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Part I. Overview: Pursuant to a grant from the International Fulbright Specialists Program, Council for International Exchange of Scholars (CIES), Dr. Paul E. O’Connell of Iona College, New Rochelle, New York, was sponsored to travel to Turkey as a guest of the Turkish National Police (TNP). In addition to providing a series of lectures and workshops to TNP personnel, Dr. O’Connell was asked to review the TNP’s current program/process for evaluating the performance of police officers and sergeants in field assignments. In particular, he was invited to meet with members of the TNP’s Department of Personnel, including its top leadership, and performed a detailed review of a translated version of the evaluation form currently being used by TNP (the Government Personnel Evaluation Form). The following is a recapitulation of all observations and recommendations made in connection with that analysis.
Part II. Observations: The evaluation form currently utilized by the TNP is inappropriate for police work and is, consequently, ineffective as an objective evaluation tool. The current form does not address specific police skills, duties and competencies that are necessary to police work. Many of the evaluation categories included on the current form are very general (i.e., apply to government workers generally, and not specifically to police officers and supervisors). The form is therefore of limited use when attempting to evaluate police officers as police officers. The categories of evaluation are attitudinal in nature, and do not call for objective, skill-based evaluations of the performance of police work. Rather, the evaluation form calls for relative and subjective conclusions about the officer’s overall personality (such as “enthusiasm”). The current evaluation process also does not include a feedback procedure. Thus, officers who are evaluated receive no further communication with supervisors about their scores, and do not recieve instructions about correcting any noted deficiencies. It also appears that raters (i.e., supervisors who perform these evaluations on their subordinates) receive little or no training about how to properly prepare these evaluations.
In sum, the present form suffers from a variety of validity and reliability problems. It must be substantially revised by including targeted behaviors and objective performance criteria to ensure that it actually measures relative performance levels of police officers. 
Part III. Conclusions:
· Significant revisions must be made to the current evaluation form, in order to make it serve a useful role as an evaluative device fort he TNP.

· The TNP must articulate and publish clear, objective performance criteria for its officers. This would entail a clear indication of those core skills, duties and responsibilities that constitute the standards of professional performance for each rank (i.e., police officer, sergeant, etc.). By doing so, evaluators who utilize this evaluation form would have clear and objective criteria upon which to base their assessment of a subordinate’s actual work performance. This would ensure uniformity and enhance the overall fairness and objectivity of the evaluation process. This would also greatly assist the TNP’s overall recruit, field and in-service training efforts. (See O’Connell Field Reports #1 and #3)
· The revised evaluation form should include actual duties, skills and tasks associated with the performance of police work, such as:

1) Arriving for duty on time.

2) Arriving for duty with proper uniform and equiptment.

3) Staying on post (i.e., within assigned patrol/duty area).
4) Appropriate use of force.
5) Appropriate summons activity and procedures.

6) Appropriate arrest activity and procedures.

7) Ability to operate a motor vehicle safely.

8) Ability to identify and follow TNP rules, proceedures and directives.

9) Ability to write clearly and effectively.

10) Ability to (verbally) communicate clearly and effectively with peers and superiors.

11) Ability to (verbally) communicate clearly and effectively with members of the public/community.

12) Ability to prepare forms and enter required data completely and accurately.

13) Time management skills.

14) Decision making and problem-solving skills.

15) etc.

· Core skills, such as the proper use of physical and deadly physical force, must be evaluated repeatedly. It is imperative that the TNP’s revised performance evaluation form specifically address this critically important topic. 
· Officers who receive performance evaluations must have an opportunity for input. They should meet with the evaluating supervisor, should review and discuss the evaluation, and should receive and provide feedback about the evaluation process. The evaluation process must in some way identify scope for performance improvement and the means to achieve this.

· Raters must receive proper training prior to performing evaluations on their subordinates. They should be instructed, among other things, about common rating errors that occur due to personal bias, the “halo effect,” central tendency, etc. Every effort should be made to address ambiguity and the lack of clarity regarding performance criteria.
· Personality traits can be included in the evaluation process (that is, subjective judgements are appropriate), but only if they are directly relevant to the performance of police duties. For example, it is appropriate for a supervisor to comment upon an officer’s relative level of “respect,” but only insofar as it relates to job performance. 
· Therefore, rather than commenting upon a generalized attitude of respect, the question should ask the rater whether, in the course of his/her duties, the officer “deals with all members of the community with an appropriate level of respect.”

· The performance evaluation process for sergeants should include, in addition to the foregoing skills associated with the rank of police officer, an assessment of specific management skills associated with the role of police supervisor.

Part IV. Conclusions: TNP currently has the infrastructure and ability to regularly perform valid and reliable performance assessments of officers assigned to the field. TNP should be afforded the opportunity to substantially revise its current performance evaluation form/process so that a more accurate individualized assessment of actual police performance can routinely be made. Once this is done, TNP will have the ability to directly link organizational planning to field unit and individual target setting, work implementation, monitoring and performance feedback
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