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Foreword

The Kerner Commission report in its discussion
on the police and the community eloquently de-
scribed the extraordinary and difficult problems
faced by the police:

His role is one of the most difficult in our society. He
must deal directly with a range of problems and people that
test his patience, ingenuity, character and courage in ways
that few of us are ever tested,

And the Task Force on the Police of the Presi-
dent’s Commission en Law Enforcement and Ad-
ministration of Justice has said:

It is obviously difficult and often impossible for police of-
ficers to respond in an appropriate manner to the numerous
incidents called to their attention. They are under constant
pressure * * * to handle a volume of cases that are beyond
their capacity * * * They lack adequate training with re-
spect to some of the more complex social problems. And
there has been little effort to provide individual officers with
the guidelines which they require if they are expected to
make more effective and judicious decisions in disposing of
the incidents which come to their attention. In the absence
of adequate resources, training and guidance, the tendency
is for. individual police officers to attempt to meet largely by
improvisation the varied demands made upon them.

Both Commissions have recommended police
training guidelines and have placed particular em-
phasis on the need for training programs that pre-
pare recruits to exercise discretion properly and to
understand the community, the role of the police,
and what the criminal justice system can and can-
not do.

The “Police Training and Performance Study”
by the New York City Police Department (NYCPD)
was conducted within the framework of the Com-
missions’ recommendations and the accepted prem-
ises that an effective training program must be
based on a complete and accurate knowledge of
what a policeman does, how the policeman views
his role in scciety, and how the community views
the role of the police. Accordingly, incident re-
ports and cumulative printouts of the 20th pre-
cinct (an experimental laboratory precinct) were
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studied in the effort to relate training to police
work, and “public opinion” and “trait image” sur-
veys of recruits, instructors, and experienced officers
were administered.

A major portion of the resources of this project
was devoted to the structuring of a new curriculum
for recruits because of the conviction of the re-
search staff that the first educational and training
experience will have a critical and lasting effect on
the entire career of the police officer. To this end,
the curriculum was designed as a series of educa-
tional situations through which the recruit is ef-
fectively prepared for the numerous and varied in-
cidents and problems he will experience as a police-
man, :
The most critical period in the career of a police-
man must be the one immediately following train-
ing, when he first assumes his duties as a full- ’
fledged patrolman. The newly assigned recruit
may feel insecure in his new uniform, with its sig-
nificance for the role he is to perform and which
distinguishes him from his familiar role of that of
the citizen, He may adopt a variety of behavior
patterns, many of which do not exemplify ideal
police performance. His job performance is handi-
capped by emotionally charged situations which
disrupt his academically learned procedures. Short-
comings in the latter emerge in the form of gaps
which are those elements of job performance re-
garded by the instructor as either too trivial to
mention or so generally known that he assumes the
student knows them. To overcome these initial
shortcomings the research staff recommended that
recruits be accompanied during the three field
training periods of the curriculum by experienced
patrolmen who have been carefully selected for
their dedication and other desirable personal at-
tributes and have completed an intensive training
course to fit them for their roles as escort officers.
The painstaking selection of the training escort rep-
resents an important difference between the pro-
posed program and the randomly selected trainer-
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coach methods which have been employed in New
York and other U.S. citirs.

The recommendation for instituting an escort
officer program is one of a broad spectrum of rec-
ommendations that emerged from this research
project. The ‘report also contains comparative
studies of recruit training and firearms training at
other police agencies which may be useful to mu-
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nicipal police agencies as an evaluative source and
a guideline for the updating of current training
and the creation of new police training programs;
and a very extensive bibliography of publications
in the areas of training that may provide a useful
reference source for training. officers and police
administrators,

Irving Slott

Acting Director, National
Institute of Law
Enforcement and
Criminal Justice
September, 1970

Summary

Objectives of the Project

This project has the objective of reviewing and
evaluating police training and performance in the
Nation’s largest municipal training academy. The
project has sought to develop plans for impreving
the police training at all levels within the New
York City Police Department. The statement of
objectives, as specified in grant No. 339 awarded by
the Attorney General, U.S. Department of Justice
to the New York City Police Department on
on April 16, 1968, included the development of a
model training program for staff at all levels; the
development of plans for recruiting more civilians
to the faculty of the police academy; and the cre-
ation of a system for evaluating the effectiveness
of 'training by measuring actual on-thejob per-
formance as a function of training. During a

‘period of 15 months the project staff conducted re-

search on the several aspects of the project ob-
jectives. The project staff interpreted these ob-
jectives broadly and sought to evaluate the major
requirements of the New York City Police Depart-
ment in education and training. These require-
ments were evaluated in light of training concepts
and standards recommended by the President’s
Commission on Law Enforcement and Administra-
tion of Justice, in relation to progressive educa-
tional philoscphies and practices, and in relation
to the historical experience and operational struc-
ture of the New York City Police Department. In
net, the project staff, with the assistance of a group
of distinguished consultants and with the essential
assistance of members of the New York City Police
Department, as well as many other law enforce-
ment agencies, has sought to structure a training
program which could be viewed as a total educa-
tional experience. In this sense, the recommen-
dations should be viewed as a total pattern de-
signed to carry the police officer through a sequence

of relevant educational and training .situations
from the day of appointment as a probationary
patrolman through the achievement of high com-
mand rank.

Operational Aspects of Project Recommendations

The authorized structure of the New York City
Police Department exceeds 31,000 sworn personnel.
There has been a dramatic growth in strength in
recent years. As late as 1949 the authorized
strength was only 18,80(). Present and anticipated
patterns of strength and personnel replacement de-
mand suggest that the police academy will need to
process about 2,500.recruits a year during the next
decade. It would appear reasonable to expect that
by 1975 toial sworn personnel of the Department
would be approximately 36,000. At this level, a
2,500 annual input would approximately balance
the anticipated personnel replacement demand.

Historically, the input of recruits to the academy
has been erratic, reflecting policy decisions to in-
crease police manpower in response to existing cir-
cumstances as well as the availability of funding.
Continuity of training has, on occasion, been inter-
rupted in response to emergencies, especially dur-
ing the summer months. Such interruptions, as
well as sharp variations in the number of recruits
in training, not only have an adverse effect on the
educational process but also present major diffi-
culties for the teaching staff of the academy. - Con-
sequently, major recommendations are made to
stabilize the recruit training process. The imple-
mentation of these recommendations is essential
if a professionally trained civilian teaching staff is
to be recruited and added to the present police
faculty of the academy.

Clearly, certain recommendations of this project
relate to departmental policies and practices and
can be implemented by directive. Others require
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major budgetary decisions. In view of the urgent
need for excellence in the education and training
procedures of the New York City Police Depart-
ment in response to community demands for im-
proved police services, it is recommended that the
appropriate time sequence for implementing ma-
jor policy changes be the third quarter of 1970.
It is anticipated that basic implementation of the
recommendations requiring bucgetary action be
July 1, 1971. All the recommendations of the proj-
ect are designed to assist the police commissioner
in his objectives of adequate quantitative and qual-
itative manpower development necessary for carry-
ing out the statutory responsibilities of the police
department,

Recommendations

Because of the broad spectrum of recommenda-
tions emerging from this research project, it is ap-
propriate to summarize the recommendations in
major categories.

Basic Policy Commitments

A continuing commitment, explicitly embodied
in a departmental directive, is necessary to assure
the priority of uninterrupted training for recruits.
Such commitment should recognize the importance
of the total educational experience which will be
provided to the recruit through the new curriculum.

Stability in the recruit training cycle is essential
if a police-civilian instructional staff is to be utilized,
It is recommended that new recruits be phased
into the academy in increments of approximately
500 every 10 weeks during a year, beginning July 1,
1971. This will require a commitment by budgetary
authorities, without which the recruitment and
maintenance of a dedicated and competent pro-
fessional civilian staff will be impossible. Rea-
sonable stability in the size of the new recruit in-
crement is necessary to permit the escort training
aspect of the new curriculum to be effective.

Recruit Training

In pursuit of excellence in the training of re-
cruits, in terms of their ability to assimilate, per-
sonal attitudes, and specific shortcomings in basic
written and spoken communication skills, the new
curriculum, as a total educational experience is
phased with continuing interaction of academy and

field experience and is also supported by recom-
mended new services, such as a counseling center
and a remedial educational unit.

The intensification and humanization of the ed-
ucational experience under the new recruit curricu-
lum is accomplished by three units of field experi-
ence preceded and followed by recruit interaction,
The group leaders and escort officers perform a
crucial reole in the educational process and will
constitute a training team.

A team of civilian professional personnel, teach-
ing behavioral and social science units as well as
units in law, and civilian professional ccunselors
will be added to the academy staff.

The law component of the recruit curricuium
will be intensified by introducing mini ceurses
which will cover selected aspects of the laws which
are directly relevant to a patrolman’s field duties.

In order to effectively implement existing de-
partmental policies, a course unit in criminalistics
is included in the curriculum which will stress
training of recruits in crime scene operations and
practical criminalistics.

The use of dramatization and small group dis-
cussions as a techmique for developing interper-
sonal skills and decisionmaking effectiveness is
made a part of the recruit curriculum which will
be implemented by a human skills training unit
in the police acaderay, consisting of professionally
trained civilians and police officers. T

The physical training component of ‘the Tecruit
curriculum will consist of three phases—basic physi-
cal conditioning, physical training and police tech-
niques, and unarmed defense techniques. The new
126-hour program wll require less time than the
current curriculum unit. The terminal nature of
recruit physical training would be deemphasized
as a matter of department policy, and incentives
would be instituted to encourage physical condi-
tioning throughout the police career. Physical
training programs would be integrated with other
facets of police training. .

The recruit firearms training program will be
revised from 56 hours spread over 16 weeks to 48
hours (40 hours consecutively in phase II of train-
ing and an 8-hour refresher course in phase IV).
The recruit will not be armed until he successfully
completes a week of firearms training.

A substantial unit in the behavioral and social
sciences will be taught by professionally trained

civilians stressing a study of the urban environ-
ment, criminology, sociology, psychology, and the
principles and applications of ethics.

Organizational Recommendations

1t is recommended that a new position be cre-
ated in the police department designated “Director
of Education and Training.” This position will be
filled by a distinguished professional educator who
will report directly to the chief of personnel and
serve as his adviser on matters of education. The
director will be responsible for effective develop-
ment, and maintenance of educationa’_l standards
throughout the department. He will advise and
assist in curriculum development, teaching inethods
development, recruitment and selection of civilian
staff engaged in teaching and support services. A
member of the department will remain in the role
of Commanding Officer cf the Police Academy, also
reporting to the chief of personnel, with, however,
expanded responsibility, such as that which the
escort training function will create. It is recom-
mended that the rank of Commanding Officer,
Police Academy be higher than that of the incum-
bent, who presently holds the rank of deputy in-
spector.

Creation of the following units within the Police
Academy is recommended:

() Administrative unit;

(b) Recruit class leaders unit—consisting of
sergeants—assigned on a rotating basis to the
group leadeérole;

(¢) Escort officers unit—consisting of patrol-
men selected to accompany recruits during the
field training phases of the recruit curriculum;

(d) Behavioral and social sciences unit;

(¢) Human skills training unit;

(f) Police science education unit;

(g) Legal education unit;

(k) Physical training unit;

(!) Firearms training unit;

(7) Field evaluation unit.

Support services to the Police Academy will be
established, consisting of: (a) Counseling center;
(b) remedial education unit; (c¢) educationa! ma-
terials development unit.

All existing units in the Police Academy will be
absorbed into the above structure.

A field training program designated as the “Escort
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Training Program” will be established, imple-
mented, and staffed by carefully selected patrolmen,
whose function will be to accompany, counsel, and
guide the recruit during his field training periods.

A counseling service for recruits is to be a sup-
port service in the Police Academy, staffed by pro-
fessionally traihed counseling psychologists.

The establishment of a field evaluation unit at
the Police Academy is recommended. This unit will
have the continuing responsibility to evaluate the
field phase of recruit training and to identify train-
ing needs in relation to performance. This unit
will, where appropriate, undertake to monitor the
opinion of civilians who have come in contact with
police services. The work of this unit will be com-
pletely distinct from individual evaluation of
personnel.

Inservice Training

The unit training program, essentially the only
program providing regular. inservice refresher
training to the entire patrol force (aside from
specialized training), will be improved and ex-
panded. Therefore, priority will be given to unit
training. Enhanced status will be given to unit
training sergeants, who will be assigned to the
Police Academy and detailed to field commands on
a rotating basis. Training sergeants will partici-
pate in the production of unit training memos,
telecasts and training bulletins, administration of
the escort training program, and will accept greater
training responsibilities. More training telecasts,
more frequent training sessions and innovations in
techniques of presentation are recommended. All
members of the force will have access to printed
materials,

Unit training sergeants will be rotated between
the Police Academy (their assigned command) and
the field command to which they have been de-
tailed. When at the Police Academy, they will
instruct in one of the training programs. They
will serve on various committees, such as curricu-
lum, training techniques, and policies, and will,
while detailed to field commands, meet with staff
currently assigned to the academy monthly,

A systematic and progressive set of educational
requirements for all ranks is recommei.ded, includ-
ing a policy decision that officers eligible for promo-
tion should meet specific collegiate educational
requirements. These requiremen’s, in terms of
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Chapter 1. The New York City Police Department—A Profile

1.1 Demographic and Social Seiting of Police
Department—A Profile

The challenges to the quality of life in metro-
politan areas have become political issues, social
concerns and, in certain areas, a threat to the sur-
vival of organized society. Unfortunately, but for
obvious reasons, the quality of police service has
been identified as a critical aspect of the urban
crisis, in the eyes of some, a contributing cause, and,
in the eyes of others, merely a consequence. The
unique visibility of the police officer as a guardian
of social peace or as a challenge to change has
triggered a reexamination of law enforcement
philosophy and practice unprecedented in American
history. This project report has been prepared dur-
ing a critical period of review which has impacted
upon the New York City Police Department in
terms of an unusually searching reexamination
from within and significant pressures frorn without.
Insofar as a consensus is evident in the findings of
reports and studies, public and private, concerned

with the police service, it reduces itself to a docu--

mentation of the hallowed premise that “the
policeman’s- lot is not a happy one.” Unfortu-
nately, we cannot be-content with generalities.
The effort must be made to relate police training
and performance to the contemporary dimensions
of life in the New York community together with
an appropriate response to the trends which appear
most probable. Society, in order to remain viable,
will continue to require police service. This means
that young men and women must continue to be
attracted to the job; they must be trained to face
the realities which are likely to lie ahead of them
in their two decades or more on the job, and the
community at large must accept the quality of
training and performance as a precondition for
effective police service. It is within the framework
of these concepts that this report has been
formulated.

The President’s Commission on Law Enforce-
ment and Administration of Justice (hereafter re-
ferred to as the ‘“President’s Commission”), in 1967,
in its report, entitled “The Challenge of Crime in
a Free Society,” pointed out that the distinctive
characteristic of the police role in the entire system
of criminal justice “is that they are charged with
performing their functions (enforcing the law and
maintaining order) where all eyes are upon them
and where the going is the roughest, on the street.”
The Commission concluded that “since this is a
time of increasing crime, increasing social unrest,
and increasing public- sensitivity to both, it is a
time when police work is peculiarly important,
complicated, conspicuous, and delicate.”” Of the
some 420,000 law enforcement officers working for
some 40,000 separate law enforcement agencies, a
considerable number perform their duties in the
New York metropolitan area of which the city of
New York is the heartland. In addition to the
New York Gity Police Department there are spe-

_cialized police agencies such as the police depart-

ments maintained by the New York City Transit
Authority, housing authority, and the Port of New
York Authority. There are also specialized agen-
cies of the State of New York and the Federal
Government performing law enforcement functions.’
All of the work of these agencies reflects the demo-
graphic and social characteristics of the city of
New York and, in turn, is affected by changes in
these patterns. Law enforcement operations reflect
economic cycles, population movements, changes in
ethnic composition, public attitudes toward law
and morality, and the specific responses to thesc
attitudes made by political leadership. As a conse-
quence, in reviewing police training and perform-
ance and structuring relevant recommendations
for improvement, 2il of these factors must be
considered.

As generally defined, the New York-New Jersey-
Connecticut metropolitan region includes 22 coun-




ties which had a population of 16 million in 1960,
The process of urbanization has proceeded in the
United States to the point where approximately
63 percent of the total population was in urban
areas in 1960, double the percentage at the turn of
the century. With the increasing growth of the
suburbs, the central cities have suffered a retarda-
tion of population growth. As has been well
documented, this demographic shift has left areas
of blight and decay in the central cities and has
accelerated the social deterioration in areas of the
central city occupied by minority groups. Pro-
jected patterns of growth suggest, in the case of the
New York metropolitan region, that these trends
will continue. In net, there is rapid growth for
the region and slow growth for the central city.

The following tabulation based upon projections
prepared- by the Port of New York Authority
summarizes these trends.

Projected population growth, 1960-75
(In thousands)

1960 1965 1970 1975

22 county Region . 16,141 17,468 18,775 19,965
New York City ...... 7,782 8,100 8,242 8,408
Bronx .......cceeen 1,425 1,480 1,440 1,448
Kings ..coocevvvienenn: 2,627 2635 2,645 2,665
New York .......... 1,698 1,710 1,710 1,720

. Queens 2,060 2,155 2,250
Richmond ......... 222 265 292 325

The history of New York Gity has been the
history of national and ethnic groups, the blending
of whose cultures has been the most significant
contributing factor to the formation of the city as
we now know it. While the police service in the
city has historically reflected in iis ranks all of the
national and ethnic groups contributing to the
growth of the city, increased awareness of the
special problems confronted by the growing black
and Puerto Rican segments of the city suggests the
relevance of the following data on ethnic distribu-
tion of population for the city:

Population by ethnic group, New York City,

1900-60
Puerto
White Rican Negro Other  Total
3,369,898 - 60,666 6,638 3,437,202
- 5,459,463 - 152,467 8,118 5,620,048
. 6977501 (61403) 458444 19,050 7,454,995
: 6,640,662  (612,574) 1,087,931 53,391 7,781,984

A recent study by the New York State Depart-
ment of Labor suggests that in the population 14
years and over and in the civilian labor force, the
following ethnic composition is likely to prevail
in 1965-75.

Population and labor force-1965 and 1975

(Percent)
Population Civilian
14 and over Labor force
Ethnic group 1965 1975 1965 1975
New York City .o.coveveerurnee 100.0 100.0 100.0 100.0

White, non-Puerto Rican .. 76.2 69.3 75.7 68.9
Nonwhite,

non-Puerte Rican ... 154 19.2 16.2 20.0
Puerto Rican ....ccecovvevennrn 8.4 115 8.1 11.1

In summary, therefore, the police service in New
York City will, at least during the next 5 years, be
operating in essentially the same demographic and
social setting as has been familiar during the
decade of the sixties.

1.2 Statistical Profile of the New York City
Poliee Department

The New York City Police Department, the
largest law enforcement agency in the United
States and the largest municipal police department
in the world, consisted of a uniformed police force
of 29,906 and 2,109 civilian employees at the end
of 1968. The table on page 3 shows the growth
of the uniformed force from 18,360 in 1939 to its
present levels. The chart on page 4 shows the
changes in uniformed force structure, The attri-
tion during World War II is evident, and the fast
growth after the war was only temporarily inter-
rupted in 1958 to 1961. Spectacular increases in
total uniformed force have occurred in the last 2
years, Of course, any presentation of strength
figures must be evaluated in light of improved
working conditions which have reduced weekly
working hours and improved vacation and benefits.
Basically, however, the strength of the department
has grown since World War II, in terms of the
need expressed by the successive police commis-
sionerc and mayors, to improve the quantity of -
police service in response to increasing crime and

. public concern with safety and the maintenance of

law and order. With the growth in uniformed

¢ g e e

force strength the number of superior officers has
increased, but not proportionately, in all categories.
The ranks of sergeant, lieutenant, and captain are
achieved through competitive civil service examina-

tions. Ranks above captain are achieved by desig-
nation of the police commissioner.
budgetary factors impact upon the numbers in each

rank.

Uniformed force—New York City Police Department, 1939-68

In all cases

Total . Patrolman/
Year dcpartn;em. Sergeant Lieutenant Captain Above captain  policewoman
52 3¢ JOTO—— 18,360 1,065 606 106 67 16,45())(;
1940 18,177 1,047 623 107 68 :g'(s)zx
1941 17,926 1,054 637 lgl): ’;2 15'585
1942 17,582 1,039 658 ) !
1943 17,210 1,056 627 117 77 ;g,géz
1944 15,579 1,047 528 :;; Zg 13’146
1945 15,068 1,047 628 B
135 86 15,057
1946 .coocvnnnremcrnrnenessesinssensarses 16,973 1,041 627
127 94 15,662
1947 17,492 881 708
137 92 16,349
1948 18,116 830 681
185 93 16,598
1949 18,563 980 729
161 90 16,924
1950 19,016 1,098 720
' 145 89 16,459
1951 18,451 1,104 625
172 102 16,661
19 18,762 1,144 654
ngi 19,840 ) 1,892 654 izi }.:i i; .égg i
{17 O 20,080 1,391 699 19,743
. 789 185 124 A
1955 22,460 1,595 . = 25t
1956 23,193 1,594 788
¢ 222 127 21,330
19572 24,112 1,609 794
226 130 20,823
1958 23,636 1,621 807
' 238 129 20,929
1959 23,805 1,625 856
241 128 20,602
1960 23515 1574 939 .
250 149 21,864
1961 24,374 1,647 93.
1 264 152 21,805
1962 24,827 1,645 935 )
277 153 22,283
1963 25,432 1,714 977
’ . 266 154 22,868
1964 25,897 1,609 974
278 161 23,780
1 27,080 1,796 984
13256 27429 1,944 986 270 158 ::,(l):;
1967 ; 27457 1,896 976 278 164 26:577
1968 29,906 1918 974 2m 160

Nore—~Figures exclude surgeons and assistant superintendent of telegraph.

