
-

... ,' .. 1·. -

Police Training 
and 

Performance Study 

- - .----~ --- - - --- --~ "--'-'~- --- - --_._---_.,----- ............ - ~ -, . -

". .... ...._ • , .n .. , __ ...... 

'~ 
.. j 

/1 

,"] 
'! 

~ 

If you have issues viewing or accessing this file contact us at NCJRS.gov.



1 ; 
I 

i 

~ t 

1 

I 
1 
I 

P()lice Training 
and 

Performance Study 

Submitted to 
the New York City Police Department 
by the Project Staff 

GEORGE P. McMANUS: 
JOHN I. GRIFFIN: 
WILLIAM J. WEHEROTH: 
MARVIN BOLAND: 
PAULINE T. HINES: 

Project Director 
Director of Res6'arch 
Research Associate 
Liaison Officer 
Exc:cutive Secrer-ary 

This project was supported by grant No. 339 awarded by the 
Attorney General under the Law Enforcement Assistance Act of 1965 
to the New York City Police Department, New York, N.Y. 
For the most part, persons outside the New York City 
Police Department were commissioned to carrY, out the study. 
The recommendations contained in this report are those 
of the project staff, not of the New York City Police Department 
to whom they are directed. Persons undertaking projects 
under Government sponsorship are encouraged to express freely 
their professional judgment, findings, and conclusions. 
Therefore, points of view or opinions stated in this document 
do not necessarily represent the official position or policy of 
the u.S. Department of Justice or of the 
New York City Police Dep;;rtment. 

PR 70-4 
SEPTEMBER 1970 

U.S. DEPARTMENT OF JUSTICE 
Law Enforcement Assistance Administration 

National Institute of Law Enforcement and Criminal Justice 

For sale by the Superintendent of Documents, U.S. Government Printing Office 
Washington, D,C. 20402 - Price $~.25 



DR. BERNARD BERKOWITZ 

DR. GERAlD WATKINS BRA(lEY 

THOMAS P. CONNORS 

JOHN J. CRONIN 

LEO A. CULLoO 

DR. DAN W. DODSON 

MICHAEL CUMMINGS 

JOHN K. FULDA, JR. 

HERBERT B. HOOVER. 

PROJECT CONSULTANTS 

RALPH GREEN 

SUPPORT STAFF 

ROOSEVEL.T DUNNING 

DR. HAROLD A. LEU 

LEO C. LOUGHREY 

ROBERT E. MCCANN 

DR. ISRAEL PRESSMAN 

MARTHE QUINOUE 

MARIE MORSE 

THOMAS Musco 

NUMA ROUSSEVE 

Biographical sketches of the project staff, consultants to the project, and the support staff are presented in 
:t.ppendix C. 

ii 

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 €lifficult 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 on 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 • • • Th~y lack adequate training with re­
speGt 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 society, 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 

iii 

studied in. the effort to relate trammg to police 
work, and "public opinion" and "trait image" sur­
veys of relCTuits, 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 nOl: exemplify ideal 
police performance. His job performance is handi­
capped DY 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 oCthe training escort rep­
resents an iInportant difference between the pro­
posed program and the randomly selected trainer-



coach methods which have been employed in New 
York and other U.S. citiles. 

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 providt: a useful 
reference source for training. officers and police 
administrators. 

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

'i 

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 fm: improving 
the police training at all levels within the New 
York City Police Department. The stat.ement of 
objectives, as specified in grant No. 339 awarded by 
the Attorney General, U.S. Department of Justice 
to the New York City Police D~partment on 
on April 16, 1968, included the development of a 
model training program for staff at aU: 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-the-job 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 Administr~­
tion of Justice, in relation to progressive educa­
tional philosophies and practices" and in relation 
to the historical experience and operational struc­
tUJre of the New York City Police Department. In 
net, the project staff, with the assistance of a group 
of distinguished consultants and with the essent5:d 
assistance of members of the New York City Police 
nepartment, 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 
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of ndevant educational and trammg. situations 
from the day of appointment as a probationary 
patrolman through the achieVf~ment of high com­
mand rank. 

Operational Aspects of Pro/ect Recommendations· 

The authorized structure of the New York City 
Police Department exceed!. 31,000 sworn p~rsonnel. 
There has been a drama tic growth in strength. in 
recent years. As late as 1949 the authorized 
strength was only 18,800. 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 total sworn personnel of the Department 
would be approxim.ate1y 36,000. At this level, a 
2,500 annual inp'ut 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, bef!n 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 dinl­
cui ties for the teaching staff of the academy. Con­
sequently, major recommendations are m~de . to 
stabilize the recruit training process. The lmple­
mentation of these :recommendations is essential 
if a professionally trained civilhm teaching staff. is 
to be recruited and added to the present pollce 
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 lin the education and trainirig 
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 bungetary 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 devlelopment 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 su.mmarize 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, 
19n. This will require a commitment by budgetary 
authorities, without which the recruitment and 
maintenance of a dedicated and competent pro­
fe:;sional civilian staff will be impossible. Rea­
sonable stability in the size of the new recruit in­
crement is necessary to permi t the escort training 
aspect of the new curriculum to be effective. 

R·e.cmit Training 

In pur~ui t of excellence in the training of re­
cruits, in terms of their ability to assimilate, per­
soma.! attitudes, and specific shortcomings in basic 
written C\nd spoken communication skills, the new 
cu:rriculum, as a total educational experience is 
phased with continuing interaction of academy and 
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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 role 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 counselors 
will be added to the academy staff. 

The law component of the recruit curriculum 
will be intensified by introducing mini courses 
which will cover selected aspects of the laws whh:h 
are directly relevant to a patrolman's field duties. 

In order to effectively implement existing de­
partmental policies, a course llnit in criminalist-ics 
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 technique 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 academy, consisting of professionally 
trained civilians and police officers. . 

The physical training component 6ethe"recruit 
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 

It is recommended that a new position be cre­
ated in th!! 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 educational standards 
throughout the department: He will advise and 
assist in curriculum development, teaching methods 
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 o.fficer of the Police Academy, also 
repol'ting to the chief of personn'el, with, however, 
expanded responsibility, such as, that which the 
escort training function w.ill create. It is recom­
mended that the rank of Commanding Officer, 
Police Academy be higher than that of the incum­
bellt, who presently holds the rank of deputy in­
spector. 

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

(a) Administrative unit; 
(b) Recruit class leaders unit-consisting of 

sergeants-assigned on a rotating basis to the -. group leacIer--role; 
(c) 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; 
(e) Human skills trainint; unit; 
(t) Police science education unit; 
(g) Legal education unit; 
(h) Physical training unit; 
(i) Firearms training unit; 
(J) Field evaluation unit. 

Support services to the Police Academy will be 
established, consisting of: (a) Counseling center; 
(b) remedial education unit; (c) educationa1 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 P,rogram" will be established,imple­
mente.d, 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 evaluat'Ion 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 
traini.ng 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 recomme •• ded, includ­
ing a policy decision that officers eligible for promo­
tion should meet specific collegiatp educational 
requirements. These requiremenl,:s, in terms of 



academic degree achievement, will be related to 
an extended and phased timetable. Specific in­
centives are itecommended. 

Supplementary Recommendations 

To introduce the utmost realism into trammg 
processes, particularly for recruits, a. simulated city 
street should be constructed, or acquired, which will 
provide not only street situations for training, but 
also suitably furnished rooms for the acting-out of 
decisionmaking situations. 

Specific proposals in the area of programed in-
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struction and computer-assisted instruction are 
recommended on an e":perimentll.1 basis. It i~ 
anticipated that in thest~ areas ~'unding will be 
sought from appropriate agencif!S to permit the 
development of self-instruction materials and tech. 
niques which will permit recruits, in appropriate 
course units, to proceed to a differential speed in 
the learning process. The implementation of such 
developmental procedures will be a responsibility 
of the educational rnaterials development unit, 
which is one of the new support services recom­
mended for the Police Academy. 
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Chapter 1. The New York City Police Department-A Profile 

1.1 Demographic and Social Setting of Police 
Department-A Profile 

The challenges to the quality of life in met~o­
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. 'I:he 
unique visibility of the police officer as a guardIan 
of social peace or as a challenge to change has 
triggered a reexamination of law ~nforce~ent 
philosophy and practice unprecedented m AmerIcan 
history. This project report has been prepared dur­
ing a critical period of review which has impact:d 
upon the New York City Police Depart~ent. In 

terms of an unusually searching reexammatlon 
frem within and significant pressures from 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 ene." Unfertu­
nately, we cannot be -centent with ~enera~it~es. 
The effort must be made to relate pehce trammg 
and performance to' the centemporary dimensions 
of life in the New York cemmunity together with 
an appropriate response to' the trends whi~h a~pear 
mest prebable. Society, in order to' remam 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 t.o 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 ef 
training and perfermance as a precendition fer 
effective pelice service. It is within the framework 
of these concepts that this report has been 
fermulated. 

. 1 

The Presiclent's Commission en Law Enforce­
ment and Administration of Justice (hereafter re­
ferred to as the "President's Commissien") , in 1967, 
in its report, entitled "The Ch~llenge of ?r~me. in 
a Free Society," pointed out tnat the dlstmctlve 
characteristic of the police role in the entire system 
ef criminal justice "is that they are charged with 
performing their fUHf-tions (enforcing the law and 
maintaining erder) where all eyes are upon the~ 
and where the going .is the roughest, on the street. 
The Commission concluded that "since this is a 
time ef increasing crime, increasing social unrest, 
and increasing public· sensitivity to' both, it is a 
time when pelice work is peculiarly important,. 
complicated, censpicuous, and delicate." Of the 
some 420 000 law enforcement officers working for 
some 40,000 separate law enfercement agencies, a 
considerable number perferm their duties in the 
New Yerk metropolitan area of which the city of 
Ne~ York is the heartland. In addition to the 
New York City Police Department there are spe­
cialized police agencies such as the po~ice depar~­
ments maintained by the New Yerk CIty TransIt 
Authority. housing authority, and the Port of New 
York Authority. There are also specialized agen­
cies ef the. State of New York and the Federal 
Government perferming law enforcement functions .. 
All of the work of these agencies reflects the demo­
graphic and social characteristics of the city ?f 
New York and, in tum, is affected by changes m 
these patterns. Law enforcement operations refle.ct 
economic cycles, population movements, changes m 
ethnic composition, public attitudes toward law 
and morality, and the specific responses to these 
attitudes made by political,1eadership. As a conse­
quence, in reviewing police training and perf~rm­
ance and structuring releyant recommendations 
for improvement, all of these factors must be 
considered. 

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

22 county Region. 16,141 1'7,468 
New York City...... 7,782 8,100 

Bronx ................. 1,425 1,430 
Kings .................. 2,627 2,635 
NewYork .......... 1,698 1,710 

. Queens .............. 1,810 2,060 
Richmond ......... 222 265 

1970 

18,775 
8,242 
1,440 
2,645 
1,710 
2,155 

292 

1975 

19,965 
8,408 
1,448 
2,665 
1,720 
2,250 

325 

The history of New York City 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 a~ 
we now know it. While the police service in th~ 
city has historically reflected in its ranks all of the 
national and etnnic 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 
Year White Rican Negro Other Total 

1900 ............ 3,369,898 60,666 6,638 3,437,202 
1920 ... ., ....... 5,459,463 152,467 8,1l8 5,620,048 
1940 ....... : .... 6,977);01 (61,403) 458,444 19,050 7,454,995 
1960 ............ 6,640,662 (612,574) 1,087,931 511,391 7,781,984 
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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 fOl'ce-1965 and 1975 
(Percent) 

Population Civilian 
14andover Labor force 

Ethnic group 1965 1975 1965 1975 
New York City .................... 100.0 100.0 100.0 100.0 
White, non-Puerto Rican .. 76.2 69.3 75.7 68.9 
Nonwhite, 

non·Puerto Rican ............ 15.4 19.2 16.2 20.0 
Puerto Rican • •••• ••• ••• u ............. 8.4 11.5 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 
Pollee Department 

The New York City Police Department, tIie 
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
sioners 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 
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force strength the number of superior officers has 
increased, b'lt not proportionately, in all categories. 
The ranks of sergeant, lieutenant, and captain are 
achieved through competitive civil service examina-

Uniformed fOTce-New York 

Total, 
Year department Sergeant 

1939 ..................... · ...... ············ 18,860 1,065 

1940 ..•.................. ··· .. ·············· 18,177 1,047 

1941 ........................... ············· 17,926 1,054 

1942 ............. ··························· 17,582 I,Oll9 

1943 ................. · ..• ··················· 17,210 1,056 

1944 ._ .................•................... 15,579 1,047 

1945 ............. ·······•··················· 15,068 1,047 

1946 ........................... ··.·····.···· 16,973 1,041 

1947 ............. ·······•··················· 17,492 881 

1948 ....................•........ ·· ..... ·· .. 18,116 8!1O 

1949 ............................. ··· .. ·.···· 18,56l1 980 

1950 ....................•....... ············ 19,016 1,093 

1951 •............•......•........ ········ .. · 18.451 1,104 

1952 ....................• ··· ... ············· 18,762 1,144 

195!! ..................... ··················· 19.840 l,lI92 

1954 ............................•....... ···· 20,080 l,lI91 

22,460 1,595 1955 ....................• ·······•··.···· .. ·· 
1,594 1956 .................................... · .. · 2l1,195 

1957 t •••••••••••••••••••• • ••••••• ••••••••••• 24,112 1,609 

1958 .....•......................• · ... · .. · .. · 2l1,6l16 1,621 

1959 .................................... ···· 2l1,805 1,625 

1960 .................................... ···· 2!1,515 1,574 
24,574 1,647 1961 .....•.........................•..... ··· 
24,827 1,645 1962 ............. · ....... ··················· 

1963 ..................... ··· ..... ··········· 25,452 1,714 

1964 .....•......................• ··.···.•··· 25,897 1,609 

1965 .....•......................•........... 27,O!lO 1,796 

1966 .....•......................• ····.··•··· 27,429 1,944 

1967 ............. · ....... ·· .....• ·······•··· 27,457 1,896 

1968 ....................................•... 29,906 1,918 

tions. Ranks above captain are achieved by desig­
nation of the police commissioner. In all case~. 
budgetary factors impact upon the numbers in each 
rank. 

City Police Department, 1939-68 -
Patrolman/ 

Lieutenant Captain Above captain policewoman 

606 106 67 16,490 

623 107 68 16,507 

637 115 73 16,021 

658 96 ,76 15,686 

77 15,317 627 117 
77 13,684 628 117 
86 13,146 628 Il15 
86 15,057 627 135 
94 15,662 703 127 

137 92 16,349 681 
185 93 16,598 729 

720 161 90 16,924 

145 89 16,459 625 
654: 172 102 16,661 

17.456 654 185 124 
185 124 17,652 699 

124 19,743 789 185 

788 211 122 20,451 

794 222 127 21,S50 

807 226 Il10 20,825 
20,929 856 2~ 129 

241 128 20,6Oe 9119 
250 149 21,S64 9~_ 

264 152 21,805 9115 
277 153 22,283 977 

154 22,865 974 266 
278 161 23,780 984 
270 158 24,041 986 

9'16 278 164 24,lll9 
26,577 974 277 160 

NOTE.-Figures exclude surgeons and assistant superinte~dent of telegraph. 
Source: New York City Police Department. 
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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: 

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

Year Number appointed 

1945........................................ 372 

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

All other 
Year Retirement Death .::auses Total 

1945 .................... 730 107 48 885 

1946 .................... 856 81 259 1,196 

1947 .................... 596 100 151 847 

1948 .................... 480 94 84 658 

1949 .................... 255 90 54 399 

1950 .................... 647 98 79 824 

1951 .................... 1,923 82 229 2,234 

1952 .................... 765 88 210 1,063 

1953 .................... 547 78 227 952 

1954 .................... 506 64: 144 714 

1955 .................... 378 72 279 729 

1956 .................... 725 77 255 1,057 

1957 .................... 683 66 353 1,102 

1958 ...... : ............. 699 68 242 1,009 

1959 ................... 448 79 403 930 

1960 .................... 534 78 400 1,012 

1961 .................... 525 66 247 838 

1962 .................... 503 68 344 915 

1963 .................... 770 61 304 1,135 

1964 .................... 569 79 201 849 

1965 .................... 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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THOUS. NUMBER OF APPOINTMENTS AND MANPOWER LOSSES 
NEW YORK POLICE DEPARTMENT 1945-1969 

4r-------~_--------------------------------------~--------------~ 
(IN THOUSANDS 1 

NO. OF APPOINTMENTS 

2r---~~--------~~---Jr-~~~~~------------------------~~ 

• I 
~~ I 
~ I 
~ .. ~' MANPOWER LOSSES 

55 56 57 58 59 60 61 62 63 64 65 66 67 68 

. Thus, in 1968, only 3,329 members of the uni­
f.ormed force out of 29,906 were 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 

Total ........ , ................. 29,186 
21 to 25 ................ 4,493 
26 to SO ................ 5,615 
!II to !l5 ................ 4,458 
S6 10 40................. 5,084 
41 to 45 ................ 4,932 
46 to 50 ................ lI,095 
51 to 55 ................ 1,150 
56 to 60 ................ 274 
61 to ~2 ................ 85 

Under current regulations of the department, 
members of the uniformed fbrce may reside in 
certain designated counties outside of the five 
counties which make up the city of New York. 
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The distribution by place of residence as of Novem­
ber 1968 was as follows: 

Distl'ibution by county of residence 

In New York City: 
Eronx ................ S,542 
Kings .................. 5,632 
NeVI York .......... 1,144 
Queens ................ 7,743 
Ri"hmOlld ........ 2,!l32 

Tota\ .............. 20,393 
Outside N~w York City: 

Nassau ................ 4,573 
Orange ................ 131 
Putnam .............. 71 
Rockland .......... 1,063 
Suffolk ................ 2,370 
Westchester ...... 855 

Total.............. 9,06!1 

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 
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I 
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reference in this project. The following represents 
our projections, 

Projec,tions of police strength 1968-75 

Manpower Recruit 
Year Losses input 

19118 ............. .. 1,220 3,229 
1969 .............. .. 1,383 2,500 
1970 ............... . 1,566 2,500 
1971 ............... . 1,7019 2,500 
1972 .............. .. 1,932 2,500 
1973 .............. .. 2,UlJ 2,5\)0 
1974 .............. .. 2,2t18 2,500 
1975 .............. .. 2,500 2,500 
-------

Total strength 
uniformed 

Net growth force 

2,109 29,909 
1,117 31,023 

934 31,SlJ7 
751 32,708 
568 33,268 
385 33,653 
202 35M5 

35,855 

1.3 Development of Police Training in 
New York City 

The Early Da~ts 

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 
Training 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, 
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The development of these educational activities in New 
York has been irregular and uncertain, dependent upon the 
interest and enthusiasm of the changing police commls5ioners. 
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 d15carded 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 arc 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 ll,!,!s in the fact 
that small forces cannot support training facilities of any 
kind, and that even in some of the larger establishments police 
are inducted at irregular and unpredictable intervals. With 
the facilities inoperative for long periods they arc either dis­
mantled or neglected.' 

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 ne€~ for refresher training be­
came apparent and older members were retrained 
and acquainted with chan'ges 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 prepare 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 same 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 New York but of other 
large cities-like London and Paris-amply demonstrates the 
fact that a properly equipped and administered school is per­
haps the n.ost indispensable single feature of the police force 
of a. modern community. For it must be rep~ated that the 
primary problem in police administration is the problem of 
personnel. The establishment of reporting systems and the 
building up of organizational schemes cannot wisely be dis­
regarded or slighted, 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 ini~iated in the field away from 
headquarters and stationhomes. 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 I 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 oth~r 
physical exercises. The departmentwide fitness 
program did not survive. 

The title "Police Acad~my" was first adopted in 
1924 and the training program continued to ex­
pand in both recruit and refresher areas. In 1925 
it was felt that a more modernized training pro­
gram in all branches of police work was necessary 
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 instruotors, both trained educa­
tors Irom other professions and police officials. For 
a brief period of 6 years the academy was known as 
the police college and during that period new spe­
cialiled schools were established within its struc-

, Fosdick, op. cit., pp. 305-S06. 
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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 unive~"lties of New York City and 
administrative officials of the department. Both 
the depiutmentwide 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 I'e­
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 knowledge, experience, 
ability, and the power of imparting their knowl­
edge to others. To require college degrees or other 
formal ~ducational credentials would have been 
unrealistic at that time. Few policemen had grad­
uated from. college during the eatly 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 meQl­
bership flourished careerwise. One of them actually 
achieved the ultimate level, that of polke commis­
sioner. 

The Post-World War II Period 

Subsequent to termination of World War II, 
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 departmF-nt 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-
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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 amlOry 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 seniOl' 
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,~00 
are policemen.) Since the beginning of the police 
education program, S15 degrees have been earned, 
about 765 by policemen and the remainder by 
other law enforcement officers. 
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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 Ilbrary 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~ni­
tiated. As that time (1954) it was stated that-

All courses of training at the police academy emphasize 
huma'a and public relations. Nearly alI 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 b~came inadequate 
to house the facilities for the training of such large 
numbers of patrolmeri, thus making imperative the 
acquisition of a new purpose-built edifice. On 
April IS, 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 
various 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, 1 



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 easterly part.. eight stories tall, is 
built on columns over an open campus. Occu­
pancy of the building and its effect oQ police train­
ing are discussed in chapter 3, section 3.2. 

NEW YORK CITY POLICE ACADEMY 
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Chapter 2. What Does a Policeman Do and What are His Attitudes 

2.1 Functional Research 

For an e.ffective 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 ",ill 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 
d.etermined 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 ao his 
job effectively, need to be answered. The metho~s u.sed to 
find these answers must meet the standards of sCICnufic re­
search and ~ust be rigorously tested at every step.' 

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
lated with the need for training time for that job 
without accounting, subjectively perhaps, for the 
importance of that job. For example, the New 
York City Police Department now expends 10 per­
cent of its total basic training tiine in firearms 
training, while it is o~vious that the officer in the 
field expends only a minute pepcentage of his work­
ing time in the use of firearms (periodic in service 
training excluded). So some sort of value judg­
ment is necessary. Questions will have to be asked. 
Is it necessary for the police to be armed? If so, 

1 "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 haY­
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 ot 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-
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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 this? What sort of training d­
fort is presently being applied toward the area of 
Gealing 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 ~he 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 iormer 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, 

:l 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. 134. 
Chevigny states: " " " .. the police reflect, with suprising sen­
sitivity, the attitudes of the larger society." 



it may not be necessary to demonstrate exact re­
lationships but marked differences should be ex­
plained. 

1£ the duties described by the police training 
curriculums, the policeman, and the community 
correspondr relating community C01'lcepts 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.s 

This poUre activity scale comprised the following: 

Control traffic 
Stop and question 
Is:;ue traffic tickets 
Interview victims 

and witnesses 
First aid 
Search crime scenes 
Inspect places 
Arrest 
Good relations in 

community 
Testify 
Give directiOns 
Search and question 

prisoners 
Escort parades 
Preserve evidence 
Mentally disturbed 

persons 
Give information 

Family disputes 
Guard visitors! 

property 
Rescue lost persons 
Help people who have 

lost keys 
Advise, warn, or 

arrest youngsters 
Control crowds 
Assist motorists 
Drunks and alcoholics 
School crossings 
Make 'written reports 
Pick up stray dogs 
Check business licenses 
Refer citizens' 

complaints 
Public nuisances 
Election day 
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 :o~text) , it provides a useful starting point in 
the lIstmg 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: 4 

~ Ralph Green, Geraldine Schaeffer, and James O. Finck­
enau~r, "Law Enforcement Training Project-Survey of Com­
mumty 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, 1963), 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. ADVISES, DIRECTS, AND GIVES INFORMATION TO THE 

GENERAL PUBLIC 

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 CALLi> 

Geography of the city, district, and beat 
. Care and operation d departmentai.equipm(.'Ilt 

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 . 
Fi,rearms 
Vehicle code 
City and country traffiic ordinances 
Traffiic accident procedure 
Gymnasium and calisthenics 
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4. ENFORCES STATE LAWS, 
CITY AND COUNTY ORDINANCES 

City and country ordinances 
Law of arres,t, search, and seizure 
Law of evidenc*, 
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 of 

prisoners 
Departmental procedure in stopping suspicious 

vehicles 
Departmental rules and regulations 
Law of arrest, search, and seizure 
Law of evidence 
Sel'f-defense 
Firearms 
Gymnasium 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 
Departmental procedure relating to civil com-

plaints, domestic complaints, mental illness, .dog 
bite cases, ambulance reports, trespass complalOts, 
prowler complaints, drunk and drunk driving 
complaints, and the like 

Conduct preliminary investigations of auto thefts, 
burglaries, robberies; assaults, rapes, and other 

sex cases 
Crime scene protection and investigation 
Collection and preservation of physical evidence 
Crime laboratory services . 
Scientific investigation techniques 
Departmental records and forms 
Report writing 

Conduct field interrogations 
Conduct general interrogations and interviews 

7. INTERROGATES AND INTERVIEWS VIGrlMS, 

COMPLAINTS, WITNESSES, AND SUSPEGrS 

Civil rights 
Departmental procedure in taking statements, 

admissions, and confessions 
Field note taking 
Departmental records and forms 
Report wri ting 
Departmental rules and regulations 

Penal code 
Techniques of interviewing and interrogation 

8. MAKES NECESSARY REpORTS 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 . 

section 
Departmental procedure in handling lost, stolen, 

and recovered property 
Departmental procedure in handling of impounded 

vehicles 
Departmental 'procedure in handling prisoner's 

property 
Police duties at catastrophes, disasters, and fires 
Departmental procedure iIi protecting property at 

scenes of crimes, public gatherings, and recrea-
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tional facilities 

10. COLLEGrS, PRESERVES, AND SAFEGUARDS EVIDENCE 

Patrolman's duties at crime scenes 
Collection and preservation of physical evidence 
Basic principles in scientific investigations 
Laws of evidence, arrest, search, and seizure 
Principles of criminal identification 
Principles of criminal investigation 

II. TESTIFIES IN COURT 

.Organization of State and local courts 
Organization and functions of the coroner's office 



De.partmental rule~ and regulations 
Criminal procedure 
Jurisdiction and venue 
Law of evidence 
Court demeanor and testimony 

12. REGULATES AND CONTROL5 TRAFFIC 

General traffic procedure 
Philosophy of traffic law enforcement 
Departmental procedure in handling traffic 

violators and traffic summonses 
Traffic accident investigation 
Traffic direction and control 
Traffic engineering 
Traffic safety education 
Scientific techniques for drunk driving control 
Traffic law 

13. COOPERATES WITH OTHER POLlCE UNITS AND 

ALLIED AGENCIES 

Federal law enforcement agencies and principal 
areas of cooperation 

Local law enforcement agencies and principal 
areas of cooperation 

State law enforcement agencies and principal 
-areas of cooperation 

Organization and administration of the city gov­
ernment, police department, and of local allied 
agencies 

14. OPERATES AND CARES FOR DEPARTMENTAL AND 

P.ERSONAL EQUIPMENT 

Care and operation of departmental equipment, 
vehicles, emergency equipment, and weapons 

Departmental rules and regulations 
Traffic laws 

Organization and functions of the police property 
section 

Departmental procedure in purchasing equipment 

15. PERFORMS MISCELLANEOUS DUTIES AND 

PROVIDES SERVICES 

Handling of bombs and explosives 
Police procedures in emergencies and disasters, 

procedures in handling strikes, mobs, racial 
disturbances, and the like 

Election duties 
Licensing bicycles and taxicabs 
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Specialized duties including the work of jailor. 
warrant clerk, information clerk, complaint clerk 

16. MAINTAINS A PROFESSIONAL ATTITUDE 

History of law enforcement 
Philosophy of law enforcement 
Career opportunities in law enforcement 
Law enforcement as a profession 
Police ethics 
Civil rights 
Departmental rules and regulations 
Civil service rules and regulations 
Discipline and deportment 
Introduction to professional police associations 
Introduction to professional police publications 
Introduction to pOlice education programs 
Human relations 
Public relations 

Although at first glance it appears that there is 
unnecessary duplication in the above training recom­
mendations, close scrutiny reveals that the duplica­
tion serves a real purpose. For example, knOWl­
edge of the geography of the beat, district, and city 
is required not only of category 1 (patrol), but 
also of categories 2 (advises, directs, and gi'lf!S in- ' 
formation to the general public), and 3 (response 
to and handling of emergency calls). Further, care 
of equipment and vehicles is required not only in 
category 14 but also in categories 1 and 3. 

Twentieth P"ecinct Ptoject 

The 20th precinct, on New York's West Side is 
a moderately active precinct which experiences a 
variety of police problems associated with neigh­
borhoods ranging from the high-income area of 
Central Park West to ghetto areas. As a represen­
tative precinct the 20th has been periodically as­
signed the status of a laboratory where various ex­
periments have been undertaken. One of the ex­
periments involved a study of what a. policeman 
does, frequency of occurrence of incidents, total 
time spent in each activity, and average time spent 
per incident. 

Forty-five incidents or police duties were isolated. 
Total time spent on each activity, frequency of oc­
currence, and average time spent per incident, is 
s.hown for each type of incident in the following 
tables: 

Incidents in the 20th prec~nct, !'lew York ~ity 
Police Department, ranked m O'i .... er of total tIme 

spent per incident, 1967-68 

Incident type Number of Total time Average time 
incidents (in minutes) (in minutes) 

1. Sick ................................. 4,552 
2. Other ........................•.... 5,629 
3. Other misdemeanors ... 1,190 
4. Dispute .......................... 3,582 
5. Burglary........................ 2,518 
6. Unfounded ................... 5,132 
7. Dead on arrival............ 402 
8. Injured .......................... 1,170 
9. Intoxicated person ...... 1,550 

10. Disorderly groups ........ 1,693 
11. Robbery......................... 512 
12. Auto accident ............... 547 
13. Alarm offire ................. 1.013 
14. Felonious assault ......... 309 
15. Auto accident-injury. 286 
16. Larceny from auto ....... 514 

. 17. Malicious mischief ....... 435 
18. Utility trouble ............. 578 
19. Narcotics ......... :............. 59 
20. Auto larceny................. 104 
21. Grand larceny.............. 235 
22. Other felonies ............... 64 

"23. Motor vehicle 
'. ,recovei'cd ................... 7!l 
24. Traffic violation ........... 270 
25.' Vehicles mechanical 

trouble ....................... 201 
26. Accidental alar~ .......... 264 
27. Grandlarceny-

pocketbook snatch .. . 
28. Auto safety check ........ . 
29. Prowler ............ : ............ . 
30. Dangerous condition '" 
31. Found persons ............. . 
32. Auto accident­

serious injury 
or death .................... . 

33. Arrest-serving 
summons .................. . 

M. False alarm of fire ..•..... 
35. Property recovered ... .. 
36. Homicide ..................... . 
37. Rape ............................. . 
38. Weapons ...................... . 
39. Missing persons ........... . 
40. Prostitution ................. . 
41. Attempted suicide ...... . 
42. Gambling ..................... . 
43. Traffic court warrants. 
44. Suicide .......................... . 
45. ABC violation ............. _ 

130 
126 
121 
81 
46 

13 

81 
86 
35 
6 

29 
9 

24 
7 

III 
7 

40 
6 
5 

202,143 
162.310 
106,034 
106,016 
104,881 
102,881 
60,126 
46,063 
41,830 
37,780 
33,476 
32,943 
30,483 
26,982 
25,334 
17,579 
16,261 
14,502 
13,582 
12,556 
11,598 
9,559 

7,221 
7,201 

7,201 
6,873 

6,~66 

4,175 
3,549 
3,510 
2,802 

2,587 

2,480 
1,865 
1.848 
1,744 
1,622 
1,298 
1,096 
1,090 
1,056 

813 
713 
607 
160 

44.4 
28.8 
89.1 
29.6 
41.7 
20.7 

149.8 
41.1 
25.9 
22.3 
65.4 
60.2 
30.0 
87.3 
88.6 
34.2 
37.4 
38.4 

230.2 
120.7 
49.4 

149.4 

. 98.8 
27.1 

M.8 
26.0 

48.9 
3!1.1 
29.3 
43.0 
60.9 

199.0 

!l0.6 
21.7 
52.8 

290,6 
5!i.9 

144.2 
45.7 

155.7 
81.2 

116.1 
17.8 

101.2 
32.0 
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Incidents in the 20th precinct, New York City 
Police Department, ranked in order of frequency 

of occurrence, 1967-68 

Incident type Number of Total time Average time 
incidents (in minutes) (in minutes) 

1. Other ............................ . 
2. Unfounded ................... . 
11. Sick ............................... .. 
4. Dispute ......................... . 
5. Burglary ....................... . 
6. Disorderly groups ....... . 
7. Intoxicated person .... .. 
8. Other misdemeanors '" 
9. Injured ......................... . 

10. Alarm of fire ............... . 
11. Auto accident .............. . 
12. Larceny from auto .... .. 
13. Robbery ........................ . 
14. Malicious mischief ..... . 
15. Dead on arrival .......... . 
16. Utility trouble ............ . 
17. Felonious assault ........ . 
18. Auto accident injury .. 
19. Traffic violation ......... .. 
20. Aaidental alarm ........ . 
21. Grand larceny ............. . 
22. Vehicle mechanical 

trouble ....... _ ............ . 
23. Grand larceny-

pocketbook snatch '" 
24. Auto safety check ....... . 
25. Prowler ........................ .. 
26. Auto larceny ............... . 
27. False alarm of fire ..... .. 
28. Arrest-serving 

summons ................. . 
29. Dangerous condition " 
SO. Motor vehicle 

reco.ered ................. . 
31. Other felonies ............. . 
32. Narcotics ...................... . 
33. Found person ............. . 
34. Traffic warrants .......... . 
35. Property:recovered .... . 
36. Rape ............................ .. 
37. Missing persons .......... . 
38. Auto accident-serious 

injury or death ....... . 
39. Attempted suicide ..... . 
40. Weapons ...................... . 
41. Prostitution ................. . 
42. Gambling ..................... . 
43. Homicide ..................... . 
44. Suicide .......................... . 
45. ABC violation ............. . 

5,629 
5,132 
4,552 
3,582 
2,518 
1,69li 
1,555 
1.190 
1,170 
1,013 

547 
514 
512 
435 
402 
378 
309 
286 
270 
264 
235 

201 

130 
126 
121 
104 
86 

81 
81 

73 
'64 
59 
46 
40 
35 
29 
24 

III 
13 
9 
7 
7 
6 

6 
5 

162,1110 
102,881 
202.143 
106,016 
104.881 
37,780 
41,8110 

106,OM 
46,063 
SO,483 
!l2.943 
17,579 
!l3,476 
16,261 
60,216 
14,502 
26,982 
25,334 . 
7,201 
6,87!l 

11,598 

7,201 

6,366 
4,175 
M49 

12,556 
1,865 

2,480 
MI0 

7,211 
9,559 

IM82 
2,802 

713 
1,848 
1,622 
1,096 

2,587 
1,056 
1,298 
1.090 

815 
1,744 

607 
160 

28.8 
20.0 
44.4 
29.6 
41.7 
22.5 
25.9 
89.1 
41.1 
SO.O 
60.2 
34.2 
65.4 
37.4 

149.8 
3M 
87.3 
88.6 
27.1 
26.0 
49.4 

35.8 

48.9 
33.1 
29.3 

120.7 
21.7 

SO.6 
43.0 

98.8 
149.4 
2SO.2 
60.9 
17.8 
52.8 
55.9 
45.7 

199.0 

81.2 
144.2 
155.7 
116.1 
290.6 
101.2 
32.0 
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As would be expected, homicides accounted for 
th~ larg-est average time spent per incident (290.6 
mlOt(~(;"), 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 10 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 10 frequency of occurrence and as No.2 in 
total hours 'devoted to the incident. However,it 
~anks 38th in average time per incident. This 
lOdicates that although the category was frequently 
recorded, relatively little time (28.8 minu'tes) 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 
?o~bted Just how to classify an event he dropped 
It lOto the "other" category. Some examples of 
the "other" potpourri follow: 
Utility trouble. Electricity, telephone. 
Persons locked out of, or in, apartments, cars. 
Calls for ~elp. Often involving a report of a woman 

screammg; 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 vi?lation of air pollution regulations. 
Meet another unit. 
Auto alarms soundiug. 
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 p:eventive patrol while the remaining 
~5 percent IS devoted to answering calls for serv­
lces.5 Of the time devoted to calls for services 30 
~ercent .is .associated with crime while 70 per~ent 
IS noncnmlOal in nature. Of the "criminal" cate-
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g~ry, crimes against property consumed the most 
tIme while, in the "noncriminal" category, aid to 
sick and injured consumed the most time.6 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. ~en are required year round to guard foreign 
mlss~ons and consulates mainly located in other 
preclOcts. 

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 
legltlmate but minor jobs that he performs-i.e., the visits to 
b~sin~ss pr~mises, 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-By. 

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

Patrol and observation.-Tasks included building 
checks, preventive patrol, foot patrol by motorized 
patro.lmen, and special area patrol. They are best 
descnbed 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 a.m.) did little else. 

Public senJice.-This task covered time spent on 
escorts, aid to sick and injured, referrals and notifi­
cations, school and church crossings, aid to stranded 
m?torhlts, and aid to distressed residents and pedes­
tnans. 
. Patml investigations.-Components of this task 
lOcluded action taken in burglaries and burglar 
alarms, li~e.nsed clubs, assault and robbery, stolen 
c~rs, SUSPICIOU~ cars and persons, gambling opera­
tIOns, youth cnmes and cases, and conferences with 
detectives. 

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

• John F. Skelly, "Portrait of a Precinct" (Master's thesis, 
John Jay CoJlege of Criminal Justice, the City University of 
New York, January 1969), p. 115. 

e Sorrel" Wildhorn, "Research on New York City'S Police 
pr0
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blems (report by the Rand Corp., November I, 1968). 

p .. 

i 
I 

I 
I 
I 
I 

I 
\ 
t 
! 
l 

i! 
: I 
! \ n 
i I 
• i 
I, 
~ t 
Ii 
! f 
! 
! 

! 
1 
\ 

If 

~ 1 

H 
; I 
! f 
l) 

II 
It 
: I 
• I 
I' : I 
! 1 
1\ 
I; , ; 
, ! 

II 
If 

II I, 
i \ 
II 
i I 
Ii 
1/ 

II 
\ 

I 
I~ 

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

Miscellane,ous field senJices.-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 included mak-

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 a 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 expended 
on the task and by the percentage of total time 
consumed by each task. This study involved only 
18 patrolmen, three sergeants, and one lieutenant. 
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 1963 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 

Job category 

Foot patrol Motorized patrol 

Hours Percent Hours Percent 

Patrol and observation 42 53 342 36 

Public service 
6 ..... ~·.··· .. •• .. •••••••• 

14 17 166 17 

Investigations ........................... 3 4 US 12 

Disputes ..................................... 1 1 !14 4 

Assist other agencies ................ 0 0 28 3 

Miscellaneous services ............ 0 0 90 9 

Enforcement .............................. 1 1 32 3 

Reporting ••••• u .......... •••••• .. •••••••• .. 
2 2 !14 4 

Community relations .............. 4. 5 10 1 

Other ....................... ~u .............. ••• 
13 16 106 11 

Total ......... d ••••••• ••••••• .. •• .. • 
SO 100 960 100 

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

ron is tic duties and rules and procedures related 
to these duties.7 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 dvilian 
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 used 
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-
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ance. 
Details for public gatherings.-The foot patrol-

man is utilized for extra details such as parades, 
strikes, political meetings, pubJi.c 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 circumstancefi, where 
competent family members are present, the patrol­
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. 

Caretaker of the mentally disturbed.-Foot pa-
trolmen guard mentally distrubed persons from 
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 the 
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 City Police Department." (Master's thesis, Bernard M. 
Baruch School of Business and Public Administration, the 
City University of New York, June 1963) , ch, III. 
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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.s 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., aqility to drive 

a vehicle, fire a weapon, and handle himself 
physically. 

The ability to com~unicate, 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 noncriminal. 

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, Novelllber 5. 1968), pp. 7--11. 
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The ability to skilHullyquestion 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 profer.sionals will be required to for­
mulate curriculums and teach in many of these 
abstract areas. 

Generally speaking/ the police trammg 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." 9 

A patrolman does more than simply prevent crime 
and apprehend criminals. He recovers stolen prop­
erty, ~irects traffic, provides emergency medical aid, 
gets cats out of trees, checks on the homes of fami-

• James Q. Willson, Varieties of Polic;e 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 D«:!partment during the week of June 3 
through 9, 1966 (based on a 20-percent sample ?f 
a week's calls) illustrates this point as shown m 

the following table: 

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

Type of call Number 

Information gathering ...................................... 69 
Book and check ........................ 2 

67 Get a report ............................... . 
Service .................................................................... 117 

Accidents, illness, and 
ambulance calls ..................... . 

Animals .............................................. 
Assist a person .......................... . 
Drunk person ........................... . 
Escort vehicle ........................... . 
Fire, powerline or tree down ... . 
Lost or found person 

or property ........................... · .. 

42 
8 
1 
8 
3 

26 

23 
6 Property damage ...................... .. 

Order maintenance ............................................ 94 
Gang disturbance ........................ 50 
FaIJ1ily trouble ............................ 23 
Assault, fight ................................ 9 
Investigation ................................ 8 
Neighbor trouble ........................ 4 

Law' enforcement ................................................ 32 
Burglary in progress ................ 9 
Check a car ................................ 5 
Open door, window................. 8 
Prowler .................... :..................... 6 
Make an arrest .......................... .. 4 

Totals ........................................................ 312 

Percent 

22.1 

37.5 

30.1 

Hl.3 

100.0 

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

Approximately 20 percent of these calls re~uired 
the officer to get information, about one-thud 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 f~nction is divided into 3~, 
16 45 or x number of specific duties, an analYSIS 
of' th~se 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 requiring his 
services in one of two ways. He either witnesses 
the incident or he is called to the incident. Patrol­
men, detectives, plainclothesmen, and supervi~ors 
all face exactly the same problem in respondmg 
to calls, to get there as fast and safely as ?ossible. 
Here then is a phase of training that apphes to all 
policemen no matter what role. he is performing 
at the time. Policemen who dnve or operate ve­
hicles (cars, scooters, trucks, m~torcyc!es, and even 
helicopters) must be trained m theu use. The 
foot patrolman must be trained in his approach 
to a specific action. As an exampl~, he must be 
told not to run up six flights of staIrs t~ quell. a 
disturban:-e. The winded patrolman wIll be m­
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~. of the 
incident, be it a homicide or a traffic colllSlon, 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 ~~ par­
ticipants and witnesses also requires the ablhty to 
deal with people. Witnesses often must ~e ~er­
suaded of their value as witnesses. lntervlewmg 
requires listening. There are techniques, which ~an 
be. learned which will increase a person s effectIVe­
ness as a listener. The successful search and re­
covery of evidence not only requires train!ng in 
criminalistics but also in the rules of ~vlden~~. 
The preparation of required rero~ts req~l.r~s ablh­
ties that can be improved by trammg; ablhtle~ such 
as penmanship. spelling, composition. Abil.lty to 
deal with people also is required in the takmg ~f 
reports since much of what an officer rep?rts IS 
what he has been told by witnesses and partl~lrants. 
Effecting the arrest, again, requires the abIlIty tq 
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deal with people. Aiding injured requires first-aid 
training and also requires some understanding of 
psychology. Finally, dearing 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.10 

The fact that the police are more optimistic 
about their community relations programs than 
the study indicates 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 witltin' their city and they wish 
to do something about it. 

A .rec_ent 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: l1 

10 "Police·Community Relations-A Survey Among New 
York City Patrolmen"-A study for the New York City Police 
Department and Vera Ipstitute of Jllstice. (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 

Preserve evidence 
Stop and question 
Arrest 
Good community 

relations 
Crowd control 
Search crime scenes 
Interview victims and 

witnesses 
Issue traffic tickets 
Search and question 

prisoners 
Make written reports 
Testify 
Inspect places 
First atid 
Give iltlformation 
MentaUy disturbed 

persons 

Drunks and alcoholics 
Rescue lost persons 
Recover property 
Control traffic 
Assist motorists 
Give directions 
Guard visitors, 

property 
Refer citizen's 

complaints 
Public nuisances 
Election day 
Escort parades 
School crossings 
Check business licenses 
Help people who lost 

keys 
Family disputes 
Pick up stray dogs 

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 a more complete com­
pilation of community attitudes toward police, and, 
supplemented by studies of communities through­
out the Na~ion, a pattern of community expecta­
tions should emerge which will aid the police 
trainer in developing meaningful and useful police 
training curriculums. 
The Policem(m'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 thdr effective­
ness. The Mapp decision and the Miranda deci­
sion are particularly resented. "Hal'f 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 dq 

12 "Police-Community Relations," op. cit., p. vii: 
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it.1S The patrolman sees a general trend to:vard 
permissiveness in society which results in le?Iency 
in the administration of justice. He sees thIS attI­
tude as the <?pposite to the aggressive .action he. be­
lieves will do a better job of preventIOn of senous 
crimes. In general, patrolmen belieVe that the pub­
lic wants more aggressive law enforcement and they 
believe police-community relations woul~ improve 
if more police protection could be prOVIded, par-
ticularly by foot patrols. . 

Patrolmen feel that the end result of a pohce-
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 devel~p 
a better understanding of the commumty and Its 
attitudes toward the police role in the maintenance 

of law and order. 
In black and Puerto Rican areas the opinion of 

patrolmen is divided on whether or. not the public 
wants greater minority representatlon among the 
patrolmen assigned to the minority areas. 

Although a majority of patrolmen feel that peo­
ple in their area have at least "a fair a~ount" of 
respect for the police, 43 percent of .pollce polled 
felt. that people in their area have httle o.r no re­
spect for the police. Many patrolmen thmk that 
the police vocation receives less public res~ect than 
other public service occupations. Of mne occu­
pations listed, 46 percent of the police polled felt 
that none were less respected than the police. The 
vast majority of patrolmen feel that t~e publ~c 
does not understand the job of. the poltce. 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 want~ less at­
tention paid to minor violations; the publIc fa;ors 
legalized gambling but does not fa~or. leg~lIzed 
marijuana or homosexuality; the pubhc IS satlsfie.d 
with police aid to sick and injured;. the pubh.c 
wants more policemen assigned to theIr commu~I­
ties; and the public's chief criticism of the polIc~ 
concerns the alleged police failure to prevent sen-

ous crime. 
Nearly half of the policemen interviewed believe 

that the public thinks that policemen should be 
of the same racial and ethnic background as the 
public they serve. However, the majority believe 

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

that the public is satisfied with the proportions of 
blacb ami Puerto Ricans now on the force. The 
majority also believe that the pub!ic is satisfi.ed 
with the way citizen complaints agamst .the 'p.o~Ice 
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. These 
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

hons 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 experien~es 
that others have had with the police; 

Outside agitators; 

People who take their troubles out on po-

lice; 

The results of drinking; 

The results of drug~ or narcotics; 

Police inability to reduce crime; and 

Police inability to solve a greater percentage 

of crimes-

Approximately one-haH of the patrolmen inte~­
viewed believe that the public understands theIr 
problems; few patrolmen, howeve:, believe t~at the 
public is enthusiastic about pohce-commumty re­
lations programs, youth sports activities excepted. 

Three out of four patrolmen believe that the 
public has reason to commend the police ~or the 
job they are doing and furthermore mo~t pat~~l~en 
feel little or no reason for publtc cntIcism. 
Strangely, however, most patrolmen feel they woul.d 
receive little or no help from the public if theIr 
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) 1 

Not Not at 
Very Fairly too all 

helpful helpful helpful helpful 

Less leniency on the part 
of the courts .......................... 82 

EdU!::ating the public on 
the role of the police............. 60 

Stricter enforcement of 
the law by the police............. 60 

Longer assignments in 
one area so the police 
can get to know the 
people better.......................... 49 

Assigning more police 
to the area .............................. 34 

Having poticemen of the 
same racial and ethnic 
background as the 
people in their area ............... 23 

Community relations 
programs_ ............................... 21 

Giving police more 
training in human 
relations and 
psychology ............................. 16 

More police involvement 
in ,housing and 
sallitation problems .............. 4 

Use of name plates 
identifying the police ............ 2 

Source: Vera Institute of Justice. 

5 2 8 

24 5 

20 12 5 

25 13 10 

29 20 13 

25 27 22 

49 19 8 

36 28 17 

7 30 56 

3 16 76 

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?" 

1 Percent expressing no opinion is not shown. 
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--------------------------.............. --------------------------~~~~~~============~ 
~. !1 

.• Total patrolmen 
(percent) 1 

A great A fair Very Not at 
deal amount little all 

A tendency toward 
leniency on the part 
of the courts ........................... 84 

The Mapp decision which 
forbids the usc of 
illegally obtained 
evidence; i.e., evidence 
secured during an illegal 
search or seized under 
illegal circumstances ............ 52 

The Civilian Complaint 
Review Board ........................ 52 

The Miranda decision 
which requires police to 
advise those in custody 
of their right to remain 
silent and to have an 
attorney .................................. 41 

Source: Vera Institute of Justice. 

8 2 2 

24 13 6 

21 15 8 

25 18 

The stop and frisk law and the PBA were seen, 
by patrolmen, as being more helpful than depart­
mentgrievance 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) 1 

Not Not at 
Very Fairly too all 

helpful helpful helpful helpful 

The stop and frisk law ........... ., 42 28 16 8 
Representation by your 

line organization 
(PBA) .................................... 41 29 17 7 

The informal means 
afforded of discussing 
your problems with 
your supervisors and 
commanding officer .............. 24 31 21 17 

The formal departmental 
grievance machinery ............ 19 20 30 25 

Souoce: 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 follows: 

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. 

11 Tho ,",Up' then 'urn , rough ,onUnuum "n,in, "om "" the ollk., know' he ,annot legally do a thing to i 1 
II! I child who is thought to like the police, to react to kindness, the man, he determines a way to punish him and I .,1,,: 

I 
t(1 have political power. and to have reference to the aims of still keep himself out of trouble. 
the police only in his status as a future citizen, through the , 

I, J better class of people, the slum dwellers and the Negroes, to Although the police in department X seemed, '.' .. '\i , ! the criminal Who is thought to hate, the police, to have no sensitive to public opinion concerning the use of 
1 I political power, to Whom force is the only intelligible lan- force, they exhibited lack of sensitivity in their ' :1 

If guage, and who is useful to the police as he is apprehended method of achieving respect. Their attitude was '\ 
I and convicted." ld b j 

i i one of demanding respect. Respect wou e ~ 

f. ,1.1 Further, William Westley found that the police taught to those who failed to exhibit proper respect. . ~1 
\ regard "respect for the police" as so important they Violence was also condoned when the police were ;' U 
I are willing to exert their power to preserve it, even sure of the guilt of the suspect, particularly if the • ~ 

.
1 if the use of this power itself approaches the 'unlaw-

b 
a.lelesguemdmcreidmUepwaass faOlsloex,vs~.r~~Teh·e oT~elinsdaetrtihtuaud'eucSaend :t I ful. I'll fact, the "maintenance of respect for the 11' II 

III i police" is characterized as one of the two "major violence and it was violence that he deserved in 'f 
occupational norms of the police." return." The policeman is a cynic living in a ! 

II Seventy-foUl' patrolmen in department X were hostile world, according to this study of depart- I 
II f asked by Westley to define incidents where they ment X. To protect himself, the policeman lives t 

! would feel justified in "roughing a man up." in a secret world of police solidarity. He feels de- I 
\1 Thirty-nine percent felt that this procedure would graded and inferior (70 percent of department X J 
I ! be proper in cases of disrespect for the police. This members interviewed stated they would not want i' 

1
1 ". • • supports the thesis that the maintenance of their sons to become policemen), looks for the . f 

, I respect for the police is a major orientation of the selfish motive, feels rejected, and consequently in- l 
! 1 police." tensifies his need for self-assertion, which becomes ' 1 

I 
II; The symbol, to the patrolman of department X, articulate as a need for maintaining respect for the i 

of disrespect to the police is the "wise guy." A police. ~ 

11 method of handling this individual is described in Another study, however, develops information· ! 
)
' j the following response: from a different perspective which tends to counter- ,j 

Il • • • for example ·when you stop a fellow for routine balance Vvestley's excessively "force oriented" j 

I questioning. Say a wise guy, and he starts talking back to you police. New York City patrolmen tested in a re-
l and telling you you are no good and that sort of thing. You h d' rl know you can take a man in on a disorderly conduct charge cent study did not strongly concur t at lsrespect 
I ! but you can practically never make it stick. So what you do shown to the police is justification, by itself, for the 
I I in a. case like that is to egg the guy on until he makes a use of force.10 The following table shows the re-

11',' remark where you can justifiably slap him and then if he sponses' in this area. A recapitulation of answers 
\ fights back you can call it resisting arrest. to the question, "Most officers agree that some force 

William Westley points out that the policeman is necessary and justified when a citizen insults and 

I' 

feels the need to punish this individual. Although curses a police officer," is as follows: 

Strongly Strongly 
agree Agree Uncert2.in Disagree disagree 

Year in academy and time tested (percellt) (percellt) (percent) (percent) (percent) Total 

1961: End of 'training ................................................................................ 5 33 28 28 6 100.0 
2 years in field .................................................................................. 4 44 10 39 3 100.0 

~~62: Start of training ................................................................................ 2 25 15 50 8 100.0 
End of training ................................................................................ 3 23 18 49 7 100.0 

1963: 1 year in field .................................................................................... 1 34 16 45 4 100.0 
3d month of training ........................................................................ 2 30 15 46 7 100.0 
4th month of training .................................................................... 4 31 19 43 3 100.0 

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

11 William Westley, "The Police: A Sociological Study of Law, 
Cu.stom and Morality" (doctoral dissertation, Department of 
Sociology, the UniverSity of Chicago, 1951), pp. 175-179. 
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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.16 The 
police recruit will be less cynical than the experi­
enced patrolman. The new 'recruit 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 v,rill 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, middle­
class patrolmen will be less cynical than patrolmen 
coming from the working class. 

The degree of cynicism that a patrolman feels 
toward his work will increase in proportion to his 
length of service ilp 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 syste~. 

Another study analyzes the trait images that arc 
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 

16 Arthur Niederhoffer, "Behind The Shield" (Garden City: 
Doubleday &: Co., Inc., 1967) . 

expressed as "those personal qualities constituting 
a 'good' policeman."l1 . 

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. 

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

Please fill in the following background information. 

Name: 
__________ Date ____ _ 

A. 
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1. Date of appointment: ______ 2. Rank ____ _ 

3. Years of service: Ptl._ Sgt._ Lt._ Capt.._ Higher_ 

4. Present assignment: _______ How Long: __ 

5. Any comp1aints?' ___ How many? ___ _ 

6. Anyawardsi _____ _ 

7. Major previous occupations _____ How long? __ 

B. 

8. Sex __ 9. Age__ 10. Social Status _____ _ 
(single or married) 

11. Number of years in school _______ . ----

12. Ethnic background _____________ _ 

13. College graduate: ______ Major field., __ _ 

Type of Degree: _____ _ 

14. Graduate work ______ Major fieldl ____ _ 

Type of Degree: _____ _ 

--;::;-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. ~, 
autumn, 1965) , p. 29. 
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INSTRUCTIONS 

1. Read over the following list completely. 

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

~. 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. 

-Dedication 

__ Air of authority 

~ven tempered 

__Efficient 

__ Good health 

__ Common Sense 

__ Emotional maturity 

__ Respect for superiors 

__ Physical strength 

__Honesty 

__ Knowledge of the 
police job 

__ 'Leadership 

__ Religious 

__ Friendly 

__ Well trained 

__ Practical 

__ Not naive 

__ Studious 

__ Reliability 

___ Well educated 

__ Alertness 

__ Self reliance 

__ Initiative 

__ Cooperation 

__ Appearance 

__ Courtesy 

__Intellig€Ilce 

__ Sense of humor 

__ Patience 

__ Tolerance 

__ Courage 

__ Compassion 

__ Discretion 

__ Good family 
hackground 

__ Sobriety 

__ Integrity 

__ Morality 

__ ..:Responsibility 

__ Pleasant personality 

__ Industrio'us 

Other ______ ~-----------------------------

Before the actual beginning of training. recruits 
selected the following traits ranked in order of 
importance: 

1. Alertness 5. Intelligence 
2. Honesty 6. Dedication 
3. Job ~nowledge 7. Appearance 
4. Common sense 8. Well trained ~ 

II At the end of their formal academy training the 

\ 

recruits were tested again and the traits were 
ranked as follows: 
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1. Alertness 5. Intelligence 
2. Honesty 6. Appearance 
3. Courage 7. Well trained 
4. Common sense 

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 
da~ger 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 officet. 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 n~asonable to expect 
that, with this variation in public perception, the 
current police applicant would view his anticipated 
occupational rqle 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, 

"fhus, 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 fum:-

: I 
!' 
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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
ion 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 
summary 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 
stati~tical expectancies for each choice. Therefore, 
the chi square formula, which depends upon the 
difference between expected and observed frequen­
cies,ls 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, ~nd· 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 Edwaras, 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 
availabl~ 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 
resuits 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 

Alertness ........................ 30.32 
Job knowledge ............ 30.19 
Honesty .......................... 27.73 
Common sense .............. 27.44 
Dedication ...................... 26.87 
Intelligence .................... 26.10 

Alertness ........................ 32.24 
Job knowledge _ ............. 29.19 
Honesty ................... : ...... 27.07 
Well trained ................ 26.54 
Dedication ........... : .......... 26.08 
Common sense .............. 25.53 
Intelligence .................... 24.33 
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Respect superiors .......... 25.45 
Well trained .................. 24.63 Responsibility .............. 24.18 . 
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Appearance .................... 24.29 
Reliability ...................... 22.52 

Courage .......................... 24.14 
Appearance .................... 22.99 

The traits selected at entrance by the two groups, 
appointed 10 years apart, show a remarkilble simi-

larity, almost identical. True, the rank order shows 
a trifling variation, but none of the changes in rank 
have statistical significance.19 If reliability and re­
sponsibility ~re regarded as similar in definition, 
they may have been interchanged without altering 
the overall intent of the subjects. "Courage," Wo, 
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 t 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 t score being 
2-.38., This may reflect a general trend among pres­
ent 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 
23.43, a value which would have included the trait 
in the select 10. They learned. 

The primary objective of this study is, of (se, 
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-

10 The term, "Statistical Significance" refers to a difference 
of sufficient magnitude to rule out, for the Illost part, the 
probability that it could have occurred by chance. 

.0 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 81, 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 reapprll.isal <:'!ch 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 eariier 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 (t=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 mostf1'equently selected traits (recruits appointed October 1959) 

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

Trait Average Trait Average Trait Average Trait Average 
~--------------~--------------------~------------------~ ~~----------~~~ 
Alertness ........................ 30.32 Alertness ........................ S2.76 
Job knowledge .............. 30.19 Intelligence .................... 29.82 
Hone.~ty .......................... 27.73 Honesty .......................... 27.44 
Common sense .............. 27.44 Well u'ained .................. 27.24 
Dedication .................... 26.87 Common sense ............ 26.98 
Intelligence .................... 26.10 Courtesy ........................ 25.19 
Respect superiors ........ 25.45 Job knowledge .............. 25.15 
Well trained .................. 24.63 Appearance .................... 25.00 
Appearance .................... 24.30 Courage ' ......................... 24.65 
Reliability .. : ................... 22.52 Efficiency ........................ 23.02 
------~--------------------

No trait changed significantly between. tests two 
and three, the period of field service. "Coopera­
tion" (t::::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 polke 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-Jpercent level. 
Similarly important is the emergence of "emotional 
maturity" to a position of prominenc(:. The trait, 
which had averaged only 18.5 on the administration 
following early field experience, wa:; accorded a 
value of 24.2 by the veteran patrolm'~n, 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 testa subsequent to 
entrance, reappeared strongly in third pla.ce, its 
28.3 average being significant at the iO-percent 
level. The change between test 3 and test 4 
(t = 1.73) 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. 
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Alertness ........................ S1.86 Honesty .......................... S1.95 
Common sense ............ 30.69 Common sense ............ 31.02 
Honesty.......................... 28.50 Dedication ...................... 28.29 
Intelligence .................. 27.211 Job knowledge .............. 27.71 
Job knowledge .............. 27.HI Alertness ........................ 25.69 
Well trained .................. 26.S?' Integrity.......................... 24.S6 
Appearance .................... 25.00 Emotional maturity .... 24.26 
Courage .......................... 24.17 Well trained ................ 24.16 
Courtesy .......................... 24.15 Intelligence .................... 24.i.l8 
Reliability .................... 23.71 Initiative ........................ 23.48 

"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 I-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: 

Va1'iations in choice f1'equency 
between test J and test 4 

Increase Decrease 

Honesty......................................... Appearance. 
Dedication .................................... Alertness.1 

Integrity........................................ Intelligence. 
Emotional maturity1 ................... Well trained. 
Compassion1 • ............................... Reliability. 
Even tempered' ,......................... 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. 
• 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 yea.'.d. 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 fo1' 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 1959? It would appear from the findings that 
the altered,image is a result of occupational experi­
ence rather th,an 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 lit.tle effect on the initial 
preconceptiom 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 thitl area, 
the end product, the attitudes of the recruit show 
little trend .in the desired direction. Recommenda­
tions to alleviate this difficulty appear in later 
chapters of this report. 

2.3 Who Are the Recruits 

Entrance Pmcedure 

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 ad1acent 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 beat least 5 feet 
7 inches, a figure recently reduced from 5 feet 

, 8 inches in the hope of qualifying some of the many 
shorter Puerto Rican residents. Vision must be 
20/30 in each eye without glasses and they must be 
othelwise 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 similar 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 qualifying. 

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 
passing the extrance exam since 1946, Assuming 
that the exam from year to ye~r has a similar diffi­
culty level and that there is no reason to believe 
that the applicants vary much in intellectual cali­
ber, one would expect a fairly similar proportion 
of applicants to pass from one year to another. 
Yet, over the 22-year perioJ between 1946 and 
1968 the range of those passing varied from 22.0 
percent in 1953 to 79.04 percent in 1968. It is 

apparent from these data )hat some rescaling may 
have been effected on the passing grade. This 
lowering of standards is reflected in the mental 
ability scores shown in the table on page 31 and the 
chart on page 32. The 1968 test was successfully. 
passed by six out of seven candidates and two-thirds 
of those also passed the physical. In 1969, for the 
class of May 16, the IQ average plummeted to a new 
low of 93.19. 

Number taking examination for patrolman/policewoman, 
number passing and number on list, 1945-68 

Year 

1945 1 ................................................... . 

1946 ............................................ ······ .. · 
1947 ......................... · .. ·· ... ·· .. ·· .... ·········· 
1948 .................................................... . 
1949 .................................................... . 
1950· ......................................... ··· .. · .... · 
1951 .............................................. · ..... . 
1952 •.. : ................................................ . 
195!! ....... : ............................................ . 
1954 .......................................... ····· .... ·· 
1955 .......................................... ·· .... ·· .. · 
1956 ................................................ . 
1957 .......................................... · ... · .. ···· 
1958 ................................................... .. 
1959 .................................................. ··• 
1960 ................................................ · .. .. 
1961 .............................................. · .... · .. 
1962 ........................................ :· .... · .... ·· .. 
1963 ................................. · ................ ···· 
1964 ......................................... · .......... ·· 
1965 .................................................... .. 
1966 .......................................... ·.· .. ··· .. · 
1967 ....................................... ·· .. · .... · .... · 
1968 ............................................ ·· .... ·· .. 

1 No records. 
" No exam . 

Took exam 

18,295 
16,274 

21,7!!6 

10,!!2!! 
10,6!!1 
14,512 
11,41!! 
8,492 

8,771 
8,6!!0 
7,005 

1!!,306 
11,9!!5 
5,866 

2!!,M7 
6,45!! 

25,1!!9 
7,776 

• Exam held in 1950: list established 1951. 
Source: New York. City Police Department. 

Patrolman Policewoman 

Passed exam On list Took exam Passed exam 

5,40!! !!,ooo 
6,160 4,488 695 244 

10,196 6,993 
9114 167 

2,272 1,!!!!7 
6,07!! !!,684 
4,827 4,827 1,072 1149 

6,177 6,177 
2,926 1,875 

5,109 !!,8!!1 
!!,670 2,!I61 1,110 421 

!!,!!58 2,28!! 
6,101 6,101 
5,675 5,676 
2,598 2,598 

10,814 10,744 876 441 

2,416 2,240 
1!!,6!!9 7,960 
6,146 4,547 
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On list 

215 

144 

242 

421 

268 

.~ 
I I 
1 
l 
I 

II 
I 

1 
1 

\1 II 
II 
I 

II 
II 

I 

t 

\ 
1 

I 
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IQ scores of recruit classes, New York Police 
Academy, 1962-69 

Class Number 

February 1962................................ 239 
April ................................................ 92 
June ................................................ 147 
October ............................................ 335 
December ........................................ 385 
February 1963 ................................ 448 
June ................................................ 709 
October ............................................ 577 
January 1964 ................................ 548 
April ................................................ 475 
October ............................................ 141 
December ........................................ 156 
February 1965 ................................ 379 
April ................................................ 376 
July.................................................. 362 

. September ........................................ 264 
December ............. ,.......................... 408 
March 1966 .................................... 304 
Marchi ............................................ 24 
June ................................................ 619 
August ............................................ 423 
September ...................................... 568 
March 1967 .................................... 605 
May.I................................................ 249 
February 1968 ................................ 362 
July ........................................ ,......... 239 
March 1969 .................................... 527 
May.................................................. 358 
June ................................................ 699 

1 Policewomen. 
Source: New York Police Academy. 

The Character Investigation 

AverageIQ 

107.99 
107.84 
105.14 
108.55 
105.83 
106.96 
105.65 
107.98 
105.57 
105.05 
109.55 
i08.9!! 
104.51 
105.60 
105.64 
103.84 
105.42 
10B.66 
111.71 
105.76 
105.64 
102.88 
105.38 
106.12 
105.00 
99.50 
98.30 
93.19 
99.20 

The final' and very critical requirement, "proof 
of good character" is defined in the notice of ex­
amination as follows: 

Proof of good character will be an absolute prerequisite to 
appointment. The. following are among the factors which 
would ordinarily be cause for disqualification: (a) conviction 
of a misdemeanor or an offense, the nature of which indicates 
lack of good moral character or disposition toward violence 
or disorder; (b) repeated conviction of an offense, where 
such convictions indicate a disrespect for the law; (G) re­
peated discharge from employment where such discharge 
indicates poor performance or inability to adjust to disci­
pline; (d) addiction to narcotics or excessive use of alcoholic 
beverages; (e) discharge from the Armed Forces other than 
the standard honorable discharge. In accordance with the 
provisions of the administrative code, persons convicted of 
a felony are not eligible for positions in the uniformed forces 
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of the police department. In addition, the rules of the city 
civil service commission provide that no person convicted of 
petty larceny, or who has been dishonorably discharged by 
the Armed Forces shall be examined, certified or appointed 
as a patrolman. 

After passing the written and physical exams, the 
candidate prepares a detailed 12-page application 
form for the personnel screening unit of the police 
department where a police investigator is assigned 
to the case. A sample of this form appears at the 
end on pages 40 to 51. In the past the investigating 
staff was able to complete all the investigations 
prior to the date of appointment. Manpower de­
mands have reduced the complement of investiga­
tors so that relatively few cases are completed prior 
to the applicant's attendance at the police academy 
and some are even outstanding beyond his assign­
ment to a field command. 

The incomplete investigation may later prove to 
be a disqualifying one and, if so, it is then neces­
sary to discharge an employed police officer, whose 
conduct on the force may have been exemplary, 
for causes completely unrelated to his employment 
record. This inequity operates against both the 
recruits and the department. The many recruits 
whose investigations are incomplete are uneasy 
about the final result, a damaging factor to their 
morale and one which may distract them from 
their studies during their training period. The 
employed patrolman who is' later discharged has 
lost a considerable financial investment in uniforms 
and equipment. He has given up his previous 
employment and may now have difficulty obtain­
ing another job with the police discharge on his 
record. The department, too, suffers because, al­
though it may be argued that the applicant should 
have known he was disqualified, it may also be that 
he did not. In any event, it would seem that the 
human sympathy of hearing board members, later 

. to be described, would incline them to be more 
lenient with the employed policeman than to a 
preemployment candidate with no investment at 
stake. Moreover, the policeman, ultimately dis­
charged in this manner, may bear a lasting grudge 
at the apparent unfairness, a' grudge which may 
create problems for other policemen who come 
in contact with him in the future. 

The results of the character investigation may 
be exemplified by the data on those candidates 
passing the test in January 1967. Of the total 
number investigated, only 2 percent were scored as 
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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). Tqe candidate hearing board, 
sIOmetimes known as the "prime" board is staffed 
by three superior officers of the department. For 
the group in question, this board approved 82 
percent of the cases coming before it anddisap­
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 
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further efforts at anyone 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
t~on 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 are· 
sult of a low score. Those scoring below 90 are 
retested and if they repea.t 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 a:na­
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
p~rtment 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 
classe~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 lists 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 SCOl'es 

Ethnic background: Number Percent 

White ............................................. . 19& 81 
Black ............................................. . 30 12 
Puerto Rican ............................... . 17 7 

Total ......................................... . 245 100 

2 1 
Mental ability score: 

70 to79 ....................................... . 
80 to 89 ................................. , ..... . 29 12 
90 to 99 ....................................... . 102 43 

100 to 109 ....................................... . 79 33 
110 to 119 ...................................... .. 20 8 
120 to 129 ....................................... . 7 3 

Total ........................................... . '239 100 

::c Average 99.5; standard deviation 9.4; 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 member of the 
class had scored well eno~lgh 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 dropofE has continued through the 
classes of March i969 and May 1969, the latter 
class having reached an all time 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 points 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 whethcr the test meas­
ures something called "true" intelligencc, it is reo. 
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=41l). The ~rithmetic 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 ad~ll)ting 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. The 
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 City Police Department, 1968-1969 

Class of February 1968 Class of July 1968 Class of March 1969 

Number Percent 

Total of all classes 

Age Number Percent Number Percent Number Percent 

49 5 
147 15 
144 15 
163 16 
177 18 
109 11 

72 7 
62 6 
42 4 
25 3 

21 ............................................. ".................. 0 
22................................................................ 41 
23................................................................ 49 
24................................................................ 76 
25................................................................ 62 
26................................................................ 44 
27................................................................ 23 
28................................................................ 22 
29................................................................ 22 
30................................................................ 11 

0 20 9 29 7 

12 24 10 82 20 

14 24 10 71 17 

22 24 10 63 15 

18 49 21 66 16 

13 26 11 39 9 

7 23 10 26 6 

6 19 8 21 5 

6 11 5 9 2 

3 9 4 5 1 

98 411 98 990 100 

24.24 
350 Total .................................... · ............ · ----------------------------------------------------101 229 

Average ............ ., .............................................. · ... · .. .. 
Standard deviation ................................................ . 

25.00 
2.21 

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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24.97 24.14 
2.50 2.18 2.42 

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~ ;le admitted, 
however, .hat 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 1,036 recruits in the three classes tested, 

366, or 35 percent, were single; 664, or 64 percent, 

married; and 6, or I 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 
candida te." 

Domestic status of 1'ecruits, New Ym'k City Police Department, 1968-1969 

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

Number Percent Number 

Single ................................. 125 34 84 
Married ............................. 241 66 159 
Divorced ............................ 0 0 0 

Total .......................... 366 100 243 

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. 

Percent Number Percent Number Percent 

35 157 37 366 35 
65 264 62 664 64 
0 6 6 

100 427 100 1,036 100 

An appreciable proportion (22' percent) , however, 
come from families whose principal breadwinner 
was a skilled 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, fathe1"s occupation l 

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

Professional 01: proprietor .......................................... . 
Manager ....................................................................... .. 
Skilled worker .............................................................. . 
Unknown - unskilled ................................................ .. 
Military ........................................................................ .. 
Service - clerical .......................................................... 0 

Total ..................................................................... .. 

Number 

13 
25 
50 

115 
o 

37 

240 

1 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.21 With due consideration 

=1 Eilbcrt, L. R., J. i1. McNamara, and V. L. Haven, "Re­
search ull Selection and Training for Police Recruits," First 
Annual Report, l>ittsburgh, Pa. (American Institute for Re· 
seare,h, 1961) , p. 193. 

Percent Number Percent Number Percent 

35 

5 
10 
21 
48 
o 

15 

99 

27 
20 
87 

171 
2 

69 

376 

7 
5 

23 
45 
1 

18 

99 

40 6 
45 7 

137 22 
286 46 

2 0 
106 17 

616 98 

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 occUp<ttiOli shows that 46 percent 
of the present recruits' fathers were unskilled 
workers. Niederhoffer's results showed only 9.3 
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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 liubstantiaBy higher than others. 
It would appear from the da1ta 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, J¥hile 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 o£ 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 college 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 Niederhvffer, 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. 

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 (30 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. 
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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 <.\re a fairly valid reflection of 
the college degree level at the time of appointment. 
Assuming that a few recruits appointed since' 1965 
have completed degree rt~quirements 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 1953 to 1963, of 15,000 policemen appointed, 

only 320 (just over 2 percent) were college grad­
uates. 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 5 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 
too 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 speculatio'n 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. 
D'uring 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 

Year of Total Less than High school Highschool Some Associate Bachelor's Master's \ 
appt appt'd high school equivalency graduate college study' degree' degree1 degree1 

No. % No. % No. % No. % No. % No. % No. % 
1955 ....... ' ..... 2,944 504 17.1 512 17.4 1928 65.5 446 15.1 60 2.0 78 2.6 5 .2 
1956 ............ 1,486 134 9.0 337 22.7 1015 68.3 322 21.7 40 2.7 41 2.8 3 .2 
1957 ............ 1.636 5 .3 537 32.8 . 1094 66.9 290 17.7 33 2.0 49 3.0 3 .2 
1958 ............ 419 .2 117 27.9 301 71.8 87 20.8 3 .7 14 3.3 4, 1.0 
1959 ........... 863 .1 237 27.5 625 72.4 172 19.9 15 1.7 38 4.4 5 .6 
1960 ............ 555 191 34.4 364 65.6 85 15.3 7 1.3 10 1.8 
1961.. ........... 1,401 277 19.8 1124 80.2 368 26.3 29 2.1 43 3.1 2 .1 
1962 ............ 1,120 215 19.2 905 80.8 316 28.2 24 2.1 30 2.7 3 .3 
19G3 ............ 1,479 292 19.7 1187 80.2 369 24.9 34 2.3 27 1.8 2 .1 
1964 ............ 1,171 224 19.1 947 80.9 284 24.2 24 2.0 22 1.9 
1965 ............ 1,690 333 19.7 1357 80.3 430 25.4 29 1.7 41 2.4 1 .1 
1966 ...... : ..... 1,977 329 16.6 1648 83.3 489 24.7 38 1.9 58 2.9 2 .1 
1967 ...... _ .... 1,090 199 18.3 891 81.7 267 24.5 11 1.0 24 2.2 
1968 ............ 3,239 655 20.2 2584 79.8 481 14.8 45 1.4 44 1.4 
1969 ............ 1,196" 263 22.0 933 78.0 224 18.7 15 1.2 12 1.0 .1 

1 Last 4 columns are included within the "High school graduate" category. 
2To June 30. 

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

37 

, 

I , , 

~ 
l 
,:f: ,., 
" ;;; 

J 
, , 

I j 

• ! 

, I 

I 



" .;.:., 

I 
Ii 
I! 
! 1 

Previous occupations of recruits II 
fl 

----------------------------------------------I 
Professional proprietor 

February July March 
No. of 1968 1968 1969 Total 

years No. % No. % No. % No. % 

1................ 3 21 
2................ 3 21 
3................ 3 21 
4................ 1 7 
5................ 1 7 
6................ 1 7 
7................ 1 7 
8 .............. .. 
9................ 7 
OVer 9 ...... 

2 20 
2 20 
2 20 
1 10 

1 10 
1 10 
1 10 

3 50 
1 17 
1 17 
1 17 

8 27 
6 20 
6 20 
3 10 
1 3 
1 3 
2 7 
1 3 
2 7 

Manager 

February July 
1968 1968 

No. % No. % 

March 
1%9 

No. % 

2 18 5 24 
1 9 5 56 9 43 
3 27 2 10 
3 27 1 11 2 10 

9 
9 

3 33 

1 5 

5 
5 

Total 

No. % 

7 17 
15 37 
5 12 
6 15 

2 

3 7 
2 5 
2 5 

February 
1968 

No. % 

3 4 
1(j 12 
13 15 
15 18 
14 16 
9 11 
6 7 
9 11 
2 2 
4 5 

Skilled 

July 
1968 

No. % 

7 9 
11 14 
9 11 

14 18 
6 8 
8 10 
3 4 
6 8 
6 8 
9 11 

March 
1969 

No. % 

14 14 
15 15 
14 14 
17 17 
15 15 
6 6 
4 4 
3 3 
4 4 
7 7 

\ 

Total 

Service-clerical II,',' 

February July 
1968 1968 

No. % No. % No. % I 
12 18 ) 
14 21 

24 9 
36 14 
36 14 
46 17 
35 13 
23 9 
13 5 
18 7 
12 5 
20 8 

12 9 
27 21 
27 21 
21 16 
15 11 
16 12 
2 2 

2 
3 
3 

3 
4 
4 

11 16 
5 22 
6 9 
6 9 
2 3 
1 1 
1 1 

Total.. 14 5 10 5 6 2 30 3 11 4 9 4 21 6 41 5 85 28 79 37 99 27 263 30 131 43 68 31 

Average No. 
of years 3.8 4.0 2.0 3.4 3.8 3.9 2.8 3.3 4.9 5.1 4.3 4.7 3.9 
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New York City Police Department 

Service-clerical 

March 
1969 

No. % 

31 26 
29 24 
20 17 
14 12 
10 8 
4 3 
5 4 
4 3 
3 2 
1 1 

Total 

No. % 

55 17 
70 22 
58 18 
50 16 
31 10 
26 8 
9 3 
8 3 
8 3 
5 2 

February 
1968 

No. % 

9 18 
7' 14 
8 16 
4 8 
7 14 
2 4 
5 10 
1 2 
2 4 
4 8 

Unknown-unskilled 

July 
1968 

No. % 

7 16 
11 24 
5 11 
6 13 
3 7 
2 4 
3 7 
4 9 
1 2 
3 7 

March 
1969 

No. % 

26 25 
15 15 
14 14 
13 13 
12 12 
5 5 
5 4 
7 7 
3 3 
4 4 

Total 

No. % 

42 21 
33 17 
27 14 
23 12 
22 11 
9 5 

12 6 
12 6 
6 3 

11 6 

Military 

February July 
1968 1968 

March 
1969 

No. % 'No. % No. % 

6 
3 21 3 17 
2 14 1 6 
643480844 

3 17 
1 20 

7 
2 11 

2 14 

Total 

No. % 

1 3 
6 16 
3 8 

18 49 

3 8 
1 3 
1 3 
2 5 
2 5 

February 
1968 

No. % 

29 10 
51 17 
56 18 
50 16 
37 12 
28 9 
14 5 
15 5 
10 3 
14 5 

Sum of rows 

July March 
1968 1969 

No. % No. % 

28 13 
43 20 
27 13 
41 19 
15 7 
16 7 
13 6 
12 6 
9 4 

12 6 

80 22 
72 20 
52 14 
55 15 
38 10 
18 5 
13 4 
15 4 
13 4 
12 3 

Total 

No. % 

137 15 
166 19 
135 15 
146 16 
90 10 
62 7 
40 4 
42 5 
3Z 4 
38 4 

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 

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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CITY OF NEW YORK 

POLICE DEPARTMENT 

INS1'RUCTIONS 

~
istNumber 

Examination 
Number 

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

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

Section 50, Civil Service Law states that II 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 !!ecuring his eligibility for appointment." 

New York City Administrative Code, Section 1151-9,0 states: "Any person who shall knowingly make 
a false statement 01' 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 th:.m $500 or imprisonment of a term of not more than 60 days or both." 

Personally -typewrite or print this form: (1) legibly, (2) in blue or black ink only, and (3) in duplicate. 
(Carbon copy permitted.) See oath on last page. 

1. 

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

l,USli~ ONLY 8% x 11 inch paper. 
2. Submit it in duplicate. (Carbon copy permitted.) 
3. Put yOUl' name and list number at the ton of each sheet, 
4. Precede each answer with the number ot the question being answered. More than one answer may be 

put Qn a sheet. 

SURNAME f'mST NAME MIDDLE NAME LIST OTHER NAMES YOU HAVE BEEN KNOWN BY AND AT'l'ACIi 
STATEMENT GlVING REASONS THEREFOR 

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 o Parent o Spouse 

INVESTIGATION OF A'-PUCANT-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 1'0S'1' OFFICI!: 
MONTH-YEAR NUMBElt AND S'l'IlEI!:T AN!) l'.()NJo: NO, OITY STATE 

0 

-- -

5, DESCRIPTION OF PRESENT RESIDENCE 
NAME WITH WHOM PRESENTLY RESIDING RELA'£IONSHIP 'rEI.EPHONE NO, 

I 
APT, NO, 1"Loon o I"RONT DREAR 

o NORTH 01>AS'1' 

, D SOUTH 0 WEST 

6, LIST ALL ARRESTS AND ANY POLICE INVESTIGATIONS NOT RESULTING IN ARREST 

, 

7. 

(Include Juvenile Delinquency, Youthful Offender, Wayward Minor and Family Ct Proceedings) 

DATE CITY OR TOWN 

I OF OCCURRENCE AN!) STATE CHARGE DISPOSITION 

-

SUMMONS RECORD 
(List ALL summonses served on you 01' your vehicle by a police officcr, court or other authority, in any 
state, for violations of parking l'egulations, traffic l'cgulations, vehicle and traffic laws 01· any other crim­
inal law. ALSO list COllrt summonses in civil matters) 

DATE 
OF VIOLATION 

CITY OR TOWN 
AND S'1'AT~: VIOLA'1'ION COURT DISPOSITION AND DA'fE 

-------!--------i------,---- .-.. --.--- ---.---------------

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

CITY OR TOWN COURT on WHO WAS DEFENDANT AND WHAT WAS 
DATE AN!) STATE 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, etc.) 

LICENSE PLATE NO. USED IN WHAT YEAR(S) 7 MAKE OF VEHICLE YEAR OF 1H'R. OWNER OF VEHICLE 
~ 

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 c=J 

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 c=J 

12. PISTOL AND REVOLVER RECORD 
(List ALL pistols and revolvers presently possessed or possessed in the past. If possessed under a license, 
or othel' authority, give necessary information) . 

PERIOD COVERED LICENSF, NO. 
(OR AU'rHORITY 

FROM '1'0 MAKE ]'lODEL SEIUAL NO. CALIBRE TO CARRY) ISSUING AGENCY 

-

LOYALTY 

INSTRUCTIONS: 

The words "subversive organization" as used here means any group or organization which suppol'ts, 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. 

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

13. Have you ever by word of mouth or in writing advocated, advised, or taught the doctrine that the gov­
ernment of th1e United States of America, 01' of any state, or of any political subdivision thereof shou!d be over­
thrown or overturned by force, violence, or any unlawful means? 

Answer c=J 

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

Answer CJ 
42 

.1 

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

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

Answer c=J 
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 01' from taking a life in the carrying out of your duties? 

Answer c=J 
1 e. Have you ever participated in any parade, picket line, delegation or demonstration sponsored or orgl<n­
ized by any subversive organization? 

Answer CJ 
19. Have you ever been a member of or attended any school, camp, class or forum sponsored by any sub­
versive organization? 

Answer CJ 
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 01' program connected with 
any subversive organization? 

21. 

Answer CJ 

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) 

GRANTlm Li~ DISABILl'l'Y 'B'lffflit~~ DATE CLAIM NO. REASON OR DENIED GRANTED 

-

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

DIAGNOSIS DISABILITY AWARD 
DATE CO~trAN\, AND ADPRESS OF INJURY GRANTED 
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24. EDUCATION RECORD 
(List all schools and colleges you have attended) 

FIIOM -TO DAY OR DlI'I.OMA 011 DEGREE 
MONTH lit Y~AJI NAME 01' SCHOOL MAII.ING ADDRESS EVENING IIEl!EIVED (YES Olt NO) 

J. -

i 

-

25. EMPLOYMENT jUNEMPLOYMENT 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? 0 Yes 0 No 

NAM~ AND MAIt.lNG ADDRI,SS 01' EMPLOYER OIl POSl'flON I!F.LD REASON 
FROM-TO UNEMPLOYMENT INSUHANCJo) OFFICE WHEIIE IlNDI'CATF. IF OFFICER FOR 

MONTI! & YEAH YOU ~-ILED FOR m:N~;~'ITS ew COMPANY) LEAVING 

26. EM?LOYMENT 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 DATE NAME m- SUPERIOII INVOLVED 
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27. LICENSE RECORD-IOTHER THAN DRIVER, VEHICLE OR Pi5TOU 
(List every license you, or any cO:L'poration or partnership of which you were an officer, director or part­
ner, either (1) filed for, (2} possl~ssed, or (3) for which you acted as sponsor, vouchet·, character witness. 
Include professional licenses ) 

lNDICATE SEI.F OH I(IND 0(.' DATE OF 
gv)m IlIWOI(EJ) 

CHAN'rIm GOVgllNUFN'l'AL OIl SUSPI&NDED 
LIS'l' COMPANY & ADDIIESS LICENSE. r'ILING Oil DENtED AGENCY lYES OB NO) 

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

NAME THE CITY. STATE OR INDICATE 11': REASON FOR RF.JECTION, 
FEDEIIAL AGENCY OR POSITION ACCEPTED. REJECTED. OH ON Wn'IlDUAWAL OR 

DA'l'E OTHEU 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. neg in with 
first marriage. If single, write SINGLE on first line) 

INDICATE PRESENT STATUS 

HUSBAND'S NAME OR DATE OF NAME AND ADDRESS OF AGENCY 
OF MARRIAGE lLIVING 

WITH SPOUSE, DIVOUCED. 
DATE WIFE'S MAIDEN NAME . BIRTH ISSUING MAUIIIAGE CERTIFICATE WIDOWED. ANNULLED. ETC.) 

30. RECORD OF· PARENTHOOD 
(List every child bol'll to you) 

CHILD SUPPOHTED WI'l'H WHOM 
DATE OF PLACE OF NAME OF WHO IS MOTHER BY WHOMl DOES CHILD 

BIRTH BIRTH CHILD OR I'ATHEHl (INDICATE I~- DEAD) IIESIDET 

-

I 
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31. 

32. 

33. 

PATERNIIf 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 c=J 

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

Answer c=J 

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

DATES SERVICE TYPE OF DISCHARGE REASON FOR 
FROM TO BRANCH OF SERVICE SERIAL NO. RANK RECEIVED DISCHARGE 

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

Answer c::J 
Changed 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) 

'l'YPE COURT MARTIAL OR OTHER 
DATE CHARGE AGAINST YOU DISCIPLINARY PROCEEDINGS DISPOSITION OF CHARGES 

-
-

36. RESERVE ANDIOR NATIONAL GUARD RECORD 
(List present or past service in any Reserve 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. 

3S. 

RESERVE ANDIOR NATIONAL GUARD DISCIPLINARY RECORD 
(List all disciplinary actions against you in Reserve or National Guard Service, including company pun­
ishment) 

DATE I 
'l'YPE cOUln: ;lIAltTIAL OR o',rmm 

mIArtGE At1AINS'f YOU 1 ____ D_IS_C_l_l'L_I_N_A_HY_I'_H_O_CE_E_·D_IN_G_, ________ D_I_S_PO_S_I_"tl_O_N_O_F_, _CI_IA_R_G_E_S_ 

I 
I 
I 

SELECTIVE SERVICE RECORD 
(List present classification and anv past IV-F, I-Y, I-A-O, 1-0 or I-W classification given you) 

LOCAL BOARD NO. 

I 
REASON FOR CLASSIFICATION IF 

DATE CLASSIFICATIONS AND ADDRESS IV·F, I·Y, 1·0, I·A·O OR I-W 

I 
I 

39. DEBTS 
(List all outstanding debts or judgments against you 01' your spouse or for which you are a co-maker) , , , 

PRESENT AMOUNT AND AMOUNT OF 
ORIGINAL AMOUNT PERIOD OF ARREARS. I'URPOSj<) OF LOAN OR 

CREDl'l'On AMOUNT OWED PAYMEN'r II' ANY rtF-AEON Fon JUDGMENT 

• I 
40. CIVIL ACTION 

41. 

'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 CJ 

BONDING RECORD 
(List all applications made to bond you and dh;positions thereof) 

__ ~O~A~T~E ___ i, ________ ~N~A=~l=E~A=N~D~A=D~U=Rl='S=S~O=F~'=JN=S=U~H=I',=lt ________ i ____ ~rt=~A=~='O=N~ __________ A_C_CE_P_T_E_D_o_I_l_nE_'J_E_C_TI_~D ____ __ 

---------I-------------------------------!----------------------------------

42. SAVINGS ACCOUNTS 
(List Savings, Checking, Postal Savings, Building & Loan, Brokerage and Other accounts maintained by 
you or by your spouse) -

I NAME IN WHICH 
NAME AND ADDRESS OF INSl'lTU'rION ACCOUNT IS HELD TYPE PRESENT DALANCE 
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43. STOCI{S AND BONDS 
(List all securities rights warrants wal'rants stock options owned or controllprl by you 01' your spouse) , , , 

DESCI!Il'TlO:'< OF NO. OF DATE OF YEARLY INCOME 
SECURITIES SHARES PURCHASE INITIAL COST THEREFROM 

. -

44. REAL ESTATE 
(List aIll'eal estate holding's or investments wholly or partially owned by you or your spouse) 

AMOUNT OP 
DATI, OF INITIAL MORTGAGE YEAltLY INCOME 

nESCRIPTION LOCA'fIO!> I'URCHASF. COST OR LIEN THEREFROM 

.-... "-.--.~.-.~"--. _. ---.-. 

45. lOANS RECEiVABLE 
(Li,;t all loans you or your spouse have made to others and the income therefrom) 

1 

I I INTEltEST 
TO WI/Or.! MAl1F. ADD!lr:SS JJATE BALA:'<CE DUE RECJo:IVF.D 

- 1----· 
1 

I ! 

46. MOTOR VEHICLES AND/OR BOATS OWNED 
(List an motol' vehicles and/or boat;; presently owned by you or by your spouse) 

_____ 1>_IA_K_·E_, _. ____ I-__ Y_E_,.A_R __ I ""''''''''''''' NU",". I CO" I "" '" 'u"'''~ 
-_.---_.... ----1------1----- -- --.- .... --... -:---------------

-----------1-------1 ----.... ---- 1--------1------------

47. OTHER ASSETS 

48. 

