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FOREWORD 

The West Texas Council of Governments requested technical assistance 
to survey criminal justice manpower development in their region. In 
response to this request the Westinghouse Justice Institute, under U.S. 
Department of Justice Contract J-LEAA-016-72, provided Dr. Bruce Olson. 
This report documents his brief but intensive survey and gives his 
recommendations. 
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1. INTRODUCTION 

This report has two objectives: (1) it discusses in a general way 
the assessment of certain aspects of criminal justice manpower develop
ment in the West Texas Council of Governments (WTCOG) region and (2) 
proposes a means by which the professional criminal justice community 
in the region can undertake a program in the immediate future to develop 
its manpower to the highest degree of competence and ability. 

1.1 Background 

wrCOG has maintained since its creation a steady interest in crim
inal justice education and training. This is appropriate because one of 
the most frequently cited needs in criminal justice is to develop pro
grams to ensure that those involved in the administration of criminal 
justice discharge their responsibilities in the most effective and pro
fessional manner consistent with our form of government. 

The mood of the U.S. Congress and its state and local counterparts 
is demonstrably favorable to even more progress in criminal justice man
power development than has occurred in recent years. In addition, 
several recent, nearly simultaneous developments in the \VTCOG region 
have raised many questions about the direction of immediate and long
range progress in criminal justice manpower development. 

First, there has been intensive development of college-level study 
programs in crimi11al justice. The Uni versi ty of Texas at El Paso CUTEP) 
and SuI Ross University (SRU) at Alpine have developed two different 
kinds of curricula leading to bachelor's degrees. The El Paso Community 
College (EPCC) also has recently started a police science curriculum. 

Second, the El Paso Police Department (EPPD) is making rather 
important modifications in its recruit training program, and the present 
administration is committed to improvements in other inservice training 
areas. 

Third, the Texas Criminal Justice State Planning Agency (SPA) has 
encouraged manpower development plans as a condition of future financial 
support, believing that an obj ecti ve, carefully developed plan ensures a 
hig~ rate of return on the taxpayers~ dollar. Related to this is the 
constantly increasing emphasis that LEM places on well-developed plans 
in manpO\ver deve lopment . 

These factors prompted wrCOG staff to inquire whether Law Enforce
ment Assistance Administration (LEAA) technical assistance was available 
for a broadly focused look at training and education needs in the region. 
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As a result, the Consultant visited the WTCOG reg'ion on two occasions, 
first for two days (July 27, 28, 1972) and later for three days 
(October 9-11, 1972). The present report is not a criminal justice 
manpower development plan; it describes a preliminary reconnaisance 
mission to discuss initiation of a more comprehensive research and 
action program. 

During the five days spent collecting on·-si te information for this 
report, the Consultant met with many well-informed and conscientious 
members of the local government and the criminal justice community in 
the West Texas Council of Governments region. In all cases interviewees 
unselfishly shared their cooperation, knowledge, experience, enthusiasm, 
and suggestions. 

The climate for future progress in criminal jus tice manpo\,er devel
opment is very favorable in the region. The problems, fell' as they are, 
are far outweighed by the region I s potential. There is the refreshingly 
favorable fact that few animosities exist in the region. Most of the 
recommendations of this report were developed from the ideas obtained 
from a dozen or so police officials, local government administrators, 
representatives of two-year and four-year colleges who were familiar 
with the region, and several other persons. 

The main lesson learned from the interviews was that the crucial 
missing factor in manpower development in the West Texas region is an 
improved setting fo~ cooperation. This alone, added to the cooperation 
per se and personnel resources now available, would enable manpower 
development to blossom. The chief concern of the analysis, then, is 
not so much the substantive areas of education and training, but the 
means by which manpower development as a continuing process may be 
nurtured and carried out. 

, 
In addition to personally interviewing representatives from the 

El Paso Police Department and Sherifffs Department, UTEP, SRU, and EPCC 
faculty and administrators, and several officials in other governmental 
agencies, the Consultant reviewed a number of reports in the WTCOG 
offices. 

1.2 Current Situation 

The I\TCOG service area includes approximately 379,000 inhabitants 
living in an area which is 21,000 square miles in size. The general 
picture--except for the city of El Paso--is one of a number of fairly 
small towns separated by great distances. The WTCOG area is bi-lingual: 
its western border is Mexico. Interviewees pointed out that the popula
tion of Juarez and its outlying areas figures importantly in criminal 
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justice administration in the El Paso area and provides challenges 
which are faced by very few criminal justice systems elsewhere in the 
United States. 

Unfortunately, no precise figures were availab Ie to the Consultant 
regarding the number of criminal justice personnel by subsystem (i.e., 
poli~e, prosecution, defense, courts, probation, parole, corrections) 
in the lrfCOG region. However, if all types of federal, state, and local 
criminal justice employes are considered, they are possibly 1,000 such 
people. Since this figure includes all persons directly involved in 
the administration of criminal justice who could (by agency requirement 
or personal motivation) be incerested in some kind of continuing man
power development experience, the estimate represents a liberal view of 
the potential clientele for a fully operational manpower development 
program. Perhaps as many as 300 persons could, in any given year! be 
involved in entry-level, refresher, supervisory, or specialized manpower 
development programs. This figl're could be considerably larger if the 
program were designed to accomodate students from areas outside the 
immediate l\TCOG region. Also, the figure will certainly be larger in 
the near future if current forecasts of accelerated growth in the 
administration of criminal justice staffs and institutions are accurate. 

Just as no information exists :regarding the types of criminal jus
tice work-roles and the numbers of people who now occupy those roles in 
the lITCOG region, no overall, uniformly collected data exist regarding 
their educational and training experiences. For this reason it is 
impossible to offer a reasoned opinLm as to the adequacy of present 
educational and training levels in the region. This is not unusual, 
however, since only those professions or occupations which are strictly 
certified or licensed, routinely collect such data. Examples of data 
requirements are cited in the Appendix. 
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2. MANPOWER DEVELOP~IENT RESOURCES IN THE WTCOG REGION 

2.1 Academic Resources 

There are two four-year colleges offering criminal justice bachelor's 
degrees in the I'lfCOG region: UTEP and SRU. The former has recently 
developed a creditable interdisciplinary criminal justice curriculum, 
and may in time offer work at the master's degree level. SRU offers a 
degree in police administration but !:>hows no immediate capability for 
offering a master's degree. The faculties of both institutions have 
substantial academic credentials and practical experience. UTEP faculty 
appears most capable of offering a comprehensive, system-wide curriculum, 
whereas SRU appears thus far committed to the traditional police admin
istration degree. Both faculties have sound strengths and perspectives 
which can be enlisted in a comprehensive, region-wide manpower develop
ment program. Both programs now appear to comfortably measure up, in 
general, to LEAA and LEEP expectations about what a four-year program 
should en~race. Interviewees from each of these two institutions, 
understandably interested in further program development, expressed a 
number of excellent insights and observations regarding future progress. 
Unfortunately, no mechanism exists for regular inte:;:action between these 
two faculties; each has much it could contribute to the other. 