Source: New York City Police Department.




1939-1968

UNIFORMED FORCE-NEW YORK POLICE DEPARTMENT

~

THOUS.

(IN THOUSANDS)

30

25

20

\\
.
o
):L
N o
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1939 40 41

52 53 54 55 56 57 58 59 60 6l 62 63 64 65 66 67 68

The current strength of the police department
reflects the number of appointments and manpower
losses. The following table shows the number of
appointments for the period 1945-68:

Number of appointments to the New York City
Police Department, 1945-68

Year Number appointed
1945 872
1946 3,094
1947 1,398
1948 1,269
1949 834
1950 1,275
1951 1,659
1952 1,356
1953 2,005
1954 921
1955 3,095
1956 1,774
1957 2,012
1958 508
1959 1,081
1960 663
’ 1961 1,672
1962 1,340
1963 1,683
1964 1,288
1965 1,821
1966 1,929
1967 1,058
1968 3,229

Source: Personnel Records Unit, New York City Police
Department.

These data are shown graphically on the chart

on page 6. The erratic history of the number of .

appointments is clearly evident. In 1946, 1955,
and 1968, over 3,000 were appointed. In 1945,
1949, 1954, 1958, and 1960 less than 1,000 were ap-
pointed. The impact of this erratic pattern of
appointments is of major significance in the opera-
tion of recruit training. Manpower losses arise
from retirements, deaths, and a variety of other
causes. The following table and the chart on page 6
show these data. Since, in general, retirement is pos-
sible after 20 years of service in the uniformed force,
there is a tendency for the overwhelming majority of
persons appointed to the department to serve for at

Manpower losses—New York City Police Depart-
ment, retirement, death, and othery causes, 1945-68

All other

Year Retirement Death causes Total
1945 730 107 48 885
1946 . 856 81 259 1,196
1947 596 100 151 847
1948 ...oooecnen 480 94 84 658
1949 ... 255 90 54 399
1950 ...coverecernnrinns 647 98 79 824
1951 .o 1,923 82 229 2,234
1952 765 88 210 1,063
1953 .... 547 78 227 952
1954 506 64 144 714
1955 ..ooeemenerienns 378 72 279 729
1471 J—— 725 717 255 1,057
1957 oeeeeceeraenes 683 66 353 1,102
1958 ..ot 699 68 242 1,009 -
1959 448 79 403 930
1960 .... 534 78 400 1,012
1961 525 66 247 838
1962 ....covvunevvereans 503 68 344 91§
1963 ...ocoveerrrreeees 770 61 304 1,185
1964 ....ccovevecrecnen 569 79 201 849
1065 ...oevvveevnrenenss 436 59 254 749
1966 1,324 71 240 1,635
1967 ... 857 73 256 1,186
1968 747 95 378 1,220

Source: New York City Police Department.

least this period of time. Consequently, waves of
retirements can be related to peaks in appointments.
The relationship is not, however, a simple one be-
cause it is affected by special legislation and other
conditions which impact upon the attractiveness of
retirement. :

Data developed by the personnel records unit in
July of 1968 indicated the following average num-
ber of years for the majority of the force to reach
superior rank status—

To attain the rank of sergeant, 11.6 years;
To attain the rank of lieutenant, 15.9 years;
To attain the rank of captain, 19.2 years; and
To attain the rank of inspector, 26.7 years.

As is evident from the table on uniformed force
on page 3, most of the patrolmen will serve in that
rank during their entire career in the police
department.
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NUMBER OF APPOINTMENTS AND MANPOWER LOSSES

THogs. NEW YORK POLICE DEPARTMENT 1945-1969
(IN THOUSANDS)
2
3
NO. OF APPOINTMENTS
2
S S A U N S U I I U N VU N U ) (U o MO AN I |
1945 46 47 48 49 50 51 52 53 54 55 56 57 58 59 60 61 62 €3 64 €5 66 67 €8

_ Thus, in 1968, only 3,329 members of the uni-
formed force out of 29,906 weré serving in superior
officer ranks. The implications of this fact for the

training process are evident.

As of November 1968, the age of members of the

uniformed force was as follows:

Average age group of all members of the force

Under current regulations of the department,
members of the uniformed force may reside in
certain designated counties outside of the five
counties which mzke up the city of New York.

The distribution by place of residence as of Novem-
ber 1968 was as follows:

Distribution by county of residence
In New York City:

Bronx .....c........ 8,542
Kings ... 5,632
Nevw York . 1,144
Queens ........ceun. 7,743
Richmond ........ 2,332
Total .- 20,393
Outside New York City:
Nassau ...coceveenne 4,573
Orange .. 131
Putnam 7
Rockland 1,063
Suffolk .......... 2,370
Westchester ...... 855
Total ............ 9,063 .

While projections of total strength of the uni-
formed force can be made only on the basis of
certain arbitrary assumptions, it is nonetheless
useful to have a projection to use as a frame of

R T

reference in this project. The following represents
our projections. '

Projeqtions of police strength 1968-75

Total strength
Manpower Recruit uniformed
Year Losses input  Netgrowth force
1,220 3,229 2,109 29,909
1,383 2,500 1,117 31,023
1,566 2,500 934 31,957
1,749 2,500 751 32,708
1,932 2,500 568 33,268
2,115 2,500 385 33,653
2,208 2,500 202 55,855
2,500 2,500 - 35,855

1.3 Development of Police Training in
New York City

The Early Days

There is some evidence that the city of New
York had developed at least rudimentary formal
training as early as 1853. However, reservations
have been voiced about the use of the term
“school.” After referring to the New York Police
Trdining School as the first to be established as an
independent unit of the police department and the
greatest in scope, Raymond Fosdick commented in
1920:

Because of the varied use of the term “school” it is difficult
to determine when the New York institution was first inaugur-
ated._ If a single instructor, a number of students, and a cer-
tain amount of time devoted to instruction constitute a school,
then the New York department has been equipped with a
school for half a century. In early times, however, the in-
struction was of the most elementary kind, Police recruits
were taught for a period of thirty days by a sergeant specially
detailed for that purpose, and in addition the students were
sent out on patrol during certain hours of the day and night.*

Training was limited in the school to drill of
the. soldier, mental instruction based on local ordi-
nances, penal law, and the rules and regulations
of the Department.

Thus, the New York City police training program
represents the culmination of over 100 years of
development, a century during which the develop-
mental process was not always in a forward
direction. As Fosdick said:

* Fosdick, Raymond, American Police Systems, New York:

the Century Co,, 1920, p. 299.

The development of these educational activities in New
York has been irregular and uncertain, dependent upon the
interest and enthusiasm of the changing police commissioners.
At times the teaching corps has been enlarged and the in-
struction broadened only to be reduced by succeeding com-
missioners. The elementary preparatory instruction in laws,
ordinances and rules has for the most part remained fairly
constant, and- has never been discarded altogether, although
considerable fluctuation has occurred in the amount and
variety of physical drill.?

Bruce Smith, writing as late as 1940, further
elaborates on the fluctuations in training efficiency
and adds the additional explanation of irregular
appointments, a phenomenon over which police
commissioners have little control.

Even today entire States are without a single police training
unit worthy of the name, and others with police schools con-
ducted on such a casual basis, and for such brief uncertain
periods, as to have little influence in raising the general level
of police service. In most instances the fault lies in the fact
that small forces cannot support training facilities of any
kind, and that even in some of the larger establishments police
ave inducted at irregular and unpredictable intervals. With
the facilities inoperative for long periods they are either dis-
mantled or neglected.®

N

The early New York City training school was
known as the school of instruction and included a
system of on-the-job training in its 30-day curricu-
lum. By 1914 the need for refresher training be-
came apparent and older members were retrained
and acquainted with changes in the regulations,
procedures, laws, and ordinances to keep them
current with their duties. At that time the school
of instruction was retitled “The Police Training
School.” Additionally, to prépare them for their
anticipated duties, courses were conducted for cap-
tains, lieutenants, and sergeants who were on the
list for promotion. Specialized training was con-
ducted for patrolmen assigned to bicycle, motor-
cycle, and traffic duty. A special refresher training
course, consisting of 20 days of training in subjects
similar to those given recruits, was administered to
senior patrolmen. Thus, as early as 1914, New
York police training had been divided into several
currently accepted branches; namely, recruit, re-
fresher, specialized, and prepromotion. Moreover,
it included a concept, not too widely practiced
today, of a very special kind of training for senior

* Fosdick, op. cit., p. 300.
3 Smith, Bruce, “Police Systems in the United States,” New
York: Harper, 1960, p. 282.




patrolmen, At the sarne time, recruit training was
increased from 30 days to 6 weeks and, shortly
thereafter, to 12 weeks. Notwithstanding the
limited nature of the early New York program, it
was probably the best offered by any police depait-
ment in the United States.

Fosdick stressed the importance of training and,
again, employed the example of the New York City
experience.

Surely the experience not only of Mew York but of other
large cities—like London and Paris—amply demonstrates the
fact that a properly equipped and administered schnol is per-
haps the most indispensable single feature of the police force
of 2 modern community, For it must be repeated that the
primary problem in police administration is the problem cf
personnel. The establishment of reporting systems and the
building up of organizational schemes cannot wisely be dis-
regarded or sliglited, for they are important and have a definite
place in regulating the daily work of the force. But they are
aids and means, not ends. ‘The heart of police work is the
contact of the individual policeman with the citizen * * *

“Nearly all police activity is initiated in the field away from

headquarters and stationhouges. The action that is first taken
by the policeman of lower rank, operating independently,
must, in each case, remain the foundation of the department’s
action.*

During the period between 1914 and 1919, the
World War 1 years, a special emphasis was placed
upon departmentwide physical training, and gym-
nasiums financed by the members themselves were
installed in strategically located precincts. Physical
training instructors from the training school were
assigned to visit these gymnasiums and to instruct
the members of the force in the use of equipment,
wrestling, boxing, handball, jiu jitsu, and other
physical exercises. The departmentwide fitness
program did not survive.

The title “Police Academy” was first adopted in
1924 and the training program continued to ex-
pand in both recruit and refresher areas. In 1928
it was felt that a more modernized training pro-
gram in all branches of police work was necessar&r
in order to enhance the police career and make it
a scientific vocation. The program was put into
operation, employing the most advanced methods
and most capable instructors, both trained educa-
tors from other prefessions and police officials. For
a brief period of 6 years the academy was known as
the police college and during that period new spe-
cialized schools were established within its struc-

¢ Fosdick, op. cit., pp. 305-306.
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ture. Some of these were the school of horseman-
ship, the officers training school, patrolman’s and
policewoman’s school, and specialized training
school.

An innovation of the 1930’s was the establish-
ment of an advisory board to guide the educational
policies and training techniques of the academy.
The board consisted of prominent personages from
the field of education, which included the State and
city boards of education, various educators from
the colleges and univessities of New York City and
administrative officials of the department.. Both
the departmentwide fitness program and the police
academy advisory board will be the subject’of dis-
cussion and recommendation in later chapters of
this report.
~ The police instructors were superior officers who
were assigned to teaching duties after having re-
ceived a short course in public speaking and pres-
entation of subject matter, apparently a forerun-
ner of present-day methods of instruction courses.
Selection was based upon kncwledge, experience,
ability, and the power of imparting their knowl-
edge to others. To require college degrees or other
formal educational credentials would have been
unrealistic at that time. Few policemen had grad-
uated from. college during the early thirties. It
was not until the economic depression had made
its impact on the various professions that the se-
curity and substantial police salary of New York
City attracted any large number of collegians. The
incoming police class of June 1940 is legendary for
its large proportion of degree holders, and its mem-
bership flourished careerwise. One of them actually
achieved the ultimate Ievel, that of police commis-
sioner,

The Post-World War II Period

Subsequent to termination of World War IJ,
there was a sharp rise in the appointment of police-
men. The force had fallen far below quota while
most of the eligible young men were in the service,
and the return of many who had already passed the
entrance examination permitted the department to
bring its personnel back to full strength. More-
over, the wartime increase in crime had not di-
minished with the cessation of hostilities. As a
matter of fact, crime continued to rise, and there
was citizen pressure to increase police quotas to off-

set the street violence of the forties. During Sep-
tember 1946 some 2,100 men, the largest number of
recruits ever to be appointed in one month in the
history of the police department, joined the ranks.

The training facilities were overtaxed by the vast
influx and this necessitated the acquisition of an
entire building to house the operation. An aban-
doned public school on Hubert Street (the former
Public School 44) was requisitioned and renovated,
to become the Police Academy of the City of New
York. (In several of the cities visited during the
course of this research, police training is even now
being conducted in this type of substandard, run-
down structure.) In addition to the school build-
ing, ( an armory some distance from the academy
provided an improvised physical training arena.
The distance between these two major training fa-
cilities created a travel time problem and many
hours were lost in daily transit from academic to
physical training.

The increased recruit influx also demanded a
considerably greater number of faculty. In 1952
a new selection system for instructors was instituted
based upon academic background and experience
in teaching. Most of the new teachers held at least
a baccalaureate degree. An affiliation with the
City University of New York developed a short
time later (1955), and all the instructors were
screened and approved by a joint committee, on
which the police department and City University
were represented. Recruits completing the train-
ing program were awarded 10 college credits which
could be applied toward a B.B.A. degree at the
Baruch School of Business and Public Administra-
tion of the City University.

The college affiliation was a major step on the
road to police professionalization, for it provided a
motivation for many of the New York City police
to continue, and to complete the degree require-
ments. It was this program which provided the
foundation for the College of Police Science, now
the John Jay College of Criminal Justice, a senior
college of the City University which is principally
populated by policemen. (At the present time
there are some 2,000 undergraduate students en-
rolled at the college, of whom approximately 1,800
are policemen.) Since the beginning of the police
education program, 815 degrees have been earned,
about 765 by policemen and the remainder by
other law enforcement officers.

The reorganization of the academy in 1952 in-
volved considerably more than instructor selection.
The character investigation of applicants was for-
malized and later expanded to a point where it
could be completed in almost all cases prior to en-
trance into the department. The task was accom-
plished by the assignment of a sufficient number of
investigators, a procedure which has been some-
what diminished by recent emergency street needs.
Besides the stepped-up character investigations and

"raised standards for instructors, ancillary services

were expanded. A visual aids unit, complete in all
respects, was organized, and a reproductions unit,
including photo-offset equipment, stenofax, and
modernized mimeographing equipment, was es-
tablished. Instructional material was thus made
more readily available, A film library was added
later. In the courtyard of the academy, a simu-
lated street scene was created, with traffic lights,
fire hydrants, police signal box, fire alarm box, and
equipment demonstrating the use of two-way radio.
To standardize instruction in classes of multiple
sections, the present lesson plan program was ini-
tiated. As that time (1954) it was stated that—

All courses of training at the police academy emphasize

humaa and public relations. Nearly all police work involves

people and in order to effectively accomplish the aims of the
police department it is necessary to win the cooperation of the
public. An important training objective is to understand
human inhibitions, emotions, reactions and attitudes, and to
develop techniques that will promote a favorable relationship
between the police and the public.

The New Academy Building

The Hubert Street structure became inadequate
to house the facilities for the training of such large
numbers of patrolmen, thus making imperative the
acquisition of a new purposebuilt edifice. On
April 18, 1960, the ground was broken for a mod-
ern police academy on East 20th Street, a location
central to transportation and to the Baruch School
on 23d Street. Completion of the building became

all the more urgent because of the rapid growth of

the college program, which was holding classes at
varicus borrowed locations through the city. The
additional problem of a remotely located physical
training center, as previously mentioned, had cre-
ated the complication of lost travel time and de-
centralized administration.

The new Police Academy is a 10-story building,
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eight of which are above ground, with a basement
and subbasement below ground level. It is of steel
frame construction with exterior walls of alumi-
num, gray glazed brick, and pilasters of black gran-
ite. It is air conditioned and serviced by four ele-
vators. The building is built in two wings, one
fronting south on East 20th Street, the other north
on East 21st Street. . The south wing is the academy
proper; the north houses the 13th precinct and

other police units on its first three floors. Above
the third floor, the academy takes over both north
and south wings. The westerly part of the acad-
emy proper rises only three stories above the ground
and accommodates the physical training and mus-
ter deck. The casterly part, eight stories tall, is
built on columns over an open campus. Occu-
pancy of the building and its effect on police train-
ing are discussed in chapter 3, section 3.2.

NEW YORK CITY POLICE ACADEMY

R e

Chapter 2. What Does a Policeman Do and What are His Attitudes

2.1 Functional Research

For an effective police training program to be
formulated on anything approaching a rational and
scientific basis it is obvious that as much informa-
tion as possible relating to the policeman’s job
must be collected. In addition, it would be helpful
to know how the policeman views his role as a
policeman in society and how the community views
the role of the police.

When we know accurately what it is that a po-
liceman does during his tour of duty it will become
a much easier matter, than it is now, to make de-
cisions relative to what a policeman should be
trained to do. Then the relative importance of
each component of the training program can be
determined as well as the amount of time to be
devoted to each component.

The very basic questions of what does a policeman do, and
what skills and knowledge does the policeman need to Jo his
job effectively, need to be answered. The methods used to
find these answers must meet the standards of scientific re-
search and must be rigorously tested at every stept

However, a word of caution must be interjected
at this point. The amount of time that an officer
expends in doing a job cannot be directly corre-
Jated with the need for training time for that job
without accounting, subjectively perhaps, for the
importance of that job. ¥or example, the New
York City Police Department now expends 10 per-
cent of its total basic training time in firearms
training, while it is obvious that the officer in the
field expends only a minute percentage of his work-
ing time in the use of firearms (periodic inservice
training excluded). So some sort of value judg-
ment is necessary. Questions will have to be asked.
Ts it necessary for the police to be armed? If so,

+“proposal For a Basic Police Training Curriculum Study
Project,” (undated report of the Police Training Commission,
Department of Law and Public Safety, State of New Jersey),

P-4

how well trained must the police be in the use of
firearms? Since most police officers will never fire
their weapons except in a training situation, how
important is it that they be skilled in their use?
Because of a lack of skills, which can be acquired
through training, can the chance be taken of hav-
ing officers injure or kill innocent bystanders dur-
ing one of the infrequent uses of their firearms?
The police administrator, weighing these ques-
tions, will conclude that police use of firearms, one
of the most sensitive of areas in the broad spectrum
of police training, is one area where training time
and actual job performance time cannot be cor-
related. He will conclude that the time allotted
to training policemen in the use of firearms will
simply be determined by the time required to as-
sure necessary skills. .
Conversely, in determining what a police officer
does, we may find that he spends more time than
was previously thought in interacting with people.
How important. is thiss What sort of training el
fort is presently being applied toward the area of
cealing with and handling people? ,
In addition to making a determination as to what
the duties of the police are, an attempt has been
made in this report to determine what the police-
man thinks his role should be. A high degree of
correlation may not be essential in this area but
certainly an attempt should be made to explain
any substantial differences between the tormer and
the latter. Community expectations will also be
noted and analyzed. Does the community expect
from the police a different role than the analysis
of the police task has indicated? Does the com-
munity expect a different role of the policeman
than the policeman himself expects? 2 Once again,

*Ralph Lee Smith, “The Tarnished Badge,” (New York:
Thomas Y. Crowell Co., 1965), p. 93, and Paul Chevigny,
“police Power,” (New York: Pantheon Books, 1969), p. 184.
Chevigny states: “* & * the police reflect, with suprising sen-
sitivity, the attitudes of the larger society.”
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it may not be necessary to demonstrate exact re-
lationships but marked differences should be ex-
plained.

If the duties described by the police training
curriculums, the policeman, and the community
correspond, relating community concepts to the
police curriculum will be relatively simple. If,
however, inconsistencies are uncovered it will be-
come possible to identify them and determine the
magnitude of the inconsistency.

A New Jersey Police Training Commission report
of January 1969 listed 32 specific police activities.®
This police activity scale comprised the following:

Control traffic Family disputes
Stop and question Guard visitors,
Issue traffic tickets property
Interview victims Rescue lost persons
and witnesses Help people who have
First aid lost keys
Search crime scenes Advise, warn, or
Inspect places arrest youngsters
Arrest Control crowds
Good relations in Assist motorists
community Drunks and alcoholics
Testify School crossings
Give directions Make written reports
Search and question Pick up stray dogs
prisoners Check business licenses
Escort parades Refer citizens’
Preserve evidence complaints
Mentally disturbed Public nuisances
persons Election day
Give informiation Recover property

* Although the purpose of the above study was to
rank activities by the community’s attitude toward
their importance (and will be referred to again in
that context), it provides a useful starting point in
the listing of police activities.

In outlining the job description for patrolmen,
Allen Z. Gammage identifies 16 activities and de-

- scribes the training needs under each of the 16

categories as follows:*

*Ralph Green, Geraldine Schaeffer, and James O. Finck-
enauer, "Law Enforcement Training Project—Survey of Com-
munity Expectations of Police Service: A Pilot Study—First
Report,” (The New Jersey Police Training Commission,
January 1969), pp. 16-17.

