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December 30, 1977 

FOR"i.·,·iO?.D 

The material contained in this volume was compiled over 

a fifteen month perio~ commencing September 15,1976 to the 

present. It represents numerous field trips on the p~rt of the 

project, staff which :included visits to training facili ties 

throughout the state and indepth interviews with academy staff 

and students. During this period the staff developed and admin-

istered six questionnaires, two of which were national in scope. 

The results of each of these surveys are covered in the appendices 

of this report. 

Additionally, the project staff conducted eight workshops 

on various topics concerned with law enfo=cemen~training in 

New York State. Encluded among these were four workshops con­

ducted for New York State training directors in Alba~y. 

This project has been an exceptional chall~nge to each 

person connected with it. The process of learning about police 

training and law enforcement in New York state has', been a 

staggering one. Due to the siz,e of the State, the mul tiplici ty 

of agencies, and the variety and uniqueness of the various 

agencies' training needs, the project became much bro~der than 

originally planned. Time limitations, funding levels ~nd the 

nece~sity for extensive travel throughout the state complic::tted 

the process. 

As the project moves to i~s conclusion i~ i,~ wi~h tte hope 

that the project staff's recommendations wi~l be acted upon 

. ~ " 



~ __ ~._4 .......... _.,~"""_r _~~~~~_~ - ... -.-.- .. ~--- ........ ,,-~-"",-, .. - --'-"'-

and that law enforcement priorities within New York State will 

eventually reflect the importance of adequately ~raining lts 

law enforcement officialss The latter condition does not exist 

now. 

Robert J. Me Cormack, Director 
f.taster Plan for Law Enforcement 
Training in New Yo=k State 
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A HASTER PI,AN FOR LA~7 ENFORCEl.ffiN'i' TRAINING IN 
NEW YORK STATE 

SU~~~RY OF F~COMMENDATIONS 

Recommendation: "The B~~" be provided with sufficient addi­
tional staff to adequately supervise and monitor training 
within the State." 

Recommendation: The membership of the MPTC should be enlarged 
to include: 

I 
I 
I 

One chief of police from an agency employing 20 or less I 
full time sworn officers. 
One chief of police or sheriff from an agency employing 
more than 20, but less than 60 sworn officers~ 
One regional training director from one of the exist.ing I. > 

or"restructured training zones. > > 

Recommendation: "Despite the major training contributions of 
the F~B.I., N.Y.P.D. and N.Y.SoP., their designation as voting 
members of the Council should be reconsidered." 

Recommendation: 

"The BMP shoul.d establish training area prio1='ities that 
reflect the following order of importance: 

1. Basic course for police (full & PIT) 
2. In-service training 
3. Specialized training 
4. Supe~,isory training, and 

that training expenditures (including grants) reflect the 
above priorities/" 

I 
I 
.1 

Recommendation: 

"The BMP should give the highest priority in the in-service I 
area to rural law enforcement officers, particularly those 
who completed the basic course prior to 1967." 

Recommendation: 

"The MPTC should prepare a recommendation to the Governor 
stating that lli? Sworn Police Officer be allowed te) perform 
the duties of that office prior to ha~'ing successfull:'7 com­
pleted a basic course approved by BHP." 
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l:age 65 

Page, 66 

Page 84 

Page 93 

~ommendation : 

"The MPTC recommend to the Governor that the State 
mandate a 35 hour in-service .training program at least 
once every three years for all entry-level law enforcement 
personnel in N.Y. S • I. 

~~endation: 

ftThe BMP should undertake a review of their record 
keeping needs and methods." 

RecolTU!!.endation: 

"The training director in each regional training academy 
develop a one-week field training officer's course to be 
presented at least once a year at the academy and at each of 
the satellite training sites. ff 

Recommendation: 

"In order to meet the needs of ' the middle manageme~, police 
personnel in New York State, a training, program for this 
group be established." 

I Page 100 ,?ecommendation,: 

I 
I 
I 
I-
I 
I, 

I 
I 

"The discontinued Executive Development Course should be 
revived, or a new program be established for the training of 
execut~ve level personnel." 

Page 113 Recommendation: 

-The current ~nstructor Development Course is well above 
standards and continuation of this program should be assured." 

Page 114 Recommendation: 

"It is recommended that a grant proposal be drafted to 
fund the project over the first 24 months." 

1. The grantee will be BMP on application to DCJS, and three 
subsequent one-year funding proposals will be prepared 
to comple'ce the proj ect • ' 

2. The pilot implementation will involve three training 
zones. 

.. .. .. 



The plan calls for BZ{P to achieve the following goals: 

'1. To res'tructure the training zone coord.inating boards 
in the three pilot zones to conform with the proposed 
new boundaries. 

2. To establish coordinating board committees to assist 
in organizing the program and determining zone 
training needs. 

3. To assist each zone coordinating board in conducting 
,a search for and the selection of at least t~ee 
prospective candidates for training director and 
training associate. 

4. To conduct a survey within each of the three pilot 
zones to determine the necessary levels of funding for 
each training academy. 

5. To develop a short and long term training program for 
each trai~ing zone. 

6. To establish a network of satellite training academies 
within the zone. 

7. To set up guidelines for training directors and members 
of zone coordinating boards regarding me~hods of 
fiscal administration within the zone. 

8. To field test, monitor and evaluate the new basic 
course curriculum in each "training academy. 

9. Based on the evaluation of the pilot implementation 
make necessary adjustments in the implementation plan. 

10. rmplement one plan in the remaining zones. 

Page 119 Recommendation: 

The duties of the training zone'c00rdinatcrs should be 
expanded. 

Page 129 Recommendation: 

nQualifications should be established for the position 
of training director and training assistant." 

Page 138 Recommendation: 

"The Bl-1P should establish firm State-wide guidelines for 
the commencement of basic training schools. n 
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Recommendation: -_.-

WThe BMP gave consid~ration to encouraging community 
colleges to collaborate with training academies in providing 
segments of the basic course for PIT Police." 

Recommendation: 

"The BMP should immediately consider implementing the 
comprehensive master plan for training detailed in this 
report.,_ 
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CHAPTER I 

HISTOP.ICAL BACKGROUND OF TRAINING IN NEW YORK STATE 

Police Trainin~ In New York State Since 1945 

On January 1, 1945 under the sponsorship of the New 

York State Sheriff's Association and the New York State 

Association of Chiefs of Police, and with the cooperation 

of the Federal Bureau of Investigation, the New. York State 

Long Range Police Training Program became operational. 

The strength of the program emanated from the wide 

support it acquired in law enforcement circles. thr.oughout 

the state. The clan was a crystallization of the hopes of 

a small grot~ of progressive police officials regarding the , 

direction of 1..i~·,~~ e!~forcement training in New York State. A 

joint training committee was established and met reg31larly 

during the fourteen years from 1945 to 1959. 

According to George Lankes, whose doctoral dissertation 

covers the Long Range Police Training Program extensively, 

and on whose work much of the information presented in this 

section is based: 

,. 

1 

"The impact which the Long Range Police Training Program 

would have upon the mandated program is reflected in the 

governor's reference to the latter being 'built solidly 

on the foundations of mutual cooperation and support of 

agencies.' Reports prepared by the Municipal.Police 

Training Council give recognition again and again to the 

GeOIge Lankes, An Arialysl.s of Influences Promoting the De­
vel.opment of Police Education in Upstate New Yor}: fron'.: 1945 
through 1970, doctoral dissertation; p.93. 

, 
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rJong Range Training' Program. . In its very first pro­

gress report, the z.1PTC de.::lared tha'l: the impact On the 

training of police officers in.the State of New York 

through the Long Range Police Training Program during 

the period sillce JanuaL'"Y 1, 1945 has been tremendous-.'" 1. 

During the ~eriod of impl~mentation of the Long Range 

Training programf.' twq:. distinct .phases of development emer9',ed. 

The fil:st period, from 1945 to 1950., is distinguished by uni-

form curriculum fo:t." applicatio!l throughout tlJe State. Both 

departmel1tal and regj.onal traininq sessions were held, making 

the program::: available to all participating a,gencies ~ The 

regional sessions were profitable in that a sen~e of coopera­

tion and understanding was considered to have been established 
I 

between many of the departments in their respective regions. 

The joint training committee subsequently began _to en-

courage. local agencies to sponsor sessions which would meet 

their individual needso This pattern, which began in i9Sl, 

typifies the second phase of the Long Range 'Training Program. 

Specialized training courses, developed to meet the needs 

of particular local agencies,. were established on a regional 

basis. Courses noted as beinq especially popular were those 

in photography, firearms, defensive tactics and fingerprint 

identification. 

The program established guidelines and a basic structure 

for informal voluntary training efforts. The program's vol­

untary nature was early identified as a problem in relation 

to the progress of law enforcement as a·profession. Yet, the 

groundwork was laid. The prograxn1s pioneerinq work became the 

2 
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foundation upon which the work of the new Municipal Police 

Trainin~ Council, instituted in 1959, would be built. 

The Long Range Prog~am was a Sllccess for many reasons • 

Its basic objectives were directed toward clearly defined goals. 

It was a self-initiated program, and the 'substance of its 

courses was essentially job oriented. For the first time, 

an attempt had been made to standardize police training 

throughout the state. Though the need for such training was 

long recognized, it was hoped that soon ensuing legislation 

would bring about the long awaited mandated program for 

police training \'lhich would be applicable to officers in 

every law enforcement agency in the state. Of the many ac­

complishments of the Long Range Program, Lankes stated "A 

professional attitude toward law enforcement work on the 

part of the officers began to develop in New York State. A 

wholesome respect for the value of. training in police work 

became quite evident ••••• Police Training in New York State 

reached a level of maturity under the Lon.g Range Training 

Program." 2 

Initial State Legislation for Police Trainin~ 

Although the first attempt to legislate mandated police 

training in New York was made in 1957, the bill introduced 

for this purpose was held up in the legislative committee and 

eventually died there. This bill, drafted by representatives 

of the New York State Chiefs of Police and Sheriffs' Associa­

tion, provided for the establishment of a Municipal Police 

2 Ibid. 
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';training D'ivision within t.he New'York State Education De- , 

,partment. It generated substantial interest ~rithin the academic 

community, and requests for represent'ation on the Advisory 

Committee which drafted the bill were considerable. The 

,original nine-member Advisory Committee was eA~a~ded to 

.fift.een alld law enforcement professionals' quickly realized 

that they might ultimately lose'control of the direction, of 

police training in the Statec As a result, law enforcement 

interests withdrew their support.. 

Experience from the initial legislative attempt in 1957 

provided the basis for the introduction of a similar bill in 

1959.' Police professionals would this time, pre-

dominate the Ad:v-isory Coromi ttee, and the council would be-

come a subdivision of the Executive Department rather than a 

part of th(:! New York State Education Department. 

On Marc~ 12, 1959, Governor Nelson Rockefeller presented 

a six-point law enforcement program to the ,State Legislature 

entitled a "Message Concerning the Problem of Crime." In­

clud~d in the program was a section which addressed the need 

for strengthening local police forces by mandating minimum 

t,raining standards. Governor Rockefeller stated that: 

"In the State of New York there are some 20,000 local 

police outs1de of New York City and some 23,000 in New 

York City. It is upon these men that we rely basically 

for the protection of lives and property within the State. 

There are presently many good police training programs in 
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operationt both for new recruits and for more experi­

enced members of police forces. A police academy has 

been conducted for many years in the City of New York. -' 

Other schools are operating in a number of counties and 

cities. In addition, many sheriffs and chiefs of police 

have been working tirelessly for years to improve stand­

ards of police training, and for that purpose they have 

established and conducted almost fifteen hundred courses 

in the last ten years at almost no expense to the local 

communities. The Federal Bureau of Investigation has 

furnished the services of its agents as instructors, 

and State agencies have participated in a similar manner. 

The State Police have operated a training program in Troy. 
I 

While many police officers have benefited from these various 

training programs, others have received little o~ no for­

mal training. For this reason-the Sheriffs and Chiefs 

of police of our State have, in the past, urged that the 

State assume responsibility for fixing minimum standards 

of train:1!.lrl'g for all local police. This same conclusion 

was rea.cheld by the New York, State Crime Commission (the 

Proskauer Commission) in 1953. 

The State. should be more actively concerned with the 

prob~em of local police training, and I commend the sheriffs 

and chiefs of police for taking the initiative in urging 

State action to establish minimum standards. Accordingly 

I recommend favorable consideration of legislation which 

5 



:v.'hich would, in essence: 

(a) create a Municipal police Training Council, 'the 

members of which would be appointed by the Gover­

nor and at least half of whom would be incumbent 

law enforcement officials; 

-~ .. 

(b) authorize the Governor to promulgate the recommenda­

tions of this Council as minimum standards for police 

training~ and 

(c) requlre basic police training as a condition to 

premanent appointment to a local police force. 

The requirement of basic training would apply only to 

future appointments and would not affect any police officers 
I 

who have been permanently appointed before July 1, 1960. 

There would be no authorization for State funds for 

training purposes under the bill I propose. Reliance 

would be placed on the present, structure of police 

training, which is being gradually expanded and improved 

by local initiative in cooperation with the Federal 

Bureau of Investigation, the' State Police and other groups. 

A major benefit flowing from such legislation would be 

the assurance that no community in the state falls be­

hind certain basic standards in its police training." 3 

When the new law became effective on July 1, 1959, it 

created the New York State Municipal Police Training Council 

(~~TC) which was to consist of eight members and an execu­

tive director to establish basic training requirements for 

3 Public Papers of Governor Nelson A. Rockefeller, Fift.y­
Third Governor of the State of New York, State of Ne~1 
York official document, 1959, pp. 114-115. 
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loca.l police and to encourage advanced in-service training 

programs for law enforcement personnel. 

In 1960, in an effort to streamline State Government, the 

Municipal Police Training Council was removed from the control 

of the Executive Department and placed under the jurisdiction 

of the Office for Local Government. As a result of that re-

organization, the ,Executive Director of the Council was to 

be selected by the Commissioner of the Office for Local 
by 

Government, rather than the Governor as in t~e original 

legislation, and he was to perform"such functions and duties 

as may be assigned him by the Commissioner." The Municipal 

Police Training Council was to maintain its original mandate 

by making recommendations to the governor regarding law en­

forcement ~raining problems and progress throughout the state. 

The Municipal Police T~aining Council as an entity has 

remained relatively unchanged'desp~te a subsequent reorgan­

ization in 1972, when the New York State Division of Criminal 

Justice Services was created by Chapter 399 of the laws of 

1972. This legislation consolidated the Division for Local 

Police, and the New York State Identification and Intelligence 

System (both of which previously had been under the regula­

tion of the Office of Planning Services). The three major 

operational components of the new D.C.J.S. Division then be­

came the Bureau for Municipal Police, Identification and 

Information Service., and the Office of Planning and Program 

Assistance. The Municipal Police Training Council and the 

7 



Cz:i!:l.e Control Plann.ing Board, t'-,·o sta tutory advisory boards, 

weJ.~ also 5ubsumed within t~e division~ 

Thus, the l.{ .. P.T.C. was transferred from the Office of Local 

Government to the newly created. Di,\l'isio,n of Criminal Justice 

Ser\"ices. 

.' 

For all intents and purposes, the Municipal Police Training ,I. 

Council remains an autonomous advisory council making re­

commendations to the Governor directly. The Bureau for 

Municipal Police, while under the supervision and control of 

the Commissioner of the Division of Criminal Justice Services, 

also functions as a secretariat for the Council. 
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CHAPTER II 

MUNICIPAL POLICE TRAINING COUNCIL 

Basic Operating Principles 

As was noted in the previous section, the Municipal 

Police Training Council {MPTC} came into effect in 1959 

after much discussion and an abortive attempt at State 

legislation. The activities of the Council have,been guided 

and governeC:.by the philosophy set out in enabling legislation • 
. 

Included in the preamble is the following: 

"Section 1. Legislative findings ~nd declaration of 

policy. The legislature hereby finds and declares that: 
, 

(a) The State, from among its sovereign powers, has 

dele~rated police authority to local government units; 

(b) The primary responsibility for the day-to-day 

enfoJccement of the law throughout the State rests upon 

local police forces: 

(c) Effective law enforcement today involves a knowl-

edge of t.he highly Sp&~ ~.alized techniques of crime pre­

vention and crime detection and of the principles of 

modern pollee science; 

(d) Law enforcement officers throughout the State 

are actively promoting police training and have developed 

a struc'ture of police training programs which is being 
I 

constantly improved and expanded by local effort; 

(e)' Law enforcement officers would be aided in their 

9 



efforts to promote police trair.ling and the. utilization 

o~ the present structure of police training programs if 

the State required basic training as a condition of 

permanent appointment to a local police force; and 

(f) The State has a responsibility to help insure 

effective law enforcement by establishing minimum basic 
; 

training requirements for local police, an.d also by en-

couraging advance in-servica training programs. w 4 

In order to place the philo~ophy of the Municipal Police 

Training Council into' proper perspective, it might to help-

ful at this point to also revie~17 one of .i ts earliest recorded 

documents entitled, "Basic Principles for the Operation of 

the Municipal Police Training Council". 5 As with Governor 

Rockefeller's pronouncements in his "Message Concerning the 

Problem of Crime,fI the "Principles" are an important_reference 

point for the Council and continue·to influence the general 

direction of training in the state, particularly' in the smaller 

municipalities and rural areas of upstate New York. 

As well as those ideas set forth in the Preamble, the 

eight principles drafted by the charter members of the Council 

underscored their concern and determination, that el) law 

enforcement interests would maintain control of the Council~ 

(2) local governments would continue to sponsor and financially . 
support police training schools; {3)the Council would have 

4 Cited in an article by George Lankes, nLong Range Plan of 
Police Training is Called A Success~, FBI Law Enforcement 
Bulletin, XXX, (April 1961), p 21. 

5 Basic Principles of Operations of the f·iPTC 1960 - Developed 
by Charter MeUtbers of the Council. 
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significant input into the selection of the Executive 

Director of the.Counci1. The following is a draft copy 

of those principles as stated. 

"Recognizing that the founders of any worthwhiie endeavor 

are necessarily faced with a consideration of the long­

range view of their work, being fully aware of the 

hazards and pitfalls to be surmounted if a pioneer effort 

is to succeed, we, the undersigned, charter members of the 

Municipal Police Training Counc~l, do hereby wish to set 

forth certain fundamental considerations which are ou~ 

humble but sincere recommendations for the future guidance 

and operation of the Municipal Police Training Council. 

We believe that in order for the Municipal Police Train­

ing Council to function most effectively and to best 

serve the purpose for which it was founded, these prin­

ciples should be recognized as,basic: 

1. Representation of the major law enforcement agencies 

of the State should be retained as now constituted. 

A. As speci~ied in Chapter 446 of the Laws of 1959 

(1) Two members who are incumbent she~iffs. 

(2) Two members who are incumbent chiefs of police. 

(3) The Commissioner of Police of the City of New 

York or his designee. 

B. Three other ~s who should be represen~ ~ of 

(1) The Federal Bureau of Investigation 

11 
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2. 

(?) 

(3) 

The Ne~¥ York State Police 

'1'he Conference of rt,'ayors 

We favor the present method of appointment by the 

Governor of members of the Council for terms of two 

years each, according. to present practice as specified 

;1 
I 

3. 

in the law. I 
We believe that for efficient and convenient operation, 

me~~ership of the Council should be restricted to its 

present me~DersmP of eight. 

4. We emphasize that because of the basic importance 

of the Council as a policy making group, the selection 

of mero~ers continue to be made according to the high-

I 
I 
I 

est professional standards and· that the associations II 
from whose ranks specified members are drawn consider 

that their representatives on the Council a~ occupy­

ing a position of high honor and responsibility. 

'. • We subscribe to the principle of permitting the 

widest possible latitude, within the limits of spec­

ified training standards, for the local sponsorship 

of police training schools, for the selection of 

qualified instructors ~nd for the general organiza­

tion and operation of police training. We feel that 

I? 
Il 
I 
I 
I 

adherence to this principle is t~ be preferred to any II 
plan which endorses the employment of a state-supported 

staff of police instructors. 

6. It is our firm conviction that because of certain 
Il 
11 
11, 
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conditions which are peculiar to the entire concept 
• 

and purpose of the Municipal Police Training Council, 

the greatest possible degree of autonomy be permitted ' ~ 

in the operation of this agency within the' framewoJ::'k 

of State Government. 

6a. With the passage of the Municipal Police Training 

Council Act, the State assumed custodial and coor­

dinating responsibility for an existing program 

which had fourteen years of field experience (The 

New York State Long Range Police Training Program 

which began operating on January 1, 1945) under the 

sponsorshop of the New York State Sheriffs' Associa­

tion and the New York State Association of Chiefs 

of Police, with the cooperation of the Federal Bureau 

of Investigation.' 

6b. The makeup of the membership of the Council assembles 

within one policy-making group the very best pro­

fessional talent in ~~e field of law enforcement as 

would be available in the entire State of New York, 

thereby furnishing the program with expert consul ta·­

tive services drawn from many years of practical ex­

perience in this field. It is our firm belief 

that al~hough the program is administered by the 

State, the recommendations of the Council on matters 

of policy in police training be adhered to insofar 
, 

as possible. One of the most important functions to 

13 



7. 

8. 

be performed by the Ccm.ncil is the assistance which 

;should be given in the ma.tter of appointments to 'ene 

positions of Executive Director or Deputy Executive 

Director of the agency. Because of the small size of 

staff and the sensitive nature of these positions 

in tl1e success of the p~ogram, it is absolutely es­

sential t.hat the wishes of the Council be considered 

by any appointing officer prior to the making of such 

appointments. 

We believe that even as the State Administration 

should be guided by the Council in matters of policy 

on police training, the Council should, itself, be 

sensitive to the needs of the field in such matters 

as reflected by the representatives of organizations 

and agencies on the Council and that the Council 

shall be considerate of any expressed needs from the 

field as may be valid, workable, feasible or possible 

of accomplishment. We wholeheartedly subscribe to the 

efficiency of the democratic process in the implement­

ation of this program~ 

Any attempt by any person or group to minimize or 

divert any of the stated purpose or principles of the 

Council shall be viewed with suspicion a~d alarm and 

will, therefore, be vigorously opposed. We subscribe 

to the basic'purpose for our existence as a Council 

formulated to assist in the development of and the 
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~ontinued improvement of a program of professional 

training of police officers within New York state and 

. to this end we pledge our best efforts." 6 

The basic tenets and objectives expressed in both the Pre-

amble and the "Principles" provide a framework on which to 

base the direction in which mandated training has gone. It 

is obvious that many of the .ideas found above are based on 

those which came from the "voluntary period" of police train- . 

ing in New York, i.e., the Long Range Program. 

SELECTION OF COlJNCIL MEHBERS AND CURRENT MEMBERSHIP 

According to the laws of 1972 which created the Division 

of Criminal Justice Services, the appointment of members to 

the Training Council remained unchanged. The law states 

that these are to be selected as follows: 

(a) three shall be appointed by the governor; 

(b) two shall be appointed by the governor from a list of 

at least six nominees submitted by the New York Stat~ 

Sheriffs' Association, who shall be incumbent sher~ffs 

in the state having at least two years of service on 

the law ~nforcemenr training committee of such asso-

ciation or having other specialized experience in 

connection with police tra.in·.ing which, in the opinion 

of the chairman of such law enforcement training com-

mittee, privides the sheriff with at least an equiv-

alent background in the field of police training;and 

6 Ibid, p.1-4 
Principles of the l-~unicipal Police Training Council, 19S0. 
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(c) .blO shall be appointed by the governor from a list 

of at least s~x nominees submitted by the New York 

State Association of Chiefs of Police, who shall 'be 

iricumbent chiefs of police or commissioners of 

police of a municipality in the state having at least 

two years service on the police tra.ining committee of 

such association or having other specialized experience 

in connection with police training which, in the opinion 

of the chairman of such training committee.provides 

the chief of police or commission~r of police with at 

least an equivalent background in the field of police 

training; and 

Cd) one shall be the commissioner of police of the city 

of New York or a member of ~is department, designated 

by such commissioner or approved by the governor. 

The governor shall designate from among the members of the 

Council a chairman who shall serve during the pleasur~ 

of the governor." 7 

The present membership on the Council is shown in illus­

tration il. 

As the list of names and organizations included in the 

illustration suggests, a coalition am:mg . . the Joint 

Training Committee of the New York State Chiefs and Sheriff's 

Association, the Federal Bureau of Investigation and the Mun­

icipal Police Training Council took place. 

r New-'York State Executive L'aw, Article 19F t Section 481, 1959. 
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1976 - 1977 
HEMBERSllIP 

Buffalo Police Dept. 

Thomas R. :Blair 

Chai n 

d Wi iam M. Lam ar 

Commissioner 

New York City 
Police Department 

(Cornelius J. Behan) 

Designated 
~ ___ R_e~p_r~sentative 

Superintendent 

N.Y. State Police 

Sheriff, 

Monroe County 

Chief of Police 

Lake Success 
Police De artment 

ILLUSTRATION , 1 

Wallace LaPrade 

Bsistnnt Director 
In Charge F.B.I. 

Raynor ~leizenecker 

Sheriff, 

Putnam County 

Mayor 

City of Elmira 



" 

(NOTE: It should be noted that the provisions of the 

l'<lunicipal Police Training Act relating to the training of . 

police officers in New York State does not apply to the 

New York City Police Department. However, the Police Com­

missioner of that department is specified under the Act 

as a member of the Council. ~he expertise of the New York 

CitY'prog~~ is the primary reafflon for this inclusion.) 

SPECIFIC DUTIES AND RESPONSIBILITIES OF THE MUNICIPAL 

POLICE TRAINING COUNCIL 

Despite the organizational changes noted earlier in the 

discussion, the mandate of the Municipal Police Training Council 

has not materially changed since its establishment in 1959. 

Specifically, the Council may recommend to the governor rules 

and regulations with respect to: 

(a) The approval, or revocation thereof, of police 

training schools administered by municipalities; 

(b) Minimum courses of study, attendance requirements, 

and equipment and facilities to be required at ap­

proved municipal training schools. 

(c) Minimum qualifications for instructors at approved 

police training schools; 

(d) The requirements of minimum basic training which 

police officers appointed to probationary terms 

shall complete before being eligible for permanent 

appointment, and the time within which such basic 
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training must be completed following such appoint­

ment to a probationary termj 

(e) The requirements of minimum basic training \'lhich 

police officers not appointed for probationary terms 

but appointed on other than a permanent basis shall 

complete in order to be eligible for continued em­

ployment or permanent appointment, and the time within 

which such basic training must be completed following 

such appointment on a non-permanent basis; 

(f) Categories 0:: classifications of advance in-service 

training programs and minimum courses of study and 

attendance requirements with respect to such cate-

gories or classifications; and 

(g) Exemptions from particular ~rovisions of this article 

in the case of any city having a population of one 

million or more, if in its· opinion the standards of 

police training established and maintained by such city 

are higher than those established pursuant to this 

article·; or revocation in whole or in part of such 

exemption, if in its opinion the standards of police 

training established and maintained by such city are 

lower than those established pursuant to this article. 

The Council shall promulgate, and may from time to time 

amend, such rules and regulations prescribing height, weight 

and physical fitness requirements for eligibility of male 

18 
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persons for provisional or permanent appointment in the 

competitive class of the civil service as police officer~ 

of any county, city, town, village or police dis·trict as 

it deems necessary and proper for the efficient perform­

ance of police duties. 

The Council may, in addition: 

(a) Consult w'ithl' advise and ILlake recommendations to the 

commissioner with respect to the exercise of his func­

tions, powers and dut.ies as set forth in Section ~ight 

Hundred Thirty; 

(b) Recommend studies, surveys and reports to be made by 

the commissioner regarding the carrying out of the 

objectives and purposes of this section; 

(c) Visit and inspect any police training school ap­

proved by the commissioner or for which application 

for such approval has been made; 

(d) Make recommendations, from time to time, to the com­

missioner, the governor and legislature. rega~ding 

the carrying out of the purposes of this section: and 

(e) Perform such other acts as may be necessary or ap-

propriate to carry out the functions of the Council. 

Sec. 832 Council rules and regulations promulgated by 

governor. 

The governor, in his discretion, may adopt and promul­

gate any or all of the rules and regulations recommended 

by the Council to the governor pursuant to subdivision 
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-one of section Fight Hundred 'l'oTenty Eight. lVhen the 

governor promulgates any rule or regulation recommended 

by the Council, he shall transmit a certified copy thereof 

to the secretary of state, in accordance with the re­

quirements of subdivision one of Scction One Hundred T.wo, 

including a statement as to the effective date of such 

rules or regulations." 8 

The Rules and Regulations of the Municipal Police Train­

ing Council became effective on July 1, 1960. Amendments 

were adopted through tne years as the amount of mandated 

training increased from 80 hours initially to 120 hours in 

1963, 240 hours in 1967, and the present 285 hours in 1971. 

The Rules and Regulations not only set forth the amount of 

mandated training, but also dealt with administrative 

functions of students, faculty, and the administration in 

the various training academies. Included in these functions 

are certification of schools and the regulation of attendance, 

notebook requirements, and examinations. The rules concerning 

these four areas are as follows: 9 

(a) Certification of Schools 

8 Ibid 

'" 

A Director proposi~g a police training school shall 

file with the Executive Director, at'least thirty days 

.in advance of the designation of the school, a copy 

of the program listing the location of the school, 

the subjects comprising the curriculum, and a list 

9 Article 35, Section 828, Subdivision 1 (d), Executive Law 
of Ne\,l York State. 

... " 



identifying the instructors of each subject. All 

instructors must be qualified by background,.training 

and experience. Tht~ Executive Director may require 

any additional infOJ:mation to establish the compet-

ence of an instructor or for any other pertinent 

purpose. 

The. Executive Directo~ shall then make an individual 

written certification ft.:)r a school when in his judg­

ment I information furnished warrants such action. 

Schools must be certified for each Basic Course to 

be given. 

(b) Attendance 

Attendance shall be required of each police officer 

at all sessions of the Basic Course except for valid 

reason. The Director of the local police training 

school is authorized to determine the validity of 

excused 'absences of not more than ten percent of the 

hours of instruction. An absentee from any scheaul~d 

class session shall make up such ~bsence as required 

by the Director. However, no police officer may be 

certified without receiving the full twenty-f~ur hours 

of instruction in Firearms •. 

A P?lice officer who has been absent for more than 

ten percent of the total instruction and who desires 

to apply for certification by the Executive Director 
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may appeal to him in writing, forwarding therewith a 

statement by the local Director together with sufficient 

supporting information by which the Executive Director 

ma~{ judge the merits of the appeal. 

The Director shall be responsible for maintaining an 
! 

'accurate record of attendance for each police officer 

at the Basic Course. He shall retain such records for 

one year during which time they shall be available 

fo+ the inspection of members of the Councilor the 

Executive Director. 

(c) Notebook 

Each police officer in the Basic Course shall maintain, 

as one of the requirements for certification, an ade­

quate notebook during the course and shall submit such 

notebook to the Director. The notebook shall contain 

appropriate entries of pertinent material covered 

during the classroom sessions of the Basic Course. 

Among the factors to be evaluated in the notebook are; 

sufficiency of course content, organization, appropri-

ateness of material, regularity of entries, neatness, 

accuracy and legibility. 

(d) Examination 

The taking and passing of a written examination (or 

examinations) is required of each police officer for 

certification. If a series of examinations is required 
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by the School Dire<?tcr, the candidate,~ust achieve 

a total passing average for the series. The assembl­

ing of examination material, the giving and super­

vising of the examination, and the grading of examina-

tion papers for one year during which time they shall 

be available for the inspection of members of the 

Councilor the Executive Director.," 10 

One final area in which the Rules and Reg.ulations are 

concerned is the mandated time li~t for completion of the 

Basic Course. The recent amendment (which expanded. the 

Basic Course from 240 hours to 285 hours in 1971) reads 
as follows: 

"No person shall, after July 1, 1971, receive an original 

appointment on a permanent basis as a police officer un­

less such person has previously been awarded a certificate 

by the Executive Director attesting to his satisfactory 

completion of the Basic Course prescribed in Section Two 

of these rules and regulations. 

Every person ,,(ho is aPP'ointed as a police officeI: on 

July 1, 1971 or thereafter, on other than a perman,ent 

basis, shall forfeit his position unless he has received, 

or within six months from the time of his appointn~ 

receives, a certificate from the Executive Directcfr 

attesting to his satisfactory completion of the Basic 

Course prescribed in Section Two of these rules and 

regulations. 

10 Rules and Regulations for the Operation of The Munj\.cipal 
police Training Council Program for the Basic Train'.ing of 
Police Officers in New York State, Section 486, Art.icle 
19F, New York state Executi'.-e Law • ..,., 
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Every person who io appointed as a police officer be­

fore July 1, 1971, on other than a permanent basis, and 

who has not received, his satisfactory completion of the 

Basic Course prescribed in Section ~qO of the rules and 

. regulations shall forfeit his position unless within six 

months after July 1, 1971, he receives a certificate from 

t~e Executive Director attesting to his satisfactory 

completion of the Basic Course prescribed in Section Two 

of these rules and regulations. 

These rules and regulations ·shall not be construed to 

preclude a municipality from establishing time limits 

for satisfactory completion of the Basic Course of less 

than the maximum limits prescribed above. If a municipal­

ity has adopted time limits of less than the max~mum 

limits prescribed above, such time limits shall be con~ 

trolling." 11 

LOCAL INVOLVEMENT ~lD INITIATIVE IN THE IMPLEMENTATION OF 

MUNICIPAL POLICE TRAINING COUNCIL PROGRANS 

Historically, the importance of local involvement in 

the implementation of Municipal Fo1ice Training Council pro­

grams has been. strong.· There is practically no funding 

available to local (Zone) acadenlies. The State (through the 

Bureau for Municipal Police) supplies some training aids, but 

has little or no budget for teaching staff. Local law enforcement 

11 Executive Law, Section 485 of Article 19F 
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age~cies,therefore/are expected to sponsor their own 

academies. A good portion of the teaching support is provid­

ed by the Federal Bureau of Investigation ·and the New York 

State Police. Since this training is provided at no expense, 

there is l~ttle control over the specific content of the 

lesson plans or the quality of the training provided by the 

instructor. One. ()f the major problems with the mandated train-

ing p:r.·ogra'l!t i.s the fact that there are not sufficient funds 

at the local level to initiate or impleID~nt basic training 

progranls or to provide manpower to adequately supervise 

existing programs. The impact of this lack of funding 

limits the influence of the Municipal Police Training Council 

and has bro·ught into question tlie seriousness of the com­

mittment to training on the part of the Division of S!riminal 

Justice Services of Ne'\ol York State·. Our recommendations 

later in this report will deal sped.fically with each of the 

above problems. 