(Have you or your spouse cash holdings or othel' assets not listed valued ovel' $1,000? If yes, list on 
separate sheet) 

AnsweJ: C:=J 

INHERITANCE BENE;:ITS 
(List all insurance policies, estate;;. trust fund". E'tr.. of which )'OU or your spouse are beneficiaries) 

INSUlUW OR M,\KER OF WILl •• ETC. ADDI\Jo:S-' A~IOUNT OF' BE:'<EFI'l'S 

48 
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49. BUSINESS INTERESTS 
(List nny business you 01' your spouse have a financial intel'est in--other than listed in questions 43 
and 44 ) 

llUS1NLoS 
AMOUN'!' 01,' 

INTEllES'1' NA~U,; AND ADDRESS OF PARTNEns 

------1-----1--------------------

SO. MOTOR VEHICLE OPERATOR RECORD 
(I ist all chauffeul' 01' operator lic"nses presently held from this state 01' any other state or territory) J , , -

LICENSE OR PErull'r EVEn HEVllKI::D on Lll:J::NSE 
ISSUING SUSPENDED (YESINO). IF YES. GIVE llES'fOHED 

OPR. CHAUr', NUMIWlt IlES'iRlCTWNS STATE DETAILS ON SEPA!'.ATE SHEET (n:S/NOI 
(CHECK' I 

-----1 
----

--

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

Answer C:=J 

_ 52. MOTOR VEHICLE ACCIDENT RECORD 

, 

53. 

(List every accident you have ever been involved in as a drivel' passenger or pedestrian) , 
CITY AND STATE OR INDICATE INJURIES SUMMONS RECEIVED 

DATE LOCATION IF N.Y.C. 'f0 YOU OR OTHERS (YF.S/NO) 

.. ------. 

FAMilY RECORD 
(List alphabetically, by last name, spouse (maiden or premarriage name), father, mother (maiden name), 
sisters, brothers, aunts Hnd uncles-LIVING OR DECEASED. Include relatives by mal'riu)!e ) 

REl.ATIO:-;~III1· SllIt':A .. tJo;. FIIt_,T, MIDDLI, 

1 

ADDm:ss 
(STA'fJo: DhCF'.ASED. JIo' so, OCCUPATION 

DATE OF' D1RTH 
OR AGE 

____ J---------1-------1------I----
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S4. ARRESTS . 
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56, 

Has any member of your immediate famiiy (fathar, mother, ~rlster, brothel', husband 01' wifo) ever beon 
al'l'cstcd? If ycs; givo details on separntc shoot, 

Answel' c=1 

OTHER ARRESTS 
1'0 the best of your knowledgo ha,s any othol' relative, associate or pcrson rcsidlng with you, although 
lIot related, over been arrested? If yes, givo details on sepamto sllcet, 

Answer c=1 

FINGERPRINT RECORD 

57. LIFE INSURANCE POLICIES 
(List all life inslll'allce policies for which YOU have applied) -

COMI'ANt' .\ND "DllllE~S 
ACCNI''l'NIJ OIl ItEJ"C'l'lm.(Olvl~ m:ASON FOil 

DA1'S In:S!DI;NCI~ WilEN Al'I'I.1I>D II!::JI':C'l'lON ON SEI'AIlA'rE 8I1EE'I') 

- .' 

58. ASSOCIATION MEMBERSHIP RECORD 
(List every social or fratel'llul organization of which you arc 01' have ever be on a membor) 

'1'0 I N"MI~ 01-' OIUlANllIA'I'ION i ,\IlDlU,-~S 'fYI'S OF' OIlGANIZA'I'ION 

-----1----1----", .. _",--' ----------.-------

5~1. LABOR UNION 
Has your name ever been submitted 01' used as a tn;steE', officer in any official capacity, in any labor, 
trade union, etc" organization or nfiiliatc? If yes, give details on sepnrnte Sllcct, 

Answer c=1 

60. ANY ADDITIONAL INFORMATION 
Do you have any knowledge 01' information, in addition to thnt specifically called for in the preceding 
questions, which is or which may be relevant, dil'ectly or indirectly, in connection with an invcstigation 
of your eligibility or fitness for the position applied for; including' bll.t not limited to knowledge or infor­
mation concerning your charactel', physical or mental condition, temperance, habits, employment, edu­
cation, subversive activities, family, associations, criminall'ecord, traffic violations, residence or otherwise? 
If yes, give details on separate sheet. 

Answer c=1 

l'ENALTY FOl~ FALSlFlCATION: Knowingly falsifying any statemcnt made hcrein is .!In o(l'cnsQ punishable by a fine 01' im­
prisonment 01' both, (N.Y.C. Administrative Code 1151-9.0) 

Signature of Applicant date 
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STATE OF 

crrY OF sa.: 

COUNTY OF_, __________ _ 

I, r 

boin~ duly SWOl'n depose und sny that I am the above named person. I signed the foregoing statemcnt. 1 person­
ully l'end the answers to each and every question therein nnd I do solemnly swenr that each and every answer 
is full, true and correct in every respect. ' 

(Cnndldate sign here) 

Sworn to before me, this __________ _ 

day of ,------_________________ 19 __ 

(Notnry Publlc or Commissioner of Docd6) 

DO NOT SIGN BELOW UNTIL DIREC'rED 

(Cnndldnte ,sign here) Date 

(Signature of Investignting ,Officcr) 

2.4 Con8traint8 Impo8ed by Per80nnel Selec­
tion Policie8 

In order for the proposed training and education 
program to be implemented effectively, it is impera­
tive that recruits be appointed at regUlar lO-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
iugo£ policemen in the New York City Police 
Department has been the irregular nature 01 ap­
pointments, The anticipation of continuously ex­
panding numbers of entering recruits poses 
logistical problems for the administrator of the 
training function. 

Ip. the first place, the intake in New York City 

5] 

has occurred at sporadic intervals, affording little 
opportunity for providing a systematic and con­
tinuous training program, Recruits in varying 
numbers are appointed I, 2, and 3 months apart 
and then long periods elapse without any appoint­
ments. These appointments cause an overlap In 

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. 

;. , 



Recent work load in recruit training, 
New York City Police Department 

Probationary 
patrolmen Police 

Month and policewomen trainees 

December 1968 .......... 1.452 446 
January 1969 ............... 1.776 189 
February 1969 ............. 2.178 124 
March 1969 ................. 1.949 159 
April 1969 .................... 1.949 119 
May 1969 ....................... 1.299 163 
June 1969 ..................... 941 79 

Total 

1.898 
1.965 
2.302 
2.108 
2.068 
1.452 
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 use 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 J ~hn Jay College of Criminal Justice 
uses 14 classrooms during the regular college 
semesters from 9 a.m. 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 
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In order to accommodate the recent exception­
ally large numbers of "'ecruits, it has been necessary 
for the training program to adopt a 7-day, 8 a.m. 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 looth 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 COP A). It is 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. 1£ civilian instructors of 
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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 la.rge 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 c!tief 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 l'cquest is fonvarded 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 couIa 
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. It is 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 steps, 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 £6r 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 Inflnence of Line Attitudes 

A reward system operates within the New York 
City Police Department, as it does in all 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 bccn thought im­
possible. A suggested method for the accomplish· 
mCIH of this "impossible" evaluation will be 
offcred. 

The rewards fall into thl'Ct1 bl'oad catcgoties: 
Official (\cp:u'llllcnlwide nW:\l'ds; official precinct 
awards; and infonnal precinct awards. 

The first class is clearly dcfincd in the !'lIlcs and 
proccdures amI consists o( the variollS levcls of 
department recognition. Thesll 11I'C awarded (ot' 
hCl'Oic acts ()l' meritoriolls acls indicating extm­
ol'dinal'Y courage, :ingenuity or intelligence. Bmv. 
cry, intelligence, and merit arc uuquestionably 
important attributes of good police performance. 
Howevel', the awards included in this category 
carry wilh them promotional credit which may be 
inappropriate to the act of bravery in question 
unless one associates the trait with supervisory or 
administl'ative potential. This is a relatively minor 
consideration, though, and may be relegated to·.· a 
position of secondat,y consideration in the light of 
morc important issues. 

Onidal departmental recognition awards, in 
i()l'(lel' of irupol'tauce, tlrc as [olloWS:~2 

Department Medal of Honor 
Police CombaL Cross 
l\;(cdal {or Merit 
Honorable Mention 
Exceptiollall\'fcl'il 
Commendation 

These al'C nw:mled only for acts of bravery in 
"In-ious degrees; the first two only for gunfights, 
the rest for more rOll tine acts of courage. 

Meritorious Police Dut)' 
E:s:cellent llolice Duty 

These two m'e awarded both for minor acts of 
bravery and {or major accomplishments of an 
ndministrative nature. 

Achievement Cita.tion 
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 arc given to recruits com· 
pleting the police academy training program. 
Some of these awards are provided through gifts 
from outstanding citizens, others are pi'ovided 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 

U Rules ami Procedures" cit, 26, pal', 7.0. 
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awards might take other Cot'ms, pal'ticularly the 
Hwards rot' academic achicvement, where scl\olar. 
ships 01' books might be appropt:intc. Currently, 
the Jlatroltnen's Benevolent Association and other 
groups do provide scholarships to l'ecntits. It is 
Ilnticipated that It diversified type of [lwlml would 
help to l'educe the emphasis upon the firearms 
aspect of the policeman's role. 

In addition to heroic and intelligent acts, de­
pI\I'tment recognition may also be granted (or 
clusters of lu'rests. Three arrcsts for driving intoxi. 
cated, tWO alTests for automobile gmnd larceny, or 
two felony an'esls for narcotics laws violations 
within I year quality 11ll officel' (01' the award ".Ex­
cellent Police Duty." The donation of 8 pints of 
blood OVCI' any period of tillle warrants the same 
award. In recent years there are about three times 
as many awards distributed as previously, indicat­
ing, pcrhaps, some increasing aWllrcncss of the 
importance of positive motivation, An extraordi­
narily high percentage of these cluster arrcsts result 
in convictioll, thus ncgating a possible criticism of 
"bounty hunting." . 

Onida 1 precinct atmrds are usually the CuncliOI\ 
of the precinct commander, He is authorizcd by 
regulation to permit n. patrolman who makes a 
good arrest to be excuscd from one tour of duty. 
The natllre of the good arrest is (requently related 
to the precirlct crime problem and the captain will 
consider arrest activity in recommending appropri. 
ate officers for plainclothes and detective duty, 

The final category of 'a,varcl, the informal pre­
cinct type, is probably the strongest immediate 
motivator of behavior because it is activated at the 
patrolman level of execution and has a profound 
influence on the (~a.y·to-day occupational existence 
of the individunl officer. These i"n(ormal awards 
rue mOre frequently available because opportunities 
[or thelp are more numerous. Normal personnel 
turnovcr creates openings more often than tbe more 
stable, higher level detective and plaiuciothes 
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 techniques, 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 
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variation £l'om precinct to precinct, either in the 
choice of reward 01' in specific job pdrformance 
selected (01' it. An unwritten pl'Ogram has devel· 
oped by a proccss ot: tdal, errol', and experience. 
Its homogeneity is fUl'thel' reinforced by the CI.'OSS· 

pollination process o( periodic transfet' which 
rotates captains Cl'om precinct t.o prccinct; and 
probably cncout'ages the simplest and most im­
mediately eCEective techniques to be perpetuated, 
However, there is little intent to create any long­
term improvement in job pcr.Cormance 011 the part 
of the superiors who employ the in(ol'mal devices 
in point. They :m~ content to producc an immedi­
ate and necessary :ccsul.t in the individuals dil'ectly 
concerned and w genemte imitative behavior on 
the part of the other patrolmen. 

Informal rewards are exemplified by (but not 
limited to)-

Sj}(lcial /atJomble {IssigIl1flents.-Rndio motor pa­
(1'01; hospitnl, ballp~\l'k, beach, Ot· other preferred 
assignments; choice patrol posts, 

Pre/erred dttties.-Glel'1cal; verification of election 
l'cgistrYi station house assip:nment, stich as safety, 
pistol licenses, plainclothes, • nd the like. 

P1'e/erred hom's 0/ WOI'!~ -Day tours-day squad; 
switcliing of tours of do:.,. 

Exemt)tioll from unJJieasant assignments.-Spe· 
cial posts-"fixers" ; ou t·oC.preci nct details-"lIying"; 
posts with extended school crossings, 

Frequently, undesirable behavior is discouraged 
at the· precinct level by informal devices o~ less 
impact than official disciplinary charges. The de­
vices employed to effect this result arc, 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
lected for the favored treatment. Essentially, 
behavior similar to that which warrants formal 
recognition but in lesser degree could provide n. 
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, rewm:(Is are reserved for 
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those who perform outstanding acts, and these 
acts, because they lIl'e reinforced by reward, arc 
repeated and repeated and rewarded and rewarded 
until the p~int is reached where the individual 
policeman on patrol is hardly regarded as pedorm­
ing police duty at all unless he is in the pl'ocess o[ 
performing one o( the rewarded acts 01' is doing 
something Icading up to some prcscntly mcasured 
(unction, 

Lost in the policeman's preoccupation with hcro­
ism, arrests, and law enforcement is that aspcct of 
police work which provides the essence of what 
the public wants and for which it needs the police­
crime pi'evention. It would not be unrellsonable 
to estimate that little more than 1 pel'cent 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 3 percclH ot: his time may be spent in 
miscellaneous duties, such as aiding sick and m· 
jlll'ed persons, giving directions, assisting at acci· 
dcnts. Being conservativc, we might say that all 
items of police hazard and sCt'vice activity occupy 
less than 10 percent elf the patro.1man's working 
houl's. The )'emajninl~ 90 percent of his time is 
spent: in what has been termed "preventive patroL" 

It may be inferred from the proportion of his 
lime 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 cities. An informal 
survey ([lTlUng a cross section of ranking members 
of the departinent leaves no doubt that the pre­
vention of crime is their overwhelming choice as 
the primary function of the police. It is 10gical to 

assume that if effective crime prevention patrol 
follows the accepted pattem of human behavior, 
some policemen must be better at it than others, 
SomQ, too, mllst be trying a little harder and 
treating the task with more intelligence than 
others. There arc no formal or inConnal awards 
oE any kind (or effective crime prevention patrol 
in itself. . Notwithstanding the allocation of much 
patrol lime, crimes which could have been pre­
vented by propel' patml do oq;:ur and they occur 
Wilh more frcquency on some posts than on others. 
Wh,H is the degree to which patrol performance is 
responsible (Dr 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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\ I partment, thc~re is presently no such formal process 
for assessing the work performance of the patrol­
men. It is important that there be a performance 
evaluation 01£ the patrol officer at the level of exe­
cution £01' many .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 liO 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 tasl:s in, at least, an acceptable manner 
or better. This definition, to be implemented, 
would require· the spelHng 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 superio~s 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 legarded 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 .. 
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The m'rest 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 m:eaningful, 
objective evaluation, must be set up in measur­
able terms. Quantifiable criteria must be estab­
lished. Eat;h 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, intelligen~e, 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, bu t, 
as will be seen, the resultant error can be minii­
mi.zed by the application of statistical probabiHty 
theory. The foot patrolman could be the subi,ect 
for initial experimentation in evaluating preven­
tivepatrol. Although he is a fast disappearing 
phenomenon in scientific police patrol, the foot 
patrolman still operates in considerabie numbers 
in New York City. 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 ord~red to follow them, It might even 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 difficult 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. Patl'{,lmen 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 telms of 
crime incidence by time of day, day of week, and 
season as measured by complaints received, U.F. 45 
(public morals complaint) forms prepared, and 

Y.D, l's (juvenile report) submitted. Included in 
the factors for post evaluation would be such in­
fluences as trends, nationwide, citywide, borough, 
division, and precinctwide. Probability estimates 
could be computed for the various chronological 
classifications previously enumerated, not only for 
the incidence of crime in general, but even for 
specific type crime incidence to be expected for any 
given time interval. 
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Once having established statistical norms by post 
and time, it would be a relatively simple matter to 
measure deviations from the expectation. Minus 
variance, indicating less crime incidence than sta­
tistical expectation, would reflect favorably upon 
patrol performance. Plus variance would have to 
be carefully studied to determine the extent to 
which job related absence of the patrolman at 
time of occurrence reduced his responsibility. 
Absences might be a result of performance of 
called-lor services of various sorts, meal period, or 
some other authorized act. The time o£ occur­
rence might present a problem at times. Genuine 
doubts about patrol responsibility would have to 
be resolved in favor of the officer. 

Once having identified the effective patrol officer 
by the foregoing method, his reward could be 
measured in terms of his effectiveness. For ex­
ample, a patrolman whose performance variance 
over the 6-month period was minus could be paid 
a salary bonus for the succeeding 6 months com­
mensurate with the magnitude of the minus figure. 
If this favorable performance were continued for 
the succeeding 6-month period, the bonus might be' 
continued in the same measure as his performance 
score might warrant. 

The monetary bonus is considered the most 
appropriate type of award because it reinforces the 
rewarded act ih the same terms as the basic moti­
vator, salary. Furthermore, it does not affect 
irrelevant aspects of the occupational career such 
as promotional credit for 110nsiIpervisory excellence, 
as has been previously discussed. To reward the 
effective performer with time off is paradoxical in 
that the administrator thus reduces his own total 
patrol effectiveness by depriving the department 
of the services of its best man during the reward 
period. Other awards, such as medals, ribbons, 
achievements citations, and the like, do not have 
universal appeal as motivators, particularly to the 
financially pressed h.eads of families. The mone­
tary reward has the additional feature of flexibility 
in that it can be adjusted to fit the degree of patrol 
proficiency demonstrated. It would also be appro­
priate by the same rationale to attach a monetary 
consideration of a suitable sort to the present cita­
tions for heroism and other presently recognized 
aspects of unusually effective performance. 
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Chaper 3. Training and Education of the New York City Policeman 

3.1 Departmental Policy in Respect to 
Training and Education 

The New York City Police Department, by far 
the Nation's largest, is an organization of almost 

. 35,000 police and civilian personnel. Its budget is 
about one-half billion dollars a year of which about 
95 percent is spent for salaries and fringe benefits. 
Clearly, the department is an organization which, 
by any standard, is equivalent to a large business 
enterprise and, by itself, is larger than the entire 
public employment in many of the Nation's cities. 
The l"esponsibilities of the department. are stated 
in general terms as the protection of life and prop­
erty, the preservation of the public peace, the 
prevention of crime, the detection and arrest of 
offenders and the enforcement of all laws, ordi­
nances, and provisions of the New York City Ad­
ministrative Code over which the department has 
jurisdiction. In the general statement of these 
responsibilities, as broad as they are, there is no 
l"eference to the type of services which, as has been 
seen in chapter 2, occupy most of the time of the 
police-the type of services which include aided 
cases, assistance to the public and the like. 

In the development of a force of sworn and 
civilian personnel to carry out the responsibilities 
of the department, it is policy to maintain a struc­
ture of training and education which will take 
civilians and make them into patrolmen, take 
patrolmen and make them into superior officers 
and maintain the level of competence of the force 
on a continuing basis. This involves a funda­
mental commitment to training and education. 
Paragraph 1.0 of chapter 20 of the rules and pro­
cedures of the department states: 

A vigorous and continuous training program for aU mem­
bers of the force is essential for elIective operation. Training 
must be adapted to changing conditions. This imposes a 
serious responsibility on every superior officer to thoroughly 
train members under his supervision by instruction and per-
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sonal example. Emphasis must be placed on ethical conduct 
and the police officer's responsibility to the community . 

To a major degree, the implementation of this 
.general policy statement has been assigned to the 
Police Academy. Weaknesses in the inservice train­
ing and fieltl training processes are considered in 
chapter 5 and chapter 12 and a restructuring of the 
resources available to the academy in these areas 
is recommended. In a more fundamental s(ense, 
however, the effective implementation of the com­
mitment to training and education depends upon 
policies adopted at the highest level in the depart­
ment. The commanding officer of the Police Acad­
emy has no control, at the present time, over the 
numbers and sequence of inputs of recruits. The 
erratic character of appointment policy has been 
discussed at several points in this report and rep­
resents a fundamental constraint on the effective­
ness with which the commitment to training can 
be implemented. Another aspect which calls for 
a high level policy decision is the need to maintain 
uninterrupted training for recruits. In response 
to a series of crises over the past 2 years recruit 
training has, on occasion, been interrupted by send­
ing the recruit classes into the field as an additional 
reserve force of uniformed personnel. Unfortu­
nately, such field duty under crisis conditions is not 
structured as an educational experience and, in any 
case, the effectiveness of the recruit forces under 
these circumstances may be questioned. Following 
a period of interrupted training, Police Commis­
sioner Howard R. Leary stated in a memorandum 
to the chief inspector dated November 6, 1968, 
that-

It is of the utmost importance that the balance of training, 
interrupted for various reasons, be completed in full without 
further interruption. I have directed the chief of personnel 
to that elIect, and he will immediately institute such training 
schedules as will carry out this policy. 

Hopefully, the increased strength of the depart­
ment and the alleviation of social conditions con-

tributing to recent crises will make unnecessary 
emergency measures which adversely affect recruit 
training. It was felt appropriate by the staff of 
this project ·to recommend a basic policy commit­
ment, explicitly embodied in a departmental di­
rective, to assure the priority of uninterrupted 
training for recruits. The new curriculum, which 
is discussed in detail in chapter 5, requires such an 
uninterrupted training process because of the in­
teractive phases of the curriculum, the use of a 
police-civilian instructional staff and the fact that 
the arming of recruits will be postponed until the 
completion of the introductory phases of training. 
Policies within. the department in respect to stand­
arcls of proficiency in the recruit training process 
are spelled out in paragraph 3.0 through 3.5 of the 
rules and procedures. It is stated that a recruit's 
failure to attain a grade of 70 percent in the aca­
demic, firearms,. and physical instruction "shall be 
considered an indication of unfitness and incom­
petency." In the case of such a failure by a recruit 
the comm().nding officer of the Police Academy "shall 
make recommendation to the police commissioner 
that the services of such probationer be immediate­
ly tt;rminated." ''''hile these sections of the rules 
and procedures are quite specific there is some 
doubt that the standards of proficiency and the 
recommendation to terminate recruits who do not 
meet these standards have been applied rigorously 
with recent recruit classes. 'For example, in 1968 
only 0ne recruit was dropped by the department 
for academic reasons. Ten others who failed to 
measure up scholastically were given remedial as­
sistance and were retested; all eventually passed 
and were appointed. The staff of this project feels 
that reasonable standards of proficiency should be 
consistently required of all recruits and that those 
who cannot qualify after an extra period of special 
help should be terminated. Recommendations dis­
cussed in chapter 6 in respect to support services at 
the academy, particularly in terms of counseling 
and remedial education, should assist the command­
ing officer of the Police Academy in more effectively 
identifying recruits for whom a recommendation 
to terminate services is appropriate. 

The effectiveness of the recruitment process for 
the department, in terms of the educational level 
of recruits upon appointment, depends upon the 
state of the labor market and the number of per-
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sons in the New York City community with specific 
levels of educational achievement. Thus, even 
though high school graduation was not required in 
earlier years, certain classes of recruits were notable 
[or the proportion of members with college educa­
tion. The recruit class of 1940 is remembered as 
a fabulous class with an exceptional number of 
men with college background. The greater com­
parative attractiveliess of the police job at that 
time, in terms of labor market conditions, accounts 
in large measure [or the high quality of that class. 

The table on page 37 shows the educational 
achievement as of 1969, of members of recruit 
classes appointed between] 955 and 1969. It will 
be noted that the group with less than high school 
education disappeared completely as a consequence 
of the introduction of the requirement that all 
persons be high school graduates or have a high 
school equivalency diploma. In general, the num­
ber of persons holding college degrees in recent 
recruit classes has been a very smaH fraction of the 
class, and only a few have had any college study. 
Essentially, therefore, it seems unrealistic to antici­
pate any significant improvement in the education­
al background of recruit 'classes in the next few 
years. The development of higher standards of 
education will depend on departmental policies 
which will impact upon the members of the force 
after appointment. It is for this reason that the 
staff of this project has recommended an intensified 
program of postrecruit education and, in the longer 
term, mandatory standards of college education for 
superior officers. In' conclusion, the education level 
of the department will depend on the policies of 
the department. 

Experience in the early years of the police sci­
ence program at the Bernard M. Baruch School of 
Business and Public Administration indicated that 
a majority of the members of the force enrolled 
in the program were simply completing college edu­
cation which had been interrupted when they 
joined the department, primarily because of the 
limitations on college attendance imposed by de­
partmental work schedules. More recent experi­
ence at the John Jay College of Criminal Justice 
suggests that more members of the department are 
beginning their collegiate education through the 
facilities available at that college. New incentives, 
as recommended in this report, will be necessary, 
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however, to substantially increase the percentage 
of the force taking advantage of existing college 
educational facilities and opportunities. 

"college office" which currently is inactive because 
, of the changed relationship between the acadel;llY 

and the John Jay College of Criminal Justice. The 
two agencies are no longer officially alftliated. 

3.2 Police ACl,ldemy-Prcscnt aud Proposed 
Str~lcture 

The work of the academy is organized into five 
sections: Recruit trammg section; advancect and 
specialized training section; firear~s se~tion; tr~in­
ing services section; and admil1lstratIve sectlO~. 
The key units are the first three. The recrtllt 
training section conducts all recruit and preen try 
training (cadet and trainee programs). e~cept fi:e­
arms training. The advanced and speCIalIzed tram­
ing section conducts academic inservice tr~inin_g for 
every rank and level. The firearms s~ct.lOn IS re­
sponsible for all training in that spectahze~ ~rea. 
The training services section and the admmIstra­
tive section provide essential support functions. 
The organization chart also shows the various units 
within the several sections and their major missions. 

The principal agency for carrying out the educa­
tion and training function within the dcpartment 
is the Police Academy. Therc are certain sp~cialized 
unit training functions cali"ied out within com­
mands, but essentially the academy is the focus of 
all training efforts. The present organization ~f 
the academy is shown on the chart below. TIllS 
organization chart reflects the most recent re­
organization of the academy, which became effec­
tive in July 1969. The commanding officer of the 
Police Academy, currently a deputy inst:..ector, has 
an executive officer who report~ to him and who is 
in charge of the -COPA office. Also, there is a 

r OlZG~N\ZAi\ON CMlZT e& 
\ illE l'OLlCt AC/t.OtMV 

-l/ECRUIT ACADEMIC UNIT 
_ P~VSICAL TRAINING UNIT 
_ WATER sAfETY UNIi 
_MANPOWER OEVELOPMENI 

TRAINING UNIT 
_ POLlcE AOMINlGTRATIVE 

AIl.'~ UNIT 

MAJOR MISSION 

CONDUCT ALL BMIC AND 
PRe-ENTRY T\lAINING rxC(PT 
FlRt:ARMS 

I 

_ SUPERVISORV COMMANO 
TRAINING ulln 

_ NON' SUPERVISORY TRAINING 
UNIT 

_ SPECIALIZED TRAINING UNIT 
_ DISORDER CONTROL TRAIN' 

ING UNIT 
• SCHOLARSHIP UNIT 

CONDUCT All ACt.DEMIC 
IN-SERVICE TRAINING rOR 
£\I£RV RANI/. AND L£\IEl 

C.O.P.A. 