The El Paso Community College police science program is not now 
fully operational in the sense of being di rected by a fUll-time person. 
Its faculty are all part-time people. Likely, a full-time director will 
need to be hired before long. 

2.2 Agency Training Programs 

Both the El Paso Police and Sheriff's Departments operate their own 
basic training programs. The Sheriff's Department is administratively 
responsible for a regional training academy. This academy does not 
appear to be closely articulated to WTCOG manpO\\"er development activi
ties, but this likely is more evolutionary than planned. 

The El Paso Police Department has an officer of command rank assigned 
full time to training. The Chief Deputy appears to have most control over 
training activities in the Sheriff's Department. 

Interviews wi th police department and sheri ff' s department officials 
indicated an interest in further training developments and improvements, 
although the possibility of joint venture arrangements bet\\'een the t\\'O 
agencies rl.oes not appear to have been obj ecti vely and sys tematically 
studied. The Sheriff's Department and EPCC appear to have considerable 
interaction; the police department and UTEP are discussing some interesting 
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possibilities involving direct UTEP staff participation in certain 
phases of the EPPD basic training program. Thus, both departments have 
demonstrated a commendable willingness to work with educational insti
tutions and both have allocated substantial time and effort to training. 

There are a number of areas where the Sheriff's Department and the 
El Paso Police Department could cooperate in basic training. Recruit 
police officers and recruit deputy sheriffs could absorb a common core 
of knowledge in the same classroom. They could thus be exposed to out
standing instructors from each agency. The"savings in instructional 
time, supplies, materials, and resources would be considerable. More
over, recruit officers could interact with'each other in an academy set
ting, and this would increase inter-agency cooperation in the future. 
Subj ects inappropriate to officers in either one of the ttvo agencies 
could be taught in "lesson modules" to officers in the appropriate agency. 

If the Sheriff's Department does not enforce traffic la\'ls, for 
example, there would be no need to train deputies in this area. If 

'. police officers have no process-serving responsibilities, there would be 
no need to train recruit police officers in this area. In short, there 
is undoubtedly a common core of police knowledge which both deputies and 
police officers could learn in a common setting, but knm'lledge inappro
priate to either role could be kept separate from the core body of 
knowledge and imparted in specialized training experiences. The city 
police and the county sheriff's department in Sacramento, California, 
for exampleJ are cooperating in a program of this kind, housed in the 
training facilities of the California High\\lay Patrol: an excellent exam
ple of cooperative arrangements between two local agencies and one state 
agency . 

. 2.3 Characteristics of the "Non-System" 

In terms of the rest of the nation. the relatively undeveloped 
si tuation in EI Paso is not particularly unusual. Fe\'I1 other regions 
have attained a much higher stage of criminal justice manpower develop
ment. Occasionally one finds that one of the individual criminal jus
tice subsystems is very well developed, but that the rest are under
developed. The judiciary and prosecution subsystems have nationally 

. based or state-\'I1ide educational and training ol)portunities avail ab Ie. 
This superiority can be traced to the fact that both subsystems are 
manned bl lawyers and that the legal profession (like other classical 
professions, e.g., medicine and engineering) place great emphasis on 
career development as a continuing process. The police and their proba
tion, parole, and correctional colleagues, hO\\eve1', are not 8.S academic
ally oriented as the professions, making them dependent on others to 
provide the means and facilities for their education and training. 
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In several areas of the United States this has changed sufficiently 
that the concept of manpower development has caught on as a system-wide 
and region-wide effort. Such a program is presented later in this 
report as a possible model for El Paso. 

The manpower development "nonsystem" in El Paso is evolutionary, 
is not unusual, and does not confer blame on individuals. The situation 
will be objectively examined as a base for proposing an alternative. 

2.3.1 Lack of Information 

The region-wide manpower developments needs are not known. This 
is true in terms of the number of people by assignment within each sub
system, the level of manpower development which now exists, and the kinds 
of training and educational experiences needed in the 0tture. 

2.3.2 Need for a System-Wide Approach 

There is 1i ttle point in improving the educational and training 
levels of one or two subsystems and ignoring the rest. A well-trained 
police subsystem, for example, is meaningless if the rest of the system's 
practitioners are not similarly well developed. Equally important is the 
need to have all departments and agencies delivering educational and 
training experiences of a uniform high quality. Criminal justice cannot 
be effectively administered if its personnel are unevenly prepared to 
discharge its responsibilities. 

2.3.3 Specifications of Acceptable Standards 

Unless some bench mark is specified, it is impossible to guage when 
system practitioners have attained an adequate level of manpower develop
ment. If this is done, it should be done on a system-wide basis. For 
example, the police, courts, prosecution, probation, parole, and correc
tional agencies all have a stake in their colleagues' professional 
abi li ties and expertise. Ideally, they should cooperate in specifying 
the performance and behavior standards which wi 11 lead to system-wide 
improvement. 

2.3.4 Lack of Coordination 

It will soon be apparent that as dach of the colleges strengthen 
site offerings and that as more manpower development resources are chan
neled into the region, there will need to be a "master calendar", so to 
speak, of career cievelopment opportunities. In several regions today, 
training opportunities sponsored by police agencies often are scheduled 
at the same time. This happens because no overall coordinating mechanism 
exists to reserve in advance certain dates of the year to avoid conflict
ing training and educational opportunities. 
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Coordination among the academic institutions is also needed. The 
question of · .... hich institution offers what kind of experience needs to 
be forthrightly faced. Although these institutions have all invested 
considerable time and effort in program development, it is apparent 
that their representatives must very soon work out a mutually accept
able division of labor to conserve their scarce resources and avoid 
costly duplication and student disi llusionment. 

The issues of "who does what" can be resolved ill terms of the 
kinds 'of skills, behaviors, and perspectives required by personnel \'lork
ing in criminal justice agencies. For example, for the \~orking police 
officer at the level of execution, his most immediate needs are to 
implement policy at the street level, that is, to discharge his role 
within the boundaries established by policital mandate and administra
tive decision. The execution of role requirements is a question of 
ski 11 and understanding. Preparation for the basic police work role is 
thus well sui ted to the spirit and traditions of the community college. 

