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1 The Evaluation Unit of the Crime Control Planning Board conducted an 

evaluation of peace officer training from January, 1976 to Ootober, 1977. 

~he major findings of the evaluation are contained in ~nnesota P~ace Officer 

Trainin~ ~ §ducation: ~ R~port and are suzmnarized in this doctnnent. 

DATA AND DATA SOURCES 

A number of issues have been addressed and a nunber of data sources used 

in this evaluation of peace officer training and education. 

First, project personnel have collected descriptive information ~ ~ 

enforcement train:iJ!~ and educational programs in the state. The sources of 

this information were administrators of the academies that conduct training, 

of the vocational-technical institute programs, and of the college and uni-

versity programs. 

Second, the evaluation of training delivery in Minnesota has been based 

on several types of data. Extensive survey ~ have been collected from 

recruits receiving basic training from the Bureau of Criminal Apprehension 

(BCA) 12 graduates of the BeA basic course with post-training job experience, 

officers attending the BOA in-service courses, law enforcement trainers, and 

supervisors of recent BOA graduates. ~ ~ and manpower projections have 

been utilized to assess the economic feasibility of alternative training deliv-

erysystems. Manpower data were derived from training board files, Crime 

Commdssion surveys, and Department of Public Safety estimates while most cost 

data were provided by program administrators. Finally, fegal qonsiderations 

IThe Crime Control Planning Board replaced the Governor's Commission on 
Crime Prevention and Control on August I, 1977. 

2 The BCA has trained the majority of Minnes.ota recruits. 
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have been studied to determine potential legal problems with alternative 

systems. 

Third, the current mandatory basic training course conduoted py the 
. 

BCA has been evaluated. Evaluations of many in~service classes have also 

been conducted but results of these have been compiled separately from this 

report. l Several types of data have been collected to address the adequaqy 

of the mandatory basic course. Content analyses and ocmparisons of the BCA 

course to other Minnesota programs and to programs in other states have 

been conducted. Extensive surVey data have been obtained frcm recruits, 

graduates, trainers, and supervisors. In addition, data fram job analyses 

of Minnesota law enforcement agencies have been analyzed to assess the degree 

to which the basic training program is relevant to the tasks performed by 

entry-level Minnesota la." enforcement personnel. Most of the job analysis 

i:tlfonnati on was colI ect ed by concurrent studi es, but proj ect personnel conduc-

ted post~shift interviews in northern agencies to improve the representative-

ness of the samples. 

Finally information on recruits trained in 1976-77, has been compiled. 

Data include background, attitudinal, agenqy, and community characteristics, 

and have been collected from two SOl~ces. First, recruits themselves provided 

some of this information in the questionnaires completed during the training 

program; second, additional data such as test scores, date of law enforcement, 

employment, and type of employing agenqy were coded from the BCA files. All 

of these survey ~ ~ ~ remained ccmpletely anonymous and confidential. 

ISee Ii st of Proj ect reports in Appendix A of this docmnent. 

2 



--------------- ------ ------

MAJOR FINDINGS 

THE DELIVERY OF PEACE OFFlcER TRAINING IN MINNESOl'A 

Section A of the full repor'!;, npeace Officer Training and Educational 

Programs in Minnesota,W describes the peace officer trainin~ and education 

programs offered in Minnesota. Chapter II is devoted to traj,ning and briefly 

describes the academies that have conducted mandated training--the Bureau of 

Criminal Apprehensions (BCA), the State Patrol, Minneapolis Police Department, 

and at. Paul Police Department. In the past the BCA has trained approximately 

9010 of Minnesota's recruits. The other three academies train their own person

nel. Chapter II also discusses legislation that was passed during the 1977 

session. The legislation reconstituted the training board as the l'1innesota 

Board of Peace Officer Standards and Training (MBPosr), an independent licens

ing board. Figure 1 describes the three routes to a law enforcement career 

that are likely to result from 1977 legislation. 

The first route, which has been followed in the past, is to be hired by 

an agency and then to be sent to mandatory training (generally to the BCA eight

week: program). If the recruit successfully completes the program and passes a 

licensing examination he/she will be licensed a\"1.d will then return to the 

employing agency. 

The second route will exist if the vo-tech law enforcement programs are 

certified as meeting mandatory training requirements. Graduates would be 

licensed and availctble for employment if they successfully completed the two

year program and passed a licensing examination. The current vo-tech programs 

at Alexandria and Hibbing are described in Chapters III and XI of the full 

3 



FIGURE 1 

ROUTES TO A LAW ENFORCEMENT. CAREER 

THAT ARE LIKELY TO RESULT FROM 1977 LEGISLATION 

1. Traditional Route (cost borne by state/community) 

Hired as a 
Peace Officer 

(In a temporary 
or probationary 

position 

) 
Sent to 

Mandatory 
Trainingll 

Licensing 
Exam1rnation 

2. Certified Vo-Tech Route (cost borne mostly by state and minimally by student)c 

Two-year Law 
Enforcement 

Program > Licensing 
Examination > Licensed b 

Peace Officp.r 

3. Certified Preparatory Academic Route (cost borne mostly by student and partially by state)d 

Academic Law 
Enforcement 

Program 

Sbortimedt 
----.:);)0 Skills Training 

Course 
> Licens:l.ng 

Examination 

Licensed b 
Peace Officer 

Licensed b 
Peace Officer 

aThe time within which an officer must be trained after being hired is an issue to be resolved. 

bIt is possible that the new Standards and Training Board would choose to include a probationary 
period of employment as a licensing requirement. 

clf the vo-techs are certified as regular mandatory training programs •. the tim£> w!t:hin ... ~ich a 
graduate would be eligible for employment will need to be established. 

d 
A graduate i~ eligible for employment for o~e year frOm completion of skills training. 





report. These programs have not yet been certified as of Fall, 1977. 

The third possible route is the certified academic route. Preparatory 

law enforcement college programs can be certified by the MBPosr. Graduates 

of certified preparatory programs can attend a regional, shortened skills 

course which replaces the requirement to attend regular mandatory training. 

A graduate can be licensed and available for employment if he/she success~ 

fully completes the academic program and the skills course and passes a 

licensing examination. The 21 college and university law enforcement/ 

criminal justice programs are discussed in Chapters IV and :xI of the full 

report. These academic programs have not yet been certified as of Fall, 

1977. 

Recruits following the vo-tech and college routes would be trained 

and licensed prior to employment. Presumably agencies will seek such persons 

in order to avoid the costs and burdens of the eight-week: training program. 

As a result it is likely that fewer persons will follow the traditional route 

of employment prior to training and that fewer rearui ts therefore will be 

attending the regular mandatory training program which has been serving most 

Minnesota recruits. 

Although a new training ~stem is taking shape, a number of questions 

and ambiguities remain which are elaborated in Chapter V of the full report. 

These questions include: 

For Regular Mandatory Training--

Will the BCA continue to provide mandatory basic training? 
Will the mandatory courSE!; continue to be offered only in 

the metropolitan area, or possibly at new regional locations? 
How frequently will courses be offered and wi thin what time 

period will employed recruits be trained? 
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For Vo-Teoh Law Enforoement Programs--

Will the vo-teohs seek oertifioation as mandatory basio 
or as preparatory aoademio programs? 

Will additional vo-teoh programs be initiated and seek 
oerd fi oad on? 

For the College and Universit~ Law Enforcement/Criminal Justioe Programs--

wnioh aoademic programs will seek oertifioation as preparatory 
programs? 

Who will teach the skills oourse for graduates of the preparatory 
programs, the BCA or instruotors at oollege looations? 

Where will the skills oourse be offered? 
How frequently will the skills course be offered and when in 

the aoademic program oan the student attend? 
How long will the shortened skills oourse be? 