fl~tAItMS 
SECTION 

_ RECRUIT ~IREARMG TRAINING 
UNIT 

_ CVCLIC FIREAIlf,1S TRAll<lNa 
UNIT 

_ SPECIALIZED fiREARMS 
"<RAINING UNIT 

_RES~A'!C" 6.1t~TING UNIT 
-MOBilE SECURITY UNIT 
-SUPPLV'" MAINTENANCE UNIT 

~~~D~M~~,&~~~~g~s 
TRAINING rORAlL RANKS; 

• CARRY OUT RES£ARCIl PER­
TAINING TO 1'IREARMS 
SATET'I AND APPW TIlE 
RESULTS OF TIlAT 11.(SEARCIl: 
TEST HR£ARMS AND RElATED 
EQUIPMEIfr 
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_AUDIO-V\l:uAI. AIDS UNIT 
• REPiI,ODUCTIONS UNIT 
_ PUBLICATIONS UNIT 
_ POLlCE MUSEUM 
-POLlCE ACADEMV LIBRARY 

PROVIDE TRAINING SUPPORT 
SERI/ICES rOR ALL POLICE 
ACADEMY SECTIONS 

_RECORDS uwn (INCLUDING 
DESK OFFICER) 

_CUSTODIAL SERVices UNIT 
_PERSONNEL TEGnNO OOIT 
-PERSONNEL £ARTY UNIT 
_eUILDING SeCURITY UNIT 

P~RfORM ALL MANAGEM£.NT 
Tt.SKS fOR ,HE. COMMANDING 
omC£R. 

, 
! 

d I I 

! t 
\j 
II 
1 t 
\ I 
\ ! 
: I 

1 i rl 
\1 d 
II 
! } 
; i 

II 
ij 

ri 
d 

\ 
; 1 

I 
I , i 

f 

I 
t 
r 
t 

I 
I 

I 

I 
f 

II 
! I 
I! 

~ 
." 

The work of the academy is conducted at the 
Police Academy building 235 East 20th Street, New 
York City, which was completed in 1964. This 
building, the largest physical facility devoted to 
police training in the United States, was a dramatic 
improvement over the temporary and completely 
inadequate facilities occupied in succession by the 
academy at the 84th precinct in Brooklyn, and 400 
Broome Street and 7 Hubert Street in Manhattan. 

Occupancy of the new Police Academy building 
at the present time is as follows: Starting from the 
top, the eighth floor is devoted to the police labora­
tory, ballistics unit, and bomb squad, and the 
seventh is shared by the medical unit and person­
nel screening unit, which screens incoming recruits. 
The sixth floor is occupied by the library, admin­
istrative offices, a conference room, and a faculty 
lounge and locker room. The fifth floor is princi­
pally devoted to classrooms, which are shared with 
the John Jay College of Criminal Justice. There 
are 13 regular classrooms, one seminar room, a lec­
ture hall, and simulated station house muster room. 
The fourth floor houses the recruit administrative 
offices, visual aids unit, the electronic data proc­
essing unit, eight classrooms, one seminar room and 
a le,cture hall. The data processing unit is a rela­
tively recent occupant, having been forced to ex­
pand out of its original housing at the headquar­
ters annex because of space limitations and a need 
for electric power of a greater capacity than pro­
vided in the less modern building. This unit oc­
cupies about one-half of the north wing. On the 
third floor there are locker rooms, a proposed cafe­
wria, and the muster deck. 

The audit~rium., with 495 seats, the police mu­
seum and a recruit muster deck share the second 
floor, and the first floor is occupied by the gymnasi­
um and open campus. The pool is located in the 
basement, as are the physical school offices, and a 
garage with accommodation for 38 cars. The sub­
basement is occupied by the firearms range and 
reproduction unit. 

One of the major logistical problems for the 
training administrator has been a space shortage, 
which of late has forced the training into a two­
platoon system. A relatively small proportion of 
the space in the police academy is devoted to class­
rooms, part of the fourth and the major part of 
the fifth floors. 

Unfortunately, as can be seen from the descrip­
tion above, the Police Academy building 110W houses 
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a number of units which are not part of the acad­
emy and not related to training. Over thr;: years 
the academy itself has had less and less space in 
which to work. It is the recommendation of the 
staff of this project that most units not concerned 
with the basic functions of the academy should 
vacate the academy building. It is important to 
recognize that the many recommendations of this 
project, when implemented, will require substantial 
additional space for support services, instructors' 
facilities, laboratories, study areas, and other spe­
cialized space uses. It may no longer be possible 
to give the academy the use of rooms 430 through 
431, presently occupied by the electronic data proc­
essing division because of the extensive computer 
installation there. But rooms 750, 752 through 757, 
759 through 763, being used by the personnel 
screening unit, and the balance of the seventh 
floor, now used by the medical unit, impinge on 
the -training facilities. The use of office space and 
classrooms by the John Jay College will hopefully 
be terminated in the near future when that college 
obtains space for which arrangements are n()w 
being made. That space will solve only the short 
term needs of the academy, however. Despite the 
pressure for office space felt by all units of the de­
partment, it is recommended that the original com­
mitment made to the academy when its present 
building was designed should be honored. Relo­
cation of the units mentioned above will substan­
tially alleviate the critical pressure on the educa­
tion and training facilities. 

The chart on page 62 shows the proposed 01'­

ganizarion of the police academy which would re­
sult from the implementation of the recommenda­
tions of this report. In this structure COPA would 
have five units reporting directly to him. One of 
these is the administrative section, which, in turn, 
would have reporting to it the remedial education 
unit and the educational materials development 
unit. The remedial education unit, as discussed 
in section 11.2 of chapter 11, would essentially be 
an administrative unit which would control recruits 
for whom remedial education has been determined 
to be necessary and would insure that this educa­
tion is received. (It is contemplated that the 
remedial work would actually take place outside 
of the academy in existent educational agencies 
especially designed for this purpose. The agencies 
are not a part of the department.) In section 11.3 
of chapter 11 the functions of the educational ma-
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" terials development unit are outlined. Again, this 
unit would be essentially administrative, control­
ling and directing development work, such as pro­
cedures made possible through ouwide funding. 
Reporting to the educational materials develop. 
ment unit would be the reproductions unit, library, 
and the audiovisual aids service of the academy. 
Reporting directly to COPA would be the new pro­
fessional counseling support service, discussed in 
section 11.1 of chapter 11. The field evaluation 
unit, discussed in section 12.5 of chapter 12, would 
perform an essential function for COPA by advis­
ing him on a continuing basis of the effectiveness 
of training in relationship to field experience. In 
addition, the academic section and the training 
section would report directly to COPA. 

The academic section would include four units, 
the behavioral and social sciences unit, human skills 
training unit, legal education unit and the police 
science education unit. These units would be re­
sponsible for the respective components of the cur­
riculum and, in effect, would form "academic de­
partments" for the police: and civilian instructors 
assigned to 'the academy, with the exception of 
those in firearm\s and physical training. In the first 
three units w~thin the academic section there would 

be civilian as well as police instructors. The be­
havioral and social sciences unit would include the 
personnel assigned to teach courses in criminology, 
social psychology, and aspects of the urban environ­
ment. The human skills training unit would in­
clude instructional staff working in the areas of 
ethics, human behavior, and dramatizations. This 
latter unit would interaot closely with the staff of 
the counseling center. The legal education unit 
would include the civilian and police personnel 
teaching the law units, and the police science edu­
cation unit would include the police instruotors 
assigned to teach course units in the police science 
area. Included in the training section would be 
four units: firearms training unit, physical train­
ing unit, recruit class leaders unit and escort offi­
cers unit. The first two of these units have self­
evident functions. The recruit class leaders unit 
would include all those instructors in the academy 
functioning as group leaders in the recruit pro­
gram. The escort officers unit would include mem­
bers of the department assigned to function as es­
cort officers. The concepts of this unit and the 
escort function are described in section 5.3 of chap­
ter 5 and represent a major innovative recommen­
dation of this ,report. 

PROPOSED ORGANIZATION-POLICE ACADEMY 

COUNSELING ADMINISTRATION 
CENTER 

C.O. P. A, 
~ECTION 

REMEDIAL 
EDUCATIONAL 
MATERIALS 

EDUCATION r--'-- DEVELOPMENT 
UNIT UNIT 

FIELD 
EVALUATION 

UNIT 

I 
I TRAINING SECTION ACADEMIC SECT ION 

I ~ 
i 1 I I I I I I 

FIREARMS ""'''' ] RECRUIT ESCORT BEHAVIORAL HUMAN LEGAL POLICE 

TRAINING TRAINING CLASS OFFICERS AND SOCIAL SKILLS EDUCATION SCIENCE 

UNIT LEADERS UNIT SCI ENCES TRAINING UNIT EDUCATION UNIT 
UNIT UNIT UNIT UNIT 
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3.3 Goals and Retlearch Procedures of the 
Present Study Basic or recruit training .............................. 343 

Inservice or refresher training ................ 388 

The rese~rch staff of this project believes the 
g~als of the p:o)ect to require a comprehensive reo 
~Iew O'f all traInIng and educational programs with­
In t~e departmen.t, in terms of their adequacy in 
meetIng the reqUIrements of the police service in 
the present New York City community. As a con­
sequenc~, attainment of the goals required the 
structurmg of a new curriculum for recruit train­
ing to make possible the introduction of genuinely 
relevan~ educat~onal experiences. The structurmg 
of currIculum, m turn, indicated the need for an 
instructional staff mix through the introduction 
of civilian instructors to the academy teaching staff. 
The recommendations which are presented in this 
report should be viewed as an interrelated matrix. 
In large measure, the implementatIOn of the rec­
om.mendations requires the acceptance of a new 
phIlosophy of education and training within the 
department: A~ ~ ~yproduct of the new philosophy 
not only wIll CIVIlIan expertise be introduced into 
the teaching of recruits, but provision is made for 
a .civilian dite<:tor of education and training who 
wIll ,be responSIble for the establishment and main­
tenance of an educational orientation throughout 
the department. In this way, without eliminating 
the .e~s~ntial r?le of COPA, the desirable aspects 
o~ cIvlb~n specIalization, competence, and attitudes 
WIll be Introduced. 

Resem'ch Procedures 

This project has drawn upon the resources of 
know~;.dge an~, expertise within the department. 
The In-house nature of this project has been 
fu~damental in permitting a realistic and effective 
revIe~ ~f .present practices, recommended changes, 
and IndIVIdual reactions. 

A variety of research procedures were used in this 
study. One of the first steps was to publish a de­
partmental notice (T.O.P. 245, 1968), the con­
te~ts. of which appear on pages 64 and 65, de­
SCrIbIng the project and its objectives to all mem­
b~r~ ?f the department, and inviting them to make 
CrItICIsms of current training programs, policies, 
and methods, and to submit suggestions for im­
provement. The 529 responses contained 1 015 
su~g~stions which were grouped into categorie~ to 
faClhtate study. The breakdown was: 
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SpeCialized or technical training .............. 284 

Letters we.re s~~t out to every American police 
department In CItIes over 50)000 population, to a 
10 percent sampling of departments in cities from 
25,000. to 50,000 population, and to a 5 percent 
samplmg of police agencies in cities under 25,000. 
A total. of 360 letters were mailed asking for copies 
of currIculums, syllabuses, and training materials. 
Resp~nses were received from approximately 120 
agenc~es. A firea~ms training survey of 72 police 
agenCIes resulted In 48 replies. 

Less.on plans, curriculums, and various training 
materIals .of the New York City Police Academy 
were obtaIned, along with quantities of data con. 
~erni~g ~he history and growth of police training 
In thIS CIty. Current statistical data on recruit in­
put, instructors, noninstructional staff, testing, and 
other matters were gathered. Organization charts 
o~ the department and of the academy were re­
VIewed. A number of prior training studieiJ both 
of this department and others, were exami~ed in 
detail.. . 

Inciclen~ reports and cumulative printouts of the 
2?th precInct (an experimental "laboratory" pre­
CInct) were .st~died in the effort to relate perform­
ance to traInIng. The literature in the field of 
police training was surveyed in depth. "Public 
opinion" and "trait image" surveys of recruits, in. 
structors, and experienced officers were adminis­
t~l~ed. Sta~ members of the project sat in and par­
tICIpated WIth several recruit and inservice classes 
engaged in academic, physical, and firearms train­
ing to ~bserve techniques and to get the "feel" of 
the varIOUS programs. A job analysis was under-. 
t~ken to learn the various tasks performed by po­
lIce.me~ and to identify training needs. Many re­
crUIts, mstructors, academy staff, and experienced 
officers were personally interviewed by .staff mem­
bers. 

A: training advisory panel was organized by the 
~roJect st~ff early in the study. The panel con­
SIsted of mne members of the force, representing all 
ra~ks up to captain, and a cross section of police 
aSSlgnm.ents and ethnic groups (one patrolman, 
one polIcewoman, one detective sergeant, one patrol 
s~rgeant, one headquarters sergeant, one patrol 
heutenant, one headquarters lieutenant, one lieu­
tenant instructor, and one Police Academy captain). 
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Meeting on five occasions with the full resear~h 
staff of the project, a variety of matters were con­
sidered, among them the role of the policeman, 
recruitment, selection, motivation, training needs, 
standards, instructor qualifications and selection, 
curriculum content, identification of problem areas, 
centralized versus decentralized training, an escort 
training program, civilian versus uniformed in­
structors, discipline as a function of training, train­
ing techniques, and policies. 

Meetings were held with training directors of 
private' corporations, such as the New York Tele­
phone Co., IBM Corp., Macy's Department Store, 
and J. C. Penney Co. in order to le~rn what the 
private sector was doing in employee training pro­
grams, particularly in teaching techniques. These 
inquiries led to studies of programed instruct~on 
(PI), computer-assisted instruction (CAl), gamll1g 

techniques, film loops and strips; and additional 
meetings were arranged with manufacturers of these 
devices. Conferences were arranged with military 
training officials in the provost marshal general's 
office, and with training directors in Federal agen­
cies, such as the Agency for International Develop­
rT'P,nt (International Police Academy) , the Treasury 
Department (Law Enforcement Training School) 
and the FBI (National Academy, Washington, 
D.C., and New York). 

Meetings, conferences, and interviews were also 
held with such agencies or representatives as the 
New York State Police, the Quaker Project on 
Community Conflict, executives of the Interna­
tional Association of Chiefs of Police, the Guard­
ians Association of the New York City Police 
Department, Glenn Carpenter of Sterling Institute, 
the VERA Institute of Justice, faculty members of 
the John Jay College of Criminal Justice of The City 
University of New York, the advisory committee 
of the New Haven Police Department project 
(LEAA No. 171), and other agencies doing re­
search or conducting experimental programs in the 
field of police training. 

Staff members made visits to several police agen­
cies in the metropolitan area and to such cities as 
Chicago, Baltimore, Washington, D.C., Philadel­
phia, Boston, St. Louis, Cleveland, San Juan, New 
Orleans, San Francisco, Oakland, Berkeley, and Los 
Angeles to interview police chiefs, training officers 
and staff, and to observe firsthand the techniques 
and innovations being used. In addition, a trip 
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was made to London and Rome police departments 
for the same purpose. 

Specific tasks in problem areas were assigned to 
12 paid consultants, all experts in their field.s. A 
list of the consultants and abstracts of theIr re­
ports is found in appendix E of this report.. Ex­
perts from within the department rendered ll1val­
uable assistance to the project staff, but were not 
remunerated as consultants. 

POLlCE DEPARTMENT, CITY OF NEW YORK, 

May 31, 1968. 
To all commands: 
Subject: Training and educational study project 

under grant from the Office of Law Enforce­
ment Assistance. 

1. This department has received a grant in the 
amount of $77,485 from the Office of Law Enforce­
ment Assistance of the Department of Justice, which 
will permit us to undertake a comprehensive study 
of our training and educational programs. The 
police commissioner has designated the chief of 
personnel as project director. . 

2. The objective of the project study WIll be to 
determine the adequacy of cun-ent curriculums to 
meet the service requirements of a modern-day, ur-
ban police a~ency. ., . 

3. Every resource in the field of pollce trall1ll1g 
and education • .,rill be probed in the course of the 
project study, including the vast know!edge and 
experience possessed by members of thIS dep.art­
ment. It is important that the broadest pOSSIble 
participation by members of the department.be en­
couraged, since it is recognized that they WIll con­
tribute the most objective criticism of our programs 
through their experience with them. 

4. Commanding officers are therefore requested 
to bring the intent and purpose of the study to the 
attention of all members of their commands and 
to solicit suggestions for improvement of depart­
mental training and education in all its aspects, 
including, but not limited to, the recruit, in service 
and other command levels. Roll call announce­
ments, unit training sessions and the posting of this 
TOP on all department bulletin boards, among 
other means, will be utilized to publicize the study 
project. 

5. Commanding officers shall request all mem­
bers of their commands to submit reports in writ­
ing, setting forth their comments and suggestions. 

t 

j 

I 
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Reports submitted by individual members shall be 
forwarded by commandi:ng officers as indicated in 
paragraph 7. 

6. In addition, each commanding officer and su­
pervisory head, after conSUlting with his staff, shall 
submit a report giving his suggestions for the im­
provement of departmental training and educa­
tion. 

7. The reports of subordinate commands (if there 
is nothing to offer, a negative report will be made) 
along with any individual reports submitted, shall 
be forwarded to the next higher command. Re­
ports will be processed through channels to the 
f~llowin~ units who shall forward them together 
WIth theIr own report by fly-sheet to the chief of 
personnel, room 115, police headquarters, to ar­
rive no later than June 17, 1968: 

Each deputy commissioner's office 
Each patrol Qorough command 
Each detective borough command 
Planning division 
Operations division 
Technical services bureau 
Chief inspector's investigating unit 
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Personnel investigation section 
Personnel services division 
Police Academy 
Narcotics bureau 
Burglary-larceny bureau 
Chief of detectives for C.I.B., B.S.S., M.P.U., 

D.A.N.Y., Riv. Sq. 
Chief of patrol for S.E.D., T.P.F., & Y.A.D. 

Reports will liot be consolidated. Commanding 
officers and supervisory heads wiII be responsible 
that a report is forwarded for each subordinate 
unit. 

8. Reports received from individual members 
shall be personally acknowledged and in outstand­
ing ~:tses note will be made in the personal folder 
of the member concerned. In exceptional cases, 
and where appropriate, individual members will 
be considered for an award of excellent police 
duty. 

By direction of the police commissioner. 

SANFORD D. GARELIK) 

. . . Chief Inspector. 
Dlstnbutzon: To all commands. 
Inactive date: June 18, 1968. 
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Chapter 4,. How And What Recruits Are Now Taught 

4.1 Present Educnlionnl Pl'ueticcs in the 
Policc Acndc11lY 

In meeting its commitments to prepare recruits 
for their duties as patrolmen and in conducting in­
service training courses, the l~olice Academy has re­
lied upon :). corps of police officer instructors, usu­
ally from the ranks of sergeant and lieutenant. 
(Patrolmen instructors are used tor the most part 
in the firearms and physical training programs.) 
The members of the te,lching staff apply for as­
signment to the academy and ,l1'e accepted on the 
basis of rather informal selection procedures. 'Vhen 
assigned to .the academy, instructors, particularly 
those assigned to the recruit school, are required to 
carry a workload which is excessive when com­
pared to the workload of instructors in other in­
stitutions. 

The basic education procedure currently used in 
the recruit school is a standardized lesson plan. 
Under this system, introduced in 195'1, a standard 
lesson plan is mimeographed for each hour of aca­
demic instruction. ·When an instructor is scheduled 
to teach a particular subject, he takes the appro­
priate lesson plan from a central file. The recruit 
is also provided with mimeographed material cov­
ering the many individual topics in the recruit 
curriculum. The lesson plans were developed by 
reo'uit instructors following a format used by the 
U.S. Army in its training programs. The instruc­
tors carry out the necessary research for the de­
velopment and updating of all lesson plans, as well 
as the preparation of a number of test questions. 
',Vith the exception of a copy of the rules and pro­
cedures of the department and a few items of out­
side reading in connection with the discussion of 
human relations and race relations, the recruit re­
ceives no materials other than the mimeographed 
lesson materials. No textbook materials are used 
or referred to by way of outside readings. 

It is essential in any evaluation of current edu-
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cational practices at the Academy to recognize th~t 
each police instructor teaches all of the academIC 
curriculum to his class. The u~ual routine con­
sists of 3 hours per day of physical training for the 
recruit and 4; hours pel' day of academic training. 
This means that the police academic instructor 
must prepare four '10-minute-lectures and be ready 
to answer questions in the remaining 10 minutes 
of the 50-minute class period. With few exceptions 
the predominant instructional method is the lec­
ture. The educational effect of this system is not 
satisfactory. There are grave doubts that the lec­
ture method is appropriate for the kind of student 
population found in the recruit classes. The ma­
jority of persons in the age bracket of the younger 
reo'uits who might have benefited from lectures 
have probably gone on to college and l~ave not 
chosen to e.nter the department. Most ot the re­
cruits are young men who are action oriented; they 
need to do rather than to listen. Even under the 
best of circumstances, effective lecturing is a skill 
possessed by few teachers. As one of the consultants 
to this project has phrased it: "In the hands ~! the 
inept or the dull, lecl:ures can be one of the most 
stultifying experienCe!i known to man." 

l\'Iembers of the res>each staff of this project have 
observed a number of instructors teaching a variety 
of subjects to recruits. The range of competence 
was from excellent to medioCi'e, from exciting lec­
tures to mere reading of the lesson plan with an 
inability to successfully field recruits' questions. 
Almost inevitably e:xisting educational practices 
produce this kind olf result. The theory that any 
superior officer is able to effectively teach all sub­
jects in the recruit Icurriculum is a naive point of 
view. In fact, the theory is unfair to the instructor 
and is one of tlle factors contributing to the de­
cline of the atu'activeness of an assignment as an 
academy instructor. The practice of placing an in­
sU'uctor in charge of a class (32 to 35 recruits prior 
to 1967 and 40 in a class since then), and having 

him work with that class through the' entire a~a­
demic curriculum has been justified on the ground 
that in this fashion the instructor gets to know his 
students. The factor, however, does not offset the 
educational disadvantages. 

A number of outside observers who have had 
the opportunity to review educational practices at 
the academy have focused their criticism upon the 
way in which the instructional staff is utilized and, 
more basically, upon the unrealistic demands placed 
on the individual instructor. It is easy to under­
stand the difficulties faced by conscientious mem­
bers of the teaching staff who t.ry to instruct under 
~onditions in which recruit training is occasionally 
mterrupted and instructors are sent out to field as­
~ignmen~s. Prior to 1960; instructors taught tl. max­
Imum of 12 hours a week and were scheduled {or 
one free day for research and lesson preparation. In 
1960, the free day was eliminated. The number 
of hours the instructor was required to teach was 
increased to four a day in 1964. From 1960 to the 
present time, therefore, a recruit instructor's basic 
hours of teaching were increased from 12 hours 
a week to 20 hours. During this period the par­
ticipl}tion by instructors in curriculum develop­
ment, testing, and research dropped to a minimum. 
These deteriorations of working conditions were 
caused by factors beyond the control of COP A 
which is one reason why higher rank is recom~ 
mended for cOPA in this report. Other sections 
of this report have emphasized the crucial need of 
a commitment to uninterrupted training and also 
to a stabilization of the input of reCi'!ljts to the 
academy. The personal devotion and dedication 
of the staff of the academy in the face of the ob­
stacles to the training process have been commend­
able. In net, the department has received better 
trained l'ecruits than it had a right to expect. 
However, the time is overdue for a correction and 
modernization of these practices. The present 
COPA has moved to establish a curriculum com­
mittee which is now actively involving members 
of the teaching staff. It is believed that, with the 
implementation of the recommendations of this 
~'eport, the academy will be the outstandilng train­
mg and educational institution among law enforce­
ment agLncies in the United States. 

4.2 The Current Curriculum 

The current academic program in the recruit 
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training curriculum is divided into five divisions 
and prDvides a total of 312 hours of academic in­
struction. There are, in addition, 192 hours of 
physical instruction and 56 hours in firearms, mak­
ing a total recruit program of 560 hours. The 
following is an outline of the present curriculum 
with a statement of the objectives of each com­
ponent, as incorporated in the syllabus prepared by 
the academy. 

PRESgNT CUlmICULUM-l'llL1Cg ACAlmMY RllCRUIl' TRAINING 

l'ROGIIAM, NIOW YO!U< CITY I'OLICE DIU>A1n'MgNT 

DIVISION I 

Introductioll to a police cm'ecr 

This division is dcsigncd to indoctrinate the recruit in the 
mission, functions and organization of the police department 
and with the ethics and standards with which he will be ex: 
pected to comply while a member of the department. 

Houts 
Orientation and indoctrination ................................ !J 
Ethics and cOllduct ...................................................... 8 
Equipmellt and department property.................... 3 
Dcpartlllrnt organization .......................................... 3 
Reports, records, ordcrs ............................................ 3 

Total ............................................... , ... " ...... " .... , .... 26 

DIVISION II 

Police jll'l.cedlll'es alld techniques 

In this division of the rccruit syllabus the procedures to be 
followcd in carrying out specific duties arc presented to the 
student. Thc mcthods and teChniques employed arc explained 
and arc couplcd with practical cx(';~:~cs and demonstrations. 

Hours 
Aidcd and accident cases ..... .................................... 7 
Patrol proccdures ........................................................ 18 
'n'affic procedures ........................................................ 14 
Inycstigations ............................................ ................... 3 
Summons procedures .................................................. 8 
Arrcst proccdures ........................................................ 12 
Prisoncrs . 5 
l'olice cm~~~~~~i~~~ .. di·~~~·~~;~: .. ~·I:~ .. ~i~ii·'~~f~·I:~~ .. :::: 5 

'10tal ............. , ........................................................ 72 

IJIYISION III 

The tJolice, Ihe govel'1l/llenl, the law 
This division is organized so that the rccruit will be 

acquailllc~ \\'i~h ~h~ .dcvel.opmcnt of Icgal process in society. 
Includccllll tlus diVISion WI)) be found a discussion of the civil 
and criminal COllrts of the city, State, and Fedcral Government 
in which a policcman is Iikcly to be required to appear. The 
l.argc~t number of hOllrs in the division arc devoted to present­
lIIg tile eiclllellls of criminal and municipal laws with which 
the p;atrolmaIl should be familiar. Evidence is also discusscd. 
Description of the various types of evidence is included as well 
as spccific steps takcn to identify, handle, mark, and safeguard 
the sevcral types. 
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Hours 

City government and ~ooperation with 2 ._ 
governmental agencies ............................................ U 

The courts .................................................................... 32 
Criminal law and modus operandi ......................... . 

12 
Municipal law .............. ··· .. ·· .... ··· .... ···· .. ·· .. · .... ········· .. · .. · 2 
Evidence ........................................................................ 15 
Public morals .............................................................. .. 

Total ....... , ................................................................. . 66 

DIVISION IV 

Tile police role in humal! alld race relatiolls 

It is essential that police recruit training include subject mat· 
ter which will provide a better understa~lding of human be~ 
1 . and which will develop proper attltudes on th~ part c! 
l~r:~: and which are consistent with the human relatIOns con· 
p f • 1 police performance. Towards that end, 
cepts of pro .esslOna I' fes 
this division is specifically oriented towards deve ~pll1g a pro ~ 
sional olice officer who can. adopt proper attlt~des towar 
himself and the public he serves. In order t~ Il1crease the 

f derstanding of police-human relatIOns concepts, 
scope 0 un . '1' d Tluough the 

. • instructional techniques arc utl Ize . 
vanou" k I uired read· 
media of lectures, discussions, films, wor ·s lOpS, req . I 
'n s 'and research projects, the recruit is exposed to tho~e IC cas, 
I ~ '. ns po' Int.· of view and conclusions which are baSIC to the 
Opl1110 , ' . d . 
fo.rmulation and adoption ()f desirable attltu es. 

How's 
6 Psychology and the police .......................................... 5 

Human relations .......................................................... 5 
Race relations and civi1l'ights .................................. 17 
Crime and delinquency causation ............................ 3 
The Constitution and due process ............................ 3 
Assemblages ................................................................ .. 
Police ethics (chaplains) .......................................... .. 
Workshops on human relations .............................. .. 
Critique term paper ........................................... ,. ..... . 
Guest lecturers ............................................................. . 
History of Negro in America ................................... . 
Puerto Rican culture and cmtoms ........................... . 

Total ........... · ........................................................... .. 

DIVISiON V 

DemolJstrations gnd exercises 

5 
8 
1 
5 
4 
3 
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Five objectives exist in the preselltatioll of this division. Th~ 
first of these is to augment the lecture and home study ex~r 
ciscs by actual demonstrations of techniques and methods ~~ld 
b field trips to appropriate courts, the morgue, and po ICC 

h~adquartcrs. The second ohjective is to alford the ~tudent ~Il 
0PPC1;tunity to apply the knowledge impa~"te(: to hUll 1~ td~~ 

erformance of practical exercises. The lhm~ lI1tent.of t ~ I 

p. ·d· t'- for adequate review of uupo.tant vision IS to set aSI (l w._ 'k I 
. . 1 The fourth objecti ·'e is to test the student s 'now . 

prll1cl
d
P c~. d at the end of tu.e school term. The fifth aim 

edge urmg, an . 1 . t 1 in tile 
i to make certain that all recI! uits are m( octnna. e~ , 
f:cets of careful driving so as to minimize personal lI1Jury and 

property damage 

r rl 

De!J10IlRtrations ........................................................... . 

Hours 
17 
23 
17 

Field trips and duty ............. · .................................... .. 
Practical exercises ....................................................... . 

17 
9 
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Review and testing ..................................................... . 
Driver training ........................................................... . 

Total .................. · .............. · .... · .. · .. · .................... · .. · .... · 

Total academic ...................................................... 312 

FlREARMS I'ROGRAJII • • 

Probi'Ltionary patrolmfll receive 56 hou~s?f firearl11~ tr~lIlln~~ 
rin which time each member fires a mUl.lmUl11 o.f 3 0 loun . 

du g . . ,'tl his 38 calibre speCial service revolvel. 
of ammul11l1on '\1 1. , . n e with firing at the 
Firearms training IS held at an outdoor la g, . winter 

7 
Ir. and 25.yard target distances, or, dunng the 

-, D', r f 20 yards The NeW 
months, at an indoor range at a ( lstanCe 0 , • tar el" 

Y 'k C'lt" police Department silhouette and bull s -eye '. g , 
or J • I . . exceptlOllS 

sed Probationary policewomen, wll 1 mUlol. .' 
~:~c~ve tile s~me training. Training sessions are (Ji~lde~ 1I1to 
1"lnge classroom instruction in firearms.related subjects, an~l 
, f' • A full presentation of the firearms programs IS 

range Il'lng. . 
found in elm.ptei' 9. Hottrs 

Fireanns training ......................................................... . 56 

PHYSICAL TRAINlNG I'ROClRAM. • 
. d 'gned to develop a lugh 

The phySical training program IS eSI .' d k'U in 
degree of strength, endurance, agility, coordmatl?Il, an s I f a 

. . 't The development and mall1tenance 0 
the pohce 1 ecrul . . d . and firearms 

I' 'pplementll1g the aca ernie 
SOU~l~ IgP I,YVs'lllqluper' o~~lce a highly efficient, well·trained police· 
tramll , . fl' d meet· 
r:,tn capable of performing a wide vanety 0 (utlCS an. f 
:. , situations The physical program conSistS 0 
: '.1~ e.mer~lelnscuYch sub'Jects' as infantry drill, calisthenics, baton 
trallung I . t I 
d 

'11 ch and frisk boxing, unarmed defense, not cO.n ro , 
n ,sear , I k f a period of 

and first aid. Sessions arc held 4 days ea~ l.wee. o~ did over 
3 hours each. A total of 192 hours of trallung IS sc cue 

the 4·month period. Hours 

19" Physical training .............................. : ........................... r. ; 
Total, recruit training currIculum ................ D6 

4.3 The Present Teaching Staff 

The reasons for the recent low morale of in­
structors assigned to the academy are easy to docu-
. nt TIley arise from the fact that aSSIgnment as 

me. . . 1 t ges 
an in!'tructor does not presently have a( van a 
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, . ment to a field command. In fact, as-
over aSSIgn . The 
. ent to the academy has dIsadvantages. . 

signm . . ' f l' 
workload, as indicated in section 4.1, IS ex~essive 0 

a teaching assignment; classes of 40 recrmts are ~oo 
" . 'b d' 1 pter 2 sectIOn lal'ge. As l)reVIOusly descrt e In c la . '. • f ' , .' IbIhty 0 24 there remains the contIl1uIl1g poss 
a~signment to the field for a da;, a week: or longe~ 
period between recruit classes or as CrIses occur, 

'i 

fl and, there.. is a lack of full involvement of instruc-
t,1 tors in educa tional development and planning at 
:i:![' •. j the academy. Despite these drawbacks, there are 

many members of the department who like to 
\~eflch, are competent, and have a commitment to 
training. But the superior officer concerned with 
the practical aspects of his own career in the depart­
ment often believes that his interests wiII be better 
slerved through a field assignment. As a result, 
unfortunately, conviction is lacking within the 
department that assignment to the Police Academy 
as an instruct:vr carries any prestige. This outlook 
produces the prevalent low morale among instruc­
tors. The several recommendations in this report 
should have the effect of correcting the present 
w·eakness and making the assignment to the Police 
Academy one to be sought after and retained orily 
by those exhibiting excellence. 

Insofar as the recruit training curriculum can be 
made increasingly relevant to field experience, the 
pre~\tige of teaching the curriculum will be en­
hant~ed. There can be no more devastating factor, 
from the point of view of academy instructors, than 
the attitude referred to by Arthur Niederhoffer, 
himself a former academy instructor, when he ob­
served> "Recruits tend to see their training at the 
Academy as being irrelevant to their actual work." 
The interaction between the academy and field 
expetience provided in the new curriculum should 
largely overcome this problem. The curriculum 
committee recently established by COPA has rec­
ommended that "an attempt be made to obtain 
feedback from the line units relative to the ade­
quacy of recent academy graduates. This would 
eliminate the 'isolated' state of current recruit 
training while, at the same time, develop a sense 
of participation and responsibility on the part of 
the field commands." 

The number of academy personnel assigned to 
instructional duties varied from a high of 69 in 
February 1969, to a low of 27 in October of 1969. 
The number of assigned personnel has historically 
been based upon a ratio of one instructor for each 
class, Which, as indicated previously, was 32 to 35 
recruits but was increased to 40 early in 1967. In 
addition, an available cadre I)f one instructor for 
each six assigned instructors has been maintained 
in order to cover absences and special instructional 
requirements. In the physical training program 
the number of instructors varied from 22 to lOin 
1969, with an average of 16 for the year. In Oc-
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tober 1969 the number of physical training instruc­
tors will be reduced from 20 to 14 because there 
will be fewe]' recruits in training. In the firearms 
training area, 48 instructors are presently assigned. 
There were 55 earlier in the year. This number 
does not vary greatly since the size of the firearms 
staff does not depend primarily on the number of 
recruits in training, but upon the inservice training 
of members of the department in the ranks. The 
advanced and specialized training section at the 
academy currently includes 25 instructors. There 
is some fluctuation in this area depending on the 
current training programs, but it is not as large as 
in the recruit area. The manpower development 
training program uses two instructors and two addi­
tional instructors are assigned to the training of 
police administrative aides. In summary, the total 
instructional strength at the academy during 1969 
consisted of about 140 instructors in all of the pro· 
grams. This is a large enough group to permit 
effective implementation of new recruitment and 
training policies. 

Police instructors; like teachers in any subject· 
matter area, should possess several quaJities: Sub­
ject matter competence, mastery of teaching tech­
niques, creativeness and resourcefulness, the habit 
of evaluation, a desire to teach and the ability to 
develop good personal relationships with students 
and fellow staff. Those exercising supervision over 
instructional staff should be able to diagnose effec­
tiveness, and evaluate experience and current weak­
nesses. The present practices at the academy do 
not assure that the best possible teaching t?lent is 
identified in the ranks of the department and 
assigned to the academy. Some instructors regard 
an academy assignment as one of low prestige, 
which militates against effective selection. Rigidi­
ties in terms of rank introduce unnecessary limita­
tions in the selection process. There is, for exam­
ple, no real reason why police instructors in charge 
of recruit classes need to be sergeants and lieuten­
ants. Experienced and qualified patrolmen could 
function just as well. Under special circumstances 
officers of higher rank should also be assigned as 
instructors. An infusion of higher ranks on 'a 
t'0tating basis would do much to add to the effec­
tiveness of the police instructional staff. In general, 
an effective recruiting program for instructors fol­
lowed by successful completion of a methods of 
instruction course should lead to reasonably perma­
nent assignment to the academy. 
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In order to bring the most effective skills to bea: 
in a methods of instruction course it is recom­
mended that an outside agency provide this train­
ing. For example, the 3-week course which the 
Traffic Institute of Northwestern University offers 
for police instructors is generally recognized as 
excellent. Groups of newly appointed instructors 
could be scheduled to take this type of course 
taught under contract by the professional staff from 
the traffic institute. Such courses would be taught 
at the academy. Perhaps two cycles of the 3-week 
course during the year could be scheduled in such 
a way as 'to expose all new instructors to this type 
of training. A 3- or 4-year tour of duty for academy 
instructors, analogous j;o procedures followed in 
the Armed Forces, would make sense and provide 
a sufficiently long-term involvement to motivate 
the instructor without, however, removing him 
permanently from the mainspring of field experi-

ence within the department. 

The present high rate of turnover has meant 
that many police instructors have had only a few 
months at the academy. Thus, of a group of 12 
instructors assigned to recruit training in January 
1969, six had instructional experience of less than 
1 year. The average instructional experience of all 
personnel assigned to instructional duties is esti­
mated to be under 3 years with a much lower figure 
for instructors assigned to recruit training. The 
total job experience in the department, however, 
varied from a low of 10 years with this group to a 
high of 22 years. In addition, of the 55 instructors 
at the academy reflecting this weak experience fac­
tor in 1968, only 19 held bachelor's degrees. Of 
the 19, only nine had taken work beyond the 
bachelol"s degree and three had attained the 
master's degree. Of the 36 who had less than the 
bachelor's degree 12 had an associate degree and 
24 had some college credits. 
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Chapter 5. New Responses to New Requirements 

5.1 A New Curriculum for Recruits 

The ~e"iew of existing educational practices at 
t~e pohc~ academy has revealed two major prac­
tIC~S . WhICh reduce the effectiveness of recruit 
trammg and, to a degree, make is impossible to 
develop an effective program Th fi . . h .. . erst practIce 
IS t . e ~rratIc mput of recruits to the academy. The 
statistIcal data in the previous chapters has docu-
mented the "feast or famine" ex' . . penence m the 
acade.my. It IS not possible to maintain an effective 
teachmg st.aff nor to implement an educationally 
sound curncu~.um when the number of students to 
be taught vanes as widely as has been th . .. e case In 
succeSSIve recrUIt classes Th' b' r . IS report makes a 
. aSIC po ICY recommendation that there be stabilit 
m t~e recruit t~aining cycle. Obviously, this wiiI 
riqu~re a. commItment by the budgetary authorities 
o t e CIty of New York to provide funds on a 
reasonably stable basis for new recruits The 
second practice concerns the tradi tional' pol' 
whereb . . ICY . Y a recrUIt mstructor teaches essentially the 
entIre academic curriculum to his class A 
result, recruits are not exposed to a numb~r fS' ~ 
~truc.tors and diversified expertise is not br~u;~t 
mto .th: classroom. A consequence of both the 
erratl~ mput of students and the traditional in-
structIOnal staff polici/s is that CI'VI'II' . t h . - an InS ructors 

ave not been mtroduced into the recruit training 
process ex~ept as occasional guest lecturers. The 
staff. of thIS research project agrees with the con-
clUSIOns of th P 'd' . e reSI ent s CommIssion and the 
Task :orce on Police that such a police-civilian in­
str.uctIOnal staff mix is desirable. The details of 
th~s concept will be presented in the next section. 
WIth a reasonable stability in the appointing 
process for new recruit classes established and a 
cons's a equence, a real possibility of using civilian in-
structors the ac d ' d" , a emy s a mmlstl'ators could d -
velop a ne . I e . w curncu urn to provide a total 
educatIOnal experience for the recruits. A major 
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portion of the resources of this project has been 
devoted to the structuring of a new curriculum 
because of the convi{:tion of the research staff that 
~le first e~~cational and training experience will 

av.e a cntlcal effeq on the entire career of the 
polIce officer. The educational rationale behind 
the. seve~al ph~ses of the. new curriculum are ex­
ammcd 1ll sectIOn 6.2 of chapter 6 The d . I . .. . propose 
curncu urn IS dIVIded into five phases and runs for 
18 weeks, 40 hours a week (8 h . . d - our InstructIOnal 

ays) , for a total of 720 hours. A summar f th 
new recruit curriculum follows: y 0 e 

SUMMARY OF THE NEW RECRUIT CURRICULUM: 

. Ph~ses of the recommended curriculum-Admin­
Jstratlve processes (10 hours) . 

PIz~se I. (4 weeks) 150 hotl1'S).-During phase I the 
re.crUIt wIll ~ontinue to wear civilian clothing and 
:VIII. no~ be Issued .firearms. The educational ob­
JectIVe IS to prepare the recruits for the achieve­
ment of professionalization in phase II 
. Phase II (8 weeks) 320 hou'rs).-The 'basic educa-

tIOnl b' . ' . a. 0 Jecttve of phase II is intensive professional 
trammg. Firearms will be issued in either the 
fo~rth, fifth, or sixth week, and a week of field d t 
WIll take place in c:ither the fifth, sixth, or seve:t~ 
7ee~. The .recruit will return for continued pro-
es~onal tral~i?g after his basic patrol experience 

uffin er supervlSlon of his group leader and escort 
o cer. 
Ph~se III (2 weeks) 80 Izours).-Intensive field 

expenence, again under supervision, intended to 
expose the recruit to the duties of a probationar 
patrolman. The recruit will have field d t . IY . l' d . u Y WIt 1 
spe:la lze umts of the department durinu this 
penod. 0 

e::lzase I~ (3 l~eells) 120 hOll1'S).-This final acad-
'! ~hase mvolves an innovative concept in police 

tral.mn?. Essentially, its purpose is to evaluate, on 
an m~hvldual and group basis, the field duty of the 
recrUIt as experienced by the recruit himself and 
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d b th group leader and observed and evaluate y e ., h' 
the escort officer. Opportunity is. provl?ed m t IS 

hase for a variety of decisionmakmg dnlls .. 
p Phase V (1 week, 40 hotL?·s).-This phase mvolves 
orientation to the recruit's permanent comman:. 
Again, the escort officer plays a key role under t e 
supervision of the group leade~. 

The individual course umts within the new 
recruit curriculum are as follows: 

COURSE UNITS IN THE NEW RECRUIT CURRICULUM 
(ADMINISTRATIVE Pr.OCESSING, 10 HOURS) 

PHASE I-EDUCATIONAL ORIENTATION AND PREPARATION 
(4 WEEKS, 150 HOURS) Hours 

U 't A Testing of the new recruit: In terms of COllrse ll1 • . " k'll 
h reading written English, quantitatIve .s I s, ~l?ecc " . s of pres-c~itica1 thinking and other l'eIcvaI~t measure,. d 5 

ent level of achievement and possible remedial nee s 
Course Unit B. Individual and interpersonal human 

skills development: . . 4 
Moral principles governing human beh~vI01.. .. _: ......... 
The urban environment, historical, SOCial, political 

aspects of democracy, with specific reference to 20 
New York. ~ity ......................................... : .......... : ....... .. 
• • tA the bcllavioml and SOCial sCiences Onentalloil. u 

as applied to law enforcement-Part I: 
Introduction to criminology, nature of crime and 15 

criminals ........................................................................ 20 
Principles of social psychology .................................. .. 

Course Unit C. Introduction to the criminal justice 20 
process-a la,v unit ............................................................. i 

Coul'se Unit D. Selected aspects of the New York pena 20 
law-a law unit ............. . ............................................... .. 

Course Unit E. New York Lty P~lice D(:p~rtment, func- 10 
tions and structure-a police sCience nm.t ... ; .... : ............ . 

C U 't F P!lysical conditioning-cahsthemcs, box­ourse I\J • f 3 
ing, first aid (3 hours a day on altel'l1ate days or 36 
days a week) ........................................................................ .. 

PHASE lI-PROFESSIONALlZATION (8 WEEKS, 320 HOURS) 
Course Unit A. Police Science unit: d 

Part 1: Techniques iH patrol, tra/Jk, summons, an 
arrest procedures, emergency and related areas ~~ 50 
police practice; departmental rules and proced~r.s 
Part 2: This unit is presented afte!" the: comple~lOn 

't G basic patrol experience; reviews of course um - 10 
d 1·" s tOpl'CS considered in part 1 .................. .. an amp Ille .. I 

C Unit B Orientation to the behaYlOral and SOCia 
ourse, I P t II' 
sciences as applied to law enrorcemen\..~ ~r . 

Applied climinology, crime and ct·tm1l1a!s as en- 10 
countered "on the street" .................... : ................. : .... . 

Applied social psychology, with att~!1tlon to ethical 10 
I t· nships and intergroup tensmns ..................... . 

re a 10 .... . pem-
Course Unit C. Criminal~slic~ ~l11t, CTlI.nc scene 0 18 

tions and practical crim1l1aiIstics : ..... :: ... : ... : ........ : ..... ;; .. :_ 
C U 't D La,v units' Includl11g mllll-COUISes In ourse Ill. • . d 

Constitutional law, civil rights law, traffic law, an 
oth~r relevant phases of law, together with 11100t court 70 
and legal seminars ............................................................. .. 
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U 't E Physical training and police teChniques: 
Course III • d def"nse search Calisthenics, infantry drill, unarme c, d 

and frisk, baton drill, and riot control (3 hours a ay 72 
f 4, days a week-6 weeks) ........................ : ..................... :. 

COl~;se Unit F. Firearms training: RecrUits to be u.nl-
f rmed and issued firearms after successful c~mpletlon 
o .. 'n the fourth fifth or Sixth week of firearms tral11l1lg I, 40 

of their training .......................................................... : ...... ~ .. 
U 't G 13asic Patrol Experience: RecrUits 0 Course 111 • • f 11' • g 

f field dUly in the week immediately 0 OW1l1 .. 
~:: °p:ion'of firearms training. (This. field c!u

1
ty
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unlr 
. f approximately re-to be conducted m groups 0 "'11 be 

cruits assigned to selected precincts.) TIns um~ w~ the 
completed in the fifth, sixth, or seventh wee 0 40 
recruit's training ............................................................... . 

PHASE lll-FIELD EXPERIENCE (2 WEEKS, 80 ~OURS) 
Recruits will perform the duties of a probatIOnary ~a-

. 1 'n patrol precincts and also in selected specIal-
tlo man 1 - • • f I up leaders and ized units under supervlSlon 0 t le gro 80 
escort officers ....................................................................... . 

PHASE IV-TRAINING EVALUATION AND DECISION MAKING 
DRILLS (3 WEEKS, 120 HOURS) . . 

C Un't A The moral imperative, an ethlcs unIt.... 6 
ourse I . d "1 . hts' A 

U 't B Human behavior an ClVI ng • 
Course m . f . pacting 

. psycholomcal view of social 'orces 1m 
SOCIO o· Y k C'ty commu-upon law enforcement in the New or, 1 30 

~ nity ·u;;·i~·c .... ·i~;·di~id~;~li~~d·i~~~;~~~i~~·~·~i·~i; .. fi~ii'~~~: 
l"ourse . . . [' s. The mdl-

uations portrayed through dramatlza Ion: . . 
. '11 be led through declSlOnmakl11g vidual recrUit WI . . 

.. d drilled in appropriate discretionary SituatIOns an 52 
decisions ...................................................................... :.: ..... .. 

C Unit D Free discussion seminar amI self-Cfltlque 
oufrse . 'ng ~nd field experience: This course will be 
o tram I . d'n provide a led by recruits on a rotating baSIS an Wl ld 
self·evaluation of curriculum, instruction, and fie 6 
experience ............................................. : ...................... ~.~h~ 

U 't E Review of combat finng (1 day 0 Course 111 • 8 

firing ~a~;i R~~i~~~·~f·;~;~~;;;;~d·~i~f;~~~·~~~h~i~~~;; 
Course 111. I' h d h sical fitness habits (3 Reinforcement of estab IS e p y 18 

hours a day for 2 days a week) ....................................... . 

PHASE V-ORIENTATION TO PERMANENT COMMAND 
(1 WEEK, 40 HOURS) . 

Th's hase will involve recruits after completion of 
I . p. nd will be the responsibility of the group 

traml11g a . d the precinct leaders and t:le escort officers asslgne to . 
where the :;:·ecruit will assume his normal assignment. 
During this week the recruit will learn the geogra~h~ 
of the precinct, policies peculiar to the locale, soclOl 40 
ogy of the popu a 10 , I t' n and local crime patterns ........... . 

. 18 weeks or 720 The new curriculum reqUlres 
hours. 

5 2' Police·Civilian Instructional Staff Mix 

• On the assumption that the budgetary authOriti~s 
of the city will assure a distribution of fun s 

throughout the year for the appointment of new 
patrolmen such that reasonable stability in timing 
and size of the classes can be assured, then it will 
become possil;lle to introduce civilian instructors 
into the police academy staff. Clearly, competent 
civilian personnel wilt not be attracted to a teach­
ing situation which compares unfavorably in terms 
of professional status, salary, and working condi­
tions to those offered by academic institutions. To 
be specific, the civilian instructional staff recruited 

to the civilian teaching staff of the academy. The 
current salary schedule for the several academic 
ranks is as follows: 

Salary 1'Qnge 
Professor ...................................... $19,620 to $27,900 
Associate professor .................... $15,380 to $22,620 
ASSistant professor ...................... $12,380 to $18,380 
Instructor .................................... $11,005 to $14,855 

for the academy should meet the qualifications that 
are currently applied for appointments to the 
teaching staff of the City University of New York. 
There is reason to hope that the implementation 
of the several interrelated recommendations made 
by this project in respect to the educational and 
training activities in the department will make 
service with the Department as a civilian instructor 
attractive, challenging and profeSSionally reward­
ing. The "standard" teaching load of members of 
the City University of New York faculty varies 
between 9 and 12 hours a week of actual classroom 
instruction for a period which, during the calendar 
year, consists of approximately 30 weeks organized 
into two semesters of 15 weeks eacl1. Of course, 
fac.ult)( responsibilities do not end in the classroom; 
tbey embrace service on faculty committees, con­
sultations with stUdents, professional research, 
publication of bOoks and papers, actiVity in 
professional SOcieties, and service to the commu­
nity. It is hard to measure the total number of 
hours a week which this complex of services re­
quires, but it is sufficient to say that it exceeds the 
average workweek in the police service. However, 
this is a complex of services rendered by the fac­
ulty member within a flexible schedule rather than 

A reasonable total input of recruits to the de­
partment during a year is approximately 2,500, 
The statistical data presented in earlier chapters 
indicates tha~ at this level the department will be 
able to maintain itself at an appropriate level of 
strength. vVith an annual input of 2,500 recruits, 
five classes can be scheduled during the calendar 
year. The chart on page 74 shows the new train­
ing cycle for recruits. Each complete curriculum 
is 18 weeks, of which a total of 5 weeks is spent in 
the field (1 week on patrol in phase II and 1 week 
in firearms training, 2 weeks on patrol in phase III 
and a final field training week in phase V). Of the 
remaining 13 weeks the bUlk of the subjects to be 
taught by the civilian staff falls within the first 10\ 
weeks. Therefore, classes of new recruits can come 
into the academy at intervals of 10 weeks as indi­
cated on the chart. The civilian instructors can 
therefore be scheduled quite easily and have an 
option, subject to reasonable administrative con­
trol, of teaching any three out of five cla.« ~!Ir'of 
lO weeks each. This design is analogous to operat­
ing a college on a trimester. 

Some estimates of the bUdget support necessary 
to develop a group of competent civilian instruc­
tors may be made on a preliminary basis. It is weII 
to keep in mind that the salary costs for the esti­
mated 2,500 recruits to be processed through the 
academy is itself almost $25 million per year. At 
the present time (see sec. 4.3 of ch. 4) approxi­
mately 150 members of the department are on the 
teaching staff of the academy. In other words, the 
operation is a large scale and costly one. Assume 
now that the average annual salary of a civilian 
instructor Would be $15,000 and that the average 
teaching load per week Would be 10 hours. On 
the basis of the proposed organization of the recruit 
class, there Would be about 13 groups of 40 each 
for instruction by the civilian teaching staff. In 
phase I the civilian teaching staff Would handle 75 
hours of the curriCUlum. teaching the courses: 
urban environment unit (20 hours), introduction 

a rigid work timetable. In fact, the nature of 
academic service requires a "self-starting" type of 
individual. Competent instructors will, for ex­
ample, prepare course outlines for their courses 
rather than rely on' lesson plans. Under the 
assumption that similar standards Would apply to 
the civilian instructional staff at the academy, this 
lheans that the sequence of classes must be such 
that the instructor will be able to work for ap­
proximately 30 weeks in the year and do so on a 
reasonably predetermined basis. Tlle question of 
schedUling is considered in greater detail in the 
following paragraph. 

In order to be competitive, it is assumed that 
the salary schedule of the city university wiII apply 
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to criminology (15 hours) , principl~s of s~ci:~l psy~ 
cholo y (20 hours), lind (',O\lrSe Hlllt Cj mttQduc 

g . • I' . "ocess (1)0 hours). tion to the cnmltla Jllstice 1" . '. "-
With 13 groups to be instructed, tius plan would 
amount to approximately 1,000 insl~'uctional ~\our~ 
s )read over '1 weeks, or 250 instructl.onal !10l~1 ~ ~)el 
~eek. This schedule would l'eqmre .20 clvtlmll 
illstructol'S or which !lumber approxlluatcly, fLve 

, . TI ost of 21) 
would be instructing III law.. 1e c . • 
rivilian instructors fot' the entire year would be 
~b t lir37t: 000 Since eac.h instructor would teach a oU "I 0, .' 1 t 
three out of five classes during the ye,l!', t Ie cos 
for each class would be approxima~ely $125.000 (or 
the civilian teaching component oC phase 1 al?(~ ~he 
annual cost would be about $625,000 for '~ll. c.lvtll~n 
instructors for the year. In phase 11 Clvl!tan 111-

Sll'Uctors would handle the lInit~ oE llpplied ~ril1li­
nology (10 hours), applied socH~l psychology. (10 

I ) 120 0[· tIle 70 hours tll'course umt.}), 
illU~ am I 1 
the law units. This work load wO~lld be s.pre;~~ 
over approximately 5 weeks, amolllltlllg, thexdOIe, 
to 100 hours oC instruction PC!' week. In pl~ase IV 
civilian instructors would l~andlc appro~\lllatcly 

. -tl ird or the 30 hours 11l course m~lt n on 
Olle l . . . 1 Tl s would 
human behavior and civJl l'lg.ltS. ' n. ,. 

t t 13() 110III'S of i nstrucllOn fol' lhe 13 cl,lss 
all10un 0 l ,. 1 \. 

rOll ps and could be handled in I week. !,n a( (,1-

~ion the civilian teaching stan: would be lIlvolvcd 
in I~Hlny aspects of the curricuhll~ ~~yon(l the 
'Ire'IS in which they have full responsibIlIty. 
, ~~ch l'eCl'llit increment o[ riOO would be organ­
ized IlltO 25 grol!ps oE 20 each. Each group would 

NEW TRAIN ING CYCLE FOR RECRUITS 
( EACH INCREMENT CONSISTS OF 500 RECRU ITS) 

1-_.Jr-ffi-l-4--'-i----tfL.-TTM-'.Jtl ---8 fiRST CL ASS 
L~-.l II 

1st. WEEK 

1-_-!:rffiH =+--4'----ir:-llt-t-'l-tB::1 SECOND CLASS ,-.1 ! J 
l. .J -

II tho WEEK 

THIRD CLASS rm" 

FOURTH CLASS 

LNote.: Boxes are weeks in t~e field and on the rcnge, 

..L'I ) \ I \ \ \ I \ I I I I I I I I I I I \ 
. 5 10 15 20 

I I I I 

25 

WEEKS 

74 
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rrrr" r- L:r::uJ [IIJ -8 
31 st, WEEK 

fiFTH CLASS r .~1-1-L.J 
4151. WEEK 

I I I 
30 

I I I 
35 

I I I I 
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be in charge of a group leader, who would be a 
scrgeant or an experienced patrolman. The group 
leadcr role would be a required rotating assign­
ment for every unit trainingofficcr in the depart­
ment. With anyone class, 25 group leaders would 
be required. Since classes overlap and run con­
tinuously during the year, about 10 different group 
leaders would be needed during the year. As under 
present policies, tlte group leader would be r(~­
sponsible fOl' the command relationship to the 
recruits, subjcct LO the authority of the command­
ing officeI' of the Police Academy, He would not 
teach the entire clllTiculum to the group, but only 
pOlice science subjects. The group leader would 
be responsible on a continuing basis, throughout 
the rccl'Uit training cycle, [or his group and would 
join them in thc field training phases. Civilian 
instructors would teach their special tics in units of 
two groups, that is, with :1pproximate1y 40 stu­
dents .in each class. Specialties in police scie.nce, 
physical and firearms training would be handled 
by police oOkers, without any linlitations on the 
rank of the assigned instrllctor. The philosophy 
of this new l'ecl'Uit school organization is to expose 
the recruit to a maximum of varied instructional 
talen~ while at the sam~ time preserving the neces­
sary command control through the group leader. 
Each day during the recruit curriculum, one recruit 
would function as student group leader in order to 
give all recruits experience with the dudes of the 
first echelon of supervisioli. 

5.3 Out of the Classroom and Into the Field, 
Escort Trninillg 

Thr. mosl critical period in the career of a police­
man must be the one lnunediai:ely following train­
ing, when he first assumes his duties as a full­
fledged pal,rolman. Unfortunately, there is a 
dearth of experimental evidence to support this 
statement. However, 100 policemen of various 
ranks were interviewed informally in connection 
with the present study and 94 selected their first 
field assignment as the most important: of all periods 
in establishing the direction of their future job 
performance. The training advisory panel con­
cUl'red with this opinion. This conclusion seems 
logical from the learning theory premise which 
holds that early learning has remarkable durability. 

Although early job experience is probably an 
influential factor in most occupations, it is particu-
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Jarly crucial to the C;l,l'eer of a policeman, For one 
thing, he is set apart; from the rest of the commu­
nity by his uniform. Most poHcemen would agree 
that the expertence of moving among the public 
in a new and unfnmiliar role can be traumatic. 
His role is Cllst by society, but his lines and be­
havior remain for him to improvise. A consultant 
to this project has 'referred to this moment of reali. 
zation as "reality shock." How long this momen/ 
of embarrassed, self:·conscious insecurity survives is 
conjectural and probably varies among individuals. 
It is 'not the duraf;ion of the discomfort that inter­
ests the trainel', but rather the measures available 
to the recruit to reduce his anxiety and, moreover, 
the alternatives he selects. Not only is he fully 
identifiable by hi:> dress, but his equipment-shield, 
gun, handcufi's, and slimmons book-labels him a 
person of latent, unlimited power. He feels this 
and, to a large extent, the public expects this power 
to be wielded in appropriate emergencies. Over­
whelmed by his new responsibHities, he may seek 
reCuge in concealment, in rendering himself as in­
conspicuous as possible in some doorway store Ot, 
other shelter which reduces his public exposure 
and, hence, his self-conscious sense of inadequacy. 
COilVerscly, he may elect to mask his feelings of 
imperfection under a guisc of braggadocio. He 
may swagger boldly down his beat, assuming the 
air of a bully and by his very demeanor threatening 
all who pass him. Between these two extremes lies 
11 vast range of intervening choices of behavior. 

Compounding the problem of occupational ad­
justment is II second type. of shock, namely that of 
"cultural shock." All large American cities include 
areas populated by ethnic minority groups. This 
is particularly true of New York, the so-called melt­
ing pot of the Nation. Here arc found large 
neighborhoods of Puerto Rican, Negro, Hebraic, 
and first generation Italian culture, to name a few. 
Notwithstanding diligent recruiting efforts, the 
New York City department has been unable to staff 
these areas with policemen ,indigenous to the locale 
and it is doubtful that this would be desirable even 
if it were feasible. As the analysis of entering per­
sonnel indicates, the vast majority of recruits has 
its origin in the lower-middle and upper-lower 
classes and the blue collar .occupatio!is. There is 
a reasonable probability that, being catapulted into 
a new and unfamiliar lower class ethnic culture 
th~ reaction of the patrolman. may be defensive. 
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The ethnic areas in New York are, in general 
lower class slum areas. The kinds of services this 
public expects of the police may be quite different 
from those with which he is familiar and he may 
interpret these demands as impositions. Instead of 
learning these strange customs, the poUce neophyte 
may adopt a contemptuous attitude toward them, 
particularly since they are often set in a context of 
misery and squalor, and he may treat -the people 
accordingly. That this reaction does indeed occur 
is attested by the records of complaints to the 
civilian review board and to the local communica­
tions media. Older patrolmen may encourage the 
development of this scornful attitude by derisive 
comments of their own, thus perpetuating a police­
public relationship of contempt and hostility. 

Another factor adding to the recruit's sense of 
inadequacy is the gap which occurs between ,theo­
retical learning and actual practice. :The academy 
may teach the procedures of the job and may even, 
using a systems approach, set up terminal objec­
tives and criteria. Confronted with the' need to 
implement the procedur.e in a field situation, how­
ever, academic objectivity is complicated by emo­
tional reactions and the laboratory training of the 
academy is, thus, confused by anxiety in actual 
performance. This factor has led many of the 
policemen interviewed to indicate -that "the real 
learning begins on the street." It is understandable 
that under stress of emotion the officer may feel 
that he is learning his job all over again. 

There is another "hitch" between academic 
learning and actual performance, namely, that of 
procedural "gaps." Gaps are those elements of job 
performance regarded by the instructor as either 
too trivial to mention or so generally known that 
he assumes the student knows them. In either case 
the recruit is assumed to understand them. On the 
part of the recruit, the gap is a step in job perform­
ance which he erroneously assumes he understands 
or a new element demanded by a variation fr.om 
the learned situation. Gaps operate to short circuit 
job performance; that is, to interrupt the continu­
ity of the various steps required to complete a total 
job function. Sometimes the blank area is so 
essential to the completion of a task that it cannot 
be continued without advice from a superior or 
some improvisation to bridge the gap. The former 
case is time-consuming and may be embarrassing; 
the latter may result in the development of an 
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erroneous pattern of behavior. The "crutch" 
which the learner improvises may become a part 
of his permanent repertoire and, without some 
accidental observation on the part of a superior, 
may never again be subjected to reevaluation. The 
existence of these gaps and their subsequent dis­
covery and repair may be one of the causes for 
belief that "real" learning begins in the field. 

The initial uncertainty of the rookie is well 
known to the seasoned patrolmen in his new com­
mand, who often observe, advise and assist the 
recruit during the first few weeks of his field 
career. A£ter that he develops a confidence which 
discourages assistance, and whatever attitudes and 
behavioral patterns have been developed up to 
that point are reinforced by repeated perform­
ances to a point at which ,they become his occupa­
tional "life style." The fellow officers who lend 
their help during this critical period are usually 
determined by the proximity of their beat and 
their willingness to help. This is indeed unfortu­
nate for ,the recruit. Proximity and willingness, 
the >two primary determinants of who the recruit's 
counselor will be, have little relationship to integ­
rity and dedication, the qualities so desirable in 
the choice of a counselor for the new policeman. 
Characteristically, the police have defended public 
revelations of various instances of scandalous be­
havior with the plea that such aberrations may be 
attributed to a relatively small proportion of their 
membership. At least one author, James Q. 
Wilson, has suggested that perhaps the proportion 
m;:ty not be as minimal as the defenders allege. 
The truth probably lies somewhere between the 
two views. The vast majority of policemen are 
relatively honest, being the normal human combi­
nation of saint and sinner. Notwithstanding this 
rather pedestrian evaluation of police integrity, ex­
perience has demonstrated that there are certain 
policemen who distinguish themselves repeatedly 
by outst,mding arrests, rescues, extraordinary pub­
lic services and acts evincing the exercise of above 
average intelligence. Some have d~monstrated a 
dedication to their profession by pursuing ad­
vanced educational progTams designed to improve 
their capacity as police officers. The important 
task of training the recruit should be assigned to 
men who ha.ve demonstrated their ability, dedica­
tion, and integrity. 

One traditional method of training recruits has 
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Familiarization with their new surroundings and 
the population, learning the geography and critical 
areas and particular local situations must be ac­
complished with the same forward-thinking atti­
tude .that characterized the earlier field training. 
Therefore, for a period of 1 week, phase V of the 
recruit curriculum, the aewly assigned recruit will 
be accompanied by an escort officer. Lt will be the 
function of the escort officer at this phase .to estab­
lish a practical relevance between ,the academy 
training progr~"m and the actual work situation, as 
weJl as orientation to the locale. One attractive 
aspect of the eswrt program is .that, -to implement 
it, the department does not deplete the patrol 
force in any way, Quite .the contrary, the program 
amplifies -the total function. The escort officer 
remains on patrol and, having been indoctrinated 
with -the impolltance of his role-model status, he 
would probably, in order to provide a good ex­
ample, perform more conscientiously than under 
ordinary circumstances. The presence of the ac­
companying recruit would double the physical 
&tren~th of the team, possibly discouraging some 
citizen resistance in special cases of violent 
behavior. 

Content of Tmining Pmgram 

l"he keynote of the escort training program is 
"total Itraining." This will be accomplished not 
only by the exposure ItO actual work situa·tions r.nd 
the example of the escort officer in demonstrating 
correct technic;al methodology, but also by afford­
ing the .trainee an opportunity ,to view many as­
pects of the police funotion. In addition to ordi­
nary patrol, such a rationale involves a schedule 
of rotating assignments through the several special­
ized divisions, bureaus, and squads engaged in the 
various police tasks. Some secondary, and especially 
administrative, functions will be omitted. Thus, 
there will be a need for escort officers in special­
ized units, such as the youth aid division, the 
emergency service division, the tactical patrol 
force, and the sp!"dal events squad, The content 
of the program will require some structure in order 
to relate it to each phase of the academy lessons. 
However, it would be manifestly impractical to set 
up a .tightly structured, lecture type plan that 
would extend over the 8-hour workday. One tech­
nique for accomplishing -this purpose would be to 
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thoroughly familiarize the trainers with the aca· 
demic program so that they will be const-antI; 
aware of ,the level the recruit has reached. Such 
awareness will enable the escort officer to set his 
instruction at a pace which will coordinate with 
the recruit's attainments in the academy. 

Tmining the Escort Office?' 

The specially seleoted officers who express an 
interest in the escort officer assignment must be 
given an intensive ,training course ,to fit .them for 
their new role. This course should not only pro­
vide a thorough refresher in the academic recruit 
program, but also a course in methods of instruc­
tion and other instructional techniques. In addi­
,tion, seminars should be conducted designed to 
enhance leadership qualities, occupational morale, 
and interpersonal sensitivity. 

Evaluation 

The research team has developed an evaluation' 
instrument (see pages 81 to 86) a checklist to 
be used by the escort to indicate the areas in 
which his trainee :-equired instruction, with par­
ticular emphasis upon those functions which were 
covered in the previous academic training. Short­
comings in covered areas would provide the acad­
emy staff wi.th some knowledge of those training 
areas which were not adequate in preparing the 
student for his job. It is expected that necessary 
revisions in academy training format would be 
made to remedy the failure. The evaluation would 
be applied during each phase of ,the escort .training 
program. 

No doubt the escort and his trainee will develop 
a friendl}, relationship. More than likely, the 
escol~t will not be inclined to give his "buddy" an 
unfavorable report. The evaluation objective of 
this report is ,the training program, not the trainee. 
Therefore, the repor,ts would be submitted without 
identifying .the trainee, a feature which should 
!!lake fer a n10r~ reliable measlile uf ille effective .. 
ness of the academic program. Similarly, the re­
cruits wiII be provided wi.th a form which will 
evaluate the effectiveness of their trainers. Such 
information wiII be ,tabulated and consistent defi­
ciencies in .the behavior or expertise of the escort 
officer will provide subject mat.ter for future train-
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ing sessions. As in the earlier case, this ll:.\tter 
checklist would be submitted w~thout identifying 
the escort officer. 

Organizational Status of Escort Officers 

Escort officers will be offioially assigned ,to field 
commands and will, therefore, be responsible to 
their commanding officers. However, since the 
program is a training program, the academy would 
exercise staff supervision through the precinct unit 
training sergeant. This arrangement would make 
the eSCl)r.ts available ,to the training center for 
purposes of refresher and morale training. Addi­
tionally, the selection of a larger number of escorts, 
should ,they be required, would be feasible for the 
commanding officer of the Police Academy. 

A central office for the colla'tion, analysis, and 
.interpretation of the evaluations should be set up 
at the academy and adequately staffed by qualified 
personnel. This office would also be available for 
direct servi~e to the field people should problems 
arise. Academy instructors would be relieved of 
instructional duties and assigned by the central 
office to field supervision and evaluation on a 
rotating basis which would enable aU instructors 
to acquaint themselves with the field programs. 
The central field training office, obviously, would 
need to be a 24-hour operation and the instructor 
supervisors assigned on a round-the-clock schedule. 

Motivating the Escort Officer 

There will be considerable sacrifice on the part 
of the escort officer in terms of individuality and, 
perhaps, limited precinct acceptance, at lea&t in the 
beginning. The &tudy effort involved in learning 
the academy progr~m will also make considerable 
demand on his personal time. There may be a 
reluctance on the part of the experienced patrol­
man to accept a role which infringes upon his in­
dependence. The plan of regular appointments 
and systematic ,training curriculum proposed in 
this report would provide. for continuous service 
as an eSCOl1t officer. It may be argued that the truly 
dedicated patrolman, the ideal type for the assign­
ment, would welcome this opportunity to be of 
service to the police profession. Some, indeed, will 
display this attitude. It would be too much to 
expect, however, that these idealists will be in 
sufficient numbers to staff a program of the magni-
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tude of the one proposed. Moreover, -if the status 
of training is to be elevated, if idealism is to be 
recognized by the department, those involved in 
directing such a movement must be awarded some 
recognition for ,their role in its furtherance. 

Several methods might be employed to achieve 
both ends; namely, that of individual motivation 
and collective status as role models. One induce­
ment to attract patrolmen to the new assignment 
might be additional compensation. There is a 
provision -in the department rules at present to 
add a bonus of several hundred dollars to the 
annual salary of patrolmen performing ,tasks of an 
exceptional nature requiring unusual skills and an 
extra investment of time. As has been indicated, 
the proposed position of escort officer would fulfill 
both of ·these requirements. A second incentive 
might be found in an elevated status or rank. 
Presently, the lowest promotional rank in New 
York is .that of sergeant and this is attained through 
competitive civil service examination. The selec­
tion process suggested fe-,,' the escort officers is a 
demanding one and, although noncompetitive in 
the civil service sense, definitely stamps the selectee 
as above the average. The exempt rank of corporal 
might be createg outside the civil service system in 
a manner similar to that of detective. Some uni­
form identification might be employed, such as two 
stripes on the sleeve, similar to the three of the 
sergeant. This would be in addition ·to the bonus 
proposed. A third, and less desirable, inducement 
might lie in additional excusal ·time. Although 
this is probably the most feasible technique pres­
ently available, it has at least one major shortcom­
ing. The men selected would be the very best, 
most effective, intelligent officers. Additional 
excusal ·~ime for them would deprive the depart­
ment of the services of these men, the very officers 
most useful in maintaining the high quality of 
.the police service. 

It is recommended, therefore, that the escort 
officers be elevated to -the rank of corporal and 
awarded additional compensation. 

Summary 

In ~ummary, the most critical features of the 
proposed program lie in the careful selection, 
training, and motivation of the escor,t officers. The 
success of the enth'e plan rests upon their integrity, 
dedication, and ·instructional ability. There can 



.~-

, .. 
,~ 

~ ~_' 

.;.~ .. , 

'.-- --. 

'''i, 
.}~: .. ", 

I' 

I'';: 

1 

. \ . 

be little doubt that many of the 30 behavioral re­
quirements for effective police perfonnance listed' 
by Baehr, Furcon, and Froemel are only minimally 
susceptible t~ classroom training alone. Even the 
escort officer will have limited success in inculcat­
ing such qualities as bravery and emotional ma­
turity, but, at least, his example will provide an 
operatiomil model of such qualities tha·t the trainee 
can later follow on his own. The recruit and his 
trainer will meet as peers, an ideal learning 
situation. 

First Field Evaluation Rep01·t on Recruits 

The training escort program is designed to bridge 
the gap between academic training in the academy 
and actual police work on the city streets. In, addi­
tion, the program seeks to provide on-the-job train­
ing for the recruit. Both of these objectives, if 
achieved, will greatly benefit the new officer and 
develop his self-confidence. The escort officer is 
the key to the success of the program. Not only 
is he for the recruit the role model of a professional 
police officer, but also a colleague, one who must 
welcome as well as train. Further, he functions as 
the evaluator of the department's recruit training 
progr~m because he is in the best position to ob­
serve the fruits of it in .the actual police work of 
new officers. 

The first field evaluation will be prepared by the 
escort officer during the recruit's first week of field 
duty. It is important for the trainer to remember 
that the recruit has at >this .time completed approxi­
mately loa hours of academic instruction in the 
police academy. The evaluation checklist is de­
signeel to encompass only material covered during 
these 100 hours. The main purpose of the evalu­
ation is to assess ,the effectiveness of the recruit 

.training program, so that remedial action may be 
taken in appropriate areas. Therefore, the recruit 
will not be identified by name on the form. The 
evaluation report also serves as a guide for the 
trainer to follow in .training new officers. 

In order that the evaluation be as objective as 
possible, the tT'..!iner should use the form on a daily 
basis ra.ther than wait until the end of the field 
training period. Ideally, the trainer should ascer­
tain various ratings after observing the recruit 
handling an actual police incident. However, 
some entries may require the trainer to directly 
question the recruit. It is not necessary to follow 

the numerical order on the rating form. The 
escort is free to rate as he obtains the information. 
However, . all entries must be made by the end of 
the l-week.,rraining period. 

The evaluation instrument consists of a series of 
captions, each one identifying a salient area of the 

. curriculum which ·the recruit has just completed. 
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Instances of performance which relate to the caption 
will provide a basis for evaluating both the adequacy 
of the study prograin and the probationer's assimi­
lation. Each item is accompanied by a scaled line, 
the numerical designations of which signify the fol­
lowing ratings. 

2 3 4 5 

1. Performance excellent.-Probationer appears 
to have learned the subject matter and shows 
ability to apply learning to practical job situation. 
No additional .training needed. 

2. Perfomwnce good.-probationer has learned 
subject matter but has some trouble Telating it to 
practice. No additional academic training needed. 
Additional field training is indicated. 

3. Performance fair.-Probationer shows some 
weakness in subjeot matter. Academic training 
may have been underemphasized. 

4. Perfornmnce poor.-Probationer demonstrates 
little knowledl~e of subject matter. His capacity 
and/or attitude may be at fault, but this area in 
program should be reexamined. 

5. Performance inadequ.ate.-Recruit is relatively 
ignorant of subject matter but has the capacity and 
attitude to have learned the material if it were 
properly presented. Training program may require 
some revision. 

The evaluator ·is instructed to circle the number 
which best describes the 'l"ecruit's perfonnanc~ in 
terms of the above definitions. 

I. Appearance and equipm!!nt: 
Neatness and cleanliness of person (beard, hair, 

and so forth): of equipment. 
Behavior (expectorating, shouting, profanity, and 

so forth) . 

" . 
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Posture (slouching, unmilitary, and so forth). 
Revolver-safety consciousness. 

Appearance and equipment 

2 3 4 

II. Discipline: 
Appears sufficiently self.disciplined. 
}{nows and conforms to department l'egulatioll5 

011 personal conduct. 
Appreciates need for discipline in police depart· 

ment. 
Ethical (no grvtuities; importance of' not accept· 

ing free coffee, and so forth). 
Punctual. 

Discipline 

2 3 4 5 

III. Ccurtesy: 
Military (salutes, proper address to superiors, and 

so forth). 
Public: 

Respects people's dignity. 
Answers questions properly. 
Avoids anger, sarcasm, and so forth. 
Telephone manners. 
Courteous driver. 
Handles a complainant well. 

Courtesy 

1 2 3 4 

IV. Silting room activity: 
Proper knowledge of activities. 
Proper performance (alarms, post information, and 

so foyth) . 
Able to read duty chart correctly. 

Sitting room activity 

2 3 4 
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V. Department buildings and equipm.mt: 
Demonstrates knowledge of equipment. 
Properly uses equipment (lockers, precinct library, 

and so forth). . 
Knows and obeys rules and procedures on build· 

ings and equipment (who is aUowed in station 
house, female cells, and so forth) . 

Keeps rules and procedures up to date. 
Uses rules and procedures to look up procedures. 

Department buildings & equipment 

2 3 4 

VI. Knowledge of police department in general: 
Knows duties of department. 
Knows order of ranks. 
Knows organization of department. 
Knows procedures for disciplinary charges and 

civilian complaints. 
Knows reports. 
Knows orders. 

Knowledge of police department 

2 3 4 

VII. Knowledge of law: 
A. Definitions: 

1. Offenses, crime, misdemeanor, felony, 

possession. 
2. Assault. 
3. Deadly weapon and dangerous instrument. 

4. Menacing. 
5. Aiding and abetting suicide attempt. 
6. Miscellaneous offenses. 
7. Unlawful gratuities. 
S. Obstructing government officer. 
9. Refusing to aid police officer. 

10. Obstructing firefighter. 
ll. Criminal impersonations. 
12. Resisting arrest, 
13. Bribery and bribe receiving. 
14. Disorderly conduct. 
Hi. Dis()rderly house. 
16. Public intoxication. 
17. False report of police incident. 

Knowledge onaw definitions 

2 3 4 
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VIII. 

B. Law of arrest: 
1. Miranda warnings. 
2. Use of force in making arrest. 
3. Authority for making arrest (misdemeanor, 

felony) 
4. Authority under warrant, order oj: pro. 

tection, certificate of warrant. 
5. Authority of private person to make 

arrest. 
6. Diplomatic immunity. 
7. Y. D. 1 referral card. 
S. Justifiable use of force. 
9. Use of ordi!1ary force; deadly force by 

pea::e officer, by private person. 
10. Search and seizure, warrants. 
II. Stop and frisk, U. F. 250. 
12. Department policy re arrests for petty 

crimes. 

Law of ar c·2st 

1 2 3 4 

C. Traffic control: 

, 

1. PreIimina.ry knowledge of vehicle traffic 

2. 

3. 
4. 
5. 
6. 

law and traffic regulations. 
General understanding of, the objectives 

of traffic control (prevent accidents, 
relieve congestion, and' so forth) . 

Responsibility of members of force. 
Selective enforcement. 
Intoxicated drivers; procedure5, arrests. 
Preservation of evidence at accident cases, I 

safety precautions, and so forth. 

Traliiic contro; 

2 3 4 5 

Aided cases: 
I. Definition. 
2. Response (speed, care, and so fol'th) . 
3. Reporting and recording (U. F. 6) . 
4. Handling sick persons, dead bodies, psychos, 

neglected children, accident cases. 
5. Other l'CPOl'ts connected with aided cases, acci· 

dent cases (U. F. IS, M. T. 6, M. V. 104, 
and so forth) . 

Aided cases 

2 3 4 5 

83 

IX. Summons procedures: 
1. Definition of summons and purpose. 
2. Which violations are summonsable. 
3. Persons eligible and ineligible to receive a 

summons. 
4. Safeguarding the summons book. 
5. Preparing the summons. 

Summons procedures 

2 3 4 

X. Interpersonal human skills: 
1. Appreciates effects, of diverse subcultures on 

behavior. 
2. Appreciates importance of public cooperation 

in witness testimony, jury duty, assisting 
patrolmen, alld so forth. 

3. Follows accepted prinCiples of good public 
relations; politeness, sympathy, helpfulness, 
and so forth. 

4. Does not display prejudicial attitude toward 
minority groups or ethnic groups other than 
his own. 

5. Cooperates with representatives of the press. 
6. Avoids abrasive contacts with minority group 

members 'and other members of the public. 

Interpersonal human skills 

2 3 4 5 

XI. Miscellaneous department practices: 
1. Knows proper procedure for reporting sick. 
2. Knows proper procedure regarding injury to 

member of force (U.F. 6A, witness, and so 
forth) . 

3. Knows who are permitted in department 
automobiles. 

5. Knows procedure for reporting hmp outages 
damage to traffic equipment, damage to De· 
partment vehicles, and so forth. 

Miscellaneous department practices 

2 3 4 5 
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XlI. Patrol techniques: ffi 

1. Proper observation of persons, pl,aces, tra c 
violations, post conditions, and so forth (see 

memo book insert) . 
Proper notifications to desk officer, telephone 

2. switchboard operator, superior Oil patrol. 

3. Proper memo book entrie.s. . , 
4. Obeys regulations regardl~~ leavm,~ post. 
5. Properly investigates SUSpICIOUS pel sons. 

Checks stores and businesses propedy. 6. 

continued intereSot and invl)lve~ent. ~gain, stu­
dents with educational deficiencIes fin? the lecture. 
s stem quite troublesome. It seems desnable, t~ere­
f~re to deemphasize lectures as much as possIble. 
Th: recommended new curriculum will e~courage 
the use of varied instructional methods. It IS hop~d 
that the infusion of civilian staff an~ a m?re ple­
dse selection and more meanin~ful o.nentatIOn pro­
cedure {1()r police instructors wIll raIse th~ level of 
. . I kills The range of educatIOnal ex-
mstructIOna s . . I '11 

q 
II ~ has been applied to a growing variety of subjects 
1'1 and skills. PI courses are available in school sub-
[\ jects like arithmetic and algebra, in shorthand, con-
I tract bridge; management training, computer pro-
t graming, and the operation of machines. Retail 
t organizations, such as J. C. Penney and R. P Macy, 
I have a significant in-house capability for writing I and testing PI materials to train salesclerks and 
! other personnel. PI includes .three basic elements: 
I stimulus, response, 'and reinforcement. PI It:quires 
I a clear spedficat:ion of what the student can do Patrol techniques 

~--~2~--'q3--~4~--5 

The evaluation instrument proposed must, itself, 
be subject to continuous reevaluati?n. Course 
content will change over a period of time an~ th~ 
areas of field evaluation must be altered .to suIt the 
new situation. Moreover, the instrument proposed 
is a tentative one, an experimental m.ode!. Al­
though it covers all the salient features lIkely ~o be 
embodied in the anticipated program, ?ther Items 
may be shifted into the first field e,:penenc7 phase 
and ")thers transferred to later pen ods of 11lstr~c­
tion and evaluation. ·to suit needs as they anse. 
Tlie model proposed merely covers the first field 
training experience. , After the program has been 
implemented and the content of each phase spelled 

t I'n detail similar 'instruments can be developed 
oUl' '. d 
for the succeeding fie!ld training peno s,. 

5.4 Tr~Jditional TElaching Methods Supported 
by New Methods 

In gener~:,l, the teaching methods u!led in the 
Police Academy have been the trad.itional. lecture 
system with a limited use of audiov1Sl~al aIds such 
as motion pictures and transparencIes used on 
overhead projectors. The effeotiv7ness ?f the 
lecture system has been w~~ely. q~estIOned I.~ edu­
cat~onal circles and cer.tamly IS ma~propn~te ~s 
tbe basic and almost exdusi.ve teachmg deVIce I? 
academy courses. There are sev7ral re~sons fo~ t~us 
judgment. Effective leoturing IS a skill requmng 
special abilities not possessed by many mem~ers of 
any teaching staff. The academy ins\.ructor IS at ~ 
special disadvantage when using th~ leoture medI-

The attention span of recrUlts tends to be urn. . 
short, and the lecturer cannot, in most cases, assure 

. ces provided by the new curncu urn WI as-
penen . 'fi' Only in cer-
sist in the process of diversl catIOn. , . 
tain subjeots and with certain instructors WIll the 

! before training and what he must be able to do 

lecture method be effective. . I 
The staff of this research project has exammed . 

instructio~;ll methods curreritly u~ed in .colleg~s, I 
. demies and business and mdustnal tram- 111 

servIce aca , d b th e 
ing programs. Three new techniques use Y eS

d 
i I 

age~cies wen, examined in some dept~-program~ ! \ 
. t ctl'on computer-assisted instructIon, and fil, !I 
Ins ru , . I . I II 'I' 

I The development of instruct:IOna matena s 
oops. . d . tly be· 'f 
for .these three teachmg metho s IS preseo. 1 I j 

yond the hud~et resources of the department,. Cl'1( 1,1 
it is not reco~mended that funds be ap~ropnated '1''''1 
for these techniques at this ·time. TheIr dev~lop- \ I 
ment would be more appropriately accomplIsh~d t! 
through outside funding by government agencIes I \ 
and/or private foundations. Perhaps ~evelo~- i t 
mental "';ork can be undertaken cooperatively be- IN, I',f!.,:" 

tween several major police departments u~der a f\i 
'oint grant or other type of financial suppo:t ar-

~a:ngemerft. Any such project should be aS~Igned ll!", 
to the educational ma'terials development unIt, one 
0[' the new support services recom~e~~e.d for t~e 

d ane of the major responslbIh.tles of thIS I 
aca emy. ..' ! ;if, 
unit would he to plan, research, and mstltute pro]- ~j 
eets in the area of new instruCtional methods, meth- ;l 
ods which ultimately may .permi~ accelerated !earn~ ~ 
ing both witr,in the recru~t cur.nculum and m th _ ;~1 
. . . lum Meanwlule ,the present. serv ,.~ 
InserVlce curncu. " . d ~". 
ices provided by the visual aids UUlt at 'the aca ~:,;1 
emy should be extended and strengthene~ so as t ~, 
provide more use of motion pictures, slIdes, and :', 
transparencies suitable for the overhead type of ~ 
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projeotor. i 
Programed Instruction 

Programed inslruction (PI) as a teaching meth­
od has been developed during the past decade and 

after training. A special technique is used for the 
presentation of instruction in steps which challenge 
the student but do not exceed his ability to master 
the subject. It requires frequent responses from 
the student, informs him of the adequacy of each 
response and adapts the instruction to his needs 
and abilities. Therefore, PI is a self-administered 
method of teaching which allowl' a person to work 
at his own pace. Information is presented in small 
steps, called frames, through which the student 
must reason one step at a time. An important as· 
pect of PI is that the student is immediately "rein .. 
forced" ,after he has made a written response. This 
is accomplished by providing the correct response 
for each frame. An obvious advantage of the tech­
nique, in addition to the individual pace for com­
pletion, ,is that PI materials are pack·aged so that 
little guidance is required from an in&tI'uctor, and 
the student, therefore, can use them (it his con­
venience. The result is a subs'tantial Slaving in 
classroom utilization and instructlonil.l time. 

In preparing a programed text, th~ information 
to be learned' is broken down into consecutive bits 
of information. A frame consists of an infonnation 
bi't, the stimulus, in the form of the question or 
problem; the respom.'l! in the form of a provisioll 
for giving an answer; and the reinforcement in the 
fonn of the correct answer. When the progr·amed 
text is studied, the correct answer is mechanically 
obscured until the response is made, after which 
it is immediately reveale;d. PI materials range from 
simple mimeogu-aphe~ booklets through complex 
".teaching machines." Essentially all of these de­
vices have the same basi,e function. 

The feasibility of developing PI materials can be 
determined only when the behavioral objectives of 
the education or training" have been defined; that 
is, after clear, concise statements have been wriHen 

~-~ .. -...-----
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that describe terminal behavior-what the student 
must be able to do after completing the course. 
Basically, PI materials are most effective when 
there is a specific body of information or behavior 
which needs to be taught-.that is, the "how-to-do-" 
type of infonnation. In November 1968, the In­
stdtu'te for Defense Analyses submitted a proposed 
national program of research on law enforcement 
and criminal justice to the Law Enforcement As­
sistance Administration. The report, prepared un­
der the direction of Alfred Blumstein, stated: 

A project that might be undertaken in police, courts, cor· 
rections, or all three is the application of p·:ogramed learning 
techniques a nd the development of the material content for 
courses using these techniques. Computerized and non· 
computerized programed learning techniques have been 
established and are currently in,wide use throughout industry 
and the academic world. The major research task involves 
the development of course content ma~erial and method of 
presentation. These must be tested, evaluated, and compared 
with alternative teaching techniques in terms of time, money, 
and final levels of achievement attained. An important 
question that .hould be addressed when considering these 
techniques thl'oughout the criminal justice system is the 
l?otential universality of such course3. How generally ap· 
plicable, for example, would a police course in community 
relations be, and how much supplemental material would 
have to be added for specific regional areas and population 
groups? 

The Armed Forces have made extensive use of 
PI materials. The diagrarp. on page 86 repre­
senting programing procedures, has been taken 
from Air Force Manual No. 50-1, Jamtary 1967. 

On February 14, 1966, the commanding officer 
of the Police Academy forwarded a proposal for a 
Fedel1a1 grant to train academy st·aff in the te::h­
niques of produci~ ,g PI materials. This memo 
pointed out the applicability of self-instructional 
programed nlaterial to law enforcement training 
and education. In the judgment of the research 
staff of this project, this .is a proposal which is 
quite relevant and one which should be followed up. 
The 1966 proposal correctly suggested that mem­
bers of the academy staff could be trained to do 
the necessary programing and testing under the 
professional direction of an expert in PI methods. 
Business agencies with whom discussions have taken 
place in regard to their use of PI have emphasi7cd 
the imporl!ance of developing an in-house staff to 
do the programing. Not only are costs thus held 
down, but a greater competence in subjec:t matter 
relevance exists in-house than with consultant staffs. 
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The success of the data processing unit of the. de­
partment in developing police officers. profesSlOn­
~lly competent in computer programl~S: sugges.ts 
that no special problem should be antIcipated 10 

developing a PI competence at the academy. . 
The development of an adequately fu?ded pro)­

e('t for the preparation of PI materIals 10 the law 
enforcement area would have many benefits.' In 
order t~ program, it is necessary to identify a stand­
ard body of materials to be learned. Thus the rules 
and procedures of the department would lend them­
selves to PI units. Procedures in the use of fire­
arms self-defense skills in physical training, car , .' 
and person stops, and recordkeep1Og are tOpICS 

which are sufficiently clear cut to lend themselves 
to PI programing. In net, PI requires the develop­
ment of distinct programing models for a repr.e­
sentative range of behavioral tasks that occur 10 

police training. 

Computer-Assist'ed Instruct;oT~ 

The development of hicgh-speed mudem digit~l 
computers suggests that a second new approach IS 
possible for the instructional process. .Course ma­
terial and course logic may be stored 10 the com­
puter memory. Students can communicate with 
such a system through a variety of instruments, one 

IMPLEMENT 

The materials are published and used. 

PREPARE AN INSTRUCTOR 
GUlDE OR MANUAL 

·This gUlde is prep:lred to provide information 
about the materials and how to use thern. 

TRYOUT AND REVISE 

The material is tried out on selected students 
and revised as a result of tryouts. 

PREPARE THE PROGRAMMED MATERlALS 

'The steps and sequences that teach the ~ubject matter 
a,,:"e prepa.red, and the materials are edited. 

DETERMINE SEQUENCE AND STRATEGY 

The subject matter is £cquenced to facilitate learning. and the 

teaching strategy is determined. 

PREPARE TH1~ CRITERION TEST 

This test based upon the objec;tives. is used to determine hoy,; 
well the ;rogl'ammed materials teach and how well the student 

learns. 

DEVf;LOP BElli\, VIORAL OBJECTIVES 

The tel"minal behavior required is defined and specified. The objectives 

are stated in behavioral, measurable termS. 

DECIDE THE FEASIBILiTY 

An administrative decision is made to determine the feasibility of applyin.g pro­

grammed instruction techniques: this step precedes ;hk: ~ct~a\P~:~::~~l:g 
achvity. The decision is based upon the number an In 0 5 U <0 

trainee. thdr needs, and subject matter to be covered .. 
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I J of which is a console with a keyboard like that of 
'1 an electric typewriter. Unlike many teaching aids, 

!"! the computer is ·a very flexible instrument, since 
I ! its instructipnal logic may be shaped toward a 
\1 variety of teaching objectives. The computer is a 
j ! device which can provide immediate knowledge of 
! '! this correctness, partial correctness, or incorrectness 
I ! of responses to each st.udent as he works through 
! ! a sequence of questions. Because of the growang I ! use of computers in the instructional process, a 
I ! consultant was commissioned by this research proj-
'II eot to survey the present status of CAl work (see 

i footnote at bott!)m of page). As with programed 
I I instruction and teaching machines, there is an in" 
! ! teraction of scholarly research, applied develop" II ment and engineering progress in CAl. Members 
I \ of the research statE of this project observed CAl 
! 1 instructional procedures used by International Busi 
I! M I' C . .. h' i I ness :ac nnes orp. 10 trammg t ell' own person-
II neI. It is possible that a suitably structured ex­
t ! periment with CAl in poLice training would win a 
f I favorable reacliion from IBM, and perhaps other 
(VJ manufacturers, in ·the form of technical assistance, 
\ 'I! ~lardware, and software sup~ort .. A~ this time the~e 
1 IS no excess cornputer capacity wlthm the electromc 

I data, processing division of the police department, 
, , which has two IBM 360/40 computers and one II IBM 1401 computer. With the implementation of 
I, Project SPRINT (Special Police Radio Inquiry 
[ I Network-a computer-based communication sys­
[ Item), the computer time of the two 360 computers 
~ l is completely committed. The 1401 computer is 

1
1 in fun use in the preparation of current reports 
I for the department. Thus, there is no existing com­

I I puter time within the department fOl" an experi-
f 'j mental CAl program. This means that a time-
11 sharing tie-in with other computers would be nec-., 
! essary. With the development of a specific project 
1 proposal for experimentation with CAl, officials of 
t IBM could be approached fOl -assistance in tieing 

. ! into the computer network. 
I InstructJional uses of computers have been under 
t! investigation for more than ~.o years and the field 
~,~1:. continues to change rapidly from year to year. The 
~f first projects .incomputer teaching were begun in 
~.~ 1958 at IBM's Watson Research Center, System 
~. Development Corp., and Bolt, Be.ronek & Newman. 

I 
By '1961, five major projects were under way and 
this number quadrupled by 1965. At present, more 

'. than 100 pro,jects of all sizes and levels are being 
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conducted on research, development, and actual 
use of interactive computer systems. 

Teaching by computer ~s known by many namell: 
Computer-based instruction (CBI) , computer-as­
sisted learning (CAL) computer-aided teaching 
(CAT) or computer-assisted instruction (CAl). 

Although CAl is the more popular and common 
name used, a single underlying idea persists among 
all these names, that is, "the computer is used to 
aid and abet both teacher and student in the edu­
cational process." In addition, "CAl encompasses 
only those situations in which the computer ap­
pears as surrogate for a human lins~ructor • • >Ii< as 
an umbrella for all teaching/learning contexts in 
which the student is obligated, or chooses, to use 
the computer."· The complexity and detail of the 
CAl application will have an important bearing 
on the hardware and software needs to support the 
CAl effor;, The major projects, to date, in the 
universities are Government funded. Several spe­
cial-purpose CAl systems have been officially an­
nounced and many more are being developed. The 
one major conclusion that can be made at this 
point, disregarding the pros and cons of CAl and 
the many controversies that have raged and have 
yet to :rage, is that CAl is here to stay. 

The single most powerful argument presented 
for using CAl is the concept of individualized in­
struction. Throughout the years, it has been shown 
that more successful learning is experienced whf.!n 
the educational curriculum is adapted to the indi­
vidual learner. The computer allows each student 
to proceed according to his own capability with 
his performance constantly monitored. According 
to Patrick Suppes, "the principal obstacles to com­
puter-assisted instruction are not technological but 
pedagogical: how to devise ways of individualizing 
instruction and of designing a curriculum that is 
suited to ·individuals instead 'Of groups." 

A second featm:e of CAl is its capability to col­
lect systematic data on how students succeed or 
fail in the process of learning given material. 
Achievement tests given once a term do not usually 
indicate clearly how to ,improve the curriculums. 
The computer, however, can provide daily per­
formance !l'ecords, which will allow evaluation of 
any aspect of the curriculum, even of individual 
pages and/or individual exercises. 

·Report by Dr. Israel Pressman, consultant to the police 
training and performance study. 

1 
I 

I 



In addition, CAl programs offer the opportunity 
to multiply the effect: of the best teachers by repeti­
tive use of programs generated by their talents and 
refined by their experience. CAl permits the teach­
ing of matel'ial in ;lire as where either no quaiifi'Ed 
instructors are available, the students are con­
strained to the location, or students are available 
only at irregular hours. . 

A student can interact with the computer m 
three separate ways. He can use the computer for 
drill and practice sessions which would supplement 
the regular teach~ng process. This work is particu­
larly suitable for the skill subjects. A second ap­
plication for the' student is the tutorial system. 
Here a system is designed to help the' student un­
derstand a concept and develop skill in using it. 
The aim is to approXlimate the interaction between 
a patient tutor and an indiVlidual student; In the 
final instance, the .student would engage :in a dia­
logue with the computer. Although drill-anci-prac­
tice and tutorial systems are already in operation 
on an experimental basis, the dIalogue system is 
some years away because of technical proHems. 

CAl can be used to indoctrinate new :r!Lployees 
and update senior employees as to the current views 
and 'requirements of the employer. The computer 
can be used to simulate real Soituations and train 
the employees to react properly when confronted 
with the actual situation. GAl can be used to 
evaluate new plans or to provide a variety of in­
house education programs. In fact, CAl can be 
adapted to almost any application that makes use 
of ,the combination of a contlTol oonsole, a display 
and a computer interface. 

A variety of modes are used for the man-machine 
interaction in CAl systems. These various modes 
arise because of the need to display different kinds 
of material to the learners: text, audio, and graph­
ics. At the present time probably no operating 
CAl system is capable of presenuing effectively all 
the above material!; to the learner. M03t CAl sys-. 
terns use a typewriter as their interface with the 
learner. These typewriters are usually the key­
boards of teletypewriters connected by telephone 
lines to the computer. Input/output is performed 
on continuous rolls of paper usually at a speed too 
slow for college leVel reading. This mode of in­
teraction greatly limits the kind of text that can 
be used. In addition, maps, graphs, or diagrams 
cannot be displayed. 

Some s'/stems include a computer-controlled slide 
projector' to allow presentation of any"material not 
suitable for teletype display. However, the set of 
slides is predetermined and fixed for any program. 
In additlion, a tape recorcbr under computer con­
trol to supplement the slides and typewriter c<\n 
be included. Another mode of interaction is via 
the cathode ray tube (CRT) display panel which 
can be inputed either by typewriter or light pen. 
Here no hard copy for retention is available, a 
serious problem in some situations. CRT systems 
may be also const·rained in size and total cable 
length. Since no general system is 'available for 
all situations, researchers must improvise to meet 
total CAl objectives. 

A number of major experiments with CAl have 
taken place in recent years. . At Stanford University 
a system has been deveFoped for teaching chIldren 
on the elementary school level in both the "drill 
and practice" area and the "tutorial" area. The 
mode of man-machine interaction ~s a visual dis­
play with the use of a light pen for direct com­
munication with the questions. At the University 
of California on the Irv,ine Campus, a computer 
ana 21 terminals are in use. By June 1968 the 
system provided ab'out 15 minutes per week of 
terminal time for each student on the campus. 
Considerable efforts have been made to prepare 
suitable software as an interdisciplinary project 
with subject matter experts, instru~tional program­
ers and computer programers. CAl was introduced 
into the New York City public schools in Septem­
ber qf 1968. The system now serves some 3,600 
pupils' and consists of 192 terminals connected by 
telephone lines to a computer. At. the present time 
an arithmetic program of drill and practice is avail­
able for students from the second to t.he sixth 
grades. The terminals consist of teletypes with 
input/output via printing on a: roll of paper. The 
computer not only drills the'students but provides 
the teacher with a daily printout of each student's 
performance. Since 1960, at the University of 
Illinois, a computer-based teaching system called 
Plato has been in use. There are now 20 graphic 
pictorial terminals connected to this ct:>mputer. 
Experiments have been conducted with a variety 
of subjects in drill and practice form and by stu­
dent-directed inquiry. At Brooklyn College of the 
City University of New York experiments have 
been conducted with a CAl system utilizing a COlll-
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puter ,connected by teletype with a paper roll in­
put/output and a second system which is a self­
contained one with CRT displays and a constraint 
of 2,000 feet of cable from the terminals to the 
processing unit. This system serves both the regu­
lar college students and the SEEK students. An­
other example of recent experimental work is a 
CAl teletype project with 17 t<erminals and 12 CRT 
display terminals at the U.S. Naval Academy. 

CAl systems can be classified in three basic groups. 
The first is the skiet teletype input/output such as 
used at Dartmouth College and in the New York 
City' public schools. The number '0£ terminals de­
pends ~sically on the size of the computer with 
no restribtion as to location of the terminals. The 
second cla~, of systems is the self-contained CRT 
display systei~ This system is limited in number 
of terminals an\:\ is constrained by a maximum cable 
length. The thIrd class of systems are the la.rge 
scale systems like the Plato system of the UniveTsity 
of Illinois. This s:ystem is designed to handle 
4,000 terminals with flat panel displays. Many 
variations of these three system types are either 
being experimented with, developed or planned. 

The number of CAl languages in various stages 
of d~velopment ~s more than 20 and still growing. 
In general, the languages can be placed in one of 
four general groups. The advantages and/m: dis­
advantages of the various languages must be eval­
uated with respect to which characteristics the user 
desires. The aspects which are included when con­
side.ring the merits of a language are lesson han­
dling, record handling, user orientation, condi­
tional branching, answer matching service routines, 
calculation provisions, communication devices. 

Effectiveness of CAl Systems 

Although research is moving along rapidly in the 
CAl field, very little has been published concern­
in? th.e effectiveness of using CAliri its various ap­
plIcatIOns. One study claims that CAl was effective 
in teaching electrical engineering. Students taught 
by the inquiry method, showed greater problem­
solving ability than those taught' by the tutorial 
method. Students gained some insight into the 
learning process, thereby improving the material 
presented in both inquiry· and tutorial modes. 
This study concluded that the PLATO CAl sys­
tem can both .teach and explore physical and be-
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havioral experiments; thus the system is described 
as "versatile" and "flexible." 

At Stanford, study of the results of the experi­
ment with elementary school children, previously 
discussed, showed an improvement in learning 
from the drill and practice routines. Students were 
presented 24 questions each day for 6 days. The 
percentage correct improved from 53 percent to 
more than 90 percent, while the response time 
diminished f'l'Om an average of 630 seconds to 279 
seconds. The analysis also showed that e'Very child 
in the group had improved. 

CAl has been used for clinical nursing instruc­
tion. A control group and a PLATO group were 
compared before and after some nursing material 
was presented using the ordinary means, and the 
CAl approach. While the results for the pretest 
indicated no significant difference between the two 
groups, post-test results showed a significant dif­
ference at the 9-percent level with the PLATO group 
scoring higher. 

IBM has conducted an experiment where three 
experimental groups were to learn a portIOn of a 
FORTRAN course by three methods-computer, 
programed text, and conventional text. Achieve­
ment tests indicated that the computer group had 
achieved a mean score significantly higher than 
either of the other two groups. However, despite 
Ithe extra asshtance provided them, the less able 
students did not outperform the more able stu­
dents. 

A study was undertaken to test the feasibility of 
CAl for industrial training. Seventy-nine &tudents 
of data processing principles received instruction 
through programed texts and 25 equivalent stU" 
dents received training through a computer system. 
No significant difference in examination scores was 
obtained. However, about a 10-percent saving in 
time to complete the course was achieved. Both 
groups rated their respective methods of instruction 
as approximately equal to the regular classroom 
techniques in terms of effectiveness and desirability. 

The Cost Factor in CAl 

One of the most important f:lctors affecting the 
decision to imple3ent an opera,ting CAl system is 
the cost factor. At present the: cost of the system 
has played a minor role in the experimental phase. 
Almost all funds for CAl projects have been sup-
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plied by research grants. The one. maj~,r exce~­
tion is the PLATO project at the UmversIty of 11h­
nois, which is designing its system so that the cost 
of the CAl system should be comparable "\\rith the 
cost of teaching using conventional methods. The 
goal is to achieve a cost of 2.7 to 30 cents per 
terminal hour for the use of the computer and 
terminal. The PLATO project hopes to be imple­
mented with 4,000 remote terminals by 1972-73. 

Costs for lesson material is based on the concept 
that the CAl material would be produced Ht a cost 
equivalent to a good textbook, with royalties going 
to the author for each use of the material'!. The 
general consensus is that CAl should be further in­
vestigated and the cost factor examined closely. 
The major warning is to limit the acceleration 
with which CAl is promoted so that professional 
educators do not lose control of the concept, giving 
way to the marketers of CAl equipmenlt, programs, 
displays, and gimmicks. 

Two major areas exist where CAl might be ap­
plied either to present aotivities in the police de­
partment or to some new activities that might be 
generated. The first area is in the academy. Al­
though only part of the time at the academy is 
spent in classroom training, it is possible that some 
material might be presented via a CAl mode. Many 
recruits, because of their background and previous 
training, have difficulty in the classroom. Thus, in 
addition to regular class usage of CAl, those stu­
dents who need extra help could be drilled or tu­
tored via CAl. The possible advantage to the CAl 
approach is. that students could use the facilities 
whenever it was convenient for them. Since the 
training period at the academy is very short, the 
computer via several CAl courses could, in addi­
tion, assiSit in the evaluation of the recruits. 

The second area of interest, one which probably 
offers a greater variety of applications, is the in­
service training program. It is necessary from time 
to time, as in other occupations, for police person­
nel to review various subjects and/or procedures. 
In addition, as new laws come into existence, new 
proce~dures are instituted and new information is 
constantly being generated. For this application 
.it would be, necessary to have a terminal in each 
of the 80 precincts connected to some central com­
puter. Personnel would use the terminal at their 
convenience, signing in to any program that was 
not being used at .that time. By suitable program-

ing, several terminals could use the same program 
at the same time. In addition to reviewing, up­
dating, and procedure practice, personnel could 
prepare for promotion examinations via suitable 
CAl programs. . 

One possibility that could make CAl a feaSible 
experiment in the police department would be a 
project structured for outside funding, possibly in 
cooperation with the John Jay College of Criminal 
Justice and Brooklyn College. On the other hand, 
a Dartmouth-type time-sharing system with typed 
output only may be feasible at the academy and 
at selected precincts. This system would be the 
most inexpensive because terminals can be rented 
on a monthly basis and computer ,time is paid as 
service is used. Thus, experiments could be per­
formed with as many terminals as was seen to be 
practical and useful. 

At present course material necessary for a police 
CAl system is not available. While it is true that 
some available material might be adapted for po­
lice usage, as a general rule the required programs 
would have to be generated. The level or sophis­
tication of programing ability for generating this 
material will depend on the kind of system used. 
Discussions with the programing group in the de­
partment indicate that they neither have the man­
power nor the time to devote to developing CAl 
material. It would thus be necessary to hire out­
side consultants to prepare the CAl programs. 
These consultants, together with academy instruc­
tors and police administrators, would comprise a 
team capable of producing good CAl material. 

Film Loops 
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The t~ird n~w ~nstructio~al ~et~odh~nvest~gate~ ~~ 
by mem ers 0 t e researc staaL 0 t IS prOject IS 'N! 
film loops. Again, as in the c)ltse of programed in- ;;'{ 
struction and computer-assisted instruction, the ',:~,' 
film loop technique lends itself to specific "know- '~ 
how" types of knowledge. In law enforcement: 
training, a number of topics would lend themselves .,. 
to film loop methods. The preparation of film 
loops should, like programed instruction, be an m­
,house operation, with members of the academy in­
structional staff preparing the film loop material ~{: 
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for camera and film processing. or; 

The academy now' has a 16-miIlimeter film li­
brary, with projection and production equipment 

which is superior in quantity and quality to most 
educational institutions. However, 8-millimeter 
film in the form of a cartridge film loop has dis­
tinct advantages over the 16-millimeter motion pic­
ture film as an instructional medium. Until re­
cently 8-millimeter film has been thought of as an 
amateur's medium and 16-millimeter has been the 
standard in education and training for over 30 
years. Technical indecision, centering particularly 
on the kind of soundtrack to use on 8-millimeter 
film, has deterred the more rapid development of 
this miniature gauge of film. Begimiing in the fall 
of 1969, new projectors and other elements of a full 
8-millimeter system will make possible a truly 
viable growth of this medium in police training 
at all levels. The 8-millimeter film loop uses or­
dinary 8-millimeter color movie film with the end 
conneoted to the beginning to form an endless loop 
of about 4 minutes running time .This loop is 
placed inside a plastic cartridge and the cartridge 
may be inserted into a slot in a projector which 
automatically turns on the machine, providing a 
TV-type 14-inch picture on a built-in screen. Some 
film loops have already been made experimentally 
in the police academy. The academy has the 
equ~pment and know-how necessary for production. 
Only the film duplication and placing in cartridges 
needs to be done commerdally. 

An examination of the broad characteristics of 
motion pictures is required ,to properly understand 
the nature and special characteristics of 8-milli­
meter film loops. Films can compress or expand 
time or space, CIiminate unnecessary details and 
focus the view~r's attention on significant details. 
A~tions and ongoing proces'ses involving motion 
are best observed through films. The viewer is at­
tracted to moving images. Appropriate editing of 
films can dramatize reality and eliminate distract­
ing elements. From Ithe teaching point of view, a 
film can present a model performance superior to 
that of many classroom instructors. Films can ef­
ficiently present problem situations which the in­
structor can integrate with other materials to guide 
the reaction of the viewers into useful channels 
of discussion. 
. The rapid growth of 8-millimeter film loops as 
mstructional materials is due to the greater ease 
and accessibiHty and lower cost of the loops as com­
pared with standard 16-niillimeter motion pictures. 
Compared to 16 millimeter, the 8-millimeter film 

91 

is one-fourth the size and mass of 16-millimeter 
film and moves at one-half the speed through the 
projector. These .physical characteristics make it 
possible to put 8-millimeter film in simple, inex­
pensive cartridges, to increase the life of prints, 
and to reduce processing and printing costs. A 
production group to develop film loops requires 
a subject expert to determine ,the need and techni­
cal accuracy of film content, a producer to coor­
dinate the operation, a writer to prepare the shoot­
ing script, a direotor to direct the film according 
to the script, a cinematographer to photograph the 
material, an editor to cut the photographed ma­
terial into a usable film, and a ~oundman to record 
sound. It is clear that the level at which the pro­
duction group functions will determine the neces­
sary soph,istication of th~ staff. 

It is recommended that as many of these func­
tions as possible be performed by' qualified acad­
emy staff and as few as possible be performed under 
contract with outside co~mercial organizations. 
The reason for this recommendation is not pri­
marily to reduce cost but to emphasize the impor­
tance of producing a viable product which meets 
the needs of the department in the most effective 
manner. Experiencl. suggests that the products pro­
duced by outside agencies under contract frequent­
ly do not prm'e completely successful when used 
in a police training program .. 

While he was a member of the academy staff, 
the consultant to this project in the area of film 
loops produced experimental 8-millimeter film 
loops. He has suggested the following guidelines 
and costs as reasonable in connection with the pro­
duction of loops: 

Each film loop will be about 30z minutes in 
length. (It ·is not good policy to put the maximum 
of 4 minutes in a cartridge. Experience shows a 
sharp rise in malfunction between 3 and 4 minutes.) 

Photographing will be done in Eastman Kodak 
7255 Ektrachrome (16 millimeter). 

No special or optical effects will be used. 

The academy will deliver to the lab the edited 
original film material "single strand" . (or in one 
continuous strip). 

A shooting ratio of 4 to 1 (400 feet of exposed 
film to obtain 90-100 feet of edited film). 

44 feet Ektrachrome, standard 16 mm .................... $32 
Processing at $0.05 a foot ............... , ............................ 20 
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After editing there will be 90-100 feet of film 

(16 millimeter). 
Direct printing from the 16 mm original to 8 mm. loaded 
into cartridge, quantity 1 dozen, each ................................ $6.50 

or 
Prinl.ing 16 mm. internegative from the 16 mm. 

orilginal ...................................................................... $20.00-$25.00 
Answer print, 8 mm. in cartridge .................... 6.50- 7.00 
Release prints, B mm. in cartridge: 

Quantity, dozen ............................................ 5.00- 7.00 
Quantity, 100 each ...................................... !I.50- 4.00 

Therefore, it can be expected that processing and 
printing ;';05ts will run from about $11 per car­
tlfidged print (for 1 dozen. qU'a'atity) to about 
$4.50-$5 per print (for 100 quantity). These are 
minimum costs and represent a compromise with 
t.he best quality in release prints. In order to ob­
tain the best quality in release pl'intfJ (which Woould 
be desirable for public sale), i.t is recommended 
that a "work print" be made from the original 
film. Editing decisions can be made on the work 
pr.int and then the original can be cut to match. 
This procedure, which is usual in commercial film 
productim1, will increase the costs of ·the film by 
the extra cost of a work print and the extra edit­
ing time as follows: one light color work print at 
$0.083 per foot (400 feet), $'33.20. 

It is recommended .that, nntil academy person­
nel acquire the required skills, a professional edit­
ing service be used. Proce~sing laboratories pro­
vide such services for $15-$:W per hour. A free­
lance editor might be hired at a lower rate and 
this alternative would be advised if substantial 
amounts of work were to be done. The careful 
scheduling of production, so that the amounts of 
work delivered to the laboratorie~ are within the 
limits for bulk proces~ing costs, will reduce the 
final film processing· and printing C09tS. 

Estimates have been received from various pro­
ducers for the production of special-purpose-built 
projection equipment for use wlith the 8-millimeter 
cartridge film loops. The estiimates range from 
$250 to $300 per unit. The final cost will vary 
depending upon ·the exact specifications requested. 
The cost of the regular rearview technicolor pro­
jectors Nos. 600 or 610 will be somewhat less. The 
exact cost will be determined by the usual con­
tract ,\bidding procedure. 

In order to structure a valid experimental pro­
gram in the use' of film loops it is recommended 
that this program be based in the educational mao 

terials development unit at the academy. Since one 
of the most promising uses of film loops~a conse­
quence of their technical characteristics-·is the pos­
sibility of placing loops and viewing equipment at 
several locations, the experimenlt should be con­
ducted in a number of precincts: Ultimately a 
film loop library might be made available in the 
sitting room at each precinct so that members of 
the force could, at their own ini,tiative, place a 
film loop in the projector and view the material. 
This would, in effect, be a brief "refresher" in the 
topic of the film loop. 

Two groups of five precincts representative of 
the entire department should be selected for a total 
of 10 test areas. Film loop projectors would be in­
stalled in eilch of the 10 precincts and a spare in 
the academy for quick maintenance and for acad­
emy use in preparing materials. A film loop li­
brary would be set up in each test precinct and 
at ·the academy consisting of a quantity of car­
tridged film loops on a variety of subjects. A list 

. of titles would be posted in the sitting room. The 
loops could be issued by the desk officer on request 
or be specifically assigned to individual patrolmen. 
Records would be maintained in a book for that 
purpose by the unit training sergeant (or by the 
desk officer in his absence), who would also ad­
minister pre-tests and post-tests to evaluate the 
study variables-learning, motivation, and interest. 

92 

Films would be available at all hours, before, 
after, and during a tour of duty for those who 
would avail themselves of them. Some of the loops 
might be accompanied by printed training memos 
to provide a "pachge" approach. For economy 
during the experimental period, film loops could 
be rotated from pr'ycinct to precinct rather than 
provide all precincts with duplicate copies. 

Subjects suitah?le l~or film cartridges are: 

Patrol: 
Techniques of foot patrol. 
Techniques of radio motor patrol. 
Recognition of violations (ordinances, 

regulations) . 
Recognition of street conditions. 
Use and care of equipment and uniforms. 
Techniques of ol;" .-.• ~..., .. 
Accident scene-h .it and protection 

of. 
Crime scene-investigation and protection of. 
Stop and frisk-techniques. 

;J , 

Arrest-procedures and techniques. 
Searching and handling of prisoners. 
Handling of evidence-preservation and 

marking. 
Reponse .tactics. 
Stops-automobile and persons. 
Use of handcuffs. 
Use of the baton. 
Use of the daystick. 
RMP inspection. 
Report writing. 

Traffic: 
Principles of control. 
Gestures. 
Inspection of vehicles and trucks. 

Criminal investigation: 
MO of burglaries. 
MO of gamblers, bookmakers, etc. 
Recognition of policy slipll, bookmakers' slips. 
Recognition of narcotics, drugs, marihuana. 
MO of auto theft, burgla:ries from. 
Recognition of contraband materials. 
Fingerprinting. 
Moulage. , 
Crime scene sketching. 
Recognition of evidence. 

Crowd control: 
Tactical formations and maneuvers. 
Use of weapclns. 
Use of batons, helmets, shields. 
Gas: 

Types and\ uses. 
Situations reqUiring-outdoors and use. 
Situations requiring-indoors and use. 
Firing gas gun. . 
Grenades-use. 
Smoke grenades-use. 
Containers and precautions. 
Use of masks. 

Small unit tactics. 
Search of buildings. 
Sniper attacks. 

Firearnis and weapons: 
Care, cleaning, and maintenance of firearms. 
Proper wearing and adjustment of holster and 

cartridge belt. 
Combat loading. 
Combat firing positions. 
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Firing techniques. 
Handling automatic pistols. 
Handling dangerous weapons. 

Fire bombs: 
Types and descriptions. 
Handling. 
Defense against. 
Extinguishing. 
Person on fire. 

Firearms safety-personal weapons. 
Presenting revolver for inspections. 

Physical skills: 
Self-defense tactics. 
Swimming and rescue. 
General health-exercises. 
Come-along holds. 

General: 
First aid techniques. 
Two-way radio operation. 
Equipment-used by special units (e.g., emer­

gency service squads) and available for 
special situations. 

Problem solving-open end. 

5.5 Criminalistics Training 

In phase II of the new recruit curriculum, course 
unit C is a unit on criminalistics, crime scene opera­
tions, and practical crim.inalistics. This unit of 18 
hours has been introduced because of the need to 
expose all members of the department to some 
basic knowledge of criminalistics and the require­
ments for the preservation of evidence at a crime 
scene. Thirty years ago recruits were required to 
study criminalistics, and one of the four required 
texts in the then academy course was devoted al­
most entirely to scientific methods in cdme 
eJ.etection. During the years since that time the 
amount of a<,tention given to criminalistics has 
varied in accordance with the personal interest in 
the subject on the part of administrators and in­
structors. Because of developments within the 
department making necessary a greater amount of 
knowledge in this area on the part of all police­
men, a consultant was retained to examine appro­
priate materials in the criminalistics art:a for 
introduction into the new recruit curriculum. 

Looking back over the history of this subject at 
the academy, the consultant commented "in the 
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fluctuating process of criminalistics training one 
factor has been constant: The subject has always 
been treated as a mystique to be employed only 
through the agency of its own ordained priesthood, 
the laboratory technician." Many officers studying 
for the Department of Personnel promotion ex­
aminations to superior officer rank have obtained 
a substantial knowledge of the theory of criminal­
istics. The reason for this is quite simple. Ques­
,tions on the subject appear on promotional 
examinations. Unfortunately, the emphasis has 
been on theoretical criminalistics, whereas the need 
is fo~ the type of applied criminalistics required in 
the field. In 1969, two procedural changes were 
introduced within the New York City Police De­
partment. One, the equipping and training of 
precinct detective squads to do fingerprint process­
ing and photographing; the second, the institution 
of an experimental 'project in six precincts where 
"run-of-the-mill" burglaries are investigated by 
members of the patrol force. Progress reports 
indicate the advisabili ty of extending both these 
practices. In terms of training this means that, in 
the near future, members.of the force, both patrol­
men and detectives, are to be involved in crime 
scene activity and the handling and development 
of physical evidence. The logical place for the 
needed basic ,training in criminalistics and the 
techniques concerned lies within the recruit cur­
riculum. Whatever additional specialization may 
be indicatr:dfur flertain assignments it seems plain 
that every graduate of the academy should have a 
knowledge of pr~cti.cal t:riminalistics. This ar­
rangement ultimately would equip all members of 
the force to 'perform preliminary crime scene in­
vestigations and the simpler procedures for ex­
ploitation of physical evidence. In this connection 
it is most significant that a very high percentage 
of fruitful evidence is developed from the simpler 
pmce,;lures involving fingerprints, footprints, tool­
marks, and the location of traces left by the 
perpetrator of a crime. 

Behind the procedural changes which introduce 
heretofore uninvolved personnel to the area of 
criminalistics are two major factors. The first is 
the greatly increasing premium on nonsubjeotive 
evidence, brought about by changed legal require­
ments. The second is the increase in crime, or 
more par.ticul,arly as it applies here, the volume of 
crime. 
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In the new recruit curriculum the criminalistics 
unit comes in phase II, which is the professionaliza­
tion phase. It is in this phase that the recruit 
receives his first exposure to field duty. The 
criminalistics unit needs to be realistic and rele­
vant. It is proposed that the recruits, in groups of 
20, should be given three consecutive days (18 
hours) 'training organized as follows: 

Lecture, slide, and exhibit survey ................................... . 
Lecture, slide" demonstrations .......................................... .. 
Demonstration practice and critique covering print 

development, toolmarks, footprints, preliminary blood 
tests, ultraviolet examinations, and others ....... , .......... .. 

Simulated crime scene search, evidence development 
tests, ultraviolet examinations, and others ................... " 

Hours 
4 
lj 

6 

5 

Students should keep some notes, but on a very 
limited basis \.0 avoid preoccupation. Handouts 
covering key areas should be distributed, with some 
excellent material available from Police Academy 
training bulletins, and the FBI Law Enforcement 
Bulletin. 

During the IS-hour training program, straight 
lecturing should be kept to a minimum. It will be 
necessary to survey the basics through lectures, 
supplemented by blackboard illustration. Beyond 
that point the keynote should be demonstratiori 
and student practice. This is in keeping with the 
thrust of the course towards action rather than 
theory. The·model to be followed is a ~cience 
laboratory course format where individual students 
or groups of two or three copy the procedures 
exemplified by the instructor, and are checked and 
corrected by ·a roving laboratory assistant. This 
routine would apply to the simple testing and 
developing techniques as well as 10 the lifting, 
packaging, and marking of physical evidence. 

Crime scene search and recording procedures 
should be demonstrated and practiced with some 
of the class participating and the othen, playing an 
observer role. At all stages of these acthities ques­
tions and suggestions should be encouraged and 
generated. As a final exercise,. simulated crime 
scene situations should be set up by the staff. 
Solutions to problems at the scene should be sought 
by one group of students whose efforts would then 
be critiqued by the others. An outdoor crime 
scene at the outdoor range facilities would be most 
useful for this final exercise. Serious consideration 
should be given to ,the feasibility of holding the 
course entirely at the outdoor range facility. 

There, a rough laboratory setting might be more 
easily arranged than at the academy building, and 
the cleanup and storage problems might be more 
easily handled. The advantages of outdoor area 
crime scene practice would introduce valuable 
training in plaster-cast work, soil sampling, plant 
sampling, and other procedures which could be 
limited by an exclusively indoor setting. The 
survey of practical criminalistics will cover the 
following elements: 

Problem of identity 
Class 
Individual 

Tool impressions 
Pressure 
Fricti.on 

Prints 
Rules of dactyio&<:opy 
Basic classification patterns 
Latent prints~ 

Development 
Dusting 
AgNOa 
Iodine 
Ninhydrin 

Poroscopy 

Body materials 
Blood Test: 

Preliminary 
Chemical (confirm.atory 

serological) 
Semen tests 
Secretors: 

Semen) 
, Saliva) 

Tears 
Sweat 
Bile 
Milk 

Ultraviolet and infrared 
Firearms evidence 
Caliber-Land to land 
Identifying weapon: 

Bullet 
Cartridge case 
Muzzle distance 

Hair 
Cuticle 
Cortex 
Medulla 
Medullary Index 

Instrumental analysis 
vs, (wet chemistry) 
Spectrophotometer 
Spectrograph 
Gas Chromatograph 
X-ray diffraction 

spectrometer 
Neutron activation analysis 
Electron microscope 

Trace examinations 
Soil 
Metal 
Glass: 

Refractive index 
Density (gradient) 

5.6 Departmentwide Staff Responsibility for 
Education and Training 

One of the fundamental recommendations of 
this project is that a new position be created in the 
department, designated "Director of Education and 
Training." An intensive study of the history of 
the educational 'effort within the department sug­
gests that a weakness has been the absence of direct 
responsibility for education 'at all levels. Some 
students of police organization have suggested a 
civilian head for a police academy and a few 
departments have appointed civilian directors. 
The advantages of the civilian head are claimed to 
be a broader perspective, more professional ')utiook 
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and generally a liberal point of view toward the 
requirements of education and training. It is the 
consensus of the rese;trch staff of this project, 
however, that the nature of the police service and 
particularly the requirements in recruit training 
call for the continuation of a police commander as 
head of the academy. The need to maintain a 
command posture in the police service is difficult 
to question. 'Working with recruits and members 
of the force in general, the maintenance of disci­
pline and the establishment of the habits of re­
sponse to command are necessary. Within the 
hierarchy of a police department the command 
structure is one which is natural, well understood 
and accepted. There is, however, no inconsistency 
between a member of the force commanding the 
academy and. the maintenance of standards of ex­
cellence. It is recommended that the commanding 
officer of the Police Academy continue to be a 
uniformed officer. However, with the increased 
responsibilities and in particular with the in­
creased number of staff repor.ting to or assigned to 
him through the implementation of the escort 
training C<lncept and the unit training tevisions, it 
is recommended that the rank of COPA be higher 
than Deputy Inspector, which is the cutrent rank. 

Having assured the command relationship, there 
does remain a real concern with departmentwide 
educational responsibilities. It is recommended, 
therefore, that a civilian be appointed director of 
education and training. Specifically, this position 
should be filled by a distinguished educator with 
academic credentiais equivalent to those required 
for appointment as a full professor in the City 
University of New York. Such a civilian, in addi­
tion to his academic credentials, should bring to 
this position a sympathetic understanding of the 
police role in society and a leadership attitude in 
his relationship to both the community and the 
department. The director will report directly to 
the chief ~£ personnel and serve as his advisor on 
education matters. The direc~or will be re­
sponsible for all matters affecting the development 
and maintenance of educ~~ional standards through­
out the department, curriculum development, 
teaching methods, recruitment and supervision of 
the civilian instructional staff and civilian staff of 
the support services at the academy. In net, there­
fore, the director will have overall responsibility 
for educational work at all levels in the depart-
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ment. He will be the representative of the chief 
of personnel in all contacts with educational insti­
tutions such as those involved in the implement­
ing of the remedial education programs recom­
mended in this report, and will coordinate all 
programs conducted in cooperation with other 
agencies, such as the John Jay College and depart­
ment of personnel. It is anticip3!ted that the 
personal qualities of the director and his profes­
sional reputation will be a key factor in attracting 
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civilian instructors of outstanding qualifications to 
the academy. In accomplishing his mission, tht:! 
director will work on a basis of mutual respect 
with COP A and other unit commanders in the 
department, subje(t to broad p?licy guidelines laid 
down by tlfe police commissio;ler and implemented 
by the chief inspector and the chief of personnel. 
The organizational chart shows the recommended 
relationship between ~he chief of personnel, the 
director of education and training, and COPA. 

'<"'.~,,,,~,,.~.=~"-.,, ,_. ----------------------

Chapter 6. Critical Aspects of the Total Education Experience 
for the Recruits 

6.1 Education of the Recruit To Respond to 
Modern Crises 

The staff of this research project has accepted 
the premise that the Itraining process for recruits 
must become much more than a training process­
it must become a total educational experience. To 
this end, the new recruit curriculum has been 
structured as a series of varied educational'situa­
tions through which the recruit is effectively pre­
pared for the type of crises in which he will be 
involved as a law enforcement officer. The term 
crisis should' not be taken in a narrow sense of 
major riot-type situations, bUtt more as a descrip­
tion· of the variety of continuing small crises 
encountered on the street. Some of these may 
escalate but most will not. Whether they escal~,te 
or not will depend, in part, upon the kind of edu­
cation and training the recruit. arid his more 
experienoed fellow officers have received. The 
Kerner Commission, after reviewing the recent 
experiences in America 'with largescale disorders, 
called attention to the basic causes which were 
seen to fl:lVe both historical and contemporary 
dimensions. In the discussion by the Commission 
of "what can be done" attention was focused on 
the police in the community. The Commission 
eloquently described the problems faced by the 
policeman in the modern urban commu~ity when 
it said: 

His role is already 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. Without positive leader­
ship, goals, operational guidance and public support the 
individual policeman can only feel victimized. 

The Commission recommended police-training 
guidelines in a number of areas, such as handling 
of domestic disputes, when to arrest, the use of 
"stop and frisk" techniques, safegUarding of con-
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stitutional rights, and JUSltifiable use of force. The 
Commission also insisted that training must in­
clude all levels of personnel within the police 
agency, especially commanders, and that training 
should be a continuing process. In this regard the 
Kerner Commission reinforced the training recom­
mendations made by the President's Commission a 
year earlier where similar emphasis was placed 
upon the need to prepare recruits to exercise dis­
cretion properly and to understand the community 
and the role of the police. Par~icular emphasis 
was placed on, the use of teaching techniques such 
as problem-solving seminars. The new curriculum 
for recruits, presented in section 5.1 of chapter 5, 
provides implementation of these recommendations. 

The police training system, faced with the neces­
sity to prepare recruits to cope with the unique 
complexities outlined above, finds itself working 
with an in-put of young men and women who are 
themselves creatures of the urban crisis. Just as 
colleges have been forced to adopt new concepts of 
admissions and new educational policies in order 
to continue to perform their appropriate role in 
urban society, so the police training system should 
respond in an analogous manner. The sensitivities 
and insensitivities of minority and majority groups 
are carried into the recruit school by the recruits. 
To weld a recruit group into a body c~pable. and 
willing to respond to 'command is no longer attain­
able through a program of close order drill and 
physical training. The recruit school of the New 
York City Police Department has long been dis­
tinguished for the excellence of its technical curricu­
lum. This project has sought to a~d an exce~lence 
in the total educational process. To do this requires 
an interacting system of curriculum, instructional 
staff, support services and continuing commitment 
by the dep'artment i'tself to the goals of the educa­
tion,aI process. 
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6.2 Significance of the Five Phase8 of the New 
Curricnlum 

The new curriculum, as outlined in section 5.1 
of chapter 5, provides for five phases during the 18 
weeks of the comsl'!. Some comments on the sig­
nificance of the phases as distinguished from the 
operational 2!spects considered in the previous 
chapter are itl order. Again, the importance of the 
conceptual framework of the curriculum must be 
emphasized. The curriculum is a whole; it is inter­
related, and interacts with other aspects of the 
recommendations of this project. The new cur­
riculum is an instrument designed to provide the 
total educational experience which the recruit now 
requires. It is an instrument which, like many 
educational instruments, depends in the first in­
stance upon the competence and dedication of the 
teaching staff for its success. It is for this reason 
that the previous chapter stressed the importance 
of further dignifying, and, in a practical sense, mak­
ing the assignment to the instructional function of 
members of the department more attractive. This 
is also the reason why the police-civilian staff mix 
has been so strongly recommended. This recom. 
mendation is not merely because of specialized 
competence possessed by civilians, but because 
interaction is necessary. The implementation of 
this interaction, as ou'tlined in. section 5.5 of the 
previous chapter, will be facilitated by specific re­
sponsibilities assigned to the director of education 
and training. 

It should be noted that in phase I, consisting of 
4 weeks, the recruit will continue to wear civilian 
clothing and will not be issued firearms. This 
procedure will assist in identifying phase I as an 
educational orientation and preparation phase in 
which the transition fr:om civili,m to law enforce­
ment officer will begin. At the present time, there 
is no transition; there is little preparation; the 
young man or woman is issued a uniform and 
firearm almost immediately after appointment. 
This is not a very perceptive procedure. In phase 
I the educational level of the recruit will be de­
termined through appropriate tests. It is explicit 
in the recommendations of this project that some­
thing will be "done about" the results of such 
tests. They are not merely for statistical purposes. 
If the tests reveal remedial needs are in order, then 
the support lIervices at the Police Academy will take 
a hand. On the one side, it makes good sense to 
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"save" for the police service as many recruits as 
possible by bringing them up to minimum stand­
ards thJrOugh remedial work, if need be. On the 
other hand, it makes equally good sense to separate 
from the police services those recruits who cannot 
"makl'i! it," even with. reasonable remedial support. 

WhiJe still working within the essentially educa­
tional attnusphere of phase I, the recruit will be 
introduced to knowledge which will assist in devel­
oping individual and interpersonal human skills. 
Thes.e areas of knowleo6'e are three: moral prin­
ciples, urban environm~nt, and the behavioral and 
social sciences. The discussion of moral principles 
governing human .. behavior will orient the recruit 
to the basic ethical underpinning of organized 
society. 

The urban environment unit will focus upon the 
historical, social, and political aspects of democracy 
as exemplified in the development of New York 
City. This unit will provide the opportunity to 
lay the essential foundation for respect for all 
people and to makll! vital for the recruit the his­
torica~ perspective necessary for an understanding 
of contemporary urban problems. Such a founda­
tion will provide a base for the other aspects of the 
curriculum which focus on civil rights. 

The behavioral and social sciences unit will show 
the recruit that modern scientific thought has rele­
vance to law enforcement. The recruit will be 
introduced to criminology and social psychology. 
There are two aspects of the behavioral and social 
sciences unit which are critical and demand its 
introduction early in the recruits' training process. 
In the first place, the concept of professionalization 
of poli\!:e, a concept to which much lip service has 
been given, calls for the use of professional knowl­
edge; that is, scientific knowledge. The recruit 
should see that scientific knowledge has relevance 
to law enforcement. Second, a thoroughly practical 
consideration is involved. Many recruits will wish 
to take advantage of higher educational opportuni­
ties for which certain aspects of the recruit cur­
riculum may be accepted for collegiate credit. For 
example, the John Jay College of Criminal Justice 
of the City University of New York, continuing a 
polic:, initiated with the affiliation, for educational 
purposes, of the po1ice academy with the city col­
lege :in 1954, grants up to 10 college credits for 
successful completion of ·the recruit training school 
curriculum. The strengthening and professioJiali-
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zation of this curricUlum will continue to provide 
justification for this educational policy. It is ob­
vious that any deterioration in the quality of. the 
curriculum will bring into jeopardy the granting of 
academic credit. Again, this is an example of the 
interaction berweencomponents of this project':; -
recommt.:iIOai:r.ons. In section 12.4 ol! chapter 12 a 
set of recommendations is made in rt\s,pect to man­
dato,tw collegiate educational req':tirements for 
merftbers of the department. The W credits earned 
by virtue of successful comph~t;.on of the recruit 
training curriculum is an important leg up on the 
64 credits required for the associate degree and the 
128 for the baccalaureate degree. 

In phase I the recruit is introduced to two basic 
law units; one concerned with the entire criminal 
justice process and the other with aspects of the 
New York penal law. These are essentially orien­
tation units. The last academic unit is an orienta­
tion to the New York City Police pepartment in 
terms of its functions and structure. The last unit 
in phase I is physical conditioning. The need for 
this, in light ·of the current policies governing the 
physical standards qualifying an individual for 
appointment to the department, is considered in 
sectian 10.1 of chapter 10. For an increasing 
number of recruits it would appear that, along 
with their fellow Americans, their muscles are 
underdeveloped and their weight is overdeveloped. 
Hence, the first course unit in physical training is 
essentially calisthenics, boxing, and first aid. In net, 
therefore, during 150 hours of phase I, the recruit is 
prepared to begin his work as a professional. 

In phase II the bulk of the traditional compo­
nents of a curriculum are introduced. Hence, 
phase II is called professionalization. It lasts 8 
weeks or 320 hours. During this phase the recruit 
is uniformed and is issued firearms after successful 
completion of firearms training in the fourth, fifth, 
or sixth week of the training cycle. He is also 
introduced to the basic police techniques and is 
sent into the field for 40 hours to perform basic 
patrol under supervision of the group leaders and 
escort training officers. The operational aspects 
of the innovative concept of es.cort training have 
been discussed in section 5.3 of chapter 5. Phase 
II introduces a unit in criminalistics focusing 
upou·cfime scene operations and the responsibility 
of the patrolman in the safeguarding of evidence. 
A.70-hour unftdn law is included with moot court 
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and legal seminars. The orientation to the be­
havioral and social sciences in phase II is at the 
applied level, consisting of applied criminology 
and applied social psychology. These units are 
built upon the principles developed; in phase I. 
Ethical relationships and intergroup tensions will 
be examined as aspects of applied social psychology. 
In phase II t.he characteristics of the physical edu­
cation unit changes; it is now phy&ical training and 
police techniques. An intensive block of 72 hours 
is devoted to calisthenics, infantry drill, unarmed 
defense, search and frisk, baton drill, and riot con­
trol. .This physical training prepares the recruit 
to function in the field. Throughout phase II the 
emphasis is upon intensive pr,lfessionalization with, 
however,. continuing emphasis upon the scientific 
base and with continueCl utilization of police­
civilian instructional mix. 

Phase III is 2 weeks, 80 hours, of field experi­
ence; the recruit will perform the duties of a pro­
bationary patwlman in patrol, precincts, and also 
in sped ali zed units. It should be noted that this 
field experience .\S subsequent to the earlier 1 week 
in the fic::.!d. Thus, the 2 weeks' experience would 
normally come during the 12th to 14th weeks of 
the curriculum. The uniquely difficult problem 
of ell,trying out a m,~aningful field experience unit 
is solved by employint~ an eseGi't training technique. 
Again, interacthm is the key word. Not only does 
the recruit w.Jrk ~ogether with a selected escort 
officer, *ereby !lSsurillg his exposure to the "best 
of the force," bur. in turn a cadre of training patrol­
men is' developed. It is anticipated that such a 
cadre will provide ~ much-needed reservoir of new 
personnel for the more advanced training assign­
ments within the department. 

An unusual feature of the new recruit curriculum 
is the concept embodied in phase IV, a phase con­
sisting of 3 weeks, 120 hours. The staff of the 
researc.n project has been deeply .impressed by the 
need to bring the recruits back into the Police 
Academy after the 3 weeks in the field (the I week 
in basic patrol and the 2 weekli in phase III). If 
the recruit curriculum is to be .a total educational 
experience, then theexperience~\ of the recruits in 
the field must be evaluated. The street is the 
great learning laboratory, but unless the recruit 
comes back .from the laboratory 'he can learn the 
wrong things. It is a regrettable, fact that the re­
cruit under present policies often is deeply inHu-
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enced by the attitudes of the poorest representatives 
of the department. Testimony suggests that re­
cruits frequently are urged in the field to "unlearn" 
What the academy has taught them. This does not 
suggest so much that they have learned the wrong 
things but rather that some field practices and 
attitudes. are wrong. It is the desire of the research 
staff to assure the recruits a period of retraining, 
reevaluation, and thoughtful review of their ex­
periences in the field. 

The educational issues here are twofold-on the 
one hand, to guarantee feedback to the teaching 
staff of the academy so as to "force" them to con­
firm their teathings and justify them and, on the 
other hand, to allow the recruit to think and ~alk 
about hiB pC!fsonal reaction to the job to which he 
has committed the next 20 yeats or more of his 
life. Th;;refore, phase IV includes an ethics unit, 
a civil rights unit, a set of dramatizations, a free 
discussion [Jeminar and, at the more earthy level, 
a review c.f combat firing and unarmed defense 
techniques. The relevance of dramatization tech­
niques as an educational device is considered in 
detail in section 7.3 of chapter 7. The department 
has experimented with dramatizations and they 
have proven themselves.. The free discussion 
seminar is an innovative concept. This unit of 6 
hours will· be conducted by the recruits themselves 
for themselves and involves a self-critique of the 
training and field experiences. In the desire to 
provide the maximum of interaction the recom­
mended new curriculum inchides this seminar as 
a device to remain sensitive to recruit reactions. 
Phase V at the very end, (I week, 40 hours), will 
involve orientation to permanent command. Here 
the group leaders, in cooperation with escort offi­
cers assigned to the precinct where the recruit will 
assume his normal assignment, will ease the final 
