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FOREWORD 

To paraphrase an 01 d express ion -- "Everybody talks about trai ni ng, 

but nobody does anythi ng about it ... II 

This is a gross oversimplification -- but 'it contains more than a 

kernal of truth. 

The fact of the matter is that the status of municipal police train

i ng in Connecti cut is poor. Currently, Connecti cut mandates tha teach 

police recruit will receive 23 days of t~aining; then the officer (pre

sumably) is ready to handle any and all situations which come his way. 

This, of course, is patently absurd; 23 days of training is grossly 

inadequate and unfair to the officer who must make life and death decisions 

and to the citizens of Connecticut. 

Something must be done about it; that something is the subject matter 

of this report. Somebody must do it; that somebody is the Municipal Police 

Training Council and the police community, the criminal justice community, 

the Legislature and the Governor. All have a vital role to play in 

improving the sta.tus of municipal police training in the state. 
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1.0 INTRODUCTION 

1.1 Background of the Study 

The Municipal Police Training Council (MPTC) \AJas created in 1965 

by the Connecticut General Assembly under Public Act 575. This act pro

vided for mandatory recruit training for all municipal police officers in 

Connecticut and set up the MPTC as the coordinating body for such training. 

The specific responsibilities of the MPTC include authorization to: 

--Approve or rev()ke the approval of any police recruit school conducted 
by municipalities 

--To issue certificates of approval or revoke the certificates of 
approval, of municipal police training schools 

--Set the minimum courses of study and attendance and equipment require
ments of approved police training schools 

--Set minimum requirements for instructors and to qualify and issue 
certificates to municipal police training school instructors 

--Set the minimum basic training requirements of police officers 
appointed to probationary terms before becoming eligible for permanent 
appointment 

--Recommend categories or classifications of advanced in-service train
i,ng programs 

--Visit and inspect each municipal police training school at least 
once a year 

--Perform such other activities as required to upgrade municipal 
police training in the state. 

With the passage of PA 575, the State of Connecticut assumed responsibility 

for recruit training and gave requisite authority and responsibilities to 

the MPTC. 

The MPTC operates out of the Connecti cut Pol i ce Academy, Meri den, 

Connecticut, which it shares with the Connecticut State Police. The MPTC 

is governed by a 10 member board plus two ex-off; cio . members • The regular 

members of the Governing Board include: (.1) A Chief Administrative Officer 

from a: town or ci ty; (2) A facul ty member of the Un; versi ty of Connect; cut; 

and (3) Eight members of the Education Committee of the Connecticut Chiefs 
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of Police Association. The ex-officio members include the F.B.I. agent

in-charge in Connecticut and the Commissioner of the State Police. 

The MPTC has a permanent staff of fourteen to carry out its respon

sibilities including an executive director, director of training, eight 

training instructors, and four support personnel. 

The MPTC currently lacks the power to set minimum standards and 

qualifications for police recruits. A bill to provide the Council with this 

power was defeated in the General Assembly. It is expected that further 

attempts will be pursued to gain this authority through the Legislature~ 

Currently there are three basic recruit schools in operation, in addit

ion to the Connecticut Police Academy, in the Police Departments of Hartford, 

Bridgeport and New Haven. A fourth school run by the New Britain Police 

Department operates occasionally on the basis of need. All of these 

schools are,approved by the MPTC. A number of other police departments 

in the State have training divisions, but such divisions generally focus 

on meeting in-house training needs. 

The 1972 Plan of the Connecticut Planning Committee on Criminal Adminis

tration (CPCCA), in reviewing MPTC operations, noted that: 

Since July 1, 1966 more than 1,000 local officers have been trained 
under the guidance of the Municipal Police Training Council. Currently, 
the Municipal Police Training Council trains about 320 local recruits a 
year. 

In addition to recruit training, the MPTC has sponsored a number of well-

conceived in-service and advanced training programs ranging from police inst

ructor schools to supervisors trai~1ng. These courses were generally run 

by outside contractors such as the Northwestern, University Traffic Institute 

(HUTI), or the Federal Bureau of Investigation. 

Three primary problems currently fac~d by the MPTC include: (1) A 

backlog of recruit officers needing training; (2) A need for a variety of 

training-related physical facilities (e.g., a track for police driver train-
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ing, a gymnasium, outdoor ranges, athletic field, etc.): and (3) The 

need to develop and implement a regular program of post-recruit training. 

The first problem is gradually being resolved but presents continuing dif

ficulties. The second problem is a pressing one and will require legis

lative and executive action. The third problem is a particularly difficult 

one given the limited manpower available to the MPTC. 

A fourth problem is the need to develop a comprehensive, long-range 

Master Plan to guide the development of MPTC operations in the years to 

come. Development of such a Master Plan is the purpose of this project. 

As the request for proposal stated: 

The MPTC is convinced that it is imperative to objectively critique 
present trainin~' opportunities available to municipal police officers and 
to project future training requirements. At the same time, instructional 
methodology, organi zational arrangements for del ivery of training programs 
and the resources necessary to carry out a systematic training plan must 
be identified. A progressive municipal police training system development 
plan is the objective of the Council and of this project. 

This is the background of the study. 

1.2 Purpose and Scope 

The MPTC request for proposal stated the general goals of the project 

as follows: 
, 

. --Determine and describe the nature and volume of municipal police 
training needs in Connecticut, both as they exist at the present time and 
as they may be expected to develop over the next ten years. 

--Review the role and functions of the Municipal Police Training 
Council in relationship to these needs and identify appropriate MPTC object
ives, approaches, and provisions for meeting these needs on a cost-effective 
basis. 

--Provide a detailed plan for implementing the approach and program deter
mined to be optional, on a cost-effective basis, for meeting statewide muni
cipal police training needs. The plan should include organizations, adminis
trative, and financial requirements and arrangements. 

As part of its proposal, PRC/PMS listed the foll~~ing specific 

objecti ves : 
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--Determination of present and projected municipal police manpower 
on a statewide basis. 

--Collectio'n and analysis of data on levels and types of training 
already received by all currently employed municipal police officers in 
the State. 

--Review and description of existing program and fac~l~ties o~ ~he 
Municipal Police Training Council and other academies tralnlng munlclpal 
police officers in the State. 

--Identification and description of the current and emerging role of 
the professional municipal police off~cer in Co~nec~icu~ in both the l~cal 
and national perspectives, and ana1ysls of the lmp11c~tlons ~f thes~ flnd
ings for the type, level, length and quality of recrult and In-serVlce 
training in the State. 

--Review and analysis of the role and function of the Municipal Police 
Training Council in relationship to the training need determinations result
ing from the above studies and activities •.. 

--Identification, description~ and evaluation of alternative approaches 
and programs th rough whi ch the MPTC cou1 d accompl ish the stated goals and 
objecti ves. 

-~:Determinati oli- and description. of the· apprpach and progr~m recommen
ded as being tne most operationany effective and economica~ly fea~i~le 
method of accomplishing both short-range and ~ong:range pol:c~ tral~lng 
objectives. All significantly relevant organlzatlonal, admlnlstratlve,.and 
financial aspects of the recommended plan should be presented and explalned. 

--Presentation of a detailed plan for implementation of the recommended 
program, giving attention to such matters as financing, ti~e:phasing, . 
administrative decision-making, and the development of posltlve cooperatlon 
among the agencies and organizations involved. 

1.3 A Word About Standards and Goals 

In the course of the study the first of several reports was issued by 

the National Advisory.Commission on Goals and Standards (NAC). The Task 

Force on Police chaired by Edward M. Davis, Chief of th·e Los Angeles Police 

Department, have formulated a series of recommended police standards. It 

is the conviction of the PRC/PMS study team that the standards and goals 

formulated by the NAC will .be extremely influential in shaping the course 

of policing in the United States over the next decade. Therefore, an 

additional task has been achieved during the course of the pr9ject: pre

sentation of those standards and recommendations which concern the MPTC 

I I ! 
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and fitting these into the Master Plan. 

1.4 Methodology 

A series of interim reports were the key milestones of the project. 

The first interim report was in the nature of a detailed work plan; it 

was presented to the Council in May (1973). 

The second interim report was delivered in four parts. The first 

included the major data collection effort; a description of the methodology 

is included in Section 4.2. 

Studies and analyses were conducted in connection with the field 

data collection and other tasks in Hartford and in McLean, Virginia by the 

following PRC/PMS staff members: Roy Hollady, Edmund Fennessy, Frank 

Leahy, Tom McEwen, Dick Stevens, Phil Lynn and Edward Connors. 

Parts 2, 3 and 4 of the second interim report were delivered in July, 

August and September. They were entitled: 

Part 2: "Future Ty'ai ning Needs - A Seri es of Worki ng Papers II 

Part 3: "A Review of the Organizational Structure and Operational 
Procedures of the MPTC" 

Part 4: "A Summary Statement of Needs II 

The third interim report was delivered in October. It was entitled, 

"A lternati ves and the Need for Decis ions. II 

A series of meetings with the Council's Professional Development Sub

committee were held in September and October. A special meeting of the 

Council was held on October 18, 1973 to consider the third interim report 

and deliberations of its sub-committee. A fuller explanation of that 

"process" precedes Section 7.0. 

Messrs. Fennessy and Leahy combined to produce the first three 

interim reports. Mr. Leahy has produced this final report. 

1.5 Plan of the Report 

This report has been prepared for two kinds of reader. The reader 

who wants to take short cuts and go to the heart of the report and the 
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reader who wants to delve deeply into findings and their details. 

A reading of Sections 2.0 and 3.0 will provide the casual reader 

with a summary of major conclusions and recommendations (2.0) and the 

~ster plan (3.0) -- what the MPTC should do, in what time frames and at 

what cos~. 

The reader who wants more, should read Section 4.0 which provides 

a picture of eXisting .levelsof municipal police training in the State 

and areas of need. The next section (5.0) takes a look ahead and attempts 

to define a career development training model. Section 6.0 examines the 

MPTC from an organizational and operational sense and presents a series of 

conclusions and reconmendations. The following section (7.0) describes 

an interactive process beu~een the Council and the consultant in an attempt 

to come to grips with basic issues for decision-making and alternatives. 

Appendices follow Section 7.0. 

Before proceeding to the Principal Findings, Conclusions and 

Recommendations, it should be emphasized that this report is, in a sense, 

anticlimatic. As noted in the methodology, most of the materials in

cluded in this final report have been presented to the Council in a series 

of interim reports. More importantly, the Counci 1 has met its respon

sibilities by interacting with the Consultants, by coming to grips with 

basic issues and by considering a series of dec;sionsand.alternatives. 

While the Council did not officially act to approve or disapprove of the 

various decisions and alternatives -- their careful consideration was an 

invaluable assistance in developing the master plan. One interested 

idea or mis understood conceptcoul d negate ei ght months of research and 

analysi s. 

One final note of introduction: the central issue regarding improv

ing municipal police training in the State revolves around resources 

--------- --------------~-
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speci'fically money to fund programs and facilities. 

If the State of Connecticut is serious about better trained police 

officers; if the police community is convinced that better training is 

a key to better law enforc~ment;, and if our political leaders' regard 

law and order as more than a campaign slogan __ then, the matter of an 

independent source of funds for MPTC must be faced up to and enacted. 

Without resources municipal police training will continue to be 

IIgrossly inadequate. 1I 

tj 
~ I 
'j 
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2.0 SUMMARY OF PRINCI PAL FINDINGS/CONCLUSIONS/RECOMMENDATIONS 

A report of this type contains many findings, conclusions and 

recommendations. As background for the master plan as contained in 

Section 3.0, principal highlights are sumnarized here. 

2.1 Principal Findings and Conclusions 

2.1.1 Recruit Training 

FINDINGS 

--The Connecticut'Municipal Police Training Council offers a 23-day 

{204 hours) recruit training course at the recently~constructed Connecticut 

Police Academy in r,leriden, Connecticut; recruit training is the Cou'ncil's 

pri,ncipal preoccupation. 

--Generally, the police community which.sends its recruits to the 

Academy (H artford, New Haven and Sri dgeport do not) are ~ leused wi th the 

quality of the course offerings. ~nd with the instructional staff; generally, 

they feel that the course should be longer and provide more coverage in 

many areas. These sentiments are uni versa lly sha red by chi efs of pol ice 

and other offi"cers. 

--Recruit training is generally conducted i~ a lecture mode; the 

recruit training day often exceeds eight hours; and there is some regi

mentation of recruits while they are in residence. 

~~Recruit training is greatly hampered by a'lack of physical facil-

i ti es: a gymnas i urn tv teach defens i ve tacti cs; a trai ning tank for purposes 

of water safety and rescue; an outdoor pistol range; adequate dormitory 

space to accommodate a longer training program and a skid pan and driver 

trai ni ng tank for purposes of tea chi ng defens i ve and purs ui t dri vi ng 

and proper ski d control techniques. (Many chi efs are genui ne ly con-

t~rned with the lack of physical training facilities. Many men prone 

to being overweight often return from the Academy 10-20 pounds heavier 

---------
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The sedentary life ,'s blamed th f d ' 11 e 00 's exce ent, well prepared and 

served. ) 

--Many communities employ men and women as police officers for per

iods of time up to the one year mandated time period for recruit training' 

completion. 

--Very few recruits fai 1 the Academy program; recrui ts are not sub

jected to a thorough psychological screening and psychiatric evaluation 

of questionable cases. 

--There is no sentiment to regionalize or otherwise decentralize 

recruit training in the state". There is universal acceptance of the 

program at Meriden nCM and in the future. 

--Funds wi 11 be avail ab le to the MPTC fr.om the CPCCA effecti ve July 

1, 1974; these funds can be used for recruit training expenses as well 

as other pur.poses, 

--The present MPTC staff is fully capable of s'ignificantly increas

ing the number of hOUl"S of recruit tra,'n,'ng (w,'thout dd' a , ti ona 1 staff), 

CONCLUSIONS 

--There is a heed to significantly increase- the quantity of the 

MPTC·recruit training program; 23-days is clearly insufficient to train 

a municipal police officer. There is strong sentiment for a very real 

increase in the length of train,'ng ,'n th 4 - e range of 0 to 50 days -- 320 

to 400 hours. 

--Expansion of the recruit training curriculum should take into 

account the needs expressed by MPTC graduates, who: 

(1) On the basis of their general experiences want further em' phas,'s 
placed on: 

Criminal law and es.peci ally the laws of arrest, search and seizure; 
Criminal investigation; accident investigation; 
Defensive tactics and physical training; 
Psycho logy /s oci 01 ogy ; 
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Courtroom conduct; 

Driver training. 
, 
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(2) On the basis of their street experiences see emphasis also 
requi red on: 

Handling personal confron a ,ons t t ' ,'nclud,'ng self-defense tactics 
and fi rs t ai d; <; 

Criminal and constitutional law. 

"
nd,'cate that emphasis should --Evidence from several other sources 

be placed on: 

-behavioral subJ'ects; awareness of social change and the change 
'II II f ent ll mode to one of policing from a IIle$a~ist~c lIor en orcem 

that emphasi zes IIrehab,l, tat, on 

- rf~port wri ti ng 

-the mechanical aspects of police work, including arrests, seiz-
ures, warrants, apprehens ions, etc. 

-human relations 

-first aid and life saving techniques. .-

--There is a need for MPTC to explore alternative training methods 

beyond lectures. 

--There is a need to reconsider a recruit training day which exceeds 

eight hours and unnecessary reginentation. 

--There is a pressing need to complete the planned physical facilities 

(as discussed below under the IIfacilities ll topic). 

--There is a need to question the desirability of a~signing men to 

full duty sta,tus before their recruit training period. 

--Attention should be directed at developing academic standards and 

a psycho logi ca l/psychi atri c program at the AcadeJl1Y to weed out margi na 1 

perfonilers. 

2.1.2 In-service Training 

FINDINGS 

tra,'n,'ng ,'n Connecticut police departments is at best --In-servi ce 
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"fragmented and inadequate." With but few exceptions (e.g., the 

Manchester Regional Academy) there are no effective in-service train

ing programs in the state. 

,--Generally, funds to conduct training, programs and materials to 

present and other demands upon manpO\~er are indi cated as the reasons why 

in-service training is not conducted. 

--Of a limited sample of police investigators, more than 16 percent 

had never attended police recruit school (i .e., they were hired before 

enactment of PA 575 -- the MPTC Act) and over 40 percent had not had 

formal training since recruit school. These findings would generally 

hold true for most police officers in the state. 

--The MPTC has not undertaken any positive steps to fill these 

voids; its attentions have been focused on recruit train~ng and eliminat

i ng a back 1 og (that more than 1 ike ly they wi 11 always have!!) and on 

building facilities. 

CONCLUSIONS 

--MPTC's second training emphasis should be placed upon in-service 
training. 

.--MPTC should assume an active role in planning, progtamming and 

~oordinating in-service training for all municipal police officers in 

the state -- in terms of content and in terms of minimur.1 nUnDer of hours 
per year. 

--Centralized in-service training for Connecticut is unre'aHstic; 

i.e., all such training held in Meriden. 

2. 1.3 ~ervisory and Executive Development Training 

FINDINGS 

--Supervisory and executive development training needs ha.v·e been 

largely satisfied by the Ne\,! England Insti,tute for Law Enforcement' ' 
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Management (NEILEM) operated at Babson College Institute in Wellesley, 

Massachusetts. 

--With but few exceptions, the law enforcement cOlffilunity.·has 

praise for the NEILEM offerings and indicated that the program sn6uld 

continue to receive support, financial and other, from the state. 

--Some departments have sent few, if any',' of thei r men to Babson 

in the past four or si x years; others have sent vi rtually all supervisors. 

--There is no career development effort unde~~ay in any department; pre-

promotional or post-promotional training is a IIhit or missll proposition. 

CONCLUSIONS 

--There is a need for continuous supervisory, middle management and execu-

tive development program within the State; this should be Council's third 

training priority. 

--Until this· capability is realized, there is need to support the pro-

gram at Babsol'i; NEILEM is a viable short-term alternative. 

--Besides annual course offerings, emphasis should be placed upon train

ing for newly appointed supervisors, sergeants or lieutenants. 

2.1.4 Specialized Courses 

·FINDINGS AND CONCLUSIONS 

--In general, MPTC has promoted s peci ali zed course offeri ngs -- s pons or-

in9 many themselves and allowing other law enforcement groups to use the fine 

auditori um and training rooms at the Academy. On the other hand, the offer

ings have tended to be IIhit and missll in terms of coverage and attendance. 

2.1.5 Specialized Services 

FINDINGS AND CONCLUSIONS 

--THere is little, ,if any, continuing dialogue between the MPTC and 

roost Con'necticut police departments. 

/ 
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--To fill this void, a field representative was budgeted but has 

not been lIauthorized ll by the State Administration; this person could 

be a very important link between the MPTC and the needs and desires of 

operating personnel. 

--Another void exists in terms ofa register of men, their train

ing accomplishments and needs. 

--In the long run, MPTC attention should be devoted to a third 

void -- career development within departments and within the State as a 

whole. 

2.1.6 Standards 

FINDINGS AND CONCLUSIONS 

--There is no strong sentiment within the law enforcement community 

to mandate pre~service educational standards for patrolmen. Three factors 

which could change this situation include: if there were statewide recruit

ment, testing and certification of po~ice candidates; if mUlti-level 

patrolman ranges were introduced and were in widespread ~se; or if there 

were readily available candidates with such educational achievements. 

--MPTC lacks sanctions, i.e., the power to enforce training stand

ards,; it also lacks any way to know whether or not all officers that 

are hired are sent for training within the year. 

--MPTC lacks a definite set of performance standards to conduct 

annual audits of recruit training at other police depart~ents; it also 

lacks formal standards to certify police instructors. 

--Standards set by the National A~visory Commission on Standards 

and Goals have been recently published. MPTC has not had an opportunity 

to revi ew them and act on them as yet. Several of the trai ni ng and 

training-related 'stanaards should be considered in the near futUre. 
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2.1.7 Facilities 

FINDINGS AND CONCLUSIONS 

--The Training Academy at Meriden represents a vast improvement 

over the previously used facilities in Naugatuck and Bethany. 

--Yet, the faci..1ities are not completed. Use of the Connecticut 
"1 

.'~-). 

State Police Range in Simsbury or the New Haven Police Range is difficult 

at best; scheduling problems, lost hours to and from the ranges and the 

uncerta i nty of weather makes other ranges an undesi rab le a lternati ve. 

Physical and water ~af~ty training facilities are non-existent. New 

dormitory rooms wi 11 be eventually requi red with the longer recrui t 

school. The training classrooms are unbearable during the summer months; 

" 

air:conditioning is needed. 

--Bond funds for an addition to the Police AcadeITlY were authorized 

by the Legislat~lre in 1969. The bulk of those funds are available for 

use. 
I 

2.1.8 Funding and Allied Matters 

FINDINGS AND CONCLUSIONS 
) , 

--Adequately funded programs and money, generally, are the two 
I 

most,significan~ requirements to achieve improved levels of law enforce-' 
t 

ment training iry the statf!.' 

. -~There is \a need to find a separate source of funding so as to 

relieve tONns 01 addiUonal burdens created by the longer training period 

(including expenses, subsistance and ammunition) and so ,as to provide MPTC 
, 

with an indepen ent funding source to carry out statewide mandated train-: 
, . " 

ing activities. MPTClis currently drafting legislation to create the 
,~t 

. 4 
'! ,: :j 

independent sou ce of funds. 

--MPTC acceptance of bloi grant funds from CPCCA has bee~ approved; 

this represents ( significant step 

J 

1 
", .. ".-'~ "C~',,","',.,": ,co"''''''''''"'""",,:-) .. -:.: ,"::0, ''-''',_ 

for.ward in making MPTC a 'more positive 
" 5i 
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force in statew'ide training activities. 

2.1.9 Miscellaneous Matters 

, FINDINGS AND CONCLUSIONS. In the course of the management review 

of the r~PTC, there were a series of recommendations developed to improve the 

organization and management of the Council. These included: 

--Broadeni ng membershi p of the Council to achi eve more input from 

outside the law enforcement community. 

--Lengtheni ng terms of the memb'ers from two to three years to avoid 

the impasse that the Council finds itself in now (late.·October, 1973) as 

temns of five members have expired without replacements and it is virtually 

impossible to gain a quoy'um; lengthening should also improve continuity 

of policies. 

--Better defi ni ng the re 1 ati ve pO\'Iel'S of the Counci 1 and those of 

the Executive pirector; there are needs to clarify respective roles. 

--Salary upgrading, maintenance of the library and the 1ibrarian ' s 

position, in-service training for training officers and proposed staffing 

and an organization chart are also subjects for recommendations. 

2.2 Principal Recommendations 

,Scattered throughout Sections 4.0 to 7.0 are a s,e,ries 'of recommendations 

based ,upon, the, fi,ndings and coric"/USiOT1S as: noted in Section 2.1 (and in 

the rest of the report as well). 

Before proceedi ng to the recommendati ons, there are two key poi nts 

\'/hich should be kept in mind regarding the recollTnendations: 

First, the recorrnnendations are aimed.::at one objective -- to make the 

Municipal Police Training Council a more positive force in meeting the 

many training needs of the State's law enforcement officers. 

Second, the recommendati OilS cannot be achi eved overn'j ght.. They' wi 11 

take time, money and direction to implement; others \,/i11 require resolve 
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on the part of the Council and the staff to move ahead in the face,of 

what wi 11 become overwhelmi ng obstacles. The recomrnendati ons have 

been carefully de-vised for the MPTC; they are not "off-she-shelf" 

recommendations. It is our conviction that the many recommendations 

and'tasks laid out in Section 3.0 can be achieved within a reasonable 

period of time with the help of Fe~_:-\al-"and State funding. 

2.2.1 Recruit Training 

The MPTC shoul d place fi rs t trai ni ng pri ori ty on inc reas i ng t~e, length 

of the recrui t offeri ng at Meri den with: 

--320 hours (40 days) of academic work in Meriden. 

--40 h.ours of locally-based instruction using an MPTC-developed 

format. 

--40 hours of supervised field training, equalling 

--fA minimum of 400 hours of training for every recruit. 

MPTC staff should develop a ~-hour academic curriculum which 

emphasizes the areas noted above and whichin-cludes training modes other 

than lectures. Upwards of 25 percent of the new materials should be given 

in simulated events or problems, conference or discussion sessions and 

other similar modes. 

A 40-hour locally-based training curriculum should be developed. 

Both curricl'(la should be'presented to the Council- fo'r their review. 

No more than eight hours of instruction should be given in any 

one day except under emergency or unusual conditions. 

Recruit regimentation should be re-examined in the light of the 

longer program. We recommend that the MPTC considet' changing its policy 

restrictingstudents to the AcadelJlY during the week. These recruits are, 

for the most part, grown men and should be allowed town passes after the 

r 
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second week at the AcadelT\Y. We expect these men to functi on on' thei r 

own as police officers once they leave the AcadenlY, and th~re'is no 

reason to treat them as if they were un ruly chil dren. One of the 

Academy's purposes should be to 'instill a sense of responsibility in 

these officers and if they are oot given the freedom to be responsible 

for their own behavi.or by the MPTC, what glJat'antees does the public 'have 

that they will act responsibly on the street? 

Complet'ion of the facilities should bea high priority (just after 

the first priority -- an independent source of funds for the MPTC) for 

the Counci 1. 

the Council should make an effort to get men into training earlier 

in their careers -- by persuasion or cutting the l2-month limit to six 

months and, ultimately, assuming payroll costs for new recruits to relieve 

the towns of this expense and thereby promote early or pre-.servi ce training. 

Council and staff attention should be directed at the marginal per-

forrrers in terms of assistance and if this fails, then, removal; a 

thorough psychological screening and psychiatric evaluation of questionable 

cases should be undertaken. 

As pa~t of the expanded curriculum physical training and water 

safety programs should be developed and conducted in facilities rented 

for that purpose. The program should be developed and operated on a 

temporary or partial ~asis. 

2.2.2 In-service Trainin~ 
. , 

MPTC'should declare its intention to'.tq~e an active role in in-service ,. . 

training in the future -- in terms of planning and programning offerings; 

its statutory authority should be amended in accord with this declaration. 

Two approaches should be tried: . 

--First, organize and offer an Advanced Training Course for police 
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officers that they must take three times during their career -- within 

two years of recruit graduation, within the fourth and seventh years 

and within the seventh and fourteenth years. This should be made man

datory effective July 1, 1975, and should be offered at Merid~n and other 

locations. 

--Second, produce in-service training mate'rials fora1l departme'nts 

that want to take advantage of the offer effective July 1, 1975, and 

make these the basis of a mandated 49hour annual program effective July 1, 

1976. 

One additional approach might be considered as an interim measure 

in 1973-74, a newsletter to departments which would emphasize changes in 

the law, questions and answers about any police-related topics and 

specialized cour~e announcements. 

As another interim step, the Fi,eld.Representative, when employed, 

should promote regional approaches to in-service training similar to the 

Manchester experience. 

2.2.3 Supervisory and Executive Development Training 

MPTC should declare its intention to continue support for the NEILEM 

program through 1974-1975 with an award of funds -- after costs have been 

carefully examined by staff and tile Council as a whole. 

MPTC should declare its intention to support mandatory training for neWly 

appointed first level supervisors at an MPTC or MPTC-approved supervisors 

course effecti ve July 1, 1976" 

MPTC consi der mandatory training for second level supervisory per

sonnel on or after July 1, 1977. 

MPTC organi ze and offersupervi sory courses, mi ddle management and 

executive development courses' a·fter July 1, 1977, unless NEILEM is ter

minated before that time. 

( 
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If NEILEM is terminated, MPTC should transfer those funds to 

the development and support of similar offerings at Meriden. 

Educational credits for these courses should be explored by,MPTC 

during their development. 

2.2.4 ~cialized Training' 

MPTC develop and sponsor four core courses each ye.ar: 

(1) Criminal Investigation 

(2) Police Traffic sG~erv~sio~ and Accident. Investigation 

(3) Management Planning and Systems Development 

(4) Police Instructor 

Beyond these MPTC shoul d promote other courses whi cn address speci fi c 

needs (e.g., its seminars on the newly en~cted child abuse statute) and 

should experiment with courses as time allows. 

2.2.5 Specialized Services 

The Council take steps to ensure that the Field Representative's 

position is filled as soon as possible. 

The MPTC use the Field Representative for the following purposes: 

--Mai ntenance of trai ni ng records fo}' all sworn personnel in the 

state (i .e., the training registry) 

--Maintenance of a perpetual inventory of local and regional train-

ing facilities, equipment and other resources-' 

--Worki ng wi th "desi gnated" trai ni ng offi cers in each agency 

--Conduct of annual training program audits 

--Service as a training instructor as needed .. 

--Promote the training registry and the designation (certification) 

of departmental training officers as noted above. 

2.2.6 Standards 

--MPTC should direct its attention to the development of performance 
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standards. for recl'uit school annual audits and a set of standards' 

for the certification of police training instructors. 

--As a minimum the recruit school audit proq:dure will involve 

an on-site inspection visit to the training school up for certification. 

This insepction should cover facilities, prograIlJ content, trainingpoHcy, 

exami nati on of curri cula, traini ng records, lesson plans, and so forth. 

In addition, a sample of grac!uates of the recruit school should be given 

a written test to determine if the school was successful in preparing 

the officel~ to meet his responsibilities. This test should be standardized 

to ass ure the offi cer possesses MPTC- des i gnated know1 edge req ui rements. 

