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MIlTllOD ADVANTAGBS 

Incident Process, 

TIle incident process is essentially • 
a varia tion of the case method. Un like 

e..,tter approximation of job environ­
ments, i. e. I the trainee does his DIm 
fact finding the case method, where all dQO:UJnentation 

needed to analyze and solve a problem 
is provided, the participant in this 
method is given only a critical inci­
dent in the development of the problem. 
e. g., a document highlighting 'l critical 
~roblem. The participnnts must then 
seek out the f3cts they need to direct 
investigation. Usually the inves~igation 
is carried out by asking question:. of the 
instructor, who gives factual answers 

• Participants interact. 

• reedback to the trainee is immediate. 

The participants are given only the in­
formation they acwnlly seek, nnd they 
themselves must develop the documentation 
needed to bring about Ion adequate solution. 

Role Play 

Role-playing can be described 
as an extension of the incident pro­
cess where the situ~tion is struc~ 
tured with specific roles for par­
ticipants. 

• Allows t~ediate feedback to par­
ticipants from the rcactlon~ of 
others involvrJ in the role play. 

• If properly implemented it can 
closely approximate the actual job 
situation. 

DISADVi\NTAGI1S 

, Structure is somolihat artificial. 

• HIgh degree of instructor skili 
is required for the method to be 
effectively implemented. 

• If roles are highly structured tho 
trainer will merely record results; 
if roles are somewhat unstructured 
trainer skill will havo to be high. 

Figure 5-1. Training Methods and Techniques 
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CONSInBRIITlOt-lS FOIl ICAP TRIIINING 

Like the case study, the inci­
dent process has potential for 
both patrol supervisor and of­
ficer skills training. Use of 
either of these methods. (case 
or incident process) for officer 
traini ng may be limited by the 
prncticnl constraint of the 
number of persons to bo trained, 
1. e. I the group may be too large 
to effectively use these methods. 

Role-playing can be used to do­
velop human relations skills. 
For supervisors, this ma.)' be 
skill in dealing with tho officers 
assigned tc> him; for the patrol 
officer, the training may focus 
on Illtness interview techniques. 

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

Simulation 

Simulation is thu 1) recrea­
tion of the job environment and 
2) the control of that environ­
ment to bring about the conditions 
under which certain responses or 
desired behaviors may be elicited. 

Management Games 

The participants individually or 
as teams represent competing organiza­
tions. Oper&ting and policy decisions 
approximate those of the real job. 
Unlike simulation, time is compressed 
so that decisions to be made within a 
year's time in real life are presented 
to participants in a few hours. 

ADYANTAGIiS 

• The major advantage again is the 
close approximation of the actual 
job environment. 

• Additional input may be controlled 
allowing ~he instructor to control 
the complexity of the simulated 
problem. 

• Trainee receives direct feedback 
on his action from other partici­
pants in the simulation. 

DISAllYANTAGF.S 

• Simulation requires real time -­
training takes place in a period 
of time co~nenserate with that 
which it would take in the real 
job situation. 

• Costs for simulation vary, depend­
ing on tho complexity o.~ the envi~ 
ronment to b~ rec'!'oated. 

• Approximates the decision making pro- • 
~ess management personnel goos through 
on tho job. 

Cos t of this method is high. 
Some gaming models may be pur­
chased from private and aca­
demic organizations. 

• Model itself provides immediate feod­
back to the participants. 

Fifure 5-1. Training Methods and Techniques 
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CONSIl1ERATIONS FOR ICAP TRAINING 

Assuming the particular job 
can be recreated at a reasonable 
cost, this method is particularly 
effective for skills and manage­
ment training. For example, a 
series of calls-far-service could 
be placed on tape to train dis­
patches in call prioritization, 
blocking and sta;:king. An "in­
basket" exercise is one of the 
simpler simulations for management 
training. 

The time required to develop a 
realistic model would make the 
use of this method for in-house 
trainin~ unrealistic. Uppor 
management of the department may, 
however, encounter this method 
while attending outsido training 
programs. This method could bo 
particularly useful in looking at 
manpower allocation and deployment 
strategies. 



MllTIlOD 

Programmed Instruction 

Programmed instruction is the pre­
s~ntation of material in relatively 
short steps, each requiring the train­
ee to respond to questions and check 
his response against the correct 
answers provided. The instruction 
• ay be presented through a computer. 
audio visuals. or through the struc­
ture of the text. On~ version of 
programmed in~~=~~tion uses multiple 
choice que~"ions to determine train­
ees knowledae of the material; for 
wrong answers. the trainee is di­
rected to additional instruction to 
teach the COI¥ect response. 

ADVANTAGES 

• Primary advantage is the high degree 
of feedback to the trainee concerning 
his progress. 

• The pace of the instruction is total­
ly controlled by the speed with which 
the trainee learns • 

DlSADVANTAGIlS 

II Cost of programmed instruc­
tion can be extremely high 
due to tho cost of develop­
ing the materials. Since an 
instructor will not monitor 
the training. the instruction 
must be validated. This re­
quires testing, revision. and 
retesting of the program to 
ensure that it meets instruc­
tional o~jectives. 

Figure 5-1. Training Methods and Techniques 
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CONSIDERATIONS FOR lCAP TRAINING 

Given the cost of preparation for 
most programmed instruction. it 
is unlikely that it will be used 
extensively in the lCAP cities. 
I t may be used in II limited way ill 

its simplest form (e.& •• qUestions 
at intermittent points in a film­
strip. questions incorporatl'd into 
the toxt of a book. etc.). 



the supervisor must be knowledgeable about the 

program in order tht.l.t he be both willing and 

able to implement the program and provide an ex-

planation of specific program activities to his 

officers (orientation). 

• The role of the middle manager must be fully de-

fined to enable the assumption of additional re-

sponsibi1ities. To the extent possible, tasks 

inherent in the new role and performance criteria 

by which the supervisor and his officers will be 

assessed should be specified (role definition). 

• An attitude change may be needed to allow the 

middle manager to accept a supervisory role and 

make the necessary adjustments in his re1ation-

ships to his subordinates. He must begin to 

identify with management and see his role in the 

decisionmakillg process of the department (attitude 

change). 
I 

j • With additional decisionmaking authority and re-

sponsibi1ity, the patrol supervisor must be able 

~ 
I to analyze and use available information (a.na-

1ytical/decislonmaking skills). 

Supervisory traLdng also must deal with the problem of developing 

a proficient officer into a manager. It cannot be assumed that a success-

ful officer has the necessary skills to direct other individuals. 

5-10 

j 



These requirements indicate the need for training that provides a 

high degree of feedback to the instructor concerning trainee progress, 

allows the training program to be adapted to individual learning rates, 

provides the appropriate forum for peer discussion, and provides for 

simulation of the pro11ems/situations with which the supervisor will be 

confronted in the job environment. These requirEiments suggest heavy re­

liance on small-group training methods. Since there will be a smaller 

number of i!ldividuals to be given such training, the use of small groups 

should be feasible in most departments. The lecture method might be used 

for the orientation 0'1' preliminary phases of role definition training. 

The case study and the incident process (a variation of the case 

study) are based on the documentation of a.n operational problem, preferably 

a. reality-based problem. Students are expected to analyze available in­

formation and develop a solution. For example, the case problem used may 

be an existing deployment problem and may be presented to a group of 

sergeants by a watch commander. Comment on student solutions may be pro­

vided not only by the instructor but by the watch commander, who is in a 

position to make specific comments on why certain suggested solutions would 

or would not resolve the problem. 

Working the problems as a group provides individuals with the bene­

fits of their peers' thoughts. Working the problems individually provides 

a good exercise in decisionmaking. A combination of these probably should 

be used in the course of the management training program. 

Simulation is another method which can be used in management training. 
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The supervisor's job mDy be simulated in a limited fashion through an 

"in-basket" exercise. lFor example, a patrol sergeant's in-basket would 

be filled with field reports to review, a special memorandum from the 

crime analysis unit concerning a specific crime problem in his area of 

responsibility, a standard-operating-procedure memo to be distributed to 

field personnel, and so on. The supervisor would be trained through the 

process of handling eaeh of the items in the in-basket. 

5.2.2 Patrol Skills Development Training 

The primary focus of lCAP training should be on the patrol force. 

Although other departnent divisions should receive training in thf; course 

of lCAP implementation (e. g., dispatchers, investigators), this chapter 

focuses on the skiHs development training to be provided to patrol. 

To sclect the bost methods for patrol training, review of the skills 

necessary to lCAP implementation is essential. As stated in earlier 

chapters, the primary requirements include the ability to: 

• PreparEi quality field reports. 

• Use situational analysis information in planning 

patrol actions. 

• Conduct preliminary and, in some cases, followup 

investigations. 

• Partidpate to a greater extent in patrol planning. 

• Accomplish crime preventioTl activities as a part 

of thl~ regular patrol function. 

Noting these skill requirements, the training method selected should 
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approximate the actual j ob situation. Since the emphasis in patrol train­

ing is on "skills," the method selected should provide for: 

• Discussion of the process. 

• Observation of those skills as they actually arc 

applied on the job. 

• The opportunity for the trainee to perform the 

learned skills and receive immediate feedback 

on the quality of his performance. 

The primary methou to be used in training patrol then shoUld be field or 

on-thc-j ob training. The various forms which this field trallling can take 

are discussed earlier in this section. 

Although on-the-job training will be relied upon heavily in develop 

ing the required patrol skills, it shOUld not be used to the exclusion of 

other methods of training. The lecture method, \.,hi ch is the most conunon 

of all forms of training and has been used extensively by reAP departments 

in the past, continues to be a viable method of instruction. The presen­

tation of factual information, guidelines J and/or policies is often a pre­

requisite to actual skills development training. For example, training 

to improve field reporting could begin with a classroom lecture explaining 

the report form and the desired technique for its completion. 

Some of the obvious disadvantages of the lecture method include its 

failure to approximate the job environment and the fact that students are 

passive. However, certain advantages associated with the method argue for its 



continued use. Those advantages include its low cost (relative to other 

methods) and the ability to present material to a, large number of students 

simultaneously. These two advantages clearly demonstrate the relevance of 

the lecture methoJ to leAP patrol training, since cost and time are critical 

factors in method selection. 

It is generally recognized by training experts that the lecture method 

is effective when used along with other methods that allow more individual 

attention to be given to the train(~es. For patrol skills development, the 

lecture should be reinforced through field experience. On-the-job training 

allows for observation of the trainee within the actual job setting to deter­

mine if, in fact, the trainee learned from the classroom instruction. The 

instructor(s) will have the opportunity to identify skill deficiencies and 

take immediate remedial action, and to recognize and reinforce desired be­

havior. 

Other methods that apply to the training of patrol personnel are those 

which simul ate certain aspects of the job. The importance of th.ese methods 

is that they allow the trainee to pr>aatiae a skill prior to performing in 

the actual job situation. For example, an instructor might employ role 

playing to develop witness interview skills. Trainees learn in role-play 

situations through practice (as they participate in the exercise), obser­

vation of their peers, and imitation. 

Included in the general use of the term simulation are the case study 

and incident process methods, which can be defined as the simulation, through 

docwnentation, of a critical situation or condition. These methods provide 
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trainees with the opportunity to test or practice their analytical skills. 

The structured discussion method also may have application to patrol 

personnel training as a means to examine trainee attitudes and alter nega­

ti ve attituues held towards given program concepts. If they are supporti va 

of the program, other members of the group wi 11 be parti cularly lw lpful in 

altering the opinion of a peer. 

5.2.2.1 On-the-Job Training 

The advantages of on-the-j ob or field training have been discussed in 

the previous section. However, they are repeated here to emphasize the 

importance of this method of training. Most importantly, field training 

provides the appropriate vehicle for observation of trainee performance 

within the real job environment and allows the instructorCs) to reinforce 

desired behavior and to provide remedial instruction to those trainees who 

require additional attention. Se~ondly, field training removes obstacles 

that exist in the transfer of learned skills and behaviors from the class­

room environment to the real job setting. 

A benefit of field training not previously discussed is that all im­

mediate return is realized on the department's investment in training: 

The trainee is actually performing his job responsibilities and duties 

while he is being trained. 

These advantages, and the fact that ski lls are best taught through 

a process of discussion, observation, and task performance with feedback 

on the quality of the performance, strongly recommend the use of field 

training for patrol skills development. 
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The most familiar form of field training is that developed for in~ 

struction of the new officer. These programs operate on the basis of 

one~to~one instructif'n of new employees by field training officer} field 

training inst.ructor, or field escort officer. The conecpt wa~ developed 

because it was recognized that academy training did not sufficiently 1're-

pare an officer for fidd responsibilities. The bmiis of th<.' program is 

the teaming of an experienced officer with a roolde for a set training 

period or until such time that evaluation of the rookic's performanee 

shows he i5 profic.1 cnt in conducting his job. Appendices C and fJ include 

a generic model of a f1el(1 training officer (FTO) program Hnll a hrief 

description of the Sun Diogo FTO prog:nml. The San nit~g~ FTO progrmn is well 

conceptual!.zed; of particular note is the cvah~<tt ion syst('m established 

for ft'edback on trainees' progress. 

While many departments lULve successfully implemented an FTO program, 

this type of training is limited. First, the audience is exclusively new 

offi eel's. Secondly, because of the cost associated with a one-to-one 

ratio of instructors to trainees, some departments are dissuaded from using 

this tl',lining method. Within reAP, a training method is required that will 

he appropriate for all patrol personnel and yet will retain the auvantages 

integral to field training. 

The method suggested is tactical training. reAP's emphasis on manage-

ment and maxlmizing gain dictates that training exercises serve a dual pur-

pose, that is, training exercises can be structured as tactical responses 

to identified crime, crisis, or otder maintenance problems. Thus, t}le 
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training hours normally consumeu by classroom-type presentations are 1'0-

turneu to the street, in that the hours ure protluctively applied to a 

specific problem in the field. Learning while tloing is not only more ef-

fectivc than clussroom instruction in developing skills but can have a 

co-opting i.nfluence in altering nugati ve attitudes that might exi st at 

entry into the training/tactical response program. 

The basic concepts of tactical training inclutlc: 

• A specific crime pattern identified by the crime 

analysis uni.t that requires a response. Al ter-

nt'ttively, it may be an identified order maintc-

nance problem (e.g., a parade 0:;" demonstration). 

• A plan for tactical response. (As part Qf the 

training, trainees mn.y be involved in the tacti-

cal planning process.) 

• Instruction in the planned response. A brief 

lecture or lecture demonstration will be provided 

to participants (approximately I to 2 hours). 

• Implementation. The romaitllier of the 8-hour shift 

will be devoted to implementing the plan. (The 

shift schedule should be Jesigned so that indi-

viduals arc available for training for a minimum 

of one full shift.) 

• Feedback. Both the subject matter expert (e.g., 

the crime prevention director/instructor) and the 
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patrol slApervisors will work with and observe 

trainees in the field. Feedback will be given 

to officers immediately where the opportunity 

exists; other feedback can be provided through 

a feedback/analysis session, if necessary. 

Appendix E provides an after-action assessment of a specific tactical 

training operation conducted by the St. Petersburg Police Department. Based 

on crime analysis information showing that Beat 6 had a major problem of 

residential and commercial burglaries, "Operation Saturation l1 was planned 

for that area to advise residents and merchants about security surveys. 

The manpower to conduct the operation was drawn together through a depart­

ment shift schedule that provided three extra squads of approximately 10 

officers and a sergeant each Wednesday and Friday. The thr-.:G extra squads 

are regularly scheduled on these days to make them available for training. 

(Appendix F shows the shift schedule used by the department.) PriQr to the 

groups conducting security surveys, a 1-1/2-hour training session was con­

ducted by a sergeant from the crime prevention unit. The operation took 

place on four separate days: Two days were devoted to residential surveys 

and two days in the following week were devoted to commercial establish­

ments. Although the targeted number of surveys was not completed, the 

operation was deemed a success in terms of a decline in the incidence of 

.burglary offenses and in terms of officer/trainee reaction to conducting 

crime prevention activities. 

A final form of field training, which may be defined as soft training 
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hours, has gone largely unrecognized. This is trai.ning conducted within 

a department that is not labeled as training. For example, some depart-

ments allow patrol officers -- depending on the t.i.me availa.ble -- to work 

wi th department investigators In conducting followup investigations. Ad-

ditional opportunities for this type of informal training should be ex-

plored by departments as a further means of expanding the field training 

concept. 

! 
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6. EVALUATION OF leAP TRAINI~r, -------------------------.-
6.1 The Evaluation Element of the Training System 

As shown in the gcaeral model of a training system (Figure 2-1), the 

evaluation element directly supports training development and implementa-

tion. Evaluati~'n, as it measures the training activity and changes in the 

behaviors of attendees, provides the specific feedback required by those 

respoi'lsible for program development and instruction. The motlel reflects 

<l11. iterative process where evaluation provides the input necessary for re-

finement of training objectives, content, and technique on a continuing 

basis. 

The feedback processes are based upon two levels of evaluation, an 

internal evaluation of the training program itself and an external evalu-

ation of behaviors outside tije training situation. Typically, the internal 

evaluation measures changes in trainee knOWledge, skills, and attitudes. 

These measures should be made before training to determine their levels at 

entry and at the close of a training program, or at intermediate points in 

the program, to provide more immediate feedback and allow modification to 

the course in progress. The external evaluation assesses trainees' on-the-

job performance to measure behavioral changes attributable to training. 

The assessments and recommendations of line management concerning trainees' 

performance is of key importance in this effort. The evaluation makes use 

of the performance assessments to determine the extent to which trainees 

employ learned skills or techniques on the job as well as changes in the 

quantity or quality of the trainees' work. Measurement of these factors 
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provides an indication of the extent to which the t.raining has facilitated 

change. Moreover, these measures can indicate deficiencies in course con-

tent (~.e., required skills not sufficiently addressed by the training pro-

granl). Thus, evaluation provides feedback to those responsible for assess-

ing department training needs by examining the relevance and practical ap-

plication of the training program to the trainees I specific job responsi-

bilities. Evaluation of on-the-job performance is important in that it may 

show that what an individual has been trained to do is inappropriate in a 

realistic setting. For mple, a certain task may be performed in a care-

ful and thorough manner, but it may take longer than is practical or feasible 

in light of service demands. 

6.2 Evaluation Objectives 

The general mission of training has been defined as the development 

and maintenance of human behaviors or performances required by an agency 

to meet its objectives. Therefore, evaluation of training programs must 

focus upon the behaviors and performance of those who have been trained. 

The concept that evaluation of training must be primarily based upon the 

assessment of trainees' on-the-job performance is worthy of emphasis. Of 

primary concern to department administrators, the program manager, and 

those directly responsible for training is a determination of the return 

to the organization for their training investment. Questions which the 

evaluation should answer are: Has training effected the desired changes 

in behavior? Have changes improved the department I s position relative to 

its overall objectives? 
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This primary obj ecti ve should naturally lead to the evaluation of 

the training activity itself. This will be of significance to the train-

ing director and instructor in refinement of the curriculum and approach. 

The specific objectives for evaluation can be stated as: 

• Evaluation of the training activity to determine 

the extent to which training effected changes in 

conferees' knowledge, skills, and attitudes. 

• Evaluation of the behaviors external to the train-

ing situation to assess the extent to which train~ 

ing has effected desired behavior and the impact 

of those changes on department operations and 

objectives. 

6.3 Levels of Training Evaluation 

For each of th0 two leve Is of evaluation defined above, internal and 

external, there are two sublevels. l 

• For internal evaluation of the training activity 

there are: 

Reaction -- A determination of the conferees 1 

feelings conc~rning the training. 

Learning -- A de·termination of changes in 

knowledge, skills, or attit~de. 

lD. L. Kirkpatrick (ed.), EValuating Training P'I'ograms, Madison, WI: 
American Society for Training and Development. Inc .• 1975. 
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• For external evaluation of conferee behaviors 

there are: 

Behaviors -- A determination of on-the-job 

behavior changes. 

Resul ts ,,- A determination of the impact of 

the learned behaviors on organization objec­

tives (e.g., increased arrests, increased ef­

ficiency, increased convictions). 

Each of these levels of evaluation are discussed below. They are presented 

in order of increasing difficulty of measurement. Their specific appli­

cation to evaluation of leAP training is discussed in greater detail in 

Section 6.4. 

6.3.1 Reaction to the Training Program 

Evaluation to determine conferees' reaction to a training program can 

.be defined as measuring how well the group liked the course. Usually, it 

is a measure of the group's reaction to the course content, the manner in 

which material was presented, and the instructor. Because it is the 

simplest of all training evaluations, it is the most common. 

It is important to note that evaluation of conferees' reaction to a 

program does not provide an indication of increased knowledge or changes 

in behavior. It does provide feedback to department administration that 

can be considered in decisions related to continuation of the course and/ 

or selection of an instructor. It also provides the instructor with feed­

back on the student's reaction to his approach to the course. However, 

the limits of this type of training evaluation should be recognized. 
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Specific suggestions or standards for condu.::ting an evaluation of 

reactions are: 

• Specify evaluation criteria -- Focus the evalu-

ation on those activities that you wish to ex-

~ 
amine. In t.his specific case, management might 

want the attendees' reaction to the instructor's ~ 

I approach or to the program content. 
I 

• DeveloE an instrumentLrrocedures for uniform 

data collection -- For example, a written comment 

sheet can be; developed. 

• Quantify the results Design the form so that 

the reactions can be quantified. 

o Ensure anonymity of persons surveyed -- Signatures 

on forms should be optional, 

• Allow additional comments. 

The first three of these five steps have application to all evaluations. 

The last two apply specifically to the use of survey instruments. 

A basic concept in evaluation is that the greater the number of 

measures of an activity or subprogram the greater the confidence in evalu-

ation results. In terms of an evaluation of reactions, simple measures 

can be taken to supplement the survey of attendees. For example, the 

program manager, training director, or line supervisors can be asked to 

evaluate the training. Additionally, if an item is included on the survey 

instrument to determine the level of interest the instructor maintained 
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among conferees, course attendance records can be reviewed in relation to 

the answers obtained. Obviously, to use this measure attendance would 

have to be voluntary. If other factors unduly influenced attendance (such 

as overtime pay based on actual classes'attended), a 100 percent attendance 

rate could not be attributed to student interest and would not validate 

answers obtained in the questionnaire. 

6.3.2 Learning 

Evaluation of learning is directed at determining \oJhether knowledge 

of the subject has increased or skills improved. In addition, it includes 

measures of changes in attitude. The attitudes referred to here are those 

towards specific concepts or programs to be instituted (e.g., crime ana1-

ysis, patrol conduct of preliminary investigations, directed patrol). An 

evaluation of what has been learned is more difficult to conduct than an 

assessment of reaction. However, it provides a much better indication of 

the effectiveness of the training program (i. e., did the trainees learn from 

the course). If there has been no change in knowledge, skills) or attitudes 

of attendees, there is little reason for one to anticipate change~ in be-

haviors and, therefore, little reason to examine behaviors. Use of learning 

as a criteria for evaluation of training represents an intermediate phase 

and a means to forecast the likelihood of _:hanges in behavior. The ulti-

mate evaluation of the training program wIll be the assessment of on-the-j ob 

behavior. 

Evaluation of learning will be based primarily on classroom perfor-

mance and written tests. Observation of classroom performance will obviously 
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be more approprie,te in a training situation where the attendees partici-

pate (i.e., role playing, simulation, discussion groups) and where tech-

niques or skills rather than facts are being taught. Where attendees 

are more passive; as in the lecture setting, and factual material is pre-

sented to the group, a written test would be more appropriate. Many 

courses combine both types of instruction and, therefore, are amenable to 

evaluation based both on observation of attendees and a written test. 

Certain standards for evaluation of learning are applicable both to 

technique and skills training and to lecture situations. If increased 

knowledge, improved skills, or changed atH tudes are to be attributed to 

the training program, a pretest and post test evaluation must be conducted. 

Where possible, a comparison group should be used to compare the test re-

suIts of persons who received training with those who did not. A compari-

son group is composed of those individuals who did not receive training 

but who are similar to the training group in all ''lays possible. For ex-

ample, a comparison group could be established by phasing the training and 

comparing one sector to another or by phasing the training by watches and 

comparing watches within a sector. 

To the extent possible, written tests should be structured so that re­

sponses can be tabulated and statistically analyzed (i.e., multiple choice 

or true/false items). The test must be a valid test of the course) that is, 

it must represent a measure of material covered and information which should 

have been transferred to the students. 

The pretest and posttest approach is required for all training if, in 
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fact, changes are to b~ attributed with any degree of certainty to train­

ing and not to factors outside of the training, (e.g., longer time on the 

job) . If evidence collection and processing techniques were being taught, 

skills might be measured as trainees enter the program through a written 

test and through instructor and peer critique of a simulated crime scene 

search. The test would be conducted again at the conclusion of the course 

or relevant session to determine improvements. 

The pretest provides an indication of the group's knowledge of the 

subject and allows the course to be altered accordingly. It also provides 

the baseline for compari son of posttest results. Wi thout a pretest/post­

test approach, a department could theoretically conduct an entire training 

program in which little new information was presented (i.e., officers might 

be fully knowledgeable in the subject area and simply may not have applied 

that knowledge on the job). In this case, a posttest alone would reflect 

high scores for the attendees but would not represent a valid test of the 

value of the course. 

In designing a pretest/posttest approach, the two tests should be of 

equal difficulty. Although the same test is sometimes used before and after, 

this is not recommended because improved scores on the posttest may be due 

in part to familiarity with the specific questions. A pretest/posttest ap­

proach is nOt necessary for all sessions of the course. Once the pretest/ 

posttest has been conducted, generally only the posttest is given to con­

ferees, repeating the pretest occasionally to determine any significant 

changes in the entry level knowledge, skills, or attitudes of the conferees. 
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6.3.3 Behavior 

Evaluation of training in terms of on-the-job performance is more 

difficult to accomplish than either evaluation of trainees reactions or 

learning. However, it is the ultimate evaluation obj ecti ve of training J 

since it will indicate not only whether skills or knowledge have been in­

creased but whether classroom learning can be transferred to activities 

in the real world. An evaluation of on-the-j ob performance also can pro­

vide an indication as to whether the trainee will apply learned skills or 

information (i.e. J ,,,,hether the course has effectively altered negative 

atti tudes held towards a particular concept) or whether other implementation 

problems exist. 

Using behavior as a criterion for judging the effec.tiveness of a train­

ing program is more difficult because behaviors are harder to specify and 

categorize. Evaluation of training based on on-the-job behavior requires 

observation of activities that might indicate the impact of the training pro­

gram and also requires that certain judgments be made as to the quality of 

the work output. When using behavior as a criterion of effectiveness, it is 

particularly important to structure the evaluation to ensure that results 

obtained are as objective as possible. Again, a before and after (pretest/ 

posttest) approach should be taken with effort directed at determining 

trainees' job performance prior to attending the training program. 

For the most part, the effect of training on job performance will be 

assessed based on changes in the quantity and quaZity of work output. Thus, 

the impact of a training program for patrol personnel on preliminary investi­

gations might be assessed through: 
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• Documentation of increased patrol involvement I 

in preliminary investigations as reflected by ~ 
the numbers of patrol-conducted preliminary in-

vestigations. (For this particular example, the 

baseline may be 0.) 

• Review of randomly selected patrol field reports 

to determine the quality of the preliminary in-

vestigations conducted (i.e., sample the sum of 

the investigations in a t1ay which would allow any 

single investigation to be inCluded in the sample). 

Again, there may have been no prior patrol in-

vo1vement in preliminary investigation and, 

therefore, no prior behavior upon which to base 

a comparison. In this case, a comparison of pa-

trol-conducted &nd investigator-conducted prelimi-

nary investigations is appropriate whore the party 

critiquing does not know which group conducted the 

investigations. The review/critique might be ac-

complished by investigations personnel. 

• Observation by a patrol and/or investigations 

supervisor of the officer's investigation. Again, 

an observation instrument should be developed to 

structure the evaluation and ensure that equivalent 

data are cOllected. 
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To use changed b~haviorsp.s cl'itcria for estahlishing training ef-
,~ 

fectivcncss, it is necessary that factors outside of till.' trainin'g lH~ ex-

amined to determine their influence on the changed behaviors. Practically 

speaking, most designs employed in program evaluation do not allow outside 

factors to be sufficiently controi led to state with certainty that results 

can be attributed. to a single given factor, i.e., a training program. 

In many cases, training may be accompanied by changes in policies or 

procedures or in incentives that might, in fact, provide the real basis 

for changes in job behaviors. It might be more important to detelwd:rw 

causas fOl' tho ablJmwc of dCfJi1'od bohav'/'ol'S. If a department institutes 

a program promoting patrol involvement in crime prevention activities, 

evaluation of the training action may show that trainees obtained high 

scores both in terms of knowledge and positive attitudes to\'lards their 

involvement. HO\'lever, an evaluation based on behavior may indicate that 

only a small number of residential/commercial security surveys had been 

conducted by patrol officers after the training program. Assumptions 

should not be drawn from this information that the training program was 

ultimately not effective until the impact of factors outside the training 

action are explored. This is particularly true for a program such as 

IeAP where a number of changes are occurring simultaneously. 

Using the above example, the potential reasons for the absence of 

changes are numerous: 

• Lack ,':)f support from the officers' immediate 

supervisor. 
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• Lack of required administrative support through 

vehicles such as formal policy announcements and 

procedural memos. 

• Failure to provide the necessary time to conduct 

th~ surveys. For example, it might be assumed 

that walk-in/phone-in reporting and blocking of 

CFS would provide 'X' hours of uncommitted time 

to one-half of the units. Examination (evaluation) 

of these activiti~s might show that dispatchers 

have not been adequately instructed and the 

measures have not, ir, fact, been implement.ed, 

resul ting in little or no change in the amount 

of uncommitted time. 

Additional reasons could be developed for the hypothetical situation 

presented. Certainly, the problem of resistance to change cannot be fully 

dealt with in a training program and can be said to be the single greatest 

reason for failure to innovate. The important point is that using be­

haviors as (,Titeria of training effectiveness requires that the external 

environment be examined to determine all intervening variables. 

Timing for the performance evaluation is an important consideration. 

Ideally, sufficient time should elapse between the completion of the course 

and the performance evaluation to allow trained behavior to have become an 

integral part of the trainees' on-the-job routine. However, allowing time 

to elapse delays feedback on whether the trained behaviors have been applied 
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to the job situation, and the opportunity to reinforce desired behaviors 

and undertake additional training actions may be lost. It is suggested 

that the performance evaluation begin shortly after the course has been 

completed and be repeated several months hence. To ensure that desired 

behaviors are well established) the evaluation can be repeated again a 

year after completion of the training. 

6.3.4 Results 

The objectives of training programs can be stated in terms of long-

range organizational objectives and results desired. 

TRAINING PROGRAM ORGA}~IZATIONAL OBJECTIVES 

Preliminary Investigation To improve the quality of in-

fonnation captm:ed to increase 

case clearances, cases filed, 

and case convictions. 

Crime Prevention To reduce the incidence of 

crime, specifically, resi-

dential burglary. 

Dispatch To reduce time spent respond-

ing to low priority calls and 

to establish blocks of uncom-

mitted tiw~ for purposes of 

conducting directed activities. 

The problem experienced in using desired results as criteria of 

training effectiveness is one previously discussed in Section 5.3.3: 150-

lating the effects of the program to determine its contribution versus 
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Uw <;';~.fl ... ribution of other intervening val'iables. Summary data that re-

tlect improved organization efficiency or effectiveness (such as crime 

incidence, number of arrests, number of cases filed, and number of con-

victions) can be examined to answer questions about the possible impact 

of training (among a number of variables) on organizational objectives. 