maturing process for the recruit. (Evidence sug­
gests that the majority of probationary policemen 
will serve for many years at the precinct of initial 
assignment.) 

6;3 Remedial and Accelerated Learning 
Processes for the Recruit 

Traditionally, policy in the Police Academy has 
been to dismiss from the department those proba­
tionary policemen whose academic average& in the 
recruit training program fall below the currently 
established minimum average. This average has 
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varied from ~ime to time. In the implementation 
of this policy, some recruits with a marginal per­
formance record have been required to repeat parts 
of the curriculum and, therefore, to remain in the 
acade~ny for a longer period before being gradu­
ilteJ. Most recently, however; !!o recruits have 
been dropped for academic weakness, This does 
not necessarily suggest that there has been a quality 
improvement. In fact, the evidence presented in 
chapter 2 suggests that there has been a quality 
deterioration. From the educational point of view, 
it is undesirable to have a policy which does not 
maintain academic standards of ach'ievement. The 
value of competitive accomplishment on the part 
of recruits would be lost if it should become evident 
that it may be possible to pass through the recruit 
curriculum with little effort. 

Minimum passing grades in the academic sub­
jects should be established and enforced. These 
would be standards similar to those applied in a 
community college, that is, a minimum passing 
grade of 70 percent, in the acadE:nic tests, all of 
which would require acceptable levels of communi­
cation skills. For flexibility, a brief period of 
special tutoring might be given to recruits who fail 
.to attain the minimum academic grade (pmviding 
they· are acceptable in all other respects) after 
which they would be retested. In the firearms and 
physical training components of the curriculum 
appropriate standards would be enforced. It is 
well to bear in mind that the effective recruitment 
and professional development of an instructional 
staff with a police-civilian mix will require the 
maintenance of stan.dards of academic achievement. 
It will not be possible to attract the kind of civilian 
teaching staff which the proposed new educational 
system for the department requires unless standards 
are maintained. A perfunctory procedure whereby 
recruits pass through course units without an 
achievement challenge will not attract good teach­
ers. At the same time, this report has recom­
mended a support service at the police academy to 
provide remedial education resources. Section 11.2 
of chapter II outlines the remedial education 
services and indicates that the direction of this 
resource is to be one of the responsibilities of the 
director of education and training. It is felt, on 
the basis of a somewhat analogous experience in 
the City University of-New York with the SEEK 
program and the college discovery program, that 

almost all recruits should respond effectively to 
remedial education. Of course, limits must be 
placed on the amount of such remedial education 
and the degree to which graduation from the 
academy may be delayed because of remedial needs. 
In gener("!~ it is anticipated that the remedial edu­
cation can be provided during hours beyond those 
of the recruit curriculum, for example, in late 
afternoon, early evening, or on Saturdays. 

In the evaluation of new methods of teaching 
discussed in section 5.4 of chapter 5, one of the 
major considerations was the relevance of such new 
teaching methods in t~e structuring of an accel­
erated learning proce!'s. At the same time that 
provision must be made for those recruits requir­
ing remedial education there should be provision 
for those cap~ble" of moving more rapidly through 
selected topics in the curriculum. Such an accel­
erated lear~ing process can be implemented 
through the new programed instructional methods 
(PI), film loops. and the use of computer assisted 

instructional methods (CAl). . As suggested in 
chapter 5, PI and CAl are methods which lend 
themselves to teaching situations calling for specific 
factual knowledge and a how-to-do type of undtr­
stand,ing. There are many aspects of recruit in­
struction which require the imparting of this type 
of knowledge, and film loops, PI, and CAl tech­
niqu~s are appropriate. For example, depart­
mental organization, procedures, certain aspects of 
the'·,·, certain accepted field practices and the 
like,: are sufficiently clear cut to lend themselves to 
fixed formats. It is one {)f the major recommenda­
tions of this report that funding be obtained from 
governmental agencies and/or private foundations 
to develop training materials of these three types. 
Clearly, this would be a major effort to be under­
taken experimentally in limited areas and to be 
introduced progressively throughout the curricu­
lum as the experiment justifies itself. The super­
vision and development of such materials would 
be a majo},r ful'~ction of the educational materials 
development unit at the academy. This proposed 
new unit is discussed in section 11.3 of chapter 11. 

In net, therefore, it will be some time, even 
under favorable conditions, before an accelerated 
learning process can be really effective since the 
assumption is made that acceleration will be ac­
complished primarily through the availability to 
the recruit of PI, CAl, and film loop materials. It 
is recommended, however, that a commitment be 
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made to seek resources for the development of these 
materials. Obviously, the availability of such ma­
terials will require rooms at the Police Academy to 
be set aside for the l'se of CAl equipment and film 
loops. In the case;'f PI, these materials can, of 
course.. be loaned to the students through the 
existing Police Academy library. It is premature 
to specify wha~ degreC' of acceleration would be 
possible, but scattered evidenc..:, which has been 
examined by members of this research staff, wotlld 
suggest a saving of about 10 percent or 72 hours 
maximum for the most competent recruits. This 
would permit experimental work with a selected 
group in terms of field problems, greater depth in 
group discussion, and the assignment of special 
tasks. It is felt that this kind of potential would 
enhance the competitive 'spirit within the recruit 
classes and upgrade the entire educational 
atmosphere. 

6.4 Humanistic Aspects of the Training 
Process 

The report of the Task Fprce on the Police empha­
sized that their call for major changes in police 
leadership, personnel, training, and organization 
did not mean the currt:n.t leadership is not capable, 
but rather "that the traditional attitude of the 
police leadership toward their own function will 
have to he altered." It is in this spirit that this 
chapter has examined critical aspects of the total 
educational experience for the recruit. One final 
aspect of this experience may be designated per­
sonal. This is a' far broader concept than the mere 
instruction in "human' relationships" or "inter­
group relationships." The personal aspect stresses 
,,,hat the educational experience does for the recruit 
a!; a person. Essentially, the difference between 
training and education is to be found in the recog­
nition of training as a skill and attitude develop­
ment process needed to make it possible for a 
person to perform a task of varying complexity. 
In other words, training is task oriented. Many 
aspects IOf what a police officer needs to know 
involve the training for tasks concept. On the 
other hand, an educated man, as has been said, 
"has developed his capacity to judge the worth, the 
performance, and the excellence of human action." 
It would appear that the future of law enforce­
ment and the kind of leadership required for com­
mand during the yeats to come necessitate 
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exposure of the recruit from the very beginning 
to the kind of educational experience on which he 
can build and which will make him an "educated 
man." It has long since been recognized that there 
is no dichotomy between being an educated man 
and a good police officer. The distinguished record 
of literally hundreds of members of the department 
with educational achievement of the highest quality 
demonstrates this point. In section 12.5 of chapter 
12 the need to maintain educational momentum is 
stressed. The concern in this chapter has been to 
emphasize the need to begin correctly so that the 
recruit will be pointed down the road that his 
career will require for success in the highest com­
mand levels that lie ahead. 

One of the consultants to this project has pointed 
out that "despite the hue and cry for the structur­
ing of model lessons, police administrators charged 
with training would probably be better advised to 
turn their efforts to the major need for the more 
desirable goal of restructuring the curriculum con­
tent and training technology." As the Task Force 
on the Police phrased it, 

'rraining will have to rcllect the importance of trying to 
deal in an adequate way with the function of the police 
officer .in sensiti"<: situations • • • and do so in a way w"lich 

. supports his prof.essional identity. • • • Current tra:ming 
programs, for the most part, prepare an officer to perform 
police work mechanically, but do not prepare him to under­
stand his communi~i" the police role, or the imperfections of 
the criminal justice system. .. • • No person, regardless of 
his individual qualifications, is prepared to perform police 
work on na;:,jve abHtty alone. 

The tr .. rlitional educational practices at the 
academy; 'and at most police training facilities 
throughout thp'.:m1ntry, require a police officer 
assigned to the academy to teach many subjects, 
perhapsihe e'ntire academic curriculum, to a cll;i.sS 
of recruits. This pattern has been discussed in 
chapter 4 where it was recognized that frequent 
changes in police personnel assigned as instructors 
and the pervasive influence of the lesson plan 
concept have resulted in an unsatisfactory educa­
tional situation. The personal values implicit in 
education ;(re lost .. Observation by members of the 
research st~;r of this project has confirmed~he 
uneven quality of the teaching process which 15 a 
natural consequence of the varying competence of 
the instructors in specific topics. It is naive to 
assume that the provision of a lesson plan will 
meet these inad!equacies. In practice, what hap-

pens is that the instructor wiII simply lead the 
recruits point by point through the lesson plan in 
a mechanical fashion. However, in areas wnere 
the instructor has specific competence or interest 
his lectures will come alive. The concept that one 
police instructor will teach his recruit class all Of 
the academic subjects is reminiscent of the one 
room schoolhouse. The concept of identifying the 
police instructor as a group leader who will co­
ordinate, lead and instruct in selected areas of the 
cUl'l'iculum will produce a happier instructor and 
overcome much of the present reluctance to accept 
an instructional assignment to the academy. 

The existing recruit program, as discussed in 
chapter 4, provides the recruit with a huge pile of 
mimeographed course materials which is supple­
mented by four required readings in matters deal­
ing essentially with race relationships. It is hoped 
that with the implementation of the recommended 
new educational structure that a substantial por­
don of the mimeographed materials can be replaced 
by traditional textbooks in certain of the academic 
subjects and that members of the police-civilian 
instructional staff will prepare additional .exts in 
their own special ties. Considerable stre:;s should 
be placed on this poin - 'tS a device to enhance the 
status of the instructional slaff and to provide in­
centives for individual instructers similar to those 
experienced in collegiate educational institutions. 
Certainly as far as the civilian instructional staff is 
concerned, publication will be a requirement in 
terms of their retention and promotion. Histofi­
cally, police instructors assigned to the academy 
have 110t felt encouraged to contribute pers~"'11 
effort in the area of writing and publication. This 
has arisen from two major id~ntifiable ca~ses; onc .. 
a workload substantially h<,;,wier than tl~e tradi­
tional academic workload ~nci also a feeling, 
whether justified or not, that such scholarly activity 
is not encouraged. Jt is perhaps relevant to point 
out that several fOlmer members of the academy 
instru ·-tional staff have, upon retirement, contrib­
utedto the literature in a distinguished fashion. 
These talents should not be lost while the officer 
is a member of the department. It is not unreason­
able to hope that the interaction between recruits 
and instructors, together with positive encourage­
ment for scholarly research and publication, will 
produce a 'Variety of instructional materials for use 
in the recruit curriculum. 
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Chapter 7. Behavioral and Social Sciences 
in the Education and Training Programs 

7.1 The Relationship of "How To Do" to 
"Why" Knowledge for a Policeman 

The President's Commission recommended that 
"all training programs should provide instruction 
on subjects that prepare recruits to exercise discre­
tion properly, and to understand the community, 
the role of the police, and what the criminal justice 
system can and cannot do." It is generally recog­
nized that police training, particularly at the recruit 
level, has been dominated by the teaching of. "how 
to do" and that the "why" has not been taught as 
effectively. Of course, instruction in "how to do" 
presents less of a teaching challenge and is handled 
mor~ easily by the personnel traditionally assigned 
to the instruction process in a police academy. One 
of the most difficult problems in the development 
of a new curriculum for recruit training is a proper 
balance between the detailed cOPlplex of "how to 
do" knowledge required by the police officer and a 
depth of understanding on the "why" level needed 
for the effecti.ve iI''lplementation of the first type 
of knowledge. As tb~nature of tI-.... z llolice task in 
contemporary society lias~been intens~vely studied, 
the dichotomy between these two type~ of knowl­
edge has been sharpened. The new curricuhtQl fo!' 
recruits presented in chapter 5 is designed to bal­
ance appropriate attention to techniques, regula­
tions, and procedures with an understanding of 
the role of law enforcement, intergroup relations 
and human behavior such as will be encountered 
by the police officer on the street. 

The Task Force on the Police of the President'S 
Commission has identified the wide range of activi­
ties carried out by the police in modern society. 
Consistent with the Ta~k Force findings, chapter 3 
of this present report has documented the fact 
that an overwhelming proportion of all the "work" 
performed by the police officer does not relate to 

103 

crimes, but rather to "services." The increasing 
recognition of this fact by police administrators 
has meant that modern curriculum design, es­
pecially in the recruit school, reqUires substantial 
units in the behavioral and social sciences. It is in 
these areas that the Presid'ent's Commission has rec­
ommended the use of professional educators and 
civilian experts to teach specialized courses. In ad­
dition the Commission has written: "recognized 
teaching techniques, such as problem-solving sem·, 
inars, should be incorporated. into training pro­
grams." Essentially, these recommend~tions, as 
well as the new recruit curriculum proposed by the 
staff of this project, ma~e sense on two fronts. In 
the first place, the police officer needs to know the 
"why" of social structure, behavior patterns, and 
community responses. In the second place, exper­
tise for teaching in these areas generally rests with 
police instructors, but requires the infusion of civil· 
ian instructors with specialized knowledge and 
teaching abilities. Thus, as discussed in section 5.2 
of chapter 5, specific reCOI)lmendations have been 
made for the introduction of behavioral and social 
science specialists into the teaching staff of the 
Police Academy. 

None of the efforts discussed above can be any­
lhing but a first attempt to assist the new police 
orucer in structuring appropriate responses to the 
vast complex of situations which wiII face him when 
working in the field. The Task Force on the Police 
has said: . 

It is obviously difficult and often impossible for police 
officers 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 is 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 ellective and judicious decisions in disposing of 
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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. 

7.2 Effective Teaching and Learnin~ Respect 
for All People 

One of the critical aspects of the role of the po­
lice in the contemporary urban society has been de­
scribed as "human relations" or "intergroup rela­
tions." These terms are too restrictive in the sense 
that they have been, in most police training cur­
riculums, merely inserted components rather than 
a continuIng thread in the entire training process. 
Thus division IV of the present recruit training 
curriculum at the New York City Police Academy 
consists of 65 hours of instruction in the general 
topic "The Police Role in Human and Race Re­
lations." This unit is made up of 12 components 
ranging from psychology of the police, crime and 
delinquency causes, the Constitution and due proc­
ess, through police ethics and the history of the 
Negro in America and Puerto Rican culture and 
customs. Two consultants to the project who re­
viewed the present curriculum in the area of hu­
man and race relations have recognized that it is 
ess.entially aimed at influencing attitudes. There 
is a need, therefore, to bring to bear a more or­
galllized approach to the subject so that the Police 
Academy role is not limited, circumscribed, and 
routine, but rather becomes exploratory and cre­
ative. 

As the most visible representative of the system 
from which minority groups are demanding fair 
treatment and equal opportunity, a police agency 
requires the achievement and maintenance of good 
police-community relations. In the New York 
Police Department outstanding efforts in this di­
rection have long been made and the continuation 
and strengthening of these programs is a commit­
ment on the part of the police department. It is 
clearly recognized that, in the words of the Task 
Force on the Police-· 

Police-community relationships have a direct bearing on 
the character of life in our cities and on the community's 
ability to maintain stability and to solve its problems. At the 
same time, the police department's capacity to deal with 
crime depends to a large extent upon it~ relationship with 
the ,citizenry. 

The aspect of these issues which has been ad-

dressed in this project is the. education of the re­
cruit, an education which should attempt to en­
gender respect for all people. To successfully in­
still that respect, two goals must be attained: (1) 
a sound grounding in behavioral.and social sciences 
which will provide a historical, psychological, and 
llociological understanding of the people of the city 
of New York and, (2) the conceptualization of a 
direct relationship between this understanding and 
the regulations, procedures and policies of the de­
partI1lent as implemented in the field. The rec­
ommended new curriculum addresses itself to the 
first goal in phase I, with a course unit of 20 hours 
devoted to the urban environment and a course 
unit of 35 hours providing an introd'uction to 
criminology and social psychology. At the &ame 
time, the recruit will be exposed to a 4-hour unit 
on the moral principles governing human behavior. 
These educational units, taught by civilian special­
ists and police department chaplains, will assist in 
orienting and preparing the recruit for phase II, 
the professionalization phase. In this phase the be­
havioral and social sciences are viewed in their ap­
plied context. Thus, 10 hours are de\'oted to ap­
plied criminology and 10 hours to applied social, 
psychological, 'and ethical relationships, and inter: 
group tensions. Following the recruit's experience 
in the field, where the specific significance of inter­
personal relationships should become clear, he is 
given 6 hours in phase IV devoted to the moral 
imperative, an ethics unit, as well as a course unit. 
of 30 hours in human behavior and civil rights, 
which is intended as a sociopsychological view of 
social forces impacting upon law enforcement in 
the New York City community. In add~tion, and 
this is a critical point (the significance ()f which 
is discussed below), the teaching process in this 
area involves individualized interaction with field 
situations. As one of the consultants has recom­
mended-

If a fellow could come back with his hands dirty from an 
experience in the field and sit down in a permissive sort of 
situation • • • this would turn the teaching 'p:''lCess around, 
so that then you're helping to answer the problems that he 
has drummed up rather than providing him with a\lSwers 
before he even knows what the problems are. 

With the projected ethnic mix in New York City 
suggested by' the statistics included in chapter 1, 
the intergroup relations problem takes on bqth an 
internal and external aspect. That is to say, not 
only must the new police officer be exposed to in-
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I ':1 stractional u~its wh~ch will deepen !tis. understand-
i I ing of the people WIth whom he wIll mteract, but 
I· 'I also the police department itself must facilitate the 

I
, ,., entrance of'police candidates from the several mi,-

~l nority groups in the community. (Of course, the 
I :1 department does not control the selection process 
I! itself which is under the jurisdiction of the depart-
J ment of personnel.) This is a twofold problem, 

: J therefore, because the perception of police attitudes 
1 by members of the minority groups in the com-

>J ' munity will affect their willingness to join the po-
't lice service. In New York City major and success-
1 ful efforts have been made to recruit from minority 
! groupS.l While, because of legal limitations, no 

.,,~ precise statistics on ethnicity are available, about 

[
:,~"i 20 percent of recent recruit classes woul~ appear 
Ll to be drawn from the black and Puerto RIcan com-f munit~e5. Given the statistical trends in New York 
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The transition from ghetto to police training facility dOf~s 
not at once erase the negative impressions of the minority 
grouR member toward the police establishment. 

There is a very brief history of black and PUler to 
Rican involvement in the' law enforcement func-
tion, with only a few "police families" from these 
groups. As a consequence, many minority group 
members joining the police department tend to 
lose their "identity shelter." It is anticipated that 
the new curriculum, together with the recommended 
support services at the Police' Academy discussed 
in chapter 11, will do much to assist the minority 
group member in making the transition from ghet­
to experience to the police service. 

It is well to bear in mind that difficulties ex­
perience~ by some minority group recruits do not 
arise entirely from educational deficiencies, but 
from the more subtle inadequacies of the present 
curriculum. The recommendation that during the 
4 weeks of phase I of the recruit curriculum th(: 

'For example, of the 7,328 candidates who took the test 
for patrolman on Jan. 18, 1969, it is estimated that almost 
19 percent were black and about 6 percent were of Hispanic 
background. Fifteen percent of the candidates said they 
learned of the examination from a friend or relative in the 
police department. 
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recruit will continue' to wear civilian clothing and 
will not be issued firearms cannot but be helpful 
in bridging the transition period. In fact, the suc­
cessful achievement of the educational objectives 
of phase I will reinforce the recruits in thr:ir de­
cision to become law enforcement officers. Tht! 
traditional emphasis upon uniforming and equip­
ping imposes an unnecessary strain on the recruit 
at a particularly difficult period, 

Extended research during the work of the Presi­
dent's Commission and the National Advisory Com­
mission on Civil Disorders (Kerner Report). has 
thrown considerable light upon the attitudes of 
the community toward police. In particular, these 
reports have documented the suspicions and sen­
sitivities felt in ghetto areas. While it is not pos­
sible, from the viewpoint' I)f this project, to assess 
the relative significance of these attitudes in terms 
of creating or contributing to civil disturbance, it 
i.s accepted policy of the police department and 
elected public officials, in geneTf\I, to seek to lessen 
tensions by positive programs. An indirect indi­
cation of attitudes in New York City may be ob­
tained from the work of the civilian complaint re­
view board of the police department. The activities 
of this board during 1968 showed that the number 
of Hispanic and Negro complainants was 795, as 
compared with 716 white complainants. Of the 
1,549 complaints, 839 concerned the use of unnec­
essary force, 211 abuse of authority, 434 discourtesy, 
and 65 ethnic slur. These data suggest that major 
emphasis should be given in recruit training to 
these areas of conflict with the civilian community. 
The complaints of unnecessary force include such 
types of force as beating, hitting, hit with stick, 
kick, punch, twist arm, and pointed gun. The 
records of the civilian complaint review board in 
1968 showed that of the 1,549 complaints received, 
845 were found to be unsubstantiated. Nonethe­
less, the bringing of such charges does suggest an 
area of interaction with the community Jor which 
the new police officer should be prepared. U nior­
tunately, the mission of police service is one which 
cannot be carried out to the satisfaction of all mem" 
bers of the community and there are limits to the 
"teaching away" of these problems. The thrust of 
the proposed new curriculum for recruits is to con­
tribute to the reduction in' the number of incidents 
where truly improper police behavior has con­
tributed to community tension. 
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7.3 Techniques for Personal Involvement in 
Intergroup Relations 

Police work is concerned with people and if 
police training is properly carried out effectiveness 
inintetpersonal situations will be enhanced. Inter­
personal skills cannot be developed through tech­
niques which rely mainly on verbal, didactic. and 
traditional classroom methodology. At the recruit 
training level the need for innovative teaching 
methods is underscored and some of these have 
been discussed in section 5.4 of chapter 5. With re­
cruits of somewhat lower IQ now entering the 
police department and with educational experiences 
in many cases less than optimum, it becomes doubly 
important to develop the emotional maturity of 
the recrui t. 

A number of major experiments in introducing 
new techniques in intergroup relationship training 
have been conducted throughout the country. For 
example, in the Buffalo, N.Y., Police Department, 
an experimental police-community action program 
was undertaken in the Quaker Project on Com­
munity Conflict. Role playing' and critical inci­
dent techniques were utilized to identify and dra­
matize some of the actions and practices which ap­
peared to be provocative in the community. Tra­
ditional lecture methods have been found to pro­
duce "more resistant heat than instructive light" 
among the police officers required to attend the 
lectures. A new approach was tested in which a 
number of situations of police-community conflict 
were acted out and evaluated. These included do­
mestic complaints, tavern calls, party brawls, pub­
lic vulgarity, car stops, accident investigations, and 
encounters with suspicious loiterers. In all cases 
these conflict situations were described in a realistic 
on-the-street context and role-playing situations 
were developed to simulate police responses, 

In New York City's 30th precinct, a project for 
training police in family crisis intervention has 
been conducted and has formed the basis for a 
newly instituted departmentwide training program. 
The department has issued a training manual on 
family crisis intervention to guide a program which 
will lntroduce this type of training into the recruit 
curriculum, into unit training for field officers and 
into certain inservice training courses. The 2-year 
experimental project conducted in the 30th prt­
cinct resulted in more effective police handling of 
family disprJtes with increased public confidence 

in the police and in increased capacity to resolve 
sensitive problems without resorting to arrest. This 
program upon which the department is now em­
barking is not intended to produce specialists in 
the complex area of family disputes, but rather to 
"enhance the effectiveness of the general patrol 
officer by providing him with positive guidelines 
which will assist him in the exercise of his dis-

, . cretion." 
In the experiment in the 30th precinct, three 

IO-minute scripts based on actual occurrences were 
prepared by a professional playwright. At the mo­
ment in each script which corresponded with the 
calling in of the police in the original life-event, 
a pair of officers participating in the training proj­
ect entered on the stage. From this point on there 
was no script, but the actors remained in character 
?_nd improvised their responses to the "intervening 
officors." Different pairs of officers interacted With 
the cast on an independent basis and at the end 
of the practice interventions, all the participants 
and the audience participated in a structurep.. dis­
cussion. under the direction of an experienced psy­
chologist. The,se techniques of professional dra­
matizations will be applied in the new department­
wide training program in family crisis intervention 
techniques. While the use of dramatizations, role­
playing and discussion groups was initiated in the 
Police Academy as early as 1953, a combination of 
circumstances resulted in abandonment of these 
techniques. In phase IV of the new recruit curricu­
lum dramatizations will provide a major portion 
of the 'training evaluation and decisionmaking 
drills included in this,,:f'Tt of the curriculum. , 

Other aspects of the search for mote effective 
personal involvement in intergroup relations train­
ing include the use of film materials. For exam­
ple, in the production of "The Man in the Middle" 
under the sponsorship of the John Jay College of 
Criminal Justice of the City University of New 

. York and the New York Police Academy, major 
attention was given to interaction with the film 
and followup through small group discussions. 
This film argues that people will respond to the 
police in a crisis situation according to the kind 
of treatment they have come to expect in noncrisis 
circumstances. The police officer protects people; 
he aids people in distress; he advises people; he 
comforts people; he does his job through people. 
In short, police work means dealing with people. 

On a more sophisticated level, appropriate for 
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inservice trammg, gaming techniques have been 
applied in the police field. One example is the 
civil disorder gaming component of the Intern~­
tional Police Academy curriculum conducted bY', 
the U.S. Department of State for high-ranking for­
eign police officers. Gaming techniques, as applied at 
the International Police Academy in Washington, 
D.C., are an application of methods which have 
been found effective in military training. All or 
these educational techniques involve personal in­
volvement of the participant and problem-solving 
situations.2 Beyond the scope of this present proj­
ect are additional techniques of police-community 
involvement, such as the maintenance of storefront 
centers manned by specially trained police officers. 
One example of this is the police-community rela­
tion centers operated by the Baltimore, Md., Police 
Department, which has established four storefront 
centers manned by the staff of the community re­
lations division: 

The implementation of these new educational 
techniques will require budget support for spe­
cialized personnel and resources not now available 
on the staff of the Police Academy. In part, some of 
these resources will becqme available as a conse­
quence of the development of a police-civilian in­
strucdonal staff with behavioral and social scien­
tists as a part of the full-time teaching staff of the 
Police Academy. In addition, the staff psycholo­
gists in the counseling service as well as the director 
of education and training will be able to assist. 
Howe-.rer, with the use of dramatizations, it will be 
necessary to develop inhouse, or to contract for, 

play-acting capabHities. In order to test the pos­
sibilities of dramatization in the police setting, the 
staff of this project arranged to have the play "The 

_ Man Nobody Saw" presented on May 14, 1969, to 
a group of commanding officers, police academy 
instructors, and recruits. This play; based on the 
fmdings of the Kerner Commission, was written for 
general audiences, and not specifically for police. 
Despite this important limitation and the contro­
versial nature of the subject matter (the charge 
of white racism), the play was found to be a useful 
device. Almost without exception. the audience 
,at the experimental presentation judged the play 
to be an effective method for training for all ranks. 
Personnel attending the showing of the play were 
asked to respond to a questionnaire. The sum­
mary of responses for th~ invited guests and for 
recruits is shown in the following two tables. 

"THE MAN NOBODY SAw"-INVITED GUESTS 

(67 QUESTIONNAIRES RETURNED), MAY 14, 1969 

Questionnaire 

1. How do you identify yourself? (circle one): (a) Black, 
9;~ (b) PUerto Rican, 3; (c) White, 53; (d) Other, 2. 

2. Indicate your rank or status (check. one) : 

(a) Above'the rank. of captain ............................................ 6 

(b) Captain, lieutenant, or sergeant ................................ 40 

(c) Detective, plainclothesman, patrolman, or 
policewoman ................................................................ 11 

(d) Probationary patrolman or police tr:ninee _............... 0 

(e) Civilian member of the Police Department ............ 2 

lJ) Other (indicate) ............................................................ 8 

Strongly Percent Strongly Percent 
Agreeing Disagree Disagree Disagreeing 

3. In general, the performance held the interest of the audience 
and seemed effective·in presenting the issues to them ........ 

4. The performance showed real people in real situations ........ 
5. The message was clear and understandable ................................ 
6 . The play had more impact than the same material.on film .... 
7. More impact than a seminar discussion ........................................ 
8. I recommend the play for training: 

(a) Superior officers .................................................................. 
(b) Experienced patrolmen ......................... u .......................... 

(c) Recruits ........ _ .......... u .... ~ ..... u .................................. ~ .............. ~ ••• u ........ n ••• 

(d) None-it was unsuitable .................................................... 

• Consult, Ralph J. Butcher, "Civil Disorder Gaming," 
Research Analysis Corp., 1968. 

Agree 

52 
22 
28 
36 
36 

30 
30 
3'1 
2 
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Agree 

15 
40 
35 
24 
28 

19 
24 
25 

3 

100 0 0 0 
93 5 0 7 
94 2 2 6 
90 7 0 lO 
96 3 0 4 

73 4 7 
81 3 1 5 
88 5 0 7 
7 3 4 11 
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9. OJ' the following subjects, circle those which you believe 
are particularly suitable for plays or playlets as a training 
device: 

(a) A,lTests/sUlnmonscs (61 percent) ................................ 41 
(b) Search and frisk (54 percent) .................................... 36 
(c) Aided cases/DONs (40 percent) ................................ 27 
(d) Strikes, demonstrations (54 percent) ........................ 36 
(e) Family disputes (76 percent) .................................... 51 
(f) Lamllord·tenant/other disputes (54 percent) ........ 36 
(g) Arraignment/trial (52 percent) ................................ 35 
(II) Other (specify (15 percent): Human relations, 

juvenile problems, conflict situations .................... 10 

10. Briefly, what did you observe of the general emotional 
reaction of the audience? 50 (75 percent) made a comment; 
17 (25 percent) no comment. 44 comments (88 percent) 
were favorable. 6 (12 percent) were unfavorable. 

II. Please indicate additional observations, comments, and 
suggestions 011 the reverse side. 50 comments were made; 17, 
no comment. 

3, In general, the performance held the interest of the audience 
and seemed effective in presenting the issue~ to them ........ 

~. The performance showed real people .in real situations ............ 
5. The message was clear and understandable ................................ 
5. The play had more impact than the same material on film .... 
7. More impact than a seminar discussion ..................................... , .. 
8. I recommend the play for training: 

(a) Superior officers .................................................................. 
(b) Experienced patrolmen 

•••••••••• ...... •••••• .. • .. ••••• .. •• ...... •••• .... u •••• 

(I;) Recruits 
............ 04 .................. ~ .......................................................... 

(d) None-it was unsuitable ···· .. • .. • .... ··· .. ·· .... · ...................... ; ... u. 

9. Of the follOWing SUbjects, circle those which you believe 
are. particularly suitable for plays or plaYlets as a training 
deVIce: 
(a) Arrests/summonses (27 percent) ................................ 90 
(b) Search and frisk (22 percent) .................................... 73 
(c) ~ided cases/DOA's (26 percent) ................................ 70 
(d) Strikes, demonstrations (47 percent) ........................ 121 
(e) Family disputes (81 percent) .................................... 225 
(f) Landlord·tenant/other disput(!s (29 percent) ........ 95 
(g) Arraignment/trial (27 percent) '................................ 88 
(h) Otlier (specify) (4 percent: Human relations, 

narcotic addiction, racial problems, handling 
psychos, walking a: post, hOl\' a patrolman can 
be respected again ............................................. :....... 12 

10. Briefly, what did YOll observe {If the general emotional 
reaction of the audience? 251 (76 percent) made a comment; 
78 (24 percent) made no comment; 212 (84 percent) made 
favorable comments; 39 (16 percent) .made unfavorable 
comments. 

11. Please indicate additional observations, comments and 
suggestions on the reverse side. 249 comments were made: 
80, no comments. 

General Observations on Invited Guests Qill.'!/l~onntiire 
1: The recruit monitors reported that an estimated 10-15 

guests handed in a blank questionnaire or none. A few said 
they would return the questionnaire by mail. 

2. Most chance comments overheard by instructors, supe­
riors, and monitors were very favorable. Only one report 
came back of an overheard remark by a superior officer (guest) 
which was derogatory. 
Estimated attendance (seating capacity, 480) : 

Recruits .............................................................................. 379 
Others ................................................................................ 89 

Total .............................................................................. 468 

"THE MAN NOBODY SA'v"-REcRUITS 
(329 QUESTIONNAIRES RETURNED), MAY 14, 1969 

Questionnaire 
1. How do you identify yourself? (Circle one): (a) Black, 

54; (b) Puerto Rican, 21; (c) White, 236; (d) Other, 18. 
2. Indicate your rank or status (check one): (d) Proba­

tionary patrolman or police trainee, 329. 

Strongly 
Agree 

160 
119 
119 
108 
116 

66 
63 

109 
12 

Agree 

154 
156 
165 
145 
144 

93 
95 

112 
22 

Percent 
Agreeing 

96 
87 
86 
76 
79 

48 
48 
67 
13 

Strongly Percent 
Disagree Disagree Disagreeing 

14 0 4 
42 6 13 
20 4 7 
33 2 10 
41 7 12 

20 12 10 
17 8 8 
14 6 6 
19 27 11 

General Observations on Recl'llits Questionnaire 

1. The monitors reported that an estimated 10 percent of 
the recruits did not submit their questionnaires (10 com­
panit!s-approximately 400 recruits-present). 

2. While most chance comments overheard by instructors, 
superiors, and monitors were favorable, a goodly percent· 
. (perhaps 25 percent) made comments like "what - - ." 
"prop'ag:mda," "overdone," "one-sided," etc. 

3. Chief of Pe.rsonnel Elmer C. Cone indicated that this 
technique is becoming increasingly necessary for recruits and 
patrolmen; sees less of a need for superiors. 

4. ,Capt. Marvin Boland discussed the exercise with many 
of the Police Academy instructional staff. While their com· 
ments were all favorable, they feel that generally recruits 
either didn't get the message of this particular play or refused 
to accept it. They feel that the recruit response was negative 
in about 40 percent of cases. 

Following the play experimentation was. con· 
ducted with discussion 'groupsin order to test out 
the techniques which had been found effective in 

108 

,.~ 

~, 
.~~ 
,'I 

,~ 
.' ;¥ 

~ 
J 
~~ 

'\-. 

',1 
of ,[ 

.' 

the family crisis intervention project. There 
emerged a consensus that dramatizations may be 
recommended as effective teaching devices in such 
subject areas .as family disputes, arrests and sum· 
monses, search and frisk, strikes, and demonstra· 
tions, landlord·tenant disputes, arraignment and 
trial, and aided cases. On the basis of the experi· 
ment with this particular play, the project con­
sultant in this area wrote: 

The recruits had more difficulty (than the superior officers) 
.in understanding the issues in' the play, but the discussion 
helped clarify the issues - - •. In the hands of unskilled 
group leaders, the danger of polarization of attitudes is ever 
present, 

It is probable that the effective presentation of 
dramatizations will require not only trained discus­
sion group leaders, but the professional presenta­
tion and staging of the dramatizations themselves. 
In order to shed some light on the order of mag· 
nitude of budget support needed for this proposed 
innovative program, the Plays for Living, a divi­
sion of the Family Service Association of America, 
was asked to suggest a budget. The following rep­
resents the budget for one script and 12 perform· 
ances. The level of cost for Plays for Living is 
modest for a professional production in New York 
City. 

Estimated budget for a script to be used in po· 
lice training programs: Commissioning one script, 
$7,060. 

This includes 12 test or showcase performances 
in the New York area with the Plays for Living 
Broadway cast. 

Details: 
Projel:t director ............................................................ . 
Theatlical. producer .................................................. .. 
Author ........................................................................... . 
Director ......................................................................... . 
Actors ............................................................................ .. 
Production costs .......................................................... .. 
Performance royalties ............................................... . 

Total ........................................................................ .. 

$1,500 
1,500 
l,iIOO 

300 
660 

1,000 
1,100 
7,060 

Additional performances in New York area, $85 
per performance. Publication costs will vary ac­
cording to the number of scripts required and the 
extent of the program. 

It is recommended that during the 18 weeks of 
recruit school attendance, each recruit will attend 
a number of dramatizations of specially scripted 

, material covering a range of content areas, includ. 
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ing structured improvisation and role·playing, fol· 
lowed by discussion. Under the supervision of the 
instructor·discussion leader, recruits will take turns 
in interacting with the cast in open·ended improvi. 
sations of police situations. The cast would then 
participate in the initial portion of the discussion. 
This portion of. the exercise could take place in 
groups of about 40 men. Following the departure 
of the playacting cast, the recruits would divide 
into two or three small groups, each with its own 
discussion leader. Topics to be included are: fam· 
ily disputes, involving different ethnic groups; 
strikes and demonstrations; disputes, landlord·ten· 
ant; storekeeper-customer; aided cases, psychos; sui· 
cide attempt; search and frisk; summons·arrest, ar­
raignment·trial. Each script should include rna· 
terial on legal provisions, 4epartmental rules, ahd 
psychological and social aspects. Some of the.~opics 
would benefit ~rom participation of a professional 
resource in the person of a psychiatrist, counselor 
psychologist, lawyer, probation officer, or city offi· 
cial. Some presentations ~ould be supplemented 
by film and slide material. All dramatizations 
should be professionally written, direc~ed, and 
acted. 

In addition to the dramatization-discussion por· 
tion of the recruit curriculum, each recruit would 
participate in another small group session as part 
of phase IV. This session would be unstructured 
by stimulus material, but would afford an oppor· 
tunity to review the recruits' experiences in., the 
field, and to integrate that experience with the ex· 
perience in the Police Academy. These sessions 
would afford a unique opportunity for recruits to 
articulate their professional growth and its effect 
on them. In part under the trained leadership of 
an experienced instructor and in part by recruits 
alone, the participants would be able to explicate 
their preconceptions of what it means to become 
a patrolman and integrate.a different, more real· 
istic roJe·,model. The transition from the culture· 
hero lawman· of popular myt4010gy to the sober 
realities of daily police work entails a yielding up 
of illusions which is often accompanied by decre­
ment of self-esteem' and reaction formations of 
cym~lsm. The unique innovative training tech· 
niques will facilitate that transition. 

Dramatization techniques are not limi.ted to reo 
cruits. In fact, effective techniques in communi· 
cating intergroup issues are even more necessary in 
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inservice training. The teaching of intergroup is­
sues is uniquely sensitive if not effectively handled 
at the level of superior officers. It is commonplace 
to note that the patrol sergeant is a key man in 
the functioning of. the department, in the field' 
training of officers, and represents the future leader­
ship. Success in negotiating the civil service pro­
motion ladder, given present examining methods, 
insures mastery only of theoretical and verbal ma­
terial. But supervision requires a high order of 
interpersonal skill. In addition, the patrol ser­
geant is called upon to deal directly with the pub­
lic, often in sensitive and critical situations. The 
demonstration presentation of "The Man Nobody 
Saw" underscored that the training function of 
superior officers is not sufficiently appreciated nor 
is its implementation fully understood. It is there­
fore recommended that the Supervisory Practices 
and Techniques Course (for new sergeants and 
eligibles) be supplemented by an initial phase of 
meeting" structured around three playlets involving 
superviwry, disciplinary and complaint investigat­
ing situations. For the following 16 weeks, mem­
bers of this course would return to the Police 
Academy one day a week to participate in the train­
ing of recruits. ' They would lead the small group 
discussions after sitting in on the playlets with the 
recruits; . they would lead a small group of another 
recruit class in the shorter unstructured session, 
and they would have their own small group dis­
cussion with a specialist in small group training. 
Thus the new sergeant groups would provide for 
supervision of the recruit group experience, and 

,also provide an opportunity to compare and ex­
amine experiences in making the transition to su­
pervisory status. 

Sensitivity training for lieutenants, captains, dep­
uty inspectors, and inspectors is important to po­
lice administration as is the training of middle 
management in business cwd industry. Superior 
officers set the emotional and attitudinal tone of 
their. commands. They require good judgment of 
character and temperament in making assignments. 
They have on-the-job teaching to do, and they 
need all their sensitivity and tact in dealing with 
civic groups. They may not always find it possible 
to avoid some involvement in the off-the-job prob­
lems of their subordinates, when on-the-job per­
formance is affected. These are all issues of psy­
chological and interpersonal import and demand 

specialized training. Unless subsidized by founda" 
tion funds, the week-end institute in a resort set­
ting, the luncheon and dinner meetings by means 
of which private industry polishes and grooms ex­
ecutives-these are not for the public purse. The 
basic need for self-encounter in small discussion 
groups is, however, the same. Three playlets struc­
tured around the particular concerns of these levels 
of police administration would be incorporated in 
10 weekly small group sessions, under especially 
mature and skilled leadership. 
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Substantial funds will be needed to carry out 
these dramatizations. It is felt that the suggested 
programs are worthy of budgetary provision but 
outside funding may well be a possibility. 

7.4 Departmental Support for Individualized 
Personal Development 

Fundamentally, the type of education and train­
ing anticipated as a consequence of the curriculum 
recommendations embodied in this report is in­
tended to affect the individual Inember of the de­
partment as an individual. Not only do police 
deal with people, police are people.' This fact is 
all too often overlooked and leads to resentment 
and withdrawal on the part of individual police 
officers. The unique pressure on the individual 
when he joins a law enforcement agency produces 
a gamut of reactions, from confirmed cynicism to 

dedication of a degree rarely encountered in any 
other profession. Many police officers approach 
training in the human relations units of a curricu­
lum as an effort to "brain wash" them and their 
response is one of protest often expressed in silence. 
The President's Commission and the Kerner Re­
port, as well as the recent report of the Commis­
sion on Violence, have tended, perhaps inevitably, 
to emphasize the negative aspects of police train­
ing and behavior. In the structuring of an appro­
priate education and training program for the fu­
ture, it is felt that emphasis must be placed on the 
positive. Thus the dramatization and small group 
discussion techniques are recommended as a way 
to involve the individual police offic~r ~nd to as­
sist him in participating in the training process. 
At the same time there are harsh realities experi­
enced in the law enforcement field which require 
the acceptance by the individual police officer' of 
standards of behavior which in many cases al'e sub-
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stantiaUy higher than those of the community at 
large. In recognition of this reality, it is recom­
mended in the neW recruit curriculum that the 
role of moral .principles be explicitly emphasized. 
Thus in the first phase, a 4-hour unit on the 
moral principles governing human behavior; and 
in the final phase a 6-hour unit is included 
on the moral imperative. These two units will be 
taught by police chaplains, whose professional ex­
pertise is relevant. The chaplains have stressed 
in diSCUSSIons with members of the research staff 
of this project the importance of two expositions 
to the recruits, one before their field experience 
and the second after some experience in the field. 
It is felt that the several chaplains, representing as 
they do the major religious faiths in the New York 
community, can help prepare the recruit for the 
harsh realities of field experience and can also re­
emphasize moral principles after'the recruit has 
experienced the field experience phase of the re­
cruit curriculum. Unfortunately, it must be rec­
ognized that young recruits may observe police 
practices in the field which do not always conform 
to the principles learned in the Police Academy. 
Insofar as this lack of conformity is due to the vio­
lation bf ethical principles by individual members 
of the department, the recruit'must be reinforced 
in his personal dedication to the code of ethics. 
It is anticipated that, with the assistance of the 
group leaders and the escort officers, the aaverse 
effect on the young recruit of practices sometimes 
observed in the field may be minimized. It is well 
to reaffirm that the moral objectives of the educa­
tion and training program recommended in this 
report are those identified in the policeman's code 
of. ethics. 

THE POLICEMAN'S CODE OF ETHICS 

As a law enforcement officer, my fundamental duty is to 
serve mankind; to safeguard lives and property: t~' protect 
the innocent against deception, the weak against oppression 
or intimidation, and the peaceful against violence or disorder; 
and to respect the constitutional rights of all men to liberty, 
equality, and justice. 

I will keep my private life unsullied as an example to all; 
maintain courageous calm in the face of danger, scorn, or 
ridicule; develop self-restraint; and be constantly mindful of 
the welfare of others. Honest in thought and deed in both 
my personal and official life, I will be exemplary in obeying 
the laws of the land and. the l'egulations of my department. 
Whatever I see or hear of a confidential nature or that is 
confided to me. in my official capacity will be kept ever secret 
unless revelation is necessary in the performance of my duty. 

III 

I will never act officiously or pennit personal feelings, 
prejudices, animosities, or friendships to influence my de­
cisions. With no compromise for crime and with relentless 
prosecution of criminals, I will ell force the law courtecusly 
and appropriately without fear or favor, malice or ill will, 
never employing unnecessary force or violence, and never 
accepting gratuities. 

I recognize the badge of my office as a symbol of public 
faith, and I accept it as a public trust to be held so long as I 
am true to the ethics of the police service. I will constantly 
strive to achieve these objectives and idea1s,'dedicating myself 
before God to my chosen profession-;-law enforcement. 

One of the largely untapped resources in the 
N ew York Police Department for implementing 
the objectives of the education and training pro­
gram is the several fraternal organizations. A 
broader conception of the role of such organiza­
tions would suggest that many of them could be 
involved in police-community relations .several 
ways. For example, the identification and pre­
training of young men and women who plan to 
take the patrolman's examinatiQn can become a 
major contribution to improved community police 
relationships. It is not unreasonable to suggest 
that persons dedicated to a career in law enforce­
ment would wish to recruit qualified persons for 
this profession. In other professiomil areas in so­
ciety, this is a common experience. If young men 
and women are to be reached in the recruiting 
process, the example set by members of their com­
munities already in the police service will be cru­
cial. It is recommended that the department, in­
sofar as appropriate, provide support for the efforts 
of fraternal organizations to assist in preexamina­
tion training. Several fraternal organ'izations cur­
rently undertake such programs in the New York 
Police Department. One notable example is the 
preparation' course offered by the Guardian Asso­
ciation, in which that group utilizes its headquar­
ters for class sessions. Members of the association, 
on a voluntary basis, prepare materials and instru~t 
young people planning to take the patrolman's ex­
amination. While the Guardian Association is 
an organization of black policemen, there are no 
ethnic limitations in terms of participation in the 
civil service preparation courses offered by' the 
Guardians. Courses taught by members of this 
association confirm the effectiveness of this type 
of program in reaching out ",ndhclping to bridge 
the gap between ghetto life experience and the 
police recruit training process. With the critical 
need for continued recruiting, it is recommended 
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that the department encourage, as a matter of policy, 
efforts by fraternal organizations in this area. 
TOP 245, under date of May 31, 1968 was issued 
in an effort to obtain the widest possible response 
from the department members. The TOP asked 
for comments and suggestions relevant to the ob­
jectives of the project, and 529 responses were ob­
tained. Many of these expressed a deep concern 
with the unreality of aspects of training and the 
failure to involve the department as a whole in 
the education and training process. As a part of 
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this project a trammg advisory panel was struc­
turedJ consisting of nine members of the depart­
ment representative of "middle management" and 
the patrolman/policewoman rank. On many oc­
casions the members of this panel expressed the 
view that police officers themselves were not suffi­
ciently committed to the law enforcement profes­
sion, but thought of it in terms of a '.'job." Perhaps 
involvement, on a voluntary basis, of dedicated in­
dividuals working through fraternal organizations 
will do much in this area. 

----------------------~.------------------------------------
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Chapter 8. How the Law is Taught 

8.1 'The Dynamics of the Law for the Police 

The entire criminal justice system, of which the 
police is only one element, is a structure of law. 
The police are in a uniquely difficult position as 
a part of the criminal justice system since they do 
not enact the laws they are required to enforce, 
nor are the police involved in the final disposition 
of persons they arrest. In the effort to balance 
effective law enforcement and the protection of the 
rights of individuals the police often feel that their 
powers are unjustly circumscribed by a complex of 
,court decis~ons, often contradictory in nature, and 
public pressure to modify the traditiomillegal basis 
i.. .. )r police action. All surv(:ys of police attitudes 
haVE: identified impatience wi'th many Suprem!:; 
Court 'J~cisions. At the same time, surveys of citi­
zen attitHdes, particularly among low income and 
disadvantage!} groups, reveal a conviction that the 
police frequently take the law into their own hands 
and, on occasion, apply the law in a discriminatory 
manner. The President's Commission has empha­
sized the importance of effective training of re­
cruits, and' the police, in general, in terms of a 
f~ller understanding of the legal powers of the 
police. The Commission pointed out that "The 
lega1 limitations on street policing and the proper 
use of discretion are rarely stressed." 

The Commission also recommended that-

AU training programs should provide instruction on sub­
jects that prepare recruits to exercise discretion proper! y, and 
to understand the community, the role of the police and 
what the' criminal justice system can and cannot do. Profes­
sional educators and civilian experts should be used to teach 
specialized courses, law and psychology, for example. 

Discussions with members of the police depart­
ment, particularly lieutenants awl sergeants serv­
~ng in patrol pr,er.;~{;ts, indicated a widespread feel­
mg that recruits were completing Police Academy 
training withuut adequate instruction in the law 
from the point of view of the police officer in the 
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field. Interviews with a sample of recruits also 
confirmed this view. Members of the department 
currently teaching at the academy also emphasized 
that the curriculum in law should be as realistic 
as possible. The need to stress those topics in the 
legal curriculum which are most commonly needed 
by the officer on patrol was a recurring theme. 
These topics included the law of arrest, the use 
of force, disorderly conduct, the crimes of burglary, 
robbery, larceny, and the training necessary to 
make a good impression in court. Of particular 
concern was the use of force. Since the change to 
the new penal law in New York State and the ap­
plication of the law to situations involving civil 
disorders, demonstrations, and the college campus 
tempests, more needs to be done to clearly define 
the legal limitations that affect the police in rela­
tionship ,0 the use of force. Such intensified legal 
training is. needed not only for the recruits but 
also, on an inservice basis, for all superior officers. 
In addition, interviews with judges and district at­
torneys cQnfirmed the need for more training so 
that police (ittficers can become more capable of 
presenting their cases in, -:-- ;:1.. Basically, there 
would appear to be a lack of understanding of the 
criminal justice system and the roles and responsi­
bilities of the· various participants. Familiarity 
with recent Supreme Court decisions is essential, 
in particular those decisions relating to search and 
seizu~e, confession (including admissions), and the 
rights of defendants. 

Ai: the present time, the instruction in legal sub­
jects in the recruit curriculum consists of 118 hours 
out of the total of 314 academic hours. The'1l8 
hours are distributed as follows: 

Penal law ............................................................................ ~ .... . 
Public morals laws ........................................ : .................. : ... . 
Traffic laws and regulations ............................................... . 
Arrest procedures ................................................................... . 
Administrative code ................... , ......................................... . 
Summons procedures ........................................................... . 
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'Law re children ....................................................................... . 
Prisoners and court procedures ......................................... . 
Courts ....................................................................................... . 
Visit to New York City criminal court ........................... . 
Role playing-Testifying in court ...................................... .. 
Constitution and due process .......................................... .. 
Civil law .................................................................................. .. 
Evidence ................................................................................... . 
Family court .......................................................................... .. 
Film and moot court ........................................................... . 

Total hours ................................................................. . 

5 
4 
1I 
3 
3 
3 
2 
2 
1 
1 

118 

An analysis shows that five basic courses are being 
given: 

A criminal justice course.-Consists of about 5 
hours with most of the emphasis on the role of the 
court. 

A course on penal statutes.-Approximately 45 
hours on the penal law, 14 hours on traffic law 
and traffic regulations, 5 hours relating to childre~, 
17 hours on the administrative code, and approxI­
mately 15 hours on other municipal and miscel­
laneous laws. 

Constitutional law and criminal procedure.-Six 
hours and this includes 3 hours devoted to the 
civil rights law. 

The law of evidence.-Two hours. . 
Civil law.-Two hours. 

An additional 7 hours is provided for demonstra­
tions and the visit to the New York City criminal 
court. 

Of the 118 hours, 66 constitute division III of 
the curriculum entitled, "The' Police, The Govem­
m;mt, The Law." The remaining components of 
the training in law are distributed through other 
divisions of the curriculum particularly division II, 
"Police Procedures and Techniques." As has been 
noted on several occasions in this report, present 
practices at the Police Academy involve the use of 
one instructor teaching the entire academic curricu­
lum to the recruits. The result has been that the 
specialized knowledge of the recruit instructor 
varies considerably over the many specialized areas 
considered in the recruit curriculum. As outlined 
in chapter 5, the new curriculum for recruits will 
be taught, in considerable measure, by different 
instructors both police and civili!ln. In this way 
specialized expertise will be brought to bear and 
the recruits will be exposed to a number of in­
structors. 

""J,< "._. __ .. ___________________ ......:._ 
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8.2 A New PoliceoLawyel"'.--CivilianoLawyer 
Staff Mix 

In the legal area the competence of the instruc­
tors is a critical consideration. The ideal teacher 
of legal subjects, to meet the ~eeds of a. police 
agency, is the polic~, officer who .h~s practlca~ ex­
perience coupled WIth legal traInIng; that IS, a 
police officer who is a lawyer. To meet the ne~ds 
of the recruit and in-service programs to the PolIce 
Academy the number of police officer-lawyers re­
quired to accomplish this ideal situation cannot be 
obtained. It is, therefore, recommended that a 
legal education unit be established at the Police 
Academy directed by either a police offi~er-Ia~~r 
(a sergeant or lieutenant), or by a quahfied CIvIl-

ian lawyer with expertise in those aspects of law 
most relevant to police training. It is r.ecom­
mended that all personnel assigned to teach In the 
legal curriculum be either police officer-lawyers or 
civilian lawyers. In the case of the latter, they 
should be compensated in accordance with the sal­
ary schedules of the City University of New York 
and meet 'the professional requirements for ap­
pointment to the several, teaching ranks. Initially, 
it is anticipalted that three civilian lawyers should 
be recruited to handle the new curriculum together 
with a qualified police-lawyer staff. ,!he l~g~l edu­
cation unit wm perform several dutIes WIthIn the 
framework of Ithe recruit and inservice educational 
programs as outlined in the several chapters of this 
report. These duties are included-

1. To deliver all of the law lectures, both in the 
recruit school and in the inservice training courses; 

2. To keep ahreast ~f the laws through legal re­
search; 

3. To work with the legal bureau of the police 
department in developing training bulletins and 
circular orders for the entire department; 

4. To contluct moot courts in various training 
courses; 

5. To visit the courts at regular intervals; and 
6. Through fiJrst-hand observation, to develop a 

training program that will be more meaningful. 

8.3 Continuing Education in the La~' 

In order to implement the educational require­
ment~ in the law for the modern police officer it 
is recommended that die e.ducational units in law 
s.pecified in the new curriculum for recruits (ch. 

r, 

5.1), be taught exclusively by members of the legal 
education unit. Phase I of the new recruit cur­
ricumul includes course unit C, "Introd~ction to the 
Criminal Justice Procedure," which involves 20 
hours of instruction and course unit D,,"Selected As­
pects of the New York Law," which also involves 
20 hours. These two units are part of a group of 
mini courses in the law to be presented by the pro­
fessionally skilled instructional staff. Detailed out­
lines for these courses will be developed through 
the legal education unit. 

Course unit C will cover the following topic: 
"Criminal Justice." This course will include an 
overview of the historical background of criminal 
justice in the United States; the relationsl,ip be­
tween Federal, State, and local governments; the 
basics of a law suit (both civil and criminal); an 
in-depth study of the criminal justice process with 
emphasis on the role of the police, district attorney 
judges, jury, legal aid and the defense attorney: 
20 hours. 

Course unit D will cuver the following topic: 
"Penal law of New York State." Selected statutes 
from the New York penal law with a concentra­
tion on the sections most frequently used by pa­
trolmen. and detectives. Included are assault; con­
spiracy; -sex offenses; damage to and intrusion upon 
property; larceny; robbery; bribery; official miscon­
duct; drug offenses; gambling offenses; offenses 
against public order; firearms and dangerous weap­
ons; and miscellaneous sections relating to the 
above if time permits. Emphasis is to be placed 
on an understanding of the law by considering the 
statute along with the recommendations made by 
the committee that drafted the law and the ra­
tionale for the adoption of a particular section of 
law: 20 hours. 

Course unit C is particularly appropriate for 
teaching by a civilian lawyer. Course unit D, how­
ever, could be taught by a police-lawyer. The em­
phasis throughout should be on developing an un­
derstanding of the law, its sources and purpose, as 
opposed to a rote memorization of sections of law 
for the purpose of enforcement. 

In phase II of the new recruit curriculum, which 
is the professionalization phase, 70 hours are in­
duded in course unit D which contains' the re­
maining mini courses in law. 

The mini courses are: 

1. "Constitutional law." An introduction to the 
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Constitution, the Bill of Rights, due process, prob­
able cause, with emphasis on those decisions that 
have led to current judicial pronouncements on 
confessions, search and seizure, and the right to 
counsel. The object of the course is to educate 
police recruits to be sensitive to their responsibility 
to enforce the law more effectively while exercising 
the utmost discretion: 20 hours. 

2. "Traffic law and traffic regulations." .. The first 
3 hours of this 8-hour course should be devoted to 
the nature of the traffic control function as a part 
of the police role; traffic enforcement as a chain 
whose links consist of the legislature; the traffic 
engineer; the traffic court; the motor vehicle de­
partment and the police. Emphasis in the remain­
ing 5 hours should be on the moving violations, 
driving while intoxicated, a:nd those parking vio­
lations that are enforced by the ·police. The re­
lationship between enforcement and public safety 
is the overall objective of this course: 8 hours. 

, /. 
3. "Selected sections of the code of criminal pro-

cedure." With special emphasis on the rights of de­
fendants, the sequence of contacts the accused will 
experience from the time of arrest to the termi~a­
tion of his case including arrest, use of force, In­

terrogation, the preliminary hearing; grand jury 
indictment, the trial and the verdict. These 8 
hours should be related dir~ctly to the 20 hours 
on criminal justice: 8 hours. 

4. "Selected se.ctions of the administrative code, 
and the New York City health code." Most often 
encountered by patrolmen on precinct patrol: 5 
hours. 

5. "Those sections of the penal law and domestic 
relations law affecting children." The role of the 
family court is considered with the various agendes 
that deal with child welfare (including child abuse) 
in the city of New York: 5 hours. 

6. "Civil Tights law." With a 3-hour introduction' 
related to the background of American political 
thought and law as they affect civil rights; 2 hours 
011 Supreme Court decisions on -civil rights; and 
3 hours on selected· sections of the civil rights !~w 
which the police are most likely to be called upon 
to enforce, e.g., equal fights in places of public ac­
commodation and amusement, discrimination by 
innkeepers and carriers; liability for acts of per­
som assisting police officers, and other sections of 
the civil rights law: 8 hours. 
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7. "The practical application unit." This in­
cludes moot court and a visit to the New York City 
criminal court with an arrangement for the class 
to remain after the court session for the presiding 
magistrate to explain the operation of the court 
and to answer questions from the class about the 
court and its role in the criminal justice system. 
Included are a series of three 3-hour seminars at 
which important legal issues will be discussed by 
experts including judges, law professors, assistant 
district attorneys, members of the Legal Aid Society, 
American Civil Liberties Union, and defense attor­
neys: 16 hours. 

The total instructional hours to be devoted to 
the law in the new recruit curriculum is llO hours, 
a slight reduction from the present allocation of 
118 hours. It is felt, however, that the higher level 
of professional competence achieved through the 
use of police and civilian specialists, together with 
advanced methods of teaching, will permit a more 
effective curriculum without an increase in allo­
cated hours. Moot court, role playing, seminars, 
motion pictures,guest lecturers, and class discus­
sions will all be used in the legal units of the cur­
riculum. At the present time, straight lecturers 
are utilized with little or no class participation. 
Particular attention is called to the final 16 hours 
in the new recruit curriculum in law. The unit, 
called' "The Practical Application Unit" will in­
clude, in addition to a moot court and visits to 
courts, a series of three 3-hour seminars at which 
important legal issues will be discussed by experts. 
It is anticipated that this new curriculum will pro­
vide an up-to-date and completely relevant train­
ing for the new police officer. 

In the inservice area, law lectures are given in 
the criminal investigation courses for plainclothes­
men (a 4-week course) and for detectives (a 3-week 
course). These courses are designed to train men 
recently assigned to the Detective Bureau and to 
develop lists that will be used for the selection of 
men to work in plainclothes. The in-service train­
ing also sponsors a unit training program, a TV 
presentation which is channeled to all of the pre­
cincts and is required watching for all patrolmen 
in the department. Nine such programs are pro­
duced each year. After the program the unit train­
ing ;;..lrgeant reviews the program in the light of 
local conditions. The unit training sergeants are 

'~------------------------------------

supplied with lecture material by the inservice 
training unit at the police academy. Very often 
these inse:rvici" TV programs are directed specific­
ally to sottle phase of the law. The legal educa­
tion unit, described above, would be responsible 
for developing the legal lectures for the CIC 
courses and also tlIe content of the TV presenta­
tions. Arrangements should be made to have the 
unit training sergeants report to the police academy 
for a special lecture in advance of any TV pro­
grarr 5 produced by the legal education unit. 

Additional in-service training for patrolmen and 
detectives is provided in a course known as the 
patrolman-detective refresher course. This has been 
a I-day course given each year focusing on a.partic­
ular poljce. problem; e,g,.community relations in 
1968, riot control in HJ69. 

Inservice tra.ining for superior officers is handled 
in the command A, B, C, and D courses: Com­
mand A for above captain; co.mmand B for cap­
tains; command C for lieutenants; and command 
D for sergeants. 

Command A and B courses have approximately 
4 days per year an.d the C and D courses 1 day per 
year. Obviously, little time can be devoted to legal 
topics in these coyrses. 

The inservice training faculty should develop an 
ongoing course which would include refresher 
courses for sergeants and lieutenants and a similar 
inservice course for detectives and detective squad 
commanders. These courses-one for lieutenants 
and sergeants and one for detectives-should last 
for 2 weeks with a total of 40 men in attendance 
at one time. On a basis of 50 weeks per year, 
1,000 detectives and 1,000 sergeants and lieutenants 
'Would receive the refresher course. As a result, 
every lieutenant, sergeant, and detective would at­
tend every 3 years. In the lieutenant and sergeant 
refresher courses, the role of the lieutenant and 
sergeant as an instructor of the patrolmen should 
be emphasized. 
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The development of the policeman in terms of 
his attitude to the law, the law breaker, and the 
community must permeate all parts of the training 
program, both at the recruit and the inservice level. 
For a police officer to kri;:,w the content of the 
course unit in law is not sufficient; he has to be 
prepared to put this content into practice-with 
justice, equity, and compassion. 
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Chapter 9. Training in Firearms 

9.1 Review of Firearms Traint. ... g 

A comprehensive review of police training pro­
grams includes not only academic and physical as­
pects, but firearms training as well. A firearm is 
a lethal weapon which is at least as dangerous in 
the hands of an unskilled police officer as it is in 
the hands of the criminal. A rule worthv of con­
sideration by all police administrators is' this: If 
there are benefits to the officer, to the department, 
and to the community in arming a police force 
which outweigh the disadvantages of an armed 
force and overcome the harm and mischief caused 
thereby, then that force should be armed. Where 
the harm is greater than the benefits, that force 
should .not be armed.1 If the decision is to arm, ' 
then the consequences become a responsibility of 
the administrator. It behooves him to assure that 
his men are as skilled as possible in the use of 
their weapons. 

Through several centuries the American tradi­
tion of carrying revolvers by police officers has been 
unquestioned. The custom is accepted almost as 
a social institution by police administrators, courts, 
and a majority of the public. The functional value 
?f the syst~m is the effectiveness of the arms policy 
In the mamtenance of law and order. But when 
the functional value is discussed, both the manifest 
and latent functions must be discussed as well. The 
manifest f~nction is the obvious result of the sys­
tem. ObVIOusly, the consequence of arming police-

1 The hann referred to includes: improper use of firearms 
by police officers (to commit suicide, shoot their wives and 
others, commit robberies, lend them to unauthorized persons) 
and loss ~f weapons, failure to safeguard revolvers, allowing 
young chIldren or others to misuse them accidental shootings 
t • " rllmering a riot by use of guns (even where their use is 
I" egt.hmate), shooting of innocent bystanders, civil actions 
agal~st the officer or his department or city. Consult un­
publIshed master's thesis by Marvin Boland, "ShOUld Police 
Carry Firearms?" The Baruch College, City University of 
New York, 1969. 

men is that assaults on police officers and crime in 
general will probably be discouraged by the fear 
that all policemen have guns and' the authority to 
use them. But the latent function, the unintended, 
unrecognized consequences of this policy must also 
be considered. These consequences are the mis-
chief mentioned above. -. 

It is axiomatic that a law enforcement officer 
must avoid negligence in his work. An officer may 
have full authority to act (or shoot), but, unless 
he does so using a reasonable standard of care, he 
or his agency may be sued and adjudged liable {or 
damages. Inadequate or improper firearms train­
ing h~s been held to be such a lack of reasonable 
care. To cite one case, a New York City police' 
officer entered a drug store while a holdup was in 
progress.2 He announced himself and fired six 
shots at two robbers at c1.ose range. Four shots 
st~uck the decedent (who was being held hostage) . 
HIS executor alleged negligence: the officer had 
been given firearms training once every 4 months 
firing 10 rounds slow fire at a target 60 feet away: 
There was no training in combat shooting. Negli­
gence was established on the ground that the offi­
cer had not received sufficient and proper training 
in t.he use of small firearms. The New York City 
PolIce Department thereafter revised its firearms 

,curriculum to provide for combat training. This 
study examines existing firearms training programs 
of the New York City Police Department, the FBI, 
an~ others. Both basic, courses for new police re­
crUIts and advanced courses for experienced officers 
are considered. Recommendations are made for 
~ew courses, new targets, new scoring qualifica­
tIOns, and new training policies. 

MethodolofSY 

A variety of methodological approaches were em-

• MeistitlSky v. New York, 285 Appellate Division 11511 
(1955). 
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ployed in this study. In the discussion on present 
firearms training programs in New York City 'and 
in the FBI, the approach is descriptive, based on 
empirical considerations over many years of experi­
ence and development. Courses and programs 
were studied, trainees were observed in training, 
and numerous discussions were held with range 
offi«;ers.3 

Appendix B covering the firearms training pro­
grams of 102 police agencies is a comparative study 
based on an analysis of a survey. This appendix 
also presents a statistical analysis of the results of 
firearms training in the New York City Police De­
partment, based' on a study of 10 years' records and 
recent experience. That study is largely diagnos­
tic, theoretical, and experimental. 

The result of this effort is a series of suggestions 
and recommendations arrived at by problem-solv­
ing methods, which the research staff believes will 
lead to an improved firearms training program 
based on actual police needs, and with secondary 
byproducts of economies and public acceptance. 

The principal tool used in this study was the 
survey questionnaire (sent' to some 425 police agen­
cies). On a personal basis, the firearms officers of 
the Federal Bureau of Investigation in Washing­
ton, D.C., New York City, and Camp Smith, and 
range officers of the New York City Police Depart­
~ent, Nassau County Police Department, Suffolk 
County Police Department, the Puerto Rican Po­
lice (San Juan), and the Chicago Police Department 
were the principal collaborators. 

The study began with a close look at firearms 
train:~g practices in the various police agencies: 
mumclpal, county, State, and Federal, with a view 
toward determining 'Wb.at was being done in com­
mon, the extent of standardization, kinds of ,weap­
on~ ~sed, amount of classroom and range work, 
trammg methods and innovations, training policies 
and practices, shortcomings, needs, comments, ob­
servations, recommendations, and results. The ob­
jective was to design model firearms training pro­
grams for new recruits and experienced officers 
which would: (1) meet th.eir needs based on the 
perils faced on the job; (2) protect the officer and 
his agency in courts of law in civil cases arising 

3 Lt. Francis McGee, firearms 9fficer of the New York City 
Police Department, Sgt. John Sturch, firearms officer of the 
Chicago Polic.e Department, and Special Agent Charles Smiti>" 
firearms officer of the FBI, were particularly helpful in this 
study. 

\~< --~~'---------------------------------

out of firearms use; (3) improve police morale by 
developing confidence in their ability to use their 
weapons skillfully; (4) establish standatds of pro­
ficiency; (5) provide optimum training economi­
cally; and (6) gain public approval. 

Recruit Firearms Course in the 
New York City Police Department 

The new police recruit in New York City is re­
quired to purchase his .38 caliber revolver (Colt 
or Smith & Wesson, 4-inch barrel) on the day he 
is sworn into the police department. He is told 
not to remove it from the holster until scheduled 
for firearms training and he is forbidden to pur­
chase ammunition for the weapon. 

Probationary patrolmen and policewomen re­
ceive 56 hours of firearms instruction, firing a min­
imum of 340 rounds of ammunition. Training 
commences during the first week and is spread out 
over 16 weeks. During the warmest 8 months of 
the year the outdoor range is used with firing at 
7-, 15-, and 25-yard target distances. This course ;! 

is usuaHy given in eight 7-hour sessions. During 
the winter months instruction is given at an indoor 
range from the 20-yard line. This course is usually 
given in two 7 -hour sessions and 14 3-hour sessions. ~ 
New York City Police Department silhouette and 
bull's-eye targets are used. Training sessions are ~ 
divided into range classroom instruction and range .~ 
firing. Approximately 58 percent of the 56 hours 
(32 hours) is spent in class for demonstrations, 
discussion of the revolver manual of arms and safe­
ty regulations, briefing on the type of firing to be 
done at that session, and lectures on situational 
~se of tpe, firearms (including legal right and duty), 
Judgment, nomenclature, cleaning and care of the 
revolver, ballistics, target scoring, and so on. Other 
matters covered during this period include films 
(FBI and Duffco), slides, dry firing, inspection of 

weapons and holsters, registration of trainees and 
weapons, preparation of forms, question and an­
swer period, and a general critique after firing. 
During the final classroom session all "Of these mat· 
ters are reviewed. 
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Approximately 42 percent of the 56 hours (24 I 
hours) is spent on the firing range. The first day 
on the range the recruit must fire a qualifying 
score on a silhouette t~rget, single action, slow fire, 
prior to being permitted to carry the revolver and 
purchase ammunition. The next phase consists of 

buU's-eye target shooting, single action, in slow 
timed, and rapid fire. The final phase is defensiv~ 
combat training consisting of all positions in the 
practic~l pistol. course (PPC) from 7-, 15-, and 25-
yard distances when at the outdoor range and 
~oint shoulder, barricade, strong and weak hand, 
smgle and double action from the 20-yard line 
when at the indoor range. 

2. A single action, slow fire score of 60 out of 
~OO on buU's-eye target (10 rounds from 20 yards 
mdoors, 25 yards outdoors). 

3. A single action, timed fire score of 60 out of 
~OO on buU's-eye target (JO rounds from 20 yards 
mdoors, 25 yards outdoors). 

There are five qualifications which each recruit 
m~st meet before advancing to the next type of 
firing: 

4. ~ single action combined score of 180 out of 
a pOSSIble 300, slow, timed and rapid fire (30 rounds 
from 20 yards indoors; outdoors from 25 yards 
slow and timed, from 15 yards rapid) . 

5. Ten rounds point shoulder, double action and 
10 r~unds b~rricade, single action (strong hand) ; 
14 hits reqUired on a silhouette target (from 15 
and 25 yards outdoors and 20 yards indoors). 

1. The original qualification to wear a loaded 
r~volver. (Single action, 40 rounds, from 20 or 25 
sIlhouette target.) 

Number 
Session of rounds 
1st (25 yards) .............. 40 

2d (25 yards).............. 60 

3d (25 yards)................ 60 

The typical outdoor range recruit course is as follows: 

Type of firing 
Slow fire, single action, 10 rounds Do . . ................................................................................ . 

Do ~ ............ u •••••••••••••••••••••••••• __ ............................ n ........................................ . 

......................................................................................................... ~ ..... ~. 
Do ......................................................... . 

Single action for qualification to carry revolv~~ .. ·(~~~~;··~~··PA .. ·i·2·········· .... 
qualification). as per 

pr.~p~rat~?nl of PA 11 and PA 12; registration of revolvers; inspection of holsters' 
sa ety ecture; nomenclature; cleaning and care of revolver' ballistic' 

revolver manual; single action lecture. ' s, 

Slow fire, single action, 10 rounds .. . Do .............................................................................. . 

~: ::==:==:.:::=::=::::.:::====::::::.=::. 
............................................ ~ ..................................................................... . 

Do ................................... . 
(Revised bull's·eye.) Highest qualif;i~~·~~~;~··;~~~~d~d·~~··PA··ii······· .. ······ .. 

R~volve~ manual; "safety" lecture; stamping e1juipment; FBI single·action film' 
owermg of the hammer on a "live" round; single action review le::ture. ' 

Time fire, single action, 10 rounds Do ............................................................................ . 
Do ............................................................................ ~ .............................. u •••••••• 

••••••••• u ............................................................................................... h ... .. 

. Do ....•................................................................... 

.~ighest ~ualifying score, attained recorded on P A 12:······················· .. ···· .. ······· 
RapId fire, smgle action, 10 rounds . .......................................................................... . 

po ....................................................... . 
R~volver manual; "safety" lecture; review "single;;··~~;i~~···i~~~~~~~·::·~i~~·;; .. fi· .. · 

mstruct "rapid" fire. ' re 

Target 
Silhouette 

Do. 
Do. 
Do. 

BuU's·eye 
Do. 
Do. 
Do . 
Do. 
Do. 

BuU's·eye 
Do. 
Do. 
Do. 

Do. 
Do. 
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Number 
Session of rounds 
4th (25 yards).............. 60 

5th: 
(25 yards) ............. . 50 

(15 yards) ............. . 

6th: 
(15 yards) ............. . 70 

(25 yards) ............. . 

(15 yards) ............. . 

(25 yards) ............. . 

7th: 
(7 yards).............. 50 

(15 yards).............. 30 
(25 yards).............. 20 

8th (7, 15, 25 yards).... 100 

Typical outdoor range recruit course-Continued 

Type of firing 
Rapid fire, single action, 10 rounds ........................................................................... . 

Do ............................................................................................................ .. 
Do ................................................................. . 

Target 
Bull's-eye 

Do. 
Do. 

Highest score at~~i~;;·i~~·~hi·~·~~d··i;s~·~~ssion in rapid fire will be recorded 

onPA12. 
Slow fire, single action, 10 rounds ................................................................................. . 
Time fire, single action, 10 rounds ............................................................................... . 
Rapid fire single action, 10 rounds ........................................................................ : .... . 
Review of "safety"; lowering hammer on a "live" ~'Ol1nd; Duffco machme; 

review single action, slow,time, rapid. 

Do. 
Do. 
Do. 

Slow fire, single action, 10 rounds ................................................................................. . 
Time fire, single action, 10 rounds .................... , .......................................................... . 
Rapid fire, single action, 10 rounds ............................................................................... . 

Bull's·eye 
Do. 
Do. 

Test in Bingle action, 180 required, .ecord scor,ed on PA 12 and total. 
Peint shoulder, double action, 5trom~hand, supported, 10 rounds ....................... . 

P · h ld double action stron'" hand unsupported, 10 rounds ................... . Olnt s ou er, '0' . . 'd' 
Review of "safety"; revolver manual, review single action, slow, time, rapl , 

instruct double-action point shoulder; instruct combat load; FBI film on 

double-action firing. 

Point shoulder double action, unsupported, 10 rounds ........................................... . 
Point shoulder double action, unsupported, kneeling, 10 rounds _ .......................... . 
Single action, barricade, strong hand, 20 rounds ....................................................... . 
Single action, barricade, weak hand, 10 rounds ... , ........................... ; .............. : ........ . 
Point shoulder, double action supported or unsupported (14 hItS reqUired-

record on PA 12), 10 rounds ..................................................................................... . 
Single action, barricade, strong hand (14 hits required-record on PA 12), 10 

rounds ................................................................................................................................ . 
Review of "safety": review double action, point ~houlder, supported and unsup­

norted. and kneeling; review combat load; Instruct strong hand and weak 

hand, barricade shooting. 

Police crouch ....................................................................................................................... . 
Double action, point shoulder ............................... _ ....................................................... . 

Do ........................................................................................................... . 

R · f "s'~ety"· m' ~nual' review police crouch, double action, point shoulder, eVlew 0 ... 1' , , , • b . d 
supported and unsupported; review combat load-unload; review atTica e 
shooting and kneeling position. 

Silhouette 
Do. 

Silhouette 
Do. 
Do. 
Do. 

Do. 

Do. 

Silhouette 
Do. 
Do. 

Practical revolver course (fired twice) .......................................................................... .. Silhouette 

Review of all classroom instruction. 
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The typical indoor range recruit course is as follows: 

Type-of-firing Target 
10 slow fire .......................................................................... : ..................................................... Silhouette 

Do ............................................................................................................................. '" Do. 
Do ......................................................... ~..................................................................... Do. 
Do 
Do 
Do 
Do 
Do 
Po 
Do 
Do 
Do 

................................................................................................................................ Do. 

................................................................................................................ Reversed bull's·eye 

................................................................................................................................ Bull's-eye 

...................................................................................................... '......................... Do. 
Do. 
Do. 
Do. 
Do. 
Do. 

10 Time fire ......................................................... :..................................................................... Do. 
Do ................................................................................................................................ Do. 

10 rapi~ fire ............................................................................................... "............................. Do. 
Do ............................................................................................... :............................ Do. 

10 rapid firi: ......................................................................................................................... ,," Do. 
Do ............................................................................................................................ Do. 
Do Do. 

10 strong hand, point shoulder, double action, supported ......................................... Silhouette 
10 strong hand, point shoulder, double action, unsupported...................................... Do. 

Do .................................................................................................. Do. 
10 strong nand, single action, barricade .......................................................................... Do. 

Do .................................................................................................. Do. 
10 strong hand, point shoulder, double action, unsupported...................................... Do. 
10 weak hand, single action, barricade ............................................................................. Do. 
10 slow fire ............................................................................................................................. Bull's'Er~ 
10 time fire .................................................................................................................... ,......... Do. 
10 rapid fire ............................................................................................................................ Do. 
10 slow fire ........................................................................................................ .,.................... Do. 
10 time fire .............................................................................................................................. Do. 
10 rapid fire ............................................................................................................................ Do. 

Test 180 required ...................................... Do. 
10 strong hand, point shoulder, double action, unsupported ..................................... Silllouette 
10 strong hand, single action, barricade .................................... '..................................... Do. 
10 double action, rapid fire cadell.ce .................................................................................. Do. 

Do ............................................................................. "............ Do. 

Minimum 340 rounds-All .38 caliber special am­
munition. 

Analysis of New York City Police Department 
Recruit Training Course 

All subjects related to safe handling, accurate 
shooting, situational use, use of deadly physical 
force and C!ire of the service revolver are adequately 
covered in the classroom. Visual aids, including 
overhead projectors, film, slides, demonstrations, 

exhibits and displays, provide a diversified and in­
teresting learning experience geared to the prac­
ticalities and realities of real-world situations. 

Sufficient firearms practice with the service re­
volver under close supervision is provided to train 
most flew police recruits to the point where they 
are proficient in the use of their revolvers and of 
little danger to themselves .and to the citizens of 
the community. . Provision exists for a.ddi'iional 
U'aining for the few who have difficulty in qua1i£y­
ing. Generally speaking, the course is good, but 

1 All sessions except. the .1st and 16th ".re half-day sessions. The 1st and 16th are whole·day sessions. 
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there is insufficient emphasis on t.he use of judg­
ment in shooting situations. Recruits niay be tested 
for their knowledge of safety rules and fo~ fire~s 
proficiency, but no adequate method eXl.sts to In­

sure that they are able to exercise good Judgment 
in field combat. Sfnce it is difficult to define a 
terminal performance objective which wi~l insure 
good judgment and it is expen~ive. t? devIse a .sys­
tern for the observation of the 10dlvldual term10al 
behavior of more than 2,000 recruits a year, an 
alternative is e"sential. The answer may be "satu­
ration," meaning such concentration on judgment 
that the probability of a recruit going ~hrough the 
course with an inadequate understand10g and ap­
preciation for this essential is reduce~ to a? abso­
lute minimum. This can be accomphshed 10 four 

stl'uctor training. It is suggested that al~ new fire­
arms instructors be given a 10-day range. mstr~ctors 
course. The content of stIch a course IS avatlable 
from the iSI. It m:Ly be possible to have range 
officers trained at FBI ranges where ongoing cours~s 
are conducted for FBI range personl)el. (As of th~s 
writing a 10-day course for firearms instru~tors IS 
about to be introduced in the New York CIty Po-

ways: 
1. Greater use of the Dullco films and the pro-

ductio~ 'of additional films showing other situa-

tions .. 
2. The use of a device designed to teach decision-

making in shooting situatio~s. ?n~ such syst~m 
utilizes 8-millimeter colored hIm 10 mstl!-nt-loadmg 
cartridges which require no reels, threadi~g, sprock­
ets, or rewinding. A libral'y of film IS' already 
available, design~d to train police officers in the use 
of judgment. While this system was evaluated and 
rejected by the firearms unit of the Police .~cademy 
a few· years ago, a reevaluation maybe in order 
due to recent technical improvements. 

3. Lectures and discussions designed specifically 
to emphasize the decisionmaking' and judgment 
process .<a minimum 30-minute period at every 
range session). 

4. An addition to the rules and procedures re­
quiring the presentation of a report describing the 
circumstances and the result of the investigation 
by any precinct experiencing an incident wherein 
a police officer fired his revolver. (A form is used 
for this purpose in Chicago, see page 134). Forwarded 
to the firearms unit, these reports can serve as a valu­
able source of discussion material and training aids, 
on the use of judgment, as well as providing the ' 
means for an evaluation oE the training program. 
Discussion and critique of actual shooting occur­
rences involving questionable judgment may avoid 
siI,nilar errors by others later on. " 

The finest firearms training program can be ill­
effC{:tive if competent instructional personnel are 
not available. Presently, there is inadequate in-

lice Department.) 

Recruits should not be issued their firearms prior 
to receiving firearms training.-There are II number 
of cases on record of recruits who, prior to firearms 
training, take their revolvers horne and. ~ccidentally 
kill or cripple members of their fa~lhes. Th.ese 
cases often end in civil actions agamst the CIty, 
charging negligence based on .improper o.r incom­
plete training; In a 4-day penod thIS spnng three 
such cases were reported in the principal case sheets. 

In the interest of their own safety, the safety of 
their familites and the public, and the avoidance of 
civil suits against the city, it is suggested that new 
recruits not be armed until they. qualify o~ ~he 
range, and not before the fourth w~ek of tr~m1Og 
in any case. The practice of arm10g recrUlts on 
their first day is often defended by ~he st!ltem~nt 
that most recruits have handled guns m the serVIce, . 
or are 'hunters, and "know" guns. The experience 
of this department is that these men .i~v'ariably 
have the greatest difficulty in firearms trammg. To 
admonish recruits against ta:king their guns out 
prior to training and not to purchase ammunition 
is unavailing. Th«:: first th10g many of them do 
when they get home is take the revolver out and 
show it off. A~Jmunition is as accessible as the 
closest sporting goods store. . . 

The first qualifying test is a poor baSIS upon 
which to arm new men with loaded revolvers. It 
should be eliminated. The recruit should be 
armed only when he has passed the entire firearms 
course (which would include all classroom work). 
. If this is deferred to the fourth week or later, as 
suggested, he will have had all the necessary bac~­
ground study as 'well: law, use of force, ~se of dI~­
cretion, limitations, and related informatlOn. It IS 

generally agreed that single ~ction shooting is a 
desirable foundation to double action or combat 
shooting. But the for!l',er should be deemphasiz~d 
somewhat and the latter emphasized more, for s1!l­
gle action shooting in combat is rare. 
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Some of the targets in use are not ideal for be­
ginners. Three targets are suggested: (a) The 
standard police "L" target is acceptable for bull's­
eye (single action) shooting. (b) A new plain, neu­
tral shade silhouette target with thin scoring ring 
(not visible to the trainee) should be used for 

double action practice shooting, seepage 124. The 
scoring ring would be shaped as a milk bottle or 
bowling pin (as in the Colt T -6, the Colt police 
silhouette and the U.S. Army "s" target.s). This tar­
get will permit instructors to observe the perform­
ance of recruits while firing. The trainee can also 
see his hits and make adjustments. This target would 
not be scored. (c) A new plain, neutral shade silhou­
ette combat target similar to the presen.t police' 
academy combat target with the same bottle type 
scoring configuration described above. see page 125. 
This target is realistic; it is not possible to observe 
the strike area of bullets or the scoring "bottle." Such 
a target would be used for general combat training 
and qualification. 

Qualifications are unrealistic. 4 The present five 
should be reduced to two, one si.ngle action and 
one double action. The single action test would be 
lO rounds slow fire from 20 yards indoors and 25 
yards outdool'S, with the qualification raised from 
the present 60 to 65. The test would be given twice 
on the second day of the firearms training. Those 
failing would be retested on the third and again on 
the fourth and fifth days, if necessary. This rela-, 
tively easy qualifying score will enable almost all 
new recruits to pass, will raise the minimum pro­
ficiency level to a more reasonable standard and 
will be followed by more stringent requirements in 
later inservice training. The combat shooting test 
would be as follows: 

. (a) Twelve rounds from 7 yards (police 
crouch) in 30 seconds; 

(b) Twelve roune rom 15 yards (point 
shoulder supported) in 30 seconds; 

(c) Twelve rounds from 15 yards (point 
shoulder unsupported) in 45 seconds; 

(d) Twelve rounds from 25 yards (six rounds 
weak hand barricade and six rounds 
strong hand barricade) in 60 seconds; 

• The "Rules and Procedures," cha~,~ .. ' ,20, paragraph 5 .. U, 
mention only one qualification: 60 out of 100 slow fire. For 
many years, however, there have been five firearms qualifica­
tions (as previously indicated) . 
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(e) Two rounds from 25 yards (kneeling, 
supported or unsupported) in 5 
seconds. 

The total would be 50 rounds in 2 minutes an~ , 
50 seconds on the new combat target. A score of 
75 would be required. The test would be given on 
the fifth day of training. Those failing to qualify 
would be required to refire. A second failure 
should require practice on their own time and re­
testing during the week following their firearms 
training week. 

On occasions in the past, new recruits were given 
double action training prior to single action train­
ing. This is a poor practice. Not only do most 
range officers agree that a good single action foun­
dation is desirable for double action proficiency, 
but if mistakes are made in the initial learning 
process, 01 'f s,ubject matter is not presented in the 
proper order, or if bad habits are developed at the 
outset, a major correctional problem results. Re­
cruits should learn the basic principles of shooting 
before moving to advanced techniques. 

Consideration should be given to instituting a 
new element in the recruit course. Simulated. night 
firing under conditions where there is minimal 
danger of accidents is desirable because most oc­
casions for combat shooting occur during periods 
of dusk or darkness. This can be accomplished by 
adjusting the lighting at.indoor ranges to varying 
degrees of darkness. It will give the recruit an 
appreciation of this situation and avoid the sur­
prised confusion he experiences when he finds him­
self for the first time in a night rn'llbat shooting 
situation and cannot see his gun, much less its 
sights. 

Presently there is o.ne instructor on the firing line 
for every 10 trainees~ This practice could be 
dangerous and does not aHow for individual atten­
tion. Most range officers suggest one instructor for 
every five or six men on the line outdoors and one 
for three or four indoors. 

The system of spreading 56 hours of firearms in­
struction over 16 weeks is not in the best interests 
of good firearms training. There is a certain 
amount of duplication and .loss in such a system 
which could be at"ided if all or most training were 
given intensively on successive days. More than 
half of all police agencies surveyed, including a 
number of capital cities, State police agencies and 
the FBI, provide firearms training all at once (see 
app. B). The officer in charge of the firearms unit 
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of this department agrees that as ~uch can be 

h
. d I'n 40 consecutive hours without loss of 

aC leve 4 I" A 
ualit as in 56 hours spread out over mont l~. 
~ecom~ended new course for recruits is suggested 

later in this chapter. 

in the New York. City Inserrhce Firearms Course 
police Department 

For at least the past 10 years the "Rules and 
Procedures" have indicated that there are three 
inservice firearms training sessions eac~ year for all 
members of the force. 5 Normally ~he I~door cyc~es 
consist of half day sessions which mY'uIV~j c?eck-m, 
inspection of all firearms and leather e~Ulpment, 
safety lecture and division of the sho~tlng group 
. I The relay on the hne fires 30 mto two re ays. 
rounds single action on a bull's-eye. target, . slow-
timed rapid fire (60 out of 100 slow fire IS the 

l 'fi tion) The other relay has lectures and 
qua I ca . (. mbat 
discussions of some aspect of firearms I.e., co. . 
shooting, shooting under less than i.deal conditIOnS 
with respect to light, visibility, movmg target, mov­
ing police officer and vehicle~, the l~w O? use o~ 
deadly force, warning shots, mght firmg, no.ts, an 
demonstrations). Halfway through the session the 
two relays switch activities. . 

The outdoor cycles consist or full day sessions 
where the men are divided into two or more relays 
of manageable size. After check-in and weapons/ 
leather inspection, the relay ~n' th~ line fires ~OO 

d . Ie and double actIon with both serVice roun s SlOg . 1 
and off-duty revolvers on the practIcal rev~ v~r 
courses. The last 50 rounds are scored (35 hits IS 
the qualification). The other relay. (s) ~ave mov­
o l'des Duffco films,. lectures, dl,scusslons, and les, s I , . . h 
demonstrations. After lunch ,the l:elays SWltC . 

., f 'l't' d a very capable instructional 
tra"~llOg aCI lIes an . . . ets 
staff, the little inservice tralOmg prOVided me 
minimum acceptable standards, 

Inservice training has been bm'ely adequate. 
Three inservice sessions a yea!, are suggest.ed-t:vo_ 
half days indoors, and one full day outdOO1s.-FI;e 
arms training should not be interrupted ex~ept or 
urgent crise~, and the1/. reinstated as qUickly as 

ossible making up whatever was lost. 
p No U:atter how well trained one is in the .use of 

. ff oveL - penod of the revolver, proficiency su ers .. . 
time if regular practice is not schedul~d.. BeSide 
the regularly scheduled cyclic training, It IS reco~­
mended that a location in each borough be ma e 
available where members of the force may ~o. on 
their own time to practice, wi~h aI.nmumtlOn, 
supervision, and instruction provlde~ by the de-

artmen·t. This was formerly a pohcy, but was 
~iscontinued in .1967. It would benefit t~e weak 
shooter directly, and the department, ~he. City, and 
the public indi-:ectly. (NOTE: The chIef Inspector, 
director of this project, instituted a v~luntary prac­
tice programllt the outdoor range 10 Ju~y 1969, 
and the substance of this recommerudatlOn was 
implemented on September 29, 1969.) 

Because at any given time as many as 5 percent 
of police officers' revolvers are not in proper work­
ing condition and holsters may be worn or unsafe, 
it is s~ggested that if cyclic training. is not put on 
a three-a-year basis, the firearms umt sho~ld pr~' 
vide <ill inspecti(;m tean: to cover all prectncts 10 

the city at 8 a.m. and 4 p.m. at least once every 3 
months for revolver /holster / ammunitior inspectI.on 

(occasionally bullets are old or tiaturated WIth 

cleaning oil and wiB not fire).. ~. 
Because of the importance of Judgm,..:~t 1~ the 

use of firearms and because a 1968 survey mdlcated 

ring for qualifying on the practical revolver course. 
The qualifying scores should be revised. The 

single action qualification (once a year indoors) 
would be a wr:.tbined score of 190 out of 300 with 
30 rounds slow·timed-rapid fire instead of the cur­
rent 180 nut ofi ~OO. The present qualifying score 
of 60 on slow fire (which was recommended be 
raised to 65 for recruit training) would not be re­
qui,red. However, it is suggested that the slow fire 
score be recorded separately for evaluation 
purposes. 

The new double action qualification (once a 
year outdoors) would be 75 out of 100 on the same 
practical revolver course as that described. for re­
cruits. Thus, both the recruit and in service quali­
fying scores, single and double action, are more 
demanding, as they should be, They are, however, 
considered to be reasonable. 

The phi~.)sophy behind the qualification scores 
should be· stated as department policy, readin~ as 
follows: 

Department experience indicates that these qualification 
. 'scr,res are necessary minimums. Proficiency below this level 

is dangerous in that there is good reason to believe that such 
persons lack reasonable effectiveness jn marksmanship and 
Eafety for,bystanders. 

Analysis of Inservice Course 

On paper, the New York City police Departme~t 
has a fine firearms training program for expen­
enced officers. Of the cities studied (see ap~. B), 
New York City is above average in the quahty of 
its program. This was not the case, howe.ve.r, from 
1966 to early 1969 when much of this tral~lOg was 
suspended. All training has now been remstated. 
Because this department has such excellent firearms 

. ffi d t have a good under· many pohce 0 cers 0 no. . 
standing of the law regardmg the use. of de~dly\ 
force, it is suggested that lecture(disc~ss~on sess~~>DS I, 
and/or films be used at all cyche tram1O~ sessl~ns 
(minimum of 30 minutes) covering thiS subject 
matter. Judgment is at least as important as pro· 

In addition to the two qualification tests, the 
following is suggested at every shooting session, 
indoors and outdoors. The first 10 rounds fired 
are to be slow fire, ~ingle action from 20 to 25 
yards, and scored. This score is important for 
several reasons: (aj It ~imulates shooting under 
actual combat in the sense that these sho~s are fired 
before practice' after a long period of no firearms 
training (in· combat the first six shots u5uaH)' tell 
the whole story-life or death); (b) the score will 
indicate the extent of loss of profidency since the 
last training session after practice; (c) this tech-
nique increases motivation and provides an 
excellent training device, 

To the special desigmltions of "marksman," 
"sharpshooter," and '''expert,'' the addition~l desig­
nation "distinguished expert" should be added. 
This would require a total score of 290 or higher 
(out of 300) in combined slow, timed, and rapid 
fire (single action) 1 plus 100 out of 100. on the 
double action c.Qurse (50 round PRC). It is esti­
mat~d t,?-at fewer than 200 members of the depart­
ment would so qualify, but the Los Angeles Police 
Department and other police agencies that have • "Rules and Procedures," New York City Police Depart­

ment, ch. 20, par, 5.1. 

ficiency with the revolo/f· . 
The three targets .... '> . J,ously discussed 10 the 

section on recruit fireahn~s training should also be 
., Th "L" target for 

used for in service tratn1Og: e . h 
. 'lh ette "I't bull's-eye shooting, the plam SI ~u • : 

. .' f d uble ar~rll practice, "bottle" sconng nng o~ 0 . -~(' . .. 

and the combat silhouette witlt."bot,Je" sconng 
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this designation report that the designation pro­
vides motivation, interest, and incentive; instills a 
spirit of competition; and that the special insignia 
is worn proudly. This addition would cost the 
department nothing. It should be noted that the 
present three designations are all based on single 
action shooting only, which policy is a carryover 
from the time when there waS no combat course. 
The latter is the more important and should be 
recognized. 

General Observations 

In studying the firearms training practices and 
results of the New York City Police Department 
some general observations may be made which are 
indirectly the concern of' range instructional 
personnel. 

Age.-Does a man's firearms proficiency deteri­
orate with age? The answer is generally "No." 
He may get weaker with age; he may be more 
nervous; muscular control may deteriorate some­
what; his arm may tremble when holding the re­
volver without support; his eyes may be weaker. 
In short, physical deterioration begins to set in 
.after about age 50. But maturity, practice, fa­
miliarity, experience, and eyeglasses seem to correct 
these deficiencies. A man's shooting proficiency 
does not improve over the years with limited prac­
tice, but it r,to be maintained into his sixties. 

Race.-Does race have any bearing on firearms 
proficiency? The answer is definitely "No." While 
firearms records do not distinguish ,between the 
ract> every fire:>:r::::1s instructor in this department 
and those interviewed from other departments 
indicated th\!re was no difference based on race. 

IQ.-Does intelligence affect a man's shooting 
proiid~ilCy? The answer is a qualified "Yes," 
While firearms records do not indicate level of in­
telligence, the foi1vwing statement summarizes the 
experience of many range officers in and out of this 
departmel1t, Recruits from the top of the patrol­
man's civr{"seryice list (presumably those with 
greater it\teUigcnce) are easier to teach, learn 
faster; and shoot' better in· all phases of firearms 
training than those from the bottom of the list 
(presumably those who were just able to pass the 
written test). Among those recruits from the mid­
dle of a civil service register, the ones (subjectively) 
deemed "br.i~ht" or "sharp" by range officers pro-

....... ; 
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gress more rapidly and attain great~r proficiency 
than those recognized as being "dull" or "slow­
witted." 

Height.-Is height related to shooting proficiency? 
Some range officers feel that the lower height re­
quirement in tht; New York City Police Depart­
ment (now)} feet 7 inchea) demands that shorter 
policemen be better trained with the revolver. 
Their reasoning is that the tall, muscular police 
officer is challenged less frequently by hostile per­
sons and can often handle situations without a 
weapon which a short man might not be able to 
handle except with his gun. While there may be 
an element of truth in this, it is believed by most 
that short men shoot as well as tall men, and height 
is unrelated to proficiency. 

Combat.-Is shooting proficiency on the range 
related to shooting proficiency in combat? The 
answer is generally "Yes," although statistically it 
cannot be proven because of inadequate records 
and the small number of cases. In any case, rela­
tively few bullets of all those fired in combat strike 
the target at which aimed. This' is because shoot­
ing conditions on the street are not like those on 
the range; there is less light; less time to aim care­
fully; the target is moving; the officer is moving; 
the target may be returning officer's fire; there are 
obstructions; the officer may be fatigued from the 
chase; and so on. 

9.2 A New Firearms Curriculum 

It is recommended that the recruit firearms cur­
riculum be a 48-hour course, to be given on five 
consecutive full 8<hour days during the fourth week 
of training or later, and one additional full day 
during the final week of training. All qualifying 
should be accomplished during the 5-day period 
or in the week following; no qualifying would be 
required during the final session. This recom­
mended course should not be regarded as definitive 
but flexible; adjustments may be made to facilitate 
scheduling. Basically, the course requires single 
action and qualifying in the first 2 days and 3 days 
of concentrated double action shooting and quali­
fying. As a revolver course, it might be regarded 
as a starting point toward a "model." 

First day a.m. 
1. Indoctrination; range rules, location of 

facili ties. 
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2. Filling out forms (P.A. 11, P.A. 12, revolver 
registration), holster inspection. 

peat the slow fire test 1£ n 
qualified will refir f' e.cessa~y, those still not 
fourth, or fifth day: or qualIficatIOn on the third, Fifth day a.m. 

3. Safety at the range and off the range. 
4. Nomenclature of the .38 caliber revolver. 
5. Revolver manual. 
6. Single action lecture, dry firing, work on 

p1coper grip, stance. 

Third day a.m .. 

1. Safety review, on and off 
2 D · . range. 
. ISCUSSlOn on judgment. 

8. Area aiming lecture. 

1. Safety review. 

.2. Lecture on police h 
t ) crouc (7 yards, double ac IOn . Dry firing. 
8. Fire 40 rounds from 7 

police crouch, supported and yards, double action, 
4 C . . unsupported 7. Basics of judgment. 

8. Fire 10 rounds, slow fire, on reversed bUll's-eye 
target, single action. 

. 1. Double action lecture oint . 
sIlhouette target. ,p of aIm on 

5. Dry fire double action' ch k . 

. ~1tlque on police crouch. . 

5. ~~) the double action course as follows: 

9, Critique on first shooting, review of common 
faults. 

triggel', positions. ,ec gnp, stroke of 
Twelve rounds from 7-y d l' . 

10. Fire 10 rounds, slow fire, on reversed bull's­
eye target, single action. 

6. Fire 50 n>unds d bl . 
bottle" 'lh' ,ou e actIon on new "milk 

SI OU(!tte target as follows' 10 
crouch, double action 80 ar dIne; polIce 

, secon s. 
(b) 

and 10 unsupported fr 1 ~ . supported 
d 2 om :) yards' 10 

an 0 unsupported from 25 . ' supported Twelve rounds from 15 yards, point shoulder 
supported, 80 seconds. 
(c) 

First day p.m. 7 Cr't' yaIds. 
11. Lecture on lowering hammer on live round, . . 1 Ique on double action shooting. 

dry firing. Th11'd day p.m. 
12. Fire 10 rounds, slow fire, on reversed bull's- 8. Lecture on ba . d J 

eye target, single action. Practice lowering hammer Dry firing. rnca e s looting, strong hand. 

0111 live round. 9. Fire 40 rounds 

Twelve rounds from 15 yards, point shoulder 
unsupported, 45 seconds. 
(d) 

13. Fire 20 rounds, slow fire, sinde action, on single action and 20 d' stbrol ng ~aIld barricade, 20 
. 0 ou e actIOn on 'lh 

bull's-eye target. (Score both sets of 10 rounds.) ette target from 25 yards. new SI ou-
14. Lecture on timed fire, single action, dry firing. 10. Critique on b . d 

faults. arnca e shooting; common 15. :Fire 10 rounds, single action, timed fire, on -
bull's-eye target and score.' 11. Discussion on 'ud 

16. Critique-on timed fire, common faults. physical' force. J gment; lawful use of deadly 

12. Gun cleaning lecture. 

Fou1'th day a.m. 

1. Safety while workin ( . 
prisoners) . g radIO cars, psychos, 

2. Lecture on b . d 
Dry firing. arnca e shooting, weak hand. 

, 8. Fire 40 rounds, weak hand b . 
smgle action and 20 d bl . arncade, 20 

. ou e actIOn from 25 d 

Second day a.m. 
1. Review safety rules. 
2. Revolver manual. 
3. Lecture on judgment. 
4. FBI single action film. 
5. Review of timed fire, dry firing. 
6. Lecture on rapid fire, single action, dry firing. 

on ;ew S~I~lOuette target. yar s 

on 5' Cntlque on barricade shooting. 
. Lecture on kneeIin . . 

7. Fire 10 rounds, single action, timed fire, on 
bull's-eye target and score. 

8. Fire 10 rounds, single action, rapid fire, 
bull's-eye target and score. 

. unsupported. Dry firing g pOSHlon, supported and 

6. Fire 20 rounds kne~lin f 
Second day p.m. silhouette target 10 g rom 25 yards on new 

10. Fire 30 rounds, single action, timed fire, single and doubl' _s~pported and 10 unsupported, 
, .' e actIOn. 

buIl's·eye target. (Score all three sets of 10 rounds.) 7. Critique on k l' . 
11. Fire 30 :rounds, single action, rapid fire, bull's· nee mg position shooting. 

eye target. (Score all three sets of 10 rounds.) FOU1·th day p.m. 
12. Fire 30 rounds, slow-timed-rapid fire, single 8. Fire 40 rounds do bl . 

. Weak hand and 20 ' u e actIOn, barricade, 20 
action. (Slow fire score will be recorded for quah-9 F" AD strol1ghand ftom 25 yards 
fication; composite score will be recorded.) . Ire ~ rounds doub" . 

9. Critique on rapid fire, common faults. 

Twelve rounds from 24 yard' . 
weak h d b S, SIX rounds 
b 

. an arricade, six rounds strong hand 
arncade; 60 seconds. 

(e) 

~7.~ ro~nds from 25 yards, kneeling, sup­
p ed ~I unsupported, 5 seconds. Total 50 
rounds In 2 minutes and 50 seconds on 
new combat target. The target wiII b a 
neutral shade silhouette b e a 
. '1 ' com at target 

SImI ar to the present New York C;ty P l' 
~ d " - - oue 
, ca. emy . combat target, but with a thin 
scormg rIng (not readily . 'bI h ) VISI e to the 
s .ooter shaped in the configuration of a 
mIlk .bottle or bowling pin. Scoring wiII be 
2 POl11ts for hits inside the bottle and 1 

b
POl11t for hits on the target but outside the 

ottle. 

Fifth day p.m. 

6 .. Critique of the double action course Re . 
scormg. . , . VIew 

. 7. Fire the double action course for oualifica­
tI~n. A score of 75 will be required. Nonq~uaI'fi 
wIll be r . d 1 ers 

.equlre to refire the course. Those t'll 
not qualIfying'l1 . s 1 

WI practIce on their own tI'me and 
return d' h 

. urIng t e following week to refire arid 
qualIfy. 

13. Fire 30'rounds, slow-timed-rapid. fire, singkSUpported and 20 u' Ie actIOn, kneeling, 20 
10 L . . ns~pported, from 25 yards. 

action. (Slow fire score recorded for qualification; . ecture-diSCUssIOn . d 
'fi 'II 11. Duffco films. on 1u gment. composite score recorded.) Nonquah ers WI ret 

8. D~~co films, emphasize judgment. 

9 .. Cntlque of entire firearms trail1in 
QuestIOn and answer period. Review. g course. 

~he relay not on the firing line wiII have their 
eqUIpment sta~ped. 
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NOTE.-Recruits will not be armed until they complete a 
week of firearms training and qualify in single and double: 
action. 

Sixth day a.m. (final week of training) 
1. Safety review (range, off range, on job) . 

2. Lecture on practical revolver course, posi­
tions, distances, time limits. 

3. Fire PRC twice. (No qualification required.) 

4. Duffco films, emphasize judgment. 
Sixth day p.m. 

5. Le~ture and display of youth-gang weapons. 

6. Lecture and display of common weapons to 
be encountered in daily work. 

7. Lecture (includes demonstration, display, and 
exhibition) on heavy weapons used in ·the depart­
ment (rifle, shotgun, submachinegun) . 

8. Question and answer period, emphasize law 
and judgment in use of deadly force. 

NOTE.-On all 6 shooting days it is recommended that the 
exact number of rounds to be fired be left to the discretion 
of the range officer in charge. If the group shooting proceeds 
at a rapid pace, more firing should be done. Nonqualifiers 
should refire at the same session to qualify, if time permits. 

It is recommended that there be three inservice 
firearms training sessions each year for all mem­
bers 0/; the force. The outdoor session would run 
from April 1 through October 31 each year, for a 
full da.y on the range. There would be two indoor 
cycles: Fall-November 1 through January 15, and 
winter-January 16 through March 31; each indoor 
session would be for a half day. 

The recommended outdoor cycle would consist 
of classroom work, demonstrations and firing on 
the range. Class work would cover tactics, safe 
handling of various weapons, ballistics and bullet 
potential, firing at targets in motion, civil disturb­
ances, crowd control, handcuffs, night sticks, judg­
ment, snipers, antisniper program, mobile security 
unit, firebombs, Molotov cocktails. Techniques 
would include lecture, filn~s, slides, demonstrations; 
exhibits and other visual aids. A good, well­
rounded firearms program is not measured only by 
the development of marksmanship, but by the 
acquisition of knowledge involving the use, poten­
tial and tactical application of weaponry. Combat 
sh06ting positions and dry firing would be carried 
out on the line by firearms instructors assigned to 
the line. The o{ltdoor session would be broken 
down as follows: 

RELAY No.1 

8:00- 8:10a.m. Check-in 
8:1(1- 8:30 a.m. Classroom (safety) 
8;30- 8:40 a.m. Ammunition distribution 
8:40- 9:30 a.m. Firing line, PRC with off-duty revolver 
9:30-10:20 a.m. Classroom (firearms-related subject) 

10:20-11: 10 a.m. Firing line, PRC with service revolver 
11:10-12:00 Noon Classroom (firearms-related subject) 
12:00- 1:00 p.m. Lunch 
1:00- 2:00 p.m. Firing line, two PRC's with service revolver 

(last PRC for record) 
2:00- 3:00 p.m. Classroom (firearms-related subject) 
3:00- 4:00 p.m. Critique, police range, dismissal 

RELAY No.2 

8:00- 8:10 a.m. Check-in 
8:10- 8:40a.m. Classroom (safety) 
8:40- 9:20 a.m. Classroom (firearms-related subject) 
9:20-10:20 a.m. Firing line, PRC, with off duty revolver 

10:20-11:10 a.m. Classroom (firearms-related subject) 
11:10-12:00 Noon Firing line, PRC with service revolver 
12:00- 1:00 p.m. Lunch 
1 :00- 2:00 p.m. Classroom (firearms-related subject) 
2:00- 3:00 p.m. Firing line, two PRC's with service revolver 

(last PRC for record) 
3:00- 4:00 p.m. Critique, police range, dismissal 

The recommended indoor cycle would involve 
the following schedule: 

INDOOR SESSION No.1 (JANUARY 16-MARCH 31) 

FiTSt houT 
(a) Check-in, inspection of weapons, ammuni­

(b) 
(c) 

tion, and leather (20 minutes) . 
Draw ammunition (10 minutes) . 
Lecture on safety (at range, on job, at 
home) (30 minutes) . 

Second houT 
(d) Lecture on single action shootin~ covering 

stance, grip, sight alinement, tngger con­
trol, breathing, slow, timed and rapid firing 
(45 minutes) 

(e) Break and preparation for the firing line 
(15 minutes) . 

Thi1'd and fouTth hOUTS 
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(f) On the 25-yard firing line (L target): Fire 
10 rounds slow fire, 10 timed fire, and 10 
rapid fire; score and record. (190 out of 
300.required) (45 minutes) . 

() Review of double action shooting covering g . 
stance, grip, sight alinement, tngger con' 
trol, and position firing (30 minutes) . 

(h) On the 15-yard firing line (combat target): 
Fire 12 rounds double action, point shoul­
der, unsupported. On the 25-yard firing 

line (combat target) : Fire 12 rounds double 
action, point shoulder, supported. Score 
and record (no qualifying score required), 
reload for street (45 minutes). 

Total, 4 hours, 54 rounds. 

INDOOR SESSION NO. 2 (NOVEMBER I-JANUARY 15) 

First hour 

(a) Check-in, inspection of weapons, ammuni­
tion, and leather (20 minutes) . 

(b) Draw ammunition (10 minutes) . 
(c) Lecture on safety (at range, on job, at 

home) (30 minutes), 

Second hour 

(d) Double action lecture including shooting, 
stance, trigger control, grip, sighting, com­
bat position firing, firing at targets in mo­
tion (30 minutes) . 

(e) Lecture on night firing course (15 minutes). 
(f) Break and preparation for the firing line 

(15 minutes) , 

ThiTd and fourth hours 

(g) With off duty revolver on the 7-yard firing 
line (combat target) : Fire 10 rounds double 
.action from police crouch position. From 
the 15-yard line: Fire 10 rounds double 
action point shoulder supported. Score 
and record (no qualifying score required) 
(40 minutes) , 

(h) With service revolver (combat target): Fire 
12 rounds double action from the 7-yard 
line, police crouch position; fire 12 rounds 
double action from the 15-yard line, point 
shoulder unsupported; fire 12 rounds 
double action from the 25-yard line, point 
shOUlder unsupported. Score and record 
(no qualifying score required) (45 

minutes) , 
(i) W h .it servi~e revolver (silhouette target): 

FIre 10 rounds on the simulated "night" 
firing course. Range lights will be lowered 
to simulflte darkness. Course is for familiar­
izatioH, no scoring required. (35 minutes) . 

Reload for street. 
Total, 4 hours, 66 rounds. 

Training Policies 

Having outlined the recommended recruit and 
inservice firearms training programs, a number of 
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suggestions follow which are related to firearms 
training policies. 

Opening of indoor ranges.-The 11 indoor ranges 
were closed in April 1967 and more than 90 range 
personnel were reassigned to field commands. All 
indoor ranges remained closed until recently, when 
a few reopened. The outdoor range and a few 
indoor ranges' cannot provide adequate training 
for the 31,000 members of the force, which con­
tinues to grow. In addition, there is the possibility 
that the lease for the outdoor range will not be 
renewed next year and that facility may be lost. It 
is imperative that all indoor ranges be reopened 
immediately. 

Hours.-The recommended inservice firearms 
program cannot be impleme'nted with an 8-hour a 
day range operation, The once-a-year session at 
the indoor ranges prior to 1967 was for 25,000 
men. The twice-a-year indoor sessions for more 
than 31,000 men will require a 16-hour operation 
at indoor ranges, 8 a.m. to 4 p.m. and 4 p.m. to 
12 midnight (or 7 a.m. to 3 p.m. and 3 to 11 p.m.) 

Presently there are 45 range instructors, five 
s,upervisors and nine limited duty personnel, which 
would be adequate even it all the indoor ranges 
were reopened. But the instructors are being used 
for a variety of other functions which are necessary 
but unrelated to an instructor's duties. If some 
noninstructional personnel (civilian laborers, main­
tenance men, clerical workers,' truck drivers) were 
assigned to the range, range officers could be better 
utilized. Tllis suggestion will provid~; the neces­
sary span of instructional control without adding 
additional instructor~. There is the possibility of 
security problems with civilian personnel (weapons, 
ammunition, records), but it is believed that this 
pote?:ial problem can be overcome by security 
prOVISIOns and proper supervision. 

In order that members of the force be given more 
opportunities for practice, maintenance of a high 
degree of proficiency, firing of old ammunition and 
replacement with new, and weapons check for 
mechanical defects, it is recommended that volun­
tary practice programs be expanded. This can be 
accomplished only if the above recommendations 
are approved. There would then be at least one 
range in every borough, adequately staffed days 
and evep.ings, so that any member of the force may 
on his own time obtain 50 free rounds ()f service 
ammunition each month for use at that range. 
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h Related to practice and the need to improve, as to promotion to the rank of sergeant, lieutenant, or 
h opposed to mere maintenance of shooting profi- captain is given the following points for shooting 
tI ,.' ciency for the benefit of each member, the depart- proficiency, which are added to his record and 

I', 
t 

ment, the city and the public, it is recommended seniority score: 1. Expert-0.125 percent (255 slow-
that an incentive program be instituted. The New timed rapid fire); 2. Sharpshooter-O.IOO percent 
York City Transit Authority Police have the same (170 slow-timed fire); 3. Marksma'll-0.075 percent 
program formerly in effect in this department. (90 slow fire). These added credits are cumulative. 
This program provides I or 2 days off three times It is true that this credit is small and costs the 
each year (up to 6 days off) for the following city nothing. However, shooting proficiency is not 
shooting proficiency: On a bull's-eye target, single related to the duties of higher rank, nor is it an 
action, slow-timed-rapid fire from 20 yards, a score incentive to better shooting. According to the 
of 235 out of 300 gives 1 day off, 265 out of 300, 2 range officer in charge, shooting proficiency has not 
days off. The New York Port Authority Police increased since the program began several years 
have a program offering members $10 to $)}O extra ago. This practice should be discontinued. An 
each year (payable the week before Christmas) for incentive program based on money awards or time 
a variety of shooting accomplishments. A number off would be proper recognition and motivation. 
of other agencies studied (see app. B) ha.ve in- Form P.A. II (Record of Revolver Instruction) 
centive programs based on money or time off. was last revised in 1960 (G.O. 42). Thill form is 
These agencies report greater improvement in used at the Police Academy range to record recruits' 
shooting proficiency, higher average scores, a spirit progress. Form P.A. 12 (Record of Revolver In-
of healthy competition and improved morale as a spection, Instruction and Practice) was last revised 
result of these incentives. Extra money for large in 1958. Thi::form is used to record the firearms 
numbers of men may not be possible, but a modest inspections and practice scores of members of the 
time off provision during off-peak periods would force throughout their police careers. Both these 
not work a hardship on the department and might forms will need extensive revision if the recom-
have beneficial results. Such a program might be mendations in this report are approved. Even now 
experimental, based on the following principles: the captions on these forms are altered and addi-

1.' A score of 95 or better on the outdoor ~louble tional captions are added by range officers to ac-
action PRC, plus 255 or better on one of the in- commodate changes in the firearms training 
door single action (slow-timed-rapid) cycles within program over the years. This is wasteful and 
a year would qualify for I day off dllring October, should be corrected by the forms control officer of' 
November, January, or February following the the planning division in cooperation with the range 
range officer's certification of the accomplishment. officer in charge. 

2. A score of 95 or better on the outdoor double The rules and procedures contain 20 paragraphs 
action PRC, plus 220 or better on one of the indoor on "Firearms Practice and Instruction" (ch. 20), 
sessions (single action, slow-timed-rapid) , .. dthin a five of which contain obsolete information. Be-
year would qualify for one-half day off during the cause changes in the program as a result of these 
same months, following certification of the aCCOffi- recommendations will make the entire section ob-
plishment by the range officer in charge. solete, it is recommended that the planning division 

The results of the program should be evaluated rewrite the section in cooperation with the ranking 
by the police academy after 2 years. If shooting range officer. 
proficiency has increased and interest is sustained, Must range officers interviewed in this study 
and if department manpower has not been seriously indicated it would be a rewarding experience to 
affected, the program should be continued or en- change places with a range officer of another city 
larged. If not, it should be dropped. for a short period of time. Such an exchange 

Related to an incentive program is the matter would broaden the experience of range officers and 
of credit given on promotion examinations for give the department the benefits of experience and 
shooting proficiency. This is an improper and mis· innovation in other departments. Thus, for ex-
guided policy, however well intentioned it may be. ample, one of the range officers in the Chicago 
In New York City, a member of the force aspiring Police Department might come here to work with 
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this department's range officers and this depart­
ment could send a man to Chicago as a replace­
ment for 3 . t.o 6 months. Salaries and expenses 
wo~ld be paId by the respective departments to 
theIr own personnel. 

~he unit training program should develop a 
seSSlon on tactical uses of firearms em h " '. . , p aSIzmg 
]udgme?t, m cooperation with the firearms unit of 
the Pollce Academy. This television presentation 
should depart from the usual format- t if . .. ooera 
story l:ne based ~n an actual incident involving 
the actlOns of all mvolved parties leading up to 

r ffi ' a po Ice 0 cer s use of his revolver and the ensuing 
r:suIts . .The u~it tr~ining se:geant should be pro­
VIded .wIth . a discusslOn outlme designed to elicit 
free discusslOn on the subject, the law on the use 
of .deadly force, department firearms policy and a 
solId summary statement to leave the men with no 
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dOUbt as to what the department expects with 
regard to firearms use. 

It is r.ec~mmended that some type of exertion 
course, SImIlar fo the FBI course, be a scheduled 
part of the outdoor firearms session once each year 
for all members With the approval of the chief 
surgeon. A study of the principal case sheets for 
1968 and 1967 indicates some 40 cases where police 
officers fired shots after a foot chase. In most cases 
the shots did not hit the target. Such a course 
wou~d re.quir~ all shooters to run 50 to 100 yards 
to hIS firmg Ime position, stop, draw, and fire at ~­
target. . Me~bers would quickly realize that ac~ 
curacy IS dIfficult with the heart pounding the 
pulse rate quickened, a~d short breath. They 
could th:n be instructed in the proper technique 
for shootmg under such conditions. 
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a TIME ~H".,.E,=,,"';::;REMU;=.SE:::D:=======9 ;F~IR~E~A~R~M~S~U~S~E~R~E~P~O~R~T~/~C~H~I;CA~G~O~P~01L~'C~E~D~E,PA:,~RT~M~E~N~T~F-~~==:::::::!:==lr"~R~E;"'lr~o,s'~~.:r., UN, IT 

f'! R"NK I ST"R NO. DIVISION I'" '--, 

IN=''=M=E~O~F~O~F~F_IC_E_R_U_S_IN_G_F1_R_E_'''_R_M ____ ~;p£'OF+SSiGNMiM:-::-~";QNiD'i:iTY;;-__ -.L...._--"r-_'--;· . -S--'-----""1 
DUTY ST ... TUS 

DON DUTY DOFF DUTY 

TYPE OF ... SSIGNMENT - IF "ON DUTY" '[. 

TYPE OF INelDE -NT SUCH ... S BURGl. ... RY IN PROGRESS, F ... MIl.Y FIGHT, ETC. R.D. DR S.C. NUMBER 

l.VED - SUCH "'S R"DIO ASSIGNMENT, ON-VIEW, '-'E:SCRIBE MANNER III WHICH YOU BEC ... ME INVO 
"uRDING Of R ... DIOGR ... M. 

ETC. IF THROUGH R ... DIO ASSIGNMENT, GIVE 

l.IGHTING CONDITIONS 

oD"'YLIGHT 

l.DC ... TION OF INCIDENT 

o DUSK 

oNIGHT 

WEATHER CONDITIONS 

oCl.E ... R 
DCl.oUDY 

DRAIN 

DSNow 

DFOG 

WEAPON DESCRIPTION 

o GOOD ,,~,TIFICIAl. 
o fOoell, ARTIFICIAl. 

oCOLT DSMITH to WESSON 
036 CAl.. 0357 MAGNUM 

oOTHER' 

, lTYPE OF PREMISES 

INCI~~T OCCURRED •.• ~~~~~t~~~~~-------~----~~~~~~~~~~~~-~ o INOOORS 00!f,l"DOORS INUMBER O?' SHOTS FIRED AT yoU \--':;;';'--:--:-:-::-:-:-N::E7.N'::::TS;-" -TWHAT WEAPONS rnD THEY USEI NUMBER OF OPPO 1 
DISTANCE FROM SUSPECT WHEN FIRST SHOT WAS FI RED FEET. NUMBER OF SHOTS FIRED BY YOU, ____ _ 

R 0 FEET. DISTANCE FROM SUSPECT WHEN l.AST SHOT WAS FI E __ _ 

Or-FICER'S POSITION: 

L _____ ~~~~~~~~~~~::~~WN;:O~K~N~E~E~l.I~N~G;O~~OT~H~E[R]-~SP;E!C=IFIY~~=======_' _____________ ' 
oSTANDING DSITTING LYING DO • 0 r] 

o FOR USE BEFORE YOU NEEDED ITl YES NO DID yOU HAVE WEAPON DRAWN AND REA Y jGUN WORN ON 

",RE YOU 0 l.EFT HANDED 0 RIGHT SIDE 

o RIGHT HANDED IF YES, HOW MANY WERE YOU ABl.E TO REl.OADl 
o LEFT SIDE 

DID YOU HAVE TO REl.OADl I IT TAKE SECONDSI 
O YES 0 NO HOW LONG DID 

DID YOUR WE ... PON WORK "ROPERl.Yl 
DID YOU COUNT YOUR SHOTS "'S YOU FIREDI 0 YES 0 NO IF NOT, EXPLAIN ON RE:_~E_R_S_E_SI_D_E_' ______ I 

DYES 01'10 

DID YOU HAVE TIME TO SIGHT ... ND AIMI 

DYES DNO 

NUMBER OF SHOTS FI RED: 

SINGl.E ... CTION DOUBLE "'CTION 

I NJURIE~' SUSPECT W"'S: 
. 0 SUPERFICIAl.l.Y WOUNDED o NOT WOUNDED o CRITICAl.l.Y WOUNDI;D oKIl.l.ED 

OFFICER INVOl.VED W"'S: 

NOT WOUNDED DSUPERFICIAl.l.Y WOUNDED 

o S CH "S l.IGHT POl.ES, DOORW ... YS. C ... R, FURNITURE, ETC. 

o CRITICAl.l. Y WOUNDED oKIl.l.ED 

DESCRIBE PROTECTIVE COVER WHICH YOU USED - U 

WHY DID YOU USE YOUR WI;,\PONI 0 PREVENT FEl.ONY 
DPROTECT SEl.F D PROTECT CITIZEN o PREVENT ESCAPe: OR FLIGHT OF ... FEl.ON 

oOTHER - SPECIFY 

l_~~[J~S:U:SP~E~C:T;W~"'~N;'TE:D~FO~R~:~~OR-r-__ ~~ ___________ --lr~EA~DR1rP1~~EO--------'---
D"'TE REPORT PREP ... rtED SIGNATURE OF OFFICER PREP ... RING REPORT 

NOTE: ON THE REVIi'RSE SIDE, GIVE ,\ DETI\Il.ED ~~~~ET~~E"'~~~OO~DN~HO:O~~~ ::O~E ADEQUATE TRAItUNG, BETTER EQUh'MENT, ETC. 

WHICH YOU ENCOUNTERED TH'.T COUl.D H F ER TRIPl.IC ... TE _ DISTRICT OF INCIDENT 
ORIGIN ·l. - TRAINING DIVISION, DUPl.ICATE - DISTRICT/UNIT OF OF IC , DISTRIBUTION: ~ 

C DENT GIVING PARTICUL ... R ... TTENTION TO PROBl.EMS 

CPO - TO - 28.663 (10/611' 

/ 
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Chapter 10. How Physi?al Training Standards are Maintained 

10.1 Present P.hysical Training Curriculum in 
the Police Academy physical, for failure in any one wa~ disqualifying. 

The result was the selection of only the best phyei­
cal specimens. Several years ago the physical part 
of the patrolman's examination was made qualify­
ing only, no longer competitive, This means that 
candidates have only t<>-. demonstrate their ability 
to perform the various tests of strength, agility, 
coordination, and endurance and attain a m:ini­
mum score; 'position on the roster of eligible candi­
dates is based on nothing but the score on the 
written examination. Thus a premium is placed 
on intelligence and verbal ability while physical 
ability h deemphasized. Not only has this change 
generally led to a less physically adept recruit, but 
it is inconsistest with department efforts to attract 
greater numbers of black and Puerto Rican candi­
dates. The latter have not had the same educa­
tional opportunities and hence may not have the 
verbal skills that the white canaidates have, but 
they can compete physically. 

The Need f~'" Physical Trqining 

The physical training program in the Police 
Academy of the New York City Police Department 
is designed to develop a high degree of strength, 
endurance, agility, coordination, and skilI in the 
police recruit. A current syllabus of the School of 
Physical Education begins: 

Our potential policeman may be intelligent and possess the 
best of manners. He may be extremely resourceful and have a 
keen sense of justice, but these will be of little avail if he does 
not have the physical ability and confidence in that ability to 
meet the brutal situations that may confront him in the 
execution of his duties. A well-directed fist to thr. stomach of 
the ~ost intelligent. resourceful, and courteous po))ceman could 
well make him forget all he ever learned about police work if 
he has not been phYSically and Psychologically prepared .. 

The physical demands made on the pol.ice are 
great and no policeman knows when he will be 
called upon to perform a variety of physical tests 
in street situations. The policeman pursues fleeing 
criminals, vaults fences, grapples With troublesome 
prisoners or people who are mbtally disturoed, 
races up flights of stairs to assist someone in distres's 
and rescues people who are drowning. Because 
this is so, the courts hav~ held in favor of plaintiffs 
in cases arising out of police incidents where the 
injured party alleged the inadequacy of physical 
training. It is well recognized that a substantial 
physical training component is essential in any 
police recruit program. This need has been rec­
ognized in recent yeaTS as -police entrance require­
ments have been re~axed. Historically, the patrol­
man's examination consisted of at least four parts: 
written, physical, medical, and character investiga­
tion. The first two were weighted and competitive, 
the last two qualifying. Not only was it necessary 
to pass the physical examination and the written 
test to place on the eligible list, but the candidate 
had to pass each of the several components 'of the 

135 

In stUdying the functions of a policeman in 
chapter 2, no conclusion could be reached as to 
whether physical conditiori is more or less im­
portant than intelligence or knowledge or resource­
flllriess. But physical condition is more important 
than the status it presently has under CiVil service 
rules. By that several factors are involved: 

(a) According to all physical instructors inter­
viewed, recruits are now less physically fit than they 
were under the former rules; 

(b) This factor makes the recruits' physical 
training more difficult and makes them more 
susceptible to injuries; 

(c) The appearance of police officers on the 
street contrasts poorly with those of former days and 
with today's policemen observed in some other cities; 

(d) It is believed that a policeman in poor 
physical condition is more accident prone, will 
sustain injuries in his work to a greater extent, and 
will have a poorer attendance record due to-UIness 
than the better conditioned policeman; 
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. 't group nlem-
() In th" long run fewer mlDon y , . h . 
e .. d to olice work because t e1r 

bers will be attracte P ble to those 
. 'b t which are compara 

physical att1'l u es, (tive weight 
of the white m~jori.ty, havTe :eOy =~er:lY on read-

l' examlDaUons. 

~. 

f sickness of members of the force 
The record 0 I 1968 for example, 

is not a commendable one. n , 
the month-by·month figures shpw: 

mber of officers Numb~l' of officers 
N~eporting sick returnmg to duty 

I ing prowam in the de~tment, it is important that 
while recruits are amenable to the rigors and de­
mands of the academy they be subject to higher 
standards. . Those failing to measure up should be 
given timely warning, an opportunity to meet 
standards, and finally dropped from the service if 

on po 1~~ d bal ability at which they are Month 
ing, wr1tlDg, an ver ' 

at a disadvantage. .' l.~ ort for these state-
January .................................... ~ •• ~!~ 
February ............................... .. 

3.993 
2.599 
2,560 
2.655 
2.372 
2.167 
2.252 
2.693 
2,481 

There is some staUstlca ~upp . d' ates 
h de artment's computer lD 1C 

ments. T e P bers of the force (15 
there are at least 4,563 mem " ht) when 

March ..................................... . 2.986 
2.729 April ........................................ 2,571 

May ......... · ........ ·, .... · ........ · .. · .. ·.. 2,407 
. d "h vy" (or overwe1g . 

percent) class1fie as ea t not counting the 
they entered t~e dde~artmlge6n9' A report froI-a the 

June ...... , ....... ,........................... 2.789 
July ............ · .............. ·· .. ·· .... ·.... 2,670 

500 appOlnte In . f 
2,. me~ ffi medical unit, indicates that 0 

August ............................ ~........ 2.677 
September ................................ 116.2B2 15.173 

3.637 
7.892 

50.474 

cormnandlDg bO ce~f the force whose height and 
21,421 mem ers d t the outdoor range in 
weight were measure a . t d "obese" de-

09 (5 2 percent) were ra e , 
1964, 1,1 . 1 e1'glltsweremore than 1 emberswlosew 
fined as t lose m . I Metropoiitan Life Insurance 
15 percent above t le" ou . The 
Tables of Standards for buIld ab~d age ·grH~'dP 1 0 per-

. l' 1 and ar 1trary. .. 
15-percent figure IS ug 1 1 't is estimated that the 

t b en used for examp e, 1 bl d . cen e , td 1 ve more than dou e . 
b r ratt·d obese wou la . d . 

nu: ~y of ~he physical instructors feel. that uffrIhng 

a .' nt's own mechcal.sta as 
this period the De~artme h h the medical ex-
been p~ssing can~l~~t~o: ~::: been. accepted sev­
aminatlon wh~. m g Of 3 608 candidates examined 
eral years ~ar ler.. . 1968 only 22 were rejected 
by the medIcal umt lD , . 

lor obesity. A 'I 2 1969 (T.O.P. 
A department report on pn, t 'n the 

. e of 25 percen 1 
101) indicates an lDcreas'. . 't rate 

d 16 ercent 10 the seven Y 
frequency rate an P . 1968 over 
of injuries to members of t~e force ~n -hours 
1967 with only a 10 percent lDcreas~ l~.man a ed 

, Of 20 categories .of actiVIties eng g 
of exposu~e.. d 16 showed increases, and there 
in when lDJure , .' l' - . Some examp es are. was no change lD one. 

m ting arrest of male ........................................ . 
Atte p . f 1 .................. .. em ting arrest of ema e ....... : ............ .. 
Au p ..................... .. ndlin disorderly persons ................ .. 
Ha dio !otor patrol emergency ...... ·· .. ·· .. · .. · .. · .. · .......... 

E£:;:=~:~:~=:=::=::::::~=.=::==::::::: 
Miscell~:.;·eous services ................................................... . 

Percent 
+73.75 

+2.2.85 
+54.54 
+26.15 
+39.32 
+24.10 
+61.00 
+29.16 

October .................................. 3.939 
November ................................ Bp33 
December ................................ 54.689 

Total ............. · .. · .......... · 

1 "Job action" by patrolmen 

I
, . noted that 4215 more officers reported sick 
t IS ' . . ~t making for an ever 

than returned from SIck repol ," the sick roUs. The 
increasing number current~y on 'n 1968 

h of each Sick report case 1 
average lengt . fi .' h'gll by any standard 

, 9 8 da s ThiS gure IS I , . 
was. Y . b . 1 economic loss to the 

d nt' a su stanUa . . 
an represe ~ b t' 1 loss of police serVIce. 
. well as a su stan la, h' 

~lttYd a~f the medical conditions accounting for t IS 
U Y . d fi itive other than the con-

loss reveals nothmg e n that a significant 
. h' h' hard to escape, . clusIOn w 1C IS h . 1 fitness or 

portion of i~lnesses is related to P YS1ca . 

the lack of It. b 11 for three physical 
Although the sylla us ca s , . . 1 . ., perlOd one ear y 

tests during ·the. recrmt trammg h' d a final 
e midway throug , an 

in the program, o~ .' f d that only the final 
at the end, in practlce It IS of un the tl'm' e factor with 

. because'o 
is regularly given f now being trained. 
the larger numbers 0 ~en e three tests.) In 

. (The most recent class dId h~v ides that all 
addition, police academy pohcy t P~;~etter ~n the 
recruits must attain a 70 percen d Of 6 000 . . . . to gra uate. , 
final physical exammaUon . 1967 

d h ou h the academy smce , 
recruits processe t r g . £: ~ 11 the .more . h . 1 ThIS lact IS a 
none faIled the p YSlc~d' d' the light of earlier 

. h' hen conSl ere In . 
astoms 109 ~th regard to the deteriorating physlc~l 
statements Wl • (I 1 Id be noted that It 

" '" . d' 'uries in physical 
~ I~()967 only 35 recr.ui.ts :::s~~~~e/~~ in 1968. and 148 

condition of recrmts. t s lOU drop a recruit for 
has .been rare fo~ man~ yea;s .:0 and those who do 

failin.g the :;~i~~:i op;;tu~i~ies to be retested.~ 
are gIVen a I . no ongoing physi.<:al tram-

train~ng sessions. Those In)ur were trainfd this year 
12 1969 While more men ' . 

to Sept. • . . b' easing out of proportion 
over last. injuri~s appear to e ;ncren trained. 
to the increase lfi the number 0 m 

Inasmuch as t lere IS 
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they do not. The patrolman will never have a 
better physical appearance or be in better condition 
than on the day he leaves the academy. The de­
partment should act to assure, at the least, that 
all new officers are a credit to the department at 
the time of their academy graduation. 'l'hereafter 
it becomes more difficult. 

Recruit Curriculum 

The present physical program for recruits con· 
sists of 192 hours (more than one-third of the ;~ntire 
curriculum), broken down as follows: 

Subject: Hours of instruction 
Infantry drill ........................................................ 6 
Calisthenics .......................................................... 60 
Baton training .................................................... 8 
Search and frisk ...................... ,......................... 12 
Hoxing ,................................................................... 26 
Unarmed defense ................................................ 48 
Riot control........................................................ 12 
First aid .... _ ........................................................ .. 
Orientation ......................................................... . 
Graduation and rehearsal ............................... . 

Total .................. : .............................................. . 

16 
I 
3 

192 

Sessions are held 4 days each week for a period 
of ~ hours per session over the 16 weeks of re,cruit 
training. The curriculum describes each course 
and provides the justificatir,m for it. The program 
has been analyzed through several devices: (a) in-_ 
structors were interviewed; (b) recruits were inter­
viewed; (c). the officer iIi charge and two former 
officers in charge of the physical school were inter­
viewed; (d) several training sessions were observed; 
(e) the training advisory panel discussed the physi­
cal program; (1) the present and former command­
ing officers of the police academy were interviewed; 
(g) a comparative study of police physical training 
programs was undertaken. Some of the conclusions 
reached are as follows: 

1. A basic reason for the 3-hour sessions, 4 days 
a week, is that the recruit's attention span in aca­
demic classes is limited. A full day of lecture is 
dull and wasteful in that a larger and larger pr)Ttion 
of the class's attention is lost as the day progresses. 

itaiiL _Liias", 

Therefore most days are broken up by adding a 
physical training unit of 3 hours. This is not to 
say that the physical training is not needed, but 
that the figure of 192 hours seems to have been 
arrived at in a way unrelated to the actual need for 
specific amounts of training. 

2. The largest item is the 60 hours for calis­
thenics, which c;onsists of a full hour at almost all 
of the 64 sessions. One-half hour of exercise is 
given prior to all other physical activity, After a 
short break, another half hour is given before the 
start of the second half of the physical training 
session. The theory is that without such a period 
of warmup prior to strenuous activities too many 
injuries occur. The warmup theory is sound, but 
the length of it may he arbitrary. The project 
staff believes that 15~minute warmups may be 
adequate. 

3. The extent of proficiency attained in judo, 
savate, karate, jujitsu, and wrestling, which are the 
elements of the unarmed defense course, is not 
great and is quickly lost if 'the trainee does not 
keep up with this kind of training. This course 
should concentrate' on restraining '. holds, come­
along techniques. disarming tactics, and self· defense, 
with short sessions in judo, karate, and so forth 
just for appreciation. Forty-eight hours are ex­
cessive for this component. 

4. Although riot control was increased a few 
years ago from 6 to 12 hours, it is suggested that 
it be increased to 16 hours and covered more com­
prehensively, as recommended in the report of the 
National Advisory Commission on Civil Disorders. 

5. This study finds boxing unrelated to a police 
officer's tasks. Few police agencies studied have a 
boxing course, and these are m<;>stly of only a few 
hours' duration. The 26-hour course, which con­
sists of 28 'three-quarter-hour lessons and six review 
sessions could be cut to 8 hours without major loss .. 

6. Certain subjects (i.e., search and frisk, riot 
control, first aid, and graduation rehearsal) are 
not physical training'courses, but are placed in the 
physical training program either because they are 
conducted by physical instructors or in the gym­
nasium or both. These courses would be better 
placed in their proper category-under academic 
training with a notation that they are carried out by 
the physical training school or in the gymnasium. 

7. The 192-hour cUJrriculum is said to be "ideal':; 
however, rarely is it all cov.ered. It is suggested 
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that whatever program is adopted be fully c~vered. 
~~ There is little basis for sdentiUc companson at 

present between two recrui~ clas~es or years o~ 
programs because of inconsIstencIes and uncon 
trolled variables. 

Comparative Physical Training Curriculums 

Appendix A is a comparative study of recruit 
training in 60 police agencies. With r~spect to the 
physical training category, the followm~ obser;a­
tions are of interest. The New York CIty PolIce 
Department shows 176 hours (the 16 hours for 
first aid were removed and placed in the proper 
category), which is substantially greater than the 

. . . rse New York next longest physIcal trammg cou. . 
City uses a full one-third of its overall curnc.ulum 
for physical training, far more than any other 
agency. f . 

There are wide differences in the am.ount 0 tI~e 
devoted to physical training by polIce agencIes. 
The greatest spread, in ti~e, bet:veen New Yotk 
City and Sioux City, Iowa, IS 176 hours compar.ed 
to 5 hours; in percentage, between New York CIty 
and Dallas, 32 percent compared to. ~ perce~t. 
There is no neat way of categorizing citIes by SIze 
in .relation to physical training. SOT?e of t~e 
largest cities have little physical tr~inmg, whIle 
some of the smallest have substantial progra~s. 
Chicago'S new 31-week recruit curriculu~ conta~ns 
1,085 hours, of which only 103 am physIcal tram­
. about 95 percent. The New York State 
mg,. . h' h t 
Municipal Police Training CouncIl: w ~c se s 
minimum police training standards m thIS .St~te, 

. recommends at least 28 hours of physical trammg, 
representing 12 percent I)f their minimum 240-hour 
police recruit curriculum. . 

The 15 cities found to have the largest percent­
age of time devoted to physical training h~d an 

of 82 3 hours or 182 percent of theIr av-average . , . . . . h 1 
erage 452-hour curriculum. The 15 cltle~ WIt t. Ie 
lowest percentage of time devoted to phySIcal tram­
ing had an average of 19 hours or 4.5 p~rcent of 
their average 420-hour curriculum. As pO.mted ~ut 
in appendix A, the wide dif"!,!rences combmed ~lth 
the comparable 452 and 420 hour average curnc~­
