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I.  INTRODUCTION

This report, which was prepared at the request of the Office of
Regional Operations, Law Enforcement Assistance Administration,
details the use of senior citizens as part-time employees in the San
Diego Police Department's Integrated Criminal Apprehension Program
(ICAP) or Crime Analysis Unit. It will review the manner and purpose
for which these employees were originally hired and how they are cur-
rently utilized. Recommendations are directed toward issues to be
addressed when considering replication of elements of this application
in other ICAP programs.

Background

The Integrated Criminal Apprehension Program in the San Diego
Police Department began in October, 1976, under the Career Criminal
Program, with a $300,000 discretionary grant from the Law Enforcement
Assistance Administration, matched by $33,000 of combined local and
state criminal justice planning agency funds (California Office of
Criminal Justice Planning).

San Diego, California, is a city of 319.5 square miles having
a population of 780,000 (January, 1977, estimate). Its pleasant cli-
mate and surroundings attract numerous retirees to the area. It also
has a large military population, including retired and active duty
personnel from the San Diego Navy Base and from Camp Pendleton, the
large Marine training base adjacent to San Diego. Portions of San
Diego adjoin Tijuana, Mexico, an area which has the largest number
of both legal and illegal daily crossings anywhere along the border.
Tourism and aerospace are the major industries of the area. The San
Diego Police Department, under the direction of Chief William B.
Xolender, maintains a force that provides 1.44 sworn personnel per
1,000 population and 1.83 total personnel per 1,000 population at
an annual operating cost of $39.42 per capita.

The use described here being made of senior citizens in the
Integrated Criminal Apprehension Program of the San Diego Police
Department was recognized by the Law Enforcement Assistance Admin-
istration as an activity which should be considered for potential
transferability to other Integrated Criminal Apprehension Programs.

Though all reports regarding San Diego's use of senior citizens
in its ICAP program were positive, a need existed to verify and
document the information {or dissemination to other agencies. With
the intent of making this information known to other agencies for
their consideration and possible adoption, the Law Enforcement




Assistance Administration undertook to aetail the development and
operation of this element of the San Diego Police Department's ICAP.

Assigned to this task was Bruce B. Bird, a private consultant
from Sacramento, California, who had previously directed a national
training series on Crime Analysis for the LEAA and had collaborated
on other documents and training relative to Crime Analysis/Integrated
Criminal Apprehension Programs.

The consultant conducted on-site visits of the operation, re-
~viewing its conception, development, and current status and assessing
possibilities for continued and/or expanded use of senior citizens in
the Integrated Criminal Apprehension Programs and police operations in
general. -

During the course of this review, the consultant held several
interviews with the Project Director of the San Diego ICAP, Mr. George
Sullivan., Also interviewed were Lt. Dave Spezack, head of the Re-
search and Analysis Section to which the ICAP is assigned and In-
spector K¢n Fortier who is in charge of Staff Services. A brief
discussion was also held with Inspector Ken O'Brian of Patrol re-
garding the use of senior citizens in ICAP and the additional po-
tential for their use elsewhere in the department. Also contacted
were several full-time personnel permanently assigned to the Inte-
grated Criminal .Apprehension Program, including the '"team leaders"
to which a senior citizen might be assigned as well as '"co-workers"
of the seniors. Serveral senior citizens were also interviewed in
an effort to objectively assess their attitudes and involvement.

An interview was also conducted with Ms. Evelyn Herrmann, Coordinator
of Senior Citizen Affairs for the City of San Diego, who provided
referrals of personnel to Mr. Sullivan and who assisted in by-passing
""'civil service red-tape' frequently encountered in the development

of new employment classifications, etc.

.
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II. ANALYSIS OF THE PROBLEM

The problem giving rise to the use of senior citizens in San
Diego's Integrated Criminal Apprehension Program was the same basic
problem continually confronting administrators and program managers
everywhere--to find the most productive methods and staff to do a
given job within the time and budget constraints imposed.

At the time the senior citizens were brought into the program,

~the San Diego Police Department was in the first stages of developing

its Integrated Criminal Apprehension Program., Decisions on project
design, emphasis, staffing, etc., were still being worked through.
Concurrently, there was the need to establish a data base of infor-
mation which could be massaged by the computer to provide information

and reports responsive to the needs of the patrol officers, detectives,

and departmental administration.