On the other hand, the upper-division institutions are well suited 
for preparing practitioners to exercise the critical-analytical facul
ties needed for policy development and implementation. 

Manpower development, then, is concerned with both aspects of 
role preparation: getting the job done and making decisions about the 
job itself. Using these concepts, it should be fairly easy for the 
various colleges in the region to identify their roles in criminal jus
tice manpower development. But before this can be done, it is impor
tant that all be willing to negotiate, and that all understand that they 
have a responsibility to permit students either in community colleges or 
four year colleges to benefit from the arts, humanities, and sciences, 
as well as criminal justice subjects. This means there is an upper 
limit to the amount of work a student should take in the criminal jus
tice area lest he fail to broaden himself in other fields. Perhaps no 
student should take more than one year's work in criminal justice sub
jects, so that he can gain exposure in other areas. A criterion such 
as this, if adopted, would sharply limit the number of criminal justice 
courses which either a community college or four year college should 
develop. 

2.3.5 Need for Systematic Career Development Philosophy 

Related to the foregoing requirements for a coordinated, coherent 
manpower development program is the need for agreement regarding the 
means and obj ectives of educational and tl'aining experi ences. Without 
this, excellence will only come about, if at all, by accident. On man
power development philosophy, the various interviewees evinced a wide 
range of ideas and points of view, which is to be expected in this 
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fairly new field. It is healthy that a variety of oplnlons be developed 
aro:.md emerging issues and problems. One the other hand, some issues 
have been fairly well settled; these should be incorporated into a body 
of principles to guide manpo~er development in the region. Fortunately, 
very few instances of harmful policies or practices were apparent. 

One matter which urgently-needs correction is the practice of 
excluding civilian students from certain college-credit-bearing classes 
and convening the classes (which are taught only by agency personnel) 
within the restricted quarters in a police agency. Besides being, 
almost certainly, contrary to LEEP policies, this practice is unsound 
on other counts. First, it implies that police officers cannot function 
satisfactorily in a conventional academic environment. If this is true, 
recruitment standards need changing. If it is not true, 1:hen it demeans 
the officers who have, by implication, been relegated to a "bone-head" 
category. Second, it suggests that the only "fit" instructors for cer
tain police subjects are the department's own members. The academic 
institution in question is a public college: its classes must be public, 
and if it has no instructors with academic credentials and practical 
experience who can offer the classes in an open, pub lic way, it should 
not offer them until the instructors can be found. It has been observed 
that police-officer-students welcome "new blood" in classrooms, and 
especially resent being captured in the classroom by someone in authority 
over them with whom they have day-in-and-day-out contact in other rela
tionships. 

A third reason is the issue of citizen-police separation. Correct
ly or otherwise, a substantial segment of the American population 
believes that the police often attempt to isolate themselves from the 
civilian population. The practice of forbidding civilian students to 

,intermingle with police-officer-students lends weight to this belie£, 
and further suggests that certain aspects of police training cannot 
stand public scrutiny. Thus, this practice leads to the demeaning 
of the police and strained relations between the community and the 
police. Much improvement in intergroup understanding has been seen to 
result when pOlice-officer-students interact in an academic, non
threatening setting with civilian students. Both groups profit, and 
both modify theiT individual stereotypes of each other. It is repre
hensible to deny both groups this opportunity for growth. 

The practice and the spirit of such denial is not confined to 
In Paso, but real progress in manpower development cannot be realized 
until this and related misconceptions are squarely faced and eliminate~. 
Failure to do this may well undermine pub lie confidence in the capa
bility of the criminal justice community to conceive and implement man
power development strategies. For this reason, this reports' proposal 
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to keep the manpower development process at a high professional level 
will be accompanied by a quality control mechanism. 

2.3.6 Need for Continuing Evaluation 

Progressive industries and governmental agencies constantly moni
tor and evaluate their educational and training activities. At present, 
no region-wide capability exists to analyze the results of the several 
educational and training enterprises in the. region. There is a well
developed technology of manpower development evaluation procedures 
from which the colleges and inservice Jlrog:rams might profit. Evalua
tion is also becoming increasingly empahsized by LEAA; it is an early 
likelihood that training and educational grants wi 11 all pave built-in 
evaluation requirements. Almost any issue of the Journal of the American 
Society for Trainjng and Developmeht details techniques and concepts for 
sophisticated evaluation strategies for answering questions like the 
following: 

(1) How do we knoll' that a basic training curricu
lum is imparting the ski lIs and perspectives 
whic.h recruits really need to know? 

(2) Are the testing procedures used in training 
programs valid and reliable? 

(3) Of what should the community college curricu
lum consist? Is it appropriate for today's 
on-the-street needs, for all members of the 
criminal justice system? 

(4) Is the climate of in-service training pro
grams conducive to learning or is its real 
justification organizational control? 

(5) Are the curricula of the four--year programs 
appropriate in terms of system-wide require
ments, or should they be narrowly confined 
to only one or two subsystems? 

(6) MIat kinds of teaching techniques are best 
suited for specific kinds of learning? 

(7) How can we be certain that our training and 
educational techniques are not leading to 
results contrary to our objectives? 

R-73-ll8 
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(8) What kinds of social-psychological climates 
do \1e need in manpower development programs 
and hO\1 can these be created? 

In the last five years, a number of important analyses of criminal 
justice manpower development issues have been undertaken. The follow
ing reports are cited to suggest models for the kinds of evaluative 
projects which could be undertaken in the region: 

(1) Committee on Governmental Operations, 
"Unmet Trajning Needs of the Federal 
Investigator and the Consolidated Federal 
Law Enforcement Training Center," U.S. 
Government Printing Office, 1970. 

(2) James T. Ault, "The Tulsa Police Depart
ment Training Program: An Evaluation of 
Existing Procedures with Recommendations 
for Needed Revisions," November 1, 1969, 
Tulsa Police Department. 

(3) Morton Bard, Ph.D., "Training Police As 
Specialists in Fami ly Crisis Intervention," 
Law Enforcement Assistance Administration, 
U.S. Department of Justice, May 1970. 

(4) Melany E. Baehr, "Psychological Assessment 
of Patrolman Qualifications in Relation to 
Field Performance," Law Enforcement 
Assistance Administration, U.S. Department 
of Justice, November 1968. 

(5) Richard IV. Brightma'n, "Computer Assisted 
Instruction Program for Police Training," 
Law Enforcement Assistance Administration, 
U.S. Department of Justice, December 1971. 

(6) Kenneth E. Christian, "In-Service Legal 
Training for Law Enforcement Officers: An 
Evaluation of Videotaped Criminal Law
Lecture Workshops, 11 Master of Science 
Thesis, Michigan State University, 1970. 