lums/ i.ndicate that physical training is ~a~gely dIS­
cretionary. Since this is so, a~d bec~u~e It IS known 
that in some cases brief physIcal trammg programs 
are related to the absence of facilities and long 
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rograms are related to the existence of f~ci1i~i~s, 
ihe question must be asked-does the avaIlablhty 
of modern physical training'\facilit!e~ have any re­
lation to the need for physical trammg? The an­
swer is "No." 

Recommendations 

1. The physical trammg program for recruits 
should be reduced from 192 to 126 hours by.re­
ducing calisthenics from 60 to 30 hours, boxmg 
from 26 to 8 hours, unarmed defense ~r~m 48 to 
26 hours, and increasing riot control trammg from 
12 to 16 hours. . . 

2. The components of the physical trammg pro­
gram need fnot be changed, nor should the content. 
More intensive training, brought about ~y better 
organized training sessions, smaller recrmt classes, 
use of movies and film loops in such areas as search 
and frisk, use of baton, riot contr~l, an~ u~,ar~ed 
defense and the reduction of loungmg time 
should 'enable good coverage of subject matter and 
better supervision of recruits. 

3. The physical school should sequence and c?­
ordinate its program with that of the academIC 
school, particularly in the areas of law (se~rch and 
f . k) mobs and riots (riot control formations and 
ns , d d r -th use of baton), human relations an e~ mg w~ • 

disturbed and arrested persons (defenSIve tactIcs, 
restraining holds, come-along hold~) a~d so on. 
Police training will then be compatible m each ~f 
its elements and no dichotomy will b~ fostered m 
the trainee's mind because of uncoordmated acad-

emy programs. . -I' . ~ 
4 The medical unit should study the possibi ltIe" 

of implementing a cutoff policy which would ex­
dude overweight candidates at 5, 10, or 15 percent 
above standard height-weight tables. Rtasonable 
opportunity to reduce .might be ?iven to those who 
fail to make' the weIght reqmrement, b~t. they, 
should be rejected for a second failure. ThIS IS the 
most cn lca . 't' I pOI'nt If overweight candidates are 
accepted at this stage, they are not lik~ly to reduce 
but will probably get heavier over tIme. . 

5 The police academy should study the Imple­
me~tation of a policy which would require the loss 
of, weight in overweight recruits who wer~ accep~e~ 
by the medical unit_ Thus, if the medIcal U~l1t tS 
cutoff .r:'ljnt were 10 percent above sta~dard h~lgh -
weig~; tables and a recruit is admItted WIth a 
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weight 8 percent above normal, he would be put 
on notice by the academy that he could not grad­
uate without a 50-percent reduction in his excess 
weight. For example, a 5-foot 9-inch candidate 
with a la.Je frame should weigh 170 pounds maxi­
mum, let Us say. The medical unit would accept 
him up to 187 pounds (10 percent), but the acad­
emy would require loss of half the excess (8.5 
pounds) prior to graduation day. Inasmuch as 
the training period in the new curriculum would 
be 40z months and a weight reduction program 
would be available from the medical unit, this 
wQu!d not be an unreasonable requirement. 

6. Three gr,ded physical tests should be admin­
istered to all recruits in training. A 70-percent 
passing mark should be the average of the three 
tests with the final test having double weight. 
Standards should be upgraded. Unless recruits are 
convinced that the academy will reject those who 
do not meet these requirements, they are not likely 
to make an effort. It may be argued that the de­
partment ~an iII afford to drop a man in whom 
they have a:.4-month investment in training time. 
The project staff feels, however, that the depart-. 
ment can ill afford to appoint people who cannot 
meet reasonable physical standards and ther~by be­
come a dsk to themselves and to the repUtation 
of ~11e df:partment, 

10.2 Relationship of a New Curriculum to 
Maintaining Ph~s.~cal Standards 

The Terminal Natul'e of Physical Training 

2 aa::::n=:.... i, iii ...... $ ... Q wm;;;;;;;;;;",u,,:sJi&.L,Z .nu . 

The first question raised during this project was: 
Why invest 192 hours in a training program that 
is terminal, never to be followed up again? An 
original notion was that recruit physical training 
should either be reinforced with periodic inservice 
courses or cut back SUbstantially. A later conclu­
sion was that although some kind of ongoing physi­
cal training was desirable, lack of it does not alter 
the need for physically fit policemen with good per­
sonal appearance and a military bearing. There­
fore, although some economy is recommended in 
the recruit training program, it would still be 
among the most comprehensive in the Nation and 
one which will adequately prepare the recruit to 
deal with the hazards of his demanding profession. 
No amount of physical training will suffice for the 
years ahead, however, without some followup train­
ing. 

It is not only the magnitude· of the task that 
has kept police administrators from keeping their 
men in top physical condition. Firearms training 
several times each year presents at least as great a 
problem. But there are problems of medical fitness 
of the men to engage in strenuous exercises, legal 
suits arising from training injuries and related med­
ical conditions, and the economics of not only pro­
viding training space and materials and staff, but 
of space, materials and staff to provide periodic 
medical checkups of each member. Finally, the 
rising demand for police service makes it more diffi­
cult to take large numbers of men from their work 
for training purposes. These facts, however, do 
not permit the department to ignore the needs of 
an adequate ongoing physical training program. 
Methods must be found to provide some such train­
ing. A few suggestions are offered. 

To have 31,000 men maintain a high degree of 
physical fitness over an entire police career presents 
a formidable task for the department. The only 
really effective law enforcement weight control pro­
gram known to the project staff is that of the FBI 
Where there is neither civil service job security nor 
effective employee organizations. Few of the po­
lice agencies studied have ongoing inservice physi­
cal training programs. Hence, as in New York 
City, it can be said, generally, that recruit physicaJ 
training is the only physical training the typical 
policeman will receive during his police career. 
Thereafter, his physical condition will be a matter 
of self-determination with no official inspections to 
insure physical fitness to perform the strenuous 
duties of his calling. 

Recommendations 
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The terminal aspect of recruit physical training 
must be deemphasized. Not only shOUld. recruits 
be impressed with the need for maintaining good 
physical condition, but experienced officers must be 
inspected and encouraged or directed to maintain 
their Own physical condition. 

1 .. The department should obtain legal opinions 
from the corporation counselor the deputy com­
missioner, legal ma'tters, or both as to municipal 
responsibility and liability for injuries and illness 
attributable to physical tra.ining, the possibility of 
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4. A semivoluntary weight control program should 
be studied and implemented. Opportunity would 

1 
waivers of liability, and other legal matters. The 
chief surgeon should determine the need for and 
frequency of medical examinations. It is obvious 
that without some clearance no program is p·ossible. 
Insurance may be 'an acceptable alternative. The 
following recommendations assume a favorable le­
gal ruling or insurance protection. 

be given to overweight patrolmen to participate 
in a scientifically progressive type of exercise at the 
police academy gymnaisum, coupled with diet con-

2. A modest program worthy of further study and 
implementatiqn would combine firearms training 
presently given at least once a year to all members 
of the force at the outdoor range with a. physical 
training component. Members are already in work 
clothes or old clothes; only one relay can be on the 
firing line at any given time; off relays are not al­
ways profitably engaged in classroom instruction; 
and wide open spaces encourage open-air physical 
activity when weather permits. Surely 30 minutes 

trol measures provided by the medical unit. Those 
overweight men not coming forward for this pro­
gram voluntarily might be encouraged or motivated~ 
by their commanding officers. This program could 
be conducted during hours when academy gym­
nasium time is available, even on the midnight to 
8 a.m. tour when demands for police service are 

of ,the 8-hour day can be allocated for some routine 
dynamic tension, calisthenic, or isometric exercises. 
Mimeographed programs for home followup could 
be distributed at the same time. One or two physi­
cal instructors from the police academy each day 
could probably handle the assignment, which would 
cover the entire force in a year. Members with 
medical disabilities could be excused. 

3. The competitive intramural type of activity 
(swimming, basketball, softball, volleyball, hand­
ball, bowling) among precincts, divisions, and bor­
oughs, when properly organized Witfl motivation 
provided through publicity, awards, and friendly 
rivalry between commands, provides an excellent 

,voluntary-type program of physical fitness which 
should be encouraged. To facilitate scheduling of 
intramural competition, some latitude should be 
given to commanding officers to enable their best 
team to participate. Opportunities might also be 
provided for the ~ore skilled members to partici­
pate as representatives of the department in inter .. 
departmental or extradepartmental athletic activi­
ties. These programs were in effect in this depart­
ment for many years through the mid-1950's but 
were discontinued in order to put more policemen 
on the street. Actually, the men provided most of 
the expenses of these programs through their own 
contributions to the Police Sports Association and 
little time from patrol was lost, while morale, 
sportsmanship, citizenship, and health improved 
great(y, according to those who participated. A 
number of phys~cal school instructors would be 
willing to organize such activities. 

low and the gymnasium is not ordinarily in use. 
5. Commanding officers should be required to ob­

serve and inspect the members of their commands 
in person and through sick reports for physical ap­
pearance and conformation. Those overweight 
members who do not voluntarily participate or who 
cannot be encouraged to participate in the sug­
gested weight control program should be relieved 
of choice as::;ignments to special units, radio motor 
patrol duty, or, other favorable positions. Such as­
signments should be depend~nt in part on fitness. 
Conversely, discretion should be available fOl' com­
manding officers to give the least desirable assign­
ments to the mast physically unfit men in the com-

mand. 
6. A competitive physical inspection program 

could be implemented at very little cost to the de­
partment which could stimulate great interest and 
friendly rivalry. An inspection team from the po­
lice academy physical school could inspect the out­
going platoon of all precincts at unannounced times 
during the year for physical appearance. Com­
mands would be listed in rank order and the re­
sults published by the department. This could be 
followed by a personal congratulatory communica­
tion to the commanding officer of the best precinct 
from the police commissioner and coverage in 
Spring 3100 magazine. While the result cf this 
program will likely have a positive effect on all 
concerned, it will also indicate to the lower ranked 
precincts their need to take appropriate action. 

7. Announcements should be made periodically 
in department publications or orders as to time 
and days of availability of the gymnasium and 
uwimming poo~ so that members of the force may 
be encouraged to use the facilities. This has been 
a promise since the opening of the new police 
academy building. Even though these facilities are 
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frequently taxed by recruit training programs, there 
are, nevertheless, many periods of availability which 
are not known by field personnel. 

8. A surv.ey should be mad$! of patrolmen in field 
commands to determine their feeling for the d " . . nee 
LO~ an mservlce physical training program. They 
ml~h~ also be asked how they feel about ~uch 
t:raml~g on the 12 midnight to 8 a.m. shift, when 
th~re IS fre~~ently great boredom among them for 
~ack of actIvIty. The police 'academy gymnasium 
IS not usually in use during these hours locker and 
shower facilities are exceIIem, la'cS"e ~umbers of 
men can be accommodated, and all would be avail­
~ble as a reserve force for use anywhere in the city 
m the e.vent. of an emergency. With an adjustment 
~f phySIcal mstructor scheduling, adequate instruc­
tIOn and supervisinn could be arranged. 

9. Several police agencies studied which h . ave 
poo~ gymnasIU~ facilities have turned to a s:mple 
devlc~ to pro~lde p~ysical. training for th(!ir men, 
both 1~ recruIt and mservlce training sesdons. In 
the ChIcago Police Department, several times each 
day the trainees stand at their desks or line up 
alon~ the walls of the corridor and, led by a physi­
cal. mstr~ctor, ~er£orm a series of isometric and 
cah$themc exercIses for several· minutes 'I"h" 'd . . j\ IS pro-
VI. es some relief from the boredom of long lectures, 
wI~ens the span of attention, and encourages the 
mamtenance o! physical fitness. The short sessior.s 
do not take time from academic instruction nor 
do they cause the men to perspire. It is r~com­
mended t~at suc~ a program be attempted experi­
mentally m the mservice tra"~ing of this depart-
ment. ' 

10. ~here are inadequate gymnasium facilities 
for. polIce officers who would use them if available. 
~t IS recommended that such facilities be provided 
m all new ~ep~rtment buildings and that surveys 
be. taken to mdicate which existing buildings have 
su~table space for small gymnasiums or exercise ma­
chmes. T~e. costs, in terms of space, equipment, 
and supervlSlon, is considered minimal in terms of 
results. 

1 I. The ideal long-range plan for the i~plemen-

tation of these recommendations woulu include 
the bu~lding of a centrally located combination 
gymnasl~~ . and swim~ing pool in each bOrough. 
Such ~aclht1es already e~ht in Sweden, Denmark, 
a.nd. Norway, whe~e policemen: not only have un­
l~mlted use .of s~c~ £"cilities but are given an en­
tIre day tWIC~ ea(;D. rro~th for physical develop­
me~t. I~ Sweden such days are divided into a 
penod fit supervH,ed training (calisthenics J'udo 
ro 1 hid" " _ me-a .o~g 0 s, l(;!stl'ammg holds, crowd control) 
and a 'penod of free use of gymnasium spor·~ ~~.-,"-• ,,~ .... '1 ... J;-. 

me nt, i.\~lmming pool, and sauna. 
~~e primary objectives of an ongoing physical 

trammg program after recrU.l; tra;ning are to en­
a?le police!llan to perform their difficult work effi­
clentl~~ :,md safely, to reduce fatigue and sickness, 
to P~t:~:W a better p~ysi~a.l appearance in public, 
to ed~.; .... t.! the whole mdlvldual (mental reactions, 
emot:ons, and social conduct). The benefits of an 
effectIve program will be: 
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. Loss. of ~an-hours due to sick report cases, 
mclu~mg Illness and injuries, should diminish 
(phr~lcal fitness objective) . 

CItizen complaints against Ir.~mbers of the 
force s~ould ~ecrease (social objective). 
Pubh~ re~atlOns should improve, as well as 

t?e pohce Image (physical and social objec­
tives) . 
. Impro~e~ pollce effidency in protecting the 

lIves of CItIZens and members through skill de­
velopment (motor skill objective). 
Imp~oved morale, esprit de corps, sense of 

be~oIl~mg, sportsmanship, citizenship (social 
obJectIve) . 

~u~stantial time is devoted to refresher firea~s 
tramm~ each year, yet most policemen go through 
an entire career ~"'ithout the need to use their re­
volvers. Even so, the staff of this p~oject see a n~~'J 
for mor~ firearms training, as long as policemen 
are reqUired to,t;arry firearms. But no time is now 
devoted to refresher physical training, even though 
the avera~e police officer is called upon daily to 
demonstrate physical prowess. This is an anomaly 
that cannot be justified. 

I· 



Chapter 11. Support Services at the police Academy 
for the New Program 

11.1 A Counseling Service for Recruits . 

In the reexamination of the recruit in relatl?n 
to the world about him and to his rol~ ~s a poltce 
officer attention was given to the prOV1Sl?n of su

l
P
d
-

'. h I' demy WhICh wou ort serVIces at t e po Ice aca . . . 
be helpful in bridging the gap from clVlllan to 
law enforcement officer. Prime amo~g the recom~ 
mended support services is a counsehn? ce~ter f~ 
recruits. The consultant to the proJe:ct m t?IS 
area has phrased the need for a counselmg serVIce 
for recruits in the following summary st~tem~nt. d 

The New York City Police Academy IS deslgne 
to educate young people (mostly men) to become 
officers of the law who are both effective and com­
mitted to their role in society. Who are. t~ese 

, ? For tIle most part the recrUit IS a young men . 
oung man under 25 years of age and a 'na~Ive 
~ew Yorker 'with a high school diploma. He IS a 

oung man who grew up in the ~o~twar years 
~hich were marked by parental permISSIveness and 
a floundering educational system. In early youth 
he was surrounded by decaying neighbor?oods, e~­
pensive cars, and color TV. About. the time of hIs 
graduation from high school he lIved through a 
summer that was called the longest ~ot summer; 
It was a time of slaughter in a ChIcago nurses 
dormitory a time when an Austin honor student 
destroyed'14 lives. It was a time when New ,:o.rk 
City sent 1,000 police to pacify an area o~ hostIhty 
in Brooklyn. It was a time of the ~.eredith Marc?, 
and the emergence of a new phrase, Black Power. 

Since tlle summer of 1966, as a still very yo.U?g 
man in his formative years, the recruit .has lIved 
with the controversial issues of open housmg, street 
violence, peace demonstrators, student revolts, ~e 
pill teachers' strikes. His younger brothers ha,e 
str~ggled to be turned on, tuned out. They. wa?t 
to do their own thing, perhaps to become hIppIes 

'ks The recruit may also be black and or peacem . 

. ed his own particular struggle to have expenenc . 
emerge with and for hIS people. . 

We know that the recruit has grown up m a 
time of rapId change and bewildering contrast .. He 
has come to maturity in a world labeled anxlOu.s 
but affluent, a world in which the values of .relt­
gion, patriotism,. and law are challenged by dIffer-

ent levels of socIety. . ' 1 
11 knoW why thIS partlcu ar We do not rea Y • 

oun man chose the police force. ,MIchael B~n-
ion 1 gcalls attention to the fact that the attractIo? 
of the police as an occupation and the psychologI­
cal consequences of being a floliceman have never 

b d' d in depth TJV'p; may, however, assume 
een stu Ie .'. art But it is 

that,. security and hvelIhood play a ~ . " 
also safe to assume that the recrUit wanL nlOte 

• l' l'h d than security ana Ive.i 00 • • , 
There has been much written in the occupatIOnal 

literature about man's needs for satisfaction on t~e 
. b Many authors have said that the three baSIC 
~sires that men seek to satisfy in ~o~k ~re: (1) 
satisfactory human relations; (2) actIvIty III agree­
able conditions; (3) an assured livelihood. The~e 
three basic desires are cited in the order of then 

importance. . h s 
The occupation which. the p.oHce ~ecr~It . a 

chosen will put strain on hIS relatIons WIth hIS wI.fe, 
his neighbors, the man in the street, as wel.l as WIth 
his sergeant. It will put 'an emotional stram on the 
recruit himself. He comes, then, to t?e dep~rt­
ment with the pressures of a fast-changmg SOCIety 
around him, to a job that is intellectually and 
emotionally demanding and ~here the expecta-
tions for his performance are hIgh. ., 

The community expects him to. exhlbI~ self-con­
trol when he is the target of epIthets; It expects 

1 Michael Banton, "Police in the Community," (New York: 

Basic Books, 1964) . 
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him .to be both aggressive in pursuit of a thief and 
humanely concerned about an injured animal. His 
neighbors expect him to be the example of moral 
rectitude C;lnd yet be able to do a "favor." His wife 
expects him to be brave and to be home on time. 

The expectations of the community and the ex­
pectations of his family are high. The expecta­
tions of the police department are also high. The 
New York· City Police Department expects its re­
cruits to demonstrate an ability to get along with 
people as well as to be able to control people. It 
expects the recruit to subordinate his self-interest 
and also to be able to adjust to new situations. 
The department expects the recruit to respect au­
thority and also to be able to work without super­
vision. It expects the recruit to be able to settle 
disputes and also to show regard for civil rights. 
These are indeed high expectations. If such stand­
ards for the recruit of the New York City Police 
Department are goals worth training for, we need 
to know what the recruit feels and how much he 
really wants to accept these goals and to work 
toward them. 

Those responsible for the development of the 
recruit need to know what the recruit is really like 
under the skin. His classroom behavior and tests 
tell what he says and show what he does; but they 
do not tell what he deep down thinks and feels. 
The large iceberg of unknown human talent and 
potential is submerged. 

A counseling program could provide regular psy­
chological data on the overall recr~it group with­
out violating the confidentiality of the individual 
recruit's counselinf~ interview. A counseling pro­
gram could provide the recruit (in either individ­
ual or group sessIons) with opportunity' to talk 
over his needs, feelings, and problems. Lundstedt 2 

makes clear the responsibility of police 'manage­
ment to recognize human needs of the policeman 
and to provide the opportunity to discuss these 
needs. 

Brammer and Shostrom a emphasize that counsel­
ing is developed rapidly as a professional human 
helping endeavor. People everywhere are con-

2 S. Lundstedt, "Social Psychology's Contribution to the 
Management of Law Enforcement Agencies," Journal of Crim­
inal Law. Criminology and Police Science, 56. 1965. pp. 375-
381. 

3 L. Brammer and E. Shostrom. "Therapeutic Psychology" 
(Englewood Cliffs, N.J.: Prentice-Hall, 1968) . 
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cerned not only with solving and living more com­
fortably with their life problems but with improv­
ing their human effect and becoming their true 
potential. People want help. 

What is Counseling? 

A counseling' service can be one of the tools in 
a training program to help the recruit or groups of 
recruits to develop as more effective human beings 
and, therefore, to become more effective law offi­
cers. This tool can also serve as a means for de­
veloping knowledge about the needs, attitudes, and 
feelings of recruit groups, such knowledge to be 
used by administration in planning, directing and 
administering the training program. 

The term "counseling" suggests many connota­
tions. From a generic standpoint counseling is 
understood to mean giving advice or information. 
We talk of legal counseling, investment counseling, 
religious counseling, and even beauty counseling; 
such advice-giving service, of course, has its value, 
but the applicability of such a service to a police 
academy will not be discussed. 

The field of counseling as a profession of psy- ' 
chological research and practice began to gather 
force during World War II. As a professional 
specialty counseling is used today extensively in 
the fields of education, industry, government. 

Counseling is a learning oriented process carried 
. on in a simple one-to-one (or group) social en­
vironment in which the counselor is professionally 
competent in psychological skills and knowledge. 
McGowan-Schmidt say the counselor seeks to assist 
the individual to learn more about himself and 
how to put such understanding into effect so that 
he may become a happier and more productive 
member of his society.4 
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The counseling psychologist wants to help the 
individual overcome obstacles to his personal 
growth. The counseling psychologist is also com­
petent to help the recruit in more severe emotional 
problems which may be evidenced by maladaptive 
behavior such as uncontrolled aggressiveness, pas­
sivity, confused sexual identity, hypochondria, prob­
lems evidenced by gambling, alcoholism, etc. 

The counseling psychologist is professionally 

• J. McGowan and L. Schmidt, "Counseling Readings in 
Theory and Practice," (New York: Holt Be Co., 1962). 
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trained and his graduate ttaining emphasized the 
study of human behavior, personality dynamics, 
and methods of helping man to grow or change. 
His training included counseling experience in a 
work situation. The counselor will have developed 
a counseling philosophy and approach of his own. 
He uses tests, biographical data, and consultation 
as aids. He keeps records or tapes and makes re­
ports and recommendations. 

Counseling programs have been found to be use­
ful tools fo1' human development in a wide range 
of settings. Some of the occupational fields which 
have found counseling useful and which may be 
considered relevant are those of industry, educa­
tion, and public service. Industrial relations ex­
perts have a pragmatic concern in helping their 
work force perform to maximum capacity. Their 
use of counseling as a means of furthering worker 
development has been extensive. It has beenre­
ported that 27 different national companies had. 
adopted some form of counseling program. Most 
recently the National Industrial Conference Board 
reviewed national practice and found nationwide 
programs providing employees with full opportu­
nity to express feelings in a counseling situation. 

The classic 20-year Hawthorne experiment of 
Western Electric has been a monument in indus­
trial human relations, representing a pioneer effort 
in worker development. In their recent evaluation 
of the program, Dickson and Roethlisberger ex­
amine the unique contribution of counseling to 
the resolution of worker constraints in work situa­
tions. 5 Their indepth examination of the 20-year 
counseling program provides industrial psycholo­
gists with new guidelines for a reestablishment of 
a counseling program. 

The National Association of Manufacturers in 
its statement on employing the hard core unemploy­
abIes today, specifically recommends counseling pro­
grams: "By and large, companies offering a counsel­
ing service say they have been amply repaid in 
terms of increased moraie, and, manv feel, increased 
production." At the recent Ame;ican Personnel 
and Guidance Association Convention' (1969), 
Douglas Harris of the United Airlines, which em­
ploys 50,000 employees in the United States, said: 
"We pave found that in the process of selection 

n W. Dickson and F. J. Roethlisberger, "Counseling in an 
Organization'" (Boston, Mass.: Harvard University Press, 1966). 

and development, guidance counselors, Of others 
similarly trained, have proven to be effective." 

Young people in college are at the same stage of 
life as the police recruits. They share with the re­
cruits much of the same struggle for maturity aJ;ld, 
while the setting is different, they too are under­
going a learning experience and a need to demon­
strate achievement. Colleges are concerned with 
helping students to use their educational experi­
ence fully. Counseling is best justified as an im­
mediate help to students bewildered by the in­
creasingly complex maze of social influence. In 
this maze most institutions recognize their responsi­
biHty to help the student explore his potential and 
to grow in an orderly manner. Counseling pro­
grams are now considered an integral part of the 
educational process. In 1968 it was reported that 
in more than 1,000 colleges, counseling centers were 
established and functioning on the campus.6 The 
stresses of academic pressures, of competition, con­
flict of values, of economic remuneration, revolt 
against the establishment, all can be likened to 
some of the stresses experienced by police. 

There has been substantial research to evaluate 
the effectiveness of counseling for college students, 
One of the most interesting is a study by William­
son and Bordin at the University of Minnesota, 
This was a follow up on a group of students 25 
years after they had received counseling; this group 
of counseled students was compared with a group 
of noncounseled students. Although the differences 
on specific criteria of achievement were not large, 
the data support the genera} conclusion that coun­
seling did indeed exert a beneficial effect on the 
counseled students' achievement, 

All counseling does not need to be on emotional 
problems or crisis concern, In 1969, one author 
wrote that the problem of motivation is crucial to 
college success and is usually tied in with other 
kinds of' problems, problems of relationship with 
others and rebellion against. authority! Students 
do not have to be troubled by severe academic 
problems to take advantage of counseling service, 

While the college student is comparable'to the 
police recruit in age and some of the stresses he 

• F. Nugent and E. Pareis, "Survey of Present Policies and 
Practices in College Counseling Centers in the United States," 
Journal of Counseling Psychology, 15, 1968, pp. 94-97. 

• H. Lindgren, "The Psych~16gy of College Success," (New 
York: Wiley & Sons, 1969). 
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~xperienc~s, educators working with special groups 
m educatIOnal settings may have even more com­
para,ble concerns, Authorities working with sem­
~nanan~, nurses, and athletes have found counsel­
I~g theIr s~udents to be of benefit, Such educators, 
lIke sta~ m a polic~ a~ademy, work with young 
~eople I~ a~ authontanan setting and in a situa­
tIOn whIch ~mplies helping the young person de­
velop loyaltIes to the professional team or force. 
~uch young people ~re all concerned with the pub­
lIc an~ are also subject to the rigorous disciplines 
of theIr field. 

In. a recent study of personnel practices in ac­
cre~Ited theologi~al schools, 88 percent reported 
haVIng professionally trained counseling staff; 44 
percent of the students reported that they had 
sought help and three out of four indicated that 
~he counseling service was helpful, Authorities 
In the field of nursi,ng have long recognized the 
need fora counseling service for their students. 
T~e school of nursing which has no planned coun­
sehng program is dependent on casual relationships 
to h.elp the i?dividual student achieve what is es­
sentIally a dIfficult and involved adjustment. It 
has ?een written that unless the nursing school 
prOVIdes such counseling, it is not making best 
use of the talents it has in the studen~ body,s 

A program ~or the development and training of 
at~letes at.Umversity of Wisconsin incluqes a coun­
selIng serVIce whose function is to gain information 
on the personality dynamics of football team mem­
bers and to provide professional counseling to 
coaches and team members to help find the best 
ways to d~velop successful athletes. Although the 
progr~m IS of recent origin, Dr. M. Maultsby, re­
sponSIble for the program, has reported positive 
changes in behavior of team members, 

HOW TO ESTABLEH A COUNSELING SERVICE 

AT THE POLICE ACADEMY 

~n, establishing a counseling service within a 
t:aInmg program it is important to define and 
cIrculate to .st~~ . a st~tement relative to the scope 
a~d responSIbIlItIes ot the service function. What 
wIll be ~he du.ties and operation of the program? 
Wh~t WIll be Its responsibilities, to whom will its 
serVIces be directed? 

The ~ounseling service in a police training pro­
gram WIll se~ve al,l levels of the Police Academy. 
Its total serVIce WIll be directed to the following: 

Top command.-The counseling service will col­
lect data or: the psychological climate of the recruit 
class:s. With the accu~ulation of knowledge con­
cer~mg problems, attitudes, and needs of the re­
cruIts, ~he counselors will be in a position to offer 
sug~estlOns for standards and policy related to re-
crUIts. . 

Police A~ademy faculty.-:.Counselors will meet 
:egularly WIth instructional staff at the academy 
m or~er. to pr~v~de feedback on indicated needs of 
reCrUIts I~ trammg. The counseling staff will con­
duct s:mmars and institutes on learning theory, 
dyn~~Ics of personality, behavior adjustment, rec­
ogmtIon of emotional problems. 

Classes of ~·ecntits.-Counselors will meet with 
all new classes to orient ~~e recruit classes on the 
nat~~e and function of the counseling service, In 
addI~lOn to the orientation session counselors will 
prOVI?e grpup counseling for groups of selected 
recrUIts to counsel in special areas of concern s~ch' 
as (a) how and why of behavior' problems' (b) 
~ow to get along with difficult people; and (c) sp'e­
clal problems of financial management 
famI'ly relat'o ' sex, and 1 ns. 

COllnseling services for civilians working for the 
U.S. Arm~ duri~g World War II helped many em­
~loyees WIth personal and job problems, but some 
also use~ the service to expiore ways for becoming 
mo~e satIsfied human beings. In more recent ex­
penence~ with social workers in a municipal serv-
Ice, despIte, the fact that the employees' supervisors 
were ~speclally trained in knowledge of human 
~~havIOr, staff members used the personnel special­
I~" (counselor) for help in resolution of personal 
as well as job-related problems. 

I~di~i~uaI1'ecruit,-:-Counselors will counsel with 
the mdIvldual recruit who feels that he wants and 
can use help in learning how to get along with 
others, how to meet his personal crisis, or how to 
change or use himself more effectively. 

. F~rther responsibili ties of the counseling service 
WIll mclude-

• 8 Ii Gordon, K, Densford, lind E. Williamson, "Counseling 
m a chool of NurSing" (New York: McGraW-Hill, 1 947y. 
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,~pecial ." outside" gTOUPS.-The counseling service 
WIll f!rovIde group counseling for special nonacad­
emy ?mups, such as wives of fiancees of recruits, 
c~ven?g the role of the policeman and one's rela­
tIOnshIp to him. In this area the counselors will 
cooperate with the wives' association. 

I 
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~1'(mc1litlg.,...{:()\m8(jlol'lI may leach on the Police 
AC[lc\cmy faculty in ni'tomS or sllecial compt!~cnccl 
such us soda1 psydmlogy, 

"tlstitlg.-The counseling set'vice wlU a(\nlinlstcl' 
lmtl interpret tests' (tulj\utmeut nod lempCl'llment 
hwentorlcs) In group 01.' indlvl(lonl sltm\tlons us 
incUCl\lcd, 

l~(t,\'(lfH'c1t litH! fHJnluntiotl,t",The counseling SCl'V' 

ic:c will d.esign Im(\ conduct resent'ell on belmviol', 
ntlitudtls l\ml needs or l'f1Cl'uhs, so as to p\'Ovide to 
the police (\cpnl'tJUtlllt n'ddec\ tools (01' the enrIc.h· 
m~nt of lrnining Ilnd supel'vision or }'eel'uits, The 
CO\UlSeUng sel'vice wUl alsQ develop methods fOI' 
the rcgular seU'[lppl'Ilisal of the counseling sCl'vlee, 

PoliC)' It)!' CotUlscl,'ug SI1I'tJictl 

Ot'itmtfltiotl 01 acmltlm)l stafl.-The comlUlln<J.ing 
offictr or the Police Acatlmll)' would need tn intl'o­
duce the l\tloption or th~ progt'anl in a llHlt'lting .. 
A (o\'malbt'odnn'C 01' pam,phlet should, btl Pl'CPI\l'cd 
co"~ring the (unctions of the sel'vice. The suc::ccss 
of the counseling pl'ognnn 'will l'cquh'c !I. counseUng 
smtr p\'cscnllttl\H\ to <lcscdbe the n!lllH'C llnd baslr. 
pm.'p()s~ Qf the pl'ogmll\, 

Ol'hmtnUotl of l'(!Cl'uits.-'1'bc conllselol.' will meet 
with aU new dMses of l'ec.ruits and in the inll'ml\l(;' 
lOl'y session wui deilcl'ibc l\l\tl discus~ the nature or 
tlH~ <:OllllScling sct\'lee. 

COIl/ident.,'olii),.-In man)' St:\tcs the counseling 
psychologist hIlS pl'lvncgcd communication, New 
YOl'k Stllte. l\S well ns nine others, has passed liccn­
SUl'e laws tOl' the psychologist to !l.CCOl'tl to their 
clients, the privilege of tonfidtmth,l communication, 
In 1\ disc\\$Sion b>t the cOl\lmllt\lU with R pau'olnum 
of the possible tlcccptal\ce by recruits o[ such n 
pl'Ogt'nm. he col\uncntetl~ "If you call l:cally con· 
vince them tll:\t yon'l-e not tl stool pigeon [or ad­
miuistl1lUOn, guys would usc .it. II 

RcfCtt'l'tlls to (H' froUt COIUl,W!litlg stl/lIice,-It should 
be Inn)' Un.dCl'Stood that no recruit can be "sent" 
to a counselor, AU levels nbove the recruit should 
\llldet:stl\.Ull that supet:visors llll\.y only "suggest" 
that a l'CCl'uit consult with a cOUl\5elOl\ The sen'­
ice must never be used as an ann of discipline. 
ReIer).1ll from tlle counseling senice 1'11a)' be made 
by the counselor in situations where a social or 
medical service is indicated. In those cases whe.re 
tl\t~re is e"i.dence of severe emotional distUl:b:lIlcc 

the counselor U1llY consult with police <lcpl~rt.tncnt 
mc(Ueal unl.t, police chnplldus, 01' tnay refet' the 
t'ecI'uit to nn nppl'opl'iutc agency. In l'1l1'C eases of 
possible lhnmt or suicide or homicide the counsclOl' 
Is not bound by conftclt.m.tinlity, 

Stllfl/t1g oJ emU/stJling' StJ}"(IictJ 

Yodel' 0 believes Ilmt a slltisfl\ctory ~U\([ I'ltdo pro­
vldes one coulllI(llol' (or (lach 800 employees, 11'01' 
1\ dass ot: 500 t'ccl'uils it is l'econunendell that the 
pl'ognHu begin with tWO tl'aincd c()u~lselOl'si one 
with R doclOl'llle in counscHng 01' climcnl psychol­
ogy, amt the secomt counselor to hnve fIt lellllt 1\ 

mnstel"s degl'Ctl in psychology 01' coullseling, One 
of the stnlfshould hnye spccinHy in group coun­
scliog (lUll tesling. l'l'(wiotls counseling cxpel'icnce 
would be desimblc. It must be cmphnsizetl that 
in addition to the professional quulificntions, the 
personal c!\lu'!\ctel'1stics of the counselor nre of 
pdmc impol'tnnce. The individual counselor must 
be objective, hnve rcspect. for individuals, Imvc 
seI(.undct'Sl:auding, nmt\ll'C judgment, and the abil­
ity to listen I\nd keep confidentiality, and h:wc PCl'­
sonal integrity. 

While the Plll'SOlU\l t\nd pl'o£Cssio1\al qUlllHicl\. 
tions tll'e the bllSic considemtions in the selcction 
o[ II cO\mselol', we must speak to the qUlllificatiollS 
of S()X l\1\(\l'ace, Thct'c nrc thosc who would [\tWIC 
that in a quasi-mililnl'y OI:gnnization only It man 
counselor could be effective. The counselor who 
comes acl'()S~ I\S tcchnically qualified, ami is l'CCOg· 

ni1..cd to hn.vc warmth and genuineness will gain 
the confidence or the person to be counseled in 
most cases, But to deny that these factors can 
have sonlt~ beadng on the individual counseling 
situation would be naive. 
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Recogni~ing that the young malc recruit may 
have bias against a wom:m counselor, it would seem 
advisable that at lClIst one ot the counselors be a 
mtUl, Recognizing also that the bhlcK recruit m:lY 
well have an initial rcnction against II white. coun­
selorl it may be advisable to have one black coun­
selor. In this connection, however, a well,qualified 
white counselor will be more readily' acceptable 
than a black counselor whose qualifications al'c. less. 

~ Norman Yodel', "The Selection and Tl'alning of Public 
Sll[Cty PCl'sonnel in Alllel'i(.~n Municipalities," uupublisiu:d 
Ph, D, di~ertatioll, Ohio State: University. 19~2. 
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i~! COtltlStJUug ClcnttJf Pefsontwl 

! 1\. Suggested s.tllff: One ,Ph. 1). (counseling 01' cHni. 
I· cal psychologIst) : One M,A. or M, Ed, (coutlscling) 
j ! (profcssional staff to be paid tI.t established lIall,\ry 
i1 gchcdulc (01' these pl'Ofesslonnl positions In the 
II City On~versity of New York): Oue sccretary-
;f l'cceptiolUst) and One cIeri,cal (t'ccol'ds, filing, llnd 
i' scol'lng) • 
I :! Equipment: 'l~ests, tapc 1,'ccOl'det's, and films. 
~ J Budgetary support (or the counseling set'vice will 
I ! l'cquh'e appl·oximatel.y $/iO,O?O PCl' year. It is l'CC-

I, ollunclldcd that one profeSSIOnal counselor be re-
1:1/ Cl'uilCd on July 1, 1070, to begin in' the planning 
L.'.· ph:lsc to le~\d to It full implementation of: the coun· rJ sehng SC,I.'~H·e by JrtUual'y 1/ 1971. It should be 
11 kept in mind th:lt no present sel.'vices available 
i'.:! within the polico department provide It c.oUI1Beling 
I j set'vice, l'his support service is an essential part 

1
'1 of the lotal {:ducntionul experience anticipated 

I~~ with the implementation of the recommendations 
rjl of this project. Clo.,c cooperation and nol; com-
~ petition will chn,l'Ilctcl'ize the relationship between 
, the coullseling service and the medical unit and 
';1 the police chaplaIns. 

l:ill7.lIrds to a Counseling Program 

Counseling can be an elll'ichmcnt (01' the recruit 
lmining progrant; however, the benefits of coun­
seling psychology arc difficult to prove. This, 
together with the fact that inclusion in a tmining 
progrum will be inllovative and without known 
prccedent, makes it necessary to point out certain 
hazards to the program, The establishment of a 
counseling progl'tltn will, to some extellt, carry the 
mark of the counselor in charge; it cannot, there­
fore, be ovel'emphasized that care in the selection 
of the counselor will be the first vital concern, 
There arc!, of course, certain built-in hazards to the 
effectiveness of the program. These hazards are 
at staff and recruit level, as well as in the counsel­
ing staff itself. 

Most people feel competent and even eager to 
counsel anyone anywhere. Staff with authority in 
a work situation quite naturally feel a vested in­
terest in those for whom they are responsible. One 
underst~:llds their suspicion of the recruit who 
mig~lt seek help from "outside." A counseling 
serVIce may seem to threaten the hoped-for loyalty 
relationship between staff and recruit. And in a 
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police Betting I.hel'c ~8 a built-in bias which tends 
l)cl'haps to view feelings as suspect and problems 
as evidence oC weakness. Thill problem can be 
pat'ticulal'ly meL by It clear, firm support from the 
top commrmd. In such support; thc l'olicc Acad­
emy administration must make it cleat' that not 
only docs the program have the intcrcllt but cn­
thusiastlc 8ul'l'01't of the top managcment. The 
counseling staff itself can help by the method and 
content o{ the orientation !lessioll to be held with 
the administration and staff prior to the launching 
or the program. Regulur meetings with the IIt;lff 
will provide opportunity (or staff coullSclors to in­
tera()t 011 problems, attthldc, and performance of 
recruits. 

A cOllnseling pl'ogrilllt will have inherent in it 
the diflicuJt.y of Hs acceptance by the recruit him. 
self. He is in the academy {or a short time and 
u~l(loubte~lly wHi fecI that .it ill necessary to put 
IllS best loot forward. Most of us try to conceal 
difficulty while under scrutiny and the recruit is no 
exception. .FlIt'ther, he is in authoritarian !letting 
whel'c disciplined behuvior and the image of strength 
al'e at a premium. This together with his own 
lack oC sophistication in the arca of psychology will . 
also provide a built-in bias :lgainst "head shrinkcrs." 
Thc black recruit mflY helve additional reason to 
suspect ,my pl'Ogl'am which encom'agcs him to share 
fears, angcr, or hurt. 

Some o! th~s inevitable resistance on the part of 
the recrUIt WJll be recognized by the counselor as 
natural. The orientation program for recruits will 
b,c designed to explain .the service and will not only 
give k~owledgc but WIll also givc tJw recruit op­
portumty to react to the personality of the coun­
selor. If the counselor makes himself known and 
available in informal situations (in cafeteria, on 
street, in corridors), the strangeness of the service 
will lessen. 

Group counseling will also help the individual 
recmit to accept the service for his own inldividual 
problems or concerns. The first few recruits who 
use the service will be the biggest factor in break­
ing down the resistance barrier. 

This is a time of public scrutiny of the police. 
The intellectual and emotional demands upon re­
cruits are greater than ever before. The ~ecruit 
senses this and he will commit himself to his best, 
or he will learn to "stay out of trouble." The 
quality of the training will in some degree be a 
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measure of his performance in the field. The re­
cruit of today has a right to expect all the help 
possible to prepare him for the street so that, in 
fact, he can become one of "New York's finest." 

If the belief is held that all men have the ca­
pacity for growth but that each man is unique, if 
the skills that psychology can offer are accepted, 
then there is reason to believe that a counseling 
program can provide a viable adjunct to the re­
cruit training program. 

A Wives" Association 

In the Nassau County Police Department, and in 
one form or another in other police agencies, a 
police wives' association has been organized and 
has been proven highly successful as a manage­
ment tool and morale builder. Every police recruit 
is asked early in the recruit training program to 
bring his wife or fiancee to the Police Academy for 
a morning or afternoon social. After some prelim­
inary remarks by the commanding officer of the 
academy, the police commissioner addresses them 
briefly. This is followed by coffee and cookies and 
some interaction between wives as wen as betw.een 
wives and faculty. This session, lasting an hour 
or sv., is followed by a tour of police headquarters. 

i, f} 

Just prior to graduation the wives are brought 
in again for a similar social At graduation ex­
ercises not only are all wives invited to attend, but 
awards are made to the wives of the officer.s attain­
ing the highest academic mark in his recruit train­
ing, the highest in firearms proficiency, the highest 
in physical rating, and the officer who performed 
the outstanding act of police work during the 16 
weeks of basic training. By this time the wives 
have elected their own officers and have established 
a wives' association for that graduation class which 
endures and works with the wives of prior gradu­
ating classes for social purposes. 

i 
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The purpose of this device is to inculcate in 
recruits, through theilf wives, a greater apprecia­
tion for police work and its individual responsibili­
ties. It helps the wives to understand the nature 
and special problems of the police profession and 
seeks their understanding and patience when their 
husbaqds are required to work around the clock, 
weekends and holidays, as well as late or on their 
days off after having made an arrest. This makes 
for a better domestic life for police officers and en-
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abIes them to concentrate their efforts on their 
work to much greater extent, with a minimum of 
pressure at hoine. 

The staff of this project was impressed with this 
innovation and discussed its possibilities with the 
New York City Police Department chaplains and 
with the project consultant nn professional coun­
seling. The benefits to the department and to po­
lice recruits appear to be many. The disadvan­
tages, it would seem, stem from the organizational 
aspects of the wives' association. If such an asso­
ciation could be developed informally-that is, with­
out a formal organizational structure, officers, rep­
resentatives" etc.-but maintained solely along social 
lines, all the advantages couldac(:rue without the 
diGadvantages, at relatively little expense. 

The four police chaplains in tel viewed favored 
this suggestion without qualification. The feeling 
seems to be that the department is too businesslike 
and unconcerned with the personal problems of 
its pC:Tsonnel. A program such as this wouid dem­
onstrate to recruits and their wives, present and 
intended, that the department doe~\ care about 
them. The logistics of this suggestion.JI.lay be diffi­
cult, dealing as we do with large numbers. It is 
possible that these wives' socials could be organized 
on a company basis, one or two companies at a 
time, on a staggered schedule. The logistics of im­
plementation could be left to the recommended 
counseling unit, to the recommended civilian direc­
tor of training and education, or to the Police Acad­
emy executive officer or scheduling officer. The 
police department chaplains also indicated a will­
ingness to serve this program in some way. 

11.2 Remedial Education Resources for 
Recruits 

Evidence developed during observation and eval­
uation of recruit classes in attendance at the Police 
Academy during the period of this project has indi­
cated that a small but significant proportion of the 
recruits are lacking in th~ basic skills, such as ef­
fective reading, writing, and speech. This discov­
ery is not a surprise, since for a complex of reasons 
the recruits come to the academy in large measure 
from a general school population that is not always 
equipped with all these skills. The problem is 
particularly aggravated for ghetto school students, 
who have the added complications of being from 
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~n underprivileged and black and Puerto Rican 
background, although it is by no means limited to 
any particular ethnic or national group. The 
City University of New York has been forced to 
undertake a massive program of remedial education 
in order to implement its programs, such as SEEK 
and College Discovery. In connection with the 
current pla~nin~ for t?e open enrollment policy 
for the UnIVerSIty, major resources will be allo­
cated to remedial work to prepare high school 
graduates for college education on both the com­
munity and senior college levels. 

From t.he ~oi~t of view of the police department, 
the defiCienCies III reading, writing, and speech of 
ma?y members of recent recruit classes present a 
major obstacle to the communication of a more 
sophisticated recruit curriculum. Such deficiencies 
~lso p~esent a severe handicap for the recruits later 
III their careers, when they seek promotion. In no 
way is it the' task of the Police Academy to under­
take a remedial education program, but it is the 
responsibility of the department to make certain 
that recruits are brought up to adequate levels in 
basic skills. 

It is recommended that the director of education 
and training, in cooperation with the commanding 
officer of the police academy, arrange for "release 
time" for recruits with educational deficiencies to 
attend approved programs of remedial education 
Existing programs available in the city of Ne~ 
York, both through the board of education and 
the b~ard of higher education, should be tapped 
fO.r thIS purpose. The identification of recruhs 
with serious basic skills deficiencies should be ac­
complished through the testing services of the 
c?uns~Ii~g.center at the Police·Academy. In addi-' 
tlon, 1.n?~Vldual recruit-class instructors, both police 
and ~Ivlhan, should be required to refer deficient 
recruits for testing and remedial education. 1£ 

'necessary, the length of the individual recruit's 
training in the academy should be lengthened to 
assure that he meets minimum standards. In order 
to avoid adverse effects of public identification of 
remedial classes at the a(:ademy, such education 
should be conducted at centers away from the 
academy. Directives will require attendance and 
successful completion of such training as a neces­
sary part of the recruit curriculum. 

11.3 Educational Materials Development Unit 
With the implementation of the recommended 
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new curriculum at the Police Academy, there will 
be need to assign responsibility for the develop­
me.nt of new edu~ational materials to a special 
UnIt. Th~se materIals will embrace all of the types 
of educatIOnal tools discussed in section 5.4 of 
chapter 5 and others. In the case of several such 
proposed n~w mate~ials, for example film loops and 
programed .Illst.ructl?nal materials, outside funding 
from public agencies or foundations should be 
sought and may well become available. Projects 
funded for developmental purposes will be the 
responsibility of this new unit, which should be 
headed by a superior officer who is an experienced 
member of the instructional staff. He should 
organize specific task forces to carry out materials 
development. , 

It is recommended that the educational ma­
merials development unit be created, which would 
absorb the present visual aids unit with all its 
f'Unctions and assum.e the following additional 
responsibilities: 

Develop film loop programs for recruit and 
inservice training. 

Develop in-house capability for producing 
film loops and film strips. 

Develop PI materials for various programs. 
Develop in-house capability for the production 

of PI materials. 
Design projects and proposals for submission 

for outside funding. 
Study the possibilities of CAl, teaching ma­

chIDes, and other ~:ophisticated teaching 
techniques for use in the academy. 

Organize a more comprehensive library of 
movie film, film strips, slides, and TV tapes 
for training purposes. 

Study th~ curriculums and film library re­
sou.rces In order to determine relevant appli­
catIOns; make recommendations to the 
faculty; encourage broad use of materials. 

Assist other staff at the academy in the devel­
opme~t of rOle-playing and play-acting 
materIals. 

Keep abreast of developments in technical 
equipment, such as audio and video devices 
as well as developments in training and 
education generally. 

Serve as adviser to the director of education 
and training, COP A, and the academy fac­
ulty on the above matters. 
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Chapter 12. Postrecruit Training and Education as Part 
of the Ne\1r Prograrn 

12.1 The Mi88ion of P08trecruit Training and 
Education 

A recurrent theme of this report. has been ~he 
need to structure an appropriate response at the 
educational and training level to the challenge:. 
faced by law enforcement in modern society and, 
more particularly, in that society as it is likely 'to 
evolve in the next few years. The concept of a 
total educational experience has been used' in ref­
erence to the sequence of experiences from. the 
recruit class through the highest level of education. 
It is self-evident that a recruit curriculum, no 
matter how perceptive in its content and applica­
tion, will not guarantee a continuing effectiveness 
throughout the years of service subsequent to grad­
uation from the recruit school. This is the prob­
lem of inservice training-how to sustain the level 
of knowledge within the entire department. Re­
lated aspects of this problem include the provision 
of specialized training, unit training, continuing 
training for patrolmen$ pre-promotion training, 
and intensive developmental training for com­
manders holding ranks above that of captain. With 
the logistical problenis presented in a department 
the size of the New York City Police Department, 
the design and operation of a structure of inservice 
training and education, becomes a problem or 
major magnitude. It means that approximately 
30,000 working police officers must be offered the 
opportunities for education j rmd' be required to 
complete training at levels i'il'>propriate to their 
ranks and duties. 

As a part of the research conducted by staff of 
this project, the experiences of the Armed Forces, 
FederaL law enforcement agencies, and major busi­
ness enterprises were reviewed. Essentially, it was 
felt that at,the higher levels of rank and responsi­
bility the types oJ. education and training' which 

are relevant become more and more identical. 
That is to say, management elements tend to pre­
dominate over task elements. The inspector in a 
police agency is a manager. Deputy and ~ssista!lt 
chief inspectors are top management and, lIterally, 
in the New York City Police Department they 
command' (lead and direct) the activities of a 
workforce larger than that of many business man­
agers. Th~refore, there would appear to be a 
spectru~ of postrecruit training which ranges from 
'!refresher" training for all members of the depart­
ment through specialized skills training to manage­
ment trammg. The department has lon~ 
maintained. an elaborate program to meet these 
needs. Major recommendations made by this 
project relate to strengthening the unit training 
program, introducing mandatory advanced train­
ing for superior officers, and providing for a syst~m 
of progressive educational achievement for mem-

. bers of the department. . 
The report of the President's Commission ex­

pressed deep concern 'about. the lack of effective 
inservice training for all police officers. The 
Commission recommended that-

Every general enforcement officer should have at least 1 
week of intensive in service training a year. E'very officer should 
be given incentives to continue his general education or acquire 
special skills outside his department. 

The Commission argued for curriculum develop­
ment and training fpr instructors, and special 
training programs in critical program areas such 
as' organized crime, riot control, and police­
community relations. The Commission also called 
for graduate, training in law and ousiness adminis­
tration for police executives through degree courses 
or special institutes. 
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The Task Forc;e on the PolYce wrote: 

Deficiencies'in clurentpolici! training are not limited to 
recruit p~ograms.' New laws al'e enacted and old ones 
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amended; the enforcement needs of a community change, and 
new concepts of police technique::l and department policy 
emerge. These factors dictate that training be a continuing 
process. 

The Task Force called for training in basic ad­
ministrative techniques, such as budget preparation 
and administration, organizational techniques, 
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space and manpower sttldies, and procedural 
analysis for officers, prior to assignment to 
administrative duties. 

A useful schematic view of the present pattern 
of inservice training in terms of ranks involved in 
the present training courses IS found on the 
following page. 
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12.2 Strengthening the Unit Training Program 

Almost without exception recruits enter the 
department with no formal training in police pro. 
cedures. Most possess a high school diploma or, 
at the minimum, an equivalency certificate. Prior 
to 1957 thercwas no organized inservice training 
program, and when the rccruit completed his 
4·month vestibule training, his police training was 
almost finished. Any further training was provided 
by his immediate supervisor in the field. The 
police department rules and procedures require 
continued instruction of all members of the force 
by commanding officers 1 and sergeants.2 All 
supervisors have ongoing responsibilities for the 
continued training and instruction of all police 
officers. a While some superiors accepted this re­
sportsibiiity and provided excellent training in the 
field, gcnerally i~ can be said that by itself this was 
an inadequateinservice training program. . 

The social revolution and the rapid changes in 
police technology in recent years, coupled with 
public demands for better quality police service, 
require that all members of the police force be 
kept current on a continuing basis in respect to 
new developments, techniques, and policies. When 
the' department of personnel surveyed this depart. 
ment in the summer of 1957 relative to the extent 
and nature of inservice training programs, the 
department learned that, while it had no such 
formal training, almost all other city departments 
did. A series of command training conferences 
held at the police academy at about the same time 
revealed the need for localized (decentralized) 
inservice training. As a result, a field service 
tra.ining' program was instituted on an experimental 
basis in certain precincts on October 1, 1957, with 
the academy acting as coordinator. The program 
was expanded by the chief inspector on February 
28, 1958, to. include all patrol precincts within 
patrol borough Brooklyn east. A favorable evalu­
ation of that program on October 6, 1958, recom­
mended that it be further extended to all patrol 
precincts in the city. However, the citywide field 
service training program was not adopted until 
1962.4 The unit training program as it is today 
became a reality on February 14, 1963. 

1 Ch. 1, par. 16.0, par. f.; and ch. 3, par. 3.0. 
2 Ch. 2, par. 28.0 . 
• Ch. 20, par. 1.0 and 2.0. 
, Standard Operating Procedure No. 46, Dec. 31, 1962. 
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Unit Tmining Program 

In cooperation with the New York City municipal 
television station WNYC, channel 31, a half-hour 
television program is telecast every day, Monday to 
Friday inclusive, from 4 to 4: 30 p.m. These train­
ing programs are produced by the Police A.:ademy 
staff. The same telecast is shown for 4 consecutive 
weeks, thus enabling every member of cver.y field 
command to attend one such session. From 4: 30 
to 5 p.m. there is a lecture and discussion relating 
the subject matter of the telecast to local conditions 
and problems. There are nine monthly telecasts 
a year, September to May, each devoted to a spe­
cific topic. During the 3 summer months there 
are I-week reruns of these programs, so that all nine 

\ 
telecasts are repeated. 

The commanding officer of each field unit of the. 
department designates a sergeant from those avail­
able at his command as the unit training officer. 
The selection.is made on the basis of the setgeant's 
background and experience (such as college degrees 
or credits, teaching experience, lecturing or in· 
structiomil o\bility, and other pertinent factors). 
When the selection is approved by the academy it 
is forwarded to the chief inspector for confirmation. 
These sergeanu1 are then' trained at the academy 
during a I·week methods·of-instruction ccurse. The 
course covers such materials as fundamentals of 
instruction, principles of learning, planning the 
lesson, presenting oral instruction, speech tech­
niques, training aids, questioning techniques, the 
demonstration method, the application stage, the 
examination stage, small group discussions, and 
coordinating a training program. In addition, 
each sergeant makes three Class presentations: 
supervising student preparation for presentation, 
presentation of a short lesson, and presentation of 
a long lesson. 

The function of the unit training sergeant is to 
complement the half-hour telecasts with an addi­
tional half-hour instruction on local needs and 
conditions relating to thle training topic and also 
to promote group discUllsion. The' instructor is 
assisted in this task by a ~nit training memo which 
is prepared at the academy in conjunction with 
the television production. In effect, it serves as 
the lesson guide or lesson plan. During each cyCle 
the unit training sergeant is pei,mitted "sufficient 
time, not to exceed a maximuin of one tour of 
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duty,"5 for the preparation of necessary. imytuc­
tional material to complement the unit tra~ning 
memo and for the completion of necessary admin­
istrative duties in connection with the unit training 
program. Theoretically the unit training sergeant 
devotes approximately one-half of his working 
week to the program, the other half devoted to 
regular duties in his command. 

The subject matter of unit training sessions has 
been varied. The following is a list of some of 
the prr.:gram topics in recent years: 

Gambling enforcement. 
New laws (repeated each year) . 
Holiday traffic safety (occasionally repeated 

before holidays) . 
Law of arrest and come-along holds. 
Lawful use of force and baton tactics. 
Basic ethics .. 
Narcotics and the law. 
Summer problems (usually repeated each 

May). 
Crowds. 
Psychology and h~man relations. 
Courtroom conduct and procedure. 
Diplomatic immunity. 
Organized crime. 
Youth and the police. 
Evidence. 
Evidence and testimony. 
Accident scene tactics. 
The policeman and the community. 
Public morals law enforcement. 
Stop and frisk. 
The Manhattan summons project. 
Auto theft. 
The new penal law (five sessions) . 
The use of deadly force. 
The universal summons. 
Basic patrol tactics. 
Response tactics. 
Crime scene tactics. 
Stops-"persons and cars. 

'. 

The citizen's role in crime prevention. 
Handling of prisoners. 
Operation Sprint. 
Spanish phrases. 
Elections (repeated prior to election day each 

;year) . 

• SOP 46 (1962), revised Feb. 14, 1963. 

The TV presentations utilized straight lecture in 
the early years. More recently, the use of guest 
lecturers, slide photographs, film segments, and 
other visual aid techniques has improved the quality 
of the presentation~. 

To assure that all members of the force partici­
pate in one such training session each month, the 
following procedures are used. Two squads from 
the 4 p.m. to midnight tour are assigned for in­
struction each day. Members who work steady 
hours, such as day squad and clerical patrolmen, 
are assigned to attend these ses~ions on a rotating 
basis. Insofar as the exigencies of the service per­
mit, lieutenants and sergeants assigned to field 
commands also attend the training programs. The 
unit training sergeant is responsible for keeping 
records of all members attending training sessions 
and for ascertaining that every member of the 
command attends one such session each month. 
On the fifth day following the end of a training 
cycle, the sergeant is responsible for the submission 
of an activity report to th., police academy unit 
training coordinator .. 

Supervision of the program is accomplished 
through several feedback devices. The academy 
sends staff supervisors into the field on occasion to 
observe the manner in which the program is con­
ducted and to evaluate the efficiency of the pro­
gram. Unfortunately, manpower limitations have 
prevented adequate supervision. Unit command­
ers, as well as division and borough commanders, 
also have responsibility for supervising the pro­
gram. They are expected to visit field commands 
during training sessions, observe the manner in 
which training is being conducted, and submit 
reports and recommendations to the commanding 
officer, Police Academy. However, not many such 
reports are received. Members of the police force 
reporting to the academy for other courses, such as 
detective refresher, criminal investigation courses, 
prepromotion courses, career development courses, 
and the like are often interviewed concerning unit 
training. From their comments the program is 
updated, improved, and made more relevant to 
the needs in the field. 
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Evaluation 

Members of this project staff attended several 
unit training sessions, reviewed all unit training 
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memos, interviewed the unit training staff of the 
academy, visited several precincts for discussions 
with unit training sergeants, and interviewed eight 
unit training sergeants from representative precincts 
at the academy (6, 17, 28, 50, 60, 73, 103, and llO 
precincts) . The objectives of the unit training 
program are threefold: 

To keep men up to date with changes in 
policy and procedures; 

To complete police training, since not every­
thing of value can be covered during the 
present 4-month recruit training period; and 

To maintain professional interest. 

These objectives have been difficult to achieve, 
however, for the following reasons. There are 
continuous changes' in, the law, in court decisions, 
department policies and procedures, as well as 
continuous political and social change. However, 
because there are only nine training sessions avai}­
able during the year, the amount of information 
that can be presented in one training session is 
limited. With the few short training sessions, not 
all subjects are covered and those which are, can­
not be covered in great detail. In addition, the 
timing and location of the sessions are not con­
ducive to effective training. Many station houses 
~re l!at .equipped for the privacy needed for good 
mstructlOn. The changing of the patrol tour, the 
movement of personnel and related activity is dis­
z:uptive. Unit training sergeants are also 'used as 
pistOl ~i~ense investigators, communications special­
Ists, CIvIl defense officers, and have a variety of 
other duties, including r~>Utine precinct patrol, all 
of which prevents their full preparation and 
personal effectiveness in the training cycle. 

. During the course of this project a training ad­
VIsory panel was established to assist the research 
staff. The panel consisted of nine members of the 
sergeants, detective sergeants, Police Academy ser­
geants, patrol lieutenants, Police Academy lieu­
tenants, headquarters lieutenants, and captains. 
The panel included a Negro and Puerto Rican, 
males and a female, high school graduates and 
college graduates, superiors and subordinates which 
was felt to be a cross section of the department. At 
one panel session, after the panel members had 
been given a week to prepare, the unit training 
program was discussed for 2 hours. In general, 
the panel's conclusions were as follows: 
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Police officers in the field do not appeal' to be motivated for 
these sessions: they often do not see the subject matter as rel­
evant to their needs, nor do they view, the programs as a 
source of civil service examination questions for promotion. 
They scheme to avoid attendance and when in attendance 
they appear bored and disinterested. 

While some unit training sergeants are more dedicated or 
have more ability than others, some carry out their tasks in a 
perfunctory maimer, providing no stimulation or interest. 

While the panel felt most of the subject matter relevant to 
field work, there has been a sufficient number of irrelevant 
subjects covered so that interest and motivation is not aroused. 
For example, gambling enforcement is considered by most 
patrol officers as the function of the plainclothes force. Basic 
ethics is considered by many as "brain washing." Diplomatic 
illlmu~ity ha.s re~evance in only certain parts of the city. 
Orgamzed cnme IS not considered a local problem. Public 
morals law enforcement is thought to be the responsibility of 
detective and plainclothes forfes. 

Discussion with unit training sergeants confirms 
these observations, but with some reservations. 
The unit training sergeants listed the following 
complaints in the order of seriousness: . 

They are given insufficient time for research, 
preparation of lessons, and the administrative 
duties related to the unit training program. They 
also have too many other duties. 

Precinct captains .and lieutenants often lack 
adequate appreciation of the program, superior 
officers rarely attend. This tends to make the in­
structor sergeants feel they are doing u~important 
wc;>rk and have less prestige than other sergeants. 
This feeling is reinforced when routine jobs un­
related to training are given to them rather than 
to the other sergeants. 

The presence' of a unit training sergeant in the 
command makes some supervisors feel they are 
relieved of training responsibilities. But wh~n 
officers are inadequately informed as a result, the 
blame is placed on the unit training sergeant. 

While the telecasts provide information and 
cover a subject adequately, they are not sufficiently 
interesting. ' 

Oider patrolmen appear to reject the training 
as too basic and repetitive. The new patrolmen, 
on the other hand, are not only discouraged by the 
older men from taking the training seriously, but 
occasionally find the material too advanced. 

The unit training telecasts and memos are pre­
pared at the academy by men who have been away 
from field assignments for some time. The unit 
training sergeant in the field feels he should par­
ticipate actively in their production . 
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There is little flexibility in the program. The 
30-minute session following the telecast must 
usually be related to the telecast, whereas the unit 
training sergeant would. often rather cover ma­
terials having more local importance. 

An evaluation of the unit training program was 
documented in a master's thesis in the John Jay 
College of Criminal Justice of the City University of 
New York by Sgt. John O'Sullivan of the 48th pre­
cinct. He sent a questionnaire to all unit training 
officers in October, 1966. He reported that 17 percent 
rated the program as excellent, 33 percent as abov.e 
average, and 50 percent as good and none rated It 
as poor. The opinion gen~rany was that the pro­
gram is helpful and useful to patrolmen. He re­
ported that most respondents desired an increase 
in lecture time lmd a small number wanted an 
increase in television time. 

In the 7 years since the unit training program 
was implemented, no formal evaluation by the 
department has been undertaken. The heavy 
workload of the academy, its limited personnel, and 
the variety of duties imposed upon the training 
officers not only limits field inspections but has 
prevented any formal evaluation. The evaluatio~ 
of the unit training program by the staff of thIS 
project lias been generalized and somewhat sub­
jectiv. Nevertheless, sufficient data have been 
gatherea, subjected to scrutiny and discussion, and 
analyzed to permit some tentative conclusions and 
recommendations. 

Unit Tmining Program in Other Departments 

Inservice training programs similar to th.e New 
York City unit training program were found to be 
operating in several other police agencies. While 
there was great variety in these programs and some 
were suitable for local conditions, only one was 
found innovative and outstanding. That is the 
rollcall training of the Chicago Police Department. 
As " matter of depa~t.ment policy, every police 
officer in Chicago receives a 30-minute rollcall 
training session prior to every tour of duty on all 
tours, 7 days a week. The half hour is built into 
work schedules so that adequate patrol coverage is 
maint~ined at all times. The origin of the program 
is not unlike that in New York City. In 1962, 
Superintendent O. W. Wilson recognized the need 
for an inservice training program at the unit lewel. 

He provided $7,000 fo1' a feasibility st~dy o~ !he 
use of closed-circuit television for umt trammg 
sessions. The study indicated that the $2 million 
cost of implementation was excessive. The use of 
J 6-millimeter movies was also explored, but -the 
cost and versatility of this media also proved 

unrealistic. 
The program recommended as a res,ult of that 

study was a 35-millimeter color ~lm stnp progr~m 
with synchronized audio narrative. A: tentatIve 
agreement was reached with the In~ernauonal Asso­
ciation of Chiefs of Police that ChIcago WQuid pro­
duce the film strips and the IACP would distrib,ute 
them nationally. The IACP subsequently WIt~­
drew from the tentative agreement, however, pn­
marily because they felt that nati~nal ~istributi~n 
of a training medi.a should not be IdentIfiable wIth 
a specific police department. Since that time the 
IACP has marketed its "Sight and Sound" film 
strips program which utilizes drawings and 
cartoons with synchronized narrati1re, rather than 
photographic slides. . 

The Chicago Police Department proceeded to 
develop its 10 .. minute film strips, writing th~ scrip~s 
and doing the photography, but contractmg pn­
vately for the development, technical pro~ess~ng, 
and duplication of the films. The publIcatIOns 
unit of the Chicago Police Department, staffed 
with four sworn personnel, two civilians, and two 
police cadets has been producing a film a month, 
lI,S well as writing training bulletins, rotating the 
film strips on a weekly basis to the 30 units through­
out the department, and servicing the projcrctors at 
each unit. A 10-minute sight-sound film strip uses 
between 80 and 100 35-millimeter sUdes, of which 
eight to 10 are used for the 9pening and closing 
sequences. About 98 percent of these slides are 
color photographs. The other 2 percent is art 
work, such as maps, charts, and drawings. The 
film contains an audio track, synchronizing the 
narrative to the slides. The track also contains 
inaudible codes which automate the entire pro­
gram. Thus, once. turning the "on" switch, nothing 
further need be done. The projector turns itself 
off at the conclusion of the program. 

The department has completed 31 .film produc­
tions and has purchased an additional 18 animated 
film strips from the IACP's "Sight and Sound" 
program. Some of the. tides include: "Responding 
.to a Felony in Progress," "Handling the Traffic 
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Violator," "Protecting the Crime Scene," "Gather­
ing Information,." "Juvenile Delinquency on the 
Beat," "Stopping the Felony Suspect," "The Me­
chanics of . Arrest," "Hit and Run Investigation," 
"Basic Patrol Techniques," "Motorized Patrol," 
"Use of the Baton and Handcuffs," "Combat 
Shooting," "Use of the Baton in Crowd Control," 
"Come-Along Holds," "Auto Theft," "Emergency 
Vehicle Operation," "Traffic Direction," "Robbery 
Investigation," "Modus Operandi," "Winter Driv­
ing," "National Crime Information Center," "Physi­
cal Fitness." The film strips purchased from the 
IACP include: "Felony in Progress Calls," "Search­
ing Arrested Persons," "Principles of Investigation," 
"Traffic Violators," "Rescue Breathing," "Crime 
Scene Procedures," "Testifying in. Court," "Direct­
ing Traffic," "Field Inquiry," "Crime Prevention," 
"Stopping Felony Suspects," "Handling Disturb­
ance Calls," "Aggressive Patrol," "Crowd Control," 
"The Accident Scene." 

These film strips, along with a review sheet, are 
distributed to the various police units for rollcall 
training. The format of these sessions is as follows. 
Following rollcall, assignment, and inspection, the 
10-minute film strip is presented. The sergeant in 
charge of the out-going platoon then devotes an­
other 10 minutes to a discussion of the film and its 
application to local problems. The final 10 
minutes may be used t~ discuss training bulletins, 
recent changes in the law, court decisions, and 
department policy. The unit commander may also 
utilize that lO-minute period for other training 
needs. 

Chicago has no unit training sergeants. Rather, 
every sergeant has the responsibility to conduct 
these rollcall tra~ning sessions on a rotating basis. 
Not only do all sergeants receive an inservice train­
ing course on the techniques of instruction and the 
carrying out of their training responsibilities, but 
each is given 4 hours a week for research and 
preparation of training materials for the following 
week's presentation. According to Chicago'S di­
rector of training, Robert E. McCann, the program 
has been well received by the rank and file and is 
one of the most effective training devices in use in 
the Chicago Police Department. 

Improvement of the Unit Training Program 

The specialized training now given to detectives 

and plainclothes candidates, youth division, and 
emergency service. per.sonnel, the career develop­
ment program which offers promotion materials to 
assist those aspiring to higher rank and responsi­
bility, the prepromotion courses which prepare 
those about to be promoted to assume their new 
responsibilities, t.he command courses and execu­
tive development courses which prepare superior 
officers to provide leadership and command, and 
other inservice training programs are necessary for 
the purposes they serve. None of these, however, 
provide any training for the patrol and safety 
forces in the field, which amount to perhaps 70 
percent of the department's strength. These are 
the men who are in daily contact. with the public 
and who are faced with frequent decisionmaking 
situations each day. How can the department 
meet their needs in the years .to come? 

In general, the unit training program is a good 
one, but it is lacking in several essentials. Inas­
much as the department provides no centralized 
inservice training for field forces on a regular basis, 
such as in many other police agencies where all 
officers are brought into the training. facility for 
several days to several weeks each year, the unit 
training program is essentially the only technique' 
in use within the department for refresher training, 
for updating of policies and procedures, and for 
keeping the force current on developmentss both 
in police technology and community life. 

The research staff of this project has considered 
a recommendation of the President's Commission 
that all law enforcement officers have at least I 
week of intensive inservice training each year and 
has concluded that, while some training is needed, 
it was impossible to determine precisely how much. 
One full week may not be necessary. However, it 
seems that the unit training program as presently 
constituted, in and of itself, is incapable of meeting 
the';'field force's inservicetraining needs. Either 
the program must be impro~ed and expanded or 
other methods must be introduced to supplement 
it. 

The latter possibility was explored and consid­
eration was given to correspondence courses similar 
to Chicago'S "Extension Courses." An extension 
unit was created in the Chicago Police Academy to 
administer their program, which covers a wide 

. variety of subject matter organized into short 
courses, some of which are mandatory for all mem-
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bel's of the force and otl1ers voluntary. The ex­
tension unit provides those intereiited with a 
course. workbook, which becomes the property of 
the student, and a 'set of questions to be answered 
and returned.. Extension unit personnel grade 
these questions ana if a 70 percent grade or better 
is attained, a second list.of questions is s~nt to the 
student. This process continues until the officer 
has satisfactorily ans~ered the 100 questions pre­
pared for each course. The completion of a 
course is entered in. the personnel folder of the 
officer and he is given a certificate of completion. 
A member of the force may take as many courses 
as he desires. The relevance .of these materials, 
both for police performance and promotion pur­
poses, plus the certificate and use of personnel 
folders in assignments provides the men with suffi­
cient motivation to pursue these courses. The 
commanding officer of the Chicago Police Academy 
reports that the program has met with unqualified 
success, in terms of the large numbers of men who 
have taken these courses and completed them satis­
factorily~ and the demand for new courses and .re­
quests for participation from other police agencies. 

One problem with a program such as this, 
however~ is that it requires a substantial staff for 
.research, preparation of materials, grading, cor­
respondence, and general administration. If a staff 
of 12 is needed in Chicago; perhaps 30 or more 
would be needed in New York City. Also, not 
every member of the force receives instruction, only 
those who are sufficiently motivated to apply. The 
Chicago Police Department reaches everyone, how­
ever, through their regular inservice training pro­
grams, which bring all members in the field back 
to the police academy for a week of training each 
year. 

The staff of this project favors the expansion of 
the unit training program over a supplementary 
program. With the Police Academy currently 
handling a record number of recruits, there is no 
facility available for centralized training of large 
numbers of men. Centralized training has the 
disadvantages of a significant amount of man hours 
lost in traveling to and from the central facility and 
the need to concentrate on general subject matter 
rather }han on the problems and needs of local 
areas. Every program requires some administrative 
overhead. It is more practical and economical to 
eclarge a program with an existing administrative 
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structure .than to create new ones, While the pres­
ent unit training program is inadequate, it has the 
potential o~ filling most of the patrol force's training 
needs, general and local, because of its efficiency, 
flexibility and basically sound decentralized struc­
ture, if it were improved and expanded to carry out 
the monumental task of retraining some 211,000 men 
each year. The present program devotes 1 hour 
each month to. nine unit training sessions with 
I-hour repeats during the summer months. Twelve 
hours of retraining each year is hardly adequate for 
the social and technological revolution taking place 
at this time. 

If the unit training program is to meet the de­
partment's inservice training needs, ~everal basic 
changes are necessary with respect to the unit train­
ing sergeants presently assigned to field commands. 
Unit training sergeants si1:ould be permanently 
assigned to the academy and detailed to field com­
mands, where they would carry out their responsi­
bilities in a staff capacity. Consistent with 
recommendations in another part of this report for 
professional status for all instructors, unit training 
sergeants would be given such status. Thus, they 
would not only participate in the production of 
unit training telecasts and unit training memos, 
but would conduct two daily unit training sessions 
instead of one, prepare and mimeograph precinct 
training bulletins, brief the outgoing and incoming 
platoons when necessary, prepare instructional 
memos with regard to special precinct problems 
or specific post conditions, administer the recom­
mended escort training program, supervise the 
recommended film loop program, relay instructions 
from the precinct commanders in their absence, 
identify training needs in collaboration with other 
superior officers, and make certain that all outgoing 
officers are aware of what ~as transpired on their 
posts during the time they were off duty. 

It does not seem unreasonable to this project 
staff that sergeants (and lieutenants) be given full­
time training duties and professional status, con­
sidering the training needs in the field and the 
number of men to be trained. The average man­
power in each of the city's 77 patrol precincts 
exceeds 206 men and the average of the 10 safety 
commands exceeds 133 men. Greater responsibility 
for research, the development of curriculums, in­
novation in instruction,. testing, and discipline 
require full-time assignments for training officers. 
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During the course of this study, some reactions 
expressed to this project staff indicated that as&ign­
ments to the Police Academy of unit training 
sergeants who would be detailed to field commands 
might not lie sound policy. Such a system might 
imply that the entire training function is the 
responsibility of the academy alone, and that su­
pe:dor officers in field commands. no longer have 
responsibility for training subordinates. This sit­
uation exists now; the presence of unit training 
sergeants in certain commands leaves some superior 
officers with the impression that they need provide 
no training. This notion should be easy to dispel. 
It is perfectly proper for a training academy with 
broad resources to reach out to enlarge its training 
programs in order to provide field commands with 
the benefits of its expertise without diminishing 
the responsibilities of others in this area. The unit 
training sergeant assigned to the academy and de­
tailed to a precinct can provide training materials 
to other superiors in the command and encourage 
ongoing training of patrolmen. Training bulletins, 
departmental directives, and rules and procedures 
would remind all superiors from time to time of 
their training responsibilities. The twice-a-year 
personnel evaluation of all superior officers by their 
commanders includes a consideration of training 
efforts; this could be emphasized. 

Some interviewees suggested that many sergeants 
are not qualified to teach, may not be the best 
teachers, and do not represent a broad enough 
viewpoint. These individuals suggested the use of 
civilian instructors in the inservice training pro­
gram. The staff of this project recognizes the need 
for civilian instructors in. the recruit training 
~rocess, but do not feel that inservice unit training 
IS a proper place f~r ~his innovation. Nevertheless, 
there is reason to question the qualifications of 
some sergeants to teach and this situation must be 
corrected by better selection methods and a better 
~ethods of instruction course. Presently, not all 
mstructors have had a methods of instruction cOJlrse 
and many who have did not take it until months 
after their assignments as instructors. The quality 
of instruction and the professional status recom­
mended for unit training sergeants demand a mini­
mum 2 to 3 week course. 

The number of unit training sessions should be 
at least doubled-to 24 hours a year-with fewer 
repeats and better quality presentations. Sessions 
should be conducted not only from 4 to 5 p.m. on 
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weekdays (excluding Fridays), but also from 8 to 
9 a.m. for the 8-4 tour. Not only is the morning 
hOilr a quiet one in terms of calls for police service, 
but the men are fresh and more responsive at that 
time. Thus, with two squads of men receiving ,an 
hour of instruction from 4 to 5 p.m. und another 
two squads from 8 to 9 a.m. each day, every squad 
will have two I-hour sessions each month. This 
should be considered an absolute minimum. 

There will be a need to adjust the working hours 
of the unit training sergeants. The problem with 
the 9-hour days (i.e., 8 a.m. to 5 p.m.) can be re­
solved in one of at least two ways. Training ser­
geants can work four lO-hour days Monday through 
Thursday from 7:30 a.m. to 5:30 p.m. (there are 
no unit training sessions on Fridays) or five 9-hour 
days Monday through Fqday from 8 a.m. to 5 p.m. 
with two Fridays off each month for lost time. 
The former suggestion offers the advantage of hav­
ing the training sergeants present at the coming 
andlor going of all three tours each day. Their 
absence on a Friday, when there would be no unit 
training sessions, is not crucial. . 

It is recommended that all field sergeants be 
scheduled by their commanding officers to attend. 
the two I-hour training sessions each month. This 
is deemed.important for several reasons. Sergeants 
should have the benefit of ins.ervice training. It is 
important that they know what training is being 
provided to assist them in thefr own training re­
sponsibilities, supervision, and recognition of 
training needs. It will indicate to all the im­
portance of ~hese training sessions. In the absence 
of the training sergeants on ·vacation or other days 
off, it may be necessary that field sergeants be 
required to 611 in on a rotating basis. The. unit 
training sessions will provide the exposure and ex­
perience to enable all field sergeants to carry 'out 
the assignments when necessary. 

The .24 unit training sessions recommended for 
each year are the equivalent of 30: full days of 
training. While this is twice as much as presently 
received, it is insufficient because of the breadth of 
subject matter that needs to be reviewed each year, 
public demands for better quality police service, 
and the inadequacy of I-hour training sessions to 
cover certain materials. Initially, it is recom­
mended that all patrolmen and sergeants assigned 
to patrol precincts and safety commands receive 1 
full day of train1ng at a suitable location within 
their patrol divisions or~ safety districts. Such 
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sessions would be conducted by all the unit train­
ing sergeants I(or lieutenants) detailed within that 
division or district, under the supervision of the 
division or district commander. This would have 
the advantages of bringing men from different 
commands together for a fuller appreciation of one 
another's problems, enabling the commanding offi­
cers to reach large numbers of men on a face-to-face 
basis, and enabling adequate coverage of subject 
matter which could not be covered in the I-hour 
local sessions. After experience has reduced the 
scheduling problems and other "bugs" in the sys­
tem, the program might be expanded to two or 
three such full day. sessions each year as the need 
arises. 

It is desirable that at each training session copies 
of the unit training memos or other printed or 
mimeographed handout materials be distributed to 
each of the officers. A review of such materials 
shortly after a training session reinforces the learn­
ing process and generates discussion. Production 
of th~se handouts, training bulletins, and other 
instructional materials would 'be one of the new 
responsibilities of the training sergeant. A Mimeo­
graph machine would be required in each field 
command. 

It is essential that all instructors have broad field 
experience and not be limited to a theoretical orien­
tation. They must get back on the street periodi­
cally so that they will be practitioners. Ideally, 
the unit training sergeant would rotate from his 
field assignment to the academy where he might 
teach recruits or other inservice training courses 
for a time before returning once again to a field 
assignment. The regular academy staff would like­
wise be rotated to a patrol or safety command for 
training duties. Such instructors need not be ro­
tated to the same field command each time but 
might be detailed to different commands for 
broader experience: Rotations should be made no 
more frequently than once in 6 months nor less 
frequently than every 2 years. This will enable 
unit training sergeants (and lieutenants) to ac­
quire a good knowledge of their field commands yet 
prevent stagnation in the academy. 

This procedure would solve a serious paperwork 
problem. Presently, the regular Police Academy 
staff is very limited. Most instructors are assigned 
to field commands and temporarily detailed to the 
academy when there is a need. This requires a 
written request to the police commissioner. If the 

need prevails the detail mUst i>e renewed in writing 
again. Not only are instruc~ors shunted back and 
forth between their field assignment and the acad­
emy, but a large amount of time is spent in writing 
requests, processing them, and publishing orders 
for all such movements. The permanent assign­
ment of a larger instructional staff to the academy 
would obviate the need for much of this paperwork, 
yet keep the majority of the staff in the field on a 
rotating basis as training sergeants. This pro­
cedure should apply to lieutenant instructors as 
well. Their rotation would pose no problems in 
the field where they would serve as unit training 
lieutenants. 

The director of education and training, recom­
mended in section 5.5 of chapter .5 of this report, 
would have primary responsibility for the educa­
tion and training programs throughout the depart­
ment. He would monitor the unit training 
program, recommending periodic adjustments to 
meet growing needs. While the unit training 
program has never been formally evaluated by the 
department, the proposed broader program as car­
ried out by training sergeants would require on­
going evaluation. Full-time training sergeants 
could facilitate such evaluation through once a 
month meetings of all training sergeants at the 
academy; the establishment of committees of train­
ing sergeants to develop evaluation instruments; 
and committees that would research training prob- , 
lems, devise polil':Y recommendations and generally 
enhance the training program. The full-time unit 
training sergeant should be released from his many 
administrative duties. However, it is recommended 
that training sergeants perform all police duty in 
uniform and be requVed to do precinct patrol on 
foot or in a marked vehicle for a minimum of 2 
hours each day. This will not only keep him in 
touch with field conditions but enable him to 
observe performance, identify training needs, and 
instruct the men on the beat. 

Innovations 

It is not necessary that each unit training session 
be designed around a telecast. A well-trained in­
structor can certainly develop an interesting I-hour 
program, given the time and the incentive. Sum­
mer month telecasts should not be reruns unless 
they are particularly relevant. When new telecasts 
are not available and all relevant reruns have been 

160 

r 

i 

televised, training sergeant!1 should innovate and 
develop interesting and me~aningful hour sessions 
without reverting to telecasts. The training officer 
might, for el':tmple, invite precinct detectives, local 
school prhlcipals, local schpol board members or 
school officials, civic groups, PTA officers, local 
clergymen, activist group representatives, and other 
community personages to special training sessions. 
The possibility of moving the training sessions to 
another location for a relf:vant training program 
should be explored. Promotional materials might 
be introduced, thereby providing a self rewarding 
type of motivat:on at these training sessions. Also, 
training sergeants might l.ntroduce skits or role­
playing by members of the Iforce where appropriate. 
The acting out of police si'tuationr using personnel 
of various ethnic backgrounds allows observers to 
relate to the training and lprovides a more interest­
ing vehicle for discussion. A session might be 
designed around the film loop projector. Much 
depends on the ability and the imagination of the 
training sergeant, who w:ith a professional status 
will begin to innovate and help assure the success 
of the program. 

It is recommended that all subject matter used 
in unit training sessions be forwarded to the de­
parement of personnel on a regular basis by the 
commanding officer, Police Academy, with a request 
that such materials be considered as subject matter 
for questions on promotional examinations to the 
ranks of sergeant and lieutenant. This fact should 
be publicized in order to stimulate greater interest 
and to provide motivation for active participation 
by trainees rather than merely passive attendance. 

With 24 instead of 12 unit training sessions a 
year, it is recommended that there be from 12 to 

. 16 telecasts and eight to 12 sessions without tele­
casts, which would utilize lectures, guests, discus­
sions, and demonstrations. This will require a 
small increase. in the academy staff assigned to the 
unit training program as well as a change in the 
operating agreement with WNYC-TV. More tele­
casts will be produced and more research will be 
needed for the preparation of scripts and the 
greater number of unit training sessions. 

Some subject areas which were suggested by 
interviewees for inclusion in the telecast programs 
are: first aid training; combat firearms refresher; 
physical fitness/calorie diet programs; interviewing 
and information gathering techniques; principles 
of investigation and investigative techniques; and 
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modus operandi of common crimes. These sub­
jects are relevant and have not been covered in 
prior telecasts. Equally important as the subject 
matter is the method of instruction. The telecast 
which preaches at the men by utilizing the straight 
lecture technique is least desirable. 

The, programs shopld be made more interesting 
by using movie films with story lines or presenting 
dramatic plays which present problems or conflicts 
(the following discussion periods would seek solu­
tions to the ·pmblems exposed in the presentation) ; 
the use of slide photographs, graphics and other 
visual aids; and the use of discussion groups in 
problem-solving sessions. An occasional guest 
lecturer, where such person is a well known au­
thority in his field, and the introduction of some 
subtle but dignified hu{Uor are other attention­
getting techniques which make for interest. All 
such methods must be fully employed to keep 
intf'-:-est high and to maximize learning. 

Training Bulletin 

The academy has published a training bulletin 
for about 13 years entitled "Police Academy Bul­
letin for Superior Officers," which is distributed 
principally to sergeants, lieutenants, and other 
superiors. Originally conceived .of as a monthly 
publication, in no year have more than 10 issues 
been published. In recent years the number 01 
issues has been: 
1964 ..... , ....... , ......... , ............... , .. 10 1967 ..... , ....... , ....... , .................... 7 
1965 ... , .. ,', ........ ,", ............ , ..... ,.. 6 1968 ................. , ............• , .......... 4 
1966 ... " ............. " ...... " .... ,., .... ,.. 7 1969, .......... _ ..... , .. ,.", ... , .... , ... , ... 0 

In the early 1960's through 1966 a sergeant or 
lieutenant at the academy was solely responsible 
for this publication, having no other duties. Since 
then the sergeant having this responsibility has a 
host of others which accounts for only four issues 
in 1968 and none in 1969 (as of October 1). He 
coulc.1 publish 12 issues a year without assistance if 
relieved of other duties, and 52 a year with assist­
ance from unit training sergeants. 

The bulletin is received in the field with mixed 
feelings. Many regard it as study material for 
promotion examinations; a few accept it as a means 
of self-improvement; a smaller number regard it 
as a management tool for improved supervision, 
leadership, and professionalism. Most of those 
interviewed would prefer a larger edition of the 
bulletin on a more regular basis. 
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The Trninintt n'lllet.in or the Chlc!lgo Police 
Uepnft,ment begnn In the emIly WOOlS lIndel' 0, W', 
WUSQu. It is II weekly pubUcmtlon of (om' pnges, 
nltho\lgh on !1(:cnRion extrn lH.llledns Iwe p\lbUshCld 
n.l1.(\ sbe In(')'en~ed to ns Jllinly !IS eight i~llge!l. A 
lleq~ellnt is IIssigned ex('hl~ivel)' to this l{lsk wHh 
c1edcnl n~~Is.tnllce. The bulletins {l1'e nPPl'opl'intely 
ll"mbered. and. (\!\t(J<l nml Ine hlS\ted. til. looselel\f 
ri1\'tn t·O\, ease o£ 111nIlltemll,ce r~nd study to eve\'y 
lllembel' of the depfll'tment. It is attl'active in 
fotlllJlt lind nln.k.c!\ good 'tse of gt'nplw, chnl·t~! 
tnbles, aud phQtogrnpln, ns well 1111 l't.~re\'ellce to 
def!l\l'tment regulations, city IIlld Stllte lIlWS, It is 
lllOl'C nm.dn.ble nnd \\Sefnl thi\\l the b,dJetin pro­
dl\('o.d by the New YQ\'k Clly Police Department, 

While Mt Q pdol'lt)' lUJ\UC1', it ia nppl'opl'inte 
thllt 1\. tt'alnh,S' bulletin be p\\blished as n (mining' 
aid within the IIclldemy. The potclHial fQr trillo­
illS' P\ll'poses, M well (\s fol' promotion, sluely, 
edm:i\t\on, self.tnlpl'QVenl.ent, (lnd lWQfessioHalha­
tion ill. great. It is, thew~rQre, recQllnoended that, 
a committee at' \lnit u'oining sel'gcnuts be estl\b· 

·li$hed, ch\\irel\ by the supedOl' officer nssigned to 
publish. the bulletin. Theh' function WQ\lld be to 
detenll.illc the optil\nlm number of issues to be 
pubHshed, em'mat, si~e, use of pictQdals, cont.ent, 
distl'lbl\tion, lllnd so £m.'th. The ~u}ler.iol' designated 
as editm' sl\(mld be l'elieved ot most OdlCl' reSl)Ollsi. 
biHtics, He wo"lt1 assign topics ft'O\n time to time 
to ,,11 \mit tl'nh)ins' sergem\ts, who WQuld make the 
tllil]ot' w\'itten contdbutions {Ot' the publication. 
Th~ u\initmnll l\\\lnbel' of issues each yea\' should 
he 12 nnd di$,tribt\t~Ql\ shQ\llcl be <lepa~t~\lentwicle, 
not Ihnited ~() s\\pe\'iol' officers. Clerical ilssistal\cQ, 
l~.ck of which has been a pl'imal'}' (actol' for the past 
2. years/ is essential, A qunlity bulletin will require 
a, vaxi,typist, 

12 •. 3 l\lnlldnto .. y Advluwed, Training lor 
S\lll~dor Office.·s 

While the unit trnining pl'ogl'nm described in 
the previous section is the major inservice training 
thrust for pl\trolmen~ superior officers require a 
sequence of ad.vnnced training programs of several 
types. Members Qf the department on promotional 
lists fOl' sergeant~ licutenant~ and captain arc l'e­
q\dre,d to take a pl'epl'omotion course. Patrolmen 
and policewomen assigned to· specialized units as 
youth officers, criminal investigators (detectives) 
are required to tak.e specialized courses. Sergeants 

!I!\signcd nN lmit ~l'l\iniil8' officel'& in pl;ecl.nc:ts l\lwe 
nvnUable to them n spechlU1.ed com·ftC Which. wnll 
commented upon ill the prcvloull scction of thh 
ch(l.pter. lJcitt.enllnts (lssignc(t as !\dministmtwc 
aides t(lke (l Olllnl\gc.:ment tl'nining course, A COlH'IIC 
In \'epmt writing·i!I "v"Hable to pah'ohllen, detec­
tive/I, nud sOl'gcnl\ts, A sequent:e of command 
CO\lrses, 1\, n, C, and J), 1\1'C offered. (Ol' !\ppl'opdntCl 
ranks. The (linumsioos Q( t.he prescot inservice 
errm'!: wilhin the depru'lnumt are l'eflected by the 
statislic thnt nbo\lt 31,000 membtw$ of the depAn­
lllellt attended ItO C;Q\11'ses dmillg 1968 hwolvillg 
OVt'l' 300,000 stmly hom'S. The prcp.'omotioll 
COlll'lie (01' sergcant. WIlS lengthened to 6 weeks in 
1968 lind intl'odnced improvcments in cOlll'se con­
lent and Wllching method~. A new CQ\lt'6C in 
\Ul\nflp;Clllcnt (lcvclopmcnt WIIS hH1'Oduced, intended 
pl'hnlwi1y for llCl'gcants awaiting JWOlnotioll to the 
·n\llk of lieutenant. In the police sU'\lcture the 
sergeant is t.he first level of Rupcl'vbton I\nd t.be 
the lIC1.ltclltlnt. is the fi.rst level of mall"gclnent, 
Conseq\tClHly, it wns (cIt l\ppl'QPl'intc to .. nake 
"vnilnblc to the Incn I\bout to etnbl\\,k Oil the tnsks 
of lic\\t~lImnt lin undctstalulillg of mrlllagement 
lwin(;ipies lind pl'actices. 

The fiyllnbu!l I'm' the 70·hoUl' Pl'cpl'omotioll to 
licntcnl\llt CQ\U'sc os cun-cnt.ly tll\lSht illcl\ldes the 
following topics: 

IlOU1'S 

S,·",,,,11\18 l'011 MtnIl!J~ MI\NMF.MIINT ( CQ\JI\Sf, 
1, Mal\(lgcment Them')' IImlll r\lctlcu 

11lmct.iolla of the mllnngc\' ." .................................. , .... , 1 Y.I 
~rhc control r,'nc;tlot\ '''~'" .• u..\t_ ... UHUU\1..u''un''''' .. UU,.H' 1\1 ' 
Sell\lm\\': \)oU~e ll\'ores~IQ\lllUsm ....... " ...... , ............... , \ Y.I 
Sem\mll': Tedmologlcnl dt:velo\lI11el~la 

and theil' IIllPlIct.OIl the police ........ , ....................... 1 \1.1 
Workshop: The tlesk olncer: OI'gt\nh:llt1onnl 

Imp~'(H\l",nt~ to effective COl\lmnll(\ ............... , ........ lY.l 

n. COlllllmnlcntion$ in Mnnngemcllt 
Connnlll\lcnt!ollsl The "ey to directing , ................... 1 Y.I 
COlleCI'IlIICC lealle,shlp \\.'(:hnlqucs ............................ 6 
G\lldellncs {or Impromplu tlllk~ ....... M ................. " .. 1 Y.I 
RCftQl.'t. ,,'rill'lS ..... Uh ... 'U.~ .. ~u .. ,..~n.n .. u .. ~'un.u .... 'u,' .. uu ••• t.9 .. 1 ~ 
The de~k office!' !lml the tOllchtollC phone ................ lY.1 

In. Admillistl'ntive Analysis 
Resc!\\'c.h techniqucs ...................................................... 1 Y,i 
OI'g1l11i:dng: The {unctionnl ofganiz:llion-

line an<l staft relationships ................ " .................... 1 Y.a 
OI'Slmizhlg: Impul·tant Tools .................................... 5 
Uhl'llfy research ................................. ' .......................... 5 
!":l1cl discussions: CUITCl\.l police 

related articles and books .................... " ................... 5 

IV. Dt'Cisionl\l!\killg 
Decisiotll\l;lking theory' ami practice ........................ 4Y.1 
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Hours 
Semirllll': ('ollde. nn~l thn polh:e-tln 

.;nvh·ollU\entlll t!lctOl' In dc<;hlollmnklng ... " ....... llh 
Semlnllr: CllIIIIglng ~001111 mOrC8-Jln 

cnvh'()il~ne"tlll factor In dc:clHiollllulklng "" ........ ~ 
V, Gettln~ WOl'k Donfl 

Sem I lUll': 'rhe o)'gllnllllti(ln liN It ftQt;hll "yatem ........ I Y.I 
limployt:e \levelopmcnt: Crctltln/f It cllmllte 

f()~ lenrnlng U,n.nUUflUt .. ,.,n.'H, •• ;H,u •• un •• UI .... ttU'ftu,. • ., llh 
SCllIlnnr: How to gCJt work dOIle. 'l'hcorieft of 

!llOllvlltiOI!, hchnvlor, lind lenderHhlp .................. l~ 
The "",lCI'vis!)I' nN II lflll.oer: Milking the mo~t 

of roJIc:oU trnlnlng iU .. U"UUu"",u .. :.u.U.,uroiUu." .. uur l~ 
,'\llIloloS lhe $\lpervl~(lr~ time "n .......................... ".". 1 \I.a 
nll~l, Rcnalonl The f1rat·\Il1c Nllpervhol', 

does he l'enlly do the job? ................. , ...................... 1~ 
Semlnnl': 1,,1111.1 orgalllzl\tlOllH Ilnd ~helr Implll;t 

on Jlolt(!e (.)eJ~"tIQn" ~H"U .. uui .. Hm .... mlf .. u .... ".'lUUw. l~ 
J)lsr.IIHaloll !f1'OUpl The Wnlker report-

n brenkdOlY1\ In police JCllderKhlp .......................... 1 ~ 
VI, 'J'he ))olh;e IIlId the Community 

l'()UCt t!thlcll j'IU'U" .. ' .. lft'UtU ....... *ffUtl ... ~.nn.".".u •• u .. 'fI.u, l¥!a 
SYOlpOKlllm: Comllllll1ily reilltlo1l8 

problelll~ III the opernUolIs lel1d .............. , ........ " ... 1 Y.I 
The police IIl\d cOIIHlltut/()nal rll~hta , ......................... 1 Y.I 
SYll1posl\lm: The police 1111<1 the gellerlltlon gllp .... I Y.I 
Role plnylng: A Campll8 cnCQUllIer ............................ 1\1.1 
Role pJllylng: A. atnUon 1I0116e cncollnter .. ".............. 1 Y.I 
An f!vnll1l1t1<m cC)I)fel'cn<;c: How gOQCI are 

, 0111'1)\11))" for civil dlaol'clen? ..... ,""....................... llh 
VII. Cellel'nl 

Weh:OUle !\nd orlcntRti()ll .~ .. u .... ~u .. m .... u ........ ft"' .... n'u l~ 
COllr"e cvnhHltlon lind cdtlque .................................. 1 Y.I 

Officel's being assigned as administrative aic!::: 
liC\.tenllntll wel,'e offered It management training pro. 
gmm somewhat diffel'ent in its thrust. The curricu· 
lum in this program is currently as follows: 

-------~-~.~~~~~--.---~-~~, 

M"NAO';MltNT TJAININO hQOI,"'" 'Ok 
ADMltllKrl\ATIVIt LIF,u·rv.NANn 

I. TIIIJ rO'1J of I"~ city matlagllr In mallling 1M Ill:lIdl 01 "'11 
NlJw Yor" c01/lmlm/t)! toda)! (Ieven!l.hour Mcmlnan), 
Objlll:tlvcl 

To give the mllllilger a chance to define lind understand 
hll role lind to becomc aWtlre: of the WilY" In which hla 
job c()ntrlblilel to the objectlVt:1 of the city government 
lind the welfare of the community, 

CouJ'1IC: delCripdon: 
The cou~.e examlnel the .OCIIlI, cultllrlll, hlato(lcII1J plllit. 
ICIII, geog~llphic, lI.nd ~c;onoll1lc charactCflfttl~ o[ the city, 
Ita commllldtie. lind Its peoples, It dl8(:uSSCH !lOme (If the 
IIlIlJor obJectt'lea of dLy sovernment and way. In which 
the I)'IluIIlgel' co.!tdbutci to theae obJectives, 

2, llum·,1t1 fllCtor$ {,. mar!al!lfmdtlt (eight a-hour aemhllan), 
ObJectlvc: 

Thll coune Is Illmc<11I1 promoting the mosl Cllfectlve UII! 

of the hum lin rCllOur<;e. of the orglllll~lItlonllnd Ir~ lnsUIJ­
Ing In the IIlllflllger and ~hrough him In hi. subordlnatc:n 
1\ wllllngncss til nerve tile community, 

COUtlC de8(:rlptlon: 
Among the toph::n cove)'(:~1 are theorlcs o~ motlvatlonJ In­
dividual and group behllvlo:,'/ effects of organizational 
structure on behavior, lCllderahlp patterns/ employee aI'­
prlliall\IIfi(1 dlsclpllne, and dcveiopm('nt of mbordllllltcl, 

II, Mak/rlg "wlage".,,"t deels/otls (six !I-hour seminars), 
Objective: 

'l'o llsala~ managers to recog\llze real problem5, rather 
than the symptoms, and to usc systematic Ilpproac:hc. in 
devlalng useful 1I01utloll8, 

Cour6e description: 
'fhe Cllursc describes and applies II systematic approacb 
to cleclslon making, examines the development and eval· 
uatlon of alternatives, an.d provides techniquIJ8 for In· 
~~1181I1g c~eatlvlty lind encouraging creatlvenc •• in sub· 
ordlnlltea. 

The following is a summary of the advarlced and 
specialized inservice courses which have been offered 
by the Police Academy during the last two years: 

1 
J 

Summary-Advanccd and specializcd training 1968 and 1969 (to October 15~_. _~' __ _ 
Number of 

Course )'ellr 

School cr()sslng ............................................. , .... , .......... , 1969 
G\lar(ls , .• "'Ut.lj •• u'.h ....... .,' ..... ~.u ................ I ........ I ... n.H.... 1968 
Civilian proll1otlons .................................................... 1969 

1968 
Youth course ............. ,................................................... 1969 

1968 
Disorder control......................... .............................. 1969 

1968 
Detective squad ............................................................ 1969 
Administrative aide .................................................... 1968 
Fins~rprlnt technician ................................................ 1969 

1968 
Precinct rcceptionist .................................................... 1969 

1968 
Cot::mtund post ............................................................ 1969 

16S 

Last date 
Number 

held 

Oct. 2. 1969 .............................................. 4 
., .. U ...... U ................... U ........... ' ........ I ... ~ ........ ,.. 6 
March, 1969 .............................................. 1 
,., ............ , ........ ~ ............... u............................. 1 

1 ..................................... , .. .-.......... , ............... .. 
1968 ...... ,....................................................... 1 
Sept. 15, 1969 ............................................ 1 
............ , ...... " .. , .................... ,............................ 1 

1 
••• u ..... n ... u ..... , .......................... 'f .. U ........... ~ ... . 

1968 ............................................................. . 

1968.............................................................. 1 

1968.............................................................. 1 
Sept. 29. 1969 ............................................ 1 

lItudents 

546 
507 

21 ' 
25 

168 
!I,7!!I 
4,961 

80 

40 

8 
66i 

~ 

j 
j 
) , 

J ~ , 

II; 

, 
,:): , 



t 
., , 

" , ¥ 
~ 
" 
" ,I : 

, .. ; ,. 
~< r 
\ ~ 

I 

·1 
j .. ~ \! 

, ' 

1 
'" 

"; I 

Exel'cise ..................... _ ................................................. .. 
Latent fingerprints ..................................................... . 

Po~;,~ and schools .... : ................................................. .. 
In-service (public school teachers) ........................ .. 
Retail security for detectives ............................ , ........ . 

Programed management ............................................ .. 

Management course for administrative aides ........ 

Introductory course for probation officer .............. .. 

Pre-promotion to lieutenant ..................................... . 

Precinct unit training ................................................. . 

Patrolman·detective refresher ... : .............................. .. 

Command A and B ................................................... . 

CommandC ................................................................. . 

CommandD ................................................................ .. 

Command E (pre-promotion to sergeant) ............ .. 

Career deve\opm~nt ................................................... . 

Criminal investigation .............................................. . 

Methods of instruction .............................................. .. 

Criminal investigation narcotics course ............... . 

Manageri'lJ technl.ques ............................................... . 

Sprint typing cour.e' (communic,ations unit) ........ 

Sprint for operation personnel ................................ .. 

1968 
1969 
1968 
1969 
1968 
1969 
1968 
1969 
1968 
1969 
1968 
1969 
1968 
1969 
1968 
1969 
1968 
1969 
1968 
1969 
1968 
1969 
1968, 
1969 
1968 
1969 
1968 
1969 
1968 
1969 
1968 
1969 
1968 
1969 
1968 
1969 
1968 
1969 
1968 
1969 
1968 

Command control touch tone telephone fo1' desk 
officers and unit training sergeants ........................ 1969 

1968 
Civilian observers course for precinct disorders 

and complaints .......................................................... 1969 
1968 

Precinct unit training .................................................. 1969 
sergeants seminar .................................................... 1968 

Training family crisis for police academy recruits 1969 
1968 

1 Not given. 

On September 25, 1969, announcement was made 
O~\ the management development. program within 
thl\ department. which reflects new thinking in the 
area of inservice training. The development of 
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Last date 
Number 
'held 

..................................................................... 1 
March 3, 1969.......................................... I 

Oct. 15, 1969 ........................................... .. 

March 3 1969 ........................................... . 

1 
2 
.'O! 

1 

May, 1969 ......... :........................................ 1 

July 1, 1969 ................................................ 2 
................................................ u ...................... .. 

March 10. 1969 .......................................... 1 

May, 1969 ................................................. . 

Oct. 15. 1969 .............................. :............. '7 
...................................................................... 8 
Sept. 8, 1969 .......... :................................... 1 
...................................................................... 1 
Sept. 22. 1969 ............................................ 3 
..................................................................... 1 

Oct. 15, 1969 ............................................ 6 
.......................................................................... ~ .. 
Oct. 15. 1969 ........ : ................................. .. 

Sept. 22. 1969 .......................................... .. 

7 
2 
2 
4 

...................................................................... 8 
Oct. 15, 1969 .............................................. 2 
....................................... ~ ............................. ~ ... . 
Oct. 15. 1969 ............................................ 3 
_.................................................................... 1 
Oct. 15, 1969 ............................................ 1 

Oct. 10. 1969 ............................................ 1 
1 

July 21.1969.............................................. 1 

Oct. 15. 1969 ............................................ 1 
1 

Aug. 11, 1969 .......................................... 1 
1 

Sep t. 15. 1969 ........................................ .. 
1 

Sept. 22, 1969 .......................................... 1 

Nurnberof 
students 

75 
250 
600 
460 
448 

34 

50 

37 

20 

30 

H,OOO 
14,000 
4,889 
4.296 
1,766 

813 

344 
453 

1,900 
1,200 

287 
467 

81 

138 
15 
75 

600 

45 

26 

388 

100 

400 

this program is consistent with the concepts of 
advanced training in management advocated by 
the reses.rch staff of this project. It represents an 
appropriate implementation of the sta~'s thoughts. 

.... 

.. , 
,;ill ........... 

The management development program is de. 
s~ribed in a chief of personnel's memo as having 
the following objectives: 

The onjectiVl,s of the program are to promote a manage­
ment awareness among superior officers and civilian super­
visors at all levels; to equip all such supervisors to efficiently 
and effecth'ely carry out their current management roles; and 
in particular, to permit and foster the development of su­
periors dt~monstrating high management potential. 

The major courses offered or planned are as 
follows: 

LEVEL I-BASIC AND INTRODUCTORY MANAGEMENT 

COURSES 

Career development course 
Supervisory practices and techniques 
Management techniques course 
Programmed management course 
How to pian and organize work 
Principles of. management 

LEVEL, II-ADVANCED MANAGEMENT AND SPECIAL 

AREA COURSES 

Middh management I 
Middle management II 

Administrativ.e analysis 
MidaIe management program, New York City 

Dep'artment of Personnel 
Effective decisionmaking 
Making the computer work for management 

LEVEL III -EXECUTIVE SEMINARS AND COURSES 

Executive course: Command and control 
Executive course: Join~ police.National Guard 

operation 
Executive seminar: Problems in urban police 

administration 
Executive seminar: The organizational 

environment 

This structure reflects an effective and rational 
rearrangement of the existing pattern of insc;:l'vice 
work. Particular attention should be direct)ed to 
the programed management course which is a 
home study course. Also, the effective decision­
making course is structured as a programed home 
study course. This is a 4-hour course, the brevity 
of which raises some que&tion. A similar course 
on making the computer work for management 
will also be available on a horneistudy basis. 
These three programed instruction courses make 
use of instructional material prepared by agencies 
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other than the department. Ultimately, in accord· 
ance with the recommendations of this project, 
new materials should be prepared by the educa­
tional materials development unit at the academy. 

Major progress has been made in the planning 
of a logical sequence of inservice cO}lrses. Imple­
mentation is another matter. Previous experience 
suggests that without an effective commitment 
from the department these programs cannot be 

. offered on a systematic basis nor can the training 
be carried out in an uninterrupted manner. At 
the highest level of management training, that is, 
command course A, it would seem appropriate to 
utilize an executive training technique such as is 
familiar in business. One example is the IBM 
Executive Training Center at Sands Point, which 
was visited by staff of this project, where those in 
training live on the training site in a training 
environment and spend all their waking hours in 
an educational process. It is recommended that 
the 20-30 officers enrolled in command course A be 
taken to Sands Point or to some other appropriate 
facility for a week with a small instructional staff. 
The attractiveness of the physical setting would 
make possible the recruiting of speCial guest 
lecturers from other law enforcement agencies, the 
business and academiC communities, as well as 
leaders in government. It is recoffi!.nended that a 
program involving an experimental group of this 
type be structured and funding be sought from 
government and/or private foundations. 

FBI Training Services for Police Agencies 

Members of the research staff of this project 
have given considerable attention to the training 
program of the Federal Bureau of Investigation. 
While special agents of the Bureau Ineet higher 
standards for appointment than most police officers 
and perform different types of duties, the Bureau 
provides several"general training services to police 
agencies. Two of these are the national academy 
and police management schools. 

In more than 35 years the FBI National Academy 
in Washington, D.C., has trained almost 6,000 law 
enforcement officers in what can be des(:ribed as 
the most comprehensive police refresher course con· 
ducted in the United States. In classes of approxi­
mately 100 experienced police officers of Val'!6Us 
ranks, twice each year, the 12-week program~ covers 
a broad curriculum in great detail. The cun-icu~ 
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lum of the 81st se$sion in the spring of 1968 is 
typical: 

Courses Hours 
Criminal law and court procedures (17 subjects) 56 
Investigations and case preparation (6 sUbjects) 26 
Management and poHcy (23 subj€Cts) .....•.......... 77 
Social psychology (CJ sUbjects) ................................ 35 
Sociology (9 subjects) ................................................ 39 
Education (6 subjects) ............................................ 42 
Physical training .......................................................... 33 
Firearms training ........................................................ 44 
Vocational training (3 subjects) ............................ 58 
Criminalistics and scientific examinations 

(8 subjects) .............................................................. 13 
Identification tecnniques (3 subjects) ................ 10 

Total ................. : .................................................... 433 
The balance of the program., some 40 'hours, in­
cludes field trips, demonstrations, and administra­
tive details. There is no charge for the course. 

The instructors includ,e the most experienced 
and best trained special agents in the Bureau, 
including lawyers, sociologists, criminologists, 
laboratory technicians, etc. Visiting guest lecturers 
include judges from various courts, police chiefs 
and other high-ranking pro.fessionals, university 
professors, and executives f~om' other Federal agen­
cies. The lecture format is predominant, but is 
liberally sprinkled with movies slides, overhead 
projectors using a variety of audiovisual aids, dem­
onstrations, and seminars. A top quality curricu­
lum utilizing modern methods and the best instruc­
tors available has earned for the National Academy 
the reputation of the "West Point of Law Enforce­
ment." A new National Academy building is un­
der construction in Quantico, Va., scheduled for 
fall 1970 occupancy. This ultramodern training 
complex will :t;')use, feed, and train 2,000 students 
a year. Under a new policy to be effective with 
the first class in the new building, the Bureau will 
pay all travel and subsistence costs for every man, 
as well as providing the training. 

Because of far-reaching changes in management 
concepts and techniques, the FBI expanded its 
field training program several years ago to include 
police management schools. Well trained special 
agents, experts in management and human rela­
tions, travel throughout the country conducting 
management schools for local law enforcement 
agencies on request. The curriculums for these 
schools include lectures, seminars, and problem­
solving sessions on such topics as introduction to 
management, police planning, police organization 
principles, evaluation of personnel, personnel man-

agement, superVISIon, executive development, re­
cruitment and selection of policemen and cadets, 
human relations in management, administrative de­
vices and controls, inspections, and decisionmaking. 

Classes of 25 to 30 supervisory and executive 
level students are organized on 4 to 6 months' ad­
vance notice. The entire curriculum is covered 
in 5 full days on location by a two-man instruc­
tional team, who tailor the course to the particu­
lar police agency. There are no costs for the police 
agency. In the New York City area such schools 
have been gi.ven to the transit authority police, the 
Nassau and Suffolk County Police Departments. 
Spring sessions in 1970 are scheduled for the hous­
ing authority police and the \Vestchester County 
Police. Additional schools for the Nassau and Suf­
folk County police are to be given shortly. Several 
police officials who took the course were inter­
viewed by the project staff and praised it highly. 

It is not known why this department has not 
taken advantage of these management schools, but 
they have never been given here. Some police 
officials appear to feel that this department is self­
sufficient enough so that it need not seek outside 
assistance. Certainly this project report i~dicates 
a need for more management training, particularly 
at middle management levels (lieutenant, captain, 
deputy inspector, and inspector). The depart­
ment regularly sends members of the force to the 
national academy and other FBI-sponsored con­
ferences, seminars, and programs. In many re­
spects the department is truly self-sufficient, having 
available the greatest human and material re­
sources of any municipal police department in the 
Nation. Nevertheless, it has never hesitated to 
seek assistance from wherever it was available, 
when needed. It is therefore recommended that the 
department arrange, through the chief of person­
nel, to invite the FBI management team into the 
Police Academy to conduct a sufficient number of 
sessions to reach every captain, deputy inspector, 
and inspector who has not already had a compre­
hensive management course (perhaps half of the 
almost 400 officers at these ranks). Lieutenants 
are aiready beginning to receive adequate train­
ing in this area through the recently introduced 
programed management course and prepromotion 
to lieutenant course. All lieutenano; assigned as 
administrative aides, have also received a course de­
signed for that purpose, the lieutenant adminis­
trative aide management course. 
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12.4 Collegiate Educational Requirements for 
Department Members ne~tion with college programs (The data in this 

~rttc1e were extracted from the 1968 IACP train­
mg survey reports.) The best summary of existing 
college programs is found in' :he report prepared 
by Thompson S. Crockett for the IACP in 1968 
entitled, "Law Enforcement Education." This re­
port i~entified, 261 law enforcement degree pro­
grams m 234 separate educational institutions in 
the United States. These 261 programs included 
199 associate degree programs, 44 leading to the 
baccaulaureate degree, 13 to the mast!>r's degree 
an~ five to the doctorate This burgeoning of col­
leg~ate police programs has been a response to 1.,~'0 
major. factors. In the first place the availability of 
coll:glate. programs, particularly those involving 
~n lUcentlVe arrangement, is a stimulus to recruit­
mg .. In t~is .sense the collegiate programs are es­
sentially slgmficant in terms of personal l>_chieve­
ment by the individual police officer. In the second 
place,. police commanders have recognized the need 
for higher level of education ,than can be provided 
throug~ a police academy or other departmental 
educatlOn and training organization. 

The President's Commission recommended a 4-
year baccalaureate degree for all police officers with 
general enforcement powers. It may be recalled 
that the Commission urged three levels of entrance 
int~ a police department: community service officer, 
pol~ce officer, .and police agent. These recommen­
datlOns are not relevant here since no recommenda­
tion is being made that new categories for "entrance 
be established. In fact, there is very little evidence 
that law enforcement agencies have reacted favor­
ably to th~ Commission's c~>ncepts in this respect. 
(The BaltImore, Md., Police Department, however/ 
ha~ created the category of police agent and re­
qUlres a college degree for appointment to this new 
r~nk.~ For the purpose of this report the assump­
tlOn IS made that all police officers will continue 
to enter the'department on the basis of existing 
standards. The Commission also suggested that 
baccalaureate degree requirements be established 
f01' all supervisory and executive positions and that 
encouragement be offered to police ofHcers to pur­
~ue a. collegiate education. The Commission had 
m m~nd scholarship loan support and curriculum 
development to guide college police science programs 
away from a narrow educational concentration. 
?rad?ate training in law and in business admin­
Istration was recommended for police executives 
to be obtained either through degree courses or 
special institutions. 

_ The Berkeley, Calif., Police Department is be­
he~ed to have been the first police agency in the 
Umted States to require some collegiate education 
as a preen trance requirement Only a few police 
departments have followed its lead. However, a 
number of police agencies have instituted, or co­
operated in the instit~tion of college degree pro­
grams.. The InternatlOnal Association of Chiefs 
~f PolIce and other professional police organiza­
tlOns have urged the development of college degree 
programs. Some departments permit their men to 
atte~d col~ege courses on police department time, 
some prOVIde extra payor a bonus for completion 
of a number of college credits and others give pref­
erel~tial assignments to those attending and com­
pletmg college programs. An article by Thompson 
~. Crockett and John Moses, in the August 1969 
Issue of the Police Chief, summarizes the incentive 
plans adopted by law enforcement agencies in con-
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In t~e Ne:v York City Police Department there 
:vas ~ dl[ec~ lUvolvement with collegiate type train­
lUg ll~medlately prior to World War II through 
the CIty College of New York. This was not; how­
~ve:, ~, degree program but did represent an "affi­
hatton of the acade~y, with the City College. In 
1.954- as a result L~ initiative of Police Commis­
SlOner Francis H. Adams and with the active sup­
port of subsequent Police Commissioners, Stephen 
~. ~ennedy and .Michael J. Murphy, a formal affi­
hatlOn of the academy with the Bernard M. Baruch 
School of Business and Public Administration of 
th~ City College of New York was arranged. In 
thIS program (called the police science program) 
the .academic component of the recruit training 
curnculum was accepted for college credit and de­
partment personnel teaching the academic subjects 
held a joint appointment as members of the in­
structional staff of the college. Arrangements were 
made to. offer course work on a schedule of day 
and evemng classes permitting attendance by mem­
bers of the department irrespective of their duty 
schedules. The first classes were offered in the fall 
of 1955 and were tuition free for those students 
qualifying as matriculated students in the City Col­
lege. O~hers paid modest fees. This program de­
veloped mto the College of Police Science and later 
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. t the John Jay College of Criminal Justice, a~l 
In 0 . h' h C'ty Um indepeudent senior college WIt In tel -
, 't f New York structure. Enrollment noW verst yo. .' 
exceeds 2,600 of which the overw~e1mu~g maJonty 
are members of the New York CIty pollce Depart­
ment with substantial attendance from oth?'.l.aw 

enforcement agencies and a sprinkling of clvlhan 
students. As a consequence of these arrangements 
hundreds of members of the department have be(~n 
able to achieve college degrees which. their d~ty 
schedules would not otherwise permtt. Dur10g 
1968 a total of 1,342 members of the force were 
enrolled in the John Jay College in un?ergraduate 
courses and another 127 were enrolled In the grad­
uate program. (Six were taking graduate. wo~k at 
the Bernard M. Baruch College.) QuantitatIVely, 
this college program. is by far the large?t ~Uc? p~o­
gram in the United States ~nd, ~t lea.st 10 Its Imtlal 
phases, had a unique relatlonsh~p WIth th~ depart­
ment in terms of day-to·day jomt operatH~ns. At 
no time, however, did the department ~lve any 
direct incentive, such as promotional credll, bonus 
paym~nts 'or the like to members enrolled in the 
college program. The closest that the department 
moved in this direction was the statement, approved 
by the three police commissioners 'mentioned above, 
that "It ha's been a policy of the department to 
keep a permanen:t recor.d of .course .enrollments 

and records. ConsideratIOn wJll be g!ve~ t? edu­
cational records in making assignments wlthm the 
police department." In secti?n 2.8 of chapt~r 2, 

the assignment of selected members of the, ~orce 
to s ecialized institutes, as well as to .the National. 
ACa~emy of the FBI. There are ~vatlable a num­
ber of full and partial scholar~hl~s. at the John 
Jay College and a number o~ l~dlVl~ual scholar-
5hips at other educational instltutlons lfi New Yo~k 
City, including one providing a full s~h~lars~lp 
toward the doctor's degree in public admlmstratton 

t New York University. A breakdown of enroll­
:nent at the John Jay College in the fall semester 
of 1967 showed a distribution of department mem­
bers enrolled as students as follows: 

a table was included reHect10g the educatlon~l 
achievements of members of the department. It IS 

well to bear in mind that the strength of the de­
partment is in excess of 30,000, so that the number 
with degrees is large in absolute numbers but small 

percentagewise. 
In addition to the ava~iability to the members 

of the department of college programs at the John 
Jay College, leave is granted with pay, under spe­
cial circumstances, to members of the force who 
have won scholanhips or fellowships for advance~ 
degrees. A sergeant is now work.i~g .toward ~lS 
master's degree at the School of CrImInal Justtce 
of the State University of New York in Albany, 
a lieutenant is enrolled in the' master's degree pro· 
~am for police administra~ion at .!4ichiga~ State 
University, and a detective is studymg f~r hl~ mas­
ter's degree in criminolOgy at the Umverslty of 
California. In addition, department policy involves 

New York city police Department members enrolled in the 
John Jay College, fall 1967 

Deputy t:hief inspector ........................... . 
Inspector ..................................................... . 
Deputy Inspector .................................... .. 
Captain ....................................................... . 
Lieutenant ................................................. . 
Sergeant ....................................................... . 
Detective ..................................................... . 
Patrolman ................................................... . 

policewoman 
Trainee •• ~ ......... 04.U •.• 04· •• • .. ····04· .. ·~· .. ····~······ .. 

2 
2 
9 

31 
.65 
147 
98 

919 
18 

189 

Total .................................................... 1.480 

The first police agency in New York State to in­
troduce a college degree requirement ~as the N~s­
sau County Police Department. pollce CommIS­
sioner Francis D. Looney has announce~ that as of 
1974- no member of his department. wIll be c?n­
sidered for promotion to any rank WIthout ha~mg 
completed at least 2 years of college. (64 credl.~s) .. 
Beginning in 1973 all persons ta~mg the CIVIl 
service test for captain will be reqU1r~d to have ~4 
college credits. In addition, all polIce cadets In 
Nassau County are now required to attend college 
on a part-time basis and to complete 34 college 
credits before being appointed as a patrolman. Ar­
rangements have been made with 'the Nassau Com­
munity College for their educational pro~am at. 
the expense of the police depa~t~ent. WhIle ~~ere 
was some objection to Commlssloner Looney" ac­
tion from the Nassau County Patrolmen's Benevo­
lent Association, the reaction in general has been 

favorable. . 
There are, however, compelling consideratIons 

which help loexplain the relattvely slow a~c~ptance 
of the concept of :rpandatory college tralfilng. for 
policemen. Members of mi.nority groups, partIcu­
larly placks and Puerto Ricans, have generally not 
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had equal educational opportunity, and, therefore, 
to require a college education for an appointment 
to the department might be discriminatory. The 
effort to incre~se representation of minority groups 
has .therefore been an argument against a college 
education requirement. This is a real issue. For­
tunately, in New York City, the City University 
has now adopted a policy of open admissions. 
This policy, which may be fully implemented by 
the fall of 1970, will provide a machinery whereby 
all high school graduates will be able to attend an 
appropriate unit of the City University. The SEEK 
program and the college discovery program of the 
City University will continue to provide special 
remedial assistance to high school graduates so that 
they may qualify for regular work in the .commu­
nity and senior colleges. With the policy adopted 
by the John Jay College that all persons who are 
members of the department and who, therefore, 
have completed the recruit school curriculum are 
automatically admissible as students, there is no 
longer any meaningful limitation upon college op­
portunity for members of the department. 

Further arguments against mandatory college de­
gree requirements reflect the practical considera­
tion ~hat the labor market has be~n extremely tight 
during the 1960's, making it difficult for police 
agencies to compete with industry for the available 
labor supply. Even the high school graduate re­
quirement has in recent years held down the num­
ber of qualified applicants for appointment to the 
department. However, substantial improvements 
in salaries and working conditions and al~ri· the 
probability that economic <:onditions will not be 
as ebullient in the near term as in the recent past 
suggest that the department may find· recruiting 
becoming less difficult. The argument may be made 

Promotion to-

Captain and above ............................................................................... . 
Lieutenant and sergeant ..................................................................... . 
Captain and above ........................................................ ' ...................... . 

'"' 

that higher educational requirements on entry wiH 
upgrade the "job image" and thus facilitate recruit­
ment. However, the true professionaIization of 
the patrolman's job which this would imply would 
appear to be a goal rather than a reality. 

There is another condderation:"does the rank­
and-file patrolman really require a formal educa­
tion beyond the secondary level? This issue has 
been debated vigorously by the research staff of 
this project. The staff has reached the con~lusion 
that, at least for the next 5 to 10 years, college 
preparation is not required for all police officers. 
Most collegiate education is unrelated to police 
work, and properly so. There is some evidence 
that policemen performing routine patrol assign­
ments become "disaffected" iii they have advanced 
education. This is.a consequence of the routine 
nature of much of the work of the typical patrol­
man and also the slowness of the promotion proc­
ess within the department. As has been suggested 
in other sections of this chapter, for most patrol­
men the appropriate immediate need is for sub­
stantial strengthening of the unit training program 
and the several· specialized training programs. At 
the same time, the case for college education for 
police executives (and this tenn includes aU su­
perior officers) is inescapable. Given the small 
percentage of the department in the superior officer 
ranks, a collegiate educational requirement for 
them seems reasonable. It is clear that, with the 
opportunities provided through the City University 
of New York, there is no longer a substantial diffi­
culty facing officers in meeting a collegiate educa­
tional requirement. 

Therefore it is recommended that the following 
educational preparation be a requirement for pro­
motion to higher rank: 

College requirement 

2 years (64 credits) ................................................... . 
2 do ................................................... . 
4 years (bachelor's de.gree) 
4 do 

Effc-ctive date 

Jan. 1, 1975 
Jan. 1. 1976 
Jan. 1, 1978 
Jan. 1. 1979 :ieutenant and sergeant ..................................................................... . ---------------------

Tbe above timetable makes no demands on per­
sonnel of any rank who are content in their pres­
ent rank, nor are demands made upon those who 
have llad college preparation or are currently at­
tending a college. It will provide a reasonable 
incentive to other members of the force who aspire 

169 

to higher rank. In this way it will be possible to 
~ccomplish the President's Commission's recom­
mendations with re!rpect to a 4-year degree require­
ment without actually making it a requirement 
for police officers at the level of patrolman. 

"~ 

, .~ 
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12.5 Continuing Evabtation of Performance 
in Relation to 'fraining 

As has been described in chapters 5 and 6, re­
cruit training de.ficiencies will be discovered by 
means. of escort officer evaluations as well as those 
of the r(!cruits themselves. Academy instructors 
will evaluate recruit performance o.n a spot check 
basis. However, neither of these evaluations would 
apply to the seasoned patrolman, the subject of 
inservice training. Of the several possible means 
for inservice evaluation, two appear most feasible. 

Academy instructors working in pairs and 
equipped with a car identified as a police academy 
vehicle with two-way radio communication can re­
spond to citywide calls on a random basis. Upon 
arriving at the scene' of a call, the instructors would 
assume nO direct supervisory role bl;lt rather act 
as observers. They would utilize a checklist sim­
ilar to that of the training escort officer to evaluate 
training needs a.s evidenced by the manner in which 
the responding patrolmen and superiors perform 
the task at hand. Their role, therefore, would be 
relativelv passive unless an emergency need arose 
which i'~quired their participation. This might 
take the form, of advice. dire.ction, or actual phys­
ical assistance as the situation might warrant, but 
such action would be undertaken' only in extreme 
cases. It is important to the success of the program. 
that the training evaluators maintain an air of 
objectivity and that their reputation be free of any 
element of discipline or officiousness. Thus, the 
patrolmen involved would be free to perform' their 
duties in the manner to which they have, become 
accustomed without fear of sanction. Just as the 
recruits' performance evaluation is an evaluation 
of the task rather than the individual, so also is the 
evaluation of the seasoned patrolman's ,work. The 
shortcom.ings in his performance will provide a 
basis for valid inservice training content. Si~ce 
the report will not identify individuals, no patrol­
mal" need fear adverse consequences from the acad­
em.y 'appraisal. 

A Continuing Public Opinion Report 

The ultimate judge of the quality of police serv­
ice as it is delivered is the public served by the 
department. Yet, the public is rarely invited _ to 
express an opinion of the adequacy of the polIce 
response to their needs. Rather .. public opinion is 

usually served by providing some machinery for 
citizen grievances. Thus, the principal feedback 
a police department receives on the per£orma~c~ 
of its officers is of a negative nature. Ma.ny In­
equities experienced by citizens never reach the 
ears of the police hierarchy because of a reluctance 
to complain, either because of fear of possible re­
prisal or' an unWillingness to create trouble for 
police officers and their families. ., 

Frequently the citizen is well pleased With hIS 
police interaction. In these cases t~e depa~tment 
may not become aware of the effectIve servIce be­
cause the writing of a letter is something of a chore 
and, uriless the service were outstand.ing, the civilian 
might not be strongly enough motivated to subject 
himself to the bother. Moreover, he might assume 
that good police service is no more than he deserves 
and would accept superior service as a matter of 
course. Earlier chapters of this report have cited 
selected studies which pI'ovide some information 
about both public and police expectations concern­
ing the functipns which should be performed by 
police officers. Civilian complaint statistics have 
indicated the kinds of police behavior most re­
sented by the public. The education and train­
ing programs proposed in this report will seek to 
effect some amelioration of the temi.l)ns resulting 
from divergent police-public viewpdl.,:tS. How­
ever, there are now no useful data ava:;la:\)le about 
those items of police performance tilat are con­
sidered relatively unsatisfactory or satisfactory. 
These must, therefore, be a matter ('/f conjecture 
and their elimination or strengthening as the case 
may be in the traini~g process is largely speculative. 

It is a matter of considerable importanl,;e, there­
fore, ::hat some reliable feedback less formal than 
an actual complaint and,by the same token, of 
lesser stature than a commendatory letter, be elic­
ited from persons known to have had contact with 
the police. One method of obtaining the informa­
-tion sought would he to obtain a report from each 
person who enters a station house on official busi­
ness or who otherwise becomes. a subject of police 
service. Such a report :would be prepared in the 
form of a simple checklist card in both English 
and Spanish mailed to the citizen as soon as. possi­
ble after the incident and accompanied by a per­
sonalletter from the police c<?mmissioner, together 
with a self-addressed,' stamped envelope for return 
of the report. The letter would explain that noth-
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ing in the response would be treated in the man­
ner of a complaint, that the information would 
be used to improve training only, and that the 
cooperation of the person concerned would be of 
!he utmost value in improving the sendee of the 
police. The' checklist, itself, would deal with the 
manner in which the person was treated, the com­
petency of the officer (s), the overall satisfaction 
the Citizen derived, and the outcome of the inci­
dent. Thus, several basic aspects of training would 
be reflected by the instiument. 

The employment of the citizen evaluation con­
cept will require some adjustment in the traditional 
department approach to adverse criticism. Hitherto 
it has been the practice to investigate in detail 
each ,and every complaint and, wherever possible, 
to track down the offending 'employee. Follow-

ing the establishment of ,his identity, charges would 
be leveled against him if the situation warranted 

, such action and appropriate penalties would be 
meted out. Such a practice would defeat the ration­
ale of the evaluation procedure. For one thing, 
it would be time consuming to identify each in­
dividual who was the subject of criticism, but, more 
important, it would raise the old specter of reluc­
tance to make officialcomplaillt. Moreover, the 
cooperation of the rank and file, so essential to 
the success of the program, would be seriously cur­
tailed. No useful purpose would be served by in­
voking disciplinary procedures in connection with 
the evaluation of tra,in:i'1g and the two processes 
should be kept rigidly separate. To do less would 
defeat the entire purpose of a continuing public 
opinion report system. \ 
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Appendix A-Comparative Study of Recruit Training 
At Other Police Agencies 

INTRODUCfION 

As a necessary preliminary to determining what 
an optimum police recruit training curriculum 
should include, the first research step taken in this 
project, during July 1968, was to determine what 
police agencies across the country were doing in 
recruit trammg. Letters were sent to all police 
agencies in the United S~ates in cities with a popu­
lation 'of 50,000 or more, to a lO-percent random 
sample of cities between 25,000 and 50,000 popu­
lation, and to a 5-percent random sample of ·cities 
under 25,000. Of this total of 360 police agencies, 
120 responded, but 60 of tb,ese replied negatively, 
with ,inadequate information or information not 
applicable to this study (some of this data, how­
ever, proved useful in other aspects of this project) . 
The 60 agencies which supplied adequate training 
data for this study have been listed on a compara­
tive table with a breakdown of their recruit train­
ing curriculums under nine major categories. 

Subsequent to the receipt and tabulation of this 
data, it was found that not only wouJ.d the infor­
mation be useful as a basis for the development 
of a "model" recruit training curriculum, but it 
could also be useful to municipal police agencies 
as an evaluative source and guideline for the up­
dating of current training and the creation of 
nf!W police training programs. 
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MASTER COMPARATIVE TABULATION 

The. 60 police agencies are listed in alphabetical 
order on the following four-page tabulation. The 
first three columns indicate population, year of the 
current recruit training program, and the total 
number of personnel employed. Nine training 
categories were established after analysis of the 
data submitted by the various agencies. Some cate­
gories were relatively easy to establish, such as 
firearms, physical ~nd first aid training, since almost 
all police agencies offer training in .. these specific 
areas. Further categorization was more difficult 
because of the lack of uniformity in training course . 
titles and content. Similar subjects were grouped 
together; for example, training hours devoted to 
community relations, human behavior and other 
related topics were considered as one category. Sub­
ject matter which did not fit the categorization 
scheme was placed under the category "Miscel­
laneous police subjects." For each training category 
the number of hours devoted to that training and 
the percentage that these hours represent of the 
total recruit training program are indicated. The 
last two columns show the total training program 
in hours and weeks. 
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Abilene, Tex. ........ 103,000 
Alexandria, Va..... 115,000 
Atlanta, Ga. .......... 535,000 
Bakersfield, Cal... 66,000 
Bay City, Mich..... 53,000 
Blrmingham, Ala... 345,000 
Boston', Mass. .... 670,000 
Buffalo, N. Y. ...... 505,000 
Chicago", Ill. ........ 3,520,000 
Cincinnati, Ohio.. 495,000 
Cleveland, OhiO •• _ 855,000 
Columbus, Ohio .. 540,000 
Commonwealth of 
Massachusetts· .. .. 
Dallas, Tel<. .......... 790,000 
Dayton, Ohio ........ 260,000 
Detroit, Mich. .. .... 1,660,000 
Eugene, Ore. ........ 70,oon 
Fresno, Cal. .......... 156,000 
Grand Rapids, Mich. 203,OOn 
Hilo', Hawaii ...... 23,000 
Houston, Tex ....... l,lOO,OOn 
Independence, Mo. 97,000 
Indianapolis, Jnd... 530,000 
Kalanaroo, Mich. 86,000 
Kenosha, Wis. ...... 76,000 
Lakewood, Ohio.. 71,000 
Las Vegas, Nev. .. 110,000 
Lexington, Ky..... 79,000 
Long Beach, Cal... 368,000 
Los Angeles, Cal ... 2,695,000 
LouisvillF, Ky. ...... 392,000 
Lower Merion, Pa. 67,000 
Miami, Fla. .......... 3:lS,ooo 
Minneapolis, Minn. 465,000 
New Haven, Conn. 1S1,OOO 
New Orleans, La..... 655,000 
New York City, 

N. Y." ................ 8,080,000 
New York State, 

Training Council" 
Notfoik, Va. ........ 3ZZ,ooo 
Oakland, Cal. ........ 378,000 
Oregon State, 

Training School1• 

Pasadena, Cal. .. .. 
pensacola, Fla. .. .. 
Phoenix, Ariz. .. .... 

124,000 
61,000 

520,000 
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1968 132 
1968 189 
1968 950 
1968 168 
1968 89 
1968 SS6 
1968 2,672 
Mar. 1968 .... 1,636 
Dec. 1966 .... 12,900 
1968 ............... 1,039 
Oct. 1968 ...... 2,469 
1968 918 

1968 
Jan. 1968 
Juue 1968 
1968 
1968 
1968 
1968 
1968 
1968 
1968 
1968 
1968 
1956 
t968 
1968 

May 1968 
1964 
1968 
1968 
1968 
1968 
1968 
1968 

1,666 
488 

4,828 
123 
307 
293 
172 

1,875 
116 

1,067 
168 
133 

73 
310 
.7.16 
648 

7,150 
685 
124 
811 
771 
401 

1,559 

1967 .............. 30,135 

1967 
1968 
Jan. 1968 

1968 

1968 

518 
852 

183 
108 
886 

48 
52 
14 
14 
12 
50 
20 
61 
30 
40 
54 
55 

24 
64 
43 
50 
~o 

18 
28 

7 
46 
1.6 
89 
15 
20 
12 
32 
32 
32 
56 
70 
30 
68 
27 
40 
58 

56 

7 
9 
8 
4 

10 
13 
1 

10 
6 
7 
9 
9 

15 
12 
9 

11 
9 
9 
5 
3 
7 
6 

15 
12 
4 
8 

11 
4 
7 

10 
14 
10 
12 
6 

10 
13 

10 

24 
26 
31 

10 
11 

6 

21 
12 
26 
37 

13 
4 

13 
8 
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60 
58 
11 
15 
7 

61 
80 
60 
53 
48 

120 
136 

16 
10 
47 
47 
42 
20 
42 
66 
65 
27 
67 
12 
74 

7 
47 

116 
.62 

S5 
66 
30 
53 
31 
14 
31 

% 

9 
10 
6 
5 
6 

15 
5 

10 
11 
9 

19 
22 

10 
2 

10 
10 
17 
10 
9 

2S 
10 
9 

11 
10 
14 
4 

15 
16 
14 
16 
14 
10 
9 
7 
4 
7 
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18 
25 
14 
42 
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13 
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9 
7 
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29 
13 
6 

13 
4 

34 
32 
26 
20 
27 
56 
47 

18 
20 
26 
22 
21 
10 
30 
19 
30 
29 
23 

4 
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10 
12 
20 
10 
10 
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31 
22 
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14 

16 

14 
15 
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4 
2 
3 
4 
3 
8 
2 
4 
4 
5 
9 
7 
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4 
5 
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8 
5 
6 
7 
5 
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4 
3 
7 
6 
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2 
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5 
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2 
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88 
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91 
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21 
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89 

33 
32 
27 
29 
22 
33 
13 
24 
20 
25 
IS 
35 
13 
21 
27 
15 
25 
18 
20 
29 
20 
20 
21 
19 

92 

80 
54 

153 

56 
140 
16 
92 

16 

33 
22 
28 

~l4 

39 
38 
20 

co 
],,~.§ ",a .. -a 
~ -.::: 

Hrs. 

213 
130 
42 
46 
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28 
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60 
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54 

194 
106 
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77 
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65 
34 

,66 

18 
:25 
53 

18 
19 

6 
63 

8 
6 
6 

16 
20 

7 
14 
12 
16 

9 
10 
3 
8 

30 
15 
15 

8 
16 
12 

1 
8 

16 
17 
7 

12 

8 
10 
10 

11 
7 
3 

1:1 

29 
32 

7 

2 
17 
64 
23 
13 
38 

9 
17 

5 
7 
5 

2 
4 
4 
4 
3 
7 
1 
3 

7 4 
18 4 
16 3 
34 8 
24 10 
10 5 
14 3 
9 3 

38 6 
24 10 
32 6 

S 
2 

24 

1 
1 
7 

16 11 
4 1 

20 4 
38 8 

5 
5 
5 
2 
5 

15 
29 
20 

8 
23 

10 

2 
22 
5 

18 
16 
2 

35 

2 

1 
9 
1 

9 
6 
1 
7 

29 5 
2 1 
9 3 

27 
105 
50 
14 

29 

10 
33 

4 
3 

2 
48 

12 
2 

46 

7 
7 
8 
3 

4 

2 
7 
1 
1 

1 
7 

2 
2 
8 

31- 4 
13 3 
8 2 
3 1 

4 
12 
27 

1 
3 
6 

2 
3 

2 

5 

1 
1 

1 

649 
576 
183 
320 
120 
399 

1,600 
600 
490 
552 
634 
628 

160 
520 
488 
450 
264 
200 
496 
262 
632 
264 
593 
120 
528 
162 
325 
720 
440 
530 
465 
307 
590 
455 
385 
458 

560 

240 
245 
533 

164 
270 
200 
471 

5 

2 

15 
14 
14 
15 

22 
12 

6 

7 
16 

7 

7 
18 

7 
12 
11 

14 

16 

6 
7 

4 

12 
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'0 
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Pontiac, Mich. 
Providence, R.I. .. 
Rochester, N.Y. .. 
Salem, Ore .......... . 
San Diego, Cal. 
Santa Clara, Cal.",. 
Sioux City, IOWll .. 
South Bend, Ind.l2 .. 

St. l>etersburg, 
Fla .................... . 

St. LouiS, Mo. .. ... . 
Tampa,Fla .......... . 
Toledo, Ohio ...... .. 
Washington, D.C ... 
Wichita Falls, 

Tex ................... .. 
Whittier, Cal ....... .. 
Winston-Salem, 

N.C ................. .. 

.. 
c 
o 
.~ 

:i 

~ 

84,000 
195,000 
303,000 
64,000 

636,000 
84,000 
91,000 

135,000 

200,000 
710,000 
305,000 
354,000 
810,000 

116,000 
70,000 

139,000 

~~ 
,,::> 
~.~ 
~::: 

8 

Feb.1968 ...... 

1965 ............ .. 
1968 ............. .. 

1968 
1968 
19GP, 

1968 
Dec.1966 ...... 
1968 
1968 
1968 

1961 
Sept. 1968 ...... 

1968 ............. . 

"'-'a Os 
"-.~~ 
en"" 

" '0 

144 
499 
637 
119 
799 

99 
125 
218 

348 
2,674 

678 
70f 

3,172 

132 
100 

252 

~~ 
lihi 
".~ .... 
~~ 

HIs. % 

20 
SO 
70 
26 
40 
12 
12 
35 

63 
52 
43 
63 
10 

31 
19 

18 

8 
12 
12 
8 
6 
'S 
E 

12 

14 
9 

12 
12 
2 

9 
7 

4 

If f:: 

HIs. % 

36 
46 
94 
14 
26 
Zli 
5 

30 

39 
59 
17 
13 
51 

70 
21 

72 

IS' 
12 
16 
5 
4 

12 
3 

11 

9 
10 
5 
3 

11 

18 
7 

15 

:g~ 
~'a 
.".~ 

·~E 11<-

Hrs. % 

14 
37 
14 
26 
30 
10 
28 
13 

16 
21 
12 
18 
32 

17 
13 

26 

6 
9 
2 
8 
4 
4 

14 
4 

4 
3 
3 
4 
8 

5 
5 

5 

~ Population fill1lres are "Estimated 1965 Population" from the Municipal Year Book. 
1968. 

2 The Gtze of each police akeney ineludes both sworn members and civilians. The data 
was obtained from the Municipal Year Book, 1968 and .relates to totals in early 1968. 

• The total number of curriculum hours were not always supplied by each akency. In 
such instances, the traininlr category hours were totaled to obtain these fllrures. 

• The 1,600 total "urrieulum hours indicated for Boston include 1,015 hours spent in 
pa.trol and tramc traininlr. most of whieh represent actual patrol under the observation 
of an instruetor. This fact is responsible for the .relatively low percentakes in the re­
maininlr train ink categories. 

• The tralninlf proll'l'am shown for Ohicago has since been replaced by a 31-weilk 
traininlr Pl'Olrram totaling 1,085 hours. The new recruit training progl'<'m became effec­
tive early in 1969, too late for inclUl1ion in this tabulation. 

• The traininlr council sets minimum standards that municipal police agencies in Massa­
chusetts mUllt follow. Several cities indicated that, although they had no training pro­
Irram of their own, they sent recruits to cities operatinlr training prOIrl'ams approved by 
this State Bltency. 

• This city was selected an the basisaf the 5·pereent sample of smaller cities indicated 
in the introduction and was the only city in this umple to respond with infm'DIation. 
UlIeful for this particular study. 

,', .. .,.._'::'~".:..'<~' ~'-.-;;. ' .. ,"'.~'''::: . .s:""~'t:;~.~.fj i~~..u.t_~~~~~:-':"'"'"-,,,-~.;,.:,..~· _______ 'r,~ ..... _~::: ______ _ 

~ § =8= ",c'" 
.9-8~ S· .... U1 

.t:~~ 
U .S 

HIs. % 

88 
27 
67 
84 
70 
93 
40 
74 

54 
111 
109 
121 
59 

55 
87 

133 

37 
7 

12 
27 
10 
39 
19 
25 

12 
18 
30 
24 
12 

13 
31 

27 

co 
- Uc 
j;'8i!;j:9 
CGas ... ctI 
~ -.:= 

Hrs. % 

45 
62 

136 
60 

444 
58 
64 
97 

111 
159 
90 

116 
59 

82 
68 

79 

19 
15 
23 
19 
65 
24 
31 
33 

27 
26 
25 
23 
12 

21 
24 

16 

~;g 

"§: ;.2 
§~§,g 
o,,::;;::u U11 .c 

HIs. % 

13 
8 

19 
21 
13 
18 
5 

16 

18 
31 
'Z4 
22 
52 

15 
24 

50 

6 
2 
3 
7 
2 
8 
2 
4 

5 
5 
6 
4 

11 

4 
9 

10 

~=~O uOU", 
S-;:2;:::" 
t:S 8.'8 
a..~'8 0 
~~~~ 