The composite rating of this training audit should be the principal deter

minant of the certification o'f the school by the r~PTC. A written report 

of the audi t shoul d be filed wi th copies to t~e Counci 1 and to the depart-

ment concerned .. 

--The MPTC should develop. a' formal set of standards to certify police. 

training instructors. As a minimum, any instructor so certified should . 

have at least two years of police experience. In addition, the·instructor 

candidate must: (1) pass a written examination in the subject he is 

teaching or proposes to teach; (2) present at least two demonstration 

lectures to a recruit class at the Connecticut Police Academy or at his 

own academy in the presence of qualified MPTC staff; and (3) be inter

viewed by the MPTC Executi ve Di rector or hi s des i gnated representati ve. 

--PA 575 should be amended in the near future so as to provide 

MPTC \'/ith additional authority. This legislation is referred to as 

"Standards Extension" and would be principally concerned \'/ith giving 

MPTC p(l1er to set standards enumerated be low. Broadening membershi p, 

lengthening terms of office and otherllnon-standards~' could also be 

included as part. of a comprehensive revision of PA 575. The Act should 

. \ 
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do the following: 

--Give MPTC power to require completion of basic minimum training 

prior to employment as a full time officer. (A distinction should be 

made throughout regarding the IIpermissive ll character of the legislation. 

MPTC might not choose to mandate this particular power until 1980 or 

sometime afterwards. However, the option would be avai lab1e rather than 

seeking legislation with each individual change desired.) 

--In accord with the NAC's Standards, MPTC should be given authority 

to do the following (specific standard numbers are included after each 

one, e.g., PIS l3.4(2a) is Police Standard 13.4 Paragraph 2, sub-paragraph 

a; the full text of pertinent standards is included in Appendix D): 

-:AuthoritY,to dev:lop and enforce minimum mandatory standards for 
selectlon of pollce offlcers [PIS 13.4J 

,--A~thori~y to reimburse towns for 100 percent of the salary or 
provlde lncentlves for every employee who completes any State mandated 
and approved police training program [PIS 16.1(3)J 

. --Authority to mandate completion of recr~it t~aining befo~e 
asslgnment as a full-time police officer [PIS 16.3J· 

--Aut~ority to provide a consulting service for po1i.ce training 
and educatlon centers [PIS l6.l(2f)] 

--Authol~ity to req~i:e that.e~ch full-time police agency will have 
at l~a~t one State-certlfled tralnlng instructor (at a date to be 
speclfled by the CouncilJ[p/S 16.5(2a)] 

--Authority to set pre-employment educational standards [PIS 15.1J 

.--Autho~ity to.set tr~ir~ing standards beyond the recruit level 
~to lnclude.ln-servl~e.traHllng, advanced training, specialized train
lng, prom?tlonal.trallll~g.for sllpervisors, among others}. [PIS 16.5 
concerns In-serVlce trallllng specificallyJ 

[p /S i5~~rori ty to prov; de ?cho 1 arshi ps and/or educ.ati ona 1 i ncenti ves 

--~utho~ity to engage in formal personnel development activities 
as outl1,ned 111 several standards; (including[P/S 17.2]). 

2.2.7 Facilities 

As recomnended earlier, 'completion of the physical facilities is 
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a matter of urgency. 

The following priorities are recommended: 

(1) Outdoor range 

(2) ~m, training tank and new training rooms (crime scene, 

audio-visual, etc.) 

(3) Air conditiohing 

(4) Additional dormitory space 

t~c.-(5) Driver and skid pan 

Despite the fact that the Council views use of the Meriden facility 

by non-law enforcement groups with disfavor -- there is merit in con

sidering joint uses with, for example, the criminal justice cOlTl1lunity 

or as a site for the to-be-bui1t Connecticut Fire Academy. The joint 

uses of common facilities (dining rooms, kitchen, auditorium, etc.) 

m'ake emi nen't' sEmse~ FurthenTIore; addi'.t·i ons to the Academy cou1 d be 

justified since these additions would be used more intensively (the 

gym, training tank, special training rooms, audio-visual center, etc.). 

We recommend that the Council reconsider this matter and appoint a . 

speci a 1 ad hoc commi ttee to study uses and the attendant advantages 

and ~isadvantages. 

2.2.8 Funding and Allied Matters 

--Immediate steps should be taken to approve the allocation of 

funds to be received from CPCCA as of July 1, 1974. An amount of 

$222,000 has been earmarked for MPTC. ' 
. 

--The Council should take its budgetmaki.ng responsibilities 

seri o.us ly; a program format wi th complete j usti fi cati on of all reques ts 

shou1 d be rcq ui red of the Executi ve Director." 

. --The first non"trairiing pr:i.or"fty should be accorded t<;> ensurin'g 

introducti'onand enactment of the independent source of fundi n9 
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legislation. A- recommendation in this regard is discussed in Section 

3.4. 

• 
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2.2.9 Miscellaneous Matters 

--Eight very important issues are categori zed under the 

miscellaneous -- although most are critical in terr:JS of achieving 

stated objectives. The recommendations include: 

. (1) Broadeni ng Membership of the Council to i ncl ude a 1 aw enforce

ment program chairman froro'a two or four year coll~ge pnd a airector of 

training from industry. 

(2) Lengthening Terms of the r·1embers to three years so that four 

members will be replaced each year (of the enlarged Council) rather than 

fi vee 

(3) Defining the Powers of the Council (by Council Resol ution) as: 

--The power to hire and fire the Executive Director; 

--Powel' to enact rules and regul ati ons governing MPTC 

responsibilities and set written policy guidelines for the Executive 

Director to implement; 

--Power to require the preparation of an annual operating 

plan by the Executive Director and power to approve or disapprove an 

operating budget to carry out the plan; 

--Power to requi re wri tten quarterly progress reports from 

the Executive Director regarding plan fulfillment; 

--POIler to sit as an appeals board if charges are brought 

against any ~ember of the staff by the Executive Director. 

(4) Defining the Role of the Executive Director (also by Council 

Reso 1 uti on) as: 

--Having authority and responsibility for program operations 

and power to plan, direct and control activities of the staff and' 

operations generally including the complete training program; 

--Power to appoiflt subordinate employees with the approval 
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of the Counci 1 ; 

--Power to fully participate in deliberations of the 

Council including addressing communi'cations to the Council, in~ro-. 

duction of resolutions or motions and the pOller to participate 

fully in all oral deliberations; 

(5) Upgrading Salaries: It is our strong recomm~n9ation tha.t " 

the minimum starting salary for a training officer be raised to at 

least $12,400 \<Jith a ceiling of $14,600. The Director of Training 

position should have a starting salary of $14,600 and a ceiling of 

$16,800. The Executive Director's salary should range from at least 

$16,500 to $21;500. It is our strongly:-held judgment that these recom

mended:salary levels will be 'absolutely necessary to retain and attract 

qualified people for these demanding positions over the next five years., 

(6) Need to ~·1aintain the Library and the Librarian: We recommend 

as strongly as possib le that the 1 i brari an/researcher posi ti on be made 

part of the regular staff of·the !"PTC. This library 'is one of the 

Academy's most vital resources and to allow it to deteriorate if this 

position h,',lost would severely damage the MPTC'~s ability to deliver the 

best available traiuing to municipal police officers. 

(7) In-service Training for the Training Officers: W'ith regard 

to the techni cal competence of the MPTC traini ng offi cers, we strongly 

recol1111end that the Director of Training develop and present an in-service. 

program for the training officers to bring them up-to-date on the theory 

and practice of instruction. This should be accomplished prior to the 

initiation of the expanded recruit training program. 

(8) Proposed Staffing and Organization Chart: 

--Staffi ng: I n terms of s taffi ng needs of th.e MPTC requi red to 

implement the expanced program, we recoll111end the following: 
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Recrui t Training 6 training officers 

In-service Ad~anced Training 3 training officers 

Promotional and Command Training '2 training officers 

Specialized Training Programs 1 training officer/coordinator . 
MPTC Certification Program 1 field coordinator and 1 training off-j cer 

Library/Curriculum Research 1 1 ibrari an/resea:rcher 

Police Training Registry 1 training officer and 1 clerical support 

Other Special Programs 1 training officer and clerical support 

-~Or9ariiz~tion Chart. An Organization Chart of the Municipal Police 

Training Council may be found on the following page. 

\-..--

, '-
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PROPOSED MPTC ORGANIZATION 

MUNICIPAL POLICE TRAINING COUN~ 

!EXECUTIVE DIRECTORj 

SPECIAL PROGRAMS 
--1 training officer 
--1 clerk typist II 

1 field ~oordinator --'CERTIFICATION POGRAMSI 1 traimng officer --,-( _______ ..j. 
r-----'----. -- 1 accoun tan t 

ADMINISTRATION -- 1 clerk typist IV 
I __ 2 clerk typist II 

I PROMOTIONAL COMMAND TRAININGJ : 

-- 2 trai ni ng off; cers 

TRAINING' OPERATIONS/ 
I. 

t DIRECTOR OF TRAININGI 

t LIBRARY: 
POLICE TRAINING 

REGISTRY 
1 training officer ~ ---- 1 clerk typist II 

lSPECIALIZED TRAININGI IN-SERVICE REFRESHER TRAINING} {RECRUIT TRAINING I 
-- 1 training officer -- 3 training officers -- 6 training officers 
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3.0 THE MASTER PLAN 

This master plan is divided into four parts. The first part (3.1) 

is an enumeration of. principal assumptions upon which the plan is based. 

The next part (3.2) is an overviey/ of h~w the plan would proceed, if all 

of the assumpti ons hold true. Taken together, the assumpti ons and the 

scenarios indicate generally what should be done when and in what priority. 

The third part of the plan is a listing of a large number of separate 

and distinct tasks, sub-tasks and milestones which must be accomplished 

by the MPTC as it seeks to achieve its many objectives. The tasks have 

been broken down u~o ways: (1) by fourteen time frames begining January 1, 

1974; quarterly time periods as shown from-that time until June 30,1975; 

from July 1, 1975 to June 30, 1983, annual periods are indi cated; and 

(2) by the person or group who has responsibility for accomplishing the 

task or making a decision; these include: The Council, a Council Sub

committee, or the Executive Director. Costs are also indicated. 

From fiscal year 1976-77 and beyond major milestones and standards 

and goals are indicated. The final five years is grouped together. 

The fourth part of the master plan is the financial plan. It in

cludes a revie\,1 of financial plan assumptions, a SUb-section on financing 

for Year #1 (1974-75) and, then, the years beyond. 

3.1 Assumptions 

For purposes of the MPTC Master Plan, the following assumptions are 

made: 
#1. Recruit Training. First priority will be assigned to ~mproving 

recruit training in terms of achieving the 400-hour level ef~ect1ve Ju~y 
1,1974; MPTC will assume additional costs attendant to the 1ncrease w1th 
funds received from the CPCCA. 

#2. In-service Training. Second priority wil'bbe laccorldedd tOtthe t distribution of in-service training matel~ia~s to .e~a le ~c~ epa~ me~ s 
to conduct roll call and/or other forms of In-serVlce tralnlng. Dlstnb-
ution should commence after July 1, 1975 . 

. ' . 

~~----------- . - ---
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#3. Promotional and Advanced Traininq. Third priority will be 
shared by promotional and advanced training (as described elsewhere) 
to begin after Ju1y 1, 1976. 

#4 .. Post-recruit Courses, Generally. The' following post-recruit 
courses .w111 be offered as of the i ndi cated date, frequency per annum 
~nd est1mated.total attendance (including promotional and advanced train
ln9 as noted 1n #3): 

Start 
Date Course Title 

Criminal Investigation 
Police Instructor 
Advanced Training 
Management Planning 
Traffic Supervision 

Times/Yr. 
2 

Total 
Est. Attend. 

4/1/75 
4/1/75 
1/1/76 
4/1/76 
4/1/76 
7/1/76 

10/1/76 
10/1/76 

Promotional (as an alternative to NEILEM) 
Supervisory/Middle Management 
Executive Development 

2 
20 

1 
2 
3 
4 
2 

70 
40 

600 
30 
60 
90 

120 
40 

. #5. Law Enforcement Training F~nd.· The highest, non-training prior-
lty should be accorded to the establ1shment of a law enforcement training 
fund by i~creasing fines, forfeitures and fees collected by the Circuit 
an~ Super10r Courts.on all criminal and traffic yiolations (excluding fines 
~hlCh relat: to veh1cular parking). It is assumed that legislation will be 
1ntroduced lnto the General Assembly in January, 1974, that it will be en
act:d before the session ends and will be made effective October '1,1974. 
It lS further assumed that the fund will yield approximately $800 000 per 
ann~m and that funds would not be available for use until July 1, '1976. 
(ThlS ~ho~ld allow adequate time for [the inevitable] court tests and for 
the bU1ld1ng of reserves.) 

It is further assumed that funds will be used for the following 
priorities: 

--First, rei~burse towns for expenses incurred in sending recruits 
to Meri den, 

--Second, reimburse Hartford, New Haven and Bridgeport on an equit
able basis for up to the mandatory number of weeks of training. 

. --Third, distribute funds to the Connecticut State Police for train-
ln9 purposes on the basis of a per capita allocation. 

--Fourth, employ staff and fund MPTC programs as directed by the 
Council. 

--Fifth, furyd.in-service tra~ning activities ... materials distribution 
and advanced tra1n1ng. Pay mater1als and direct expense to the towns or 
to the local officer, excepting reimbursement for salary. 

--Sixth, fund promotional training. 

--Seventh, fund speci ali zed ,s upervi sory and executi ve development 
training. 

/ 
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--Eighth, fund other approved or mandated programs. 

#6. CPCCA Funding. LEAA funds as·. distributed by the CPCCA will 
be made available to the MPTC in an amount of $222,000 for 1974-75; it 
is assumed that funding in an amount of $250,000 per annum will be avail
able for the next three fiscal years. 

'#7. Standards Extension. It is assumed that an "omnibus" standards 
extension bill will be enacted in the 1975 Session of the General Assembly 
and wi 11 be made effecti ve October 1, 1975. 

3.2 Plan Overview 

This plan overview is an attempt to put the plan into perspective. 
I 

Assuming that the Council will receive the plan in late Noverrber, 1973, 

there will be insufficient time to take formal action on the plan before 

January 1, 1974) except in a cursory way. However, initial budget alloc

ations should be approved at the December (1973) meeting; a formal vote 

mi ght be wi thhel d unti 1 after January 1, 1974. 

Period I. January to March, 1974: This is seen as a time to take 
final action on the budget, including formal consideration of the NEILEM 
request. Three other matters should be decided: (1) final form for the 

. Law Enforcement Training Fund legislation and its introduction; (2) pr.e~ 
paration and approval of the 400 ho~r curriculum; and (3) passage of 
resolutions about the pO\'Jers of the Council, the role of the Executive 
Director, and Council operations generally (e.g., the committee system, 
etc. ). 

Period II. April to June, 1974: This time-period should be devoted 
to two principal matters: (1) getting ready to increase the number of hours 
effective July 1, 1974; and (2) pressing for passage of LETF in the General 
Assemb ly. 

Period III.' July to September,·-'1974: With the introduction of the 
four hundred hours there will be many adjustments to be made. During this 
time the !'s'tandards extension" legislation should be considered and developed. 
Work on the two in-service programs (advanced and materials distribution) 
should begin. 

Period IV. October to December, 1974: Standards extension legis
lation should be finalized. Both in-service training programs should be 
presented to the Council for their approval. The field representative should 
be on board and ready for assignment. The first two specialized courses 
should be in development. 

Period V. January to March, 1975: Besides activities to support 
the standards extension legislation there are a number of t.asks to be 
performed which are associated with the in-service training programs as 
well as the two special courses. 
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Pe~iod VI. April to June, .1975: Both the Criminal Investigation 
and Pollce Instructor courses will be ready to offer in this time period. 
Furt~er, th~re s.hould be ,many ~ast minute questions to resolve regarding 
the In-serVlce programs lncludlng who wants to receive materials and 
when and where advanced training will be held. '-. 

. Part,VII. ,Fiscal ~975-76: With the start of in-service training 
durln~ thls ~erlod of tlme (July 1, 1975) this will be a very busy 
year ~n gettlng the o~her training programs underway toward stages of . 
p 1 anm n~ and programml ng. Each one shoul d be rev.i ewed by the Council and 
phased-ln as soon as resources are available. 

~a rt VII I. and Beyond. With the avai 1 iJbil i ty of funds from the 
LETF ~t sho~l? be possible to initiate a full 'program of recruit and post
recrult tralnlng and keep that up for the ensuing period. 

3.3 Task Statements, Responsibilities and" Costs' 

The following tasks are taken from the recommendations of the report 

and in severiil instances from the NAC's standards. As indicated, they 

have been put into a time sequence and have been assigned in terms of the 

person responsible. Beyond 1976-77, major milestones are indicated for 

each Fiscal Year to 1983-84. 

In order to facilitate consideration (and subsequent reporting about 

task completion or progress) an open-ended numbering scheme has been . 

developed which identifies the period, the person responsible, and a se

quence number. Item I-A-l is to be done in time-period I (Jan-Mar, 1974), 

by the Council, and is indicated as first among sev.eral th of- k A .0 .er ,as s. 

review of the first several time periods should clarify the numbering scheme. 

A letter designation follows most of the cost items. 

(0) = one-time cost 
(A) = annu~l cost 

They are: 
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PERIOD I. January to March, 1974. 

Res~ons i b il i ty 

Counci 1 

Subcommittee 

Task No. and Description 

1-A-l Revi e\t./ the suggested Law 
Enforcement Training fund legislation 
as drafted; approve or ammend and 
approve; organize a public information 
effort and enlist support from groups, 
legis 1 ators, etc. 

1-A-2 Approve budget allocations for 
Fiscal Year 1974-Z~{The $222.000 to 
be recei ved from~) in gross 
terms pending Budget Subcommittee 
report and recommendations from the 
Executive Director 

I-A-3 Appoint a Budget Subcommittee 
to consider the final budget alloc
ations and to conduct a formal hearing 
re the NEILEM request. 

Cost 

None 

None 

None· 

l-A-4 Appoint a'Facilities Addition None 
Subcommittee to press for the various 
additions to the physical plant. 

1-A-5 Consider the recommended role None 
statements, for the Counci 1 and. the , 
Executive Director; and other internal 
operating rules, regulations and pol-
icies (e.g., committee system, night 
training. recruit passes, etc.); 
approve or emend and approve by Coun-
cil resolution 

I-A-6 Revie'tJ the 400-hour (320-hour None 
academic) recruit program; approve 
or am~nd and approve 

1-B-l Budget subcommittee meets to 
review the budget and to hold formal 
hearings and/or arrange a site visit 
to NE1LEM at Babson 

1-B-2 Facilities Addition Subcomm
i ttee meets to 1 ay plans for its 
campaign to get action regarding 
the facil i ti es. Pri ori ti es shoul d 
be approved and, if approved, the 
outdoor range should be the first 
subcommittee effort. 

$75.00 

None 

I 

1 

'I 
i 
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Period I, continued. 

Res pons i b i 1 i ty. 

Executive 
Director 

Task No. and Descri~tion 

I-C-l Ins ti tute steps to obtai n ',. 
approval for employment of the Field 
Representati ve 

I-C-2 Prepare the new 320-hour cur
riculum and present it to the Council 
for thei r consideration; also a 40-' 
hour local instruction checklist 

I-C-3 Prepare justification for staff 
salary increases and forward to the 
Personnel Department 

I-C-4 Appoint four program managers 
from current senior staff members to 
acquaint themselves with and to be 
responsible for developments in the 
areas of: 'Advanced Training, Materials 
Distributi on/ln-servi ce; Supervi sory 
(including Promotional); and Special
i zed Courses 

(/ 

Cost 

None 

None 

None 

None 
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PERIOD II. April to June, 1974. 

Responsibi 1 ity 

Council 

Subcommittee 

Executi ve 
Di rector 

Task No. and Description 

11-A-1 Formally announce the 400-hour 
standard by letter to all pol ice - -
departments and other interested 
groups and persons 

I1-A-2 Continue to press for passage 
of the Law Enforcement Training ~und 
until enactment (if not enacted HI the 
1974 session, re-organize for re
submission in 1975) 

11-A-3 Finalize the allocation of 
funds for 1974-75 including theNEILEM 
request after the subcommittee's re
port has been received 

1I-B-l Facilities Addition Subco~m
ittee continues with its work untl1 
allocations have been made and con
struction is underway 

11-C-l Arrange to have the 400-hour 
minimum standard published in the 
Connecticut Law Journal; advise Hart
ford, New Haven and Bridgeport and 
others as required 

Cost 

None 

- ' None 

None 

None 

. i 
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PERIOD III. July to September, 1974. 

Res pons i b i 1 i ty 

Council 

Subcommittee 

Executi ve 
Director 

Task No. and Description 

111-A-l Begin the 400-hour recruit 
program 

III-A-2 Make funds available to . 
NE1LEM 

1I1-A-3 Make funds available to the 
Markle and Fishman Courses 

111-A-4 Make funds available for out
door range construction;direct the 
Facilities Addition Subcommittee to 
have $50,000 released from the Train
ing Academy Addition Bond Authoriz
ation 

III-A-5 Appoint a "Standards Exten
sion" Subcommittee to develop a com
prehensive legislative package 
(following enactment of LETF) 

111-B-1 Standards Extension Sub
committee meets and continues to meet 
until their mission is accomplished 

111-C-1 Employ a Grants Manager and 
assign 'him grants management respon
sibilities as well as Librarian/ 
Researcher responsibilities on an 
interim basis 

1II-C-2 Employ a training curriculum 
development consultant for the two 
in-service programs; development of 
the Advanced Training curriculu~ and 
a two-year program, plan for Materials 
Di stributi on 

-, , 

Cost 

$36,000(A) 

$50,000(A) 

$50,OOO(A) 

$50,000(0) 

None 

None 

$ 9,000(0) 
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PERIOD IV. October to Decerrber. 1974. 

Res ons ib i1 it 

Council 

Sub commi t tee 

Executi ve 
Di rector 

Task No. and Descr; tion 

IV-A-1 Receive from the Standards Ex
tension Subcommittee (see IV-B-1) its 
final draft of the Bill. if approved 
arrange for· edi ting and bi 11 drafting 
servi ces 

IV-A-2 Mount a public information 
campaign to explain the standards ex
tension legislation, appoint a sub
committee to carry out this responsib-
11 i ty and to press for pass age of the 
Bill 

IV-A-3 Review and approve or amend 
and approve the budget as proposed by 
the Executive Director 

IV-B-l Finalize the Standards Exten
sion Bill and forward to the Counei 1 
for its approval 

IV-C-l Present the Advanced Training 
'an.d'M'a'terialS Distribution program 
plans to the Council, together with 
cost and other resource estimates; 
implement these plans when approved 

Cost 

None 

None 

None 

IV-C-2 When the field representative $17,000(A) 
is employed (c. October, 1974), after 
orientation, assign him specific dut-
i~s enumerated in the report. 'Pro- '. 
vide direction regarding establishment 
and operation of the Training Registry 

IV-C-3 Begin to develop the criminal None 
investigation and police instructor 
courses 

IV-C-4 Prepare a budget to allocate 
CPCCA funds for 1975-76 from among 
this suggested listing (again, assum
ing the availability of LETF monies 
on or after July 1, 1976): 
Continue Recruit Payments ...... $36,000 
Hire In-service Training 

Staff (2) ................. $34,000 
Fund Materials Distribution .... $25.000 
Fund Advanced Training* •....... $25,000 
NEILEM ......................... $50,000 
Fund Supervisory Development ... $lO,OOO 
*possibly on a pilot basis 
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Period IV, continued. 

Responsibility Task No. and Description 

Fund Four Specialized 
Training Courses 
(expenses only) .......... $ 3~000 

Training Registry Development.$ 17,000 
Hire Librarian/Researcher (1).$ 15,000' 
Hire Standards Staff (1) ...... $ 17,000 
Continue Grants Adminis-

trator ................... $ 18~OOO 
Tota 1 !;,t50 ;000 

Cost 
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PERIOD V. January to March, 1975. 

ResDonsibi 1 i tv 

Counci 1 

Subcommittee 

Executive 
Director 

Task No. and Description 

V-A-l Enlist widespread sponsorship 
for the Standards Extension Bill; con
tinue efforts.to gain enactment 
throughout the peri od ' 

V-A-2 Approve or amend and approve 
final plans for the two in-service 
efforts scheduled to begin July 1, 
1975 

V-A-3 Approve or amend and approve 
course materials for the criminal in
vestigation and police instructor 
courses scheduled to be ready on or 
about April 1,1975 

V-A-4 Appoint an Education Liaison 
Subcommittee to work up proposals to 
bring the law enforcem~nt training 
and educational communities together 
on a continuing basis; contacts 
should be made with the Commission 
on Higher Education; the Connecticut 
Association of Police Educators and 
Chairmen of the various law enforce
ment programs throughout the state 

V-B-l Vari ous subcommittees meet 
as required 

V-C-l Present course plans to-the 
Council as indicated above (V-A-2 
and V-A-3) 

V-C-2 Once the budget is approved, 
'. staff can be recrui ted for the sev

eral positions noted in the budget 
presentation (IV-C-4) so that em
ployment will commence on or about 
July 1, 1975 

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

Cost 

None 

None 

None 

None 

None 

None 

None 

i, 
fi 

j; 
" I 
I 
I 
I. 

t ( 
I' 
~ , 
; 
n· 
r! 

3-12 
" 

PERIOD VI. April to June, 1975. 

Responsibi 1 i ty 

Counci 1 

Executive 
Di rector 

Task No. and Description 

VI-A-l Offer the criminal investigat
i on and pol ice instructor courses' dur
ing this period on a pilot or test 
basis 

VI-A-2 Obtain an expression of inter
est from departments regarding which 
ones want to receive in-service mater
ials on or after July 1, 1975 

VI-C-l Continue with recruitment so 
that the in-service programs can begin 
as soon after July i, 1975 as possible 

Cost 

As noted 
above 

None 

None 
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Fiscal Year 1975-76: 

Task No. ahd Descri tion 

VII-A-l Allocate CPCCA funds to the 
various programs in accord with the 
approved budget 

VII-A-2 Approve new employees to pos
itions authorized within the CPCCA 
funds 
I-n-servi ce Staff 
Librarian/Researcher 
Training Registry Staff 
Standards Staff 

VII-A~3 Approve the allocation of 
other funds as budgeted 
Recruit Training Expenses 
In-service Programs @ $25,000 each 
Specialized Courses @ $750 each 
Grants Management, etc. 
NEILEM 
Promotional and Supervisory Course 

Development 

VII-A-4 Begin distribution of the in
service training materials to depart
ments which evidence an interest as 
soon after July 1, 1975 as possible 

VII-A-5 Begin Advanced Training Pro
grams at selected sites as soon after 
July 1, 1975 as possible 

VII-A-6 (Assuming passage of the 
Standards Extension Bill) ... mandate 
Advanced Training for all patrolmen 
as of October 1, 1975 or at a more 
appropriate time thereafter 

VlI-A-7 Approve allocation offunds 
to plan the gym, tank and special 
training rooms facilities 

. . 
VII-A-B \~ork wi th the Executi ve Di r
ector as he seeks to develop five 
major programs in the course of the 
year (as outlined below VII-C-q to 
5 inclusive) including: 

Cost 

[$250,000(A)] 

$ 34,000(A) 
$ l5,000(A) 
$ 17,000(A) 
$ l7,000(A) 

$ 36,000(A) 
$ 50,000(A) 
$ 3,000(A) 
$ lB,OOO(A) 
$ 50,000(A) 

$ 10 ,000 (0) 

as noted 

$ 25,000(A) 
as noted 
above 

None 
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Period VII, continued. 

Respons; bi 1 i ty 

Executi ve 
Di rector 

Task No. and Description. 

--Promotional Training 
--Supervisory/Middle Management Train-

i ng 
--Training Registry 
--Annual Audit 
--Development of the other two special-

i zed COlilrses 

. '(Principal tasks and sub-tasks are 
noted for each progran' in order to 
maintain continuity.) . 

VII-C-1 Promotional Training Sub-Tasks 
(a) Develop a Promotional Training 
Program plan using outside assistance 
as required during the first three 
mon th s of the fi s ca 1 ye a r . 
(b) Present it to the Council for its 
approva 1. : 
(c) Make changes in accord with the 
Council's wishes, if necessary. 
(d) Make a recommendati on to the 
Counci 1 regarding the issuance of a 

. Promotional Training Standard. 
(el .If mandated by the Council) then 
carry out the vari ous detai ls regardi ng 
p ub 1 i cat ion. 
(f) Recruit staff and hi re as soon as 
possible after July 1, 1976. 
(g) Initiate Promotional Training as 
an alternative to NEILEM as soon as 
staff ; s emp 1 oye d an d a 11 arran gemen ts 
are made. . 

VII-C-2 Supervisory Tr~ining Sub~Tasks 
Su~ervisory training can be developed -
uSlng·the same methodology as in VII~C-
1 wi thout the mandatory aspects .. 
Briefly they would be: 
(al Program plan development 
(b) Presentation to the Council 
(c) Make adj us tments as necessa ry 
(d) Recruit staff for July 1, 1976 

employment 
(e) Ini tiate as soon after July 1, 

1976 as possible. 