(7) Howard E. Earle, 11An Investigation of 
Authoritarian Versus Non-Authoritarian 
Training in the Selection and Training of 
Law Enforcement Officers, 11 doctoral dis
sertation' University of Southern Cali
fornia, 1972. 
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(8) Ralph Green, Geraldine Schaeffer, "Curricu
hun Study Data Analysis," Police Training 
Commission, State of New Jersey, October 
1968. 

(9) Bruce T. Olson, "An Exploration of the 
Effects of Member Goal Preferences on a 
Basic Training Curriculum in a State Police 
Agency," doctoral dissertation, ~1ichigan 
State University, 1971. 

(10) James W. Sterling, "Changes in Role Con
::epts of Police Officers," International 
Association of Chiefs of Police, 1972. 

The preceding list is a small portion of a much larger field of 
knowledge and information which has emerged in recent years and which 
could be extl'eme1y useful in implementing a criminal justice manpower 
development program in the region. However, it is unlikely that such 
knowledge could be accurately, quickly, and usefully diffused unless 
some centrally located communicating institution werA created. 

Another evaluative function which must be executed on a regional 
level is determining what training needs exist and how these needs 
change yearly. It may be that the police slilisystem needs less immedi
ate attention than, say, the correctional subsystem. This can only be 
determined by constantly monitoring the changing profile of manpower 
development as it progresses over time. Each member of each subsystem 
must be identifled, and his or her manpower development needs and 
achievements must be frequently assessed. An example of a process by 
which this was done several years ago can be found in a monograph pre
pared for the Metropolitan Fund, Inc., of Detroit, Michigan. This sur
vey examined training needs for approximately 6,000 police officers in 
the Oetroi t ~1etropoli tan Region. One important study finding was that 
their police training (having been carl ied out on a hit-miss, poorly 
coordinated basis) led to three kinds of negative results: 

(1) Discontinuity, characterized by (1) con
centration of a large proportion of total 
training hours in one rank during an 
officer's career and (b) large gaps of 
time between training experiences 

(2) Imbalance, i.e., Ca) concentration of 
training hours in one subject, (b) con
centration of training hours in one sub
ject not of immediate importance and value 
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to general police work (for example, a 
patrolman assigned to routine patrol is 
given 120 hours of arson investigation but 
no other street-related topic during his 
career), and (c) concentration of training 
hours during one period of an officer's 
career, as, for example, in the case of 
chiefs of police who, having risen to the 
highest rank, receiving training oppor
tunities for the first time in their careers 

(3) Inversion, (a) predominance of courses in 
patrol-level subjects (for example, first 
aid) when one is a supervisor or command 
officer), (b) an unusual number of hours 
taken as patrolman in supervisor or command
level subjects.* 

It is important to understand that these deficiencies do not come 
about because of incompetencc aT insensitivity to training needs. The 
police in the United States have only recently entered an era where 
resources for training and education have been made available to them 
in a significant scale. Before, in many jurisdictions, training occurred 
when and if a police command officer could find an availab Ie instructor 
who would take time out of his busy schedule to do the job as a kind of 
chari table gesture, and only when police officers could be released for 
a day or two of class work. 

Today, manpower development opportunities are more available, and 
in the next decade they will be still more abundant. Nevertheless, 
they must be planned in times of abundance as in times of famine, which 
takes constant monitoring, coordination, and scheduling. 

The West Texas Region is just now entering an era of heightened 
interest in criminal justice mar,power development. Resources for this 
purpose will soon be available in a magnitude unthought-of just a fc\'! 
years ago. The Region has an opportunity now to maximize these bene
fits, but to do this effectively a comprehensive, region-wide effort 
must be undertaken. 

~ .. Regional Law Enforcement Training, A Research Proj ect by the Metro
politan Fund, Inc., January 1968, p. 37. 

R-73-118 
2-9 



I 

I 
I 
I 
I 
I 
I 
I 

I 
I 
I 
I 
I 
I 

I 

3. RECOMMENDATIONS 

3.1 General 

The basic conclusion from the analysis is that the kind of educa
tion and training progress which can and should be achieved in the 
region will not occur under the existing conditions (described as a 
"non-system" in the preceding pages). Fortunately, these non-system 
characteristics can" be eliminated fairly easily and with a minimum of 
expense, time, and interference with on-going programs. 

The region has interested and dedicated people, the college and 
universities are eager for progress, and in fact, there is a tradition 
for a region-wide training program embodied in the Region' 'W' Academy, 
whose physical resources are said to be satisfactory for this purpose. 

What is missing (and what this section of the report proposes) is 
a means by which these various agencies, academic institutions, and 
physical resources can be coordinated in a more purposeful way to help 
the criminal justice community obtain the most return from its invest
ment in manpower development. 

The recommendations which follow are based on certain considera
tions believed to be important in terms of the WTCOG region's criminal 
justice personnel and their traditions. 

First, no attempt is made to spell out detailed, specific adminis
trative solutions in this report. Rather, the recommendations which 
follow are intended to create machinery which can be used by those who 
knm" the region best to develop such solutions. 

Second, the recommendations are, so to speak, organizationally 
simple. They can be achieved without creating any extensive bureaucracy 
and without introducing any appreciable interference with existing pro
grams. 

Third, the recommendations are compatible with practices which have 
proven successful in regions similar to WTCOG. They are not visionary, 

. impractical , or unrealistic. If the recommendations are adopted in 
whole or part, concrete examples of them can be found for inspection 
somewhert: in the country. In short, the recommendations are calculated 
to assist the criminal justice community in the W'TCOG region in parti
cipating in proven, progressive programs which have been demonstrated 
to be successful. 
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3.2 Manpower Development Advisory Group within WTCOG 

The major recommendation is that a Criminal Justice Manpower Devel
opment Advisory Group should be organized within the WTCOG framework. 
\ITCOG is suggested as the parent body because (1) it is especially 
suited for a region-wide approach to manpower development; (2) it has 
experience in creating region-\vide approaches to dealing with complex 
problems; (3) it provides a neutral ground which will encourage a 
free flow of insights and solutions; (4) it has some considerable 
experience with criminal justice matters alieady, (5) it maintains, or 
could maintain, constant communication with significant federal and 
state agencies involved in criminal justice programs and financing. 