However, the further you move away from the action in terms of evaluation, 

the harder it is to draw the correlations between the action and outcomes. 

For this reason, it is recommended that training programs be evaluated 

in terms of those criteria which most easily can be related to training 

actions, that is, reaction, learning (skills, knowledge, attitudes), and 

behaviors. 

6.4 ICAP Training Evaluation 

Many of the ICAP cities have undertaken extensive training programs 

during their first and second years of funding. Some evaluation of those 

training programs has been conducted. Primari ly, the evaluations have con-

sisted of reaction evaluations, tl1at is, surveys of conferees' feelings about 

the course, the instructor, and so on. Of those evaluations conducted to 

determine learning, tests have been given almost exclusively on a post-

training basis only. Since evaluation funds are limited, it is important 

that funds spent provide information to assist in program management. 

Figure 6-1 represents a series of measures that could be taken to deter-

mine the effectiveness of a patrol crime prevention course. 

The list is provided as a means of giving specific examples of the 

levels of evaluation presented in Section 6.3. The comments focus on the 
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Figure 6-1. 

MEASUHES 

Number of hours, by type of classroom 
training; number of hours, by type of 
OJT. 

Survey of attenuees for perception/ 
ratings of training content, styl~, 
appropriateness, level of presenta­
tion, time allowed for the subject, 
instructors knowledge, instructors 
performance, program benefit. 

Pretest/posttest of patrol officer 
attitude towards crime prevention 
activities (interview and/or question­
naire). 

Pretest/posttest of patrol officer 
skills in conducting security surveys 
(observations using an instrument for 
collection of uniform data. Officer 
might be observed by crime prevention 
staff and/or supervisor). 

Pretest/posttest I"i th comparison group 
for officer knowledge of crime pre­
vention techniques. 

COMMENTS 

Should be included in an evaluation of any training. 
Before determining results of a program activity, 
the evaluation should establish implementation. 

Although most common, this type of evaluation of train­
ing is not recommended unless supplemented by an evalu­
ation based on I earning and behaviors. NOTE: In ad­
dition to other weaknesses, a survey of conferees I re­
actions to a course can be largely biased by a dominant 
or likeable instructor. 

Resistance to change is a problem encountered by many 
leAP departments. This measure can be particularly 
helpful in tailoring the course and forecasting changes 
1n behavior. Interview and/or questionnaire have been 
suggested since interviews, it is felt, provide more 
detailed and accurate answers. The interviewer can 
also record his observations. 

The instrument assures uniformity and, to the extent 
possible, objectivity in the qualitative judgments. 

A pretest/posttest of officer knowledge is critical to 
determining if the program has effected the desired 
changes in officer knowledge, ski lIs, or attitudes. 
Appendix G provides a good example of a test of knCl"­
ledge administered by the Portland, Oregon, Police 
Bureau. 

Patrol Crime Prevention Training Evaluation Measures 
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Cri me prevent i on stnff and/or supervisor 
ohservat ion of officer community contacts 
nnd conduct of security surveys (obser­
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post, 

Method of entry pre/post (examination of 
field reports). 
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Figure 6-1. Patrol Crime Prevention Training Evaluation Measures 

(Page,2 of 2) 





advantages and disadvantages of each type of measure in terms of evaluating 

an leAP proj ect. Much of what is stated regarding the specific example may 

be generalized and applied to evaluation of other training programs. The 

list is not meant to be a model design, and it is not suggested that a1l 

measures be employed in evaluating any single program. 

Appendix G provides an example of a good test of officer knowledge. 

The test was developed for the evaluation of the Portland, Oregon, Patrol 

Emphasis Project (PEP) Evaluation by the Portland Office of Justice Programs. 

It was administered before the training and after the completion of the train­

ing. The test results of the group that was trained (the North Precinct) 

were compared with the test results of the nonproject groups (the Central 

and East Precincts) who were not trained. 

One issue in evaluation is that the technique used to evaluate may be 

obtrusive and threatening (e.g.) a test), and thereby.the evaluation itself 

may bias the results. In the instructions to traine~s for the test shown, 

the evaluators have attempted to minimize this problem. Instructions in­

cluded notification that the officer's name and number are requested only 

for purposes of the evaluation and that test results would not be noted in 

individual records. Secondly, the instructions for the pretest recognize 

the fact that the officers are not expected to know all the answers. These 

instructions are intended to remove any threat posed by the test. 

Behavior measures included in Figure 6-1 show that these may be re­

latively simple, yet still provide the best indication of the impact of 

training on department operations. 
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Finally, measures of results serve a dual evaluation purpose: They 

serve as measures not only of the training program but also of the acti vi ty 

itself (i.e., of the entire crime prevention effort). Generally, measures 

of results are not recommended as criteria for judging training effective­

ness, since it is difficult to attribute the changes to training or to any 

other single variable. Results are better used to determine the potential 

impact of a total program (e. g., the impact of the leAP program on com­

muni ty perceptions of the department). 
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Sprinafhld, )C) x l: x x x x x X First 40 Hour~: Orientation to lCAP Function Springfield's lCAP Txainina Course 

of the Cri.e Analysis Unit, Qualifyin, a vas conducted in two Z-v.ek/40-nour 
Carellr Crimnal; Cri .. Analysis -- Caroer sessions. Each class consisted of an 
Crt.inll Data StOltae, Uso of Field Interview in-dopth presentation of the particular 
Reports, Major Criae Seen. Inv.stiaations subject matter, includinl the proparation 
and Proservation ofEviden~., Interviewina of a detailed losson plan Which con-
and Intorrogation, Operation and Function of tained such inforaation as the ~lass ob-
the Crino Prevention Unit, Handllne Cas~, In- jectivo, and procedures (s .. Appendix). 
volvina a Car.or Cri.inal as a Susp~t_ 

Second 40 llours: aoat Profiles; Security 
Hardware and Crime Provention in Directed Pa_ 
trol; Invnticatioos of Arlled Robbery, COII-
•• rical and Residential Buralary, Checks and 
Can G .... ; Search Warrants; Risk Mana&~.nt; 
Interporsonal Caa.unications; Criminal Law; 
Use of How Offense/Incident Roport Fora; 
ProslCUtorial and Court PTocedures; Lab 
Pnotoaraphy; Ef:lciency BlockaRes; Manalinl 
Criminll Inv8stiaations; Prioritizati~n of 
Calls for Service. 

Stockton. CA X X X X InYlstiaative Skill Develop.lDt -- Cri .. Stockton's lCAP hIS prodded 40 hours of 
Analysis Trainina. Interviewin, Skills Dlvel- traininl for patrol plrsonnel specifically 
opM1It, Advanced Interviewinl Techniquls desiened to enhance and facilitate implo. 
Trainina. Generalist Offic~r Concept/Leader ~Intation of lCAP loals and objlctives. 
Avaranlss Trainini: Manal...nt Trainini for The Cri .. Analysis, Genlralist Officer, and 
Patrol Ct.und Staff: Stnu and Crisis Man- the Leaal Awareness traininl.have bien con-
aa_nt Trainini ductcd in full and evaluated. A detailed 

course syllabus has been dlyeloped in the 
areas of initial intlrviewin, skills and 
Strlss and Crisis Han'Keaant traininl: and 
the Depar~ent is in the proc~ss of dlyelopine 
a Ca.prehensive Co..unity Profile, which 
~ill be presented to Patrol officlrs in 
Fall 1978. A tninine CoaponlDt In the 
~ .. _ent of patrol oplQ'aUons bas been 
de.ianed and will be presented in late 
~uly 1975. 

• Th. inforaatiqa contained heTa~n is not intended to denote that thlse are the only cities conductinl lCAP-rolated 
traill1ol. Based upon the site U .. i:!!illlt yhits conducted in lau 1977. those depar~ents that appeared to be lICit 
prolreuivlI in their lCAP-related. tl'llininl \HIi'll recontacted by telephone in June 1975 UId asked to proyide updated 
traiainc .. terials. The infol'lllltion cOlluined herein IiU a result of the re.ponse to that inquiry. 
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VTR Information Survey (Capabilities & Facilities) 

City!VTR Coordinator 
I 

Ar lington , TX 
Sgt. Don Martin 

Atlantic City, NJ 
Sgt. Arthur 

Snellbaker 

Austin, TX 
Major Mike Belvin 

Colorado Springs, CO 
Lt. O. Kirkbride 

East Providence, RI 
Officer William 
McPhearson 

PUm Transfer 
Capability 

16mm projector 
to video camera 

None. 

None. 

None. 

None. 

Video Tape Editing/ 
Duplication Capability 

YTR 820 into the edit machine. 
Hitachl SY5100 (we have no 
automatic timed editing). 

Description of 
YTR Facilities & Setup 

Studio for making films taken 
in the field. Also a 5 cum. in­
put special effects unit. 165 
films in library. 

Sony YO 2600 & VO 2800 video l5'x20' studio with separate 
recorders. control room. In operation 

with a two camera setup through 

Edit with Sony 2800 and 2850. 
Recorders with spectra-vision 
editor. Duplication from 
2800 to 2850 or vice versa. 

None. 

None. 

a Panasonic Black & White special 
effects generator. Generator is 
in combination with a Shure sound 
mixer and a Strand Century portable 
lighting kit. On order a two 
camera setup with color capacity. 
Existing Black & White camera will 
be used a~ a graphics camera and 
the Sony VO 2600 recorder will be 
a circulation machine in the field. 

20'x25' studio with a separate con­
trol room with production facilities. 
Studio in trainirig academy. Can tape 
in studio or classrooms. Library 
wi th 16mm films. 

Academy has the equipment for train­
ing purposefi. No studio at this 
time. 

All VTR equipment housed in the pre­
cinct station with additional audio­
visual equipment. No tape library at 
this time. 



VTR Information Survey (Capabilities & Facilities} (~ontinued) 

City/VTR Coordinator 

Fort Worth, TX 
Sgt. J. L. McGlasson 

Jacksonville, PL 

Pilm Transfer 
Capability 

No film chain is 
owned by this 
agency. 

Officer D. C. Boatright None. 

Kansas City, MO 
Officer Harold Oldham Unknown. 

Lawrence, KA None. 
Lt. Vernon Harrell 

Video Tape Editing/ 
Duplication Capability 

Editing or duplication capa­
city is owned by this agency. 

None. 

Unknown. 

We can "dub" in sound or 
voice, but we can not dupli­
cate the tapes. 

Description of 
VTR Facilities & Setup 

A training classroom houses the 
limited video tape equipment. 
There is no "studio" as such. 
Staff member produces video 
tapes for training made with 
borrowed equipment. TIle North 
Central Counsel of governments 
has limited capacity. DFW/DPS 
has an adequate studio. Very 
few tapes owned by FWPD since 
we have no equipment for their 
use. 

Approximately 30 1" tapes color. 
Approximately 20 tapes 1/2" black 
and white; 1 staff operator, video 
equipment in one location and 
moved on temporary basis when and 
where needed. 

Small studio in A.S.A.P. unit, 
staff capabilities limited. Bulk 
of equipment stored at Regional 
Training Academy 

One portable camera and recorder. 
One stationary camera and recorder 
with "playback" capabilities, and 
dubbing capabilities. One monitor 
and one tripod camera mount. One 
battery charger for batteries for 
portable recorder and camera equip­
ment. No tape library at department. 



YTR Information Survey (Capabilities & Facilities) (Continued) 

Film Transfer Video Tape Editing/ Description of 
City/VTR Coordinator C.apability Duplication Capability VTR Facilities & Setup 

-----------------------------------------------------------,.----------------------------------.------
Lexington, KY 
Lt. Lee Morgan 

Memphis, TN 
Patrolman A. E. 
Baldridge 

Minneapolis, MN 
Phillip Van Tussel 

New Haven, CN 
Officer Joseph R. 
Pol ton 

New Orleans, LA 
Officer John Woods 

Newburgh, NY 
Officer Barry Bloom 

Available upon 
agreement with 
WKLE educational 
TV. 

None. 

None. 

None. 

None. 

Available through 
local high school. 

Available upon agreement with VTR equipment housed at training 
WKLE. academy. All VTR work in the class­

room. Film library at the academy. 

None. 

Building a VTR studio and pur­
chasing additional hardware 
for VTR capability complete 
with electronic editing equip­
ment and character and special 
effects generator. 

None. 

None. 

Available through local high 
school. 

No studio. All VTR work is done in 
the classroom. No film library at 
this time. 

Studio to be setup in City Hall 
with editing facility and a studio 
format. Facility to be supervised 
by police personnel and partially 
staffed by interns. Engineering as­
sistance.from bidding vendors. 
Available to all city agencies for 
training and information dissemination. 

No studio, classroom in P.D. used. 
Inhouse production by trained producer­
director-camera operator. Municipal 
Police Training Council has more 
sophistiated equipment, though difficult 
to obtain at times. 

Small projection room with tape library 
connected to a classroom. All equipment 
housed at training academy. 

Facilities in the Public Safety Building 
Setup in training classroom. Library 
includes 30 films. Also access to stat( 
library. 

---~~ -- -~---~- - ... - - - ~-- -
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City/V1'R Coordinator 

Norfolk, VA 
Mr. Robert E. Perkins 

Oxnard, CA. 
Lt. R. G. Staniland 

Pontiac, MI 
Officer Mike Ramsey 

Portland, ME 
Sgt. Steven Roberts 

Portland, OR 
Mr. Chris Gillespie 

VTR Informat~on Survey (Capabilities & Facilities (Continued) 

Film Transfer 
Capability 

None. 

None. 

None. 

We have all neces­
sary equipment for 
transfer from ma­
chine to machine 
with exception of 
editing machine. 

None. 

Video Tape Editing/ 
Duplication Capability 

2800 has limited capabilities 
(due to lack of experience we 
have not mastered these 
functions). 4400 has edit 
capabilities if taped in se­
quence, but subject matter 
does not always allow this. 
We can duplicate 1/2 reel to 
reel tapes. 

Editing and color cameras 
available on a regional 
basis. 

None. 

Can duplicate originals but 
have no editing capability. 

We can edit with our Pana­
sonic 330S and can record 
from one machine to the other. 

.... 
Description of 

VTR Facilities & Setup 

Our facilities are strictly limited 
to subject matter addressed. This 
is the benefit of a portable system. 
In the Training Academy we have our 
pnly studio type mrrangement. Final 
editing by Norfolk School Board on 
time available basis. Two Sony 2300 
players located in precincts.and used 
during roll call and awareness "rap 
sessions." Library limited to policy 
and procedure tapes to date. 

3/4 inch cassette recorder/player and 
monitor available on site. Cameras 
and editing equipment available on site, 
1/2" Sony reel to reel recorder. Black 
& white camera available on site. 

All equipment in Pontiac Police Depart­
ments' main station. Setup in the 
training room and lineup room. 12 films 
in library. 

In addition to equipment we have a Sony 
special effects 3enerator, 2 profession~ 
tripods, battery packs, misc. mixers, 
studio lights & assorted cable extensioT 
& auapters. All equipment is kept in ar 
audio-visual room of this department. 

We have a VTR technician assigned to th~ 
Training Division. The Oregon State 
Branch of Police Standards and Training 
maintains a studio and library at their 
police academy. (We have access to this 
equipment. 



City/VTR Coordinator 

Portsmouth, VA 
Sgt. George Newton 

Pueblo CO 
Sgt. Ralph Smith 

Quincy, ~tA 
Lt. Neil MacDonald 

Racine, WI 
Sgt. William Krenske 

San Diego, CA 
Sgt. Jerry Meloche 

YTR JnformaUon Survey (Capabilities & Facilities (Continued) 

Film Transfer 
Capability 

~one inhouse. 
We do have are .. 
lationship estab~ 
lished with AVEC 
electronics in 
Norfolk and the 
Norfolk Naval Ship­
yard in Portsmouth, 
VA, who can perform 
this function. 

From reel to reel 
or from reel to 
cassette or cas~ 
ette to reel. 

None. 

Availabe through 
local distributor 
the use of an Ampex 
600 VTR. 

Movie film can be 
transfe7: red via 
film chi.llin to 1/2" 
reel, :'V 4" cassette 
or 1" :teel. 

Video Tape Editing/ 
Duplication Capability 

We have limited editing cnpa­
bilities at this time. TIle 
district court and the common .. 
wealth attorney's office have 
playback equipment and we can 
use these for duplicating with 
our equipment. 

Can start with program from 
studio camera or portable 
camera through complete 
finished program. Either 
reel or cassette. 

None. 

None. 

Dub up or down on any of the 
above machines. 

Description of 
VTR Facilities & Setup 

We have no formal studio. We have 
a Kodak 351mn projector and 4 Bell & 
Howell 16nun proj ectors • Technician 
with 5 years experience in VTR sys­
tems. Anticipated at this time State 
Bar Association will pick our city to 
introduce VTR into the court system. 

Have video room attached to academy 
classroom. Also complete close cir~ 
cuit filming of classroom for instru­
ctors. Can use studio cam~ra for 
portable crunera. 

B tape library. 

All VTR work done in the classl'oom. 
Officers may use tapes in the film 
library. Videotapes made of class­
room presentations and stored at 
the training academy. 

Monochrome system. Our sy<;tem 
includes a light and sound con­
trolled studio with three floor 
cameras. A separate control room 
has a turntable and professional 
audio mixing board. Video partian 
has sync. Special effects generators 
and all related monitoring equipment. 
Soon to be included: audio patch 
panel, video patch panel, audio re­
verb, peak limiting amplifier and 
generator lock. Library is limited. 



City/VTR Coordinator 

San Francisco, CA 

San Jose, CA 
ufficer Jay Houston 

Simi Valley, CA 
Lt. Ralph lomo 

Springfield, MO 

-- ---.-~- ------- -.,....--- ~ - .-----.-----...---

VTR Information Surv'ey (Capabilities &, Facilities) (Continued) 

J1 Urn Transfel' 
CapabUity 

16~n to B&W capa­
city as we have no 
color hi-rez cam­
era at this time. 

3 OEPS fi liD pro-
j ectors. Slide 
dissolve unit and 
programmer; no film 
chain nor ,multi­
plexer. 

None. 

NellG. 

Video Tape Editing/ 
Duplication Capability 

S&W vertical interval editer 
for mastering in B&W .. TRIEA-
3. Complete system for color 
editing with TBC and quality 
control via Conrac. 

Full EIAJ Formant editing. 
Black & wId to or color. 

None. 

None. 

Description of 
VTn Facilities & Setup 

Tapes primarily with local in­
formation. Best tapes came from 
Santa Barbara P.D. 

Converting to 3/4" Umatic System 
from the B&W system. Color tapes 
can be used. TRI EA-3 editing 
system with quality control by 
Time Base corrector and a Conrac 
Monitor purchased as well as Sony 
DXC 161)MF color camera and a JVC 
cas settee recorder. System housed 
at training academy. Hope to have 
full color capacity within the en­
tire department. 

Full capacity 8&1~ TV production, 
usually taped at remote site from 
van; can do small in-house pre­
sentation (no studio on-site); full 
"Production ll room. Studio facility 
available. Criminal Justice Resource 
System via Santa Clara County 
Sheriffs Department. 

VTR facilities located in Planning, 
Training and Research Division of 
Department. Also have one VTn 
setup in briefing room. Library 
contains 72 cassettes and tapes, 
and 17 S&W films. 

lIave on hand IS, 30-minute color video 
cassettes of an accredited college 
course, "Criminal Justice Todr-ty," 
developed by Project Manager in con­
junction with Drary Colle~e (Fall 1977), 
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City/VTR Coordinator 

Stockton, CA 
Lt. James Riley 

VTR Inforluation Survey (Capabilities & Facilities) (Continued) 

Pilm Transfer 
Capability 

Availabe in 
black & white. 

Video Tape Editing/ 
Duplication Capability 

None. 

Description of 
VTR Facilities & Setup 

All color VTR equipment is housed 
at Stockton Police Department in 
training classroom. Access to 
Regional Training Academy film 
and cassette library. 

n 
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City/VTR Coordinator 

Arlington, TX 
Sgt. Don Martin 

Atlantic City, NJ 
Sgt. Arthur Snell 

Snellbaker 

Austin, TX 
r·lajor Mike Belvin 

Colorado Springs, CO 
Lt. O. Kirkbride 

Enst Providence, RI 
Officer It! IHalll 

McPhearson 
Fort 1I0rth, TX 
Sst. J. L. McGlasson 

Jacksollvil Ie, FL 
Officer O. C. 

BOlltright 

Kansas City, MO 
Officer lIarold Oldham 

.. i. 4 .. .... 

VTR Information Survey (Equipment) 

Recorders 

Concord VTR-820 
Concord VTR-800 (3) 
Concord VTR-648 tiMe Inpse 
IIltachi SV-SlOO-edit 
Concord VTR-450T portable (no ploy­

bac\l.) (2) 
Panasonlc VTR-NY3085 portflble (2) 

Caillerms 

I.ow I ight TV camerns (9) Concord 
MTC-21 

Low light TV camero (1) Concord 
CTC-20 

Portable cameros (2) TOI-40 
Portable caNerns (2) Pnnasonic 

lfV-3085 
Studio cam~ras (2) Concord TCM-20 

Sony VO 3400 reel to reel video re- PanBsonic lfV3411' 8lack 1\ White 
recorder/playback (portable) 1/2" studio COMera 

Sony VO 3800 cassette Color vide Sony AVC 3450 Block II White port-
recorder/playback (portable) 3/4" Rble crunera 

Sony 2600 cossette Color video re- Sony AVC 3500 Block 1\ ~lite port-
corder/playback 3/4" able camero 

Sony VO 2800 cassette Color video Sony OXC 1200 Color studio camera 
recorder/playback with editing Sony OXC 1610 Color portable 
feature call1era 

rYC 80DA reel to reel 1" Black ~ 
lfhite video recorder/playback 

Sony VOl 2850 cassette Color record­
er/playback with edit feature 

Sony 2850, Color, 3/4" 
Sony 2800, Color, 3/4" 
Sony 3800, Color, 3/4" 
Sony 2600 (2), Color, 3/4" 

Sony VO 2600, Black G lfhite 
Sony VO 3800, Color 

Pannsonic NY 3085 

Sony 3400 reel to reel, 1/2" 
JVC-CP 50000 
.,"'1 

Black ~ lfhite (2) 
Color (2) 

Panasonic 3020 SO-VTR 
rannsonic video player/recorder 

NV2120E 
Video tope recorder 
Ampex VTR 1" MBchine 

Sony OXC 1600 (2), Color, 3/4" 
Sony OXC 1200, Color, 3/4" 

One Block G ~lite 
One Color 

Panasonic lfV308S 
Video camera 

Sony video recorder 
AVC 3400 

Block ~ lfhite (2), Color 
Sony AV8600, Blnck 6 lfhite 

NY 3880 Power Pock with 8080 port­
able cl1lllera 

lfV033 relllOte camera (2) 
DavIs ~ Standard 118-7 !!Iounts for 

crunera (2) 
Magnavox Color crunera CV400 
G.B.C. video c~era nnd lens 

Monlton 

Triple 5 1/2" monitor (5) Concord 
6I-1917T 

Satchell Corholl triple 6" monitor 
6I>1917T 

9" monitors (3) Concord !·IR-7S0 
7" monitors (2) Ponasonic TR-92tJIA 
9" monitors (7) Concord WI-200 
9" monitors (4) Concord EVf.I-9 

Pannsonic TR 195VA 19" Block ~ 
IIhite monitor/ 

Sony CVM 115 12" (2), nlock n White 
monitor/receiver 

Sony C'IM 1750 17" (2), Color moni­
tor/receiver 

Reel tQ !teel 

1/2", D&II 

DIlI'f 
1/2" 20 min 3 eo 
I" 30 min 15 eo 

RCA COIOT Honitors (4), 25" 1/2", D61f 
Shnrp Color Monitors (2), 12" 
Te~tronic cross-pulse under scon 

color IIIOnitor 
Sony Block ~ lfhlte monitors (7), 9" 
Sony Block ~ White monitors (3) ,19" 

One Monitor 

ranasonic TR 1957 monitor, 19" 
rllnnsonic TR6S2 

Sony Dlack ~ lfhite, 19" monitor 
C\R>l 192U Monitor 

BJnck 1\ lfhite monitor (2) 
Color 1I0nitor (2) 
RCA Color JT 9701f 
Sony Block ~ ~11te, AV 8600 

I'annsonic ODC 23" monitor 
Setchell Corlson 23" ",onitor (4) 
I'annsonic TR910V monitor 
Mngnovo~ 08810 TV CDlor receiver/ 

monitor 
l!lack 1\ White 19" monitor 

1/2", OIlW 

11/2", 01111 

1/2", 811" (2) 

Cassette 

3/4" 
I(CS 20 24 ea 
KCA 30 24 eo 
KCA 60 48 en 

3/4", Color 

3/4", Color 

3/4", Color 

3/4", Color 
Video 
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VTR Information Survey (Equipment) (Continued) 

City/VTR Coordinator 

Lawrence, U. 
Lt. Vernon IInrrell 

Lexington, I(Y 
Lt. I.ee Horgnn 

Melliphis, TN 
Pntrolllllln fl. B. 

Baldridge 

Minneapolh, f.IN 
Phillip Von Tussel 

New lIaven. 
Officer Joseph R. 

Pol ton 
New Orleans, LA 
Officer John Woods 

Newburgh, NY 
Offleer Barry Bloolli 
Norfolk, VfI 
Mr. Robert B. 

Perkins 

Recorders 

Ponnsonic NY-3000 
Pnnnsonic NY-3020 

Sony player tecorder 
Sony video fassette recorder 

Sony CV2200 (2) 
Sony DV2400 

Sony flVC 3400 Dlack 1\ White. port­
able cnmera recorder units (2) 

JVC CM400U/GC 4800 U 3/4" Color 
portable systelll 

JVC CR 60600 Color video cassette/ 
recorder 

lliuchi CT-916 TV receivers (2). RP 
converted 

Sony flV 3400 Color recorder 
Sony Black 1\ White 9" TV receivers 

(2), RF converted 

Sony AV 3600 
Sony VO 1600 

lVC VCR-20De, Color 
Sony CV2000 

Sony ev2600 Dlack II ""ite, 1/2" 

TVC 4400, Portable 
Sony 2800 
Sony 1300, plnyback only (2) 

OXnord, CA Sony AV 3400, Color 
Lt. R. G. Stonilnnd 

Pontinc, HI Sony ev 2100 videocorder, Dlack 1\ 
Officer Mike Ramsey ""ite, 1/2" 

Portland, Mil 
Sgt.- Steven Ro~erts 

Portland, OR 
Hr. Chris Gillespie 
Portsllouth, VA 
Sgt. George Newton 

Sony AV-3400 videocorder 
Sony flV-3600 videocorder, Black 1\ 

""ite. 1/2" 
Craig 2702, tronscriber recorder, 

cossette 

Sony AV 3650 
Sony flV 3600 
Sony AV 3400 (2) 
Sony VOl600 
JVC CR 44000 

Panasonic ll30 

JVC NY 9200 
JVC CR 4400U 
IVC 

Clllleras 

G.D.C. Mod. CTC-JOOO 
Panasonic, Mod. NY-BOBO 

Sony Color camera, portnble 

SOllY evc 210DA (2) 
Sony DVe 2400, portable Dlnck II 

Mlite (2) 

Mon!tor~ Reel to Reel 

I'annsonic, ~Iod. TR-4137 1/2", BnW (3) 

Sony monitor, Color, 3/4" 3/4", Color 

JVC Color manitoI', 19" 1/2", BGW 
Sony Blnck II White monitor, 19" 

Sony AVC 3400 (2) 
Portable Black & Mlite 
Camera Recorder Units 

Sony Blnck ~ White, 12" TV mollitor 1/2" 

Sony Black 6 White (2) 
rannsonic Dlock II White 

lVC 90. Color 

Sotchen Cnrlson, Block 6 White 19" 
Sony Bloc~. /I IIhite, 17" 

RCA. JT9701l, Color, 23" 
RCA. XLIOO. Color. 21" 

Sony evc 2100A Dlnck 6 White, port- Sony, Blnck Q Mlite lIIonitor 
able 

Portnble lYC 

Sony AVC 340 

Sylvnnia 25" monitor 

RCA monitor 
Sony monitor 

1/2", BIIW 

3/4", Color 
1/2", BIIW 

1/2", BIII'I 

1/2", Color 

Sony VCI( 2100A. video cnmero. Sony ool-IOOUA Blnck 1\ White moni- 1/2", B&W 
Olock Q IIllite tor. IS" 

Sony flVC 3400 videocomero, Black 1\ Sony CVM 194. Dlnck 6 White monitor 
White 

Sony AVC 3210 (2) Sony 192U, Black 1\ White (3) 
Sony flVC 3400 (2) RCfI, Color, XI.-IOO 
JVC GC4BOoo Sony CYM 9200 

Pannsonic 3130 (6) Sony monitors (3) 

lVC 90 Sony Dlack II White 19" 
JVC 48000 RCA Color, 25" 

1/2". B&W 

1/2". DIlW 

1/2". D"W 

Cassette 

3/411 , Color 

3/411 • Color 

1/2", BnW 
3/4", Color 

3/411 • Color 

3/4", Color 
1/2", D&II 

3/4" 

3/4", Color 

3/4", Color 
(20 min eo) 

3/4". Color 
1", Color 
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City/VTR CoordInator 

PortsMouth, VI. 
Sgt. George Newton 

Pueblo, CO 
Sgt. Ralph SNith 

Quincy, MA. 
Lt. Neil MacDonald 

Racine, WI 
Sgt. Wil1ioll Krenske 

Son Diego, CI. 
Sgt. Jerry ~'eloche 

San Francisco. CA 

San Jose, CA 
Officer Joy 1I0uston 

Sl111 Volley. CA 
Lt. Rolph lomo 

Springfield, MO 

Stockton, CA 
Lt. JOIIIlS RUey 

U ,PI 

Vl'R Information Survey (Equipment) (Continued) 

JVC NY 9200 
JVC CR 44000 
IVC 

Sony, 8+ 

Recorders 

Sony videocorder, reel to reel 
AV 3400 

Sonyo VTR 7100 systems (2) 

Sony 3650 1/2" VTR 
Sony 3600 1/2" VTR (2) 
Sony 1I02600 3/4" VTR (5) 
Sony IlV320P I" vtR 

Sony AV 3600 (16) 

Sony 3600 
Sony 2800 
Pnnosonic 3130 

Sony VO 26!l0. Color, 3/4" 
Sony 36500, BII". 1/2" 

Currently have no equIpMent. 

Sony VO-IROO Color, 3/4" 
Sony 3400. Black 1\ lfhite. 1/2" 
Sony 3260. Block 1\ "hlte. 1/2" 
Ponnsonic NV 30112. Black 1\ "hite 

1/2" 

IVC 90 
JVC 4800U 

CMeros· 

No information available. 

Sony Videocordor, AVC 
3400 

Sonyo VTR 7100 systems (2) 

AVC 4200A cameras 
Sony DXC 2000A cOIIeros 
Sony portopnk 

Sony AV 4600 
Sony AVC 3400 (3) 
Sony DXCI61)MG 

Pnnasonic 340 
Panasonic 360 
Panasonic 240 

Sony. Block 6 White, portable 
C3lllora 

MonltorlS 

Sony Black II Whito, 19" 
RCA Color, 25" 

No inforMation available 

Sony CVM AZU 

Sony Black II Mlite monitors (2). 
19" 

No information available. 