Cost 

$ 500a( 0) 
as noted 
above 
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Period VII, continued. 

Task No. and Descr; tion 

VII-C-3 Training Registry Sub-Tasks 
(a) Oeve'lop a Training Registry plan 
and present it to the Counci 1 for its 
approval. 
(b) Amend the plan as necessary. 
(c) Prepare and issue a "Request for 
P.roposal" to do the various forms de":", .. 
sign, system and programming associated 
with this project. 
(d) Make a recommendation to the Coun
cil regarding a contractor; after appro
val execute a contract. 
(e) Noni tor contrattol~ progress for a 
July 1, 1976 start date. 

VII-C-4 Annual Audit Sub-Tasks 
(a) Develop performance standards for 
the annual audit of recruit training 
academies during the first half of 1975 
and 76,. 
(b) Present the standards to the Coun-, 
ci 1 for its cons i derati on." -,' 
(c) Amend, if necess ary.· , 
(d) Institute the annual audit of re
cruit training academies on or after 
April 1, 1976. 

VII-C··5 Manasement Pl anni n9 and Super-
visory Courses Sub-Tasks 

(a) Develop the Management Planning/ 
Systems Development and Traffic Super
vision/Accident Investigation courses 
during the first half of 1975-76. 
(b) Present to the Council for its 
approval. 
(c) Amend, if necessary. 
(d) Offer the courses on or after 
Ap ri 1 1, 1976. 

Cost 

( 
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PERIOD VIII. Fiscal Year 1976-77. 

[Besides $200,000 from the General Fund, and $250,000 from CpeCA, 

the first LETF is anticipated in an amount of $400,000. A total of 

$850,000 is available to the MPTC.] 

Maj 0 r Mi 1 es tones 

--Full rei mbursement to the to\'Ins for recrui t expenses. 

--Reimbursements to Hartford, New Haven and Bridgeport. 

--Payment to the State Police of approximately 16 percent of funds 
(first year estimated to be $64,000). 

--Majorincreased funding to in-service training program (materials 
distribution and advanced). 

--Begin operation of the training registry. 

--Full standards and certification staff aboard. 

--Funds allocated for planning the dorl71itory addition. 

--Construction underway,:ri 'the -gym~ fank and spee; a 1 training rooms; 
-$';75,000 of CPCCA funds allocated for construct'ion. 

--Make plans to increase recruit training to 480 hours on July 1, 1977. 

Standards and Goals 

The following standards should be considered for promulgation during 

thi s year: 

--Mandatory participation in the Advanced Training Program. 

--40-hours of locally-p~'ovided in-service training per year utiliz-
ing materials supplied by MPTC. 

--Mandatory Promotional Training within one year of promotion from 
entry rank . 

..,-Recruit school standards. 

--Training instructor standards. 
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PERIOD IX. Fiscal Year 1977-78. 

[$200,000 General Fund and $250,000 from CPCCA corrbine wi th $600,000 

from the LETF to make $1,050,000 available to MPTC during this yearJ 

Major Milestones 

--Initiation of the 480-hour recruit program on July 1,1977. 

--Continuation of all current programs into this year with some in-
creased funding provided. 

--Allocation of $125,525 to construction of the dor'mitor~l. 

Standards and Goals 

--MPTC should make arrangements to gain college credits for comple
tion of recruit and post-recruit training courses [See Police Standard 
(PIS) 15.3 -- Appendix D.J 

--MPTC should consider requiring recruit training before assumption 
of full-time regular' police duties [PIS l6.3.J 

--MPTC should develop and enforce minimum standards for selection of 
police officers [PIS l3.4.J 

• i 
I 
i 
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PERIOD X. Fiscal Year 1978-79. 

[LETF should provide a fu1l $800,000 by this time. CPCCA fund

ing will have ended in the preceding fiscal year. ,A $200,000 appro-
~ 

priation from the General Fund will total $1,000,000 available, without 

major forseeable construction costs.J 

Major Milestones 

--MPTC should begin a career counseling service as part of its special unit. 

Standards and Goals 

. --Mandatory ~re-employment standards -- one year of college or its 
equlva1ent effectlve July 1, 1979"[P/S l5.11J. 

--At least one MPTC-certified training instructor per department by 
July, 1979 [PIS 16.5(2a)J. 

-:MPTC to provide a consulting service for police training and 
educatl0n centers [PIS l6.l(2f)J. . 
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PERIODS XI-XV. Fiscal Years 1979-80 to 1983-84. 

[It is almost impossible to forecast beyond five years withe, 

any certainty. Therefore, the following items are.among the tasks that 

the Cpuncil should consider.J 

Mi lestones 

--An increase to 580 hour recru'i t program (500 academi c) in 1980-81 
and an increase to 680 in 1.983-84. 

--Continued emphasis upon career development objectives with emphasis 
on the plan developed in Section 5.0. 

Standards and Goals 

--Pre-employment educational standards [PIS 15.1J: 

-Two years of college (or equivalency) effective July 1, 1981. 

-Three years (or equivalency) effective July 1,1983. 

--State reimbursement to towns for 100 percent of the salary for 
employees \</ho s ati sfactorily compl ete any state mandated and approved 
police training program [PIS 16.1(3)J. 

--Mandatory "training positions" for every department with more than 
forty patrolmen in a ratio of one position per forty men. 

(( ., 
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3.4 Financial 'Plan 

Many of the assumptions about financing have been indicated pre

viously. However, for purposes of review they include: 

First, achievement of a General Fund appropriation level of 

$200,000 by 1974-75 and its continuation throughout the period. 

Second, CPCCA funding of $222,000 in 1974~75 and continued funding 

to the MPTC at a level of $250,000 for the followin§ three years (1975-

76 to 1977-78) . .. 
Thlrd, enactment of the LETF in 1974, first revenues available in 

1976-77($400,000) with an increase in 1977-78 ($600,00oL and finally 

to an approximate permanent level of $800,000 in 1978-79 and beyond. 

Fourth II access to bond funds authori zed by the General Assembly 

as Special Act 2.8:1 Sec.tion 2.f4· for the purpose of additions to the 

Connecticut Police Academy in an amount of $'1,346,000 (the amount re

maining from the original $1,500,000 authorization). 

The recommended budget for CPCCA funds for fiscal year 1974-74 has been 

suggested in the preceding write-ups. For purposes of clarity, the 

following recommendations are made regarding use of the $222,000: 

. -Fund additional expenses incident to the new 400-hour 
recrui t standard 

-NEIlEM Supervisory Training 

-Outdoor Range 

-Specia1i~ed Courses 

-Fi 1m library 

-Development of the In~service Training Courses 

-Grant Administration 

$ 36,000 

$ 50,000 

$ 50,000 

$ 50,000 

$ 10,000 

$ 9,000 

$ 17,000 

$222,000 

The financial plan is presented in Figure 3-1. It presents both 

revenues and expendi tures for the ten-year period. In general, the 
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explanations are reasonably complete with the exception of facilities. 

Provfded is: 

$56,875 - Gym, Tank, Training Rooms Plan/Mandated-Fees 

$875,000 - Construction of Gym, etc. 

$34,125 - Dormitory Planning/Architect Fp.es 

$525,000 Dormi tory Construct; on ' 

$5,525 - Driver Track/Skid Pan Fees 

$85,000 - ($42,500 for two years) for the Track and Ski d Pan 
construction -- from LETF funds, not bond funds. 

On~ final matter beforepresenting the plan, a recommendation regard

ing the assessment. Several alterhatives are discussed in Section 6.0. 

A review of records in the Circuit Court (the major source of fines, 

fees, etc.) reveals that the number of judgments has declined in the per

iod from 1970 to 1972 (from 170,963 to 149,746). Therefore, to base the 
l. . V' 

assessment on judgments mi ght lead to a future decl i ne of revenues .. 

Despite the fall in judgments, Circuit Court resources have held 

above $4,000,000 during the past four years. 

The $800,000 estimate ;s based upon a 20 percent increase ;n fines, 
v 

fees and forfeitures; this appears to be a reasonable approach. 

The follCNJing page presents the entire financial plan for years 

1973-74 to 1983-84 in a program-based format. 

Key fund i ndi cators are as follows: 

G = G-eneral Fund 
C = CPCC,' (in 1976-77 and 1977-78 no attempt has been made to 

differentiate between CPCCA funds and those from the LETF) 
B = Bond Funds 
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Plan for thel~nnecticut M~nicipa1 Police Training Council 1973-74 to 1983-84' 

PROGRAM/Sub-Pro ram 1973 - 1974 1974 - 1975 1975 - 1976 1976 - 1977 1977 - 1978 1978 - 1979 1979 - 1980 1980 - 1981 . 1981 - 1982 1982 - 1983 1983 - 1984 

Recruit Training 

(
- Current Programs 
'. Payments to Towns/Ci ti es 

Salary/Staff Increases 

( 

In-Service Training 
Staff/Support 
Materi a 1s Di stributi on . 
Advanced Training 

Supervisory and Executive Development 
Staff/Support 
NEILEM 
Promotional 
Supervfsory /Ma.nagement 

Specialized Courses 
Sta ff / Support 
Criminal Justice/Police Instructor 
Mgmt Plan/Traffic Adminis. 
Others 

Specialized Services 
Staff/Support 
Librarian/Researcher 
Reg; stry 
Film Library 

Standards' 
Staff/Support' 
Annua 1 Audi ts 
Schol arshi ps 

Faci 1 i ti es 
': . 
Range . 
Other Facilities·' . 

Planning/Architectural 

G188300- G200000-
C 36000-

C 4500-
C 4500-

C'50000-

C 50000-

C 10000-

B 50000-
C 50000-

-~ .. .,.,.., .. ~· .. -· .. Cons truct:j·on .. ····-·· ....... -................................................ , ........................ ",' 

Mi s ce 11 aneous 
Payments to Htfd/N.H./Bgpt. 
Payment to Conn. State Police 
Grant Administration 
Reserve 

Revenues 
Genera 1 Fund 

(
.- CPCCA 

. . LETF 
...." .Bond Funds 

TOTAL 

TOTAL 

188300-

188300-

188300-

17000-

472000-

200000-
222000-

50000-

472000-

G200000-
C 36000--

C 34000-
e 25000-
C 2S000-

, C SOOOO
e SOOO
e SOOO-

C lS00-
e 1500-

C 15000-
C 17000-

. C 17000-

G200000-
93900-
40000-

36000-
70000-
90000-

,"-, 

35000-
50000-
40000-
21475-

18000-
3000-
3000-

16000-' 
23500-
10000-

36000-
3500-

G200000- G200000-
95700- 97200-
41000- 42000-

37500- 38000-. 
70000- 65000-

100000- 95000-

36000- 37000-
50000- 50000-
40000- 40000-
22400- 24300-

19000- 20000-
3000- 3000-
3000- 3000-

i; 

16500- 17000-
24500- ., 25"500-' 
10000- 10000-

37000- 38000': 
3500- 3500-

.' 

I , 

G200000- G200000- G200000- G200000-
115500- 117600- 119350- 138800 
60000- 61000- 62000- 80000-

39000- 39500- 40000- 40500-
70000- 70000- 70000- 65000-

100000- 100000- 100000- 95000-

38000- 38500- 39000- 39500-

40000- 40000- 40000- 35000-
25000- 25000-- 25000- 18700-

21000- 21500- 22000 22500-
3000- 3000- 3000 3000-
3000- ·3000- 3000 3000-

17500- 18000- 18500- 1.9000-
.. ". "26000.": . - , 26500-:' 27000- 27500-

10000- 10000- 10000- 10000-

39000- 40000- 40500- 41000-
3500- 3S00': 3500- 3500-

36650': 29700'::- ?32S0- ----- . 

- - - ,l 

B 56875- B 34125- I B 5525- !'- ~. 
_~_. __ ~OO@9~ I_B3~9~94~7~5_-~~~~~."i~~~~~~~~~~~~~~~~~~~~~~~~~~~-

u, u, 75000" .. '1 __ .12_5_52_5_-___ 4_2_50_0_-___ ---4-25-0-0-----------_____ ---:-__ ----" __ 

16500- I 20100-
64000- 96000-

C 18000- 18500- 19000-

506875 

200000-
250000·· 

56875 

506875 

1684125-

200000-
250000-, 
400000-
83412S-:· .. 

1684125.;. 

1455000-

200000-
250000-
600000-
405000 

1455000 

20400-
128000-

1000000-

200000-

800000-

1000000-

21000-
128000-

1000000-

200000~ 

800000-

1000000-

24850-
128000-

1000000-

200000-

800000-

1000000-

25200-
128000-

1000000-: 

200000-

800000-

1000000-

25900-
128000-

1000000-

200000-

800000-

1000000-

30000-
128000-

1000000~ . 

200000-

800000-

1000000-



c 

( 

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

4-1 

4.0 .NUNICIPAL POLICE TRAIIHNG IN CONNECTICUT -- CURRENT ACTIVITIES 
AND NEEDS 

This section focuses on the current status of municipal police train-

ing in Connecticut and examines needs on the basis of several sources. 

I~eeds as expressed by law enforcement managers, police officers, municipal 
\ 

officials and educators are presented. Both primary (field data collection) 

and secondary sources have been examined to build a series of findings 

as contained in Sub-section 4.5. 

4.1 Police Training: ~n Overview 

Passage of the Public Act 575,"An Act Concerning the Municipal 

Police Training Council" in 1965 represents the most important landmark 

in the history of police training in the State; the State of Connecticut 

assumed responsibility for the training of police officer candidates and 

their certification. 

Before passage of the Act, and before 1960, training was fragmented: 

--The Connecticut State Police and most larger urban departments, 

notably Hartford, New Haven and Bridgeport, had major recruit training 

programs . 

--Many suburban and rural officers receive'd training at recruit 

training programs in these urban departments. 

--Many more officers before 1960 (and even up to 1954) never received 

formal recruit training. 

--The F.B.I., among other agencies, has been active in many kinds 

of training activities for many years. 

--The State's land grant institution, the University of Connecticut, 

had an acti ve fnutiicipal tra ini ng program underway for several years, 

through its Institute of Public Service. ,However, the University has 

not emphasized law enforcement training (as opposed to general municipal 
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trai ni ng) . 

--The first regiona1, cooperative recruit training was carried on 

under the aegis of the Fairfield County Chiefs of Police. 

--By means of its Resident Trooper Program, many smaller, rural 

communities have had the services of well-train~dState troopers since 

the program was initiated in 1947. 

In 1960, a statewide recruit school was founded. The first annual 

report of the MPTC recounts some of the details: 

• .• In 1960, the Education and Training Committee of the Connecticut 
Chiefs of Police requested assistance from Commissioner Leo J. MU"lcahy, 
of the State Police Department, in initiating a training program. His 
very generous solution was to make available to the Chiefs' Association 
the full-time use of his Training Academy in Bethany, his training staff 
and their library of training materia1s and literature, when it was not 
being used for State Police training operations. The staff was supple
mented by guest lecturers from the Federal Bureau of Investigation, other 
federal and state agencies, and specialists from local police departments. 

--Before the MPTC training deadline (October 1, 1966 as explained 

below), .33 classes were graduated from the Connec~icut Chiefs of Police 

Academy. Graduates numbered 957 in the nearly six years of operation. 

4.1.1 Establishing the MPTC and Passage of the Act 

The establishment of police training councils was encouraged by the 

Professional Standards Division of the International Association of Chiefs 

.of Police during the period after 1963 and 1964. The Connecticut Act was 
... ..* , ~ . ." 

one of the earlier enactments. Only six states have councils or commissions 

which pre-date' 1965; up to 1972 , thi rty'-ni ne such groups had been organized-I. 

In essence, the Act (Public Act' 575) hasl two basic provisions: Section 

7-294e states that: 

·'Law Enforcement Training in the United States, East Lansing, Michigan,. 
Mi chi gan Law Enforcement Offi cers Tra ini ng Council, .1972, p. 4. 
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" ••• no person shall, after October 1,1966, receive an original 
appointment on a permanent basis as a police officer of any municipality 
unless such person has previously been awarded a certificate by the 
Council attesting to his satisfactory completion of an approved muni-
cipal police basic training program ... " ' 

This prevents permanent appointment unless an officer has 'received 

"approved" training. 

Secti on 7-294d sets forth the general powers of the Counei 1. These 

are (quoted from the Act): 

(a) To approve, or revoke the approval of, any police basic recruit 
training school conducted by a municipality and to issue certificates of 
approval to such schools and to revoke such certificates of approval; 

(b) To set the minimum courses of study and attendance required and 
the equipment and facilities to be required of approved municipal police 
tra,ining schools; 

(c) To set the minimum'qualifications for instructors at approved 
municipal police training schools, to certify, as qualified, instructors 
at approved municipal police training schools and to issue appropriate 
certificates to such instructors; 

(d) To set the requirements of'minimum basic training which p~lice 
off~~ers appointed to probationary terms shall complete before being 
e~lg~ble for permanent.apPointment, such minimum training to be completed 
wlthln one year followlng the appointment to the probationary term, unless 
the candidate is granted additional time to complete his training by said 
Council ; 

. (e) To set ~he requirements .of a minimum basic training which police 
offlcers not apPolnted for probatlonary terms but appointed on other than 
a permanent 'basis shall complete in order to be eligible for continued' 
employment or permanent appointment, and the time witiJin which such basic 
tra~ning shall be completed following such appointment on a non-permanent 
bas 1 s ; 

(f) To certify police officers who have satisfactorily completed 
basic recruit training programs and to issue appropriate certificates to 
such po li ce offi cers ; 

(g) To recommend categories or classifications of advanced in-service 
training programs and minimum course of study and attendance requirements 
with respect to such categories or classifications; 

(h) To visit and inspect municipal police basic training schools 
and to inspect each school at least once a year; 

(i) To consult with and cooperate with departments and agen~ies of 
this state and other states and the federal government concerned with 
police training; 

--~--~---
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(j) To employ an executive director and such other personnel as 
may be necessary in the performance of its functions; 

(k) To perform such other acts as may be necessary and appropriate 
to carry out the functions of the Council as set forth in Sections 7-294a 
to 7-294c inclusive. 

(As one official remarked, liThe Act gives the Council power to do 

many things except their principal preoccupation -- conducting a municipal 

police training acadel11Y!") 

Earlier sections of the Act spell out definitions (7-294a); provisions 

for appointment to the Council (7-294b); and a requirement that an annual 

report be fi led (7-294c). 

(Since 1965, several amendments have been passed which clarify who 

must receive training; excluded were "supervisory officers" [e.g., a Chief 

of Police who may be htred from out-of-state] and included were full

time, uniformed elected constables. In 1967, item [j],above was added 

providing for an Executive Director and staff.) 

The early years of the MPTC were concerned with assuming responsibility 

for the training programs being conducted by the Chiefs in conjunction 

with the Connecticut State Police (CSP) operating in Bethany as afore

mentioned. Mr. James W. Herlihy is noted as Executive Director of the MPTC 

at the 34th Session of the Chiefs I Academy -- October 7, 1966. 

As late.as the 52nd Session ending October 25, 1968, five CSP troopers 

were listed as participating in the training program along with the 

original four MPTC training officers. CSP participation was soon phased 

out as the four MPTC instructors took over the bulk of the training. 

A reading of the minutes of the Council from 1965 to-date reveal 

a concerted time-consuming effort to build a new acabemy. Site selection 

was a particular problem until the Meriden site Was chosen. Plans, cost 

estimates and similar problems were encountered in the early years. 
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While the Academy was under construction, training was relocated 

from Bethany to the Naugatuck Armory. 

Unfortunately, the original bond issue and subsequent Academy funding 

did not allow a completed facility. Major deficiencies include a gymnasium, 

training tank, outside firearms range, driver training track and skid pan, 

and air conditioning. 

The Academy opened in June, 1971, and now accomodates parallel train-

ing programs of the Connecticut State Police and the MPTC. 

During this period of time (1965-1971) there are several events or 

series of events which should be mentioned for a fuller understanding of 

law enforcement training and education. 

4.1.1.1 Federal Funding 

The first matter is very important;: it concerns the funding of train-

ing programs by the Connecticut Planning Committee on Criminal Administration 

(CPCCA) with Federal funds provided by the Safe Streets Act as administered 

by the Law Enforcement Assistance Administration. 

A current list of funded grants, grantees, projects and amounts is 

contained in Figure 4-1. This list contains only training programs 

and/~r projects which concern municipal police training. 

(' 

LAW ENFORCEMENT TRAINING RELATED PROJECTS FUNDED BY THE CPCCA* 

GRANT 
NUMBER GRANTEE 

Fi gure 4-1 

PROJECT 

8.0 Criminal Justice System Manpower Problems 

AMOUNT 

8.1 ~upervisory and Middle and Top Management Training for Criminal Justice 
Sys tern Agenci es 

A69-93-4 New Haven Regional In-Service Supervisory 
d).~ ning 

A70-49-47 Enfield Police-Supervisory Training 
A70-64-49 Hartford In-Service Police Management 

Trai ning 
A70-95-98 New London Supervisory and Command Training 
A70- 176- 1000 S.C.C.C.P.A. Regional Supervisory Training 
A70-4330-0197 M.L.E.P,A.A. , Babson Command Training Institute 

(Maine) 
A7l-l73-246 C.J.S.B.S.R. Executive Seminar for Area Chiefs, 

of Police 
A71-4330-38 M.L.E.P.A.A. Babson Command (raining Institute 

(Maine) 
A72-1S-46-2 Bri dgeport Police Management Training 

8.2 Professional Civilian 
A7l-2003-2S1 MPTC 
A72-2003-251-2 MPTC 

Specialists for Criminal Justice Agencies 
Police Library (Librarian) 
Police Library (Librarian) 

8.3 Use of Professional Personnel in Criminal Justice System Agencies'-
Pi lot Projects 
(Projects listed were not training related) 

8.4 Training Systems Development 
A69-2003-7 MPTC 
A70-93-23 New Haven 

A70-93-9S 
A70-1S8-74 

New Haven 
Westport 

Library of Pol i ce Trai ni ng Fi 1 ms 
Development of Recruit Training 
System 
Academy-Field Recruit Training 
Production Tapes for In-Service 
Training 

$ 28,200 
-' ' ,~~ 

9,470 
13,687 

6,188 
28,146 
8,246 

4,500 

46,841 

987 

15,S37 
7,212 

10,000 
19,171 

19,808 
8,815 

*Projects which are not law enforcement related or which are not training related 
have been eliminated from this list as supplied to the consultants qy MPTC. 
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GRANT 
NUMBER 

A70-1810-292 

A70-2003-7C 

A70-2003-7CC 
A70- 2003- 69 

GRANTEE 

FFl d Ci ty 
Law Li brary 
MPTC 

MPTC 
MPTC 

A71-177-256 E.C.C.J.S.B. 

A71-110-313 Plainville 
A72-2003-84001 MPTC 
A72-2003-84002 MPTC 
A72-93-84003 New Haven 

4-7 

PROJECT 

Purchase of Criminal Law Books 

Film Lending Library for Police 
Trai ni ng 
Film Lending Library 
Police Manual Project 
Resource and Training Systems and 
Development Center 
Training Systems Development 
Training Systems Development 
Firearms Discretionary Training 
Education Program Evaluation. 

AMOUNT 

$ 4,500 

10,350 

2,137 
32,050 
15,150 

1,386 
28,108 
5,500 
7,430 

8.5 Expansion and Diversification of In-Service Training for Police Officers 
A69-37-2 Derby . Narcotics Training for Two Officers 534 
A69-64-27 
A69-80-3 
A69-89-14 

A69-89-6 
A70-15-45 
A70-15-46 
A70-17-96 
A70-59-48 
A70-62-97 

. A70-77-50 

A70-77-50C 

A70-83-51 
A70-89-21 
A70-104-52 
A70-151-56 
A70-15l-56C 
A70- 156-101 
A70-159-102 
A70-l63- 57C 

Hartford 
Meri den 
New Britai n . 

Waterbury 
Sri dgeport 
Sri dgeport 
Bris tol 
Groton 
Hamden 
Manchester 

Manchester 

Middletown 
New Britain 
Norwi ch 
Hate rb..; .,'y 

Waterbury 
West Haven 
Wethers fi e ld 
Wi 11 imanti c 

Police In-Service Training Regional 
Regional In-Service Legal Training 
Sensi-tivity Training- for Police· 
Offi cers 
Regional In-Service Train'ing 
Family Crisis Intervention Center 
In-Service for Police Supervisors 
Regional In-Service Training 
In-Service Training for Patrolmen 
Regional In-Service Training 
Regional In-Service Training 
Phase I 
Regional In-Service Training 
Phase II 

Law Enforcement Seminars 
Regional Recruit Training Program 
Regional In-Service Training 
Regional In-Service Training 
Regional In-Service Training 
In-Service Training 
In-Service Training Films 
Regional In-Service Training 

18,789 
3,400 
2-,127· 

9,732 
12,400 
15,085 
7,264 

13,030 
19,050 
13,000 

9,700 

1,851 
3,2·26 
8,284 
8,800 
6,295 
4,400 
1,250 

17,320 

GRANT 
NUMBER 

8.5 (Continued) 

GRANTEE 

A70-173-54 S.R.C.J.S.B. 
A70- 175- 55 
A70-176-53 
A70-176-53C 
A70- 2003- 283 
A71-80-261 
A71-l28-262 
A7l-173-257 

A71-173-258 

A71-80-299 
A7l-177-259 

A71-177-260 

A7l-200 1- 297 

A71-211l-l52 
A7l-4000-271 
A71-450 1- 295 

A71-7702-270 

A7l-104-3ll 

A-72-15-8500l 

Valley Chiefs 
S. C,. C. c. P. A. 

S.C.C.C.P.A. 
MPTC 
Meriden 
Simsbury 
C.J.S.B.S.R. 

C.J.S.B.S.R. 

Meri den 
E.C.C.J.S.B. 

E.C.C.J.S.B. 

State Police 

CPCCA 
Dept. of Health 
Office of Medical 
Examiner 
Manchester CC 

Norwi ch 

. Bri dgep-ort 
A72-l5-85002. Bridgeport 
A72-17-96-2 Bristol 
A72-25-85003 Cheshire 
A72-49-27-2 Enfield 
A72-64-27-3 Hartford 
A72-77-50-3 Manchester 

4-8 

PROJECT 

Regional In-Service Training 
Regional In-Service Training 
Penal Code 
Penal Code 
Training Academy Gym Equipment 
Meriden Criminal Law Courts 
Regional In-Service Training 
Corrrnunity Relations Training 
Program 
Regional In-Service Training 
Program 
Meriden Criminal Law Courts 
Southeastern Regional Law 
Enforcement Training 
Eastern Connecticut Technical 
Trai ni ng Program 
In-Service Training for Superior 
Offi cers 
Statewide Penal Code Training 
Narcotic Agent Training 
Conduct Seminars on Medical 
Investigations of Sudden Death 
Recruit Training for Hartford 
Police Department 
Police In-Service Seminars in 
Abnormal Behavior 
Human Re 1 ati ons' Offi cers 

AMOUNT 

$ 18,845 
27,721 
55,000 
30,000 
2,900 

10,920 
1,632 

16,100 

50,225 

15,554 
12,618 

5,469 

11 ,800 

63,418 
500 

1,500 

2,538 

2,665 

4,535 
Communications Skills 8,013 
Regional In-Service Training 13,000 
In-Service Training 14,284 
In-Service Training 10,695 
Recruitment and Training Development 6,420 
Regional In-Service Training Phase II 3,200 
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GRANT 
NUMBER GRANTEE 

B.5 (conti nued) 

A72-2003-7-4 MPTC 

. A72-93- 85004 New Haven 

PROJECT 

Film Lending Library 
States Attorney's Training Program 

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

AMOUNT 

$ 10,000 
.·19,891 

B.6 Job Task Analysis and Personnel Assessment for Criminal Justice System, 
Agency Personnel 
(Projects listed were not training related) 

B.7 Central Recruiting and Testing 
(Projects listed were not training related) 

Others 
70-DF-247 
7l-DF-745 

MPTC 
New Haven 

Training Council Services 
State's Attorney Training Program 

30,000 
12,709 

-------------------------
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Comments on each of the major categories [(B.1) to (8.5)] are worth 

noting: 

--(8.l) Supervisory, Middle and Top Management Training: Of the 

$146,265 awarded to law enforcement agencies, $72,004 went for supervisory 

training, $19,174 to management training and $55,OB7 to the Babson Inst-

i tute. 

--(B.2) Professional Specialists: The MPTC received $22,749 for 

the employment of a librarian. 

--{B.4} Training Systems Development: Of the $164,405 approxim

ately half of this funding was awarded to MPTC ($8B,145). The $32,050 

grant to the MPTC for a police manual is reported to have' been turned 

back to CPCCA unused. 