The specific problem first approached by assigning senior citi-
zens was the massive process of analyzing crime and incident reports,
determining what specific information should be retained, encoding
that information precisely, and entering it into the computer data
bank. Senior citizens later were given other assignments as needs
and abilities were identified.

The problem and its solution being assessed in this report is:
Has the use of senior citizens as part-time employees of the San
Diego Police Department been effective, both financially and pro-
gramatically?

The review of the use of the senior citizens in this project
and the success of that venture will be presented in a combined
chronological event layout, which will include chronological develop-
mernt and principles involved; screening/selection process; method
of payment and class of employee; description of the people selected;
training methods and amounts; tasks assigned; and manner in which
assigned and supervised.

Reasons for the success or failure of the effort will be identi-
fied and factors, bothinternal and external, influencing the effort
will also be discussed.

The San Diego ICAP

With the intent of developing "tactical responses to crime,"
the San Diego Police Department put into operation in October, 1976
what is variously known as the 'Career Criminal-Crime Analysis Pro-
ject'" or the "Integrated Criminal Apprehension Program."




Funds in the amount of $333,000 were provided by the U.S.
Department of Justice Law Enforcement Assistance Administration,
supplemented by state and local funds. A "no cost' extension was
obtained to prolong the use of these funds through December, 1977.
An additional grant for 1978 has been awareded by the same sources
in the same amount.

Mr. George Sullivan, formerly of the Kansas City, Kansas,
Police Department, was hired as the Director of Crime Analysis and
the Program Manager for the Career Criminal Grant. His first tasks
were to redefine statements in the Grant Application and to define
more specific project goals. Next came the job of creating the
organization which would have the ability to achieve the objectives.
Upon establishing the team, they then jointly developed the proce-
dures through which to achieve their objectives.

The program objectives (discussed in detail in Appendix A) are
outlined as follows:
I. Identification

A, Improved Preliminary Investigations

B. Crime Data Collection Retrieval Process
C. Automated Offender File

D. Crime Series and Offender Determination

II.  Apprehension

A. Dissemination of Suspect Information
B. Establishment of Apprehension Tactics
C. Coordination of Apprehension Tactics

T1iT, Prosecution

A. Career Criminal Identification
B. Case Preparation Support
C. A Communication Network

The Career Criminal Program is staffed by 10 full-time and 3
part-time personnel, supplemented by 13-14 senior citizens. The
staff is composed of both sworn and civilian personnel. The struc-
ture and assignments of “he unit are also fully defined in Appendix
A,

The crimes selected as the initial targets for the program were
robbery, rape, child molestation, commercial burglary, and burglary

hot prowls. The Crime Analysis Staff, comprised of the Crime Research
and Offender Tracking Tedms, develops, maintains, and analyzes infor-

mation obtained from such sources as Crime and Incident Reports,
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Follow-up Reports, Field Interrogation Reports, etc. The data is
computer collected, maintained, and retrievable, and able to be
correlated to produce in a timely and accurate manner 1) offender
descriptions, behaviors, and locations, and 2) determination of
¢rime series and listings of probable suspects.

The EDP equipment utilized for the project is 'time-shared"
from a commercial source., The legal issues relating to the concerns
of security and privacy were dealt with by the encryption or
"scrambling" of data access codes, activity logging, and other
controls. Upon the completion and refinement of the required com-
puter programs, they will be transferred to the computer system
maintained by the city.

Circumstances of Senior Citizen Involvement

It became evident that large numbers of short-term personnel
would be necessary to process the thousands of reports required to
establish a data base for an automated analysis capability. Initial
plans were to use a source of temporary clerical help such as '"Kelly
Girls" or '"Manpower,' but an LEAA official who had been considering
the possibility of such a use for senior citizens suggested to
George Sullivan of San Diego Police Department that this idea be
pursued.

-

Though no known use of seniors in an analysis and coding function

had previously been made, their use in cooperative efforts as volun-
teers with law enforcement was not entirely new. A recent instance

that attracted national media attention was the Cottage Grove, Oregon,

project. The use of elderly male volunteers trained to educate the
public in methods of burglary prevention resulted in the reduction
of the burglary rate by 23% in one year and earned from Parade Maga-
zine an award for Capt. Paul Smith, the project organizer.