Adllliral 22Ul6T 

Panasollic. B&W, 18" 
SOllY, lJlllf. 18" 
Zenith. 25" 
RCA, Color, 23" 

JVC Color monitor. 19" 
Sony Block & White Monitor. 19" 

Sony AVC 3400, Black II Mlite (2) Honitors (4) 
Ponosonic l!V3082.' Black II White (2) 

Rllel til Reel 

1/2", BQ'W 
1/2", n';1f 

1/2", 3/4", 1" 
Color. Bijlf 

1/2". BQ" 

1/2", BQIf 

1/2" 1\ I", nQw 

1/2" B~I'I 
(IllAJ T-l) 
x(BV Series) 

1/2". RijW, 
Color 

1/2". B&" 

1/2". BaW 

Cn~sette 

3/4", Color 
1", Color 

1/2". B61f. Color 

1/2", BijW 

3/4", Blllf 

3/.1" Color 
x(Uriintic ! Q 

3/4", lJI\W. 
Color 

3/4". Color 

Requested in 2nd 
year application 
grant. 

3/4". Color 
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"A Generic Model for a Field Officer Training System"* 

*Adapted from U.S. Department of Justice) Law Enforcement Assistance 
Administration) A Generic Model for a Field Officer Training System 
by Jilek Seitzinger and J. P. Burke, Westinghouse National Issues 
Centt~r. Police Technical Assistance Report No. 76-28. Washington, 
DC: Government Printing Office, March 1977. 
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FOREWORD 

The mn:rerial contained herein was developed as a result 
of a Police Technical Assistance program request from the 
Louisville l Kentucky 1 Department of Public Safety. The orig­
inal assignment was to refine the Field Training Officer (FTO) 
program developed and conducted by tne Louisville Division of 
Police. Upon examining the issue l however, indications were 
that the needs and goals of Louisville closely, paralleled those 
of law enforcement agencies at large. Therefore, the assign­
ment was subsequently expanded to encompass the development 
of a generic model for designing an FTO program. 
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1. INTRODUCTION 

In the carl/ years of this century, police officers were hired and 
given varying amounts of on-the-job training, according to the policies 
of the hiring department. Gradually, the practice of supplementing thls 
on-tho-job t.raining with formalized classroom instruction became popula.r­
ized. The growing comploxity of the police function witnessed an 
incrcaseu emphasis in the classroom portion of this training process to 
such a degree that classroom training became the primary indoctrination 
process. 

Thus, a generalized realization of the importance of entry level 
training programs (basic police training academies) for police became 
evident. While initially viewed by many as 0. pleasant luxury, academics 
became accepted as an essential component in the production of a competent 
law enforcement force. This shifted emphasis on academy training wit­
nessed a corresponding decline in the need for on-the-job training. 

Society and the criminal justice system, however, continued to 
evolve. Shifts in social needs and priorities -- coupled with large 
doses of governnwntal legislation -- served to magnify the I.:;omplexity 
of the police function. This increased diversity of skills requireu of 
police officers broadened t.o a magnitude beyond the reach of basic class­
room training. 

Thus, an interest in on-the-job training was rejuvinated. As a 
result, the past two decades have seen a widespread institution of 
formalized FTO-type systems in law enforcement agencies across the Nation. 

While the nomenclature of FTO systems has ranged from field escort 
officers (New York Police Department), field training officer (San Jose, 
California, Police Department), to the Field Training Instructor 
(St. Louis County Police Department), and even FTI/FTO (Miami Metropolitan 
Police Department), the purpose is to orient newly hired police officers 
to departmental policies and procedures) and to the occupational complex­
ities of police work in an everchanging society. 

It is becoming more and more evident that basic police academies 
cannot and should not be expected to produce "complete" police officers. 
Academics can only produce competent "rookies." Supervised applicatjon 
in the field is l'equired to have knowledge gained in a basic academy 
into officient and competent skills. 

There are a ''lide variety of goals and benefits of an FTO program 
(See Table 1-1). This required that any administration interested in 
employing the FTO process given carefUl consideration to departmental 
needs and goals. For the most part, previous FTO systems have been 
operllted with an absence of predetermined missions or goals. Thus, the 
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outcomes of these previous FTO systems have been measured in terms of 
generalized, subj active, or post-factum observations. It is, at this 
time, very difficult to as,3ess tIle real impact of any FTO systems 
previously conducted by any law enforcement agency. 

In an age of growi.ng fiscal accountability , it seems likely that 
future FTO endeavors (and training in general) are destined for outcome 
(or results) scrutinizing. For t11ese reasons, the FTO concept must be 
\'lell analyzed by departmental echelon and adopted to meet particular 
organizational needs prior to launching the program. Each department 
mUD'!; decide on its interest. A predetermined mission must be designated, 
from which specific goals and desired outcomes may be established. 
Without such preliminary ground\'1ork, assessment of the overall impact ... -
and ultimately the true success of the endeavor -- is compromised. Thus, 
a successful FTO training program is built upon a foundation of the role 
or tasks the PTO \'1ill perform within the system. 

1.1 A Perspective on FTO Training Programs 

A comprehensive grasp of the utility of an FTO training program 
includes at least two considerations. First, an FTO training progTam 
represents only one cog in the managerial wheel of developing and imple­
menting the FTO concept. Second, even the nest FTO training program 
cannot overcome the obstacles created if numerous other administrative 
and procedural gears are not engaged. 

Thus, an FTO training program can best be viewed as the keynote 
activity in launching an FTO syste-m -- keynote in the .~<mse that 
training sets the format and style for FTOs to perform their directed 
function. It is important in getting the entire project off the ground. 

Failures at this training stage may result in a misguidance of the 
entire project. Therefore, training is important for its initiating 
potential. Once off the launching pad, however, keeping the project on 
target rests in the hands of wlel designec1 management procedures. The 
optimal design of such management procedures required a hard look at the 
obstacles and constraints on the system involved. 

As a result of the symbiotic relationship between FTO and any FTO 
system, it is difficult not to discuss implications for various compo­
nents contingent to the FTO training process. Wl)'; 1,e at times resembling 
such, the report should not be confused with ? mOl' 1 vlan for developing 
an FTO system. Rather, the scope of this rE ,:,,~~ r-;, ~. J provide a generic 
frame,~ork for developing the t!'aining aspec" d' .I'TO system. 

2. THE APPROACH 

The process of analyzing alternatives, and developing and implement~ 
ing plans for any project necessitates the employment of some strategy 

c-s 



TABLE 1-1 

Potential Benefits of the FTO Process in Police Operations 

.l!JIEfImHG 
PfJlS(W CIt 
.!!!!!E.Cl!L: 

Probationary 
Rookie 
Officer 

TniniD~ 
DlriliOllr 

MEANS OF BENEFIT 

Advanced 
Traininl 

froYide Adainistnton with 
.1nforaat~an re~rdin& newly 
hired pusonnel (rookies) Ear 
the purpose of: 
- Assian-nu of nlN off1c~ 
- Tuainadon of unsatisfactory 

rooUe. 
- As .... inc opeTational 

s:.renct.hs alld 
waJatesses in penonnel 

- Future pTOaOtions 
- DI.t1millinl future trainine u. 
Done satisfactorily, the FlO 
rola caD provido 3 change in work 
rautiae with a rewa~ syst~ that 
can seJ:Ye' to increaso FlO 

ollOtiYatiOt: lovel 
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Preplanned training on-the-job 
can serve to foster: 
- Ori~ntational to l~arnin: of 

spacific depar~ental rules. 
~lati~lns. and procedures 

- AccU.za:ti%:ltion of basic:. acad=y 
stills to specific c~l~~t 
"m the stretlt." anc! on-tho 
jl!b leamn. of advanceG sldlls 
requued iu the specific IoIOI'k 
.. nin, 

- Iuuladcm for the culture sbock. 
of resociali:in& f~ civil~ 
I1f. ~ police lifo 

- Specific direction rela~inc 
~l priorities concern in, 
law enforc_t needs of a ,hem 
~t7 

PraYide the p.rsonnel dlvi$ion witb 
infonati.olft relardinc tblt ei!iciency 
of the applicant screeni~1 procedures 
C!u reflClCtc:d by fi eld ndll!!t' qf' tnt> 
ze!aciv. quality aC sucecs.ful 
candidates). E~Ol\tually. ~ pro!lle 
oE ~ c:and~datC$ e=. " dllYtsect 
to- assist. in -'U'yinl aP1'U.c::ull~ 
scneab& IICtbods aDli iDst~u 

Prowi" tho train!nc diYi~ion vit~ 
infomaUCIQ r~:ardinc c:ontl.'nt VC!:ak­
ness .. lI in thl" b:lsic tninin~ c:ur­
ricuJ~. then :a11 ..... lnJ: tho~ :areas to 
be IIOIilfJeIl a_ iapl:ovcd. 



for organizing and direct ing the energies of that proj ect. Naturally, the 
more variables involved in a system, the more complicated the task becomes. 

One method of organizing and directing activity is the systems 
approaoh. The systems approach (also called systems analysis) can be 
loosely described as a methodology that allows for the consideration of 
a large number of variables that influence and operate on a system has 
the potential to affect other parts of the system. 

The business of law enforcement involves many and varied interrela­
tionships. Meaningful law enforcement training endeavors require an 
ability to coordinate numerous variables into a functioning unit. Every 
element mllst be deliberately considered, and the interelationships between 
system variables must be accounted for. It becomes evident, then, that 
the systems approach is well suited for employment in establishing train­
ing programs. 

2.1 A Systems Approach for Training Development 

By drawing on systems concepts of Tracey, Mager, and Hill, the Consult­
ants designed a specific application of the systems approach to the organi­
zation, development, and implementation of training programs. The Systems 
Approach to Developing Training Model (see Figure 2-1) depicts the major 
steps involved in conducting successful training. Along with complementary 
checklists, functional guidelines are provided for designing any law enforce­
ment training program. 

2.2 Delineating Evaluation Outputs 

\fuile all stages of a successful training program are virtually 
equally important, the evaluation portion of training usually attracts the 
greatest attention. Evaluative outputs are virtually the "bottom-line" of 
training endeavors. Due to its high degree of visibility (whereas planning 
and managing training is more behind the scenes), outputs are regarded as 
an important index of training success. 

In applying the systems approach to the spectrum of evaluation techni­
ques employed by law enforcement trainers, it may be noticed that there are 
several "levels" (or stages) of evaluative activities. Kirkpatrickl class­
ifies evaluation levels into four distinct categories: 

• Reaction -- This level assesses how trainees feel 
about the training they received. Reaction level 
evaluative tools seek to illuminate hml/ well the 
trainees "likedtt a given program or speaker. 

ID. L. Kirkpatrick. ~~iques for Evaluating Training Programs. Madison, 
WI: American Society for Training and Development. 
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BEFORE PROGRAt-1 

TRAINING PROGRAM 
CcNCEPTICl'oI 

I 
'W 

OVn.INE PRoGRAM 
PARAM-~ AND GoALS 

--I, 
CoNouCT FEASIBILITY 
ANALYSIS 

~ 
CoIo.Jc:T. BACKGRa.N:) 
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REFINE PROGRAM 
GoALS 

1 
ESTASLISH "'~A-""LE 
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.~ 

IDENTIFY INSiRUCTORS 
AND REso..RCES 

l 
ScHt:cu..e 
~ 

J, 

IDENTIFY EVAUJATla-4 
~ 

1 
ClNluc:T PRoGRAM 

OPTIMAL TTl·1E. 

12 WEEKS 

12 WEEJ<S 

CONC:fPTUAL 

11 ~IEEJ<S 

10 WEE<S 

9 WEEI<S 

7 WEEKS 
OEVELDPHENTAL 

Ilfl.ElENTATION 

.v 
.~. J.P •• SeITZINGER. J. ! SYS!EMs APffiOe.O:! m OE'!El..O?YNCj TRATNJNCj. I.JIRJBLISHED 
~. 1976 

Figure 2-1. Systems Approach to Training Development 
(Page 1 of 2) 
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OPTIMAL TIME 

AFTER PROGRAM 
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! 
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Figure 2-1. Systems Approa.ch to Training Development 
(Page 2 of 2) 
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• Learning -- This level appraises the amount of information 
gained by the trainee as a result of the training. This 
evaluation may take the form of written or oral examinations, 
or performance tests designed to determine trainee know­
ledge or skill improvement. 

• Behavior -- This level evaluates the amount or degree of 
iJeas and knowledge the trainee can adopt to his reper­
toire of behaviors. Behavior level evaluation seeks to 
reveal how much of what was learned is put into practice 
in everyday situations (or simulated situations). Eval­
uation may take the form of, during training, followup 
surveys to trainees or their supervisors regarding perfor­
mance on the job. 

• Results -- This level of evaluation aims to indicate what 
impact the training had on the overall operational quality 
or quantity of the organization (or persons) being trained. 
In other words, what results did the training have on 
the organization (productivity, absenteeism, etc.). Eval­
uation here is not easy. It may be pursued by field, inter­
views, organizational records, data analysis, community 
surveys, and so on. 

Kirkpatrick's four levels of evaluation can be seen to represent 
a comprehansive perspective for viewing the various techniques available 
to evaluators in the field of training. These evaluation levels can 
provide a model framework for determining evaluation efforts regarding 
any FTO training program. 

3. FINDINGS AND CONCLUSIONS 

The findings and conclusions were derived from a comparative review 
of the scientific theories, research findings, and actual staff exper­
iences. The findings and conclusions do not delineate specific problem 
areas of anyone field training system but, rather, provide a generic 
framework -- conceived from reviewing humerous FTO systems -- for the 
development of the subsequent recommendations. 

It should be noted that many of the findings and conclusions extend 
beyond the scope of offering information relative to the training program 
at issue. Such information has been included in view of the fact that 
any meaningful training program is inherently tied to the administrative 
and operational aspects of a department. Hence the references to 
non-training aspects herein are made on the basis of their essential role 
in enabling training to succeed. 

The specific findings and conclusions that follow are simply listed 
under three categories: 

• processes 
• persons 
• properties 
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3.1 Processes 

• Goals of FTO -- In most cases, the mission statement of 
field officer training systems is not adequately defined 
and documented. Quantitative and/or qualitative results 
expected from the operation of the FTO program are not 
addressed, thus, inhibiting daily management and decision­
making activities as well as future planning. 

.. Design Criteria and Performance Goals -- The design 
criteria and performance goals oian-FTO system are often 
not delineated. That is, the methods for achieving pre­
determined missions are noe specified. Predetermined 
policies and procedures necessary to assimilate the FTO 
system into the mainstream of daily operation of the 
department have not been specified to provide a uniform 
direction and focus for operational continuity. Often 
procedural policies (e.g., chain of command, selection of 
FTO procedures) are neither developed nor disseminated 
to the field division within the department. 

• QPerational System -- Field training officer systems 
operate tangentially to the formal operational structure 
of the' police agency. The operational system that should 
delineate the goals and objectives of the FTO system, 
chain of command, the corresponding procedural and policy 
guidelines, and so on are unfortunately often left to the 
discretion of district commanders, resulting in disorgani­
zation, lack of administrative control, and the inability 
to collect the appropriate data to evaluate the progress 
of the program. Because the operational system is not 
clearly defined, the willingness of district commanders 
to provide additional resources (which appear to the 
district commanders to be exhausted) to the FTO system 
depends on his positive perception of the program. With­
out a sensitivity for the FTO program by the district 
commanders, the program will not achieve its full potential. 

• Evaluation System -- The evaluation of the FTO system can 
best be characterized as haphazard, and it often lacks the 
forethought and evaluative design to provide quantitative 
and qualitative data. Therefore, the evaluation of the 
FTO system centers upon a reactionary response of the 
partiCipants, rather than upon an analysis of the resuZts 
that an FTO program has upon the.organization it serves. 
Prepost, as well as longitudinal, evaluation studies have 
yet to be published from existing FTO programs. 
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• FTO Training Programs 

FTO Training Programs ranged in scope from I-hour 
indoctrination to a 3-day review of the basic recruit 
training porgram, to a 2-week intensified program 
related specifically to the needs of future FTOs. 
In other words, some FTO training programs appeared 
to lack any formal planning, inclusive of goal setting, 
needs analysis studies, establishing of teaching 
objectives, and so on. 

Good, functional FTO training programs appeared to 
be those programs in which the department's FTO system 
was well-defined, as well as functionally operational. 
That is, those training programs viewed as poor 
programs usually were related to departmental FTO 
systems that were ill-defined and lack operational 
goals or purposes. Again. a good FTO system necessi­
tates an organization's total involvement -- involve­
ment in the planning, operation and evaluation of the 
FTO concept. Only then, can the training experts plan 
a relevant training experience. 

3.2 Persons 

• Departmental Hierarchy -- The administrative hierarchy 
of police agencies employing the FTO system concept often 
is not in full support of the program. That is, the FTO 
program is looked upon as an interesting deviation from 
the normal procedures of employee indoctrination but does 
not receive the support not the leadership necessary to 
carry forth the mission of the program. All too often. 
a new program is viewed as a showcase of departmental 
innovativeness. without any real outcomes intended. 

• FTO Program Commander -- The responsibility. control, and 
ability to make decisions concerning the daily operation 
of the FTO program should be held by one individual of 
appropriate rank. In the absence of a distinct chain of 
conulland. FTO programs decentralized over numerous district 
stations often lose their continuity and uniformity. 

• FTO Selection -- The selection of FTOs is the single most 
important e16ments of a successful FTO system. The success­
ful FTO must possess the knowledge. skills. aptitudes. and 
attitudes desired to be inculcated through on-the-job 
training to the new academy graduate. The selected FTO 
must also possess the innate ability to transmit his abili­
ties to the trainees. Appointing FTOs who do not represent 
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the "ideal police officer" model may present such a 
negative influence upon the training process that the 
abolishment of the FTO system may be the most viable 
alternative. 

Properties 

• ~.esourc,e Availability for the Operation of the FTO 
System -~ The operation of a successful FTO system 
requires that sufficient properti.es (e.g., in the 
form of human resources, time ,I finances) are appro­
priated to complete the goals of that system. There­
fore) a consideration must be given to the concept that 
the completion of programmatic goals requires human 
expertise, time, funding) etc., and that, without 
adequate properties, the goals of the program cannot 
be attained. 

RECOMMENDATIONS 

The field training officer system represents a viable management 
tool in ensuring that all new employees are properly indoctrinated to 
the department and further providing an opportunity for th'e new employee 
to become intimately aware of the department's mission, goals, procedures, 
etc. Naturally, a program of such consequence requires the full support 
of the management of the department and a coordinated m~nagement approach 
to the operation of the system. 

Consequently, the recommendations that follow deal not only with 
the development of an FTO training program but also \'lith the preparatory 
steps that must pave the way for the FTO system. The recommendations in 
this section then are 1isted \"i thin three categories: 

• General Recommendations -- Indicate activities 
that must be completed prior to any serious thought 
of how to implement an FTO system. 

• Enabling Recommendations -- Describe activities 
that should be accomplished to prepare for the 
successful implementing of an FTO system. 

• Specific Recommendations -- Outline the activities 
in an effective FTO training program within a police 
department. 

4.1 General Recommendations 

• Conduct a Goal (Needs Analysis Study -- A formal study 
determining the full extent of the problem and/or needs 
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affecting the department should be conducted and documented. 
Alternative programs designed to address the identified needs 
should be developed and viewed in light of their potential in 
addressing and eventually solving the described needs. 
Although every police department has numerous identified 
problems and/or needs, relative priorities must be estab:­
lished relating the urgency of the solution to the problem. 
If the FTO system is viewed by the administration as high 
priority, then further planning and implementation should 
begin. The training portion of those plans should be designed 
around the purpose and goals of the FTO system being imple­
mented. Additionally, any priority should be cal'efully 
considered for its feasibility in regard to financial, man­
power, and expertise requirements. While there at';) many 
needs, not all fall in the feasible category. 

• Define and Document the Mission of the FTO System -- A 
formalized statement of the philosophy and mission of the 
FTO system should be developed, using a systems approach to 
delineate the authority, responsibilities, and functional 
parameters fo the persons, properties, and processes :nvolved 
in the FTO system. A11 persons involved in carrying out the 
mission of the FTO system should have an opporutnity to 
participate in the development of such a document. 

• Document the Specific Goals of the FTO System -- New 
programs adopted by a police organization should clearly 
state -- in operational terms -- the expected accomplish­
ments of that program over a specific period of time. For 
example, one goal of the FTO system is to reduce the number 
of potential mistakes an academy graduate may make in his 
first 3 months of street duty. Moreover, indicators of 
success -- in the form of retrievable data -- should be 
well-defined to ensure that a reliable evaluation can be 
consummated during the project tenure and also at the 
conclusion of the test period. 

• Conduct a Feasibility Study that Will Identify the 
Necessary Inputs to Operate the System --

SpeSific areas are: 

The financial resources necessary to fund the 
proj ect. Are sufficient resources available to 
deliver the objectives of the system? 

The human resources necessary to facilitate the 
system (i.e., can the department allocate enough 
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manpower to adequately staff the operation, provide 
instructors for the training progr~~, etc.?). 

The FTO tr~ining goal expectations for the tensure of 
the project vis-a-vis a number of individuals that will 
be processed througli. tli.e system. 

In light of information gained, adjustments to the mission, 
design criteria, and performance goals may have to be 
initiated. That is, if the financial resources are not 
available to operate the FTO system at the level designated 
by the mission, then a readjustment of the mission goals, 
etc., must be initiated. Conversely, if more financial 
resources are available, the mission goals may be enhanced 
or expanded. However, the critical point remains constant, 
and that is the resources available must be directly 
related to the costs for services required by the operation 
of the new system. 

• Attain Active Support lor the FTO System from the Depart­
ment Administration and Rank and File -- Active adminis­
tration support is essential to the success of a~y train­
ing program. The rewards and controls for any system 
emanate from the top down. Participation by the Chief of 
Police in kicking off the training program adds immeasur­
able support early in a program and continued throughout 
adds momentum to the system. Additionally, middle manage­
ment directly involved in the system should be advised 
(via conference or formal training) of the design and 
direction of the system. Their role in nlaintaining effec­
tive operation of the system must be spelled out to 
provide uniformity of operation. Finally, a special 
effort in the form of rollcall training general orders, 
mini-training sessions and publications should be made to 
solicit the support of the individuals indirectly confront­
ing the manager of the FTO system may be too formidable to 
overcome. 

4.2 Enabling Reco~nendations 

• Delineate the Design Criteria and Performance Goals of 
the FTO System -- Again using a systems approach, a 
specific focus and direr.:tion must be given to the FTO 
system. Based upon the mission and goals, the formal 
operational policies and procedures must now be consum­
mated. Also, relfected in the design criteria and 
performance goals should be: 

The operational authority and responsibility 
for the FTO system. 
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A chain of command for the control of the system. 

Establishment of reporting periods, as well as 
reporting methods and procedures. 

• Establish an Organizational Chain of Command Relative to 
the FTO System -- A command-level position must be desig­
nated the authority and related responsibility to run the 
FTO sys tem. The FTO system commamler would make all 
necessary decisions regarding selections of FTO, prepare 
for FTO training programs, make assignments of FTOs and 
trainees, and be responsible for all evaluations and 
subsequent reports, debriefing meetings, etl.:. Dl~Ldct 
supervisors would be responsible for the daily functions 
of the FTO and the assigned trainee. However, all reports 
established by the FTO commander would be channeled from 
the FTO field supervisor to the FTO commander. Graphically, 
the structure would be as shown in Figure 4-1. 

• Establish Policies and Procedures Related to the FTO 
System w_ Since departments initiating FTO systems are 
more difforent than alike, a generic policy and proced­
ures manual cannot be prescribed. However, policies and 
procedures should be developed, documented, and appro­
priately distributed by tIle planners of the FTO system. 
Regardless of \.,rhether policies and procedures are devel­
oped in the form of general orders, special orders, or 
administrative lnemorandum depends upon the past practices 
of the department, the critical element remains constant -­
the orders must be documented and distributed. 

• Select FTO Instructors -- The most important factor in 
the establishment of a successful FTO system will be the 
selection of the FTOs. UnfortunatelY, good FTOs are not 
readily identifiable nor easily distinguished from the 
rank and file. Ther~fore, a procedure for screening 
potential FTOs should be designed. Screening indicators 
could include: 

Performance ratings. 

Scores on civil service or promotional exruninations. 

Personality inventories, such as the Minnesota Multi­
phasic Personality Inventory QMMPI) or California 
Personality Inventory. 

Interviews with partners and coworkers. 
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FiguTe 4-1. Recommended FTO System Organization 
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In any case, the selected FTO should be the "model 
police officer" of that department -- an officer who 
reflects the desired skills, behaviors, and attitudes 
desired to be transmitted to the trainee. 

• Give Field Training Officers a Special Rank or Status 
and/or Additional Compensation -- Positive reinforce­
ment in the form of incentives must be provided to the 
FTO. The extra duties, time, and responsibility inher­
ent in the role of an FTO must be considered. If addi­
tional reinforcements are not provided, the extra duties 
and status become a burden rather than a potential for 
individual growth. Forms of reinforcement could be: 

Special consideration in future promotions or 
internal transfers. 

Extra pay. 

Special patches, insignias, etc. 

Priorities in selection of vacations, furloughs, 
days off, etc. 

Promotions. 

Naturally, the selection of the reinforcers must adhere 
to past department practices. 

• Conduct Quarterly FTO Training Seminars -- One-day 
sessions designed to expand the knowledge areas taught 
in the FTO program provide new areas of concentration to 
the participants> and review the previous quarter's 
operation of the FTO system should become an established 
department policy. Quarterly meetings should become a 
means by which all persons involved in the process have 
the opportunity to exchange information, discuss both 
new approaches and problem areas, make recommendations 
to the administration, and have an opportunity to provide 
feedback to both the police academy program and the 
personnel division of the department. 

• Establish Trainee Field Evaluation Sys~ ~- An eValUa­
tion process that will provide descriptive data must be 
established. Data generated by such a system should 
provide the decisionmakers an accurate view of the capa­
bilities and shortcomings of the trainee. That is, 
should data in the form of reports OJ: conversations 
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indicate that a trainee's performance is inadequate in a 
given area, decisionmakers can determine if further formal 
tritining is needed .. whether further field experience will 
rectify the problem, or whether the trainee should be 
dismissed from the process. 

• Planning for the FTO Training Progr8.m _. Precision must 
be incorporated in the process of formailizing the curl.i.cu­
lum and selt;cting training methods and evaluation instru­
ments for the FTO training program. To assist in the 
preparation for the FTO training program, the Systems 
Approach to Developing Training Programs model was employed, 
This program planning guide provides a step-by-step guide 
for the program coordinator, to assist in the process of 
ensuring that: 

Training goals address the training problem. 

The instructional design is best suited for teaching 
the training goals. 

The training aids arc employed. 

A predetermined means of evaluating the training 
outcomes are designed. 

A program manager's checklist should also be used as an 
aid for the training coordina.tor in identifying important 
preprogram details Elssential for smooth operation of the 
training process. Naturally, the mere completing of 
checklists and follc,wing of the steps of a flow diagram 
cannot guarantee a satisfactory training program, but 
follo\'ling a scheme and adding the personal interest of 
all the participants will survely assist the process of 
providing a better training program. 

• Establish an Eva~ion Plan for the FTO Training 
Program -- Again, utilizing a systems approacll, a specific 
direction and focu~ must be given to the collection of 
evaluative data. An overwhelming amount of evaluative 
data. An overwhelming amount of evaluative data can be 
collected from a training program to the point of stifling 
the evaluative system. Therefore, specific evaluative 
interest must b.:;o identified. Those interests should be 
based upon the speci:cic goals and obj ectives of the 
training program. Special evaluative instructions can 
then be tailored to measure the evaluative interests 
(see Table 4-1). 



TABLE 4··1 

Levels of Evaluation 

LeYELS Of I;VAI UATIQN tNCQMPA$SI~~ ~y~ 

A. REACTION LEVa.. COURsE EVALUATION 

B. lEARNiNG lEVEL. ~ EXAMINATIONS 

C. BEHAVIORAL. LeMa- . TEsTING ATTI'l'UOE ~ 

D. Re:.su.. TS LEVEL. Fa.J..C'II-UP SuRveY 

A PARTIAL l.ISTING OF POTENTIAL. AREAS OF EVALUATIVE CD'.ICENTRATION ARE AS FO!..LO\'IS~ 

EVALUATlVE A~EA 

UNi;"~I1RMI ty OF 
~:"'~T!ON 

E~CILITY AND STA~ 
PERfQF¢!.~NCg, 

SPECIFIC A~EA OF J-'QQ../S.. EVALUATIVE AGENT 

-QARITY OF TOPICAL. OsJECl'tVES TRAINEES + 
INSTRUC.~s· -+ -ROUTING OF OalVERY OF 

TOPICAL... DaJECTlVES 

-OVERAU.. PERFORMANCE RATING 
-R~.7ING OF INFORMATION 

C,)NVEYED 
-APPLICABILITY OF INFORMATION 

CONVEYED 

-OV:RAs..L PERF~V"'2 
-RATINGS CF FACILITY ADEQUACY 
-RATING OF Po...ICE ftDr!f'(lJACY 
-RATING OF STAFF' SUPFoRTlVE 

AssISTANCE 

-SPECIFIC GI..'1ALS S,JCCESS 
-AsILI7Y oro t09rn:FY NoN-

CUALIFIED II\'OIVIOUAl..S 
-DEPARn·'~TAL 5AllSFACTICN 

\'InH TRAINEes GRADUATED 
-OISSSlINATION OF EVALUATl':e 

FINDINGS 

-fti>.'1'INGS CF FTO' s 
-Fa..LO'~-\'p s-..«VEYS 
-.5wERVISClR E\;~o.a...UATIQo.I a::: 

FTO AN.J TRAIk$S 

..()vsRAu.. EXP!:NSei 
-COST FEASIBILIlY 
-CosT BENEFIT RATIO 
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APPENDIX D 

San Diego Police Department: 

Field Training Officer Program* 

*Material included has been abstracted from the Administrative Manual 
only as a brief introduction to the program. A Field Training Officer 
Manual and a Trainee Critical Task List are other documents which have 
been produced within the program. 
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INTRODUCTION 

The Field Training Program is 16 weeks in length and divided into 5 specific 

phases as outlined below. 

Phase I will be two weeks in length and will be covering basic tasks. Phase 

II wi 11 be four weeks in 1 ength and develop more i nvo 1 ved tas ks . Phase II I 

will again be four weeks in length and strive towards trainee independence. 

Phase IV will be four weeks long and the trainee will be approaching indepen­

dence. Phase V wi'll be two weeks long. The trainee will return to his/her 

first F.T.O. he/she had for Phase 1. This phase will be for final evaluation 

and the polishing of techniques. 

This program is designed on the concept of IIscreening inlf rather than IIscreen­

ing out" trainee officers. A brief explanation of the foregoing statement is 

as follows: 

Trainees having graduated from the San Diego Police Academy and 

entering the Field Training Program will be accepted aAi having 

all the necet.sary qualifications academically ana physically to 

be competent police officers. 

During the training program, any deficiencies that are discovered 

must be first docwnented and then attempts to oorrect or overcome 

these deficiencies must be proposed, put into effect, and docu-

mented. Only if these attempts to correct deficiencies fail will 

trainees be considered for termination. Throughout the field 

training phase every attempt will be made to develop all officers 

i.n a thorough, consistent and fair manner. 
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Personnel in the program will function as teams and be composed as fol­

lows: teams will consist of 9 F.T.D.'s and an F.T.D. sergeant. Central 

Division will have 3 teams per watch (one in each Lieutenant's area); 

Northern Division will have one team per watch. The three teams on each 

watch at Central will report to an F.T.D. Team Lieutenant while Northern 

Division will have a Lieutenant for all three watch~s. 

The overall administration of the project will be the responsibility of 

Patrol Administration in conjunction with the Training Division. The Pro­

ject Coordinator has command responsibility for the program. 
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Total personnel in the program at inception will be: 

5 Lieutenants 
l2 Sergeants 

1 08 F • T • O. I S 

This number will be adequate to train a maximum of 75 trainees. Although 

not recommended, if it becomes necessary to expand the size of future acad­

eMies. the size of teams or number of same can be expanded. 