~ruNICIPAL POLICE TRAINING COUNCIL MEETINGS 

The Municipal Police Training Council meets quarterly, 

usually in Alban~ to discuss matters pertaining to law en­

forcement training within the State. Meetings are generally 

'\'lell attended by Council members and, in addition, usually 

include staff members.of the Division of Criminal Justice 

Services and the Bureau for l-1unicipal Police as well as 

~----.~~---
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,invited guests. Recently the meetings have been opened 

to the public as the result of an a~mendment to the Council 

by-laws. Public notice of each meeting is now made to the 

media seventy two hours before each convening of the Council. 

The following issues were discussed at recent Council 

meetings. These excerptshave been taken from the Council 

minutes and are presented to illustrate the scope of matters 

addressed by the Council. 

7.7th Meeting - March 2, 1977 (Commenced lO:15a.m.) 

The Council was advised that the following legislative 

proposals should be brought to their attention. The 

first proposed bill is one that will require ,peace 

officnrs, including police officers, to receive fire­

arms training before a ",eapon is issued to such officers. 

'~nother bill proposed for 1977. legislative action is 

a bill that will establish a Central State Register for 

police officers and departments. Under the bill, the 

head of the Office for Local Government will tra~sf~r to 

the Bureau for Municipal Police by January 1, 1978, a 

list of police agencies in his jurisdiction and will gi.ve 

the rank and status, both full time and part time, of 

various personnel and any other information the Council 

may require. The bill will require that by the 10th 

of each month there be furnishee to the Bureau for 

l-1unicipal Police, a list of new police appointees or 
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cancellations. n Both bills ,.;ere unanimously approved by the 

Council. Discussion followed regarding height standards for 

police officers, police instructor standards and qualifications, 

hostage neg'otiation training and crime prevention programs. 

The meeting adjourned at 1:30p.m. 

76th Meetin~ -'Dece~ber 1, i976 (Commenced lO:35a.m.) 

Discussion regarding a 33 percent loss of LEAA funds 

throughout the State and the allocation of approximately 

11.2 million dollars since 1969 on Mobile Radio District 

Programs. State height, weight and physical standards 

were discussed including a recent court challenge re­

garding same. 

The Council was informed "that the propriety of arrests 

by part.-tirne police officers had recently. been called 

to the attention of the Mayors, Conference. In an in­

stance where an ,arrest had been challenged, part-time 

arresting officers had not yet received training and no 

training course would be obtainable by said officers 

for a matter of some months.1'/ 

There was discussion of the above matter as well as 

police instructor standards and qualifications a,nd a 

change in the Basic Course for Recruits relative to the 

inclusion of a two hour block of training for handling 

public intoxication. 

The Penalty .Assessment Bill was reviewed by a staff member 
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of the Bureau for Municipal Police. The bill, if enacted, 

would assess an additional sum on all criminal fines 

levied in the' State of New York with the exception of 

traffic infractions relating to parking and standing. 

These funds would be used to offset training costs for 

law enforcement personnel t:hroughout the State. 

Addi tional discussion fol1o~,.,ed regarding part time police 

training and the current efforts to de~elop.standards 

and goals for New York State law enforcement personnel. 

The meeting adjourned at 1:15ponlo 

75th Meeting - September 22, 1976 (Conunenced 10: 25a .m. ) 

Discussion involved a proposed change inthe.color per­

ception standard for law enforcement personnel in the 

State. It was proposed that the nIshihara." test, which 

was recommended by the Medical Director of the State Civil 

Service Department, be adopted. The Council, after dis­

cussion, adopted it by a vote of four to two. 

Police Instructor Standards were discussed as were 

several pending bills regarding record searches, confid­

entialityin connection with computerized police records 

and the addition of seventy five new peace officers within 

the State Liquor Authority. The meeting adjourned at 12:ISp.m. 

Other are~s of concern covered "in previous Council meet~ngs 
were the applicability of mandatory training regulations to 

I 

various classes of law enforcement officers throughout the 
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S"tat~; an eVCil:.:ation of the job relate~ness of police pro­

motional examinations; and a possible increase in the com­

position of the Council to include representation by the Police 

Conference of :~ew York (Police Union). The latter bill was 

opposed by" t:.he Council unanimously and an a,lternative pr\',)­

posal was agre~d upon. 
* * * * * 

Generally speaking, the Council is an urban-oriented body 

that has traditionally taken conservative positions on most 

issues brought before it, most notably, the training of 

part-time police officers. 

The current administration of the Bureau for Municipal 

Police took the initiative: in 1975 and" initiated "a Basic 

Course "for part-time police officers at Cove Neck in Nassau 

County. Despite being closely monitored by the Bureau for 

Municipal Police staff, there were'serious objections raised 

by representatives of the Nassau County Police Department, 

the most signi£icant being that the training school was being 

conduc_ed in a ~anner inconsistent with Nassau County Police 

Departmen~sefforts to elevate and not lessen the character 

of police training in the County. 

Despite the Nassau County Police Department's arguments, 

support for part-time police training was forthcoming from 

some Council me=bers and invited guests. It w~s finally 

resolved, however, that no other school of this kind would be 

certified until the full result.s of the pilot project \-Tere 
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.kno'\·m and presented to the Council. At a subsequent meeting 

in April of 1976 the Council unanimously approved the concept 

of providing basic training for part-time officers subject to 

quiGelines established by the Bureau of Municipal Police. Ac­

cording to the Bureau for Municipal Police Annual Report 

for Zone Meetings (1977) "Five of the six schools presently 

pending are basic training schools for part-time police 

officers~" 
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CHAPTER II! 

BUREAU FOR HUNIC!P;'.L POLICE: 