A similar effort, that of the distribution of information, had
been underway in San Diego. This was an idea of Ms. Evelyn Herrmann,
who is employed by the City of San Diego as a coordinator for senior
citizens and human resources. She had also been the innovator of a
pedestrian safety program for senior citizens called S.0.S.--"'Save
Our Seniors."

The senior citizen groups of the San Diego area had also parti-
cipated with the California Attorney's General's Crime Prevention
Division. This was a combined effort to develop an awarcness and
education program about '"scams'" and other victimization of senior
citizens.

-




I Apparently there had also been some discussion within the
American Association of Retired Persons (AARP) regarding ways in
! which the resources of talent and experience of their membership
might be utilized in assisting the police.  Lt. Dave Spezack of
San Diego Police Department had worked with Ms. Herrmann and AARP
on the burglary crime prevention effort and began the initial dis-
E cussions regarding the potential use of seniors in ICAP.

It is interesting to note that the AARP is reportedly contemplating
the development of a curriculum for inclusion in police and sheriff's
training academies on the topic of "The Impact of Crime on the Elderly."
It is anticipated that this training effort would not limit itself to
the frequency and types of crime, but would also include an orientation
of the impact of crime on senior victims. It would also identify con-
siderations the officer should have when dealing with those particular
victims. The second phase of AARP's goals are described as the '"utili-
zation of seniors in criminal justice."

‘Method of Personnel Selection

Upon reviewing the ICAP program and the role seniors could have
with the San Diego Police Department in its ICAP program, it quickly
became evident that Ms. Herrmann could be a focal point for contact-
ing applicants and directing them to Mr. Sullivan as potentlal job
candidates. As part of her ongoing efforts to assist seniors, she
would receive and maintain information on ICAP job applicants. Word
of mouth, contact with other senior citizen groups, a newspaper
article, and mention on Ms. Herrmann's TV program resulted in more
applicants than could be effectively dealt with--more than 70 re-
sponses for 14 positions.

Is. Herrmann utilized an existing application form for senior
citizen erployment referrals and maintained an additional green file
card on éach applicant. Samples of these forms are included as
Appendixes B and C of this report. After conducting a brief inter-
view to determine such basic issues as health, transportation, time
available, and past work experience, those applicants appearing
suitable were then referred to the police department. It should be
noted that the majio.ity of the applicants appeared to be at least
minimally qualified.

When appearing at the police department, they were advised by
the project manager of the type and level of work to be performed.
This was done as a preliminary step in the orientation and conducted
in such a manner as to provide a chance for the applicants to grace-
fully withdraw if they chose. The project manager and applicant
discussed each applicant's past work experience and current employment
desires, and the applicant was then further briefed by the lieutenant.
Thls briefing included an orientation regarding the basic role of the




department, legal requirements on people working with the police,
issues of privacy and confidentiality, etc. The requirements of the
job were agian outlined and the seniors advised that should they
remain interested and if they were selected for placement, a back-
ground check would be conducted on them.

Employee Classification and Payment

When processing a potential employee, the only formally retained
information is the name, age, address and social security number.

‘Data is developed regarding past employment history and, utilizing

this information, a background check is conducted. This is done by
the “"background unit' and is the same as that conducted for all
civilian employees.

Minimal paperwork is developed regarding the senior citizen
employees because of the type of arrangement under which they are
hired, Civil Service regulations and procedures preclude the hiring
of a senior citizen in a manner providing the flexibility required
by the department. Those issues include testing, benefits, physical
examinations, affirmative action, limited term assignment, odd work
hours, etc.

Initially, .it was thought that people could be secured for a
briof term from a source such as Kelly Girls. Money had been placed
in the budget under "Temporary Help-Consultant Services.' When the
potential of the seniors was discovered, it was found that the de-
partment could not contract with private individuals in a way that
allowed the required flexibility, but it could contract with another
agency.

Consequently, the following arrangements were made with Ms.
Herrmann and the Office of Community Services. The seniors are
part-time personnel supplied by her agency, but in fact are inde-
pendent individuals taking no direction from, nor giving any of
their salary to the Office of Community Services. Community Ser-
vices provides a monthly invoice to the police department with no
administrative charges. The checks are paid directly to the in-
dividual at the rate of $3.00 per hour with no deductions (retire-
ment, hospitalization, etc.), except that which may be required
by law. This arrangement allows maximum flexibility for both de-
partment and employeec, reduces the overall costs to-the department,
and provides maximum financial benefit to the employee.