The three major structural documents of the program are: 

1. field TJta..i.rLUtg PJtOgJtam Admi .. n).l>iJr.a:ti..ve Ma.nu.al 

2 • Field. T JUUil,Lng O!J !Ji..c.eJr..6 Mctnu.a.t 

3 • T JuUnee CJU.:ti..cD.i.. T a.6 k wt. 

The Admi..ni..4~ve Manual will outline those procedures to be followed in 

administering the F.T.C. Program. The Field TJt.a.i..nlng 066.l.c.eJr..6 Ma.n.u.al will 

outline the basic principles and procedures which will serve as a model for 

Field Training Officers. The T~ee ~c.at Ta.6k Llht. was established to 

show those items that must be mastered before a trainee officer is considered 

qualified to enter the field as a one-officer unit. 

To aid the F.T.O. in evaluating the trainee officer, daily and bi-weekly eval­

uation forms were devised. The daily evaluation is divided into five major 

categories: 

1 • Performance 
2. Attitude 
3. Knowledge 
4. Appearance 
5. Physical Fitness 
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This form is filled out daily and submitted to the Team Sergeant for ap­

proval. 

The bi-weekly is designed to combine the daily observation with trend 

analysis to come up with future goal planning for the trainee. It is to 

be a total overview of the past two weeks. 
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DUTIES AND RESPONSIBILITIES OF THE 

FIELD TRAINING LIEUTENANT 

The F.T.D. Lieutenant, in addition to his normal duties on his particular 

watch, will have the following responsibilites: 

1. The F.T.D. Team Lieutenant will have functional super­

vision over all F.T.O. Sergeants on his watch. 

2. He will be responsible for ensuring bi-weekly meetings 

are regularly scheduled. 

3. He will attend a minimum of one out of every three bi­

weekly meetin9s within his area of responsibility. 

4. He will ensure that the original of all daily and bi­

weekly evaluations are forwarded promptly to the Project 

Coordinator. He will also submit a bi-weekly progress 

report of his team to the Project Coordinator. 

5. The F.T.D. Team Lieutenant should maintain close contact 

with his Team Sergeants and act as a liaison between the 

Project Coordinator, F.T.D.ls, F.T.O. Sergeants, and Com­

manding Officers. 
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DUTIES AND RESPONSIBILITIES 'OF THE 

IlELD TRAINING SERGEANT 

In addition to the bi-weekly meetings and evaluations, the F.T.C. Team 

Sergeant will have several other dut;e~. These will be in addition to 

his normal field obligations. The supervisor must ensure that the train­

ing and evaluation processes are accomplished. The Team Sergeants should 

cont i nua lly observe the trainees WY'i tten and oral commun i ca ti ons • The 

Sergeant and the F.T.O. must accept the importance of documentation of 

the trainees' training. Documentation addresses deficient, acceptable, 

and exemplary performance and provides a ready reference in the event of a 

need for response to questions concerning the program and/or the trainees' 

. performance in the program. Documentation must include those remedial solu­

tions suggested in order to overcome any observ~d deficiencies. The Team 

Sergeant must monitor the overall training and evaluation of trainees to 

ensure that a pel"sonality conflict between the F.T.C. and trainee does not 

ar~se and that the F.T.O. maintains objectivity throughout his contact with 

the trainee. If a personality conflict or a loss of objectivity ;s observed, 

the Sergeant sha11 immediately counsel the F.T.O. and the trainee. The Team 

Sergeant will ensure that each F.T.O. assigned to him has submitted his daily 

trainee evaluation before securing each day. 

The F.T.O. Team Sergeant will, after each bi-weekly meeting, submit a pro­

gress report to his F.T.O. Team Lieutenant. This report will include remarks 

su<:h as how many trainees did his team have, and are all assigned trainees 

progressing at an acceptable rate. How many days did each trainee work with 

his assigned F.T.O.? This report must include any projected or actual F.T.O. 

losses, either temporary or pennanent; i.e., vacation. EMT training, Sick 
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leave. If an F.T.D. is experiencing problems with a trainee or the 

Team Sergeant is recommending termination of a trainee, this must be 

included. If an F.T.D. is to be disciplined or removed, it will be 

stated in this report. The last item is to give an overview of how the 

program is progressing. Should- the Team Sergeant have any suggested 

changes for the program, they should be noted in this final section. 

The bi-weekly report is to be submitted by the Team Sergeant to his 

Team Lieutenant no later than two working days after the Team Sergeant's 

bi-weekly meeting. 

~he Sergeant is an integral part of this program. The key to his role 

in the program will be observation and direction. A fully effective 

F.T.D. supervisor Will constantly strive to improve the overall operation 

of the program and will work with all other program participants towards 

the goal of organizational excellence. 
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DUTIES AND RESPONSIBILITIES OF THE 

FIELD TRAINING OFFICERS 

The goal of the Field Training Officer program is to provide the Depart­

ment with fully trained, community-oriented police officers. To attain 

this goal, the Field Training Officer himself/herself must understand, 

be~;eve in, and support the C.O.P. practice of policing. The F.T.O. has 

a dual role - 1) his beat and its responsibilities; 2) that of training 

his trainee. Each of these roles is equally important. In the role of 

teacher, he must be innovative, patient, and above all, fair. The F.T.D. 

is required to complete a daily evaluation, an original and two copies, on 

his trainee. This evaluation will be discussed with and signed by the 

trainee befl)re submitting it to the Team Sergeant. After discussing the 

evaluation with the trainee, the original and one copy will be forwarded 

to his/her Team Sergeant who will retain one copy and forward the original, 

via his/her F.T.O. Lieutenant, to the Project Coordinator. The bi-weekly 

evaluation is a trend indicator and will be submitted after discussing the 

trainee's progress at the bi-weekly meeting. It is mandatory that the F.T.O . . 
attend the bi-weekly meetings. The F.T.O. will use the F.T.O. worksheet to 

aSSign areas to be stressed during the next phase and will serve as docum.tln­

tation, should remedial training be needed. If the F.T.O. feels a trainee 

is not progressing and he/she has used all the tools at his/her disposal, 

then he/she must recommend termination. The F.T.O. wil' also be evaluated 

as to his/her own professional and personal conduct by his/her fellow F.T.O.ls, 

trainees, and his/her Team Sergeant. The evaluation could either be written 

or oral in nature. 
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eI-WEEKLY MEETINGS AND EVALUATIO~ 

Bi-weekly Team meetings will be held to assess the progress made by 

trainees assigned to a particular team. These sessions will be composed 

of the Team Field Training Officers, the F.T.D. Sergeant, and the F.T.O. 

Lieutenant. The Project Coordinator will attend as many of these meetings 

as possible'. 

At these meetings each F.T.D. will present his evaluation of his or her 

trainee to the group. The F.T.D.ls attention is focused on the major 

strengths and weaknesses possessed by each trainee officer. 

Built into the structure of the group is an atmosphere of candid criticism. 

Most often the examples used by an F.T.D. in anchoring his verbal-written 

judgements of a trainee, are based on field situations. These field situ­

ations, of course, vary in basic nature and in degree to which stress is 

present. Further, these field situations quite often require the partici­

pation of another F.T.D. and his trainee as a "back uP" unit. Given this 

quite common occurrence, an opportunity for a differential perception of 

another F.T.D.'s trainee's performance is afforded. On a group interaction 

basis, these differential perceptions and subsequent debate provide a cata­

lyst for the internal health and on-going objectivity of judgements ren­

dered on trainee personnel. As anyone particular trainee progresses 

through the program, the decision of retention or separation from the de­

partment is a direct by-product of the assessment sessions. 

The roles pl~ed by the training sergeants and the training lieutenant vary 

as a 'function'of their levels of responsibility. Briefly outlined, some of 

the contributions of these individuals at the group assessment level include: 

(1) assuring on~going continuity in quality of training, {2} maintaining a 
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keen sensitivity to the compatibility of the trainer-trainee relation­

ship. Specifically, each F.T.D. represents a composite of background, 

training, tel:hnical specialties and work-life experiences. This compos­

ite is intentiona11y and systematically matched with the trainee's pro­

file in order to maximize the conditions ~lich would lead to optimum 

learning. Part of this procedure is the capability to reassign trainees 

should original assignment decisions prove faulty, (3) to innovate re­

medial programs tailored to the individual needs of trainee officers. 

The F.T.C. will submit his/her bi-weekly evaluation to the Team Sergeant 

within one day after the bi-weekly meeting. The Team Sergeant will for­

ward this evaluation to his Team Lieutenant within two working days after 

its receipt. The Team Lieutenant will then forward all evaluations to 

the Project Coordinator as soon as possible (within two working days). 

At all levels of command, every effort must be made to ensure the content 

of trainee evaluations remain within the "need to know" concept. 
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1. INTRODUCTION 

1.1 Background of the leAP Program 

The Integrated Criminal Apprehension Program (leAP) represents a 

rec,'">ntly developed police service delivery concept that focuses on build­

ing a structured approach to the management and integration of police 

services. The program grew out of the accumulated experience and litera­

ture developed through a number of LEAA-sponsored police programs. The 

unique feature of leAP is that it provides an overall framework for the 

integration of the various police service delivery functions and support 

services. Further, it establishes a solid developmental base for increas­

ing the overall effectiveness and efficiency of a police organization. 

The maturation of the police function has been stimulated by recog­

nition of key issues that have surfaced over the last decade. First, 

there is an apparent conflict in police goals. Recent studies have dis­

pelled the myth that the police officer spends most of his time engaged 

in crime-related activities. It is now acknowledged that far greater 

blocks of a police officer's time are consumed by activities related to 

crisis intervention and order maintenance. The conflict arises when one 

considers that police organizations place crime-related activities at the 

top of a goals hierarchy when most of their time is actually consumed in 

other, non-crime-related activities. This apparent conflict has stemmed 

from the ever increasing pressures placed on the police to become more 

responsive to a multitude of community needs. The net results of such 

pressure have been misguided direction of day-to-day activities and insuf­

ficient attention to overall organizational goals. 
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Secondly, the police have assumed an almost totally reactive style 

Qf administration and operation. This stance largely has been precipi­

tated by constant and increasing demands for police service. Additional 

factors include constricting court decisions, police unionization, in­

creased litigation, and increased political visibility. The response to 

this litany of pressures has been the creation of a style of policing 

characterized by low productivity, unstructured management of resources, 

and an emphasis on controlling available police manpower. 

Thirdly, police-related programs have proliferated without first 

obtaining insight into the range of feasible alternative solutions avail­

able to apply to a particular problem. The rush to be il1novati ve __ 

brought on by public pressure and the availability of Federal funds __ 

has created both positive and negative results. On the positive side, 

a large body of police literature and experience now exists. This can 

and should be integrated into the police service deli very process. On 

the other hand, many programs have been developed that were competitive 

instead of compatible, poorly thought out instead of well conceived, and 

peripheral to the police function. Thus, developmental efforts in the 

police area have dwelt on solutions, while backing into the analysis and 

decision processes that should logically occur before solutions are de­

veloped. 

Finally, because the police role encompasses a wide range of extremely 

complex and involved functions, attempts to quantify specific police tasks 

for eventual productivity improvement have proven to be extraordinarily 
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difficult. Most departments have attempted to meet the challenge of lo­

cal austerity pressures and increased productivity by emphasizing the im­

provement of specific techniques and increased organizational output (such 

as increased arrest rates). As a result, heavy emphasis has been placed 

upon the enhancement of training through more comprehensive recruit classes 

and stepped up in-servic~ training of patrol officers. Although these ef­

forts have c\:lrtainly contributed to increased police effectiveness in a 

number of departments, overall the emphasis on improved skills and output 

has failed to address the more significant problem of increased organi­

zational effectiveness and efficiency. 

To resolve the dilemma of police priorities and proper utilization 

of resources, the ICAP concept introduces a more systematic approach to 

the planning, development, and integration of police functions and ser­

vices. It is believed that the application of the leAP concept will re­

sult in increased overall effectiveness of all police services, with a 

special emphasis on increasing quality arrests, case clearances, and 

successful prosecutions. Wherel;l.s previous modernization efforts used ap­

proaches that were often fragmented or compartmentalized, ICAP permits 

consideration of all police service delivery activities and functions 

both, individually and within the context of the departments I stated goals 

and obj ecti ves. Thus, the training function represents one of many ap­

proaches or methods for developing increased effectiveness of police ser­

vices. Training in this context becomes a valuable management tool for 

developing needed skills and communicating the basis of a department's 
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policy for management d~cisionmaking. 

From the foregoing discussion, it is clear that a number of 

steps need to be taken in the direction of a more systematic approach 

to the management and delivery of police services. First, the police 

must assume the ini tiati ve by recognizing the need to balance the de­

mands for providing a multi tude of services: Additionally, they 

must effectively direct activities to maximize time and available 

resources to address serious, pressing problems such as emerging 

crime patterns and localized service needs. The large number of 

police programs and concepts must be integrated into a logic frame­

work so that positive interrelationships of functions and activities 

can be defined, properly ordered, and effectively utilized. Finally, 

sound management practices must be adopted to increase the effective­

ness and efficiency of police organizations while reducing, or at least 

least stabilizing, costs. 

Given the scope of the rCAP program and the complexities associ­

ated with program implementation in police departments, special em­

phasis has been placed on the training function in the form of this 

reAP manual. The purpose of the document is to identify many of the 

anticipated training problems associated with lCAP implementation 

and to outline the role and development of training in support of 

progrrun implementation. Also, some specific and generic approaches 
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to training are presented for consideration. 

1.2 Role of Training in Police Organizational Development 

During the past 10 years, a fundamental changu has been taking place 

in the role of training h1 police organizational development. Training is 

no longer "nice to have if the budget can accommodate it." It is becoming 

a basic tool for increasing the effectiveness of the police organization 

in the local government milieu. 

In the past, pOlice training focused primarily on simplified proce-

dures, techniques, and processes to support day-to-tl ... _ l)oliee line opcr-

aUons in a society where the policeman was characteristically viewed as 

a law-and-order figure. Today, the maturation of the police function, 

coupled with the emergence of research into the efficacy of police opor-

ations and practices) has fostered a new approach to police training as 

a key element in organizational development. Furthermore, the rapid. 

growth of new technologies, the automation of information, and. the intro-

duction of entirely new police concepts have all combined to und.ers(,~ore 

the need for an orderly and structured management of the change process 

in police organizations. 

The initial and continued support of a sound and innovative training 

program not only assures that needed skills are emplaced but also enables 

the police manager to more effectively control an agency's progress in 

attaining stated goals. Thus, training is one management tool used to 

develop the full effectiveness of the police organizations' most essential 
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and available resource: its people. The function of trnining~ .:hen, is 

to bring about the behavior changes required to meet mr ... nagement I s goals. 

When ..:onsidered as a subsystem within the police organization, train-

ing becomes a valuable resource because of its ability to bring about re-

quired beha.vior changes in terms of skills~ knowledge~ and attitudes, 

rather than because of the number of different programs it offers or its 

abili ty to uti lize the newest technical advances in the field of education. 

In short, a police organization may be able to forego the luxury of a vast 

training operation, but it cannot afford to ignore the necessity of the 

training function. 

The distinction between the concept of a t!'ain-i,ng funct'i.on ane. that 

of a h·aln-ing opc!'aUon is critical for subsequent discussion and under-

standing of the approach to training taken in this manual. The tz>aining 

j'wwf;-l.on is vlewed as a subsystem wi thin the police organization that 

brings about controlled behavior change. The t!'aining ope!'a'Uon is viewed 

as a mechanical means for carrying out the training function. There are 

a number of individuals throughout the department, from the commander 

or Chief of Police to the line supervisor, who are responsible for train-

ing as a function. Consequently, training is a responsibility shared by 

all members of the police organization. 

On the other hand, the training operation is normally headed by a 

designated full-ti me training officer with as many staff as are necessary 

to ctl.rry out the department I s ongoing formal training acti vi ties. Con-

fusion between the formal moans of training and the functional action for 
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bringing about behavior change is ono of the chief reasons why police 

managemont often fai Is to usc training to its maximum effectiveness. 

Within the leAP framework, training is considered: an essential func­

tion in t.he department which serves the entire organization by maintain­

ing performance standards and facilitating the organizational chang~ pro­

cess. The leAP training function then is vlewed as a subsystem or sub" 

set of the overall police system. Included w1 thin the police tl'aining 

subsystem is one clement called the police training operation. Before 

elaborating on the leAP systems appt'oach to the training function, a 

brief overview of the state-of-the-art in training is provided. 

1.3 State-of-the Art 

Despitf> the major progress made over the past decade ill the develop­

ment of police training programs and in the recognition of the necessity 

of training ft)r organizational development, many existing police train-

ing programs have fallen short of meeting the agencies I training require­

ments. In many cases, the initiative to further develop polit~e training 

programs has come from the State legislatures rather than individual police 

departments. 

Generally, most police tl'aining programs arc oriented to\'lat'd skills 

dcvo1opment and most progrnms focus attention on three major types of 

training: 

• Recruit Training -- Concerned with the orienta­

tion of newly hired police officers to the tech­

nical and procedural ramifications of their job. 
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Overall, the focus is on development of basic 

police skills (e.g., patrol, investigations, 

firearms) and the creation of a sense of purpose 

and awareness of the role and function of the 

police officer in the community. 

• In-Service Training -- Concerned with that as-

pect of the department training program which 

provides refresher courses and presentation of 

additional police skills to currently employed 

police officers. In-service training is an on-

going process where officers are provided with 

updated material, techniques or approaches, 

changes in department policy concerning certain 

operations, and sharpening of those skills origi-

nally developed through recruit training. 

• Management and Supervisory Training -- Concerned 

with the development of management and super-

visory skills. Perhaps the least emphasized as-

pect of the police training function, manage-

ment and supervisory training has traditionally 

focused on promotional aspects of police positions 

with sporadic emphasis on building the requisite 

managerial capacities integral to organizational 

continuity and development. 
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Far too often, police training has been considered and expressed in 

terms of sheer numbers -- specifically the number of hours or courses of-

fered to officers. The problem stems from tho fact that, although most 

administrators are in favor of training and most police employees desire 

more training) police admj.nistrators have had difficulty in defining 

meaningful training programs and determini.ng how they should be accom-

plished. 

Overall, there is a wide range of specialized police training pro-

grams directed at various positions and functions within the department 

(such as detective, patrol officers, and crime prevention). Despite this 

wide range of training programs, most attention is focused on recruit 

training. The quality of recruit training programs has increased measur-

ably over the last decade, yet a number of factors associated with train-

ing in general have hampered training efforts. A brief summation of a 

few of these factors includes: 

o Overreliance on Facts -- Police performance is 

constantly translated for the training classes 

into very narrow and definitive pieces of infor-

mation. For instance, patrol is presented and 

characterized as a series of simplified procedures 

rather than as a form or concept of total police 

service delivery. Absolute facts and pieces of 

information are presented for consumption and 

regurgitation by the trainee in the form of de-

tailed tests. Very little regard is given to 
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the relationship these facts and pieces bear to 

the overall concept of policing or patrolling in 

general. 

• Role of Trainees -- Police trainees are generally 

forced to take a passive role in the training pro-

cess. The emphasis often seems to be on the es-

tablishment of an aura of authority in the class-

room setting. On the whole, trainees are led to 

believe that there are standard answers and solu-

tions and that the role of the police is simple 

and straightforward rather than complex and mul ti-

faceted. 

• Lack of Imagination -- Training programs generally 

suffer from a lack of imaginative approaches. 

Characteristically, material is presented in a 

straightforward fashion from the instructor to 

the student. The overreliance on facts, pro-

cedures, and accepted techniques has forced the 

police trainer to concentrate more on content 

and lens on approach and presentation. Attempts 

to carefully blend both have resulted in more 

meaningful and lasting effects. 
,-, 

• Field Training Programs -- The emergence of field 

training programs has enabled training officers to 
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bridge the vast gap between classroom and field 

experience and has further enabled departments 

to monitor progress and correct obvious deficien= 

cies of trainees prior to p~rmanent assignment 

to a department division. However, field train­

ing programs have suffered from a number of prob­

lems, namely overemphasis, short duration, lack 

of continuity with department policy, and a 

general lack of training on the part of the field 

training officers themselves. 

Generally speaking, an overview of police training does jndicate 

some promising aspects, such as the fact that both trainers and adminis­

trators have become increasingly concerned with the lack of imagination 

and quality of training efforts. This recognition indicates that the 

police trainer and administrator are paying more attention to feedback 

received from officers who have undergone the training process and who 

are in an excelle1lt position to critique the relevance of training pro­

grams to day-to-day line operations. Finally, police administrators have 

reco~lized the critical contribution of training in light of the enhanced 

role and responsibility of the police. The result has been a demand to 

develop new types of training, as well as innovative programs to equip 

all officers with the necessary background and tools to effectively per­

form day-to-day activities. 
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2. reAP TRAINING FROM A SYSTEMS PERSPECTIVE 

The introduction of a training system de~ign provides rCAP depart-

ments with a generic model for a training function that can fulfill its 

mission under any and all organizational circumstances. A generic rCAP 

training model, such as that shown in Figure 2-1, provides a structure 

for identifying training needs and for creating, developing, presenting, 

and evaluating specific training requirements and actions associated with 

rCAP implementation. The generic training model also allows for a clear 

definition of the operating elements and logical steps to be taken in 

developing a training program. 

rt is recognized that some rCAP departments will have already employ-

ed a systems approach to training and that training for rCAP implementation 

will represent only a portion of the department I s overall trairling pro-

gram. In these cases, the generic training model is presented merely to 

complement the approach already established in the department. It is 

hoped that certain features of the rCAP approach wi 11 fad Ii tate the de-

velopment of training specifically for rCAP implementation. 

On the other hand, for those departments operating without the bene-

fit of a generic training model, the ICAP training model is offered not 

only as a basis for developing training programs to support rCAP imp le-

mentation but also as an overall generic model for developing the entire 

department training function. 

The five elements comprising the ICAP training model are discussed 

individually in the following paragraphs. For purposes of this manual, 
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training is viewed as a subsystem of the police department's personnel 

system, and, in many ways, the most important one, Other subsystems 

would include manpower planning, organization planning, and management 

development. Broadly speaking, the function of the training subsystem 

is the attainment of a group of planned and predefined behavior changes 

required by other elements of the police organization to achieve stated 

goals and objectives. The development and presentation of specific pro­

grams is only part of the training subsystems objective. This function 

also includes the canvassing of all systems within the organization to 

identify their requirements in terms of skills, knowledge, and attitude, 

and the performance standards used in their feedback and control systems. 

The training function also provides other department divisions with in­

formation on the performance of officers undergoing training and recom­

mends additional methods for obtaining the behaviors required for achieve­

ment of intermediate and long-term department goals. 

2.1 Information Collection 

The first element of the rCAP training model is concerned with the 

collection of various types of information for input into and use by all 

other elements involved in the training function. Some activities that 

would normally fall into this area are: 

• The investigation of outside trai·ning sources 

for materials, funds, and other training resources 

(such as approaches, techniques, and methods). 

• Information collection and research into the 
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technology of training and education. Also the 

collection of training material and training 

aids. 

• Maintenance of the state-of-the-art in training 

and communI eating changes, new approaches) or 

new material to other clements in the department 

concerned with the training function. 

In practice, wi thin a police department, the information collection 

phase of the training function covers a broad spectrum of activities tind 

department personnel and serves the agency primarily as an information 

processing system. Consequently, although most of the information and 

material is collected from outside the department, this element should 

develop interfaces throughout the police organization, as well as with 

those immediately responsible for the development and operation of the 

training function. 

The information collection element should also be concerned with the 

investigation and validation of testing techniques, both for measurements 

of recruit progress and behaviors and as a tool for evaluating the effec­

tiveness of departmentwide training programs. Also included within this 

clement would be the requirement to develop an inventory of police skills 

~md capacities. Ultimately, this would be used for interface between the 

personnel division in recruit selection and the field operations bureau/ 

division where the s-kills and capacities are actually put into operation. 

2.2 Training Needs Analysis 

Although each element in the training model must function effectively 
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for the training system to work 1 the analysis clement is perhaps the key 

to success of training operat ions. There arc three maj or acti vi ties that 

should evolve a~ part of the analysis element. First, it must analy;!c 

and identify the department's training needs and evaluate them in terms 

of the potential costs (i. e., resources and time). Secondly , it must 

identify and specify the behavior or performance that must be obtained 

to satisfy training needs uncovered through the assessment process. 

Finally, this element is responsible for the analysis of the specific 

police tasks (i. e., preliminary investigation by patrol) for ~.Jhich train­

ing is provided so that the actual training actions and operations can be 

developed to achieve the necessary performance. Also included within the 

analysis element is the responsibility to advise the organization of train­

ing alternatives and recommend those best suited to the department's needs. 

Inputs to this element would come directly through investigation of activ­

ities throughout the organization or indirectly through various department 

di visions/sections similarly concerned \\'ith analysis (such as planning and 

research, crime analysis, and operations analysis). Results of analysis 

in areas such as organizational and manpower development would be pro­

vided to other elements for use in dev,eloping and operating a training 

program. 

The analysis element essentially defines the need for and scope of 

a specific training action or program. Consequently, the primary task of 

the analysis element is to develop a training plan, either for short-term 

remedial actions or for long-term organizational development such as that 
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necessary for leAP implementation. The training plan should address a 

number of critical factors, including the following: 

• Problem definition, 

• Need identification. 

(9 Establishment of performance standards. 

• Identification of key personnel whom training 

actions will be developed and conducted. 

• Establishment of training criteria. 

• Estimation of costs (resources/time). 

• Estimated outcome. 

• Schedule (proposed). 

2.3 Development of Training Strategies and Techniques 

The development element deals primarily with specific training actions. 

Once a training plan has been developed and accepted by the Chief of Police 

or his designate, an instructional design and related materials must be pro­

duced to implement the training plan. Essentially, the instructional de­

sign should detail the procedures necessary for meeting the objectives of 

the training plan. As a result~ the instructional design should include a 

list of activities into \oJhich officers involved in the training action \~ill 

be placed. Based on the instructional design, materials are either col­

lected or -developed for use by the instructors and participant:~,. The most 

critical portions of the development element are the instructional design 

criteria, budget, and scheduling constraints. 

The development element should concern itself with the determination 

of strat~gies and techniques to use in bringing about behavioral changes 

to meet the criteria of the training plan. For example, a training plan 
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which outlines the need for training supervisors in the area of workload 

management might include bel.avio!'al criteria requiring the supervisor to 

conduct weekly planning activities to meet the allocation and deployment 

needs of his assigned territory, The development element would consider 

and seek out various methods for developing this kind of behavior. One 

strategy could be to involve the supervisor in the manpower allocation 

analysis process so that he becomes familiar with the departmental policy 

(basis for allocation). A related strategy could include the development 

of training for first-line supervisors in the patrol planning process 

using workload forecasts and crime analysis information input. 

Regardless of the particular strategy or technique selected) it may 

be necessary for the development element to acquire knowledge of subject 

matter, the content of which may not be within the immediate training op­

eration'~ area of competence. For this reason, resources within or out­

side the department will need tc be tapped to obtain the required exper­

tise in the subject matter. 

2.4 Training Operati~ 

The training operation element has two functions. First, it must ef­

fectively present and administer training programs, to include such functions 

as scheduling, selecting instructors and officer trainees, arranging for 

faciE tj es, and any other logisti.cal aspects of an ongoing training oper­

ation. Secondly, the training operation element is held accountable for 

the day-to-day maintenance of a library of material) intarnal assignments 

and communications, communica.tions with police managers regarding tho re­

sults of training and expenditures of resources, and continuous update 



and orientation of training staff. 

Overall, the role of the operation element is to implement the de­

partment's training plan. As such, it is held accountable for all of the 

logistical details, scheduling trainees, selecting and preparing inst.ruc­

tors, and selecting and preparing instructional design and materials. 

Thus, the operation element is held accountable for the overall control, 

coordina.tion, and reporting of actual department training. 

2.5 Evaluation of Training Performance 

The element of evaluating training performance is responsible for 

the individual and overall assessment of the effectiveness of the depart­

ment's training program and the efficiency of the training function or 

system operating within the organization. The evaluation element works 

closely with the development element to produce the strategies, techniques, 

and materials used to judge both the training function and trainees' per­

formance. 

The evaluation of training involves provision of two feedback pro­

cesses. First, it evaluates trainees' performance both at the beginning 

of the training program and at the conclusion of specific training. Sec­

ondly, evaluation is concerned with the assessment of trainees' perfor­

mance while OD the job. The evaluation element is also responsible for 

the uevelopment of feedback mechanisms on the efficacy of training pro­

grams and the development of mechanisms to solicit input from the rank 

and file concerning perceived training needs. 

The foregoing discussion of the necessary functions and procedures 
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that form a training system is not intended to furnish a table of organ­

ization for a department training division. Rather, all of the afore­

mentioned elements can be performed by one person so designated in the 

department (a training officer), or each element may be accomplished in 

various divisions throughout the department, or certain elements can be 

farmed out to consultants. Regardless of whether a functional, staff, 

or consultive approach is used, for an effective training program to be 

implemented these elements must be present ill the department and indi­

vidual(s) must be assigned to carry out the training functions related 

to each element, consistent with the department's structure, goals, and 

objectives. 

Lastly, as a summary of the material prt~sented in this chapter, 

Figure 2-2 presents the reAP training model introduced earlier and lists 

the specific training functions to be performed under each element of the 

model. 
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3. ROLE AND FUNCTION OF TRAINING IN ICAP IMPLEMENTATION 

The most effective approach to the management of police services 

is one that is based upon a clear recognition of the need for systematic 

planning and analysis of information to support the police decision­

making process. The police manager, from the Chief of Police to the 

patrol supervisor, is constantly faced with the need to make decisions. 

Primarily, these decisions are concerned with the management of depart­

ment resources to meet various demands for police service in the com­

munity. Regardless of the number and scope of decisions that are made, 

the process of making a decision must be based upon an overall model 

or approach that enables the police manager to consider and weigh the 

possible consequences before taking action. 

The implementation of an ICAP program requires that participating 

departments develop or enhance their approach to the management of all 

police services through the establishment of a departmentwide 

decision-based model characterized by the following: 

• Formal planning. 

• Decisions based on empiri~al information and 

structured methods. 

• Decision components measurable and subject to 

manipulation, based on feedback. 

• Operational identity of an analytical capacity. 

• Prediction-oriented, active, empirical perspec­

tive. 
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rn addition to the introduction of a decision model within the de­

partment, rCAP includes wi thin the decision model framework the imple­

mentation of certain key program components such as crime analysis unit 

operations, managing patrol operations, managing investigations, and 

special emphasis on the identification, apprehension, and conviction of 

the serious, habitual offender or career criminal. As a result, rCAP im­

plementation requires a police department to commit itself on a long-term 

basis to a highly comprehensive change process. Clearly, the training 

function plays a major role in this change process, especially where the 

comprehensive nature of the program requires considerable behavioral changes. 

For line officers, rCAP implementation requires intensive training in 

skills development such as field reporting, conduct of field investigation, 

and interviewing witnesses. For police managers, program implementation 

not only involves certain skills training but also includes the preparation 

of line supervisors and command personnel for effectively managing depart­

ment resources. This represents a considerable departure from normal train­

ing programs. Within the rcAP framework, management training focuses on 

affixing responsibility and authority for decisionmaking within the organi­

zational structure, especially for those decisions related to allocation 

and deployment of resources and managing the calls-for-service workload. 