EVALUATION OF THE MINNESCYl'A TRAINING DELIVERY SYSI'EM 

Section B of the full report, "Evaluation of Trainihg Delivery," assesses 

the ourrent training delivery ~stem from several perspectives. Training deliv-
-

ery is taken here to mean the "how, when, and where" of training, as opposed to 

the "what" or substanoe of training that is the subjeot of Section C. Chapter 

VI oontains oomparisons of the Minnesota system to the standards established 

by the National Advisory Commission on Criminal Justioe Standards and Goals. 

Chapter VII reports the opinions of various Minnesota law enforcement personnel 

on training deli very. Opinions of trainees, trainers, graduates, -and supervisors 

on issues suoh as location of training, length of training, and time of training 

are reported here. Chapter VIII oontains eoonomic oonsiderations of alternative 

delivery systems. Manpower projeotions for future training needs are presented 

and oost data on alternative systems are analyzed. Chapter IX points to legal 

problems assooiated with possible training delivery systems. Finally, Chapter 

X summarizes the various findings assooiated with the evaluation of training 

delivery and the needs identified. These needs include: 
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Further investigation into the feasibility and advantages of coor~ 
dinated criminal justice training for Minnesota Peace Offic~ 
is needed. 

There is a need to obtain legal opinions on whether and by whom 
selection standards can be implemented as enrollment criteria 
for certified programs; aqd/or to pursue the feasibility of 
informing applicants to certified programs of standards that 
will be applied at licensing and of having the standards vol
untarily imposed. 

The ~ 2f training for recruits who are hired without training 
needs to be specified and attention needs to be given to the 
problem of offering training soon after (or prior to) the exercise 
of authority. 

There is a need for supplementw ~ training by individual 
agencies with particular attention to: 
a) the difficulties of small agencies, and 
b) the difficulties of de::::igning a program for graduates of 

three different training processes. 

Regional training facilities are needed to increase the convenience 
of training for Hinnesota law enforcement personnel; with particular 
attention paid to vo-tech and/or college locations to avoid costs 
of entirely new facilities; and with particular attention paid to 
problems of oversupply_ 

~pro~ facilities are needed, especially to facilitate the use of 
audio-visual equipment and student skills practice. 

~ mandatory training course m excess 2f. ~ current ~ ~ is 
needed for officers not trained by a certified va-tech or college 
program. 

There is a need for peace officer training programs with suffidientl~ 
small classes 5!:!!.9. with sufficient ~ t9. enable extensive student 
participation. 

M.andatory training t£L all l2.eace micers is needed. 

Expansion of the coverage of the reimbursement program is needed if 
the regular mandatory program is to be encouraged. 

Successful completion of a basic course for instructors, periodic 
refresher training for instructors, and regular review and eval
uation of instructors' lesson plans and classroom presentations 
are needed.:-- ~c> 
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BASIC TRAINING CURRICULA 

Section C, nThe Mandatory Basic Training Program--Description and Eval-

uation,n focuses on the mandatory basic training course offered by the BCA • 
. 

The course is described in Chapter XI in tenns of course topics and hours 

per topic. ~his infonnation is ccmpared to courses offered by Minneapolis, 

St. Paul, and the State Patrol, as well as to basic training programs in 

other states. 

Survey data relevant to the basic course ~re reported in Chapter XII. 

Opinions of trainees obtained from end-of-course evaluations on course topic 

importance, time spent, instruction, materials, and methods are reported. 

Self-evaluations of job preparation and perfonnance from two samples of grad-

uates (one with six months and one with three years of post-training job ex-

perience) address the adequaqy of the recruit training; that is, areas in 

which graduates feel especially well or poorly prepared might indicate the 

quality of training. Supervisors of BeA graduates and a subsample of train-

ing officers also have rated the job preparation and perfonnance of recruits. 

Surv~ data obtained from samples of graduates and supervisors contain opin-

ions of the most and the least valuable topics, as well as indications of 

tasks for which BCA-trained recruits have not been prepared. 

Chapter XIII reports results of the job analyses. Investigations of the 

activities of suburban police officers, of southern rural law enforcement per-

sonnel, and of northern Minnesota peace officers have been compared to the 

content emphases of ?.:.he BCA course to assess the job-relatedness of the basic 

training program. The concern here is not only to ensure that officers are 

prepared for entry-level tasks in the training program but also to discover 
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-------------------------------- -- - - -- --

if tasks perfonned differ sufficiently by cormnunity type to ;'Tarrant differ-

ent types of training programs. 

Chapter XIV summarizes the three types of analyses that evaluate the 

basic course and points to areas in which findings converge or diverge. The 

assumption is that if findings of three separate and different evaluations 

(i .e., content, survey, and job analyses) converge, one can be more confident 

in conclusions. The chapter indicates needs identified in the course evalua-

tion. Needs include: 

~ ~ .9; ~ 12 expand ~ regylar mandatory basi.£ training 
Eregr~ ~ officers without vo-tech £E colleg~ Ereparatorx 
traini~. 

~ ~ ~ ~ to increase skills Eractice .f9£ students ~
rolled ig ~ three twes £f preparatoz:x; programs. Meeting 
this need ..,ill be most problematic in the college route, 
since academic courses are not skills-oriented and since 
the skills course is expected to be quite short. 

~ i s ~ ~ 19 improve training 1!! parti cular curricuJum 
areas. Tabl e 1 surmnari zes the curri cul urn eval uati on. Areas 
~ed of most improvement are emphasized in that table. 
Although conclusions are based on the evaluation of the 
BCA program, they pOint to potential areas of need in all 
three types of programs. 

~ is ~ ~ 12E differenti~ training ig certain~. 
That is recruits from different types of agencies required dif
erent amounts of training time in certain curriculum areas. 
Provision of differential training is more complicated in the 
neW training delivery system. Fewer students will be attend
ing the regular mandatory program, making electives less 
feasible; and students in the vo-tech and college programs 
will not be hired and hence will not know the needs of their 
employing agenci es. Therefore, 

Possibilities £f providi~ differential training ~ 
~ through ~ system £f electi ves ~ 12 .~. Eursued. 

Table 2 includes suggestions for possible areas of differential 
training and indicates the chapter of the full report in TlThich 
the suggestion was made. 
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TABLE 1 

IDENTIFICATION OF GENERAL TRAINING NEEDS IN THE MANDATORY BASIC CURRICUUJM8 

AREA OF TRAINING WHERE NEED IDENTIFIED 

Estimated 
i 

Low Perceived Problems with Need for More 

CURRICUUJM AREA 
Training b' More Time 

Contribution Neededc 
Value! d Instruction! Practice! 