Hrs. % 

8 
113 
93 
61 
47 

7 
40 
18 

78 
126 
46 
71 
98 

79 
42 

67 

3 
28 
16 
20 

7 
3 

19 
6 

18 
21 
13 
14 
22 

21 
15 

14 

CI 
0" ;fC)tn 
",,g.2 
tog 
::;..s'" 
g~: 
u 

'" ::> 
o 
§ 
~ 
~ 

HIs. % Hrs. %. 

4 2 
34 9 
39 7 
20 6 
12 2 
13 5 
13 6 
8 2 

41 9 
162 3 

6 2 
73 14 
43 10 

20 6 
6 2 

22 5 

8 
23 
S3 

9 

6 
31 
13 
11 
9 

11 

20 

4 
6 
9 

3 

2 
5 
4 
2 
2 

3 

4 

-" "'''' -" 0" ( ... 0 .s:: 

236 
400 
S85 
312 
682 
239 
207 
300 

432 
606 
360 
508 
459 

376 
280 

487 

.. '" u .... ""u a" ,,~ 

z~ 

8 

11 

13 

11 
7 

8 The New York City Police Academy syllabus breaks down the training curriculum as 
follows: Academic, 312 hours; physical, 192 hoqrs; and firearms, 56 hours, for a total of 
560 hours. Effective May 1, 1969, however, 2 hours Were added to the academic prolrram. 
changing the total curriculum hours to 562. It should also be noted that of the 192 houn; 
devoted to physical training, 16 hours are spent in fir3t aid instructic>D. The br..akdown 
is indicated on the table. 