This was found to be a much more beneficial arrangement than
the use of the "student intern program' that had previously been
tried by the department. The disadvantages of that program were
that the participants were strictly volunteers, the motivation was
usually predominantly toward college credit or the professor and




not the department, there was a lack of consistency and/or control
of the individual, and hours were less flexible.

A paid intern program is being considered by the department
as yet another alternative. If and when it is developed, the merits
of its cost and personnel effectiveness will have to be compared to
the use of seniors in specific application.

A suggestion from the project manager was that where possible
for this sort of assignment, if a mechanism can be created which
avoids the third party role of personnel, it is to the project's
advantage.

Profile of the Employee

Individual employees in this program range in age from 57 to 79
years, the majority being women in their mid to late 60's. Of the
14 who began employment in May, 1977, all continued to be employed
as of September. Most of them have had prior employment, usually
involving at some point typing, clerical, bookkeeping, secretarial,
teller, or business experience.

The amount of time lost from the job and rate of tardiness is
less than that of most employees. This could be attributed either
to their work habits, attitude and dedication to the job, or the fact
that their work schedule is less demanding than the normal 40-hour
week.

The learning ability of the senior employee appears to be
average, if not above average. Their work experience and maturity
is to the advantage of the department. Their flexibility is
probably average, but may be more limited with some individuals
as it is in any employee cross-section,

San Diego found it preferable not to assign any tasks to the
seniors which were stressful to them. This was not done because
they found the employee unable to handle the stress, but rather
was based on the feeling that when all factors were considered,

a senior citizen sliould not have to be placed in such situations.

The accuracy and level of work performance was found to be
slightly below than that of the analysts (permanent employees of
a higher c¢lassification). It was, however, acceptable within
quality control levels. Ir was also found that senlors are more
inclined to ask questions and more readily accept suggestions or
correction. It appears that they are more highly motivated to do
a good job.




It should be noted that the type of casn. assigned in the
San Diego project were thosz of much detail requiring the assessments
of written narratives, the :interpretation and inferences of M.O.
characteristics, the noting of identifying factors for suspects,
tools used, and commonality of victim and M.0O. These assignments
require much more than the simple filing of reports or tallying
of figures. This is work that could be classed as causing "early
fatigue of the eyes and seat.'" The seniors' temperament and flexible
schedule, however, tended to reduce such effects,

Performance can best be summed up in the words of the project
manager: ''Perhaps they don't move as quickly, but this is offset
by their high activity level and quality of work, greater patience,
and ability to handle routine tasks'.

When interviewed, more senior employees indicated that their
maii motivation for becoming involved in the ICAP program was ''It
made me feel useful, involved.!" However, other comments {see
Appendix D) expressed a desire to help combat crime and put their
time to good use. Though only one or two mentioned the salary as
an issue, Ms. lerrman states that it is a larger factor than their
pride will allow them to indicate. It is also felt that for some,
their role with the department provides them with a sort of
vicarious thrill or involvement in the excitement of some aspects
of police work. Tov, for some it undoubtedly can provide increased
esteem among their peer group to be able to indicate that they are
working and are employeed in '"Crime Analysis."

Although the factors of "excitement' or peer acknowledgement
may perhaps be stimulation or motivation for some seniors, there
is no evidence that they fail to maintain the privacy and confi-
dentiality atout their work that is required by law and departmental
policy.

TRAINING

No specific training plan was devised, and the training that
was provided was done in a somewhat informal manner as needs
seemed to dictate.

After the initial interviewing process, there was a brief
orientation that included a description of the department's struc-
ture and various tasks, a tour of facilities and introduction to

appropriate personnel, participation in the 'ride along'" program, etc.

Introductions to-the unit staffs were made, and training was
provided regarding the project history and goals and method of
operation. The reporting lines and structure was discussed, with an
emphasis on informality and a team work concept.
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After the general briefing as to department and unit goals,
structure, and operation, each senior employee was assigned to a
team leader who then provided training as appropriate to the team's
operation and the needs, assignment, and learning speed of the
trainee.