--{B.5} Expansion and Diversification of In-Service Training for 

'Po 1 i ce Offi cers: The 1 a rges t amount of money has .. been. devoted to i n

service and allied activi'ties within this categor.y; a total of $594,980 

has been committed. Categorizing the grants on the basis of the title 

(as given), the funds have been allocated as follows: 

In-service Training 
Penal Code Training 
State Attorney Training Programs 

(New Haven and Meriden) 
Specialized Training 
Community Relations 
Conn. State Police 
MPTC (Film Library) 
Recruit Training 
Human Relations 
Narcotics 
Others 

$ 315,753 
14B,418 

46,365 
25,B91 

. ,. 16,100 
11,800 
10 ,000 
5,764 
4,535 
1,034 

----1 .... l20 
$ 594,980 

--Other Training: Two other discretionary programs are listed, one 

to the MPTC for "Training Council Servi ces" in an amount of $30,000 and a 

second to New Haven for a State's Attorney's Training Program in an amount 

of $12,709. 
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In passing, several findings are worth noting: (1) T he MPTC has 

been a beneficiary of Federal funding particularly in the areas of film 

acquisitions and library and librarian service~; (2) Almost $1,000,000 

of f~nding has been allocated to'training and the bulk of it has gone-to 

local pDlice agencies for in-service training and allied activities; and 

(3) Funding has been accorded to agencies on the basis of their interests 

and initiatives without overall plan or design. 

4. 1 . 1 ~ 2 The Barry- Tho.rnto.n Report 

The second -event is the so.-called Barry-Thornton* RepDrt, in actuality 

a report by the State's CommissiDn for Higher Education (CHE). Pursuant 

to a Senate Joint Resolution, the"CHE prepared a rePDrt to. the legislature 

in January', 1971, in response to (the full text Df) the resolution as 

fo 11 ows: 

Resolved by this Assembly: ". 
Th.at the Co.mmission Dn Higher EducatiDn shall develo.p an overall 

education program in the field o.f police science and law enforcement, 
including expansion ·of pro.grains leading to. the assDciatE;. in arts degree 
and the develDpment of fo.ur yea)~ courses and post graduate wo.rk and shall 
make a report of such study with recommendations fDr necessary legislatiDn 
to. the 1971 sessiDn of the general ~ssembly on or before January 15, 1971. 

The report presents an overview of law enforcement educatiDn in 

Connecticut and contai nsa series of fifteen recDmm'enda:ti ons. Because of 

the importance of the information contained therein and because Df the 

po.tential importance ,of the recommendations to the co.nclusions and reco.m

mendations of this report, the Barry-Tho.rnton RepDrt is reproduced in 

Appendix A. 

Excerpts from the Barry-Thornton Report will be included in a sub

sequent section dealing\',ith law enforcement education. However, it should 

be noted that few, if any, of the recommendations have been implemented 

*The two legislative sponsors. 
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to date, nor have any been enacted into legislation per se. 

4.1.2 Current Status of Law Enforcement Trainill9. 

The MPTr occupies a central role in terms of recruit training in the 

State. Hartford, New Haven and Bridgeport ('which has done no hiring or 

rect~ui t trai ni ng for more than one year because of legal problems) have 

their own recruit training programs; these programs are certified by-

the MPTC. A 11 three programs exceed the MPTC programs in number of hours 

by a factor of two or three. Other recruit schools have been held in 

New Britain (which utilized MPTC staff in part) and' in Fairfi·el"d'·County. 

The MPTC has increased its hours of instructiDn from its original 160 

hours to approximately 204. This is accDmplished in 23 days; hours Df 

instruction necessarily exceed eight per day. 

Very recently (mid-1973) additional staff members have been hired and 

double sessions have been held, i.e., sixty men trained ~t one time rather 

than the thirty which has been the rule. The double sessions have helned 
I 

'to alleviate a bac'klog situatiDn which has plagued the Council since 1966. 

Efforts to expand Council activities have often been put off because 

of the IIback 1 ogll -- and also because of hi'ri ng res tri ctions placed on the 

Council by one or more State agencies. The recent hirings of professional 

staff have signaled an end to the hiring prohibitions. A Director of 

Training and additional instructors-have been hired. , 

Recruit training is the principal preoccupation of the current MPTC 

staff. 

In addition to MPTC recruit training, the Connecticut State Police 

~ carries an entirely separate recruit training program which approximates 

17 weeks. The CSP also employs the staff (janitors, cooks, etc.) and 

IImanages" the facility. 
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(While joint occupancy and CSP management of the MPTC facility 

appears to work well, the long-term success of this arrangement raises 

questions -~ as' does the entirely separate staffs.) 

The Meriden facility, although not complete as noted above, receives 

fairly heavy use by other law enforcement and non-law enforcement agencies. 

Specialized seminars of all kinds are held at Meriden including some spon

sored by the MPTC and/or the CSP and some conducted under the auspices of 

the Bureau of Narcotics and Dangerous Drugs, Alcohol Tax and Firearms Unit 

of the Department of the Treasury, the F.B.I., etc. Other-agencies·such as 

the Connecticut Heart Association make regular· use of the facility for 

training purposes. 

The MPTC does not conduct continuing in-service, supervisory or man~ge

ment training. Supervisory training is available at the New England 

Regional Command and-Management Training Academy held at the BabsonColle'ge 

Ins ti tute . i nWell es ley , Massachusetts. 

In-service training is carried on by regional groupings and by 

individual departments as indicated by the listing in Figure 4-1 and as 

commented on in the next several sectdons. 

Recruit training is an on-going activity in the State; other training 

is not well organized or systematic. 

4.1.3 Current and Future Directions for MPTC 

Current and future directions of the MPTC are a principal emphasis 

·of this study. During the course of the study, April to November, 1973, 

the MPTC undertook important new responsibilities related to its role in 

other than recruit training. A review of those matters is important for 
\ 

a fuller undt~\standing pf this ne\tJ responsibility. 

In its publication, Manpower Problems of the Connecticut Criminal 

Justice System, dated August, 1972, CPCCA made the follo\'Jing observations: 

( j .. 
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. .Training is a m~jor problem throughout the Connecticut criminal 
~ustlce system. It lS fragmented and, except for police recruit train
lng, marked by a no~able lack of continuity. Many courses and training 
programs may be avall~b~e but there is a lack of coordination and, as a 
consequence, many tralnlng programs suffer from under .. attendance while, 
at the same time, agencies decry the lack of training. 

This excerpt was but one of several conclusions which were critical of crim

inal justice training and police training in particular. 

With this conclusion as a point of reference for its planning, CPCCA 

in a subsequent document dated January, 1973, entitled, 1973 Attion Programs 

earmarked $32,000 to the MPTC forSup~rvisory and M-iddle and Top Manage

ment Training (p. 185), upwards of $36,000 for Training System Development

(p. 194) and upwards of $100,000 to conduct In-service Training. These 

allocations were (reportedly) made without formal notice or negotiations 

by CPCCA with the MPTC. 

During April, May and June four key documents highlight the inter

actions bet\'Jeen CpeCA and the MPTC on this very important subject. 

(1) Minutes of the MPTC for April 5, 1973, report the appearance of 

Mr. H. R. Sterrett, Executive Director of the CPCCA, before the Council. 

The minutes are included as Appendix B. In bri~f, Mr. Sterrett presented 

his ideas regarding an expanded training role for MPTC. 

(2) Mr. Sterrett followed up his meeting with a letter to (MPTC 

Council Chairman).Chief Thomas Sullivan dated April 30, 1973. The full 

text of that letter follows: 

Chief Thomas Sullivan, Chairman 
Municipal Police Training Council 
Meriden Police Academy 

Dear Chief Sullivan: 

On A~ril 5 I met wit~ the Mu~icipal Police Training Council at your invitation 
to dlSCUSS the Plannlng Commlttee's thoughts on police training in Connecticut 
and Phases III/IV construction at the Academy~ 
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Briefly, I proposed to the Council: 

( a) 

(b) 

( c) 

( d) 

That the MPTC strengthen and expand its leadership role in police 
training and implementing professional police performance standards; 

That the MPTC develop a comprehensive proposal for across-th~-board 
recruit, in-service and management training of all local pollce . 
offi cers in Connecti cut. Upon Pl ann; ng Commi ttee acceptance of thl s 
proposal, next year we woul d awa rd the~PTC a lib 1 ock gr~nr of approx
imately $200 - $250,000 for implementatlon of the Councll s plan. 
After this block award, the Planning Committee would no longer fund 
police training programs on an individual basis; 

That the MPTe consider appointing an "ad hoc" ad~isory committee on. 
police training made up of police training officers, educat?rs, buslness
men etc. This committee would review.and make recon~mendatl0ns to the 
Cou~cil on improving the AcademY's training 'curriculum:' 

That Major Benjamin Goldstein, CPCCA A~sistant Dire~tor -- Field 
Services, be designated my representatlve to work wlth the Council in 
implementing the above three issues. 

Also, at the April 5 meeting, I reaffirmed the Planning Committe~'s ~e~ire 
to seriously consider financial support next year of the Academy s flrln~ 
range and skid pan. However, I pointed out that we must as soon.as posslble 
have a detailed pt:9posal as to costs and justification of. these ltems. To 
date,' I have not received this information from the Councll. 

I look forward to receiving the Council's response .to the issues I.'respect
fully submitted at the April 5 meeting. 

Best personal regards, 

Cordially, 

Isigne.ci/ 

H. R. STERRETT 
Executive Director 

(3) "On May 9,1973, a press release from CPCCA reiterated its 

pos i ti on: 

cpeCA OKAYS MOVE TO COORDINATE POLICE TRAINING 

The Executive Committee of the Connecticut Planning Committee on 
Criminal Administration (CPCCA) has told its professional staff to wor~ 
with the Municipal Police Training Council (MPTC) to coordinate statewlde 
police training. 

Police training (recruit, :in-service and management) is a priority 
for the CPCCA. Currently, this training is decentralized. At Tuesday's 
executive committee meeting, CpeCA Executive Director H. R. Sterrett 
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presented a four-part proposal aimed at giving MPTC the resources to 
coordinate training on a statewide basis. 

Sterrett told the executive committee that: 

A. MPTC strengthen and expand its leadership role in police train
ing and in implementing professional police performance standards. 

B. MPTC develop a comprehensi ve proposal for across-the-board i n
service,recruit and management training of all local police officers in 
Connectiuct. Upon CpeCA acceptance of this proposal~ the planning com
mittee would, next year, award a block grant of $200 to ~250,000 to MPTC 
for implementation of its plan. 

C. MPTC consider appointing a committee of police, professionals, 
laymen and educators to review the Council's training curriculum. 

D. A CPCCA representative, Assistant Director Ben Goldstein, be 
designated to work with the Council in implementing the above proposals. 

Sterrett said he had already discussed the proposals with the MPTC, 
but it hadn't yet formally responded to his recommendations. The executive 
committee agreed with Sterrett that training should be coordinated state
wide and voted he be given full authority to negotiate with MPTe for the 
proposed coordination of traihtng. 

(4) On June 8, 1973~ Mr. Richard Hannon replied to Mr. Sterrett, the 

text fo 11 ows : 

Dear Mr. Sterrett: 

At its June 7, 1973 meeting, the Municipal Police Training Council discussed 
the proposals made by you to the Council. It came to several conclusions. 

At the present time, the Council rejected the proposal of an Advisory Committee 
on police training. The Council is waiting for preliminary reports from the 
consultants to see exactly what some of the training problems are. The 
Council does not object to an "ad hoc" committee to contribute solutions or 
alternatives to some specific training,problem, and passed a Motion to 
appoint ad hoc committees when necessary. 

Needless to say, the Council is eager to strengthen and expand its leadership 
role in police training. The Council is also aware of its limited staff and 
funds, and would like to meet with you and Ben Goldstein to discuss the 
mechanics involved in the block grant concept ... 

The questions brought up Here just too numerous to mention here, and another 
meeting seems advisable. 

Si ncerely, 

lsi gnedl 

Richard M. Hannon 
Executive Director 

. ... 
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On September ~, 1973, Mr. John Burke, CPCCA's Manpowel~ Development 

Specialist, presented additional information to the Council regarding 

MPTC control and disbursement of CPCCA training funds and related matters. 

Following Mr. Burke's presentation and after further discussion, the 

Council unanimously voted to accept the block grant concept as proposed 

by Mr. Sterrett. 

By this action, MPTC has undertaken important new responsibilities 

which go far beyond its principal emphasis upon recruit training. 

4.2 Findings from Field Data Collection Interviews 

In the course of its work, the PRC/PMS s'tudy team undertook a 

fairly extensive municipal police training data collection. The purposes 

of the data collection ",ere primarily, to assess the state-of-the-art and, 

secondly, to assess training needs and requirements. 

-A series of five interview grades were developed for: -Chiefs of 

Police, Training Officers, MPTC Graduates, non~MPTC Graduates and munici

pal officials generally. 

During the week of May 14, a five-man PRC/PMS study team visited 

twenty-one police agencies and municipalities; approximately 100 men and 

women we\~e interviewed. In order to gain a representative sampling of 

departments, agencies serving several population groupings were contacted 

as follows: 

Populati cn 

Over 100,000 

75,000 - 100,000 

Muni cipal i tx 

Hartford 
New Haven 
Bridgeport 
Waterbury 
Stamford 

New Britain 
Norwalk 

.< 

i 
~ 

i g 

~ 
11 
II 

- n 
~ n 

W , 
U 
Il 

~ 
II 
II 
II 
H 
~ 
~ 
D 
\ 
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, 50 ,000 - 75,000 

25,000 - 50,000 

Under 25,000 

Mel~i den 
Danbury 
E. Hartford 
W. Haven 
Greenwi ch 

Norwich 
Hamden 
Torri ngton 
Enfield 

Putnam 
Winsted 
Mi ddlebury 
G1 as tonb ury 
Darien 

In addition to the foregoing, the interview guides were pre-tested 

in Manchester. 

In all cases, the Chief of Police was interviewed as well as the 

Department's training officer, if so designated. In addition, and as time 

allowed, a representative sample of MPTC graduates and non-graduates were 

interviewed; and, also as available, Mayors, Selectmen, Managers and/or 

other local officials were interviewed for their insights on law enforce

ment training needs. Finally, a group of law enforcement educators were 

interviewed including ProfElssorBeldon-.Schaffe;r'fromr,UCONN and :represen

tatives from several colleges and universities with law enforcement programs. 

The fout' interview guides were subjected to an in-depth analysis. 

The results of that analysis is included in this section, along with results 

of unstructured interviews with several persons involved in law enforce

ment education in several colleges and universities. 

The order of secti ons is: muni ci pa 1 pol ice agency i ntervi ews, co 11 ege 

and uni versi ty interviews and muni ci pa 1 offi ci a 1 s i nterv; ews. A speci a 1 

analysis of data is included as a separate sub-section (4.2.4). 

4.2.1 Findings from Interviews of Municipal Police Personnel 
-.~ 

As indi~ated above, personnel from twenty-one municipal police depart

ments were interviewed. The agencies are believed to be representative 
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of agencies in the State, although there was heavy emphasis upon larger 

departments; all agencies in communities (seven in nunt>er) wHh a popul

ation exceeding 75,000 were included in the sample. 

Of the four interview guides administered, three yielded data which 

could be tabulated. So few non-MPTC graduates were interviewed that the 

interview guides were discarded. 

The remaining guides (Chiefs, Training Officers and MPTC graduates) 

were reviewed and tabulated separately. The following narrative repres

ents a synthesis of the three individual reviews and analyses~thereby 

eliminating most of the overlap among the three. 

This section (4.2.1) is concerned with three principal topics: 

pre-servi ce educa ti ona 1 requirements and col1ege enrollment; recrui t 

training; and all other training. 

"4.2.1..1 .. .Education Requirements and College Enrollment 

All departme.nts require either a high school diploma or an equivalency 

for initial employment. Over 35 percent of departments require just the 

high school equivalency diploma while only one will not recognize the 

equi va lency. 

.A majori.ty (75 percent) indicate that they feel present educational 

requirements to be adequate. Nevertheless, the remainder are looking 

for applicants who are willing to continue their education beyond the 

high school level. Those who note a preference for recruits with higher 

educational leve·ls are represented by both large and small departments. 

A rapid increase in the development of two-year college 1aw 

enforcement programs was noted as one facto~ which may provide more 

applicants with associate degrees. Most d\~partments recognize this trend 

and about 80 percent feel the educationcd level of respondents, is improving. 

4-20 

Nevertheless, general satisfaction with present educational require

ments is one indicator of what appears to be a general hesitancy to up

grade educational requirements or to actively seek recruitment of college 

and community college graduates. This may be the result of an apparent 

skepti ci sm concerning both the util i ty and. practi cal i ty of hi ghe.r educati on 

for the "street needs ll of the law enforcement officer. In addition, it 

may be related to the fact that "career development programs" are generally 

non-existant within police agencies. The practicality therefore of employ

ing expanded numbers of college graduates under present circumstances is 

questioned. 

The, applicability of police science curricula as opposed to general 

higher education is also questioned since only one in three police adminis

trators are willing to state that a police science education is of greater 

value to a law enforcement career. 

Notwithstanding the lack of concensus concerning the utility of college 

programs, an overwhelming 95 percent of all agencies have personnel who are 

presently enrolled in college or community college programs. Yet, relative 

to departmental size, enrollments are somewhat limited. 

'Most departments now have graduates of two-year college programs on 

their force, and about three-four.ths of departments have several four

year college graduates. 

Over half of all agencies provide some extra compensation to employees 

who complete a certain level of college or are graduated from college. 

This is apparently' a strong incentive for employees to continue their 

education since departments who furnish these incentives reflect a signif~ 

i cantly hi gher percentage of college attendees and graduates among thei r 

personnel than those departments who do not. 
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4.2.1.2 Recruit Training 

Twenty percent of departments, generally smaller ones, presently 

have officers who have not completed formalized recruit training (these 

are almost entirely men hired before Public Act 575). In one department, 

particularly, about four in every five employees are in this category. 

Nevertheless, most (90 percent) departments utilize the facilities furnished 

by MPTC. 

Prior to enrollment at the academy man'y departments utilize recruits 

"on-the-street" for several mOhths. This is said to provide recruits with 

some first-hand knowledge of the nature of police -operations, and was said 

to act as a "facilitator" for the learning experience at the academy. 

A majority, 70 percent, of agencies with training programs offer 

recruit supplementation courses. Sixty-five percent offer field work with 

supervi s ion of .batween __ 40 and 240 hours, a ha If. provi de -short entry course 

between 40 and·120 hours, 35 percent provide both types of supplementation 

training, ranging from 120 to 1040 hours. 

--Administrators· Views of Recruit Training. The MPTC recruit train-
/ 

ing program is viewed in a very favorable manner by a large majority of 

police administrators. About one-fourth describe the overall program as 

"excellent" and all but one of the remain1ing departments feels it is satis

factory. Administrators· suggestions for improvement generally relate to 

lengthening the present program and improving the quantity and subject 

matter of the offerings. 

Administrators are generally in favor of increased lengths of recruit 

training. More- than forty percent would be able to send their,-officers to 

recrui t programs of!!more than 320 hours even at thei r present fundi ng 

levels. Overall, all but two agencies contacted were desirous, and capable, 
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of utilizing-a more extensive recruit training program. 

A majori ty, 65 percent, also feels that i ncreasedphys i cal trai ning 

is needed for recruits. 

--Graduates Views of Recruit Training. With a few exce'ptions, the 

general recruit training progl'am of the MPTC-is _viewed favorably by its 

graduates. 

Most find the facilities to be adequate for their training needs. 

However, about forty percent feel that several needs should be met to 

include providing a gym and additional phys-i-cal training faci-lities to

gether with an outdoor firing range, an armory and an adequate study room. 

Graduates are in agreement about the quality of instructors at the 

Academy. They indicate that instruction is good to excellent. 

Course content is also felt to be good generally. Yet all agree that 

courses should ~e 19nger and in greater depth as well as include more 

areas of specialization. 

For example, most often cited subject areas which should be added to 

the training curriculum are those involving the criminal law, particularly 

laws of arrest and search and seizure, accident and criminal investigation, 

defense tactics and physical training, psychology/sociology-, courtroom con

duct and driver training (in ordet' of frequency cited). It is felt that 

more time should b~.added to accomodate such subJec~areas as behavioral 

sciences and conmunity awareness, as well as the more pragmatic skills 

that directly relate to their work experiences. 

The importance of these subject areas is again noted by graduates 

who were asked to indicate emphases based upon their street experience. 
. I 

Mos t often ci ted are subjects pertai ning to hatldl i ng personal confron-

tations including self-defense tactics and first aid, criminal and constit

utional law, and an accent upon training which will most closely parallel 
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practical experience situations. 

There is some difference of opinion over the adequacy of, and 

techniques/methods utilized for, instruction. 11hile about half state 

that these are good or adequate,. an equal percentage feeT that the routine 

lecture approach needs to be augmented by alternative teaching methods -~ 

role p'",ying, group process, inci.dent simulation and automated methods!, 

a~ ~/~'f:'~1 a.s '~he addition of more visual aids and opportunities for class 

(,ii SCUSf, i on. 

A large majority of former students feel-that the live-in fci~ilities 

provided by the Academy are good. The problems cited are those relating 

to a feeling that there is excessive regimentation; that dormitory-style 

living carries some problems for the student; and that physical education 

and recreation facilities are inadequate. 

Wlth~rega.rd_to_Jhe particular strengths of the program, the greatest 

number compiiment the value of utilizing instructors with extensive on-the

job experience. In terms of the quality of course offerings, accident 

investigation is felt to be particularly well done as are firearms training 

and the laws of arrest, search and sei zure .. 

4.2.1.3 In-service and Specialized Training Activities 

--Overview. Although most departments offer in-service training 

in various forms and degrees, the chiefs of agencies are generally vague 

about the details of such programs. 

In a general sense, most are preoccupied with the exigencies of daily 

operations and the demands placed upon them by the need for efficient and 

effective operational capabilities. Consistent with such demands, in-service 

program offerings which appear on a routine basis, generally pertain to the 

development of more technical or operational skills. 

Training budgets are limited and are not clearly delineated. 
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General shortages of manpower, particularly among line personnel, 

frequently prevent the development and continuation of in-service programs. 

In no case where potential remedies, such as planned personnel rotation, 

being utilized to overcome this problem. 

As a consequence of these and other factors, planning for trainihg 

operations is either nebulous in nature or non-existant. Training goals 

and objectives beyond the recruit stag~ are unformalized and inarticulate. 

About a third of departments maintain full-time training officers or 

staffs. Yet instructor qualifications are not formalized and nomihim(fni 

standards have been set for instructor selection .. Selection of instructors 

is, consequently, based more on such factors as availability and the desire 

to teach than upon a set of standards which delinea·terequisite instructor 

qualifications or le.vels of competence. 

--Impet.us. for and Percei ved.Need for In-servi ce Traini ng Development .... 

The impetus for in-service training varies greatly among departments, 

irrespective of the ability or capacity to provide such training. While 

30 percent of agencies feel that 40 to 60 hours of in-service training 

should be given annually, about 10 percent feel ·that 40' hours or less is 

sufficient, and an. additional 20 percent would.prefer more than 100 hours 

annyally. 

. Even though about 85 percent of depa rtments"provi de some form of 

in-service training the extent and quality of offerings is' quite limited. 

Yet, even thou'gh a 1 arge- majori ty recogni ze the 'probl ems associated wi th 

their present in-service training program, about half indicate they are 

satisfied with current offerings. 

It would seem therefore, that a certain degree.of hesitancy exists with 

regard to these administrators· desires to rectify present deficiencies. 

_ ~t .. 
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This reluctance is most prob~bly consistent with attitudes concerning 

the overall significance and impact of in-service training upon police 

performance and effectiveness. 

For example, while staff members who are involved directly with 

departmental··training operations are generally of the opinion that manage

ment is in support of tra:ining programs, nearly a third relate their feeling 

that management is not genuinely concerned. This situation is concentrated 

entirely within medium and large agencies where, it is noted, training needs 

are overlooked in favor Of the demands of daily operations and requfrements. 

In these situations it is also felt that suffi·cient time is not scheduled 

for departmental personnel to attend training programs. 

Generally, the two greatest training problems noted by agencies is a 

lack of both time and funds for training. About forty percent of all 

agencies contacted regarded these as major roadblocks to development of 

new training efforts or the expansion of present levels of training. 

Additionally, about one in four note the problems created by a lack 

of: (1) local training facilities and (2) standardized program offerings. 

Of interest in an analysis of training requirements is the fact that 

in no case could administrators identify an organizational or personnel 

problem which could be improved by means of training. 

Nevertheless, in terms of special skills needed by department members 

a number of areas were noted. Among those most often cited are (in order) 

those relating to skid-pan driver training, defensive and pursuit driving, 

crime scene processing, supervision, community and human relations, and 

search and seizure. 

Perceived needs are general in that most indicate a desire to expand 

overall in-service training capacities including .course offering and 

course lengths, trai ni ng staffs, deve lopment of increased fund'i ng for 
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training needs as well as the development of a mechanism which will 

provide for the efficient release of officers fOI~ training purposes. 

In addition, agency heads note that personnel particularly in need 

of training are those in supervisory roles, followed by recruits, middle 

managers and executives. 

Nearly 80 percent of departments indicate that a program of 

in-service physical training is needed. 

--Constraints/Schedules, Budgets, Contractual Agreements. Constraints 

to the initiation of in-service programs ~re not ~rim~rily due to sch~d~l

ing difficulties since three-fourths of departmental administrators admit 

that changes in scheduling are possible to accomodate in-service programs. 

Nevertheless, only about one in every three departments have implemented 

a system of personnel rotation which would aid in manpower availability 

for training pur.p.oses. Imp.lementation of ' a rotation plan is more -d4fficult 

among smaller departments who do not maintain the scope of available per

sonnel. 

Over half of agencies responding indicate that additional released 

time could be undertaken each week without a significant loss of operational 

effectiveness. On an average this additional·avai·lable-time is estimated 

at abo~t 44 hours per week. There seems to be little or no\correlation 

between departmental si ze and the amount of additi·onal release-time whi ch 

can be afforded. 

On the other hand, if-there were a full schedUle of in-service train

ing ~ourses held at Meriden, nearly half of all departments cannot deter

mine how many men they could send. Those who can provide estimates indic

ate on average .. about three per week. . 

Most agencies indicate that, for purposes of in-service o.r special

ized training, a member of their agency could be away from his duties for 

a period up to one week. 
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In nearly sixty percent of replies, budgetary limitations are 

also cited as a primary constraint upon the expansion of present pro

grams as well as upon one1s capacity to plan financially for training 

efforts. Where fi nances are con~idered to be ei ther i nadequa te, the 

general feel i ng is that there is a IIpoorli or II remote II chance that fundi ng 

can or will be expanded. On the other hand, those who feel that funding 

is adequate, also relate a more positive view of the possibilities for 

expanding training funds through positive program development, grant 

applications and through overall departmental expansion. These views are 

consistent between both training officers and agency executives. 

Another major problem with regard to the development of advanced 

and in-service programs is the existence of union contracts which require 

mun-icipalities to pay overtime at one and one-half times the hour'ly rate 

for officer? a_tterrding schools in off-duty hours.. About 40 percent of 

departments are subject to this type of provision which forms a significant 

financial obstacle to expanded training programs .. for all agencies, partic

ularly for larger departments. Solutions are suggested by administrators 

who would either reallocate funds or attempt to-renegotiate contractual 

obligations. 

4.2.1.4. Status of Agency Training 

--In-house Train.ing Capabilities-. G'enerarly, only the largest of 

police departments are capable of providing specific data- on the number 

and duration of· in-house"in-ser-vice training' offerings over the past 

several years or a breakdown on the number or classes of personnel who 

have attended such programs. ~his overall lack of information concern

ing the status of in-house training capabilities is equal, if not more 

acute, with regard to the sources of outside training. 

Physical training is generally only offered to recruits with about 
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15 percent of departments indicating that they provide some form of 

in-service physical training. Physical training facilities are pre

dominantly unavailable and local high schools were said to be,utilized. 

Fi'rearms training facilities are maintained by many agencies. Smaller 

departments generally share the facilities of lai"ger agencies in their area 

as do other police agencies including university and col1ege police. 

Nearly sixty-five percent of departments provide classroom space for 

training sessions. Predominantly one-room facilities; capacities range 

from ten to fifty persons and are generally in good condition with regard 

to lighting, acoustics, and furnishings. In no case, however, are any 

ancillary facilities provided which will allow ,adequately for food service, 

class breaks or overnight accomodations. 

Driver training is not provided on a general basis. Only two agencies 

report that th,ey carry on any form of driver.train.ing. 

Library materials and facilities are generally lacking within police 

agencies. Current books, periodicals and reading or study areas are the 

exception rather than the rule. About twenty percent of librar'ies hONever 

can be considered to be in good condition and relatively well.:.equipped. 

Generally these are resources which are found in the larger departments 

although at least one notable exception is found in a smaller agency.- .. 

One-hal f of a 11 departments offer some fonn of refresher course, 

another twenty percent provi de ei ther supervi sory or command traini ng 

while about fifteen percent of agencies indicate that they provide specialty 

cQurses. 

Lecture formats are utilized by all agencies, and the seminar/workshop 

and group process/sensitivity approaches are only employed by 35 to 45 

percent of agencies. Only about one-fourth util i ze suchtechnjques as 

simulation/role playing and supervised practice on the job. 
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--Training Staffs. The average training staff maintains one full

time and two to three part-time employees although this may vary as 

much as to six full and twelve part-time personnel among the larger 

police agencies. 

Nearly one-third of training program administrators occupy full-time 

positions while an equal proportion also possess a minimum of a Bachelor's 

degree. Most have a rank of either sergeant or lieutenant. 

Of the 65 percent of agencies maintaining training programs, only 

about forty percent are readily able to provi de a full accounting or the 

nature and frequency of such trai ni ng. Mos t frequently, the nature of 

reported in-house training consists of firearms instruction, patrol oper

ations, safety and first aid, community relations, and law related subjects. 