* Allen Z.-Gammage, “Police Training in the United States,”
{Springfield: Charles C, Thomas, publisher, 1968), pp. 157-162.
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1. PATROLS ASSIGNED BEAT OR Post -

Care and operation of departmental equipment
Care and operation of departmental vehicles
City and county ordinances

Penal code

Departmental rules and regulations

General and special orders

Discipline and deportment

Principles of beat patrol and observations
Human relations

Public relations

Geography of the city, district, and beat
Techniques of arrest, search, and seizure
Law of arrest, search, and seizure

Military drill

Gymnasium and calisthenics

Defensive driving

2. Apvises, DIRECTS, AND GIVES INFORMATION TO THE
GENERAL PusLIC

Geography of the city, district, and beat

Departmental procedures in handling lost children

Location and use of emergency health and medical
facilities

Human relations

Public relations

- 3, ResponDs To AND HANDLES EMERGENCY CALL3

Geography of the city, district, and beat
- Care and operation ¢ departmental.equipment
and vehicles
City and county ordinances
Penal code
Law of arrest, search, and seizure
First aid
Life saving
Departmental procedure in handling catastrophes,
disasters, and fires ?
Departmental procedure in handling juveniles
and lost children ,
Departmental procedures in handling sick, injured,
and insane persons
Self defense
Firearms
Vehicle code :
City and country traffiic ordinances
Traffiic accident procedure
Gymnasium and calisthenics

e et S e
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4. ENFORCES STATE LAWS,
Crry AND COUNTY ORDINANCES

City and country ordinances
Law of arrest, search, and seizure
Law of evidence

Criminal procedure

Philosophy of law enforcement
Civil rights (guarantees)

Self defense

Firearms

Juvenile law

Traffic law

5. MAKES ARRESTS AND SEARCHES

Penal code .

City and county ordinances

Civil rights .

Techniques of arrest, search, and seizure :

Departmental procedure in the transportation 0
prisoners R ‘ N

Departmental procedure in stopping suspicious
vehicles .

Departmental rules and regu}atxons

Law of arrest, search, and seizure

Law of evidence

Self-defense

Firearms o

Gymnasiumh and calisthenics

6. INVESTIGATES CITIZENS COMPLAINTS AND MAKES
PRELIMINARY INVESTIGATIONS OF MAJor CRIMES

Penal code

City and county ordinances '

Laws of evidence, arrest, search, and seizure

Civil rights . o com

Departmental procedure relating to  civi co
plaints, domestic complaints, mental illness, .dog
bite cases, ambulance reports, trespass complzf}l.mts,
prowler complaints, drunk and drunk driving
complaints, and the like ) o f

Conduct preliminary investigations of auto thefts,
burglaries, robberies; assaults, rapes, and other
$exX cases . o

Crime scene protection and investigation

Collection and preservation of physical evxdf?nce

Crime laboratory services

Scientific investigation techniques

Departmental records and forms

Report writing

Conduct field interrogations _ .
Conduct general interrogations and interviews

7. INTERROGATES AND INTERVIEWS VIGTIMS,
COMPLAINTS, WITNESSES, AND SUSPECTS

Givil rights .

Departmental procedure 'in taking statements,
admissions, and confessions

Field notetaking

Departmental records and forms

Report writing .

Departmental rules and regulations

Penal code o . .
Techniques of interviewing and interrogation

8. Makes NECESSARY REFORTS AND RECORDS

Organization and functions of the police records
division )

Departmental rules and regulations

Departmental reports, records, and forms

Basic records procedures -

Field notetaking and principles of report writing

9. SAFEGUARDING PROPERTY
Organization and function of the police property -
D:;;trlt(:::ental_ procedure in handling lost, stolem,
and recovered property . -
Departmental procedure in handling of impounded
vehicles _ . . ’
Departmental procedure in handling prisoners
Poll)irclpilrgies at catastrophes, disast.ers, and fires
Departmental procedure in prote?tmg property at
scenes of crimes, public gatherings, and recrea-
tional facilities

10. COLLECTS, PRESERVES, AND SAFEGUARDS EVIDENCE

Patrolman’s duties at crime scenes '
Collection and preservation of phy.su:a-l evidence
Basic principles in scientific investigations

Laws of evidence, arrest, search, flnd seizure
Principles of criminal identificatllon.

Principles of criminal investigation

11. TESTIFIES IN COURTk o

Organization of State and local courts -
Organization and functions of the coroner’s otfice

13

I
i
3
)
i
3}
i
i
It
I
3

———

TSR R

IR ET

R

Ty 0

A KR e T

e saratss:

ok e 15
T, A e T

o Sl T | PR




sy

|
; . ; i York City ?
, - .. , . I . : in the 20th precinct, New
Departmental rule: and regulations Specialized duties including the work of jailor, { Incidents in the 20th precinct, New York Gity i’mt"dengepartment . kid in order of frequency ;
Criminal procedure warrant clerk, information clerk, complaint clerk Police Department, ranked in order of total time olice y oc,c wrrence, 196768 |
Jurisdiction and venue % spent per incident, 1967-68 I time Average time ;
. . time 3
Law of evidence 16. MAINTAINS A PROFESSIONAL ATTITUDE i - N Number of Total time Averagetime  Incident type rf:;;(ll;eegtgf ('ilr“ol?inur;s) i ey
Court demeanor and testimony History of law enforcement Incident type incidents (inminutes) (in minutes) 8.8
1story o C : e 5,629 162,310 .
Philosophy of Jaw enforcement ; 2K e 4552 202,143 1444 b OB o oo 105,881 20.0
12. REGULATES AND CONTROLS TRrAFFIC shro s L SICK e 162,810 288 2. Unfounded ......cceer.. ] 444
. Career opportunities in law enforcement i b 0 13 1 - e 5,629 ogen Y 3. Sick ... . 4552 202,143 oy
General traffic procedure Law enforcement as a profession { 3. Other misdemeanors ... ;ggg 106,016 29.6 4. Dispute .. - 3??2 }&'géi’ 47
Philosophy of traffic law enforcement Police ethics 4. Dispute o y 417 5. BUIBIATY croccrureerisusersns 2 / s
i i - . 2518 104,881 : : S ... 1,605 37,780 22,
Departmental procedure in bandling traffic Givil rights 2 g' 3:;513:131&1 ______ .. 5132 102,881 207 g. ?xtsz:(il:::zdgm!:sp‘;sn... Y 11830 250
violators and traffic summonses Departmental rules and regulations ! 7' Dead on arrival .......... 402 60,126 1:&1)115 8. (;lther mi sdel:eanors . 1,190 106,034 89.1 ;
Traffic accident investigation Civil service rules and regulations I 8. Injured ooooceeeerecvenneee 1L170 :f'ggg 25.9 9. Injured ....... . 45:2:2 :;‘1) i
Traffic direction and control Discipline and deportment :1 9. Intoxicated person .... :'Zgg' $7.780 22.8 10. Alarm of fire ... - ;(2"943 60.2
Traffic engineering Introduction to professional police associations i 10. I?‘St‘:;g:dy grOUPS o 512 38,476 654 11. Auto acc;:lent;..;; ........ 5 ot oy
. . . . . . : 2) o) uto ......
Traffic safety education Introduction to rofessional police ublications ] 1L, obuery. 47 32,943 60.2 12. Larceny from 83,476 65.4
.. Y & .. P P p L 12. Auto accident ............... 5 200 18. ROBDETY ooveroee 512 S 3
Scientific techniques for drunk driving control Introduction to police education programs I 18. Alarm of fire 30';:;’ 87.8 14. Malicious mischief ...... 485 16,261 12;~8
Traffic law Human relations | 14. Felonious assault ........ 309 26, : 15. Dead on arrival .......... 402 60,216 !
) . ) i ident—ini 86 25,384 88.6 o 378 14,502 384 .
Public relations o 15. Auto accident—injury. 2 79 34.2 16. Utility trouble .... . 878 ;.
i . Larceny from auto........ 514 17,5 . H ault 309 26,982 . 3
18- GoorEraTes with OtseR Povice Unirs anp || 17, Maliclous misehief 438 16,261 24 - Raonious usa injury.. 286 25,334 88.6
ALLIED AGENCIES Although at first glance it appears that there is x 18. Utility trouble.......... 578 ;:,’:gi 2;’8-2 19, Traffic violation ....... 270 Zﬁg; 223.(1)
’ . . ication i ini - P arcoti - 59 ’ cidental alarm ......... 264 / .
Federal law enforcement agencies and principal unneces.sary duphcatxon.m the above training rec?m | 19. Narcotics ... 1ot 12556 1207 20. Accidental alarm 295 11,508 494
areas of coopération mendations, close scrutiny reveals that the duplica- : 26. Auto larceny ....oeceenns 11598 194 21. Grand Jarceny ........... :
Local ;aw e:x)f?:‘ce?ntant é encies and principal tion serves a real purpose. For example, knowl- oy grindfl;?:irz ........... 2gi 9,559 149.4 22, vemdelmechamcal 201 7,201 35.8 N
: v A : Pl r T ouble
g princip edge of the geography of the beat, district, and city 22 Othe hict trouble
areas of cooperation . ired not only of cat 1 trol} . but i 23. Motor vehicle 7 7991 " 98.8 23. Grand larceny— 150 6.966 489
State law enforcement agencies and principal 18 require not only o category 1 (pa ro.) T i P YECOVEEd s 7.201 27.1 pocketbook snatch ... 4175 . 381
“afeas of cooperation also of categories 2 (advises, directs, and gives in- L 24. Traffic violation o 270 24. Auto safety check ....... 12(13 3:549 2.3
S - . . fi i i , i 25." Vehicles mechanica  Prowler 12 : e
Organization and administration of the city gov- tormation to. the general p ublic) , and 3 (response i e t11) O 201 7,201 85.8 % Ar, larcen - 104 12556 120.7
. . to and handling of emergency calls), Further, care L ) 64 6,873 26.0 26. Auto Y 6 1,865 217 :
€rnment, police department, and of local allied . . . / . L 26. Accidental alarm ......... 2 : 27. False alarm of fire ...... 8 ’ i
agencies of equipment and vehicles is required not only in = 27. Grand larceny— 28. Arrest—serving Iy
ge ‘ category 14 but also in categories 1 and 3, f pocketbook snatch ... 130 6,266 ‘;g-fl’ T UMMONS o 81 2,480 ‘i‘;.g :
: . 28. Auto safety check ......... 126 4,175 20.8 29. Dangerous condition .. 81 3510 :
14. OP=RATES AND Cargs FOR DEPARTMENTAL AND Twentieth Precinct Pro iect o 29, Prowler .......c..icoouun..... 121 3549 . ~0 %0. Motor vehicle 988
PErsoNAL EquipMenT ; i ; 80. Dangerous condition ... Zl g,g(l)g 23'9 ecovered . 78 ;g; 149.4
. . i ¥ st Side i : 1. Found persons .............. 6 / ' HeS o 64 ’
Care and operation of departmental equipment, The 20th precinct, on ANew Yt?rks Wes'i Side is | g AO i acl‘):ident— ) 31. Other felonies o 13582 280.2
. . - a moderately active precinct which experiences a = 2. Au L DI SE T2 T — 09 .
vehicles, emergency €quipment, and weapons . . . . . ! serious injury und person . 46 2802 g
. variety of police problems associated with neigh- : : h 13 2,587 199.0 33, Found person ........ 18 178
Departmental rules and regulations . s | ordeath ... - 84, Traffic warrants ......... 10
raffic laws borhoods ranging from the high-income area of ; " 83, Arrest—serving 06 P oF ty recovered 35 1,848 52.8
. . . Central Park West io ghetto areas. As a represen- i SUMIMONS «..cocerrrerreee 81 2,480 80. 35. Property x ) 29 1,622 55.9 ‘
Organization and functions of the police property . . . g £ fire 86 1,865 217 L T T — v
section xive Precinct the 20th has been periodically as- 3"5 o pakse darm of e .. % 1,848 52.8 87. Missing persons ... 24 1,096 "X |
) , . 3 : v 3 _ N 35. Property recovered ..... » . ] - i
Departmental procedure in purchasing equipment mgr}ed the status of a laboratory where various ex i 36, Homicide . 6 1,744 2906 38. Auto accident—serious 13 2587 1990 ‘
periments have been undertaken. One of the ex- 1 %7. Rape ... 29 1,622 55.9 injury or death ........ 056 a12
periments involved a study of what a policeman . 38. Weapons ......... 9 1,298 12;-3 39. Autempted suicide ...... lg 1:298 1442
15. PeRFORMS MisceLLANEOUS D UTIES AND does, frequency of occurrence of incidents, tota] i 89, Missing persons - 24 1,096 : 40. Weapons .....wewnns ‘.
q Y 7 090 155.7
PROVIDES SERvICES : : ‘s : iy 40. Prostitution ............... 7 1,000 155. 41, ProStLUtion ... 7 1 I
time spent in each activity, and average time spent 5 0. Prostituti d 5 1056 812 . " 7 818 116.1
s . . . I 1. Atteminted suicide ....... s 11e1 49, Gambling
Handling of bombs and explosives per incident, ' i; g:t;fﬁ;egd suleice 7 813 116.1 :2' S{a‘:;;;f 6 1,744 290.6
Iy . . . . » . . . H o WAIHDIME conccvnneraicearennas . 1 hitaititadtiadiaaiiotdd
Police procedures in emergencies and disasters, Forty-five incidents or police duties were isolated. | 43, Traffic court warrants. 40 713 17.8 4: Su(;cide o 6 607 101.2
p}'ocgdures in handling strikes, mobs, racial Total time spent on each activity, frequency of oc- 44. Suicide . 6 _ ‘;’gg “3’;:5 45, ABC violation ... 5 160 320
disturbances, and the like currence, and average time spent per incident, is 45. ABC violation 5
Election duties

shown for each type of incident in the following

Licensing bicycles and taxicabs tables:
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As would be expected, homicides accounted for
the largest average time spent per incident (290.6
minu:z:), followed by narcotics investigations and
auto accidents with serious injury or death. It is
apparent that ordering incidents by average time
spent per incident provides a possible ranking of
tasks in order of complexity of task. This should
provide an indication of complexity of the training
task with at least a clue as to necessary training
time. Strangely, the “other” category appears as
No. 1 in frequency of occurrence and as No. 2 in
total hours devoted to the incident. However, it
ranks 38th in average time per incident. This
indicates that although the category was frequently
recorded, relatively little time (28.8 minutes) was
expended per incident. The “other” category was
used as a catchall for services which did not fit
exactly into one of the other 44 categories. It is

" probably safe to assume that if a police officer

doubted just how to classify an event he dropped

it into the “other” category. Some examples of

the “other” potpourri follow:

Utility trouble. Electricity, telephone.

Persons locked out of, or in, apartments, cars.

Calls for help. Often involving a report of a woman
screaming; however, the responding officers were
unable to locate trouble.

Meet city marshal. Police stand by at eviction
scenes to prevent trouble between the tenant and
landlord from developing into violence.

Stuck elevator.

Notifications of arrest, injury, or death.

‘Meet complainant.” Sometimes results from a
jumbled call where the officers are not certain of
the nature of the call.-

Licensed premises check.

Smoke conditions from chimneys and smoke stacks
in violation of air pollution regulations.

Meet another unit.

Auto alarms sounding.

Stuck auto horn.

Stray or injured animal.

Runaway horse, and so on.

Another 6-month study in the 20th precinct dis-
closed that 85 percent of a patrolman’s time is
spent on preventive patrol while the remaining
15 percent is devoted to answering calls for serv-
ices.® Of the time devoted to calls for services, 30
percent is associated with crime while 70 percent
is noncriminal in nature. Of the “criminal” cate-
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gory, crimes against property consumed the most
time while, in the ‘“‘noncriminal” category, aid to
sick and injured consumed the most time.® The
data also reflected that during 1964 and 1965 about
1,300 man-hours were required to guard the Presi-
dent of the United States during his visits; and that
58 men are required year round to guard foreign
missions and consulates mainly iocated in other
precincts.

In his 1969 study of a South Bronx precinct,
Capt. John F. Skelly analyzed the job of the patrol-
man and wrote:

# % & the foot patrolman rarely makes notations about the
legitimate but minor jobs that he performs—i.e., the visits to
business premises, the door and glass checks, the advice and
directions given to citizens in distress, the information given
to other members of the department or the members of other
agencies, the settling of minor disputes on his post, the official
reports that he prepares, etc—unless he is worried about the
presence of a shoo-fly.

Skelly divided the tasks of the patrolman (foot
patrol and motorized patrol were examined sepa-
rately) into the following ten categories:

Patrol and observation.—Tasks included building
checks, preventive patrol, foot patrcl by motorized
patrolmen, and special area patrol. They are best
described as “routine” patrol to which foot patrol-
men devoted 55 percent and car crews over 35
percent of their time. Beat men on the late tour
(midnight to 8 am.) did little else.

Public service.—This task covered time spent on
escorts, aid to sick and injured, referrals and notifi-
cations, school and church crossings, aid to stranded
motorists, and aid to distressed residents and pedes-
trians.

Patrol investigations.—Components of this task
included action taken in burglaries and burglar
alarms, licensed clubs, -assault and robbery, stolen
cars, suspicious cars and persons, gambling opera-
tions, youth crimes and cases, and conferences with
detectives.

Disputes.—Disputes included family fights, land-
lord-tenant arguments, taxicab fare disagreements,
and disorderly groups.

5 John F. Skelly, “Paztrait of a Precinct” (Master’s thesis,
John Jay Cellege of Criminal Justice, the City University of
New York, January 1969), p. 115,

¢ Sorrel Wildhorn, “Research on New York City's Police
Problems” (report by the Rand Corp., November 1, 1968) .
p. 7

it

Aid to other agencies.—This service included as-
sistance given to employees of municipal agencies
and other law enforcement groups.

Miscellaneous field services.—Services included
transport members of the force, assist members of
the force, pick up and deliver material, carry the
mail, transport supervisors to and from the pre-
cinct, division, and borough commands, and guard
crime scenes.

Enforcement action.—Enforcement includedimak-
ing arrests, and issuing summonses and warnings.

Reporting.—The preparation of reports and
forms, memorandum book entries, and telephone
reports to the station house comprised the bulk of
reporting.

Community relations.—This item was included
under category 2, “Public Service.”

Other activity.—This category was 2 catchall for
‘miscellaneous activities such as car maintenance,

"unit training, coffee breaks, and meal periods.

The following table presents a time-study made of
these tasks.  Foot patrol and motorized patrol are
treated separately and are listed by hours expenfled
on the task and by the percertage of total time

consumed by each task. This study involved only

18 patrolmen, three sergeants, and one lieute_nant.
The work of the officers was tabulated by 15-minute
intervals for 3 weeks and was supplemented by
personal interviews. Due to the brevity of the
study no, attempt is made to evaluate its represen-
tative character. Hopefully, the study adds knowl-
edge in an area where valid information is scarce.

A 1968 study of the functions of the foot patrol-
man in the 30th precinct revealed a series of anach-

Job assignments for patrolmen in 1 precinct
New York City, 1969

Foot patrol  Motorized patrol

Job category Hours Percent Hours Percent
Patrol and observation ... 42 53 342 36
Public service ... . 14 17 166 17
Investigations . . 3 4 118 12
Disputes  .......cooceeesees 1 1 34 4
Assist other agencies ... 0 0 28 3
Miscellaneous services 0 0 90 9
 Enforcement ........ooeeissnincns 1 1 32 3
RePOTtNG .oeecsserenaeseemsssssensasasenss 2 2 34 4
Community relations 4 5 10 1
Other 13 16 106 11
Total .cnereracmeanesivsnonnns 80 100 960 100

Source: John F. Skelly, master's thesis, 1969.

ronistic duties and rules and procedures related
to these duties’ In performing his duties in the
well-known broad general categories of preventing
crime, arresting offenders, enforcing laws, preserv-
ing the peace, and protecting life and property, the
foot patrolman carries out the following duties:

School crossing duty.—3 to 5 hours per day, even
though the department employed 1,250 civilian
school crossing guards who were paid $1.90 per
hour in 1963.

Bank services—Banks are guarded for 1 hour
before opening to opening. This practice was ini-
tiated in 1955 after robbers entered a bank with
employees who were reporting for work. The plan
fails to account for the remainder of the day when
the bank remains unguarded by police. Nor does
it consider businesses other than banks which, it
would seem, should be entitled to equal protection.

Messenger services.—The foot patrolman is usefl
for a variety of messenger services, including mail
delivery, and transportation of fingerprint cards
from the precinct to the identification center.
Transportation for the latter is by public convey-
ance. E

Details for public gatherings—The foot patrol-
man is utilized for extra details such as parades,
strikes, political meetings, public assemblies, sport-
ing events, state visits, and a multitude of other
events which require specialized police coverage.

Caretaker for dead human bodies—Foot patrol-
men must guard dead human bodies in cases -that
require the attention, of the medical examiner.
Even under nonsuspicious circumstances, where
competent family members are present, the pfttrol-
man must remain with the body until it is re-
moved to the morgue or released to a mortician.
The time involved in this duty can range from 2

to 8 or more hours. o

Caretaker of the mentally disturbed.—Foot pa-
trolmen guard mentally distrubed persons frf)m
the time they.come to their attention to the time
they are either admitted or refused admittance to
the psychiatric ward. In many cases where t-h'e
subject exhibits violent tendencies this is a legiti-
mate duty. In many other instances where the sub-
ject is nonviolent, senile, or disoriented other po-

7 Alfred E. Doran, “The Foot Patrol Concept in the New
York Gity Police Department.” (Mastex’s thesis, Ber'nard M.
Baruch School of Business and Public Administration, the
City University of New York, June 1968) , ch, IIL
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lice services suffer while the police officer remains
with the patient.

Property protection.—The foot patrolman guards
recovered stolen vehicles until a tow truck arrives,
ostensibly to prevent the vehicle from being re-
stolen. It would appear that other preventive
measures could be adopted which would free the
patrolman to return to his general patrol duties.

A psychological study carried out for the Chicago
Police Department isolated 20 behavioral require-
ments in a job analysis for patrolmen that was ad-
mittedly not all inclusive.® However, the study
was thought “* * * to contain many of the at-
tributes which are crucial to the successful per-
formance of the patrolman’s job.” These essen-
tial requirements are—

The ability to react instantly after long peri-
ods of monotony.