TASKS ASSIGNED

When they were first employed, it was envisioned that the seniors
would only gather data from crime/incident reports and manually code
that data onto other forms. It was quickly found that their relia-
bility and skills allowed a much broader application. As time has
passed, the capability of the seniors has continued to be demonstrated,
as has their competency as civilian employees suitable for assignment
in varied and increasingly complex roles.

Within the crime analysis unit, seniors now not only code data

_from crime reports, they use the computer terminal to make on-line

entry of data into the information bank. They also do quality
control checking for errors in data, rudimentary analysis tasks, and
many other jobs that were originally felt to be beyond the potential
of senior employees.

Some of the-things that the senior citizen employees of the
crime analysis unit do or have done include 1) Encode data from
varied reports on to coding forms; 2) Use computer terminal to enter
and check data; 3) Use computer terminal to obtain data and make
data correlations; 4) Basic analysis assignment; 5) Typing, filing,

_sorting; and 6) Publish, file, and distribute a ''daily alert'" or

""investigative supplement'; 7) Coilate photos with suspect/M.O.
descriptors and/or crime type; 8) Conduct analysis and compile a

study on the problem of '"false alarms' (burglary/intrusions); 9) Utilize
"identakit" to make composite photos from suspects' booking pictures
(mug shots) so that the overlays used may be noted and that descrip-
tion of overlays transmitted elsewhere (i.e., via teletype) in order

to effect an accurate recreation of the identakit picture at other
locations when an actual mug shot is not yet available; 10) Copy
records and provide miscellaneous administrative assistance; and

11) Determine what criminal history records (Federal, state, and

county) should be used in creating the project file on a given offender.

MANNER IN WHICH ASSIGNED AND SUPERVISED

The senior aides were assigned to one of the five teams within
the unit: program support, crime research, offender tracking, series
resource, and district attorney liaison (see Chart 1). Assignments
have not remained constant, reflecting changes of project needs and
priorities and the determination of specific skills and/or weaknesses
of the seniors. Lowest level of application has been with the
district attorney liaison team. :
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Each team leader was charged with the responsibility for
training the employees, scheduling, and keeping records of their
work four hours a day, three days a week. They normally work
from 9 a.m. to 1 p.m. or 1 p.m. to 5 p.m.; howegver, scme have
split shcedules or occasionally work longer than fcur hours a
day. Though the unit normally does not function on weekends,
some seniors occasionally choose to come in on weekends and are
able to perform their usual tasks without direct supervision.

The research aides, also under the team leader, act as
monitors or coaches to the seniors and make checks for quality
control.

The relationship between staff, supervisory personnel, and
the seniors has been good. Initially, there was some resistance
by staff to the idea of senior citizens being able to do jobs
they had previously done; some of the staff apparently thought of
senior citizens as imcompetent, senile people who would require
more supervision than would be worth the amount of work produced.

The amount of supervision required was found to be no more
that for most employees and certainly required a lesser amount
and degree than would be needed in supervising people from a
temporary help agency or students. As previously mentioned, the
senior employees proved to be more amenable to direction and more
inclined to ask questions.
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III, CONCLUSIONS

Contrary to the mental image held by some individuals that
senior citizens are "little old ladies in tennis shoes' who have
limited ability, this project (as have many in non-law enforcement
environments) has proven them to be capable, willing, and alert
individuals who can be a valuable resource. '

Some skepticism was evident in the police department when it
was proposed that senior citizens be hired. However, once line
staff became aware of the tasks being performed by them and the
level and amount of work being produced, they soon wanted to appear
as endorsing the concept, even to the extent of seecking recognition
as an original supporter. Of greater interest is the fact that
other units within the department are now finding assignments which
could be routinely handled by seniors, thereby freeing more highly
trained and paid personnel for more complicated assignments.

Statements are included as Appendix E from the Mayor, City
Manager, Chief of Police, and project director commenting in various
ways on their endorsements of the project's use of seniors.

Also included as Appendix F is an internal memo describing the
use of seniors in the processing of subpeonas and operating the
resource room.

Additional uses contemplated are in the installation and
maintenance of silent alarms used by the technical team and in

the record section--filing, pulling records, tabulating for UCR, etc.

In addition to making more highly trained staff available for
other assignments, the use of senior citizens also creates a consi-
derable financial saving. For example, a normal 'person' month of
168 hours in San Diego wouid cost $504 when utilizing a senior
citizen and $865 if using a research aide, which is the basic entry
position in the crime analysis unit. This is a savings of $361 a
month or an annual savings of $4,332.