The remaining sections of this chapter begin with a brief presenta·· 

tion of the rCAP model, logic flow, and program objectives. Following 

this is a summary of the key model elements and program components to pro­

vide an indication of the comprehensive nature of rCAP implementation. 
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Based on the discussion of program components, reAP project implementation 

requirements are addressed along with a description of the diagnostic as­

sessment process that should take place prior to project implementation. 

Finally, the balance of the chapter focuses on the establishment of pro­

ject objectives and identification of training requirements associated 

with these project implementation objectives. 

3.1 leAP Model and Logic Flow 

The decision-based reAP model establishes linkages between the key 

functions of data collection, analysis~ planning, and service delivery. 

The lCAP elements and the functional logic flow of the reAP process are 

presented in Figure 3-1. The leAP process represents a highly functional 

and standardized approach to police decisionmaking that is: 

• Definable in terms of its key components. 

• Measurable. 

• Consistent with the literature and knowledge of 

police practices. 

• A structure for organizing and ordering police 

activities. 

• A fundamental structure for focusing improvement 

efforts. 

• A diagnostic structure for allowing clear and in­

disputable remedial activity. 

One of the unique aspects of the leAP process is the recognition that, 

in its generic form, the process of data collection, analysis, planning, 
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Data 
-~ 

.... ..... Service 
Collection Ana.lysis , Pla.nning " Delivery -

I~ 

Feedback 

Figure 3-1. ICAP Model Logic Flow 

and service delivery actually occurs in every service delivery function. 

rt is essential that one recognize that the rCAP process does occur in 

day-to-day operations and that it can be manipulated in a systematic, 

structured, empirical manner toward desired outcomes. Moreover, TeAP 

differs from previous systems approaches in that the model stressE'S a 

step-by-step decisionmaking process for directing field activities. Pre-

vious systems approaches offered a broad range of randomly and diffusely 

directed solutions without substantiating their value through a systematic 

planning process. Lacking a structure for organizing their concepts, pre-

vious approaches failed to provide the guidance that is needed to opera-

tionalize a system. 

The rCAP training model presented and discussed in Chapter 2 is actually 

derived from the overall program model. The direct parallels between the tviO 

models are shown below: 

reAP Pro ram Model rCAP Training Model 

Data Collection Information Collection 

Analysis Analysis 

Planning Development 
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I 

leAP Pro ram Model 

Service Delivery 

Evaluation/Feedback 

leAP Training Model 

Operation 

Evaluation/Feedback 

The key point to be drawn from the comparison is that systematic 

plrulning and analysis of information is the essential element of police 

decisionmaking. Whereas the leAP program model primarily supports police 

operational decisionmaking concerning allocations and deployment of re­

sources, the leAP training model supports the continuous assessment, de­

velopment, and operation of the department's training function, especially 

in terms of leAP implementation. In the next few paragraphs, each of the 

leAP program elements are summariz:ed to provide an overall background for 

subsequent discussion of program implementation and related training issues. 

3.2 Elements of the leAP Program Model 

Generally speaking, a police manager can improve his problemsolving 

and decisionmaking skills by using information efficiently. Because infor­

mation is the raw material with which police managers work, the most effec­

tive way to improve police managerial performance is to improve the use of 

information. Since the reAP concept focuses on the analysis of information 

to enhance the quality and types of decisions concerning police service 

delivery, the reference here is to information of an operational rather 

than administrative nature. 

Hence, the data aoZZeation component of the reAP model is concerned 

with the collection and ordering of information generated by department 

field elements such as patrol, investigation, traffic, juvenile, warrant 
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service, and intelligence units. The primary information sources for 

ICAP implementation are a department's field and incident reporting forms 

(especially the offense report), supplementary investigation reports, ar­

rest reports, and dispatch cards. The information collected from these 

reports forms the basis for subsequent analysis and decisionmaking con­

cerning allocation and deployment of police resources. 

One very critical element in the ICAP process is report review. This 

activity provides quality control to ensure that the department's field re­

porting system is functioning properly and that all of the necessary pro­

cesses and procedures are carried out as intended. This function is usual­

ly performed by field supervisors or by a separate unit within the organi­

zationts field operations bureau or detective bureau. 

By definition, the anaZysis element in the ICAP process is where in­

formation derived from the data collection phase is subjected to review 

to identify significant facts and derive conclusions. For purposes of 

ICAP implementation, three types of analysis are identified: 

• Crime analysis. 

• Operations analysis. 

• Intelligence analysis. 

It is important to note that the term anaZysis, as used in the ICAP 

context, ·sh.ould not be confused with the term pZanning. On the contrary, 

ICAP analysis functions should be placed within the particular division 

which will use the information derived from analysis in day-to-day oper­

ations. This contrasts with the traditional concept of a planning and 
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analysis function that is organizationally placed wi thin the administra­

tive bureau or command section, and focuses more on short- and. long-term 

planning for overall systems improvement. 

In a broad sense, the combined functions of clime analysis, in­

telligence analysis, and operations analysis occupy an integral part 

of the decisionmaking process for allocation and deployment of resources. 

Together, they provide the essential information input for both strate­

gic and tactical decisions made by police commanders and managers at all 

levels of the organization. 

The crim@ ona~ysis function involves a set of systematic, analyti­

cal processes directed at providing timely and pertinent information 

relative to crime patterns and trend correlations to assist operational 

and administrative personnel in planning the deployment of resources 

fo .... · prevention and suppression of criminal activities, in aiding the 

investigative process, and in increasing apprehensions and clearance of 

cases. 

The inte~Ugenat3 anaZysl.n function is the systematic collection, 

evaluation, analysis, integration, and dissemination of information on 

criminals, especially related to their associations and their identifi~ 

cation with criminal activity of an organized nature. 

Operational anaZysis is the analytic study of police service 

delivery problems, undertaken to provide commanders and police managers 

with a specific basis for a decision or action to improve operations 

or deployment of resources. 

3-7 



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

The pZanm:ng clement of the leAP process requires a structured ap­

proach to police decisionmaking. In effect, the leAP planning function 

is actually more an operational function than an atlministrative function. 

Police managers involved in leAP must assume an active role in the plan­

ning anJ decisionmaking process, rather than focusing their attention on 

direct supervision of personnel. 

There are two types of decisions integral to the leAP process -­

strategic decisons and tactical decisions. Strategi c decisions are policy 

oriented and are generally made at the higher levels of the organization. 

For example, a policy decision such as allocation of resources ultimately 

tlefines the department I s response to crime, its tlistribution, and long­

term police service delivery problems. This requires periodi.c analysis 

of the total police service delivery operation as viewed by the operations 

analysis function. Thus, strategic decisions identify the organizational 

parameters and structural framework for subsequent decisions concerning 

the deployment and utilization of department resources. 

Tactical decisions are generally concerned ''lith deployment or manage­

ment of allocated resources by location and activity in response to short­

term, service delivery situations. Tactical decisions are made on the 

basis of information inputs from the crime, intelligence, and operations 

analysis functions. The inputs from these sources are used to support the 

deployment of patrol, inv":~:$tigative, crime prevention, and special oper­

ations units. fhe leAP .concept i?mphasizes the fact that dep10yement deci­

~ons should be developed through a structured, integr"'ted planning and 
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decisionmaking process. Thus, the department I s tactical response to police 

service delivery can be focused and coordinated and the effectiveness of 1'0-

sources maximized. 

Under the leAP process ~ the element of f;O't' 1.'1:oe doZ'lvf:lll/ includes all 

activities performed in a department that ultimately result in some form 

of police service provided to the community. Thus, although the dcpart~ 

ment's patrol function provides direct, 24-hour services, other depart-

mental functions and activities also provide services either directly (0. g. , 

crime prevention) or indirectly (e.g., investigations). The key issue ad-

dressed by the ICAP concept is that police service delivery activities, al-

though performed by various departmental units, are all interrelated, and 

their integration into the police dccisionmuking process is necessary if 

overall departmental goals [md objectives arc to be achieved. In addition, 

those personnel responsible for making day-to-day decisions must be given 

a sense of overall departmental priori ties, with crime-related services 

placed at the top of the list. 

3.3 Key Program Components 

To establish links between analysis, stl'ltctured decisionmaking, and 

service delivery, ICAP projects should focus their activities on the devel-

opment of the follm'ling key components: 

• Analysis functions. 

• Patrol management. 

• Investigations management. 

• Serious, habitual offender apprehension and 

prosecution emphasis. 
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An overview of each of the program component~ is provided in the follow­

ing paragraphs. 

3.3.1 Analysis 

The three analysis functions associated with ICAP implementation are 

crime analysis, intelligence analysis, and operations analysis. 

A crime analysis unit identifies, assembles, and di~s~minates infor­

mation conceTI1ing crime patterns and trends. Generally, the analyst 

focuses his or her attention on those offenses that occur in large numbers 

wi th discernible patterns and trends and on those offenses that the police 

function has demonstrated an ability to prevent or suppress through con­

centrated patrol and special unit operations. 

Crime analysis information can be used by either patrol or investi­

gative personnel to guide deployment and assist in continued investigations. 

Thus, crime analysis information can support decisionmaking in a number of 

key areas: 

• Patrol deployment. 

• Patrol investigations. 

• Investigator case screening. 

• Special operations deployment. 

• Strategic crime targeting. 

Virtually all police agencies become involved in the process of in­

telligence gathering, usually to support an ongoing tactical operation or 

to assist some other outside law enforcement agency. The intelligence 

analysis function can be performed by an intelligence unit assisted by a 
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computer data bank in a large department or by a single officer in a 

smaller agency. Despite the range of intelligence analysis capacities 

available in police departments, most focus their activities on the gather­

ing of information relating to criminals and their activities and associ­

ations. Intelligence information then is used to guide ongoing investi­

gations and to develop operational strategies and tactics (such as anti­

fencing efforts). 

Although normally associated with the investigative function, intel­

ligence information also can be gathered quite effectively by the patrol 

officer through routine stops, field interrogations, and regular field in­

vestigations. Thus, the patrol officer's observation of suspicious activ­

ity and events that suggest unusual activity on his beat could very well 

be information of value to the intelligence analyst. The important feature 

of intelligence analysis in the ICAP process is that the responsibility for 

information gathering rests with a number of key functions within the de­

partment. 

Within the ICAP program, operations analysis involves the continuous 

collection and analysis of information related to police service delivery. 

Ideally, operations analysis should provide information support to com­

manders and managers at all levels of the departments so that they can make 

informed decisions concerning the allocation, distribution, and deployment 

of department resources. Whereas crime and intelligence analysis focus on 

criminals and criminal activity, operations analysis focuses on the support 

of strategic and tactical decisionmaking by collecting and ordering infor­

mation concerning: 
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• Criminal activity. 

• Service demand (CPS). 

• Available resources. 

At the strategic level, operations analysis information supports de­

cisi.ons concerning the entire field operations staffing function. At the 

tactical level, operations analysis supports management decisionmaking 

concerning the deployment of available resources by location and activity. 

Essentially, the reAP approach to operations analysis is one based upon 

the measurement of time consumed by patrol personnel in various types of 

field activities such as calls-for-service, officer-initiated activity, 

and administrative activity. The theory behind this approach stems from 

recent studies which have shown that relatively large amounts of patrol 

time are uncommitted and that patrol planning is necessary to more effee­

ti vely use unconllli tted time. 

3.3.2 Patrol Management 

Discussions of patrol objectives generally center on crime prevention 

and apprehension of the offender. These generalities do not account for 

the complexity of the patrol operation. More importantly, development of 

more effective patrol strategies requires the patrol supervisor to examine 

the full scope of patrol activities and responsibilities. Sufficient time 

allocated-properly -- must be allowed for crime-directed activities. 

An examination of the full range of patrol responsibilities also en­

ables the patrol supervisor to identify duties for which he is responsible 

that are not strictly related to crime control. These responsibilities 
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reflect the realities of the police mission: Crime control planning must 

be closely integrated with planning and implementation of tactics designed 

to address parallel responsibilities. 

The analysis process and products serve the patrol supervisor by de-

fining the crime and service problems that exist during his shift and in 

his geographic area of responsibility. Analysis provides information to 

aid in making decisions about when, where, and against what types of crime 

targets personnel should be deployed. Without crime analysis, patrol super-

visors and field officers can only be aware of those incidents that they ob-

serve or of which they learn through discussions with other officers. 

The patrol supervisor seldom has the luxury of confronting only one 

~ 
I 

problem of police concern within the several beat areas under his immediate 

supervision. More often, he must address overlapping crime, service, traf-

fic, and community relations issues simultaneously. Effective implementation 

of patrol plans requires that the strategy designed to attack any single 

problem must be effectively integrated with all other strategies being im-

plemented within the supervisor's patrol area. Similarly, the response and 

directed-patrol assignments of individual patrol officers in the supervisor's 

command clearly must be defined and integrated so that all responsibilities 

are properly met in the most efficient and effective manner. 

The main ingredients for the successful management of patrol operations 

are: 

• Operations analysis. 

• Crime analysis. 

• Structured decision process. 
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• Responsibility and authority given to super­

visors at all levels. 

• Proper training of patrol officers and super­

visors in criminal investigation and crime pre­

vention, together with the use of crime and oper­

ations analysis in carrying out tactical oper­

ations. 

3.3.3 Investigations Management 

This portion of the ICAP program concentrates on the enhancement of 

the investigative activity of the patrol force and the development of in­

vestigative case management techniques. The following six key components 

comprise the investigations management aspect of the ICAP program: 

• Patrol role in the initial investigation. 

$ Case screening. 

• Management of continuing investigations. 

• Police/prosecutor relationships. 

• Monitoring of the investigation system. 

• Police agency organization and allocation decisions. 

A properly conducted preliminary investigation is, perhaps, the single 

most important action taken by the police in solving crimes. Since recent 

studies ha~e shown that most case clearances result from the information 

gathered at the scene of the crime by the officer first on the scene, the 

preliminary investigation process is emphasized in the IeAP approach and 

patrol officers are expected to assume a larger role in the police investi­

gative function. 
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Case screening is a mechanism whereby the decision concerning the 

continuation of an investigation is reviewed. Case screening serves a 

number of important purposes in the rCAP implementation process, including: 

• Review for followup decision. 

• Review for assignment of similar cases to single 

investigators. 

• Monitoring the investigative process. 

• Management of the detective case workload. 

The objectives of a managed investigation process are to assign case 

investigations more effectively, to improve the quality of case investigation 

and preparation, and to monitor the progress of case investigation. The 

proper management of the continued investigation should result in one of 

the following: 

• An arrest. 

• Continuation of the investigation, based on suf­

ficient crime analysis information. 

• Case suspension after a determined number of days 

without additional promising informational leads. 

rn effect, rCAP requires that the combined resources of both the detective 

and patrol bureaus be closely coordinated to attain increased effectiveness 

in police investigations. Furthermore, a close working relationship between 

the police and local prcsecutor should be developed to improve the ratio of 

convictions to arrests. 

3.3.4 Serious, Habitual Offender Apprehension and Prosecution 

Emphasis in the rCAP program on the serious, habitual offender has 
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stemmed f:L'om a recognition that a major portion of all crime is committed 

by a relatively small number of habitual offenders. In addition, it has 

become apparent that law enforcement agencies and prosecutors must combine 

their efforts to direct additional attention to this segment of the offender 

population. The integration of police objectives in ICAP and prosecutorial 

emphasis in the Career Criminal Program serves to identify and highlight 

the common links between the programs. It enhances both the police and 

prosecutorial functions as they relate to the common objectives of identifi­

cation, apprehension, conviction, and incarceration of the serious, habitual 

offender. The basis for linking these efforts stems specifically from the 

mutual interest of the police and prosecution in quality case develcpment 

and from the common functions of early identification and priority pro­

cessing of the serious, habitual offender. These elements are essential 

to the proper investigation and preparation of cases. 

3.4 Project Implementation Requirements 

In terms of local implementation, it is important to draw the distinc­

tion between the ICAP program and an ICAP project. As a program, rCAP repre­

sents an overall plan or system under which action may be taken towards a 

goal. The overall goals of the program are: 

• To increase the effectiveness and efficiency of 

police field services by systematically using in­

formation derived by analysis to direct the de­

ployment of field units. 

• To improve criminal apprehension by increasing 
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the number and quality of arrests, c1eararrce;, 

prosecutions and convictions, with ~mphasis 

on the se'~'ious, habituC'..l offender. 

As ~hown in Figure 3-2, each of the four program elements has a set 

of related objecti\es for overall program implementation. Consequently, 

from the project stA.ldpoint, these program objectives become the frame­

work for deve10p~'.1l." individual project objectives based upon an assess­

ment of the department's current position in terms of reAP. 

3.4.1 reAP Diagnostic rmp1ementation Assessment 

The reAP assessment process represents the initial phase of reAP im­

plementation. The assessment process can range from a structured discus­

sion between key actors in the police organization to a highly sophistlcated, 

empirically based assessment that involves measurement of outputs, surveys 

of personnel, and the development of scenarios for simulation or pretesting. 

The most important aspect of the self-assessment is its establishment as 

the basis for making decisions about rCAP. 

Table 3-1 presents a sample checklist in the form of a Diagnostic 

Implementation Assessment. Regardless of the form of assessment process 

used, questions should address key department functions and should high­

light the major components of the leAP logic flow -- data collection, anal­

ysis, planning, and service delivery. What emerges from this assessment 

process is the basis for an ICAP implementation plan which would include, 

but not necessarily be limited to, the following areas of consideration: 
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UATA COI.U!GTION ANALYSIS ~NG SERVICE Um.IVERY 

• Improve fiold rcpol't- • Impl'ove analysis fOl' t Improve opel'a- • Improve police pl'OCO-
ing jll'ocedul'es. operational llianning. tional planning dures at tho &cene of 

process. the crime. 

• Improve information • Improve strategic and 
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ment. through analysis of and tactical decision- don of investigative 

pertinont information. making through in- fo1101-lIIp of sorious 
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review process. • Improve ability of de- mation derived frol1l 
partment to manage allo- analysis, I Improve investigative 
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Figure 3-2. reAP Program Objectives 
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I. thara .qu.1 .. nnln. per .hltt! 
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Iww I. the rola of the pltrol supervisor d.-(co..unlty ,Irvlc. officer, t.l.lorv)' 
fln.d (I •••• d.'In. the r.lpon.lbilitie •• nd 

II the co.amlcat101l1 proc ... , includln, the the II~t. of hi. dll,rotlon)' 
CO..unICltlonl cent.r, c,plble of ch, Cllxlbllity 
r.quired to .upport vary!n ••• rvlel delivery To wh.t e~tcnt dOl' 10 p.trol .upcrvlsof 
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bilinein. workload and clrrYln. out .p,clal •• arch Ind Intorvlew of witna •• cs and auspecLs)! 
•• ,I.nacntl or tactic.! 

Aro thl four a,\lutonl tl.o. for the dhpatcll I/),u it the ulCnt of the patrol officers' 
~.rtlclpatlon In followup Inve.ti~atlonl (1.0., process captur.d on I d.paflaont ruo c.rdt ...... reeo_endllion. COliC ern in, followup, • 

Don thl deplrtunt hava • polley of walk 1n 
roportl of ~nor cd ... or IVIAhT 

••• I.tl In followup •• IISUlO' priMAry rospon.l-
bllllY for routlno followup •• ate.)! 

What 1. the patrol offlclr'. role In eriac pro-
ventlon Ind coaaunity rel.tlon •• ctlvltles and 
proaruosf 

no other doplrt.cnt oleacn'. ,anerally draw 
upon the rosourci. of thl patrol division to 
fill .Iotl In othor Ire." 

Aro pltrol rc.nureel alloclted accordlna to 
dcaandr 
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• A description of the current department organi­

zation structure with functions listed under the 

appropriate sections of the reAP model. For ex­

ample, records and field report review functions 

should be listed under data collection, crime 

analysis should be listed under analysis, and 

planning and service delivery might include pa­

trol, investigations, and crime prevention. 

• For each function identified within the reAP 

framework, list its current priorities, goals, 

and objectives. This should include any over­

all department goals and objectives. 

• Discuss each function in terms of its degree of 

alignment with reAP requirements. For example, 

consider such things as the role of patrol in 

initial investigation, adequacy of offense re­

ports in providing accurate and worthwhile in­

formation for input into the analysis process, 

and the manner in which followup investigations 

are managed by the detective bureau. These are 

only a few considerations, but they represent 

the general scope of an assessment of current 

department posture in relation to reAP implemen­

tation. 
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• Identify rCAP functions that do not currently 

exist. Consider the ramifications of implementa­

tion, and identify their priority and goals or 

objectives. 

• Develop a preliminary implementation plan which 

would time-phase the implementation process be­

ginning with the program area or component con­

sidered top priority (e.g., patrol-investigations, 

decisionmaking, workload analysis, deployment 

plans) . 

• List the specific activities and actions in the 

proper order in which they should be implemented, 

specifically noting obvious or implied departures 

from department policy (e.g., patrol role in 

initial and followup investigations) and project 

activities that may be incremental 01' remedial 

in nature. 

• Summarize and synthesize what has been proposed 

for ICAP implementation into an overall consensus 

of: 

The organization's current posture in 

regard to ICAP. 

A projection of the positive and negative 

aspects of rCAP implementation. 
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The overall changes, together with changes 

(if any) for each function, that will be re­

quired for rCAP. 

A projection of the time and resources re­

quired for rCAP implementation. 

Organizational commitment and motivation. 

Role of training in rCAP implementation. 

3.4.2 Establishing Project Objectives 

ThE: next phase in the development of the project implementation 

plan involves the establishment of rCAP project objectives. The im­

portance of having well defined objectives cannot be overemphasized. To 

the extent that objectives are not established or are poorly defined, 

the project will suffer from incomplete project planning, uncertain 

execution, and difficulty in evaluating progress. 

The following criteria should be used when establishing rCAP pro­

ject objectives: 

• Measurable -- Objectives should be phrased in 

concrete, measurable terms, so that their achieve­

ment at project completion can be demonstrated. 

• Related to Time Progress towards the achieve-

ment of objectives is difficult to assess unless 

there is an understanding of when the full ob­

jective will be reached. 

• Related to Cost -- Objectives must clearly relate 

to relevant proj~ct costs. 
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Departments should rely on previously articulated departmental goals 

to develop related ICAP project objectives. It is clear that the more 

compatible those goals are with the general direction of department devel­

opment, the more likely is institutionalization of capacities developed 

and associated with the ICAP project. 

When establishing proj ect obj ecti ves, special consideration should 

be given to the desired behavior changes, in terms of management and skills 

development, that are necessary for lCAP implementation. It is within this 

framework that the training function operates. (Table 3-2 compares the 

scope of training in the areas of skills development and management devel­

opment.) Consequently, when framing proj ect objectives, those responsible 

for project implementatiun and development should recognize the differential 

effects on skills development and management development throughout the 

police organization. At the same time, they also should recognize that 

skills and management development have a common objective: The development 

of human resources. A police department can design and implement an out­

standing offense report, yet it serves no useful purpose until personnel 

are properly trained Ulld indoctrinated in the use of the new report forms. 

To provide the reader with a sense of the scope and possible training 

requirements of ICAP implementation, the remaining paragraphs of this 

chapter highlight some sample lCAP project objectives and describe antici­

pated behavior changes that might be necessary to achieve individual pro­

ject objectives. Each paragraph is titled according to the specific area 

selected for ICAP project development with the objectives highlighted in 
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Purpose 

Problem 

Selection 

Evaluation 

Identifica.tion 
of Needs 

TABLE 3-2 

Comparison of Training Areas in rCAP 

Skills Development 

Supplies specific knowl­
edge,' skills, or attitudes 
needed to meet organiza­
tional goals. Oriented 
towards the performance of 
specific tasks. 

Problems caused by lack 
of knowledge or skills 
or by unacceptable atti­
tudes shown by indivi­
duals or groups. 

Trainees are chosen be­
cause they lack skills or 
knowledge required by job 
requirements. 

Compares participant's 
performance to training 
crIteria after 'comple­
tion of training. 

Needs are based on pre­
sent or anticipated 
performance of tasks. 
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Management Development 

Supplies individuals 
prepared to meet depart­
ment goals in specific 
functions or capacities. 
Concerned with coordina­
tion and/or accomplish­
ment of complex tasks. 

Problems concern the 
improvement of existing 
conditions by rein­
forcing or adding to 
present knowledge or 
skills. 

Participants chosen to 
develop functions or 
capacities to further 
meet organizational 
goals. 

Evaluation conducted in 
terms of organizational 
goals and individual 
development. 

Needs are based on 
organizational needs and 
planned manpower require­
ments. 



italics and followed by a brief discussion. * 

3.4.2.1 Field Reporting 

Sample project objectives include: 

• Designing a new offense report fonn to faaiUtate 

field reporting. 

• Incorporating a solvability scheduZe into the 

new offense report form so that decisions con-

cerning fol l,owup in?)estigations can be enhanced. 

• Developing a field reporting manual and training 

all, officers concerning the new/revised fiel,d 

reporting procedures. 

The behavior changes that would take place as a result of implement-

ing the above project objectives are significant for a number of reasons. 

First, since an inadequate field reporting and preliminary investigation 

policy represent serious drawbacks to reAP implementation, these areas 

are usually the first in terms of priorities for implementation. Secondly, 

the introduction of a new offense report form, solvability factors, and 

field reporting manual all represent perhaps the:most difficult skills de-

velopment steps to be taken in reAP implementation. Thirdly, the success-

ful accomplishment of the above objectives paves the way and represents 

perhaps the major hurdle towards eventual implementation of subsequent pro-

gram components such as managing patrol operations and investigations. 

*Sample project objectives were adopted from the Portsmouth, Virginia, 
Police Department reAP program. 
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Generally, most departments initiating an rCAP project will find 

that, although they may have a sound record section and adequate report 

forms, essential elements of information are not collected. This lnay be 

due to inad'aquate reporting, insufficient field report review, or a com­

bination of these plus other factors. Consequently, after a new offense 

report has been designed and tested, considerable time and effort must be 

invested in indoctrination and training not only for those who will be 

responsible for field reporting but also for those involved in report re­

view and use of the information contained in the new form. 

Whlare solvability schedules are introduced into new offense reports, 

it is necessary to examine the department's policy for conduct of prelim­

inary and followup investigations and, on the basis of any newly developed 

policy, provide intensive trai,ning in the conduct of field investigations. 

This does not mean that special training emphasis should be placed on the 

investigation of certain crimes, but does mean that areas such as crime 

scene search, victim and witness interviewing, and department followup in­

ve:stigation procedures need to be sufficiently covered to ensure necessary 

skills development. Supervisors should play an integral part in this 

training process since their role in the field reporting process will 

largely determine the eventual success in achieving objectives. 

3.4.2.2 Teleserv Capacity 

Sample project objectives include: 

• Reducing the caZZs-for-serviae workZoad of pa­

troZ fieZd units by 20 percent. 
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• Provid-ing faster and more oonvenient sel1vioe 

to the pubZio for a sizeabZe portion of infor­

mation requests and inoident reports. 

Although the introduction of a teleserv capacity appears to be a 

major undertaking, the anticipated gains far outweigh the efforts in­

volved in its development. A teleserv capacity is a procedure where 

calls that would normally be dispatched to patrol units are diverted to 

officers/civilians who take reports of minor offenses or complaints by 

telephone. Generally, departments that have implemented such a program 

have been able to divert 15 to 40 percent of the CPS workload from the 

street without any apparent citizen dissatisfaction, thus freeing con­

siderable blocks of patrol time for more meaningful patrol planning. 

If civilian personnel are to operate the teleserv phones, skills 

training is necessary to teach them how to properly fill out a field re­

port form and h ow to condUct a minor investigation by telephone. Where 

sworn officers answer the teleserv phones, training is not necessarily a 

requirement unless they do not have previous field experience, A cer "::.a.i~ 

amount of dispatcher training and orientation is necessary for both civilian 

and sworn dispatchers to ensure successful program implementation. This 

training is unique to the teleserv situation. Dispatchers need to be 

trained to identify the type of call and to suggest that citizens with 

minor calls be handled by a representative of the teleserv center. 

3.4.2.3 Patrol Aide Program 

Sample project objectives include: 
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• Reducing the administrative wor7<.Zoad of patroZ 

fieZd officers., aZZowing them more time for di­

'rected patroZ activities. 

• I!r.JcompZ-ishing routine services provided by the 

patroZ force w-ithout diverting sworn personneZ 

from more important activities. 

Behavior changes associated with this proj ect area involve the train­

ing of civilian patrol aides to assume a portion of the administrative 

workload of the patrol force. This undertaking involves the development 

of job standards for selection of personnel and development of a training 

curriculum to prepare trainee aides to properly function in a limited pa­

trol capacity. Policy decisions must be made regarding specific duties 

that an aide can handle, as opposed to those that shoul d be handled by 

sworn cfficers. Finally, to ensure the success of the program, sworn of­

ficej~ should be oriented to the new role of patrol aides and encouraged 

to support the program because it enhances opportunities for increased 

p,..~t:rol (>£fcctiveness. 

3.4. '2 .4 f,ltTol Operation Analysis 

~ample project objectives includ0; 

• Providing initiaZ documentation of the manner 

in which patrol operations are conducted~ in­

cluding a definition of resource allocation pro­

cedures~ supervising and info~ation system re­

quirements~ and identification of how patroZ 

time is actualZy spent. 
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• Providing periodio review of eaoh of the above 

items at 6-month intervals. 

• Stimulating ideas and aZternative solutions t01:) 

correcting problems identified or for upgrading 

the performance of patrol. 

• More effective matching of pe'l'sonne~ 1'esourOC3 i;o caUs-for­

service demands and crime suppression requirements. 

• Providing more productive use of available man­

power resouroes in patrol. 

Initially, the personnel in the department who would be responsible 

for the conduct of a patrol allocation study should be given the opportu­

nity to attend a course in patrol operations analysis offered by an out­

side agency or institution. Once the allocation study methodology has 

been designed, it may be necessary to train selected personnel within the 

department in related data collection procedures, possibly using newly de­

veloped forms. This training might include orientation of dispatchers to 

new dispatch cards or new information gathering requirements wi thin the 

dispatch center. Training also may be necessary for patrol officers in 

the area of communications procedures to enhance their radio skills. In 

addition, patrol officers and supervisors may have to be trained in the 

use of new field activity reporting forms. 

Finally, as a ne\'/ allocation study is completed and plans are devel­

oped for implementation, an orientation session should be held I'DI' those 

involved in the new plan. This \>Jill reduce the confusion often associated 
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with implementation of a new plan and will give the officers a chance to 

understand its basis and development. 

3.4.2.5 Patrol Development 

Sample project objectives include: 

• IflC.'11C({,S'lug 'ab)a1'O,/,WDS of ll(ztiloz, f!el'fwmltJl l"E)-

gard-ing 'l:nnovative approaohes to patrol.. 

• Inr3rcaGina t7w s7dZZs of pal:'i'o'l !:'ul'[JOnnoz,: 

To aooompZish more effeotive preUminary in,­

vestigations and oase fi Zings. 

~l'o oonduct or'ime proven tion ao t-i, V1: tic s . 

To ww s1:tuationaZ anaZysis information 'z'-n 

p Zanning their patl"o Z aotions. 

To a(!tiveZy pa:rtioipate in patroZ pZanning 

aot'z:viUes. 

• Expanding the effectiveness of the fieZd t'i'ain­

ing off'z:oer program meohanism faT' int!'oduoing 

new p!'og!'ams and fo!' monito!'ing the pe!'formanoe 

of fellow office!'s. 

• Impl'ov·ing the skills of pat!'oZ managcl's and 

supewiso!'s: 

To ovc!'see and fac'i Zi tate a oompe" nt p!'og!'am 

of di!'eoted pat!'oZ. 

To faoiZitate and encourage pa!'ticipative 

p Zanm:ng . 
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'lb promote inoreased pa'l;rot offieel1 rcspon-

sib·i 7A~ties. 