C~ties, Responsibilities and Organization of the Bureau 

'The Bureau for Municipal Police was affected by a major 

reorganization in 1972 that resulted in a state-wide consol-

i~ation of criminal justice service agencies. At that time 

~e Municipal Police Training Council and the Bureau for 

~~~icipal Police were reorganized within the Division of 

C=iminal Justice Services. The Director of the Bureau for 

~~'icipal Police was accordingly made responsible to the 

Cc~ssioner of the Division of Criminal Justice Services. 

Tee Bureau currently functions as the operational arm for 

t':..a Commissioner in the area of pO'lice training and, in 
-

ac~ition, provides administrative surveys to local law en-

fc=cement agencies throughout the State. It also retains 

i~s original function as the secretariat for the Municipal 

Pc:ice Training Council. 

Specifically~ the duties and respons~bilities of the 

B~eau for Municipal Police include: 

1. Certifying and approving training schools and 

granting (as well as revoking) certification of 

these schools; 
2. Certifying'police training instructors and issuing 

appropriate certificates; 

3. Certifying police officers as having satisfactorily 
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conlpleted basic programs; 

4. Initiating studies and surveys relative to the 

establishment and operation of police .training 

schools; 

5. Serving as a consultant to local municipa~ities in 

the development of advanced in-service training 

programs for police personnel and issuing certificates 

attesting to satisfactory completion of advanced 

training Erograms; 

6. Consulting, conferring, and cooperatin~with uni­

versities, colleges, and other educational institu­

tions in New York State for th~ developme~t of spec­

ialized courses of study in police science and ad­

ministration; 

7. Conferring , consulting, and cooperatingwi.th other 

New York State departments and agencies involved 

with police training; 

8. Conducting and performing such other acts as may 

be necessary or appropriate to carry out the functions, 

powers, and duties of the Bureau; 

9. Preparing reports for the MPTC at each of its regular 

meetings. 

Organizationally, the Bureau is headed by a Director who 

has overall re~ponsibility for the operations of the unit. 

(See attached organization chart.) His main function is to 
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represent the Co~issioner of the Division of Criminal 

Justice Services as a law enforcement consultant within 

New York State in theareas~f police administrative services 

and police training. ' In furtherance of these responsibilities, 

he maintains a liaison with Chiefs of Police and Sheriff's 

departments throughout the State and, on a national level, 

attends conferences and workshops which relate to law'en­

forcement matters in his area of responsibility. ' 

He is assisted by a Oeputy Director who is ~esponsible 

for the day-to-day operations of the Bureau. The official 

title of this office is Chief of Municipal Police Training 

and Operations. 

The Bureau is divided into three major organizational 

components: the Administrative Services Division, the Training 

Services Division and the Office o~ Crime 'and Delinquency 

Prevention. 

COMPONENTS OF THE BUREAU FOR MUNICIPl~ POLICE 

1. Administrative Services Division 

The Administrative Services Division is a small unit com­

prisea of a s~pervisor and a research analyst. It utilizes 

the clerical and stenographic capabilities of the Bureau for 

report writing and record keeping. According to State law 

the unit is responsible for offering management analysis and 

assistance to local law ~nforcernent agencies upon the request 
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of the head of an agency. According to recent Bureau records, 

the unit has been averaging approximately 60 requests per 

year to conduct a~nistrative surveys. In recent years, 

however, the subject matter of the surveys under study has 

become more complex and detailed, requiring increased time 

for research and processing. In the past nine years the 

unit has made its services avai1abl~ to over two hundred 

and fifty municipal and state agencies. Since this unit·s 

operations"are not in the training area and, therefore, be­

yond the scope of this survey, no further reference will 

be made to it. 

2. Training Unit 

The second major component of the Bureau for Muni€ipal 

Police is the Training Unit. This Uni·t is headed by_ a 

Supervisor of Municipal Police Training, aided by three 

Associate Training Technicians. The Unit oversees and 

coord'inates all mandated and specialized training programs 

in New York State with the exception of those in the highway 

safety area. The training unit is responsible for coordinat­

ing and supervising the Bureau's two mandated training courses, 

i.e., the 285-hour basic cour~ie for recruits and the 70-hour 

supervisory course for newly promoted first-line supervisors. 

In order to facilitate the coordination of these mandated 

courses, the Bureau for Municipal Police has sub-divided the 

State into 12 functional training zones. (New York City is 
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,designated as a zone but is e:Y.c1uded from the mandate) •. 

In each training zone there are usually two or three agencies 

which periodically. sponsor either a Basic or Supervisory 

Course or both, depending upon the needs of the area. In 

some zones three or four such courses may be presented each 

year; in others, there may be a one or two-year hiatus be­

tween courses. 12 

As was discussed in Chapter II, the legislative mandate 

which created the Bureau for Municipal Police, and which pre­

sently determines its policies and decisions, emphasizes the 

Bureau's responsibility to encourage local municipalities to 

sponsor mandated training. As a result, any Chief of Police 

or Sheriff may decide to conduct a Basic or Supervisory Course 

be merely notifying the ~ureau for Municipal Police ~t least 

thi~ty days beforehand. The Chief'must agree to conform to __ 0-:-

the Bureau's curriculum IUld instructor requirements. 

12 During 1976, twenty-eight Basic Courses and thirteen 
. . 

Supervisory Courses were certified by the Bureau for 

Municipal Police. All of these courses were locally spon­

sored, with the exception of those in Training Zones 10, 11 

which are federally funded. Financial assistance provided 

for these courses by the Bureau for Municipal Police is ap­

proximately $17,000 per year state-wiae. The eA~enditure 

of these funds is explained in the Bureau for Municipal Police' 

budget section of this report. These schools were conducted 
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Special training programs are administered by the Train­

ing Unit and cqn be most aptly described as general in­

service training courses. Theoretically I state-\>ride needs 
• 

in these areas are anticipated by the Bureau and programs 

are designed and presented to meet these needs. In many 

cases the progr~~sare federally funded. Many of the orig­

inal programs were developed to enhance the training abilities 

of the participants, thereby c'reating a pool of in'structors 

capable of.tefiching other law enforcement officers throughout 

the State. During 1976 the Training Unit coordinated courses 

in arson investigation, ethical awareness, hostage negotia­

tion, and instructor development, to name a few. In all, 

the unit participated in over one hundred tr.aining sessions 

involving over two thousand partic.ipants. 

in nine of the thirteen zones. (There were no courses 

offered in Zones 8 (St. Lawrence, Jefferson, and Lewis counties), 

9 (Clinton, Essex, and Franklin), and· 12 (Steuben, Chemung, . 

and Schuyler counties) • 

. It should'be noted that of these twenty eight schools, 

only. five were for part-time students. During 1976, 542 full­

time officers graduated from Basic Schools while 146 part-time 

officers successfully completed the course. 

13 New York State Standards and Goals, D.C.J.S., 1977 

14 Ibid. 
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According to draft material compiled by New York State 

Standards and Goals, the present state of in-service training 

is poorly structured. 

The Bureau for Municipal Police training zones conduct 

four different types of in-service training schools ; 

general, intermediate, advanced, and specialized. There 

are !l2. NPTC mandates concerning how much in-service 

training police officers in New York State must have ••• 

They (~MP) also have a suggested curriculum for the 3 

"core" in-service courses (general, intermediate, advanced), 

but considerable flexibility is allowed to the school 

organizers in determining the substance of the courses. 

In fact, the only difference between the general, inter­

mediate, and advanced courses are their labels. 15 

Highway Safety Program - The Highway Safety Program is 

headed by a Highway Safety Project Director who coordinates 

the activities of an Associate Training Technician, a Highway 

Safety Program Representative (Police), a Coordinator of 

Highway Safety Program Workshops, two Highway Safety Tech-

nical Training Supervisors, and Equipment Maintenance Super­

visor, a Research Analyst, a Senior Computer Programmer, 12 

Senior Training Technicians and other support services. The 

technicians travel throughout the state conducting traffic 

related programs such as Selective Enforcement, Breath Test 

Operator, Crash Management, Radar Certification and other 

15 Ne\'1 York state Standards and Goals, D.C.J.S. 1 1977, 
preliminary draft material. 
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polic,,; traffic f3ervit:;es pr?,.J!:>- nt5. In 1976, this unit pl."O­

vided training for over 2300 law enforcement personnel state­

wide and also participated in the New York State l-fagistrates 

Association and DA's Association in their respective training 

programs. 

The most recent available figures from ~he Bureau indicate 

that funding for this unit is approximately 1.3'million do11ars g 

85% of which is provided by the National Highway Traffic 

Safety Administ~ation. The remaining 15% is from State funds. 

3. Office of Crim~ and Delinquency Prevent.ion 

Created in May of 1977, the Office of Crime ·and Delin­

quency Prevention is the newest department of the Bureau 

for Municipal Police. According to the Gov~rnor's Special 

Message to the Legislature concerning Crime Prevention and 

the Elderly: 

The new unit will work hand-in~hand with municipal law 

enforcement agencies, senior citizens organizations, 

juvenile aid bureaus, and others throughout the State, 

to improve the capaqity of local communities to prevent 

crimes against the elderly. The unit will act as a 

coordinator and catalyst for developing local crime pre­

vention programs, including home and personal security 

programs" They will conduct training session% for law 

enforcement agencies on crime prevention techniques, 

and improv(l~ crime reporting capabilities throughout 
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.the State. 

In additio~, the new Office of Crime and Delinquency 

Prevention ;·:-ill develop and implerr~ent a State'VTide Operation 

Identifica~~on Program to permanently mark portable 

personal p==perty in order to identify stolen articles 

throughout ~he State and return them to the owner. The 

Office wil: also develop Neighbo=hood Alert programs in 

communities. This effort will increase citizen watch-

fulness anc increase citizen participation in reporting 

crimes. O~:y when each citizen is concerned enough to 

aid and aSE~st his fellow citizens, will we be able to 

initiate a ~ruly effective assault on crime in our State. 

A major fur.=tion of the new Office will be to increase 

'citizen anc community awareness of the problem of crime 
-

against the elderly, and provide information on possible 

solutions. A mobile crime prevention bus will serve as 

a travelin~ classroom for both creating public awareness 

and educat~~; senior citizens in order to reduce the like­

lihood of ~eir victimization. These efforts will augment. 

the ongoin~ ~raining program of the Office, as \Ole1l as a 

public infc~ation campaign. In addition, staff will 

conduct tra~~ino and awareness sessions for senior citizens 
~ . ~ . . 

at. nutritic~ sites, senior citizens cltms and canters, and 

county off~=es for the aging. IE 

16 Hugh L. Car;.-::, - State of New Yor}:, Crime Prevention and 
the Elderly. Special Message to the Legislature, May 23, 
1977, p.3. 
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.The Office, 'vhich presently consists of eleven members, 

will administera$483.52~ grant from LEAA, as well as .$500,000 

granted by the State legislature's 1977 supplemental budget. 

4. Film Library 

The Bureau for Municipal Police maintains a film library 

which is available for training purposes. The library pre­

sently consists of some 225 copies of films, and in the calendar 

year.of 1976 t~ere were some-g09 bookings. The Municipal 

Police Training Council, through the Bureau for Municipal 

Police, publishes a catalog which lists not only those films 

which have been purchases by the BMP, but also those films 

which may be obtained on loan from other agencies in New 

York State. 

Concerning the acquisition of films, the Municipal Police 

Training Council catalog states that "Films and slides should 

be requested as early as possible before the showing date, 

but in no case more than four months in advance. If possible, 

give alternate showing dates and alternative title choices 

as seasonal demands on the film s~ck may necessitate sub­

stitution." 17 There is no charge to the borrowing agency 

for either the actual use of the film, or the shipping charges 

incurred in receiving it and sending it back to the library 

in Albany. 

17 Municipal Police Training Film Catalog, 1977. 
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.Ct1RP.E}~T BUREAU FOR z.IUNICIPAL POLICE GRANTS 

In addition to the previously mentioned highway safety 

funds, seven additional grants to provide specialized train-
or resea~ch ' 

ing tare currently in effect; 1) In.structor Development in 

Crisis Intervention and Conflict Management, 2) Police 

Administrative Services, 3) Counter Terrorist/Hostage Train­

ing Program, 4) Police Instructor Development Seminars,S) 

Instructor ~~alysis and Design Progra~ 6) Monroe County 

Regional Criminal Justice Training Academy,?} Erie County 

Department of Central Police Services,S) Master Plan for 

Training in New York State. Each of these programs is 

described briefly below: 

1) Instructor Development in Crisis Intervention and 

Conflict Management 

The objective of this program ~s to train a select group 

of municipal police officers in proven techniques of pro­

perly handling family c~isis/conflict situations~ to 

equip these officers with knowledge and ~aterial to en­

able them to organize and present similar training to 

members of their own departments, and to provide qualified 

instructors to assist in training other departments in 

a given area. The grant provides for five five-day sessions 

with a maximum of twenty five officers each session. 

Total project funds are $105,196. 
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2) . Police Adnlinistrative Services 

The goal of the grant is to develop a staff for the Police 

Administrative Unit of the B~~ which will be capable 

of performing consulting services for local police agencies 

Providing these services will be facilitated by develop­

ing standardized models that have general applicability 

...: 

and lend themselves to adoption by numbers of police agencies 

in the state. Total project funds are $96,000. 

3} Counter Terrorist/Hostage Trainin~ Program 

The goal of this program is to teach police personnel 

in New York State to utilize proper tactical and negotiation 

procedures to save the lives of hostages, bystanders, 

and police officers handling a terrorist or hostage sit­

uation. The grant provides that all members of ~he New 
State 

York Police (3389) and 1000 municipal police officers 

receive a one-day training program dealing with 

hostage situations. This includes a classroom presenta­

tion , group discussions and role-playing activities. The 

role-playing involves a simulated hostage incident 
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making use of all the specialized equipment necessary~ 

Participants are required to meet certain_cr~teria in order to II 
be selected for further training as negotiators, riflemen, 

gasmen, and supervisory personnel. Total project-funds 

are $595,491. 
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announced their intentions to discontinue basic recruit 

training due to inadequate training facilities). The 

grant applicat.ion to the Ne\Ol York State Division of 

Criminal Justice Services proposed to create a Regional 

Criminal Justice Training Program for ,area police 

officers. The program was designed to provide basic 

and supervisory training to law enforcement personnel, 

and sp~cializ~d training to ot~er pract.itioners in the 

criminal justice system within the entire Zone 11 train-

ing district. The proposal requested total project 
. '\ 

funds of approx~mately $262,000. The train:i.ng center was 

to be located in Monroe Community Coll.ege with no cost 

to the center for use of its facilities. 

Funds were provided for a Director at $22,000 (~ssociate 

professor level), a Deputy Director at $19,000 (an 

assistant professor level), two instructors, full time, 

at $16,000 each, and a full-time secretary. It included 

funds to pay outside lecturers in amounts that varied 

depending on profession~l qualifications (between $10. to 

$25. per hour). In addition, funds for training aids, 

forensic science equipment and a motorized van to trans-

port personnel and equipment were requested. 

The Division of Criminal Justice Services routinel~· sent 

the application to the Bureau for nunicipal Police for 
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-review. In a confidential return memo from the Director 

dated April 3, 1975 it was recommended that, "The appli­

cation not be approved and at the very least postponed 

from current consideration ••• " The memo went on to pre­

sent the rationale for recommending disapproval of the 

application. "Should this particular proposal be ap­

proved, it would be most difficult to disapprove subsequent 

applications, resulting in an inordinate drain upon LEAA 

funds." The memo further stated that "Our past and present 

policy for Monroe County has been to hire a training assist­

ant on a part time basis at approximately $200 per week 

for the length of time of actual training, plus an addition­

al two weeks (one for school preparation and the other 

for administrative closing). This system has been highly 

satisfactory and economical." Finally, the memo noted 

that the fact that the Rochester Police Department and 

the Monroe County Sheriff I s Department werle planning to 

discontinue basic recruit training was misleading since 

they were obliged by statute to provide this. 

Despite this memo from the Bureau for Municipal Police, 

the gr~nt application was approved several months later 

and the Training Center which has received se'veral sub­

sequent grant extensions continues to provide criminal 

justice training in the zone. 
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·7) Erie County Dep·ar·tment of Central Police Services 

On March 1, 1976 a grant was awarded by the Division of 

Criminal Justice Services to the Erie County Department 

of Central Police Services to expand and upg~ade the law 

enforcement training conducted by CPS through its Law 

Enforcement Training Academy. The objective of this 

grant was less ambitious than that of the Monroe County 

regional program and "provided professional training for 

all police personnel in Erie County, thus improving the 

performance of law. enforcement operations in the area." 18 

The grant provided approximately $178,000 to fund the 

acaqemy and included the salary of 'a coordinator, two 

secretaries, a technician, audiovisual equipment .($12,000), 

and a library ($5,000). An assistant director and a trainer 

from the Buffalo Police Departm.ent are also on the train­

ing staff~ The Academy provides trainers with a one week 

program in typing in addition to the traditional law 

enforcement curriculum. 

8) Master Plan for Police Training in New York State 

In a $72,000 grant awarded to the Criminal Justice Center 

of John Jay College in September of 1976, the Division 

of Criminal Justice Services through the Bureau of Municipal 

Police wished to evaluate its current training program for 

entry level police officers, as well as analyze future 

18 New York State D.C.J.Se Grant #Cl06768, D.C.J.S. *2094, 
Attachment itA". 

46 

IJ 
IJ 
1~1 

I~ 
.~ ~l 

1'1 

I] 
I:j 
I] 

11 
IJ 
1'1 

II 
11 

I 
I 
I 
I 
I 



tl 
fI 
I 
(I 

[I 

[I 

fl 
I 
I 
I 

I I 
II 

I 

I 
I 
I 
I 
'I 
'I 
I 

~raining needs in New York State. 

The project involved, developing a question-

naire survey which would analyze those needs, performing 

si~e visits to several representative police departments 

throughout the state, develop a model curriculum which 

is adaptable to the needs of individual departments, and 

to develop an implementation plan. 

.-

BUREAU FOR MUNICIPAL'POLICE BUDGET 

The basic approach to police training on the part of state 

government was indicated in Governor Rockefeller's message 

to the 1egislatu~e in 1959. In that address, "Message Con­

cerning the Problem of Crime," he stated that "The State 

should be. more actively concerned with the problems of local 

police training." 19 He went on to say, however, that, "There 

. would be no authorization for state funds for training pur­

poses under the bill I propose. Reliance would be placed on 

the present structure of police training, which is being grad­

ually expanded and improved by local initiative ••• " 20 

The Budget ?f the Bureau for Municipal Police reflects 

the above parsimonious philosophy. The following figures in­

. dicate the Bureau's budget for the fiscal year 1976/1977. 21 

19 Messages of the Governor, 1·1c Kinney's, 1959, p~1710. 
20 Ibid. 
21 1976/1977 Budget Report of the Bureau for l-l:unicipal Police. 



Personal Services $ 296,000 

Non-Eersonal Service' '(Total) 54,000 

SUEElies and Materia'1s 9,.600 

Travel 25,600 

Contractual Services 19,000 

Eq;uiEment 200 

Total 9per~io~ $ 35'0,400 

Grand Total of Fiscal Year '76 '77 $ 350,400 

Roughly $17,000 of the above funds are allocated to 

support the two mandated police training programs state­

wide. These funds are expended on ring binders and mis-

cellaneous training materials. In some cases the salaries 

of part-time regional Training Assistants are paid approxi­

mately $200.00 per week while a particular school is in 

session. In other zones only expenses of the Training 

Directors are paid since many are full-time employees of 

local law enforcement agencies. Generally speaking, there 

is no definitive policy or plan to determine which zone re­

ceives special assistance and which does not. During the 

course of this eva,luation, academies in two training zones 

that were offering' basic courses requested modest financial 

assistance from the Bureau and were refused because of lack 

of funds. One of the two zones subsequently requested funds 
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from local law enforcement agencies in their jurisdiction. 

The other charged each recruit a registration fee to cover 

administrative expenses. 

Other expenses the local training directors must meet 

include those connected with correspondence, postage, tele­

phone bills i they also provide ammuni t;~,",n and target mater­

ials for firearms trainings 

In its-budget request for fiscal year 1976/77 the MPTC 

acknowledged that "It is becoming increasingly more diff­

icult, in those areas served by regional schools, to have 

a Chief of Police or a Sheriff assign an officer as a full­

time school coordinator ••• Experience has shown that un­

less there is continuity in the daily administration of 

a police school, the overall quality of the training is 

a.dversely affected. n 22 The report went on to point 

_out that "of the twelve training zones, into which the 

Municipal Police Training Gouncil has divided the state 

for administrative purposes, only four zones contain a 

permanent training facility with full-time personnel 

·assigned. In the remaining zones, training courses are 

scheduled on an as-needed basis, and are not always held 

in the same location or sponsored by the same police 

2~ Bureau for l1unicipal Police, Budge't Request for 19
c
/6il977. 
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agency_ Facilities in these agencies are often mar­

ginal in that they are not designed as classrooms and 

necessary equipment must be found to make them usable­

for training purposes. 

This type of operation has, ever the years, been a source 

of err~arassment to the Municipal Police Training Council 

in that \'le have been unable to provi-ae adequate logis­

tical support to local agencies attempting to comply 

with state. mandated training reguirements. n 23 

h~ile a lack of adequate funds is too simplistic an 

answer to the problems facing police trainers in New York 

State, it certainly has adversely curtailed ·t.heir effective­

ness. The National Advisory Commission on Criminal Justice 

Stanaards and Goals dealt with the. problem in their 1973 

report. 

"Financial support is a critical problem in developing 

an effective State police training program. One argu­

ment holds that the State should finance the entire 

cost because it is mandating participation in the program. 

Another holds that local jurisdictions should assume the 

cost since they reap the benefit of trained employees. 

Probably, portions of the cost should be borne by both 

23 Ibid. 
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state and local governments. Unfortunately, police 

agencies that need training most are often the agencies 

that can least afford to pay for it ••• 

A basic question that must be answered in determining 

financial assistance is what kinds of expenditures 

should be funded. Generally, four areas are considered: 

salaries of participating employees, training expenses, 

costs for relief assignments in the employing agency, 

and employee travel and living expenditures. The most 

frequently used assistance programs reimburse salary 

costs of partic;pating employees or finance. training 

program expenses. 

Michigan has a realistic assistance program; payment 

fluctuates according to the 1e~gth of ·the c~urse and 

the number of participating employees. California, in 

most instances, provides salary reimbursement" for partic­

ipating employees. The Advisory Commission on Inter­

governmental Relations .in State-Local Relations in the 

Criminal Justice System, recommended that States pay all 

costs of police training programs that meet mandated State 

standards." 24 

24 National Advisory Commission on Criminal Justice Standards 
and Goals, 1973, p.384. 
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Recommendation 
. should . . 

The Bureau for Hunicipal Pol~cel be provided \,1~ th suff~-

cient additional staff to adequately supervise and monitor 

training within the state. Currently, there is no systematic 

monitoring system in existance. Supervision consists of an 

adti\il1istrative review of the course curriculum mailed t.O the 

Bureau for ~lunicipal Police by the sponsoLing training agency .. 

Generally,.no field follow up is conducted to determine 

whether the submitted curriculum is actually taught or whether 

the quality of instruction is adequate. There is also a 

critical need to monitor field training of recruits to insure 

that this most important learning experience is oeing adequate­

ly provided. It is reco~mended that additional training tech­

nicians be hired, and that suffici~nt time for field super­

vision be provided to these individuals and the existing 
.' 

Bureau for Municipal Police training staff. 
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.has steadily improved over the years ,·:ith little prompting 

assistance from outside agencies. In many instances, 

the assistance of these law enforcement agencies has been 

sought by the Municipal Police Training Council and the Bureau 

for 1-11lnicipal Police to support what, for the most part, is 

a totally inadequate rural training effort that services 

approximately three quarters of the la\.; enforcement agencies 

in Nel'l York State. Of tlle approximately 60,000 full-time 

sworn officers in New York state, over 56,000 are employed 

within the seven Metropolitan Planning Areas (Erie/Buffalo, 

Monroe/Rochester, Nassau, Suffolk Onondaga/Syracuse, West­

chester/Yonkers and .New York City). R~gional Coordinating 

}~eas representing rural interests comprise only 6400 or 

9 percent of the State's full-time sworn officers. Rural 

and small municipal agencies, however, represent the largest 

portion of the state geographically (forty-five of the $ixty-

one counties are so classified) and the vast majority of law 

enforcement agencies (439 of the State's 573 police agencies 

have fewer than fifty full-time officers). Sixty-five agen­

cies have no full-time office~s at all. 

Traditionally, large urban agencies through their leader­

ship and example have been in the vanguard of the movement 

to increase both the quantity and quality of training throughout 
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~he State. For the most part they have been very success­

ful in upgrading the training capabilities in their own 

agencies. In almost every case, the staff found that train­

ing academies sponsored or supported by large urban law en­

forcement agencies were well above standards academically, 

and the number of training hours p:rovided was w~ll in excess 

of the state's mandate. Training conditions in the rural 

areas of the state are poor by comparison. 

It is the conclusion of the 15taff that the average small 

municipal or rural law enforceme:nt agency is not experienticllly 

or financially capable of organizing and operating a viable, 

comprehensive police training program. They must rely on 

the :r:esources of larger urban agencies or the Bureau for 

Municipal Police to meet their needs. In large urban 

agencies those resources are being taxed beyond their limits 

and the budget of the Bureau for Municipal Police is totally 

inadequate to provide any me~ningful assistance. 

It appears that because of their limited size and 

stature and the lack of a charismatic "rural interest" 

spokesmen, training in these areas has been seriously 

neglected. For these and other more specific reasons, the 

project staff has concluded that police training in New 

York State is urban oriented at the expense of smaller 
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.~state nlu.:1ic;'pali ties and rural a:::-eas. 

Scope of the Problem 

There are literally thousands of police officers, both 

full and part time, engaged in providing police service in 

New York State who received little or no training in the 
I 

duti~s and responsibilities of their profession. These men 

were aptly ~escribed at a recent meeting of the Municipal 

Police Training Council as uunguidod missiles"~ a reference 

to the potential for disaster they embody as they daily 

perform duties that have life or death consequences. 

According to the latest available figures of the Bureau 

for M.u:1icipal Police, approximately 19, 150 law enforcement 

personnel have completed the mandated Basic Course since 

it was established in 1959. 'rne law at that time exempted 
. 

police officers who had been permanently appointed prior 

to July 1, 1960. Due to the dearth of information available 

regarding the training proficiencies of law enforcement per­

sonnel within the state, it is difficult to accurately esti-
who 

mate the number of untrained officers in this group/are em-

ployed in small municipal or rural law enforcement agencies. 

Even were it possible to determine the exact figures 

regarding these exempt officers, the true picture of the 

cri tical ·needs of rural police trai.i.'l.ing does not become 
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4pparent. One must consider that until as recently as 

1967 mandated statewide training required that police re­

cruits be provided with only three weeks of Basic Training. 

A major portion of this training focused upon developing 

the recruit's proficiency in the use of firearms. For many 

hundreds of law enforcement officers in the state this three 

weeks represents their entire formal police training. 

In addition to the above full-time officers, there are 

approximately 2,600 part-time sworn officers in the state who, 

despite the Municipal Police Training Council mandate to 

provide them with basic training, have until recently, 

been entirely ignored. They receive virtually no training 

besides a perftlnctory in-house orientation and truly repre­

sent a hazard to themselves and the communi tie~; they' serve. 

To further complicate the matter I c~tegories of lat,ol el').­

forcement officers throughout the state have been viewed as 

being beyond the jurisdict..t·~ - of the r.1unicipal Police Train·· 

ing Council's mandate. These exclusions hinge upon inter­

pretations of the wording of the legislative definition of 

the term police officer. According to Chapter 446 of the laws 

of 1959 a police officer is defined as: 

A member of a police force or other organization of a 

municipality who is responsible for the prevention and 

detection of crime and the enforcenent of the general 
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criminal laws of the S~ate, but shall not include any 

person serving as suc~ solely by virtue of his occupying 

any other office or p=sition, nor shall such term include 

a sheriff, undersheri==, corrmissioner of police, deputy 

m: assistant commissi=:-.er of police', chief of police 

'deputy or assistant c~~:f of police or any person having 

an equivalent title ,,:;-.= is appointed or employed by a 

municipality to exerc~se equivalent supervisory authority. 

(Added laws of 1959, C~apter 446, Section 2, effective 

July 1, 1959) 

This definition has be:n interpreted to exempt law 

enforcement officials fro= small towns and officers not in-

eluded in civil service pcsitions. Most importantl~ it has 

affected many sheriff's' de:::.rtments throughout the stateD 

A recent report by the State of New York Commission of 

Investigation on the Sher:'::f's Department of Dutchess County 

stated that "virtually al: of the deputies questioned about 

training by the Commissic~ decried the lack of preparation 

they had received. The a~~itude of the sheriff may be de­

scribed as a 'sink or swi=' attitude, and men were put on 

road patrol and given 6th:= responsible law enforcement 

duties with no training w~tsoever.n 

According to the repc=~, deputy sheriffs received "no 

advance training instruct~=n or preparation." No copies of 

the Penal Law or police q~~~es are furnished them, and they 

..: 



must. depend upon their own resourcefulness in meeting 

problems. 

A number of deputies stated that the sheriff has de­

clined opportunities to avail himself of federal funds 

for equipment, and all stated that he was steadfast in 

his opposition to efforts by his men to advance themselves 

professionally and academically through educational programs. 

Some men c~mplained to the Commission that their tours of 

duty were changed after they had signed up for outside educa­

tional courses, and that their new hours were invariably 

in conflict with their educational pursuits, compelling that 

training be abandoned. While this report is not offered to re­

present the typical attitude towards training on behalf 

or sheriffs in N'e\", York State it does indicate the ex­
tremes to which the neglect of training can be carried. 

Lack of Adequate Rural Representation on the 

Municipal Police Training Council 

There are a number of factors which account for the 

great disparity in the quality of training between urban 

and rural areas. The causes range from the obvious cost 

and rnanpm",er factors involved in the training process, to 

an outright lack of interest in or appreciation of the bene-

fits of training. (The latter t",o factors may be a response 

to the relatively poor quality of training r~ral agencies have 
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~xperi~nced over the years). 

Another very important,factor is the urban orientation 

of the Municipal Police Training Council. This, to a 

great extent, is due to lack of adequate rural repre­

sentation on the Council. The disproportionate representa­

tion on the Council 

becomes evident if one considers the present composition 

of 1che Municipal Police Training Council. In light of the 

previously stated fact that over 75 percent of the law 

enforcement agencies in the state have fewer than fifty 

sworn officers as well as most of the serious training 

problems, a significant increase in rural representation 

is recommended. 

The disparity in terms of representation manifests it-
I' 

self most dramatically in te~inS of the factional utiliza-

tion of available block grant funds provided by the Div-

ision of Criminal Justice Services. Since the Municipal 

Police Training Council and the BUl~eau for Municipal Police 

have virtually no operating budgets the exercise of fiscal 

control of Division of Criminal Justice Services funds in 

essence, determines policies and priorities for training 

within the state. These prioritiesunderrnine: smaller 

agencies most desperate long range training needs, i.e., 

an adequate and comprehensive training delivery system and 
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training programs that address specific local needs. 

Examples of the above disparity abound if one reviews 

recent grants supported by the Council. They have provided funds 

6f over $590,000 to the Neu York State Police 

to develop a Counter Terrorist/Hostage Training Program for 

its entire officer force. Two one-week seminars in Employee 

Relations were sponsored for supervisory officers in Monroe 

County., The counties of Er.ie (Buffalo) and Monroe (Rochester) 

were awarded $178,000 and $261,000 respectively to estab-

lish training academies to service law enforcement train­

ing needs in those areas. 

Regardless of the efficacy of such programs, the fact 

that only approximately $17,000 out of the Bureau for Municipal 

Police's annual budget for 1976 went to support the ·states 

two mandated courses illustrates the method of establish­
that 

ing training priorities. Considering these funds are 

currently allocated among approximately twenty-five 

academies in the thirteen training zones in the state, and that 

generally speaking, they represent the entire source of 

funding for rural training, it beco~es obvious that the 

funding level is totally inadequate. !n view of the funding 

potential of the Bureau for Hunicipal Police's parent organ-

ization, the Division of Criminal Justice Services t it is 

discouraging to read in the agencY'$ rudget report that it 
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.provided only $24. DO/student state-wide to support its 

eight-week mandated Basic Course for recruits during the 

1976/77 fiscal year. 

Recommendations 

1. The membership of the M~nicipal Police Training Council. 

should be enlarged. The staff recommends that the member­

shop of the Municipal Police T~~injng Council be expanded 

to include': 

a) One chief of poJ.ice from an agency employing t\'lenty 

or less full-time sworn officers. This member must 

have previously ·served as a regional zone coordinator 

or subcoordinator and demonstrated considerable 

interest and knO\'lledge in law enforcement training. 

He will be selected by the. current voting members 

of the Municipal Police Training Council from a 

li~t of qualified individuals submitted by the 

Director of the Bureau for Municipal Police. 

b) One chief of Police or sheriff from an agency employ-

ing more than twenty but less than sixty sworn officers. 

The same qualifications and selection process in Ca) 

will apply. 

It further recommends tha't, despite the maj or training 
, " 

contributions of the Federal Bureau of Investigation, New 

York City Police Department, and the Ne\y York State Police, 
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their designation as voting me~bers of the Council be 

reconsiderede The Staff feels that representatives of each 

of these agencies can continue to make vital contribu-

tions to the Council as resource persons, but that only 

Council members from agencies or municipalities directly 

effec-ced by the Council's decisions should hav'~ voting 

status. If implemented, this recommendation would assure 

a more bal~nced rep~esentation within the Council in light 

of the above proposal for an expanded rural membership. 

2 .. ~hould. . . 
• The Bureau for l>1un~cipal Pol~cej establ~sh tra~n~ng 

area priorities that reflect the following order of im-

portance: 

1. Basic Course for Recruits (full and part time) 

2. In-Service Training 

3. Supervised Field· Training 

4. Supervisory Training 
a 

These priorities are based on/State-wide survey of training 

directors and zone coordinators (See Appendix4)and on the 

observations and conclusions of the.project staff. 

3. The Bureau for Municipal Police should give the highest 

priority in the in-service area to rural law enforcement of­

ficers, particularly those who completed the Basic Course 

prior to 1967. 

4. The Municipal Police Trai~ing Council/?repare a 1egis-

1ative proposal to the Governcr that no sworn police officer 
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be allowed to perform the duties of that office prior to 

having succ~ssfully completed a Basic Course approved by 

the Bureau for Municipal Police. 

This mandate should be applied to all law enforcement 

personnel responsible for the prevention 3nd detection of 

crime and the enforcement of general criminal laws of the 

State, regardless of size of agency civil service status, 

or whether they are full or part time. 25 

The National Advisory Commission on Criminal Justice 

Standards and Goals, in its report, "A National Strategy 

to Reduce Crime", states the following: 

"Every State should enact legislation that establishes 

mandatory minimum basic tr~ining ••• This legislation 

should prohibit any individual from performing tne 

police function unless he is certified as having met 

the minimum standards." 26 

This same Commission in its 1973 Report on Police, had 

as one of its standards the following: 

Every police agency should take immediate steps to p:t'O­

vide training for every police employee prior to his 

first assignment within the agency, prior to his assign­

men't to any specialized function requiring additional 

training, and prior to his promotion. In States where 

preparatory training is currently mandated by State 

25 National Advisory Commission on Criminal Justice Standards 
and Goals, Report on Police, 1973, p.392 

26 Ibid, p.83 
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law, every police agency should provide all such train­

ing ~y 1975: in all other States, every agency should 

provide all such training by 1978. 27 

Finally, recent preliminary draft material by the Div­

ision of Criminal Justice Services' Standards and Goals 

Project has as one if its standards: 

Increase the l>J:unicipal Police Training Council (MPTC) 

mandated minimum basic training from 285 hours to 400 

hours ~ll of which must be completed by any person be­

fore they serve as a police officer. 28 
should 

5. The Munic:i.pal Police Training Council/recornmend to the 

Governor that the State mandate a thirty-five hour in-service 

training program at least once every three years for all 

entry level law enforcement personnel in New York State. 

This position is supported by 'the recommendation of the 

National Advisory Commission on Criminal Justice Standards 

and Goals in its task force report,"Police". The report 

goes beyond the scope of the above recommendations by 

stating the "Every police agency should provide forty hours 

of formal in-service training annually to swor.n police em­

ployees up to and including captain or its equivalent." 

According to the report, "This training should be designed 

to maintain, upda.te and improve necessary knm,Tledge and skills. if 

The New York State Standards and Goals project also re-

commends an annual forty hour in-service block of instruction: 

27 Ibid 
28 Ibid 
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r;x:he !,1unicipal Police Trai ning Council should mandate 

40 hours in-service training per year for all police 

officers. Police departments should have the following 

options to meet this mandate: conduct their own Bl-lP 

approved schools; send their police officers to region­

al schools who can then concuct their department schools; 

participate in an interagency cooperative training 

officer system; or,use individualiten audio-visual train-

ing tec~~~iques and home study materials. 

The present and short range (three to five years) train­

ing capabilities in Ne\-v York State preclude an inunediate move 

to mandated annual in-service training. n ....... .;1 W4 .. ,. __ -f-h.:. +-,..~in;nC'T ---- -- -------~ 

delivery system improves, a mandated thirty-five hour in-

service training program, at least once every three years, 

is recommended as being a practical and realistic alternative. 

6. The Bureau for Municipal Police should undertake a re­

view of their record keeping needs and methods. Currently 

there is no systematic approach to recording, keeping or re­

trieval. There'is almost no usable data regarding individual 

officers training and educational achievement's, background 

information such a~ date of appointment, age, rank, etc., 

the nUIt".ber and size of law enforcement agencies in the 

State, or the officer t s legal stat\',lS (full-time, part-time, 

civil service, etc.). Acquiring this information would be 

facilitated by the passage of the Central Registry Bill; 

hot,.:ever I a records nanagel1'.ent s1.:.rvey to determine exactly 
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what information and =9~ords should be kept is strongl~ 

recommended. 

EVALUATIO~~ OF }i:::. YORK STAT3 7;tJ..J:NING ACADSf-iIES 

( Bae!c Course for ~ecruits ) 

In April, 1977 a tentative evaluation of all thi=:een 

training zones and the academies located therein was ma~e 

l ed 
base on site visits tc each of the zones and data obta!::.ed 

from questionnaires •. ;'~ that time several zones rece1ve~ 

" below standard~ " ra~ings for a variety of reasons. :~ was 

decided that these zo!:,~s be gi.ven time to correct the ~;fi-

ciencies. Time was als: needed by the project staff to analyze 

data already gathered :~ each of the zones but not inc:~ded 

ill the evaluation. This was concluded, and the evaluat!:n that 

follows reflects both ~~e correction of the reported de!iciencies 

and the inclusion of ~~e omitted data. 

Zone # 

Zone 1 

Zone 2 

Zone 3 

The final evalua~ion is as follows: 

Training Lc:ation Ratin=:-

Suffolk Co~~y, P.D. Above ~tandards 

Nassau CO~~:"'f PloD. Above ~tandards 

New York Ci~y, P.D. Not Ra~ed 

Westchester :ounty Sheriff's Dept. Meets ~tandards 
National Gua~d Armory, Ossining,N.Y. 
S.U.N.Y., i~~chase, N.Y. 

At the time Jf the initial site visit, this 
tr~ining ta:~~ity was extremely poor ( Ossi=~ng site ). 
Th~s wa~ cc::.=~rmed by the responses of .recr-..:..:. 1:S to 
the pr?Jec~ ~uestionnaire. The academy also :acked 
the gu~danc;_of a firs~line or middle manage=ent level 
sudPervl.sor •. .:;oth of these conditions have be;!l correct­
e • 
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2.or ... r.::· 4 

Zone 5 

Zone 6 

Zone 7 

Zone 8 

Tmin of R<!.r.:apo 
Rockland Countv 
Fire Training ~cademy 

Town of Colonie P.D. 
Albany County 

~~eetn Stcmctards 

Above Standards 

A "below sJ~andards" rating had been given to this 
zone in the tentative evaluation only because 
of the lack of a superviDed field training segment 
in the Basic Course. This situation has since been 
corrected. The site visits and questionnaire data 
were excellent. 

Broome County Sheriff's Dept. Heets Standaxds 
BinghBltlptc:m . . --
This academy was not rated at the time of the interim 

. evaluation because of a lack of auestionnaire data. 
With the mailing of a second questionnaire, a much 
better response was ~aij2ti .Responses regarding the 
course was generally favorable; howeve~, the phy­
sical location of the academy was consistently 
noted as being poor. 

Tompkins County Sheriff's Dept. Meets Standards 
90rtland Community College, Ithaca 

This academy. was ~lso not rated in the interim 
evaluation because of a lack of questionnaire 
data u but this problem.was rectified with the 
mailing of a second questionnaire. 

Onondaga County C'Jntmunity College 
Syracuse 

Utica Police Dept. 
Mo~awk Valley Community College 

Watertown Police Dept. 

Above Standards 

Heets Standards 

Meets Standards 

There was a lack of continuity in the presentation 
of the Basic Course in this zone. This is the 
result of a lack of job opportunities in law 
enforcement in this area. The course that was 
evaluated was the first in several years and met 
BMP st;:'l.ndards. 
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Zone 9 

Zone 10 

Zone 11 

Zone 12 

Zone 13 

:: 

~lattsburgh Police Dept. 

Niagara County Police Academy 
Sanborn 

Meets Standards 

Meets Standards 

Erie County Central Police Services Above Standards 
Erie County Community College 
Orchard· Park 

Monroe County Community College 

Community College of the 
Finger Lakes 
Canandaigua 

Above Standards 

Not Rated 

Due to a continuous lack of cooperation 
between the program director of the 

. ~a~~ndaigua ~r.hool and this p~oje~t's director .. . 
this acaaemy was nu~ ratea. A new director'has 
been appointed and minimal 'response from the 
quest'ionnaires, along with a follow up site 
visit, indicates improvement in the program •. 

Schuyler County Sheriff's Dept. 
MontoVf" Falls Fire Science Academy 

Meets Standards 

Prior to the course this project evaluated, a 
Basic School haG not been run in two years. 
This lack of continuity must be recognized in 
the ~valuationeHowever; the course monitored met 
B?·tp stano.ards. 
Chautaugua County Meets Standards 
Sheriff's Dept. Mayville 

EVALUATION OF CURRENT TRAINING PROGRAMS 

The Project's staff has had the opportunity to evaluate 

lOr to make recoIrlInendations to ireplement the following programs: 

1. Basic Recruit Course (mandated) 

2. Supervisory Training Course (mandated) 

3. Super'"ised Field Training Segrr-.ent of the Basic Course 

4. Part Time Police Training 
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5. l-1iddle Nani3gement Training 

6. Executive Training 

7. Instructor Development Training 

1. l!AS!C RECRUIT COURSE 

New York was tha first state to mandate a course for 

training law enforcement personnel, but the State has lately 

fallen behi.na nationally.' 

The currently mandated Basic Recruit Course in New York 

State is 285 hours in length. As noted in the first section 

of this chapter, this has been substantially increased from 

the initial mandate of eighty hours in 1959. However, the 

national survey (see Appendix il) shows the Basic Course to 

be fifteen hours less than the national average. The Na­

tional Advisory Co~~ission on Criminal Justice Standards 

and Goals stated in 1973 that: 

Every State should require that every sworn police 

employee satisfactorily complete a minimum of 400 hours 

of basic police training. In addition to traditional 

basic police subjects, this training should include: 

a) Instruction in law, psychology, and sociology 

specifically related to interpersonal communication, 

the police role, and the community the police em­

ployee will serve; 

b) Assigned activities away from the training academy 

to enable the employee to gain specific insight in 

--- ---.~"- ........... '-_.~~ ...... , .. - •• .,. -~.".--~. ~, ....... -.to",.",,-, - •• ~'" -~:,,!'.'.""""r~ ": ........ :".~: . ""' .• 



the community, criminal justice system, and local 

government; 

c) Remedial training for individuals who are defic­

ient in their training performance but who, in 

the opinion of the training staff and employing 

agency, demonstrate potential for satisfactory 

performance; and 

d} Additional training by the emp,loying agency in its 

pol~cies and procedures, if basic police training 

is not administered by that agency. 29 

One of the goals of the present grant is to establish 

an appropriate level of training for police officers in 

New York State. In addition, if ~he current level is deemed 

to be insufficient or its impact ineffective,recommendations 

concerning the improvement of tne curriculum are to "be made. 

It was decided early in this project that input from 

personnel most concerned with training, i.e., police officers, 

supervisors and police managers was essential. The analysis 

that follows is based upon the information that was provided 

to the researchers by the above mentioned personnel and 

their cooperation is deeply appreciated. 

The survey instrument and complete data obtained from 

a survey of police personnel throughout the state regard-

ing their opinions on recruit training can be found in 

Appendix 16 of this report. The follo~ing section is a 

29 National Advisory Commission on Criminal Justice Standards 
and'Goals, POLICE, 1973, p. 39%. 
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synopsis of the maj<.:il: ii.spects of the survey which was con-

ducted during the period of Decerr~er, 1976 through SeFtember, 

1977. 

Synopsis of Questionnaire Res'i)onscs 
- • t; 

Almost all of the recruit responeents were pleased 

with the attitude of their training coordinator. They also 

foune the physical location in which the course was con-

c1uctcd adequate w l\~garding .the· :::hallt. nge ·ofthe. prasc:.nt 

mandateel course, only t\qO percent found it to be too 

difficult. Respondents for the most part fe~ that both the 

academic and disciplinary demands of the course were at the 

right level. 

The recruits generally do not seem overly enthusiastic 

about the use of guest lecturers _ 'Over one-forth of the 

respondents said that the schedulad instructors often did not 

appear when scheduled, and, when they did, practically one­

third of the recruits felt that they were unprepared to 

properly teach the scheduled topic. Probems such as this 

can hopefully be rectified when all instructors are both 

certified and paid, and when the );)ureau flor !-1unicipal Police 

in a better position to more closely monitor the sessions. 

When asked to reflect on the Basic Course after having 

completed it, more than one-third of the respondents felt 

that they would be functioning as a police officer at the 

same level whether or not they had attended the Basic Course. 
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~lso, roughly one-third of the recruits felt frustrated 

with their role as they perceived it. 

When asked to comment on the length of time allotted 

to teachihg the mandated course, at least one-third of the 

respondents felt that the course was too short. Their 

comments were expressly directed at three main subject 

areas, namely, Basic Law, Police Procedures, and Police 

Pro,ficiency; many respondents felt that more time should 

be provided in the instruction of these areas. 

Many of the responses of the chiefs closely paralleled 

those of the recruits. The chif=fs found the same subject 

areas to be lacking in the amount of time provided for in­

struction. Almost one-third of 'the chiefs felt. tha;t the 

current level of training is not adequate for their. needs, 

and one-half of them felt that th~y have little input in 

the determination of the curriculum of the Basic Course. 

This was also a major finding of the survey conducted of the 

Training Zone Coordinators ~ee Appendix t4). 

Two other significant points made by the responding chiefs 

are that ninety percent of them would support an extension 

'of the Basic Course beyond its currently mandated limits, 

and that they are overwhelmingly in favor of mandatory in-

