale so 
if someone comes with a complaint that they should’ve gotten it, we can respond with as 
objective a process as we can with a point system. 
 
Jim: The categories are fairly set. You can change the weight though. 
 
David: So 1) this only defines the weighting of the final 6? (No this announces the position from 
the beginning. The experience and training part will pass/fail these people onto the next 
interview rounds.) 2) If we define experience as having served 15 years in a place and generally 
being regarded as doing what we want, is that included in the pass/fail? (It needs to be clear 
about what you want about “experience” if you want it to be part of the pass/fail). 
 
Stephen: We would not look kindly on a candidate who is not familiar with the Ferguson report. 
Is this the kind of thing that belongs on this piece of paper? Is that here? 
 
City counselor rep: Not necessarily, no. It can be part of what you score. 
 
Anna: How done is the process when they give us the six? 
 
Carl: No this is the criteria that they have when they look at resumes. It will also inform what 
they are looking for. You’ll have the top 6 ranked. Public Safety director can pick from any of 
those 6 and the CAC can make it clear who they want. This criteria will determine what we are 
looking for. Just because you have the bare minimum doesn’t mean you will be one of the 6. We 
want the Ferguson Report and 21st century policing to be part of the brochure. That’s my 
suggestion so candidates can familiarize themselves with it. 
 



Anna: So if the search team only gives us 6, then we are able to refer fewer to the Personnel 
committee? Or do we have to give all 6? 
 
Jim: Depends on how they are scored but that is up to you. 
 
Dan: So if 50 apps come in, what is done? 
 
Carl: If IACP and the City get that, people without minimums are gone immediately. Then after 
the resume reviews, that’s where IACP team with our input will do around 25 phone interviews 
with our questions and their boilerplate questions. They will use these buckets to analyze 
people. The management simulation will be for those final 8 finalists. Once we get down to the 
final 8, the oral interviews can be informed by the telephone interviews. That gets it down to 8 to 
10. 
 
Erv: Are we supposed to assign percentages? 
 
Carl: No. We’ll have a scoring sheet on a scale. That’s what will allow us to go through this.  
 
Anna: I asked them for a search of this size what they’ve seen in the past in terms of responses. 
What they said was that they saw in the range of 50-60 applications but there were compliance 
issues. There is stuff that is minimally compliant. We’re concerned that we’ll get a robust pool. 
 
Lisa: These weights tell us about how much counts not WHAT we are evaluating specifically. It’s 
between us, Frank, and IACP. We’ll communicate what we’re really looking for in the brochure 
to let them know about STL, the Police Department, and what our community is looking for. 
That’s what goes in the brochure.  
 
Carl: The brochure will be posted and it will be posted on the City’s website and IACP’s website. 
 
Jessica: Can we make sure we know what IACP’s experience is with management and 
behavioral tools? 
 
Carl: Yes. IACP people are familiar with the tools. 
 
Marius: I’m still not clear. Experience and training is made pass/fail here but there’s nuance we 
should be able to weight. Can we change that? 
 
Jim: Yes it’s an iterative process. It’s up to Frank for his review. 
 
Carl: We’ll ask them about how they deal with protests and demonstrations. There are ways to 
get at this. 
 
Lisa: We need to build out into even the civil service form about what it is we want. 



 
David: Isn’t experience and training as pass/fail more intimidating now? 
 
Anna: What’s the value of each if these are non-parallel? 
 
Jessica: This is an unconventional process in a conventional system.  
 
Anna: Let’s take and cluster the three that are pass/fail are put at beginning and then the 
weighted stuff should be put towards the end. (Jim: That’s the order in which they all happen.) 
Please make it clearer on this sheet. 
 
David: So we’re clear that there should be some other piece that evaluates minimum experience 
based on these and other requirements. 
 
Lisa: This is a lot of info on candidates, so this is good. 
 
David: We need more info to be able to do this right.  
 
Anna: We deliver a message that we made a decision if we change the weights. 
 
Teri Powers: I hesitate to give more weight to the more subjective element with the oral 
interview. 
 
David: These tests were also made by humans and have potential problems with error as well. 
 