• InfO'!'mlna aU departmcnt managcrs of program 

und011 Zying probZems and. aonecpts. 

• gotabZ.'inhl.fUJ a work pZan for improv'ing pCll fc.11:'-

mance cvaZuaf;ion. 

Initial focus in this area should be on the provision of background 

material on leAP implementation. Thus, personnel affected by the project 

should attend un orientation session covering the development of the pa-

'rol function, to include information regarding research and innovative 

projects in the area of patrol strategies and tactics. 

Specific skills development in the areas of field reporting and prc-

liminary investigations requirements have heen mentioned previously. One 

area not specifically addressed was th(~ need to incorporate prosecutor 

input into training. The coordination of prosecutor interests in the pre-

liminary investigation can prove extremely beneficial for subsequent case 

preparatj on and presentation before the courts. Specific areas that a 

prosecutor might cover are victim and witness intervieloJing, collection 

and preservation of evidence, and testifying in court. 

The objectives of personnel development are probably the most cd tical 

areas for management deVC 1i)pment ': '4;'i~' • Y require considerable role 

changes on the part of supervisol;" anu department managers. Under lCAP, 

supervisors must develop patrol planning capacities where the initial 

focus of attention might be on the proper integration of workload, crime 
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analysis, and resource availability information as input into the patrol 

planning process. Likewise, managers need an orientation on department 

and project objectives as well as the criteria and basis for decisionmaking 

regarding field operations. A particular project area that requires con-

siderable attention is directed patrol. Patrol officers must be given 

specific instruction on the conduct of directed patrol with special empha-

sis on use of crim,s analysis information and specific tactics available 

for deployment pUlposes. Supervisors, on the other hand, should be given 

the training necessary to develop both the skills necessary to support a 

directed patrol program and the parameters for field decisionmaking. 

3.4.2.6 Investigative Management 

Sample project objectives include: 

• Further expanding the role and skills of patrol 

officers in executing preliminary investigations. 

• Refining and improving the intake screening and 

case management capabilities of the case review 

officer to oversee and coordinate investigative 

followup at both the patrol and the investigative 

bureau levels. 

• Establishing and testing a simple modus operandi 

file system to facilitate the identification of 

potential suspects among the repeat offender 

group. 

• Improvi'ng the so lutions and charging rate for 
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serious crimes -- particularly burglary~ rape) 

and homicide -- and for incidents involving 

designated careel' criminals, 

Recognizing the previously mentioned emphasis on investigative train-

ing for patrol personnel, it will become nece~sary at an early stage in 

reAP implementation to develop case screening and management capacities 

within the detective bureau. Although the skills training would be rather 

specific and addressed to selected individuals, it would be beneficial to 

include representatives of the detective bureau in reAP training conducted 

for patrol officers. Subsequent training could be conducted for detectives 

only on followup investigations, new report forms, and case screening tech-

niques. Finally, involvement of the prosecutor in detective bureau train-

ing is essential for coordination of efforts on the identification l appre-

hension, and conviction of the serious, habitual offender. 

The foregoing discussion has highlighted the areas where reAP training 

will be necessary due to required behavior changes associated \'lith reAP im-

plementation. Departments shoUld be fully cognizant of the need for both 

initial and ongoing training requirements for line officers, supervisors, 

and department managers. Likewise, reAP implementation will necessarily 

have to be time-phased, thereby requiring the development of a comprehensive 

training plan that recognizes the sequence and scope of the project imlile-

mentation process. 
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4. DEVELOPING AN ICAP TRAINING PLAN 

Chapter 3 underlined the fact that ICAP implementation is both 

comprehensive~ affecting how the department makes decisicns and delivers 

services, and diverse, affecting each department differently depending 

on its history, objectives, capabilities, and the environment in which 

it operates. rCAP implementation impacts upon the total decisionmaking 

framework of the department and, thus, has a profmmd impact on the roles._ 

functions, and responsibilities of the peopZe operating within that frame­

work. Therefore, training is central to the reAP implementation process, 

providing these people with the requisite skills and orient£.tion for the 

successful performance of new roles, functions, and responsibilities. 

The rCAP model and the rcAP training model suggest that identifying 

and addressing the training needs for ICAP implementation requires a struc­

tured assessment and planning process. Such a process will ensure that 

the tendency to design training curriculums in a VRCUum, or to develop 

training curriculums that are not responsive to the real needs or that 

are responsive only to peripheral or secondary needs, can be avoided. A 

40-hour training course dealing with crime prevention for patrol officers, 

for example, mayor may not be indicated depending on: 

• The scope of ICAP implementation as established 

through the diagnostic assessment process and, 

subsequently, the grant document. 

• The new performance levels OT behaviors expected 

(in the example of the patrol force) 'lmder rCAP. 
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• How these new performance levels or behaviors 

differ from current performance levels or be-

haviors. 

Thus, the analysis of training needs parallels the Diagnostic Implementation 

Assessment described in Chapter 3, each requiring a review of the total de-

partment. While they both focus on the organization functions and systems, 

the training needs assessment is also focused on the people in the systems. 

The assessment process is similar, including three fundamental steps: 

• Diagnostic. 

• Prognostic. 

" Prescriptive. 

The assessments are contrasted with respect to these processes in Table 

4-1. Ideally, the two assessments would be conducted concurrently. 

The training needs assessment provides input to the ICAP training plan 

which formalizes and documents the training process depicted in Figure 4-1. 

In the training process, training needs are identified in terms of behavioral 

objectives, translated to instructional objectives, and related to instruc-

tional methods and techniques leading to the conduct and evaluation of train-

ing. The remainder of this chapter outlines how this process is operationalized, 

using the ICAP training model. 

4.1 Infotmation Collection 

The J'ole of this element in the ICAP training model is critical for sub-

sequent development of the ICAP training plan. It provides for the constant, 

systematic compilation and collation of information concerning the plethora 
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DIAGNOSTIC 

PROGNOSTIC 

PRnSCRIPTlvn 

• - • - - - • - ~ - - -- -- -~--- ---..- \III' 

TABLE 4-1 

The Implementation and Training Needs Assessments 

DIAGNOSTW HIP[,IlMENTATION ASSESSMENT 

TIle process of taking a series of measure­
ments or observations about the present 
organization and its functions; the 
observations are made with r:-;i>pect to the 
elements in the ICAP logic flow. 

TIle development of an overall statemellt. 
of the organization's current stance in 
the ICAP model. including an estimation 
of the reql~irements and time frame for 
successful program implementation. 

TIle specific actions (either pre­
conditions or project activities) that 
constitute a formal ICAP program. This 
course of action may be either incre­
mental or remedial, or it may be a com­
bination of both. 

TRAINING NEEDS ASSIlSS~mNT 

The process of taking a series of measure­
ments or observations about the present 
performance levels or behaviors required to 
perform present organizational filnctions at 
the various levels (senior manflgelPent, mid­
lev(ll management, etc.); the observations 
are made with respect to the elements in 
the ICAP logic flO\~. 

The development of a formal statement of 
the changes in performance levels or be­
havior required for ICAP implementation 
including an estimation of the requirements 
and time frames for a training program. 

The specific actions that constitute 11 
formal leAP training program. 



ICAP PROGRAM AN[ TRAINING NEEDS 

DIAGNOSING TRAINING NEEDS 

j 
TRANSFORMING NEEDS Tat BEHAVIORAL OBJECTIVES 

TRANSLATING BEHAVIORAL OBJEC1IVES TO INSTRUCTIONAL OBJECTIVES 

RELATING INSTRUCTIONAL OBJECTIVES [0 INSTRUCTIONAL METHODOLOGY & TECHNOLOGY 

IMPLEMENTATI1N OF TRAINING 

EVALUATION 

Figure 4-1. reAP Training Process 
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of training resources available. This information constitutes input con­

cerning the range of internal and external resources that can be employed 

to address training needs. 

Internal resources are ski 11s or talents available wi thin the depart­

ment. External resources may include (but are not limited to): 

• The wide variety of seminars, conferences, and 

workshops conducted nationwide in numerous topic 

areas. 

• Community agencies (e.g., mental health associ­

ations). 

• Academic institutions. 

• State agencies (e.g., governors' law enforcement 

councils, peace officers' standards and training 

organizations) . 

• Consultants. 

• Independent national organizations (e. g., Police 

Foundation, National Crime Prevention Institute, 

SEARCH) . 

• Federal agencies (Law Enforcement Assistance Ad­

ministration, Federal Bureau of Investigation). 

4.2 Analysis 

The analysis element incorporates the assessment of training needs. 

Training needs are defined in terms of on-the-job performance or behavior. 

UI timately, it is the performance or behavior of the individual in carry­

ing out his tasks, duties, or responsibilities that is to be changed if 
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training is to be viewed as successful. Clearly, the value of training 

that is conducted without regard for training needs or that is not focused 

on changing some aspect of the individuals' on-the-job performance is 

questionable. 

There are four steps (some of which have been alluded to previously) 

in the conduct of the training needs assessment: 

• Describe each of the specific behaviors neces­

sary to complete a given task. 

• Define the standards of performance or behavior 

desired. 

• Define current levels of performance or behavior. 

• Define the scope or depth of the difference. 

These four steps are discussed in the paragraphs that follow. 

4.2.1 Task Analysis 

Developing a description of the specific behaviors necessary to com­

plete ~ given task is known as task analysis. Job requirements must be 

translated into the human attributes necessary to perform the tasks. For 

example, part of the patrolman's job may be to conduct preliminary investi­

gations, requiring that he be able to: 

• Complete the necessary report forms. 

• Conduct a crime scene search. 

• Collect and preserve evidence. 

• Interview witnesses. 

Similarly, each of these behaviors can be broken down into subbehaviors that 
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reflect skills, knowledge, and attitude ~equirements. 

4.2.2 Standards of Performance 

The specific behaviors that comprise a task must be related to some 

standard of performance in order to be useful in developing the leAP train­

ing plan. In the example noted, the patrol officer's ability to complete 

the necessary investigative repo~t forms should include information con­

cerning: 

• The levels of accuracy or competence required. 

• The conditions under which the task must be com­

pleted. 

• The time frames within which it must be accom­

plished. 

The standards of performance for any given task must be expressed in 

terms of measurable behavior. The measures should be quantitative. How­

ever, where quantitative measures cannot be developed, qualitative measures 

should be applied. Lacking a means to measure the desi~ed behavior, it is 

impossible to discern whether or not performance st,andards are being met. 

The standards of performance or behaviora~ obje(3tiv{~s associated with the 

conduct of preliminary investigations by patrol might include: 

• One hundred percent accuracy in the completion 

of offense reports. 

• Preliminary investigations must be conducted by 

patrol in no more time than formerly required for 

investigators to conduct these investigations. 

A comprehensive, \'o'ritten set of performance standards addressing the 
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role of each organizational level by unit and function, and the 

~pcci fi c performance standards associated '.d tIt uu(.h, clearly con­

stitutes a valuable tool with broad application within the department. 

The focus of this section remains on those functions affected by ICAP im­

plementation m, identified in the Diagnostic Implementation Assessment. 

4.;2.3 Dr.'fining Current Performance 

It is essential that a major effort be made to define as precisely as 

possible the current performance levels and behaviors for all department 

fUIlctions and objectives, but specifically for those functions and objcc­

ti vcs affected by leAP impl <.'nwntat ion . This information, oft,'n r('f(,1'rod 

to as "entry behavior": 

• Establishes a starting point for training program 

design. 

• Identifies behaviors that may have to be "unlearned. It 

• May Identify potential problem areas. 

• Provides a basis for the evaluation of training. 

How present performance impacts upon the TeAP training plan is best il­

lustrated in the following simple examples: 

• Department A has not previously required patrol 

supervisors to ellgage in patrol planning. Under 

ICAP, this department will focus on patrol p1rul­

ning. Since there is no present performance level, 

training must be compr1ahensi ve for implementation. 

• Department B has prioritized calls for a number 



of years, but always responsed to all calls if 

a car was available. Under rCAI', the department 

will stack low priority calls rather than inter­

fere with directed patrol activities. Since pre­

sent performance levels indicated virtually 100 

percent accuracy in applying priorities to calls, 

inr,uff.i.dent. attention \'/as directed to the end 

result and net benefit of such a process. Con­

sequently, training should be focused on internal 

communication center policies and procedures for 

managing the calls-for-service workload. 

• Traditionally, Department CIS officers have per­

formed preliminary investigations, although no 

formal policy has been developed in this area. 

Under reAP) policy has been formulated and will 

be implemented. The analysis of present perfor­

mance levels indicated that extensive training 

was not required in-service in the area of pre­

liminary investigations. The policy was intro­

ducec using roll-call training. 

Thel assessment of current performance can be accomplished in a number 

of ways including: 

• Questionnaires. 

• Structured interviews. 

• Field observations. 
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Particular attention should be gIven to a review of training programs con­

ducted in the past and how they have affected current performance levels. 

4.2.4 Defining the Scope or Depth of Training Needs 

Training needs are defined by comparing present performance (entry be­

havior) with the performance standards. Functions for which there are dif­

ferences (i.e., where the specific entry behavior does not meet performance 

standards) may require training to effect the necessary behavior change. 

The nature of the required change in behavior (i.e., the identified needs) 

provides the major input for the ICAP training plan. 

4.3 Devel0pment 

The completion of the training ?lan requires: 

• Translating behavioral objectives to in~tructional 

objectives. 

.. The selection of training methods and materials. 

• Implementation and evaluation planning. 

4.3 1 Inst!uctional Objectives 

Instructim181 obj ectivcs are defined in t~rms of training outcomes. 

They ~pecify what the individuals undergoing training will be able to ac­

complish when the training program is completed. Clearly, it is essential 

that the instructional objectives reflt)ct tha behavioral objectives (see 

Figure 4-2), ensuring that th0 training to be ccnducted will change the 

present behavior to meet performance standards. 

Instructional obj ectivtls should be express!:ld in clear and concise 

language which expresses th0 exact instructional h~tent. To be meaningful, 
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BEr~VIORAL OBJECTIVE INSTRUCTIONAL OBJECTIVE 

Be able to conduct residential Be able to conduct 5 residential 
security surveys identifying all security surveys, accompanied by 
crime hazards and making recom- the training officer, in an aver-
mendations within 30 minutes. age time of 30 minutes without 

missing more than 3 crime hazards 
or providing inappropriate recom-
mendati ons. 

Fi~ure 4-2. Example of Behavioral and Instructional Objectives 

th\~se objectives should be measurable, and be written into the training plan. 

Obj ect:i ves couched in terms of lito knowll or lito understandtl to not describe 

a measurable outcome CV,rithout further definition) and should be avoided. 

Preparing Instructional Objectives by Robert F. Mager (Belmont. CA: Fearon 

Publishers, 1975) can provide useful guidance towarus the development of the 

ICAP training plan, especially with respect to these points. 

The selection of training methods is discussed in detail in Chapter 5. 

The process of selecting instructional techniques to be used to achieve in-

structional objectives requires the same careful approach as that described 

in assessing training needs. 

4.4 Completing the Training Plan 

Finalizing the training plan will require: 

• Translating instructional objectives to instruc-

tional techniques. 

• Completing the implementation and evaluation 

planning. 
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This is thoroughly discussed in Chapters 5 and 6. 

In its completed form, the training plan document should include in-

formation on: 

• The Diagnostic Implementation Assessment. 

• Performance standards. 

• Current performance levels. 

• A summary of training needs. 

• The training methods to be employed. 

• Implementation and scheduling considerations. 

• An evaluation plan. 
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5. TRAINING METHODS 

After training requirements have been established, the training tech~ 

niques and media must be selected. The primary consideration in the selec-

tion process will be the tl'aining criteria and the established behavioral 

and instn ... ctional obj ecti ves. Since the purpose of training is to effect 

changes in on-the-job behaviors, the training design should in all ways be 

directed tcwards meeting that objective in a cost effective manner. This 

requires a determination of what training methods or combination of methods 

will ensure learning and skills development on the part of attendees and 

transfer of learned skills and behavior to the job environmt;:nt. 

This chapter discusses other factors to be considered in the selection 

of training methods and provides one typology of training methods and the 

advantages a.'1d disadvantages associated with these methods. 1 The chapter 

focuses on the selection of training methods for in-house leAP training pro-

grams. However, the typology used is generic and has application to outside 

training programs as well. 

5.1 Selecting Training Methods 

The selection of a training method or combination of m~thods will be 

based on several criteria: 

• Training cri ter.i.a. 

& Trainee response and feedback. 

lThe selection criteria cited and typology of training methods used here 
are drawn from M. W. Warren, Training for Results, Reading, MA: Addison­
Wesley, 1969. The methods presented are not meant to be all inclusive 
but represent some of "~e more common methods employed, 
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• Instructor skill level. 

• Approximation to the job. 

• Adaptability to trainee differences. 

• Cost. 

5.1.1 Training Criteria 

Of primary concern is the selection of training methods that will re­

sult in the desired behaviors. This consideration should ultimately guide, 

the selection of methods. 

5.1.2 Trainee Response and Feedback 

This concerns the extent to which the instructor can gauge trainee 

progress, identify problems and provide remedial action, and identify and 

reinforce desired behaviors while the course is in progress. Training 

situations in which the student is primarily passive (e.g., a lecture 

setting) do not provide this type of feedback. In contrast, field train­

ing provides the appropriate setting for continuous instructor observation 

of the trainee and response to observed student behaviors. 

In addition, the training method selected should allow the trainee to 

chart his own progress. This is most feasible in programmed instruction 

wllere the trainee compares his written respon c;es with correct answers. 

5.1.3 Instructor Skill Level 

The training method selected must be appropriate to the skills and 

abilities of.: the available instructors. Some training methods discussed 

in this chapter require a high degree of competency on the part of the 

trainer. In some departments, time required to train the instructors 
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would make certain methods of training prohibitive. 

5.1.4 Approximation to the Job 

Particularly important to the transfer of learned skills and behaviors 

is the similarity between the training situation and the job environment. 

Also, the more similar the environments the greater the confidence that 

trained skills will have application and relevance in the real-world setting. 

S .1. 5 Adaptability to Tra,inee Differences 

Th~s refers to the e~tent to which the method allows the training to 

be adapted to different entTY level knowledge, skills, or attitudes; and 

different learning rates. Size and homogenity of groups are key factors 

in the ability to me~t individual training requirements. 

5.1. 6 Costs 

Preparation, aids and materials, attendee's manhours, and presentation 

(lecture fees, spact;) rental, etc.) are included in cost considerations. In 

many cases, overtime pay for trainees is the greatest cost experienced in 

establishing a training program. 

5.2 Training Methods 

Beyond the initial categorization of training by skjlls development 

and management, there are a number of ways to further categorize the specific 

methods or techniques of training. The typology used here includes: 

• Lecture. 

• Structured discussion. 

• Unstructured discussion. 

• On-the-job-training. 
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• ease study. 

• Incident process. 

• Role play. 

• Simulation. 

• Management games. 

• Programmed instruction. 

Figure 5-1 provides a definition of each method as well as some advantages 

and disadvantages based on the selection criteria presented in Section 5.1 

and relevance to an leAP training program. 

The figure shows that the l11ethods vary in their application to leAP 

training. Depending on the response which the training is to elid t and 

the training situation, a number of these methods would be appropriate 

for both skills training for the general patrol force and management train­

ing for patrol supervisors. A review of the intent of the general areas 

of training ~s required to determine the most appropriate methods for each. 

5.2.1 Man ... gement Training 

The implementation of leAP within a department means that a grea.ter 

level of decisionmaking authority will be given to middle managers. ~anage­

ment or supervisory training is intended to help the patrol supervisor 

adapt to his new role and assume additional responsibilities. Spec:i.fically, 

the training program will need to address the following. 

• Supervisors will need a better understanding of 

administration policies. In addition, when a 

major program such as leAP is to be implemented, 
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MEnlOO 

Lecture 

Presentation of Cllursc contellt 
by an instructor to a group of train­
ees who, during the period of the 
lecture remain passive. A question 
and answer period mayor may not fol­
low. The lecture itself may bb pro­
sented through a number of media: 
Videotape, closed circuit television, 
filmstrip, etc. 

Structured Discussion 

A small group meeting at which 
tI,e instructol'/group leader guides 
the group through questions and 
answe.rs and opan discussion to the 
desired response. Usually the in­
structor has prepared a list of 
questions to keep the group on 
track. 

ADVANTAGES 

• Major advantage is cost. Prepara­
tion costs are generally low and oro 
froquently divided by a number of 
trainees. Once the lecture is pro­
pared it may be repeated and mny be 
giVen by another instructor. 

• Instructor skill level does not hnve 
to be ns high as is necessnry for 
cortain other tl'aining meth~ds. 

• Smaller group allows closer obsor­
vation of traino8s; therefore, the 
instructor can tailor the course. 

• Thoug,h I:he method does not approxi­
mate the job, tho process of analy­
sis can be structured to parallel 
that required on-the-job. 

• Adaptable to individual trainee's 
requiroments. 

• Cost -- preparation is genorally 
inexpensive. Groatest expenditure 
is instructor and trainees' ti,,~e. 

DISADVANTAGES 

• Does not approximato the job en­
vironment making transfer of 
learned skills nlore difficult. 

• Because of the passive nature, 
there is little observable 
trainee response. The instruc­
tor cannot determine students' 
progress and the students' are 
not aware of their own progress 
until they are tested. 

• Difficult to meet individual 
training requirements. 

• Trainer must be skilled not only 
in ~ontent but as a group leader. 

Figure 5-1. Training Methods and Techniques 

(Page 1 of 5) 

CONSIDERATIONS FOR ICAP 11t\INING 

Desplte the disadvnntages, it is 
likoly that it will continuo to 
be used extensively in ICAP cit­
ies because of the cost factor 
and the numbers of individuals 
requiring training. The method 
can be very effective when com­
bined with other methods which 
approximate the job situation 
ond pre-testing call help the in­
structor to tailor the course to 
students entry knowledge Bnd 
skills. 

~Iethod particularly recommended 
for supervisory training. Assum­
ing the funds, time, facilities, 
etc., are available to establish 
sma1l groups, this method is 
0150 recommended for training 
patrol officers. 
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HETIIOD 

Unstructured Discussion 

Participant conference where 
a general problem or agenda is stated 
but participants control discussion. 
[f a trainer is preson::, he acts as 
a moderator or catalyst. 

On-the-.lob Training 

Both the trainee and the instruc­
tor operate in the actual job environ­
ment. Traditionally, the process is 
explained to the trainee, who then ob­
serves the process, describes it, and 
carries it out under an instructor's 
guidance. TIle trainee continues to 
carry out the process, being corrected 
by his instructor, until he is pro­
ficient enough to perform his aSRigned 
tasks alone. 

Case Study 

ADVANTAGIJS 

• Pree interchange among participants 
and experience in group problem 
solving/c~nflict resolution. 

• C05t again is low. 

• Obviously, the major advantage is 
the real-world setting of the train­
ing. TIle trainee is judged by those 
performance criteria whtch ldll be 
applied after training. 

• The one to one ratio ol1ows the in­
structor to observe the trainee and 
adapt the training to the individual's 
learnirlg rate. 

Tho learning experiEIOCC is developed • 
through a well documented description of 

Student is provided individu~l feed­
back frc;n the instructors comments 
on the case analysis. n real-life or simulated situation. The 

trainee learns through hb analysis and 
solution of the prob lems Implicit in the 
case documents. Sometimes the results of 
his analysis are presented in written 

• Case studies can be structured to 
parallel analytical skills which 
will be required on the job. 

form and critiqued or discussed by the in­
structor. Often the cases arc worked in • 
small groups so that part of the learning 
experience derivos from the interaction 
of participants. 

Participants interact. 

DISADVANTAGES 

• The group liS II whole muy move 
from the task at hand. 

• An indIvidual or individuals may 
dominate the group, 

• Because training takes place in 
a renl world setting, the order of 
instruction follows the sequence 
of events. In some cnses, n dif­
ferent order of instruction would 
be preferable. 

• Cost -~ the one to one ratio of 
instructor to trainee makes it 
expensive. 

• A high degree of instructor skill 
is required. 

CONSIDl!RATlONS "DR ICAP TRAINING 

This method can be instructive 
in helping to resolve interper­
sonal conflicts and to help task 
teams to Wfll'k together ns a unit. 
Within ICAP, this method hns been 
effectively used in tht' form of 
task forces. Its g~nornl appli­
cation is limited. 

Pield training is a highly recoln­
mended method of patrol skllls 
instruction. The method repre­
sents the best approximation of 
the real job and provides immedi­
nte return to the department, 
i.e., the trninee is I'Arforming 
while learning. 

• Because of its form, it presupposes This method has potential for 
cort"in verbal ability. supervisory training and patrol 

officer training. Case problems 
could be developed from actual 
department records nnd situations 
Though thl' deHni tion describes 
Ii relatively sophisticnted pro­
cess, nn abbreviatlld version of 
n ea,e study Inlly be used to 
meet tiMe constraints which might 
exist, a real situlltion rather 
than a fictional case is recom­
mended. 

Figure 5-1. Training Methods and Techniques 
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Trainee's Name ___________________________ _ 

F . T .0. I S Name 

Actual Phase Scheduled Week # _________ _ 

Is your trainee progressing according to the phase schedule? Yes / No 

If your trainee is not progressing according to schedule, outline u,~acceptab'e 
areas and what steps you are taking to give remedial instruction. If he/she is 
superior in an area, list these also. 

Having discussed your trainee's progress with him/her, list those items to be 
stressed duri ng the next weeks. 

List your trainee's present position as it equates to phase complet'ion. Is he/ 
she on schp.dule, above or below schedule. Be specific. He/she is in the ______ _ 
phase. week but his/her Critical Task List indicates he/she is in 
phase , wee:< ___ _ 

Any additiona1 comments. 
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DAILY TRAINEE EVALUATION FORM 

A daily trainee evaluation form is to be completed in triplicate by the 

F.T.O. and signed by the trainee before days end. The evaluation is de­

signed to aid the F.T.D. in evaluating the trainee in a consistent stan­

dardized fashion. It will allow for better trend analysis and thus aid 

in the administrative control of the trainee's performancA • 

Observations are transformed into evaluations by use of the 5 point scale. 

Not acceptable by F.T.O. standards equates to #1, as the #5 equates by 

F.T.O. standards to superior. Any time a 1 or 5 is used, specific narra­

tive comments are required on the comments section of the form. Midpoint 

of the scale is acceptable or the #3. This is the norm position. 

When an F.T.O. is evaluating, he must follow these ~uidelines. Non-accept­

abflity by F.T.D. standards means behavior observed by the F.T.D., of his/ 

ner trainee, was unacceptable. The F.T.D. must ensure he/she evaluates his/ 

her trainee as to the phase he/she is in, as well as the number of times he/ 

she has been exposed to the same type situation. Then, finally, the F.T.D. 

must expect the same behavior of all his/her trainees. Acceptability is 

that point when the new trainee has progressed and is performing in a manner 

that will enable him/her to work as an independent one-officer unit. Su­

perior is when the F.T.O. feels the trainee's performance is of a distinctive 

nature, needing no further training in this area. 
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The daily trainee evaluation form includes 25 graded performance objec­

tives falling into five broad areas. These 25 performance objectives are 

by no means all those required to be a successful police officer. It 

will be important for the F.T.O. to use ,the narrative portion of the form 

to expand on additioflal performance objectives. Again, standardization 

is the key. An F.T.O. must grade all trainees on the same skills as all 

other F.T.O.·s and this form is an attempt at standardization. 
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DAILY TRAINEE EVALUATION FORM - STANDARDIZED GUIDELINES 

The 1, 3, and 5 scale represents the latitude desired by a majority of 

the F.T.O.'s. The evaluation of a trainee officer's performance should 

be based on these definitions. These definitions are to aid in continuity 

and lead to standardization. 

SCALE VALUE DEFINITIONS 

1. Not ~cceptable by F.T.O. Program Standards 

Trainee's behavior demonstrates that he/she has not bene­
fited from experience or training (HAZARDOUS to fellow 
officers). 

2. Trainee's behavior demonstrates that he/she has benefited 
from experience or training, but the behavior is be10w 
minimum standards. 

3. ~mum Acceptable Level 

Trainee's behavior demonstrates that he/she has benefited 
from experience and/or training. The behavior is minimally 
accE!ptab 1 e. 

4. Trainee's behavior demonstrates that he/she has benefited 
well from experience and/or train'fng. The level of be­
hav'ior is in excess of minimum standards, but is not charac­
terized as superior. 

5. Sup,erior b~ F.T.O. Program Standards 

Trainee's behavior demonstrates t.hat he/she has benefited 
very well from experience and/or training. The level of 
behavior is characterized as superior. 
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DAILY TRAINEE EVALUATION FORM 

Standardized Guidelines 

PERFORMANCE -
1. REPORT WRITING: ACCURACY/ORGANIZATION 

Unacceetable (#1) -- Items missing, messy printing, elements 
Of crime left out, all necessary forms not completed, poor 
sentence structure. 

Acceptable (#3) -- Grammar, spelling and neatness are satis­
factory; content is complete. 

Superior (#5) -- Very neat, legible and complete; no spelling 
mistakes and excellent grammar. 

2. DRIVING SKILL: NORMAL/EMERGENCY 

unacceptable (#1) -- Excessive and unnecessary speed, loss 
of control, complete disregard for public safety. 

Acceptable (#3) -- Evaluates driving situations and reacts 
properly. 

SugeJCior (is) -- High degree of reflex ability and competence 
in driving skills. 

3. SELF-INITIATED ACTIVITY 

unacceTtable (#1) -- Does not see, O~ avoids activity. Will 
not fo low-up on situations or rationalizes suspicious circum­
stances. 

Acceptable (#8) -- Recognizes and identifies suspected criminal 
activity. initiates the contdct. 

Su~ior (#5) -- Maintains and uses information given at squad 
co~rences; uses computer read-outs on both traffic and crime 
trend analysis. 
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4. USE OF MAP BOOK 

Unacceptable (#1) -- Unaware of his/her location while on 
patrol; unable to use map book; unable to relate his/her 
location to his/her destination. 

Acceptable (#3) -- Knows beat structure; able to use map 
book; knows his/her location most of the time. 

Superior (#5) -- Knows how to get to his/her destination 
by the shortest route; always knows his/her location. 

5. STRESS CONTROL: VERBAL/PHYSICA~ 

Unacceptable (#1) -- Becomes outwardly emotional or panic­
stricken; unable to function; loses temper. 

Acceptable (#3) -- Exhibits a controlled attitude and is 
able to maintain order. 

Superior (#5) -- Maintains order and control under most cir­
cumstances without assistan~e. 

6. OFFICER SAFETY: SELF/COVERING 

Unacceptable (#l) -- Complete breakdown of safety training. 

Acceptable (#3) -- Maintains a good defensive posture and 
15 aware of potential escalations. 

~~erior (#5) -- Is able to cover most situations. 

7. PRISONER CONTROL: VERBAL/PHYSICAL 

unaccettable (#1) -- Incites prisoner with verbal abuse; 
total ack of physical control; no prisoner search. 

Acceptable (#3) -- Maintains physical ,control; good search. 

Superior (#5) -- Has ability to talk to prisoner getting him 
to confess; phYsical control and search excellent. 

8. RADIO: TRANSMISSIONSlRECEPTIONS 

Unacceptable (#1) -- Repeatedly misses his/her call sign; 
unaware of traffic on adjoining beats; does not know radio 
codes. 

Acceptable (#3) -- Comprehends most radio transmissions; 
generally aware of adjoining beats transmissions. 

Superior (#5) -- A1wqys comprehends radio transmissions; 
always aware of, and reacts quickly to, adjoining beat ac·~ 
tivity. 
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9. GOOD JUDGEMENT 

ATTITUDE 

unacce~b'e (#1) -- Reacts without reason; fails to hear 
all s; es through; will not admit an error; naive and/or 
indecisive. 