service training (see Appendix *3) . 
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~ • ~UPEIWISORY 'l'RAINH'\. ---- '_ .. _-
Presently, only ten states offer training for law en-

forcen~ent personnf~l 011 the s'uperv:i s'J!"y 1 c:vel ~ and Hew York t 

~;i.'~h its mandated se\?enty-hou.r cour~::, is ipcluded among 

tte::i. According to Wassermand and Cc::;per r -!'!anagement and 

s~;ervisory training, coupled with ct~er personnel programs, 

c~ be a major factor in shaping the =~tu~e of a given 

police agency ••• 

Training immediately provided I'ie .. ~~y promoted officers 

before they assume the duties of their new assignment is 

becoming increasingly accepted as a part of the training 

requirement. Recognizing that t~e newly promoted police 

officer will have a far different set of responsibilities 

than previously experienced, a qrm,dng number of police 

agenci~s have institutionalized -:'ra.ini:ug' prior t.o ?ssump­

tion of duties. This type of training can have a signi-

ficant effect on certain personne: practices, especially 

the promotional examination conte~t~ •• 

The overall aim of this type of ~anagement training 

must be to provide an atmosphere ~hat indicates and 

reviews thoroughly the difference in the new assign­

ment and his added responsibilities. To design such a 

training program properly, and i~ preparation of the 

promotional examination, a corr.pre::ensive job descrip­

tion should be developed which c:early defines the duties 
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and provides the basis for the development of indivi­

dual training objectives ••• 

Training programs for supe:cvisory personnel can. serve 

two purposes. First, they can provide a forum for dis­

cussion of issues important to the department. And 

second, they can provide a vehicle through which the 

supervisor can become an important part of the overall 

depCi;rtmental training effort. It is probably in this 

second' area that the most important gains through train­

ing can be achieved"... 30 

Based on the data obtained from two questionnaires 

and our comparison to other training p~ograms offered 

nationwidE:) the New York State Supervisory Training Program 

is adequate. 

Synopsis of Questio~naire Responses 

The responses of t,hose who had completed the Supervi.spry 

Course closely paralleled those of the recruits in the same 

areas. For example, almost all of the respondents f~und both 

their training coordinator and the location of the training 

fa~ulty to be either adequate or more than adequate. Also, 

as with the recruits, only one respondent felt that the Super­

visory Course was too difficulte These first-line super­

visors felt the discipline at the course to be sufficient. 

The respondents seemed to feel ruch bett~r about their 

.30 R. Wasserman and D. Couper in Police Personnel Administra­
tion, edited'by O. Stahl anc Po. Stafenberger, DuY-bury 
Press, Mass., 1974, pp. 146,147 •. 
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instructors than c.id the recruits. !·!OT.G than half noted 

that their instructors never failed to appear, and that the 

instructors were seldom unprepared to teach the scheduled 

topic. Also, almost all of the supervisors felt i.hat as 

a result of their trai~ing they understand their role 

better. Their level of frustration (35 percent), however, 

was about the SRme as that of the recruits. 

With the exception of trDp.c:t!!io;r: Making" and ft.~\ot.ive.ting 

Subordinat~s/" all of the courses in the Supervisory Course 

were deemed to be of sufficient length by the respondents. 

The first-line supervisors felt that not enough time was 

allotted for instruction of the two aforementioned subjects. 

In their comments on the Supervisory Course, 80 percent 

of the chiefs felt that it adequately met the needs of their 
-

subordinates. Practically the same nwr:ber of chiefs also . . 

noted, however, that they would be in favor of extending 

the present mandated course~ The chiefs agreed with the 

first-line supervisors in that the amount of time allotted 

to most of the subjects offered was sufficient. They in­

dicated more time was needed for decision making, morale 

and discipline, motivating subordinates, supervision of 

reports and handling emergencies, all of which were deemed 

to be not adequately discussed. 

Also noteworthy in the respcr..ses to the chiefs question-
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paire re;arding the c~~rent Supervisory Course was their 

willing~;ss to include the following subjects: Productiv­

ity in ?=licing, Management by Objectives, Leadership Styles, 

Team Po:~cing Techniques, Perscnnel Evaluation, Goal Setting, 

and ~let!:'=ds of Instruction. At least 75 percent of the re-

sponden':s wiSh to see each of the abc,\ve sUbjects included 

in the current mandated course. 

3. SUP~~VISED FIELD ~RAINING . '; 

The ~~ational Advisory Commission on Criminal Justice 

Standarcs and Goals noted the importance of field training 

and mads the following comments and recon~endations con­

cerning ~plementation of a field training program in its 

1973 re~=rt, "Police." 

For-~l preparatory training and education for the newly 

app::~nted sworn police employee is the only foundat.ion 

on .... -:..ich he will build his career as a competent police 

off~=er. Durin,g his firut year the new employee goes 

frc= novice to competent employee. During this-period, 

he s:_ould be subjected to continuo'lls development-

thrc·..:gh formal training, coached field experience, and 

sups=vised work performance. 'l'he new officer is a re­

-lat~~ely insecure employee and an effective field train-

ing ~rogram can provide the necessary support to help 
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ceveJ.op self-coli.fidence anG absorb the cul tural shoc~:. 

from citizen to officer and the reality shock from formal 

training to field expe:t ic,mcr;;:. 

Yet Cha=les Saunders disclosed in Upgrading the American 

Police that 58 peL cent of the police agencies in cities 

over 10 , 000 population conduct no field training and the 

rest give it only after formal training with little at-

tentio~l to its complemen-cary eff.ect. '1'he 1968 lAC? 
. . 

study, Police Recruit Training, showed that agencies 

that provided field training gave from 2 to 480 hours; 

the average was 72 hours. 

The experienced police officer will usually be the first 

person to defend the value of quality field training. 

For excunple, the New York Police Training and P~rform-

ance Study of 1969 polled 100 'officers of varying ranks 

and 94 selected their first assignment as the primary . 

factor in establishing the direction and success of 

'their futur.e job performance. 

Following basic training, the newly appointed sworn 

police employee should spend a minimum of four month~ 

in varying field training experiences. This four 

month period, tue recommended minimum basic police 
and the four weeks 

formal training of ten weeks ,/of additional training 

during the new employee's first year,tota~30 weeks. 
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~he remaining 22 weeks of the first year should be 

spent under close supervision by qualified supervisory 

personnel. Agencies that provide longer formal train­

ing will find that the supervised period is shorter; 

however e this is the preferred program. 31 

A forty-hour block of the mandated 285-hour Basic Course 

is currently reserved for the supervised field training of 

recruits in New York State. This field training is supposed 

to be provided by the recruit's own agency; to which he is 

returned for this week~long segment. The agency is required 

to provide each recruit with an "officer-coach," who is then 

responsible for providing guidance and supervision of this 

training. The Mun1cipal Police Training Council provides a 

"Field Training Record" booklet which explains the criterion 

for selection of the field office~ coach, and explanation 

of the goals of this segment of the curriculum. 

The actual Field Tr~ining Record "contains a representa­

tive listing of the incidents which a pat~olman may expect 

to encounter over a period of time, and those 'daily routine' 

types of procedures with which all policemen need to be 

familiar." 32 

31 Police, National Advisory COIIl.mittee on Criminal Justice 
and Goals, p.~96 ,1973. 

32 Supervised Field T~aining for Procationary Officers, 
D.C.J.S. Bureau for Nunicipal Police 
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There are sev&ral proLlews inherent in the present system. 

The first is that there is no training course available to 

train officer-coat:hes. The l,!unicipal Police Training Council 

reco'3T.dzes the importance of their role with the follO'tdng 

passages in the booklet: ' 

"The success of any undertaking is dependent in a large 

m(~asure upon the ql1,ality of the personnel assigned to 

ccu:ry out thai:;. plan. This is esp~cially true of field 

trainipg of the type proposed here. 

To the officer-coach .. are entrusted not only the task 

of evaluai::tn'~! ·the recruit's ability to apply the train­

ing provided in the classroom to street conditions, but 

also the greater responsibility of instilling and develop­

ing in the recruit the proper attitude toward his work 

and the public he serves." 33 

However, much importance the Council gives to the role 

of coach, the qualifications of many of those occupying this 

role are questionable. Many cow~ents were found. in the 

questionnaires regarding field training suggesting that the 

officer coach is an "old timer" on the job who sits back 

and rests while the rookie drives. Completion of the Field 

Training Record is frequently carried out in a routine, 

unresponsive manner. Conversations with recruits during 

site visits elicited similar responses. The fault primarily 

33 Ibid 
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res~s with the individual agencies who assign these coaches. 

Another problem concerns the distribution and custody 

of the Field Training Record. Each trainee receives the 

booklet along with other materials on the opening day of 

the Basic Course. He is then supposed to deliver the re­

cord to the head of his agency, who in' turn assigns an 

officer-coach to him. The record is completed by the 

officer and then placed in the recruit's personal file. 

The rf~cord' does not return to either the Municipal Polic'e 

Training councilor the training academy. Instead, the 

chief of each participating agency is required to forward to BMP 

a list of the names of members of his department who 

completed the training. Unless it specifically requests it, 

the training academy never sees the results of the recruit's 

progr~ss 0 Therefore, individual t·raining academies offering 

a 285-hour course have vir·tually no control over the quality 

of almost 15 percent of its curriculum. 

In an article from a recent report by The Police Founda­

tion, the problem of police trainers and supervised field 

training \'las addressed: 

In addition to heavy reliance on imparting knowledge, 

police trainers emphasize the value of actual experience 

to such an extent that the importance of training itself 

is minimized. Good polici~g is not ofte: seen as a 
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. "teachable" procF.\ss but l.·ci.:her a 'tdHCOffi \.lhich can cnly 

come from a number of years' ~xperience in performing 

the tasks themselves. Almost every training officer 

speaks reverently and wistfully about the power of 

re'a1ism and of actual experience. 
. 

As in other professions, there is consensus that fic16 

training is critical to training; a~d yet, such field 

trai).')ing is l~ar€'ly formal, after :)oo:t:1y, conceptualized, 

and usually pitifully meager. So-called field-training 

officers typically have no special teacher training, nor 

do they demon~trate any particular skills. Field train-

ing experiences are very short; and trainees are given 

little if, any opportunity to reflect on, discuss, and 

understand their experiences. 34 

This has been the case in the present system of field 

training in New York. In order to rectify the problem, 

the staff believes that implementation of a course designed 

specifically for field training officers should be :i-mmediately 

developed. T,he National Advisory Commission 

of Criminal Justice Standards and Goals has stated: 

The most important element of an effective basic police 

field training program is the field training officer 

or coach. The development of the new officer is in 

this man's hands. The selection, training, and con tin-

34 Police Personnel Administration, edited by O. Glenn 
Stahl and Richard A. Staufenberger, Duxbury Press, 
North Scituate, Mass., 1974, p. 128. 
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ued preparation of the coach are crucial. The best 

field officer will not necessaryily become the best 

coach. While operational performance is 9ne criterion, 

the ability to convey essentials of the job to others 

and the desire to develop new employees are· at least 

as important. 

Once the coach has been selected he must be trained. 

He must be kept up-to-date on the subjects he is teach­

ing. A coach can nullify much of the basic training 

given a new employee or he can greatly reinforce that 

same training. 

A coach should undergo training of at least 40 hours. 

The training should cover the supervisor's role, super­

vision and human behavior, personnel evaluation, prob­

lem-solving techniques, teaching methods, selec~ion 

processes, counseling and partner relations. 

Coordination between field training and classes is im­

portant, particularly in large police agencies or in 

any agency experiencing rapid growth. While it is 

beneficial to rotate ne·,.q employees among training 

coaches, duty watches, and districts, continued con­

tact with the training program is essential to maintain 

the program's effectiveness and to prepare additional 

phases of formal instruction. 35 

35 "Police" National Advisory Commission on Criminal Justice 
Standards and Goals, 1973, pp. 396, 397w 
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BaS3d on the above, as well as infor~atiori ascertainee 

while making visits to each of the zo~es, the project staff 

makes the following recommendation: 

It is recoIT~ended that the Training Director in each 

negiona 1 Training t\ca(l.emy r1E'!Yelop a one-·i,;.eek field training 

officer's course to be presented at least once a year at 

the academy and at each of the satellite training sites. 

~l.\l!e primary p"..lrpo~;e ~f t.he. course wili be to prE':!pctre 

veteran law enforcement officers to constructively assist 

young recruits during their initial orientation to field 

operations. Their training will include a revie~i of pro-

cedures anc tactics they will be required to demonstrate; 

a basic "methods of instruction" segment and special train-

ing to prepare them for their task as a role model. 

Each of these officers should pe a volunteer and be 

required to submit a letter of recommendation from his 

agency head attesting to both his competence as a law 

enforcement officer and his. potential to develop into an 

effective field training officer. 

Screening of potential candidates will be conducted by 

a committee established by the Zone Coordinating Board. 

Selection of candidates will be made at quarterly Zone Coor-

dinating Board meetings. 

Each candidate selected as a :ielc training officer will) 
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upon succ:ssful completion of the training program, be 

a\'7arded a cer":.:"ficate from the Bureau for l-1unicipal Police. 

Field trainin; officers will be entitled to display an in­

signia on the:"= uniform attesting to their status. This 

insignia will =e developed by the Bureau for Municipal 

Police for sta~ewide use. 

Candidates from the Basic Course will be assigned to 

these field t=:ining officers for the Supervised Field 

Training Segrr.;~t of the Basic Course. 

See Appen~:"x for forms related to Supervised Field 

Training. (APF;:1dix 7) 

4. PART-TIME :OLICE T~~INING 

Requireme::~s 
p' 

The requi=;~ents of part-time officers are exactly 

the same as t:.=se of full-time officers. Thus, the part-

time police o::::ic.er is mandated by New York State Law to 

successfully c=~plete the required basic training course 

within the fi=st six months of employment. However, prior 

to the establ:"s~ment of a school for part-time officers in 

1975, there was no provision made for training of these 

officers. The problems inherent in the training of part-

time officers stern from the fact that nost are full-time 

employees in c~her fields. Prior to 1976, all of the 
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time" basis, i.e., 35-40 hours per week, 7-8 hours per day. 

Unless the part til';ler was financially capable of taking a 

leave. of absence frcm his regular employment to attend one 

of thes~ basic schools, he could not participate. The part­

time police officer was in direbt violation of the General 

J'1unicipal Law by not completing the I':\andateC!. course in the 

f·i:':st six mo:nths afteJ:-. bei:lg SHorn in. ¥ During the period 

from 1960 .(~·jhen the t-1unicipal Police Training Council Rules 

and Regulations were promulgated) to the implementation of 

the first Dehool for part-time police officers in Cove Neck, 

New York in 1975, the Municipal Police Training Council 

made provisions to deal with this serious problem. . 

Les.~.~lation 

The Municipal Police Training Council finally carne to 

grips with the problem and initiated a school for part-time 

officers in Cove Neck, New York in 1975. This school re­

ceived certification after the curriculmu had been review­

ed and evaluated. The school, which fully measured up to 

the minimum training standards in both the course content 

and number of hours, ran for a total of eighteen weeks 

(four hours I two nights a week and eight hours on Saturdar). 

On April 7, 1976, the Municipal Police Training Council 

formally voted to authorize the establishment of a Basic 
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elev(zm part-time schools in addi tior.. to the pioneer 'f·roject 

at Cove Neck. Their locations and enrollment are as follows: 

Location Enrollment 

Eant Fishkill Police Department 
Sanborn 
Livingston County S.O./Genesee 
Hontgomery County S.O./Johnstown 
Chester Police Department 
riaterford Police Department 
Catskill Police Department 
Red Hook Police Department (l'1ilan) 
Che::.ter Police l)epartlr.ent 
Chester Police Department 
Fishkill Voliee Department 

35 
28 
35 
20 
35 
24 
33 
35 
35 
31 
32 

The last four courses listed (those at Milan, Chester 

and Fishkill) are the most recent ones to be offered and 

the classes are all being held in 1977 or 1978. 

5. MIDDLE MANAGEMENT TRAINING 

Developing effective leadership in law enforcement agen:­

cies has become increasingly necessary to meet the more com­

plex and demanding requirements of policing in our present 

society. The advent of exploding technological development, 

combined with r~pidly increasing urban populations, and con­

sequent reaction due to rapid displace~ent of types and classes 

of people have led to a host of criminal justice probl~ms. 

In recent years, these growing demographic transitions have 

placed enormous pressures on public safety organizations at 

the State, County and local government levels. This prob-

lem is of such rnagni tude . and complexity 
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~ourse for part-time police officers. The curriculum 

for this course was the same as the 285 hour course of-

fered to full-tirna officers, but was to be taught in a 

man~er similar to the Cove Neck school. This authoriza­

tion came after a final evaluation of the Cove Neck school 

(which ended in February of 1976) was made by the Bureau 

for Municipal ~olice and !-1uni·cipal Police Training Council. 

In a "handout" which was distributed by the Municipal, 

Police Training Council, it was stated that 

"until legislature eliminates them (part-time officers) 

entirely it is their duty ••• to see that they are pro­

perly trained. There is no doubt that full-time school 

training is more desirable than part-time school train­

ing, but the attitude of full-time or nothing should be 

an attitude of the past. As long as part-time police 

officers ~xist, they should be trained. If there is a 

desire to eliminate them, then it should be done legis­

latively, not indirectly by establishing full-time schools 

for mandated programs. Experience has shown that the 

latter course of action has only resulted in untrained 

part-time police officers. p 

By this statement, the Municipal Police Training Council 
that 

formally recognized~art-time policing is here to stay. 

This recognition has been the basis fer the establishment of 
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.to warrant special focus on these problems. 

The police function is much more compl~ than simply "enforc-

ing the la,-," and "waging a war on crime." Consequently, 

the police must be properly trained in human behavior, 

social problems, the democratic process, fiscal responsibil­

ity and proper allocation of resources and personnel. 

Further discussion of this point is included in Volume I 

of this rel?ort~ 

Law enforcement officials are, for this reason, repre-

sentative of one of the Inost important administrative agencies 

in the nation to,~ay. 'rhis was clearly illustrated in the 

1969 Report of the Municipal Manpower Commission. The major 

finding of the Commission was that the quantity and quality 

of administrative, professional and technical personnel em-

ployed by local governments (including police) was almost 

totally inadequate to cope with the rapidly growing contem-

porary problems of urban America. Much of the blame was 

directed to a lack of trained personnel and/or training to 

upgrade managerial and executive skills required to keep ab­

reast of the rapidly growing urban crisis. 

Unfortunately, there is little to suggest that this sit-

uation has improved since 1969. In fact, it may have become 

worse. Cnless something is dene to reverse the present trend, 
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it. i£ likely to illC!'~ii:::e U~ the mul ti tU~1? of problens aIld 

responsibilities inherent in managing p~blic safety organ­

izations magnify in years ahead. 

~;aRserman and Cou?~r I in an article entitled "Trail-ling 

and Education," addressed the p):oblem as follows: 

The skills required of the police manager are even more 

compl~y. that those required of the first-line supervisor. 

...:-.sJl..:1 tllf' t.ypes cf: El~·:t.l1~ r~!~iuixec Ctf t.:'."1e t~olice manager 

are feu.' more distant from those of IO\Oler-Ievel super­

visors. There is, however, a tendency for rnanagernent­

level poliee personnel to continue to act as police 

officers, at worst, and immediate supervisors, at best. 

Thus, there is a need for management-level training 

to clarify the management role and to provide vital 

skills. 

One of the more effective management-training programs 

seems to be the management-seminar project. As utilized 

in a number. of cities, such as Dayton and M.adison, train­

ing is provided through the problem-solving or project 

oriented seminar. Rather than simply providing knowl­

edge about management teChniques, training is accom­

plished around some problem or series of studies that 

directly affect the management responsibilities of 

top-level personnel. In Madison, for example, a series 

of high-level task forces were formed to work on de-
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partrnent-wide problems, such as policy development, 

training conceptualizations , and reSburce allocation. 

Through participation in these activities, the police 

manage~ has been able to learn, in a "real" setting, the 

types of planning and implementation skills required in 

daily responsibilities. Such training is probably far 

more effective than the normal management lecture. 

Dayton I in a somewhat related program, combined manage­

ment training with routine staff conferences. Having a 

professional trainer present to direct the "process", the 

management staff ~as forced to confront issues and 

direct attention to problem-solving activities. The 

result was increased management ability among the staff 

anf, reinforcement of the management role. 36 

Pr~sently, in New York State t~ere is no training avail-

able for police personnel on the middle management level. 

(This level includes any law enforcement officer who serves 

in a supervisox;y capacity below the highest levels of admin-

istration)~ 

In its 19'3 Report on Police, the National Advisory Com-

mission on Criminal Justice Standards and Goals states that 

for all personnel who assume higher ranks, "every police 

agency should offer comprehensive and individualized pre-

grams of educat.ion, training and e>:~erience designed to de-

36 Nasserman and Couper, Police Personnel Administration., 
edited by D. Stahl and R. Staufenterger, Du~bury Press, 
Ma s s • p • 148. 
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yelo]? t.he potential of ,:,:vsry e>-uployee i:ho \';'i~hes to part-

icipate." 37 In fact, the Internal Ee~enue Service has 

ad o...:>ted a99ressive personnel rlc.:velopme11t pri~c\:.ices as a re-

suIt of this Commission's fin·:d.ngs. needless to say, no'L 

only is New York lax in establishing a middle management 

training program, it is an established fact that most law 

enforcement l\,io.dle mana~erial personnel (including some 

agency heads) are, for the mo~t part, ~~~~d in middle 

ILlanagement theory and skills. 38 

The primary objective of a middle management tra.in-

ing pro~;:cam for pilblic safet.y n::.n~gers should be to impart 

knowledge and skills which will enable them to improve 

the efficiency and effe~tiveness of their personnel and de­

partments. There is a very def ini te r.eed to upgrade 

management training skills in the field of law· enforce-

ment at t~e present tioe. 

In 1974, the Nassau County Police Department did offer 

what was entitled a "Three Day Middle l-lanagement Refresher 

Course", but because of its short duration (21 hours), the 

course was not certified by the Municipal Police Training 

Council. Regulations of the Municipal Police Training 

Council mandate that such a course must be at least 35 

hours in length. Some of the topics included in the course 

were Firearms Training, Hostage t·;,egotiation, Supervision 

37 Report on Police, National Advisory Commission on criminal 
Justice Standards and Goals, 1973, Section 1. 

38 See National Survey, Chapter III E. of this report. 
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and Training, and Disciplinary Problems. These topics are 

more of a "refresher course" nature, than actual managernent­

oriented training. 

Any proposed middle management training course for 

public safety managers should include a training format 

that deals with knowledge and skill development situations 

£ound in all types of governmental operations with a 

particular stress oh public safety~ 

The main thrust of such a program is to upgrade and 

improve the str.ength and caliber of police personnel at all 

levels of managerial stratification. Essentially, this' 

concept is a maximum interaction in a "learning by doing 

atmosphere." 

Since as previously noted, there is no ~raining avail­

able on the middle! management leve,l in New York State, 

and the importance of such a course has been demonstrated 

in both selected literature and interviews, the staff of 

this project recommends that a middle management program 

such as that discussed below be implemented, in order 

to insure adequate training of such personnel. 

In order to meet the needs of the middle management 

police personnel in New York State, the staff of the 

training grant recommends a program that deals with the 

following areas: 
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a) 'I'h; very ir.1por i.:arlt function Cine. role of the policE! 

middle managerial executive in a criwinal justice 

environment. 

b} Managing in a civil service setting. 

c) Performance evaluation, i.e., establishing s.nd 

maintaining acceptable levels of competence. 

d) Leadership styles and strategies of the middle 

management executive, :L. e. r l'lliat is it? How is 

it-achieved? 

e) Decision making at the middle management executive 

level of operations, i.e., principles and factors 

affecting decisions and techniques. 

f) Proqlem solving at the middle management level. 

g) Productivity in a public safety organization, i.e., 

employee motivation, be~aviorDDdirication and 

evaluation. 

Perhaps the most critical factor in determining the 

effectiv€r:~E#:SS of any training program is the element of 

post-course implementation of the imparted knowledge and 

skill~ by each individual. student. If the student is able 

to bring about effective improvements within his working 

environment, without disrupting the achievement of organ­

izational objectives, it can be safely said that the 

training had beneficial effects. Anything short of this 

is simply not worth the time, effort, energies or monies 

expended. 



... .. ~ .. : 

The ~iddle Management Training Course proposed should be 

a one-week (forty hours) workshop type program. The major 

thrust of the program should be to bring to the surface 
. ..; 

major problems and technical areas in which the middle manage-

ment law enforcement official is primarily immersed on a 

day to day basis. A seconda~y goal, but equally important, 

should involve imparting the techniques of the Science of 

Management to achieve valid resolutions to those technical 

complexiti~s and problem areas. In other words, it should 

incorporate sufficient flexibility to meet the everyday 

needs of the participants. It should be strongly underscored 

that no attempt has been made, during the conduct of the 

present research to define the duties and responsibilities 

of a middle management supervisor. 

Middle Management Training Evaluation 

Since this is a training program that will focus on 

learning, practice, and developing skills, the success in 

matters of management outcomes can only be assessed within 

the work environs of the participants. In this respect, 

the staff recornme~ds that participants be monitored by 

means of on-site interviews over a six month post course 

perio'd. The purpose of the follow-up evaluations ~V'ill be 

two-fold: 

1) To determine the extent to \oTnic!: knm·~·ledge and skills 
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«re beh:,g i::1.plem:;:nt.(-!G. as c. :;',:1 r(~\o~t .!:'f::si:lt o{ re­

quir-:.:d -training. 

2) To f'urther refine: and :tmp:r.'ove 'the il1struct.ional 

stl.'ai:ec;;y and design of the semina.r I and to de­

termine the functional managerial training n~eds 

of law enforcement personnel. 

Since this traini.ng seminar 'is directed ana structured 

for operZl,t .. iollal 1~1;\'r .enforcement, mallu.gt:rs :i.ll thE- criminal 

justice syster../ the: evaluation must also be fo::uzed on 

the post training role of the manage~ in the work environ­

ment.. If tid .. s fOri'7lCi.t is adhered to r the course: ',:--ill be 

helping the participant achieve his performance objectives. 

6. EXECUTIVE LEVEL TPAINING 
-

As is the case with middle management training in Ne\l 

York State I there is no on--going program to provide train­

ing for police personnel on the executive level. 

From October, 1969 through May, 1971 r a series of four 

Executive Development Courses had been sponsored by New 

York's Division for Local Police (Municipal Police Training 

Council) but they were discontinued o\'ling to insufficient 

funding. 

The importance of executive level training cannot be' 

stressed enough. A.C. Germann, in his book, Police Executive 
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Developt.lent, states that the duty of a· law enforcement 

executive " ••• involves problems of organization and mauage­

ment, personnel and finance administration, administrative 

analysis, human relations, and training, as well as cutting 

across the fields of sociology, psychology, political sci­

ence, law, economics, and those of technology." 39 

David. A. Maxwell, in his Master's thesis entitled, Executive 

Development and Management Training for Chiefs i.n Small 

and Medium Size Police Departments: A Survey of the State 

of New York, stated: 

A primary objective of the police chief executive should 

be to i~prove the efficiency and effectiveness of his 

department; the skills of this executive are crucial 

to the success of the organization and its productivity. 

With the recent explosions in the physical and social 

sciences, coupled with the fast changing social.condi-

tions, the police executive faces an increasing range 

of problems. The need for upgrading of managerial 

and executive skills to keep abreast of modern times 

cannot be overlooked. 40 

In Police Training in the Gnited States, Allen Gramrnage 

states that, "Contrary to general practice, formal training 

is equally important for top admin{strators in a department ••• 

39 A. C. Germann, Police Executive Develcpment, Charles C. 
Thomas pub., Springfield, Illinois. 1962, p.17 

40 Maxwell, thesis, p. 9. 
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as it is for firzt-lina supervisors and middle managers" 41 

Even though the New York program for Executive Develop-

ment has been discon t.inuad I the impc'rtance of such training 

is still noted sta':~e vJ'ide. ~!a»!tall' s thesis t completed in 

1976, dealt with surveying the t.rair4ing nceds of· chiefs of 

police ill small to medium size departme11ts in Ne~T York in 

regard to executive de\?elopment and management trainins. 

. Ninety eight perc~nt of -the l"eSponcl.ents "Lo tldf; question~ 

naire felt" that hexecutive development or management train-

ing should be required for police officials in policy making 

positions. II 42 The surv~y, which ..... Tas sent to all chiefs 

of police in New York State whose departments range in 

size from t\.;enty to two hundred employees, had a 55 percent 

return. ~~elve of these respondents had attended t~e now 

discontinued Executive Developntent· seninars sponsored by 

the Municipal Police Training Council~ The seminars, funded 

primarily by a LeE.A.A. gran'!:., were well received by the 

~articipants. Critique sheets are presently on file in 

the Bureau for Municipal Police. Miscellaneous observa­

tions mada by the staff members after the pilot project 

was completed were very favorable. Noteworthy were the 

class morale, attendance, anc participation. The class 

members took it upon themselves to write a letter to 

Governor R~ckefeller expressing their approval of the course. 

41 Grammage, Allen Z. Police Training in the United States, 
Charles C. Thomas, Pub., Springfield, Illinois, 1963, p. 
156. 

42 Maxwell, p. 43. 



,'t ... 

The letter read in part: 

t'1e have been privileged to participate for two vleeks 

in an educational exposure, which all of us believe has 

been valuable to our development. t'le are in complete 

agreement that it is imperative that the course be con-

tinued for other Police Executives in the state. 43 

The content of the course vlhich ran for two weeks, was 

as follo\'1s: 

"Introduction to the Course" 

"Organization Theory" 

"Publications of Significance to Police Administrators" 

"'Principled and Concepts of Commurdcations" 

"Omnibus Crime Control. and Safe Streets Act" 

~Police Administration Services" 

"Addressing the Public - Speech Skills" 

"Personality and Pe~rformance" 

"The Behavioral Sciences and Management" 

"Motivation and Leadership" 

"The Computer i.n Law Enforcement" 

"Inspection and Control" 

"Conference Leadership and the Staff Meeting" 

"Sociology for Police" 

"Administrative P-.spects of Organized Crime" 

"Urban Influences of Law Enforce~ent" 

"Dudget--Preparation and ~resentaticnn 

43 Bureau for Municipal Police files, letter dated 
December 31, 19E9. 
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tll.r.ayle:&: Lm, .. r - A::'mhdstrative Aspect.s" 

"Decision-Making (In-Basket Exercise) 

~Police Planning" 

The seminars \'1ere held at the School of Industrial and 

Labor Relations of Cornell University. rrhis site had 

been picked because of its central location~ excellent fac­

ilities, and "availability of outstanding faculty for parti-

cular segm~nts of the course." 44 The majo:r problem found 

with this course was that it was geared to urban police de-

partments, as is much of the cuz:orent ,training in New York. 

Those candidates 'who attended were "invited" on the basis of the 

size of the agency they represented, with the largest agen­

cies reing invited to participate first. The rationale for 

this selection process was: 

that the greatest benefits could be realized by·enroll­

ing the delegates from the larger agencies because the 

largest number of officers could be reached through 

any improved knowledge or practices on the part of their 

administrators. 45 

De'spite this lack of rural representation, the Executive 

Development seminars seem to have been a \,lorth\'lhile project. 

The project staff recommends that the discontinued Ex-

ecutive Development Course be revived, or a program based on 

44 Bureau for Municipal Police files, S~mary Report (York, 
Smith, Digman) of October 20-31, 1969 School 

45 Ibid. 
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the proposal on the following pages be adopted. 

Proposal for a New Executive Training Program 

This proposal is based on a recent survey of 595 police 

agencies by the International ~Esociation of Chiefs of Police. 

The survey showed that only 30 percent of the agencies surveyed 

provided any kind of pre-promotion training, less than 14 

percent provided training for promotion to lieutenant and 

fewer than 10 percent for promotion to captain. The dearth 

of training at the higher management levels can be attributed 

to two major factors: 

1) The difficulty, and in many cases the impracticability, 

of developing an effective in-house capability for 

executive training, and; 

2) The cost in terms of both tuition and personnel loss, 

of attending outside trai~ing sessions. As a result, 

most law enforcement middle management and executive 

level personnel, including the agency heads, are un­

trained in basic management theory and skills. Crit­

ical decisions regarding personnel selection, bud­

get preparation, gra.nts management, and organiza­

tional change, are being made by intuition and guess­

work, if they are being made at all. 

The recently published "Criminal Justice Goals and Stand-

ards ::or the State of rt.ichigan" recommends that "Every la\V' 
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e:1fcn.:cm~n:':' agsni:'y shouJ c1 P:L"o··d::i,e ·ch2 tr:.lintng fOJ: pcrsor.)-.el 

prior to promotion ~o admini~trative Guties. This traininc 
'" 

. ~houlo :i.ncl'l1.de I at: a r"irdmum~he ::ollo·"TinS: 

a) Per.sonnc::l mC.nclgenent (L e ~, recrui trnent, selection, 

performance evaluation, promotion and discipline); 

b) llinancial mcmagement (i. e., budgeting, accounting, 

cost-effectiveness and operational management) ; 

c) Comrrnmity development. and il\\'<3reness (i.e., sensitivity 

to. attitude, personal interaction, cooperation with 

COIll-"!,uni ty resources, etc.); 

d) Administrative training (i.e., the development of 

99als and objectives, accountability, police perform-

ance, labor law and negotiations, equipment and main­

tenance); . 

e) In-Service prior to advancement. 

Executive Level Training Program in New York State: Objectives 

1) To develop a Police Executive Training Program for 

Chiefs of Police and Sheriffs of New York State and 

their immediate, executive level, subordinates. 

2) To conduct ten one-week executive training sessions 

over the eighteen month funding period. (T\'lO 

:tundred p;!.rticipants) 

3) To develop an ongoing evaluation component to pre 

and post test participants and to provide for a 
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follow-up evaluation of each participant three to 

six months after completion of training. 

4. To create an Advisory Board consisting of law en-

forcement officials and academicians from criminal 
\ 

justi~e disciplines to supervise the program eval-

uation and make curriculum recolnmendations. 

5. To develop a medel Executive Training t-1anual and 

videotape library of guest speakers and management 

trainers. 

Course Description 

One of the most important elements of an effect:i.ve execu­

tive training program is the environment in which it is pre­

sented. Many in-house training programs are viewefr by employees 

as disruptive to their normal work patterns, and not very 

informative or helpful. They are conducted in a good many 

cases in uncomfortable and poorly equipped training sites, 

by well-meaning but inadequate instructorss What re-

sults is "paper" training; getting on record as· having pre­

sented a program. 

The Executive 'I'raining Program proposal will be of one 

week duration. In order to isolate participants from their 

normal work and family environments, management retreat 

sites should be acquired in various locations throughout 

the ~tate. Participants would be required to register on 

1'03 
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8uni!ay afternoon aIld, b;;:r:.t:inu emE:!.~!!:mcies, n.:u.1<lin a'l: the 

retreat house until the follm'iing Fric.ay aft.ernoon. Those 

in attendC'l.nce will be given an o:.:ientation to the program 

the first evening (Snnday) and E:Clch succeeding day ""ill 

consist of seminar or 't'lorksnop sessions f:J:"om 9 :OOa.m. to 

12 Noon, 2:00 to 5:00p.m., and 7:30 to 9:00p.m. The final 

afternoon sension on Friday from l:OOp.m. to 3:00p.m. will 

be 'l4tilizsd for .E!. verbal and ~'frit\:sn critique and post­

-testing. ~vening sessions will be structured as problem 

solving workshops or plenary sessions, depending on the 

material.to be covered. 

The program structure should be developed in conjunction 

with nlanagement training consultants. Training modules of 

up to three hours duration will be developed depending on 

the desired sequ.ence of presentati.on and the importance of 

. the material involved. (Decision making, for example, might 

require one and one-half days - three, three-hour modules; 

a segmenL on t~e "Functions of Management~ might require only 

cme three-hour sequence). Training methods that encourage 

peer group interaction such as workshops ,', case studies and 

inbasket exercises will be utilized. 

The Bureau should draw upon the professional s~aff of 

faculty of the various campuses of the State University of 

New York for trainers. Professional ~anagement trainers 

should also be involved in instructing and monitoring. 

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



The program curriculum should address the: basic func-

tions of a law enforcement executive \oTith spf:cial emphasis 

on goal setting, planning and decision making, budgeting 

and personnel management. Case study materials should be 

specially developed to illustrate the universality of manager­

ial problems and techniques. In some of the CBse studies 

contemporary problems in law enforcement should be address­

ed; in other, corporate problems regarding productivity, 

motivation and systems analysis should be presented. 

Course Evaluation 

The evaluation of most training efforts consists of a 

qualitative analysis of the course content and instructional 

competence usually solicited from.participants through verbal 

and/or written critiques. In addition, a follow-up survey 

some time after the completion of training is conduc·ted to 

insure the relevency of the course content. This is usually 

a check on previously established training needs and program 

objectives. 

The staff recommends a furthe~ dimension to the evalua-

tion of this program; an evaluation in terms of management 

out comes. Six weeks prior to each training session, the 

prospective participants (twenty) should be requested 

to submit a detailed account of their most pressing rnanage-

ment problems. They should include their efforts, to date, 
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to resolve the problems, end the reasons why the problems 

have not been corrected to date. 

The training staff sh6uld review each situation and 

'develop case studies based on the information. These case 

studies should be utiliz~d in project workshops where real­

istic solutions will be explored. In order to customize 

each session of the Executive Training Program to the needs 

of the specific ?~rticipants and ,their agenc'ies I this pro-

cess shoula be followed prior to each of the ten sessions. 

During the ongoing evaluation of the project, an attempt 

should be made to document problem resolutions and to 

quantify savings or increased productivity as a result 

of the program. Ad,risory E~.:'ard members \'Yill monitor the 

evaluation and meet periodically to discuss the findings. 

Course Content 

Some suggested areas to be covered in such a course 

are as follows: 

I. Role of the Manager 

POSCoRB 
Management by Objectives. 
l-1anaging Time. 
Policy Making and Goal Setting. 

II. Human Factors in Management 

Organizational Behavior. 
Formal and Informal Organization. 
Motivation Theories and Their Application. 
Behavior Modification. 
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. III. Leadersh~p Styles 

The Leaders Role in Increasing Productivity. 
The Situational Approach to Leadersh~p. 
Trait Theories. 
The Managerial Grid. 

IV. Planning 

Diagnosis. 
Generating Alternatives. 
Comparing and Analyzing Alternative. 
Cost Benefit Analysis. 

V. Decision Making 

Intuitive vs. Rational Decision Making. 
Trade-Offs in Selecting Alternatives. 
Elements of the Decisional Process. 
The Nature of Uncertainty. 
Operational Research. 

VI. Budget 

Developing a Budget (A Case Study). 
The Budget as a Form of Control. 

VII. The Systems Approach to Management 

Records Management. 
Work MeasuremeILt Procedures. 
Management Audits. 
Flow Charting. 

7. INSTRUCTOR DEVELOPMENT COURSE 

The National Advisory Commission on Criminal Justice 

Standards and Goals in its 1973 "Report on Police" 

stresses the importance of the police training instructor. 

It states: 

A police agency that "lants to inst:.:::-e rr.a~dmurn effective-

ness for its training dollars must employ a specialist--
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Police training shculd 

be presented by a certifie6 instructor whether the pre-

sentatiol1 is given at ,m aCac.en1Y or in an «gency station. 46 

The report stDtec that the skills of these instructors: 

••• should be developed through a trai.ning program that 

emphasizes education, philosophy and psychology, in­

struc tion Inethods and their real tionship to subj ect 

and fe~dback ccnsciousness. ~7 

The problem in New York State was clearly recognized 

in 1975, with the publishing of the Division of Criminal 

Justice Services Comprehensive Crime Control Plan. It stated: 

A continuing problem is a shortage of qualified in­

structors in turn has raised the costs of operating 
-

the training seminars and has resulted in a further 

depletion of r~sources. To further complicate the 

problem, there is generally, a need for more in­

stru~tors to keep pace with increases in training 

class enrollments. 48 

The Municipal Police Training Council acknowledged 

the importance of having properly trained instructors with 

their approval of a set of Standards and Qualifications 

46 National Advisorv Commissicn on Criminal Justice 
Standards and Goals, 1973, Report on Police. 

47 Ibid. 
48 New York State Comprehensive Crime Control Plan, 

1975, III-G-162. 
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for Police ~nstructors at their March 2, 1977 meeting. 

In a letter to the heads of all law enforce~lent agencies in 

New York, the Bureau for Municipal Police explained that the 

Municipal Police Training Council: 

••• has recommended them (i.e., the Standards and 

Qualifications) to Governor Carey for his Promulgation. 

Once the Standards have be~n promulgated and BMF deter­

mines that there are an adequate number of trained 

police, instructors in each training zone, the Stand­

ards will be enforced with regard to mandated train-

ing course (e.g., Basic and Supervisory). In essence, 

enforcement of the Standards means that mandated course 

will not be certified unless trained and certified in-

structors are utilized. 49 

These Instructor Standards and Qualifications can be 

found in Appendix 10. 

In 1976, under a grant from the Law Enforcement Assist­

ance Administration, the Bureau for ,Hunicipal Police entered 

into a contract with a private consulting firm (l>ladden, 

Madden and Associates, Inc., Bulsontown Road, Stony Point, 

New York) to provide a series of police instructor develop'-

ment seminars & These seminars are eighty-hour, two~week 

programs which were presented in Albany on a continuing basis 

during 1976-1977. 

49 Division of Criminal Justice Services Co~~unique, 
July 18, 1977., 
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The ,·la,Jden c:a:c3, Z.1<=~1dc:n p!."'og:t.·al~' he.s bEen highly prais-:?.:: \ 

by the law 'eniorcenent personnel throughout the sta'te. The 

first year of its irr.plen:enta'tion (June - october 1976, 237 

instructors successfully co!n:f'le~.:ed the course. The grant 

has since been evaluated and restructured to provide train­

ing fo= 250 mere officers. These seminars will be held 

in Albany, Orcha=d Park, Nassau/Suffold, Pomona, Onondaga, 

and Binghamptcn. 

Candidates for these programs are selected by a 

convassing procezs undertaken by the Bureau for 1-1uni'cipal 

Police. ~ettcrs are sent to the head of each law enforce­

ment agency explaining the prog,ram. Administrators are ask­

ed to consider the following points in their selection of 

the candidates: 

1. Candidate should be a full-time municipal police 

officer. ~, 

2. Candidates should presently be instructing in 

police school or will be instructing upon success­

ful completion of the Instructor Development 

Course. 

3. Successful candidates should be allo'Vled to in·­

struct a minimum of forty hours per year if called 

upon to do so. Instruction would take place within 

the respective Training Zone unless other arrange-

- - --- - -. __ ." - --.--•• ---------• .--..... ,-__ -"""""' ........ _ ............... - ..... .,~t..,.~ ~·I· ........ ,,, ......... -.:". ., ',' 
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ments are made with the instructor and/or agency. 

If the administrator feels he has officers who can 

fulfill the above qualifications, a "Police Instructor 

Personal History" form is completed and sent to the Bureau 

for Murlicipal Police. The Bureau then selects those officers 

who will enter the program. This form can be found in the 

Appendix. 

The Madden and Madden Course is taught in a modular for-

rna:!:, and encompasses the following subject areas: 

Module I 

Module II 

Module III 

Module IV 

Module V 

Role of the Police Training Instructor: 

a) The police instructor as a change agent. 
b) The tasks a police instructor may perform. 

Defining Training Needs: 

a) Definition of training need. 
b) Performance analysis. 
c) Task analysis. 
d) Step analysis •. 

Writing Instructional Objectives: 

a) Instructional objectives 
Performance 
Conditions 
Criteria 

b) Performance - doing - being. 
c) Performance - co vert - overt 

Oral Communications: 

a) Classroom presence 
b) Speaking faults - visual tics 
c) Communications process 

Psychology of Learning: 

a) Theory X - Theory Y 
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f.1odule VI 

Module VII 

Module VIII 

Module IX 

Module X 

--.~--------------

b) N~ed-Motivation neirarchy 
c) Levels of existence 
d) Congr~ent training strategy 
e) Concepts of adult learning 

Audio-Visual for 1-taximurn Sensory Experience: 

a) Use of Audio-visual aids 
b) Types of visual aids - advantages -

di.sadvantages 

Instructing and Instructional Techniques: 

a) Instructional system 
b} Instructional process 
c} 1..eClrning p:::oC!e~s 
d) Instructional techniques - advantages -

disadvantages of each technique 
e) Instructor's self-rating checklist 

Lesson Planning: 

a) Purposes of a lesson plan 
b) l-1ajor components of a lesson plan 
c) Examples 

Evaluation of Training: 

a) Three steps in evaluation 
b) Purposes of ev~luation 
c) Criterio~ vs. norm reference evaluation 
d} Categories of test items 
e) Construction of test items 
f) Matching of test items of instructional 

objectives 
g} Item analysis 

Instructor - Traine'e Interaction and 
Record Keeping: 

a) Coup set ling - difficulties 
b) How to prepare for effective counsel~ng 

sessions 
c) Managing participation 
d) Training records. 
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SUrtJ.!ARY OF THE SEHINAR 

The Madden and Madden program has a self-critique at the 

end of each course. This critique deals in detail with the 

participants' feelings concerning each of the aforementioned 

modules, as well as the entire seminar. The value of the 

program to those who participated is clearly reflected in 

the following figures. The seminar held in June of 1976 

was'rated very good to excellent by 9S percent of the 

participants, and 98 percent rated the training manual, re­

ferences, handouts, and exercises in the same manner. The 

September seminar was rated as very good to excellent by 

93 percent, and 96 percent rated the October seminar in the 

same manner. Madden, Madden, and Associates have rated 

each of the programs to date as being "successful in accom­

plishing the objectives of the Bureau for !-1unicipal ·Po1ice." 

Considering both the response of the student (who were all, 

'experienced police instructors) and the content and meth­

odology of the program, the project staff evaluates the 

Instructor Development Course as being well above standards 

and recommends continuation of the programo 

;-
• 
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The follmdng is a proposal Co establish a training 

syst.em in the State of. Nm·; York for all S\lorn la1;;' enforcement 

personnel. It involvBs the creation of a training structure 

and the if.:!.plementatiol'l of a \\'e11 developed "Career Training 

Prograrr." to rnee'c 1m ... enforcement needs statm..-ic.e.. The 

proposnl \1i11 requir.e fE:-deral f\ir~ding oV'~r a f.j~~ year period 

during whi~h time gradual institutionalizat.ion vrill take 

effect. The program will require no federal funds a.t the 

. end of. the five year period. 

The imp1ements.tion of the f.1aster Plan will involve 

three major steps over a twenty four month period: 

1) ~he implementation of a p~lot program in three 

training zones with the state. 

2) An evaluation of the pilot implementation and 

subsequent restructuring. 

3) IInplementation of the plan in the remaining zones. 

It is recommended that a grant proposal be drafted to 
.' 

fund the project over the first twenty. four months. The 

grantee for the project wiil be the Bureau for Municipal 

Police on an application to the Division of Criminal Justice 

Services. The pilot implementation will involve three 

training zones. Three subsequent one-year funeing proposals 
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will be prepared to complete the project. The plan 

calls for the Bureau for Municipal Police to achieve the 

following goals: 

1) To restructure the Training Zone Coordinating 

Boards in the three pilot zones to conform with 

the proposed new boundaries. 

2) To establish Coordinating Board Committees to assist 

in organizing the program and determining zone 
~ 

training needs. 

3) To assist each zone Coord.inating Board in conducting 

a search for and the selection of at least three 

prospective candidates for Training Director and 

Training Associate. These names will be submitted 

to the Director of the Bureau for Municipal Police 
-

for consideration and final selection will be made 

by the Municipal Police Training Council and the 

Division of Criminal Justice Services. 

4) To conduct a survey within each of the three"pilot 

zones to determine the necessary levels of funding 

for each training academy. 

5) To develop a short and long-term training program 

for each training zone. 

6) To establish a network of satellite training acad-

ernies within the zone. 