Importance Materialsc,e Involvement 

Defensive Tactics 

Alcohol, Tobacco, Fire
arms Regulations 

Oral Communication 

Pub lic Re la tions ::::::::::::::::::::;:;:::::;:;:::;:;:;:;:;:::::!:::::;:;; 

Wr it te n Rep or t s f~:~:~:;:;:~:~:;:;:::;:;:;:;:~:;:;t~;:::::::::::::;:;:; 

Firearms 

First Aid 

Traffic and Accidents 

No J 

No * C 

No * 

Yes 

Yes 

Yes 

Yes 

Yes 

o 

No 

No 

o 
_ ::::::::::::::;::;:::::; Yes* 0 gi:i;;:i~~:i:::;;;:::::;;: 19;;::;;i:::;:i:;:i:i:mi;;;;;;;i:;~: Yes· ::::::;:::;:::::::;::::::::::::::::~::: Ye sh::::::::::::f. , 

_ :;:::::::~:::~:i:::::~:; Yes*i i:::::::::::;::;;:;;;;;:;;: ? ;:::::;;;:::::;=:=;:;::::=;:;:::::;::;:;: Yes ;:;;:;:;:::;:::::::::::::::::~:::::::: Yes ~:::::::::::;: 
Yes j No • No Yesk 

No * 0 1 No Yes
k 

No * 0 No No Yes
k 

Patrol (including 
S ervi ce and D orne s tics) ;:::::;:;:::::;:;:::::;:::;: _ ~~;:::;:;:;:;::::::::; Yes * 0 1 i::;:::::::::::::::m N 0 ::::::::;:::;:::::;:::::::;:;~:~::::;::::: Yesl:~~:::::::~~::::;:::;;~::::::~::: Ye s ~~:;::~:~::~ 

Arrest (including 
Stopping Procedures) 

Physical Training 

Functions of Agencies 

Mental Health 

m -
+ 
+ 

Yes C 

No * 0 

No * 0 

No 

o 
Yes 

Yes 

No 

o 
Yes 

Yes 

Yes 

o 
No 

No 

C Q n f e S 5 i on s· ;:~:;!~:~:~:~:~:~:;:::::::~:::::~;:~:::i:~i:i:;~:~:~:i:::~:!:i:~:!::~:::i: + :::::~:::~:~::~:::::::~ ~ 0 * IJ :::::::::::::~:::::::~:::r~ Ye s i~~:~:;:;:;!;:;~:~:~:~:;:~:;:;:~* Ye s ~~~*;::~:~:~;:;:i~:~:~~::~:~ Ye s ~:~:~;81r.f. 

Search and Seizure + ' 'Yes [] No No No 

Juvenile Issues 1/////.///////////////.+ W//,Oj No * [J '1"///////' No V$//////& No, ~ No ~ 
Criminal vode + No * ONo Yes No 

Criminal Investigat1on~+ W////; No .,. a r/////h. No '@//////////, Non ~ 1n~ 
Narcotics + Yes [J No No No 

Crime Prevention W///$/////////O. '1 ~ No * a ~ No '@//////////, No ~ No ~ 
, " 

Courts 1 No * No o o 



~e following symbols are used in the table: - = low; + = highJ 0 = no evidence; 

b 

1 = conflicting eVidence; * = based on evidence from content comparisons (Chapter XI); 
0= based on evidence from survey data (Chapter lCII); .6.= based on evidence from job 
analysis (Chapter XIII). 

Estimates of training contribution are summarized in Figures 12.3 and 12.4. See dis. 
cussion of tables for basis of estimates. 

cConclusions on the need for more time from recruit evaluations are based on Whether the 
topic ranked in the top ten; conclusions on problems in instruction or materiais based 
on whether the topic ranked in the bottom ten. If one but not the other set of com
parisons in Chapter XI suggested the need for more time, the topic is not included as 
needing more time in this summary (e.g., T~affic). 

~erceptions of value are summarized in Table 12.15. See discussion of that table for 
basis of conclusions. 

enased on recruit course evaluation of instruction and helpfulness of materials. 

fDefensive Tactics, however, ranked seventh in recruits desire for more time (Chapter XII). 

~ecruits do not desire more time for the Human Rights segment of this category. Recruits 
perceive Human Rights of low value. 

hln partic:ular, students suggested more discussion for the area of Human Relations. 

iRecruits do not indicate a desire for more time in the area, although the BaA program 
includes fewer hours than do other programs (Chapter XI). 

jRecruits would desire more time. In comparison to other Minnesota programs the BaA 
program includes sufficient hours, but not in comparison to other states. 

kConclusions based on discussion in Chapter XII, pages 278-291. If the training contribu
tion is low, but no needs can be identified, then one could assume more practice is needed. 

1 Conclusions are largely for Service and Domestic~, rather than for the broader category 
of Patrol. 

~ese topics are rated of low contribution since no training is provided. 

nSome small topics within the category of Criminal Investigation received low ratings 
. for instruction and material, and received suggestions for more student involvement. 

1M = In most need of improvement 

f(~l= In least need of improvement 



TABLE 2 

IDENTIFICATI9N OF DIFFERENTIAL TRAINING NEEDS 
, -! 

CHAPTER IN WHICH NEED ID ENTIFIED 

Chapter XI Chapter XII Chapter XIII 
~llJM AREA Content Surver Data Job AnalIsis 

Breathalyzer X 
Radar X 
Firefighting X 
Physical Fitness X 
Laws of Arrest X 
Techniques of Arrest X 
Search and Seizur~ X 
Rules of Evidence X 
Criminal Code X 

X4 Criminal Investigation X 
Traffic X X 
Patrol X X 
Juvenile Issues X X 
Crime Prevention X 
Alcohol, Tobacco, Fire-

arms Regulations X 
Sheriff Activities (e.g., 

jails, serving papers) X X 

a 
One activity classified as ''Preliminary Investigation" showed 
frequency differences. Several activities under "Setvice 
Calls" in Chapter XIII which correspond t.o topics under 

i 

L "Criminal Investigation" also showed frequency differences. 

-----------------------------~ 

12 
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MINNESOTA PEACE OFFICER RECRUITS 

Section D of the full report, "The Minnesota Peace Officer Recruit," 

focuses on the persons trained in Minnesota. Chapter XV describes officers 

who attended the BOA basic course during the 1976-77 school year and includes 

comparisons to graduatea of 1973-74 and to a group of 1976 Alexandria vo-tech 

graduates. BOA trainees appear to be a heterogeneous group in terms of age, 

education, and veteran status. Recruits appear to have more education than 

in the past. The Alexandria students are younger, generally do not have a 

military background, generally have vo-tech education only, and are a rel

atively hanogeneous group. Types and extent of past experience differ 

among the BCA recruits but on the average they appear to have more previous 

experience than do the Alexandria graduates, though perhaps sc::mewhat less 

than earlier BCA graduates. 

Analyses of recruit attitudes discovered fm~ relationships with back

ground characteristics. There was a suggestion that education might be 

related to some opinions on the police role, but more evidence is needed. 

It is apparent, however, that the va-tech students have differerttperspec

,tives on some law enforcement issues than do other recruits. 

Analyses.of the agencies and communities represented by trainees 

again indicate diversity among the regular BCA recruits. Five recruitment 

patterns are summarized in Figure 2. These paths to various law enforce

ment careers represent tendencies discovered from the recruit data, but 

certainly not all Minnesota recruits fit into one of thel'3e types. One 

set of recruits are younger, have little military experience, have less 

13 



FIGURE 2 
RECRlII't'MUn' rATTER..'lS OF MT:-:NF.f.OTA PtACI! OFFICERS 

., 
B ACKGROUND 

I i 
PAST CRIM-

RECRUIT. INAL JUS. 
MENT PAT- TICE EXPER- TYPE OF AGF.NCY TRAINING 

TER..'J TEXCE EDUCATION AGE VETERAN TRAINING ~IPLOYING AGENCY ARRANCEMENTS 

0 II More More Mixed l11xed BCA only ~ POLICE ~ More training 

Larger size 

< 
Larger community More recruit 
Metro area supervision 

[2] I More Lass Mixed Mixed BCA only ~ POLICE -+ LoslI training 

Smaller size 
Smaller community Less recruit 

-t Outstate supervision 

. 
[2J 'I Less More Older Mixed BCA only ~ ~ SHERIFF r-t' More txaf.ning '. Metro area 

~lixcd agency 
Nixed community More recruit 

< I .and sizes irupervision 

8 \1 Less Less Younger Mixed BCA onlyJ- ~ SHERIFF f-+ . Less training 
Outstate 
Mixed agency 
Mixed community Less recru1.t 

and sizes supervision 

.. 
[J I Less Average Younger Less Alexandrij--

Military Va-Tech 





past criminal justice experience, have an average educational level \Ocl th a 

uniform type of education. These recruits have dhosen the vo-teoh route to 

law enforcement and tend to be recruited by smaller, outstate police agen

cies in smaller camnunities (see p~ttern 5 in Figura 2). 