3.2.1 Makeup of Advisory Group 

The advisory group should include at least one representative from 
each of the following agencies or institutions: 

El Paso Police Department 
El Paso Sheriff's Department 
Probation Department 
Prosecutor's Office 
Public Defender's Office (or private defense bar) 
Judiciary 
El Paso Community College 
SuI Ross University 
Uni versi ty of Texas (El Paso) 

The advisory group should also include representatives from agen
cies and institutions in remote, outlying areas. This is important 

.because manpower development, as contemplated in this report, should 
be a region-wide effort. Also, consideration should be given to 
including in the advisory group representatives of state and federal 
criminal justice agencies and institutions. 

In time, the group will probably find it necessary to create cer
tain standing committees to identify and analyze certain issues which 
wi 11 come up under the following categories: 

(1) Finance (estimating program costs, develop
ing public and private sources, auditing 
expenditures, etc.) 

(2) Uigher education (working with lower and 
upper division college and university pro
grams in curriculum development and 
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improvement, developing credit transfer 
policies, scheduling special courses, obtain
ing curricular materials, etc.) 

(3) Instructional methods and policies (studying 
and recommending teaching devices) recommend
ing improvements in teaching practices, 
recommending minimal qualifications for 
staff; exploring improved means of delivering 
educational and training experiences to agen
cies in outlying areas; identifying and 
developing a region-wide list of certified 
"facul ty" to serve the various training anp 
educational programs in the region) 

(4) Manpower development standards and LEEP rela
tions (studying and defining what kinds of 
educational and training experiences should 
be achieved by personnel occupying the vari
ous criminal justice roles in the region; 
keeping the advisory group and participat
ing agencies current with LEEP policies and 
recommended practices) 

(5) Annual and long-range plans (developing and 
updating an annual manpower development 
plan; forecasting changes in manpower 
development needs and planning ahead to 
meet these needs) 

'3.2.2 Advisory Group Staff 

The advisory group should be served by at least one professional 
staff person who ha.s adequate secretarial help. This person's quali
fications ideally would include practical experience in a relevant 
criminal justice role (e.g., police work, probation, parole, or some 
closely related function) and at least a bachelor's (prefeTably 
master's) degree in a criminal justice field, or in a field related 

. to it (sociology, psychology, political science, pub lic administration) . 
The staff person's experience should be recent and preferably at the 
local (i. e., city, county) level, not necessarily at supervisory or 
command rank. 
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(1) A complete census of all criminal justice 
personnel in the region 

(2) A complete inventory of the training per
sonnel experiences of these personnel 

The kinds of data needed for estab lishing manpower development 
base-lines are illustrated in the Appendix-. These two studies (they 
can actually be combined into one) must be undertaken before a plan 
can be developed. Invariably, those groups who, for one 'l'eason or 
another, have tried to bypass this fact-finding phase of developing 
criminal justice manpower development programs have eventually had to 
collect such data; that is, the kinds of questions which come up in 
forecasting training and education needs always lead to a requirement 
for data of the kinds suggested in the Appendix. 

When the necessary data are available, it will then be possible 
to develop a comprehensive manpower development plan which (a) indicates 
training and development assets and li abi li ties for each criminal 
justice subsystem, and (b) recommends a master calendar of institutes, 
workshops, seminars, practicums, etc., needed to correct any deficien
cies which are found. Examl)les of experiences of this nature which 
a:r;e, or have been, provided throughout the nation are shown in Exhibit 
G, 

Mlile this work is underway, the advisory committee can be deliber-
. ating on what kinds of standRrds it wishes to adopt to define "profes
sionalism" in terms of manpower development. It must be emphasized 
that such standards that already exist are considered minimal standards. 
There is no reason why the advisory group cannot buD d on these stand
ards, rejecting the assumption that it must be content with "minimal" 
standards for the region. 

When such criteria are established (if only tr:mtn.tively), it will 
be possible to specify the future couL'se, in terms of quality and quan
ti ty, of manpo\\'er development in the region. IlJhi Ie this is not a sim
ple task, it will immediately yield rewarding results, including dis
cussions about the appropriateness of criminal justice goals, the 
relevance of the various IVol'k roles in the system, whether recruitment 
standards are sound, what can be done to attract more qualified men and 
women into the field, and many related matters that must become part of 
the agenda of concerns if progress is to be made. 
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Other 
following: 

facets of the advisory committee's work could include the 

(1) Establishing a curriculum materials resource 
center, seeking private as well as public 
funds for this purpose 

(2) Exploring in detail joint basic training 
agreements between police and sheriffs' 
departments in the region, at least t6 the 
degree that both agencies can agree that 
certain portions of the city police offi
cer's work role are similar to certain 
portions of a deputy sheriff's work role 

(3) Specifying a program for an on-going evalu
ation of any and all manpower development 
programs in the region 

(4) Conducting an annual audit of changes in 
training and educational profiles by indi
vidual and by criminal justice subsystem 
within the region in an effort to stimulate 
active participation in professional growth 
programs 

(5) Reviewing manpower development plans being 
developed elsewhere in Texas and the nation 
for possible applicability in the llJTCOG 
region 

(6) Developing a program by which agencies 
achieving high development levels could be 
publicly recognized 

(7) Acting as a clearinghouse for persons 
actively involved in the region's various 
manpower development programs 

(8) Informing various citizens' groups about 
manpower development m;eds and issues in 
the region 

3.3 Conclusion 

The recommended program builds on current resources and personnel 
within the region. It re4uires only a modest budget allotment for hiring 
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staff persons who will facilitate a voluntary, region- and system-wide 
effort to upgrade manpower development in the WTCOG region. No doubt 
many variations and modifications in the program will occur. But it 
does represent a beginning point in what could be a nationally recog
nized model for criminal justice manpower development. 

3.4 Further Study 

Since the briefness of this study precluded a comprehensive analy
sis of all areas, the following further points are recommended. 

3.4.1 The IVTCOG should develop its own questionnaires, in line with 
those shown in the Appendix, to secure complete data. This should be 
followed by a comprehensive review of the Police Academies and the 
educational curricula. 

3.4.2 A further study should examine and recommend in detail how the 
Sheriff's Department and Police Department can work with EPCC and UTEP 
to fuse the training function. This should also identify the level of 
development in each of the agency training units and identify the 
utilization of state and national training which is available in the 
judiciary and prosecution fields. 

3.4.3 A further study should also explore in more detail the role of 
the 1\~COG (or a designated school) in the master calendaring concept. 