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7) [0 sot up guidelinez fo~ Trni~!ng Cirector3 

and members of zone Coordinatira Boards xegardina , ., ., 

In~thods of fiscal adrclini stration wi thin the zone. 

8) To field test, n\onitor and <:!val',1,ate the Ne",' Basic 

Course Curriculum in each training academy. 

9) Based on the evaluation 0:: the pilot implementa-

tion, make necessary adjustment~, in the implementa­

tion plan. 

1:0) Implement the plan in t.he remaining zones. 

Il1.1?LEHENTATION PJ..AN ' 

Phase I (pilot Implementat:ion Three Zones) 

1) Within one month of funding establish within the 

Training Zone Coordinating Boards: 

a) Search Conunittee f(:>r Zone Traininq Academy Staff. - -
b} Budget Committee. 

c) 'rJ:'ain ing Needs Cammi tte€. • 

d) Satellite Academy committee. 

'2) Within four months of funding select Training Dir-

ector and Associate. 

3) Within six months of funding present the first 

Recruit Training Program. 

4) Within ten months of funding compl')te evaluation 

and restructuring of Recruit Training Program. 

S) Within twelve months 0: funding co~plete annual 
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"Career Training Program" Plan ?nd implement full 

range of training to satellite academies. 

Phase II (Remaining Zones) 

1) Phase II will begin t\'lelve months after the start 

of Phase I and continue over the ensuing twelve 

months. 

2) At the end of the first twenty four months, each 

training zone with the exception of Training Zone 

One {Nassau and Suffolk Counties} will have a single 

operational Training Academy Network providing 

a full range of recruit, in-service, specialized 

supervisory, and pa~t-tirne police training. 

Under the proposed Master plan, two major deficiencies 

in the present state-wide organization will be overcome. 

The stature and credibility of the Bureau for Municipal 
be 

Police will/significantly enhanced in that it will, for 

the first time control the disbursement of considerable 

funds to support training within the state. Secondly, a 
. 

large measure of local control will be effectuated by the 

delegation of a meaningful role to the Regional Coord ina-

ting Boards, i.e., assisting in the selection of the Train­

ing Staff, monitoring and approving fiscal expenditures, 

approving annual training plans and recommending specific 

training to meet local needs. 
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Each of these Regional Training Zones (RTZ) will have 

one Regional Training Academy (RTA) with the exception of 

RTZ *1 (Nassau and Suffold Counties) \'lhich will have two. 

Each RTA will assist designated satellite academies through­

out the zone in developing and presenting a full rang~ of 

in-service and part-time training schools; however, only the 

RTA's will offer the mandated Basic and Supervisory Training 

courses. The training directors of the RTA's will be respon­

sible for developing a comprehensive, coordinated plan for 

all other training in the zone. In addi t,ion, they will be 

responsible for providing the appropriate support (financial, 

technical, etc.) to satellite training academies to develop 

appropriate in-service, specialized and part-time courses. 

The grant should recorr~end a pilot implementation to proposed 

training zonE.~S 3,4, and 6. These ,zones are recommended be­

cause each represents .a unique combination of factors that 

when evaluated lend themselves to state-wide application. 

Zone 3 in the congested, metropolitan environs will have 

great demands for frequent offerings of the Basic Course 

and a wide assortment of in-service and specialized training. 

Zone 6, a much less populated area where most law enf.orce­

ment officers are generalists, will require a broader 

version of the Basic Couzse and frequent refresher training 

courses in areas that are critical but seleom utilizec. 
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Training Zone 4 represents a co~bination of both 

sets of factors. 

It is recoInrnended that the structure of zone respon­

sibility for training should essentially remain as it is. 

Training coordinators should be designated by the New York 

State Chiefs an.d Sheriffs Associations, County representa-

tion through designated sub-coordinators will be maintained • 
. 

the duties of this coordinating body should be expanded to 

include: ~ 

1) Making recon~endations to the Bureau for Municipal 

Police regarding the selection of the Director 

and Training Assistant for the Zone Training Academy. 

Recommendations will be consistent with qualifications 

for those positions as established by the Bureau 

for Municipal Police. 

2) Meet quarterly with the Training Director to dis­

cuss short and long term strategies to improve 

training within the zone. 

3) Review budget disbursements for training within 

the zone. 

4) Assist in developing annual training plans for the 

zone, consistent with guidelines established by 

the Bureau for l-1unicipal Police. 
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FUND.ING 

In a booklet entitled, 1/ Imprcvir).g Police Productivity _ 

More for Your Law Lnforcemant Dollar," which was made avail­

able. in 1975 by the National COI!l:nission on Productivity, 

the following question is posed: 

You can be reasonably sure that your dep4rtment does 

not spend too much money on training. It is quite 

possible t".hough, that it is beins spent. em the wrong 

things. That money is an import.ant investment in 

the future effectiveness of the force. Will you get 

the return you wn.nt on the in".rest:ment? 50 

The proposed budget on the following pages was developed 

with the above question in mind. 

As was noted in the National Survey section of this 

report, the methods of financing police training vary greatly 

from state to state. Presently thirty six states directly 

finance some portion of law enforcement training or reim-

burse, some percentage of local training costs. Elgh~ other 

states provide training programs and facilities, and require 

local agencies to bear the cost. Federal funding (LEAA, Na­

tional Highway Safety Act, etc.) has helped almost all of 

the states in some way with their training programs. 

The National Advisory Commission on Criminal Justice 

Standards and Goals in its 1973 report on Police, addressed 

the problem as follo\Ois: 

50 Improving Police Productivity, National Commission on 
Productivity, 1975, p. 7. 
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Financial support is a critical problem in develop­

ing an effective State police training program. One 

argUI"\ent holds that the State should finance the en-

tire cost because it is mandating participation in 

the program. Another holds that local jurisdictions 

should assume the cost since they reap the benefit of 

trained employees. Probably, portions of the cost 

should be borne by both State and local governments. 

pnfortunately, police agencies that need training 

most are often the agencies that can least afford 

to pay for it. 51 

This report had as ~r.e of its stan~ards the following: 

Every State, by 1975, should enact legislation estab-
, 

lishing ••• financial support for mandated training 

for police on a continuing bas~s to provide the public 

with a co~~on quality of protection and service from 

police employees throughout the State. 52 

Presently in New York State there is no firm plan for 

funding the zone training academies. ~his becomes especially 

apparent since such a small portion (8 percent) of the bud­

get is allocated for implementa~ion of the mandated (Basic 

and Supervisory) courses. With the exception of minor fund-

ing for the salaries of some instructors and for providing 

51 National Advisory Commission on Criminal Justice 
Standards and Goals 

52 Police National Advisory Corr~ission on Criminal 
Justice Standards and Goals, 1973 
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loose-leaf binders, the Bureau f~r Municipal Police can 

offer no substantial assi~tance to the training acacemies. 

The recommendations on the following pages provide a plan 

which will hopefully enable the status of law enforcement 

training to dramatically inprove within a five year period. 

This plan also takes into consideration the recent' re-

commendation of the Ne'" York State Department of Criminal 

Justice St3Iu).ards and Goals, which states that lithe State 

Legislature should provide sources of funds for the state 

subsidy of all Municipal Police Training Council mandated 

training ••• " 53 

Funding for Regional Training Academies 

The Bureau for ~lunicipal Police should a.t their earliest 

opportunity, commission a zone by zone survey to determine 

the actual budgetary needs of each of the Regional Training 

Zones. Funding for these. zones should be sought from the 

Division of Criminal Justice Services upon grant application 

by the Bureau for Municipal Police. The funding request 

should clearly specify, (l) that the proposal will, for the 

first time, establish a network of officially designated 

Regional Training Academies; (2) that. funding for same will' 

not replace any existing local funding for none presently 

exists; (3) that the funding request is for' assistance over 

a five-year period of gradually reduced allocations and (4) 

53 New York State Standards and Goals mate,rial, Division 
of Criminal Justice Services, 1977 
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that the program will be insitutionalized at the end 

of that period. 

According to this plan, D.C.J.S. funds will be requested 

to fund Regional Training Academies over a five-year period. 

(It should be noted that Nassau and Suffolk Coun.ties in 

Zone 1 are currently funded by county taxes and Erie and 

Monroe Counties are already funded by D.C.J.S.) 

The first year, 100 percent funding for each zone will 

be requested in order to adequately establish them. The 

second year will require 75 percent funding, and the third 

year, 50 percent. 

After the first year, the difference between the grant 

funds and actual operating expenses will be filled by a 

graduated level of tuitions; at the 75 percent funding level, 

for example, $300 per student for ~he Basic Course and $100 

per student for the Supervisory Course; at the 50 percent 

level tuition for these courses would be raised to $600 

and $200 respectively. If during the five year period of 

the grant, the Penalty Assessment Bill is passed, and 

lobbying for that bill should begin at once, municipalities 

will be reimbursed for all training expenses. 

Penalty Assessment Bill 

The Penalty Assessment Bill has been submitted to the 

State Legislature for consideration or. several occasions. 
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10 percent essessment on alJ. fines and penalties for o~fenses 

" except certain traffic violatioz.s. This Cl.!:lSeHsment would 

be collected bv the New York State Criminal Courts and ad-. -
ministered by the Comptroller's Office. The funds would 

then be utilized to' reirr-burse tn\!nicipalities for expenses 

incurred in training police officers, as well as for off­

setting expense~ of the Division of Cri~inal Justice Services 

with respect to the operation of the Bureau for Municipal 

Police. Conservative estimates of the possible revenue to 

be realized should the Penalty Assessment Bill be enacted 

is between 2 and 2.5 million dollars per year. As noted in 

~ppendix I several states presently have such programs 

in operation. 

~dget Survey 

The following budget figures were developed by the pro­

ject staff from a survey of several training academy directors. 
~ 

Based on this survey, it is recommended that at a minimum, 

each academy be provi~ed with a full-time Director, a Train­

ing Associate and a full-time secretary with approximate 

salaries of $20,000, $17,000 and $9,000 respectively. 

It is also suggested that all instructors who are not 

officially prohibited from accepting an honorarium be paid 

for each classroom contact hour (a~ average of $12.00 per 

hour). This will allow the Training Director to be more 
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selective in his choice of instructors and more demanding 

regarding their class preparation and presentations. Assum­

ing the Training Dir~ctor and Associate did not teach, a 

400-hour Basic Course would cost approximately $4,800 in 
. 

instructor fees. If this course were presented twice 

yearly the cost would be $9,600. 

Assuming a slightly higher cost for trainers in the 

Supervisory Course, the cost for two annual seventy-hour 

sessions would be approximately $2,000 (17 x $15/hr.). 
• 

The problem of transportation and lodging for students 

whose one way travel distance exceeds fifty miles should 

be addressed. If, in a hypothetical case, one half of a 

class size of thirty fit this category, the cost for each 

twelve-week basic course would be approximately $11,000 

(based on $12.00/night per student, for lodging and one 

two hundred mile round trip per 'man per week). 

Similar costs for the two-week supervisors course would 

be approximately $1,800 (5 x $12 x 2 x 15 people). 

In-service and specialized training courses would be 

offered by th~ Training Academy as needed. These courses 

wo~ld also be offered in the satellite training academies 

within the zone which would eliminate lodging and travel 

costs. Instructor costs for ten one-week in-service train-

ing programs per year \vould be approximately $4,200, using 
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t}~ same cost per hour figures as in ~he Basic Course. 

Adc1itionu.l funding ~·!ould be provided. to each Training 

Academy for at least a modest book c:.nd film library and 

visual aids such as projectors and viceo play-back equipment. 

Fund.s to offse:t:. telephc:..n~ una post~gc ch",rges should also 

be included. Clerical and classroom facilities, where 

adequate, should continue to be utilized. Community cvllege 

facili ties should be' sought wl:erever u:. ailaLle. 

The two Training Academies in Nassau and Suffolk are 

fully supported by county funds and are requirea to provide 

centralized police training for"law -=nforcement agencies 

within their respective jurisdictions. This makes them 

ineligible to receive funding from the D.C.J.S. since the 

Division is prohibited from providing f8deral funds _to finance 

programs that are currently operat.ional and are locally 

funded. Other avenues for supporting training efforts in 

these counties should be studied. 

Suggested Funding Levels for Regional Training Academies 

Staff Salaries $ 46,000. 

Basic Courses (2) (Instructor Fees) 

Supervisory, Courses (2) (Instructor Fees) 

9,600. 

2,000. 

In-service Training Courses (10) (Instructor Fees) 4,200. 

Part-Time Schools (3) (Instructor Fees) 8,000. 

Travel and Per Diem ($11,000 per Basic Course) 22,000. 
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Travel and Per Diem ($1,800 per Supervisory 
Course) $ 3,600. 

Books and Film Labrary 3,500. 

Telephone, Postage and Supplies 1,100. 

TOT~.L $ 100,000. 

Approximate Cost of 5 Year Implementation 

ls.t year 3 zones at $100,000 each $ 300,000. 

2nd year 3 zones at $ 75,000 each,and 
6 zones at 100,000 each 825,000. 

3rd year 3 zones at $ 50,000 each and 
6 zones at 75,000 each 600,000. 

4th year 3 zones at $ 50,000 each and 
6 zones at 50,000 each 450,000. 

5th year 6 zones at $ 50,000 each 300-,000. 

Consulting Costs years 1 and 2 160,000. 

TOTAL $2,635,000. 

Based on the above figures, the initial yearly cost of 

funding each Training Academy will be $92,000. ,when support 

for training part-time po'lice officers 'in satellite training 

locations is added, the total operating cost for one year 

will be approximately $100,000. 

This plan does not address the problem of salary reim-

bursernent to agencies for their partic~9ating employees; 
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hOv-7ever, once the plan is fully irr.plernentec, su.ch reimbursE:!-

ment should be considered. 

CONSOLIDATION' OF REGIONAL TRAIN:n7G ZONES AND ACADEMIES 

The Bureau for ~unicipal Police should establish a limited 

number of officially designated training academies in the 

State. This consolidation will enable it to pursue re-

quest.s for federal funds to supfort such a net\'}ork, and at 

the same time materially improve the quality of police train­

ing in the state. 

After careful study of existing lavl enforcement and pop­

ulation concentrations within the State, and previous hiring 

practices of local agencies, the following ten training 

zones are recommended (See Illustration *3) 

TRAINING ZONE 1 
Nassau and Suffolk Counties 

TRAINING ZONE 2 
Rockland, Orange, Sullivan and Ulster Counties 

TRAINING ZONE 3 
Westchester, Putnam and D1ltchess 

TRAINING ZONE 4 
Tompkins, Tioga, Cortland, Broone, Chenango, Oswego, Delaware 

TRAINING ZONE 5 
Columbia, Green, Schoharie, Albany, Rensselaer, Schenectady, 
Montgomery, Fulton, Saratoga and t'iashington 

TRAINING ZONE 6 
St. Lavlrence, Fran~lin, Clinton, Esse}~, Hamilton and Warren 

TRAINING ZONE 7 
Jefferson, Lewis, Oneida, Herki~er 
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TRJUNING ZO!';E 8 
Oswego, Onondaga, Cayuga, Madison 

TRAINING ZONE 9 
Monroe, Wayne, Livingston, Ontario, Seneca, Yates, Schuyler, 
Chemung, Steuben 

TRAINING ZONE 10 
Niagur:., Erie, Orleans, Genesee, Wyoming, Chautauqua, Allegheny -

STAFF 

The following recommendations regarding the staffing 

of the newly established Regional Training Academies are 

based on literature reviewed concerning this topi~ as well 

as the data compiled from the zone coordinator survey. $ee 

Appendix 4.) 

Concerning qualifications, the National Advisory Com-

mission on Criminal Justice Standards and Goals, in its 

report, A National Strategy to Reduce Crime, recommended 

that: 

every police agency require immediately, as a condition 

of initial employment, completion of at least one year 

of education at an accredited college or university and 

that by 1983, every police agency require, as a condition 

of initial employment, completion of at least four years 

of college-level education or ba~~a1aureate degree at 

an accredited college or university. 54 

If, at the recruit level, such a qualification is recom-

mended, training directors should be at least equally qualified. 

54 National Adviscry Corr.mission on Criminal Justice Standarc.s 
and Goals, A Kationa1 Strategy to Reduce Crime, 1973, p.S3 
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It should be notee that und~r this pla~, no current Academy 

Director will lose his position because of the fact that 

he lacks a degree; as noted, he will tave five years to 

acquire such credentials. 

Regional Academy Staff 

The selection of regional training academy directors 

will be make by the Director of the Bureau for Municipal 

Police based on recommendations from the zone coordinating 

boards. The selection will be subject to the approval of 

the Municipal Police Training Council and the Commissioner 

of the Division of Criminal Justice Services. 

The recommended qualifications for the position of 

training director are as follows: 

1) A current Training Academy Director capable of ac­

quiring a baccalaureate degree within five years 

of appointment. 

2) If other than a current Training Academy Director, 

the applicant must possess a four-year baccalaureate 

degree. 

3) Must possess extensive experience as a law enforce­

ment trainer. 

4) ~1ust be certified by the Bureau for t-1unicipal Police 

as a qualified instructor. 

5) Must possess the necessary fiscal and administrative 
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backg~ound ~o e[fGctivelJ rnunag~ =tnd 

training activities of the zor.e. 

6) t1ust agree to submit to an e:<.tensive background 

inventigCltion prior ~o ap?cint~ent. 

Th~ recor.!.:--::l~nded qualif icD. ticns fo~ the positi0n of 

training assistant are as follows: 

1) A cnrrent Training Acade~y Staff member capQble of 

of' appointnent. 

2) If other than a current Training Academy Staff 

member, must possess a four year baCC3.1aureate 

degree. 

3) l-lust have extensive lc?·..; enforcement teaching or 

training exper.ience. 

4} Must be certified by the BureaU for Municipal Police 

as a qualified law enforcement instructor. 

5) Must agree to submit to an extensive background in-

vestigation prior to appointment. 

The training director will select the academies re-

maining clerical staff. 

Duties of the Training Staf= 

The Training Director will have overall responsibility 

for developing a ca~prehensive a~n~al training plan to meet 

the needs of full a~d part-ti~e la~ er.!orceGent officers 

131 

.. ' 
~ 

;i.t: 

~'I < 
't!. 

II 
I 
I 

.~. ' 

':1 
_'I 

~I 
," 

I 
I 
I' 
I 
I 
I 
I 
I 
I 
I 
I .1 

Ir 



I 
I 
I 
I 

II 

I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 

within his zone. He shall also be responsible for devel­

oping long-range training strategies based upon antici­

pated regional neecs. Pe will be required to meet quar­

terly with the zone coordinating board and report on train­

ing developments within the region and discuss antici­

pated budgetary expenditures during the coming quarter. 

The Director and Training Assistant will be respon­

sible for establishing a permanent liaison with satellite 

training sites throughout the region and assist in the 

developing in-service training that meets the needs of 

local lay, enforcement. Another important aspect of the 

responsibilities of the training staff will be to estab­

lish, coordinate and subsidize training for part-time 

law enforcement personnel in the zone. 

The training staff ,.;ill be required to compile data 

relative to the nUIDber, size, and training needs of all 

law enforcement agencies in the zone, and develop and 

maintain a personnel folder on the training accomplish­

ments of all law enforcement personnel. 

The training director will also be required to comply 

with all administrative requirenents established by the 

Bureau for Municipal Polioe and submit timely progress 

reports regarding training activities. 
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Ptill or Pari.:-tin!9 'l'rainers in EVery L~,.; Enforcement Acrenc'.' 
--~----.- ~ ~ 

The Director of each Regional Training Academy will 

encourage all law enforcement agencies within the zone 

to designate one of their me~~ers as a full or part-time 

trainer. rr'hi~ will be especially important in small 

departments '.',here rnanpOvler constraints are severe.. Train-

ing officers will be abl~ to periodic~lly attend local 

training s~s~ions COfiducted in the satellite academies 

without seriously affecting agency operations. Training 

officers will then be required to prepare brief "in-house" 

training sessions for personnel in their agencies. This 

type of training can be extremely effective if the train­

ing officer has been adequately trained as an instructor 

and if the training material is supplemented by a vi.deo 

or other media presentation. These training officers 

should be given high priority in all future Instructor 

Development Courses. 

The National Advisory Commission on Criminal Justice 

Standards and Goals specifically addressed this idea.: 

Every state should develop means for bringing mandated 

or other necessary training to employees of police 

agencies \vhen it is impracticable or inefficient to 

bring these employees to the nearest trainir.g center 

or academy. 55 

55 police, National Advisory Corrmission on Crireinal 
Justice Standards and Goals, 1973, p.4l7 
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ACCP.EDI':'ATIOE 

As soon as practicable, all Trair.i~g Academies should 

seek accrecitation by the Project on ~on-Collegiate Spon­

sored Instruction of the American Cou~cil on Education. 

This council currently awards credits ~o many of the 

existing acade~ies. 

In a great deal of current literat~re, the importance 

of accreditation is discussed. Recently in the Pelice 

Chief magazine the issue was addressed in the following 

way: 

since its basic constitution was c:-afted in 1893, the 

International Association of Chie:s of Police has been 

extremely active in promoting quality ed~cation and 

training for law enforcement officers. Accreditation 

and quality control of police ~ourses are priority 

concerns of the Association ..• 

The most intense work in this area has been imple­

mented over recent decades in lig~t of the massive 

studies of police methods made by ;residential com­

missions and congressional cow~it~ees. Throughout 

these studies, recognition was gi~en to the fact that 

law enforcement upgrading meant a greater cor::mitment 

to bEtter education and training. ~esponse =rc~ the 

aCucer:i C cor...rr~!". i ty ane. t::e po 1 i ::~. ;::-c: e S S lor. ,,'C'.s e ;.:-
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police sciences increased m~ny times OVEr in the next 

few years r ~nd police acC'.d.~ny t.:raLling u.ndcrNent a corn-

ploto trans.1. ti on to~ ... ·ards a quo.li~y of excellence. 56 

Concerning accreditation, the National Advisory Corn-

mission on Cri~inal Justice Standnrds and Go~ls, in its 

1973 Repor.t on Police, had ~s one of i~s standards the 

follmll.r.;: 57 

. Every police agency should p'.n: sue -;:.11e ~ffiliation of 

police t~aining programs with academic institutions 

to' upgracEl its level of tr~dr.L1g and to p::-o'lide in·-

centive for further education. 

I} All police training courses fo= college credit 

should be acad~mically equivalent to courses 
" 

that r.lre part of the regular college curriculum. 

2} Every member of the faculty who teaches ~ny course 

for credit in the police training curriculum 

should be specifically qualified to teach that . . 

course. 

3) a. The instructor in a police training course, 

for which an affiliated college is granting 

credit, should be academically qualified to 

teach that .course. 

b. Police personnel not acade~ica11y qualified to 

56 Police Chief Masazine, editorial, August 1976, p.8 
57 National Advisory Commission on Criminal Justice 

standards anQ Goals, Report on Police, 1973, p.376. 
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teach a cou~se in tte regular college cur­

riculum may, if otherwise qualified, serve as 

teaching assistants under the supervision of 

an acade~ically qualified instructor. 

Leonard Territo, in an article for Police Chief Mag­

azine entitled "College Credit for Law Enforcement Training 

Courses: Recent Trends - Future Projections ll stated: 

In 1972, there \Vere at least 34 cowmunity colleges, four­

year colleges, and universities that were willing to 

award varying degrees for college management training 

courses offered by Northwestern University Traffic In­

stitute at Evanston, Illinois. In a statewide study 

completed in Florida in 1972, it was learned that of 

Florida's 23 comw.unity colleges, eleven were willing 

to award varying degrees of college credit to grad­

uates of the FBI National Academy, six were willing to 

award college credit to graduates of the Northwestern 

University Traffic Institute's nine month course, and 

twelve were willing to award college credit to grad­

uates of the twelve week pelice management training 

course offered by the Southern Police Institute at the 

University of Louisville, Louisville, Kentucky. Thus, 

one can readily SEe that a;:arding of college cre~it for 

tte successful completion c~ certa~n training cc~rses 

is neither a ne~ nor unusual practice (Territo, 1972). 



been worked cut between specific 1a~ enforce~ent agencies 

and institutions of higher ~ducation (Ashburn and ~ard, 

1973; Rotella, 1971~ P~ce, 1970~ Pelice Training and Per-

forjl'":u~c:e St1JoYr Nr.:,·, Yor}: City Police Depart:nent, 1969; 

Territo, 1972; Territo, 1975; Whisenand, 1973}. One 

generally finds that ~lhen specific arrangements i~rE: ITie:1ce 

education on the issue of college credit fer training, 

in many instances, these arrangements include the in-

corporation into the specific trainin,g course materials 

which are related to specific college courses, e.g., 

sociology, psychology, and so forth. In addition; in 

almost every instance discovered, these courses are 

instructed by facul t:r members ,of the College a.,.,arding 

the credit. 5B 

The "New York State Comprehensive Crime Control Plant 

·in 1975, recognized the fact that the: 

Bureau for Municipal Police needs additional resources 

too •• examine the feasibility of sponsoring education 

and training courses in conjunction with local community 

colleges ... 59 

58 Police Chief t·1agazine, A\:.gust, 1975, 1'.33 
59 New York State Comprehensive Crime Control P~an, 

Sec. III G., p. 163 
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STATEi';rr;::; C'C!DELII~ES FOR COt-!1<E::Cn:G B;'.S IC COURSES 

The Bureau for t·lunicipal Police sr.culd establish 

firn State-wide J'uidelines for the cor..:rencement of Basic 

Training Schools. As previously indicated, police officers 

in New York State are currently required to complete the 

Basic Course within six months of employment. There are 

many reasons, financial and logistical, which effect an 

agency's ability to comply with this requirement. In some 

zones, conducting a Basic Course in contingent upon the 

hiring of a sufficient number of officers to justify it. 

One primarily rural zone did not conduct a Basic Course for 

two years. 

This problem should be materially eased by the proposed 

redistricting of the training zones. Gpon implementation 

of the Master Plan, the Bureau for Municipal Police should 

establish firm starting dates for Basic Courses that are 

standard throughout the state (mid March through mid gune, 

and early September to early Decewber). Law enforcement 

agencies could then plan their hiring to coincide with the 

start of each Basic Course. It must ce stressed here again 

that the Dosition of the staff is that no police officer ir. 

New York State be given any law enforce~ent assignment prior 

to completing the Basic Course. 

The lack of a current pla~ causes ar. overlap i~ Ee~e 

zones an~ a total leek of trai~ir.~ ~~ ~~hers. For e~~~plc, 
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in 19i6, b:enLy cisht basic sC:i.~ols ::;uI:'.:r.-:enced. These schcGls 

were conducted in nine of the training zenes. Therefore, 

four zones offered no Basic Course that year. Examples of 

the other courses offered (e.g., in-service, specializec, 

etc.) in the zones vary greatly. 

According to preliminary draft material from the D.C.J.S. 

Standards and Goals Project: 

~In 1976, EMP c00r~inated 154 different training schools 

which ga'l,,Te 15,040 hours of training to 3,698 police of-
.' 

ficers throughout the State. Fifteen percent of all sworn 

municipal police officers in the State (excluding State 

and Ne\,l York City Police) received some type of BHP 

training in 1976. Most of that training took place in 

the State's major metropolitan areas. The rural areas 

where the majority of police should require all police 

departments to annually register all their police of-

fieers yTith the Division of Criminal Justice Services." 60 

Such a I1 central registry" would give the Bureau for 

Municipal Police, and the Municipal Police Training Council. 

(through the D.C.J.S.) a very accurate reading as to 

how many untrained officers are presently "on the job", 

and would enable a scheduling of courses to coincide 

with the new nuw~er of recruits. 

60 Preliminary Draft Material from the D.C.J.S. "Standards 
and Goals for Criminal Justice in New York State", p.2 
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RecoIT':Inenc.a tion 

The Bureau for nunicipal Police s:-.-:uld c:-i'le considerRtion to 

encouragin9 COIT'Jr.uni ty Colleges to collaborate 'Hi th traininc; 

academies in providing seg~ents of the Basic Course tor pa~t-

time police. Co~~unity colleges could provide many class-

room segments of the course on a tuition basis and training 

academies would provide proficiency :kills such as fire-

arms training, defensive tactics, emergency vehicle opera-

tions, etc~ 

This would be extremely useful in areas where there is 

a demonstrated r.eec. for part-time law enforcement personnel, 

particularly on a seasonal basis. This program would be es-

pecially attractive to criminal justice students seeking 

employment and/or la~v enforcement internships. 

As early as 1975, the New York State Division of Criminal 

Justice Services, in its Comprehensive Crime Control Plan 

for New York State, recommended that the Bureau for Hunicipal 

Police "examine the feasibility of sponsoring education and 

training courses in conjunction with local community colleges." 

The need for interaction between police training programs 

and corrJr.uni ty colleges \,'as discussed by John F. Logan, in 

an article for Pelice Chief Hac;azine, entitled "Law Enforce-

ment Education anc. the Comrm.:nity College." Logar. states: 

\.. • ,.:l , • ".j..' Colleges can 0E a cer.tra~ ~~ea ln e~uca~lOr. anc lr. ~nc 



agerlcies. 'I'hi s 

should neither be forgotten nor discouraged. The end 

result sh:()Uld be a more ht,r:,;l.nistic U.na enlightened 

officer. 61 

Tc suL~t~ntiat~ th~ S~CCQ:S wh~ch c~n be had 

in the collabore:".tion of training acac1enies and c011'm1Unity 

colleges, the l'!ational l'~dvisory COMrnissio!l on Criminal 

Report on Police: 62 

Most police agencies should consider pooling their re-

sources to create a cooperative facility. In California, 

the community college system has helped considerably in 

this effort.. Police agencies in Fullerton, Riverside, 

Bakersfield, and ;'xcatQf California, have joined forces 

with other local agencies and .the area IS blO-year colleges 

~o davelcD training centers ti8t generally exceed the 

requiremen·ts of California's police training corr~ission. 

This approach is not unique; other States with diversified 

and receptive corununity college systems have developed 

similar arrangements. 

Recommendation 

The Bureau for ~lunicipal Police should immediately con-

sider implementing the comprehensive Easter Plan for Training 

detailed in Chapter II of Sec~ion 2. This plan provides the 
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61 J'.F. Logan, "Law Enforcenent Education and the COI'C'.munity C01lesel 
Police Chief Masazine, Aucust, 1975, 0.26. 

62 National Advisory Commission on Cr~I!'.inal Justice 
Standards and Coals, 1973, Report on Police, p.418. 
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organizational structure on a regio~2: basi~ for the delivery 

of a Career Training Program to law e~!orceDent officers 

at all or~anizational levels. The foc~s of this plan is 

not on how many courses of various ty~es are offered, but 

on training developed to meet the demc~strated needs of 

local law enforcement officials over the full span of 

their careers. 
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f\ M.1\S'rER PT,.c\N FOR L.f..~·: ENFCRC:S~1J''::NT 

-
TRAINING IN NE~<J YOF ... '=\ S,:.z,,:E, VOLt;HE 'l'NO 

APPENDIX :: 1 

A NA'l'Im;J'AL SURVEY OF P..E:C?ll J:T L:C::VEL TRAINING 

New' York State mandated a ::tinimum course of instruction 

tor nevlly appointed police officel."s 0',. JUl.y 1, 1960. We 

were the first in the nation to enact such type of legis-

lation, but since then we have been followed, and passed! 

by many other states in this activity. 

January 1977 Memo 

Director of the Bureau for 
Municipal Police 
New York State 

In order, to ascertain how New York State compares with 

the rest of the nation with regard to its training of law 

enforcement 6fficers, a national survey was conducted during 

June, July and August of 1977. The major thrust of the 

survey questionnaire was to deter~ine the n\milier of states 

that have mand~ted programs for recruits and how comprehensive 

those programs were. The survey requested information on 

various other aspects of trai~ing within the state jur-

isdictions. It 

should be stressed that the fiq~res discussed pertain only 
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to mandated prograrrs. It should also be stressed that 

many agencies throughout the country offer recruit train­

ing programs which far exceed that which is candated within 

the State. Of the fifty states surveyed forty nine, plus 

the District of Columbia, responded. The infornation in­

cluded in this study deals mainly with the state's current 

training programs. In certain cases respondents noted 

that recent legislation has changed their mandated pro­

grams.F'Jr example, North Carolina's present mandate is a 

l60-hour program which will increase to 240 hours as of 

January 1, 1978. Such changes are noted in this report. 

Another factor that should be brought to the readers 

attention is the variability of the status of law enforce­

ment officers affected by mandatory training programs. 

In some states, compulsory training is only required of 

officers in particular agencies. For example, Mississippi's 

program offers a 600-hour course for highway patrol, while 

only a 240-hour course in required of sheriffs departments. 

Distinction such as the above are clarified in the survey. 

Since this survey is being funded by a New York State 

agency the basis for comparison will be New York State's 

current 285-hour mandated Recruit Training Program. 

Length of Mandatee Courses Natio~ally 

Currently forty five of the fifty states o~fer some 
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-mandated training !or their law cnforcG~ent officers. 

The scope and length of these prog~ams vary greatly, however. 

Twenty-four states offer programs shorter in length than 

New York State l but five of these offer 280 hour courses, 

which 15 only five hours lecs th~n that of Now York's. 

'l'wenty states currently have programs as long or .longer, 

than that in New York, T\ .. -o states have programs \vhich 

~li.ll t.h;;.tngp.. dral::it.ically as of ~junt.(H:y 1, 1972; i-1rizona f ~;hich 

presently a,ffers a 280-hour program, will jump to 400 hours 

and Iowa is increasing their current training program from 

240 to,400 hours. Kentucky with a 400-hour course and 

Washington D.C. with a 600-hour course" offer training vlhich 

is not mandated but operates under a system of voluntary 

compliance. 

The mean of length of the courses offered by the forty-

five respondents with mandated programs as of January I, 1978, 

was 300 hours. New York's mandated course is therefore fifteen 

hours below the, national mean. It is interesting to note that, 

when compared to the neighboring states of New Jersey, Conn-

ecticut, Eennsy1vania, Massachusetts and Vermont, the 

~ean is ninety hours less. 

Approximately three-fourths of the states have legis la-

tion which requires that their mandated recruit course be 

completed within one year of employment. new York's legis la-
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tion states that the course ~ust be cc~?leted within the 

first six ~onths of service. The legislation is not clear, 

however, as to whether recruit traini~g must be completed 

prior to having the office~ assume pat=ol dtuies. In many 

cases it does not. Eight states, Alat~~a, California, 

Florida, Michigan, Mississippi, New Je=sey, Ohio and 

Virginia, require that the recruit successfull~'·complete the 

basic course prior to assuming patrol duty. Iowa is 

presently enacting legislation to this effect. None of 

the other respondents currently mandate this. 

Ma~nated Trainina Bevond the Recr~it Level r ~ 

Of the respondents, eleven require training beyond the 

recruit level. Two others, will soon introduce legislation 

of this nature. In-serviee and supervisory training courses 

are most likely to be mandated; mandated Qiddle management 

courses are also frequently mentioned. New York State mandates 

a 70-hour supervisory course for newly appointed sergeants. 

Each of the States which indicated that an in-service 

course was required indicated that the tim~ frame was 40-

hours on an annual or semi-annual basis. Haryland, for ex-

ample, has an annual firearms qualification and a semi­

annual one weck in-service refresher t=ainina course cover­

ing other areas. 
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In response to the questie~ ccnce:ning whether or net 

lawsuits r.ad been filed concerning the quality or lack of 

training, several states answered a~firmatively. The pur-

pose of this question was to ascertain not only whether 

lawsuits have been filed, but a:"so to elicit information 

concerning the nature of the suits. It should be noted 

that in some instances the respondents frankly admitted 

that because of poor local cOIT~~nications they were not 

aware of all lawsuits relative to training filed in their 

state. 

Seven of the respondents noted that they were aware 

that civil suits had been filed regarding lack of law 

enforcement training. The two main areas noted were fire-

arms use and first aid procedures. This is understandable, 

as both of these areas are designated by the New York State 

Municipal Police Job Analysis Project as being critical to 

the proper performance of a police officer's job. 63 (The 

availability of firearms, although their use is not an 

everyday occurrence, is listed in this same report as being 

essential to officer safety in at least fifteen of the tasks 

a police officer performs.) The report also notes that ad-

ministering first aid is recognized as being a critical 

activity by ninety percent of t~e police officers who par-

63 New York State Municipal Jc~ ~~alysis Project, Volume I, 
Ne'>V' York State Department c: Civil Service I 1977 
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ticipated in that project. 64 

Aside from suits related tc firearres and first aid/ 

the responding agency from Louisiana was aware of three 

cases involving misuse of a night stick. In addition, Utah 

noted that several suits by Spanish-speaking people are 

presently before the courts charging that one specific 

police department lacked training in crowd control and 

minority group relations. Despite the allegations in the 

suits, it is not clear yet whethe~ or not they can be 

directly attributed to a lack of training. However, the 

average recruit training course in the seven states in 

which th~ suits occurred is two hundred and forty-four 

hours, which is fifty-six hours less than the national 

mean. Of the seven, only Utah (320-hours) and Maryland 

(350-hours) were above that figure. 

The information regarding lawsuits has application in 

New York State because despite State legislation that 

mandates that a sworn officer successfully complete the 

Basic Recruit course within the first six months of em­

ployment/ comp~iance has been found to be spotty. Many 

officers throughout New York State, especially in rural, 

upstate areas, perfor~ patrol duties for several years 

prior to receiving their required formal training. The 

suits which could eDerge from t~js obvicus lack o~ aeG~u~te 

training could financially cripple sene of the smaller 

Dunicipalities if t~e~ were s~=ces5ful. 

64 Ibid, p. 175 
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~.:etho<1s of Fu~;,\~in9 Handa ted ri.'rai ning Programs 

The means of funding mandated police training through tout 

the country varies from state to state. In many cases, the 

fundinq. is shared by local, state and federal agencies. The 

multiplicity of these variations are indicated in the tables 

on pages 151 - 153. California is a good example of thi,s 

complexity. The California Program is fund~d partly by 

CQJW!;.'.:,;:tit.y colleges 1.vhich provi ue t.:.-"'e trC\ining facilities and 

partlJ by local taxes and a state general fund. The Peace 

Officer Standards and TrainiIi.g Commission, \'lhich maintains 

a peace officer training fund generated by penalty assess­

ment, contribut~s substantially to this effort, as do the 

budgets of the various local police agencies. Another 

example is Louisiana, which provides the bulk of training 

costs from a state fund, but has individual ~olice depart­

ments provide funds for room, board and ammunition. 

The penalty assessment program noted ~bove in California 

is an interesting and relatively new concept. The assess­

ment legislation mandates that a percentage of fines levied 

in the courts of that State be utilized to support police 

training. Presently, nine states (Arizona, California, 

Florida, Indiana, Massachusetts, Nebraska, Oregon, South 

Carolina and Washington) have penalty assessment programs. 

Georgia is considering implementing such a program, and the 

New Hampshire state legislature enacted a program of this 
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kind in IS7i. 

The penalty assessment programs i~ these states vary, 

both in the amounts assessed and on tte violations on which 

the assessments are made. Indiana tas an assessment of 

$2.00 added to the prosecutor fee in court costs. Arizona 

has a ten percent assessment on all c~iminal and traffic 

fines collected by each municipal, cou~ty and superior 

courts. Hassachusetts levies a 25 percent assessment on 

all criminal fines this does not incl~de minor traffic 

violations. 

New York proposed legislation for a penalty assessment 

bill last year, but it was never brought out of cor.uui ttee., 

Considering the lack of state appropriations for police 

training in New York, it seems that as successful effort to 

pass a penalty assessment bill would be the answer to many 

of the firiancial problems related to p=oviding effective 

law enforcement training. 

Individual State Responses to tte Survey Qu~stionnC\ire 

The following pages of charts present a hreakdown of 

the material which has been discussed in detail in the pre-

vious sections. 
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Traininq Based on Task Analysis 8t~dies· 

Seventeen of the fifty respondents indicated that a 

state-wide task analysis had been unde=taken for police. 

Kansas replied that they were intending to sponsor one, 

and South Carolina and Michigan stated that task analyses 

had been conduced but that they were net state-wide. Kentucky 

noted that one had been completed whic~ dealt only with state 

police. 

It was. not determined whether these analyses were under­

taken in order to provide the foundation for police training 

curricula or, as in the case of New York State, whether they 

were conducted to provide the data upon which job related 

testing could be based. 

Nation Curriculum Data 

The questionnaire listed the major areas found in most 

basic law enforcement curricula, and respondents were asked 

to indicate, percentage wise, how closely this rese~b1ed 

their areas of training concentration. These areas were 

a) Patrol and Traffic Training, b) Criminal Law, Evidence 

and Investigation, c) Physical Training, d) Firearms Train­

ing, e) Department Orientation, Policy and Procedure, f) 

Community Relations and Human Behavior, g) First Aid, and h) 

Miscellaneous. It should be noted tha~ these categories 

are rather broad, a~d se~e e~ the re~;~~ding ~gencies had 
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difficul~y In determining tte exact pe=c~ntage of time due 

to some overlapping of categories. Tte following chart 

indica tes the comparison of Nev.." York S ta te \';i th the National 

Average. 

Of the eight categories, the respondents indicated that 

the most time is spent on the area designa.t.ed as Criminal 

Law, Evidence, and Investigatio~. ~~ uverag~ of 31 percent 

of the total curricula iF. devoted to this .area. The other 

category r?-nking almost as high as this is. IIPatrol and Traffic 

Training'· 1 \olhich a\,'"eraged out to 24 percent of the curricula. 

The large 'percentage of time provided for training in these 

11 
IJ 
IJ 
Ii 
11 
IJ 
11 
I; 

two areas is understandable as they comprise t.he major areas 1;1 
of police work. The New York St~te Municipal Police Job 

Analysis Project SUbstantiates th~ concentration in these 

areas in its findings. These b:o areas ~lere identified 

by the responding police officers in that study as being 

either critical to the proper performance of their duty 

or substantially relevant to daily routine. 65 Many of 

the basic curricula throughout the nation which are based 

on police task analyses also bear this out. For example, 

the California curriculum, which was developed based on 

a set of behavioral objectives determined by task analysis, 

has approximately 80 percent 0: its lesson plans dealing 

with the areas of Criminal La~, Evide~ce, and Investigation 

65 New York State Municipal Fc:~ce :cb Analysis Project, 
1977, p. 
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The; subj ec i: arec:. enti tled "~-1iscellan-=ous II received the 

third highest percentage of concentration. A ffi~jority of the 

responding agencies indicated that they considered their 

elective courses to fall under this heading. Also, it seems 

clear that many states included in this category training 

vThich is particularly germane to their o"m local needs and 

An average cf 10 percent of the present curricula deals 

with the use of firearms. Several states noted that, as 

part of their in-service training programs, a yearly qual-

ification test in firearms use was mandatory. Even though 

a police officer can conceivably spend his entire law enforce-

ment career without ever drawing his weapon, the life or 

death situations ahising out of these incidents, when they 

occur, justifies such an expenditures of time. Probably 

for this reason, this category is the third highest area 

df.concentration and indicates the critical nature of proper 

performance in this area. 67 

The three categories, physical training, community re-

lations and human behavior, and first aid each received 7 

percent of the training concentration. It was noted by 

several states that their physical training emphasized not 

only physical conditioning through exercise, but defense 

66 Commission on Peach Officers Standards and Trair.ing, 
California, 1975 

67 New ~ork State Municipal Job Analysis Project, op.cit. 
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tactics (niqhtstick use, basic holds, etc.) and, in some 

advancsc courses, karate and judo. 

Cc:orado hac tte highest percentase of its basic curric­

ul UITl c.'2':oted to Cor:-~,u:li ty Relations a:1:::' Human Behavior (20 %) • 

Howeve=, the national average in this area was very consistent. 

Tennes see indicated that much of its cOITtlT'.uni ty relations 

and h-':"-:-;;.n behavior training was integrated into most of the 

other s~bject are~s. No evicence was found to suggest that 

the rnc=e heavily populated states provide greater emphasis 

in th:'s area. 

Ve=~ont indicated that 15% of its recruit curriculum 

invol~ed first aid training; Colorado incicated that it 

provic.e~ none. However, police officers in that state 

are re~~ired to obtain some first aid instruction outside 

of the academy, the amount depending on the policies of 

their =espective department. 

Tt'2 Department Orientation, Policy and Precedure was 

allotted the least amount of time. An average of only 3 

perce~~ of the curricula throughout the nation deals with 

this t=?ic. Nineteen of the responding states ~ndicated 

that t.:-.ere was no s::at.utory obligaticn ,,:hatsoever in this 

area. Several states that did have an obligation to provide 

orient.a~ion training indicated that training of this sort 

was us~ally given at agency level and ~as not included in 
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th0 c~urses p:~snn~ed at trainin~ acadenies. The state 

'.'Ihich manoa tes the greatest arno'..:!". t of this area is Virginia, 

\"hich noted that 24 percent of the recruit curriculum (60 

hours of a mandated 249-hour course) is so spent. 

The findings of this study are in some ways at variance 

with the findings presented in this Project's literature re-

vie~ entitled, ~Current Trgnds and ~uture Directions in 

(subl':".ittea as Volume I of this 

study). One explanation for this appears to be that the 

programs in effect today probably reflect the past experi-

ence of ltlw enforcement in the states ratheI;' than the needs 

of the present. The literature revie~ pays considerable 

attention to the demands likely to be made on police agencies 

in the future. These demands are, if the available fore-

casts and projections can be 'relied upon, almost cer"tain 

to increase and will require the patrol officer to exercise 

a greater degree of expertise in cealing with both a better 

educated and more affluent citizenry, and an increasingly 

alienated urban minority. For this reason it can be sug­

gested, for example, that the ~roportion of time allotted to 

"Community Relations and Human 3ehavior" be much larger 

than the present 7 percent which is, on average, allotted 

in training agencies today. 

On the other hand the cc:,mpa.:.atively high proportion of 

training time now spent on IICri~i!".a:!.. Law I Evidenc;e and In-
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vestigaticn" (31 percent on average) indicates a great 

general concern with the encouragement c= a professionalized 

la\v enforcement system. The fact that Dore t:':-.e is sper.t 

in training on this category of instruction tha~ on a~y of 

the other seven categories suggests the general existence 

of a strong commitment on the part of those involved in 

p6li~e training to produce of~icers with a high level of 

professional competence. 
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1\ KI\S'!'ER PL.u.N FOR LAN ENFORCEv-iEN'l' 

';['Rl\ININ(~ IN NEi'; YORK S'l'Il.TE r VOLG!·lE THO 

li.PPEN'DI~·: # 2 

A NA'l'IONAL SURVEY O? S'I'AT'i!: 'rRAINING 

STRUCTUR.ES AND PERSONNEL REQUlREHENTS 

A twenty-one quez·tion suryej' inst::::tJrnent \';.:3.S preparec 

in September of 1977 for distribu'i:ion at a rr.eeting of the 

National l>~ssociation of State Directors of La,-, Enforce­

ment Trainers (NASDLET). participants at the meeting from 

thirty-seven states responded. The following is a brief 

synopsis of the. ~~rvey results: 

Quest~t.l: 

Is there one agency in your state responsible for state­

wide coordination of training? 

It was felt that it would be beneficial to determine if 

a correlation existed between the level of training in 

states having a central agency as opposed to those that did 

not. Only three of the respondents (Colorado, Connecticut, 

and Kansas) indicated that they did not have a centralized 

agency responsible for the statewide coordination of train-

ing and upon analysis of the survey data there seems to be 

no correlation between the 1e~:e]_ of training in those states 
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which do and tho~e that do not. 

Question # 2 

Do You have a Law Enforcement Trai~ers Association on 

a state le",,-el? 

This question was asked in order to ascertain whether 

or not such a group has an impact on the training decisions 

in their state. New York has such an organization, but 

it is a very informal group anc has no authority other than 

to make recomrnenc.ations to the Bureau =o:r: t-1unicipal Police. 

Eighteen states indicated that they have Trainers Organization. 

And nine of that gro~p indicated that their associations viere 

involved in training decision making i~ a formal advisory 

capacity. Two states indicated a political or lobbying role. 

Seven states noted that they felt that their associations 

have direct but informal impact on, training in their area. 

Question # 3 

Is training in your state carried cut at a central academy, 

regional academies, a local police department facility, 

or a corrmunity college? 

As expected, several states indica~ec that training was 

carried out at not one, but two or more of the above. Eleven 

states indicated that they hac a central acade~y (and several 

of these indicated that this academy was located at a co~-

IT~nity or state college). ~t~ other 26 respondents ineicatG~ 

... 
. ~ , 

., ...... 
l. ~~ 
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-- ---------- -----------

ana region~i facilities. 

It is one of the rec0mrnenda~ions of this report that, 

whsre practicable,regional training academies by established 

at cor.~unity colleges. Much of the current lit~rature con­

cerlling 1 a,", enforcement trair.ing supports a collaboration 

among practi~oners and educators. The response to this 

question sho~~ th~t several stat~s are already involved in 

this type of program. 

Question * 4 

In general, are Directors of training academies in your 

state salaried bv federal, state, or local funds, or 
~~~~~--~--~.~--,~~~~~~~~~~-~~~~~~ 