Eighty percent of agencies presently maintain no minimum requirements 

for instructional staff. Most are selected on anarbi trary basis although 

some agencies indicate that experience and previous training as well as 

an ability to teach are general considerations. Where instructors are 

trained, in less than 15 percent of the cases, courses are utilized includ

ing an offering by the Northwestern University Traffic Institute or through 

the ~PTC teacher training programs. 

--Incidence of In-service Offerings. About 65 percent of all agencies 

contacted indicated that they maintain some form of on-going training 

program for their personnel. Most of the remainder generally provide one 

or more forms of training of an entry, in-service or specialized nature. 

About one in every three· agenciesprovi de regularly scheduled in

hous'e programs. The remai nder are generally provided on an i rregul ar 

or infrequent basis -- when courses are available ~o the agency or as 

needs i ndi cate. 

--Guest Lecturers. About 35 percent of agencies report that they 
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utilize guest lecturers to augment their training staff and fulfill 

specific training needs 1, Lecturers are generally obtained from nearby 

police agencies and related criminal justice system components, local 

social service agencies (e.g., mental health, Red Cross), university 

and high s'chool faculty and Federal agencies such as the Treasury Depart

ment, the F.B. I., and BNDD. " . 

Training curricula provided by visiting lecturers varies greatly 

in content although frequently noted are courses related to first-aid' 
, ' 

the penal code, narcotics and drug abuse, and community relations. -To 

lesser' degrees, subjects range from juvenile del i nquency and youth problems 

to mental health, laws of arrest and search and seizure. 

4.2.1.5 Outside Training Resources 

--Outside Sources of Training. About one-third of the agencies 

~ontacted have ~lso providedin-~ervice and specialized training programs 

within their organization through the use of outside firms or agencies. 

This train'ing approach however is used only sporatically. 

The nature of these courses most frequently involves human relations, 

accident investigation, emergency medical care, 'criminal law and psychology! 

soci 01 ogy matters. Contractors are generally util i zed on an i nfrequen t 

basis and for only a limited number, of attendees. Although some depart

ments maintain contractor services over an extended period of time, the 

duration of most courses ranges from· a few days to several weeks. 

--MPTC Training. Over 85 percent of departments have also utilized 

the specialized training programs (primarily short courses) offered by 

the MPTC. All who have had experience with these programs agree that 

they generally meet the !"leeds. for which they were designed. Yet, 

again, most feel that such efforts should be expanded on a continuous 
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basi s to incl ude other program offeri ngs, incl udi ng supervisory trai n

ing, middle management and/or executive development. 

--Outside Agencies. Beyond the specialized training programs 

offered by the MPTC, nearly 70 percent of agencies contacted indicate 

that they send their officers to outside in-£ervice training programs on 

a limited basis. Nevertheless, these same ugencies are generally unaw'are 

of the exact number of personnel who have attended these programs or the 

specific nature or degree of such training. This is primarily due to the 

fact that training records are' geherally 'onlY' availal5le within larger 

departments, and even then; seldom in an easily accessible form. 

Most notable among the sources of supervisory training is the program 

offered at the Babson ColJege Ins ti tute. , Of the 95 perce,nt of de.pa rtments who 

could comment on the program, all but one noted that it was either "very 

good II or lIexcellent." 

Other frequently noted outside spohsors of in-service training are 

the Northwestern University Traffic Institute, Arnold Markle Police 

Seminars as well as the State Police or such Federal sources as BNDD and 

the F.B.I. With the notable exception of programs sponsored by Babson, 

most courses are of short duration 'and typically concerned with such 

specialized subjects as firearms, fingerprinting, bombs, narcotics, etc. 

About fifty percent of departments have one or more persons who have 

graduated from the F.B.I. National Academy, about forty percent have 

graduates from Northwestern Traffic Institute and about ten percent from 

the Southern Police Institute. 

All individuals questioned had attended at least one in-service 

training session. Primarily these sessions pertain to the more mechanical 

aspects of police work to include photography, fingerprinting pnd firearms. 

In addition however, several i ndi vi dual s have attended short courses in 
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law through local colleges and prosecutor"s. school. 'In a m,ajori.ty of 

cases, these courses are felt to have been of some benefit in the 

actual performance of one's duties. In a few instances, however, they 

were deemed impractical or a review of material studied in recruit train-

ing. 

4.2.1.6 Training Delivery Methods and Responsibilities 

--Training Delivery Methods. There is general consensus with regard 

to where recruit training should be held. All but one agency indicates 

that recruit training is most sui table or appropr'iately held in'a- IIpolice 

academy. II 

With regard to in-service training, about twenty percent of the 

agencies indicate that the college campus would be a suitable location. 

In only about fifteen percent of the cases is an in-house approach 

regarded as suitaglE! for conducting either re<;:ruit, or in-service and 

specialized training. 

While seventy percent feel that the Academy is equally suited to in

service training needs, only about one-third indicate that a regional facil

ity could serve in this capacity. In addition, the notion of regional 

training is remote to most administrators and none can actually visualize 

such a facil ity. 

Lik~ise, the concept of regional training, as a remedy to fiscal 

and other organization constraints, is of little interest to most depart

mental training officers. The few who voice an opinion on the subject 

primari ly i ndi ca.te that such a faci 1 i ty could not relate suffi ci ently 

to local and agency specific training needs or the variance in processes 

and procedures among agencies. In addition, location, financing, inter

agency cooperation and transportation are' cited as potential obstacles 
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to the establishment of a regional training center. 

Nev:rtheless, over half, of all police chiefs responding indicate 

that their agencies have had experience with joint training of police 

and court personnel such as that provided through the Arnold Markle 

Seminars. Over eighty percent of administrators with opinions on the 

subject are in favor of joint training.' In ,most cases, this is due to 

the perceived benefit of professional association with colleagues in the 

police and other criminal justice system agencies. 

Notwithstanding the apparent lack of interest in regional training, 

OVEr fifty percent of training staffs feel that joint training would be 

beneficial. They also indicate that this approach could serve to promote 

interagency understanding and cooperation and exchange views on subjects 

of mutual concern and interest. 

--Responsibility for the Delivery of-Train-ingNeeds·.·~gen¢iesat'e , 

generally split over the issue of whether training should be the respon

sibility of Federal, State or local (city/town) government. Yet, regard

less of the placement of central responsibility" there is general agree

ment that the Federal government shou1d be primarily utilized as a source 

of f~nds, the State should serve in a guidance capacity, and programming 

should be the obligation of local governments. 

4.2.2 Findings from C~llege and University Personnel 

4.2.2.1 Training vs. Education 

Altho-ugh the principal focus of this report is law enforcement 

training, additional findings are also presented regarding law enforcement 

education. The difference between (law enforcement) training and education 

is not clear-cut; as a matter of fact, there seems to be almost conscious 

desire to confuse the two or to use the two words interchangea~ly. 

The reasons for this confusion are not worth speculating on here; 
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however, the issue needs examination and, hopefully', resolution. 

One of the better police minds of the 20th Century is Franklin M. 

Kreml -- former head of Northwestern University Traffic Institute, Vice 

President of the University, and one-time Chairman of the Chicago Police 

Board (1961-1967). Mr. Kreml, writing on liThe Role of Colleges and 

Universities in Police r'lanagement,1I makes the following distinction: 

A well trained man is a man competent in his occupation, his job. 
A.well:edu~ated man is.a man competent in his values, his standards, 
hlS crlterla. The tralned man has developed skills and attitudes needed 
to ~erform a co~plex t~~k. The educated man has developed his capacity 
to Judge the worth, the performance, and the excellence of human'actfon. 2·" 

With this distinction in mind, let us examine law enforcement education 

efforts in Connecticut. 

4.2.2.2 Methodolo~ 

In order to clarify the role of education formunicipaT poli'ce officers' 

in Connecticut, interviews were held with the directors of law ,"enforcement 

programs at four institutions -- Housatonic Regional Community College, 

Manchester Regional College and the Universities of Hartford and New Haven. 

Professor Beldon, Schoeffer was, also interviewed in his ca"pacity as a 

Council member and as he'ad of 'UCONN's Institute 'of Public'Service. Since 

April, 1973, several conversations have been held by PRC/PMS staff with 

Mr. Franklin McLean of the State's Commissi-on on Higher Education (CHE). 

(The CHE is planning and coordinating agency for higher educational 

institutions in the State -- public and private as well. It was noted in 

Section 4.1.1.2 as preparing the Barry-Thornton Report for the Legislature 

in 1971. At present, CHE is developing a State Master Plan for Higher 

Education; included in that plan will be a provisio_n for criminal justice 

2From: The Police Yearbook. Washington, D. C., International Association 
of Chiefs of Police, 1966, p. 38. 
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and/or law enforcement higher education -programs.-) 

Information was sought concerning the nature of_thelaw-enforcemen-t-------

curriculum at each college/university-and the applicability" of present 

offerings to the current and prOjected needs of municipal police officers. 

4.2.2.3 Status of Law Enforcement Higher Education 

The University of New Haven (then, New Haven College), is generally 

credited with pioneering higher education for law enforcement in Connecticut. 

Other institutions have followed suit on the basis of-demand by law enforce-
. ". . 

ment personnel-and the availabilityof-Feaeral (LEEP) funds-:--

Law enforcement programs a re currently avail ab le at the Un; vers i ti es 

of Hartford and New Haven, as well as at the following community colleges: 

Housatonic Regional 
Manchester Regional 
Mattatuck Regional 
Mohegan _ 
Northwestern Connecticut Regional 
Norwa 1 k Regi ona 1 
Tunx;-s 

The community college is presently the primary vehicle for police 

education in the -state. The development of four-year college curricula 

has remained sl(1.11; programs which presently exist are almost- exclusively

utilized by officers in the local area. In addition, due to financial 

constraints and a lack of interest, the general expansion of four-year 

degree programs.will probably remain slow for the coming years. 

These tendencies will be overcome, however, as more police officers 

earn associate degrees and create a continuing demand for baccalaureate 

and graduate degrees. The present potenti a 1 for offi cers to continue 

thei r educati on to at least the associ ate degree leve 1 appears to be 

primarily a product of their capacity to utilize present facilities and 

programs. 
( 
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4.2.2.4 Education/Training Interface and Collaboration 

At present there are few, if any, continuing interface/collaborations 

between the law enforcement training and .educatian communities at the. 

state level or on a statewide basis. 

There is a Connecticut Association of Police Educators .(CAP~, but 

as yet there has been little if any interface \vith MPTC or any statewide 

law enforcement training operation. 

There are, on the other hand, instances of local interfaces or collabor

ations. - Manchester RegionalCommunity-Co-lleg'eis- an active participant in 

Hartford Police Department training programs. --Richar'd M. Hannon (MPTC 

Executive Director) is a member of the Academic -Advisory Boards at three 

colleges (Manchester, NOrYJalk and Tunxis). 

Other interfaces or collaborations might be cited but the fact remains 

that at the State level, a void exists. 

4.2.2.5 A Look at Education/Training Needs 

This study is not designed to either suggest or otherwise recommend 

courses of action regarding law enforcement education. However, the 

following premises should be considered: 

(1) Education in the ,field of law enforcementcannot-remai'n either--' 

conceptually or practically distinct from training; ftnd 

(2) Education must be considered as an integral element in the 

development of a comprehensive career development program. 

Given these premises, and in light of the materials presented in 

the next section on career development, MPTC should more carefully 

evaluate its role vis a vis law enforcement education. 

The State's developing Higher Education Master Plan should be 

examined. A formal relationship with CAPE should be explored. 

For further information, a Commiss-ion on Higher Education report 
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excerpt is included as Appendix C; it relates to education in law 

enforcement and criminal justice specialties. 

4.2.3 Municipal Officials ' Perceptions of Police Training Needs 

In the course of PRC/PMS'f1eld data col,lection approximately twelve 

(non-law enforcement) municipal officials were interviewed. Included 

were mayors, first selectmeh, city and town mana'gers and other adminis

trative personnel, including finance and personnel directors. 

In all cases, administrators feel that local police operations need 

to be "strengthened, II although there i-so no-consensus upon the-exact areas 

which require upgrading. Apparently ,reluctant to specify exact operqtional, 

areas, admi ni strators refer to "operati onal needs II in more general terms. 

For example, all but one administrator relates a concern over the 

need for police to strengthen human relations skills both on an internal 

departmental basis and within the community. In this context, city 

officials frequently note the need for increasing social and community 

awareness training, and link this to organizational demands by citing the 

need for developing supervisory skills above all others. 

Middle management and in-service training are a'lsofelt to be necessary 

areas of concentration by about half of city officials, but recruit, 

specialized, basic skills and executive development are not indicated as 

pri ori ty areas. 

Municipal administrator's long-range priorities for police training 

are fairly consistent with their observations on training needs. Of those 

with opinions on the subject, most accept the need for organizational and 

interdepartmenta 1 development in the form of increased education among 

personnel, the development of closer community-police relationships, as 

well as the formation of closer ties and increased uniformity of operations' 

among municipalities. 
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4.3 Findings About Other Than Recruit Training 

Throughout the entire field data collection effort, it was evident 

that there was a consensus position regarding recruit training. The 

message was: increase the number of hours with more emphasis upon train

ing technigues other than lectures. 

The message regarding other training was not clear; there was no 

consensus. Therefore, two additional efforts in this regard were under-

taken. A separate analysis of field survey data was made; findings are 

presented in Section 4.3.1. A second effort concerned an analYsis of 

the results of a questionnaire submitted ,to 37 municipal police offtcers 

attending a criminal investigation course at the CPA. These data are 

presented in Section 4.3.2. 

4.3.1 An Analysis of Post-recruit Training 

The purposeo.f this sub-sec.ti.on is to present a more. detai led review _ 

of field survey data related to post-recruit training. Replies to two 

questions comprise the heart of this analysis. The first question required 

the respondent to list areas where departmental, performance or operational 

effectiveness could be improved by additional training. The second question 

involved the PRC/PMS staff member reading a list of 26 potential training 

areas and asking the respondent to rate each as (1) not needed; (2) needed; 

and (3) strongly needed. 

The responses to the first question were initially grouped by agency 

size. The size groupings included (l)-departments under 50 sworn officers 

-- 6; (2) departments with over 50 but less than 150 sworn officers -- 9; 

and (3) departments with over 150 sworn officers -- 9. The responses 

within each category were then analyzed to establish a set of priority 

training needs. The results of this analysis were as follows: 
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Table 4-1. Post-recruit Training Priorities in Police 
Departments with Under 50 Sworn Officers 

PRIORITY TAAINING NEED 
Pena 1 Code/Laws of Arres t/ 

1 Search and Seizure/Rules of 
Evidence 

1 Community/Public Relations 
1 General Refresher Training 

for 01 der Men 
1 .Role of Police in Modern 

, Society 
2 Supervision of Police 

Personnel 
2 Crisis Intervention/ 

Family Disturbances 
3 Narcotics and Dangerous 

Druqs 
3 Report ~Jriti nq 
3 Defensi ve and Purs ui t 

Dri vi nq 

The results of a similar analysis for the nine medium-sized police depart

ments in the sample are shovm below: 

Table 4-2. Post-recruit Training Priorities in Police Departments 
With Over 50 but less than 150 Sworn Officers 

PRIORITY TAAINItIG NEED 
1 Community/Pu2J~ic Relations 
1 Physical Fitness/Unarmed 

Defensive Tactics 
Penal Code/Laws of Arrest/ 

1 Search and Seizure/Rules of 
Evidence 

1 Supervision of Police 
Personne 1 

1 Defensive and Pursuit 
Dri vi nq 

2 Police Authority and Use 
of Discretion 

2 Techniques of Crises 
Interventi on 
Criminal Investigations/ 

2 Evidence Collection/Crime 
Scene Processinq 

3 Executive Development 
3 Intelligence Collection 

and Evaluation 

The final category concerns the response 9f the nine police departments hav

ing over 150 sworn officers. This list was the shortest, presumably be

cause these agencies have g~eater access to training opportunities. 
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Table 4·:3. Post-recruit Traininq Priorities in Police 
Departments' with over 150 Swor'n Offfcers 

PRIORITY TAAINING NEED 
1 Supervlslon of Police Personne'l 
1 Defensi ve/Purs uit Dr; vi n~ 
1 Crimin,al Investigation 
2 Report ~Jri ti nq 
3 Search and Seizure 

In reviewing the priorities of these training needs for commonality 

between the three size categories, it becow.es readily apparent that sign

ificant differences exist. This is particularly noticeable with respect to 

the largest departments. These differences are' examined in greater detail ". 

below. 

The second question asked related to the need for training in 26 

relatively specialized areas. The respondents were asked to rate each 

potential training area as (1) strongly needed; (2) needed; or (3) not 

needed. Ratings were obtained for 21 departments. However, in some cases 

the training area was not railked either because the data item was not checked 

by the surveyer or because the department did not know. Overall response 

to this question/is shown in Table 4-4. 

Careful examination of these data reveal the following, based on agency 

size. Departments having over 300 men show complete agreement on only one 

potential training area -- police photography. They feel this training 

area is IIs trongly needed. 1I Two of the three departments in this size 

range feel that trai ni ng is list rongly needed ll in the areas of (1) narcoti cs 

and dangerous drugs; and (2) fingerprints. The remainder of their re

sponses is scattered over the ren~ining categories as to level of need. 

The two departments having between 200 and 299 sworn officers show 

complete agreement that five potential training areas are strongly needed: 

(1) organized crime; (2) uniform crime reporting; (3) middle-m~nagement; 

(4) executive development; and (5) legal matters. Converslys these two 

.... ~ . 
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departments completely agree that training is not needed in the 
; 

following areas: (l) defensive and pursuit driving; and (2) skid-

pan training. In the remaining areas, the departments are in disagree

ment. 

Departments in the size range of 'ISO to 199 men (two were in the 

survey sample) do not feel that any of the potential training, areas were 

"strongly needed. II They shQ\lJ mixed responses in the middle category of 

training need intensity. They completely agree that the following poten

tial training areas are "'II not needed:1I (1) civi·l disorder control; 

(2) defensive and pursuit driving; (3) skid-pan trainin.9; (4) crime 

scene processing; (5) family disturbances; and (6) courtroom conduct. 

There were two agencies in the sample in the size range of 100 to 

149 sworn officers. These agencies were in complete agreement that train

ing in the area of Uniform. Crime Reporting was "strongly needed. II This 

was the only area that these agencies felt that specialized training was 

strongly needed. There was complete agreement that specialized training 

was not needed in the following areas: (1) supervision; (2) middle

management; (3) executive development; (4) cOl11l1unity/public relations; 

and (5) family disturbances. 

Five agencies were surveyed in the size range of 75 to 99 sworn 

officers. These agencies did not completely agree that any of the 26 

potential training areas were "strongly needed. II Three of the five 

agencies agreed that trai~ing \lIas strongly needed in the following areas: 

(1) fingerprints; (2) police photography; and (3) \'Jater safety and rescue. 

In the "needed" category four of the five felt that traffic law enforce

ment training would be useful. There was no particular pattern to the 

remaining responses for agencies in this size range. 

.... ' .. 
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Strongly 
Needed 

'Uepartment Size 
Needed 

. Department' Si ze 

1. Specialized Firearms 1 1 a 1 2 a 2 1 8 1 1 1 1 2 1 1 1 8 
2. Civil Disorder Control 1 1 a 1 1 a 2 1 7 1 1 a a 3 2 1 a 8 
3. Defens i ve & Purs uit Dri vi ng a a a a 2 1 a 3 1 a a 1 1 a 1 1 5 
4. Skid Pan Training a a a a 1 1 a 1 3 1 a a 1 2 a a a 4 
5. Crime Scene Processing 1 1 a 1 a a a a 3 1 a a a 3 a 2 1 7 
6. Narcotics/Dangerous Drugs 2 1 a 1 2 a 1 1 8: 1 1 1 1 1 1 2 a 8 
7. Fi n ge rp ri n ts 2 1 a 1 3 a 1 8 ' 1 1 1 1 1 , 1 1 7 
8. Police Photography 2 1 a 1 3 a 1 a 9 a 1 1 a 1 1 2 2 8 
9. Organized Crime 1 2 a 1 2 a 3 a 9 2 a 1 1 2 a a 1 7 

10. Uniform Crime Reporting 1 2 a 2 2 a 2 a 9 2 a 1 2 a 1 a 6 
11. Supervision a 1 a a a a 1 a 2 2 1 a a 322 1 11 
12. Middle-Management a 2 a a 1 a 1 a 4 2 a 1 a 2 2 1 2 10 
13. Executive Development a 2 a a 1 1 a a 4 2 a 1 a 3 1 3 1 11 
14. Legal Matters 1 2 a 1 1 a a a 5 2 a a a 2 2 2 1 9 
15. Communi ty/Human Relations 1 1 a a 1 a 1 a 4 1 1 a a 2 1 1 1 7 
16. Family Disturbances 1'1 a 020 1 a 5 11 a 01111 6 
17. Water Safety/Rescue 1 1 a a 3 a a a 5 1 1 1 1 a 1 2 8 
18. Interrogation 1 1 a 1 2 a a a 5 1 1 1 1 2 a 2 2 10 
19. Criminal Investigation 1 1 a a 1 a a a 3 1 1 1 1 3 1 1 0, 9 
20. Search and Seizure 1 1 a a 2 1 0 a 5 2 1 1 1 2 1 1 2 11 
21. Courtroom Conduct '1 1 a a 1 a a a 3 2 1 a 1 2 1 2 a 10 
22. Defensive Tactics 1 1 a a 2 a a a 4 1 1 1 2 3 1 3 a 12 
23. Traffic Law Enforcement 1 1 a a a a a a 2 1 1 1 2 4 1 3 a 13 
24. Police Role in Society 1 1 a a a a a a 2 1 1 1 2 3 1 3 a 12 
25. Use of Force 1 1 a a 2 a a a 4 1 1 1 1 2 1 2 1 12 
26. Patrol Procedures 1 1 a 1 2 1 a a 6 2 1 1 1 1 1 3 2 12 

Not 
Needed 

Department Si ze 

1 a 1 a a 1 a 1 4 21 
1 a 2 1 a a a 2 6 21 
2 2 2 1 1 1 2 2 13 21 
2 2 2 1 1 1 3 2 14 21 
1 1 2 1 1 1 1 2 10 20 
o 0 1 a 1 1 a 2 5 21 
a a 1 a 1 0 2 4 19 
a 0 1 a 0 1 a 1 3 20 
a 0 1 a 0 1 a 2 4 20 
a 0 1 a 0 1 a 3 5 20 
1 0 1 2 1 0 a 2 7 20 
1 0 1 2 1 a 1 1 7 21 
1 0 1 2 a 0 a 2 6 21 
o 0 1 1 1 1 1 2 7 21 
1 1 2 1 1 2 8 19 
1 0 2 2 1 1 2 9 20 
1 0 1 a a 2 2 1 7 20 
1 0 1 2 1 1 6 21 
1 a 1 1 a 1 2 3 9 21 
a 0 1 a a 1 1 1 4 25 
a 0 2 a 1 1 1 3 38 20 
1 a 1 a 1 1 037 
1 0 1 0 1 1 a 3 7 25 
1 0 1 0 0 a 1 3 6 20 
1 0 1 1 a 1 1 2 7 21 
a 0 1 a 1 a a 1 3 21 

Table 4-4. Responses to the Need for Training in 26 Sp~cia1ity Areas 
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Two agencies in the 50 to 74 sworn officer range were sampled. 

These two agencies showed no agreement that anyone training area was 

"strongly needed." The responses of these two agencies in the "needed" 

area were in complete agreen~ent on the fo 11 owi ng: (1) ci vil di so rder 

control; (2) supervision; (3) middle-management and (4) legal matters. 

No agreement was shown in the "not needed" category. 

There were three agencies sampled in the size range of 25 to 49 

SWDrn offi cers. There I'las complete agreement among these three agencies 

that organized crime training was "strongly needed." Two of the three 

agencies agreed that training was "strongly needed" in the following 

areas: (1) specialized firearms; (2) civil disorder control; (3) uniform 

crime reporting. In the "needed ll category these agencies completely 

agreed on the following training areas: (1) executive development; 

.(2) unarmed defensiv.e. tactics; (3) traffic law. enforcement; (4) police 

role in society; and (5) patrol procedures and tactics. In this same 

level of need category, two of the three agencies agreed on the following 

training areas: (1) crime scene processing; (2) narcotics and dangerous 

drugs; (3) po·lice photography; (4) supervision; "(5) legal matters; (6) inter

rogation; (7) courtroom conduct; and (8) use of force. The three agencies 

agreed that training was not needed on skid pan driving. Two of the 

three agencies agreed that training was not needed in the following areas: 

(1) defensive and pursuit driving; (2) water safety and rescue; and 

(3) criminal investigation. 

There II/ere three agencies in the survey that had less than 25 sworn 

officers. No agreement was indicated in the II s trongly needed" category. 

In the IIneeded ll category, two of the three agencies agreed on the follow

ing areas: (1) police photography; (2) middle-management; (3) water 

( 
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safety and rescue; (4) interrogation; (5) search and seizure; and 

(6) patrol procedures. All three agen~ies agreed that training was 

IInot needed
ll 

in (1) uniform crime reporting; (2) criminal investigation; 

(3) courtroom conduct; (4) defensive tactics; (5) traffic law enforcement; 

(6) police role in society; and (7) use of force. 

Examining these data from an overall survey standpoint our findings 

indicate: 

--There is extensive disagl~eement between th~ different sized police 

age.ncies uS to what'specialized training is stron.91,}' heeded. Those train

ing areas in which at least eight of the 21 (39 percent) agreed that train

ing was IIs trongly needed ll inClude (1) specialized firearms training; 

(2) narcotics and dangerous drugs; (3) fingerprints; (4) police photography; 

(5) organized crime and (6) uniform crime reporting. 

--At least 50 percent (11 out of 21) of the agencies agreed that 

training was needed in the following areas: (1) supervision; (2) executive 

development; (3) search and seizure; (4) unarmed defensive tactics; and 

(6) patrol procedures and tactics. 

--At least 50 percent of the agencies felt that training was not 

needed in the following areas: (1) defensive and p.ursuit driving; and 

(2) skid pan driving. 

4.3.2 Police Officers' Perceptions of the Need for Specialized 
Traini n9 Programs 

In an attempt to ascertai n the vi ews of 1 i ne offi cers on the subject 

of in-service and specialized police training needs, a seminar session 

was held for a group of 37 police officers at the MPTC3. These 

officers were attending a course on Criminal Investigation that was 

3June 24, 1973. 
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being conducted by representatives of a Federal agency. Descriptive 

data on the characteristics of this sample group are presented below. 

Table 4-5. Age Distribution of Sample Grogp 

AGE NUr1BER PERCENT '=1 21 - 29 15 , 40.5 , 

30 - 39 17 45.9 
40 - 49 4 10.8 

50+ 1 2.7 
TOTAL 37 100.0 

Table 4-6. Years of Experience as a Police Officer 
of the Sample Group 

YEARS OF EXPERIENCE NUMBER PERCENT 
0-2 5 13.5 
3 - 6 15 40.5 
7 - 10 10 27.0 

11 - 15 3 8.1 
15+ 4 10.8 

TOTAL 37 100.0 

Table 4-7. Size of Sample Group's Police Agencies 

SWORN OFFICERS ,- " 

IN PARENT AGENCY NU~1BER PERCENT 
Under 15 2 5.4 
16 - 25 5 13.5 
26 - 50 14 - 37.8 
51 - 75 3 8.1 
76 - 99 3 8.1 

100 - 150 4 lOad 151 - 199 0 
Over 200 6 16.2 

TOTAL 37 100.0 . 
Table 4-8. Educational Background of Sample Group 

EDUCATION - NUMBER PERCENT 
Less than H.S. 0 0 
H.S. Graduate 17 . 45.9 
30 College Credits 7 18.9 
30-60 Credi ts 7 18.9 
61-100 Credits 2 5.4 
College Graduate 3 8.1 
Graduate Study 1 2.7 
TOTAL 37 100.0 
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Table 4-9. Location of Sample Group Recruit Traitling 

I 
LOC/HION NUMBER PERCENT 

Bethany 9 23.3 
New Haven 5 13.5 
Ha rtford 4 10.8 
MPTC 13 35.1 
None 6 16.2 
TOTAL 37 100.0 

Thus~ the basic characteristics of this police line officer san;ple 

include the following: (1) the average age of the respondent group was 

33.9 years of age; (2) the group averaged 6.4 years of police experience; 

(3) the average si ze of the parent agency of the group was 82.5 sworn 

officers; and (4) the typical respondent was a high school graduate with 

less than 30 college credits. Also, a significant number of officers in 

the group (35.1 percent) were graduates of the MPTC recruit course. 

Interestihgly, sixteen percent of the group had never attended a formal 

recrui t school. 