3.4.4 Finally, further general consideration must be given to the 
types of questions listed in Section 2.3.6--the Need for Continuing 
Evaluation. 
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APPENDIX 

I. EXAMPLES OF MANPOWER DEVELOPMENT COURSES 

1. Trends in Criminal Law: Statutory and Interpreted 

2. Criminal Evidence Technician Refresher Training 

3. Defensive Driving 

4. Crime-Specific Seminars: Prevention and Prosecution 

5. Electronic Data Processing in Criminal Justice 

6. Organized Crime Control Strategies for Criminal Justice 
Administrators 

7. Modern Personnel Selection and Evaluation Practices 

8. Planning and Research Techniques 

9. Street Survival and Safety Strategies 

10. Trends in Juvenile Justice: Legal and Social Science Developments 

11. Innovations in Probation and Parole 

12. Jail Management and Administration 

·13. Workshops in Court Administration 

14. Conferences on Child Neglect and Abuse 

15. Drunk Driving Prosecution Institute 

16. Recent Developments in Narcotics Investigation 

.17. Mental lIealth Concepts for Line Personnel 

18. Handling and Treating the Alcoholic Offender 

19. Alternatives to Arrest and Imprisonment: Diversion from the System 

20. The Juvenile Drug Offender: Prospects for Treatment 

21. Recent Developments in Investigative Photography 
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22. Conference on Community jCriminal- Jus tice Rel'.tions 

23. Workshop on Bombs and Explosives 

24. Role of Criminal Justice Agencies in C'Jnsumer Fraud 

25. Public Defender Workshops 

26. The Patrolman's Role in Organi~ed Crime Control 

27. Prevention and Control of Riots and Disorders 

28. Innovations in Education and Training Techniques for Criminal 
Justice Personnel 

29. Basic Social Science Research Techniques for Criminal Justice 
Managers 

30. New La\vs Affecting Marshals and Constables 

31. Human Relations for Criminal Justice Supervisory Personnel 

32. Executive Development Seminars 

33. Criminal Justice Information Systems 

34. Advanced Latent Fingerprint Workshops 

35. Fire and Arson Investigators Seminar 

36. The Patrolman and Probation Officers as Applied Social Scientists 

37. Violent Crimes Seminar 

38. Breathalyzer School and Practicum 

39. Applications of Social Science to Youth-Related Cr~nina1 Behavior 

40. Television Instruction Techniques Seminar 

41. Spanish for Criminal Justice Practitioners 

42. Juvenile Hall Training Academy 

43. Reserve Officers Training School 

44. Annual Police-Officer-Refresher Course 

R-73-ll8 
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45. Probation Case Management Training 

46. Advanced InvestigRtion for Coroner's Cases 

47. Basic Criminal Justice Concepts for the Probation Volunteer 
Worker 

48. Innovations in Treatment, Analysis, Therapy 

49. Annual Workshop for Police Officers' Wives 

50. Advanced Crime Laboratory Techniques 
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11. POLICE DEP ARnmNT A:\D SHERIFF'S OFFICE 
QUESTIO::\NA:i:RE 

1. N~~e of Department, ______________________________________________________ _ 

2. Xame and title of individual co~pleting this form: 

3. Total nu~ber of sworn employees 

4. Total number of non-sworn or civilian e~ployees 

5. Total number of reserve employees 

6. Eow many new hires do you anticipate due to people leaving the department 
(turnovers) and/or retirements 'o;.;ithin the next 5 years? (Please indicate 
number each year) 

7. 

I. 

1973 . 1974 1975 1976 1977 

Ho,v many new hires do you anticipate due to growth or specialization over 
the next 5 years? Ple.ase indicate position and whether sworn or non-sworn. 

1973 1974 1975 
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-. , .~. 

Reserves 

Natrons 

Patrolmen 

Sergeants 

D2.tec t:ives 

Inspectors 

8. Please indicate the educational level ~nd the total number of sworn and 
non-51'/orn pcrson01cl in each of the following c;). teGories in the tI ep;)'Ttr.ien::. 
(For educatio:1<J.1 level, enter cach c~lploycc o01ly once a t the highes t edu
cational level ap?licable. Fo~ instance, if ;).n individual has a BA degree, 
enter hir:J only in the column i3A Degree, eve:1 though he ;).150 rws a high 
school diploma, The total in ;).11 of these classifications should equal 
the total nUi:1ber of SHorn and non-sworn personnel in the department.) 

EDUCATIONAL LEVEL 
30 Collc[;e 60 College 

~::::~,I ~:o High 1I1gh School Scm. units Scm. units 
~on- School Diploma or or ~5 quar or 90 quar. BA or B~ 

S~.:orn Slwrn Di C)1.0::l:l, GED units units De~rec 

I I I ! I I 
I I I I I H I I I I I 
I I I I I 
I I I I I / I 
t I I I I I I I I I ----; 

Ljeutenants I 

I I I I I I I I-- . , 
I Capt<l:...ns I I I I , Deputy Chil:is ! I 

Undersheriff I I I 
Sheriff I I 
Chief I I 

; 

Ac!:ninist!"iitive 

I I I Person:1el 
, 

Other (Specify)! 

I " 

I I ! 

I 

, 

I I I 
I 

I I I I 
I I I I 

I I I I I 
I I I I 

t I 

I L 
.~ I I I I 

.---L-__ ~ __ ~ ___ . __ ;-__ I . 

f 
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I I I. PROBATIO::-i DEP ARTIfE:\TS QUJ::STI01~AIR~ 

1. Name of Department '------------------------------------------------------------

2. Name and title of individual completing this form: 

3. Total number of employees in the department. 

4. How many ne'Yl hi:::es do you anticipate due to peoplc leaving the department 
(turnovers) and/or retirements within the next 5 years? (Please indicate 
the number each year) 

5. 

1973 1974 1975 1976 . 1977 

How many ne'Vl hircs do you anticipate due to growth or specialization over 
the next 5 years? 

1973 1974 1975 
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6. Please indicate the educational level and the total number of Personnel in 
each of the following categories in the department. (For educational level, 
enter each employee only once at the highest educational level applicable. 
For instance, if an individual has a BA degree, enter him only in the column 
BA degree, even though he also has a high sch)ol diploma. The total in all 
of these classifications should equal the total number of personnel in the 
department. ) 

No High 
School 
Diploma 

Chief Proba-
tion Officer 

Supervising 
Probation 
Officer 

Deputy Proba-
tion Officer 

Clerical 
Staff 

Juvenile Hall 
Superv~sor 

Juvenile Hall 
Attendants 

Volunteer 
Workers 

Other (please 
specify) 

High School 
Diploma or 

GED 

30 College 
Sem. Units 
or 45 Qtr. 

Units 
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IV. POLICE TRAI:a;:m SURVEY 
-I1mTITUT:8 I"O] C(,:·:·:~-::I?Y :CZVEI..0PYiliNT 

. MICH:Cf1.:r SC~~.'':::J u~:IVERSITY 

EAST·' L&~KC1;a' 

This questionnaire is a part of a prograo intended to update police training ~ro
gr~ns to nleet situa.tio:1s und conditions t1:a.t tod,,!y's policeman on the street ~ust 
face. He OJ.~ the Institute for COrrwlunity Development appreciate your help in this 
training survey. 