not s?laried? 

With the exception of New York, all of the respondents 

indicated that the training directors in their state are 

salaried. This question was aksed to hopefully substantiate 

the recommendation of this project that Directors in New 

York should be paid. Eleven states noted salaries Vlere 

paid by the state, seven by local funding, and nineteen 

noted that a combination of the two was customary in their 

state. 

Question 41: 5 

For the most part, directors are law enforcement of-

ficial!,_other criminal justice practitioners, academics, 

or retired law enforcement ?srsonnel? 

163 

1"'1 
j 

iJ 

IJ 
Ii 
11 
11 
IJ 
I] 
IJ 
11 
IJ 
11 
II 
1-1 
Il­
l] 
i:l 
~ 

I~J 
1.,1 



I 
I 
I 
I 
~I 

~I 

~I 

:1 
tl 
~I 

tl 
!I 
;1 
I 

-I 
~I 

-~I 

~I 

'I 

~I 

This question was asked in order to c~~pare New York's 

present training directors' status to those of other states. 

Eighteen states indicated that their directors are exclu-

sively current law enforcement officials, while four employ 

only retired law enforcement personnel. The remaining 

states indicated that they have a combination of the above 

personnel. Illinois was the only state that claimed it 

had "academics" as directors of its training academies. 

Question # 6 

Directors must have the following qualifications: 

two years of college, a four year college degree, a 

graduate degree, or no specific level of education. 

One of the recommendations of this project is that 

training directors should have, at t~e least, a four year 

college degree. This reco~~endation had been based on an 

extensive review of literature concerning law enforcement 

training. However, the results of this survey indicate 

that many states do not pr~sently have such qualifications. 

Eleven of the respondents have as a minimum requirement a 

four year college degree. Twenty-b;o states have no qual-

ifications whatsoever. Two states require eirectors to 

possess a graduate degree. Texas responded that its directors 

do not necessarily need a collese degree, but they a=e 

requiree to have at :east five years t=a~n~~~ ~x~erience, 
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~s well a3 ~n instructorfs certificato. 
iO 

guestion #' 7 

Must instructors be certified to teach in your state? 

Over 70 percent of the respondents indicated that the 

instructors in their state must be certified. New York pre- I~] 

sently han no such mandate, but as noted previously, it is 

moving in that diract.ion. 

O t ' .I! 0 •. ue~ J.Oll-.i:.....-~ 

Does in~tructor certification involve sciccessful com-
" 

p1etion of a "methods of instruction" course? 

Only three of the states (Hichigan, Oklahoma 1 viisconsin) 
'. 

do not offer Methods of Instruction courses. Lousiana 

noted that it presently does not have such a course, but is 

intending to implement one. 

Question # 9 

Do most of. your training programs, utilize the services 

of qualified quest lecturers and, if ~9,.are they paid? 

Presently in Ne\V' York, r-i major portion of many train-

ing programS is provided by the Federal Bureau of Investigation 

,and the State Police. This is provided 

at no charge to the implementing agency. In an effort to 

ascertain whether other states also had such a practice, 

the above question was asked. 

Every respondent indicated that it used (Illest lecturers 
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in its training progra~. Over 80 percent, however, indicated 

that at least so~e 0: these instructors are paid. The F.B.I. 

and State Police of each of the responding states also seem 

to playa large part in their training programs, with twelve 

of the thirty-seven responding states indicating that 

of the non-paid guest lecturers, the two aforementioned 

agencies provide much of the instruction time. Seventeen 

states indicated that many of the volunteer instructors 

come from municipal and local agencies, and soroe of these 

lecturers are also paid for their services. 

Question # 10 

Are there formal and structured proceedures for con­

ducting supervised field training? If yes, when is 

this training provided? 

Thirteen of the thirty-seven respondents indicated that 

they had such a program. Eight of these provide the train­

ing after the recruit cour~e has been completed. One re­

sponderit indicated that this decision is left up to the in­

dividual department involved. 

Presently in New York a forty-hct:.r block of training 

is set aside for the recruit to return to his own department 

for field training. In many case, the recruit's agency uses 

him as they would a regular o££icey a .. ~ puts hi~ on patro: 

witho~t close supe=7~sic~. 
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_W~h...;.a;...;t;......op __ o=-r...;....:;.t_i __ o_n_o_f_....;;.t~h...:e:.....:l:....:· 8:..:' c:..:r::...;\: itt r air:. i.!" __ c_.E~ ram is devoted 

to sunervised field trainina? = • ~ 

Of the thirteen states that indicated that they had 

supervised field .... . . ;;.raJ.n:!..ng, nine indicated that they have 

one week or less of the curriculum devoted to this area. 

Several states which answered "Eo" to Question 10, none-

theless answered Quer.tioIl 11.. All of tbE~St-~ .;t:'esponde::n ts; 

indicated that they offer one week or loss of sup~rvised 

field training. The staff assumes that the reason these 

respondents answered Question 14 but answered ~NO" to Ques~ 

tion 10 is that their supervised field training programs 

are informal and not uniformly structured statevlide. 

Question # 12 

Is there a course in your state to train officers to 

become field trainers or coaches? If yes, is super-

vised field training conducted by someone 'Vlho has 

. completed that course? 

Only eight respondents indicated that they had a field 

trainers course presently in operation. Oregon noted that 

it is intEmding to implement such a course. All of the 

states that answered "Yes" to the first half of Question 

# 12 indicated that the supervised field training is con-

ducted by coaches ~ho are graduates of a special fiele 
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trainers co\.:rse. 

Question .. 13 

Is there a forDa: evaluation of recruits during the 

recruit course? 

Seventy percent c= the respondents indicated that a 

formal evaluatic~ is an integral part of their program. 

Question # 1~ 

Is there trainin= in the recruit program that is speci-

fically designed =~r behavior modification specifically, 

the development c= a semi-mulitarv attitude? - -
Tvlenty-one of t!:E: -:'hirty-seven respon.dents answered 

that such training is ?rese·ntly in their curricula. Since 

many of the recruits ~~ining today's law enforcement agencies 

have not had any pre~i~us exposure to the military,they 

apparently feel that s~ch training is needed. 

Question :: 15 

Is there trainin~ at the recruit level that is speci­

fically designed ~~ prepare the recruit for his new 

public status, his change in life style, the possible 

effects on marita: relationships, etc.? 

Almost 70 percen-:. ~: the states responded th~t such 

training is provided ~~ their recruit progra~s. The sta== 

also feels this to bE: an important aspect of a recruit's 

train~g, an2 that t~= recruit curricuJu~ shocld pro~ide a 
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Is there time provided in the curriculum for directors 

to cover subjects of local ir •. portance'? 

T\\!enty-t.\\lO of th::- respondents inc.icate.d that ti1'1e was 

provided fG~ such training. variations in local conditions 

make it imperative to.provide trainiQg directors with ~iscre-

Question ~ 17 

Do some departments in your state employ part-time police 

Officers'? If yes, are they required to receive the same 

training as full-time officers? If no, is there a 

~cified way to provide, formal training for part-time 

officers? 

Only Arkansas and Tennessee in~icated that they do not 

employ part-·tirr:e officers. sin.(":(::: so mallY st:.ates do employ 

part timers, answers to this question provided some in-

sight into the training procedures for these officers. 

Twelve states indicated that these officers receive the 

same training as full-time personnel. Nine respondents 

indicated they did not mandate the same training for full 

and part timers, hcwever, they stated that they had a 

formal training program for their part-time officers. 

Several states indicated that they provide~ no forDal 
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programs at the central aca~e~~, but t~et they relied o~ 

employing a~ency to provide the traini~;. 

Summary 

Al~ost every responding state has a~ age~cy which is re­

sponsible for coordinating law enforce~e~t t~aining state­

wide, and more than one-half the states have trainers 

associations which aid in this coordination. The majority 

of states offer training through a variety 0: local, regional 

and state-wide academies, although one-thi~d of the respond­

ents have only one central acacerr.y. '!:-.e directors of these 

academies are generally salaried persc~nel who are either 

current or retired law enforcement pe~sonnel. Almost two­

thirds of the states have no specific ~ualifications for 

this position. Most instructors are certified and guest 

lecturers are widely used. These lect~rers are for the most 

part paid, with the exception of the ~any instructors pro­

vided by the Federal Bureau of Investi;ation and the State 

Police. 

Only a third of the respondents ha~e str~ctured super­

vised field training prograres, and cost of t~ese programs 

are a week or less in length. Few sta~es ta~e certified 

field training officer coaches. Seve~ty percent of the 

st~tes formally evaluate their recr~i~s. Th: same nunber 

(two thirds) of states offer ~~ni-mi:~~~ry t~;e training 
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i\n~ training to facilitate chacges i~ =ol~ status. The 

S"IT:e number of states alsc cf:er -;:.=ai;-~inS" of specific 

local importance. Almost every state employee part-time 

police officers, yet less that one-hal= receive the same 

training as their full-time counterparts. 
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State Positior: 

PLEASE CHECK '[FE APPPOPRIATE BO:\':S, A.!.'W, i';:-i:::3:: APPLICAEL:::, SPECIFY f.2~SHERS. F:-iE?E 
~10RE TH.A:.'i O~:E RESPO~lSE TO A QlJES:I00i IS POSSi3LE, FEL :-rtEE TO C:iECK HORE TnA~~ O~;::: 

BOX. 

1. 

2. 

Is there one agenc:: :'n ycu.r state responsible for statevrici.e coordination of 
training? 

YES I,-_~ NO 

If NO, are several agencies active? YES :\0 

Hhich agencies? 

Do you have a Law Enforcement Trainers Association on a state level? 

YES r--, 1':0 I 
"----' 

How would you describe their role with respect to statewide training prograC1s? 

direct input as an organization 

in a formal advisory capacity 

C-i 
I 

in a political or lobbying capacity I ~ _-oJ 

other 

II 3. Training in your state is carr~ed out at a: 

I 
I 
I 
I 
I 
I 
I 
I 

central academy I I 
regional training academies [ __ I 
local police department facility -I --] 

community college -I ----I 
other 

4. In general, are Directors of trainin~ ~c~~e~ies in your state salaried by: 

federal 

state 

, --.• (lc ..... ..I.. 

----- .... --------

---------- _._._--_._------- --.-- -------_.----

1 -:., 
1-

------------ --------- -------- ---_._-------



5 _ 

c: .... 

7. 

8. 

9. 

10. 

11. 

12. 

For thc ,";:C'st p."trt, ciirc:ct:ot"~ are: 

l~~ enf0rce~ec~ officials 

other crimi~cl justicu p=aclitioners 

dcacie.:-;!ics 

retired law enf6rce~ent personnel 

other L~ 

2 years of college 

4 year collef,e degree ,-->i 

I ' --' 
no specific level of education 

;----_. I 

'---' 
[--, 
.--, 
I . 

Hust instructors be certified to teach in your state? YES ! '---

Does this certification involve successful completion of a "methods of 
instruction" course? 

YES NO ,-I 
I~O 

Do most. of your training programs utilize the services of qualified guest 
lecturers? 

YES 

!he guest lecturers are: PAID 

If not paid, the staff .is supp:tied by: 

F.B.I. 

Stat~ Police I~ 

Volunteer Instructors 

Other (please explain) 

J 

NO 

NOT PAID 

If paid) funds are provided by: 

r---1 

federal I I 

state 

local 

Is there a formal and structured statewide method for conducting supervised 
field training? 

YES I NO 
If YES, this supervised field training takes place 

during the recruit traiRing ~erio~ 

after recruit trainin2 is co~?letec 
(in recruit's ow~ agency) 

other 
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r8crui:: tr~ining ?ro~r~~ i5 - ;: .. J ced to sup~ rvised f i.:!lc: 

Is there a course ic your state to train 
coac~2s) fiel~ :=2i~~:s? 

YES NO I I ---

---I 

off::=:-s to beco~e (officer 

16. If YES, is su?~:-~ised fiel~ training 
completed that cc~~se? 

condu::== by someone who has 

17. 

18. 

YES ~iO L I 
-~ 

Is there a for~z~ evaluation of recruits during :~e recruit course? 

YES NO 

Is there trainir~ in the recruit pro gran that i: =?ecifically desi8ned for behavior 
nodification, ~.e., to develop ?rofessio~al dis:~;:i~e -- ins?ection, drills, etc.? 

YES :~O 

19. Is there traini~~ at the recruit level that is =;=~ifically designed to pl _pare the 
recruit for his =.e~·l role, i. E:., new public stat·..:.=. change in lire style, er :'ec ts on 
narital relatto~~~ips, curtailed social activiti=:~ 

20. 

YES 

Is there ti~e ?r=~ided in the curriculuc for di:s::ors to cover subjects of local 
ioportanee? 

':.:.5 
.-, 
I I 

21. Do so~e depart~e=_:s in your state e1:'.?lo;: ?art-ti== Cooliee r;:senT,?s) nolice o~~ic2r5? 

YES 

If YES, are they :equired to receive the sace c:~~~in~ as full-tine officers: 

YES ~il' ___ _ 

er-ecifie{ !:' (' ....... . _.' 2. :.- _: tc"d.::':':~; 

j •• > 

., ," ~ 
~ ....... -----------

-- ---------- ---- --- --- ---- -------------------------
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TR.~.ItaVG IN N1:U YOPJ: S::'ATE t VOLU~!E '1't\10 

AP!?EHDIX ,. 3 

I 
I· 
I 
I 

CEIEPS & SHERII'FS C'tJESTIONNJ...I?E !?.EGJ. . .P.DING T?Z.,INING IN NEN YORK STATI 

In Septel~er of 1976 a total cf 630 Questionnaires were 

sent to chief£: of polj.ce and t;hc::-iff:: t!l.rougb:;~t Ne~' York State. 

The list of polic~ agencies ~as supplied by the New York 

State Bureau of ~unicipal Police. Of the original 630 ques­

tionnaires, a total of 205 were ret~rned to the researchers. 

This represents a return rate of 32 percent. 

The first question asked oftht: ad:ninistrators was "1'7hat 

effect would a cutback in manpower have on your effectiveness?~ 

Sixty nine percent felt that, in the event of a cutback, 

there would be a negative effect on the level of service 

they could provide. Ninety eight percent of all the 

respondents felt that an increase in the crime rate would 

have a significant effect on both the quantity and quality 

of services provided by their agencies. Ninety three percent 

felt that advances in crime control technology would have a 

positive effect on their depart~ents. However, this group 

is divided in terms of the significance of that effect. Over 

fcrty percent felt ttat the i~?ro~ed technology would have 

a great impact. 
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A similar pa tte:"n existe::"! '."~en the respondents \-;ere as::eC! 

if a cha~ges i~ the law would have any impact en their per­

formance. Forty-six percent 0= all respondents =elt that 

this viould produce a major eff.ect on t~eir agencies opera­

tions. 

Forty-nine percent of all the respondents felt that union 

activity has ha~ sc~e effect on their departments already, 

and that the existence of a police union effected their per­

formance significantly. Fifty-four percent 0= all the 

chiefs felt that an increase in population would have some 

effect on their per=ormance. However, more than one third 

of the respondents felt that the impact on their agencies 

had already been felt. 

In question nUI!'.be~ t'-lO the respondents w"ere asked to 

indicate whether they felt that specific trends in law en­

forcement would endure or would not last. Additionally, 

the chiefs were asked when they had i~Flemented a specific 

concept, )-,hether special training was required in the imple­

mentation. 

Team Policing 

A total of sixty-nine respondents indicated that team 

policing was in use in their jurisdictio~. Of those only 

eighteen indicated ttat they re~uired special training. 

Apparently in depart~Q~ts lhat tave ts~~?olicing i~ ef=Gc~ 
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training. Those adD~ni5trators that indicated that teaffi 

policing was to be put into effect sometime in the future 

indicated that they felt their offigers would require spec­

ial training. Sixty respondents felt that concept would 

not last and that they \Vere not going to implement it. 

crime Preve:1.tion 

The next trend exa~ined was crime prevention programs. 

This concept involves disseminating information and as­

sista,nce to the coronlunity that \vill enable citizens t.o 

better protect theix lives and property. The same questions 

were asked of the chiefs as were asked regarding team 

policing. One hundred and twenty-two of the respondents in 

di-cated that a progl:'cu"(\ of this nature was currently in effect.. 

In fifty-two percent of those departments where this policy 

was in effect, special training was required. 

Sixty-seven of the respondents indicated that they intended 

to implement crime prevention programs. Of th~.~e, fifty-

nine percent felt that special training would be required 

to insure its success. Only nine of the chiefs felt that the 

program would not last and implied that they would not im­

plement the program. 

Cowmunity Action Programs 

Community Action ?rograros was the next trend that the 

respondents were askec. to cor..rt'I.ent on. Ninety of the chiefs 
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indicated that such a progra~ was i~ current operation. 

Sixty-one percent of those responde~ts indicated that special 

training was required prior to the i~;:ecentation of this 

program. 

Sixty percent of all the departce~:s that either have 

the project in operation or intend to inplement it in the 

future indicated that they felt their officers needed 

special training to enable the~ to function adequately in 

this new role. Thirty-seven 0: the aG~inistrators felt 

that the trend will not last and dc not intend to implement 

this program. 

Sharing ]I.gency Control vli th the CO~.:iiuni ty 

Eighty-three of the chiefs felt that "Sharing Agency 

Control with the COnL1iiuni ty" was a trer.::' that would not 

last and they would not implement this concept. Nin"ety-

four of the chiefs either had the concept in operation or 

were intending to implement it. Of the fifty-one depart­

ments currently sharing control of their agency with the 

corr~unity about one third of them needed special training 

to enable them to do so. 

Consolidation 

Consolidation of law enforcenent a;encies on a county-

wide basis was the next trend that the administrators were 

asked to cor..rnent on. r;:'t-:enty-eic;::t -:: the responc.er.ts 

2.n s,;erec t1:zt thai= ~ t.~r isc.icticns c:.:.==sn tly :.2: sec:: solic1c. tee.. 
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Of tlif1se it '.',as ev~nly di'li.c,~d on t:1G: need for training. 

Forty-six chiefs felt that consolidation w~ald eventually 

become a reality for them. Of these, sixty-nine percent 

felt that special training would be required prior to 

implementation~ ~"ifty-f.i.ve percent of the respondents 

felt that the trend would not last and they had no in ten-

tions of' being involved in it. 

Heducec Si~nif.icance of the Inve5tiga,ti~e Functicr=. 

Eighty-seven; percent of the chiefs ans\-;ered that they 

intended to reduce the emphasis and manpower expended in 

the investigative function. Those who indicated that they 

intended to reduce the emphasis in this area also indicated 

that they saw a need to increase training at the patrol 

lev~l in insure adequate preliminary investigations. Only 

twenty-seven percent of. those who intend to implement feel 

that no special training vlill be necess~. 

Entry Level Educational Requirements 

Responden.ts were asked to indicate tbe educational level 

they required for entry into their agency. One hundred and 

ninety-nine ou.\:. of the total of t'YiO hundred and five ans-

wered that the only educational require~ent for admittance 

to· the police department was a high school diploma. This 

represents ninety seven percent of all the respondents. 

Only four of the desartments re~uired a college degree. 
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Length of Recr~it ~raining Prograro 

The next question was asked to deterDine if the chiefs 

felt that the 285 hours that is mandatory for all police 

personnel was adequately meeting their e~?loyees needs. 

One hundred and thirty-four or sixtY7eight percent of the 

respondents felt that the current level of training was 

adequate. However, almost one third of the respondents 

felt that higher levels of training were essential. 

Adequacy of Supervisory Training 

"Is the supervisory course adequately meeting the needs 

of your lower level supervisors?" Seventy-nine percent of 

the respondents felt that they are in :act, adequately being 

met; however, twenty-one percent of the respond~nts dis­

agreec. anc. indicated areas for improver:;ent. 

If Mandatory Attendance Were Not Requirec. 

Would you send your officers to the Basic Course if it 

were not required by law? Ninety-one percent of the chiefs 

responded in the a~:irmative. Eleven of the chiefs were 

not sure whether or not they would if it was not mandated. 

The same question was 2sk~d of adcinistrators regarding 

the supervisory course. Ei~hty-nine percent of the respond­

ents would also send their officers to this course i: it 

was not required. Sixty-o~e percent 0: tte ad~ini5trators 

12 



any legal requirements. 

Agency Su!?port of Local- Trc"'.ining 

Respond~nts were asked to indicate whether their counties 

contributed to the support of local law enforcement training. 

Fifty percent indicate~ that their coun~ie~ provide no 

money for the support of the Basic Schools. Sixty-eight 

p8rcent. provide :L.:.ci.J.i t.i.(;~ for. t:h~ 1: usic Course Cl nd sixty-

five percen~ provide advisors. 

Inout of Local Chiefs and Sheriffs . 
"How much·input do police chiefs and sheriffs have in 

determining the curriculum of the Basic Course?" This ques-

tion is critical since these are the individuals who are 

directly affected by the quality of law ~nforcement training. 

Fifty percent of all the respondents felt that they had 

hardly any input .i.n detE'!rmining the curriculum of the Basic 

Course. 

Additional Training Areas 

The following recorr~endations to expand training were 

made by the chiefs and sheriffs who responded to the survey: 

Basic Course 

% of Respondents 

91 

87 

57 

Subject Area 

Family Crisis Intervention 

VictimoloS"y 

Internships; Courts 
Welfare age~cies, etc. 

181 

Median No. 
of hours 
recornmended 

8 

.., 

... 
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% of Respondents 

79 

63 

85 

75 

66 

78 

74 

Subject area 

Physical 7raining 

Self Defence 

Moral Implicaticns 
of Law Enforcement 

Police Discrestion 

Community Profilinq 

Hostage Training 

Team Policing 

Hedian ~·:c. 
of hours 
r eco!.'.:T.e ncec. 