The first substantive question asked of the group was ilL ist an,)' 

additional police training programs that you have completed that involved 

at least forty hours of formal classroom instruc;tion (exclude any college 

courses attended on your own time)." The response to this question was 

as follows: 

Table 4-10. Extent of Post-recruit Training 

NUMBER PERCENT 
No additional training 15 40.5 
Up to 40 hours 4 10.8 
'·41 - 80 hours 4 10.8 
81 - 125 hours 2 5.4 126 - 200 hours 2 5.4 

Over 200 hours 10 27.0 
TOTAL 37 100.0 

The response to this question was rather surprising: since it showed 

that fifteen men, or slightly over forty percent of the sample, had 

received,.!lQ. additional formal 'training since' they left recruit sthool .. 
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Closer examination showed that ten of these fifteen men had over seven 

years of police experience. The group that showed the most training 

, experience were the more recent graduates -- those with less than six 

years of experience. The types of training listed by the group are shown 

below: 

'1. COITUnand Course (Northwestern Traffi c Insti tute) 1 
2. F.B.I. Sex Crime Seminar 1 
3. Traffic Law Enforcement (NUTI) 1 
4. F.B.I. Photo School 1 
5. Narcotics/Organized Crime School (Capitol Region Squad) 3 

16. CSP Photography Schools 2 
7. Penal Code,School 2 
8. Prosecutor's School 6 
9. Emergenc.{{ tfl.edical Technical 3 

10. Fi ngerpn nt School "' .... '., 11 

ll. Traffic Accident Investigation (Northwes tern Traffic Institute) 3 
12. SNDD Narcotics School 3 
13. Advanced First Aid 1 

Examination of this listing clearly indicates that there is no par

ticular pattern to those completed courses. It appears more likely that 

these courses were available and so were the men. No planned career pro

gress i on or development pattern is i ndi cated by these data. It shaul d 

also be noted that all of these persons were in, the process of taking 

MPTC-sponsored investigative courses at the time the questionnaire was 

admini stel'ed. 

Since this was a course for police investigative personnel (64 per-

cent of the sample group was currently assigned to an investigative function) 

they were next asked to rate fourteen distinctive skill and knowledge 

subjects ·areas ·as to their priority for practical use. It was expected 

that the results of this rating exercise would be useful in determining 

future training requirements for investigative personnel. 

Table 4-11. illustrates these priority ratings. 
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Table 4-11. Ranking of Skill and Knowledge Requirements 
for Police Investigators 

'Ski 11 /Knowledge Requi rement Meri t 
'''~IVIUS t Heiprul Nl ce to 

Know to Know Know 
l. Report Writi ng 36 1 0 
2. Note Taking 30 4 3 
3. Dictation Skills 3 22 8 
4. Public Speaking 7 24 5 
5. 1 n te rv i ew i n g 33 4 0 
6. Knowledge of Public Records 13 20 4 
7. Crir~e Scene Search 37 0 a 
8. Collecting, Handling, Preserving Evidence 36 1 0 
9. Visual Surveillance 30 5 2 

10. Electronic Surveillance 30 25 7 
11. Case Preparati on 3 33 1 ' 
12. Unarmed Defensive Tactics 33 20 3 
13. Interrogation Techniques 14 5 2 
14. Undercover Operations 30 26 2 
15. Laws of Arrest 9 1 0 
.16. Search and Seizure 36 0 0 
17. Constitutional/Civil Ri ghts 37 6 0 
18. Rules of Evidence 31 1 0 
19. Court Operations 36 16 0 
20. Testifying in Court 21 4 0 
21. Courtroom Demeanor 33 16 0 
22. Police Photography 21 18 6 
23. Taking Inked Prints 13 9 2 
24. Lifting Latent Prints 26 7 2 
25. C1 ass i fyi ng Pri nts 28 25 7 
26. Knowledge of Conmunity Assistance Agencies 1 25 5 
27. Ci vi 1 Law 6 - .. 24 8 
28. Financial Investigation Methods (Accounting) 3 '22 10 
29. Fi rearms Ski 11s 0 8 0 
30. Identification of Narcots & Dangerous Drugs 29 13 0 
3l. Polygraph Operations 24 24 8 
32. Use of Computers 0 18 13 
33. Recognition of Bombs & Explosives 13 2.3 1 
34. Tracing Missing Persons '. 13 19 3, 
35. Intelligence Collection & Evaluation 19 16 2 
36. Knowledge of Criminal Methods 23 .. 14 0 
37. Knowledge of Effects of Drug Usage 15 21 1 
3£. Knowledge of Crime Lab Resources 16 18 3 
39. First Aid 27 10 0 
40. Defensive/Pursuit Driving 25 9 3 
4l. Psychology/Criminal Behavior 12 22 3 
42. Accident Investigation 26 7 4 
43. Knowledge of Organized Crime Operations I 13 22 ' 2 
44. Obtaining/Handling Criminal Informants I 21 12·· 4 

No Need I TOTAL to Know 
0 37 
a 37 
4 3~ 
1 37 
O· 37 
.0 37 
0 37 
0 37 
a 37 
2~,. 37 
0 37 
0' 37 
0 37 
0 37 
0 37 
0 37 
0 37 
0 37 
0 37 
0 37 
0 37 
0 37 
0 37 
0 37 
4 37 
1 37 
2 37 
5 37 
0 37 
0 37 
5 37 
6 37 
0 37 
2 37 
0 37 
0 37 
0 37 
0 37 
0 37 
0 37 
0 37 
0 37 
0 37 
0 37 
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Thirteen of the skill and knowledge requirements received ratings 

of 30 or more in the IImust know ll column. These ~rimary requirements 

include the following: 

1. Report writing 
2. Note taking 
3. Interviewing 
4. Crime scene search 
5. Collecting, handling, preserving evidence 
6. Visual surveillance 
7. Case preparation 
8. Interrogation techniques 
9. Laws of arrest 

10. Search and seizure 
11. Cons ti tut i ona 1 / ci vil ri gh ts 
12. Rules of evidence 
13. Testifying in court 

Eleven of the 44 skill and knowledge requirements received ratings of 

between 20 and 29 in the "mus t know" co 1 umn. These secondarr requi rements 
are as fo 11 ows: 

1. Court operations 
2. Courtroom demeanor 
3. Taking inked prints 
4. Latent prints 
5 . Fire arms ski 11 s 
6. Identification of narcotics and dangerous drugs 
7. Knowledge of criminal methods 
8. Fi rst ai d 
9. Defensive/pursuit driving 

10. Accident investigation 
11. Obtaining and handling criminal informers 

The other items on the listing received a rather mixed series of 

ratings. However, there seems to be some agreement that the following 

items are of only minor interest: (1) dictation skills; (2) electronic 

surveillance; (3) classifying prints; (4) civil law; (5) financial 

investigating techniques; (6) polygraph operation; (7) use of computers; 

(8) police photography. In summary, the items of primary and secondary 

importance in the 1'i:>tings above can be termed mandatory skill and know

ledge requirements for all police personnel, either assigned or about to 

4-50 

be assigned to a criminal investigation function. 

To supplement this listing of skill requirements, the officers 

were asked to list any additional requirements not on the list. Their 

responses included the following: 

1. Plain in-the-field experience 
2. Relationship with other law enforcement-agencies 
3. Knowing facts and operation of a Cotoner 
4. Knowledge of motor vehi cles to be helpful in stolen car cases 
5. Public relations skills 
6. Instructor skills 
7 .. Recovety of bodi es 
8. Tracing and identifying motor vehicles _ MVD records 
9. Use of field testing kids 

10. Psychology of sex offenses 
11. Public relations 
12. Auto mechanic basics 
13. Civil disorders 
l~. Public relations 
15. Human relations 
16. Public relations 

It is interesting to note that six of the additional comments dealt 

generally with the subject of human or public relations. 

The next question put to the seminar ~roup read as follows: 

The MPTC is considering putting on short (40-hour) specialized 
courses for police investigators. A listing of possible course areas 
is shown below. Please rank these courses as to heed. 

The offi cers were asked to rank eleven potenti al courses as to whether 

they were (1) an urgent need; (2) helpful; (3) not needed. The response 

to this question is shown in Table 4-12. 

Those courses that at least 75 percent (28 out of 37) of the respon-

dents felt were urgently needed include: 

1. Rules of Evidence 
2. Search and Seizure 
3. Evidence Technician 
4. Use of the Crime Lab 

In the second grol!P (ranked by at least 50 percent -_ 19 out of 37 __ 

of the group) the following courses appear: 

5. Fatal Accident Investigation 
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6. Organized Crime Investigation 
7. Homicide Investigation 
8. Undercover Operations 

Table 4-l2. Ranking of Possible Specialized 
Courses by Seminar Group 

. Urgent Helpful Possible Course Offerinq Need 
1. Homicide Investigation 22 8 
2. Arson Investigation 16 20 
3. Intelligence Collection 12 23 
4. Use of Crime Lab 30 3 
5. Evidence Technician 31 3 
6. Narcotics & Drugs 17 12 
7. Fatal Acc~dent Invest. 26 5 
8. Undercover Operations 19 12 
9. Search <)nd Seizure 33 3 

10. Rules of Evidence 34 3 
11. Organized Crime Invest. 26 7 
12. Invest. White Collar Crime. 9 20 

Not 
Needed 

6 
1 
3 
4 
6 
8 
6 
6 
0 
0 
4 
8 

The remainder of the courses \'Jere ranked urgent by less than 50 percent 

of the seminar group. In addi tion, the semi nar group was asked to "write

in H training.cDurses ,not listed. The li.stirig f.ollows: 

1. Robbery investigation 
2. Arrival at crime scene by patrolmen (preservation of evidence, etc.) 
3. Penal code refresher 
4. Community relations 
5. Fi rearms training 
6. Police photography 
7. Forgery i nvesti gati on 
8. Photography and crime scene sketching 
9. Investigation/classification of assaults 

10. Burglary investigation 
11. Investigation/classification of assaults 
12. Affidavit preparation 
13. Custody/control of evidence 
14. Class on all court decisions for past ten years 
15. High speed dri ving ski lls 
16. Empathy ·training/human relations (an "urgent need") 
17. Burglary investigation 
18. Robbery/burglary investigations 
19. Basic photography 
20. Burglary investigation 
21. Public relations 

In addition, during an open discussion session, the officers expressed 

thei r views on the fo 11 owi ng subjects: 

( 
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(1) Pre-promotional Training. Generally disagreed with. the con-

cept if it is structured so that only selected individuals can attend such 

programs. Many felt that only the Chief's "favorites" will be allowed to 

attend. Most agreed that a'll newly· promoted offi'cers should attend post

promotional courses to prepare them for thei r new responsibil iti es . 

(2) Centralized vs. Regional :Training. In general, most of the 

group favored a regional approach to the presentation of short-term 

specialized courses. 

(3) Recruit Training. Virtually unanimous agreement that current

MPTC recrui t prog ram is much too short. Felt that a 300-400 hour program 

is much more in line with job complexity. 

(4) Statewide Selection Standards. Complete agreement that MPTC 
, 

should set statewide standards for entry to the police service .. The group 

felt that standardization is an absolute requi.rement. ,Disagreement that 

college courses should be an entry requirement. 

(5) Teaching Methods. Strong opposition to traditional lecture 

methods. Desire for more "hands on" or situational training techniques. 

4.4 Fi ndi ngs from Seconda ry Sources 

The I'secondary" source of information about training needs in the 

State is the CPCCA. Since 1968, that agency has prepared annual analyses 

of criminal justice problems in the State and has prepared annual ~lans 

and programs to meet those needs. 

Municipal police training has been an important focus of their efforts 

over the past several years. Because of this concern it is well to examine 

what GPCCA has said and is saying about police training in the State. 

Their views are important for cross-comparison purposes. 

4.4. 1 Fi ndi ngs from a CPCGA ~~anpower Study 

Several excerpts from GPCCA's study entitled: Manpower Problems of 
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the Connecticut Criminal Justice System (August, 1972) are included in 

this sub-section. This document is CPCCA's most current statement about 

law enforcement (and criminal justice) training. Data from a 1971 survey 

is noted as the source of its findings and conclusions. 

--Under the heading of "general problems" (p. 1): 

Existing training is fragmented, inadequate, in some cases obsolete 
and unimaginative and, except for police recruit trai~i~g, mar~e~ by a 
lack of continuity. There is also a shortage of quallfled tralnlng per-
sonne 1. 

--Recruit training is summarized on p. 15 as follows: 

The area of police training is also one of critica~ need .. 9nly four 
departments are large.enough to sup~ort inde~end~nt pollce tralnlng 
academies. The majorlty of new pollce recrults ln th~ ~tate, a~out 32~ 
per year 'receive 200 hours of training under the Munlclpal Pollce Traln
ing Coun~il (MPTC). Of the 48 departments responding to the 1971 survey, 
including only three of the five. rargest de~artme~t~, 26 offer m~re than 
the mandatory minimum of 200 hours of recrult tralnlng. The baslc " 
recruit training curricula have, except in two or three ca~es, ge~erally 
changed very little. There is .only limited but gradua~ly lncreaslng. 
awareness and use of audio-visual aids and other materlals such as vldeo 
tape recorders. The deve 1 opment and use of new ~u>rFi cul a and curri cul urn 
materials on a continuing basis is almost non-exlstent but there have been 
recent grants for some short-term projects in thi s regard. One recen~ 
project provided statewide training in the new Penal Code for all pollce 
officers, using a programmed instruction text that was d~veloped under an 
earlier grant. A second grant currently supports a currlculum research 
speci~list for the Municipal Police Training Council. 

--In-servic.e and supervisory training is covered on pages 15,16 

and 17: 

In the areas of in-service and supervisory training, there are 
usually only short-term, "one-shot" efforts. A number of departments 
offer at least 40 hours of in-service training per year, but not nec
essarily to all sworn personnel (see table 7) .. The formats of such 
training programs may also vary, from 5 or 10 mlnutes at roll call, to 
on-duty assignments, to training for a daY'or more. 

Table 7. Departments with 40 Hours or More 
Of In-service Training per Year 

Over 50,000 to 25,000 
Type of Training 100,000 100,000 49,999 

Total Number of Departments 5 13 11 
Reportinq in Survey_ 
Departments Reporti n9 40 

3 1 5 Hours or More of In-Service 
Training 

to Under 
25,000 

25 

16 
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The range of subjects covered in such training programs is not 
known as of this writing. For one thing, there.is no central clearing':" 
hpuse for such training programs. Critical needs, however, have been and 
continue to be identified with regards to the training of police officers 
in the handling of juvenile offenders and in the functions and procedures 
of the juvenile court, particularly in the small to medium-sized juris
dictions. Police departments in the largest cities have separate juvenile 
divisions which are staffed by detectives and other sworn personnel and, 
in regard to the handling of juveniles, are somewhat better equipped. 
Tbeir major problem (in the largest cities) is the volume of cases rather 
than the .lack of preparation or of qualified personnel. 

Other areas for which a need for in-service training on a continuing 
basis. have been expressed include: legal training, supervisory and manage
ment training, investigative training, family crisis intervention train
ing, organized crime training and training in basic criminalistics and 
crime-scene search and processing. The latest estimates of the specific' 
kinds of in-service training needs for municipal police is presented in 
Table 8. 

Table 8. Estimated Need for In-service Training 
In Municipal Departments 

, Number of Men , 
Kinds of In-Service Training 

, 
Ranks Involved Involved 

Refresher Training All ranks-with chiefs 3,886 
All ranks except ch i efs 3,821 

Legal Training All ranks-wi th chi efs 3,886 
All ranks exce~t chiefs 3,821 

Police Training and 1-3 training instructors 120 Instructional Methods from each department 
. Investigative Training Detecti ves on ly 286 

-

Family Crisis Training Patrolmen only 2,730 
Supervi sory Trai ni ng Sergeants and lieutenants 660 
Comnand Trai ni n9 Captain and above 210 

The need for continUing in-service and advanced training for super
visory personnel is important because of the essential role that adequate 
field supervision plays in improving the utilization and effectiveness 
of field personnel. This is especially important in large urban environ
ments where the supervisory officer is required to deal with an increasing 
number of complex situations. Except for the Babson Institute's New 
England Regional Command and Management Training programs, there does not 
appear to be any regular ptogram available to all Connecticut police 
supervisory, management and command personnel. There are a number of 
short-term programs in existence around the state, financed by Federal 
funding from the Planning Committee on Criminal Administtation, and one 
or two of these are on'a continuing basis, using video-tapings, but 
there does not seem to be any permanent arrangement \'Ii thi n Connecticut 
nor a long~range plan for the development of same. The need, not only 
for neWly-promoted supervisory but also for veteran supervisors, is 
estimated in Table 9. 

-
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Table 9. Estimated Training Needs for Local and State 
Supervisory, Management and Command Personnel, 1971 

Agency Supervisory Management Command 
State Police 88 13 13 
Local Police Agencies 660 210 210 

--A second "problems" statement (pp. 26 and 27) lists the follow-

The need to combat the present spotty, piecemeal approach to in
service training by "beefing Up" a centl"alized training center or 
group of cooperating centers, either statewide or regionally, geared to 
providing various levels of train'ing at p'redetelrmined levels of careed 
development making such training mandatory statewide for promotion to 
supervisory and command positions, and providing a SUbstantial measul"e 
of financial assistance to municipalities to enable them comply. 

Training programs are often of poor quality and carried out by 
untrained personnel. 

There are inadequacies of staff and on-the-job tra;n~ng. 

The Stat~.PoJi.c.e Department and .. the .Municipal Police Training 
Council are in need of staff to perform long-range planning and research 
and evaluation of agency operations. 

4.4.2 Findings from a CPCCA Evaluation Stud~ 

During early 1973, the CPCCA conducted an evaluation of several train

ing projects which it had funded in 1970 and 1971 in connection with the 

passage of the then newly-enacted Penal Code. The Code was made effect

ive October 1,1971. Prior to the effective date, nearly all officers in 

Connecticut participated in a training program which highlighted programmed 

instruction as the principal training method. 

In- the"course of the evaluation, questionnaires were submitted to 

the 89 organized police departments; sixty-one were returned. In addition, 

persona 1 in tervi ews \lIe re conducted with command, supervi sory and rank and 

file personnel. The sixty-one returned questionnaires are significant 

to the extent that they represent replies from departments with 89.8 percent 

of sworn personnel in the State. 
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Analysis of the CPCCA evaluation study wi 11 be presented in three 

formats. First, responses to selected questi ons as tabulated by CPCCA 

will be presented. Second, important findings, conclusions and recom

mendations from a yet-to-be released CPCCA study are p~~esented. * Thi rd, 

an independent tabulation of eight questions which concern training 

"generally" was conducted. Results of this tabulation are presented in 

a separate section. 

The objective of this section is to present results of a survey of 

Connecticut Police Departments conducted by CPCCA for purposes.of cross

comparison with the findings of the PRCjPMS s·urvey. 

4.4.2.1 Findings from the CPCCA Questionnaire Tabulation 

--Two questions (#2 and #3) requested information about full time 

training divisions or officers assigned full or part-time to the training 

activity: Only 22 percent of agencies surveyed (i .e., the 61 of the sample) 

have full-time police training units. Of the 78 p~rcent without a train

ing unit -- 62 percent have a training officer assigned who spends less 

than 25 percent of his time in that activity. 

--Many of the following questions pertain to details Of the Penal 

Code Traintng. Several questions of a general nature are pertinent to 

our inquiry (#14 and #15). Regarding why a particular training program 

schedule was employed (#14) the most prominent factors were "time rE!straints," 

"money constraints," "scheduling problems," and "lack of training resources. II 

The following question (#15) indicated that only 16 percent of the depart

ments had to pay overtime; 77 percent of the departments trained men on

duty and 7 percent used a compensatory ti me-off arrangement. 

*Excerpts are from a first draft study; the final report may vary. 
Therefore, this fact should be noted. 

" 
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--Only 9 percent of departments have training contacts with other 

departments on a regular basis (question #17). 

--Asked whether anyone from the State or MPTC had ever followed 

up on the trai ni ng, 92 percent said "No" and 6 percent was "unknown" 

(question #26). 

--To the question (#33) "Does training, in general, make any sign-

ificant or permanent change in the field performance of officers? Why 

or why not?" -- 95 percent answered "Yes. II Of the 95 percent response, 

the comments are reveal i ng: 

(1) Makes them more competent in handling people 
(2) Makes them more skillful 
(3) Makes them more alert 
(4) Makes tbem more aware of new techniques 
(5) Respondents without comment other than "yes" 

( 30%) 
(29%) 
( 17%) 
( 12%) 
( 7%) 

--The balance of the questions -- #33 to #40 comprise the "general 

questions" which are independently analyzed in Section 4.4.2.3. The 

CPCCA tabulations, however, reveal the following: 

#33: What types of police training is needed on a regular basis? 

The priority listing ranks behavioral training (sensitivity, human 

relations, etc.) and legal training far ahead of other classifications. 

#34: What types of training is needed by recruits? A similar 

priority listing finds behavioral and legal training followed by the 

more mechanical aspects (i.e., arrest procedures, seizures,-warrants, 

apprehension and booking). 

#35: A question regarding training approaches [e.g., classroom 

lectures, role-playing, programmed instruction, etc.] is inconclusive 

regardi ng preferences. 

#36: Regarding how to meet in-service training needs, 45 percent 

of the respondents opted for regional units, 27 percent showed a pre

ference for their own departments, and 22 percent showed a preference 
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for a centralized training corps (six percent had other replies). 

#37: Regarding shortcomings that departments have with their 

training programs, the most serious single shortcoming was identified 

as a "lack of available funds,~1 ~'schedul;ng pro!?lems," and "training 

staff deficiencies" are identified as well as "lack of officer interest." 

Tabulated answers to questions 38, 39 and 40 were so inconclusive 

that they are not presented here. They will be commented on below. 

4.4.2.2 Observations and Excerpts from the Evaluation Draft Report 

Although the evaluation was designed to focus on the Penal Train

ing conducted during 1971 and 1972, the document itself ranges over a 

number of related training topics. 

Important findings and other observations (conclusions or recommen

dati ons) from the report fo 11 ow together wi th page references. 

-- Three "recognized training concepts" are discussed (p. 8ff) , 

including: 

(1) A centralized approach in order to provide centralized location 
of resources and a unifom standard of training for all police officers. 

(2) A regionalized approach which recognizes the ·commonality of 
regional pl~oblems and physical capabilities of sharing resources. 

. ~3) A decentralized appro~ch which includes the provision of 
tralnlng on the local level by In-house resource personnel to tailor 
the trai ni ng the trai ni ng to the i ndi vi dual needs of departments and 
provide a close instructor-student relationship. 

As used in the Penal Code Training, this concept operated as follows: 

(1) The training of ten {lO) l~gal.training specialists in program
med instruction, the principles of its instruction', and the method of 
teaching it to supervisory police personnel. 

(2) The training of supervisory or training personnel from each 
department in the State, within the Penal Code programmed instruction 
text and the principles of instruction of the programmed materi al. 

(3) The subsequent training of each:local police officer (within 
the Penal Code instruction text) by the respective resource personnel. 

--With regard to "organizational limitations" the statistics from 
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questions #2 and #3 (noted above) are commented on (p. 40): 

Of great interest to this evaluation with respect to statewide 
training is the fact that only 22 percent of our departments have full 
time training divisions and staffs. Of the remaining 78 percent~ 62 
percent of the training directors denotes less than 25 percent of his 
time to training activities and 19 percent denote between 25 and 50 
percent of his time. Twelve percent of the departments of our 78 per
cent without full time divisions have nor regular duty officers assigned 
to conduct or coordinate training at all. The following statistical 
analysi s must be prefaced by these very si gni fi cant organi zatd ona 1 
limitations posed by a great majority of the major police departments 
in the State. 

--Regional cooperation is noted under a heading entitled "Coordinated 

Efforts Toward Training" (p. 41): 

Twenty-five of these departments communicated with neighboring 
departments to discuss methods of training. The most outstanding 
example is the Manchester Regional Police Academy which set aside a 
40-hour, uninterrupted classroom week for each of the 250 men in the 
entire region. Coordination, learning retention, and recordkeeping 
were of excellent quality. Another place of communal effort was the 
joint meeting of New London, Waterford; Town of Groton, Groton City, 
Montville and Norwich to participate in a lecture program for three 

, nights presented bya NorvJichJawyer~_ The Canton Police Departm,ent 
received its training at Avon Police Department. The remainder of 
the attempts to aggregate tra i ni ng efforts were frus trated through 
oven'lhelming scheduling and other administrative problems. Notable 
among this brief communication was: The Valley, the Norwalk Region, 
the Fairfield Region, the coastline towns (Branford, East Haven, 
Guilford). In several cases, it I'/as stated that their individual 
plans far exceeded that which could have been accomplished with other 
towns. 

.--The future training programs discussed in Question #3 above elicited 

three paragraphs of "Training Observations" (pp. 58-59 and p. 60): 

Future recommendations toward training programs ranged anywhere 
from.individual treatments of basic courses, to standardization of courses 
to be offered by a centralized corps, including combinations of regional 
i nvo 1 vement, rei nforcement, or emphas is. F orty-fi ve percent of our ques t..:. 
ionnaire respondents indicated that regional approaches to training were 
preferred, while 22 pefcent,. indicated that centralized training would pro
vide optimum training of thi line personnel. A large 27 percent however, 
expressed a definite need for individualized training, which appears 
to present a backlash from the emphasis upon regional programs over the 
past few years. These departments do represent, in large part, those 
who have outspokenly begun to oppose regional centers, partly because of 
perceived lack of training fulfillment their officers receive given the 
fact that the larger department within the region usually ope~ates and 
admi nis ters the programs and thus can gi ve emphas i s to its own in-house 
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~raining of personnel if desired; and partly I:>ecause of feelings of 
lnadequate presentation of training material at the regional centers 
or ~n~omplete training with respect to specific intradepartmental 
tr?l~lng needs. Several departments within this 27 percent presented 
oplnlons that would support the fact that departments even within regions 
of small physical separation boast a different set of problems based 
upon such differences as population size, municipal restrictions, union 
cl?use~, police administr?tion policies and preferences, community organiz
atlon lnfluences and reqLl1red police responses. 

. The content of future training programs was explored with the super
Vlsors in the questionnaire and in interviews. Obviously related to 
va:ious d~vision functions, the training suggestions requested included 
WhlCh off~cers ,shOUld be afforded this and for what period of time annually~ 
One questlonnalre response (Question #33) shows that 31 percent of the 
:espondents pl~ced ~ri~inology as first priority and sensitivity train
lng,as se~ond ln pnonty while 22 percent place traffic law and related 
subJects Hi second place. Recruit training Was also discussed, the 
conclusions ranking the training contents in the following order: 

(1) Traffi cLaw 
(2) Report Writi ng 
(3) Legal Training 

In summary, we can see the nuclear significance of legal train
ing for every police officer. Although certain basic needs were met by 
the Pena~ Code, trai~ihg~ indications are that certai,n'legal training 
n~eds stlll eX1st, 1n the thoughts of police supervisors, and that con
tlnual refresher courses in this field are essential for every police 
officer. 

--One of the most perceptive observations of the entire evaluation 

concerns the dilemma facing the typical police officer and implications 

regarding training (pp. 60-61): 

This brings us to a final point concerning the average police 
officer, and that is, that he is not only designed to be an officer of 
law enforcement within his community an an arm of the State of Connecticut 
but he also is an employee of a specific organization with a set of immed-' 
iate and ultimate supervisors to whom he must account for his actions. 
Tf~i~ unique situation of the average police officer many times is a deter
mlll1ng factor of ~he success of his training, at any level. Departmental 
rules and regulatlons were also documented as a significant training 
component by both supervisors and line officers. If he is trained to 
technically provide a comprehensive fingerp.rinting analysis of the 
s~en~ of a crime,.but ~i~ ~epartment requires that only command personnel 
w1th1n the Detect1ve D1v1s1on can perform this task, his training has 
been totally wasted due to lack of practical experience, and thus from 
our interviewing experience, his reinforcement and ultimate learning 
retenti on of those techni ques. Therefore, the trai ni ng needs of the 
average police officer must always take into account the different 
organizational setting in which he must operate over and above his train
ing setting, be it centralized, regdonal or in-house. 
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--As regards future training needs as seen by officers inter

viewed, as will be further commented below, the following should be 

noted (p. 77-78): 

Most officers, however, see, a need for more training and place 
Legal Training third to Human Relations and First Aid. Legal Train
ing~ Traffic Law and First Aid were the emphasis of the Patrol Div
ision interviewees; Investigative and Legal Training were the emphasis 
of the Detective Division interviewees. These needs were expressed 
because of the department requirements placed upon each officer by 
his administration. 

4.4.2.3 An Independent Analysis of CPCCA questionnaire Replies 

As stated above, a detailed analysis of the CPCCA questionnaires was 

undertaken with.particular emphasis upon the eight final, general questions. 

Again, as stated, this analysis was undertaken for cross-compari~on rurposes 

but it was also undertaken because the coverage was excellent (61 of 89 

organized departments), the data are recent (early 1973), and most impor

tantly, there mi ght be less bi as (.favorab le or unfavorab le') shown to MPTC 

than the results of the PRCjPMS survey team. For these and other reasons, 

the results are indicated as follows. 

--To the question, IIWhat types of police training do you feel are 

needed on a regular basis? Please list items by priority?1I -- The 

answers are at best inconclusive. The open-ended question elicited over 

50 replies, ranging from II no thing specific ll to IItwo courses and 12 hours II 

(for an unstated period of time) to 490 hours and 10 listed subjects 

apparently per person, per year. One reply called for 15 semester hours 

of'sociology, psychology, criminal law, English and Spanish. Another 

called for 40 hours of annual training for three groups: IIpatrol refresher,fI 

IIsupervisorli and IImanagement.1I Several of the replies were excellent and 

reasonable in terms of necessary resources; others were completely unreal-

i sti c in terms of the funds and other resources tha t such schemes woul d 

require. 
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It is apparent from a review of the answers that there is no 

consensus among Connecticut police agencies regarding what kind of 

training should be provided on a regular basis. 