Nancy: That simulation is not just all computer. It’ll give like 3 questions that are in the computer 
that the candidates look at and it might be about an issue that a chief may encounter (externally 
or internally), how do you resolve it? Could be about community policing. Then they respond 
and it’s like an essay that hits on these things. Then you have trained assessors who go by a 
rubric who do this. There might be 3 or 4 abilities that are tested and described by the 
assessors and usually the consultant who develops those questions gets info about the police 
department and the community and then goes from there. They design the questions to be 
relevant to the city and then the assessors go through it. Did the candidate touch on x, y, z and 
then you evaluate. The assessors are diverse and they don’t know anything other than the 
responses from the candidates. Normally it’s 3 graders and there has to be some consistency. 
There’s way to normalize this. 
 
Dan: The simulation would for instance ask you how you would handle protest here. There are 
criteria set up about what you would do. “Engage activist community, give public notice, etc.” 
That’s scored and then you go from there. It can have a character component to it but it’s just 
management otherwise. 
 
David: Will the Personnel office work with us on these? 



 
Marius: The character pieces are already part of it based on assumptions on the right kind of 
administrator/manager we want. 
 
Audience member: What’s the name of this assessment? Who scores it? I want to do research 
on this and find out it’s widely considered to be biased or unbiased. That’s important info to 
have. 
 
Carl: The name of the test is: MPS tool. Rich Joines developed it. 
 
Audience member: If this is a traditional test for a nontraditional applicant, are we just using the 
same broken tools? 
 
Lisa: We probably don’t want a social worker as a police chief. We need someone who does 
have managerial and administrative experience and we should look at assumptions about what 
it means to be a good manager. 
 
Dan: The test has stuff that is job-related based on how to do the job. It doesn’t get to what the 
people here want to get to. But you need this to know how to run 2000 people and a couple 
million dollar budget. You need people who have done the job to help develop that. The 
simulation is very important to this job. You’ll have minimum qualifications so maybe you just 
make it 25% because you’ll get the other 25% from the past fail stuff. 
 
Carl: So if this is arbitrary, do we want to set a number on it? 75% interview and 25% 
management simulation? 
 
Marius: Underlying current is that this individual is a good manager. If they aren’t a good 
manager, none of the qualitative stuff matters otherwise.  
 
Dan: That’s why you need structured questions to get to that point.  
 
Carl: Everyone needs the same questions and to be treated equally. 70/30 work? In favor of 
interviews? (Lisa: Maybe this should be 65/35 because we aren’t qualified to gauge 
management?) 
 
Anna: What about a candidate who is not a great speaker?  
 
Lisa: Then the oral interviews can cover that. 
 
Marius: I want to understand what they saw in the Ferguson Commission Report. 
 
David: Who gets excited about this opportunity versus who doesn’t? 
 



Anna: This brochure worried me because it looked like a CVC brochure. You can do this without 
giving it all away but this is not realistic. For someone who is looking to make a difference, this 
brochure doesn’t articulate how that could happen in STL.  
 
Lisa: Put in regional challenges and opportunities for someone who can actually make a 
difference. This looks like the same old thing. There’s some language about 21st century 
policing standards. Let’s also put in working with different organizations, deescalation, 
intervention, etc. that is inspiring. Be the leader on these issues. I want to lead a change on 
policing should be here. 
 
Anna: This is brochure about monuments in STL and not people. The Police chief needs to 
recognize this about people. Even the job description and level of detail here is wrong for an 
initial brochure. It’s a generic brochure. If this is different, they’ve got to show it. 
 
Lisa: We only say racial equity once here. We need it more throughout to send a message. 
 
Jessica: Challenges and opportunities should be in the brochure.  
 
Anna: We can’t sweep it under the rug. You have to mention it in here. This communicates that 
we are in massive denial and we have to be honest about our challenges if we are to fix them. I 
was disappointed seeing this. 
 
Marius: Would having something like challenges and opportunities dissuade you from this, Dan? 
 
Dan: I don’t necessarily think it would dissuade. One of us should write it that adds a section 
and put it up front like a preamble. People want to know this info about the city 
 
Anna: The perspectives need to be clear in here. 
 
Carl: Nicole and I can take a stab at this and send it back to all of you.  
 
Marius: Why is “white” above “black” on the STL demographics? Alphabetically and by 
population size that doesn’t make sense. 
 
Anna: We want the chief to appreciate social workers to solve some of these issues.  
 
Carl: We’ll send that feedback to you tomorrow and you can put all other suggestions to me. 
 
 
 