The ability to exhibit initiative, to use judg-
ment and imagination in problem solving, in
other words to exhibit “street sense.”

The ability to know the patrol area, to know
the normal routine events as well as the un-
usual behavior patterns of its residents,

The ability to make the right decision
quickly.

The ability to demonstrate mature judgment.

The ability to judge out-of-the-ordinary situ-
ations. ‘

Good psychomotor skills, e.g., ability to drive
a vehicle, fire a weapon, and handle himself
physically. '

The ability to communicate, orally and in
writing. ‘

The ability to act “effectively in extremely
divergent interpersonal situations.” In other
words, the ability to deal with people ranging
from criminal to noncrirninal.

The ability to endure physical and verbal
abuse,

Exhibit a professional’ and self-confident
manner.

The ability to restore equilibrium to social
groups; that is, the ability to restore order

from disorder.

® Melany E. Baehr, John E. Furcon, and Ernest C. Froemel,
“Psychological Assessment of Patrolman Qualifications in Re-
lation to Field Performance,” (Washington: Superintendent
of Documents, November 5, 1968) , pp. 7-il.
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The ability o skillfully question partici-
pants of, as well as witnesses to, a crime or
incident.

The ability to take charge of situations, par-
ticularly emergency situations such as a crime

* or accident.

The ability to work under loose supervision.

The ability to tolerate stress in its many
forms.

The ability to exhibit courage.

The ability to remain objective.

The ability to maintain a balanced perspec-
tive even though being constantly exposed to
the worst in human behavior.

The ability to maintain the highest personal
integrity.

These 20 personal characteristics pose some in-
teresting questions for the police trainer and the
academician. Can a trainee be instructed in such
a way as to be made competent in all of these abili-
ties? Certainly it is possible to train a patrolman
in the physical geography of his beat and district
although it would appear mainly to be a case of
self-education conducted in the field. However,
how is one trained to exhibit mature judgment?
An individual can be taught communication skills
and questioning skills but how is one taught per-
sonal courage or a balanced perspective? This is
not to imply that these skills or attributes cannot
be taught but only that they are much more ab-
stract than the usually defined police role. As-
sistance from professionals will be required to for-
mulate curriculums and teach in many of these
abstract areas.

Generally speaking, the police training curric-
ulum has been skills oriented. It is, perhaps, time
to give attention to intangibles such as problem
solving, use of discretion, use of authority and
learning the proper role of police in society.

In his study of the role of the patrolman James
Q. Wilson stated that his, “* * * role is defined
more by his responsibility for maintaining order
than by his responsibility for enforcing the law.” ¢
A patrolman does more than simply prevent crime
and apprehend criminals. He recovers stolen prop-
erty, directs traffic, provides emergency medical aid,
gets cats out of trees, checks on the homes of fami-

® James Q. Wilson, Varieties of Police Behavior (Cambridge,

Mass.: Harvard University Press, 1968), p. 16.

lies on vacation, and helps little old ladies who
have locked themselves out of their apartments.

A sample of citizens’ complaint calls to the Syra-
cuse Police Department during the week of June 3
through 9, 1966 (based on a 20-percent sample f’f
a week’s calls) illustrates this point as shown in
the following table:

Citizens’ complaint calls, Syracuse, N Y., Police
Department, June 3-9, 1966

Type of call Number Percent
Information gathering 69 221
Book and check ..oecocrmmnnnnnn 5?/ -—
Get a report
Service 117 375
Accidents, illness, and
ambulance calls .ooerreceneee 42 -
Animals 8 -
ASSISt O PEISON . comverueencussenssnar 1 —
Drunk Person ....cecessscescorenss 8 _
Escort VEhicle .ieiicrmsieiense 3 -
Fire, powerline or tree down .... 26 -
Lost or found person
OF PrOPErtY .ooeoeeseomse rennnesaannss 22 -
Property damage .....c..oeoeeseseess -
Orderpmag,ntenanfe 94 30.1
Gang diSturbance .....eeeess 50 -
Family trouble .. 23 -
Assault, fight 9 -
Investigation 8 -
Neighbor trouble ..o 4 oo
Law enforcement 32 1.3
Burglary ifi Progress ... 3 -
Check a €ar .eceveenns . 5 -
Open door, window ... .. 8 -
Prowler : 6 -
Make AN AYTESL ..crrievsnerocsrsenamasasees 4 . =
Totals 312 1000

Source: James Q. Wilson, “Varieties. of Police Behavior,”
Harvard University Press, 1968.

Approximately 20 percent of these calls re(!vuired
the officer to get information, about one-third of
the calls were for service, and only about one-tenth
pertained to law enforcement as such.

Characteristics Common to. Police Duties

Whether the police function is divided into 3?,
16, 45, or x number of specific duties, an analysis
of these duties will reveal that most involve a
whole series of common incidents. This fact has
an important bearing on police training as it re-
lates to police work.

A patrolman learns of an incident requir'ing his
services in one of two ways. He either witnesses
the incident or he is called to the incident. Pafrol»
men, detectives, plainclothesmen, and supervisors
all face exactly the same problem in responc'lmg
to calls, to get there as fast and safely as Possxble.
Here then is a phase of training that applies to .all
policemen no matter what role he is performing
at the time. Policemen who drive or operate ve-
hicles (cars, scooters, trucks, motorcyc}es, and even
helicopters) must be trained in thexr. use. The
foot patrolman must be trained in his approach
to a specific action. As an example., he must be
told not to run up six flights of stairs to quell' a
disturban-e. The winded patrolman will be in-
effective in cases where additional physical de-
mands are encountered.

What other elements do most of the patrolman’s
duties have in common? How can training be ap-
plied to these similar duties?

Once the patrolman arrives at the scen.e.of the
incident, be it a homicide or a traffic collision, he

must—

Protect the scene;

Detain participants and witnesses;
Seach for and recover evidence;
Take required reports;

Possibly effect an arrest;”

Aid injured; and

Clear the scene.

From what would the scene be protected? Peo-
ple, including other officers—so training.in how to
deal with people is indicated. Detention of par-
ticipants and witnesses also requires the ability to
deal with people. Witness.es often must be per-
suaded of their value as witnesses. /
requires listening. There are techniques’ which can
be. learned which will increase a persons effective-
ness as a listener. The successful search a.nd e-
covery of evidence not only requires train.mg in
criminalistics but also in the rules of evndem.:e‘.
The preparation of required reports reql-li.rf':s abili-
ties that can be improved by training; ablhtx-e§ such
as penmanship, spelling, composit'ion. Abll.lty to
deal with people also is required in the taking q‘i
reports since much of what an officer reports 1s
what he has been told by witnesses and part1c1Pants.
Effecting the arrest, again, requires the ability to
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deal with people. Aiding injured requires first-aid
training and also requires some understanding of
psychology.  Finally, clearing the scene involves
leaving the area so that the people using it will
be inconvenienced as little as possible. Almost
every duty, job, role of the policeman involves in-
teraction with other people. The need for train-
ing in human interaction cannot be stressed enough.

2.2 Attitudinal Research

The Community View of the Police Role

A 1968 Vera Institute study of the New York
City Police Department revealed that none of the
14 police-community relations activities studied re-
ceived a great amount of acceptance. Neither did
they receive outright rejection by the community.
Interestingly, a majority of patrolmen who work
in areas which utilize the community council pro-
gram believe that the program is fairly well ac-
cepted by the public, with organized sports activi-
ties for youth receiving the most acceptance.l®

The fact that the police are more optimistic
about their community relations programs than
the study indicatés that they should be, is probably
explained by the natural lack of objectivity that
one has of one’s own efforts. However, an im-
provement in communications between the police

~and the community would probably remedy the
difficulty. The correlation between police and com-
munity attitudes in this field must necessarily be
high. Anything else would indicate that the police
are giving to the community something that the
community does not want. New York City Police
are aware of the importance of the community
relations problem within-their city and they wish
to do something about it.

A recent public opinion survey in Hamilton
Township, Mercer County, N.J., asked two rele-
vant questions. What do people believe the police
should do and what do people consider important
in police service? According to the survey, police
functions ranked in the following order of im-
portance:*!

0 “Police-Community Relations—A. Survey Among New
York City Patrolmen”—A study for the New York City Police
Department and Vera Institute of Justice. ' (Report of Opinion
Research Corp., Princeton, N.J., August 1968). p. vi.

11 Ralph Green, op. cit., pp. 16-17.
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Advise, warn, or arrest
youngsters

Drunks and alcoholics
Rescue lost persons

Preserve evidence Recover property
Stop and question Control traffic
Arrest Assist motorists
Good community Give directions
relations Guard visitors,
Crowd control property
Search crime scenes Refer citizen's
Interview victims and complaints
witnesses Public nuisances
Issue traffic tickets Election day

Search and question Escort parades

prisoners School crossings
Make written reports Check business licenses
Testify Help people who lost
Inspect places keys
First aid Family disputes
Give information Pick up stray dogs
Mentally disturbed

persons

Naturally, any generalization based on the above
listing outside of Hamilton Township, should be
made with care.  However, this effort should be
considered as a start toward a2 more complete com-
pilation of community attitudes toward police, and,
supplemented by studies of communities through-
out the Nation, a pattern of community expecta-
tions should emerge which will aid the police
trainer in developing meaningful and useful police
training curriculums.

The Policeman’s View of His Role

The Vera Institute of Justice study in New York
City indicates that patrolmen feel that leniency on
the part of the courts has damaged their effective-
ness. The Mapp decision and the Miranda deci-
sion are particularly resented. “Half the patrol-
men also say the Civilian Complaint Review Board
has impaired the efficient performance of their

duties a great deal.” 12

The stop and frisk law and the Patrolmen’s
Benevolent Association are regarded favorably by
the policeman. However, he has little confidence
in established grievance systems.

By and large patrolmen are dissatisfied with the
amount of backing they receive from the depart-
ment. They feel they lack the authority to do
their job as the community would have them do

12 “Police-Community Relations,” op. cit., p. vii.

e ot g i

it:# The patrolman sees a general tre-nd to‘ward
permissiveness in society which results in leplency
in the administration of justice. He sees this atti-
tude as the opposite to the aggressive action he_ be-
lieves will do a better job of prevention of serious
crimes. In general, patrolmen believe that the pub-
lic wants more aggressive law enforcement a'nd they
believe police-community relations woulq improve
if more police protection could be provided, par-
ticularly by foot patrols. '

Patrolmen feel that the end result of a police-
community relations program is to develop‘better
public understanding of the police role in the
maintenance of law and order. It would seem,
however, just as important for the police to devel9p
a better understanding of the community and its
attitudes toward the police role in the maintenance
of law and order.

In black and Puerto Rican areas the opinion (.)f
patrolmen is divided on whether or not the public
wants greater minority representation among the
patrolmen assigned to the minority areas.

Although a majority of patrolmen_feel that geo-
ple in their area have at least “‘a fair arflount of
respect for the police, 43 percent of'pohce polled
felt, that people in their area have little or mo re-
spect for the police. Many patrolm.en think that
the police vocation receives less public respect than
other public service occupations. Qf nine occu-
pations listed, 46 percent of the police p?lled felt
that none were less respected than the police. TI}e
vast majority of patrolmen feel that t.he publ{c
does mot understand the job of the police. This
lack of understanding leads the public to place un-
realistic demands upon the police.

Police believe that the public is critical of the
slowness of police action; the public wants less at-
tention paid to minor violations; the public faYors
legalized gambling but does not fav.or. lega.hzed
marijuana or homosexuality; the' public is satxsﬁe'd
with police aid to sick and in]ured;. the pubh.c
wants more policemen assigned to their communi-
ties; and the public’s chief criticism of the pohc.e
concerns the alleged police failure to prevent seri-
ous crime. ' .

Nearly half of the policemen interviewed believe
that the public thinks that policemen should be
of the same racial and ethnic backgrou.nd as .the
public they serve. However, the majomtyvbeheve

13 However, for a different viewpoint cf. Skelly, p. 123.

that the public is satisfied with the proportions of
blacks, andt Puerto Ricans now on the force. .The ‘
majority also believe that the pub'lic is satlsﬁ'ed
with the way citizen complaints against the .p.ol'lce
are now handled. Additionally, no public criticism
of the actions of off-duty policemen is seen. The
police believe they are unjustly blamed by the pub-
lic for the failures of other city departments. Th‘ese
criticisms are concentrated primarily in low social-

income areas. )
Policemen cite a variety of reasons for public

hostility toward the police. Among the cited rea-
sons are—

The public feeling that it can get away with
being hostile toward police;

General hostility toward authority of any
kind;

A tendency to blame police for many of so-
ciety’s problems;

Past unhappy experiences with police;

The communication of unhappy experiences
that others have had with the police;

Qutside agitators;

People who take their troubles out on po-
lice;

The results of drinking;

The results of drugé or narcotics;

Police inability to reduce crime; and

Police inability to solve a greater percentage
of crimes.

Approximately one-half of the patrolmen inte}‘-
viewed believe that the public understands their
problems; few patrolmen, however, believe th.at the
public is enthusiastic about poli(fe-.ci)mmumty re-
lations programs, youth sports activities excepted.

Three out of four patrolmen believe that the

public has reason to commend the police for the
job they are doing and furthermore most patrolmen

feel little or mo reason for public criticism..

Strangély, however, most patrolmen feel t?le): woul.d
receive little or no help from the public 1f.tl}e1r
lives were in danger. Patrolmen see less permissive-
ness toward lawbreakers as the most helpful step
toward improved police-community relations. The
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table below is a compilation of police answers to
_ the question: “In view of the attitudes you have de-
scribed and your own experience as a policeman,
how helpful do you think each of the ideas listed
below would be in improving relations between
the police and the people in your area?”

Total patrolmen
(percent) *

Not Notat
Very  Fairly too all
helpful helpful helpful helpful

Less leniency on the part

of the courts .....uemrrannee. 82 5 2 8
Educating the public on )
the role of the police............. 60 24 8 5

Stricter enforcement of

the law by the police............. 60 20 12 5
Longer assignments in

one area so the police

can get to know the

people better.......oecroeneee 49 25 13 10
Assigning more police
£0 the AYEA .oveeremeneserrcencrennane 34 29 20 13

Having policemen of the
same racial and ethnic

background as the

people in their area............... 23 25 27 22
Community relations '

PrOZIAMS .ccurrervecennn ctanrvensenenes 21 49 19 8

Giving police more

training in human

relations and

PSYCROLOZY weoeeeviancarenarcrrnnnes 16 36 28 17
More police involvement

in housing and

sanitation problems.............. 4 7 30 56
Use of name plates

identifying the police............ 2 3 16 76

Source: Vera Institute of Justice,

Not only do patrolmen believe that court leni-
ency has reduced their job effectiveness, they also
believe it has caused a deterioration in their rela-
tionships with the community.  The following
compilation signifies the police attitude to the
question: “In your opinion, to what extent, if any,
does each of the following impair the efficient per-
formance of your duties?”

! Percent expressing no opinion is not shown.

.~ Total patrolmen
(percent) ? )
Agreat Afair Very Notat
deal amount little all

A tendency toward

leniency on the part

of the COUrLS ...umermuvremiuiannr 84 8 2 2
The Mapp decision which

forbids the use of

illegally obtained

evidence; i.e., evidence

secured during an illegal

search or seized under

illegal circumstances ............ 52 24 13 6
The Civilian Complaint
Review Board ....ccoocevvcccans 52 21 15 8

The Miranda decision
which requires police to
advise those in custody
of their right to remain
silent and to have an
EELR03 4 113 O, 41 25 18 11

Source: Vera Institute of Justice.

The stop and frisk law and the PBA were seen,
by patrolmen, as being more helpful than depart-
ment grievance procedures. To the question “How
helpful do you think each of the following is in-re-
ducing the pressures of your work?” the police
replied as follows:

Total patrolmen
(percent) *

Not Notat

Very  Fairly too all
helpful helpful helpful helpful

The stop and frisk law ............. 42 28 6 8
Representation by your
line organization
(PBA) i, 41 29 17 7

The informal means
afforded of discussing
your problems with
your supervisors and

commanding officer ......... e 24 31 21 17
The formal departmental
grievance machinery ............ 19 20 30 25

Source: Vera Institute of Justice.

In his classic 1951 study of department X,

William Westley described the police perception of
how the public regards the police as foliows:

The policeman divides the public into five general categor-
ies, according to the way he thinks they feel about him, the
way in which he must approach them in order to obtain
respect, their political power, and their reference to his aims,

1 Percent expressing no opinion is not shown,

The groups then form a rough continuum ranging from the
child who is thought to like the police, to react to kindness,
to have political power, and to have reference to the aims of
the police only in his status as a future citizen, through the
better class of people, the slum dwellers and the Negroes, to
the criminal who is thought to hate the police, to have no
political power, to whom force is the only intelligible lan-
guage, and who is useful to the police as he is apprehended
and convicted.**

Further, William Westley found that the police
regard “respect for the police” as so important they
are willing to exert their power to preserve it, even
if the use of this power itself approaches the unlaw-
ful. In fact, the “maintenance of respect for the
police” is characterized as one of the two “major
occupational norms of the police.”

Seventy-four patrolmen in department X were
asked by Westley to define incidents where they
would feel justified in “roughing a man up.”
Thirty-nine percent felt that this procedure would
be proper in cases of disrespect for the police. This
“# * ® supports the tnesis that the maintenance of
respect for the police is a major orientation of the
police.”

The symbol, to the patrolman of department X,
of disrespect to the police is the “wise guy.” A
method of handling this individual is described in
the following response:

* * * for example when you stop a fellow for routine
questioning. Say a wise guy, and he starts talking back to you
and telling you you are no good and that sort of thing. You
know you can take a man in on a disorderly conduct charge
but you can practically never make it stick. So what you do
in a case like that is to egg the guy on until he makes a
remark where you can justifiably slap him and then if he
fights back you can call it resisting arrest.

William Westley points out that the policeman
feels the need to punish this individual. Although

the officer knows he cannot legally do a thing to
the man, he determines a way to punish him and
still keep himself out of trouble.

Although the police in department X seemed
sensitive to public opinion concerning the use of
force, they exhibited lack of sensitivity in' their
method of achieving respect. Their attitude was
one of demanding respect. Respect would be
taught to those who failed to exhibit proper respect.

Violence was also condoned when the police were
sure of the guilt of the suspect, particularly if the
alleged crime was a sex crime. This attitude can
be summed up as follows: ‘““The offender had used
violence and it was violence that he deserved in
return.” The policeman is a cynic living in a
hostile world, according to this study of depart-
ment X. To protect himself, the policeman lives
in a secret world of police solidarity. He feels de-
graded and inferior (70 percent of department X
members interviewed stated they would not want
their sons to become policemen), looks for the
selfish motive, feels rejected, and consequently in-
tensifies his need for self-assertion, which becomes
articulate as a need for maintaining respect for the
police.

Another study, however, develops information

from a different perspective which tends to counter-
halance Westley's excessively “force oriented”
police, New York GCity patrolmen tested in a re-
cent study did not strongly concur that disrespect
shown to the police is justification, by itself, for the
use of force.rs The following table shows the re-
sponses in this area. A recapitulation of answers
to the question, “Most officers agree that some force
is necessary and justified when a citizen insults and
curses a police officer,” is as follows:

Year in academy and time tested

Strongly Strongly
agree Agree. Uncertzin Disagree disagree
(percent) (percent) (percent) (percent) (percent) Total

1961:  End of training

2 years in field
1962: Start of training

End of training
1963: 1 year in field

3d month of training

5 33 28 28 6 100.0
4 44 10 39 - 3 100.0
2 25 15 50 8 100.0
3 23 18 49 7 100.0
1 34 16 45 4 100.0
2 30 15 46 7 100.0
4 81 19 43 3 100.0

4th month of training

Source: John H. McNamara in “The Police: Six Sociological Essays," ed. by David J. Bordua (New York: John Wiley & Sons, 1967).

4 William Westley, “The Police: A Sociological Study of Law,

Custom and Morality” (doctoral dissertation, Department of
Sociology, the University of Chicago, 1951), pp. 175-179.

16 John H. McNamara, “The Police: Six Sociological
Essays,” ed. by David J. Bordua (New York: John Wiley &
Sons, 1967) , p. 213.




The fact that a policeman’s attitude toward his
role can change over time—can vary with his experi-
ence and background—is illustrated by Arthur
Niederhoffer’s study of police cynicism.*® The
police recruit will be less cynical than the experi-
enced patrolman. The new wvecruit will be less
cynical than the more seasoned recruit. Superior
officers will be less cynical than patrolmen (cyni-
cism being a defense against frustration). Patrol-
men with a college education will be more cynical
than those without. Patrolmen with preferred
details will be less cynical than those without. Foot
patrolmen will be more cynical than those who are
assigned to other duties. Patrolmen who receive
awards will be less cynical than those who do not.
Jewish patrolmen will be more cynical than non-
Jewish patrolmen (the assumption being that the
Jewish tradition stresses success in the professions) .
Members of the youth division will be less cynical
than members of the vice division. Finally, middie-
class patrolmen will be less cynical than patrolmen
coming from the working class.

The degree of cyricism that a patrolman feels
toward his work will increase in proportion to his
length of service up to about 5 years. From 5 to
10 years it will level off and, finally, at 17 or 18
years (approaching retirement) cynicism will be
reduced. Arthur Niederhoffer defines the prelimi-
nary stages of cynicism, at the recruit level, as
“pseudocynicism,” His second stage, ‘“romantic
cynicism,’” reached in the first 5 years, is particu-
larly damaging because the most idealistic members
of the force are most susceptible to this cynicism.
The third stage, “aggressive cynicism,” occurs near
the 10-year point and is marked by resentment and
hostility. Finally, in the last few years of his career,
“resigned cynicism” replaces the former, more
blatant type. This detachment may be passive and
apathetic or express itself as a form of mellow, if
mild, good will. It accepts and comes to terms
with the flaws of the system.