40 

8 

2 

2 

4 

4 

2 

88 Cardiopuli7lonary :tesucitation 8 

SupervisorY Course . -

% of Respondents 

87 

85 

75 

90 

91 

80 

69 

84 

72 

e-
Subj ect F-.rea 

Police Productivity 

Management by Objective 

Team Policing Tech:liques 

Leadership Styles 

Personnel Evaluaticns 

Goal Setting 

Budgetinq 

Methods of Inst~~ction 

~~edia Trainins 

l o~ u 

Median No. 
of hours 
recommended 

4 

8 

4 

2 

4 

2 

4 

2 

2 
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One Hundr~d and seventy-seven of the administrators or 

eighty-seven percent answered that they would support the 

extension of the Basic Course past its currently mandated 

limits. Eighty-three percent of them yiould support the e:h-

tension of the Supervisory Course. 

The respondents were also asked their opinions on ex-

tending mandatory training beyonc. th::: Basic and Supervisory 

Courses. Three areas viere selected for consideration: In-

Service Training, Police Executive and r.!iddle Level Hanage-

ment Training. rrne respondents \Vere overN'helmingly in 

favor of mandatory in-service training. Only nineteen 

percent of them were against mandatory training in this 

area. 
. 

Seventy-four percent 0f the responding chiefs and 

sheriffs felt that they would like-to see the establishment 

of mandatory training for police executives. 

Middle Level Management Training was the least popular 

of the proposed mandatory new courses. However, over sev-

enty percent of the administrators who expressed an opinion 

felt that they would like to see this type of course estab-

lished on a mandatory basic. Ti'lenty-six percent of the 

chiefs did not support the establishment of ·such a course. 
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Conclusions 

Generally speaking the res?onse to the questionnaire 

was disappointing (only 32 percent of the chiefs and sheriffs 

responded): however, those that did res?cnd did 50 in a ve~y 

thorough and thoughtful manner. It ca~ be said of the re-

spondents that they are exceptionally supportive of 

quality training; that they eSFecially aware and concerned 

when training is below par; that they are concerned about 

trends in law enforcement that ~equire new training initia-

tives that presently are not being met; and that they recog-

nize the need for and the benefits connected with inproved 

middle management and executive level training. Their 

suggestions and corrments are r.eflected in the recommenda­

tions for expanded training" in Chapter F~ur of this volume. 
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F-. PilI.STEP. PI,!:.N FOR ll.l,~~ ENFOFCE!<:SNT 

TPJ..;'-:H!'liG IN NE't'7 YOm·-: ST1\TE, VC'LDlv'!..E Th'O 

APPElmIX ~ 4: 

l,ONB COOiWI.H';;'TORS Q'(jESTIONN?II'-ES 

Introduction 

A questionnaire was sent to law enforcement personnel in 

the state designated by the Bureau for ~,~unicipal Police as 

being either Coord;i.1Vl.tors or Sub-Coordinators of local 

training zone. This list, released in Decerr~er ot 1976, had 

one hundred seventeen names. A questionnaire was sent to 

ea=h of them and forty-four of the one hundred seventeen 

responded (approximately thirty-five percent). Three of 

~he questionnaires were returned by the Post Office as 

undeliverable. 

Each of the thirteen zones has two training coordinators. 

In most cases these coordinators are a sheriff and a chief 

of police, and they are responsible for determining the 

dates and locations, certification, and implementation of 

training schools in their zone. 

Annual training zane meetings are scheduled so discussion 

may take place concerning training and educational matters 

involving police personnel. Representation at these ~eetings 
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consists of :he zo~e coordi~~tors, re:resentatives of ccorer­

ating agencies invclvee in that zone's ~raining (F.B.I., 

State Police, etc.) I and recresentati~es of t~e Bureau for 

Municipal Police. ~raining problens are often discussed, 

as well as innovative developments in ?olice training, 

The questionnc.ire was developed ii. order to ascertain 

whether those designated as coordinatcrs viere actually 

making an input into the scheduled training, and whether 

they were happy with training conditio~s in their zones. 

It should be noted that the total response (apprcxi-

mately thirty-five percent) to the ~uestionnaire was dis­

appointingly low, especially when one considers that the 

group it was mailed to supposedly has ~ore interested in 

police training than other law enforce~ent personnel in 

the state. This fact coupled with the respo~ses received 

in answer to the first question of the survey, leaves 

those involved in this project with the impression that 

there is a problem regarding either interest in or trust 

of the present training system. 

Each of the. following sections deals with one of the 

questions on the questionnaire. 

a) "Do you actually ha\·e input regarding the type 

and quality of training offeree. in your zone?" 

Thirtv-one of the respon{Gnts a~S~'2rec t~is question 

186 
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ents indicated that ~hey had ~c~e. 

b) "If your answer to the above ~u3stion is YES, 

please indicate what your s~ecific input has ~een." 

Of those ans~;er.ing YES to question number one the re-

sponse to thi~ question was si~ttila-:-.. C£Henty-one of the re-

spondents said t!1ey had dir~::::t input in regards to Cu~riculurn 

Development (p:::imar.i.. 'Ly in l:he liE) ectiv<?s to .::'!xe~).. and ten 

of the coordinators noted that they were involved in selection 

of instructors. .A. maj o::::i ty of t!1e respondents said they 

made their input €4t: the zone meetings, anc at othel:' PQY'­

iodic meetings in their area. One inter~sting comment was 

as follows" My input is generally not used.~ The powers 

that be usually give one the impression that members or 

heads of small departments are incapable of intelligent ideas.~ 

These sentiments were paraphrased by two other jndividuals, 

yet all three respondents answered ';YES" to Question ¥.l. 

One other respondent ans\'lered that his input was "very 

minimal." Seven respondents noted that they were directly 

involved with the implementation of their zone's training 

academy. 

c) "How often during the past year have you met with 

any of the coordinators/sub-coordinators in your zone?" 

Respondents were given four choices i.e. I not at all, once, 
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between one and five ti~es, an~ more than fi,"e ti~es. ~his 

question was worded so as to assist in ascertaining whether 

there is either rea~ interactic~ between those cesignatec ~s 

coordinators/sub-cccrdinators, or if the yearly zone ~e~t~~g 

scheduled bv the Bureau for ~(unicipal Pclice acccunts for this - -
input and interaction. 

Nineteen respondents stated that they have met only 

once during the past year with their fellow coordinators/sub­

coordinators, and eight responded that they had not met with 

them at all during the past year. Twelve of the thirteen 

respondents who feel they've had no input into training checked 

off one of these two categories. This raises the question 

whether their lack of involvement (both input and interaction) 

is their own doing or a lack of opportunity in their zcnes. 

Thirteen respon~ents noted that they met between one and 

five times in their zone, and only four noted that they have 

had significant interaction with the other zone coordinators/ 

sub-coordinators (ie" more than five times). Three of 

these four, however, also noted that in some way they were 

directly responsible for irnple~entation of their zone's 

academy. Interestingly, the fcurth respondent in that group 

noted that even though he has net with the ccordinators/sub-

coordinators more than five ti~e this pas~ year, he alse 

stated that he fee:s hE has ~c ~n=ut in regards ~c traini~;. -------------
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d) hDc you feel that police cf~icers in your zone al~ 

adequately trained?" 

Eighty percent of the respondents feel that officers in 

their zOne are adequately trained, while only t\·:enty percent 

felt that they were not. Even though the majority of the re­

spondents answered affirnatively, many noted that they felt 

the other levels of training (supervisory, midele management, 

etc ,.) were la.ck:i ng in their "£oncs. r1any of the other COffiii1ents 

dealt with the addition or deletion of specific courses. 

Several respondents noted that they felt the police officers 

in their zones were trained adequately because the Basic 

Courses offered exceeds the requirements nandated by the 

Hunicipal Police Training Council. 

The comments of those respondents who felt that their 

police officers were not adequately trained varied. The 

problem of developing a successful supervised field training 

program was noted several times. Obviously the respondents 

are not happy with the methods of in-service training in 

their departments. Some of the respondents felt t.hat the 

training is geared to large departments 1 vlhile their own 

small departments suffer as a result. 

e) "Relative to the above question, do you have any 

suggestions to improve the quality of training 

in your zone?" 
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\';hile SE:veraJ -" -. -~e;:'-:':2 :~:15··;ere~ :.:~is :'I'.:e:=::10:; sir.1ilarly 

to their COT:".rrents or, : ~estion #4, elE'.'en of tht.: coordinators/ 

sub-coordinators die. :.:t anSvier this ~'..:estion. ThE: cornrr.ents 

tho.t were provided, ::-.:- 'ever, varied s:::ea tly. 

The two topics ~e=::ioned most (eac~ seven tines) were 

the cost factors ccn~~=ted with traini~s, and the need for 

a ~andatec in-service ::raining progra~. The various prob­

lems of the costs in~::ved in irnple~enting an academy (e.g., 

funding for actual cc~se, salary reir.~ursement, funds for 

a full time staff, e:::.) all seemed to be a major concern 

of the coordinatorsh,-:"":-coordinators. :Reasons given for 

wanting wider ranginq ~n-service training courses were 

changes in laws, the :...::creasing complexity of the police 

officer's job, and a =:9d for a consta~t improvement in the 

level of professiona:~=ation. 

Three respondents 5elt that all training in New York 

should be held at the 3tate Police Acae.erey, if the time 

and funding constrai.~::E could be overcome. Many of the 

respondents noted tha:: they would like to see certain 

courses extended in ::~: present mancated curriculum. Of 

these courses, traf£i.~ safety and management '~as cited nest 

frequently. Three re=:o~~ents felt t~at until all in­

str1.lctors con:plqte t::-,: current inst::-t:c:.cr develo~:-::e::.t course 
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0.18 respondent felt: tr.a t ~,~:.. :'~cn:i ts s~ould complete 

'::he nanac.tec prograr.'\ prier to :::=:s;':::-,ir.; T:?C:i.:ro1. t'esponsibili ties, . 

while another felt that the entire tra!ning syste~ in New 

York State should be evaluate~. ~he problem of having more 

schools for part-time officers was raised, as ~ell as the lack 

of video capabilities. One coordinator was disappointed 

with the supervised field trajn1~g ~ractices in his zone, 

while another stated that more i!'1put into the curriculum 

from experienced police administrators would be beneficial. 

This respontient noted that training programs in his zone 

are sometimes arranged by persons with no police experience. 

One other comment suggested the i~ple~entation of a penalty 

assessment program in order to ~ealize more substantial 

funding for training programs would be of great ~se.· 

f) "Do you feel that the trai~~ng location in your 

zone is adequate (plant, facilities available, 

lighting, heating, etc.)?" 

Only three of the respondents were not satisfied with 

their present training location. !<1any noted that their pro­

grams are being run in local cotrJ:".uni ty colleges, many of 

which are new facilitiei. Two of the three respondents 

who did not feel the facility ~as ade~uate are coordinators/ 

sub-coordinators of Zone 3; ho~ever, since this questionnaire 
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was returned, the training location in Zone 3 has been 

moved from an old armory to a new college facility. 

g) "To what areas of training do you assign the highest 

and lm'lest priorities?" 

The question was worded as follows: "The following 

courses are presently offered by the Bureau for Municipal 

Police as part of the state-wide training program for police. 

Please indicate to the right of each course the order of pri­

ority :you would assign to each (using (1) for the highest 

priori ty and (5) for the ·lowest priority) ." The choices in 

the order they were given, were as follows: 

1) Supervisory (mandated seventy-hour course) 

2) Instructor Development (Madden & Madden) 

3) Basic (recruit course - 285 hours) 

4) Highway Safety (breathalyzer, accident investigation, etc.) 

5) In-Service training (fingerprint i.d. I family crisis 

interventic~! etc.) 

6) Other 

Another choice "Other" was available, along with room 

for comment. 

Forty-one of the respondents chose the Basic Recruit 

Course as the hi;hest priority. 

This response clearly in~icates that tnose involved 
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ccoordina tors/sub-coordir.a tr:r s felt ¥:as the second priGl: i ty. 

r:ineteen placed the Supervisory Course secone. In-Service Training 

was next, twelve of the respondents g~ving it their second priority. 

Eight re5pon~ents noted ~hat Highway Safety was their second priority, 

and four did likewise with regards to Instructor Developcent. 

In-Service training is clearly the third highest priority, with 

eighteen r.r:.:;Fo.nd."'nt.~ indica tins i. t ~.s such. 

The selection f~r the fourth highest priority was a mix of all the 

other categories. The lcwest priority on the list was clearly the 

Instructor DevelopmeL1t Course I \vi th t\';'enty-tvlo of the Coordinatorsl 

Subcoordinators listing it as such. 

SUH.~Y 

. 
There seems to be a general lack of interest on the part ~f 

training coordinators regarding training conditions in New York State. 

This conclusion is drawn from the fact that approximately sixty-five 

percent of the questionnaires that were sent by the staff were not 

returned. This questionnaire did subs~antiate the fact that among 

those responding the Basic Course for recruits was felt to be most 

important. The emphasis the Coordinators/ Subcoordinators placed on 

in-service training is noteworthy anc. backs up several of the recor.-

~endations mad6 in this report. 

193 

I 
I· 
I 
It 
11 

11 

11 

11 

11 

IJ 
IJ 
1:1 

IJ 
IJ 
IJ i 

Il: 
11 
11 
IJ 



A ~~STER PLAN FOR LAK EKFO~CE~ENT 

Tfu"\I~\Il\C I~ KEH YOR}: STp.TE, \'CLU1E ':',\-;0 

F.PPENDIX " 5 

SUPERVISOR IS QT.JESTION:;A:::RE 

A total of 400 questionnaires were mailed to supervisory 

personnel throughout New York State who had recently 

completed the mandated supervisory course sponsored by the 

Bureau for Municipal Police. One hund=ed nineteen or thirty 

percent of these questionnaires were returned. 

The supervisory personnel were first asked to rate the 

training coordinator. Eighty-one percent of all the re­

spondents felt that the coordinator was interested and en­

thusiastic. Seventeen percent felt that the coordinator 

was adequate and less thanonepercent felt that the coordinator 

was poor. 

Question Number 2 dealt with the training facility in 

terms of light, heat, space, etc. Seventy percent answered 

that the training facility was good, twenty-four percent of 

the respondents felt that the facil~ty was rnly satis~actc=y, 

and five percent of the respondents fe:t that the facility 

v.'a!C=. peor. 
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'[he J:esp',:,nc:e''. ts T,\'6re then ask€:.: t(l eva 1 UCl te the 

acadenic quality of the training they received. Only 

one respondent felt that the training ~as too difficult. 

Eighty-six percent felt that the training was of the right 

difficulty •. T';.;elve percent of t!1e respondents felt tnat the 

training was too easy. 

The next question that was a~ked dealt with the caliber 

of t.he teachers at the trtlinins school F irst ~ the respondents 

were a.s}:ed ho .... ' often the instrucb~rs failed appear. Fifty 

percent of the respondent~ answered that the instructor 

never failed to appear. The other fifty percent answered 

that this seldon was the case. 

The respondents were then asked 11~'Then the instructor 

did appear, was he prepared to teach the topic that was 

scheduled for that session?" In the opinion of so~e. students, 

the instructors did not have an adequate knowledge of their 

subject areas. However, generally speaking the respondents 

indicated that the instructors never appeared in class without 

proper preparation. 

Video equipment and its use ~.'as the next subj ect of 

inquiry. Sixty-two percent respo~ded that video equipment 

was used ofte"~ Guring the training course" and that it 

contributed substantially in ~aking the training session 

more interestinq and ~eaningful. 

I 
I· 
III 
II 
II 
II 
11 

IJ 

~ 
I] 

IJ 
11 
1:1 

II 
I) 

11 
19 
11 
11 



;1 
~I 

~I 

~I 

:1 
il 
:1 ' \ 
;~ 

il 
il 
tl 
II t 

[I 
il I 

;1 
11 

il 
!I 
'1 

~I 

Eighty-nine percent of the resFondents indicate~ that as 

a result of their training they unde~stood the~r ~ole as 

supervisors in lay; enforcement better. Only ten ?ercent 

of the respondents felt that they did ~ot learn an~thing 

in the course that would help then understand their role 

better. 

In response to the question "vihat effect did the training 

you received have on the way you functioned upon returning 

to your agency? ", only eight of the respondents felt that 

they would be functioning much less effectively if they 

had not received the training in the course. Sixty-four 

percent of the respondents felt that they would be func-

tioning somevihcd:. 1.:::;s effectively. Tv-'enty-seven percent 

of the respondents felt that they would be functioning at 

the same level of effectiveness. 

CONCLUSIons 

It appears that supervisory training statewide is being 

presented in a much more profes3ional manner than is training 

at the recruit level. This may be due to the relative brevity 

of the supervisory course (seventy hours) as compared with 

the Basic Course (two hundred eighty-five hours). The shorter 

duration makes planning and coordination less difficult. 

Another factor may be that instructors in the supervisory 

1 ',' 



for t'·~ most p'lr-:: tOm::)' ate cO!Trised c: 2.caod~IT'ioc.: f:r.om 2oc:.l 

colleges c.lle. univer~i ';if:s or r;:.:;..nageor: en-:. level le3\-O e:.::c!:c~­

ment pGrsonnel. Despite the ,esitive critique received from 

the supervisory personnel in ~he state, the Bureau fer M~n­

icipal Police should analyze this training program carefully. 

'r\·'ent~·-seven percent of the personnel completing the course 

indicated they ',.;auld be functioning- at about the same leveol 

of effectiveness if they had not taken it. Sinc~ the 

staff of the training grant did not make a special study 

of the supervisory task analysis prepared by the New York 

State Department of Civil Service, it might b~ a worthwhile 

endeavour for the Bureau of Municipal Police to de so, 

The focus of the study should be on the relevancy of the 

course content of the presen~ curriculum to the actual work 

environment of the supervisors. 
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APPENDIX # 6 

RECRUIT QuESTIONNAIF~ 

Out of the 1300 questionnaires sent to law enforcement 

personnel who had recently completed t:::'e Basic Course"a 

total of 436 were returned. This represents a return 

rate of thirty-three percent. 

Question 1 asked for the recruit to rate the training 

coordinator. Fifty percent of the respondents felt that. 

the coordinator was interesting. Forty percent felt that 

his performance was adequate. Only nine percent of the 

respondents felt that the coordinator was poor. 

The next question dealt with the physical environment 

in which the course was presented. Thirty-nine percent of 

the respondents felt that the physical surroundings were 

good. Forty-five percent of the respc~dents felt that the 

physical area where the course was o~fsred was satisfactory. 

Sixteen percent of the respondents fe:t that the physical 

location of the course was Peer. 

~~o percent c~ tbe ~~el :. 
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seventy-seven peTce~t of th& res?on~e~ts felt that tte 

academic standards for the course were about the correct 

level difficulty and blentz, __ oe=cent 0:: the res,?cmdents 

felt that the course work \·.tc'.:.:; tOr) easy as it 't<ras presented. 

Only five percent of the respc~~e~ts felt that there 

was t00 much discipline during the basic course. Eighty-

nine percent of 'i:hl..~ respondents ~:el'l: that the d5.5cipLLnc 

as they experienc3d it \Vas about right. 

When asked how often the instructor did not appear 

for a scheduled course, twenty-sev~n percent or one quarter 

of the respondents said often. Sixty-one percent said 

seldom and twelve percent said never. 

Thirty-one percent of the respondents said that '\.;hen 

the instructor did appear he was unpreparec to teach the 

scheduled topic. Forty percent of the respondents said 

that seldom was the instructor ~ot prepared to teach the 

scheduled topic. T\venty-nine percent ans\orered that nevel." 

did the instructor appear to be unprepared to teach the 

topic. The re5ul t5 of the last t\·;o ~uestions are 5ignifi-

cant and point to the fact that in ever twenty-five per-

cent of the cases the instructo= did ~ct appear and that 

when he did appear thirty-one gercent of the respondents 

felt that he ~as unGreparec to teach t~e scheduled to~ic. 
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ApproxiDately two ~~irds o~ the rcs?ondents said that 

video equipment was of~e~ us~c to Fresent a subject. 

Eighty-four percent 0: ~~e respondents felt that profession­

ally made video prese~~~tions would have made the lesson 

better. 

Thirty-five perce~t of the respondents said that they 

did not receive field ~~aining during the basic course. 

Thirty percent of t~e respondents felt that th~did 

not understand their rc:e as law enforcement officers as 

a result of the traini~; they received in the basic course. 

Roughly one third c: the respondents felt frustrated 

with their role as they ?erceived it. 

Thirty-eight perce~~ of the respondents felt that if 

they had not attended t~e Basic Course they would be func-

tioning at about the s~~e level. 

In the Basic c:mrse there are seven distinct topics 

or areas which are cove~ed. The seven areas are Adminis-

trative Procedures (eiq~t hours) I The Administration of 

Justice (twelve hours) I 3asic Law (forty-four hours) I 

Police Procedures (seve~ty-eight hours), Police Profic-

iency Areas (f ifty- fou~ hours) I Comrnuni ty P-el2.tions (bienty-

three hours) I and Misce:laneous (sixty-six hours). The 

classification of ~isce:lanecus, SUFer~ised Field Training 

.=': " " ~ \" - s i:: 
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were asked whether in their opinion the time allotted to I 
the topics in the course ~t:as either too long, to short, 

s~fficient, or should be eliminated. IJ 
The first subject topic area ~as Ad~ir.istrCi.tive Pro- I 

~edures. Under this subject are suer. c~ties as exa~s, 

graduation, regist=ation, etc. None of these cat~gories 11 
was f€lt by the respondents to ~8 in an~ qreat need of 

revision. ,Over seventy-seven percent of the respondents I 
felt that the time allotted to these areas was sufficient. 

Administration of Justice Has the second topic area 
I 

to be examined. Under this topic are such subjects as I 
Crime in United States, Police Organization, Social 

Service Agencies, etc. As with Area I,there was no need I 
felt by the respondents to drastically alter the time al-

located for the subiects taught in this area. 11 
Basic Law was the third subject area. The topic taught I 

in this section include Constitutional Law, Laws of Arrest, 

etc. In this section the respondents felt that there was I] ,I 
!Ii· 
B 

a need for more time. All of the subjects in this topic 

area were felt to be covered too briefly. Il 
Thirty-three percent of the respondents felt that Court I 

Structure as it is pres~ntly taught is too short. Fifty-

two percent of the respondents =elt thet time allocated to I 
11 

11 
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Search and Seiz~re ~as too short. The remaining courses 

under the topic of Basic Law were all ~elt to be too brief 

to cover the material specified. 

The fo~rth section of the Basic Co~rse is Police Pro­

cedures~ A total of eighteen hours are allotted to this 

subject area. Thirty-seven percent of the respondents 

felt that the Patrol Function topic is not allocated a 

sufficient nun-ber of hours. Hith respect to Patrol Ob­

servation, thirty-nine percent of the respondents felt 

there was insufficient time allocated; thirty-six percent 

of the respondents felt that Crimes in Progress was too 

short. ~hirty-five per-cent felt that Impaired Driving was 

not allocated sufficient time. Criminal Investigation, 

Burglary I Robbery ane:. Ga.mbling are the only topic~:; that the 

respondents f~lt were adequately covered. 

Police Proficiency was the next section that was examined. 

Under this topic are such subjects such as Firearms Training, 

Arrest Techniques ;; ,:,d Bombs and Bomb ~hre:ats, etc. Trainins 

segments covering Firearms Training, Arrest Techniques, 

Emergency Aid to Persons and Courtroorr Testimony an~ Deme~nor 

were all felt to be too short by the respondents. 

Communi ty Relations was the last topic that. '~.;as examined. 

None of the co~rses taught under this topic were felt to be 
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quatnly teach this s~bject. 
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A t.:J..STER PLAl~ FOR LAH n:FCI2CEHE.l~'I" 

'IRAnni\G IK NEH YOP1-: S'I'JlTE, \·CLl";·:E 'I'~.;o 

,APPENDIX 7 

BUREJI.U FOR HUNICIPAL POLICE Gt:"IDELINES 

FOR SUPEP.VISED FIELD TRJ>.D7:;:NG 

INTRODUCTION 

Supervised field training, when pr.operly implemented, 

offers a twofold advantage. The new o~ficer is afforded the 

opportunity to apply in actual work the theory taught in 

the classroom. Also, of much more importance in the final 

analysis, the depa:rtment administrator is able to make a 

final check on his system of selection and training. 

These men are still in a probationary status, and too 

many administrators fail to recognize probation as an im­

portant step in the process of selecticn and training. Co~-

bining field training with classroom instruction will pro-

vide a good test of the recruit's aptitude for police work. 

He should work with an older, experie~c8d officer, preferably 

of supervisory rank, who will be re~uired to evaluate the 

recruit's work on a day-to-day basis. Situaticns shculd be 

deviseG, if they GO r.ot ar:y"": ir:. the {a:.:~' , .. .'.::.~i:, tr:at '.·.'i2.: 



pr.ysical courage he pcssesses, hov.' T,'.'oll he C21: ;-:??l~· his 

knowledge and abilities to rea~ problems, his emotional 

stability, and hew his person~lity holds up unde~ the stress 

of po lice tw;o:'};:.. 

Full adva~tage 2hould be t~ken of ~to cpport~~ity 

afforded by the prob~tiocary period ~c Gli~inate those who 

~. 0. )',"',r:, \" ~,·t·.c 2 .. +-_.~>. !!t: .~L.··: -r:l~.R ':.~ .~'... '(I:; ; ·L1~ ',,,,,. .'-,.." """= 4;")"r"·O-- "I"'f!'3 T- 11 ~ ; 'r Cl""\r:"'-PQ "'-r-:.n t • ' •. ' _4 __ • :.:.-=.:..:'::':"':'::':..:'_~_J_J,_ •.• \" ___ ._., '.1." •• ( __ _ 

and otr..er-r..;ise unGui t~d probcJ. ticn8r is a mark of T,-teak leader-

improve with service. Experience has shown that such 

officers tend to deterior~te under th~ pressures of police 

work, and become a burden to the department and a strain 

upon our imaqe. It is from the recruits of today that our 

supervisors and administrators of the future will be sel-

acted. It is the responsjbility of all involved in the 

training process in insure that we retain only the best. 

THE OFFICER-COACH 

The success of any undertaking is dependent in a large 

~eas~re upon the quality of the personnel assigned to carry 

our that plan. This is especially true of field training of 

the type proposed here. 

To the officer-coach is entrusted not only the task 

of guiding the recr~it's a?p:ic~ticn of the t~~i~ins providee 

2 -)~. 
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in the classGocm, but also the greater responsibility of 

instilling and developing in the recruit the proper attitu~e 

to~ard his work and the public he serves. 

Clearly, seniority in service stould not be the only 

criterion for selection of the officer-coach. Ee must not 

only have the ability to use the approved police techniques, 

but he must have shorn by his work that he does use t~em. 

He must have a keen awareness of the department's objectives 

and understand and practice department policy. He must 

also have the ability to .9ass a~ong his knowledge to others. 

It is extremely important that proper indoctrination 

be given those selected as officer-coaches. They should be 

given to understand that the assignment is a recognitio~ 

of their abilities, not a punishment detail. They should 

understand that, they are going to ~e deeply involved in 

the shaping of the future of the depart~enti that their 

sincere and honest recommendations and evaluations are 

an integral part of the final step in the selection, train­

ing and retention or dismissal of the new officers. 

This is an excellent opportunity for an o=ficer-coach 

to "sharpen" his ovm knowledge, skill, and ability. He ",~ill 

receive excellent training in the arts of supervision, leader­

ship and personnel manageroont. 



, ..... Purpose 

a. Designed for use as a guide by both the recruit officer 

and the officer-coa~h, this manual contains a repre-

sentative listing of the incidents which a patrol­

man may expect to encounter over a period of time, 

and those ndaily routine II t~l!?es of procedures 1,ori th 

which all policE:m~n need to be familiar. 

b. The listing is not all-inclusive, and it si recom­

me~ded that the officer-coach include any other 

police situations he feels are necessary for the 

more complete instruction of a new officer, or any 

procedures applicable to local conditions and re-

quirernents. 

c. A representative n~ber o~ typical police pro-

cedures should be covered in this phase of train­

ing, although it is not necessary to complete or 

check every iten listed. 

2. Use 

a. The procedures and techniques listed in this pamphlet 

are those most likely to be encountered or used by a 

police officer. The Officer-Coach shall explain the 

problems involved and the policies of the department 

concerning each item listed. He shall explain and/or 
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b. 

c. 

denonstrate to the new office= hcw to perform the job 

and then, where practicable, have the officer per-

form it unde= supervision. 

To the right of each page are th=ee colur.ns, E/O/ P, 

and DATE. The Coach shall initial the E/D colUIT~ 

as an item is explained or demonstrated, the P column 

if the new officer performs the task, and insert 

the date in the third coluron. 

The perfo=rnance phase should be completed by the 

trainee under close supervision by the officer-coach. 

1) The officer-coach should no~ hesitate to take 

over the handling of an incident whe~ it is 

apparent that errors are being made by the 

trainee that may have an adverse effect upon 

public relations, or may hi~der successful 

prosecution of the case. 

2) If the officer-coach finds it necessary to super-

sede the trainee in the handling of an incident, 

care should be taken to see that the trainee is 

not unnecessarily embarassec. or hurciliated in front 

of the public or his fellow officers. This calls 

for diploQacy and tack on t~e part 0: the of:ice=-

coach. 

a ,....'\ ... ~- c---- ... - ... , 
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b. 

c. 

deconstrate to the new officer hcw to perform the job 

and then, where practicable, have the officer per-

form it under supervision. 

To the right of each page are three colur.ns, E/O, P, 

and DATE. The Coach shall initial the E/D colurrill 

as an item is explained or de~onstrated, the P column 

if the new officer performs the task, and insert 

the date in the third coluwn. 

The performance phase should be completed by the 

trainee uneer close supervision by the officer-coach. 

1) The officer-coach should not hesitate to take 

over the handling of an incident when it is 

apparent that errors are being made by the 

trainee that may have an acverse effect upon 

public relations, or may hi~der successful 

prosecution of the case. 

2) If the of£icer~coach finds it necessary to super-

sede the trainee in the handling of an incident, 

care should be taken to see that the trainee is 

not unnecessarily ernbarassec. or hurdliated in front 

of the public or his fellow officers. This calls 

for diplomacy and tack on t~e part of the officer-

coach. 

3) A detai:G~ ex~lanatic~ of '::.e tr 2- i :'" S:~' I S e. ,..... ....... -..- '"' '-- _ .... _ .... I 

208 



the officer-coach in prcvate. 

d. In the event that any of ~he listed situations are 

not encountered during the training period, it is 

reco~mended that simulated cases, if practicable, 

basec upon completed cases from departrr.ent records t 

be devised to test the trainee. h simulated situa­

tion will be indicated ~1 the ~etters "SIM" placed 

in the colurnn headed lip 11 , 

3. Distribution and Custody 

a. Normally, each trainee will receive this pamphlet 

as part of his wallet of supplementary materials, 

distributed on the opening day of the school. 

b. He will deliver the field training record to the 
-

head of his agency who will make the arrangements 

for assigning an officer-coach to the trainee. 

c. Upon corr,pletion of the Supervised Field Training, 

the Field Training Record will be reta~ned in the 

department as part of the trainee's personnel file. 

Do not send this comple~ed record to the Municipal 

Police Training Council, 

d. The Field Training Record, active or completed, 

shall be made available ~cr i~spection and evalua-

tion upon request t'7 tte Execu~ive Director, or a 
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e. In those cases ~here an officer engages in active 

la~ enforce~e~t work be~ore beins sent to a schGol, 

the agency head nay ~se this pre-school period for 

the SuperviseG Fiel~ ~raining. A copy of the riel~ 

Training Record will be supplied by the Executive 

Director upon a written request fron the agencey head. 

4. Final Certification 

a. When the trainee has satisfactorily corr.pleted the 

mandatee rnanimum hours of Supervised Field ~raining, 

the head of the agency shall ~omplete MPTC form 

PT-I, Certification of Field Training Requirement, 

and forward it to the Executive Director. Upon 

receipt of the PT-l, the Executive Director shall 

issue a Certificate of Satisfactory Completion 

for the Basic Training Course. 

b. If the Supervised Field Training is incorporated 

into the schedule of classroom training time will be 

allowed for the trainee to return to his department 

for this phase. The head of the departrr.ent will 

certify satisfactory completion of the SFT to the 

School Director who will, in turn, record this C~ 

the Permanent Recore card of each trainee. Certi­

ficates will then te issued at the en~ o~ the sctael 

s('ssie:1. 
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'llh<=.: I ..... ~~·' officer should 
the b,:;;ic org:l.nization 
duras of his agency: 

be made familia~ with 
and opc~ating proca-

1. 

2. 

3. 

4. 

Introduction to as many of the other 
personnel as possible .••...•....•...••. 
1:~'Xplanation of hours of \'!ork and repol:'t:" 
ing far ··.· .. ork PI·oc:c~du;.es .•.••• " ..•..•.•. 
Given list of telephone mlr:-:bers n,~':essary 

fer official use 
a. Head~~arters 

b. S l.lperviso!:'s 
c. Chief or Sheriff I e'cc. . ••...••.•..• 
Explanation of ho'., to report when sick 
or othe~vise unavailable for duty ..... . 

B. Hemo Book - Explanation of what type of 
notebook required, and how to enter 
information on 
1. Stolen vehicles 
2. Wanted vehicles 
3. Lost persons 
4. Wanted persons 
5. Field interrogations, etc. . .•.•.•....•• 

C. Police Vehicles - Explanation of department 
procedures concerning 
1. Use of police radio ................... ~ 
2. Mainten~nce of police vehicles throug~ 

a. daily inspections .•............•... 

3. 

4. 

b. regular maintenance prosram ....... . 

Reporting of accidents in~olving p01ic8 
vehicles, or detects noted in vshicl~ ._ 

Proper driving ~~thods 
n. for ruutin~ patrol 

b. 
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A. Traffic 
J .• issue a parking 

2. How to iSSUE a moving vio~~tion SU~~0ns 

3. How to direct traffic by 
a. Hand signals and gestur~s 

b. Nanna 1 operation of signal lig:rt 

4. Ho~,v to control traffic at. scene 0: 
eillergcnc}1 by 
a. Re-::-cu·ting 

b. Use of flares and lig~ts .......... . 

c. Use of barricades 

s. 
2 .• Idd i.:cS the inju:!:'ed 
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d. Ql.\~;~; :::ioning \d tI1Gsse£ .,., .........• 

~. Removing vehicles ................•. 

f. !·la>::ing reports . _" .................. . 