Jlmong the BCA trainees those with more past experience have been 

hired by police; ,agencies. Within this group recruits with more education 

are more likely to be employed by a larger agency in a larger, metro area 

camnunity (patte:rn 1); those with less education are more likely to be 

found in smaller" outstate agencies and camnunities (pattern 2). 

The regular BCA trainees with ccmparatively less past crimihal jus

tice experience tend to be hired by sheriffs' offices. Those with more 

education and those who are scmewhat older are more likely to be in metro 

area offices (pattern 3), while younger and less edudated recruits are more 

likely to be hirE~ by outstate agencies (pattern 4). 

Figure 2 includes information on training arrangements assooiated 

with each type of agency. Different types of agencies recruit different 

types of officers; these agencies then provide different levels of addi

tional training and supervision. The larger metro area police agencies 

and metro area sheriffs' offices have more training arrangements and pro

vide more supervision of new officers than do the smaller, outstate police 

or outstate sheriffs' agencies. 

Chapter XVI reports analyses of recruit background characteristics 

with measures of training performance (test scores) and job performance. 

The only significant finding is that recruits with more formal education 
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perform better in training. Analyses are limited, however, by diffioulties 

of devising adeqUate measures of training and job performanoe. 

The implioations of analyses of Mlnnesota peaoe offioer reoruits for 

the oonduot of training programs are. suggested in Chapter XVII of the full 

report. Implioations for the regular mandatory program inolude: 

materials geared to the high sohool graduate level are needed; 

partioular attention to smaller, outstate agency problems is 
needed; and 

a ourrioulum based on the assumption that reoruits will have 
little training and supervision after returning to the job 
is needed. 

Implioations for the shortened skills oourse inolude: 

materials geared to the level of those with 14 to 16 years of 
eduoation are needed; 

partioular attention to the problems of larger, metro agenoies 
is needed, if past reoruitment patterns summarized in Figure 2 
oontinue toholdi 

a ourrioulum based on the assumption that reoruits will have scme 
training and supervision afte'" returning to the job is needed, 
if past reoruitment patterns summarized in Figure 2 oontinue 
to hold. 

CURRENT TRAINING ISSUES AND SOME RECOMMENDATIONS 

The purpose of this final seotion is to summarize the ambiguities and 

areas of need identified during the evaluation and to propose solutions to 

solve them. The disoussion will be organized in terms of the state agenoies 

responsible for meeting the needs--l) The Mlnnesota State Legislature, 2) 

The Mlnnesota Board of Peaoe Offioer Standards and Training (MBPOST), or 3) 

The Training Seotion of the Bureau of Criminal Apprehension. 
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THE MINNESOI'A SI'ATE LEGISLATURE 

A major step toward upgrading peace officer training in Minnesota 

was taken by the state legislature in 1967 with the passage of the Peace 

Officer Training Law. Subsequent amendments and Attorney General Rules 

and Regulations tightened training requirements. Legislation passed in 

1977 has substantially changed the situation, particularly by integrat. 

ing academi c law enforcement progI-ams into the training deli very system 

(see Chapter II of the full report for a thorough discussion of legisla-

tioni and see Figure 1 for a clarification of three training routes to a 

law enforcement career). The passage of relatively comprehensive legisla-

tion in 1977 means that few immediate training issues need legislative 

attention. There are three issues, however I which the legislature could 

address. 

Time ~ Mandatory Trainin~ 

The Peace Officer Training Law specified that officers should be 

trained within 12 months of their employment, but 1977 amendments elimin-

ated reference to the time of training. By law (826.843 f,g) the time of 

training is an issue for the MBPosr to rule on, although the legislature had 

chosen to address the issue previously. 

The following training need was identified in this report (see Chap-

ters VI, VII, X): 

~ ~ ~ trainin,,9; f2E re£!:~ ~ ~ hired before they: 
~ licensed ~ !2 ~ ~pecified ~ attention ~ 
~ ~ given !2 ~ Eroblem~ £f offering training ~ 
~ (.2! Jprior j;2) ~ ~~ £f authority. 
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If vo~tech and academic programs are certified, then their graduates 

would be trained and licensed prior to employment and hence prior to the 

exercise of authority. The issue remains for officers who are hired and 

then sent to regular mandatoxy basi9 training. Since fewer recruits are 

expected to attend the regular basic course and therefore fewer classes 

may be scheduled, it is likely that obtaining training shortly after (or 

prior to) employment will became more difficult. 

Fram the perspective of citizens who deserve equal protection fram 

trained officers, and based an the identification of training needs in this 

report (see Chapters VI, VII, X): 

It is reccmmended that all officers should bl:.~ trained I 
~rior to the exercise of authority. _ 

Adoption of this recommendation is likely to have a particular impact. 

Agencies hiring a recruit with no training might need to wait several months 

or longer before that recruit could be trained. If the recruit could not 

exercise authority, the agency might prefer instead to hire a person already 

trained and licensed. The effect of adopting this recommendation would be 

to further encourage the certified college and vo-tech routes to a law 

enforcement career. As has been pointed out throughout the full report, 

other incentives also are operating to encourage the academic and va-tech 

routes. 

Although reguiring training prior to the exercise of authority may 

impose hardships on smaller agencies that need to fill manpower needs immedi-

at ely , the new training deli vexy system will provide a pool of trained person-

nel t'rcm which these agencies could hire. This opportunity has not existed 

in the past. 
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Mandato!y Training ~ ~ ~ Officers 

Legislation has permitted officers in communities less than 1,000 

popt'lation to be exempt from training requiranents. In 1977 attempts to 

f:.>liminate this exemption failed. 

Prior to 1977 mandatory training would have been a real hardship on 

agencies in these small cormnunities. The costs of training and the burdens 

of finding alternative manpower while the officer was being trained were 

genuine problems. However, the effect of 1977 legislation will be to create 

a pool of trained persottne1 available for empl~ent (i.e. the graduates 

of certified academic and vo-tech programs). In light of the expected 

availability of trained personnel and in light of training needs identified 

in this report (see Chapter VI and X): 

It is recormnended that all peace officers, including 
those in communities less than 1,000, should be 
trained. 

The issue of training part-time persanrlel, another group that generally has 

not been trained, is raised in the section of recanmendations for MBPOSI'. 

As with mandating training prior to the exercise of authority, adoption 

of this recommendation would have the impact of encouraging agencies to hire 

graduates of certified vo-tech and college programs rather than untrained 

personnel. 

~ Reimbursement Program 

In the past the training board has operated a program to reimburse local 

cormnunities for the costs of training law enforcement personnel. Legislative 

allocations vary but reimbursement generally has been about 50"/0 of local costs. 
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The National Advisory Commission on Criminal Justioe Standards and Goals has 

argued that reimbursement should oonstitute 100"/0 of oosts (see Chapter VI). 

Sinoe the reimbursement program has not been an objeot of this evaluation, 

the purpose of this seotion is to cl~rify the implications of the reimburse-

ment program rather than to recommend a particUlar course of action. 

If the reimbursement program is maintained or increased: 

1) an incentive is provided to a local carmntmi ty to hire 
untrained personnel, while all of the other inoen
tives provided by 1977 legislation and the reoommend
ations above are to hire trained graduates of certified 
college or vo-tech programs. 

2) the state will be subsidizing training through three 
processes--
a) subsidization of vo-techs (if certified) 
b) subsidization of state college or university 

programs (if certified); 
c) subsidization of regular mandatory basic training 

through the reimbursement pr('lgram. 