--In answer to the question regarding recruit training, the ans-

wers are more specific. There were, however, many different replies which 

range from the fact that the IIMPTC is adequate ll to a request that MPTC pro

vide upwards of 600 hours of recruit training. Several departments inter

preted the questions as meaning what training should be given in addition 

to the current MPTC course. But, those who interpreted it as a reque'st 

for a general recruit training proposal almost uniformly indicated a 

desire for a longer, more intensive recruit training program at MPTC. 

One depattment called for a course as IIcomplete as the Connecticut State 

Police. 1I 

Of the 51 replies, nineteen interpreted the question in terms of how 

many hours should be provided by the MPTC. One other reply called for 

current MPTC 15 semester hours of college-level training. The nineteen 

indicated req.uited hours as follows: 

Hours 

150-200 
200-250 
250-300 
300-400 
400-500 
500-600 
600 and hi gher 

Number of Department Replies 

3 
3· 
2 
5 
2 
1 
3 

Total 19 

The replies to this question confirm a conclusion reached else

where that most departments want a more extensive, in-depth training pro

gram from MPTC. Few depart~ents are satisfied with the current 23-day 

offering. 

--Meeting IIpolice in-service training needs on statewide 'basis ll 

(Question #-6) eli ci ted better informati on because speci fi c a 1ternati ves 
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were suggested: IIIndividual departments? Regional units? Centralized 

training corps? Other?1I 

Of the 51 questions which contained a specific answer, the greatest 

number (21 of 47) opted for regional approaches for smaller departments 

while favoring individual departmental efforts by larger departments. One 

answer suggested that departments with over 100 men should be doing their 

own in-service training. 

Twelve agencies favored their own in-service training programs; several 

intimated that it was the lI on ly wayll because in-service training had to 

meet 1I1oca1 11 (as opposed to II regiona1 11 ) needs. 

Several answers suggested combination approaches; either centralized 

resources to assist individual departments or regional resources to assist 

individual departments. Five departments favored a centralized approach 

and five suggested that the NPTC should offer in-service training. 

Although regional training is favored by a near-majority of replies, 

it should be noted that there is also opposition to such efforts. 

Therefore, in looking at needs, individual departmental preferences and/or 

unwillingness to participate in a given activity must be taken into 

account. Individual departmental a.utonomy must be realized as a fact of 
life. 

--The fol1oHing question (#37) regarding IIs/)ortcomings U or problems 

experienced by departments with their ovm training programs are seemingly 

endless. They revolve around ~inancial problems (pay for those trained 

a~d funds to pay for trainers, equipment, materials), schedules, lack of . 

facilities, lack of interest, etc., etc. These factors will have to be 

taken into account when alternatives are constructed. 

--A question (#38) about the next planned training session elicited 

very few II none a.t the present time ll or lI un known li replies. A majority 
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of departments had some training activity underway although only 

eleven (of 51 replies) reveal that an in~service training program was 

underway or was planned. Several of these departments were involved 

in the Manchester Regional Training Program; another had an in-service 

criminal investigation program underway; and several others indicated a 

very real commitment to training. Many more, however, indicated a less 
than active interest. 

--As regards lIimmediate needs ll with respect to training, almost all 

departments specified needs of one kind or another. 

The identified needs have been categorized into two parts __ one 

involving specific courses and training programs and the balance lIall 

other matters. II As regards the lI otHer matters ll the following are listed 

in order of the; r frequency: 

Priorit,t Item( s) Times Cited 
1 Money 

10 2 Equipment 
9 3 Men Assigned as Trainers 5 4 IITime li (i.e. re leased ti me) 4 4 Classroom 
4 6 Textbooks and Materials 
3 7 IITraining in all Areas ll 

2 8 Closed Circuit TV 
1 8 Penal Code Update 
1 8 State Instructors (Available) 1 8 More Men (to aid time problem) 1 8 Firearms 
1 8 A (training) Information Source 1 

Courses in terms of thei r citati on frequency are 1 i sted as follows: 
1 
2 
2 
4 
4 
6 
6 
6 
9 

In-service Training 
Legal Training (inc Penal Code) 
Report Writi ng 
Supervision 
First Aid 
Instructor Training 
Crininal Investigation 
Human Relations 
(Others with a single Citation) 

7 
4 
4 
3 
3 
2 
2 
2 
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--Crisis Intervention 
--Criminal Justice System 
--Search and Seizure 
':'-Se 1 f Defense 
--Accident Investigation 
--Public Relations 
'::-Fi rearms 
--Traffic Control 
--Defensive Driving 
--Data Processing 

A reply by the Stafford Springs Police Department simply asked for IIsome

thing in the vicinity of Stafford Springs, Conn.1I 

--The final question asked for suggestions for the next statewide 

training program. The answers do not lend themselves to a tabulation of 

the type in the precedi ng quest,i ons, however, these were answers whi ch 

reflect needs and they are enumerated below. Before turning to those 

however, it should be noted that the Penal Code programmed instruction 

course was well ~'eceived generally; as a consequence its success suggested 

similar learning applications to other aspects of the law, as will be noted 

below. 

Individual comments and suggestions worth noting include the following: 

--Programmed instruction which concentrates on the more im~ortant 
sections of the Penal Code that an officer us~s, e.g., breach 0, the 
peace disorderly conduct, intoxication, physlcal force, larceny, bur
glary: etc. -- IIprobably in that order. 1I 

--A statewide training session on leadership or supervision for 
first line supervisors. 

--Statewi de IIteams II to go to several areas of the state to gi ve 
Crisis Intervention Training. 

--Programmed instruction to deal with: 

-Motor Vehicle Law 
-Drug Laws 
-Search and Seizure Laws 
-Warrants 
-Recent Court Decjsions especially with 
regard to the rights of the accused and 
recovery or determination of evidence 

-Stop and Fri sk 
-Implications of such cases as Gault, 
Miranda, Escobedo, etc. 

! 
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--Penal Code Refresher 

--Labor/Management training for Chiefs 

--A statewide course similar to the IIMarkle" and "Fishman" courses 

--Repeat of the MPTC-sponsored course for sergeants and lieutenants 
conducted by Northwes tern Uni versity 

--Statewide defensive driving program 

--Standard, annual re-training for experienced officers 

4.5 Needs as Refl ected by Pri mary and Secondary Sources 

This is a summary statement of needs; it is based upon data collected 

by PRC/PMS with additional comments derived from data collected by or 

publications of the CpeCA. 

Within each major topic heading, needs derived by PRC/PMS will pre

cede those of the CPCCA which are placed in parentheses. 

4.5.1 Recruit TraininR 

There is a need to si gnifi cantly increase the quantity of the MPTC 

recruit training program; 23-days is clearly insufficient to train a 

municipal police officer. 

There is strong sentiment for a v.ery real incl'ease in the length of 

training in the range of 40 to 50 days -- 320 to 400 hours. 

Expansion of the recruit training curriculum should take into account 

the needs expressed by MPTC graduates, who: 

(1) On the basis of their general experiences see' needs as follows: 

--Criminal law and especially' the laws of arrest, search and seizure. 

--Defensive tactics and physical training. 

--Psychology/sociology. 

--Courtroom conduct. 

--Driver training. 

(2) On the basis of their street experiences see needs as follows: 

--Handling personal confrontations including self-defense and first aid. 
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--Criminal and constitutional law. 

There is a need to question the desirability of assigning men to 

full duty status before their training period. 

There is a need to reconsider a recruit training day which exceeds 

e'j ght hours and unnecessary regimentati on. 

There is a need for MPTC to explore alternative training methods 

beyond lectures. 

(CPCCA confirms the need for a IIl onger, more intensive recruit 

training program at MPTC. II Support in the 300 to 400 hour range- is noted. 

(Subject matter preferences include legal training [including traffic 

law]; behavioral subjects; report writing; and the mechanical aspects of 

police Vlork -- arrests, seizures, warrants, apprehensions, etc.) 

(Human relations and first aid emphasis are also noted in several 

tabulations. ) 

4.5.2 In-service Training 

There is a need to plan, program and coordinate in-service training 

for all municipal police officers in Connecticut -- as mandated by MPTC 

in terms of content [e.g., annual firearms qualification including night 

firing, legal training refresher, human relations, first aid, etc.] and 

in terms of minimum number of hours per year [e.g., 40 hours per year, or 

some other number]. 

(CPCCA findings support the need to end- the IIfragmented, inadequate, 

approachll to in-service training.) 

(Their studies indicate emphasis upon beh.avioral and legal training. 

Further, programmed instruction as' a method is also advanced as are regional 

efforts __ sup~0rted by 45 percent of departments -- as well as a central

ized training center with a group of IIcooperating centers.
lI

) 
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4.5.3 Supervisory and Executive Development Training 

There is need for continuous supervisory, middle management and 

executive development programs within the State; until this capability 

is realized, there is need to support the programs at Babson. That train

ing program represents a viable, short-term alternative. 

(CPCCA conclusions would concur with this neeclstatement generally. 

However, they raise a very important issue, pre-promotional training, e.g., 

supervisory training for newly promoted sergeants, etc.) 

4.5.4 Specialized Training Programs 

Specialized training courses should be programmed to meet general and' 

specified needs; priorities expressed by administrators should be taken into 

account. Among their priorities are: 

(1) Search and seizure 
(2) Community and human relations 
(3) Supervisory training 
(4) Crime scene processing 
(5) Defensive and pursuit driving 
(6) Skid-pan driver trainihg 

There is a need for MPTC to experiment \'tith specialized courses. For 

example, although municipal administrators opt for human relations train

ing, unless th'ey send their men to the courses, there is no point running 

a course for a li~ited number of men. 

(CpeCA cites a,need for Police Training and Instructional Methods and 

atanother point expresses a II critical" need for courses dealing with the 

handling of juvenile offenders.) 

(Beyond these two suggestions and the several other topic areas 

addressed above there are other needs expressed in communication skills, 

with emphasis upon report writing and criminal investigation.) 

4.5.5 Facilities and Specialized Services 

There is an obvious need to complete the Academy in terms of planned 
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additions including expansion of the living quarters, if, for example, 

400 hours are programmed. There is also an obvious need to install the 

air conditioning system. 

Specialized services which ~hould be provided by a MPTG field 

representative would include: 

(1) Maintenance of training records for all sworn personnel in the 

state; 

(2) Maintenance of a perpetual inventory of local and regional train

ing facilities, equipment and other resources; and 

(3) IIDesignation li of training officers for each agency and each 

regional grouping with' appropr;'ate standards, certification, training 

criteria and additional compensation. 

(GPGGA data indicates that only 22 percent of depar.tments have a full

time trai.lJing activtty and th9.t there was no follow-up by State personnel 

regarding the Penal Gode Training. These are two indications of needs in 

these areas.) 

4.5.6 Standards 

There is apparently no need for increasing pre-service educational 

requirements unless circumstances change materially (e.g. ,if there were 

statewide recruitment, testing and certification of police candidates; 

if multi-level patrolmen ranges were in widespread use with lateral entry 

provisions; or if there were widespread pre-promotional educational 

requirements, etc.) and/or unless educational levels of available candidates

make ,such a move possible. 

Standards for in-service training, local training capabilities, pre

promotional training among others are worth considering in the very near 

future. 

(GPGGA has nttle , if any, comment on standards.) 

( 
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4.5.7 Mi s' ce 11 aq,eous Ma tte rs 

There are two other matters which bear examination: 

(1) The desirability of utilizing educational facilities and re

sources as part of one or more training programs; and 

(2) The desirability of joint'law enforcement/criminal justice 

trai ni ng. 
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5.0 MUNICIPAL POLICE TRAINING IN CONNECTICUT -- FUTURE ACTIVITIES AND NEEDS 

The purpose of tilis section is to look ahead at, to view municipal 

police training on the basis of "what will be" from several aspects. 

The fil"st sub-section deals with trends that will a.ffect municipal policing 

-- the future. The second contai ns a series of excerpts from two current 

important police-related documents: the American Bar Association's 

Standards Relating to the Urba~ Police Function and the National Advisory 

Commission on Criminal Justice Standards and Goals publication, Poli~ 

The third deals with the concept of career .development for police officers. 

The fourth sub-section projects future training needs on the basis of the· 

numbers of men to be trained between 1973 and 1983. The fifth sub-section 

is a summary statement of future needs. 

5.1 Trends Affecting the Futul'e of Munici[ial Policing 

The natur~_.and responsibilities of the police in Connecticut will be 

affected by a number of present and emerging trends in the larger society. 

These trends wi 11 tend to shape both the external operating envi ronrnent in 

which the police must function and, to a lesser extent, the internal organiz-

ational environment. 

5.1.1 External Pressures and Changes 

One such trend is the increase in mobility of persons and the "tempor

ariness" of thei.r interpresonal relationships. Close to 25 percent of . 

the population changes residence each year. The constant moving and 

shuffling from place to place, from neighborhood to ne;'ghborhood, from 

~chool to school and from church to church has weakened the bonds of 

informal social controls which formerly restrained much antisocial .conduct. 

As one commentator describes it, we have become "a nation of strangers." 

As informal social controls are weakened formal controls must necessarily 

take thei r place. 
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The criminal justice system, in particular, is called upon to 

help exert a restraining influence. Matters which formerly would be 

resolved among family members or friends are nmv the occasion for police 

i nte l"ve nti Oil. 

Rei nforci ng thi s trend are the growth of economi c OPPol'tuni ty, per

sonal liberty and the division of labor \,/hich have weakened the family 

unit and the informal constraints and sanctions. Formal agencies such 

as police departments and halfway houses are being asked to assume some 

of the responsibilities the fami~y traditionally assumed. 

The changing character of t~e older core' cities is also placing 

extra demands on the police. 'People with middle class aspirations or life 

styles are moving to the suburbs, leaving behind a centt'al cit:y increas

ingly populated by persons \..,ho are l'Iilling or unwilling to pursue a lower 
I 

status lifestyle. Such persons tend to be less respectful of authori ty 

and less constrained by infomai social norms. They consume police 

services at extremely high rates. 

Accompanying these social changes is a ch~nge in attitude tOl-/ard 

citizen participation in civic affairs. Increasingly, the individual 

citizen is demanding direct participation in governmental affairs. The 

police perha.ps more than other governmental agencies are. being asked to 

open up their decision~making processes to direct citizen participation. 

A development deeply involving the police and the rest of the criminal 

justice system is widespread acceptance of the doctrine of "radical non

intervention." The right of government to intervene in the lives of 

citizens "for their own good" or for the preservation of public mOl'ality 

is being questioned, simultaneously, in a number of areas. In the 

medical field, for example, controversy is raging over the "right to die" 

and the right of the state to hospitalize involuntarily mentally ill persons 

. , 
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who present no harm to other persons. In the criminal justice field, 

wi desptead decrimi na 1; zation of II vi cti ml ess crimes" has occurred and 

will continue. Laws relating to private sexual conduct and intoxication 

have all'eady been repealed in a number of states. Legalization of gambl

ing has received a strong boost in recent years and there is continuing 

pressure to legalize the use of marijuana and other drugs. 

Perhaps the most significant factor for change in policing has been 

the rocent hostile contacts beiJ.4een the police and the socially powerful 

middle class. As a resL!lt of campus disorders, anti··war demonstrations 

and dl-llglal'/ E.nforcement, the police have for the first time attempted to' 

exert their full authority (other than in traffic law enforcement) agRinst 

large nurr:bers of middle class persons. The outcome has been some eroding 

of tradition~l bases of police support and incI'eased pressure for reform 

on police services. 

5.1.2 Internal Press ures 

In addition to these external changes and pl'eSSl1res, there have been 

intemal pressllres for organizational change. _ The pblitical leadersliip 

has responded to ci ti zen concerns about pub 1 i c -5 afety by requi ri ng i mprove

ments in police performance. Unioniza.~ion of police forces has led to 

demands for broader sharing of authority and has made the exercise of 

manageri a 1 prerogati VES nIo'r'e di ffi cul t. 

These two developments have combined \\lith others to \'Jeaken the trad

·itional par'amilitary police hierarchy. The plJ·1-ic:e orgnnization, like 

other ol'ganizations is experiencing an emphasis on IIhurncln relations" over 

IIcofilmand authorityll and IIjob enrichll1ent ll over IIjob special;zat·ion. 1I 
• 

Such an emphasis tends to weaken the tt'ad"itional organizat-ion and sub

stitutes for it a more flexible, task-oriented one. Creating special 

teams to' deal with a specific pr-oblem or tctsk which 03.re disbanded at the 
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completion o-~ that task is the hallmark of a new II temporary II organiz

ation. 

Perhaps most significant in the long run is the accelerating pro

fessionalization of service organizations and occupations. - The inevitable 

tendency-of service groups is to attempt to raise the quality of the pro

fession by raising entrance standards and pre-service training requirements. 

Law students, for example, can no longer "read the law" in lawyers offices 

and then take the bar exam. Now they must attend an accredited law school 

before they are eligible for the bar exam. This same movement toward 

upgradi ng of req ui rements is evi dent in po 1 i ce \'JOrk. 

As police entrance qualiflcations and professionalization increase, 

the traditional police organization will find itself under increasing 

pressure to- change. The hallmark of a professional. is the desire to practice 

his skills according to professional standards and not bureaucratic rules. 

Increased professionalization also promotes job mobility and lessens the 

organization's hold on the individual and increases his freedom. 

Underlyi ng these broad changes in the pol i.ce department I s external 

and internal operating environment is, however,.a certain consistency in 

the day-to-day tasks a police organization must perfnrm. The man in 

uniform must still deal with the frightened or hostile citizen and the 

depredations people cause to each other. 

T\ f .. S 0 property change and the methods of stealing property change 

to suit the circumstance but the same acquisitive spirit remains. It is 

the "people" problems which are relatively cons-tant, and it is in-the 

area of development of skills at managing human conflict in which police 

training has been most deficient. 

5.1.3 Implications for Police Training 

Against this general backdrop of change some developments which have 



( 

( 

5-5 

special implications for police tralning have been singled out for more 

detailed discussion. 

5·. 1 .3. 1 The Cash- 1 ess, Che ck- 1 ess Soci e tz 

;( . 

One important and rather unnoticed development is transformation of the 

United States into a IIcash-less, check-less" society. Recent experiments 

in Southern California have exploreu the feasibility of a universal credit 

car-d system in whi ch all; purchases are automati cally deducted from a 

subscriuer's account a.nd credited to that of the n;erchant in question. 

"Electronic money" has replaced checks or cash as the medi um of-payme.nt. 

There is every' reason to believe that such systems will proliferate 

Police agencies are poorly equipped to deal with the more soph'i!:"t'icated 

kinds of thievery which will replace acquisitive crimes aimed at i'/legally 

obtaining money or near-money (checks). The thief of the future may 

very Hell be the computer specialist working in the bank or financi al 

institution rather than the 1I1 ow life il hanging arounc the comer bar. 

Recent IIcomputet crimes ll represent bLit an indication of things to come. 

Police training barely equips a policeman.to deal with mOt'e trad

itional forms of \,/hite collar crime; thB gap car. only grow larger as the 

crimes become technically more complex and sophisticated. Unless there 

is a dramatic shift in police capability it is likely that enfonement 

of the laws against such crimes will pass out of the hands of the public 

po 1 ice into the hands of pri vate computer securi ty groups. 

5.1.3.2 Changing La",' EnfOl~cement Technology , 

The application of computer and telecommunications equipment and 

techniques into police work has already begun to work a minor revolution. 

The computer is a tool to aid decision-making. The tool has, however, 

come to shape the decision-maker as much as the decision-maker has shaped 
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his tool. The computer needs facts to \lJOrk effectively, therefore, 

organizations using the computer must expand and channel their data 

collection operations. Information which, formerly, got lost in the 

paper file shuffle can now be extracted and analyz~d. Better infor

mation has led to more intelligent decisions about deployment of manpower 

and more effective use of police resources. 

The computer has not been an unmixed blessing, however. For one 

thing, more intelligent use of information depends, in part. on the applic

ation of sophisticated ana.lytic techniques. Persons with the requisite -

mathematical skills had to be brought int.o the police department from the 

outside. To an undetermined extent managerial prerogatives have been abdic

ated to technicians \·jho have neither the background nor the legal respon

sibility for enforcing the criminal laws. 

.Another £onsequence of introduction·ofthe computer has been the re

examination of many traditional rr.odes of operation. For example) computer 

analyses of patrol and crime pattel"nS may reveal an absence of relationship 

between thE! two. The police administtator is faced \·lith the difficult 

choice of doing ~/hat his department has always done or begin to rethink 

the entil~e basis for his operation. 

The computer requires that police administrators and planners be 

both technically sophisticated an.d resilient.- They must be skilled enough 

.to control the 'technology and accompanying technicians and be flexible 

enough to accept the facts that the new technology makes available to 

them. Traditional police training prepares the administrator and planner 

for neither role. Until there is a more general recognition of the im

portance of modern technology,in police work, traini.ng will be ser'ious1y 

deficient. 
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5.1.3.3 Changing Atti tudes Toward Crime and the Proper Scope 
of t~e Criminal Justice System 

Reclassification of anti-social behavior as medical or mental health 

problems and the decriminalization of certain forms of conduct~ have and 

will continue to impose strains on police forces. Public intoxication 

is no longer a crime in many places. Redeflnition of excessive drinking 

as a "medical" rather than a "law enforcement" problem has not removed 

the problem from police jurisdiction. The officer on the street will 

s ti 11 be the one to contact the dl'unk on the street. The offi cer will, 

however, ,be required to make "medical II rather than IIl aw enforcement ll judge

ments. Except in the unusual case, he is not well equipped to make such 

judgements. 

The current trend is to divert ~ccused persons from the criminal 

justice pro,cess to treatment programs at the earliest possible stage. 

Increasingly, the police officer is being as~:ed to playa rehabilitative 

role in the criminal justice process for Y/hich he is not well suited by 

training or experience. 

Accompanyi ng the 'adopti on of a trea tment-ori ented model is a s ub

stitute for the adversary model of law enforcement is a subtle shift in 

the policeman's relatiollship to the public. Instead of being the defender 

of the lal'.'-abicling community from the lalv-breaking community~ the police 

officer becomes the agent of a "therapeutic ll state. In this more compli

cated situation the officEl' Hill be called upon to make a variety of 

difficult decisions. 

There is comparatively little in police training Hhich pl'epares the 

officer for these new judgments and responsibilities.' AS'ide from the 

lack of technical information on hD'l'I to deal with the IImedical problems" 

the trainingfa.ils to get to the root of the potential conflicts be'tI'/een 

what the police perceives his job to be and what the l'ealities are and 

---------------.----------------------~--
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wi 11 be. 

5.1.3.4 Changing Police Organization 

Slowly but steadily the traditional para-military, authoritarian 

police bureaucracy is eroding. The individual officer is being given a 

larger role to play in organizational de.cisions affecting his life. 

The public is being permitted to consult with the police administration 

on mattet'S of urgent concern. Greater decentralization, more precinct 

and storefront offices, community relations councils, and team policing 

are likely to be the hallmarks of police work in the future. 

The rather more II democrat; e" and "open" pol ice department is more 

difficult to manage than is the closed, authoritat'ian orgat;ization. Effic

i ency objecti ves are tempered by concerns fO!" comnuni ty reacti on and 

effects on the l..,rorking policemen. The organizational administrator must 

be more un expert-in oi'ganization be.h3vior and human perforr.IClrce. Such 

skills are difficult to acquire on-the-job. Specialized training in 

human behavior will be an essential part of a policeman's background. 

A second major change in the police organization is and will be an 

i ncreased tespons~·bil i ty for formal po 1 i cy-maki ng. Unfettered on-the

street discretion is being restrained by conscious policy decisions. The 

implementation of such policy-making is an extremely difficult process 

both for tile administrator who must announce the policy and the officer who 

must execute it. Police training has largely ignored the entil'e subject 

ot police formulation and execution. 

Especially important is training for the ir:lplementation of policies 

in the area of "order-maintenance." The enforcement of an ill-defined 

legislative mandate "to preserve public peace and order" places the 

officer in confrontation ~Jith angry, emotionally overwrought citizens 

under circumstances in \;Ih1ch the power of arrest is only marginally 
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relevant to satisfactory handling of the situation. 

One commentator s um!ests that to equi p an offi cer to perform 

adequately in such situations a training progt'am sho\.lld enable him to: 

-Handle calmly challenges to self-respect and manhood; 

-Be able to tolerate ambigu0us situations; 

-Have the physical capacity to subdue persons; 

-Be able to accept responsibility for the consequences of his 
own act; ons; 

-Understand and apply legal concepts in concrete situations. 

A training program, if it is to achieve these objectives, must 

emphasi ze performance under condi ti ons of stress. Lecture techniques and 

uns upervised on-the-job trai ni ng are poor subs titutes for acti ve parti c

ipation in controlled, simulated situations. Training techniques must be 

up-dated to meet the needs of the man on-the-street. 

5.1.3.6 Police Professionalization 

The continuing trend toward professionalization of police service is 

likely to continue. Professionalization pose~. c dilellTlla for the pre

service and in-service training academy. On the one hand profess;onaliz

ation der,lands increased formal instl~uction in police science o,nd police 

administration; on the other hand, it enhances the college and university 

leve 1 course at the expense of the trai ni ng acader.;y. Thorough-goi n9 

professionalization will, as it has in other fields, increase pre-service 

entrance"! requirements and shift the responsibility for acquiring the needed 

preparation to the applicant. In r:lany California communities, for 

example, a candidate must have completed several years of college work 

in police science before he ,,{ill be considered for a position on the 

poli ce department. 

The police training academy will, under such circumstances, have a 

new role to play. Rather than attempting to increase an already adequate 

( 
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stol'e of knowledge, E'n:phas'is will have to be placed on "ho\,l-to-do" rather 

than Ifwhat-to-do." Simulation of real life situations will become an 

increasingly important part of the training curriculum. 

5.2 Police Standards and Goals 

Among the more sign"ificant events in American law enforcement have 

been reports issued by the National Commission on Law Observance and 

Enforcement in 1931 (more popul arly known as the \'Ji ckersham Commi ss ion) 

and the Pl'esiuent's Con~mission on Lm'/ Enforcement and Adrr.inistration of 

Justice in 1967. The earlier document, entitled Report on Police No. i4 
was in large measure updated and extended in the Task Force Report: The 

Police and in the genel'al report entitled The Challenge of Crime in a 

Free Soci ety. 

Two very recent docurrents (both dated 1973) may r'j va 1 the l'epm'ts 

from 1931 and 1967 in tertTls of thei r future, potenti al impact. There

fore, as vle 1001< ahead it is well to note appropriate sections. 

5.2.1 Standards Relating to the Urban Police Function 

Over the past ten yeal'S, the American Bar"Association Project on 

Standat'ds for Criminal Justice has formulated a"nd published eighteen sets 

of standards in many areas of criminal justice. Areas covered include:, 

Fair Trial and Free Press; Post-Conviction Remedies; Speedy Trial; 

Sentencing Alternatives and Proc(~dU\'es; Probation; Electronic Surveillance; 

The Prosecution Function and Defense Function; and The Function of Trial 

Judges, among others. "The Urban Police Function" is the latest (and 

said to be the final) standard; it was approved by the ABA House of 

Delegates in February, 1973. 

Two introductory excerpts help to place the "standards" in context 

and provide a rationale for their publication. 

After noting the fact that the Standards v!ere "'eviewed by a Spec,ial 

-
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Advisory Committee of the International Association of Chiefs of Police, a 

rationale is developed (p. 21-22 of the Approved Draft of Standards) : 

For a full understandi ng of the reasons underlyi ng the recommenda
tions of the ABA Advisory Committee on the Police Function, one is referred 
to the extens i ve commentary set forth in the report of March, 1972. It 
would appear useful, however, to repeat here a few points of general applic
ability discussed in the introduction to that report. 

First, the standards have been offered in the belief that greater 
understanding of the function of the police in a democratic society is 
necessary if there is to be needed improvement in the ql:lality of police 
service. Since, in addition to the police profession, such understanding 
is required of the legal profession, which bears a special responsibility, 
as .well as of the general public, it is appropriate for l~awyers to attempt 
to articulate and achieve a consensus as to the complex role which the police 
play. Second, the standards are in face "standards," in the loosest sense 
of the term. Partly because of the educati onal purpose of the standards 
and partly because of the underdeveloped character of the police field, very 
few of the standards constitute model procedures which can be implemented 
immediately on a national basis. Third, very specific standards for organiz
ing, staffing and training police agencies have been left for development 
within the police field. To the extent they address the same areas, the 
standards here are limited to reflecting the effect that some of the broader 
issues dealt wUh will ha.ve upon prevailing practices. Fourth, the title 
--The Urban Police Function-- is intended to reflect both the fact that 
the standards are addressed primarily to municipal policing and not, for 
example, to statewide and federal la\oJ enforcement agencies, and the fact 
that some of the specific solutions proposed are directed to the critical 
problems of the urban .police. The emphasis on urban problems does not 
mean that the basic principles are not applicable to all police. Finally, 
although the focus on the police function in this Project emanated from 
concern with the operation of the criminal justice system, it became clear 
that the effectiveness of police within that system required exploration 
of their responsibilities and duties outside it. 