D This agency sets minimum training requirements for all municipal police departments 
in New York State with the exception of New York City. Several smaller cities stated 
that they had no recruit training prognm of their own. but depended on larlfer citi ... 
operating under standards established by the State training council. 

10 This State agency sets minimum standards which municipalities in Ore&'on mUllt 
follow. Several smaller cities indicated they had no recruit traininlr proaram of their own, 
but depended on jurisdictions approved by the State training qency to provide trainin/f. 

11 The information originally re<leived for this study indicated 12 hours of ilreanm 
training. However, more recent information showed 16 hours of firearms traininlr. 

12 This city will offe>: a Teeruit training proaram totaling 560 hours begiunink in the 
fall of 1969. l' 
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OTHER. TABULATIONS 

Based on the information contained in the mas­
ter comparative tabulation, a number of additional 
tabulations have been prepared to facilitate analy­
sis, as well as to indicate to the police agencies that 
may use this data some d the possible ways in 
which they can compare their own agencies with 
those in the tabulation. 

Ooe of these is. the training categories tabulation. 
There are nine tabulations, l'epresenting the nine 
categories which appear on the .master comparative 
tabulation. Each training category lists 30 of the 
60 police agencies, the 15 highest and the 15 lowest 
in each training category, based on the percentage 
of time the training category represents of the 
agency's total curriculum. Thus, for the 15 highs 
and the 15 lows there are columns indicating hours 
devoted to a training category and the percentage 
of time devoted to that training category. These 
columns are totaled and averaged to provide a basis 
for comparison between agencies devoting propor­
tionately the highest and lowest number of hours 
to each category. 

Another tabulation, called the composite train­
ing categories tabulation, was devised from data ob­
tained from the master comparative tabulation 
and the training categories tabulation. Here the 
hour and percentage subdivisions appearing on the 
master comparative tabulation have been replaced 
with ranks in each. training category, from 1 to 60. 
The positions that agencies hold on each of the 
nine training categories tabulations are shown by 
the numbers appearing on this tabulation. This 
not only enables the 60 police agencies to identify 
the training category tabulations on which they ap­
pear, to determine their relative position for each 
category of training, and to observe the frequency 
with which their agency appears on the training 
categories tabulations, but assists other police agen­
cies in analyzing their own training programs by 
relating them to similar training programs !lppear­
ing on the tabulation. Comparisons may be based 
on curriculum size, city size, agency size, geographi­
cal location and other factors. 

A comparative tabulation for the 15 largest of 
the 60 cities in order of population was prepared 
from the master comparative tabulation. The 
traintng categories columns on the tabulation are 
totaied and averaged to provide consolidated in­
formation on the training programs of the larger 

176 

cities, indicating the average number of hours de­
voted to each training category and the average 
percentage of the total curriculum. These aver­
ages indicate general trends in recruit training time 
allocation in large cities. 

A high-low mean comparison tabulation com­
pares the highest 15 cities to the lowest 15 cities in 
terms of the mean hours of training for each of 
the nine training categorie.s. ,(1. function of this 
tabulation is to demonstrate the average range be­
tween the highs and lows in each training category 
as well as the range between the high and low 
overall curriculum. This may enable any police 
agency to "find itself" on the tabulation and make 
some estimate of the adequacy of its recruit train­
ing program, in relation to other police agencies. 

TRAINING CATEGORIES TABULATIONS 

The nine tabulations which follow represent the 
r,\ne training categories' which appear on the mas­
ter comparative tabulation. Each tabulation lists 
30 police agencies, the 15 highest and the 15 lo·,'lest 
in each category. The basis for ranking the agen­
cies is the percentage each training category rep­
resents of the agency's total curriculum, although 
in cases where two or more agencies have the same 
percentage, the ordering is dependent on the num­
ber of hours in that category. For example, under 
"Firearms training," Indianapolis is ranked first in 
the "highest" column, since it spends proportion­
ately more time in firearms training than any other 
agency surveyed (with the exception of the Com­
monwealth of Massachusetts). While Indianapolis 
and the Commonwealth of Massachusetts both 
show 15 percent on the "highe1>t" side of the chart, 
Indianapolis appears first because it offers 89 hours 
as opposed to the 24 hours offered by the Com­
monwealth of Massachusetts. Conversely, agencies 
having the same percentage in the "lowest" ~olumn 
are ranked from the lowest number of category 
hours to the largest. Each column has been to­
taled and averaged to provide a basis for compari­
son between agencies devoting proportionately the 
h~ghest and the lowest number of hours to each 
category. 

.. I 

I 

i 
1 

I 
I 
'I 

J 

I 
I 

--~ 



. . 

, li 

y , • 

'~, 
1 

. ~\: 

f 
j 

~~ 

" 

1'. 

HIGHEST 

Police agency 

Indianapolis, Ind; ......................... . 
Commonwealth of Mass. .. ........ .. 
Louisville, Ky ............................... .. 
St. Petersburg, Fla ........................ . 
New Orleans, I,a .......................... . 
Birmingham, Ala. .. ...................... .. 
Pensacola, Fla. .. ............................. . 
Oregon State Training .............. .. 
Rochester, N.Y ........................... .. 
Miami, Fla ...................................... . 
Dallas, Tex. .. ................................. . 
Toledo, Ohio ....................... , ....... . 
Providence, R.I. .................... : ..... .. 
Tampa, Fla .................................... . 
South Bend, Ind ...... , .................... .. 

Total ..... ; ................................ .. 

Percent 

15 
15 
H 
14 
13 
13 
13 
13 
12 
12 
12 
12 
12 
i2 
12 

Average ..................................... 12.9 

HIGHEST 

Police agency Percent 

New York City .............................. 32 
Hilo, Hawaii .................................... 25 
Columbus, Ohio ............................ u 22 
Cleveland, Ohio ............................ 19 
Wicbita Falls, Tex. ....................... 18 
Eugene, Oreg. ................................ 17 
Lexington, ~y. .................................. 16 
Rochester, N.Y. .............................. 16 
Los Angeles, Calif. ........................ 16 
Norfolk, Va; ..... ,.. ............................... 16 
Winston·Salem, N.C. ...................... 15 
Biimingham, Ala. ........................... 15 
Las Vegas, Nev. ...................................... 15 
Pontiac, Mich. ........................................ 15 
Kenos.ha, Wis. ................................... 14 

Total ................................................ 
Average ........................................... 18.2 

HIGHEST 

Police agency Percent 

Sioux City, Iowa ........................... ~ 14 
Independence, Mo ..... :................... 11 
Commonwealth of Mass. ............ 11 
Cleveland, Ohio ............................ 9 
Providence, R.I. ............................ 9 
Birmingham, Ala. ........................ 8 
Washington, D.C. ........................ 8 
Salem, Oreg. .................................... 8 
Eugene, Oreg. ................................ 8 

Hours 

89 
24 
70 
63 
58 
50 
26 
21 
70 
68 
64 
63 
50 
43 
35 

794 
52.9 

Hours 

176 
66 

136 
120 
70 
42 

116 
94 
85 
40 
72 
61 
47 
36 
74 

1,235 
82.3 

Hours 

28 
27 
18 
56 
37 
34 
!l2 
26 
21 

Firearms training 

LOWEST 
Total I Total 

curriculum Police agency Percent Hours cUl'l'iculum 
""--

593 Boston, h-Iass ................................... 1 20 1,600 
160 Washington, .n.c.· ........................ 2 10 459 
432 Hilo, Hawaii ..................................... 3 7 262 
465 Pasadena, Calif ................ ~ .............. 4 '. .12 270 
458 Bakersfield, Calif. ......................... 4 14 320 
399 Winston·Salem,N.C. ................. " .. 4 18 487 
200 Kenosha, Wis. ................................ 4 20 528 
164 Lexington, Ky ................................. 4 32 720 , 

r 
585 Santa Clara, Calif. ........................ 5 12 239 
590 Grapd Rapids, Mich ..................... 5 28 496 
520 Sioux City, Iowa ... : ........................ 6 12 207 
508 Independence, Mo. ........................ 6 16 264 ,I 
400 Minneapolis, Minn. ......................... 6 27 455 
300 Chicago, Ill: ....................................... 6 30 490 1 

1 
360 Oakland, Calif. ............................... 6 31 533 1 

6,134 Total ......................................... 289 7,330 I 
408.9 Average ...................................... 3.9 19.2 .488.6 

Physical training 

LOWEST 
Total I Total 

curriculum 'Police agency Percent Hours curriculum 

560 Dallas, Tex. . ................................... 2 10 520 
262 Sioux City, Iowa . ........................... 3 5 207 
628 Toledo, Ohio .................................. 3 13 508 
634 Lakewood, Ohio . ............................. 4 7 162 
376 New Haven, Conn. . ........................ 4 14 385 
264 San Diego, Calif. .. .............................. 4 26 682 
720 Salem, Oreg. .. ................................... 5 14 312 
585 Bakersfield, Calif. .. ....................... 5 15 320 
530 Tampa, Fla. .. ................................... 5 17 360 
245 Boston, Mass. .. ................................ 5 80 1,600 
487 Bay City, Mich. . ............................. 6 7 120 ,~ 

399 Atlanta, Ga. . ......................................... 6 11 183 
325 Pensacola, Fla. ...... , ................................ 7 14 200 
236 Whittier, Calif. . .. "' ............................... 7 21 280 
528 Minneapolis, Minn. ............................. 7 31 455 --6,779 Total ................................................... 285 6,294 
451.9 Average ........................................... 4.5 19.0 419.6 

;! 

'I 

I ;,1 
First aid training 

LOWEST 
Total I Total 

curriculum Police agency Percent Hours curriculum 

207 Oregon State Training ....... 0 0 164 

;~ 
, '~I ! 
~ ! 

J 
264 Long Beach, Calif. .. ............... , ..... 2 10 440 ·1" I, 

160 Los Angeles, Calif. .................. .. .. 2 10 5!l0 
634 Phoenix, Ariz. .. ......................... : .... 2 10 471 

'", 

:1 
400 Alexandria, Va ............................... 2 13 576 i# 

399 Oakland, Calif. ........................ ,. ......... 2 13 533 ~ :" 

459 'Rochester, N.Y. ................................. 2 14 585 
312 Boston, Mass. .. ................................ 2 !l2' 1,600 
264 Bay City, Mich ............................... 3 4 120 

rl 

k 

~\; 
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First aid training-Continued 

HIGHEST 
Total I 

curriculum 

LOWEST 

Police agency Percent Hours Police agency 
Total 

Percent Hours curriculum 

Columbus. Ohio ........................... . 
Kenosha. Wis. .. ............................ .. 
New Haven. Conn ........................ . 
Hilo, Hawaii ................................. . 
Grand Rapids. Mich ................... .. 
Norfolk. Va .................................... . 

Total ....................................... . 

7 47 
7 55 
7 29 
7 19 
6 50 
6 15 

452 
8.0 50.1 

628 
528 
585 
262 
496 
245 

5.M~ 
lI7t~2 

Kalamazoo. Mich. . ...................... . 
Atlanta. Ga. . .................................. . 
Tampa. Fla .................................... . 
New Orleans. La. . ........................ .. 
New York City ............................... . 
Lexington. Ky ................................ . 

Tot;;!.l ............................. ".~ ..... . 
Average ................................... . 

!I 4 
!I 6 
3 12 
!I 14 
!I 16 
!I 20 

178 
2.5 11.8 

120 
1811 
lI60 
458 
560 
720 

7,420 
49U Average .................................. .. ---...;.-.----------------,.----------------------

Criminal law evidence and investigation ----------------------
HIGHEST I 

Total 
Percent Hours curriculum Police agency Police agency 

LOWEST 
Total 

Percent Hours curriculum 

Bakersfield. Cam. . ........................ . 
Pasadena. Calif. .. ........................ .. 
Santa Clara. Calif. . ..................... .. 
Pensacola. Fla ................................ . 
Pontiac. Mich ................................ . 
Kalamazoo. Mich. .. .................... .. 
Oregon State Training .............. .. 
New York. .State Training ........... . 
Fresno. Calif. ." ............................. . 
Atlanta. Ga ................................... .. 
Commonwealth of Mass. . .......... . 
Dallas. Tex. .. ................................ .. 
Whittie-t. Calif ............................. .. 
Tampa. Fla ................................... .. 
Detroit. Mich. .. ............................ .. 

Total ....................................... . 
Average ................................... . 

44 
59 
!l9 
!l8 
.!l'l 
55 
M 
!Ill 
!Ill 
!Ill 
!I!I 
!l2 
!II 
50 
29 

!lU 

140 
104 

911 
76 
88 
42 
56 
SO 
66 
65 
52 

169 
87 

109 
129 

1.556 
90.4 

lI20 Providence. R.I .............................. . 
270 Boston. Mass. .. .............................. .. 
2!19 Birmingham. Ala ......................... .. 
200 San Diego. Calif. . .......................... . 
2!16 St. Petersburg. Fla. : ...................... . 
120 Washington. D.C ........................... . 
1M Rochester. N.Y ........ : .. : ................ . 
240 Wi!;'l:1ita Falls. Tex ....................... .. 
200 Gr2lBd Rapids. Mich ................... .. 
18!1 Kenosha. Wis. .. ............................ .. 
160 B.\y City. Mich .............................. . 
520 Indianapolis. Ind. . ..................... .. 
280 Lexington. Ky ............................... .. 
lI60 New York City ............................... . 
450 Los Angeles. Calif. . ...................... . 

!I.942 Total ...................................... .. 

7 27 
9 144 

10 42 
10 70 
12 54 
12 59 
12 67 
l!I 51 
III 6g 
13 68 
15 18 
15 68 
15 106 
16 92 
18 9.7 

1.045 
12.11 69.6 

400 
1.600 

399 
682 
4112 
459 
585 
376 
496 
528 
120 
59!1 
720 
560 
580 

8.480 
565.11 262.8 Average .................................. .. 

~------~----------------------------

Patrol and traffic training 

Police agency 

HIGHEST I 
Total 

Percent Hours curriculum Police agency' 

LOWEST 
Total 

Percent Hours curriculum 

San Diego. Calif ............................ . 
Boston. Mass. . ............................. .. 
Grand Rapids. Mich. .. ................ .. 
Kenosha. Wis. . ............................. .. 
Lower Merion. Pi!. . ...................... . 
Phoenix. Axil, .............................. .. 
New Orleans. ·La. . ........................ . 
Abilene. Tex. .. ............................ .. 
South Bend. Ind ............................ . 
Indianapolis. Ind. .. ..................... . 
Oakland. Calif. . ............................ . 
Chicago. Ill. .. ................................ .. 
Sioux City. Iowa .......................... .. 
Miami. Fla ................................... .. 
Los Ang'Jlcs. Calif. .. .................... .. 

Total ................... ,~ ................ .. 
Average .................................. .. 

65 
6!1 
49 
41 
40 
58 
86 
5!1 
!Ill 
III 
51 
SI 
51 
29 
29 

42.9 

444 
1.015 

24!1 
216 
121 
178 
16!1 
21!1 
97 

186 
162: 
152 
M 

169 
151 

!l,574, 
258.2 

680 
1.600 

496 
528 
507 
471 
458 
649 
!l00 
490 
5!1l1 
490 
207 
590 
5!10 

8,!l29 
555.2 

Eugene. Oreg. .. ............................. . 
Washington. D.C ......................... .. 
Commonwealth of Mass. .. ........ .. 
Bakersfield. Calif. . ........................ . 
Detroit, Mich. . .............................. . 
Las Vegas. Nev. .. ........................ .. 
Providence, R.I. ..., ...................... .. 
New York City ............................. . 
Winston·Salem. N.C .................... . 
Oregon State Training ............... . 
Minneapolis. Minn. .. ........... \ ..... . 
Columbus. Ohio ........................... . 
Pontiac. Mich. .. ............................. . 
Salem. Oreg. . ................................ . 
Euffalo, N.Y .................................... . 

Total ........................ : ............. .. 
Average .................................. .. 

178 

11 
12 
14 
14 
14 
15 
15 
15 
16 
17 
17 
17 
19 
19 
19 

16 

28 
59 
2!1 
46 
62 
54 
62 
88 
79 
28 
80 

108 
45 
60 

113 

9!15 
6U 

264 
459 
160 
820 
450 
1125 
400 
560 
487 
164 
455 
628 
2!16 
!l12 
600. 

5.820 
!lSS.O 

.i 

Community relations and human behavior 

HIGHEST 

Police agency Total I 
curriculum 

LOWEST 

Minneapolis, Minn. .. .................. .. 
Miami. Fla ................................... .. 
Dayton. Ohio .............................. .. 
Washington. D.C. .. .................... .. 
Bay City. Mich ........................... .. 
Kalamazoo. Mich. .. ........ , ............ . 
New York City .............................. .. 
Dallas. Tex. .. ................................ .. 
Winst<?n.Salem. N.C. .. ................ .. 
Birmingham. Ala. .. .................... .. 
BakerSfield, Calif .......................... . 
Whittier, Calif. .. ........................ .. 
Oakland. Calif. .. .......................... .. 
Pasadena Calif 
Santa CI~ra. Caiif:":::::::::::::::::::::::: 

Total 
Averag~""""""""'"'''''''''''''''''''' ...................................... 

Percent Hours 

24 
12 
11 
II 
11 
11 
10 
10 
10 
9 
9 
9 
8 
8 
II 

10.9 

llO 
74 
52 
52 
13 
13 
56 
53 
50 
36 
28 
24 
42 
22 
18 -643 
42.8 

455 
590 
488 
459 
120 
120 
560 
520 
487 
399 
320 
280 
533 
270 
239 

5.890 
389.3 

Police agency 

Lower Merion. Pa ........................ . 
Grand Rapids. Mich ................... .. 
Oregon State Training .............. .. 
Hilo. Hawaii ............................ , ... .. 
Sioux City. Iowa ........................... . 
Eugene. Oreg. .. ............................. . 
Providence. R.I. .......................... .. 
Phoenix. Ariz ................................ . 
San Diego. Calif. .. ......................... . 
Lakewood. Ohio 

•••••• .. •••••••••• •••••• u ••• 

Cincinnati. Ohio ........................... . 
Cleveland. Ohio ........................... . 
Los Angeles. Calif ....................... .. 
Rochester. N.Y ............................. .. 
Abilene, Tex. .. ............................. . 

Total 
Averag~ ...... · .............................. .. 

............................ ~ ....... . 

Depa1·tment orientation policy and procedure 

Total 
Percent Hours curriculum 

1 4 
1 6 
2 '- 3 
2 4 
2 5 
2 6 
2 S 
2 9 
2 13 
8 5 
3 16 
3 16 
3 18 
3 19 
3 --..3!. 

153 
2.4 10.2 

307 
496 
164 
262 
207 
264 
400 
471 
682 
162 
552 
634 
530 
585 
649 

6.365 
424.3 

Police agency 

Lakewood. Ohio ........................... . 

Total I 
Percent Hours curriculum 

30 
28 
22 
21 
~1 

21 
20 
20 
19 
18 
17 
17 
17 
16 
16 

49 
113 

162 
400 
459 
606 
552 
876 
312 
264 
207 
432 
600 
385 
183 
632 
585 

Police agency Total 
Percent Hours curriculum 

Provid~nce, R.I. .. ........................ .. 
Washington. D.C. .. .................... .. 
St. Louis. Mo. .. ............................. . 
Cincinnati. Ohio ........................... . 
Wichita FaUs. Tex ....................... .. 
Salem. Oreg. .. ............................... . 
Eugene. Oreg. .. ............................ .. 
Sioux City. Iowa .......................... .. 
St. P~tersburg. Fla. .. .................... .. 
Buffa:!o N.Y 
New H;ven. Co·~~: .. :::::::::::::::::::::::: 
Atlanta. Ga ....... , ............................ . 
Houston Tex 
Rochest:r. N.Y.: ........................ · .... .. ............................ 

Total 
Averag~ .. · .. ·· .. · ........ · .. · .... ·· .. · .. · .. · .. 

•••••••••••••••••• .. • ••••••• h ..... .. 19.5 

98 
126 
ll7 
79 
61 
.54 
40 
78 

100 
65 
30 

103 
93 

1.206 
80,4 

6.155 
410.3 

Lower Merion, Pa ........................ . 
Kalamazoo, Mich ......................... .. 
Pensacob, Fla ................................ . 
Santa Clara. Calif ....................... .. 
Pontiac. Mich. .. ............................ .. 
Boston, Mass. .. ............................. . 
South Bend, Ind ............................ . 
Dayton. Ohio .............................. .. 
Dallas Tex. 
Fresn~. Calif ... :::::::::::::::::::::::::::::::::: 
Pasadena,. Calif ........................... .. 
New Or~';ans. La .......................... . 
San Die! p. Caiif ........................... .. 
Bay (!i~ .,~ Mich ............................ . 
Commonwealth of Mass. ..: ........ . 

Total 
AveraO'~ ...... · .. ··· .... · .................. · .. · 

o •···.· ............ h ................. . 

1 
3 
3 
3 
3 
11 
6 
6 
6 
7 
7 
7 
'I 
8 
8 

5.4 

4 
3 
6 
7 
8 

77 
18 
30 
32 
14 
19 
34 
47 
10 
12 

321 
21.4 

307 
120 
200 
239 
236 

1,500 
300 
488 
520 
200 
270 
458 
682 
120 
160 

5,900 
393.3 

Coopemtion with othm' agencies 
HIGHEST~------~------~,------~~~~----~~~~ ______________ _ 

T I LOWEST 
Police agency otal 

Percent Bours curriculum P r 
Toledo. Ohio ................................ 14 73 508 0 Ice agency Percent Hours 
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" 

1 
1 
I 
1 

o 
o 
2 
2 
2 
4 
5 
8 

Total 
curriculum 

320 
120 
162 
240 
200 
440 
535 
528 

, 
'" 

J 

1 



Cooperation with other agencies-continued 

HIGHEST LOWEST 
Total I Total 

Police agency Percent Hours curriculum Police agency Percent Hours curriculum 

Oregon State Training .................. 9 18 164 Cleveland, Ohio .............................. 1 9 684 
Louis'Iille, .Ky. ................ ".u .............. 8 38 465 Bay City, Mich. ................ u .................. 2 2 120 
Detrl}~t, ·Mich. ~ ................... U .. ·\ •• h ..... 8 34 450 Pontiac, Mich. .. ............... " .................. ~ ... 2 4 236 
R6cheste!', N.Y. ................... d.~··U ..• 7 39 585 Tampa, Fla. .. ..................................... 2 6 360 
Cincin1~;iti, Ohio ............... u ............. 7 38 552 Whittier, Calif. •• ..... ·v ••• , ...... ,;·· .. .:.,,· ..... 2 6 2,80 
Phoenix; :Ai'iz. ......... ~ ........................... 7 35 471 New Haven, Com •. ........ ~ .............. ~ . 2 8 385 
Alexandria. Va. .. , .............................. 7 32 576 South Bend, Ind ............................. :2 8 300 

Total ..... , ... ~ ................................... 592 6,555 Total ..... ~ ......................... u ••• ~ ... ~ 66 4.858 
Average ... ,. .................................. 9.0 39.4 437.0 Average . ......................................... UI oM 828.8 

Miscellaneous police subjects 

HIGHEST 
Total I LOWEST 

Total 
Police agency Percent Hours curriculum I PoUce agency Percent Hours curriculum 

Abilene. ':'ex. .............................. "' ...... 11 70 649 Br;y City. Mich. . .............. .-.............. 0 0 120 
Rochester, N.Y. ................................ 9 53 585 Cincinnati, Ohio • ...... u~ __ ................. 0 0 552 
Buffalo, N.Y. ........................................ 8 50 600 Cleveland, Ohio ... ~.d ...... ··.H· ... · ...... 0 0 634 
Kenosha, wis. ............ u •••• ~ ............ • ..... 8 45 528 'Commonwealth of Mass. .. ............ 0 0 160 
Bostoh, Mass. " ....... u ..................... " ••• 7 105 1.600 Fresno, Calif. .. ...................................... 0 0 200 
Houston, Tex. ...................................... 7 48 632 Grand Rapids, Mich. .u ....... ~ .... ~ ... "" .. 0 0 496 
Dayton, Ohio ................................... 7 33 488 Independence, Mo. .. ....................... 0 0 264 
Birmingham, Ala. ...... , .......................... 7 27 399 Lakewood, Ohio .. ~ ••• ~ ....... n •• ·~ ...... ·u .. 0 0 162 
New Orleans, La. ............................... 6 27 458 Las Vegas, Nev. .......... v ............................... 0 0 325 
Providence, R.r. ........... u .............. ~ ••• ~ 6 23 ":00 Lower Merion, Pa. .......................... 0 0 307 
St. Louis, Mo. ....................................... 5 31 606 Miami, Fla. · .. ·· .. ·· ... ··· ... · .. · ... · ........ ··h ... 0 0 590 
Alexandria, Va. ................................. 5 29 );76 New York City .............................. 0 0 560 
Lexington, Ky. ..................................... 4 31 720 N.Y. State Training Council . ...... 0 0 240 
Columbus. Ohio ............................... 4 29 628 Pasadena, Calif. . .......................... ~ ...... 0 U 270 
Winston-Salem, N.C. ............ " ........... 4 20 487 Pensacola, Fla. .................................... 0 0 200 

Total ................................................. 622 9,356 Total . ..................................... ~ ..... 0 5,080 
Average .................................................. 6.6 41.4 623.7 Average . .................................... 0 0 888.6 

NOTE: The 15 lowest dties in this category devote no time to the category. Therefore, they have beel1, r?nked alphabetically. 

In the preceding nine training tabulations, per­
centages were used to rank police agencies on the 
basis of their recruit training curriculums. Per­
centages were used as the criteria for ranking rather 
than category hours because: . (1) percentages are 
better indkators of the relative importance of each 
training category in the agency's total training pro­
gram; (2) if training hours had been used rather 
than percentages, some of the larger cities would 
have been disproportionately represented, since 
more hours are usually available for training in 
larger jurisdictions. 

In general, the training category tabulations pro· 
vide police agencies of all sizes with representa­
tive data for recruit training program evaluation 
and development. The percentages provide an -in­
dication of the relative importance each category 
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maintains in the total training perspective, and an 
index for comparison and analysi~. 

These nine tabulations indicate that: 
1. There is no consensus on what percentage of 

the recruit training program should be devoted to 
training in each category. Sh~e of city, ethnic com­
positkm, local problems, budget, and other factors 
have a bearing on curricuh\m content and time 
devoted to specific categories. 

2. The cities not included on a particular train­
ing tabulation fall somewhere below the last agency 
listed in the "highest" column and the last agency 
listed in the "lowest" column. All 60 agencies are 
located between the 2 percentage extremes. 

3. The averages may enable police agencies to 
evaluate their training programs and identify pos­
sible overbalancing in certain areas. Percentages 

and average hours appreciably higher or lower than 
th::>~e a.ppeari~g on the tabulations may warrant 
crItIcal mspectIOn and reevaluation. 

4. In n10St. c~ties a comp~ratively high· percent­
age of the trammg program Is spent on "patrol and 
traffic training" and "criminal law, evidence and 
investigation." Even the agencies in the "lo~est" 
columns devote a large segment of training to these 
~;l?_are~~ (a total of over 28 percent). In the 
hIghest columns, some 77 percent of the total 

curriculum is s~~nt on instruction in these 5ubjects . 
5. In ~o~t CitIes a comparatively low percentage 

of the trammg program is spent in "first aid train. 
ing," "community relations and human behavior" 
"cooperation with other agencies," and "misc~l­
laneous SUbjects." Even in the "highesf' columns 
th~se four training categories account for only one: 
thud of the total curriculum. In the "lowest" 
columns, these four categories total only 6 percent. 

6. The percentage spans, that is, the differences 
between the .h~ghest and lowest percentage averages 
for each trammg category, are: 

(a) P~rrol and traffic training ......................... :.eI'C2~~J 
(b) Criminal law', evidence. and investigation 22.0 
(c) Cooperation with other agencie ................ _ 7.7 
(d), P~ysic<ll training ............................................ 13.7 
(e) Flrearmt) training ............................................ '9.0 
if) Departmental orientation, policy and 

and procedure .............................................. 14.1 

«
gh» Communit.y relations and human behavior 8.5 
fu"~ 5~ (I) Misce11ane~~·~ .. ·· .. ·· .... " .... ·· .......... · ...... ··· .. ·· .. · .. ·· .. ·· 

) •• ·' ••• ~._h; .. ~ ... U ••••••••• ,. ............ ~.............. 6.6 

It ~o~ld appear that th(:re is a greater divergence 
of opmIon on the amount of time which should be 
spent o? "patrol and traffic" training and "criminal 
law, eVidence, and investi8'~tion" training than on 
the amount of time which should be devoted to 
other subjects. 

Patrol and Traffic Training 

This tabulation represents a combination of two 
very bas!~ ~unctions-traffic. control training arid 
patrol ~a.mmg. The reason for combining these 
two tl'ammg areas was that they usually jnvolve 
some field or on-the-job training. The subject 
ma~ter areas incl.ude patrol observation, p~trol 
~ohcy, pat~ol tactICS" school crossings, cOlnmunica­
tIO~ techmques, accident investigation, dead-on­
~rrrval cases,. int.ersection control, parking and mov~ 
mg traffic CItatIons, preparation of forms, report 
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wr,iting. ~rocedures, responding to radio calls, pur­
suit dr1Vmg, vehicle code traffic . laws, field train­
ing, and related topics. 

Of particular interest in this tabulation is the 
1,015 hours devot:d to patrol and traffic training 
b~ the Boston PolIce Department!. This unusually 
hIgh ,figure represents some 80(; hours of field train­
ing, or al~ost ~ months of full-time training. 

There IS a Wide range in the average number of 
hours devoted to this area. The difference was 
the highest of all the high-low differences in all the 
tabulations. Ten of the largest cities in the United 
States are represented in this tabulation with s'''' • , lA 

10 the highest category and four falling in the 
lowest category. 

Cdminal Law, Evidence, and Investigation 

T?is tabulatio~ quantifies that part of the police 
curnculum that InVolves legal subjects, both civil 
and criminal, including criminal and vice proce­
dures. The topics included in this category are: 
laws of arrest, laws of search and seizure review 
of criminal evidence, fraudulent checks,' sex of­
fenses, ho~icide, destruction of property, burglary, 
robbery, lIquor laws, narcotics, auto theft, conti­
d.enc~ games, curfew and truancy notices, inter­
vIew10g techniques, statements, admissions and con­
fessions, principles of investigation, collection and 
identification of evidence, and city ordinances. 

An interesting point is that the lowest column 
has a higher ave~age of total curriculum hours than 
the highest column. Mote surprising is the size 
of the difference-over tWO hours. This difference 
can be explained by the presence in the lowest 
column of six of the larger police departments and 
consequently six of the most extensive curriculums. 
Th~ cluster. of California police dep.artments 011 

the hIghest SIde may be indicative of what some 
authorities have described as a "more professional" 
approach by these new, small, and essentially sub.. 
urban police departments. 

Cooperation With Othe}' Agencies 

This category includes that part of the curricu­
lum which includes lessons Qn the cooperative roles 
of law enforcement agencies. Some of the titles 
of the lesson plans are: "Secret Service," "FBI" 
"St, t P l' ""c ' .t e 0 Ice,' Droner's Office," "jailer's Duties," 
tlJ v '1 C " "C . u em e ourt, riminal Court," "Immigration 



; .t', 

Bureau" "District Attorney's Office," "Civil De-
I "h fense Agencies," and the "Fire Depar~ment." 'I ere 

is a wide variation between the hIghest average 
hours column and the lowest column (39.4 hours 
to 4.4 hours) and this seems to be directly related 
to the average size of the curriculums, which are 
437.0 hours and 323.8 hours respectively. Among 
the lowest are four departments in California, as 
well as New York City. While it was thought that 
the highest column would contain mostly smaller 
departments, which tend to be more dependent 
upon other law enforcement agencies to sup'p~e­
ment their own resources, three of the largest Cltles 
are also included. 

Physical Tmining 

This particular category was easy to define" as 
it is usually a separate and distinct part of any 
police training curriculum. This area includes 
such topics as police baton training, handcuffing, 
mechanics of arrest, self-defense, crowd control, and 
riot control. 

There are several points that are puzzling. Two 
large cities, New York City and Dallas, are at the 
opposite ends of the range. New York City de­
votes nearly one-third of its entire training curricu­
lum to physical and drill exercises, while Dallas 
devotes less than 2 percent of its training program 
to physical and drill exercises. New York City is 
joined in the highest column by two other large 
cities, Cleveland and Los Angeles, while San Diego, 
Minneapolis, and Boston are, like Dallas, in the 
lowest column. What is interesting is that the avO' 
erage total hours of both the highest and lowest 
categories are about the same, indicating that the 
number of hours devoted to ,this subject is largely 
discretionary. If the reason is the availability of 
modern facilities (as was often found to be the 
case), then some serious questions are raised. Does 
the availability of modern facilities for physical 
training have any relation to the need for physical 
training? I' 

Fi1-earms Tmining 

This tabulation represents another one of the 
easily definable areas of a police curriculum. It 
usually includes shotgun and small arms training, 
the handling of riot control equipment, and ex­
plosives. 

The average total hours of· the lowest column 
is higher by 80 hours than tl:e s~me figure in the 
highest column. lIowever, there is still a 33.7-hour 
difference in the ·average number of hours devoted 
to firearms training. 

Departmental qrientatian~ Policy~ and Procedures 

This tabulation attempts to quantify the amount 
of time devoted to "socializing" the recruit into the 
police organization. The subject m~tter includ~s 
internal organization, pension plans, msurance on­
entation, blood bank, discipline, rules and regula­
tions, care of departmental vehicles, civil service, 
intra-agency squads, testing, review, study hours, 
ethics, graduation, police benevolent societies, his­
tory of police functions, and. the chaplain's speech. 
This is another area where ther~ is a considerable 
range reflected in the 80.4 average total hours given 
to it by the highest departments and the 21.4 hours 
devoted to it by the lowest departments. The na­
ture of these topics is such that the subject matter 
might in many cases be learned by on-the-job 
training. 

The presence of one of the. State training cou~­
cils,and four California departments is observed m 
the lowest column. The State training council's 
emphasis on general material and the strength of 
the Clalifornia departments in other categories lead 
one t\\) surmise that this material, however impor­
tant, t;an be assimilated in ways other than during 
recrui\~ training. 

Community Relations and Human Behavior 

This category isolates the subject matter which 
.deals inl whole or in part with such subjects as 
family disturbances, the ~andJjng of abnormal per­
sons, human relations, mental illness, suicide, al­
coholism.; drug use, sexual deviation, race and eth­
nic group relations, pebHc relations, public speak­
ing, the nature of early adolescence, social psychol-
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ogy, and delinquent behavmr. . 
The average total number of hours in the cur­

riculums of the highest and lowest columns are 
similar at 389.3 and 424.3. However, the average 
tot~l number of ho~rs devoted to this subject var­
ied from 42.8 hours to lO.2 hours. This may indi­
cate another large discretionary component in the 
recruit curriculum. There is no standard number 
of hours or set type of courses included in this 

category as compared to other areas which mav be 
somewhat better defined. IIJ is interesting to ~ote 
tbat of the nine categories this :is the only one that 
has an education component as distingUished from 
training, which .is essentially vocational, dealing 
wlith skills or the "how to." 

a minimum of 217.9 hours. A purpose of this 
tabulation is to demonstrate the average l'anges 
between the ·highs and lows in each training cate­
gory, as well as the range between the high and 
low overall curriculum. 

First Aid Tmining 

This tabulation quantifies the number of hours 
devoted to such subjects as the transportation of 
sick and injured, control of bleeding, shock and 
wound treatment, artificial respiration, heat cases, 
poison cases, submersion cases, emergency child­
birth, administration of oxygen, rabies, fallout, 
and medical self-help. 

There are two interesting points in this tabulation. 
Six of the largest cities are in the lowest ~olumn 
which averaged 11.8 hours and the difference be­
tween the highest and lowest columns is the small­
est of all the other differences. This indicates a 
high degree of agreement as to the importauce of 
this subject. 

Miscellaneous 

Thts tabulation represents those topics which 
could not be placed adequately in any of the other 
categories. A list of these subjects showl> the rea­
son. ,!,hey include hospital etiquette, animal cruelty, 
techmques of memory and observation, com­
munism, John Birch Society, tornado and four 
weather reporting, industrial safety, extradition of 
fugitives, snow removal, weighte .:md measures, 
the handling of high tension wires, foot health 
and care, typing, and so on. 

The predominance of small or medium sized de­
partments in the lowest. column is understandable. 
!fowever, the presence of five large cities in the 
highest column in puzzling. It may be that the 
number of hours in this category is related to the 
size of the total curriculum, as iUustr.ated by the 
285-hour difference in curriculum totals. 
T~e. following tabulation compares the highest 

15 Citles to the lowest 15 cities in terms of the 
mean hours of training for each of the nine train­
ing categories. The average number of hours of 

. training for each category has been taken from the 
training categories tabulations, high and low. The 
t~tal of these. a:~erages for the nine categories in­
dIcates a maXImum currriculum of 697.9 hours and 
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H£gh-low mean comparison 

High Low 
Per- Per-

Mean cent- Mean cent-Training category hours age hours age 
Firearms training ................ 52.9 7.6 19.2 8.81 
Physical training ................. 82.3 11.8 19,2 8.71 
First aid training ................. 30.1 ,1-.3 U.8 5.41 
Criminal Jaw, evidence, 

investigation .................... 90.4 13.1 69.6 31.94 
Patrol and ttamc training .. 238.2 34.1 62.3 28.59 Community relations and 

human behavior .............. 42.8 ~ ... .-. 10.2 4.68 
Department orienl.ation, 

policy and procedure ...... 80.4 11.5 21.4 9.82 Cooperation with other 
agencies ............................. 39.4 5.6 4.4 2.01 Miscellaneous police 
subiects ............................. 41.4 5.9 0 0 

Total cllrriculum .... 697.9 100 217.9 100 

In comparing the mean hours devoted to each 
of the nine training categories by the 15 highest' 
and the 15 lowest agencies, some interesting con­
clusions can be drawn. 'Vith few exceptions the 
percentage of total training time devoted to each 
of the nine categories. by the 15 highest and 15 
Iow('st agencies is similar, although the number of 
hours on the high side is substantially greater. For 
example, the highest agencies devote an average of 
80 hours to department~l orientation, policy, and 
procedure, while the lowest agencies devote an av­
erage of only 21 hours to the subject. However, 
while the highest agencies average 11.5 percent of 
total time on this subject, the lowest agencies de­
vote. 9.?2 percent of their time to the subject. 
Agam, m the area of patrol and traffic, the highest 
agencies devote 238.2 hours, as compared to 62.3 
h.ours for the lowest. However, the highest agen­
CIes devote 34.1 percent of their time to the sub­
ject, while the lowest agencies devote 28.5 of their 
time to patrol and traffic. A high degree of con­
gruence in percentage of time devoted to subject 
matter is indicated by this tabulation. One ex­
ception to this conclusion is obvious. Criminal 
law, evidence, and investigation illustrates the only 
significant case where the lowest exceeds the high-
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est in percentage of: total time devoted to one of 
the nine training categories. 

It is tempting to regard the 697.9 bour curricu-
lum as an ideal or model, representing, as it does, 
the average of the highest for each training cate­
gory. Thi.5 may not be valid, however, having 
been derived ftom what now exists in a number 
of police agencies. None of these curriculums may 
have been based on anything more than tradition, 
trial and· ~rror or other uncritical criteria. It 
would be more valid to regard the percentages as 
being reasonably dOlle to ideal, although we ate 
not willing even to state that as a conclusion. 

On the other hand, it is difficult to see }1OW any 
cutriculum under the minimum 217.9 hours could 
be adequate for present police needs. Two of the 
three State training councils represented in this 
study and a majority of others still have curricu-

lums below this level. 
The following tabulation, on page 185, includes 

the 15 largest of the 57 cities listed in the master com­
parative L.'lbulation, in order of population. The 
training cah~gories columns in the tabulation have 
bcen.totaled ~ntl ~,!eraged ttl provide information 0\1 

the' 'training progi'ams of the larger cities. giving 
the 'average numher of hours devoted to each training 
category and the average percentage of the total 

curriculum, 
This tabH~ation is intended as an evaluative and 

comparath'e source for the larger cities in the Na­
tion. The averages which appear at the bottom of 
the tabulation indicate general trends in recruit 
trainir;lg time allocation in these larger .cities. No 
atter.ipt is made to evaluate these data; rather, the 
dat.l arc presented only as indicators of existent 
J;)}'ograms and program priorities. The avernges 
do not necessarily indicate an "ideal" program. 

The averages show that two categories, patrol 
and traffic training and criminal law, evidence, and 
investigation, account for more than half of the 
training curricuh\l11 (52 percent). These two cate­
gories, along with department orientation. policy 

and procedure, and physical training, r.;onstitttte 

three,.quarters of the recruit training cutl'iculums 
of the 15 major police departments. 

The next tabulation. on pages 186 anu 187. is a 
composite of data obtained from the training cate­
gories and master comparative tabulation. ltsfor· 
mat is similar to the latter, with the 60 police agencies 
listed in alphabetical order. The hour and percent­
age subdivisions appearing on the master compara­
tive tabulation have been replaced with ranks in each 
category, from one to 60. Hile tabulation identifies 
the highest (number 1) and the lowest (number 
60) ranking agencies ill each training category by 
percentage. These ra,nkings correspond to the high­
est and lowest columns on the various training 
category tabulations. The positions that agencies 
hold in each of the nine training categories tabU­
lations are indicated by the numbers appearing in 
this tabulation. For example, Abilene. Tex., ranks 
eighth highe~t of the 60 agencies in the percentage 
of its curriculum devoted to patrol and traffic 
traill~ng. Boslwn ranks 60th, or lowest of aU agen­
cies, in the p(~rcentage of its curriculum devoted to 

firearms training. 
As previously noted, the composite tabulation is 

derived fWln data which appear in previous tabu­
lations. The main purposes of this tabula.tion are 
to enable the 60 police agencies to identify the 
training tabulati1)ns in which they appear, to de­
termine their relative position in each tabulation, 
tlml to observe the frequency with which their 
agency appears in the training categoi'ies tabula­
tions.' The relative position of each agency and 
the frequency with which each agency appears are 
not necessarily significant, but may nonetheless be 

useful. 
Another intportant use of this tabulation is that 

it will .. mist other police agencies in analyzing their 
own training: programs by relating them to similar 
training programs. Comparisons can be based on 
length of curriculum, city size, agency size, geo> 
graphical location, and other factors. 

184 

1 
'I 

j 
~l 
:1 

! 

I 
1 
l 

1 

1 
j 

I 
I 
I 

Slnoq 
lU10,L 

sno~t1UI 

-1~S1W 

')Jnp~~oJd 
AOllod pun 
UO!lU1U~JlO 
IU~WIJud~a 

lOIAUII~q 
uumnl! 

PUll 
SUOIlUI~l 

AIIUnmWO;) 

llUlUlU1l 
:l1U11l1 

puu IOJllld 

UO!luBlIg~AUI 
O~u~prA:J 

AlIlI 
IIlUlWPO 

llurulUll 
PIe ISJf!l: 

lfUlUJUJI 
IU~ISAtld 

lfUlUlUJI 
SUlJU~Jr:I 

lu~mllud~p 
JO~!S 

mninoplno 
JO "IUa: 

UOlllllndo<l' 

,. _, _ c~ .. .2 _, . 

~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ M 

~ ~ ~ ~ ~ ~ ~ ~ ~ ~ m ~ ~ ~ ! 

"l 
00 
." 

a. ~ ~ ~ S ~ ~ ~ !5 ~ ~ ~ ci 
~ ;:: 

185 

, g p- ; 

; 
1 

I 

, I 



" 

J., 

=-;-' .. ":~',;;.~" 

•. :.+. . . . . ~~ 
.. -~ ,>--7~·:~~;M~:~~~Jl}@f; : ~~!!~~,~-"."",~-: ... ~.~--~~--~ '" .: ., ~, , 

l--_~'-~, ·,_'~.':~;*~~\.'t',·:ii.:'~)-~r:"::ij;.f:..,.""", '~~:'''''''''",;'1'''.'!f",,,,,,,~,,.''''i .. ',"-,. "'~"""''O.i'<'- -'''''~.-''';'_~'4!:....,.*., ... i,,'; ... ~~ ~ .. .;".:?,'-
""l~" '-'"=.-."~:,::==-"':"=:,.-=::£~ -"-,"., ... ,,, ~~.,' ..... -....... -.--

..... 
en 
'1 

..... 
en 
en 

g 
7i 

! 
A'''Hene, Tex. .................. '/}$,ooo 
i\lclCllndrlu, VP" ... "......... 11~,1JO() 
Athmfa, ali, mmmmm-fliu :;35.0fJ0 
nakerMI.eJd, CJ,d, /lUlu'Hun, 66,000 
nay CIty, MIch. 'H ..... "...... 53,000 
D1rmlll/iham, Ala. ............ :34S,ooo 
lIoAton, MaIl~. .................. 670,()(j(J 
Jlpfflllo, N. y, .................. $(J5,(J()() 
Chfcngo, lU, ~mIfU_"'H"'f.' 3,'20,00{) 
Clllcln~(I/, OhIo 495,(100 
Cleveland, OhIo .............. 8SS.OOO 
Columbu., OhIo .............. 54D,000 
Comm(Jnwcallh ot 

MasaachuseUJ ,n",m;tmff*-

Dallal, TelC. ...................... 790,000 
Dayton. OhIo .................... 26{),000 
D~trolt, Mich. .................. 1,660,000 
Eugene, OreKon ................ 70,(l(l() 
Prelno, Cal. ...................... 156,000 
Grand Rapids, MJch. ...... 203,000 
HUo, HawaII .................... 23.000 
Houslon,l'e"a5 ................ 1,100.000 
Illdcpendenee. Mo. ........ 97,000 
Indianapolis, Ind. ............ 530,000 
Kalamazoo, MJch. _........ 86,000 
Kenosha, Wis. .................. 76,000 
Lakewood, Oblo .............. 71.000 
Las Vegas, Nev. .............. 110,000 
Lcltington, Ky. ................ 79.000 
Long Beu;::h, Cal. ............ 368,000 
Los Angeles. Cal... .......... 2,695,000 
LoulsvJlJe. Ky. . .............. m 392.000 
Lower Merion. Pa, .......... 67,000 
Miami. Fla. ................ _.. 325,000 
MJnneapolis, Minn. ........ 465,000 
New Haven. Conn. .......... 151,000 
New Orleans, La. ............ 655,000 
New York City, N.Y ....... 8,080,000 
New York Slate 

Training Council ........ .. 
Norfolk. Va. .................... 322,000 
Oakland, Cal. .................. 378.000 
Oregon State Training ... . 
Pasadena, Cal. .... _ ....... .. 
Pensacola, Fla. . .............. . 
Phoenix, Ariz. ................ .. 
Pontiac, MJch. • .............. . 
Providence, R. I. • •.••......• 

124,000 
61,000 

520,000 
84.000 

195.000 

§ 
'" :; 

l 

.... 2 
~~ 
~·E Ae 

-'" ... " 
~~ 
-'" t4c.. 

"" "';1 

1%~ #1111"#,ut,-~~,6/_" ,n 
1968 _ ..... _~H .... _ 1Mi 
19(il! ........ ___ 9:Sf) 
1963 ____ 1.6!l 
1968 ... ___ 89 

1%8 _._...... •• 555 
1968 _H .. __ 2,672 
M;;r. 1%8 __ H_ 1,636 
:Dt:c.1966 .... __ 12,900 
19611 _ ...... _.--. 1,Q39 
Oct. :1%8 _ .. ___ 2,469 
1968 _.__ 918 

1968 __ _ 

:ran. 1968 • 1,666 
June 19(18 __ 488 
1%8 ____ 4,828 
1968 _.____ 123 

1968 .... ___ .. _.. 3fJ7 
1968 .... ___ 293 
1968 ._ ...... _ 1.72 
1968 ___ 1,815 
1968 ______ .. 116 

1968 "___ 1,067 
1968 .... ______ .. 168 
1956 __ • __ ............ 133 
1968 .... _ .. __ 73 
1968 ._ .. _._.. 310 

_" __ 216 
May 1968 _. __ ._ 648 
1964 • ___ .. _ 7,150 
1968 .... ______ 611S 

1968 .......... __ .. 124 
1968 _____ 811 
1968 ___ .. _ .... __ 111 
1968 " ...... ____ 401 
1968 ... _. ___ .... _ 1,559 
1967 _ ..... ___ 30,135 

1967 ._~._ ........ _ 
1965 _._ .. _. __ .. 51S 
Jan. 1968 ___ ._ 852 

1968 

Feb.1968 ... __ _ 

... 5 
0':: 
~.~ 

183 
108 

144 
499 

;: ..... Os .. -N'" -'" 

.. 

~~ 
~~ 
i'f 
~-

PInk 

4!} 

29 
3~ 
56 
:26 

6 
fA 
2iJ 
4-7 
42 
2Z 
2.1 

2 
.11 
31 
17 
33 
34 
51 
58 
41 
49 

1 
16 
54 
39 
18 
53 
43 
21 
3 

24 
10 
48 
23 
5 

Z2 

25 
19 
46 

8 
57 
1 

35 
37 
13 

~~ 

*-:: ~ 
-~ .::..:-

raci: 

37 
3() 

0;<4 
uC ";;i;= 
"'­.:::'" 

49 
5$ 
~ 
12 
51 
:28 
:23 
39 

4 
3 

35 
fI.l 
32 
31 

6 
36 
41 
Z 

Z7 
43 
22 
36 
15 
:57 
13 
7 

17 
9 

16 
33 
38 
46 
56 
45 

1 

20 
10 
18 
26 
44 
48 
40 
14 
19 

::;:~ .. ,::: 
~~ 
~!: 

=l:: 

32-
~ 
:.0 
<Il 
52 

6 
53 
33 
36 
21 
4 

10 

:3 
35 
Z2 
24-

9 
29 
14 
13 
2iJ 

2-
34-
S1 
11 
18 
42 
46 
59 
58 
2.6 
41 
19 
S2 
12 
48 
41 

16 
15 
55 
6() 

44 
31} 

57 
11 
5 

""'eo CE 
~.5 
~'" 

~ 

~~~~ 
E:1J.ajJ 
G ~..s 

r..a!.l:: 

4Z 
2fj 

10 
1 

$J 
58 
59 
29 
:uJ 
38 
18 
33 

11 
12 
2l) 

15 
31 
9 

52 
2Z 
36 
.25 
49 

6 
51 
35 
21 
4$ 

:23 
46 
40 
16 
37 
41 
34-
43 
47 

g 
32 
17 
7 
2 
4 

39 
S 

6() 

"'" :::: <¢ 

~~§ 
~~~ 

b ... 
§§~~~ 
~~S~ §E ~:iJ 

(.j ~ -

ncl: 

:0 
35 
+:3 
51 
:23 
4Z 

2 
41> 
12 
17 
2Z 
49 

58 
18 
4-1 
56 
6l) 

1:1 
:3 

39 
29 
38 
10 
33 

4. 
ZZ 
55 
:20 
31} 

15 
45 

5 
14 
SO 
16 
7 

S3 

2.S 
44 
11 
51 
37 
19 
6 

48 
54 

",-::> 

nnl:: 

46 
2f.) 

45 
:il 
5 

10' 
3!i 
32 
16 
$J 
49 
Z2 

35 
8 
:3 

:23 
55 
2Z 
59 
51 
31 
.# 
21 
6 

38 
51 
26 
29 
17 
48 
:Z4 
6lJ 
2 
1 

18 
39 
7 

43 
42 
13 
58 
14-
34-
53 
Xl 
54 

~g~e g-;;.§ 
~~=8 ~~f! 
~o,c:::, 

.ttnl:: 

39 
Z2 
13 
31 
47 
31 
5S 
11 
26 
5 

41 
33 

46 
52 
53 
17 
8 

51 
24 
32 
14 
40 
35 
59 
43 

1 
:20 
19 
44 
Hi 
31} 

60 
4Z 
18 
12 
49 
29 

45 
38 
36 
34-
SO 
58 
Z1 
56 

2. 

;!: c 
~().,g _u­
.,c d 
c'!)eo E'C.2 ~ ~ac"" :::lnC:.g 

cc~o uCu .... .. ===> '::CSO"O 

0"-_CI"Wf/ 

~=Z 
~~:: 
g?~ v,., 

=U:: 

:23 
15 
31 
£(J 

51 
35 
32 
33 
42 
13 
52 
39 

37 
35 
#) 

11 
4 

3!) 

41 
43 
11 
5 

1& 
59 
53 
5& 
16 

2. 
;;5 
34 
10 
28 
24 
?:j 

47 
25 
4S 

51 
8 

54 
9 

21 
56 
14 
SO 

7 

c 
0'" 
":l~ :i "'--

,.!!.'" .,:: 
"C 
~'" 

~ 

=t: 
1 

1Z 
.¢) 

22 
ED 
8 
S 
3 

18 
59 
58 
14 

51 
26 
7 

33 
36 
56 
5S 
39 

6 
54 
U 
3!) 

4-
S3 
52 
13' 
19 
28 
34 
51 
50 
32 
20 
9 

49 

.;g 
38 
3S 
37 
47 
46 
31 
17 
10 

., 
g 
" c 

Qt: 
8 "'fr 

-::> 

eE," 
:'-a 
~t: 
~!: &:..':; ji;!! ]~i 

..... > 
U .s 

-c='2 
,..e: c: f:-a 
- -!:: 

ese> 
E':::S~ 
0 0 '=:(,) ue .c 

~cC.8 
~":Jo 
0 .... 1: ... 

~fi 0-"" 
,g 
C; 

Qo"'" 8'i'" j 
.rank rank rank rank rank rank .rank rank rank .00' •••. N. Y. --'-'--' "".00<1 "'5 .-.--.-----.-." , , " " '" 41 15 n , 

5".,;" Mo. '-'---'---' '''00II n". 1986 ---- '.574 ,. " 45 "" 24 ,. 4 " U ... p,,,,, .... Fl. --.-.. ,",,00, "" _____ . __ .___ '" 4 " " " " " " , " 

'ok., 0.. ---.----- ... "'" "" -.------. '" " " , " 4' " 1 " 45 
Sru< ""~. Coi. .--... - .. -- '''.000 --------._- ", " " " " , 57 " '"' '"' 
S..b a.. •. C". ___ ".00II "" ___ . ____ ._." " " " , " " " " " 
--C''''. ,.~ ----- ",OOIi "" .-----.. ---- '" " " , .. " " , '-' 42 
'oolh -. ,.,. ------ "'.000 "" __ . ______ . '18 15 " " " , ., " "" " r~ ... Fi.. .------.--- 'OS.OO<I "" --.. _. __ • ____ .. '''" 74 " " 74 ,. " " " " 
,."........ .--.-.---- '''.000 "" --.---.--____ 10, " " " 27 " " " , " "'~""''''''. D.C. .----- "',OOIi '''' --.------- '.'" " " 1 " " 4 , , 27 
""'''"'. Col. --.------ ,,Il00 S,,,., '''' '--.--- '" ... " " " " " " 48 47 
-, .... , ru. ----- "",., '''' -----.--.. '" " , " " " 41 , ,. " WI~<on~" .... N. c. .-. "'." '''' --.----__ . '" " U 23 " S7 , " ,. 15 

- NOTE:-In several cases 2 or more departments show equal snhio~. __ " •• "_ Lurs as woll ~. __ .. _. , 

as well ..,. e'lUiU percentages. In these cases I'>-nkiii£has lIeen ilfphabetical. 

, .... ,_ ... ~ .. ,. '2-: };J • 
<..,.... .... ¥,--::...:~.!!'~~.."., .~-e~_.,.'i ...... ~_._~._ ..... _____ ,.,..., •. ,_.~ •. '. <,,-_ ~W"~ .,,<, _ 

_,z. 
""~ 

~~ 

516 
181 
32!1 
l2£) 

m 
!pYJ 

600 
490 
S52 
634-
e.g 

100 
520 
4&& 
4SO 
~ 

200 
~ 

262 
632 
~ 

593 
1:20 
5'..8 
162 
32S' 
71JJ 
#0 
5':>0 
46S 
~ 
550 
455 
385 
458 
560 

z.ro 
245 
533 
164 
210 
200 
471 
236 
400 

-a:: 
~~ 

S85 
606 
432 
312 
682 
239 
207 
300 
360 
580 
459 
2W 
376 
487 

..... 
'''''"' .:::><> 
§.~ 
'Zc 

:5 

2 

15 
14 
14 
IS 

'Z2. 
12 
6 

7 
16 
'] 

7 
18 

7 
12 
11 

14-
16 

6 
7 

4-

12 

.... ..... ..,,, 
§~ 
Z'O 

11 

8 

13 
7 

11 

-.--:!~ 



Letter sent to )60 Police Agenciea 

POLICE DEPARTMENT 
NEW YORK, N. Y. 10013 

O.L.E.A. PROJECT #339 
Police Training & 
Performance study 

Under a grant from the Office of Law Enforcement Assistance 
of the United states Department ot Justice, the New York City 
Police Department is conducting a study in depth of its 
training procedures. The purpose of this project is to 
develop a model training prog:,:'am for staff at all levels, to 
evaluate the merits of assigning responsibility to a civilian 
Director of Training and using a larger proportion of civ­
ilians on the faculty of the Police Academy, and to create 
a system tor e"~illuating the effectiveness of the training by 
measUX'ing the actual on-the-job performance as a tunt!·tion of 
training. 

It is our expectation that the re~ults of the rese~rch in 
New York will be of value not only within the New York City 
Police Department but also in other agencies and the final 
report, manual, and curriculum will be made available to 
interested police departments. 

In connection with the work of this project copies of cur· 
ricula, training materials, reading lists, syllabi and the 
like, used by your department would be most helpful. We 
would 11keto benetit by your experience in the crucial area 
of personnel training so that the most effective use may be 
ma.de of the grant resources. 

['he research project will direct major at'tention to the rela­
tionships between our present and proposed program and the 
actual duties and functions of police officers in the field. 
Here your experience will be most helpful. Any studies which 
you may have made on the proportion of man hours.devoted to 
the various police tasks would £ bery useful. 

Sincerely yours, 
ri) --. ,L r-; 

-1" C/", )1,A/ 1*~Vv"--; 
George P. McManus 

Assistant Chief Inspector 
Chief of. Personnel 

MB/w Project Director 
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Appe,ndix B-Compatative Study of Firearms Trai.ning 

After completing a survey of police firearms 
training programs in the New York City Police 
Department,. port authority police, and transit au­
thority police, the staff felt that it would be useful 
to know what other police agencies were doing in 
firearms training. Only then could a determina­
tion be made as to what constitutes a model fire­
arms training program for police. 

Information on firearms training was received 
from some 45 agencies as a result of a "general" 
training information request. However, as more 
specific data was needed, a survey questionnaire 
was designed and forwarded to 12 police officer 
graduates of the 81st session of the FBI National 
Academy. Forty-eight responded, some from very 
small cities. :Finally, several law enforcement agen­
cies were visited (Nassau and Suffolk Counties in 
New York, New York State Police, FBI, Puerto 
Rico Poli.ce, and Chicago Police Department) . 

For ea(le of reference, the data is presented in a 
comparative tabulation on pages 192-201. Listed 
are 'police agencies of 84 U.S. municipal ju~isdic­
tions, seven States and four counties, two Federal 
agencies, one highway patrol, the Puerto Rico' Po­
lice, the Montreal (Canada) Police, the ~ew York 
Port Authority Polic~, and the New York Transit 
Authority Police. While the information may be 
of interest to training officers and adm~nistrators, 
caution should be exercised in comparing one 
agency with another. Some pertinent facts re­
vea._'.a by the survey are: 

(a) Twenty-seven agencies issue firearms to new 
recruits immediately on appointment, 15 during re­
cruit training (usually after qualifying) and 13 
after complt::ti(\~ of training or graduation. It is 
considered a poor and dangerous practice by most 
range officers and police executives contacted in 
this survey to arm untrained men. 

(b) The .38 caliber special is the most common 
~idearm used. Several agencies use the ,357 mag­
num and one uses a ,41 caliber. Barrel lengths 
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vary with location (city versus country) and type 
of police work (plainclothes versus uniformed) . 

(c) Thirty-eight agencies issue the weapon to 
new officers; 17 require new officers to purchase 
their weapons. 

(d) There is great variety in the number of 
hours of firearms training given to new recruits. 
The highest is in Indianapolis, Ind" with ~9 hours. 
~he FBI requires 88. One department has no fire­
arms training, one has only 4 hours. The most 
common is 40 hours, the average of all agencies is 
36.3 hours. 

(e) Where the information was available, the 
percentage of the entire recruit training program 
that an· agency devotes to firearms training was 
computed. The percentages vary widely from 1.3 
to 33 percent. The most common is 8 percent, the . 
average of all agencies is 9.2 percent. 

(I) The great differences in amount of firearms 
training appear ~o depend on budget, facilities and 
size of agency. Many 1-espondents indicated a need 
for more training anci for standardization. 

(g) Almost every agency that offers firearms 
training offers both single and double action train­
ing, but. the majority concentrate on the latter. 
There is no standardization of courses fired or 
targets used. 

(h) Many departments indoctrinate new rf,cruits 
in the use of heavy weapons (shotgun, rifle, ma­
chinegun, gas gun), but this policy seems to 
depend on budgetl facilities, location and size of 
department. 

(i) Night firing is relatively common, but such 
special devices as bobber tal'gets, running man and 
multiple targets, electric targets, turning targets, 
combat villages, exertion courses, and the like are 
few. 

(1) Thirty-one agencies provide firearms training 
all at once on consecutive days, 28 spread the train­
ing out over ~ period of time. (Range officers gen­
erally agree that firearms training provided all at 
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once is more intensive, reinforces good habits, and 
provides less opportunity for the trainee to forget 
principles.) 

(k) With regard to the firearms tests g~ven and 
qualification scores required of ~ew. recrUIts, there 
is great variety and no standardl7,atlOn. Not only 
are the percentages or scores different, but different 
targets are used (Colt, bobber, Prehle, bull's-eye, a 
variety of silhouette and combat targets, ~nd spe­
cial targets). In addition, many agencles have 
modified courses; when they refer to the PPC 
(Practical Pistol Course) they are referring t? t~eir 
own version of the PPC. Some standardIZation 
appears desirable. 

(l) A yariety of bases for the various qualifying 
scotes were offered (statute, policy, precedent, 
NRA). An excellent policy would seem to be that 
of the U.S. Park Police-" It is felt that a score 
below 75 tends to show good evidence that an 
officer lacks reasonable effectiveness ·in marksman­
ship and safety for bystanders." A statute offers 
the best protection in civil cases. Precedent and 
NRA are weak bases. 

(m) Many agencies have no recruit~ ;,ho fail.to 
qualify. Most, however, provide addItIOnal tram­
ing and extra help for those who fail the shooting 
tests. A few dismiss nonquaIifiers. It is desirable 
to salvage a trai.nee wherever pc)ssible with some 
additional work, but this should not be carried too 
far. A third failure should result in dismissal in 
the interest of all concerned. 

(n) Firearms training for experienced officers 
varies from once a week (Wausau, Wis., and West­
ern Springs, Ill.) to none. Inservice training is 
provided by the following number of agencies: 

Weekly-2 
Monthly-7 
Eight times a year-l 
Each 2 months-l 
Each 3 months-4 

Each 4 months-IO 
Each 6 months-8 
Yearly-14 
Each 18 months-l 
Voluntary-4 
None-l 

The frequency appears to depend on budget, fa­
cilities, and size of department. There is no 
standardization in the courses fired or in the quali­
fying scores required (some agencies have .shooting 
prtictice but no qualification) . 

(0) Several agencies have an incentive .system o.f 
awards for shooting proficiency (Fairfield, Call-

fornia' Midland, Texas; Los Angeles, Calitornia; 
Sacra~ento, California: Cleveland, Ohio:. New 
York Port Authority: New York City Transit 
Authority) . They claim tha~ motivation. an~ 
shooting proficiency are thereby increased, which 1S 

a benefit to the men, the department and the 
public. 

(P) The most common comments ~ere t~at 
more firearms training is needed (recrUit and Ill­

service), minimum qualification scores should be 
raised and standardization encouraged. 

FIREARMS SURVEY SENT TO 72 LAW ENfORCEMENT 

OFFICERS 

Can. you provide the answers to the following 
questions: 

1. At what point is the new recruit in your 
department armed with a firear~ (i.e.,.immedi~tely 
on appointment, after a certam perI~d. of tIme, 

. after completing certain phases of trammg, after 
completing basic training, etc.) ? 

2. What kind of firearms is he armed with? 

3. Is it. issued by your department or does he 
purchase it with his own funds? 

4. What is the nature of firearms training for 
new. recruits in your police department. (i.e., with 
what weapons, type of course, number of hours 
on the range, number of hours in the classroom, 
special devices or techniques used in training, etc.) ? 

5. Is the firearms training gi.ven all at once or 
spread out over time? 

6. What kin~ of test is given to meaSure firearms 
proficiency? What is the qualifyin? or accepta?le 
score? What· is the basis for settmg the passmg 
score at that level? 

7. Do any new recruits fail to qualify for reasons 
. of inability to shoot the passing score? 

8. What is the nature o£firearms training for 
experienced police officers in your department (i.e., 
with what weapons, type of course, number of 
times each year, number of hours on the range, 
number of hours in the classroom, etc.) ? 

9. DI? any experienced polite. officers fail to 
shoot acceptable scores from time to time? What 
is done with these men? d • 

10. Do you have any other opinions, com~e~ts 
or observations with'regard to firearms tratnmg 
policies? r • 
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Notes Relating to Column Numbers in 
Comparative Tabulations, Pages 192 to 201 

Column 1.-The 102 police ag(:ncieslist:ed are 
those which. responded to the survey questionnaires 
with adequate information and those agencies 
which were personally visited by research staff 
members. Two surveys were made: one general 
police training survey of: 360 American police 
a,gencies to which approximately 120 responded 
(of which about 45 included useful firearms train­
ing data) . and a firearms survey of 72 American 
police agencies and Montreal, Canada, to which 
approximately 48 responded (three too late for 
inclusion in the tabulation). The cities range in 
size from ElkQ, Nev. (population 6,298 in 1960), 
to New York City (population 7,781,984 in 1960). 
Included also are county police ageo.cies, State 
police agencief., a State highway patrol, and Federal 
law enforcement agenCies. 

Column 2.-Population figures are from the 1960 
census of population. Although more up-to-date 
population figures are available for m:Jny cities, it 
was felt that for consistency the 1960 census data 
should b.e used. 

Column 3.-This column indicates at what point 
in ,the training per.iod the new recruit takes possses­
sion of his firearm: on the day of appointment, at 
soIne time during training, after completion of 
certain aspects of the training course,. after com­
pletion of all training, or after graduation. 

Column 4.-All handguns referred toare either 
Smith & Wesson or Colt revolvers. 

Column 5.-Th.c handgun is either issued to the 
new police recruit or he must purchase it himself. 

Columns 6-7.-These columns. contain a number 
and a percentage. The number is the approximate 
number of hours devoted to firearms training, both 
in the classroom and on the pistol range. The 
percentage is that part of the entire recruit train­
ing curriculum which represents firearms training. 

(N'OTE: Many police agencies include field assign­
ments as part of their curriculum. In these cases 
the percentage of the curriculum which is firearms 
training is deceptively low. For example, Boston 
has a 1,600-hour curriculum of which firearms 
training is only 1.3 percent. But 920 of those 
hours are field assignments, on-the-job training as 
opposed to classroom training, without which the 
figure would be. almost 3 percent.) . 

Column B.-Abbreviations used for type of r.ourse 

~~'~~~-=:;-:-i 

,; 

are BE for bull's-eye target, PPC for practical pistol 
course, DA for double action and SA for single 
action courses. 

Column 9.-Weapons other than the handgun 
in which some training is given to new recruits are 
indicated (i.e., shotgun, rifle, cal'bine, machinegun, 
gas gun) . i • "-

Column 10.-Special devices and techniques used 
in the firearms training program for recruits are 
indicated (i.e., night shooting, exertion course, 
bobber targets, deactivated guns, chemical devices, 
turning targets, films, slides, cutaway models) • 

Column 11.-Training policy usually requires all 
firearms training to be given at one time (that is, 
completed on consecutive days) or spread out over 

. a period of weeks or months. 
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Column 12.-This column answers the questions: 
Is a firearms test given to recruits? What kinds of 
tests? What is the minimum score required before 
a recruit is considered qualified in the use of his 
weapon? 

Column l3.-The philosophy or basis for the 
test and minimum qualifying score are indicated 
(i.e., statute, experience, policy, NRA, past 
precedent) . . 

Column N.-This column answers the questions: 
Do some recruits fail to attain the minimum ac-' 
ceptable qualifying mark on the firearms test? If 
so, what is your policy with respect to these men? 

(Note: Columns 3 through 14 apply to recruit 
firearms training. Columns 15 and 16 apply to 
inservice firearms training.) 

Column H.-This column answers the questions: 
How often are experienced police officers retrained 
or required to shoot? What kind of inservice fire­
arms training is provided? 

Column 16.-This column answers the questions: 
Do some experienced police officers fail to attain 
the minimum acceptable qualifying score on the 
firearms test at retraining or practice sessions? If 
so, what is your policy concerni~g these men? 

Column 17.-0pinions, comments and' observa­
tions of reporting agencies where offered and ap­
propriate. are indicated. 

Blank spaces in the tabulation indicate informa­
tion is not available. The accuracy of the informa­
tion presented in the tabulation cannot be ass~red, 
as the sources were varied and the information 
was provided in many forms, often requiring 
interpretation. 

" 
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____ ~(1~) ____ ---(~2~)------~(3~)--------~(~~--------~(5~)-----(6~)--~--- (~8) ______ (~9)~~~~~~{_10~) ____ __ 
RECRUIT FIREARMS 

When armed? Is weapon 
Betore. durlng or isS->lcd or 

Poliee llJIency Population after basic trali1lng Weapon used purchased 

------------~~--

Num- Perc.'ent 
ber of of total 1'YPe of 
hours hours course 

Tr.ainlnllin 
\}tiler weapons 

Special devices 
and techniques 

Abilene, Tex. ............ ~.368 ...................... 1', .:i.......... ................................. ............................. 48 
----~----~~~-+----~ 

7 .................. , .............................. Night firing .......................... .. 

Alexandria, V ........ . 115,000 ............................................. , ..................................................... . 52 
BE-PPC 
SA-DA 

Gas gun, 
Semiautomatic 
weap\)ns. . ... u .. " ............. " ........... , .............. . 

Additional course 
Ashland, Ore .......... .. 

.38 special 4" 
bbl.. combat 

U,OOO Immediately............. masterpiece. Issued ................ ............. ..... ....... SA-DA .......... "'................. nigbt firing. 

Atlanta. Ga ............. .. 487,455 ........................................................................................ ,........... 14 8 ..................................................... i ............ • ............... • .. H ......... !.·. 

BE-PPC 
Aurora. Colo ........... . 48,548 

Chambered for 
357, loaded with 
38 5pl. 4"-6". Purchased .................................. SA-DA 

Shot gun. 
machine gun, 

.45 automatic. • ~ •• • ......... I •• • •• • •••• ·OI •• h ......... UUU .. 'f 

Baker.field. Calif ..... 

Bay City, Mich ........ 

Baltlmore, Md ........ .. 

Boston. Mass ........... . 

Brea. Calif .............. .. 

Buffalo. New York .. 

66.000 

55.000 .................... , .............................................................................. .. 

925'.000 

After qualifying, 
usually by 4tb 
week. 4" bbl. ................... Issued .............. .. 

697,197 ...................................... ...... ~h~.H ••• HH.H ............. ; ............ ' •• h ....... . 

After a minimum 
13.000 3 hours training. • 384" or6" bbl. Purchased ........ . 

Upon completion of 
481,4S3 bulls eye training. 6 shot.4" bbl. ............. do .......... . 

17th week of 

14 

12 

33 

20 

19 

13 

Chicago. 111. .............. 3.550,404 training. 
.38 or .357 
4"bbl. ............. do ............ '58 

.36 special combat 
Baton :Rouge, La. .... 166.000 Immediately............. masterpiece. Issued ............... 40 

Cincinnati, Ohio ....... 40 

ColumbUS, Ohio ....... 411.316 55 

Council Bluffs, 
Iowa ... " .................... . 52,957 .Il1JP.'ediately ............. ,38,4" bbl. Issued .............. . 

Dallas. Tex .............. . 679.684 64 

Dayton. Ohio .......... . 262,:132 43 

Detroit, MiC~I."......... 1.670.144 ............. \ ................................................................................... ,.. so 

.38 or .357 
_D_u_n_ca_n_,_0_k1 ___ a ...... _.\_ ... _ .. -1 •• 1-..... 2~P_._009-4 Immediately............ caliber. 

.38 or .357 
Elko. ]\jev ................ .. 6,298 ................ do................ 4" or 6" bbl. 

Purchased ........ 

Issu~dan 

M&P.4" 

8 

may purchase. 8-12 

EUllcnc, Oreg ........... , SO.977 ............ .,....................... ................................. ............................. '20 
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4 

10 

......................... , ........................ u.+ ......... U.~~.UH ........ •••• ...... ,··· ••• • 

PPC 
SA-DA 

Shot gun, 
machine gun. . ............................................... .. 

Shotgun. 
12 gauge. 

FBI shotgun COUI8C 

and bobber targets. 

1.3 ........ " ........................................ ·· ...... ~ ..... · ................... H.U ....... H .. 

BE-PPC Shotgun, 
.............. SA-DA tear gas gun. 

2 hours 
nigbt firing • 

5 

7 

9 

12 

9 

11 

BE-PPC 
SA-DA 

Night firing. 
bobber targets. 

Shotguu ............. role playing. 

BE-Pl'C Deactivated guns. 
SA-DA .............. do............. red bbl. for classroom. 

FBIfilm;,~ 
BE-PPC ............. do............. NRA slides. 

Machine gun. 
SA-D~ shotgun. 

SA-DA 
Pl'C 

22 cal. 
revolver. 

Shotgull, 
machine gun. 
rille. 22 
caliber pistol. 

Running man course; 
tear gas. 

Gas shells. grenades, riot 
gun. cutaway models of 
chemical agent. overhead 
projection transparencies. 

Tear gas ...................... ~ ............... H ........ h ............. . 

...... HUu' .......... ~ ........................ , .............. ~ ............................ ~ ................... \ 

SA-DA 
PPC-BE Shotgun ............. Bobber targets ...................... . 

9 ............. ~ ..................................... ~ .. H~uu .................... ; .............. .. 

(11) 

AU at once 
or over 

period of time 

(12) (13) 

TRAINING 

Tests aiven -
qualifYing 

1IC0ro 

Dasbfor 
qualifyina 

scoro 

DorecruJts 
fail to 

qualify? 

W:'14. 

(IS) (16) 

INSERVICE TRAINING 

Tralnlngof 
experienced 

officers 

Do exper!~nced 
officers fall 
to qualify? 

~-tN-W9.;;::q;;-~~ , , 

(17) 

Opinions. observations 
, and comments 

Spread out .......................................................................... , ................................................................................................................................ Start durin/llourth week. , 
BE-max, 300. 

PPC-max. 300, 
Spread out ............ Pass 300 of 600. 

PPCcoul8e, 
......................... .......... 70 passing. 

Reasonable and 
attainable 
average person 

Yes-removal 
or permiSSion 
to requallly. 

Yes-additional 
help until able 
to qualify. 

. ..... ·· ... H.·· ..... · ...... ·· ....... ·4 ........ ! •• ; ......... u ........ u ..... . 

4 times a year 
PPCshotgun 
M-1 carbine. 

Yes, additional 
tralnlng. 

Tralnlng alven at North 
Virginia Pollee Academy. 

FBI instructor; bellef tI~ 
difficult to make a tol' 
shooter of middle-aaed man. 

2 shooting days Of 7 hours 
Spread out ............ ................................. ............................... .................................................... ............... ............................ .................. ................ 2nd and 4th weeks. 

.. ... ; ........ H .. • .. • •••••• , ........................ , ............................................. , ........ ~ ....... h.H ...... <4 ..... i'............... .. ........................................... 0\.............................. . ....... H .... uu .... i,. •••• " ........................ .. 

................................. • ...................... " .............. j, ...... ' •• H ........ U~H .u ................ ., ............ "' ............. " .......... • ..... • ....... 1 ......................... CO ................. I .... ~U.... .......................................................... • 

All aton~e ........................................................................................................................................................................ .. 
Firearms tralnlng on 5th. 6th, 

7th and 8th days. 

Written test 
lind 

4-week period ....... 80 out of 100. 

.................... " ............ ................ 010# ............ . 

BR2100f 300. 
bobber 66 hits 
ofl00;PPC 
400 of 600. 

BE2lS, 
1-week period ....... PPC 240. 

29-week period..... 60 percent 

All at onr.e ............ 75 percent PPC 

Maryland 
statute. 

Yes-dropped 
from department. 

30 rounds and 
1 day monthly 
Pl'C. 

Yes, must quaUfy. 
addltionai in­
s!!rvice traln,ing. 

• .................................... , .. ~ .................. H ....................... ............ n ... u ........... , ............... ............................ ,."' .. 

Does not graduate; mily 
practiceon own time. 

5 out of each 6 
mOllilis BE and PPC. 

Yes, additional 
traJnJng. 

Satisfied with present program. 
2-wt:eit inservico tralnins 
4 timesDA course. 6 times 
over PPC. 2 times over 
shot gUll course .. 

Realistic policy stresses olllcer'. 
responsibility; trainee does 
not load till aftet basic 
Iralnlng. 

• ................................................................................. •••• ... • ......... ~u ............................................. , .................................................................... . 

Mlnimumqua1!­
fYIn6Camp 
Perry course. No 

Yes 

3 times a year 
modified, PPC 
2S yds. 

Once a year 
PPC and shotgun 

Yes. additional 
training. 

Yes. no action 
taken. 

Experimenting with moving 
man targets lind movina 
picture targets. 

f'irearms training entire 12th 
........... ' .............................................................................. • .. • ............................ m .. ...... '........... ...................................... .................................. week. ' 

Some trailiing !Jy 
field sergeant in 
charge of shift. None ..................... None ... m............ No 

In process of acquiring out­
door range; when program 
goes into elJect tentative 
plan to pull a man frolll 

.. .......................................... ~ ....................... ,......... service if he falls to qualify. 

• ....... ~ .......... • •• ·H ........ ··H .... • •• • ...... ~ ......... u· ................. n .. U.H ........ " ........................ 1 ............ , ...................................................... 1, ................................................................. \ ........ " .............. H. 

u ............................ \0 ............................ h .. # •• n •• h ............... , ....... • ... h ........... ~ •• " ........... , ................................................................... H .... n ................................................. '.H ......................... .. 

InJtiall-day 
and 1 competi­
tive mateh PPC. 

70 percent colt 
silhouette 
t&taet. 

75PPC. 
75 bobber 

AIl at once ............ t&raets. 
Realistic 
minimum. 

Yes-sJ,ven additional 
help until they do 

No ........................................ . 

Several compe­
titive matches 
a year. 

Twice a year 
onPPC. 

TraJnJng should be expanded 
and improved-night IIring. 
moving picture targets; /leels 
there should be a minimum 

No Passin8 mark qualifYing score. 

...U ..... fO··.· .............. ~ .......... I ...... I ............... \ ......................... ~ .. 

•• h ... ~H ... "do ................................................................................... ,. ................ h.huu ...................................................................................................... . 

Firearms traJnJng in 6th and 
7th wr.ek after final cnm. 

I 

-, 
: 
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----------------------------~--~~------.................................. ~,I ....... ~ .......................... ".,~------------------------------------------------~--~;;~~~~~~:e~~~,~~~.~~.;-~.~;~~,~\ 
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____ ~(~1)~ ____ ~(2~)~ ____ ~P~)~ ______ ~~~) ________ ~(5~) ____ ~(~6) __ ~(~7)~~~(~8)~~--(~~)----------~(-to~)----
RECRUIT FIREARMS 

Whcnarmed? Num· iP~rcent 

Pollee agency 
Before. durinl or 

Population after basic traiDiDll WcaponUJed 

Tsweapcm 
issued or 
purcllased 

ber of of total Type of Tralninl in 
hours hours c:oune other weapons 

Speclal devices 
and tedmlquel 

After satisfactory 
Fairfield, Calif ......... 14,968' quaUfication. .3.8.or· .357· 

Farmington. Conn ... 10.813 Immediately .38.4" bbl. 

.38 c:ombat 

Ferguson. Mo ....... , .. 22.952 ................ do................ masterpiea. 

Ft. Lauderdale. Fla. 83,~8 ................ do................ .384" bbl. 

Purchased 

Full timers 
):lSued;ParI 

timers 

14 .:-!-" ";.. ...... ~,.!~.~ ••• ~ ................. ~ ••• ,. •• ) ................. , .................... uU .... uHuuunu .. 

purchased. uh'" ,.. ..... h .. 'n ........... ~ ••••• h .... ~ .............. \0 ...... \0 ................................................... ", .. .. 

Issued; off 
duty must be 
purchased. 

Purchased 

40 

SA-DA 

Shot.IUD. 
iaslUD. 
greuades. 

S6 ............. PPC-BE Shotlun 
Charts sishtinl bobber 
tarlets; film sllde. 

Fresno, Calif. ........... . 133,929 ................................................... ,................ ................................ 18 ~ BE-PPC Shotgun Night firinll 

Grand Rapids, Mich 202,379 3d week ............................................................... 28 ......... " ........................................................................................ .. 
Hllo. Hawaii ........... ,. 25.966 .................................................................................................. .. 

UPon completion 01 .38 combat 
Honolulu. Hawaii ....294;194 .3 weeks training. masterpiece. Issued 

7 3 • .......................... H .. " .................. " ... ~I.O\ ... " .......... • .... u .. " ....... \ ... " ... \.· 

SA-DA 
48 ............. PPC 

AR.-15 carbine; 
.shotlon; las 
gun; mace. Night firinli 

HOUSI~:ii;Tex, .......... 938.219 !'.................................... ............................... ................................ 46 7 .. .................................................................. r ......... • ....... ••• ......... .. 

Idaho Falls, Idaho ... 35,711 Within 1 week 
.357 

magnum Issued 28 33 
SA-DA 
BE-PPC 

SbotlUD; 
1!lSlUn. 

Independence, Mo •• 84.771 .................................... ............................... ............................... 16 • ..... u ...... " .......... u ........ • ....... • •• • .................. ~ ................................ . 

Indianapolis, Ind ..... 

1 acksonville, Fla ..... 

lacJcgonvllle, Ill ....... 

Kalamazoo, Mich .... 

..................................... ........ h ................. • .. • ............................... . 

Upon completion 
20',030 oftralniDl. 

21,690 Immediately 

4" bbl. 

. 38 special 
4"bbl. 

Issued; 
given on 
retirement. 

Purchased 

82,089 ..................................... ................. ~ ........................................... .. 

After he has 
quaUfied K-38 

Kansas City, Mo. .... 475.539 (2 months). .38 special. Issued 

Kenosha, Wis .......... . 

Lakewood, Ohio ...... 

Las Vei .... Nev ........ 

Lexington. N. c ....... 

LOlli lIe.ch, CaUf ... 

67,8911 ..................................... 38 special 

66.15'4 .. ................................................................... u ...... \ ... ~ ... \ ... H .. + .. • ... 

... \ ... h •• ~' .......... ~ ....... U ..... ~ ............... t ............ • ............................... . 

62,810 .................................................................................................... 

After beiDa taken 
16.0113 to range. 

.38 special 
4" bbl. Issued 

344,168 • ..................... \0 ................. ~ ............................................ , •• " ........ . 

Los Angeles, Calif.. 2,479,015 .............. , ..................... " .......................................................... .. -
194 

89 .. .......................... h ............... •• .................................................... .. 

SA-DA, 
....................... BF.-PPC 

ShollUD; 
machine iUn; 
Ilas IIlIn. 

12 ............. ........... l ....... .................. ,.0\ ........................................................... . 

15 

62 

IZ 

DA 
........ PPC 

ShotlUD; 
aas IUD· 

ShotllWl 

Shotil\lD; 
machine lun; 

. ................................................ .. 

Skeet 

20 4 .................... asiUD. .. ................................................ . 

12 I ......................................................................... , ......................... . 

32 11 . ............................................. .. Nisht ftriDa 

32 4 ..... : ........................ , .................................................................... . 

........................ PPC 

RiotiUDi 
macbine lun, 
181 guil. .H ... ~ ... " ... h .. ~ ... \ •• u ... ~ ...... 'U .. h •• h •• ~ 

32 7 ............ u ......... ~ ...... H ...... ·\ ..... ·." .............. to .. , ... "' •• " .. , ........... ,~ .... ~.~·. 

56 to ................... Chemical aieDIS Niaht firini 

I 

(U) 

All at once 
or over 

period of time 

(12) (13) (14) (15) (16) 

TRAINING lNSERVICE TRAINING 

Tests given -
quallfyiDl 

score 

B,sblor 
qualifyini 

. sc:ore 

DO rer.ruits 
fall to 
quallfy~ 

UntUindlcates Once each 
control and month; main· 

Do experienced 
officers fall 
to qualify? 

(17) 

Opinions, observations 
and comments 

.::.A.:.I:.;.I.;.,at_o_D_ce...;... .. .;., ... .;., ... ;,. .. ~. ,..;s;",o.:pe~rce:.:::nt:.P:.P:..c=--I-..:c:o.:m::::pe.:te.:n::ce:::.. -I...:~:.:e=s..:: .. :: ... ::: ... ::; .. :: .. : .................... ,........... taln 80 percent. 

Yes; rescheduled; 
merit increase 
Withheld. 

One of CallfornJa's hlghest 
qUalification requir.ements; 
pay increases awarded and . 
Withheld with shooting 
prOficiency or lack of it. 

All at once 

60 percent FBI 
c:ombat course. 

65 percent PPC 

..... j, ........... ~ ... u ..... . 

FBI 

Yes-not assigned until 
IIble to qualify 

Yes-more instruction 
until quaUfied 

TWice a year; 
same 
quaUfication. 

3 times a year, 
S hours eacb time. 

Yes; must keep 
shooting until 
qu~Ufied. 

Ye~,men 
repeat c:ourse. 

Yes; scheduled 

Should have more training; 
qualification score should 
he ralned • 

Need more traiIilng shotgun. 
Recruit does not carry 
revolver un!ll basic training 
is completed 16 we..,ks: 

6$ percent PPC, Yes. dropr.ed from Once a month for additional MiDl.mum qualifying 5core by 
.. ............ 120............... . 70 percent ( '~er ... , ........ "' ........ "...... department. PPC. instruction. stat~ law. 

~--------~~~~.----~~------4-====~4-==~--------
............................................ ; ....................................... " ............ .................... "n., .... u ............. un ... u ........ u ........... , ...................... , .... : .......... " .......... , ............................................. , ................ . 

All at once 
Firearms training b(~ 

3d week. 

................................................. " ................ ·.·~·.··· ....... • ........... h .... " ................... , ................................................................................................................................................ , .................. . 

60 percent PPC ----+-...:....-
All at once FBI 

' ...... n ... UH .. U .... •• ...................................................................... . 

Once each year; 
PPCand 
refresher courses. 

Yes, return for 
additional 
instruction. 

Suggests "Use of actual sc:ene 
mockups. 

More tralniDg needed; training 
is lax. Because local area 
conducive to hunting it is felt 

Once a year; most men can nllndle 
_

_ sp~r_e~ap~0_u_t __ .... ~7_0~~~tce~n~t ____ -+~ ... ~ .. ~ ... ~ .. ~ ... ~ .. ~ ... ~ .. ~ ... ~"~ ... ~.~-:N~O~ ......... __ .... ____ .... ~~n:o:t:re~~~·:ar~ly~.--__ .... ~y~e:s~.:no~tlU~·n~g~d:o~ne weapons • .. I-~:...--------
Start firearms tralniDg irt 4th 

All at once ................................. ............................. ...~ •• ,. ••• I ... ~ •• U ....... I ........... " •• ~ .................................. 0# ............... -1 ...................... \ ... h .. ".'U.. week. 

.. ................................................................................................. " ...................... : ............................................................................ ·· .... ··!· ... ···I·.·'· ... · .. ~· .. ~u ................................ ; ... ; .................... . 

4-week period 

3 or 4 days 
in sequence. 

60 percent PPC 

None None 

Yes. training 
given until 
quaUfied. 

No 

Yes, given add/· 
Once a year ...... "............ tionallnstl"uction 

Irrelllllar, PPC ............... Not graded 

Satisfied with preseDt.firearms 
traiDingprogram; recruits 
receive a minimum of 200 
hours training in all subjects . 

.'i 

Recruits fire minimum of ZOO': I 
.............................................................. , ...... ~ ... " .. H .......................................................................................................... ,......... • ........... ".................... rounds. ~ i 

1 month 
period 

470 out of 
6OOPPC. 

Yes, dropped 
from department 

Minimum 
8 bours a year. 

Yes, extra 
training. 

.. ................ u~nu ...... u ............. ; ... ~ ............... 4 ...... , ....... " ....... " ................................................................... 10 ................................................................... .. 

Experienced officers trained 
in 12'8auge shotgUD, sub· 
machine IIlIn. gas gun, 
automatic rifle. 

• .. " ............... " .......................... ".~H .. ~ ... ~........ • .................... ~ ..... u ........................................ ,................ .......................................... .................................. • .......................................... ,H ....... ' .. . 

Spread out . . 
... " .......... H .................. H ....................... u ... H ......... ~ ...................................................................... ~, ............................................. . 

Firearms training in 4th and 
6th weekli • 

.. ........... ~ ........................................................................................... j ......... H ........................................... , .................................... u ................. • ............ , •• ~ ................... H ................................. . 

3 times a year; 
All at once 70 percent ......... .. ................................................................. ".............. aU weapons. No 

.... .............................. ................................. .............................. • ... " ... , ............................................ ~ ............. u .... u .. u ••• ~ ............. ......................................................... u ............... 1 ................ .. 

.... .................... ......... ............... ............. ..... .. .................. :~. ........ • ........ ,........... ..... ••••• ......... ............. .. ...... ~ ....... ~ .. <\ .............. ~ .. ,...... ...... ........ ........... .......... • ......... ~ ... ~~ ...... ~ .... .j ... k .............. H ........... It'- • 
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(1) 

Pollce Agency 

Loulsville, .Ky ........... . 