If the reimbursement program is decrea.sed, 

1) 

2) 

a further incanti ve is provided not to hire untrained 
personnel but to hire a traineCl!jraduate of a oerti
fied vo-tech or academic program; 

the state would be subsidizing training primarily 
through the certified vo-tech and state college 
and university system. 

TEE MINNESOTA BOARD OF PEACE OFFICER STANDARDS AND TRAINING 

The Minnesota Board of Peace Officer Standards and Training is 

responsible for issuing rules regarding mandatory training (see Chapter II 

of the full report for areas in which MBPOST can rule). As a result most 

Qf the ambiguities and needs highlighted are within the range of MBPOST 

authority. 
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The MBPOST can certify mandatory basic training programs, preparatory 

academic programs, and the shortened skills courses. A variety of specific 

issues need to be addressed concerning these potential basic training pro-

grams. The questions are listed ;t.n Table :3. 

While a host of issues need to be addressed, resolving a fEM major 

questions would help to answer scme of the more specific questions. Two 

issues, in particular, appear to require priority attention--the content of 

the minimum basic training curriculum and the location of training facilities. 

Figure :3 suggests a path of decision making, in~cating how the specific 

issues can be addressed after these two major problems are solved. Readers 

may want to follow Figure 3 as they read the remainder of this section. 

Minimum ~ Training Curriculum 

Since 1971 the minimum basic course of study has been 280 hours with a 

certain number of hours required in 15 subject areas (Attorney General Rule 

#202). The MBPosr may continue this rule, or it may establish new curriculum 

requirements. 

The curriculum evaluation reported in Section C of the full report 

identified the following general training needs: 

1. ~ total ~ i!1 ~ ~ Erogram, 

2. ~ skills practice !!!. the basic ;program, ~ 

3. attention 12 problematic curriculum ~ where 
training contribution appeared !2 £!;; !2!:! 
(see Table 1 above). 

In addressing particular curriculum requirements and these needs, 

the Board can follow two broad courses of action. One alternative is to 
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1,. 

2. 

3. 

4. 

REGUIAR 
MANDATORY BASIC TRAINING 

Who will offer the basic 
course? 

Where will basic programs 
--oe-"offered? 

~ must an officer at
tend basic training? 

What will be included 
~ the basic cuuiculum? 

5. !!2:!! long will the basic 
course be? 

6. ~ freguently will the 
basic course be offered? 

TABLE 3 
QUESTIONS REqUIRING RESOLUTION BY THE 

MINNESOTA BOARD OF PEACE OFFICER STANDARDS AND TRAINING 

i 
1. 

2. 

3. 

VO-TECH 
IAW ENFORCEMENT PROGRAMS 

~ programs will be 
certified? 

~ ~ of program will 
the vo-techs be certi
fied as--regular or 
preparatory academic? 

Which students will be eli
--gIble to attend? 

4. What will be included in 
--ehe vo-tech curriculum? 

5. !!2! Ions will-the program 
be? 

PREPARATORY ACADEMIC PROGRAMS SHORTENED SKILLS COURSE 
I i i 
1. ~ programs will be 1. !fug, will offer the skills 

ceJ:tifie' '~ course? 

2. Which students will be 2. Where will the skills 
~itted to attend? ~rse be offered? 

3. What will be included in 3. When can a student attend 
--ehe academic cuuiculum? --ehe skills course? 

4. !!2! long will the academic 4. 
program be? 

~ students can attend 
the skills course? 

5. What will be included in 
~e skilis course cur

riculum? 

6. .!!2!:! long will the skills 
course ,be? 

7. !!2! frequently will the 
skills course be of
fered? 

i i 
1. 

2. 

3. 

4. 

5. 

6. 

ADDITIONAL QUESTIONS 

Should a ~ training 
program be implemented 
as part of the basic 
program? 

S1i.ould student skills 
eractice be fUrthe'r 
encouraged? 

Should instructor ~~
cations be tightened? 

Should the possibilLcy of 
coordinated criminal 
1ustice training be con
sidered? 

Should differential train
.!!!g ~ be met atiCi'"TI 
so how? 

Should there be a Froba
tionary period a ter a 
recruit is hired; if so, 
how long and what would 
be involved? 
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FIGURE 3 
HBPOST DECISION PAnI, RECCHiEIIDED PRIORITIES AND SOME R!lCOHMF"'IJEI' ciOWTIONS 

--
... 4 • ESTABLISH SELi!CTION (ENROLUIENT) CRITERIA: l.e., "hieb students can enroll! 

recommendation: pursue the legal problems of mandatory enrollment 

~ 
criteria; and/or the practical problems of voluntary implementation 
of selection standards at the enrollment stage. 

1. ESTABLlSH !ll1IlMl:M BASIC TRAINING ClIRRlCUWM 

rec<x:cemi.ation: ~ S. ESTABLISH WHO IIILL PROilIDE THE INSTRUCTION AT REGIONAL LOCATIONS 
5. establish curriculum objectives recoo.nendatton: consult trainers and institutions involved. 
b. rCGot:r.iend minimum hours to meet these 

objectiVes 
c. recOl!lllend instructional technique. 

~ to m'!et these objectives (e.g., 6. ESTABLISH WHEN HIRED OFFICERS MUST ATTEND HANDATORY BASIC TRAINIRG 
l1::1it class s1ze to permit; more reconrnendati.ont prior to the exerctae of authority • 
.tud~nt involvement • . . ) 

d. establish a standardtzcd examination 
to validly measure recruit attain-
mcnt of these objectives -+ 7. ESTABLISH IlHETIIER COGRDINATED CRlMINAL JUSTICE TRAllliNG SHOUlD BE PURSUED 

i' 

1\ 
reconmendation: address this issue in conjunction with curriculum objec-
tives; then decide "hether the curriculum objectives adequately meet de-

lao DIVIDE CURRICUWM OBJECTIVES INTO 3a. CERTIFY ACADEMIC PROGRAMS 
."ires r:?r coordln&t.~d training. 

O~;ES TIIA'r 'CAN BI! COVERED BY PREPA- MEEtIllG PREPARATORY OBJEC- '-
R,\TORY ACAiOEMIC PROGRAMS AND BY A 

\ 
'rIVES 

SHORT SKILLS COURSE 
~ 

8. ESTAB LISH III1ETHER TO DI!\'ELOP A FIELD TRAINING PROGRAM 

recomnendatlon: develop a field training program to be implemented 1n aU 
agencies; assess problems of small agencies; and consider use of instruc-
tors at regional facilities .s coachl supervisors. 

/ 
3b. CERTIFY 4 OR 5 REGIONAL 

~19. ESTABLISR WHEtHER THERI! IIILL BE A PROBATIOlIARY PERIOD AFIER LICENSING FACILITIES THAT MEEt CUR_ 
RICUWM OBJECTIVES FOR 

~ 
reccmrnendationt require • probationary period that utilize. information 

2. I!ST.\BLISH R~IOllAL TRAINING FACILITlI!S 
REGUIAR MANDATORY AND I on recruit performance in the field training program, and, possibly in 
SHORT SKILLS COORSE TRAIN- regional in-service seminars for first-year employee!'. 

recor.:::;:e.r.datlon: INC AND THAT SATISFY RE-
a. assist Alexandria and HIbbing 1n GIONALCRlTERIA 

!:Ieeting certification requirements 
4 10. ESTABLISH WHETHER DIFFERENTIAL TRAINING NEEDS SHOULD BE MET so that each can serve a8 a re-

I!i~r.al facility recOOIIIenda ticn: consider the possibility ef regional in-service seminars 
b. select metro and southern college 10- for first-year employees, a primary purpose of which would be training for 

cations specific agency needs. 