A. GENERAL HJFOR:-.1.t!.TION 

I 1. N~ofD~~me~ ______________________________ _ 

I 
I 
I 

I 
I 
I 
I 

I 

2. Your Xflllle Rank Age --------------------------------------- ------------~ -----------
3. How long in present rank? 

--------------------------------------------------------------
4. Joined department (as an officer) in year at age ----------- --------------------
5. 

,. 
o. 

Have you ever vOl'ked for this departmen'c as a civilian employee? ----------------If yes, '\V'rite length of civilian service (years and months) -----_.-
Please vrrite briefly your occupation(s) before becoming a police officer. ____ __ 

B. EDUCATIONAL BACKGROuND 

7. Did you graduate from elementary (grade) school? [J YES []NO 

8. Please check the highest year you coinpleted in high school. 0 9 0 10 0 11 0 12 

9. If you are a high school graduate or equivalent, check "I<1ho issued your diploma 
or equivalent certific&te. 

'0 Public or Parochial school 

o £·~i1i tary course (school or correspondence) 

o Special prograo or exc.mination endorsed by the state department of 
education 

10. If you have bad trade school training, correspondence courses, milita.ry corres
ponde~cc or vocation&l cou~ses, c~ployee traininG, or volunteer trnining for 
govcrrJ:lcn'i.; service of cny kind (s'J..::[j e.s Pence Corps or a vo2.url-'~8er fire de
pa.rt~cnt), vr:~::'cl1 you took }~,~fo~ o2cc:::ing n ?olic;:.:::nn, p183.se list tne train-

• • • ~ • ..I,.. ~ /"',",,.,: ..... , .;.1.. "I..-:,,",~ "-,:-...".":- ....... ..!-. .... ::::) .v..:- '11":'~) .....,.~ .. :::"! 1e-' ~-o :Lng l.r4 ·"'~nl.S seCv1.orJ.. \,; ...... v\,.; .1.U C~ Vloa."';; Cu ......... v a ,d. In .......... nc .... v I'~OC. l!J .. ~clI!1P.4.,.::> ~J,.c.:: 

Oc.rbc:." colle,:;,:, tool G..:"~c:. L..:~a-;.r.~:c:r~:, :"c:.clio-':.lV rel):_il'" inc , r~ili tal'y Officer 
C\Z' ... :--.,I,.~ic:r.;..te Se'hool ~ ~/iili t~~:Y'J ir,l.tc.:"': .. · 1~:', . .::':C(!!i b~:ldo~~(:~ O?l?l"':::.:tOX' scnool, insur
nne.:; c:".c..i~~,:) :..:~~.j 1.~:' t;:~G11t, e·~c.. ~J ::;./':'1 :.:~~:: .. Al~·Y. \'10R:( I:; ... 4.;": .. t:..CC:\EDI':'2D COLLEGE 
Ol~ U~nVBRSI'?Y) and to X~C'.:.' LIST fu';Y CmmSES ':L'AiillN AFTE::.i yOU BECAHZ A POLICE 
m'FICEE. 
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10. 

Na:lle of course I'iarJe of School or Orgc:niza
tion providing teaccers . 

you. 
sh? 

11. If you ~t~ended an accredited college or university, please check below your 
level of attai~ent. 

12. 

C=!Less thfu~ one year of college work 

L-ICompleted one year 

[] Completed t,vo years 

LIGraduated with an associate (2 year) degree 

LiCompleted three years 

o Graduated vTith a bachelor's deGree 

[] Have done some graduate "lork 

[:1 Graduated with a graduate degree 

If you attended college, 'Ylhat was your major field of vlQrk? 

o Police Science or Admin. 

[]Business Administration 

CLaw 

o Social Science 

o Education (teacher preparation) 

o Katural Science 

o Fine Arts 

o Other ___________ _ 

C. BASIC POLICE S:::'::uUHD;G 

I 13. Check each item '-inich '-TaS included in your basic police training 

I 

I 

[JRiding (or walking) with an ex?erienced officer to learn by 
observation 

[JFo~al (classroo~) basic trc:inir.g course 

[] Fir;~ Aid training 

o Physical or self-defense training 

R-73-118 
A-9 



. " 

I 
.. . , 

, ' .1 , • 

• ',,;. 1 . 
. ~. - 14. 

15. 

I 
I 
I 

16. 

I 
I . ~ ".. ' 

.' ··~7. 
.'. 

I: 
I 

... 
-,.)-

If. you attended a formal trainin8 course, was it while you v,ere a member of 
this police department? 0 YES 0 NO 

How lonG vms your formal training course (if you had one)? 

0 1 - 2 .leeks 

0" " ..)-0 weeks 

07-12 weeks 

o ~o:re than 12 wee~-\.s 

Has 8.11 of your basic training given by members of your police department? 

DYES DNO 

D. TfuUNING BEymm BASIC 

Instructions: 

A. Do not list your recruit trainine; since this was given above. 
B. Do list all courses and programs including in-service refresher courses, 

out-a:' -town institutes, correspondence courses, etc. tal:;.en SnWE YOU BECfJ'ili 
A POLICE:,LAN'. 

C. Incluclc courses ,>Thieh you attended on your o'm time as well as those which 
:-,'ou attended under dcnartment orders. Be as conmlete as Dossible. 

D. If you forget the spe~ific course ti-de-,-date, or num.ber;:r hours', give the 
best infornation you can recall. 

E. If you paid for any course expenses or tuition of any kind, aLd were not 
reim:::t-.:.rsed, please list the cost ''::'0 Y'ou. . 

F. On this page do NOT list courses for college credit. (college credit will 
be listed on the next page) ,I 

I Ra.nk he:i.d Icourse title hTam"" I""" i.;;; of Scn. ;\rr,ere \Vas 
lcov.:cse held 

I~~o. of Year 
!?ost I 

I 
I 
I 
I 

I 

during cO'J.rse or subject lor train. Org. nours 

I 
, 

I 
, 

I I 
I I 

I 

I I 

I 
, 

I I 

I I I 

I 
-I 

I I i 

I I I I , I 
j 

I l 
, 

I 
, ~ 

1 i . 
, ! 

i J , I , 
I 

i 
i I 

I- i ., 

I L I 
(If o.clcli tiontu npo.cc is needed, plel1s(': seo back n5.de of thin p::tge) 

A-~O 

to you I 

I 
r----: 

I I 
I I I 
! 