Lower Merion, Pa .•.• 

Mahwah, N. J .......... .. 

McPherson, Kan ....... 

Mlaml,Fla ................ . 

Midland, 'lex ........... .. 

Mlaneapolls, Minn ... 

Montgomery, Ala ..... 

----- -- - - -- -- ----

-- - ----- - -------

(2) (3) (4) (5) (6) (7) (8) (9) (10) 

RECRU·IT FIREARMS 

I Is we~n Num- Percent •• _.- .- S-cial devices When armed? •• _ ber of of total Type of Tr ......... '" "d~ t ,,_. e 
Before, during or _ue or hours hours course other weapolll an ct,uuqu I 

Population afte! basic training Weapon USi>~_!....2p~u~r:ch~ase~d~_.j.2~~~~~~~~~-i==;;::!::::..j-_....:;..;.. ______ _ 

Shot!IUD; 

389,044 

59,420 

11,000 

During 9th week of .38 special 
training. 4" bbl. Issued 70 

.................................... ................................ ................................. 30 

After completing 
firearms tr;lining. .38 caliber Issutd 40 

machi.lie 8\ID; 
SA-DA 30.06 pepper 

.... , ........ BE-PPC fOlpr, ., ..... , ..... , ................................... .. 

10 .. u~uu ...... u. H............................ . .... , ........... 4.U ............ I .. ~ .. ~ .. ~ .. ".H. 

DA 
............. PPC 

No stan· 
dard 

Shotgun; 
machine !IUD; 
gas !IUD • .................................. U .. C .. ~ .. iI~H.· 

9,996 Immediately 
.38 special 
4"bol. Purchased 4 ............. course .... " ...... ., .. \ ..... " .......... , ............................................... . 

2\;1,688 ..................................................................................................... 68 

62,625 ImmediatelY .38 speclal Purcbased 40 

482,872- .................................................................................................... 27 

134,393 Immediately .38 special Issued 36 

12 ...... ; ...... n .. ' .u........................... .u .................................. uUU~H .. U 

SA.-DA 
............. BJl:-PPC 

Shot!IUD: ma­
chint !IUD: 22 
callber troopet 
combat mas-
tel'Ple~. .. ............................................... . 

6 ." ................. ~........................... . ..................... u .... \ •• h .......... ;ou ... . 

SA-DA 
.............. BE-PPC 

Shotgun: 
30csUber 
bine30.06. 

2 2SS .38 caliber Montreal, Canada ..... 1,'22 , .................................. . do 24 
SA-DA 

............. BE-FPC 
22 caliber 

revolver 

Mount Pleasant, 
Michigan 

Natick, Mass ........... .. 

New Haven, Conn .... 

14,875 Immediately 

28,831 rnunediately 

................ do ............ . 

.38 caliber 
4"bbl. 

do 

do 

141,7S'2 .................................................................................................... . 

Shotgun 
......................... None .351 and 30.06. .. .............................................. .. 

FAMILIARIZATION 

40 10 

Shot!IUD; 
gas !IUD: 

New Orleans, La ....... 627,525 

SA-DA matbine gun; 

·~~~~~~~~-1~~~::::::::::::f:::::::::::f:::::::::::r:::lr::::tB~Eh~P~p~c~~r:m:e.~-----r.= ... = ... = ... -.. = ... ~ ... ~ ... = ... = .. = ... = ... = .. = ... = ... = ... ~ ... ~ !::ewport News, Va. .. 113.66:2: .................................... ................................ ................................. . .......... ............. SA-DA 

13 BE-PPC .................................................... , ........................... .. ................................... ............................... ................................ 58 

Films; slides; cutaways; 
SA-DA turnlni lar&ets; movini 

Newl'ork, N. Y ....... 7,781,984 Immediately M&P.4"bbl. Purchased 8 BE-PPC .............................. man tarllets; c:harb. 

Norfolk, Va .............. . 304,869 

Oakland, Calif ......... . 367,548 

Oklahoma City, 
Okla. .\ .. ; ..... , ..... u .... u 324,253 

P;lsadena, Calif ......... 116,407 

Pensacola, l."Ia .......... . 56,752 

.................................... ................................................................ 26 

................................... ............................... ................................ 33 

Must have gun at 
time of 
appointment 

.38 caliber 
4" bbl. 

72 

.................................... ................................ ................................. 12 

•• V ......................... H.\ ............. , ........ " ............ ..................... u .... 'u.u 26 

Philadelphia, Pa ........ 2,002,512 After graduation 
.38 spc:cial 
4"bbl. Issued. 28 
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6 

DA 
PPC 

Shotgun: illS 
gun; carbines. Chemlc:al aiCuts ................... . 

Shotgun, 
lIasllun; 
machine gun. .. ................................................ . 

... Shotgun ........ h... • ........................ u .......... hU •• ".UH .. ~ 

13 .. , ........................................................................... ~ ........... h ....... ~ 

.............. 1'PC 

(11) 

AU at Once 
or over 

period of time 

10 days 
consecutively. 

(12) (13) 

TRAINING 

Tests g1ve.n -
quaillyins 

Bcore 

70 percent 

Basis for 
qUalifYing 

Score 

........... , ............... .. 

(14) 

Do reCruits 
fall to 

qUalify? 

Yes, must pass by 
graduation or 
dlsmlssed • 

(16) 

INSERVICE TRAINING 

Training of 
experienced 

oflicers 
Do e1lJ)erienced 

ofliccrs fall 
to qualify? 

Yes, additional 
training. 

(17) 

OpiniOns, observatiOns 
and comments 

Experienced ofli~rs should 
qualify cl\ch month. 

EVery 3 months; 
must qualify. 

. ................................................................................................................................................................................................................................ , ......................................................... . 
All at onct ............ 195-225 

do None 

............................. Nil> 
Twice a year 

Every 3 months 
and shotgun. 

Yes, additional 
training. 

Yes, additional 
training • 

Should be more tralnlng. 

Mandatory training should be 
started (rccrvits). 

Firearms jlrBctic:c for 30 
minutes each de.y durlng .......................... ,....... ................................. ............................. ................................................................................................. ................................. lunch. 

4 hours dally 
lor 2 weeks. 60 percent PPC ............................. No 

Voluntary basis No 

Proficitncy raUng has Increased 
voluntary range attendance 
200 percent, recruit issued 
revolver on appointm~nt; 
may be 6 months before 
trained. 

, ................................................................................................................................................................................................................................. . Firearms tralnlng begins 
in 7th week. 

Spread out None 

do 60 percent 1>1'C 

None None 

.... , ............................. None 

.. ........................... No 

Yes, given lor 2 
more chances. 

............................. None 

.... llft· ....... • ...... UU .. 

,- ·-······· .. ••• .. • .. ••• •• ~ .. H .... \ ....... .. 

None 

VolllDtary except once 
annually required. 

Voluntary and free 

No 

None 

do 

Presentslandard unsatisfactory 
should qualify once annually 
at least. 

Exptrlenced men must 
requalify for promotion; 
should be more tralnlng 
recruits. 

Should be qUalifying standard 
On state level; rellanCe' on 
members having bad 
Previous firearms experience. 

New recruits sent to qualified 
school for training withln 6 
months; should start tralning 
men before putting them 

Voluntary and 
once a year. .. .................... , ......... . 10 work. .............................................................................................................................................................................................................................................................................................. 

................................... 70 out of 100 
............................. ... , ••••• ••••• .... ••• .. h .......... ~ .............. .. 

Bulls-eYe and silhouette 
course: no mention of 
frequency. 

........ u
H 

.......................... h ................................................... . 

................................................................................................... ~, ................................................................................................... , ................. , .............................................................. .. 
60 slow BEl 

6-week period 

All at once 

60 timed BE: 
180 of300 slow 
timed, rapJd fire. 

Establlshed 
pollcy 
decision. 

Yes, 
additional 
training. 

2 or 3 times a year; 
SA,DA, PPC. 

Yes, extra 
(raining until 
qualified. 

..,............................... ............................. ••• .... • ...... U.I··'·· ....... t .. U.HH ...... U •••••••• H ........... " .............................. , ............... , ..... u .... , .... . 

•••••• ........ ••• .... •••••• .. •••• .. ~·· ... • .. ~· •••• \ .. \ .. t. 

Firearms training in 7th week 
by E!li ilt Tidewater Police 
Ac~dem~. 

.. ........................................................................................................................................................................................................................................................................................... . 
Considered pro­

All ato!lce; 
8 to 9 days. 

420 of 600 
FPC. 

/icientto carry Yes, additional t(aln­
ing until qualified. 

4 times a year Nee;) more money lor a better 

. .-

Yes, must return 
to range and 
qualify. /' p,lUgram •. 

............................................................................................................................................................................................................................................................................................... 

............................................................................................................................................................................................................................................................................................. 
4 consecu­
Uve days. Yes, additional 60~_ ...... - .. - •• - .......... _-~ .. ~-~ .. ~-~N~0~~~~~~~~_~_o_n_c_e_a~y_e_a~r~~~~_t_r_~_~_.~g_.~~~~ .. _-_ .. _-_ .. _-_ .. _~_ .. _ ... _ .• _-_"_-_"_-_ .. _-_-_ .. _-_ .. _-
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('1) (8) (9) (10) 

(4) (S) (6) 

(1). (2) (3) FIREARMS RECRUIT 

Whenlll'med? 
Num- Percent 
betof ottotat Type of 
houts hours course 

Training in 
other weapons 

Special devices 
and techniques 

police agency 
Before during-or Weapon used 

population after basic training 

Is weapon 
issued or 
purchased 

37 8 .................... Shotgun Telll' gas 

PhoeniX, Ariz ......... .. 
5'OS ,666 • , ............................................................. "' ................................. . 

........... , ..... H ~1t •••• u ........ ~ •••••••• ~ ..... , ••• i ......... , .... ·do ... H ..... 
HU 

....... .. 

20 

12 

•• " ...... , ...... 1. ... , ..... 1 ................ \ •••••••••• H ..... ~.··.·· .. U.H.U.~a.'.t .... ··u •••• • 
Shotgun; rlfte: Gasses and Pontiac, Mich .......... . 82,233 

.................... machine gun. 

ShotgUn; 30 

gas gUns. 

Pro~ldcnce, R. I ....... 18/,061 
.. t ...... h • ., ................. ~ ..... \0 ........................................ ~~u ............ ··u. so 

caUber car­
bine: 30.06 

l __ ~~~~~~~ ____ -+~~~~----~~~----~~1~2~r-~8~f!P!P~C~--~rm~e.~~~~~P;Ia:s=ti~c~lo~a~d_s ________ ____ R~~f:ld.~~.~.~~:............ 7,793 Immediately Model "16'~ Issued 22 revolver; 
30.30 rme; 

Rochester, Minn ...... 

Sacramento, Calif .... 

St. Louis, Mo .......... . 

st. Petersburg, Fla ... 

Satcln, Ore ............... . 

47,797 

237,712 

750,026 

After completion 
basic training. 

do 

.38 caliber 
4"bbt. 

do 

do 

Purchased 

................ ; ................................................................................. .. 

32 

8 

52 

............................................................... 63 
181,298 ImmedilltelY 

26 
49,142 ........ ~ •••••• U •• hHU ............ ............................ Hh ........... ~ ............. , •••• 

SA-DA 
.............. BB-PPC 

.............. PPC 

shotgun; gas 
gun. 

........ 1 .... •• .. •••••••••• .. 

9 .................... Shotgun 

14 

8 

SA-DA 

SA-DA 

do 

do 

••• , •••••••••••• H ............ • .. ·" ...... ···uau 

.. .......... 1 ...... "· .... •••• .. • .. •• .. •• .. ••••••• 

Tear gas 

Night firing 

Gas d!;vlces 

,,~~ ____ ~.4J1~ca~u~b:er~ __ ~~I~ss~u~e~d------i-~4~0-f.: ... : .. : ... : ... : .. rB~E-~P~P~c:Jf .. : .. ·: .. :· .. : .. ·: .. = .. ·: .. ·: .. : .. ·~ .. ·t=B~ob~b~e~r-ta_r~g_e~ ________ __ 
San Francisco, Callf. 740,316 ~~,!.ateIY M.l:cP. 
::::::"':":=::'::':';'':''''-+--'1' 

Clay plgeons .J,S or .357 16 6 DA-PPC Shotgun 

~~~~~;:~~~~~~+-____ ~~ _____ -1~4~.V:t~o~6~';'.------rP:u~r~c~h:as:e:d~ __ j-~~~ __ ~ ______ ~~~ Santa Clara, Calif. ... 58,880 • do Gas gun; 30.08 
caliber rme; 

SA shotgun; 22 
• 38 cal. c:o~m~b~a=t:...~~~ _____ +~~~.: ... ::: .. ::: ... ::: .. ::: .. t5~0~f:t.:.JJ~E~fc::a~lib~e::r~r::.:m::;e::·_f .. :.:: .. ·~ .. :.:: .. ·~ .. ':;. .. · ..... _ .. ·_ .. _· .. _ .. _· .. _ .. _ .. ·_ .. _"'_"_"'_"_'" 

do masterpiece. Issued 16 
S~h~e~b~oy~g~an~,~Vi~iS~ .. = ... = .. +. __ ~4S~.7_4_7-r ________ ~,-----~ 

South Bend, Ind ....... 132,445 

Toledo, Ohio ............ . 318,003 

. do 
,38 caliber 

4" bbl. do 

........................................................................ ; ............... HN •••• • .. .. 

40 

63 

{SA-DA 
....................... ~ ........ H ••• U*.HH ... I. . ~ .. , ............ ppC ............................ . 

12 ................... Shotgun Tear cas devices 

Those weapons 
used by the 
civil distrobanl:Cunit. 

2 ... 1.· •. · .. ···· ...... ' .................................... 10 
763,956 ...................................... ...................... 1' 

Washington, D.C. 

Wausau, Wis. ........... • '31,943 Immediately 
.38 caliber Issued 

Westem Springs, ]11. 

Wichita Falls,'T~~ .... 

Whittier, Calif ........ .. 

Arkansas 
State Police 

AriingWn CQunty, 
Va ........................... . 

13,233 do 
. 38 or .357 
4"bbl, Purchased 

116,O'JO ........................................................................... , ........................ . 

33,663 ........................................................ , ......................................... ' 

1,786,272 Immediately .3S7magnum Issued 

After Shouts of 
163,401 Instruction. .38 special do 
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SA 
........................ BE ......... h ..... ' ...... V ............. 1 ....... ••••• .... •••• .. •• ...... •• .. ••• .. •• 

18 

31 

19 

40 

SA-DA 
11 BB-PPC' Shotgun .......................................... U! ....... 

9' ..................... HH ......... • ... •••••• .. •••• ........................... ~ ...................... . 

7 .......................................... " ..... Night fuing 

SA-DA 
............. BB-PPC 

12 gauge 
shotg\lD. 

Bobber t&rgets; shotgun; 
AR-lS familiarization. 

56 .............. DA . SlIotgun .................. n .......... • ..... ••• .. ••••• .. •• .. 

j 

(11) 

All at 'once 
or ':lver 

period of time 

(12) (13) 

'rRA.INING 

Tests given -
qualifying 

score 

Basis for 
qualifying 

score 

(14) 

Do rccroits 
fall to 

qualIfy? 

(15) (16) 

INSBRVICB tRAINING 

Training of 
experienced 

officers 

Do experienced 
officetsfail 
to quaUfy1 

(17) 

Opinions, observations 
and comments 

........ 40....................... . ............. H ... ~ .. " .. h' ....... , .......... * .......... " ............................. -. ....................... , •• ' ...... H ..... ~ ... ot ...... ot •••• "' ........................................................ H ....... I ........... ~ ...................... ,. 
Firearms tratninll at O~kland 

..,.............................. ................................. .............................. .................................................... .............................................. ................................. Community College. 

................. 1 ........................................................................ 1 ................... H ... ' ......................... " .................................. ,. .......................... U ... UH ................ ; ............................. \0 .............. ,."' ... . 

do 220 out of 300 .h.·u ....................... Yes 

All at once ........... 70 percent " ................. , .......... No 

Once a month 
in summer. 

3 times a year. 

PPC twice a year; 
shotgun once a year. 

do 

Yes, given 
limited duty. 

More tralnlng needed, 

Should have monthly qUalmca­
tlons; pay Incentive helps. 

........................................ " ..... , ......................................................................................................................... , ......... , ................ u ......... H.~U .... U .. H... • ........................... \ .......................... .. 

All at once; 
9th week. 

Training given at PlneDas 
Police Academy. 

................................. ................................. • .......... , ............................................................... \ ......... , ...... h ........ U .... ~H~U ............. H ..... h .................................... u ........................... u ..... ~ .......... . 

Spread out 

do 

AH at once 

Over 8-week 
period. 

300 of 400 

7S percent PPC N.R.A. 

60 of tOO 50 fl • 
BE slow fire. do 

Yes, 2S percent of 
recroits fail to qualley. 

Yes, additional training; 
dropped from depart­
ment if still fails to 
qualify. 

Yes, given additional 
help tlll qualified. 

• .... uu ......... u# .. " ...... n ........................ \0........ Ye~ 

Yes, 
Every 6 months no action taken. 

Yes, additional 
Every other month PPC. . training. 

Recommend contlnuous 5 or (; 
days fuearms training at 
beginning of tralnlng. 

Recommend mandatory 
training each month. 

May go Into an Incentive 
Once each month do pay pro&1'lID1. 

Once each year, 
t hour . 

Should be required t(! quaUfy 
or be relieved of duty. Will 
chllD8e in near future 
recruits will not receive 

Yes ........................ Weapon until trained. 

• .. • .............. h ......................... H.l ....... ~HH •• U .................. , ...... \..... • ................................................................................................................................................................................ , .......... .. 

Slow,2S yards; 
time, IS yards; 

Rapid, 15 yards Yes, extra help until 
.. .... " ..... h •• fl ....... "...... on man target. .. •... h .......... u........... Qualified.. . .......................... , .................... , ...................................................................... ,.It ..... ~ .... .. 
------------~---------+----------~~----------------+---------------Until able to 

b.andle weapon 
safely and shoot 

All at once reasonably well ...... , ........................ No 

200 of 300 BE, 
Spread-out 110 of 300 PPC. N.R.A. do 

Once a month, twice a 
month or weekly 
depending on quality 
of scores. Yes, no penalty . 

Yes, they are 
Weekly at least 1 hour retrained. 

Feel that training is Dot 
adequate; buUdJng a PPC 
range. 

Should be an increase in other 
phases of trajninll-human 
relations, etc. 

Firearms trclninll begins in 
All at once .................................................................................................................... ., .. -.......... ,............................ ................................ 9th weelc. by FBI. 

S-week ~riod 
All courses 
'to percent 

210 on 
................................. modJfied PPC. 

Yes, some fall 
.............................. to qualley • 

Yes, dropped 
.............................. from department. 

199 

PPC at least 
once,!! month. 

PPC and shotgUn 
no information.as 
to requency 

Yes, given addJ­
tional training; 

Firearms training at Rio 
Rondo lr. College. 

no action taken. Favor trainin. alI at once, 

Yes, additional 
trainina . ............. ~ ................. ~ ................. , ..... : .. 



(1) (Z) (3) (4) (5) (6) (7) (8) (9) (10) 

RECRUIT FIREARMS 

, When anned? Isweron Num- Percent 
Before, dUri::: or issue or berof of total Type or Ttalnlngin , Special devices 

PQJ[ce Agency Population after basic tr ning Weapon used purchased hours h,<>urs cou[lle other weapon$ and techniques 

.45-.38 aulo- Bobber targets: electrlc 
matlet .357 dUeling tarllets; running 
Magnum; shot man mulllpJe targets; 

On completion .38 caliber SA-DA gun; gas gun; suqlClse targets, combat 
FB! ""HU.tt •••• ··,.·, of trainlng. 4" bbl. do 88 17 BE-PPC rlile. villagc: skeet. 

.38 combat 
mMterplece or SA-DA Shotgun, 

Indial\~ State Police 4,662,498 do .38 bodyguard. do 44 . \ ........... BE-PPC ThompsonAR Skeet 

,Commonwealth 
of MassachUsetts S,148,578 ' 'u" •• , ••• u."." •• ,.", .... Ut.,. .. H· •• ·t.· ....... ' ..... HUH ... " .... 41." .. ' ............. ;, .. 24 15 . ................... .., ..... , ... ,.,., .......... ~ .. • .... ' •• f ••• ' •••••• H ........ H ••• , •• + ....... '.H. 

Nassau County , SA-DA Shotgun Night shooting; 
N.Y. 1,300,171 When qualified .38 caUber Purchased 32 .... u .. ·t ... BE-PPC indoctrination. exertion cOllrse. 

New Mexlco, SA...",,)A 
Siale l'ollce 951,023 lJ pOn graduation ,.357 mllllnum Issued 59 ~H.J.'.HH" BE-PPC 'HfH"""H,*"Hr •• ~.!u". ~H·H·.H.U ... J .. , ••• uu ... ~uU ........ UH" .. 

New York City 
Port Autltority, After completion .38 caUber SA-DA 
N.Y. • .. ··~ ........ ·H· .. of traiomg. 4"bbl. do 40 .0 BE-PPC .22 caliber ..... h·\ ......... ~ ..... · ..... ·H.· .. · ...... \ .. • .. .,... 

New York C!ty 
Transit AuthOrity, SA-DA 
N.Y. ....... \ ......... 1. •• Immedhitely .38 caliber Purchased 65 9 BE-PPC , ............ , ............ ,..\ Turolng targets 

New York .38 caliber SA-DA Shotgun; Moving larget course; 
State Pollee 16,782,304 Aller graduation 4"bbl. Issued 80 •• H ......... BE-FPC tcar.gas gun. skeet. - '" . ~, .. 

" , ' 

Shotgun: 
Ohio State SA-DA machine gun; 
Highway Patrol 9,706,307 ImmediatelY .38 caliber do 21 ............. FPC .351 rifle. N igh! ~hooting 

Orei'on State 
Training School 2,691,000 .H·· .. ··t .... ···· .... l·H ...... U •• ... H,,,,,,,.UHU.UUt ... u u • _,.H ••• ,. ................... • 21, 13 • ~ ............ I .. H ... " .. , .. ., ........ v.H.n .... ' .. ~ .......... h .... I ... !~ .. VI!.,., .... u .... h •••••• 

Prince Georlle's .38 caliber SA-DA 
County, Md. 357,394 After 8 weeks 6'1 bbl. Issued 48 10 PPC Shotgun •••• ................. ' ••• n ....... \.u., ....... ,u~ . , 

UpOn completion .38 caliber SA-DA AR-IS machine 
Puerto Rico 2,697,000 basic training. 4"bbl. do 53 ....... u, .... BE-l'P.C gun; shotgun. >4 .. 'u.u ....... , ........... H ........... 'u" ..... . 

At start of fireanns Shotgun; rna· 
Rhode Isl.nd training (Sth day, .38 caliber SA-DA . cl1inc gun: 
State Police 859,488 3d week). 6"bbl. do 32 

, 
BE-PPC gas gun. Night shooting ~" .. "u.". 

SA-DA 22 caliber 
U.S. Pukl'ollce .. ·····\·1' .. ···' .. n 

Immediately . 38 caliber do 80 ••• •• H ....... BE-PPC revolver. ...... O\ •• u ........ <j .. ~U .... 'H\ ... H .......... u~ 

. 
Sutfolk County, SA-DA Tear gM, mace, films, 
ParkPollce 61'..6,784 During 2d week .38calibcr do ~ " BE-PPC Shotsun slides. -200 

;lr_ 

J 

(11) (t2) (13) (14) 

TRAINING 
-. 

AU,tonce Tes~ven- Basis for DoreeruJls orover qu ying qualifying fall to" period of Ume scoro score qualify? 

Some recruil4 
have difficulty 

S consecutive 
qual.\fyll'lgl 60 
percent Ilet 

days and 6 con- almost through ; Yes, addltlonal 
secutive daYI, proficiency training; 
3d and 7th Ail courses Improves with if stili fall, 
weeki. 60 percent time. dismissed. 

AllduriJllI 
last week of Bulls-eye 200 Based on past 
trainlnll. PPC70 'No Precedent. 

.' ••• #tn'.n~'.~huu.~' •••• " ... nifl.' .......... , .......... ,.\ • ·.~ .... u ...................... ,.u •• · •. ·.h ....... ' ............... , ............. 
SptCild out ModlfiedPPC Attainable with Yes, additional 
over 3 weeks. 60-100. ptoper training trltlnlng. 

Same as Yes, ~eJected; 
AU.tonce FBI. FBI maY rCGPPIy. 

Standard nor. Yes, additional 
70 percent Bulls. mal attainable training; transfer 
eye; SO percent for trained to olhGfjob 

S;lrcad out siihoul'tte police. possible. 

Established 
nonnal , Yes, additional 

do 6S percent standard. training. 
> 

6to to Established Yes, dropped 
weeks. 190 out of 300 pOlicy decision from academy. 

Yes, addltlonal 
210 with SO hi'il tralnlnll; must 

out of mulntum qualify to 
Spread out 200 with 60 MIS. 

••• .. ••• .. •••• .. ,· .. i-........ H .. graduate. 

All atoDce ... u ........ ".u .... u ... , ...... .. • ..... h ........... ~ ......... .................................. , .. , ............ 
All.t once 6!)percent FBI No 

Yes, additlonal 
Spread out 65 percent Experience ........ traininfi. 

195 out 01 300 -
do :zs yulf •. State law No 

Lcsllllan 7S 
perccDt shOWI 

officerla~ 
reuoDab1c ef-
fect1veneu 
11\ marlcsman-

75 percent lhip IIId lafety 
AU atollCC aIloolUUl for bYltlllciers. • ........ H .... h ...... do.U~f ...... ' ............ 

" 
Aver. 0(200 
out of Diuimum Sllahtly hlaher 
30001'1 all quallftcation No, extra help' 

Sprudout COUl'lCI tIwIFBI. until qualify. 

201 

(15) (16) (17) 
INSERVICE TRA INING 

,", 

Trainillil of Do eXperienced 
experienced officers fall Opinions, observ;o;ciODS officers to qUallfy? and comments 

60 percent Is minimum 

8 times a year; 4 
acceptable soo!\". With 

Indoor Bulls-eye; 4 
trainlna an allent wl\l reach 

outdoor all weapOns, 
a peak afler about 7 years. 
For 19118, FBr agents 

PPC. No. averalled 91.4 "1'1 the l'PC. "-

Bulls-eye Shl)l)tel'S can do well 

Twice a year PPC and Yes, additional 
on other muraes, but the 
reverse is not nece~sarlly 

Bulls-eye. tralnlng. true • 

• j .. H··.··~ ..... \ ............ !H .......... H ............ " .................. " .... ' •• , ...... u .. u.u ........ nt~.uuuH .. hH ..... ., • .-
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Every 3 months 
Yes, reshoot gun (s:.wed off) and tear 

until qualified. gas every 3 months. 

'yes, additional 
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time within 30 
days still fail to 
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Would like own (aeiIiU", 
including outdoor ran~. 
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Yes, buy ammun{. men using 2" bbl. gun at 
tlon; additional work must 'luaUfy with 

do training. that weapon. 

Yes, weapon 
taken away; 

do other duties. . ............. U.'.h··.··· .. ··· ... · .. ·H· .. ·~ .. · .. · ...... 
Recommend: (1) exertion 

courses; (2) pay Incentive; 
(3) do away with SA; (4) 
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Revolver twice a year; Recruit not permitted 
rifle and shotaun Yes, additional ammunition tIIJ after 

. once a year. training. graduation • 
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••• .. • .... •• ..... ' ......... hH ............. ....... H·· ...... \ ............ u .. consecutive days by FBI • 

Attempted once a year 
onPPC. .\ ... 10 ........................... .......................................................... 

Recommend officers lire old 

Yes, additional 
ammunition at range, leave 
with fresh ammunition. 

Once a year training. Maximum range 25 yards. 

Should be more emphasis (In 
do 'No nlsht firing. 

Training should be quarterly, 
strict high standards; 
Ueutellttts should be required 

3 times a yeU for to partiCipate. Experienced 
members below rank Yes, additional officers lire twice a yeu 
of 1ieuteDlllt. training • PPC; once nlsht firing . 

Winter remedIal course, 
Yes,must voluntary. 2 tournament! a 

Once a year (ull,day; shoot on own Year, free ammunition; nlliht 
200 out of possible time until they iil'lnll btlsan May 1%9 for 
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Recruit Firearms Training in New York City 
Police Department 

A statistical study of the recruit firearms training 
records of 379 recruits randomly selected (a 1.3 
percent sample) from the years 1961 through 1969 
was undertaken in the early spring of 1969. Forms 
P.A. 11 (Record of Revolver Instruction) contain 
the firearms shooting records of all recruits proc­
essed through the police academy. During the 
16-week training program, eight slow fire scores 
are recorded for every recruit, at 10, 12, 14, 16, 18, 
20, 34, and 36 hours of instruction. It should be 
noted that there is no shooting until the 10th hour 
since the firearms training program begins with 
lectures on safety, range rules, the filling out of 
forms, nomenclature, revolver manual, revolver, 

and leather inspection, dry firing and so on. In 
addition, single action training ends 'after 20 hours; 
the 34- and 36-hour scores are for testing purposes. 
The average scores of all 379 recruits for each scor­
ing period were determined and plotted on the 
charts, Figures B·} and B·2, pages 202 and 203. 

For purposes of analysis the 379 randomly se­
lected recruHs were divided into two groups-the 
190 better shooters and the 189 poor shooters. As 
can be seen from the chart, the better shooters fired 
an average 85.7 slow fire, single action, on their 
very first shooting o.:casion. Thereafter their 
shooting proficiency increased relatively little to a 
high of 9~.7 at the end of all recruit training. The 
50 percent of the recruits who were the poorer 
shooters averaged only 57.1 on their first shooting 
and made rapid progress to a high of 75.0 after 36 
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hours of firearms training. The average scores of 
all 379 recruits advanced from 71.4 to 82.9 during 

. the recruit training period (average of 9 years, 
1961 to 1969). 

It is clear' from Figure B-1 that at the conclusion 
of single action training at 20. hours, a plateau is 
reached and shooting proficiency appears to level 
off except for the 36-hour score. The reason for 
the rise in proficiency at 36 hours is the fact that 
this is the single action qualification score and re­
cruits strive to shoot their best at this time. Hav­
ing fired the same course at M hours (which is 
scored) the recruit knows exactly what he must do 
to qualify. Every man below 60 knows he is in 
danger of failing to qualify, and every man under 
70 cannot be overconfident that he will score 60 
on the qualification test. Thus the poorer shooters 
work harder and practice more, both dry firing 
and actual practice firing. prior to the 36-hour test. 

J\s a result, the 36-hour test scores indicate a sub­
stantial itnprovement for the poorer shooters and 
a smaller improvement for the better shoofers. 
For example, at 34 hours, 68 men scored 70 or 
below. compared to only 40 men at 36 hQurs. At 
34 hours, 24 men scored 60 or below, compared to 
only 10 men at 36 hours. 

The period on the chart between 20 and 84 
hours is a period of double action and combat 
shooting. These scores cannot be compared with 
single action bull's-eye shooting. The 34th hour 
shooting score is considered a review and warmup· 
for the 36-hour qualifying test in single action. 
That is the last single action shooting done until 
the l"ecruit leaves the police academy and is as· 
signed to a field command, after 'which he receives 
the regUlar inservice firearms training twice a year. 

For the better shooters at 20 hOllrs, the standard 
deviation (measure of spread about the mean) was 

AVERAGE F'lREARMS PROFICIENCY OURING RECRUIT TRAINING 
OVER A PERIOD OF A LACK OF TRAINING OR PRACTICE AND 

OVER A PERIOD OF IN-SERVICE: FI~EARMS TRAINING 

92[ 
88

1 

III 84 
II: 
w 
..... 

80 0 
0 
% 
en 

76 -
..I 
..I 
c[ 

~ 12 
0 
>- 68 § 
~ 64 
IL 
0 
II: 
a.. 60 
141 
I!I 
c[ 56 II: 
141 
> 
<[ 52 

4 

0 
lahr •. 20hrs. 34hrs. 36hrs. 

Proficllllcy of recruits at Decilne Un proficiency 
differ.nt hours of trair,inQ of patrolmen after 

2 y·cars of no practice 

TIME 

FIGURE B-2 

20! 

Proficiency of patrolmen o\ler "\I,ra I 
years with in-service firearms practice 
(2 pract Ice " .. ions' ~ year) 

I 

I 

II 
II 
I: 

I 

'I 

'ii 



\ . 
found to, be 3.95. This means that 16 percent of 
this group are shooting four points below the mean 
and2~ percent .are sh.ooting eight points below 
the mean. For the poorer shooters the standard 
deviation is 7.43, which means that 16 percent of 
this group are shooting approximately 7.4 points 
below the mean and 2~ percent are shooting ap­
proximately 5 p9in~s below the mean. It should be 
noted that those men shooting 15 points below the 
mean are failing to qualify (70.8 minus 15 equals 
55.8; minimum qualification is 60), For all 379 
shooters there was a standard deviation of 10.65, 
meaning that 16 percent wiiI be shooting approxi­
mately 10.6 below the mean and 2.5 percent will be 
shooting 21 points below the mean (~0.5 minus 21 
equals 59.5) . 

A test of significance was performed on the mean 
score of recruits after 20 hours and after 34 hours 
(confidence level 95 J.lercent). For all recruits in 
the sample, the mean score at 20 hours was 80.5 
and at 34 hours 80.9. Using the standard,error of 
the difference, a "t" test was performed and it was 
found that no significant difference existed between 
the means over that period of training. In other 
words, no significant difference in proficiency re­
sulted from the increased period of training. 
Double action shooting does not appear to improve 
single action-·proficiency. . 

A similar test of significance was performed on 
the same group of recruits at 20 and 34 hours, but 
with the sample divided into an upper and lower 
group after llrranging scores in a decreasing order. 
While the average of the upper group showed a 
slight decrease and that of the lower group a slight 
jrlcrease, a test within each group ,showed no sig­
nificant difference between the' means of the 20-
hour test and. the 34~hour test. For both the high 
,and the low shooters there was no significant differ­
ence in proficiency in firearms due to the increased 
period of training. These tests for significance were 
made at 20 and 34 hours rather than 36 hours for 
reasons explained above. (The lHj-hour test scores 
are, i~a sense artificial.) 

From this analysis it appears that after 20 hours 
the better group have not only reached the plateau 
of their proficiency but present no problem in that 
the poorest shooter in this group is shooting only 8 
points below the mean of 90.2 or a score of 82.2, 
which is the department average and well above 
minimum qualifications. Inasmuch as it ~ppears 

he does not improve thereafter, it can be stated 
that 20 hours is optimum for single action training 
for the better shooters. 

For the 50 percent of recruits who are in the 
poorer category, this may not be the case. The 
standard deviation of this group indklltes that a 
small percentage fail to ,qualify at 20 hours. These 
men will need additional work, but it would be 
unwise to extend the less important single action 
training phase beyond the second day. To do so 
would be to unprofitably use the time of the ma­
jority to accommodate the few and to leave inade­
quate time for the more important double action 
combat training which follows. Recommendation 
is made in chapter 9 for 16 hours of single action 
training followed by 24 hours of double action 
training. Those men who fail the single action 
test on the second day would be given special help 
and ample opportunity to pr3.ctice. They would 

. be retested on the third, fourth, and fifth days if 
necessary" 

Ins~rvice Firearms Training 

A study was made of the scores of 331 randomly 
selected patrolmen over the years 1961 through 
1966 (a l.l-percent sample). During this period 
all members of the department fired twice a year 
at department ranges and three scores were recorded 
during each year: (1) Slow fire, single action;- (2) 
total of sloW, timed j and rapid fire, single action; 
and (3) the number of hits Dn the PPC, double 
action. With regard to. slow fire, single action, the 
following is of interest. .As indicated previously, 
the plateau reached at 20 hours is never signifi­
cantly exceeded: Ptoficiency levels off and is con­
sistent from year to year. . For all shooters, the 
averages for each of the six years in no case exceeds 
the average of all shooters at the end Df recruit 
training. Only ,in 1 year was the average. of all 
shooters as high as 82.9, which waS precisely the 
average of all recruits after 36 hours of firearms 
instruction. 

For the better shDoters, the average for each of 
the 6 years fluctuated by only one point and was 
never more than 0.7 abDve or belqw the average 
score of better shoDting recruits at 20 hours of 
training. 
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The poorer shooting. group showed the greatest 
l}.uctuation over the 6-year period, from a high of 
74.9 to a low of 72.2. The average of about 78.4 

was 1.6 less than the average of the poorer recruit 
group at the end of their firearms training (75.0). 

A test o.f significance was performed between the 
mean score of recruits after 34 hours and the mean 
score of experienced patrolmen on the same .single 
action test over the 6-year period. In a "t" test 
using the standard error of the difference, it was 
found that no significant difference existed between 
the means of the recruits and the patrolmen, In 
other wDrds, there is no difference between the 
pro.ficiency of recruits after 34 hours of training 
and experienced patrolmen after a period of shoot­
ing practice. (Altho.ugh it will later be shown that 
proficiency decreases over time, it is restored rela­
tively quickly with practice, but does not improve 
with only two practice sessions a year.) 

A similar test of significance was perfo.rmed be­
tween the scores of recruits after 34 hours of train­
ing and those of experienced patrolmen after a 
practice session, dividing each sample into. an upper 
and lower group. Although the mean sco.re of 
patro.lmen was slightly higher in both groups than 
that of the recruits, it was found that there was no 
significant difference between the means of each 
group. Thus, there is no significant difference be­
tween the proficiency of a patrolman after a period 
o.i practice and th~ proficiency of recruits after' 34 
hours of training. . . 

An analysis of variance was performed for the 
sample scores of recruits after 34 hours and the 
scores of patrolmen after a day of practice. Again 
the test showed no change in proficiency over time. 
The indication is that whatever pro.ficiency has 
been lost during a period without training or prac­
tice will be restored after a short period o.f practice. 

Tests of significance between the means were per­
formed between the scores o.f recruits at 36 hours 
of training and scores of experienced patrolmen 
after a day of practice. This was done for the 
average of all, the average of the better shooters 
and the average of the po.ore't- shoDters. Although 
the average of all recruits was slightly higher than. 
the average of all patrolmen, the test showed nb 

significant difference between the means. Neither 
was there a ~ignificant difference between the 
means Df the pDDrer and better recruits and 
experienced patrolmen. . 

An analysis of variance was performed for the 
scores of recruits o.n the 36-hour qualifying test 
and the scores of patrolmen at the end of a day of 

. practice for the' 6-year period. Overall scores, 
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scores of the upper groups and scores of the lower 
groups were used in separate tests. In all cases 
the calculated value was found to be greater than 
the value at the 95-percent confidence level, with a 
calculated value for the lower grpup greater than 
the value for the 99-percent level as well. This 
test shows that there is a significant decrease in 
proficiency over time from the scores at the recruit 
qualifying test to scores achieved by patrolmen, 
even after a practice session. This significance is 
probably caused by the explained increase in re­
cruits' scores at 36 hours. 

The conclusions of this analysis are as follows: 
There is a definite plateau of single action profi­
ciency which is reached after approximately 20 
ho.urs of firearms instruction. Except for the brief 
period of improvement at 36 hours, which. has 
been explained, it appears that the single action 
proficiency of members of the department remains 
relati~4!e1y constant thereafter. Whatever profi­
ciency is lost between retraining periods is quickly 
regained on the day of training. 
A~rho.ugh the standard deviation for the better 

shooltem over the years indicates that none are as 
low i~S the minimum acceptable level of 60, the 
standard deviation for the poorer shooters indio 
cates that a siimificant number fail to achieve a 
qualifying scor~ of 60 and must receive additi~nar 
training, personal instruction and retesting in order 
to qualify. The importance of this fact is that if 
this group cannot qualify after a day of retraining 
and practice, what is their shqoting proficiency over 
the next 6 months without practice? This point 
will be illustrated in the next section dealing with 
deterioration in firearms proficiency over time. 

A necessary conclusion here, based on the experi­
enceof the FBI and that of other police agencies 
with relatively frequent periods of inservice train­
ing, is that this problem corrects itself in these 
agenCies. ,That is, as the FBI explains, although 
their shooting proficiency l'equiremen~ is relatively 
low for new special agents (60 percent in all 
courses), their experience is that proficiency in­
creases over time for a1?out 7 years before maxi­
mum pro~ciency is reached. This is true when the 
training cycle is short and periods of retraining are 
frequent. Thus, there is a steady rise in proficiency 
over time. In the case of the New York City Pollce 
Department and o.thers which have relatively in­
frequent periods of retraining (twice a year), 
shooting proficiency is roughly maintained (aI-
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though the chart shows a very slight decline). 
There is no gain in proficiency over time. This 
indicates a need for more frequent retraining 
sessions. 

Deterioration in Firearms Proficiency 

Figure B-3 on page 206 indicates the deterioration 
in firearms proficiency over time when there is no 
firearms training or practice. ,Over a 2-week period 
in the spring of 1969, a grolip,of 3~3 police officers 
who had not had any firearms tra.ining for an 
average of 2 years were tested~ Before any practice 

. shooting was done, thest! 333 men were required to 
fire 10 rounds slow fire, single action from 25 yards. 
The objective was to determine how ~much loss of 
proficiency had occurred in that average 2-year 

period before proficiency was restored by retraining 
and to determine the extent of res,toration of shoot­
ing proficiency after the period of training. 
~he past shooting records of these 333 men 

(form P.A. 12, Record Qf Revolver Inspection, 
lnstruction, and Practice) were examined and their 
last single action slow fire scores of about 2 years 
earlier were recorded and compared with the cur­
rent SCOre. The 333 men were divided into two 
groups:)' the 167 better and 166 poorer shooters. It 
was (o~i:nd that the average decrease in proficiency 
for the,: better shooters was 5.7: For all shooters 

'I 

the ave~age loss in proficiency was 11.2. For the 
poorer shooters the average loss in proficiency was 
16.8, h isdear that the 50 percent of all shooters 
in the better category'Jost considerably less pro­
ficiency over a 'perioq? of time than the poorer 
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shooters. In fact, it was consistently found that 
the poorer shooters (based upon their last scores 
2 years earlier) showed a greater deterioration in 
firearms proficiency than the better shooters. 

Figure B-3 on page 206 is basically a 2-point 
~hart; that is, the average scores of 2 years ago and 
the present scores are the only calculated scores; 
the points on the line drawn between these calcu­
lated points are merely interpolations. Neverthe­
less, some observations may be made with a reason­
able degree of validity. The current average score 
of the 166 poorer shooters was 57.8, which is 2.2 
below minimum qualification. These men later 
improved thei.r shooting proficiency as a result of 
the training session (confirming the finding that 
full proficiency is restored after a relatively short 
period of retraining) . 

The average score of all shooters after 2 years 
without training was 71.2, which is lower than the 
average scores of all the poorer shooters in Ll}e 
Police Department over a 6-year period, 73.4 (see 
Figure B-1). While this score is substantially 
above the minimum qualification of 60, the stand­
ard deviation, indicates that a substantial number 
of men are shooting below minimum qualification. 

Even though the Bcores indicated at the I-year 
point have been interpolated, the standard devia­
tion of the 66.1 ayerage of the poorer shooters 
indicates a signific<\ntnumber who do not qualify. 
As a matter of fact, the standard deviation of the 
76.8 average for all shooters after 1 year indicates 
that not only a number oEmen do not qualify, but a 
substantial numher barely meet ,the minimum 
qualification. 

A test of significance was performed between the 
last recorded scores (average of 2 years ago) and 
the scores of the same men at the recent test before 
practice. While. the "t" test using the standard 
error shows no significant difference between the 
means over a period of time (although the calcu­
lated "t" values are much greater and closer to the 
selected "t"value of 1.96 than in previous tests), 
this fact is' explained by the large standard error 
of the samples due to their wide range. 

An analysis of variance was perforriled for the 
same former scores and current scores for all, upper 
and lower groups. In each case the analysis showed 
a relationship between the lapse 0,£ time and the 
proficiency of patrolmen. This indicated that time 
is a factor in the .loss o£ shooting proficiency. 

Although most of what has b~en said to this 

point has been based,on single action shooting and 
proficiency, a double action study was conducted 
to determine the extent of restoration of proficiency 
after practice. For the v-year period, 1962 through 
1966, the average number of hits .on the 50-round 
PPC was p,etermined for 333 men. The averages 
are as follows: 

,Hits 
1962 .................................... 38.4 
1963 .................................... 38.3 
1964 .................................... 39.1 
196~ .................................... 40.7 
1966 .................................... 44.4 

The average of these five averages is 40.2. These 
scores represent the results of the double action 
course at the end of a day of shooting practice. 

While the single action proficiency of these men 
had dropped 6.3 percent for the better shooters, to 
22.6 percent for the poorer shooters, or an overall 
drop in proficiency of 13.6 percent, when these 
same 333 men fired the double action PPC course 
after a day of practice the average score was 46.8, 
an average of. 6 .. 6 hits better than the previous 
v-year average., In addition, 23.4 percent of the 
men fired. perfect scores compared to 21.1 percent 
in 1966 (the best year of the previous 5 years). 
This indicates ,that the shooting proficiency of 
police officers at the end, of a day of shooting. 
practice is fully restored and may actually show a 
slight (chance) temporary increase from former 
proficiency. 

Frequency of Retraining 

The following is a theoretical comparison of 
average shooring proficiency and deterioration with 
short and long training cycles. Two charts are 
presented. Figure B-4 on page 208 demonstrates the 
difference between a short training cycle (2 months) 
and a long training cycle (12 months). Figure B·5 
on page 209 compares a 6·month training cycle (iwice 
a year, as in New York City) I with a 4-month train­
ing cycle (the recommended training cycle). 
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All four. training cycles are shown on the charts 
in the form. of a saw-tooth graph. The shortest 
training cycle (2 months) has a relatively flat 
saw tooth (theoretically this would be a straight 
line .with continuous firearms training; that is, 
there would never be a loss in proficiency) . The 
saw 'tooth of the 12-month training cycle is ,much 
~ore pronounced because there is a longer period 
between training sessions within which there is 
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more opportunity for 105s of profkiency. As 
brought out in previous examples, shooting profi. 
ciency on the day of shooting practice is restored 
to former levels. Therefore, in every case on the 
charts, the upper point on thE: saw tooth represents 
th~ best average shooting proficiency of better 
shooters, poorer shooters, and all shooters. The 
lowest point on the saw tooth indicates the lowest 
average level of shooting prollciency during that 
period of no shooting practice. These scores have 
been taken from Fjg. B-3 on page 206 "Deteriora· 
tion in Firearms Proficiency Ov~r Time Without 
Firearms Training or Practice." While these 
scores have been interpolated, they are considered 
sufficiently accftiite for this comparative study. 

It is seen from these charts that the shortest 
training cycle' is most desirable. It indicates that 
at any given point iti time, whether .just before or 
just after a period of training, the firearms profi­
ciency of police' officers is close to maximum profi· 
ciency.. This is contrasted with the 12-month 
tr~inil)g cycle where, for any group of officers, their 
shooting proficiency will be near maximum only 
for a short period of time immediately following 
training se!lsiorts. For the better part of the year 
shooting' proficiency is lower than the lowest pro­
ficiency during the shorter training cycle. While 
,the average proficiency of better shooters is reia­
tively constant because ·better shooters have a lower 
loss of proficiency over time, it can be seen that 
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the average proficiency of the poorer shooters dur­
ing a 12-month training cycle is substantially below' 
the average. shooting proficiency of the poorer 
shoot~rs. durmg a short training cycle. In this 
case, It IS th,e poorer shooters with whom we must 
be concerned, because the low point on the saw 
tooth (66.1 average) indicates that a substantial 
number of shooters are failing to meet minimum 
qualifications. 

A compar!~)l of the {·month training cycle and 
6-month tra:.nmg' cycle indicates little contrast. 
~o:w~veri the same basic reasoning applies. That 
IS, It IS not the averages which are significant here. 
The average of the better shooters, of all shooters, 

and of poorer shooters is only slightly lower in the 
6.~ont? ~raini~g cycle than in the {·month cycle. 
V. hat IS Important here is the lower point of the 
saw tooth in the case of the poorer shooters. The 
indication is that a substantial number of these 
men are, shooting below or just at minimum 
qualifications. 

While it has not been indicat~d on, these charts 
it is believed, in keep~ng with the FBI's experience: 
as well ~s . the expenence of other agencies w.ith 
short trammg cycles, that the upper point on the 
saw tooth remains relatively constant with a 6. 
m.onth training. cycle, but actually rises slightly 
WIth shorter trammg cycles. Figure B-6 on page 

COMPARISON OF AVERAGE SHOOTING PROFICIENCY AND 
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210 and Figure B-7 on page 211 are theoretical, 
demonstrating this finding. Thus, as in the case 
of the FBI, a man's shooting proficiency increases 
for approximately 7 years before leveling off, when 
he is trained frequently, (i.e., eight times a year) . 
Therefore, it may be said that, while the ,6-month 
training cycle restores shooting proficiency to 
former levels, a 3-month training cycle will and a 
4-month training cycle may increase shooting pro­
ficiency, over time, above former levels. For these 
reasons a 3-month training cycle is most desirable, 
but for practical purposes, considering the need to 
keep policemen on the beat and economy, a 4-
month training cycle is r~tommended. 

If the administration o:f a police agency values 
the lives of its police office:~s, if it is concerned with 
the safety of the public, tn short, if it appreciates 

and recognizes the need for shooting proficiency 
for the protection of the police officer and the 
community, adequate firearms training programs 
will be instituted. This study indicates that a 6-
month training cycle is barely adequate. A 4-
month training cycle should be considered the 
minimum acceptable standard. 

The findings of this study indicate that it is not 
the number of hours of retraining that is important, 
but the frequency of retraining. More will be 
,accomplished. and greater proficiency will be at­
tained in six 2-hour training sessions each year 
than in two 8-hour sessions each yea.r. hfore will 
be accomplished in four 3-hour tra'ining sessions 
each year than in two 8-hour sessions, and more 
will be accomplished in the recommended three 
training sessio~s each year (1 full day and 2 half 
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days) than in the current two sessions each year. 
This schedule assumes, however, that there will be 
at least 2 houts of training at each session. , The 
Chicago Police Department, for example, has three 
retraining sessi?ns a year and their experience is 
that proficiency does not improve but is relatively 
constant. The probable reason for this is that their 
sessions last only about an hour. 

FireaTms Tmining in the FBI 

One of the objectives of the comparative study 
of firearms training was to determine whether any 
of the l02 police agencies studied had a compact 
but comprehensive course which might serve as a 
model upon which to base a firearms training pro­
gram. It was determined that any course offered in 

,fewer than 40 hours could hardly be called a model. 
On the other hand, some courses are too long to be 
practical for many police agencies, and the needs 
of big cities may not be the same as those in rural 
areas. 

The most comprehensive firearms training pro­
gram identified in this study is that of the FBI. 
Many range officers regard the F.BI program as an 
ideal model. Indeed, according to the comparative 
study it is seen that several municipal police 
agencies are trained at FBI ranges or by FBI range 
instructors or have based their entire firearms pro­
grams on the FBI training courses and methods. 
With this thought in mind and for informational 
purposes only. both the FBI new special agents 
course and the experienced agents firearms program 
will be described. 

THERORET ICAl D'EMONSTRAT ION OF lOSS OF SHOOTING 
PROFICIENCY OVERTIME WITH A lONG TRAINING CYCLE 
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The new special agent spends 11 full days on the 
firearms range at Quantico, Va. During this time 
he fires the following ammunition: .38 wad cutter 
1,130 rounds, .38 service 170 rounds, .38 blanks 15 
rounds, .30 caliber 100 rounds, .45 caliber 180 
rounds, .38 super automatic 10 rounds, .357 mag­
num 10 rounds, No.9 shot 65 rounds, 00 buck 10 
rounds, rifled slug five rounds, gas projectile one 
round, day targets 65 rounds. The first day con­
sists of a review of fundamentals: stance, grip, sight 
alinement, trigger squeeze, breathing. Following 
dry firing special agents will fire single action from 
15 yards on the Army L target; 50 rounds with 
both strong and weak hands. Following a lecture 
on prone, sitting, and barricade positions, agents 
fire single action from 25 yards on a silhouette 
target, 80 rounds prone, sitting, strong hand barri-, 
cade and weak hand barricade. Following this, 
new agents fire single action from 50 yards on a 
silhouette target. Th~ first day is concluded with 
the nomenclature of the shotgun. 

On the second day there is a review of the funda­
mentals of revolver shooting, a lecture on position, 
a lecture and movie on double action shooting, dry 
firing the hip shooting course, hip shooting 40 
rounds of ammunition from the seven-yard line on 
a silhouette target, scoring, a lecture and demon­
stration of the practical pistol course (PPC) 
followed by firing of the 10-round PPC and the 
single action PPC. 

On the third day special agent trainees fire the 
PPC single action for score. This is followed by a 
lecture on the submachine gun, dry .firing the 
Thompson arid firing 20 rounds on bobber targets, 
(10 single fire and 10 on full automatic burst fire) . 
This session is concluded with one practice run 
and one record run using two bobber targets. 

The fourth day is spent on the rifie course. 
After a. lecture: on the rifle, including position, 
course, operation of butts, sights, etc., trainees fire 
one practice run and one record run. The rifle 
course consists of 20 rounds, five prom~ and five 
sitting at 200 yards on a bU1l's-eye target, five off­
hand and five kneeling at 100 yards on a silhouette 
target. The last 10 rounds are fired in 1 minute. 
This course is followed by a lecture on the shotgun, 
nomenclature and course. Agents then fire shotgun 
COUrse No, 1, a practir.e Tun using No.9, and a 
record ~'un using 00 buck, consisting of five shots 
from the hip at 15 yards and five from the shoulder 
at 25 yards on five bob bet targets. The instructor 
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may call one or more targets at the same time to 
provide training in firing at more than one target 
on command. . 

On the fifth day there is a review of the funda­
mentals of revolver shooting, a review of double 
action shooting and positions, a practice run and a 
record run on the double action course, a lecture 
ori the shotgun course No. 2 (skeet) and firing 
shotgun course No.2. A memorandum is posted on 
the completion of the first week of firearms training. 
It lists the names and scores of new agents who have 
not fired at least 65 on all record courses. 

On the sixth day there is a review of the funda­
mentals of revolver shooting, followed by the firing 
of 50 rounds single action on a silhouette target 
from the prone, sitting, strong hand barricade, and 
weak hand bt{~dcade positions. This is followed 
by a lecture on and firing of the exertion course. 
The positions of the double action course are re­
viewed and the course is then fired for record. The 
sixth session ends with two record runs on the 
single action PPC. 

On the seventh day there is a review of nomen­
clature, safety rules, and positions relative to the 
submachinegun. The course is then fired for 
record using two bobber targets, firing full auto­
matic in short bursts from hip level at 15 yards, 
and two magazines full automatic in short bursts 
from the strong shoulder at 25 yards. Shotgun 
nomenclature and safety rules are then reviewed, 
followed by a record run on the No. 4 shotgun 
course, consisting of firing five rifled slugs on a 
bobber target, two from behind a barricade at 50 
yards, strong and weak shoulder, two from 25 
yards, strong and weak shoulder, and one from the 
hip at the l5-yard line. Trainees then fire 50 
rounds double action at 50 yards on a silhouette 

. target from the prone, sitting, strong hand barri­
cade and weak hand barricade positions. This is 
followed by the PPC fired double action for record. 
After a lecture on the electric target courses, new 

, agents fire these courses (running man and 
multiple targets). 
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On the eighth day there is a review lecture on 
the rifle, positions and operation of butts. The 
rifle cour~e is then fired for record. There is a 
lecture on and firing of the revolver pivot course 
and a lecture on and firing of the dueling course, 
The eighth session ends with two record runs on 
the PPC, one sinf~le action and one double action. 

The ninth day begins with a review of the No.2 

shotgun course (skeet) and a lecture on the sur­
prise target course (Hogan's Alley). A second run 
is fired on the No. 2 shotgun course with off relays 
going through the surprise course. Agents then 
fire the PPC doubJe action for (ecord. The ninth 
session ends ~ith a lecture on handcuffing, tech­
niques and mechanics of arrest, gas, gas masks and 
body armor. . 

The 10th day begins with a lecture on and the 
firing of the rifle and revolver at the running man 
course, a lecture on and the firing of the No. ,I) 

shotgun course, and a lecture on and the firing of 
the bUll's-eye course, 30 rounds. This course is 
followed by familiarization firing of the .357 mag­
num 10 rounds, the .38 super automatic 10 rounds, 
and the .38 detective special 10 rounds. The 
double action course is then fired for record and 
the session concludes with a lecture on and the 
firing of the night nring course late in the evening. 

The llth day begins with a discussion and 
presentation of arrest problems to be conducted in 
the combat village, followed by a critique on arrest 
problems. Following this activity there are three 
examinations: firearms, arrests, nomenclature. 
After a lecture on the gas gun, each trainee fires a 
long-range gas. projectile. 

, t 

Ana.lysis of the New Special Agents Course 

The qualifying score for trainees is the average 
of the record runs on all courses, A trainee must 
attain an average score of 60 percent or better be­
fore he is assigned to the field as a special agent. 
While this seems to be a low qualifying score, FBI 
experience has shown that some trainees have 
difficulty attaining this average. However, the 
firearms training program in the FBI is a continu­
ous one (eight shooting sessions a year plus a full 
week of retraining every 2 to ,I) years) and experi­
ence shows that the agent's scores will continue to 
improve until a peak is reached after about seven 
years of service. In 1968, all FBI special agents aver­
aged 91.4 on the revolver course (PPC). 

The quantity of ammunition fired during the 
training period is greater by far than that of any 
other law enforcement agencies studied, although 
it is doubtful that rifle and machinegun courses 
'are essential 'or necessary for all police officers. 
The H-day course is given on consecutive days and 
includes one entire evening on the range for night 
shooting. Firearms training on consecutive days 

is ~esirable and night firing is important, but it is 
3'dt that police agencies do not need 11 days of 
training, particularly where there are ongoing re­
training sessions at least twice each year. Although 
the course is diversified, emphasis is on the revolver 
with special emphasis on double action or combat 
shooting, which is most desirable. 

The variety of special techniquesl such as bobber 
targets, skeet shooting, exertion course, electric 
target courses, running man and multiple targets, 
pivot course, dueling course, surprise course 
(Hogan's Alley), night firing course, and combat 
village are excellent training devices which moti­
vate because they are practical and interesting. 
Many of these devices were not found in any other 
police agency which was studied. 

The ranges and facilities at Quantico, Va., are 
unequaled by police agencies in the United States, 
thus illustrating what can be done with adequate 
financial support. 

Summary of Field Firearms Program 

FBI has eight firearms training sessions each year, 
four indoors and four outdoors. The 1969 sched­
ule, for example, provides indoor firearms' sessions 
in January, February, October, and November. 
Four outdoor sessions are scheduled March through 

. September. The indoor course consists of 80 
rounds fired on the Army L target as follows: 10 
rounds from 25 yards, slow fire. single action; 10 
rounds from 15 yards, timed fire, single action; 10 
rounds from 15 yards, rapid fire, double action. 
All scores are recorded. 
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The four outdoor sessions are slightly varied, 
with heavy emphasis on double action combat 
shooting. At all sessions the following courses are 
given: Double action course; position shooting, 
single and double action; practical pistol course,' 
single and double action; and defensive tactics. In· 
addition, at the first session the techniques and use 
of the blackjack and gas equipment are presented. 
The second outdoor session includes shotgun 
course No.2 and handcuffing, searching and trans­
porting prisoners. At outdoor session No.3 the 
course includes shotgun course No: 4, the sub­
machinegun course and ,gas equipment. At the 
fourth session,. shotgun course No.2, handcuffing,. 
searching, and transporting prisoners are covered 
i~ addition to the basic four courses. The use of 
chemical mace, which was formerly ·covered at 
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these sessions, has been discontinued. The indoor 
courses are completed in about 1 hour., The out­
door courses usually involve a full d.ry on the range. 
These sessions include lectures and :reviews on the 
courses/ safety rules," nomenc1atul'e, positions, 
techniques, and so forth.. 

The FBI has developed firearms tl'aining pro­
grams well designed to enable the spedal agent to 
carry out his responsibilities 'with safety to himself 
and t(j others.· The courses are as comprehensive 
as any found in the fireal'ms study and indicate an 
awareness and appreciation on the part of adminis­
tration for this important phase of training. Not 
only are the ranges and facilities of the highest 
quality, but the range officers and instructors are 
among the finest. The FBI provides all range 
officers and instructors with a comprehensive 2-
week instructors training course as well as periodic 
training courses. This corroborates the earlier 
statement that the best training program will fail 
in its mission without properly trained and 
qualified instructors. 

The courses offered in both the new special agents 
school and in the eight field firearms sessions each 
year are well-rounded courses emphasizing the 

. ·revolver and double action in particular, but in­
·.eluding familiarization in a variety of weapons and 
techniques. In short, the FBI has excellent firearms 
training programs for the FBI. They are not 
recommended, however, for most police agencies. 

There is a frequent suggestion by range officers 
of municipal police agencies that there is a signifi­
cant difference between the FBI and local police 
in the manner in which their respective jobs are 
carried out; which affects the kind and amount of 
firearms training that may be needed; FBI agents 
in the field are aware at all times with what and 
with whom they are dealing .. They are armed with 
a warrant or other court papers and they know 
exactly whom they are looking for and where that 
person may be. They usually operate in pairs and 
are in civilian clothes, which hide their identity as 
law enforcement officers. They are therefore not 
identified targets and are not as often faced with 
the element of surprise. The uniformed police 
officer is more a peace officer than a law enforce­
ment officer. He is an easily recognized target in 
his uniform and must expect the unexpected at any 
time. He usuaUyhas nQ warrant or court process 
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but must deal with every person he encounters on 
his beat. 

The' police officer, therefore, has greater occasion 
~o use his revolver than special agents of the FBI, 
but perhaps less occasion to use heavier weapons. 
Of equal significance is the fact that FBI policy 
permits the use of the gun only in self-defense, thus 
minimizing the considerations of judgment. They 
simply do not use their guns, except in life-death 
situations. Police agencies usually are granted 
broader powers from State legislatures to use their 
weapons in other situations. With broader shoot­
ing policies the element of judgment (when to 
shoot and when not to shoot) becomes iricreasingly 
important. It is therefore necessary for police 
agencies to emphasize judgment to a greater extent 
in their r"raining program. Generally speaking, it 
can be said that the broader the law on the use of 
deadly physical force, the more judgment training 
,is necessary. 

Small cities, of course, do not have the financial 
resources to support a program such as that of the 
FBI. The largest municipal police agencies may 
have the financial support, but their problem is 
compound.ed by numerical size. However, in spite 
of the excellent program of the FBI, it may not be 
necessary for local police agencies to provide 
equally comprehensive firearms training programs. 
It may be more reasonable to provide the basic re­
volver training for all and leave the heavier weapons, 
advanced and specialized training to specialists, such 
as emergency service or tactical forces. 

The result of this study has convinced the staff 
of this project that a "model" firearms training 
program for all police agencies is almost impos­
sible. A model revolver course may be feasible, 
but more study will be needed for this. One con­
clusion that requires mention, however, is that all 
police officers need comprehensive training in the 
weapon they carry, which is the revolver in almost 
all American jurisdictions. Those officers who also 
carry shotguns or other weapons routinely must 
also have training in those weapons. This policy . 
is not the case, however, for the majority of police, 
officers. To train them in such weapons is un­
necessary except to the extent that they know 
something about the nomenclature for those situa­
tions where they disarm people of these weapons 
and must make them safe. 

Appendix C-Biographical Sketches of Staff and Cons~ltants 
and List of Supo~~, Slaff ' 

The fonowing is a biographical sketch of the principal staff 
members and consulttrGts to the project. They are listed 
alphabetically. 

Dr. Bernard Berkowitt.-Dr. Berkowitz is currently adjunct 
assistant professor and project supervisor df the police­
family crisis intervention project of the psychological center 
at the City College of the City University of New York. He 
served with the New York City Police Department for 
twelve years and earned his doctol'ate in guidance and per­
sonnel administration from New York City Univer$ity. He 
has written and spoken extensively on topics of mental 
health and police administration. Dr. Berkowitz served the 
project as advisor and consultant on ~he use of drama in 
police training. 

Marvin Boland.-A captain in the New York City Police De­
partment assigned to the police academy, Captain Boland 
wa; formerly executi've officer in the Planning Division, 
where he supervised numerous research projects in police 
organization and management. He has had wide experience 
during 17 years as a police officeI'. A graduate of the FBI 
National Academy. Captain Boland holds a B.B.A. and 
M.P.A. from the Baruch College, City University of New 
York, and is currently working fOJ; the Ph. D. at New York 
University. He served the project both as general adminis­
trator and research analyst. 

Dr. Gerald Watkins Bracey.-A graduate of Stanford Univer­
sity with a doctoral degree in psychology, Dr. Bracey cur· 
rently holds the title of associate research psychologist, 
early education group, educational testing service, in Prince­
ton, N.}. He was the recipient of two graduate fellowships, 
one from the National Science Foundation and the other 
from t.'le National Institute of Health. between the years 
1962 and 1967, He has also held the position of teaching 
assistant at Stanford University. Dr. Bracey served tht; 
project as consultant on psychological/psychiatric testing 
and evaluation of u·a{ning. 

Thomas P. Connors.- Mr. Connors is pl'c.,'Clltly an assistant 
professor of public administration at Man;::hester Com­
ml,lnity College: in Connecticut. PreviQus experience in­
cludes 24 years with the New York City Police pepartment, 
attaining the rank of lieutenant. lie held the position of 
editor of Spring 5100, the official magazine of the New York 
City Police Department. Mr. Connor.s earned his master's 
degree in public administration at New York University and 
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he was engaged in lecturing assignments at the department 
of personnel and the City College of New York. He was 
also involved in the preparation of many official reports of 
the New York City Police Department. Professor Connors 
served the project as editorial consultant • 

John /. Cronin.- An experienced police officer, Mr. Cronin 
served with the New York City Police Department for 25 
years, reaching the rank of lieutenant. He is a graduate of 
the FBI National Academy, class of 1956, and is currently 
an assistant professor in the division of law and police 
science at John Jay College of Criminal Justice, City Uni­
versity of New York. He is the recipient of numerous aca­
demic and professional honors and has held several teach­
ing poSitions in both police schools and institutions of 
higher learning. Professor Cronin served the project as 
a consultant on criminalisticscurriculum. 

Leo A. Ct"loo.- Mr. Culloo has held the position 'of execu­
tive secretary of the New Jersey Police Training Commis- , 
sion since 1962. after serving many years as a lieutenant 
with the Jersey City Police Department. He earned his 
master's degree in public administration from the City 
College of New York. He has written widely in the police 
training field and has served as a consultant for State and 
national agencies. He has taught in two colleges and has 
directed three major Federal and State research projects 
since 1966. Mr. Culloo served the project as consultant in 
State police training council and commission activities. 

Dr. Dan W. Dodson.- Professor Dodson is chairman of the 
department of educational sociology and anthropology at 
New York University. He received his B.A. from McMurry 
College, M.A. from Southern Methodist University. and 
Ph. D. from New York University. A member of the N~w 
York. University faculty since 19S6, he was awarded the 
honorary degree of doctor of letters from McMurry College 
in 1957. Professor Dodson edited the Journal of Educa­
tional Sociology and has written numerous articles On 
intergtoup relations, education and social Change. He is a 
consultant and member of many committees, commissions, 
professional and community organizations. Dr. Dodson 
served the project as consultant on behavioral science 
curriculum. 

Roosevelt Du.nning.- A graduate of Brooklyn Law School and 
a member of the New York State Bar Association, Mr. 
Dunning held the rank of lieutenant in the New York City 
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Police Department. He is currently serving as the com­
manding officer of the job corps police training school. He 
has worked extensively in the area of police-community 
relations, and has an extensive list of activities, including 
a fellowsl].ip, many department commendations, and several 
consultancies. Mr. Dunning served the project as con­
sultant on minority recruitment, training, and motivation. 

Ralph Green.- Holding a master of arts degree in education 
from Columbia University, Mr. Green is presently the 
director of the law enforcement training project for the 
New Jersey Police Training Commission. Until 1967, as a 
police lieutenant, he supervised the visual aids and tele­
vision units of the New York City Police Academy, and in 
that capacity produced numerous motion pictures and 
television prQgrams for police purposes. Three of his 
research studies have been published since 1967. Mr. 
Green served the project as consultant on movie film in 
police training. 

Dr. John I. Grilfin.-Dr. Griffin is professor of statistics and 
acting associate dean of the Baruch College, the City 
University qf New York. He has authored several books 
and articles in the areas of statistics, urban studies an~! law 
enforcement. He ha:s also served as project director of 
OLEA project No. 171 in conjunction with the New Haven 
Police Department. He has lectured at the Southern 
Police Institute, at foreign police training centers, and 
many other institutions. Dr. Griffin se!;'ved the project as 
director of research. 

Dr. Harold If. Lett.- Dr. Lett holds two honorary doctoral 
degrees and numerous distinguished service awards for his 
contributions in the areas of human relations and public 
affairs. Although retired, b.econtinues to serve in a con­
sultative role, bringing to his work over 40-years experi­
ence as a teacher, administrator, and leader in public 
~ffairs and employer-employee relations. Dr. Lett nas 
served as. a consultant to and a member of several com­
missions and his ar~ides have appeared in numerous 
magazines and journals. He served the project as con­
sultant on human, racial, and community relations 
curriculum. 

Let;) C. l.oughrey.- Mr. Loughrey is an assistant professor of 
law and police science at John Jay College of Criminal 
Justice, the City University of New York. He is a member 
of the New York State Bar Association. and earned a master 
of public adminis~ration degree from the Baruch College, 
City University of New York. He reached the rank o( 
lieutenant with the New York City Police .Departmentand 
has taught police science and law courses ill the New York 
City Police Academy and in various colleges. Several of 
his articles have appeared in naUonal journals. Professor 
Loughrey served the project as consultant on legal 
curriculum. . 

Robert E. McCann.- Mr. McCann is the director of training 
for the Chicago Police Department. A graduate of Loyola 
University, Chicago, and the FBI Academy, he received his 
master of public administration degree from the Illinois 
Institute of Technology. He has served as a consultant to 
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the IACP, the International Police Academy (AID), and 
the Metropolitan Police of Washing~on. D.C., and has 
traveled extensively in the capacity of lecturer, panelist, 
and speaker. He has served on the education and training 
committee of the IACP since 1965. Director McCann 
served the project as consultant on recruit curriculum and 
rollcall trainin~. 

George P. McManus.- Mr. McManus was chief of personnel 
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Appendix n-Bibliography 

As a paJ:t of the research conducted dudng this project, an extensive bibliography relating to many areas of training has been 
assembled. While all of the entries in the bibliogt'aphy were reviewed in the course of this project, no critical evaluation has been 
attempted. This bibliography may, however, provide a useful reference source for training officers .and police administrators. 
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AN OVEP.VIEW OF POLICE TIlAINING . 

(By Gerald W. Bracey, Associate Research PsycholOgist, 
Educational Testing Service, Princeton, N.J.) 

This paper evaluates some present police training proce­
duresi questions the validity of many practices; explodes some 
popular myths on the application of nrow systems in testing and 
training as they may apply to the police service. It presents an 
extensive critique on the present evaluation system for recruits 
and recruit training in the police academy. In the latter In­
stance, the question is raised as to whether the training seeks 
to establish the recruit's capacity as a police officer, or as a sub­
ject of training, or whether it emphasizes the effectiveness of 
the training in producing a viable police .. lIicer. 

In preparing this'paper, the author takes a systems approach 
and attempts to establish the goals that training seeks to es­
tablish. in 1.1)is frame of referenc.:: he works backward against 
the temporal sequence of selection, training, and evaluation 
and establishes the goals of the training pro!p"am. In the proc­
ess, he examines the training it!elf, the testing pro!p"am, the 
curriculum. psychological aspects of certain phases of training 
against tbe recruits' baci(ground, the teaching processes in use 
:at the academy, and also examint'$ the evaluation system. 

While the paper poses as many questions as it answers, it 
nonetheJess efft:1:tively clarifies major issues in t:'aining and calls 
for a closer look at many practices that nave had acceptance 
without adequate evaluation. 

A CVJtRICULUM P.EVIEW 

(By Harold Lett and Dan W, Dodsotl, New York Universit!f) 
The police academy has great responsibility to spearhead "he 

movement toward a never ending modemizatio:l of the pri)c­
esses of law enforcement. This review not only concerns it(;~1f 
with what is but gives equal consideration to what should and 
mightbc. 

About lectures-the question is not whethet or not to em­
ploy them, but how and by whom. 

Of greater pertinence, is how the department perceives the 
status of training and the contintoing role of the academy. If 
the role is limited, circumsct~bed and routine, rather than ex­
ploratory and creative, then little attention will be given to it 
by the rank and file police officers and supervisors, and the 
recruits as well will soon learn not to take it seriously. 

Variety in training is important; a ro~ter of distinguished and 
talented lecturers could be developed or a specialist in the so­
cial sciences could become a part of the training staff. 

The academy has an understandable pride in the fact that a 
vast majority of the faculty members are flom within the de­
partment. However, it is important to recognize that because 
of the nature of police work it' cannot tolerate .any torm or 
degree of inbreeding through the process of excluding or mini­
mizing the participation of instructional specialists recruited 
from outside the police ranks. 

About ro.le~dOes efficient police training require that indi­
vidualism be discouraged in the course of developing corps­
consciousness; is emphasis being applied in carefully measured 
proportion to 10th areas and in a manner designed to achieve 
balance in th(! vast area of social awarer.ess and skill? If not, do 
young men, who hopefully would be attracted to pOlfce'work 
and freely respond to recruitment appeals, knowlingly move 
into a, r: 'dly disciplined area where organizational procedure 
takes precedence over creativity, intellectual developmel'it and 
imaginative enterprise? 

In the area of human relations training, is such training de­
signed to ameliorate community problems through !p"eater 
knowledge and understanding on the part of the police or is 
the training conceived as a pacification program? Can police 
selection and training methods arm him with knowledge and 
moral courage, and protect him in their use, so as to stand 
lI:boVe the passions and prejudices of the community, as power­
less groups struggle for their-inherent rights? Can this be done 
without taking sides? 
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Does police training deal with the dilemma ofthe basic right 
of the patrolman to hold and voice hiS personal political 
opinion and yet perform his public service dedicated to a sup­
port of the rights of all without fear or favor, irrespective of 
differing political views? 

Police departments,have embarked on programs cetlwJ;ed in 
human relations units. Are these programs instH\1,ted with ftilI 
integrity and executed through a department whose top ad­
ministrative personnel demonstrate a definite and sincere com­
mitment which is transmitted through a trained and equally 
committed field officership to a trained and receptive rank and 
fiie? If not, even discipline fails without such assurances. 

STATflTI:AINING COUNCILS 

, {!!Ti;eo A. Culloo, Executive Secretary, Police Training 
Commission, State of New Jersey) 

This report discusses the creation of commissions, or councils 
to direct police training toward more stringent standards. De­
spite the argument for the primacy of local autonomy over im­
proved standards mandated by higher levels of government, the 
conclusion is that the councils will push police service toward 
higher standards. The report opts in favor of compulsory train 
ing progtams on a statt.wide basiS. Major disparities in council 
train;~g programs are noted involving differing standards 
among departments, often within the same state, and the ex­
emptions enjoyed by some departments from mandated train­
ing. Such disparities are condemned. 

Curriculum developmc')t, a controversial issue, has been 
sadly neglected and there is a notable Jack of police curriculum 
specialists in the United States. This important area is now 
receiving negligible attention from the entire police establish­
ment, including the Federal Government. The urgent need is 
to develop multicurriculums for training programs. Such a con· 
cept is often needed in large departments like the New York 
City Police Department. Admittedly, there has been an increase 
in the time allocated to training and the subject materials have 
been bn<)dened. but there remains fm: the recruits the moot 
question of relevancy. 

A systems approach to training has been suggested but the 
!p"eatest essential need, the police task analysiS, is not now avail­
::.!!.!e, The last task analysis, previous to 1968, was completed as 
a W.P.A. project in 1933. 

The attitude toward instructional staffs for police training is 
at best ambivalent. Besides the perpetual question about who 
in today's police service is qualified to instruct, there are ques­
tions about civilian versus police control, inbred lack of Fcope 
because of overly long assignments of training .officers to the 
same training faculty, and the lack of distrimina60n in the 
goals of different training programs. In addition, the excessive 
use of pari-time instructors has not been discouraged fre­
quentlyenough in favor of a full-time faculty. 

An extended discussion covers the dichotomy of central train­
ing facilities as ~ontrasted with mUltiple (acilitjes. The advan­
tages and disadvantages of each are noted as well as the political 
ramifications. Research in this area is badly needed for the 
guidance of police administrators. Particularly noteworthy at 
this point, is the report's concern with consolidation of de­
partments, a trenit,which the author believes to be irreversible. 
The relationship of coUege programs to training programs is 
reviewed in light of the great growth of college programs. The 

idea of a cooperative era in police training redounding to the 
benefit of the police service is propounded. 

The tremendous disparity in candidates because of faulty 
personnel practices makes the classroom tasks of training officers 
particularly difficult. Such disparity caused by age and differ­
ing educational back!p"ounds must be'given attent.ion by the 
instructors and the administrators who should try to create 
homogeneous class groupings to make the learning situation 
more effective. In this regard, training facilities should not be 
used to teach remedial courses. " 

The advocacy of the civilian director versus the police di­
rector of training is declared specious because of a lack of re­
search, The que3tion is generally argued from the point of 
view of one's background, but actually there can be no answer 
because to date there have not been many civilian directors. 

Today, the State training councils aJ:'e in a position to provide 
important services to training facilities. In addition, councils 
are 'tarrying out Invaluable projects in administrative services 
for department, police cadet programs, psychological testing, 
scholarships, coordination of police education, and coordina­
tion of State training programs. 

For the future, the State training councils, although in an 
embryonic ntage, must collectively encourage and facilitate the 
adoption of nationwide improvement of entrance standards, 
curricllium development, teacher training. and classroom facil­
ities. In all, 15 'steps are outlined to achieve the training task. 

THE CHICACO POLICr: DEPARTMENT TRAINlNG PROGRAMS 

(By Robert E. McCann, D'irector of Training, 
, Pol,ice Department, Chicago, Ill.) 

Chicago'S police recruit training program was increased from 
14 to 31 weeks to overcome insufficiencies caused by t~c preced­
ing short time training program, and to shift, in some degree, 
away from a "trade school" concept of police training toward a 
more liberal and intellectually oriented stance. Thes't deci­
sions were based on the old program's lack of concern with 
person-to-person contacts of the police officer (group dynamics 
and individual behavior) and a preoccupation with procedural 
matters. 

The change waS not only quantitative but qualitath1e. The 
assistance of the ChaJ!;lcellor of the Chicago Cit}' College was 
solicited so that the services of the college could be used for 
police education and training. The 1,"esult is that approxi­
mately 25 percent of the new Ill-week program is accredited 
college walk in fonr ,courses for which the recruit receives 12 
credits towards an associate degree in the newly developed 
Institute of Public Service at the City College, 

Impetus for the program came from the desire of the Chicago 
Police Department to improve the "police image" and to better 
accomplish allcquate understanding of the ever-changing policl! 
role in the community. The Chicago Police Academy now 
makes extended use of psychological and placement tests, and, 
as an innovation, has introduced a work-study concept. Re­
cruits receive uninterrupted field duty in different levels of 
service and command'during the 9th, 16th, 22d, 28th, and 29th 
weeks of training. 

The director notes as shortcomings the fact~ that the recruit 
is evaluated primarily on classroom performance, not on job 
performance. At no time during the 31 weeks does the recruit 
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wotk alone, The pl:obationaryperlod of 6 months should be 
extended for increased observation and evaluation of actual job 
performance. 

Home Study Course!; w.ere instituted in response to a desire 
of the Chicago Superintendent of Police to encourage extra­
curricular training activities and to use such studies for promo· 
tion exams as a motivational factor to encourage participation 
by the department's personnel. The coUrses have achieved 
both goals according to statistics showing the numbers of candi­
dates for promotion who have taken the courses and how many 
have been succes$ful. 

To further implement the idea, the department has pre­
scribed a mandatory home study course for all probationers 
upon co,!,pletioll of their police academy training. The result 
of the probationer's work in the course is used to evaluate him 
and chart his future Within the department. 

The home study program has been :10 internal development 
of the Chicago Police Training Division and 'as far as can be 
ascertained is unique in police training in the United States. 

In 1962, the Chicago Superintendent of Police provided 
$7,000 to make a feasibility study of tf,e use .0£ closed-circuit 
television after a decision was made that there was a need for 
formal standardized rollcall training at the unit level. Shortly 
thereafter, the high cost of installation and construction dif­
ficulties negated the idea bi' closed-circuit TV. The second 
medium to be investigated was·' 16-millimeter movies, but costs 
were unrealistic and their versati'~ty was questioned. 

These tlVO failures led to the' investigation of the 35-miIli­
meter filmstrip which proved to offer the greatest promise for a 
substantial and signlficant rollcall training device. The depart­
ment entered into an agreement with.lACP to carry out the 
program but the agreement was mutually abrogated when 
there was found to be a difference in approach between the 
contracting parties. 

To date the department has completed 31 filmstrips and 18 
animated strips have been purchased .. The production of film­
strips has had a side benefit in ~ncouraging local interests to 
particlpate in the production work through the contribution of 
settings in their businesses and services. 

A COVN5ELlNG SERViCE FOR RECRVlTS 

(By Marthe Quinotte, Counce!or, 
Towson State College, Maryland) 

The extreme demands on the emotional makeup of a patrol­
man in today's world are vividly portrayed by the -consultant 
who has served tiS a counselor for many years in both the public 
and private sectors of society. The tensions that the new re­
cruit faces are outlined and the conflicting roles thal he must 
play are d~f\ned .. The effects Qf both are then clinically ex­
amined, together w~th their impact on the recruit and the peer 
groups With which he comes in contact. These gro~ps include 
his family, his brotherofficel'S, his superiors, and the clientele 
he wodls with, both within and outside the confines of law 
enforcement. 
Excep~iona! sensitivity is needed in understanding the many 

facets of the relationships that must be considered in structur­
ing a counseling service in a police department. A complete 
scheme for a counseling service in the police training function 
is described with particulars on organization, personnel struc­
ture, the advantages and the disadvantages, the potential haz-
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ards, and the need for patience from all of the interested par­
ties. The latter point is perhaps the most important to the 
author, who realizes that the program will st.arid or fall on the 
ability of. the counseling service to be accepted. 

TRAINING ",HE MINORITY GROUl' MEMBER }"Olll'OLlCE DUTY 

(By Roosevelt Dunning, Commanding Officer, Job Corps' 
Police Training Program. Camp Kilmer. N.J.) 

This report centers on the lack of interest on the part of 
members of minority groups in joining police forces, the lack of 
rapilort between the minority community and. the police agen­
cies, despite overt programs to obtain better rapport and better 
candidates for the police service. The report accentuates the 
shortcomings in police training, selection, and recruitment. 
The introduction of socioeconomic and ethnic problems of the 
minority groups is essential. The frequent lack of relevancy of 
curricula in police training to the problem areas of police serv­
ice is pointed out. 

The many negative influences on the thinking of the minor­
ity community in relation to the police service are outlined and 
the deleterious effects of seemingly necessary police personnel 
procedures are pinpointed. This combination of factors mak~ 
the relationships between the minority community and the 
police service particularly strained in the urea!! of selection, 
recruitment, and· training. . 

Past programs, sponsored by both private and government 
sources, to overcome the problems created by these weaknesses 
are scrutinized with an eye to identifying constructive roles and 
possible solutions for the futtlre. 'l'wo ideas that are unique 

. involve counseling not only of the recruit but of his family and 
peer group, coupled with an introduction to the police service 
on a formal basis, The adoption of a system of integrated cur­
riculum and teaching techniques to effect attitudinal changes 
among police trainees is recommended. 

COMPUTER-ASSSITED INSTRUCflON 

(By Israel Pressman, Polytechnic Institute, Brooklyn, N.Y.) 
The growth of CAl research can be measured by the substan­

tial amount o~ money being spent by government and private 
industry. Regardless of the pros and con.'! concerning ,til ef­
fectiveness, CAl is here to stay. 

CAl is significant in terms of (1) individualized instruction, 
(2) its ability to readily measure the achievement of students 

and allow for curricula changes and evaluation, and .(3) its 
capacity to allow greater, use by more students of particularly· 
outstanding teachers. ,. 

The computer can be used for drillllnd. practice sessions, the 
tutorial system and the dialogue system, all basic systems of· 
teaching. It can be used to indoctrinate new employees, update 
older ones and simulate situations involving the tc;; .. ching of 
proper reactions. 

At the present time CAl is limited in the kin.ds of present,1-
dons it can produce. The most common output is typewriter 
output. 

For teaching purposes, experiments are being conducted at 
Dartmouth College, Stanford lIniversity, University of Cali­
fornia, New York City public schools, University of Illinois, 
Brooklyn College, and the Naval Academy. . 

The computer languages fot CAl are in a growtb process ,,'ith 
niore than 20 now in existence. The computer langu;ige prob, 
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i lcm is one of the greatest roadblocks in the system of teaching. 
The greatest promise for economir.ai use of CAl by a police 
agency ,vould be ill thf-c;apacity of cost sharing with other 
agencies, CAl is in its irifahcy and hopefully it will be guided 
by profeSSional educators rather than by research oriented 
individuals. 

,PROFESSIONAL DRAMATIZATIONs-SMALL GReuP,llISCUS5IONS 

(By Berna'rd Berkowitz, John Jay College of Cri;;iiial Justice, 
The City University of New York) 

Because police work with people, training must emphasize 
~ffectiveness in interpersonal situations. Interpersonal skills 
cannot be developed through techniques which rely mainly on 
verbal, didactic, intellectual methods. For recruit training, the 
need for innovative ~eaching techniques is underscored. One 
innovative method is the use of dramatizations and the involve­
ment of the police trainee at the moment that he would be 
called into a real·life situation. After the involvemcnt of dif­
ferent trainees in a play, the actors, trainees, and observers 
enter informal discussions to better understand the needs of 
interpersonal skills. 

The differen,ces between these techniques as compared to the 
"role-playing~' technique, playviewing without involvement, 
motion pictures and filmstrips are discu~sed. In an expctimen­
tal situation, it was established that it i.5 most important to 
"train the trainers." After a thorough evaluation, the author 
urges the adoption of the dramatization technique for police 
training. 

The eXisting dichotomy in police training caused by different 
roles a police officer must fulfill is accented. The officer must 
b~ adept in human relations s:kills and/or be ready to use his 
weapon ip life-death struggle. Because of this conflict, it is 
suggested that the entire tr:dning' program be coordinated with 
due consideration given to such conflict situations. Similar 
training programs are recommended for inservice training and 
command training, as participation by all levels of personnel is 
necessary for an effective program. .' 

. THE VSE OF 8-MILLlMETER FILM LOOPS IN POLlCE TRAll':rl1ilG 

(By Ralph Gr'.!en, Director, Law Enforcement Training 
Project! New Jersey Police Training CommiSSion) 

Motion picture film libraries have· a potential for training 
that has not yet been realized. Presently, most of the films are 
16-millimeter and the costs are high. The improvementl.' in 
8-millimeter sound film promises to change the economic base 
to a more reasonable level and the usc of films should be greatly 
incteased. 

New marketing systems of film in cartridges and loops of 8-
Inillimeter dimension further encourage the use of the me­

. dium because the projection equipment is less expensive and 
simple" to operate than I6-millimeter. 

Film libraries should be moved closer to the ba$es of use; 
closer to classrooms and st!ldents. The police ac;ademy should 
engage in the prouuttion of 8-millimet.er sound and/or silent 
film loops. Such customlnade products can scrve a larger al!di­
ence and increase the numbers of topics and techniques to be 
presented in training sessions. 

The advantages of lilm are found in the capacity to control 

time and space factors, edit to form, ntanipulate for emphasis 
or deempha$is, reconstruction of the past or visualization of 
the future, capturing the uniqu.e .for posterity, and making 
model presentations. 

The use of lilm loops allows a concentrated effort in a par­
ticular area that can be totally controlled by the instructo.l' for 
greatest effect. ,This device is of particularly high value in 
police training where physical action has to be analyzcd, rote 
materials must be taught by drill, observations must be made, 
processes carried Ollt, and, induction and deduction films prc­
sent talv material from which the learner must "discover" rules 
and meanings, ' 

To properly implement the use of film loops, the entir~ staff, 
administrative and faculty, of the training facility must be in­
volved in some way or another in order to stimulate ideas, de­
velop proficiency in production and utilization of film loops 
and encourage expansion of the medium. 

POLIti. -rRAINING INTlIE LAW 

(By Leo C. Loughrey, John Jay. College of Criminal Justicc, 
The City Universit.y of New York) 

After analyzing the present state of training in the law at the 
police academy, the report proposes a restructuring of the 
course contents into several mini-courses and proposes a new 
law curriculum. The new curriculum is to place emphasis on 
the history and philosophy of the law and human relations 
aspects in teaching of law topics. 

The importance of law to a policeman and .his training i~ 
emphasized with a proposed program for in service training and 
an appeal for training sessions that will be uninterrupted fo)' 
any cause. Stress is placed on noninterference with aSSignments 
of police-officer-law instructors, who, if thcy a.re to be. assigned 
to field duty, should be so assigned on an orderly basis and not 

. an emergency basis. 
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l\£CR.UlT CRIMINALlSTlCS TRAINING 

(By John J. Cronin, John Jay College of Criminal Justice, 
The City University of New York) 

Changing concepts of the roles of the patrolman and detec­
tive in criminal inVestigation demand a change in police recruit 
and in service training in criminalistics. 

The innovative suggestion that the patrolman will handle 
the preliminary investigation of certain crimes and the addi­
tion of certain criminalistics equipment to detective commands 
makes it incumbent on the police academy to upda~e, 

strengthen, and extend its training in criminalistics. In addi­
tion, training techniques should be improved with reduced use 
of the lecture system. 

Curriculum content as proposed is made more relevant to the 
practitioner With emphasis on the less demanding criminalistics 
techniques that he will be cailed on to perform rather than 
longer discourses on topics remote from the patrolman's and 
detective's assignments. Illservice training would be directed to 
updating both the detect.ive force and the patrol force with 
their nell' responsibilities, A similar course is proposed for the 
superVisors of both patrolmen and detectives. 

The creation of a new.criminalistics unit in the academy is 
recommended. 
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