4- 11. ESTABLISH I/IlETIIER INSTRUGTDR QUALIFlCATIOI{S SHrulD BI! TIGlrtENED 

recr.mnendationt tighten qualifications and require evidence of adequate 
performance, 



require certain hours in curriculum areas as has been done in the past. 

Reliance on hours, however, can lead to a belief that if a certain amount 

of time is spent on a topic, then the topic is adequately covered. This 

evaluation has argued that other asp~cts of presentation--quality of instruc-

tion, materials, methods--can be as important as the number of hours in effec-

tively teaching subject matter. Moreover, a desire for more flexibility 

I from MParB required hours per curriculum area has been expressed. 

A second alternative is to establish learning objectives or perfor-

mance objectives (i.e., what must a recruit know; what must a recruit be 

able to perform?) and permit each training academy to meet the objectives 

in its own way. The MBPosr could reconnnend (or require) minimum hours and 

certain instructional techniques that would facilite the meeting of these 

objectives. Ability to train recruits who can meet the objectives, rather 

than the hours per se, however, would be the criterion to judge whether 

academies are meeting minimum requirements. 

The MBPQsr now has at its disposal a tool to make this latter course 

of action more workable. The licensing law, which now governs the activities 

of MBPQsr (see Chapter II for a discussion of 1977 legislation), states that 

all state licensing boards: 

1 

shall use national standardized tests for the 
objective, non-practical portion of any exami
nation given to prospective licensees to the 
extent that such2national standardized tests 
are appropriate. 

See for example, the MParB Task Force of the Basic Training Curriculum 
Report, page 8. 

2 Minnesota Statute 214.03. 
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In addition, the amended Peace Officer Training Law how states that the 

Board has the power and duty to license officers "who have satisfactorily 

completed certified basid training programs, and passed examinations ~ 

1 rzquired !?l ~ Board/' Thus the Board can establish a standardized exam-

ination for graduates of three training processes--l) regular mandatory pro-

gram (now the BeA 280-hour course); 2} certified va.tech programs; and 3) 

certified academic programs followed by the certified skills course. If 

the Board can establish curriculum objectives, and if the Board can adopt 

a licensing examination that can validly test the acquisition of these objec-

tives, then it can be as assured that recruits are receiving a course of 

study meeting minimum standards as it would if it had. set minimum hours in 

each curriculum area. 

It is recormnended that the MBPosr establish: 
1. curriculum (perfonnance and learning) objectives; 
2. recommended minimum hours to help to meet these 

obj ect! ves i 
3. recommended methods of instruction to help to meet 

these objectives (e.g. limiting class size to 
enable more student participation); 

4. a standardized licensing examination that validly 
assesses the ability of recruits to meet the 
obj ect! ves • 

Since establishment of perfonnance and learning objectives and an 

examination to measure attainment of these objectives is the MBPOST's 

primary tool to assure both quality training and some standardization to 

an increasingly diversified training process, these tasks need to be 

implemented with extreme care. It is suggested that final establishment 

of objectives and examinations be accepted as long range ~tOals (e.g. hlO 

or three years) and that perhaps requiring minimum hours and instructional 

IL 

~nnesota Statute 826.845 (d), emphasis added. 
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techniques be used as short-term methods to assure quality training while 

the long-term goals are being pursued. 

In adopting these recanmendations the MBPosr could use results of 

the curriculum evaluation in Secti~ C, especially in estaolishing short-

term guidelines of minimum hours and methods of instruction. For the long. 

term goals of learning and performance objectives, literature.fram states 

that employ such objectives (e.g. Washington, Oregon) could be a useful 

resource. Assistance in designirlg an examination that can validly assess 

attairunent of performance objectives probably would be beneficial. 

Location £f ~ning Facilities 

The training delivery evaluation identified the continued desire of 

many Minnesota law enforcement personnel for regional fa.'dli ties. The 1977 

legislature also required that the skills course and additional in-service 

training be made available regionally. In its duty of certifying training 

programs, the MBPosr will need to consider both the legislative mandate and 

law enforcement concern. Cost considerations are of course essential too. 

Two decisions are involved here. First6 what are the specific loca-

tions? Second, which training programs will be offered at these locations 

(e.g, regular mandatory, academic, skills, in-service)? 

In deciding on specific locations: 

It is recommended that the facilities of the two 
vo-tech law enforcement programs (Alexandria and 
Hlbbinq) should be considered. 
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Thi s reoormnendati on does not mean that thi 13 proj eot is advi sing 

the oertifioation of these programs as th~ are. Seotion C provided 

some evalua.tion evidenoe on the Alexandria program, but neither program 

has been evaluated thoroughly en~ugh by proj eot personnel to pass on the 

issue of oertifioation. Instead, 

It is reocmmended that after establishing ourrioulum 
requirements the Alexandria and Hibbing programs 
should be oonsidered for oertifioation; if the 
programs fail to meet oertifioation requirements, 
assistanoe should be provided to help them meet 
neoessarv standards. 