Acceptable (#3) -- Listens to all facts then makes a de­
cision; acknowledges an error; is flexible in thinking. 

Superior (#5) -- Is always fair, normally makes the ·right 
decision. Recognizes his/hEr errors and corrects them on 
his/her own initiative. 

1. ATTITUDE TOWARD POLICE WORK 

Unacceptable (#l) -- Abuses authority; no dedication; "job 
not career" attitude. 

Acceptable (#3) -- Shows active interest and dedication to 
police work. 

su~erior (#5) .. - Almost every act is a positive act toward 
po ice work. 

2. ACCEPTANCE OF CRITICISM: VERBAL/BEHAVIOR 

!Jnacceptable (#1) -- Rationalizing; argumentative; refuses 
to make corrections; considers criticism as negative. 

Acceptable (#3) -- Accepts criticism in a positive manner 
arid applies it to further learning processes. 

Superior (#5) -- Solicits criticism in order to improve per­
formance; never argues or blames others. 

3. ATTITUDE TOWARD CIT!ZENS 

Unacceptab1e (#1) -- Expresses racial bias; demonstrates 
sexual dlscrimination; has a "greater than thou" attitude. 

Acceptable (#3) -- Shows a fair and impartial attitude toward 
all persons. 

Superior (#5) -- Consistently shows an open concern for every­
one. 
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4. ATTITUDE TOWARD SUPERVISORS 

Unacceptable (#1) -- Insubordinate and/or patronizing. 

Acceptable (#3) -- Understands and adheres to chain of 
command; respects command authority. 

Superior (#5) -- Understands supervisor's duties and re­
sponsibilities; respects and supports their position. 

5. ATTITUDE TOWARD PEERS 

KNOWLEDGE 

Unacceptable (#1) -- Considers himself/herself superior 
to others [aloof, condescending); will not mix with others. 

Acceptable (#3) -- Mixes well with peers; can listen to 
otl'ier··s v1ewpoints; has flexible outlook. 

Superior (#5) -- Is a model leader; helps others, a good 
listener. 

1. DEPARTMENT GUIDELINES 

l1nacceEtable (#1) -- Fails to follow the guidelines set. 
forth 1n the yellow sheets; after counseling still neglects 
to follow the guidelines. 

Acc~ptab~ (#3) -- Follows the guidelines of the yellow 
sfi'eets. 

Superior (#5) -- Thorough knowledge of guidelines and fol­
lows them. 

2. KNOWLEDGE OF PENAL CODE . 
Unaece¥table (#1) -- Doesn't know elements of basic sections 
aria no motivated to learn; no attempt at improvement. 

Acceptable (#3) -- Working knowledge of cO!TJOO,nly used sections; 
re'ates elements to observed criminal activity. 

Su~rior (#5) -- Exceptional knowledge of Penal Code and demon­
strAtes the ability to apply it to both normal and unusual 
criminal activity. 
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3. KNOWLEDGE OF VEHICLE CODE 

Unacceptable (#1) -- Doesn't know elements of basic sec­
tions; no attempt to learn or apply these sections. 

Accertable (#3) -- Working knowledge of corrmonly uSf~d 
sect ons; Y'elates elements to observed traffic related 
activity. 

Su,erior (#5) -- Exceptional knowledge of used sections; 
ab lity to detect violators and use these sections properly. 

4. HEALTH & SAFETY/WELf~E & INSTITUTION 

Unacc€ptab1e (#1) -- No knowledge of these codes or their 
app li cat; on. 

Acceatable (#3) -~ Is familiar with these codes and under­
stan s tneir coverage and use. 

SMTerior (#5) -- Exceptional knowledge of these codes; is 
a e to apply them in most situations. 

5. KNOWLEDGE OF ELEMENTS OF CRIME 

Unaccep.tabk (#1) -- No idea as to the necessary el ements; 
makes no attempt to learn them. 

Acceptable (#3) -- Is aware of the necessary elements of 
frequently encountered crimes and is tr,ying to improve this 
knowledge. 

Sueerior (#5) -- Knows what the necessary elements of most 
Cr1mes are; readily recognizes them in practical situations. 

6. GUIDELINES: FELONY/MISDEMEANOR 

Unacceptable (#1) -- Doesn't know the difference between the 
elements of, the reporting of, or the booking procedures for 
felonies and misdemeanors. 

Acceptable (#3) -- Has a working knowledge of different pro­
cedures in handli n9 fe1 on'l es and mi sdemeanors. 

~rtor (#5) -- Above average in handling felonies and mis­
anors properly. 
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7. KNOWLEDGE OF THE SERVICE ORIENTED POLICING (C.O.P.) 

Unacceptable (#1) -- Refuses to implement the Community 
Oriented concept of policing; no knowledge of the guide­
lines. Refuses to practice humanistic policing. 

APPEARANCE - . 

Acceptable (#3) -- Is aware of and practices humanistic 
approach to policing. Attempts pragmatic problem solving. 

Superior (#5) -- Totally committed to service oriented 
approach to policing, both philosophical and action ol"i­
ented. 

1. GENERAL APPEARANCE 

Unacce table (#1) -- Dirty shoes and uniform; unkempt hair; 
overwe1 t; total lack of personal hygiene. 

Acce~table (#3) -- Neat, clean uniform. well groomed hair, 
weig t proportional to height; good personal hygiene. 

Superior (#5) -- Command bearing; tailored clean uniform; 
exemp 1 ary personal hyg'i ene. 

2. JOB READY: FORMS/POLICE ITEMS 

Unacce table (#1) -- Tired, 1azy; total lack of organization 
or ent uS1asm; totally lacking in the necessary police equip­
ment. 

Acceptable (#3) •• - Job ready; good attitude; all necessary 
eqtAlpment. 

supea'ior (#5) -- Enthusiastic, cheerful attitude; well pre­
pare 10 enter the field with all forms, supplies and per­
sooal eqUipment. 

PHYSICAL FITNESS 

1. STRENG:H AND AGILITY: JOB RELATED 

Unacceptable (#1)-- Unable to lift gurney or climb fences; 
does not possess the strength to make physical arrests. 

Acceptab1e (#3) -- Able to lift gurneys, climb fences and 
make physical arrests. 

Superior (#5) -- Capable of performing most tasks requiring 
strength and agility. 
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SAN DIEGO POLICE DEPARTMENT 

DAILY TRAINEE EVALUATION FORM 

ira1nee _____________ FTO ___________ DATE _____ _ 

PHASE # ___ . __ _ # OF DAYS IN PHASE ____ _ 

RATING INSTRUCTIONS: The evaluation should follow the below listed scale. You are en­
couraged to corrment on any behavior you wish. a specific conment is required for all 
ratings of 1 or 5. 

PERfORMANCE 

Not 
Acceptable 

1 

Acceptable 

2 3 4 

1. Report Writing: Accuracy/Organization 
2. Driving Skill: Normal/Emergency 
3. Self-Initiated Activity: 
4. Use of Map Book: 
5. Stress Control: Verbal/Pnysical 
6~ Officer Safety: Self/Covering 
7. Prisoner Control: Verbal/PhYsical 
8. Radio: Transmissions/Receptions 
9. Good Judgment 

J\TTITUOE 

1. Attitude toward police work: 

5 

2. Acceptance of criticism: Verbal/Behavioral 
3. Attitude toward citizens: 
4. Attitude toward supervisors: 
5. Attitude toward peers 

KNOMt.f:DGE 

1. Department Guidelines: 
2. Penal Code: 
3. Veh1 cl E! Code: 
4. Health & Safety/Welfare & Institution: 
5. Elements of Crtme: 
6. Guidelines Felony/Misdemeanor: 
7. Knowledge of C.O.P. 

APPEARANCE 

1. General appearance: 
2. Job Ready: Forms/Police Items 

PHYSICAL Frr~ESS -
1. Strength and Agility: 

APDITIONAL COMMENTS 
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Superior Not 

1 
1 
1 
1 
1 
1 
1 
1 
1 

1 
1 
1 
1 
1 

1 
1 
1 
1 
1 
1 
1 

1 
1 

1 

Observed __ 

t2 3 4 5 
234 5 
234 5 
234 5 
234 5 
234 5 

Not Observed 
Not Observed 
Not Observed 
Not Observed 
Not Observed 
Not Observed 
Not Observed 
Not Observed 
Not Observed 

2 3 4 5 
234 5 
2 3 4 5 

234 
234 
234 
234 
234 

234 
234 
234 
234 
234 
234 
234 

234 
234 

234 

5 Not Observed 
5 Not Observed 
5 Not Observed 
5 Not Observed 
5 Not Observed 

5 Not Observed 
5 Not Observed 
5 Not Observed 
5 Not Observed 
5 Not Observed 
5 Not Observed 
5 Not Observed 

5 Not Observed 
5 Not Observed 

5 Not Observed 



,F.T.O. WORKSHEET 

TRAINEE: 

DATE: -------------------------
PHASE: 

The fo1 lowing areas are to be stressed over the next ____ . days. 

You 1;,(111 be expected to have mastered the listed tasks within the next 

____ ._ da.y.s.. 

1-

2 .. 

3. 

4. 

5. 

6. 

7. 

8. 

9. 

10. 

-----------------------------
F.T.O. SIGNATURE 

TRAINEE SIGNATURE 
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WEDNESDAY 

FRICAY 

0730-CJ830 
0830 .. 0930 
0931)..1130 
113Q..1230 
1230-1630 

0730 ... 1130 
1130 ... 1230 
123e .. 1530 
, 5'3o-~'6'SO 

0130-1130 
1130-1230 
1230-"530 
1530 .. 1630 

0730 ... 0930 
093i-1130 
1130-1230 
12JO...143t:l 
14ao.-l630 

0730 .. 0930 
09~o-'130 
1130 ... 1230 
1230 ... 1430 
1430 ... 1530 
1530 .. '1630 

F.T.C. TRAINING - -

ORIENTATION 
ACADEMY OVERVIEW 
F.T.O. PROGRAM OVERVIEW 
LUNCH 
T:lTLE 7 REVIEW 

OBJECTIVITY AND ETHICS 
LUNCH . 
DAILY TRAINEE EVALUATION 
CONDITIONING AWARENESS 

INTERPERSONAL RELATIONS 
LUNCH 
BI-WEEKLY TRA!NEE EVALUATION 
CONDITIONING AWARENESS 

TEACHING TECHNIQUES 
CRITICAL TASKS/PHASE I 
LUNCH 
CRITICAL TASKS/PHASE II 
CRITICAL TASKS/PHASE III 

CRITICAL TASKS/PHASE IV 
CRITICAL TA$KS/PHASE V 
LUNCH 
TRAINEE MANAGEMENT EXERCISE 
EVALUATION CONCLUSIONS 
CRITIQUE 
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1 hour 

1 hour 

2 hours 

F.t.O. TRAINING 

COURSE DESCRIPTIONS 

ORIENTATION 

Chief (or representative) will give welcome and opening 
remarks. Lieutenant Enerson will comment on program and 
discuss schedule and expectations. 

ACADEMY OVERVIEW 

AcademY format and relationship to F.T.O. 
be exp1ained. Descriptions include: 

program wi 11 

• Goals and Objectives with Academic emphasis 
• Trainee e~pectations (self-discipline, academic 

achievement) .. Curriculum Structure ~ Participatory Training 
• P.O.S.T. Performance Objectives 
• Success Criteria, Test Expectations 
• Trainee Field Orientation and Assignments 
• F.T.O.'s participation in Academy training 
• Advisor's role 
• Spouse's Orientation and Ride A10ng 

F. T .0. PROGRAM OVERViEW 

Will address the historical perspectives and problems identi­
fied with prior trainee training programs. Will discuss the 
San Jose F.T.O. model and present a general overview of the 
present F.T.O. program and systems. 

Includes the distribution of F.T.O. Manuals, Trainee Critical 
Task Lists and the F.T.D. Administrative Manual with explana­
tions and discussion. 

4 hours ETHICS AND PROFESSIONAL OBJECTIVITY 
------~--------~----~~.--
Group discussions and workshops identifying issues on un­
ethical behavior and how to address them. Discussions on 
objectivity as it re1ates to the F.T.D. and trainee evalua­
tions. Group conclusions wil1 be ident.ified and considered 
F.T.D. expectations. 
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4 hours INTERPERSONAL RELATIONS 

Present and discuss the characteristics and dynamics of in­
terpersonal relations. Develop an appreciation of the im­
pact in a professional practice. Group exercises will be 
used with a minimum of lecture. 

4 hours TITLE 7 REVIEW -
A review of the Civil Rights Act, Title 7~ as it relates to 
the Evaluation Process. Overview of the recent EEO investi­
gative results with an emphasis on eliminating negative be­
havior as perceived by minorities. Will include exercise 
discussing women in policing. 

3 hours DAILY TRAINEE EVALUATION SYSTEM 

1 hour 

-
Workshops and group discussions on minimum expectations; 
problem simulations and conclusions for consistent daily 
trainee evaluations. 

:ONfrITIONING AWARENESS 

Explanation of Academy expectations on phYSical condition­
ing and trainee performance. Includes officer performance 
of agility e>,ercises as required of trainees. Surrmaryex­
plains relationship to F.T.O. evaluations and responsibility 
of F. T.O. as a modeL 

3 hours ~-WFEKLY TRAINEE EVALUATION SYSTEM 

Worltshops and group discussions on minimum expectations; 
prob1em simulations and conclusions for consistent bi­
weekly eva~uat;ons. 

2 hours TEACHING TECHNIQUES 

Presented by a specialist from San Diego City Schools. Ad­
dresses teach; ng techn; ques as ; t pertai ns to F. T. 0 ./Tra i nee 
Training. Covers key points on barriers for effective teach­
ing and how to achieve maximum effectiveness. 

10 hours TRAINEE CRITICAL TASK RATINGS 

Five 2-hour sessions covering the 5 critical task phases in 
the F.T.O. Program. Group discussions and workshops will be 
utilized to develop continuity on task e"pectations. 
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2 hours TRAINEE MANAGEMENT EXERCI~_ 

Small groups will be assigned simulated trainee progress 
evaluations for review. They will identify weaknesses and 
prepare documented lesson plans to address weaknesses. Will 
develop understanding and continuity of minimum expectations 
for act; vi ty • 

2 hour's EVALUATION CONCLUSIONS 

1 hour 

Two l-hour sessions scheduled between evaluation workshops 
to reinforce conclusions for F.T.O. continuity. 

CRITIQUE 

Verbal critique of program. 
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SUMMARY 

On August 27 and 29 and September 3 and 5, 1975 the Office of Crime 

Prevention conducted an operation called "Operation Saturation", The operation 

was planned in two parts, the two days in August being dire.cted against resi-

dential burglary in the northern half of Beat 6 and the two days in September 

being directed against business burglary city-wide. 

The purpose of the operation was to educate and advise the residents and 

merchants about securtiy and security hardware and to actually conduct security 

inspections of the occupant's premises. 

The inspection teams were provided by the St. Petersburg Police Department 

and trained and directed by the Office of Crime Prevention. Approximately 

thirty-two police officers per day were involved for a total of approximately 

138 police officers. They visited as many homes in the northern section of 

Beat 6 as time would allow and inspected 717 homes. During the business phase, 

a total of 697 businesses were inspected. 

The operation has been a tremendous success in that the residential burglary 

rate in Beat 6 dropped significantly and has remained low for the past five weeks 

as of the date of this report. The rate of business burglary city-wide has not 

been altered substantially yet but it is hoped that as the merchants follow the 

recommendations made during the inspection the results will be refAected in a 

substantial decline in the rate of business burglary. 

Operation Saturation shall be continued, hopefully, until the entire city 

has been inspected, both residences and businesses. 
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STATEMENT OF THE PROBLEM 

The City of St. Petersburg, as is the case with all cities in the United 

States, is experiencing a rise in the rate of overall crime. The reasons fo.r 

this increase are numberable and many of them are not acceptable to the "experts" 

who tell us why certain people are more prone to commit crimes than others. One 

reason for the existance of crime though, is not arguable and is accepted by all, 

expert and non-expert. This reason is "opportunityll. Without opportunity even 

the most dedicated criminal cannot commit his crime. 

The spectrum of opportunity runs from slight to unlimited. An example of 

slight opportunity is a bank because of the unusual amount of security devices. 

An example of unlimited opportunity is the merchant or home owner who neglects 

to lock his doors. Combine an unlimited opportunity with a person who has just 

a small amount of criminal intent and the possibility of a crime being committed 

is high. As the amount of opportunity decreases, the amount of criminal intent 

necessary must increase in order for a crime to be committed. Where there is 

slight opportunity much planning is necessary in order to accomplish a crime 

but fortunately, very few people are of such a criminal nature. Unlimited 

opportunity though, has the potential of making a criminal out of a person who 

might not otherwise commit a crime if the opportunity did not present itself. 

Reduction of opportunity was the goal of Operation Saturation. 

The Office of Crime Prevention undertook Operation Saturation because 

Beat 6 has been experiencing an abnormally high amount of residential burglaries 

and action was necessary to at least bring Beat 6 in line with the 14 other 

beats in St. Petersburg. Beat 6 is in the southwest corner of the city and is 

bounded by Central Avenue on the north and continues all the way south to the 

bay. On the west it is bounded by 49th Street and on the east, by 34th Street. 
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Within these boundaries there are 5,600 housing units. Because of the size of 

Beat 6 and the limitation on manpower, only the northern half of Beat 6 was 

included in the first phase of "Operation Saturation". Commercial burglary 

throughout the city was the target of the Office of Crime Prevention in the 

second phase of Operation Saturation. 
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GOALS AND OBJECTIVES 

Operation Saturation was plarlned to run for 4 days. The first two days 

were to be devoted to residential security inspections and the second two day~ 

were to be devoted to commercial establishment inspections. 

It was estimated that each officer would be able to inspect approximately 

4 locations per hour and each was therefore assigned 30 locations per 7~ hour 

day. 

Experience proved our estimate to be quite high as the number of residents 

not at home and the amount of time that each resident and business occupant 

desired to speak to the policeman was not accurately accounted for. The first 

two days in which the officers conducted residential inspections a tntal of 

717 homes were inspected. This averaged out to just over 10 inspections per 

day per officer. The second two days in which the officers conducted business 

inspections a total of 697 businesses were inspected. This averaged out to 

just under 10 inspections per day per officer. 

Though the number estimated versus the actual number of inspections 

accomplished would indicate a lack of success, just the opposite is true. Our 

goal was to cover every residence in the northern half of Beat 6 and every 

business establishment in St. Petersburg but not necessarily in only the four 

days allotted. The result was that a good percentage of the houses in Beat 6 

were inspecteaand we need go back and CO'"I,:r only those whose residents were 

not at home or were not reached uue to lack of time. As for the businesses, 

every business located in a business area was covered and we need now only cover 

those businesses that are located aw~y from business areas. Of course not all 

of these businesses were inspected during this operation but in fact were covered 

during a similar operation in November, 1974. The area covered in 1974 was 

E-6 



quite extensive; covering from 49th Street on the west to 4th Street on the 

east, and 22nd Avenue on the south to 5th Avenue North on the north. 

Considering how close we came to our goal and the results obtained, this 

operation must be deemed a success. One must not forget that this operation is 

not over but will be going into another phase as soon as the planning and 

coordination is accomplished. 

B-7 



DESCRIPTION OF OPERATION 

The purpose of Operation Saturation was to inform the residents of the 

northern half of Beat 6 and the owners and managers of commercial establish­

ments throughout the city, of the concept of crime in relation to opportunity 

and to advise each individual how to reduce opportunity in his sphere of concern. 

It was necessary for each home owner or business occupant to understand the 

method of reducing opportunity and this could best be accomplished by person to 

person contact with the individuals concerned and conducting an inspection of 

his premises. 

The method of reducing opportunity is, of course, becoming security conscious 

and taking the necessary steps to actually improve security. In the case of 

residences and businesses, the manner of security is similar and each individual 

contacted was informed as to the types of locks, doors, windows and other security 

devices that would be specifically necessary to do the job. 

The manpower to conduct "Operation Saturation" was provided by the St. Petersburg 

Police Department. The police department's shift schedule is designed so that 

there are three extra squads on duty every Wednesday and Friday, This makes the 

men available for training which is ~sually conducted on those days. An offer 

was made by the police department to the Office of Crime Prevention that for 

four days these officers could be available to assist in projects and "Operation 

Saturation" was planned upon receipt of this offer'. Each squad consists of 10 

or slightly more men plus a sergeant. Due to vacations, illness and the necessity 

for court appearances, only about 32 officers were working at anyone time. 

Although this was 3 less than planned for, it was more than adequate to accomplish 

the operation. The operation was conducted on 4 different days; August 27, 
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August 29, September 3 and September 5. The two days in August were ctevoted 

to residential inspections and the two days in September were devoted to 

business inspections. Four different groups of policemen were used for a total 

of approximately 138 policemen. 

Prior to each group going out to conduct inspections and give advice, a 

training session of l~ hours was conducted. This session was conducted by 

Sergeant "Gene" Conrad and gave the officers information that would not only 

be necessary in order to perform the inspections but information that would 

also make the police officer a more rounded law enforcement officer. 

For the residential inspections, tne northern half of Beat 6 was divided 

into 35 different inspection areas, each one mainly following a street or 

avenue. Each officer was assigned one of these areas Un each day_ That 

portion of the area that was not finished on the first day was covered the 

second day and those portions not covered on the second day will be finished 

on a follow-up operation to be planned. The same plan was followed on the 

two days allotted to business inspections except that businesses allover the 

city were inspected. This phase of "Operation Saturation" was not limited to 

Beat 6. 

In conducting the actual inspection~ the policemen, with the permission 

of the home owner or business occupant, checked the door construction, locks, 

hinges, windows and other building openings. Where replacement was necessary 

or where proper security equipment was lacking, the officer made the necessary 

recommendations. If all was in good order, the occupant was also advised of 

this. 
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EVALUATION 

The method of determining results and evaluating a program such as 

"Operation Saturation" 'is very difficult and can be accomplished only after 

much time has passed. This is true because many people will not follow our 

recommendations and if they do, there is no sure way to determine whether such 

individual action actually prevented a burglary. The only way to be sure is 

to analyze future burglaries and determine whether the victim followed our 

recommendations or not and how many residents actually do follow our recom­

mendations. 

Since the purpose of "Operation Saturation'! is two-fold; (1) to prevent 

burglary to those who follow our recommendations and (2) to reduce the over­

all occurrence of burglary, perhaps an evaluation of number 2 will suffice 

to justify continuing the operation. 

"Operation Saturation" took place on August 27 and 29 and September 3 

and 5. An evaluation of our second objective can be made if we look at the 

residential and commercial burglary rate prior to and since the above dates. 

An analysis was conducted of both residential burglary in Beat 6 and 

commercial burglary city-wide for the period March 1 - September 1, 1975. 

A total of 25 weeks were reviewed and a total of 430 residential burglaries 

and 635 commercial burglaries occurred during this time period. This results 

in an average of 17 residential burglaries per week and an average of 25 

commercial burglaries per week. 

A comparison of residential burglaries will be made first. For the 

past five weeks residential 'burglary in Beat 6 has been 10, 10, 5, 8 and 

18 respectively. It can be readily ascertained that each one of these weeks 

is well below the weekly average except for the last one. This must 't-e 
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connidered, however, with the fa~t that 10 of the 18 burglaries occurred in 

the portion of Beat 6 that had not been inspected. Realizing that averages can 

be misleading by one or t't10 abnormally high or low figures, it must be con­

sidered that in the prior 25 weeks only one week was lower than any of these 

figures and that was the week that the Crime i)eterrent Section put great 

emphasis on Beat 6. This being the caRe, the residential portion of "Operation 

Saturation" must be considered to have had quite an impact on residential burglary. 

Whether or not this decrease will contiT."lue csmlot b~ forecast and only titMl will 

tell. 

At the time of the inspection the police officers also passed out literature 

and a self-addressed envel,ope with a questionnaire. The envelopes were addressed 

to the Office of Crime Prevention. The response from the people was not e~t­

ceptional in that only 42 responses were received from the 717 houses inspected. 

The fact that stamps were not provided on the envelopes may be the reason for 

the low number of responses. 

The figure of 717 houses inspected belies the actual number of residences 

visited. The actual number of residences visited was 1,468. Of these the 

resident was not at home at 557 of them, 103 were vacant and 91 refused. The 

figure of 557 could probably have been lowered substantially if the operation 

could have been planned to run from r.oon until 8 p.m. instead of from 8 a.m. 

until 4 p.m. as it did. It is considered by some of the staff of the Office 

of Crime Prevention, however, that just the high concentration of police 

officers in such a comparativeiy small area was enough to cause an impact on 

the burglary rate. 

The business burglary phase of "Operation Saturation" unfortunately does 

not show the same results as the residential phase. The average number of 

business burglaries per week is 25 and for the par,t five weeks the number 
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city-wide has been 18, 25, 18, 27 and 15 respectively. This shows that three 

were below the average and two were above the average.. Perhaps the last figure 

is due to the merchants beginning to follow the reco~mendations that they received 

during the inspection. It is hoped that as the merchants heed the advice given 

and take more of the recommended security measures that the rate of business 

burglary will reflect the results. 

The rate of questionnaire returns from mercha.nts, 144, was much higher 

than the response from the residents but still not entirely satisfactory. As 

mentioned before, hopefully this will be remedied by pre-stamping the envelope. 

A fact that must not be forgotten in this €!valuation is the side effect of 

having 138 police officers trained in crime prevention. At the beginning of the 

operation, before the officers were trained and went out on the street, it 

appeared that they were not very enthusiastic about crime prevention. When 

they returned at the end of the day however, they were very enthusiastic about 

the operation and many even stayed on their own time to discuss it and their 

experiences. These officers are now able to give advice to future burglary 

victims to prevent reoccurrences. 
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APPENDIX F 

Application of an Alternat:l.ve Work 

Schedule for Training Implementation 
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TRAINING IMPLEMENTATION 

METHODS & TECHNIQUES 

CONSIDERATIONS 

There are two major considerations in planning 
the implementation of training: 

* Cost 
* Timing 

Trainers must pay particular attention to these 
two factors when selecting the methods and techniques 
used in the training. Additionally, other unique hurdles 
are often encountered before the training can be imple­
mented. These obstacles must be recognized and considered 
during the planning stage even though the mechanism to 
overcome their adverse effects is activated during the 
actual implementation phase. 

* Police officer resistance to new procedures 
or approaches 

* The rejection of any duties other than those 
considered "real police work." 

* Training hours incompatible with duty 
assignment hours. (Such as training after 
working the midnight shift) 

COSTS OF IMPLEMENTATION 

In addition to the obvious costs of instructors, 
materials and space, the major cost of training is to 
p~y for manhours of those to be trained. The manpower 
expense can be prohibitive depending upon union contracts, 
agreements or customs. Thus, any arrangement to reduce 
the time required to teach and train the necessary new 
procedures required by the rCAP program is cost-effective. 
Wher-e ... schedules allow for ·on duty" training time assign­
ments, even greater cost reductions can be realized. 
The bulk of all police agencies are ~equired by law or 
contract to pay overtime when normal work week hours 
are exceeded. A schedule which ?ermits training during 
the regular work week can therefor reduce costs dramatically. 
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TRAINING TIME FRAMES 

The second major consideration of methods of 
implementation of the leAP training is timing. The 
problem lies in an attempt to maximize the training 
time of all department officers, managers as well as 
the rank and file, in the ICAP principles without 
inctu:-ring the great cost.s just, di.scussm1.. Techni.ques 
or methods which maximize the effectiveness of the 
tJ:-aining can be used thereby reducing the classroom 
t.ime required of each officer. Lectures and disc1.lssiol1S 
buttressed. by immediate partici.pation in 'the tactical 
response being taught usually result in greater under-­
st.,a.ruling a.nd retentiOllg This type of 'i::l:aird.ng-doing 
can a.1so accomplish necessary activity requirements by 
a }?l:'act:i.cal application such as on the spot crime pre~ 
vention surveys conducted as part of a. tra.ini.ng exercise. 

But more than this, the time frames for training 
must inclu.de all members ·of the agency during the initial 
s~ages of the reAP pr.oject.. This becomes of. paramount 
impo:r.'i:.ance in those agencies which plan radical departures 
from their standard operating procedures in the adoption 
of the rCAp programs. Since !CAP models focus on the 
integration of police service delivery functions and 
support services, the training itself must be so scheduled 
as to accomodate the integration of all those affected 
by the new concept during the training sessions. This 
is of particular importance where decision-making has 
been. orJ.ly with:i:n the realm. of top a.dminJ~strators in the 
past. The top adm±nt$t~ator&must openly commit them­
selves to the reAl? model during the planning and train.ing 
phases to lend credence to the.ir sta.ted support of. 1:he 
program. Thus, time schedules need to accomodate both 
managers and the rank and file at the same time" 

WORK 'SCHEDULES 

New work scnedul.es, especially for ;l?atrol forces, 
are. often adopted to overcome the obstacJ.e::; of greatly 
increased costs associated with qvertime hours required 
for training which includes all agency members. 
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Such a work schedule is developed to provide the follow­
ing features; 

* Training hours during the times when 
most agency members are in an "on-duty" 
status to reduce overtime pay. 

* Training time frames compatible with 
periods of the week when -the training 
complement (student group) can be 
assigned to useful, tactical exercises 
to maximize the effect of lessons in 
practical situations. 

* Where training techniques include student 
participation in practical demonstrations 
or tactical response situations, the 
time and day of the week of the training 
need be compatible to the target situation, 
i.e., crime prevention surveys of 
commercial establishments conducted 
during hours when businesses are open. 

* The work schedule needs be so conven­
iently arranged that officer resist­
ance is not intensified. This 
requires consideration for those 
who are necessarily assigned to the 
all-night shifts. 

* Training schedules should be organized 
so that the time periods are predict­
able, allowing officers to plan their 
personal activities without inconsid­
erate interruptions for the sake of 
the training. 

* An effective work schedule which is a 
change from traditional scheduling 
include a "sweetener" incorporated 
to reduce negative attitude develop­
ment. Since officer attitudes help 
set the mood of training, a positive 
beginning is extremely helpful to 
instructors. 
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WORK SCHEDULE EXAMPLES 

A patrol work schedule that fits the ·cost" 
and "time frame" considerations and which takes into 
account the other unique obstacles previously dis­
cussed will facilitate the smooth implementation 
of the rCAP training. 

The following schedules are examples only and 
are intended to illustrate how an agency can provide 
training either as a "catch-up" remedy for departments 
WQere training has been lacking or as a method of 
proVi.d:i::ng maximum exposure for new ideas and techniques 
tn those agencies which are incorporating numerous 
new procedures. Departments of any size can use these 
~chedules and easily adapt to the concept by noting 
that all shifts, regardless of size, are broken down 
into three distinct day-off sections. Since most 
agencies presently work 40 hour work weeks with 
8 hour shifts, these schedules provide one specific 
day, each week, for departmental training. 

Most agencies working 40 hour weeks with 8 hour 
shi.t:ts are scheduling the officers' days off randomly 
to in~ure a minimum and maximum number of men off on 
any given daY'- I.n :mQ~t cases, this schedule will suit 
those. constraints. The primary characteristics of 
tQese schedules are: 

* Twenty-eight day schedule 

* Rotate shifts in reverse order, 
i.e., from days to midnights 

* Forty· hours a week 

", * Eight hour ~hifts 

* Days off rotate according to 
the shift worked 

* Officers assigned ~o same beat 
or zone for at least 3 months 
to allow each officer the benefit 
of the 4 day off mini-vacation 
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* During shift changes, some 
officers must work more than 
5 days in a row 

* Every officer receives 4 days 
off in a row every three months 

* All officers work on Friday(this 
is an arbitrary day-could be on 
some other day of the week) 

* Each shift is broken into three 
groups of equal size. One of 
the groups acts as the relief 
squad for the other two units 
days off. For Patrol divisions 
with uneven apportionment of 
manpower, the smallest shift of 
men rotating becomes the basi~ 
unit. The additional men are 
broken down as an individual unit 
into three sections for days off 
purposes. 