Another study analyzes the trait images that are
defined by police recruits (in three stages of train-
ing), Police Academy instructors, detective candi-
dates, and superior officers.  Forty desirable
personality traits were selected. These traits were
those expressed by 60 randomly selected New York
City Police Department sergeants. The traits were

18 Arthur Niederhoffer, “Behind The Shield” (Garden City:
Doubleday & Co., Inc., 1967) .

expressed as “those personal qualities constituting
a ‘good’ policeman.”? '
The following is taken from a “Trait Image

Survey” questionnaire.

TRAIT IMAGE SURVEY

This questionnaire is part of a larger research project in
which we hope to find out what qualities distinguish the best
possible policeman.

wour answers will be regarded as confidential. Thank you
for your cooperation.

Please fill in the following background information.

Name: Date.

1. Date of appeointment 2. Rank,

3. Years of service: Ptl.___ Sgt.___ Lt.__ Capt..__ Higher___

4. Present assignment: How Long:
5., Any complaints? How many?

6. Any awards,

7. Major previous occupations How long?.

10. Social Status__ .
(single or married)

8. Sex 9, Age

11. Number of years in school

Ry

INSTRUCTIONS

1. Read over the following list completely.

2. Select 10 qualities which you believe to be essential in a
good policeman:

3. Indicate the order of importance by placing a number
(1-10) in the space next to the quality selected. #1 is most
important, # 2 is next in importance, etc.

4. If you think some quality of importance has been omitted,
write it in one of the spaces provided under “Other”, and
indicate its numerical order as above.

12. Ethnic background

18. College graduate Major field

Type of Degree,

14. Graduate work Major field

Type of Degree.

17 William Wetteroth, “Variations in Trait Images of Oc-
cupational Choice Among Police Rercruits Before and After
Basic Training Experience,” (master’s thesis, Psychology De-
partment, Brooklyn College, 1964), “The Center for Law En-
forcement Research Information,” Washington, D.C.: Inter-
national Association of Chiefs ‘of Police, (vol. 1, No. 3,
autumn, 1965) , p. 29.
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Dedication Alertness
Air of authority Self reliance
Even tempered o Initiative
Efficient Cooperation
Good health Appearance
Common Sense Courtesy
_Emotional maturity Intelligence
Respeci for superiors Sense of humor
— Physical strength Patience
Hornesty Tolerance
Knowledge of the Courage
police job
Compassion
*Leadership
Discretion
Religious
Good family
Friendly background
Well trained Sobriety
Practical Integrity
Not naive Morality
Studious -Responsibility
Reliability Pleasant personality
. Well educated Industrious

OQther.

Before the actual beginning of training, recruits
selected the following traits ranked in order of

importance:

1. Alertness
2. Honesty
3. Job knowledge
4, Common sense

5. Intelligence
6. Dedication
7. Appearance
8. Well trained

At the end of their formal academy training the
recruits were tested again and the traits were

ranked as follows:

1. Alertness
2, Honesty
3. Courage
4, Common sense

5. Intelligence
8. Appearance
7. Well trained

Finally, at the end of the 9-month probationary
period, 5 months of which had been devoted to
field experience, the test was again administered.
‘Two important changes took place: Job knowledge
was added to the list; and courage was dropped,
indicating, perhaps, that a period of field training
had emphasized the importance of occupational
information.  Concomitantly, exposure to the
dapger involved in actual job performance had,
evidently, reduced its perceived importance, thus
relegating courage to a position of lesser selection
frequency.

The study made in connection with this present
research project examines the change that takes
place in the occupational image of the same group
over a lengthy period of some 10 years of practical
experience. As in most longitudinal studies, the
effect of social change over the intervening period
must be separated from the effect of occupational
experience, the variable under evaluation. This
is particularly true of a study which purports to
measure the police image. The past decade, with
its civil rights upheaval has seen major changes in
the role of the police officer. His tact, discretion,
and human relations expertise have supplanted his
law enforcement functions to the extent that schol-
arly civilian students of police science now describe
him as primarily a “peace keeper” rather than a
“law enforcer.” It would be rsasonable to expect
that, with this variation in public perception, the
current police applicant would view his anticipated
occupational role much as does the public of which
he is a member and, to a lesser extent, in terms of
his anticipated police career. Similarly, but to a

lesser extent, it would be expected that the occupa-
tional image of the experienced police cfficer, since
he has interacted with the public over the period of
social change, would be affected by the role the
public has created for him,

Thus, two major questions are raised in the pres-
ent study: Does a lengthy period of police experi-
ence alter the early opinions of an individual about
the personal qualities required for effective job
performance? If so, to what extent is the change
attributable to an altered public image of the func-
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tion rather than occupational experience? The
answer to the first question is sought by analyzing
responses to the checklist administered now, for
the fourth time, to 10-year veterans and observing
variations between their present responses and
those on the three administrations during their
earlier police careers. The second question relat-
ing to the effect of social factors is answered by
testing a current recruit group at time of entrance
to the academy. To the extent that differences in
the veterans' present choices vary in concordance
with those of the current neophytes, the change
may be attributable to a general public change in
attitude. Changes in veterans’ responses in a fash-
jon discordant with those of the new group may be
attributed to occupational experience.

Survey Methodology

Several refinements in the statistical methodology
were employed in the present study. The sensitiv-
ity of the scale was enhanced by awarding differ-
ential values to the various ranks selected in the
summaty scoring. The previous method had sim-
ply scored the trait a value of one if selected and a
zero if not selected. The rank value differentiation,
too, created a myriad of fine discriminations in the
statistical expectancies for each choice. Therefore,
the chi square formula, which depends upon the
difference between expected and observed frequen-
cies s was discarded and a model utilizing the
normal distribution was substituted. This method
simply compared the differences between the arith-
metic mean selection frequency of each, trait, after
allowing for appropriate rank values. Thus, the
trait selected as first choice received a value of 40,
second choice 39, and-so on to the 10th choice,
which received a value of 31.

After summing and averaging the scores, those
traits which had been selected with significant fre-
quency; i.e., greater than chance probability, were
identified and discussed. The differences between
administrations were determined by a statistical
formula known as the “t” test which, similarly,
indicates those which changed to a degree greater
than chance.

18 The chi square rationale is explained in considerable
detail in most texts-on statistical methodology. The reader
is referred to Edwards, Allen L., “Experimental Design in
Psychological Research,” New York, Rinehart & Co., 1950.

One difference in the recruit subject population
should be noted. In the earlier study there were
40 who had taken all three previous tests. During
the intervening decade, nine had left the depart-
ment for various reasons; thus, only 31 remained
available for testing on this, the fourth adminis-
tration. In order that the observed change might
reflect a precise measure of difference between iden-
tical individuals, the choices of the nine missing
subjects were eliminated from all four administra-
tions. Thus, two changes in methodology are
incorporated into the present study, which might
alter the previous results as well as affect the pres-
ent findings; namely, the differential values for
rank order of choice and the exclusion of nine
subjects’ responses previously included.

Results of Survey

The first comparison in the tabulation of survey
results concerns the answer to the second question;
namely, the effect of the social changes during the
past decade on the choices of present day police
recruits. An entering class of 246 recruits was
tested, that of July 1, 1968. The following table
lists the 10 traits most frequently selected by this
group and, for comparison, the 10 most popular
choices of the 1959 group at the time of their en-
trance into the department. The data are calcu-
lated by the revised methodology -previously
described and the numerical values awarded the
traits represent the arithmetic mean average at-
tained out of a maximum of 40.

10 traits most frequently chosen by recruits of
1959 and July 1968

1959 July 1968
Trait Average Trait Average
ALETINESS ooernernremssensersses 30.32  Alertness .....ooooiemeees
Job knowledge ..oonnoee. 30.19 Job knowledge
5 (101173 O—— 277%  HONESLY ooerveonneesenrmslesnans
Common sense Well trained
Dedication .....c.coceveuenee e Dedication ..........
Intelligence ....covemsern . Common sense ..
Respect superiors .. 2545 Intelligence ........
Well trzined Responsibility
Appearance ... Courage .......-
Reliability .ooooeceivvinnianns APPEArance ....cupweurees

The traits selected at entrance by the two groups,
appointed 10 years apart, show a remarkable simi-
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larity, almost identical. True, the rank order shows
a trifling variation, but none of the changes in rank
have statistical significance.2® If reliability and re-
sponsibility are regarded as similar in definition,
they may have been interchanged without altering
the overall intent of the subjects. “Courage,” tco,
was omitted from the 1959 recruits’ selections, hav-
ing averaged only 21.29; however, the difference
here, as in the above case, was also below the 5-
percent level, the ¢ score being 1.52.20 The values
of these traits are not given in the table on page 26
for the group which did not accord them prefer-
ence. “Responsibility” averaged 21.29 in the 1959
group. This differed from the 1968 value at the
1.54 level. ‘“Reliability” with the 1968 group av-
eraged 22.83 and the significance of the difference
was only 0.178. Therefore, even without according
the traits similar definition, neither : difference
reached the 1.96 value required for the 5-percent
confidence level.

One difference is significant, however. ‘“‘Respect
for Superiors,” which received a value of 25.45 with
the earlier group, was accorded an average of only
21.28 by the 1968 recruits. This difference was
significant at the 5-percent level, the ¢ score being
2.38. This may reflect a general trend among pres-
ént day youth to regard persons in authority with
a tinge of contempt, or, perhaps, the philosophy of
a generation ago which may have accorded auto-
matic respect to age and authority. The test for
the effect of social change, then, showed a minimal
influence on the occupational image of entering
policemen, it being limited to the current problem
of youth with authority figures. A later test, not
reported here, following 8 months’ field experience,
resulted in a significant increase in “respect for
superiors” (¢t = 2.54), the average choice being
23.48, a value which would have included the trait
in the select 10. They learned.

The primary objective of this study is, of ¢ s,
to answer the first question posed; namely, does a

relatively lengthy 10-year period of occupational -

experience serve to change the opinion of police-
men about their ideal occupational image as ex-

1 The term, “Statistical Significance” refers to a difference
of sufficicnt magnitude to rule out, for the most part, the
probability that it could have occurred by chance.

2% An explanation of ‘t’ scores and their values will be found
in Griffin, John I, “Statistics: Methods and Applications,”
New York: Holt, Rinehart, and Winston, 1962.
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pressed by trait preferences? As indicated previ-
ously, the experimental group of recruits appointed
in 1959, their number now reduced to 381, were
tested at the time of entering the occupation; again,
at the termination of their 4 months of training at
the academy, and a third time, after 9 months
tenure, following their first 5 months of field experi-
ence. The change observed was considerably smaller
than previous experimental evidence on the effects
of the intake of additional occupational ‘informa-
tion would have led us to expect. One possible
explanation of the relative durability of the occu-
pational stereotype may be found in the notion
that the lifetime careers, such as doctor, lawyer,
policeman, nurse, and the like, frequently form the
basis of children’s games. As such, they become so
familiar to individuals at an early age that their
occupational image becomes stereotyped and may
persist even under a forced reappraisal =ich as the
trait checklist, and in spite of some actual job ex-
perience. Obviously, a year of police.experience,
including both early training and field work,
failed to alter the early impressions of the police
recruits under study to any appreciable extent.
The effects of 10 years’ experience, however, are
delineated in the table on the following page.

The differences between the three different tests
given the 1959 class are not identical with the re-
sults reported earlier in this chapter owing to
changes in statistical methodology and the differ-
ence in the content of the group. Only one sig-
nificant change occurred between the first two
administrations of the test. ‘Dedication” was re-
duced in value from 26.9 to 21.6 and does not even
appear among the highest 10 traits on the results
of the past administration. This difference is
significant at the 5-percent level (¢=1.99). Other
changes were decreases in ‘“respect for superiors”
(t =1.66) and “job knowledge” (¢t = 1.84). Both
of the latter changes, although substantial, did not
reach the 5-percent level of statistical significance.
An increase was noted in the choice of “courtesy,”
but, as in the case of the previous two traits, it did
not reach the required level of significance.
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10 most frequently selected traits (recruits appointed October 1959)

Test 1 Test 2 Test 3 Test 4
(at appointment) (after academic training) {5 months in field) (after 10 years' experience)

Trait ‘ Average  Trait Average  Trait Average  Trait Average
Alertness .c.oveceonsies 30.32  Alertness ... 82,76 Alertness ..o HONESLY ooveracrrsnnnsiresecins
Job knowledge Intelligence . . 2982 Common sense .. Common. sense ...
Honesty ........... Honesty ... 2744  Honesty ... Dedication ............
Common sense ... Well trained ... 2724  Intelligence ... Job knowledge
Dedication Common sense . . 2698  Job knowledge Alertness .....cccoceseesrnnies
Intelligence Courtesy ..o e 25,19 Well trained INtEgrity ..vvnenreecrrcnrnnennne
Respect superiors ... 2545  Job knowledge ....... e 25,15 AppeEArance ... Emotional maturity ... 24.26
Well trained .......... weees 24,68 Appearance ... 2500  COUrage ...ccoecmeruseecernns Well trained ..o 24.16
Appearance ., - Courage Courtesy ... . Intelligence ... .
Reliability ... oo 2252 Efficiency Reliability ...cerennnes 2371  Initiative ....cvecevieireens

No trait changed significantly between, tests two
and three, the period of field service. “Coopera-
tion” (1=1.66) and “physical strength” (¢t = 1.80),
neither of which appear among the top 10, showed
substantial decreases, but since neither had received
a high degree of acceptance on either test, the sig-
nificance of the change must be conjectural.

The differences, of course, which are of primary
concern are those which appear on the fourth test
after 10 years police experience. A striking change
took place in the popularity of “‘alertness.” After
having maintained a consistent first place on all
previous tests and having been chosen at a statisti-
cally significant level in all three cases, “‘alertness”
was relegated to fifth choice by the veterans and
not even accorded acceptance at the 5-percent level.
Similarly important is the emergence of “emotional
maturity” to a position of prominence. The trait,
which had averaged only 18.5 on the administration
following early field experience, was accorded a
value of 24.2 by the veteran patrolmen, not quite
enough to reach a statistically significant level, but,
being chosen seventh, it was within the highest 10
choices. “Dedication,” which had failed to reach
visible popularity in the two tests subsequent to
entrance, reappeared strongly in third place, its
28.3 average being significant at the 10-percent
level. The change between test 3 and test 4

(t = 1.78) approached significance.

Two changes occurred in traits which did not
reach a significant popularity level on any previous
test, “‘even tempered” (¢t =1.96) and “compassion”
(t = 2.50). The latter changes are important be-
cause their increase in choice frequency is signifi-
cant and they are in the direction which would be
expected in the light of changing times.

“Integrity” was included in the top 10, but fell
slightly short of the required significance level.
The importance of the emergence of “integrity” as
a choice is underlined by the selection of “honesty”
for first place and at the 1-percent level of choice,
and by the return to favor of “dedication,” a qual-
ity which had been relatively neglected since the
preappointment test. It is worth mentioning, how-
ever, that “dedication” was also selected by the
recruits in 1968,

A trend toward more humanitarian traits is ob-
servable in the changes between test 3 and test 4
and this trend is clearly evident in the table that
follows:

Variations in choice frequency
between test 3 and test 4

Increase Decrease
Honesty Appearance,
Dedication ......ecescneniesansinas Alertness.*
Integrity Intelligence.
Emotional maturity® ....ceeeerceae Well trained.
Compassion® 2 Reliability.
Even tempered® 2 ......oecerececnsenas Courage.?

It is apparent that the decreases occurred in
traits which reflect the police officer’s image pre-
dominantly as that of a law enforcement officer.
These are the action oriented variables, the so-
called “practical” qualities. The “alert,” *‘well-
trained,” “‘courageous,” “reliable” police officer who
presents a natty appearance is a thing of secondary
importance to the veteran police officer of today.

1 Significant difference.
2 Not selected within 1st 10 on either test.
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On the contrary, the present-day officer, experienc-
ing as he does, a daily confrontation with pathetic
situations of a nonlaw enforcement nature, is more
an ‘“agent of social control” than the *frontier
marshal.” As such, he perceives himself as embody-
ing the qualities of “emotional maturity,” “integ-
rity,” “honesty,” and “dedication.” The movement
toward “even temper” may reflect his need for
restraint in the face of the insult and abuse which
have been his lot of recent yeais. The trend
toward ‘‘compassion,” too, is compatible with the
officers’ awareness, now, of their role with the sick,
the injured, and the emotionally disturbed people
with whom they are so often thrown in contact.

Implications for Training

One question that appears most reasonable to
ask at this point is, why did it take so long for our
experimental group to come to these realizations?
One would have expected this awareness to have
been present at the termination of academic train-
ing, or at the very latest, the conclusion of their
early field training. One possible explanation for
the lengthy interval could be offered in terms of
the social change which has occurred and has pro-
duced the present condition which results in a
revised occupational role image for policemen;
that the previously expressed images were appro-
priate to the times. If this argument is true, how-
ever, how does one explain the fact that present day
recruits have essentially the same choices as those
of 19592 It would appear from the findings that
the altered -image is a result of occupational experi-
ence rather than changing times.

The effective performance. of police functions
demands that the officer have a realistic self-image.
The -academic training period and early field ex-
perience apparently had little effect on the initial
preconceptions of New York City recruits, although
James W. Sterling found that the police of other
cities did, indeed, alter their preconceptions during
the early training period. Perhaps the New York
City recruit is unique in that he clings to his
original occupational image until experience finally
compels him to face the reality of the situation. It
may also be that the training program at the acad-
emy has not been successful in converting the re-
cruit to the desired attitudes. In either case, the
necessity for an intensive human relations training
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program in New York is obvious. Regardless of
what efforts in this direction have been made to
date and notwithstanding the extraordinary num-
ber of hours which have been devoted to this area,
the end product, the attitudes of the recruit show
little trend in the desired direction. Recominenda-
tions to alleviate this difficulty appear in later
chapters of this report.

2.3 Who Are the Recruits

Entrance Procedure

Young men who apply for employment in the
New York City Police Department do so by sub-
mitting a brief preliminary application to the city
department of personnel, the central hiring agency.
They must be high school graduates or possess a
high school equivalency diploma or acceptable
GED certificate. There are no preemployment resi-
dency requirements, but at the time of appoint-
ment they must live in New York City or one of
six adjacent counties in New York State. They
must be U.S. citizens and possess a valid New York
State motor vehicle operator’s license.

Physically, their height must be at least b feet
7 inches, a figure recently reduced from 5 feet

. 8 inches in the hope of qualifying some of the many
Vision must be .

shorter Puerto Rican residents.
20/80 in each eye without glasses and they must be
othexwise in good physical condition without a

history of any permanently debilitating disease.

They must be 21 years of age at time of appoint-
ment and less than 29 at date of filing application.
Thus, no member of the incoming class may be
under 21, but, depending on the interval between
filing and appointment, may be somewhat over 29.
Years spent in the armed services may also be de-
ducted from the maximum age limit.

They must pass a written examination simflar to
an intelligence test and a physical exam which tests
agility and strength. The grade achieved on the
written exam establishes the place on the eligibles’
list; the physical is merely gualifying.