Additional faoilities would be nf3eded at a metro looation(s) and 

southern Minnesota looati on. 

~~~----------~~~--~~~~~----~~----~-~~ It is reoormnended that the MBPosr oonsider possib'1e 
training faoilities at oollege looations in the 
metro area and in southern Minnesl:>ta. 

The oolleges should be ones with oertified preparatory aoademio programs. 

Eaoh faoility oould servioe the required skills oourse for graduates of 

that aoademio program, as well as graduatss of other oertified aoademic 

programs in the region. This reocmmendation is b.ased on the legislative 

mandate to offer the skills oourse regionally and on the evidenoe in 

Chapter VIII that expansion of ocmmunity oollege faoilities would be less 

expensive than vo-teoh ones. l Moreover, there is no indioation that the 

vo-teoh system desires to oreate new law enforoement programs. 

Onoe potential training locations are identified: 

It is reoormnended that the MBPosr pursue the possibility 
that eaoh looation servioe as many ~raining needs as 
possible. 

lAs in Chapter VIII this statement is based on the oosts of oreating 
a new vo-teoh program. The ourrent program freeze however means that if 
a new law enforoement program were established, another program would be 
cut baok, thus drastically reducing oosts. 
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) Sinoe the demand for neW law enforoement persormel is limited and not likely 

to expand (see Chapter VIII), diversifioation of faoilities makes more sense 

if eaoh faoility oan offer a variety of training. In partioular: 

Would the two vo-teoh programs provide faoilities for the 
graduates of oertified academ:Lc programs in their regions 
(i.e. for the skills course)? 

Would the vo-tech and college faoilities be able to servioe 
the regular mandatory oourse for reoruits hired without 
training? 

Would the vo-teoh and oollege faoilities be able to handle 
in-servioe seminars for offioers in the region? 

The more that the vo-tech and oollege facilities ohosen for certification 

could become major regional trainiug locations, the more economically fea-

sible they would be. 

Additional Issues .-

Once the two major issues of currioulum and looation are solved and thus 

the ohoioe of speoifio programs for certification made, a few secondary needs 

still remain (see Figure 3 to follow the decision path). 

~~ Provide The Basic ~ Skills Training? 

This evaluation carmot provide a direct answer to this question. The 

BCA could continue to provide the training, or instructors located at the 

vo-tech and academic institutions could. 

It is recommended that the MBPosr should consult the 
instructors and institutions invQl~ to obtain their 
input; and MBPOST should obtain information on costs 
involved under each arrangement. 

28 

.1 
1 



~ £f MandatoEY Basic !!aining 

The question of when mandatory basic training should occur is 

discussed in the previous section on possible legislative decisions. MBPosr 
. 

can rule on this issue. As before: 

:tt is recommended that training should occur prior to 
the exercise of authorit • 

MBPosr members should be aware that the difficulties of scheduling training at 

the time of hiring are great and that adoption of this recommendation would 

probably mean the eventual phasing out of regular mandatory basic training. I 

Enrollm~ Criteria 

In Chapter IX difficulties of implementing selection standards 

were explored for the vo-tech and college students who would be trained prior 

to employment. Traditionally selection standards have been implemented at 

the time of employment which has been prior to training. Two courses of action 

appear to be available to MBP0':;£, both of which entail problems. First, 

It is recanmended that the MBPosr should obtain a 
legal opinion on whether selection criteria can 
be applied as enrollment criteria into certified 
training programs; and if so, to obtain a legal 
opinion on whether the educational institutions 
ca."1. imQlement the standards. 

Even if enrollment criteria are legal, this reccrmnendation entails dif-

ficulties. Since most applicants will be juveniles, criminal history records 

would be limited for a complete background search. Therefore, an alternative 

is that: 

IThe di.scussion in the previous section noted that other incentives 
encourage agencies to hi.re graduates of certified vo.tech and college 
programs. It is possible that other factors would be sufficient to elim
inate the demand for untrained officel;'s and in turn for regular mandatory 
basic training. 

29 



It is recanmended that the MBPOSI' should pursue the 
feasibility of informing applicants to certified 
law enforcement programs of the selection standards 
that will be imposed at the time of licensing and 
of encouraging those who cannot meet the standards 
not to enroll. 

. 
For this recanmendation to be feasible two questions would have to be 

addressed. Could the MBPosr draft sufficiently specific and unambiguous 

selection criteria to make voluntary application of the standards workable? 

Second, could the MBPosr arrange to make "practice" examinations (e.g. 

psychological, aptitude .. camnuni cati on, or whatever will be required at 

the time of licensing) available for applicants who want accurate assess-

ments of their future ernployabili ty? 

Coordinated Criminal Justice Training 

Information in Chapters VI and VII of the full report was in-

sufficient to lead to a recanmendation to pursue coordinated training, but 

waS sufficient to suggest that the issue should be investigated further. 

Two points are relevant here. First, once the MBPOST decides on the details 

of the new training system, it would be very difficult to backtrack and 

revamp the system should coordinated training be deemed desirable in the 

future. A decision now on whether or not to pursue the issue would be benefi-

cial. Second, by certifying preparatory academic programs in law· enforce-

mentl criminal justice, coordinated training is being encouraged i.mplici tly. 

The college programs (see Chapters IV and XI) generally provide an ori enta-

tion to the entire criminal justice system. Students with career objectives 

in areas other than law enforcement are frequently enrolled. 
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It is recommended that the MBPosr should: 
1) specify the extent of exposure to the entire 

criminal justice system in its currioulum 
objectives (see Decision 1 in Figure 3)i 

2) specify whether the objectives apply to prepar
atory academic programs or to other basic 
training programs; and 

3) decide whether these objectives are sufficient 
to satisfy the national recommendations for 
coordinated criminal justice training 
(Chapter VI) and Minnesota law enforcement 
interest in the notion (Chapter VII). 

Evidence in Chapters VI and VII led to the statement that there 

is a need for a period of field training following the basic program. While 

Minnesota law enforcement personnel desire more practice in basic training, 

they also perceive a need for a field training period within the recruits' 

agency. 

A field training program would be especially useful in the n~r training 

system that is taking shape. First, since more officers are expected to be 

trained prior to their employment (i.e. the graduates of certified vo-tech 

and college programs), the within. agency training in the first year of employ-

ment may become even more important. For example, currently most recruits 

work for a few months before training and have a chance to develop a sense 

of difficult areas, qUestions to ask during training, and so forth. In the 

future more recruits will be trained before they have job experience. They 

would have no chance to discuss problems discovered in their initial job 

experience. A period of formalized field training within the agency could 

help to fill this need. 

Second, a field training program could help to assure that graduates 

31 



of different certified programs (e.g. vo-tech, academic, regular mandato~) 

would receive sane standardized on-the-job training. 

Third, the MBPOSI' will need to detennine the status of the proba-

tionary period (now in effect through Attorney General Rule 206 c). If 

field training were part of the probationary period, better evidence could 

be obtained on which to decide whether to retain the recruit as a permanent 

employee. 

A formalized field training period could be used by agencies that 

currently provide their own basic training. Minneapolis, St. Paul, and 

the State Patrol in the future will be able to hire trained and licensed 

personnel, eliminating the need for a full basic training program. The 

field training period could be used by these agencies to teach recruits spe-

cific agency procedures and to provide the necessary on-the-job training. 

Given the strong support for and utility of a field training program: 

It is recarmnended that the MBPOSI' should develop a 
formalized field training program to be implemented 
by Minnesota law enforcement agencies for licensed 
recruits during their first, probationa£r, year of 
of em 10 ent 

The major difficulty in implementing such a program is that small agen-

cies lack the necessary resources. They generally need to use new recruits in 

a full-time capacity and may not have the manpower to provide a coach/sup'er-

visor. Therefore: 

It is recommended that the MBPosr should assess the 
problems of small agencies in implementing a field 
training program; and it should investigate the 
possibility of instructors at regional facilities 
spending several months a year as field training 
coaches in nearby small agencies. 
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Differential Training ~ 

The curriculum evaluation in Section C uncovered a number of 

areas in which different types of agencies appear to need different amounts 

of training. A cammon suggestio~ to meet this need is to provide same 

electives in the basic program. Agency heads could then choose training 

topics for their recruits that would benefit the agency.l This solution is 

problematic for the new training delivery system in which most prospective 

peace officers are expected to be trained prior to employment. Needs of 

the employing agency would not be known at the time of training. 

The vo .. tech and academic programs that are likely to be certified are 

much longer than regular basic training programs. In part the more extensive 

curricula can meet the differential needs--everyone will have more training 

in everything. Since fewer recrm ts are expected to attend the regular man-

datory course and since that course may eventually be phased out for lack of 

demand, it may not be worthwhile to invest resources in designing elective 

options in the regular basic program. Therefore: 

It is recommended that the MBPOST consider th~ possi