, 

I I 
H I 

I I I 
i I i I 

I 1 
I 
I I I 

I I I 
I 



I 
I 
I 
I 
I 
I 
I 
.. 
,I 
I 
I 
I 
I 
I 

I 

. , 

Rank held 
d.uring course 

.-

, 

..... 

~ou.rse title iNaiue 01: Seh. Hhere \·ras 
or subject :or t:cain. Org. course, held 

~ 

i 
I 
I 

. 

I . 

I I ' 
. , 

. 

: . . i 

I 
! 

I 
! , 

, I j 
I 

I 

• 

! 
A-ll 

No. of Year 
hours 

j 
-

. 
t 

I I 

i 

I 
I . 

~ 
-

Cost 
to you 

. 

! 

. l 
. 

" . 
,.' , 

, 

~ 
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18. Ec.ve you been granted 11 colleGe or uni versi ty dee;ree SINCE YOU BEClllv:lE A 
POLICEM.i-' .. X? 

DYES (c.ns",er 19 D..'ld 20) then o.isregard 21.) 

I D NO (go to question 21.) 

I 
I 
I 
I 
I 
I 

I 
I 
I 
I 
I 
I 

I 

19. If &"18"ler to 18 is Yi2S, check highest de3ree. 0 Bachelor 0 Master 0 Doctor 

20. If answ'er to 18 is yes, pleo.se check your major field of work. 

21. 

LJ Police Science or Admin. c=JEducation (teacher preparation) 

DB ' Adr" ...... ' us~ne~s w~n~3~ra~~on o Natural Science 

o Law o Fine Arts 

[J Social Science o Other ___________ _ 

If 8nSlfer to 18 is no, please list colleGe courses for credit that you have 
taken SINCE YOU BEC~.IE A POLIC~UU~. 

Na:ne of 
college 

'Course 
Subject 

INumber of 
credit hours 
granted ~

'semester IDid your 
or quarter IP.D. pay 
system? tuit:Lo:J.? 
SEM Quar (YES )~O I 

I---!--I --\:---~--1-1 lJ~· 
1--:-----:\'--1 U I \ 

I I :---,: I I \---1 
1-------11----'j----1:-----,: I 1-\ , 

I !_ I I ! I I' 
~--~I---- --~I-----:I n--1 1-------, j I ! I h I 
1------+--

1 

--:1:----1:--' 1-1 I ! 

1 1--):---I II 
I I 1-1'----1 

-
! i 

----------------------~ I ___ l:----~ 
I I ! 

I 

I 

, 
c- o 

i 
I 

. 
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'I 
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!I 

I 

i .1 
I 
I 
I 
I 
I 

I 

E . DE?1\rt~4EnT~\T.J TR.!.\.INIHG ?rEEDS 

He feel t~E.t in many C8.SCS the p.:1trolruan and sert3eo.nt who work on the street 
ca..'1 give the best evaluation of training needs. 'I'herefore) we yiould appreci.ate your 
telling us ho\V' you feel about police training in your depc,rtment. For your con
venience, we have provided "check-off" ans .... Ters. If w~ have missed a point that you 
are interested in, or feel is ic)ortant, please write it in the blank lines at the 
end of this sec'tion. T:'lc,nk you. 

22. TRAIriIXG EVALUATION 

YES 

o 
o 
o 
o 
o 
'0 
o 

NO 

U
,..--" 

I feel this department has enough emphasis on training. 

o I feel that most officers in the department wou:d welcome more training. 

n i-lith better training will co:ne better acceptanr.:e of the police by the public. 

o Training is generally over-emphasized these days. 

[] Al~er basic police training is finished~ the patrolman never needs rulY 
more police training. 

U },fy basic training generally helped me in police work. 

o I '\oTould like to see a week or more of flrefresherl! training every :irear for 
officers in this depurtment. 

o 0 I generally feel that officers ';o,ho are tr'ained for responsibilities above 
that of patrolman make better supervisors or administrators. 

U 0 I "lOuld like to see a w'eek or more "refresher ll training every year for all 
pz.trolillen. 

o 0 If training 'I·las available, I ,muld approve of a state law' req,uiring a :::lln~
millu amount of training for all officers before being assigned to street 
duty. 

ADDITIOXAL CO:,~t.ENTS 

~--=--------------------l 
~------------------------------- I 

~--------------------------------: . '---------~------I 

I -I 
A-13 



I 
I 
I 
I 
I 

I 
I 
I 
I 
I 
I 

I 

23. 

-6-
EVALUATIO:{ OF COURSE TO?ICS (to be ans,.rered by all officers) 

If you \-i"ere designing a "refresher course" for your department, hOyT -,.,ould you 
rate the follovring subjects? 

Please rate each subject as follows: ~~/VERY important 
~ /irr.portant 
'/LEAST important, but should be incluGed 
o should be totally disregarded 

----- Rules of evidence Interrogation 

Professional ethics Criminal LavT ----
---- Police-Commu..'1ity Relations Pursuit driving 

________ Liquor control laws 

---- Auto crash investigation 

Patrol and observation ----
_________ Firearos practice 

First Aid 
-~---

---- Role of police in modern 
society 

_________ . Psychology for police 
officers 

. ___ Law of arrest, search, and 
seizu:.~e 

Police records ----
---- Police photography 

Judo and self-defense ---- practice 

----- Michigan vehicle code 

Crmid and riot control 

Investigation of the crime scene 

----- Juvenile procedures 

----- Emergency obstetrics (child birth) 

_________ Report writing 

____ . ____ Department rules and regulations 

Public relations ------
----- Practice for courtroom test~ony 

Other ------------------------
Other ____________________ _ 

--------- ------
Other -------- --------------------------
Other -------- --------------" 

THE RE-tc"r:/r:iG Q,UESTIOKS REFER TO A "REFRESEER" FOR SERGEANTS. (to be answe::.'ed by 
all or'ficc2"s) 

---

-----
-----

-----

Leadcrsl1ip principles and 
practice 

Public spec":dng 

?~trol distribution and 

B~LGic :;!olicc &.(:r.dnis-~ro.tio~1 

und :tinr.....'1c C 

----- CO:~~~Dications within the police 
department 

\{ork oeasure:r.ent and eva2.ua:;im"'. -----
----- Training principles and practices 

_____ ?1::bl"ic R.c18,t.ions f.'or sunerviso::'s 
'-~ .... ~ CC~~~rl6..e:C3 

(continued on next page) 
R-73-118 
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~- .; . 
.... ;.~ 

---- Techniques for inspecting 
department operations 

---- Basic sociology . 

-7-

Other ---- ------------
Other --------- ------------------------------
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