In addition to these considerable savings, it has been
demonstrated that in some assignments the use of senior citizens
is no less attractive or productive than the use of normal civil
service classifications, and in fact in some instances is precfer-
able for reasons other than financial.
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1v, RECOMMENDATIONS

When considering the use of seniors, the following procedures
recommended, based on the San Diego experience:

First, determine the tasks that will be assigned to the seniors.
Determine the specific skills or aptitudes sought.

Plan the number of person hours or the number of individuals
needed to do the job. Break this down by assignment, by week,
and cost. An average of 12 to 20 hours seemed to be best for
most seniors.

Assess the available mechanisms through which seniors could be
hired -- for example, by Civil Service or by a method similar
to that used by San Diego. Determine the advantages, disadvan-
tages, and cost of each method.

Consider the use of seniors as a regular budget item in your
annual plan.

Attempt to use existing senior citizens groups and communications
media to make them aware of the job opportunity. These groups
can also do some of the referral work, as did Ms. Herrmann in

San Diego.

Utilize a more involved screening process when selecting potential
employees. Since there are so many seniors available and able

to work, a little more time and effort in identifying desired
skills and traits is to the advantage of the police department.

A simple test based on the work to be performed in the actual
assignment could be considered as an aid in selecting the
potential employee. '

When interviewing seniors, be candid about the job requirements,
type of work, and the department's expectations. Atempt to
assess their motives for seeking employment.

Once they are hired, provide the seniors with a thorough
orientation on the police department, its responsibilities and
methods of mee*ting those responsibilities, the organizational
structure and interrelationships, etc.

Provide them with in-depth training for their assignment. Make
them aware of how their particular task fits into the overall
goal.
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Provide a mechanism for two-way communication, from the seniors
to the supervisors and from staff to the seniors.

Establish a means of making other staff members aware of the
use and benefit of the seniors in an effort to gain better
acceptance for them.

Conduct employee evaluation interviews with the seniors at
specified times (e.g., at 3,6, and 9 months) to formally assess
and comment on their work and obtain comments from the senior
regarding their job.

Do not get caught in the trap of thinking "only sworn personnel
can do the job". Try seniors in a variety of applications.
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PROGRAM OVERVIEW

The Law Enforcement Focus on Career Criminals Program endeavors to augment
a successful Prosecutorial Career Criminal Program by increasing emphasis

on the identification, apprehension, and prosecutorial support of repeat
offenders of violent crimes. Research suggests that the police can better
fulfill these roles by enhancing crime analysis functions, providing timely,
accurate, and relevant information to tactical planners, and by improving
the management of investigative and apprehension activities. Such changes
are hoped to occur through a program which will provide: 1.) increased

organizational emphasis and training on preliminary investigations; 2.)

‘better offender based analysis procedures and supporting equipment; and 3.)

systematic, nlanned tactical responses based on 1.) and 2.).

A substantial proportion of suspects apprehended will meet the criteria for
career criminal status. With the help of police, the prosecutor will screen
cases to identify those Who warrant the substantially enhanced prosecutorial
effort. The full-time attention of a senior trial attorney and police 1iaison
will result not only in improved case preparation and presentation, but also

in a strong emphasis on expediting the case at each judicial stage.
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SAN DIEGO POLICE DEPARTMENT
CAREER CRIMINAL PROGRAM

STATEMENT OF PURPOSE

0f the many functions that are legitimately undertaken by police agencies*,
three represent the foci of this program: (1.) To investigate offenses
reported to the police in an effort to solve them and to identify the cer-
petrators; (2.) To locate and apprehend individuals as a result of an ‘i~
vastizetion as having commitied an offense; and (3.) To aid in the prosecu-
tion of those against whom criminal charges are preferred. Because of the
rapidly increasing crime rate in the City of San Diego and increases in the
d=mand for other police services, especially in 1ight of an absence of com-
mensurate increases in technological and organizational resources, these
*hree functions have become more fragmented and less effective.

An important assumption underlying this effort is that for certain crimes
there is a relatively small number of offenders who have been habitually
cn-mitting a disproportionately high frequency of offenses. Furthermore,
identifying these "career criminals", major violators, recidivist offenders,
etc., with the crime series they have committed and apprehending them will
allow for more efficient use of police resources while solving more crimes,
and will assist in more successful prosecutions.