There is some statistical evidence that the ex-
amination passing grade of 75 percent is scaled to
accommodate recruiting needs. The fact that the
department of personnel, the agency responsible
for recruiting, is also the examining agency, pro-
vides some rationale for the implication. The
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following table shows the proportion of persons apparent from these data that so.me rescaling may IQ scores of recruit classes, New York Police of the police department. In addition, the rules of the city oy
passing the extrance exam since 1946. Assuming  have been effected on'the passing grade. ‘This Academy, 1962-69 civil service commission provide that no person convicted of
that the exam from year to year has a similar diffi- lowering of standards is reflected in the mental petty larceny, or who has been dishonorably discharged by !
] and that there is no reason to believe  ability scores shown in the table on page 31 and the Class Number AverageIQ  the Armed Forces shall be examined, certified or appointed ;
culty level and that there is ¢ 19 ccessfull : as a patrolman. :
that the applicants vary much in intellectual cali-  chart on page 32. The 1968 test was su ully. February 1962.......o.oocoeerrrrseren 239 107.99 . 3
ber, one would expect a fairly similar proportion passed by six out of seven candidates and two-thirds April 92 107.84 After passing the written and physical exams, the i
of ’applicants to pass from one year to another. of those also passed the physical. In 1969, for the June 147 105.14 candidate prepares a detailed 12-page application i
Yet, over the 22-year period between 1946 and  class of May 16, the 1Q average plummeted to a new October 835 108.55 form for the personnel screening unit of the police 7%
1968 th of those passing varied from 22.0  low of 93.19. December 385 10583 department where a police investigator is assigned A
€ range passing vai ) February 1968 ........oewowoerrverins 448 106.96 to th A le of this f t th :
percent in 1953 to 79.04 percent in 1968. It is June 709 105.65 o the case. sample of this form appears at the ]
end on pages 40 to 51. In the past the investigating \
October 577 107.98 staff was able to complete all the investigations
. T ; anuary 1964 ........inenenens 548 105.57 . .
Number taking exar.nmatzon for patrolnllfm/ f; "l;c-eétjgoman, JApril ’ _ 475 105.05 prior to the date of appointment. Manpower de-
number passing and number on lst, October 141 109.55 mands have reduced the complement of investiga-
Patrolman Policewoman December 156 108.93 tors so that relatively few cases are completed prior
Year Took exam  Passed exam On list Took exam  Passed exam On list February 1965 .......coeuuneerevrrnsonncess 379 10451 to the applicant’s attendance at the police academy
April 376 105.60 and some are even outstanding beyond his assign-
19451 g 3000 July ’ 362 105.64 ment to a field command,
1047 16,274 4488  September 264 103,84 The incomplete investigation may later prove to
1947 » : ’ December . 408 105.42 be a disqualifvi d. if it is th
U o : , qualifying one and, if so, it is then neces-
March 1966 .....e.c.cueceenireemsnacsnnens 304 108.66 . .
194D 2omoooooeoeemessssssieeenes e e o March 2 24 11 sary to discharge an employed police officer, whose
1980 2.ooioooeeesesesnesiessietesssssniesss vwesess e 6995 June . 619 105'76 conduct on the force may have been exemplary,
1951 ..... : 21,736 ’ August 493 105.64 for causes completely unrelated to his employment
1952 2 e wmmeeessre semessssss wsesssssse . ¢ o e . ) .
195§ : 10,923 2072 1887 September 568 102.88 record. This inequity operates against both the i
1954 10,681 6,073 3,684 MArch 1967 wooreevvrreersesreneeee 605 105.38 recruits and the department. The many recruits
1955 14512 4,827 4,827 May ., 249 106.12 whose * investigations are incomplete are uneasy g
1956 . 11,418 6,177 6,177 February 1968 .......ocoooovovemsesiouneee 362 105.00 about the final result, a damaging factor to their :
1957 8,492 2926 1875 July : 239 99.50 morale and one which may distract them from
ig:gg 8771 5109 3881 Marcli 1969 ....vecciinvenrecnicniviencennns 527 98.30 their studies during their training period. The
1960 8,630 3.670 2,361 May ggg gg;z employed patrolman who is' later discharged has i
1961 7,005 3,358 2,288 June ‘ - lost a considerable financial invest:ent in uniforms
1962 . ‘ 18,306 6,101 6,101 s e e * Policewomen, ' and equipment, He has given up his previous : z
lggi, l;.ggz 2,;7)2 g,;’;g .......... Source: New York Police Academy:. famployment .and Ifla)' now he}ve d.iﬂiculty obtain- :'»1
1965- o a4 10744 ing another job with the police discharge on his . v“
1966 6,458 2,416 2240 e e The Character Investigation record. .The department, too, suffers .because, al- ]
1967 ... 25,189 13.639 & J U — . ) though it may be argued that the applicant should :
1968 7,776 6,146 4547 e e The final"and very critical requirement, “proof  have known he was disqualified, it may also be that
 No records of good chargc;er” is defined in the notice of ex- he did not. In any event, it would seem that the ;
3 No exam. amination as follows: human sympathy of hearing board members, later ;
* Exam held in 1950; list es.tab!ished 1951. Proof of good character will be an absolute prerequisite to O be described, would incline them to be more
Source: New York City Police Department. appointment. The following are among the factors which lenient with the employed policeman than to a :
would ordinarily be cause for disqualification: (a) conviction i)reemployment candidate with no investment at
of a misdemeanor or an offense, the. natl'u'e of which in‘dicates stake. Moreover, the policeman, ultimately dis-
lack of good moral character or disposition toward violence charged in thi r b lastin d :
or disorder; (b) repeated conviction of an offense, where ged 1 15 manne', may 4ear a lasti g grudge v
such convictions indicate a disrespect for the law; (c¢) re- at the apparent unfairness, a grudge which may
peated discharge from employment where such discharge create problems for other policemen who come
indicates poor performance or inability to adjust to disci- in contact with him in the future. ;
: pline; (d) addiction to narcotics or excessive use of alcoholic The results of the character investigation may i
’ beverages; (e) discharge from the Armed Forces other than be exemplified by the data on those candidate |
the standard honorable discharge. In accordance with the ¢ I empli )’ . S i
provisions of the administrative code, persons convicted of passing the te‘St in January 1967. Of the total ;
a felony are not eligible for positions in the uniformed forces ~ number investigated, only 2 percent were scored as
30 31 {
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IQ SCORES OF RECRUIT CLASSES

NEW YORK POLICE ACADEMY 1962-1969
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“excellent” by the investigators, 22 percent were

- marked “good,” 31 percent “questionable” and 45

percent closed out because of withdrawals or un-

- cooperativeness. Thus, only 24 percent were ac-

cepted unequivocally. Thirty-one percent were re-
quired to go before at least one hearing board
(there are two). The candidate hearing board,
sometimes known as the “prime” board is staffed
by three superior officers of the department. F¥or
the group in question, this board approved 82
percent of the cases coming before it and disap-
proved 18 percent. The disapproved persons then
had the opportunity to appeal to the principal
hearing board, which is staffed by two deputy com-
missioners, the chief clerk of the department and
five high-ranking police officers. This board ap-
proved 53 percent of the appeals and disapproved
47 percent. Although it is not possible to cal-
culate the ultimate. disapprovals exactly because in-
dividuals involved in some cases may have ceased

O
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further efforts at any one of the levels at which
disqualification occurred, interviews with investi-
gators indicate that about 9 percent of the original
“questionables” are finally rejected. The propor-
tion may be even smaller. However, it must be
remembered that 45 percent of the original list was
closed out for various reasons.

The Otis Higher Test of Mental Ability is ad-
ministered to all candidates prior to entrance into
the department. This is not a qualifying test, since
it is administered by the department, not the test-
ing agency, and no candidate is rejected as a re-
sult of a low score. Those scoring below 90 are
retested and if they repeat below 90 are given a
nonverbal paper and pencil test, the “Revised
Beta.” So much criticism has been leveled against
the validity of IQ tests as a measure of intelligence
for those with language barriers or the culturally
deprived that the performance test, the Beta, being
relatively independent of English reading ability,

was added in order to gain some reasonably valid
measure for the groups in question.

In order to test minority group criticism of the
validity of IQ scores for incoming police candi-
dates, the results of the July 1968 class were ana-
lyzed by ethnic groups and no significant differences
were found between the average of the class as a
whole (n=245) and those of the black (n=30)
and Puerto Rican (n=—17) minority groups. In
the latter case, the variation within the group was
so small that only one of the 17 scored below 90,
whereas 31 of the total class were below that level,
It would appear that, for police candidates at
least, the IQ) score does not discriminate to any ap-
preciable extent between ethnic groups (see table
below).

As indicated, the mental ability test is not a
screening device, It was initiated in 1956 as a check
on the level of passing grades admitted by the De-
partment of Personnel. Over the years the average
has remained close to 105, a relatively acceptable
level, although a higher one would be desirable.
In the years 1956-62, for which data are not avail-
able, lists were considerably longer than at present
and it was possible to observe differences between
classes appointed from the top one-third of the
list, the middle, and the lowest -one-third. These
usually ranged from 110 to 105 to 102, Current
lists being smaller and more frequent, this kind of
analysis is more difficult because there is some over-
lapping of iists within classes. Thus, the lowest
part of one list might be found in the same acad-
emy class as the top of the immediately subsequent
list.

Class of July 1968, ethnic background analysis and
mental ability scores

Ethnic background: Number Percent
White 198 81
Black 30 12
Puerto Rican ......c.oeeecemssonnes 17 7

Total 245 100

Mental ability score:

70t0 79 2 1
80 to 89 29 12
90 to 99 102 43
100 to 109 79 33
110to 119 20 8
120 to 129 7 3
Total 1239 100

* Average 99.5; standard deviation 94; 6 scores were not
available.
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A sharp drop off in intelligence occurred in the
class of July 1968. In analyzing the list position
of this class, it was found that the bulk of the class
(80 percent) had taken Department of Personnel
examination No. 8046 and that no meniber of the
class had scored well enough to be placed above
No. 1914 on the eligibles' list. The remaining 20
percent had also placed in the lower parts of other
lists. The dropoff has continued through the
classes of March 1969 and May 1969, the latter
class having reached an alltime low of 93.19. Even
though the class of June 1969 made some recovery,
its average was only 99.20, a considerable distance
from the scores of earlier years. The data in the
table on page 31 indicates a difference between the
first 1,000 recruits appointed in 1962, the earliest
group for whom IQ data is available, and the last
1,000 appointed in 1969 of 3.51 poinis on the arith-
metic mean. This difference is significant at the
I-percent probability level, indicating that it is
highly unlikely to have been-a chance occurrence.
This reduction in intelligence level poses training
probiems, for, regardless of whether the test meas-

ures something called “true” intelligence, it is re-

lated to the ability to read, write, and, in general,
to academic achievement. Deficiencies in this area
demand tremendous motivation for academic suc-
cess and it is debatable whether learning under
such a high drive results in the same performance
as similar learning by those with greater academic
aptitude. Revisions in instructional methodology
required to suit the new type recruit being at-
tracted to the department will be outlined in later
sections of this report.

Notwithstanding the altered training techniques
available to adapt to the new situation, there are
minimum levels beyond which it is not safe to drop
if the department is to employ men who are ca-
pable of solving problem situations and reacting
quickly and effectively when such situations appear
suddenly. Certainly, a class average of 93.19 must,
at least, approach this minimum,

This city is not alone with respect to the appar-
ent declining quality of incoming police’recruits,
Whatever the reason, the same phenomenon is tak-
ing place in most parts of the country. In project
staff discussions with police administrators and
training personnel in the various police agencies
visited, many of these persons were frank to con-
fess problems of a similar nature.
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In any case, the trend should be reversed. It is
therefore recommended that the police department
take up this matter with the City Department of
Personnel. That agency does not have access to
police IQ data and may be unaware of develop-
ments. Together, steps can be taken to regulate
the quality of intellect succeeding on the entrance
examination.

Age of Entering Recruits

Three classes of recruits were studied, the class
of February 1968 (n=350), July 1968 (n=229)
and March 1969 (n=411). The arithmetic mean
age of the February class was 25; however, the
greatest proportion of the group (22 percent) was
24, Eleven had reached age 30 (3 percent). Not
a single member of the class was only 21. How-
ever, the February class was tested later than the
other two groups because of lengthy field experi-
ence, which added about 8 months to the age
average as well. If this delay is taken into ac-
count, the average age would be reduced to 24.24.

The age of the class of July 1968 averaged 24.97,
about 8 months older than the other two classes.
It will be recalled from the discussion of IQ that
this class was drawn from the bottom of eligibles

lists and their appointment was, therefore, delayed.
Thus, not only do those who bring up the rear on
the entrance exam tend to be of lower mental
ability but also they would tend to be older.
Therefore, the two factors should not be confused
as casual relationships. The bulk of the class (21
percent) were at the 25-year level.

The March 1969 class, like the February class,
averaged 24.24 years at time of entrance. Of this
class 18 percent was at the 25-year level.

The grand total of the three classes (n=990)
averaged 24.24 years of age with the bulk of the
population (75 percent) between the ages of 22
and 26. Certain inferences can be drawn from
these data: Most of the men can retire at a fairly
early age, somewhere between 42 and 46, for this
is a comparatively youthful group. In one respect
it is to the advantage of the Department to recruit
young men because they are less set in their ways
and more susceptible to adapting to the established
norms. However, if the established norms are
other than those which the department wishes to
perpetuate, some training measures need to be
taken to interrupt the traditional process.
training escort program, described in a later section

of this report, is designed precisely for that purpose.

It is encouraging to see younger people interested

Ages of entering recruits, New York Gity Police Depariment, 1968-1969

The

R Class of February 1968  Class of July 1968 Class of March 1969 Total of all classes
Age Number Percent Number Percent Number Percent Number Percent
21 0 0 20 9 29 7 49 5
22 41 12 24 10 82 20 147 15
23 49 14 24 10 71 17 144 15
24 76 22 24 10 63 i5 163 16
25 62 18 49 21 66 16 177 18
26 44 13 26 11 39 9 109 11
27 23 7 23 10 26 6 72 7
28 22 6 19 8 21 5 62 6
29 22 6 11 5 9 2 42 4
30 11 3 9 4 5 1 25 3
Total 350 101 229 98 411 98 990 100
Average 25.00 24.97 24.14 24.24
Standard deviation 2.21 250 2,18 242

in a police career. Older men may be motivated
to become policemen because they have failed at
other occupational efforts and are fleeing to the
protection of civil service. There is some reason to
believe that those under 25 assume the occupation
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with a more positive attitude. Additionally, polic-
ing is an occupation that makes considerable
physical demands upon the individual, and
younger people are more likely to respond to these
demands successfully over the 20 years or more that

they spend in the police job. It mus: e admitted,
however, that the more mature judgment of the
older person may offset some of the advantages of
youth. Nonetheless, the advantage of a youthful
police force is’ not negated by the argument of
maturity.

Domestic Status of Recruits
Of the 1,086 recruits in the three classes tested,
366, or 35 percent, were single; 664, or 64 percent,

married; and 6, or 1 percent, divorced. (See the
following table.) Since the average age of the
group was 24.2, it would appear that police appli-
cants tend to marry rather early, a tendency which
may indicate their interest in security and stability.
These are characteristics of the police job as well as
marriage. Perhaps they will also fill these needs
occupationally. Arthur Niederhoffer has indicated

that security is the “foremost lure for the typical -

candidate.”

Domestic status of recruits, New York City Police Department, 1968-1969

Class of Fcbruary 1968 Class of July 1968 Class of March 1969 Total of all classes

Number Percent Number Percent  Number Percent Number Percent
Singlc_: ................................. 125 34 84 35 157 37 366 35
Married .. 241 66 159 65 264 62 664 64
Divorced ...cociseecsenecmrennenes 0 0 0 0 6 1 6 1
Total cvvereeerenencrerenerenes 366 100 243 100 427 '@ 100

1,036 100

Father's Occupation

As indicated in the table below, the bulk of re-
cruits were reared in lower socioeconomic sur-
roundings, if we assume that unskilled workers are
at the lower end of the wage spectrum. A rela-
tively ?small percentage of the recruits did not
respond and were relegated to the unskilled cate-
gory. A total of 616 were polled on the question.

An appreciable proportion (22 percent), however,
come from families whose principal breadwinner

was a skiiled worker and another 13 percent were

fathered by a professional, proprietor, or manager.
Thus, a total of 35 percent of the current classes
of recruits come from, at least, an upper middle
class background. . Another 17 percent are from
what are probably lower middle class homes.

Recruits, New York City Police Department, father's occupation!

Class of July 1968 Class of March 1969 ‘Total of all classes

Number Percent Number . Percent Number Percent
Professional or proprietor 13 5 27 7 40 6
Mz.mager 25 10 20 5 45 i
Skilled worker 50 21 87 23 187 22
Ux}lfnown — unskilled 115 48 171 45 286 46
Mlh}ary 0 0 2 1 2 0
Service — clerical 37 15 69 18 106 17
Total 240 99 376 "_lf—) ai‘ %

! Information not available for class of February 1968,

These data are somewhat at variance with those
of Arthur Niederhoffer and J. H. McNamara who
made similar studies of police recruits about 1964
and 1961, respectively.”* With due consideration

“ Eilbert, L. R,, J. H. McNamara, and V. L. Haven, “Re-
search on Selection and Training for Police Recruits,” Flrst
Annual Report, Pittsburgh, Pa. (American Institute for Re-
searc,h, 1961) , p. 193,
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for certain errors resulting from combining cate-
gories in order to compare the two earlier studies,
it would appear that the present group far exceeds
the earlier groups studied in the proportion coming
from lower class, unskilled labor type homes. The
table on father’s occupation shows that 46 percent
of the present recruits’ fathers were unskilled
workers. Niederhoffer’s results showed only 9.3




percent and McNamara’s only 10.1 percent of the
fathers to be unskilled workers. Although Nieder-
- hoffer classifies all categories -from clerical worker
to unskilled farmworker as the working classes,
there are undoubtedly levels of working class occu-
pations considered substantially higher than others.
It would appear from the data that the early socio-
economic background of recruits has declined con-
siderably in the relatively few years intervening
between the earlier researchers’ studies and the
present one.

Another interesting difference appears in the
proportion of recruits whose fathers were police-
men. McNamara reports that one-third of the 28.1
percent who were service-household workers were
police officers or had police-type duties. A special
study of 1,226 men in the May and June 1969
classes of recruits found only 27, or 2.2 percent,
whose fathers were policemen. This difference is
so striking that it appears to bear interesting im-
plications, which must, of course, be speculative in
nature. It cannot be explained by the increase in
black and Puerto Rican recruitment—increases
which, while they are high percentagewise as com-
pared with previous intake, do not represent a
large number of persons. However, this increase
may be a partial explanation. The more likely
explanation may be related to the decline in socio-
economic status of the home background. Police-
men are oriented toward improving their own
educational status and that of their families. As-
suming that they have been successful in encourag-
ing their sons to complete college, these young men
may now be seeking professional careers of a more
traditional sort than that of the uniformed police-
man. = Perhaps some enter the Government law
enforcement services, like the FBI and the Treas-
ury agencies, However, it does not augur well for
police recruitment of coliege graduates if the sons
of policemen seek other employment.

The proportion, in the present study, whose
parent was a professional or manager is almost
identical with the findings of Niederhoffer, namely
about 13 percent. It differs considerably from the
22 percent found by McNamara. This is consistent
with the findings in other areas indicating a move-
ment in father’s occupation in the past 8 or 9 years
from skilled workers, managers, and professionals
to unskilled and service workers. Niederhoffer's
study was more recent.
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The table on pages 38 and 39, “Previous occupa-
tions of recruits,” indicates that the bulk of the
recruits center about the service-clerical area (36
percent). The skilled workers (80 percent) com-
pare favorably with this group, and the unskilled
category is 22 percent, somewhat lower than the
other two, McNamara found a somewhat different
relationship in 1961, namely 52 percent service, 36
percent skilled, and only 3 percent unskilled. It is
the last category that shows a striking difference
and it is concordant with the finding in the previ-
ous paragraph concerning the trend in father’s
occupation. A far greater proportion of present-
day recruits were previously unskilled laborers
than was the case in 1961. Only a few years have
intervened, which makes the difference significant
and provides an indication of the occupational
areas from which recruits will continue to come in
the next few years.

The average time spent by the recruits in their
previous occupations was 4.02 years. Considering
that the average age was only 24.2, it would appear
that most have had only one previous employment
and have been rather steady at it, a promising sign
for their tenure as policemen.

Educational Levels of New York City Policemen

The table on page 37 depicts the educational
levels achieved by New York City police. In analyz
ing these data one must be aware that for the
earlier years the figures on college degrees may not
reflect the entering status of the individuals con-
cerned. Many policemen have earned degrees
after their appointment, the largest proportion at
the Bernard M. Baruch College and the John Jay
College of Criminal Justice of the City University
of New York. The figures for more recent years,
however, probably are a fairly valid reflection of
the college degree level at the time of appeintment.
Assuming that a few recruits appointed since’1965
have completed degree requirements and ignoring
the earlier years, the data would indicate that there
has been no appreciable decline in the number of
entrants with either the associate or bachelor's
degree. Notwithstanding the stability of the data,
the proportion of entrants who are college gradu-
ates is extremely low and has been for many years.
Arthur Niederhoffer has stated that during the
years 1958 to 1963, of 15,000 policemen appointed,
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only 320 (just over 2 percent) were college grad-
vates. If the associate degree were included, the
figure might be somewhat higher, but even at its
highest point the total of all degrees would be only
slightly higher than b percent. For the later years,
with more accurate data, the high point is 4.1 per-
cent in 1965 (and some of these degrees may be
subsequent to appointment). The lower propor-
tions for the years 1968 and 1969 are too small and
toc recent to indicate an adverse trend. Nonethe-
less, in the educational area, as in the areas previ-
ously discussed, there is no reason for optimism
concerning an improvement in recruit standards
which would contribute toward professionalization.
The one hopeful sign is in the numbers of incum-
bents who are presently attending college, a fair
proportion of whom should ultimately earn degrees.

There has been considerable speculation that
increasing numbers of entering recruits are estab-

lishing their eligibility through the equivalency
diploma rather than high school graduation. The
concern of the administrators is in the possible
lower academic ability of the equivalency diploma
holders. Although, for 1968, this group reached a
level of 20.2 percent, this is not a cause for disquiet.
During 1960, of the 555 appointed, 34 percent
entered by the equivalency option, and between
1961 and 1965 the proportion was consistently over
19 percent. True, the 1966 percentage was 16.6
percent and during 1967 and 1968 the proportion
has risen about 2 percentage points a year; perhaps
a trend is being established. The proportion, how-
ever, is still far below the years 1957-60, when
there was no particular uneasiness about the ability
of such diplomates. Notwithstanding this reassur-
ance, the performance of these individuals should
be evaluated for possible inadequacies which might
make it advisable to discontinue the option.

Educational achievement as of 1969 of members of the New York Police Force, appointed between

1955 and 1969
Yearof - Total Less than High school High school Some Associate Bachelor’s  Master's.
appt appt'd high school equivalency graduate college study* degree? degreet degree
No. 9% No. % No. % No. % No. % No. % No. %
2,944 504 171 512 174 1928 65.5 446 151 60 20 78 26 5 .2
1,486 134 9.0 337 227 1015 68.3 322 217 40 27 41 28 3 2
1.636 5 3 537 328 .. 1094 66.9 290 177 33 20 49 30 3 2
419 1 2 117 279 301 718 87 208 3 7 14 33 £ 10
863 1 1 237 275 625 724 172 199 1517 38 44 5 6
555 - - 191 344 364 65.6 85 153 7 13 10 18 - -
1,401 - - 277 198 1124 802 368 263 29 21 43 3.1 2 1
1,120 - - 215 192 905 80.8 316 28.2 24 21 30 27 3 3
1,479 - - 292 19.7 1187 802 369 249 34 23 27 18 2 1
1,171 - - 224 15.1 947 809 - 284 24.2 24 20 22 19 - -
1,690 - - 333 197 1357  80.3 430 254 29 17 41 24 1 1
1977 - - 325 166 1648 83.3 489 247 38 19 58 29 2 .1
1,090 - — 199 183 891 817 267 245 1 1.0 24 22 - -
3,239 - - 655 20.2 2584 79.8 481 14.8 45 14 4 14 -
1,196* - - 263 22.0 933 78.0 224 187 15 1.2 12 1.0 1.1

! Last 4 columns are included within the “High school graduate” category.