bility of a series of in-service seminars at regional 
locations designed for recruits in their first year of 
employment to meet differential training needs of their 
agencies. 

Specific suggestions for seminars Cfu"'1 be f01IDd in the curriculum evaluation 

(Section Cr summarized in Chapter XIV of the full report; see Table 2 of 

this summary). In addition, the in-service seminars for first-year recruit$ 

could provide a forum for discussion of problems encountered in their first 

experience on the job. Another possibility is to try to coordinate these 

1 See, for example, National Standard 16.2 in Chapter VI of the full 
report. 



seminars with the formalized field training program and with the recruit's 

probationary period. If all of these recommendations were pursued, the 

training routes described in Figure 1 would be completed with a probationary 

period described in Figure 4. The s.eminars could be reconnnended or required 

by the Board. Short seminars offered regionally should make them feasible 

for most officers to attend. 

The format of short, in-service seminars could serve an additional 

function. By law part-time personnel should be trained. There is no specific 

exemption for them as there is for small conununity officers. However, the 

BeA has not been able to handle part-time officers because available class 

space has been filled by recruits in full-time positions. Since part-time 

personnel generally hold other jobs, attending an eight-week: course in the 

metro area has created additional complications. 

The MBPOST will need to address the issue of whether to license part-

time personnel who have not been trained. By law they should be trained, but 

by past practice they have been exempt. Short regional seminars could pro-

vide a feasible way to provide training for these persons. Necessary skills 

and information could be taught in brief sessions at locations and at times 

that persons with other occupations could attend. l 

lData are not available on how many part-time personnel are employed 
in Minnesota. Staff of MBPOST estimate that there are approximately 300 
untrained, part-time personnel in the state. 

If seminars were arranged for part-time officers, it would need to be 
di scussed whether sepcrate classes would be held for them or whether they 
would attend seminars with trained and licensed employees. One possibility 
to consider is whether same basic information for part-time personnel could 
be handled through a correspondence course. Part-time officers could then 
join trained recruits in brief in-service seminars. 
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FIGURE 4 I RECOMMElIDED PROBATIONARY PERIOD TO FOLUlI/' THE TUREE TRAl1Il!.l!L Rt"JTES 
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Instructor Qualifications 

The National Advisory Commission recommended that instructor 

training and refresher training be required and suggested some minimum 

qualifications (see Chapter VI). CUrrently in Minnesota the only require

ments for instructors are a high school diploma (or equivalency) and two 

years experience as a peace officer 2r a college degree. Each instructor 

is to file lesson plans annually and is to be certified annually.l Since 

training in Minnesota is expected to became more diversified and monitoring 

of instructors therefore is likely to become more difficult: 

It is recormnended that the MBPOST should tighten 
instructor qualifications and require periodic 
evidence that instructors are performing adequately. 

Summa;x £f MBPOST Recommendations 

An effort has been made in this section to bring together the major 

ambiguities and needs that MBP0Sr must address in the near future. Areas 

in need of decisions have been clarified and priorities for decisions have 

been recanmended. Where evidence has been available from this evaluation, 

specific decisions have been recommended; in other cases only possibilities 

to consider have been raised. lUthough answers have not been provided to 

all of the questions raised (see summary in Table 3), at least the issues 

have been clarified and eValuation results have been used as the basis for 

recommendations when appropriate. 

IAttorney General Rule 204 a,b. 
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THE TRAINING SEC'I'ION OF THE BUREAU OF CRIMINAL 
APPREHENSION AND CJrHER TRAINING ACADEMIES 

The evaluation of the basic curricult.m is directly relevant to the 

Training Section of the Bureau o£ Criminal Apprehension and indirectly 

relevant to any institution that will provide basic training in the future. 

The recruit evaluation of the BOA course provides administrators and trainers 

information on trainee perceptions of topic presentation (e.g. instruction, 

materials* methods, adequacy of time). Additional infonnation on job prepar~ 

atien and performance in course areas provides an indicaticn of training 

contribution. Chapter XIV of the full report sU'l1Irla.rizes the curriculum 

eValuation and identifies a fmf general trainirtg needs. It is hoped that 

trainers and program administrators can use these needs as guides to curric. 

ulum improvement. It also is hoped that they will find the patience to read 

all of Section C since the sumnary chapter cannot include all of the sugges-

tions discovered during the evaluation. 

Specific curriculum needs will not be repeated in this chapter. However, 

a fetor findings relevant to the developnent of the new skills course and the 

continuation of the regular mandatory program are worth stressing. 

Enrollees in the two training programs ~nll be different. The skills 

course trainees will be college-educated; the regular basic trainees generally 

will not be. Analyses reported in Chapter xn of the full report indicate 

that the more educated recruits are least satisfied wi th the current pres en-

tation of the BCA program. Tha.t is, recruits wi th more formal education tend 

to rate the quality of instruction and helpfulness of materials sc.met-1hat Imler 

than do other recruits. In addition Chapter XJ[ notes that recru:i:.ts in the t\,TO 
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programs may well represent different types of agencies. g past recruit

ment patterns hold, the recruits with less fonnal education in the regular 

mandatory program will be more likely to be fran smaller, outstate agencies. 

Two reocmnendations follow fran these findings: 

It is reconnnended that trainers should consider 
ch~iging presentations of materials in the skills 
course to be more appropriate for college-educated 
recruits. 

It is ·reoonnnended that if it appears that recruits in 
the regular mandatory and in the skills course tend 
to represent different types of agencies, the possi
bility of meeting differential needs of the agencies 
represented should be considered. 

Consider an example of implementing the second recamnendation. Chapter XII 

notes that outstate recruits desire relatively more time for Criminal Inves-

tigation, while metro recruits desire relatively more time for Arrest and 

Juvenile Issues. If graduates of the skills course are more likely to be 

hired by metro agencies, and if recruits in the regular course are predom-

in~~tly from outstate agencies, then the two different courses could stress 

these topics accordingly.l 

IThe findings in Chapter XII on differential training needs were 
generally more canplex than this example. If evidence suggests that 
enrollees in the two programs c~)ntinue to represent different types of 
agencies, analysts could specify the implications of findings in Chapter 
XII for the development of program emphases. 
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CONCLUSION 

The inevitable emphasis of an eValuation is to stress what is wrong 

and what needs to be done. The Minnesota peaoe offioer training system 

does have problems and muoh remains to be done. However, the positive side 

should not be ignored. In 1977 the legislature amended the peaoe offioer 

training law, making signifioant ohanges in the system and meeting a number 

of problems. That legislation enoourages higher eduoation of peaoe offioers, 

enoourages a longer training period, and mandates regional training. The 

legislation admittedly has left same ambiguities, but it also has addressed 

a number of maj or problems. Further one should not ignore the generally 

high evaluations of the BCA ourrioulum. There is no doubt that reoruits, 

graduates, and supervisors have found the BCA basio program to be valuable. 

Evaluations have stressed areas of relative need, but readers should not 

ignore the generally positive results. 

The purpose of the desoriptive and evaluative information oontained in 

the full report is to oontribute to a training system that has been ohanging, 

that has been improving, and that has been well reoe! ved by the la~r enforce .. 

ment canrnuni ty that it serves. 
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APPENDIX A 

rOlICE TRAINING EVALUATION PROJECT REPORTS 



1. Police Training Evaluation, Research Design, prepared by the Evalua
tion Unit, Governor's Commission on Crime Prevention and Control, State 
of Minnesota, December~ 1976 .• 

2. 

3. 

4. 

5. 

I 
Peace Officer Training ~ Minnesota: ! Preli~inary Evaluation, pre-
pared by the Evaluation Unit, Governor's Comm;.ssion on Crime Preven~ 
tion and Control for the Minnesota Peace Officer Training Board, 
March, 1976. 

~ i£E Regional P1anneEJ: Addendum!£ Pe~ Officer Trainin~ iE 
Minnesota: Iina1 Report, prepared by Evaluation Unit, Crime Con
trol Planning Board, State of Minnesota, December, 1977. 

!2l£ ~inneapo1is Basic Police Training, a technical assistance re
port prepared by the Evaluation Unit, Governor's Commission on Crim~ 
Prevention and Control, State of Minnesota, June, 1977. 

In-Service Refresher Training, a technical assistance report pre
pared by the Evaluation Unit, Crime Control Planning Board, for the 
Training Section, Bureau of Criminal Apprehension, October, 1977. 

6. In-Service Crime Scene Processing Course, a technical assistance re
port prepared by the Evaluation Unit, Crime Control Planning Board, 
for the Training Section, Bureau of Criminal Apprehension, October, 
1977. 

7. In-Service Intermediate Command Course, a technical assistance report 
prepared by the Evaluat:ion Unit,' Crime Control Planning Board, for the 
Training Section, Bureau of Criminal Apprehension, October, 1977. 

8. In~Service Basic Investigation Training, a technical assistance report 
prepared by the Evaluation lJnit, Crime Control Planning Board, for the 
Training Section, Bureau of Criminal Apprehension, October, 1977. 

9. In-Service Advanced Investigation Training, a technical assistance report 
prepared by the Evaluation Unit, Crime Control Planning Board, f~r the 
Training Section, Bureau of Criminal Apprehension, October, 1977. 
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