It is intended that this will be a development program designed, implemented
and evaluated employing a participatory management framework within the parent
organization, the San Diego Police Department, as well as with other relevant
agencies throughout the county. It is also intended to utilize the most
advanced techniques and equipment feasible in order to reach the program goals
while maintaining the rights of all persons involved.

PROGRAM GOAL AREAS

The following three areas constitute the primary “hrusts of this program and
serve as the foundation for the construction of program goals.

I. Identification:

The capability to identify crime series and their perpetrators for the
crimes of robbery, rape, child molest, commercial burglary, and
burglary hot prowls '

II. Apprehension:

The capability fto provide suspect information that will resuit in the
location and apprehension of recidivist offenders of the crimes of
robbery, rape, ¢hild molest, commercial burglary, and burglary hot prowls

* Adapted from "Directed Patrol", Kansas City, MO P.D., Aug. 1974-




IIT. Prosecution:

The capability to provide post-arrest assistance for the purpose
of successfully prosecuting recidivist offenders of the crimes
of robbery, rape, child molest, commercial burglary, and burglary

hot prowls
E PROGRAM GOALS
The following goal statements have be2n generated from the above program
I! areas in order to insure relevance and comprehensiveness, and have been

formulated so as to reduce ambiguity with respect to the direction of the
program's efforts and the utilization of its resources.

GOAL AREA T - IDENTIFICATIuLN

GOAL IA: A method of obtaining comprehensive crime related
information from preliminary and follow-up
investigations

GOAL IB: A crime data collection-retrieval process that is

accurate, comprehensive and timely

GOAL IC: ~An automated file of offender descriptions, behaviors,
and locations

GOAL ID: A crime analysis function with the capability of
determining crime series and listing probable suspects

GOAL AREA II - APPREHENSION

GOAL IIA: A means for the systematic dissemination of suspect
identification and location information

GOAL IIB: An establiéhed repertoire of tactics for the
' apprehension of targeted suspects

GOAL 1IC: Coordination between crime analysis functions and
field units from San Diego and other jurisdictions

GOAL AREA IIT - PROSECUTION

GOAL IIIA: A sjstematic process of identifying career criminals
prior to prosecution

GOAL IIIB: Post-arrest investigative support to assist in case
preparation for career criminal prosecution
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GOAL I1IC: A communications network with city, county,
state and federal prosecutors

PROGRAM OBJECTIVES

The following objective statements have been formulated with respect to a
particular goal and are meant to be compatible with, but clearly differentiated
from other vbjectives. Each objective implies a subject, action verb, proaram

aspect, and criterion of success.

I.. IDENTIFICATIOM

Goal JA: IMPROVED PRELIMINARY INVESTIGATIONS

Objective 1. The CCP Task Force will design a pre-
[iminary investigation report form that will aid in
the collection of more detailed and comprehensive
crime scene information during the preliminary in-
vestigation.

Objective 2. The Series Resource Team will formulate
guideTines for the training of patrol units to conduct
more comprehensive preliminary investigations that
will elicit more detailed suspect descriptors and
result in an increase of evidence collected.

Objective 3. The CCP Task Force will formulate pro-
cedures for patrol officers and investigators to
elicit suspect descriptions from victims and witnesses
using "Identi-Kit" materials and procedures so as to
increase the number of cases where suspects can be
identified.

Goal IB: CRIME DATA COLLECTION-RETRIEVAL PROCESS

Objective 1. The Crime Analysis Staff will refine the
routing of crime, arrest, booking, and F.I. reports so
as to insure the information is more comprehensive and
more readily available to field personnel and crime analysts.

Objective 2. The Crime Analysis staff will develop
methods for the electronic entry and storage of crime
data so that the information is accurate, comprehensive,
and secure from unauthorized personnel.

Objective 2. The Crime Analysis staff will develop
methods for the retrieval of crime scene data that is
electronically stored so that it can be easily and
rapidly understood by field personnel and crime analysts.
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Goal IC: AUTOMATED OFFENDER FILE.

Objective 1. The CCP Task Force will design an arrest
report form in order to systematically collect offender
descriptors amenable for electronic data processing o
that an offender based file can be established and
maintained.

Objective 2. The Crime Analysis staff will establish
methods of systematically collecting and