* Supervisors select which group of 
their shift will attend the train­
~ng day each week. 

* The fourth training week is reserved 
for special events such a firearms 
~ualifications and supervisors can 
keev track of which unit needs to 
attend the "extra" training day. 

TYPICAL WORK SCHEDULE 
EVenly Divided Shifts 

patrol Shifts 3 
Total Strength - 33 

Lts. 3 
Sgts. 3 
Patrol Officers 27 
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FJ::~ST SHIFT 
2400 .... oaoo 
Officer Zone Days Off Relief 

Lieutenant WiTh Sgt. 
Sergeant MIT Lt. 

Patrol Officer 1 WiTh A 
Patrol Officer 2 WiTh B 
patrol Officer 3 WiTh C 
Patrol Officer 4 SIS A 
Patrol Officer 5 SIS B 
patrol Officer 6 siS c 

Relief Officer A MIT 
Rel;Lef Officer B MIT 
Relief Officer C MIT 

•• 

At the change of shifts, the First Shift is assigned 
to the Third Shift (1600-2400 hrs 4} 

THIRD SH!';FT 
1600,..2400 

Officer Zone Days Off Relief , 

Lieutenant SIS Sgt. 
Sergeant WITh Lt. 

patrol Officer 1 SIS A 
patrol Officer 2 SIS B 
patrol Officer 3 SIS C 
Patrol Officer 4 MIT A 
patrol Officer 5 MIT B 
patrol Officer 6 MIT C 

Relief Officer A WITh 
Relief Officer B WITh 
Relief Officer C WiTh 

At the change of shifts, the Third Shift is assigned 
to th.e Second Shift t0800-1600 hrs.l 
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SECOND SHIFT 
0800-1600 

Officer Zone Days Off Relief 

Lieutenant MIT Sgt. 
Sergeant SIS Lt. 

Patrol Officer 1 MIT A 
Patrol Officer 2 r<1/T B 
Patrol Officer 3 MIT C 
Patrol O.fficer 4 WITh 11 
Patrol Officer 5 WITh B 
Patrol Officer 6 WITh C 

'Relief Officer A SIS 
Relief Officer B SIS 
Relief Officer C SIS 

At the change of shifts, the Second Shift i,s rotated 
back to tQe First Shift t2400-0800}. 

The next schedule is a modified version of the 
Qne just illustrated and can be adapted t,o any size 
work force unit. By determining the basic rotating 
unit size first, it is possible to accomodate all the 
patrol force, even though the shifts are not evenly 
matched in strength or that a tactical force overlaps 
other shifts. 

The basic unit of an irregularly apportioned 60 
member patrol force might be divided as follows: 

First Shift - Midnights 
Second Shift- Days 
Third Shift - Evenings 
Tactical - 6PM-2AM 

15 men. 
20 men 
15 me.n 
10 m(=n 

If this were the case, the bciSic unit rotating 
through the shifts is probably 15 men (lowest regular 
shift size) with 5 traffic specialists working days at 
all times. The evening shift would probably have 5 men 
assigned permanently for college convenience(attendance) 
purposes and the Tactical Squad would remain permanently 
assigned the special hours except for special events. 
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Such a work schedule then could be arranged as foLlows 
to provide a Training Day compatible with these assign­
ments and target situations .0' 

Patrol Shifts 
Total strength 

Lts. 
Sgts. 
patrol Officers 

FIR,ST SHXFT 
240Q ... 0800 

Officer ---
Lieutenant 
Sergeant 1 
Sergea.nt 2 

patrol Officer 
" II 

It " 
" " 
n 1\ 

patrol Officer 
" " 
" " 
" " 
" " 

Relief Officer 
" " 
" " 
" " 
" " 

TYPICAL WORK SCHEDULE 
Unevenly Divided Shifts 

4 
69 

3 
6 

60 

Zone 

N. 
s. 
1 
2 
3 
4 
5 
6 
7 
8 
9 

10 

A 
B 
C 
D 
E 

Geographic Zones or Beats 
retain same boundaries on 
all shifts 

Days Off Relief 

WITh Sgt. 2 
MIT Sgt. 2 
SIs Sgt. I 

WITh A 
" B 
" C 
" D 
" E 

SIS A 
" B 
" C 
" D 
" E 

MIT 
" 
" 
" 
" 

At the change of shifts, the First Shift rotates back 
to the Third Shift (1600-2400 hrs.) 
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THIRD SHIFT 
1600-2400 

Officer Zone 

Lieutenant 
Sergeant 1 N. 
Sergeant 2 S. 

Patrol Officer 1 
" " 2 
" " 3 
" " 4 
" " 5 

Patrol Officer 6 
" " 7 
" " 8 
" " 9 
" " 10 

Relief Officer A 
" " B 

" " C 
" " D 
" " E 

Tactical Officer 11 
" 12 
" 13 
" 14 
" 15 
" 16 
" 17 
" 18 
" 19 

" " 20 

Days Off 

SIS 
WiTh 
MIT 

SiS 
" 
" 
" 
" 

MIT 
" 
" 
" 
" 

WiTh 
" 
" 
" 
" 

MIT 
" 
" 
" 
" 

WiTh 
" 
" 
" 
" 

Relief 

Sgt. 
Sgt. 
Sgt. 

A 
B 
C 
D 
E 
A 
B 
C 
D 
E 

16 
17 
18 
19 
20 
11 
12 
13 
14 
15 

2 
2 
1 

Under this arrangement, the Tactical Squad Officers would 
not get the 4 days off benefit due to their permanent 
assignment to the evening shift. They would be working 
on the evenings usually the most busy on a police depart­
ment, with all ten officers working on Friday, Saturday 
and Sunday. 

At the change of shifts, the basic 15 officers 
would rotate back to the Second Shift (0800-l600hrs.) 
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SECOND SHIFT 
0800-1600 

Officer Zone Days Off Relief 

Lieutenant MIT Sgt. 2 
Sergeant 1 N. SIS Sgt. 2 
Sergeant 2 s. WiTh Sgt. 1 

Patrol Officer 1 MIT A 
" " 2 " B 

" " 3 " C 
" " 4 " D 

" " 5 " E 
II " 6 WiTh A 

" " 7 " B 

" " 8 11 C 
" " 9 " 0 

" " 10 " r. 

Relief Officer A SIS 
\I " B II 

" " C " 
" " D " 
" " E " 

Traffic Officer 11 sis 
" " 12 " 
II 11 13 " 
" " 14 " 
" " 15 " 

Under this arrangement the Traffic Officers do not rotate 
with this basic shift and will not receive the benefit 
of the 4 days off in a rO'iif at shift change once every 
three months. They usually have Saturday and Sunday 
off due to a slack in traffic on these non-business days. 

At the change of shift, the basic 15 officers 
rotate back to the Midnight (First) Shift again. 
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SPECIAL FEATURES 

* All patrol officers and supervisors 
work on Friday 

* One third of Patrol is trained each 
Friday which means all of Patrol 
given 8 hrs. of training each month. 

* Fourth Friday of the 28 day schedule 
reserved for Tactical exercises, 
re-qualification with weapons, night 
shooting, familiarization or equipment 
demonstrations. 

* Training can combine lectures and field 
exercises after the initial "catoh Upll 
period goal is reached. 

* Lectures and demonstrations on residence 
or business security can be hel~ in the 
morning and field applications of the 
principles just taught can follow to 
complete the 8 hour training session 
and produce a useful application as 
well as the emphasis upon the lesson. 

* Many local events, particularly high 
school athletic events, occur an 
Fridays and officers can be assigned 
half classroom lectures and then be 
assigned to the street p:r:oblems when 
necessary. 

* All officers receive 4 days off in a 
row (except those assigned to permanent 
shifts) every three months at a shift 
change. This occurs when days off are 
Sat./Sun. and the new schedule automatic­
allytgives them Mon/Tues. off on the next 
shift. 

* Fourth :JJ'riday can be ideal day for 
officers who have a Holiday or Compens­
atory dlSy due to request it in conjunc­
tion with the four days off to make 
a mini-vacation (the "sweetener ll ). 
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* Allows officers to stay on the same 
beat or zone from one shift to another 
allowing maximum knowledge of the area. 
Schedules can then be predicted for a 
year in advance to facilitate vacations, 
etc. 

* Officers can be changed to alternate 
beats or zones every three, six, nine 
or twelve months if management's 
decision is to move officers regularJy. 

* Supervisors are trained with their men. 
Separate classes can also be held for 
select groups when this is desired. 

* All new policies, procedures, etc. 
can be fully presented and explained 
to the entire department within a 
three week period when desired. 

* The fourth week of every month can be 
set aside for special assignment 
or special training for a pre-determined 
one-third of the agency. Since this 
week is the "extra" week of the 28 day 
shift, supervisors will be required to 
select those who will work the street 
assignments and those remaining to 
attend the special training or exercise. 

Finally, the work schedules will dematld a maximum 
effort of the trainers to keep up the training periods 
week after week with informative, pertinent and imagina­
tive classes coupled with demonstrations or practical 
exercises to bring the lessons home. Numerous arrange­
ments are required, especially when crime prevention 
surveys or tactical response situations are used to 
point out the training by participation. Details 
must be worked out to make the e~"ercises work smoothly 
or tlte surveys to accomplish their objectives of prevention. 
Ulttmate results of the training can be extraordinary 
in accomplishing the department's mission when these 
challenges are met with enthusiasm and attention to detail. 
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APPENDIX G 

Portland, Oregon, Police Bureau: 

Patrol Crime Prevention Test Instrument 



PATROL EMPHASIS PROJECT 

(PEP) 

Test On 

Crime Prevention and Crime Analysis 

Your name and BPST number are necessary for evaluation purposes. The 
evaluators must keep track of the individual members in the project 
group (North Precinct) and in the non-project groups (Central and East 
Precincts). The name and BPST number will enable the evaluators only 
to identify the officers in each precinct who have and haven't taken 
the test. 

The results of this test will not become part of your Bureau record. 
Individual test results w~not be released to anyone in the Portland 
Police Bureau. Test results Wlfl be released as group results Bnll. 

Date: ____________________ __ 

Name: 

BPST #: 

Rank: 

Precinct: 
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~~se of PEP Pre-Test 

This test contains que:stions about Crime Prevention and Crime 
Analysis. Subject mat'ter content about these two areas is included 
as part of the trainin'; you will receive during the Patrol Emphasis 
Project. 

Since you have not had the training yet, you are not expected to 
know all the answers, but do try to answer all the questions. 
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Purpose of PEP Post-Test 

This is a test of Crime Prevention and Crime Analysis 
which you took last August-September (1976) for purposes 
of evaluating the North Precinct Patrol Emphasis Project 
(PEP). Since PEP will soon be winding down, we are ad­
ministering this test again to see how your responses 
have changed over the last nine months. 

Although you may not be absolutely sure of all the answers, 
please do try to answer all of the questions. 
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section I.:.. 

The following section of 1:he tes:t contains true and false items. For each item, 
decide if the statement i~; true or false and then circle the letter T for true 
or F for false. 

\ 
1. 

2. 

3. 

T F 

T F 

a. T F 

b. T F 

c. T F 

\ 
The biggest weaknf.l.ss in lockilng systems is key control. 

Security surveys ,\\:1:'e crime prevention tools. 

A safe in which money is kept: 

Should be lighted. 

Should be located in ~ locked back roam. 

Needs to be secured to the f.loor if it weighs less than 750 
pounds. 

d. T F Should be visible fran the front of the building. 

e. T F Is not required for most businesses because the money can be 
locked in a cash drawer. 

4. T F A fake or 'phony surveillance camera is acceptable as long as 
there are wires leading £rom it to an electrical connection. 

5. T F The cylinder guard on a deadbol t lock should be made of 
laminated reinforcl9d steel. 

6. T F Photoelectric, ultrasonic and microwave alarm systems are 
usually limited to commercial businesses. 

7. T F An ultra~~nic burglar alazm is usually used as a perimeter 
alarm. 

8. T F Interior and exterior lighting is more expensive than most 
other types of security hardware. 

9. T F Most resl.dential perimeter burglar alarms have a 4S .. second 
ttme-delay mechanism which delays the system from going off 
after there is a perimeter break. 

10. T F Wire glass is for fire purpose~ only and is of very little 
value as a burglar resistant gla2:ing. 

11. T F Warning decals should be posted even if the property has not 
been engraved because the decals act as a burglary deterrent. 
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12. 

a. T F 

b. T F 

c. T F 

According to C. Ray Jeffery's theories about crime prevention: 

Direct controls of crime include only those which reduce 
environmental opportunities for crime. 

Indirect controls include such techniques as police surveil­
lance, police apprehension, imprisonment, etc. 

The implementation of security survey recommendations would be 
an example of indirect crime control. 

Section II. 

The following section of the test contains multiple-choice items. For each 
item, select the one answer which best completes the statement or answers the 
question and circle the letter of that answer. 

13. The LEAST acceptable type of door for exterior purposes is: 

A Panel 
B Hollow-core 
C Double 
D Solid-core 

14. The LEAST acceptable type of door lock is: 

A Single-cylinder vertical deadbolt 
B Double-cylinder deadbolt 
C spring latch 
D Single-cylinder deadbolt 
E Spring latch with anti-shim device 

15. The greatest weakness in alarm systems is: 

~ Equipmertt failure 
~ Electrical deficiencies 
C Human factors 
D Environmental factors 
E Poor installation and maintenance 

16. A money safe can usually be identified by: 

A A shielded dial 
B Being secured within another safe 
C A square, beveled or oblong door 
D A round door 
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17. 

18. 

19. 

Most building security reoommendations will ~:>e ooncerned with: 

A Alarm systems and safes 
B Windows and doors 
C Doors and lighting 
D Windows and alarm systems 
E Doors and alarm systems 

A solid-core door should be at least: 

A 1-3/4" thick 
B 1" thiok 
C 1-1/4" thick 
D 1-1/2" thick 

Two foot candles of light is equal to: 

A One 100-watt bulb in a 10'x10' room 
B One 75-watt bulb in a 10'x10' room 
C Two 75-watt bulbs in a 10'x10' room 
D Two 100-watt bulbs in a 10'xlO' room 

20. Property should be engraved with the owner's: 

A Assigned ID number 
B Oregon drivers license number 
C Sooial Security number 
D Oregon license number 

21. Three elements whioh are neoessary for a criminal aot are: 

A Equipment or tools, target, time 
B Opportunity, time, desire 
C Desire, target, opportunity 
D Target; c1esire, eqili};l1\ent or tools 
E Time, equipment or tools, opportunity 

22. Two elements which can be dealt with in crime prevention praotice are: 

A Target and opportunity 
B Time and opportunity 
C Time and target 
D Target and desire 
E Opportunity and desire 
F Desire and time 

23. !n Portland during 1975, the peroentage of burglars who entered residences 
through doors was: 

A 35-40\ 
B 25-30\ 
C 55-60\ 
D 15-20\ 
E 45-50\ 
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24. For a private residence, which type of door is recommended for security 
and exterior purposes? 

A Panel door 
B Hollow-core door 
C Double door 
D Solid-core door 
E Metal sheathed door 

25. Which type of lock is recommended for a door with a window or with a 
window within 30" of the door lock? 

A Double-cylinder deadbol f: 
B Since-cylinder vertical deadbolt 
C spring latch with anti-shim device 
D Single-cylinder deadbolt 

26. Which type of auxiliary hardware is recommended for use with a deadbolt 
lock? 

A Chain lock 
B Non-removable hinge pi.ns 
C Flip or snib lock 
D Reinforced strike plate 

27. ~. good padlock should have which of the following features? (Select one 
from each group.) 

A Laminated reinforced steel shackle A Beel lock feature 
B case hardened steel shackle B Toe lock feature 

C Heel and toe lock feature 
A Non-remo~~able key feature 
B Non-duplicatable key A Four-pin tumblers 
C Combination lock with no keys B Seven-pin tumblers 

C Five-pin tumblers 

28. Which type of auxiliary lock is recommen.ded for use with double doors? 

A Flip or snib locks 
B Chain locks 
C Jerboa bolt locks 
D Flush bolt locks 

29. The recommended deadbolt locking device for use by commercial establish­
ments has: 

A A bolt with a laminated reinforced steel insert and a min±mum throw of 
1-1/2". 

B A bolt with a laminated reinforced ateel insert and a min±mum throw of 
1 t •• 

C A bolt with a ca.ae-hardened ateel insert and a minimum throw of 1-1/2". 
D A bo,lt with. can-hardened ateel insert and a minimum throw of 1". 
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30. In Portland during 1975, the percenta'i;'e of burglars who entered through 
windows was: 

A 45-50% 
B 55-60% 
C 15-20% 
D 25-30% 
E 35-40% 

31. The glazing (window) material recommended for the front of a jewelry store 
in a high risk area would be: 

A Laminated glazing 
B Tempered glazing 
C polycarbonate glazing 
D Wired glazing 

3~. All exterior doors should be lighted with: 

A One foot candle of light 
B Two foot candles of light 
C Three foot candles of light 
D Four foot candles of light 

33. The primary point which is stressed at block meetings is: 

A All pex:sonal property should be engraved and decals posted. 
B A residential security su-~ey should be conducted. 
C Neighbors should watch out for other neighbors and should report 

suspicious activities to the police. 
D There are various types of security hardware available for making onets 

home more secure. 

34. The definition of c4:me prevention (crime risk management) is: 

A To anticipate the occurrence of crimes and then devise methods to 
prevent these crimes from occurring. 

B The anticipation, recognition and the appraisal of crime risk and the 
initiation of action to remove or reduce that risk. 

C To analyze crime data in order to detemine where specific types of 
crimes occur and then to take significant action to prevent thes~ 
crimes and thus reduce crime incidence. 

D The conduct of security surveys ~f commercial businesses and private 
residences to determine their crime risk and then make recommendations 
to increase their security. 
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35. The main function of the Crime Analysis Unit under the Patrol Emphasis 
Project (PEP) is to: 

A Count and classify crimes in order to determine crime rates for 
Portland. 

B Identify problem areas so that police administration may be better able 
to deploy task forces. 

C Inform the patrol officer about crime and crime patterns thereby 
increasing his knowledge in these areas. 

D Determine if there is a need for altering the deployment of patrol 
officers within the precinct based on current crime trends. 

36. Of the following, which is NOT a goal of the Crime Analysis unit under 
PEP? 

A 

B 

C 

D 

37. One 
is: 

A 
B 
C 

D 

Replace the officer's many sources of information about crime and crime 
patterns with one consistent source. 
Collect data known to many officers in different precincts in order to 
find crime patterns beyond precinct boundaries. 
Obtain data from other sources such as detectives and other police 
agencies which may be useful to the patrol officer. 
Make information of one officer available to others. 

type of information which the Crime Analyst needs from patrol officers 

Concise and accurate crtrne reports. 
Guidance as to what kind of data is the most useful to office~s. 
Feedback as to whether or not the information from the Crime Analyst is 
doing any good. 
P..ll of the above. 

38. In which of the following instances should a special request be mape from 
the Crime Analyst? 

A When the needed information is something that is already available 
through the Crime Analysis file. 

S When the needed information is something that is not available through 
the Crime Analysis file. 

C When the officer himself is too busy to check if the information is 
available or not available in the Crime Analysis file. 

D All of the above. 

39. Which of the following is the LEAST important to specify when making a 
request for offender profile information from the Crime Analysis Unit? 

A Time and day of the offense 
B Method of commission of the offense 
C Previous offenses of the offender 
D Age and sex of the offender 
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40. 

41. 

r.rime Analysi:s is the LEAST useful in predicting: 

A Patterns of a specific criminal 
B Specific criminal occuo:ances 
C Crime trends in a specific neighborhood. 
D Possible future trends in c~ime 

For which of the following crimes would it be the most difficult to 
establish a pattern in a given district? 

A Robbery 
B Auto theft 
C Murder 
DRape 

42. The highest percentage of ~ctims of purse snatch are women who are: 

A Under 20 years old 
B 20-29 years old 
C 30-39 years old 
D 40-49 years old 
E 50 years and older 

43. One of the problems of dealing with the crime of purse snatch is: 

A No clear picture of the extent of purse snatch is available from normal 
crime classification procedures. 

B Purse snatch is classified as either larceny or unarmed robbery. 
C Purse snatch may fall under state law as either a felony or a 

misdemeanor. 
D The magnitude of the crime is often hidden from the st.'t'eet officer in 

that the prime time for purse snatching overlaps shifts and/or patrol 
boundaries. 

E All of the above. 
F None of the above. 

Charts ! and !I (See page A-l) show the reported cases of rape apparently donb 
by the same rapist in terms of day of week and time of day for 1975. The rapes 
all occurred with~n the same area. The following ~ee qt,estions are based on 
these two charts. 
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44. For the first six months of 1976 the rapist referred to was reported to 
have committed 14 rapes1 ten of them were reported to have occurred on 
Tuesday through Friday, and four of them were committed on Saturday, 
Sunday and Monday. Based on this info~ation and the information in 
Chart It it can be concluded that the emerg~ng pattern in terms of day of 
week for 1976, in comparison to the pattern of 1975, has: 

A Changed significantly and tactic:s against this rapist should be 
emphasized on weekends. 

B Changed significantly and tactics against this rapist should be 
emphasized on weekdays. 

C Remained about the same and tactics against this rapist should 
emphasized on weekends. 

p Remained about the same and tactics against this rapist should 
emphasized on weekdays. 

45. Based on Charts I and II, which of the following conclusions is a 
MISINTERPRETATION of the data: 

be 

be 

A The rapist is most likely someone who works or is busy with some other 
activity on weekends. 

B The rapist is most likely to strike between the hours of 2400 and 0329. 
C The rapist is most likely to strike on a weekday. 
D The rapist is most likely to be someone who gets off work around 0300. 

46. Based on Charts I and II, which of tl'le follo\'1'ing would be the LEAST 
desirable tactic to use in order to apprehend this rapist? 

A Check late-night establishments for the suspect between 0230 and 0330. 
B Check possible suspects walking down the streets on weekends. 
C Be especially alert to respond to a rape call during the hours of 0330 

and 0730. 
D Be especially alert to respond to a rape call on weekends. 

47. Map I (see page A-2) illustrat~s tile geographic distribution of reported 
commercial burglaries in one district. Each dot represents one burglary 
and is coded in terms of the month in which it oocurred. For the district 
officer, the most useful piece of information to be gathered from this map 
is that: 

A There is no definite geographic pattern during this three~onth period, 
but th~ map may still be useful for Planning a driving pattern. 

B There is no definite geographic pattern during this three-month period, 
making the map useless to the patrol officer in planning a driving 
pattern. 

C There is an easily recognizable geographic pattern during this three­
month period, making this map very useful for planning patrol tactics. 

D There is an ~asily recognizable geographic pattern during this three­
month period, but the map is not very useful since the pattern may 
change next month. 
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Please indicate the district in which you have been working for the past six 
weeks~ (Officers who work "utility," please indicate the district in which you 
have worked most frequently.) District # ____ _ 

48. In the district in which you work t a bu.r5flary: 

A Is most likely to c.')ccur during the morning shift .. 
B Is most likely to occur during the afternoon shift. 
C Is most likely to occur during the night shift. 
D Has about an equal chance of occurring on each of the three s'tdfts. 

49~ In the district in which you work, the rate of robb~ in comparison to 
the average rate for the rest of the precinct is: 

A MUoh higher 
B Slightly higher 
C About the same 
D Slightly lower 
E) Muoh lower 

50. Rank the fQllowing crimes in terms of the frequenoy of occ:urrenoe in your 
district. Assign a "1" to the crime that has the lowest frequency, a "2'· 
to the crime that has the second-lowest frequency, and so on, ass;~gning a 
"5" to the crbne that has the greatest frequency of oocurrence. 

A Residential burglary 
B - Conmercial burglary 
C - Assault 
D - Robbery 
E --- Theft of auto or auto accessories -

section XII,,: 

~he following section of the test contains ShoL4; answer or completion type 
itmes. For each item, supply the answer or answers asked for in the item .. 

51. List two aqaneies which loan out ~l~ctrical engravers: 

1, 

2. 
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52. What two security recommendations might you make to a businessman or 
homeowner concerning landscaping around his premises? 

l. 

2. 

53. List two agencies besides the Portland Police Bureau which conduct crime 
prevention activities within the City of Portland arld Multn01l1ah County. 

1. 

2. 

54. Two of the three reasons or purposes for engraving property are (describe 
briefly) : 

1. 

2. 

55. When installing a surveillance camera, there are several points to be 
considered. One of the points to be considered is: 

56. List three different security measures which are recommended for protect­
ing the following types of windows: 

A Double-hung windows 

1. 

2. 

3. 

B Sliding glass windows 

1. 

2. 

3. 
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REPORTED CASES OF RAPE BY 
DAY OF WEEK P~D TIME OF 

DAY FOR 1975 

Z) "DAY ~F WEEK 

5 rt-1 ! J..J 
I l..., 

-...-; F J 
S M T W T F S 

TIME OF DAY 
2 2 3 0 - 2 3 2 g'~ 
2330- 002 9 
0030- 012 9 
0130- 022 9 o 2 3' 0 - a 3 :2 91--___ _ 
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APPENDIX H 

Springfield, Missouri, Police Department: 

reAP Training Program, Topical Schedule 



SCHEDULE 

Monday 

Tuesday 

Wednesday 

Thursday 

Friday 

Monday 

Tuesday 

Wednesday 

Wednesday 

Thursday 

Thursday 

ICAP TRAINING COURSE 

FIRST 40 HOURS 

WEEK ONE 

Time: 8:00 a.m. - Noon (four hours) 
Topic: Orientation to the Integrated Criminal Apprehension 

Program 
Instructor: Sgt. Ira Copeland 

Time: 8:00 a.m. - Noon (four hours) 
Topic: Function of the S.P.D. Crime Analysis Unit 
Instructor: Joe Robles 

Time: 8:00 a.m. - Noon (four hours) 
Topic: Qualifying a Career Criminal 
Instructor: Detective Tony Glenn 

Time: 8:00 a.m. - Noon (four hours) 
Topic: Crime Analysis - Career Criminal Data Storage 
Instructor: Joe Robles 

Time: 8:00 a.m.- 10:00 a.m. (two hours) 
Topic: Use of Field Interview Reports 
Instructor: Joe Robles 

WEEK TNO 

Time: 8:00 - Noon (four hours) 
Topic: Major Crime Scene Investigations and Preservation 

of Evidence 
Instructor: Lt. Richard Moses 

Time: 8:00 a.m. - Noon (four hours) 
Topic: Interviewing and Interrogation 
Instructor: Lt. Richard Moses 

Time: 8:00 a.m. - 10:00 (two hours) 
Topic: Interviewing and Interrogation 
Instructor: Lt. Richard Moses 

Time: 10:00 a.m. - Noon (two Hours) 
Topic: Operation and Function of the Crime Prevention unit 
Instructor: Jack S~fford 

Time: 8:00 a.m. - 10:00 a.m. (two hours) 
Topic: Operation and Function of the Crime Prevention Unit 
Instructor: Jack Sifford 

Time: 10:00 a.m. - Noon (tl,/O hours) 
Topic: Handling of Cases Involving a Career Criminal as 

a Suspect 
Instructor: Detective Tony Glenn 
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Friday 

Friday 
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WEEK TWO 

Time: 8:00 a.m. - 10:00 a.m. (two hours 
Topic: Handling of Cases Involving a Career criminal 

as a Suspect 
Instructor: Detective Tony Glenn 

Time: 10:00 a.m. - Noon (two hours) 
Topic: Final Exam and Critique 
Instructor: sgt. Ira Copeland 



SCHEDULE 

Monday 

Tuesday 

Wednesday 

Thursday 

Friday 

ICAP TRAINING COURSE 

SECOND 40 HOURS 

HEEK ONE 

Time: 8:00 a.m. - 8:50 a.m. (one hour) 
Topic: Beat Profiles 
Instructor: Assistant Chief C. Les Reynolds and Sergeant Mike Strope 

Time: 9:00 a.m. - Noon (three hours) 
Topic: Security Har'dware and Crime Prevention in Directed Patrol 
Instructor: Jack Sifford and Randy Clutter 

Time: 8:00 a.m. - Noon {four hours} 
Topic: ~ Be,~t Profiles 
Instructor: Assistant Chief C. Les Reynolds and Sergeant Milee Strope 

Time: 8:00 a.m. - 9:50 a.m. (two hours) 
Topic: Investigation of Armed Robbery 
Instructor: [)etective Sel'geant l'lalt Ayres 

Time: 10:00 a.m. - Noon (two hours) 
Topic: Investigation of Commercial and Residential Burglary 
Instructor: Dp.t,ective Ted Hobson 

Time: 8:00 a.m. - 8:50 a.m. (one hour) 
Topic: Investigation of Checks and Con Games 
Instructor: Dete(:tive Carl Malin 

Time: 9:00 a.m. - Noon (three hours) 
Topic: Search Warr .. ants 
Instructor: Lieutenant Richard Moses 

Time: 
Topic: 

8:00 a.m. - 9:50 a.m. (two hours) 
Review of' Mal;erials 

Time: 10:00 a.m. - .10:50 a.m. (one hour) 
Topic: Risk Managem!mt 
Instructor: Jack Sifford and Randy Clutter 

Time: 
Topic: 

11 :00 a.m. - N':lon {one hour} 
Test 
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SCHEDULE 

Monday 

Tuesday 

Wednesday 

Thursday 

Friday 

WEEK TIm 

Time: 8:00 a.m. - 9:50 a.m. (two hours) 
Topic: Interpersonal Communications 
Instructor: Dr. Joe McAdoo 

Time: 10:00 a.m. - Noon (two hours) 
Topic: Beat Profiles 
Instructor: Assistant Chief C. Les Reynolds and Sergeant Mike Strope 

Time: 8:00 a.m. - Noon (four hours) 
Topic: Criminal Law 
Instructor: Attorney Bill Wendt 

Time: 8:00 a.m. - 9:50 a.m. (two hours) 
Topic: ~ Use of New Offense/Incident Report Form 
Instructor: Rex Hughes 

Time: 10:00 a.m. - 10:50 a.m. (one hour) 
Topic: Prosecutorial and Court Prot.floures 
Instructor: Prosecuting Attorney Jim Kelly 

Time: 11:00 a.m. - Noon (one hour) 
Topic: Lab Photography Capabilities 
Instructor: Don Smith 

Time: 8:00 a.m. - 8:50 a.m. (one hour) 
Topic: Efficiency Blockages 
Instructor: Sgt. Ira Copeland 

Time: 9:00 a.m. - 9:50 a.m. (one hour) 
Topic: Managing Criminal Investigations 
Instructor: Lieutenant William Hensley 

Time: 10:00 a.m. - Noon (two hours) 
Topic! Prioritization of Calls for Service 
Instructor: Sergeant John Brooks 

Time: 
Topic: 

8:00 a.m. - 9:50 a.m. (two hours) 
Review of ~aterials 

Time: 10:00 a.m. - 10:50 a.m. (one hour) 
Topic: Evaluation of Classes and Look at Second Year of lCAP 
Instructor: Chief Gordon Loveland and Sergeant Ira Copeland 

Time: 11:00 a.m. - Noon (one hour) 
Topic: Test 

All classes will be held at Graff Area Vo-Tech Center, 815 Sherman, Room 306A. 
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