2To June 30.

Source.—New York City Police Department.
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"Note.—As of 1969 doctoral degrees were held by 5 members of the uniformed force.




Previous occupations of recruits New York City Police Department

Professional proprietor Manager Skilled Service-clerical Service-clerical Unknown—unskiiled Military Sum of rows
February July March February  July March February  July March Februa July March February  July March February  July March Februar, Jul March f‘
No. of 1968 1968 1969 Total 1968 1968 1259 Total 1968 1968 1969 Total 19681’y 1968 1969 Total 1968 1968 1969 Total 1968 1968 1969 Total 1968 4 196}2'3 1329 Total ’
years No. 9% No, % No.% No.% No.% No % No.% No.% No. % No.% No % No. % No. % No. % \’ No. % No. % No.% No.% No. % No. % No.% Mo.% No.% No. % No. % No. % No. % No. %
21 2 20 3 50 8 27 2 18 .. 5 24 7 17 3 4 79 14 14 24 9 12 9 12 18 ‘ 31 26 55 17 9 18 7 16 26 25 42 21 e 1 6 1 3 29 10 28 13 80 22 137 15
21 2 20 1. 17 6 20 1 9 5 56 9 43 15 37 16 12 11 14 15 15 36 14 27 21 14 21} 29 24 70 22 7' 14 11 24 15 15 3 17 3 21 3 17 6 16 51 17 43 20 72 20 166 19
21 2 20 1 17 6 20 3 27 .. oo 2 10 5 12 13 15 9 11 14 14 36 14 27 21 11 16} 20 17 58 18 8 16 5 11 14 14 27 14 2 14 e 1 6 3 8 56 18 27 13 52 14 135 15
7 1 10 1 17 3 10 3 27 11 2 10 6 15 15 18 14 18 17 17 46 17 21 16 5 220 ¢ 14 12 50 16 4 8 6 13 13 .13 23 12 6 43 4 80 8 44 18 49 50 16 41 19 55 15 146 16
7 . [T 1 3 1 5 1 2 14 16 6 8 15 15 35 13 15 11 6 9 10 8 31 10 7 14 3 7 12 12 22 11 senvennse cresrneses seressesanee 37 12 15 7 38 10 90 10
7 % T3 i e e asvesssenes 9 11 8 10 6 6 23 9 16 12 6 9 4 3 26 8 2 4 2 4 5 5 9 5 3 8 28 9 16 7 18 5 62 7
7 2 1 3 17 6 17 3 4 4 4 13 5 2 2 2 3 5 4 9 3 5 10 3 7 5 4 12 6 I 3 14 5 13 6 13 4 40 4 R
........... . 13 2 5 9 11 6 8 3 3 18 7 3 2 1 1 4 3 8 3 1 2 4 9 7 1 12 . 6 1 3 15 5 12 6 15 4 42 5
1 2 17 2 5 2 2 6 8 4 4 12 5 4 3 1 17 3 2 8 3 2 4 1 2 3 3 6 3 2 5 10 3 9 4 13 4 3z 4
o e— oo s 4 5 911 7 7 20 8 4 3 | 1 1 5 2 48 371 4 4 U 6 2 5 14 5 12 6 12 3 38 4
Total. 14 § 10 5§ 6 2 30 3 11 4 9 4 21 6 41 5 85 28 19 37 99 27 263 30 131 43 68 313 121 33 320 36 49 16 45 20 103 28 197 22 14 5 5 2 18 5 37 4 304 100 216 100 368 100 888 100
Average No. ’ ' f
of years 3.8 4.0 2.0 34 3.8 39 2.8 3.3 4.9 5.1 4.3 4.7 3.9 34 ; 3.2 3.5 4.3 4.2 3.8 4.0 4.6 4.6 4.3 4.5 4.28 4.25 3.66 4,02
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List Number
Examination
Number

CITY OF NEW YORK
POLICE DEPARTMENT

INSTRUCTIONS

Failure to return this questionnaire, properly completed, within ten days, will result in removal of your
name from the eligible list.

Answer every question. Leave no blank spaces. If a question does not apply to you, write N/A (Not
Applicable). Where an answer box is provided, enter YES or NO,

Section 50, Civil Service Law states that a candidate may be rejected “Who has intentionally made a
false statement of a material fact or practiced, or attempted to practice, any deception or fraud in his appli-
cation, in his examination, or in gecuring his eligibility for appointment.”

New York City Administrative Code, Section 1151—9.0 states: “Any person who shall knowingly make
a false statement or who shall knowingly falsify or allow to be falsified any certificate, form, signed statement,
application or report required under the provisions of this code or any rule or regulation of any agency pro-
mulgated thereunder, shall be guilty of an offense and upon conviction thereof shall be punishable by a fine of not
more than $500 or imprisonment of a term of not more than 60 days or both S

Personally typewnte or print this form: (1) legibly, (2) in blue or black ink only, and (8) in duplicate.
(Carbon copy permitted.) See oath on last page.

Where you are directed to give further details on a separate sheet:

1, Usiz ONLY 814 x 11 inch paper.
2. Submit it in duplicate. (Carben copy permitted.)
8. Put your name and list number at the ton of each sheet.
4. Precede each answer with the number of the question being answered. More than one answer may be
put on a sheet.
'l. BURNAME FIRST NAME MIDDLE NAME LIST OTHER Sgﬁ%\éﬁg%%ﬂq f\’l?x}l'g }?gfﬁ)ﬁ{sug}‘;g}ug%% RAND ATTACH

2. BIRTH RECORD"

MONTH DAY YEAR

PLACE OF BIRTH (City, County, State, Country)

3. CITIZENSHIP RECORD
If a naturalized citizen, check below if you are a citizen by virtue of a naturalization certificate issued to:

o Self [1 Parent ] Spouse

INVESTIGATION OF APPLICANT—QUESTIONNAIRE P.A. 15 (Rev. 2-65)
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4. RESIDENCES SINCE LEAVING ELEMENTARY SCHOOL
(Start with earliest address and include present one)

TO POST OFFICE
MONTH - YEAR NUMBER AND STREET AND ZONE: o oITY STATE
5. DESCRIPTION OF PRESENT RESIDENCE
NAME WITH WHCM PRESENTLY RESIDING RELATIONSH{P TELEPHONE NO. APT. NO. IFLOOR O FRONT [J REAR
O] NORTH [J EAST
{1 SOUTH _{J] WEST

6. LIST ALL ARRESTS AND ANY POLICE INVESTIGATIONS NOT RESULTING N ARREST
" (Include Juvenile Delinquency, Youthful Offender, Wayward Minor and Family Ct. Proceedings)

DATE CITY OR TOWN
OF OCCURRENCE AND STATE - CHARGE DISPOSITION

7. SUMMONS RECORD
(List ALL summonses served on you or your vehicle by a police officer, court or other authority, in any
state, for violations of parking regulations, traffic regulations, vehicle and traffic laws or any othe1 crim-
inal law. ALSO list court summonses in civil matters )

CITY OR TOWN

DATE )
OF VIOLATION D STATE VIOLATION COURT DISPOSITION AND DATE

8. COMPLAINT, COURT AND HEARING RECORD
(List ALL incidences in which you were a complainant or witness in a criminal case, except as listed in
question 6; also administrative hearings, or investigative hearings by a city, state, federal agency or grand
jury)

CITY OR TOWN
DATE AND STATE

WHO WAS DEFENDANT AND WHAT WAS

COURT OR
INVESTIGATIVE BODY THE PURPOSE OF THE HEARING?
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9. MOTOR VEHICLE OWNERSHIP RECORD
. (List ALL motor vehicles ever owned by you, together with all license plate numbers ever issued to you.
. Also list vehicles for which you generally had permission to drive, e.g., owned by parent, wife, husband
or other relative, business partner, ete.)
i LICENSE PLATE NO, USED IN WHAT YEAR(S)? MAXE OF VEHICLE YEAR OF MFR, OWXER OF VEHICLE
3 10. UNPAID SUMMONSES
Do you now have ANY unpaid summonses outstanding against you for parking or any other violation
in the use of the above vehicle(s) ? If YES, give details on separate sheet,
Answer [ |
11. REVOCATION OR SUSPENSION OF VEHICLE REGISTRATION
Have you ever had your motor vehicle registration revoked or suspended? If YES, give details on sepa-
rate sheet.
Answer | ]
12. PISTOL AND REVOLVER RECORD :
(List ALL pistols and revolvers presently possessed or possessed in the past. If possessed under a license,
or other authority, give necessary information )
__PERIOD COVERED _ (IR N
FROM TO MAKE MODEL SERIAL NO. CALIBRE TO CARRY) ISSUING AGENCY
LOYALTY

INSTRUCTIONS:

The words *subversive organization” as used here means any group or organization which supports, fol-

lows, or which is in sympathy with the principles of Communism or any other subversive doctrine or is listed
by the U.S. Attorney General as subversive.

13.

Answer YES or NO to each question. If YES, explain details on separate sheet.

Have you ever by word of mouth or in writing advocated, advised, or taught the doctrine that the gov-

ernment of the United States of America, or of any state, or of any political subdivision thereof should be over-
thrown or overturned by force, violence, or any unlawful means?

Answer [ ]

14,

Are you now or have you ever been a member of any subversive organization?

Answer [ ]
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15. Have you ever paid, contributed, collected or solicited any money or dues to, for or in behalf of any
subversive organization?

Answer [:_—I

16. Have you ever been connected or affiliated in any manner with or have you ever attended any meetings
of any subversive organization?

Answer [:__l

17. Do you belong to a religious sect, or hold any belief, which would prevent you from vowing allegiance to
the flag and constitution of the United States of America or from taking a life in the carrying out of your duties?

Answer [__:_]

18. Have you ever participated in any parade, picket line, delegation or demonstration sponsored or organ-
ized by any subversive organization?

Answer | l

19. Have you ever been a member of or attended any school, camp, class or forum sponsored by any sub-

versive organization?

Answer | ]

20. Have you ever signed or solicited others to sign any petition sponsored or issued by any subversive or-
ganization, or any petition which has as its purpose the aiding of any person, cause or program connected with
any subversive organization?

Answer | |

21. FAMILY MENTAL HEALTH .
(If a member of your immediate family has been treated or examined for a mental disorder, list the fol-
lowing information )

INSTITUTION OR ADDRESS OF INSTITUTION
DATE NAME OF PERSON RELATIONSHIP DOCTOR WHO TREATED OR DOCTOR

22. VETERAN DISABILITY CLAIM RECORD
(List all applications filed for disability with the Veterans Administration)

GRANTID
OR DENIED

% DISABILITY ¢ PRESENT
GRANTED B

DATE CLAIM NO. REASON ISABILITY

23. WORKMAN'S COMPENSATION RECORD
(List all claims made for injuries, or illnesses, received in connection with employment)

DIAGNOSIS
OF INJURY

DISABILITY AWARD
DATE COMPANY AND ADDRESS GRANTED
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24. EDUCATION RECORD
(List all schools and colleges you have attended)

FROM - TO DAY OR DIPLOMA OR DEGREE
MONTH & YEAR NAME OF SCHOOL MAILING ADDRESS EVENING RECEIVED (YES OR HO)

25. EMPLOYMENT/UNEMPLOYMENT RECORD—SOCIAL SECURITY NO
(List ALL employments and periods of unemployment over 30 days, including part-time jobs, account-
ing for all time since leaving high school, up to the present )

Do you object to your present employer being contacted ? [ Yes [] No
NAME AND MAILING ADDRESS OF EMPLOYER OR POSITION HELD REASON
FROM - TO UNEMPLOYMENT INSURANCE OFFICE WHERE (INDICATE IF OFFICER FOR
YOU FILED FOR BENEFITS OF COMPANY) LEAVING

MONTH & YEAR

26. EMPLOYMENT DISCIPLINARY RECORD
(List those employers who either (1) disciplined you, (2) discharged you, or (3) requested you to resign.

Give details on separate sheet )
EMPLOYER'S NAME i DATE

NAME OF SUPERIOR INVOLVED

27. LICENSE RECORD—(OTHER THAN DRIVER, VEHICLE OR PiSTOL)
(List every license you, or any corporation or partnership of which you were an officer, director or part-
ner, either (1) filed for, (2} possessed, or (3) for which you acted as sponsor, voucher, character witness.
Include professional licenses )

* EVER REVOKED
INDIOATE SELF OR KIND OF DATE OF GRANTED GOVERNMUENTAL OR SUSPENDED
LIST COMPANY & ADDRESS LICENSE, FILING OR DENIED AGENCY (YES O NO)

28. CIVIL SERVICE RECORD
(List every application you have made with a governmental or quasi-governmental agency or authority,
e.gr., N.Y.C. Department of Personnel, N.Y. Port Authority, etc.)

NAME THE CITY. STATE OR INDICATE IF: REASON FOR REJECTION,
FEDER. AGENCY OR POSITION ACCEPTED, REJECTED, OR ON WITHDRAWAL OR
DATE ! OI‘IIEH. AUTHORITY FILED FOR ELIGIBLE LIST NON-ACCEPTANCE

29. SOCIAL STATUS
(List all marriages you have had and the present status thereof; if divorced, annulled or separated give
details of date, court, offending party as decreed by law and reason therefor on separate sheet. Begin with
first marriage, If single, write SINGLE on first line )

INDICATE PRESENT STATUS
OF MARRIAGE [LIVING
WITH SPOUSE, DIVORCED,
WIDOWED, ANNULLED, ETG.)

NAME AND ADDRESS OF AGENCY

HUSBAND'S NAME OR DATE OP
ISSUING MARRIAGE CERTIFICATE

DATE WIFE'S MAIDEN NAME . BIRT:

’

30. RECORD OF PARENTHOOD
(List every child born to you)

- CHILD SUPPORTED WITH WHOM
DATE OF PLACE OF NAME OF WHO IS MOTHER BY WHOM? DCES CHILD
BIRTH BIRTH CHILD OR FATHER? (INDICATE IF DEAD) RESIDE?
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31. PATERNITY PROCEEDINGS
Have you ever been involved as plaintiff or defendant in paternity proceedings or accused of causing the
pregnancy of any female not your wife? If YES, give details on separate sheet.

Answer [:]

32. DIVORCE ACTION .
Have you ever been named as co-respondent in a divorce action? If YES, give details on separate sheet.

Answer [ |

33. ACTIVE DUTY MILITARY RECORD
(If service for a foreign government, indicate country under serial number)

REASON FOR

DATES SERVICE
T DISCHARGE

TYPE OF DISCHARGE
BRANCH OF SERVICE SERIAL NO. RANK RECEIVED

34. CHANGE OF DISCHARGE OR SEPARATION NOTICE
Has your discharge or separation notice ever been corrected or changed ? If YES, indicate details below.

Answer [:]

Chanéed From __ To Authority

35. MILITARY DISCIPLINARY RECORD
(List ALL disciplinary actions against you, including formal charges as well as company punishments,
whether found guilty or not )

TYPE COURT MARTIAL OR OTHER

DATE CHARGE AGAINST YOU DISCIPLINARY PROCEEDINGS DISPOSITION OF CHARGES

36. RESERVE AND/OR NATIONAL GUARD RECORD
(List present or past service in any Resarve or National Guard Unit)

INDICATE BRANCH OF
RESERVE OR PERIOD RESERVE OR PRESENT OR MAILING ADDRESS
NATIONAL GUARD FROM TO NATIONAL GUARD UNIT LAST RANK OF UNIT
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37. RESERVE AND/CR MATIONAL GUARD DISCIPLINARY RECORD
(List all disciplinary actions against you in Reserve or National Guard Service, including company pun-
ishment )

TYPE COURYE MARTIAL OR OTHER
DISCIPLINARY PROCEEDING

.

DATFE. GHARGE AGAINST YOU DISPOSITION OF CHARGES

38. SELECTIVE SERVICE RECORD
(List present classification and any past IV-F, I-Y, I-A-O, 1-O or 1-W classification given you)

LOCAL BOARD NO, REASON FOR CLASSIFICATION IF
DATE CLASSIFICATIONS AND ADDRESS 1V.F, 1Y, 1.0, 1-A-O OR 1.W
39. DEBTS
(List all outstanding debts or judgments against, you or your spouse or for which you are a co-maker )
PRESENT AMOUNT AND AMOUNT OF
) ORIGINAL * AMOUNT PERIOD OF ARREARS, PURPOSE OF LOAN OR
CREDITOR ~ AMQUNT OWED PAYMENT‘ IF ANY REASON FOR JUDGMENT

40. CiVIL ACTION
Were you, or your spouse, ever involved in a lawsuit or settlement for any purpose; or could such a pos-
sibility ensue as a result of a recent occurrence or transaction? If yes, give details on separate sheet.

Answer | |

a.

—t

BCNDING RECORD »
(List all applications made to bond you and dispositions thereof)
DATE NAME AND ADDRESS OF INSURKR ¢ REASON ACCEPTED OR REJECTED

42. SAVINGS ACCOUNTS
(List Savings, Checking, Postal Savings, Building & Loan, Brokerage and Other accounts maintained by

you or by your spouse )

NAME IN WHICH

ACCOUN'T 18 HELD TYPE PRESENT BALANCE

NAME AND ADDRESS OF INSTITUTION
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43. STOCKS AND BONDS
(List all securities, rights, warrants, warrants stock options owned or controlled by you or your spouse )

DESCHRIPTION OF NO, OF DATE OF YEARL
SECURITIES SHARES PURCHASE INITIAL COST TI*?EI}’E{*‘I}:I%?HME

44, REAL ESTATE
(List all veal estate holdings or investments wholly or partially owned by you or your spouse )

DATE. OF INITIAL ﬁé%‘%‘gxccg

DESCRIPTION LOCATION PURCHASE COST OR LIEN

YEARLY INCOME
THEREFROM

45, LOANS RECEIVABLE
(List all loans you or your spouse have made to others and the income therefrom)

TO WHOM MADRE . ADDRESS DATE BALANCE DUE hhé’lé%};&g’g
46. MOTOR VEHICLES AMD/GR BCATS OWNED
(List all motor vehicles and/or hoats presently owned by you or by your spouse)
MAKE YEAR REGISTRATION NUMBER COST i DATE OF PURCHASE

47. OTHER ASSETS

(Have you or your spouse cash holdings or other assets not listed valued over $1,0007 If yes, list on
separate sheet)

Answer [ |

48. INHERITANCE BENEFITS
(List all insurance policies, estates, trust funds, ete. of which you or your spouse are beneficiaries )

INSURRED OR MAKER OF WILL, ETC. ADDRESS AMOUNT OF BENEFITS

48

Bk

49, BUSINESS INTERESTS
(List ‘any business you or your spouse have a financial interest in—other than listed in questions 435
and 44)

AMOUNYT OF YEARLY

. BUSINLSS INTEREST INCOME NAME AND ADDRESS OF PARTNERS

50. MOTOR VEHICLE OPERATOR RECORD
(List all chauffeur or operator licenses presently held from this state or any other state or tevritory)

{CHECK) LICENSE OR PERMIT EVER REVOKED OR| LICENSE
= ISSUING SUSPENDED (YES/NO). IF YES, GIVE RESTORED
OPR. | CHAUF. NUNMBIR RESLRICTIONS STATE DETAILS ON SEPARATE SHEET (YES/NO)

51. OTHER DRIVERS' LICENSES
Have you held driver's license in the past from any other state? If yes, give details on separate sheet.

Answer [ |

.52, MOTOR VEHICLE ACCIDENT RECORD
(List every accident you have ever been involved in as a driver, passenger or pedestrian)

CITY AND STATE OR

. INDICATE INJURIES
DATE LOCATION IF N.Y.C.

SUMMONS RECEIVED
TO YOU OR OTHERS {YES/NQ)

i
s
4
5

i+

53. FAMILY RECORD :
(List alphabetically, by last name, spouse (maiden or premarriage name), father, mother (maiden name),
sisters, brothers, aunts and uncles—LIVING OR DECEASED. Include relatives by marriage )

i ADDRES DATE OF BIRTH
RELATIONSHIP SHRNAGE, PIRST, MIDDLE (STATE DECRASED, I1* §014 OCCUPATION OR AGE

|

e 5 Ao e ke i
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54,

ARRESTS
Has any member of your immediate famiiy (father, mother, gister, brother, husband or wife) ever been
arrested? If yes; give details on separate sheet.

Answer [ ]

OTHER ARRESTS :

55.
To the best of your knowledge hag any other relative, associate or person residing with you, although
not related, ever been arrested? If yes, give details on separate sheet,
Answer [ ]
56. FINGERPRINT RECORD
(List information about fingerprints previously taken, except for this application)
WIHEN WHERE PURPOSE
57. UFE INSURANCE POLICIES
(List all life insurance policies for which you have applied)
ACCEDPTED OR REJECTED{(GIVE REASON FOR
DATE COMPANY AND ADDRESS RESIDENCE WUHEN APIPLIED RYWECTION ON SEPARATE SHEET)
58, ASSOCIATION MEMBERSHIP RECORD
(List every social or fraternal organization of which you are o1 have ever been a member)
FROM TO NAME OF ORGANIZATION ALDRESS TYPE OF ORGANIZATION
59. LABOR UNION ‘
Has your name ever been submitted or used as a frustee, officer in any official capacity, in any labor,
trade union, ete., organization or afiiliate ? If yes, give details on separate sheet.
Answer [::]
60. ANY ADDITIONAL INFORMATION

Do you have any knowledge or information, in addition to that specifically called for in the preceding
questions, which is or which may be relevant, divectly or indirectly, in connection with an investigation
of your eligibility or fitness for the position applied for; including but not limited to knowledge or infor-
mation concerning your character, physical or mental condition, temperance, habits, employment, cdu-
cation, subversive activities, family; associations, criminal record, traffic violations, residence or otherwise?
If yes, give details on separate sheet,

Answer [ ]

PENALTY FOR FALSIFICATION: Iowingly falsifying any statement made herein is an offense punishable by a fine or im-

prisonment or both, (N.Y.C. Administrative Code 1151-9.0)

Signature of Applicant date

STATE OF
CIrY Or
COUNTY OF.....