B. Tactics 
1. Hmo{ to observe and report 

a. Stree t: ligh·ts out or broken .... " .. -
b. Defective traffic control lights ••• 

c. Defective traffic control sig!'.s ....... 

d. Defective \I/ater mains, gas mai:l.s, 
pot,·:er lines,. etc. ... -. ............... . 

e. Defective road surfaces and si:tewaU:s 

2. How to respond to and inves·tigate a 
complaint of 
a. a II pro\t/ler It • If ••••••••••• 0 ............. . 

b. domestic trouble •••.•..••••.••••••• 

c. a burglary in progress •• : •••••••••• 

d. a robbery in progress ..•••.••.••••• 

e. nOl..se •••••••••••••••••••••••••••••• 

f. a dead person ...................... . 

g. a sick or injured person •..•..••••• 

h. public in'i:oxication .. 0 ••••••••••••• 

i. a fight ........................... . 

j . a larceny ... ,. ...................... . 

k. a dog bite . .•... ~ .1 ................. . 

1. a juvenile ~fctng ..................... . 

Ill. conduct ........•......•. 
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INSTRUCTIONAL TELEVISION FOR POLICE ENTRY-LEVEL TRAINING 

John Fakler 

INTRODUCTION 

Instructional Television has been used effectively by 

business and industry for many years. l In their search for 

quality and cost effective training, many of the larger 

organizations experimented with and refined the process of 

training their personne!l vii th television. ·1.'heir efforts were 

fruitful ana have been imitated by the smallest of organiza­

tions. The rapid advance of video technology for'industrial 

producers is partially responsible for I.T.V.'s wide acceptanc~. 

Equipment is now easy to use, dependable in performance, and in 

many ways less expensive to operate than other audio-visual 

media. 

But if one major reason for I.T.V.'s acceptance must be 

isolated, it should be the impact it has on a student. 

The students of today, both young and old, have been weened 

on commercial television and literally receive the bulk of their 

news and other contemporary data via T.V. 2 The only ingredients 
'. . 

m~ssing for instructional purposes are devices to allow them to 

interact with programming and testing to measure the transfer-

rence of learning. So instructional T.V. programs have been 

developed by many agencies to address these needs and the results 

have been exciting. 
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Many exa~ples exist that clearly demonstrate that television 

programs do instruct effectively,3 but only when adequate, skill­

ful preparation is employed during the development and r~oduction 

of I.T.V. programs. 

There are several police television production units in 

New York State and a few of the larger installations, that have 

a sufficient number of skilled personnel assigned, are already 

producing I.T.V. programs. In almost every case, the thrust of 

their efforts is toward in-service or refresher training. By 

using ~le videocassette format, they are able to disseminate 

progrruili~ing quickly and accurately to remote decentralized loca-

tions. Therein lies the initial justification for police video 

training, the logistics of time and distance. 

ENTRY-LEVEL TRA!NING BY TELEVISION 

At the outset, it must be stated that there are limitations 

to I.T.V. applications in recruit training. 

Television cannot deal too well wi':-l1 students' attitudes or 

developing manual skills, but it can accomplish much in the 

cognitive area, the transference of knowledge. 

Many topics in a recruit curriculum can be taught more 

effectively through instructional T.V. because the cognitive 

stage in learning is an essential beginning. In many cases, 

especially in teaching statute law, the absorption of knowledge 

is the only require~ent. And in ~any more cases, some degree of 

basic knowledge must be acquired before a stude:1t can ?::ogress to 

phases that deal with attitudes or sJ~ill develop8ent. Those 
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latte:c stages are usually dealt with during interacting 

sessions such as role play, game playingl discussions, ~anipu­

lating equipment, or demonstrating skill dexterity, such as 

with first aid or firearms~ etc. 

But to deal \.;i th knowledge transference, it would be 

reasonable to modularize knowledge subjects into "electronic 

workbooks" for student consumption. Videocassettes take on 

the appearance of books, but corne alive ~.,hen they are played. 

students no longer have to mentally visualize, as we all 

do, the words that flow across. a page. Each student's perception 

of a statement or interpretation of a \olord, is usually a little 

different from another student, but with the "electronic work­

book" the messages are visualized and enhanced with audio.. In 

most cases, that means the real sounds and sights of the 

student's eventual working environment (presuming that quality 

programming. is developed that is void of "talking faces" and 

"people interviews"). 

Each electronic \vorkbook should contain interactive devices 

that challenge the student somewhat like programmed instruction. 

The dual audio channels in videocassette units will permit 

students to respond to challenges in a program by selecting an 

audio channel that can be designated yes or no, or true or false. 

After a response is selected manually I the student is either 

rewarded verbally and his correct answer elaborated on, or he is 

corrected politely by hearing the same correct answer. 
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Freeze frame controls are also useful to permit s'tudents 

to manipulate the program, especially for developing observation 

skills. Freeze frame also permits instructoT.s to suspend 

programs at crucial points for discussion purposes. 

In ~ddition, programs can be designed to require students 

to take brief examinations at certain intervals in programs. 

This technique not only gives the student a chance to assess 

his understanding of the segment he has viewed, but it keeps 

him active which, ironically, is sometimes not even accomplished 

in a lecture setting. 

A notable asset of the I.T.V. approach is that it can save 

significant amounts of time. In the conventional classroom 

setting, an instructor must frequently respond to individual 

inquiries that can derail him from his lesson plan or even bore 

other students who do not require cl~rifications. For that 

matter, many instructors often take the time to re-explain a 

point they are trying to make. "In other words" or "let me put 

it another way", are the preface statements that introduce 

these delaying redundancies. Typically, it will be the dedicated 

instructor who overuses this technique because he wants to be 

sure each student absorbs his message. 

An audio-visual message that has been pre-evaluated for 

accuracy and instructional value preclue.es the need for varied 

e:·:plana tions . A certain amount of repeti tion hm':8'le:::-, is a 

foolproof training tec::'nique that shoule. :Oe incor?o:::-ated in every 

I. T. V. prog raIn. That is, repetition 0 f :-:ey poin ts, not var ied 

examples. 
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In most instances, the student will be slightly ahead of 

the I.T.V. message. Most people absorb facts quickly and have 

little difficulty staying with a message if it is concise, quick, 

and well illustrated. For that reason, many facts can be covered 

quickly. 

Again, it should be emphasized that basic know'ledge trans­

ference is the target for I.T.V. programs. I.T.V~ programs should 

not be construed as an assault on instructors or classroom training, 

only as a useful training tool to improve the cognitive stages of 

learning. 

As I.T.V. programs improve in content and actually contribute 

to raising levels of knowledgei in many instances from unacceptable 

to satisfactory levels, it becomes apparent that they offer great 

promise for entry-level curriculums. 

This promise is not new, it has'just laid dormant and 

unattended by law enforcement trainers for many years. As early 

as 1969, the Commission on Instructional Technology stated in 

their report "To Improve Learning",4 that: 

IIInstructionai television increases productivity, enhances 

individuality of learning, provides immediacy to learning, 

increases instructional impact, and provides content and 

quality control." 

These facts have been verified by business, industry, and also 

in limited fashion in some law enforce~ent agencies,' thanks , , 

primarily to the funding provided by the La .. ., Enforcement Assist-

ance Act and administrators and police trainers who have the 

vision, determination, and skill to explore new training ideas. 
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SPECIFIC TELEVISION APPLICI\TIO:~S FOR RECRUIT CURRICULUHS 

Television can serve a~ an instructional tool in many w~ys. 

Some of the following applications have been used with success: 

1. Instructional T.V. Programs (Electronic Books) 

Complete instructional programs can be produced to 

teach relevant statute laws. 

2. Preliminary Instruction Programs 

The tell-em and show-em stages of instruction should 

be accompli~hed with video training. Subjects such 

as first aid, self defense, firearms, physical 

training, and patrol procedures are typical of topics 

that should be taught preliminarily via television. 

Instructors could then concentrate on student indivi­

dual needs. There would also be a measure of uniformity 

that would help with accountability and uniform criterion 

testing. 

3. Television Role-Play 

Pre-packages T.V. role play scenes could be the basis 

for attitudinal discussions. All students would "see" 

the same scenes and not be misled by their mm percep-

tion of a scene that would otherwise be described by 

an instructor. Some topics that would be appropriate 

for this technique are: crisis Intervention, Patrol 

Procedures, Interviewing Techniques, Search and 

Seizure, etc. 



4. Hider Use of Special Lectures 

High powered lecturers could receive statewide 8xposure 

instead of being limited to isolated geographic 

locations. Celebrated authorities and dynamic per­

sonalities could have a strong instructional impact 

in some areas of instruction particularly when the 

instruction infringes on attitude development. 

Discriminating use of recorded lectures is essential 

and should b!.' lim5.ted t:o p.roven cornrnu:dcators only! 

S. Bringing Remote Locations to the Classroom 

Special installations or places that are not easily 

accessible may be recorded for playback in class. 

This is particularly true of other agency orientations. 

It is easier to comprehend the functions of related 

agencies when you see them firsthand. Ideally, all 

officers should visit and work with other a~encies 

such as Corrections, Social Services, offices for the 

aged, etc. But it is rare that such apprenticeships 

can be arranged. The video visit would serve as the 

next best effort, certainly better than a guest speaker. 

Guests, however i ,.,ould be useful for after program 

questions. 

6. Observation Skills 

Special programs for the development of observation 

skills should be packages in videocassettes. Visuali­

zation is the key and video is the least expensive, 

most real!stic action media for this goal. 
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7. Orientation Programs 

The traditional orientation subjects such as "Intro-

duction to Patrol" or "History of Law Enforcement" 

would be much more e£fectiveif visualized rather than 

just elaborated on. State mandated reouirements and 

standards can also be transmitted uniformly throughout 

the state without chance of message dilution and with 

the added impact of an audio-visual message. 

8. Testing 

Accurate gauges of student comprehension can be achieved 

through visual testing. It would be the next best thing 

to performance testing. In real life, the new police 

officer makes judgments based on many audio or visual 

cues. ~'my not test him in the same manner? Successful 

examples exist L~at may be emulated. 

ADVA."1TAGES OF INSTRUCTIONAL TELEVISION 

1. Content Control 

'1 -. 

Both quality and accuracy are guaranteed. Once the 

training message has been developed, recor&~d, critiqued, 

corrected, tested, and evaluated, you can be sure of its 

impact. Not so with the variety of messages instructors 

may give. Even the same instructor unconsciously alters 

his message through change i:1 ,.:ord usage or inflection. 

This natural advantage vlould <;:"ve the Bureau for l·1lL'1icipal 

Police the opportunity to pro~ote equal standards th=cug~­

oUt New York State. Equally i~?ortant would be the State's 
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opportunity too exercise uniform testing state\>,ice 

which ~':ould probably help wi t.~ the accountabi Ii ty 

that B.M.P., expects to exercise in the future. 

3. Brevity 

It is a fact that instructional video programs can 

trw1sfer learning in less than half the time normally 

allocated to classroom lecturing. Some studies have 

indicated that equal objectives can be accomplished 

in as li·l:.tle u.s .1/6 th the 'i::.iro.e .. 

4. Students.Receptive to Television 

The entry-level recruit generation has been weened 

on T.V. It is a natural part of their lives and would 

be 'easily accepted. It would not be unnatural for 

the~ to expect T.V. to be used in training. 

5. Improved Retention 

The action and real life illustrations in video programs 

supply many more vi~ual and audio cues for students.to 

retain. The use of graphics, slow motion, and freeze 

frame techniques can help to accent these cues which 

add considerably in helping the student remeQber. 

6. Repetition 

After a program is completed, it can be used repeatedly. 

Student access on their own time will make learning more 

interesting, certainly more effective than reviewing law 

books. Also, slo\>ler students who .... 'ill nott or for some 

reason cannot, confront an instructor for additional 

data, will be able to review lessons at their own pace. 
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This asset is a forerunner of individualized instruc-

tion which should be the ultimate goal of training in 

the future. Repetition is the one tried and true 

technique for use in all training applications. 

Selective use of this technique should be applied in 

all I.T.V. programs. 

7. Instant Access to Training Programs 

Video libraries of electronic books can be naintained 

at every recruit training site for immediate access to 

training information. The libraries can be used to 

verify program content, for re-training, individualized 

training, and even self enriGhrnent. 

VIDEO FORl1.1;T JI.ND COHPATIBILITY 

A standard format should be selected to insure that all 

training locations can interchange videotapes. The bulk of 

police and industrial T.V. producers in New York State are 

committed to using 3/4" videocassettes. There is little fear 

of that format's eventual obsolescence because of the high 

quality, simplicity of use, and the large investment already made 

in u-matic equipment. Other formats may emerge in the future, 

such as smaller cassettes or discs, but they will only be worth 

considering from a cost effective point of view. 

PROGR.l\l·1 PRODUCTIOH .Z\.ND DISTRIBl1':'ION 

There are two avenues of approach. One is through contracting 

v:i th comnercial yencors. The other less typical approach would be 

to contract with police agencies that are presently e~gaged in the 
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production cf instru~tional television programming for their 

min agencies. 

There are several advantages to using existing police T.V. 

production units. One is that more than a million dollars of 

LEAA funds have been invested in the development of television 

for police training. The expertise and facilities that have 

materialized should be tapped. 

It \'1O\11d be a logical next st.cp to build on investments . 

already made; especialiy since the cost of utilizing police T.V. 

producers \'lould be considerably less. 

It is estimated that police producers could complete pro­

grams at about one-fourth the cost of commercial prog~arn producers. 

In either case, a strong set of quality and comp~tency guide­

lines must be prepared for the selection of a program producer, 

whether it be commercial or police. Those guidelines should 

include prerequisites like: 

1. Staff experience 

2. Demonstrated production ability 

3. Equipment availability 

4. Ability ·to meet reasonable time frames 

5. Color capability 

6. Ability to complete all programming phases such as: 

A. Research and development 

B. Scripting 

C. Casting 

D. Recording 
, 
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E. Editing 

F. Test Development 

G. Program Validation 

FE~.S I13ILITY lJ2·IONSTRATION 

The arguments that have been presented for I.T.V. are based 

on the acco~plishments of industrial producers, limited police 

training experience, and much theory. That may not be enough 

to convince the conventional police trainer or administrator, 

so a feasibility demonstration should be conducted to eliminate 

skepticism. 

The demonstration could be accomplished by one of two methods. 

The least expensive would be to utilize progra~~ing that is 

already in existence at a police training agency such as the 

Suffolk County Police Academy. The .Suffolk Academy is presently 

producing I.T.V. pr.ograms that are relevant for law enforcement 

training throughout New York State. 

A few select topics could be administered to control groups 

in various areas of the State to demonstrate the transference of 

learning that I.T.V. can accomplish. 

If necessary, brief programs could be produced to demonstrate 

hm·, the entire production process Hould 'dOr}:; fro~ progran iden-

tification, researchinq, and scriptins, to procuction, eval~ation, 

and validation. This option would be ~ore costly to pursue and 

would probably prove little more tha~ 
_. L.. J... :.l.rs ... op ... .l.on. The :1.:.11 

production option would only be necessary if a specific pilo_ 
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progrClffi is required that did nc~ already exis,t. 

The results of this feasibility ef~ort w0uld clearly 

demonstrate to police trainers and administrators throughout 

New York State what the worth of I.T.V. would be to recruit 

curriculums. There are many vlho ?resently subscribe to the 

instructional television concept ana are either using it or 

patiently waiting for programming. This study should provide 

the ammunition for I. or. v. I s grovrt.~ or demise in the near future. 
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TP-.AINING IN NEH YG?J\ STATE, VGLCUE T~W 

. APPE~;DIX # 9 

RULE GOVER~IniG PERr,:J.lmNT APPOn';-TL-!E~~'I 

AS POLICE OFFICER IN NE'N YORK ST~T~ 

Permanent appointr.1ent of police officers i 

Completion of Training Program 

1. Notwithstanding the provisions of any general, special 

or local law or charter to the contary, no person shall, 

after July 1, 1960 1 receive an original appointment on 

a permanent basis as a police officer of any county, 

city, town, village or police district unless such 

person has previously been awarded a certificate the 

Executive Director of The Municipal Police Training 

Council created under Article 19-F of The Executive Law, 

attesting to his satisfactory completion of an ':lpproved 

Municipal Police Basic Training Program: and every 

person who is appointed on a temporary basis or for 

a probationary term or on other than a permanent basis 

as a police officer of a~y county, city, to~n, villaqe 

or police district shall =orfeit his pcsition as such 
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unJE~s he prev~cusly ~as satisfactorily corn~leted, 

or within the time prescribed by regulations promul­

gated by The Governor pursuant tc Section '84 of The 

Execu-::.ive Law, satisfactc::-ily com;:::letes, a ~:\.:nicipal 

Police Basic ~raining Program for te~porary or probation­

ary officers a~d is awarded a certificate by such Dir­

ector attestinq thereto. 

2. The term "police officer", as used in this section, 

shall mean a mereer of a police force or other organ­

ization of a municipality who is responsible for the 

prevention or detection of crime and the enforcement 

of the general criminal laws of The State, but shall 

not include any person serving as such solely by virtue 

of his occupying any other office or position, nor 

shall such term include a sheriff, under-sheriff, 

commissioner of police, deputy or assistant chief of 

police or any person having an equivalent title who 

is appointed or employed by a coun~y, city,tcwn, 

village or police district to exercise equivalent 

supervisory authority. 

3. The provisions c: Subdivision 1 0= this s~cticn shull 

not apply to a city having a population of one million 

or mcre to the e::-- 4-,ent that such ci":y has, by resulation 

oro~u10ate~ by r~e GO~Gr~c~ ?urs~~~~ ~c ?~c~!~~ ~8l 
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of ~he E~ecutive Law, bae~ ex~~~ts~ f~om the provisions 

of Article 19-F cf the Exec~t~ve La~. 

4. Nothing in this section sha~l be construed to except 

any police officer, or othe~ of:icsr or em~loyee from 

the prov~sions cf The Civil Service Law. (Added Laws 

of 1959, Chapter 446, Sectio~ 3, e:fective July 1, 1960). 

234 

I! ,. 
~ 
IJ 
I 

't 
-
11 , 
~ -';" 

'J 
'1 
IJ 

I 
I 
I 
I 
I " 

I 
';'.~ .. 



;1 

I ~I 
;·1 
;1 
:1 
:1 
:1 
I 
:1 
il 
fl 
~I 

A. 

B. 

TR,;..n:Il'c; IN NEW YORK STATE, VOLuHE Tim 

APpmmIX 10 

INSTRUCTOR STANDARDS AND QUALI~ICATIOKS 

Certification 

1. There shall be two (2) classes of instructor 

certification issued by the Municipal Police 

~raining Council. The classes shall be identi-

fied as: 

a. Provisional Instructor Certificate (P!C). 

b. Instructor Certificate (IC). 

2. Certification will be granted by MPTC according 

to speci!ic area(s) of instructional competency, 

subject matter, or general police sUbjects. A 

standard list of subject areas of certification 

shall be established and approved by MPTC and 

r:'.antained by the BureC'.u for !.1.unicipal Police (B~;P) . 

Re~uirements for Provisional Instructor Certificatio~ (PICJ. 

Each applicant for the Provisional Instructor Certification 

must meet the following standards: 

1. 
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e.>:per ience . "':i th one (l) year being in ;:hc subj ect 

areas of instruction. This requirement may also 

be met if the applicant holds a baccalaureate 

degree and has a minim~m of one ~l) year of actual 

law enforcement exp,-:r.i.encE: in the sub: ect area in 

which the officer will be instructing. (The lair; 

enfo~cement experience offered by the applicant 

must be acceptable to the Commissioner) , 

3. Has successfully completed an Instructor Develop-

men t Seminar (IDS) I approved b::' BHP. 

C. Term and Renewal of the PIC 

1. The PIC will be valid for two (2) year~ from the 

date of issue unless revoked, by the Commissioner, 

prior to expiration. 

2. The officer holding a PIC must be favorably evaluated 

by· the BI1P or its designee in the last twelve (12) 

months prior to application for full instructor 

cf~rtification . 

D. Recruirements for Instructor Certificate (IC) . 

Each applicant for the IC must meet the following 

standards: 

1. Have a Provisional Instructor Certificate (PIC) 

and upon evaluation found to Merit the IC; or 
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2. '" t t' l .. ec r:e 

Certificate; ane, 

a. Recei vee:. 2 sa ti s fz.ctcry e~~a::' '.:atic!"". in the 

Instructor Cevelo~~ent Se~~~ar. 

Term and Renewal cf the Ie 

1. The Instructor Certificate ~il: be valid for two (2) 

years frcm the date of issue. 

2. The certificate will be ren~we~, subject ~c the 

following conditions: 

a. The instructor has successf~lly completed an 

Advanced Instructor Seminar (AID) of sixteen 

(16) hours within the twc (2) year period; or 

instructcr may subcit other professional develcp-

ment activities (i.e. college, society meetings, 

workshops, etc.) in lieu of the AID. Final ap-

proval for the substitution will rest with the 

Commissioner. 

b. The instructor has been successfully evaluated 

in a classroom settlng by B~P or its designee. 

Special Certification 

Special Certification May ce grantec, a~ the d:scretic~ 

of the Coro.missicr:.er, upon applicatic!". in ',rrltl::g froll 

the ~cademy ~ircctcr i~ t~s fcl:c~:::~ ~~~~er: 

, " 
I~o .... :::c .~, .. ~:. -
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has been acquired through special duty assignment 

or training. 

2. For police personnel, the require~ent calling for 

the satisfactor:l completion of an approved instruc-

tors' training course may be waived in instances 

where there is advanced academic education or unique 

e~perienc~ is prezent. 

G. Exclusions from Instructor Certification 

Ir~structor certification may be ,vaived by the corrunissioner 

upon 'Vlritten request from the academy director for the 

following: 

Judges, attorneys, educators, doctors, federal 

officers and officials, state offic~~s and of-
-

ficials, and other non-police personnel when 

instructing in their respective nrea of expertise. 

H. Revocation of Certification (both classes) 

The corrunissioner may revoke an instructor certificate 

for cause upon receipt of a \.;ritten complaint from: 

1. An academy director 

2. A training zone coordinator 

3. A law enforcement agency head 

A written complaint must contain specific details re-

garding tine(s), place(s) I cate(s) of incident(s) and 
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the action or o~ission allesed. ~~e BMP ~i!! evaluc~~ 

the cOI7'.plaint anG l7'ake rec::::-.meneations to the Cc::-:;:is;:;i(;r:~::: 

regarding t~e revocation. 

(Specific stueen~ conplaints shoule be Made through 

the academy director). 

I. Evaluation - Quality Controi 

Primary responsibility for selection and evaluation of 

instructors will rest with the school director. The 

school director shall record his personnel critique of 

course content and instructor evaluation on such :orms 

as the CO~Eissioner shall supply. 

1. Student Evaluations 

Student shall evaluate course content and ir.st~uctors 

on such forms as the Commissioner shall sup!?ly. 

2. BMP Evaluations 

The Commissioner ffiay, at his discretion, direct 

the B~~ or its designee to make unannounced visits 

to academies or police schools for the purpose of 

evaluating courses and/or inst~uctors. 
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A HASTE:::: PLAN FOR L]lJ'j 2::::0RCEt.:ENT 

TRAI:ta~!G IN NEI'l YOP.K ST.;:'.':':::, VOLt.;~'lE TIW 

'APPENDIX :: 12. 

PENALTY ASSESSMENT BILL 

State of New York 
Executive Department 

OFFICE FOR LOC]l..L GOV:::P2;~·:.ENT 

155 Washington Aven~e 
Albany, New York 11210 

MEMORANDUM 

Re 

AN A~T to amend the state finance law, in relation to the 
establishment of a police officers training func and the 
imposition of an assessment on cri~inal fines therefore 

Purpose of Bill: 

To i~pose a penalty assessment on criminal fines which will 

be used to defray the expenses of state and local governments 

in carrying out mandated training programs and/other services 

for local pol' .ce. 

Summary of Provisions of Bill: 

This bill adds a new section 99-c to t~e State Finance Law 

to establish a police officers traini~~ fund in the custody 

of the State Comptroller. To provice :or such func, the 

bi 11 imposes a ten percent ass('~ss:-e:-.": :.-: :111 fir.€!s and 
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col!ectedby criminal courst ~n t~~s S~a~~, eX9cct the ~C~ 

York City Criminal Court and t~e Supre~e Court sitting in 

and for the counties located ~n the Ci~y of New York. 

The bill provides tha c monies of the fund w-ill be used to 

reimburse municpailities for e:,,=?enses in,=urred in the train­

ing of police officers, as well as the expenses of the Office 

for r.Qclll Governmant.. with respect: to the cperC'tions of its 

Di visi.on for :Local Police. \o,rhiC':!;, a(l.r:'.inisters the reimburse­

ment p!:'ogram cmd shall adopt ru:'es anc regu.lations as may 

be necesEary to carry out such function. Since New York 

City is exempted from the manGa~ec police training re-

quirements, this program does not apply to that City. How­

ever, this bill will not prevent establishment of such a 

program for the City. 

Statements in Support of Bill: 

Effective law enforcement today involves a k.no~Tledge of the 

highly specialized techniques of crime prevention and detec­

tion, and of the principles 0:: ~odern police science. The 

State has recognized its responsibility to insure effective 

law enforcement by establishing minimum basic training 

programs for local police. The Office for Local Govern­

ment through its Division for Local Folice has been charged 

with the duty of revieTding lcca:' police t.:-aining· prcgrams 
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State standar~s. At the present ti~e, ~~e basic traini~s 

course certified by the Division for Lccal Police must 

enco~pass 285 hours c~ training; the f~=st-line su,ervisor~ 

course must enco~pass seventy ~ours. 

The cost in terms of salaries and expe~ses paid to police 

officers during such training periods, instructors' salaries, 

operation a~c ~aintenance of training :acilities and other 

related matters are borne sole:y by t~e r.unicipality while 

State expenses are borne by the State. This bill will 

ease the financial impact on both the State anc local 

governments with respect to costs incurred in connection 

with such training programs. 

It is estimated that the ten percent assessment will pro-

ci~ce approximately $1.7 million a year of which approxi-

~Ilately $300,000 viill be deducted for operations of the 

Division for Local Police in tte Office for Local Govern-

rnent and $1.4 million will be available for reimbursement 

to municipalities . In this respect, we note that the 

cost to municipalities for sal~ries fer traine~s paid durinr 

training prosrams amounts to some $700,000 ann~all~;. It 

is projected that there ~vill J::e lOOt reir:-l)Urse:':'.en:' fo::: 

sc:lary e:':;enses lea\-ir.q SOr:'(: 5700,000 =.~DUc.::'~- to be 
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public since the assessment ~i:~ ~e i~;osed 501ely on 

violato~s of the la~. 

The Municipal Police Trainin~ Co~~cil in the Office for 

I,CC2tJ. Goverl1:::1ent I pursu~n -:: to t!'.e s.utr:.c=i ty S::7anted t.e it 

by Executive Law, 485(1) (g) has axempted ~ew York City 

from compliance with State sta~~a=ds =ela~ing to polic~ 

traini~g becaus~ the City has estnbliahe~ and ~aintain~ 

its own standards of police training. The New York City 

program is quite extensive both in subject matter covered 

and in duration. Because of this uni~ue situation, the 

City of New York is excepted from the ?rovisions of this bill. 

However, a similar program coule be set up for the City 

by authorizing the City to impose an aSsess~ent on fines 

levied by criminal courst in the City. 

It should be pointed out that the states r: • • 
0.1. }'.rl.zona I 

Indiana; Michigan, South Carolina, Washington and Califor-

nia have enacted legislation imposing penalty assessments 

on criminal fines and traffic i~fractions to finance police 

training. The states of Pennsylvania, Cregan, Utah and 

Texas are presently engaged in developing such a program. 

We have,been informed that the Cali~ornia program which 

was established in 1958 has worked out ~uite satisfactorily. 

1-.n l\ct to amenc::! the state fir,er.ce la~·;, ::'r_ relation to 
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establishing a law e~~crce~ent irnprove~ent fund. 

The People of the State of !·:ev: York, represented in Ser.ate 

and AsseGply, do enact as fellcws: 

Section 1. The legislature hereby f:nds that crime is 

one of the most pressing problems of the citizens of 

the State of Ne~ York, and further that it is imperative 

that means be fv~nd to arrest and then decrease the 

presently escalating crime rate. 

The legislature further finds that fear of personal 

injury of loss of possessions affect a great portion 

of the citizens of the State of New York, and that 

this lear of crime has liffiited their personal move­

ment, and thereby their freedom. It is therefore 

necess~ry that this personal freedom and this sense 

of security, which our citizens have lost be reitored, 

primarily by a reduction in the rate of crime. 

The legislature further finds that there is a definite 

need to improve the ability of police officers to pre-

vent and detect crime and to apprehend offenders. 

The legislature further finds that one of the best 

methods availllb:!..e tc reduce the crir.:e rate a.nd at the 

same time restore the feeling of security to the 

citizens is by obtaining a higher degree of efficiency 

in the operatic~ cf G~r ~0~~ce. ~hF ~ec:sla~~re ~urt~e= 

-



b<21ieves that this i.ncrea:::-ed eff:'cier.cy can be obtair~r.c 

through the use of the ne~ educational ane training 

techniques developed in recent years, along with the 

new administrative and computer techniques that can 

be used in support of these forces. Forther~ore the 

legislature finds that there must ~e conti~uing efforts 

to improve upcn and constantly evalua1:'..e ard update. 

these newly developed techniques. 
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The lerisloturc further fi~ds that the financing of t~ese additional costs 

of govern~ent spent in raising the efficiency of the police, be allocated to 

that portion of the cour.unity who occasion the need for such la,.; enforce!!:ent:. 

62. The state finance law is hereby amended by addi~g thereto a new 

section to be section ninety) to read as follows: 

§ 90. Law enforcemenl improeement fund. 1. There is herby created a special fund to be 

known as the "Law Enforcement Improvement Fund" which shall be in the custody of the state 

comptroller and which shall be made lip of monies paid to him lLnder the provisions of this section. 

2. The purposes of this fund shall be as follows: (a) to bear the expense of establishing, 

maintaining and operating t:,aining sch ools for municipal, county and sta.te employees who are 

. part of the police forces of said gOL'ernment units, (b) for publishing or causing to be published 

manuals, information bulletins and neu:sletters, to achieve the purposes and objectives of this act 

bJ the Di~!ision of Criminal Justice Services, (c) for studying, researching. installing and adopting 

new systems and techniques in training, education and administration, aimed at achietin.g improve­

ment in the ability o/police officers to prevent and detect crime and to apprehend offenders, and 

(dJ for the costs of the State of ~Yell.i York in administering the fund and the costs of the Stale of 

New York in administen'ng the fund and the costs of the Dirision of Criminal Justice Services with 

respect to the operation of the Bureau for Municipal Police in the area of police training and admin­

istration. 

3. On. or after the effective date of this act, Uihenet:er a criminal court of this state, imposes 

a fine, a penalty- assessment or orders a Q.:zilforfeilure, as a penali'y for a dolation of an offense, as 

defined in subdivision one of sec£'ion ten of the penal iaw, except lor traffic infractions relating to 

cars un/all'lully parked or standing, there shal! be levied an additional penalty assessment according 

to thr: following schedule: 

(a) When fine or forfeiture is up to and including 310, $20 

(b) When fine or forfeiture is S10.01 to S25, S5, 

(c) Il'hen fine orforfeiture is $25.02 to .350, $10. 

(d) When fine or forfeiture is in excess of S50 then 20':;' of thi' amount to ti,t' nearest doU,'Ir, 

WhelL allY cl~/}osit of [Jllil is mnde for an offense to (('hich t!!i.' sertil)l1 Il:'plies, the persoll making 

such (h'/}()~it shll!! also defJosit (l stlfficirllt amountla i!lcittclr> tht' n'''''''':''rtt nescribed UbOl'C', If 

bail i~ fM/dteci, thc aS~CSSlTlcnt I'rC'scribl·rl in this sC'ctinfl siLulllw foru1:rr[t;([ tv the stlltC cOl1lptrollcr 
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_\n. 't·· ..... ,.. 'r' -1"'"' ~ "', . j l' J.l J ... • ," 'r .~,I(ll .: J "''',''" ole, .. , I); wl.J"I'P.llt,cC., "r,. ,J.,tO,· d. r,. 

S. 111p. !!J/lj eil!OfC:m;ent ilnprf)vem(lnt fun d~h~E ::~ II :.::1 ;,) improve the perjomur.n:;e 

"'-Ild efjlc1c.rtt.:y of potien o!;:c:ers~nd th~ir ril!partmc"h. ";7; f! t~li'i(l ([.~ cmat(~d shdl be an:.i!able 

!,) thF Did.d.an. of Criminal Jl:s!ic.:e Sen.:ic:cs, and th~ -;;:,.":util.'E: ~;ead of that Ilgenr.)' or hi.~ didy 

(ttLlhorizcd a/ficar, ;lhall adopt, c£mend and rcscinc1.3lLd. ~:.les or t&gulatiot:.~ governing the p"yment 

of mclL mOllies ill the jurt!i.cr'atlce. of the obje..:Lir;e of ill!) ~lcl, and in conncction ldth th~ llano us 

training prugrams, h~ shall take into c:onsideraLioll /a.ctors, $ilch Cl.' the foilowing: trn.ine(!l~ 

sala1ies; length of !rainillg paiod; in.~tructors' salaries; trainees' fcod, lodbring alul travel, and the 

cost of operation wul ml1in£CIlCl/tCe of the trai1ling fccilitie.s. 

6~ No mOflie$ shall be available from lhe fund until !:ix months plus ten days after the 

effective dale of this tIct, and then uniy afler the director oj the budget Lisues a certificate of 

allocation and schedule of amounts to be oL·ailable. Such certificate may be amended from time 

to time by the director of the budget. Copies of the certificate of its amendments shall be filed 

with the comptroller, the chair~nan of the senate finance committee and the assembly ways and 

means committee. After ailocal'ion the monies shall be prlid out of the fund on the audit and 

warrent of the comptroller all vouchers certified or approl..'ed by the executive head of the unit 

concerned, or his duly designated officer. 

§ 3. This act shall take effect on the first day of September next succeeding the date on 

lchich it shall haue become a law. 
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