1, :

88,

being duly swern depose and say that I am the above named person. I signed the foregoing statement. I person-
ally read the answers to each and every question therein and I do solemnly swear that each and every answer

is full, true and correct in every respect.

Sworn to before me, this

day of. 19

{Cand!date sign here)

(Notary Public or Commissioner of Doeds)

DO NOT SIGN BELOW UNTIL DIRECTED

(Candidate sign here)

Date

(Signature of Investigating .Officer)

2.4 Constraints Imposed by Personnel Selec-
tion Policies

In order for the proposed training and education
program to be implemented effectively, it is impera-
tive that recruits be appointed at regular 10-week
intervals in groups of about 500. This premise is
basic to the program recommended in this report.
One of the principal obstacles to the proper train-
ing of policemen in the New York City Police
Department has been the irregular nature of ap-
pointments. The anticipation of continuously ex-
panding numbers of entering recruits poses
logistical ‘problems for the administrator of the
training function.

In the first place, the intake in New York City

has occurred at sporadic intervals, affording little
opportunity for providing a systematic and con-
tinuous training program. Recruits in varying
numbers are appointed 1, 2, and 3 months apart
and then long periods elapse without any appoint-
ments. These appointments cause an overlap m
the training program and the accumulation of
recruits at varying stages of the training cycle
creates classroom scheduling problems, forces the
program into overtime hours and creates a perma-
nent emergency in the assignment and separation
of instructors. The following table depicts the
most recent workload situation at the academy,
It is not atypical of the usual fluctuations during
other periods.
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Recent work load in recruit training,
New York City Police Department

Probationary
patrolmen Police
Month and policewomen trainees Total
December 1968 .......... 1,452 446 1,898
January 1969 .............. 1,776 189 - 1,965
February 1969 . 2,178 124 2,303
March 1969 ..... . 1,949 159 2,108
April 1969 ... 1,949 119 2,068
May 1969........ccocrvrecerrens 1,299 163 1452 .
June 1969 ....uuvvuuerrrernen 941 79 1,020 *

At the present time recruit companies have had
to be expanded to 40 men each, twice as large as
the 20 the proposed program recommends. It can
be seen from the table that the recruit training
facilities are also taxed by the usé of the same class-
room by the police trainees. The gymnasium and
pool are also shared by the cadet program (man-
power development training program). Programs
other than recruits which share the presently avail-
able classrooms at the academy are as follows:

The Jéhn Jay College of Criminal Justice
uses 14 classrooms during the regular college
semesters from 9 am. to 10:30 p.m., Mondays to
Fridays, and uses six classrooms during the sum-
mer session 3 days a week.

The cadet program (MDTP) uses four class-
rooms at various times from 3:30 p.m. to
10:30 p.m.

The advanced and specialized training section
uses classrooms at various times for the following:

Criminal investigation courses
Patrolman-detective refresher courses
Command courses

Executive management courses

Career development courses (auditorium)

Personnel testing

Other inservice programs

Other department units use classrooms for
various training programs, including:

Motorcycle district
Fingerprint technicians
Narcotics division
Detective bureau
Medical section

School crossing guards

In order to accommodate the recent exception-
ally large numbers of vecruits, it has been necessary
for the training program to adopt a 7-day, 8 am. to
12 midnight schedule, hardly an ideal learning
situation,

The classroom space logistics are self-evident.
Not so obvious is the personnel and morale problem
of the constantly rotating assignments of the
younger instructors. 'The recruiting of instructors
to meet the fluctuating population has become a
major chore for the administrator of the academy
and understandably so when one considers the
disruption caused by irregular assignments. Popu-
lation explosions demand abrupt increases in fac-
ulty strength and intervening slack periods require
the return of instructors to regular precinct assign-
ments. This poses problems for both the officers
themselves and for the precinct commanders con-
cerned. The commanders, not knowing when they
will have the officers available, do not plan on
having them at all. Thus, being unscheduled for
duty, they are relegated to such outside assignments
and other emergency duties as may arise. The
latter are regarded as unpleasant tasks. Many
instructors have refused to seek a return to academy
assignment when the training program is renewed,
and others who do return are uncertain as to how
long the reassignment will continue.

There is a dual problem created thereby for the
commanding officer of the Police Academy (here-
after referred to as COPA). Itis difficult for him
to recruit sufficient qualified faculty when the
emergency need arises, and the morale of his pres-
ent instructional staff is damaged by the knowledge
that their return to precinct tasks may occur at any
time subsequent to the completion of academy
training by any single recruit class, thereby shifting
the remaining corps of senior instructors to other
recruit classes. This morale deterioration is inevi-
tably reflected in job attitudes. The instructors,
knowing their tenure is limited, take a rather
dispirited view toward their assignment, a phe-
nomenon which adversely affects their enthusiasm
and dedication, factors so essential to the effective
teacher. The recruits, for their part, are subject
to a constantly rotating series of instructors appar-
ently assigned to them randomly, for they are not
aware of the seniority considerations. Thus, even
the precinct command is affected by the irregular
appointment of recruits. If civilian instructors of

T

professional rank are to be employed, they will not
be subject to such reassignment when their need
ceases. It will be utterly impossible to avoid reg-
ular scheduling of appointments under the pro-
posed program without creating periods of idleness
for the nonpolice instructors.

The process for the appointments of probation-
ary patrolmen is subject to a set of bookkeeping
rules which are generally applicable to all city
departments. It is understandable that in a city
as large as New York, where annual expenditures
reach astronomical proportions, there would have
to be fiscal policies and procedures, controls, checks
and balances. However, in any large bureaucracy
of lengthy tenure many such rules become tradi-
tionalized beyond the period of their usefulness.
Moreover, practices on the part of subordinate
administrators, sometimes dilatory, which may
operate to relieve pressures on their office, become
entrenched to a point at which they assume the
aspect of policy and are accepted as essential by
transacting agencies. There is a good deal of room
for such unofficial delays in the procedure for the
appointments of probationary patrolmen.

Appointments to the department are initiated by
the chief clerk, police department, as follows:

In the first instance, vacancies (based on estab-
lished quota) for the rank of probationary
patrolmen must exist.

Request to fill vacancies is forwarded to the
vacancy control board, mayor’s office, for verifi-
eation that vacancies do exist.

The request in turn is forwarded to the budget
director, who issues a certificate of approval
which is valid for 30 calendar days.

Simultaneously, a r&quest is forwarded to the
New York City Department of Personnel to
certify a sufficient number of eligibles to fill the
vacancies requested. It takes 1 to 2 weeks to
receive the certificate list. The certificate list is
also forwarded to the medical unit and personnel
investigation section.

The chief clerk designates an appointment
date. .

Prior to appointment date, the medical unit
conducts medical examinations and the personnel
investigation section checks the list for eligibles
who have been rated disapproved.

Appointments of approved eligibles are made
on the appointment date.
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The first step indicates that vacancies must exist.
It would appear that anticipated vacancies, even
where the probability of their existence is virtually
a certainty, would not fulfill this requirement. In
view of the fact that the current proposal envisions
appointments of about 500 in each increment, the
first requirement has a built-in provision that the
department, from time to time, would have to be
at least 500 below quota before the procedure could
even be initiated. Whatever vacancies occur during
the period required to fulfill the subsequent six
steps may be added to the base figure of 500.

The ensuing three steps are outside the control
of the operating agency—in this case the police
department. Itis evident, however, that the process
consumes more than the 2 weeks involved in pre-
paring a certificate list. The probabilities are that,
excepting in emergency cases (riots and the like),
the time elapsed would approximate 1 month dur-
ing which period on the average another 150
policemen would retire, thus increasing the quota
shortage. The final three stéps, even if expedited,
would add another 2 weeks to the quota lag.

With all the complications involved in the above

process, there is an additional obstacle to appoint-
ments in the form of a mandatory accrual fund
which may further delay approval. Budget appro-
priations for the fiscal year provide for the salary
requirements for department personnel, based on
established quotas. Frequently, the budget director
directs that appointments and promotions to vacant
positions be deferred for the purpose of creating an
accrual fund to meet anticipated department ex-
penditures which are not provided for in the cur-
rent budget. This may delay a request as long as 6
months. It can be readily seen that the process of
deferring appointments to vacant positions can
have a serious effect on any planned program of
making organized and regulated appointments.

2.5 Influence of Line Attitudes

A reward system operates within the New York
City Police Department, as it does in zll law en-
forcement agencies. As will be noted, one aspect of
the total reward picture, rewarding the “good”
policeman, the one who prevents crime on his post,
assumes a position of outstanding importance.
Identifying preventive patrol and measuring its
actual effectiveness in the performance of each
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individual patrolman has long been thought im-
possible, A suggested method for the accomplish-
ment of this “impossible” cvaluation will be
offered.

The rewards fall into three brond categories:
Official departmentwide awards; official precinet
awards; and informal precinet awards,

The fivst class is clearly defined in the rules and
procedures and consists of the various levels of
department recognition, These are awarded for
heroic acts or meritorious acts indicating extra-
ordinary courage, ingenuity or intelligence, Brav-
ey, intelligence, and merit are unquestionably
important atwibutes of good police performance.
However, the awards included in this category
carry with them promotional credit which may be
inappropriate to the act of bravery in question
unless one associntes the trait with supervisory or
administrative potential, This is a relatively minor
consideration, though, and may be relegated to.a
position ¢l secondary consideration in the light of
more important issues, :

Official departmental recognition awards, in
order of importance, ave as follows:s?

Department Medal of Honor
Police Combat Cross '
Medal for Merit

Honorable Mention
Exceptional Merit
Commendation

These are awarded only for acts of bravery in
various degreds; the first two only for gunfights,
the rest for more routine acts of courage.

Meritorious Police Duty
Excellent Police Duty »

These two are awarded both for minor acts of
bravery and for major accomplishments of an
administrative nature.

Achievement Gitation

This is awarded only for the successful comple-
tion of an academic year of study in a recognized
institution of higher education.

A number of awards are given to recruits com-
pleting the police academy training program.
Some of these awards are provided through gifts
from outstanding citizens, others are provided by
the police commissioner and the chief inspector.
It has been traditional that these awards or trophies
consist of a revolver. It has been suggested that

** Rules and Procedures” ch, 26, par. 7.0,

awards might take other forms, particularly the
awards for academic achicvement, where scholaz-
ships or books might be appropriate. Gurrently,
the Patrolmen's Benevolent Association and other
groups do provide scholarships to recruits, It is
anticipated that a diversified type of award would
help to reduce the emphasis upon the fircarms
aspect of the policeman's role,

In addition te heroic and intelligent acts, de-
partment recognition may also be granted for
clusters of arrests. Three arvests for driving intoxi-
cated, two arrests for automobile grand larceny, or
two felony arrests for marcotics laws violations
within 1 year quality an officer for the award “Ex-
cellent Police Duty.” The donation of 8 pints of
blood over any period of time warrants the same
award.  In recent years there are about three times
as many awards distributed as. previously, indicat-
ing, perhaps, some increasing awareuess of the
importance of positive motivation. An extraordi-
narily high percentage of these cluster arrests result
in conviction, thus negating a possible criticism of
“bounty hunting,”

Official preeinct avards are usnally the function
of the precinct commander, He is authorized by
regulation to permit a patrolman who makes :
good arrest to be excused from one tour of duty.
The nature of the good arrest is frequently related
to the precinct crime problem and the captain will
consider arrest activity in recommending appropri-
ate officers for plainclothes and detective duty,

The final category of ‘award, the informal pre-
cinct type, is probably the strongest immediate
motivator of bebavior because it is activated at the
patrolman level of execution and has a profound
influence on the day-to-day occupational existence
of the individual officer, These informal awards
are more frequently available because opportunities
for them are more numerous.  Normal personnel
turnover creates openings more often than the more
stable, ~ higher level detective and plainclothes
assignments,

The informal reward system, with its unstruc-
tured approach, permits the precinct commander
and other superior officers an excellent opportunity
to demonstrate their ingenuity in devising motiva-
tional techriques. It also allows considerable dis-
cretion in their choice of commendable behavior,
the criterion measure for reward. Notwithstand-
ing the available latitude, there is surprisingly little

variation from precinct to precinct, either in the
choice of reward or in specific job performance
selected for it.  An unwritten program has devel-
oped by a process of trial, error, and experience.
Its homogeneity is further reinforced by the cross-
pollination  process of periodic transfer which
yotates captains f{rom precinct to precinct and
probably encourages the simplest and most im-
mediately clfective techniques to be perpetuated,
However, there is little intent to create any long-
term improvement in job performance on the part
of the superiors who employ the informal devices
in point.  They are content to produce an immedi-
ate and necessary result in the individuals divectly
concerned and to generate imitative behavior on
the part of the other patrolmen,

Informal rewards arc exemplificd by (butr not
limited to) —

Special favorable assigniments~Radio motor pa-
trol; hospital, ballpark, beach, or other preferred
assignments; choice patrol posts.

Preferved dulies~Clerical; verification ol election
registry; station house agsignment, such as safety,
pistol licenses, plainclothes, «ad the like.

Preferred howrs of work —Day tours—day squad;
switching. of tours of dus,.

Exemption jrom unpleasant assignments.~Spe-
cial posts—"fixers”; out-of-precinct details—"flying”;
posts with extended school crossings.

Frequently, undesivable behavior is discouraged
at the precinct level by informal devices of less
impact than official disciplinary charges. The de-
vices employed to effect this result are, in general,
the reverse of the positive measures mentioned,
such as assignment to an unfavorable post, special
duty, and the like. It is unnecessary to recite an
extended list of the possible negative motivators.

Perhaps the most interesting aspect of the pre-
cinct reward system is the criterion measures se-
lectedd for the favored treatment. Essentially,
behavior similar to that which warrants formal
recognition but in lesser degree could provide a
basis for precinct reward. This would consist of
arrests of a kind of second magnitude, less spectacu-
lar and requiring routine perseverance as contrasted
with the exceptional intelligence and heroism re-
quired for department recognition. A willing
attitude and competence in performing certain
unpleasant tasks might also receive favorable pre-
cinct attention. Thus, rewards are reserved for

those who perform outstanding acts, and these
acts, because they are reinforced by reward, are
repeated and repeated and rewarded and rewarded
until the point is reached where the individual
policeman on patrol is hardly regarded as periorm-
ing police duty at all unless he is in the process of
performing one of the rewarded acts or is doing
something leading up to some presently measured
function.

Lost in the policeman's preoccupation with hero-
ism, arrvests, and law enforcement is that aspect of
police work which provides the essence of what
the public wants and for which it needs the police—~
crime prevention. It would not be unreasonable
to estimate that little more than 1 percent of the
average New York City policeman’s time is occu-
pied in the actual process of enforcing the law.
This estimate includes the issuance of summonses,
Another 2 or § percent of his time may be spent in
miscellancous duties, such as aiding sick and -
jured persons, giving directions, assisting at acci-
dents, Being conservative, we might say that all
items of police hazard and service activity occupy
less than 10 percent of the patrolman’s working
hours, The remaining 90 percent of his time is
spent in what has been termed “preventive patrol,”

It may be inferred from the proportion of his
time spent in crime prevention that this is by far
the major function and purpose of the police officer
in this city and probably in all citics. An informal
survey among a cross section of ranking members
of the department leaves no doubt that the pre-
vention of crime is their overwhelming choice as
the primary function of the police. It is logical to
assume that if effective crime prevention patrol
follows the accepted pattern of human behavior,
some policemen must be better at it than others,
Somg, too, must be trying a little harder and
treating the task with more intelligence than
others. There are no formal or informal awards
of any kind for effective crime prevention patrol
in itself. Notwithstanding the allocation of much
patrol time, crimes which could have been pre-
vented by proper patrol do ocgur and they occur
with more {requency on some posts than on others.
What is the degree to which patrol performance is
responsible for this failure, and the extent to which
performance in the field can be improved?

Although there is a program for evaluating
superior officers in the New York City Police De-
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partment, there is presently no such formal process
for assessing the work performance of the patrol-
men. It is important that there be a performance
evaluation of the patrol officer at the level of exe-
cution for mhany reasons. Primary among those is,
of course, the inevitable improvement in the qual-
ity of the service delivered by personnel who are
aware that their behavior is being observed and
advantages that would accrue to the department in
the process of setting up the means for evaluation.
First of all, there is vio clearly defined concept of
the effective police officer or “good cop,” as he is
known to his fellow officers. It may be reasonably
inferred that the “good cop” is the one who per-
forms his tasks in, at least, an acceptable manner
or better. This definition, to be implemented,
would require the speliing out of its two elements,
the nature and identification of the police tasks (a
job analysis) and the criteria for arriving at an
evaluation of acceptable or better performance.
At this time a system of official and unofficial
rewards operates within the department both at
the local level and departmentwide. Except for a
few department-sanctioned awards, provided by
local newspapers, the department awards carry no
financial benefit for the recipient. These rewards,
and comparable disciplinary actions, are the only
evaluative criteria presently available to the supe-
rior who has had little or no direct contact with an
individual officer. Suffice it to say, there are no
periodic evaluations of patrolmen from the time
they complete their probationary period to the
time they leave that rank for one reason or another.
The inadequacies of the rewards system as an
evaluative and motivational device have been dis-
cussed. The objection most often raised by knowl-
edgeable superiors is that the most important
police function, the prevention of crime, goes un-
rewarded because there are no means for measur-
ing the performance of preventive patrol. It
should not be inferred from this emphasis on
preventive patrol that it is vegarded as important
to the exclusion of other police factors. There can
be no meaningful evaluation of the patrolman’s
performance without a full consideration of his
effectiveness in the prevention of crime.
The following factors are suggested as being
integral to effective police patrol:

The prevention of crime—Speedy dispersal of
disorder.

The arrest or summonsing of offenders (under
immediate circumstances, their long-range investi-
gation being primarily a detective function).—
Above includes lesser law enforcement activity.

Protection of human life and property.—Recovery
of stolen property under immediate circumstances
not involving detective investigation. Reporting
relevant criminal information for detectives. Re-
porting of post conditions.

Relations with the public in routine inter-
personal contact.—Diplomatic solution of family
trouble calls, neighbor difficulty and other similar
type altercations,

Additional factors not previously mentioned.—
These factors, in order to provide a mreaningful,
objective evaluation, must be set up in measur-
able terms. Quantifiable criteria must be estab-
lished. Each factor must be analyzed and its rele-
vant elements detailed separately.

Factor: The prevention of crime

The effectiveness of the patrolman in preventing
crime on his post is assumed to be a function of the
dedication, intelligence, and natural aptitude he
devotes to his routine patrol job. Extraneous
factors such as chance unquestionably enter into.
the frequency and nature of crime occurrence, but,
as will be seen, the resultant error can be mini-
mized by the application of statistical probability
theory. The foot patrolman could be the subject
for initial experimentation in evaluating preven-
tive ‘patrol. Although he is a fast disappearing
phenomenon in scientific police patrol, the foot
patrolman still operates in considerable numbers
in New York Gity. In 1969, almost one-third of
the 16,200 precinct-assigned patrolmen fall into the
foot patrol category. He is the smallest individual
patrol unit and once a method has been devised
for evaluating his performance it may be applicable
as a basis for a similar evaluation of radio motor
patrol and other forms of preventive patrol. Some
neighborhoods, because of their nature, are more
prone to the incidence of crime than others. What
is more interesting is the likelihood that, regard-
less of the quantity of post hazards, crimes occur
more frequently when some patrolmen are working
than others.

Patrol procedures can be detailed and patrolmen
can be ordered to follow them. It might evén be
possible to provide such close supervision that every
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element of the procedures would be executed. But
even with such a formalized approach, the human
element would still be the largest factor in preven-

tive patrol. Routine attention can amount almost:

to indifference. Dedication and maintained inter-
est, the opposite end of the scale, can produce an
alert, sustained patrol that should be effective in
preventing crime. One means for attaining these
would be to reward patrolmen for their exercise.
In order to reward dedication and interest it would
be necessary to evaluate their operational manifes-
tation, the effectiveness of preventive patrol.

How does one evaluate the effectiveness of patrol-
men in preventing crime? No such measure is
presently available. The principal obstacles to
such an evaluation are in the variant nature of the
crime picture from post to post. Crime fluctuates
not only between posts but within the same post
from hour to hour, day to day, season to season.
If the same patrolman were assigned to the same
post every day, it would be manifestly dificult to
compare his performance with that of other patrol-
men assigned to other posts which vary from the
first in activity. Although the “steady” post prob-
abily would be the ideal patrol situation, the
practice of such assignment is not a general one in
New York City. Patrcimen are rotated from post
to post on an irregular basis. It is possible, how-
ever, to evaluate the performance of men by com-
paring the crime activity on each post during each
officer's patrol period. Comparisons between a
variation of performance on “steady” posts where
they exist will also be feasible by the same method.

Such a study would be primarily statistically
oriented and would involve the extensive use of
computers. Posts would be studied in terms of
crime incidence by time of day, day of week, and
season as measured by complaints received, U.F. 45
(public morals complaint) form