Introductory materials contained in the Tentative Draft (pages 1-2) 

focus in on two critical issues -- the role of the police and discretion: 

The police in this country have suffered from the fact that their 
role has been misunderstood, the fact that demands made upon them have 
been so unrealistic, and the fact that the public- has been so arrbivalent 
about the function of police. It has taken a period of rapid social and 
political change -- with all of the resulting demands that have been 
placed upon the police -- to make the public more conscious of thl; impor
tance and the complexity of the police function. But this has been a 
mixed blessing. The fact that the police have played so central a role 
in the recent tumult has also resulted in their having become a symbol in 
the polarization that currently marks our society -- their being the 
subject of scorn and derision in some quarters and the subject of praise 
and exaltation in others. This development has greatly complicated the 
task of meeti ng current needs more effecti vely -- and has made it more 
important than it bas ever be.en in the pas t .for.a greater number of 
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citi zens to have a comprehensive, dispass"ionate lIndorstanding of the 
comp 1 e x to 1 e th at th e po 1 i ce play. 

The centl'al message of thr2 standards which fol"low ;s expressed well 
by the Chief Justice of the United States, Warren E. Burger, in a recent 
address to local and state police administl'atot's upon their graduation 
from the F.B.I. Acaden~. In his addr0ss the Chief Justice said in part: 

It is of tell overlooked that no public officials in the entire range 
of modern government are g"iven such wide discretion on matters dealing 
\'Iith the daily lives of cit"izens as are police officers. In the broad 
terms of public administra.tion, I think it would be a safe assumption 
that tJle scope of discret'ion enlarges as we look upward in the Ilierat"chy 
of governmr::nt. In other ~(ords ,-the hi ghel~ the :--ank, t~;e greater is the 
discretion. B.ut tr,is'is not true in police \'lork. The polic(~me.n on the 
beat) or in the patl'ol cat', makes more decisions B.nd exercises broadr.r 
discretion affecting the daily lives of peOplE!, every day and toa greater 
extent, in r.lany respects, than a judge \~i 11 olodi nal"ily exerci 5e ina week ... 

No la~1 book, no lawyer, no judge can really tell the policeman on 
the beat limv to E.)xercisf~ t.his discretion perfectly in everyone of the 
thousan(~s of different situations that can arise in the hour-to··houl' work 
of the po 1 i cema.n. Yet we must recogni ze that we need not choose between 
no gU'idelines at all c.nd perfE:ct guidelines. There must be some guidl~nce 
by way of basic concepts that wi 11 assist the offi cer in these circum
stances. 

Basically, as I suggested, it is a matter of co~mon sense and sound 
j udgr.ien'c ~ alie' yet \'/e know tllat olle man I s common SE)nSe n:ay be another man IS 
mistake. Henc(~ this need for carefully devised basic standards to guide 
the exercisE- of this discretion and, second, for careful and comprE~hE!nsive 
train"ing of officers before they are thrust into situations that would 
often baffle the W;Sp.st judge. 

Of particular import to our efforts are the standards contained in 

Parts I, General Principles, and Part II, Police Objectives and Priorities. 

PART I. GENERAL PRINCIPLES 

(1. 1) Comp 1 exi ty of po 1 i ce tas k. 

(a) Since police, as an agency of the criminal justice system, have 
a major l'esponsibility for. dealing with sf~rious crime, effot'ts should con
tinually be rnac'e to irnpt'ove the capacity of police to discharge this respon
sibilityeffectively. It should also be recognized, however~ that police 
effect'iveness in dealing with crime is often largely dependent upon the 
effectiveness of other agencies both within and outside the criminal justice 
sys'tem. Those ill the system must work together through liaison, cooperation, 
and constructive joint effort. This effort is vital to the effective oper
ation of the police and the entire criminal justice system. 

(b) To achieve optimum police effectiveness, the police should be 
recognized as having cor.lplex and multiple tasks to perform in addition 
to identifying and apprehending pet'sons conmitting serious criminal 
offenses. Such other po 1 ice tas ks i ncl ude protecti on of certai n ri ghts 
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such as to speak and to assemble, participation either directly or in 
conjunction with other public and social agencies in the prevention of 
criminal and delinquent behavior, maintenance of order and control of 
pedestriall and vehicular traffic, resolution of conflict, and assistance 
to citizens in need of help such as the person who is mentally ill, the 
chronic alcoholic, or the drug addict. 

(c) Recommendations made ~n these standards are based on the view 
that this diversity of responsibilities is likely to continue and, more 
importantly, that police authority and skills are needed to handle 
appropriately a wide variety of community problems. 

(1.2) Scope of standards. 

To ensure that the police are responsive to all the special needs for 
police services in a democratic society, it is necessary to: 

(i) identify clearly the principal objectives and responsibilities 
of police and establish priorities between the several and sometimes 
conflicting objectives; 

(ii) provide for adequate methods and confer sufficient authority 
to discharge the responsibility given them; 

(iii) provide adequate mechanisms and incentives to ensure that 
attention is given to the development of law enforcement policies to 
guide the exercise of administrative discretion by police; 

• ..... --< 

(iv) ensure proper use of police authority; 

(v) develop an appropriate professional role for and constraints 
upon individual police officers in .policy-making and political activity; 

(vi) . provide police departments with human and other resources 
necessary for effecti ve performance; 

(vii) improve the criminal just~ce, juvenile justice, mental 
health, and public health systems of which the police are an important 
part; 

("iii) . gain the understanding and support the community; and 

(ix) provide adequate means fOl~ continually evaluating the 
effectiveness of police services ... 

PART II. POLICE OBJECTIVES AND PRIORITIES 

(2.l) Factors accounting for responsibilities given police. 

The wide range of government tasks currentl~ assigned to police has 
been given, to a great degree, without any coherent planning by state or 
local governments of what the overridingobjectives or priorities of the 
police should be. Instead, what police do is determined largely on an 
ad hoc basis by a number of factors which influence their involvement 
in responding to various government or community needs. These factors 
include: 

( 
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(1) broad legislative mandates to the police; 

(ii) the authority of the police to use force lawfully; 

(iii) the investigative ability of the police; 

(iv) the twenty-four-hour availability of the police; and; 

(v) community pressures on the police. 

(2.2) Major current responsibilities of police. 

In assessing appropriate objectives and priorities for police ser
vice, local communities should initially recognize that most police 
agencies are currently given responsibility, by design or default: 

(i)· to identify criminal offenders and criminal activity and, 
where appropriate, to apprehend offenders and participate in subsequent· 
court proceedings; 

(i;) to reduce the opportunities for the commission of some crimes 
through preventive patrol and other measures; 

(iii) to aid individuals who are in danger of physical harm; 

(iv) to protect constitutional guarantees; 

(v) to facilitate the movement of people and vehicles; 

(vi) to assist those who cannot care for themselves; 

(vii) to resolve conflict; 

(viii) to identify problems that are potentially serious law 
enforcement or governmental problems; 

(ix) to create and maintain a feeling of security in the 
communi ty; 

(x) to promote and preserve civil order; and 

(xi) to provide other services on an emergency basis. 

(2.a) Need for local objectives and priorities. 

While the scope and objectives of the exercise of the government's 
police powe\,,' are properly determined in the first instance by state and 
local legislative bodies within the limits fixed by the Constitution 
and by court deci si ons, it shoul d be recogni zed there is cons i derab 1 e 
latitude remaining with local government to develop an overall direction 
for police services. Within these limits, each local jurisdiction should 
decide upon objectives and prioriti~s. Detisions regarding police resources, 
police personnel needs, police organization, and relations with other goven
ment agencies should then be made in a way which will best achieve the 
objectives and priorities of the particular locality. 
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(2.4) General criteria for objectives and priorities. 

In formulating an overall direction for police service~ and in 
selecting appropriate objectives and priorities for the pol1ce,.com
munities should be guided by certain principles that should be 1n
herent in a democrati c society: 

(i) The highest duties of ' government, and therefore the police, 
are to safeguard freedom, to preserve life and property, to protect 
the constitutional rights of citizens and maintain respect for the rule 
of 1 aw by proper enforcement thereof, and thereby, to preserve demo
cratic processes; 

(ii) Implicit within this duty, the police have the respons~bility 
for maintaining that degree of public order which,is consis~ent ~lth 
freedom and \'Jhich is essential if our urban and d1verse soc1ety 1S to 
be maintained; 

(iii) In'implementing their v~ri~d resp?nsibili~ies, police must 
provide maximum opportunity for ach1ev1ng des1red soc1al change by freely
available, lawful, and orderly means; and 

(iv) In order to maximize the use of the special au~hority an~ 
ability of the police, it is appropriate fot govern~ent, 1n d~velop1ng 
objectives and priorities for pol~ce serv1ces! to glve emphas1s to those 
social and behavioral problems wh1ch may requlre the,use of force 0: the 
use of s peci ali nvesti gati ve abi 1 iti es vlhi ch the pOll ce pos~es~. GlVen 
the awesome authori ty of the pol ice to use force and the prl or: ty that 
must be gi ven to pl'eservi ng 1 i fe, however, government s~oul d f1 rml~ 
establish the principle that the police should be r~strlcted to.us1n~ 
the amount of force reasonably necessary in respond1ng to any sltuat10n. 

(2.5) Role of local chief executive. 

In general terms, the chief executive of a governme~t~l.subdivi-. 
sion should be recognized as having the ultimate respons1b111ty for h1S 
police department and, in conjunction with his police admin~strator ~nd 
the municipal legislative body, should formu~ate.lawful pol~cy.r~lat1ng 
to the nature of the police function, the obJectlves an~ pr1?r1t1es of 
the police in carrying OIJt this function, and the rela~10nsh1p.of !hese 
objectives and priorities to general municipal s!rateg1es. Th1~ ~1~1. 
require that a chief executive~ along \'Jith.assum1n~ new respons1b~11t1es 
for formulating overall direct10ns for pol1ce serV1ces, must also. 

(i) insulate the police department from inappropriate pressures 
from his own office; 

(ii) insulate the police department from pressures to deal with 
matters in an unlawful or unconstitutional manner; and 

(iii) insulate the police administrator from inappropriate in
terference withthe i nterna 1 admi ni strati ~n of hi s department. 

The preceding are considered central to our look ahead. However, 

titles of the other standards shoufd be noted in passing: 
r 

t 

Part II I. 

Part IV. 

Pa rt V. 

Pa rt VI. 

Part VII. 

Part VII 1. 

Pjlrt IX 

Part, X. 

5.2.1 Standards and Goals 
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Methods and Authority Available to 
the Police for Fulfilling the Tasks 
Gi ven .Them 

Law Enforcement Policy-making 

Control Over Police Authority 

Police Unions and Political Activity 

Adequate Police Resources 

Police Performance in the Criminal 
Jus t ice Sys tem 

Public Understanding and Support 

Evaluation 

The National Advisory Commission on Criminal Justice Standards and 

Goals (NA,C) is, in large part, a continuation of the work begun by the 

previously mentioned President's Commission (1967). It represents a 

parallel effort to the ABA's, in part; however, the NAC's scope and depth 

of treatment is far greater as regards the police and the law enforcement 

function. The ABA materials specifically stated that.~>very specific 

standards for organizing, staffing and training' police agencies have been 

left for development within the police field. II The standar-ds and goals 

developed by the NAC may very well meet this criteria. 

Our; ng the course of deve 1 opi ng a deci s i on-maki ng structure and 

alternatives forthe MPTC to consider (as reported in a later section) 

several of the NAC's standards were reptoduced for consideration. These 

.concerned such matters as: Recruitment and Selection, Education, and 

Training.* However, for purposes of our consideration, several of the 

introductory standards are presented in tabular form on the following page. 

*These are reproduced in Appendix O. 
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--Standard 1.1: The Police Function. Every police chief executive 
should immediately develop written policy, based on policies of the 
governing body that provides formal authority for the police fu~ction, 
and should set forth the obj~ctives and priorities that will gUlde the 
agency's delivery of police services. Agency policy should articulate 
the role of the agency in the protection of constitutional guarantees, 
the enforcement of the law, and the provision of services necessary t~ 
reduce crime, to mai ntai n pub 1 i corder, and to res pond to the needs of 
the communi ty. 

1. Every police chief executive should acknowledge that the basic 
purpose of the police is the maintenance of public order and the control 
of conduct legislatively defined as crime. The basic purpose may not 
limit the police role, but should be central to its full definition. 

2.. Every police chief executive should identify those crime? 9n 
which police resources will be concentl~ated. In the allocation of re
sources, those crimes that are most serious, stimulate the greatest fear, 
and cause the.greatest economic losses should be afforded the highest 
pri ori ty. 

3. Every police chief executive should recognize that some govprn
ment services that are not essentially a police function are, under some 
circumstances, appropriately performed by the police. Such services in
clude those provided in the interest of effective government or in response 
to_~stablisbed community needs. A chief executive: ... 

(a) Shoul d determi ne if the servi ce to be prov; ded has 
a relationship to the objectives established by the police 
agency. If not, the chief executive should resist that ser
vi ce becomi ng a duty of the agency; 

(b) Shoul d determi ne the budgetary cos t of the servi ce; 

(c) Should inform the public and its representatives of 
the projected effect that provision of the service by the 
police will have on the ~bility of the agency to continue 
the present level of enforcement services. 

(d) If the service must be provided by the police. 
agency, it should be placed in perspective with all other 
agency services and it should be considered when establish
ing p~iorities for the delivery of all police services. 

(e) The service should be made a part of the agency's 
police role until such time as it is no longer necessary 
for the police agency to perform the service. 

4. In connection with the preparation of their budgets, all police 
agencies should study and revise annually the objectives and priorities 
which have been established for the enforcement of laws and the delivery of 
servi ces. 

5. Every police agency should determine the scope and availability of 
other government services and public and private social services, and develop 
its abil ity to make effecti ve referrals to those servi ces. 

5-16b 

--Standard 1.2: Limits of Authority. Every police chief executive 
immediately should establish and disseminate to the public and to every 
agency employee w~itten policy acknowledging that police effectiveness 
depends upon publlC approval and acceptance of police authority. This 
pol i cy at 1 e as t: 

1. Should acknowledge that. the limits of police authority are strictly 
prescribed by law and that there can be no situation which justifies extra
legal police practices; 

2. Should acknowledge that there are times when force must be used in 
the performance of police tasks, but that there can be no situation which 
justifies the use of unreasonable force; 

3. Should acknowledge that in their exercise of authority the police 
must be accountable to the community by providing formal procedures for 
receivin~ both commendations and complaints from the public regarding -indivi~
dual offlcer performance. These procedur~s -at least should stipulate that: 

(a) There will be appropriate publicity to inform the 
public that complaints and commendations will be received 
and acted upon by the pol ice agency; 

(b) Every person who commends the performance of an 
individual officer in writing will receive a personal 
l~tter of acknowledgement; and 

(c) Every allegation of misconduct will be invest';,g
ated fully and impartially by the police agency, and the 
results made known to the complainant or the alleged victim 
of police misconduct. 

4. • ~houl d provi de for i mmedi ate adopti on of formal procedures to respond 
to complalnts, suggestions, and requests regarding police services and for
mulation of policies. These procedures at least should stipulate that: 

(a) There will be appropriate notice to the public 
acknowledging that the police agency desires community 
i n vo 1 veme n t ; 

(b) The public will be involved in the development 
of formal procedures as well as in the policies that re
sult'from their establishment; and 

(c) Periodic public surveys will be made to elicit 
evaluations of ~olice service and to determine the law 
enforcement needs and expectations of the communi ty. 
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--Standard' 1.3: Police Discret·ion. Every police agency should 
acknowledge the existence of the broad range of administrative and oper
ational discretion that is exercised by all police agencies and individual 
offi cers. That acknowl edgement shoul d take the form of comprehens i ve 
policy statements that publicly establish the limits of discretion, that 
provide guidelines for its exercise within those limits, and that eliminate 
discriminatory enforcement of the law. 

1. Every police chief executive should have the authority to establish 
his agency's fundamental objectives and priorities and to implement them 
through discretionary allocation and control of agency resources. In the 
exercise of his authority, every chief executive: 

(a) Should seek legislation that grants him the authority 
to exercise his discretion in allocating police resources and 
in establishing his agency's fundamental objectives and prior
i ti es ; 

(b) Should review all existing criminal statutes, deter
mine the ability of the agency to -enforce these statutes 
effectively, and advise the legislature of the statutes' pract
icality from an enforcement standpoint; and 

(~) Should advise the legislature of the practicality of 
each proposed criminal statute from an enforcement standpoint, 
and the impact of such proposed statutes on the abi 1 i ty of the 
agency to maintain the existing level of police services. 

2. Every police chief executive should establish policy that guides the 
exercise of discretion by police personnel in using arrest alternatives. 
Th is po 1 i cy : 

(a) Should establish the limits of discretion by specif
ically identifying insofar as possible, si'tuations calling 
for the use of alternatives to continued physical custody; 

(b) Should establish criteria for the selection of 
. appropriate enforcement alternatives; 

(c) Should require enforcement action to be taken in all 
situations where all elements of a crime are present and all 
policy criteria are sat'isfied; 

(d) Should be jurisdictionwide in both scope and applic
ation, and 

(e)· Specifically should exclude offender lack of cooper
ation, or disrespect toward police personnel, as a factor in 
arrest determination unless such conduct constitutes a separate 
crime. 

3. Every pol i ce ch i ef executi ve shoul d es tab 1 ish pol icy that 1 i mits 
the exercise of discretion by police personnel in conducting investigations 
and that provides guidelines for the exercise of discretion within those 
1 i mits . Th i s po 1 i cy : 

(Standard 1.3, continued) 

(a) Should be based on codified laws, judicial 
decisions, public policy, and police experience in in
vestigating criminal condUct; 

(b) Should identify situations where there can be 
no investigative discretion; and 

(c) Should establish gUidelines for situations re
quiring the exercise of investigative discretion. 

4. ~very po~ice c~ief executive should establish policy that governs 
the ~xerclse of dlscr~tl0n by.police personnel in providing routine peace
keeplng and other pollee serVlces that, because of their frequent recurrence, 
lend themselves to the development of a uniform agency response. 

5 .. Every po~ice chief exe~utive.should formalize procedures for develop
ing and lmplementlng the foregolng wrltten agency policy. 

6. Every police chie: executive immediately should adopt inspection 
and control procedures to 1 ns ure that offi cers exerci se thei r di screti on in 
a manner consistent with agency policy. 
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--Standard 1.4: Communicating with the Public. Every police agency 
should recognize the importance of bilateral communication with the public 
and should constantly seek to improve its ability to d~termine the needs 
and expectations of the public, to act upon those needs and expectations, 
and to inform the public of the resulting policies developed to improve 
delivery of police services. 

1. Every police agency should immediately adopt policies and proced
ures that provide for effective communication with the public through agency 
employees. Those pol"icies and procedures should insure: 

(a) That every employee ~Jith duties involving public 
contact has sufficient information with which to respond to 
questions regarding agency policies; and 

(b) That information he receives is transmitted through 
the chain of command and acted upon·at the appropriate level. 

2. Every police agency that has racial and ethnic minority groups of" 
significant size within its jurisdiction should recognize their police needs 
and should, where appropriate, develop means to insure effective communic
ation with such groups. 

3. Every police agency ~Jith a substantial non-English-speaking popul
ation in its jurisdiction should provide readily available bilingual employees 
to answer requests fot police services. In addition, existing agency pro
grams should be adapted to insure adequate communication between non-English
speaking groups and the police agency. 

4. Every police agency with more than 400 employees. should establish 
a specialized unit responsible for maintaining communications with the com
munity. In smaller agencies, this responsibility should be the chief exec
utive's, using whatever agency resources are ne.cessary and appropriate to 
accomplish the task. 

(a) The unit should establish lines of communication 
between the agency and recognized community leaders and should 
elicit information from the citizen on the street who may feel 
that ~e has little voice in government or in the provision of 
i ts s e rv ices . 

(b) The uni t should be no more than one step removed from 
the chief executive in the chain of command. 

(c) The unit should identify impediments to communications 
with the communi ty, research and devi se methods to overcome . 
those impediments, and develbp programs which facilitate commun
ication between the agency and the community. 

(d) The unit should conduct constant evaluations of a 11 
programs intended to improve communication and shOUld recommend 
discontinuance of programs when their objectives have been 
achieved or when another program might more beneficially 
achieve the identified functional objective. 

( 
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--~tand~rd 1.5: Police Understanding of their Role. Every police 
agency lmmedlately should take steps to insure that every officer has an 
unders tandi ng of hi s role, and an a\'Iareness of the culture of the commun-
i ty where he works. . 

1. The procedure for developing policy- regarding the police role should 
involve officers of the basic rark, first line supervisors, and middle manage
ment. Every police employee should receive written policy defining the police 
role. 

2 .. Exp~icit instruction in the police role and community culture should 
be prov1ded 1n all recruit and in-service training. 

.3. The.philosop~y be~ind ~he defined police role should be a part of 
all 1nstruct10n and d1rectlon glven to officers. 

4. Middle managers and first line supervisors should receive training 
in the police role ~nd t~ereafter continually reinforce those principles 
by example and by dl rectlon of those they supervise. 

5. Met~ods of routinely ~valuating individual officer performance 
sho~ld take lnto account all activities performed within the context of the 
deflned ro~e .. Promotio~ and other incentives shOUld be based on total per
formance wlthln the deflned role, tather than on any isolated aspect of that 
role. 
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--Standard'l.6: Public Understanding of the Police Role. Every, 
police agency immediately should establish programs to inform the publlC 
of the agency's defined police role. These programs should include, but 
not be 1 i mited to the fo 11 owi n9: 

1. Every police agency should arrange for at least an annual classroom 
presenta ti on by a uni formed offi cer at every pub 1 i c and pri vate elementary 
school within its jurisdiction. 

(a) The content of the presentation should be tailored to 
the learning needs of the students; however, each presentation 
should include a basic description of the police role. 

(b) Every agency should work through the school to develop 
a basic study unit to be presented by the teacher prien' to the 
officer's arrival, and every officer assigned to a school visit 
should be provided with prepared subject material to b~ reviewed 
prior to making his visit. 

2. Every police agency with more than 400 employees should, dependent 
upon securing the cooperation of local school authorities, assign a full-time 
officer to each junior and senior high school in its jurisdiction. 

(a) The officer's assignment should include teaching clas
ses in the role of the police, and serving as a counselor. His 
assignment should not include law enforcemen~, dutie~ except ~~ 
related to·counseling. 

(b) Course content should be developed in cooperation with 
the schools and should include discussion of the police role, 
juvenile laws, and enforcement policies and practices relating 
to j uveni 1 es . 

----~-~--

3. Every police agency, where permitted by local conditions, should par
ticipate in government and civic classes offered in local evening adult schools 
and corrmunity coll eges. 

4. With agency resources, where availabl,e, or in cooperation with employee 
organizations or local civic groups, every police agency should develop or 
participate in youth programs including scouting and other athletic or camp-
i ng acti vi ti es . 

(a) A 11 such programs shoul d be des i gned to provi de 
offi cers and young people wi th the opportunity to become 
personally acquainted with each other. 

(b) Every officer participating in youth programs 
should be provided with \'/ritten material describing the 
objective of the program and its relationship to the 
pol i ce ro 1 e . 

5. Every pol ice agency shoul d accept; nvi tati ons for off; cers to speak 
to business and civic organizations. Efforts should be made to provide 
speakers in response to every reasonable request and to coordinate the speak
er's abil i ty and background wi th the intended audi ence. Every opportunity 
should be taken to describe the police role and the agency's objectives and 

5-l6h 

(Standard 1.6, continued) 

pri or:iti es. 

6. Every police agency with more than 150 employees should publish a 
statement of the police role, the agency's objectives and priorities in 
filling that role, and the agency's activities to implement its role. An 
annua 1 report shoul d be used for th i s purpose. In 'addi ti on, peri odi c s tat
istical reports on crime, arrests, and property loss due to crime should be 
disseminated to the public. These reports should include an evaluation of 
significant trends and other interpretations. 

7. Every police agency should inquire into the availability of public 
service resources from advertising and communication organizations to assist 
in deve 1 opi ng support for the agency and its programs. 

8. Every po 1 i ce agency shoul d hold an annual open house and shoul d ~ 
provide other tours of police facilities and demonstrations of police equip
ment and tactics when appropriate to create greater public awareness of the 
po 1 i ce ro 1 e . 



( 

5-17 

5.3 Career Development in the Municipal Police Service 

5.3.1 Overview and Background 

Prior to the advent of the Twentieth Century, formalized police 

training as we know it today did not exist. Insofar as is known, the 

first major police training program was instituted by the Pennsylvania 

State Police in 1906. This innovation was rapidly adopted by both the 

New York City and Detroit Po1ice Departments in 1911. Other big city 

police agencies gradually followed this example until today, when formal 

training for police officers is a well-acce"pted practice. - -

At roughly the same time, university education'in police science' also 

began to develop. The University of California at Berkeley, under the 

leadership of August Vollmer, instituted the initial university-based pro

gram for pOlice officers in 1~16. By 1920, three basic trends in formal

ized preparation for police work were discernable: 

(1) Police programs were being sponsored by institutions of 
high e r 1 earn i n g ; 

(2) Police academies were rapidly being developed in most 
large cities and state-,level police forces, and 

(3) Law enforcement agencies and the colleges and universities 
were initiating the first stage of a continuing dialogue aimed at the 
gradual creation of police education programs. 

Although cooperation between police agencies and institutions of higher 

learning increased through the 1920's, it was not unti 1 1930 that the' 

first two-year police science program was established at San Jose Junior 

College. Other institutions followed suit (e.g., Michigan State, 

Indi ana Uni versi ty: UCLA, etc.), but it was well after \~orl d War II that 

significant expansion of college-level police programs occurred. 

The Wid<ersham Commission was able to report in 1931 that a survey 

of 383 cities showed that 20 percent of the cities surveyed conducted 

formal recruit training. By 1965, a similar survey by the International 

( 
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City Manager's Association of 1,352 cities showed that 1,135 or 85 

percent of this total conducted some type.,of formal recruit training. 

However, the President's Comnission on Law Enforcement and Criminal 

Justice reported in the same yeqr that 4,000 cities surveyed in a study 

conducted for that organi zati on, 80 percent of the departments surveyed 

placed ne\~ recruits' in the field prior to completion of a formal training 

program. 

In Connecticut, the larger municipal police agencies (e.g., Hartford, 

New Haven, Rridgeport, etc.) were the first to establish formal training 

academi es and often' i ncl uded offi cers from small er departments in thei r 

recruit programs. Regional Chiefs of Police Associations also developed 

entry training programs and, in 1960, the Connecticut Chiefs of Police 

Association succeeded in establishing the first statewide recruit school 

in Bethany, with the cooperation of the Connecticut State Police. 

Two parallel developments I'lere occurring during the post-war years 

that had significant implications for police training. The first develop

ment was the creation of statewide law enforcement training commissions. 

The fi rst of these comnissions was created in both New York and Cali·for

nia in'1959. Directly. related to this development was the movement toward 

mandatory training for police officers. Expansion of these conmissions 

to the other states was somewhat erratic unti 1 1965 when the second major 

development occurred. The Law Enforcement Assistance Act was passed that 

year, and was followed in 1968 by the Omnibus Crime Control and Safe 

Streets Act. Both acts provided major amounts of Federal funds to upgrade 

1 aw enforcement. 

In 1965, mandatory training for police became a reality in Connect

icutwith the creation of' the Municipal Police Training Council (MPTC). 

In effect, the Council supplanted the Connecti cut Chi efs' Associ ati on's 
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efforts in the 'recrui t trai ni n9 area, except that the MPTC had,the 

financial support of the State, better facilities, and the force of 

law behind its efforts. The MPTC currently provides recruit training 

to all but the largest departments (and must, by law, certify these 

academies) as well as sponsoring and coordinating a range of specialized 

police training programs. 

While these efforts in the police training area were developing, 

parallel achievements in the police education area were equally impressive. 

The Office of Law Enforcement Assistance (OLEA) provided the funds for 

program development to many colleges and universities ~,hose growth was 

further stimulated by the Lah' Enforcement Education Program -- a compon

ent of the 1968 Safe Streets Act. This program provides loans and grants 

for study in law enforcement or law enforcement-related subjects. The 

'impressi ve grO\~th_ of the community college provi des an additi onal impetus 

for formal police education. A recent survey found that almost 450 

ins ti tuti ons of educati on are currently offeri ng degrees in 1 aw enforce

ment. Out of this total, 350 offer Associate degrees, 66 offer Baccal

aureate degrees; 21 offer Master's degrees and 7 the Doctorate. Connecticut 

alo~e has t~o 4-year colleges granting the B.A. degree in Police Adminis

tration, one which offers a Masters in Criminai Justice and eight 2-year 

, schoo 1s that award Ass oei ate degrees. In addi ti on, two of the 1 a rge 

police department recruit academies have developed interlocking arrange

ments with local colleges whereby their recruits are awarded college 

credit for their studies. 

In short, Connecticut is developing the basic training and educational 

infrastructure to professionalize municipal law enforcement. 

Examination of the literature indicates that virtually no one opposes 

the concept of police traihing and education. However, there is considerable 
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debate on how much and what kinds of training, and eduation should be 

provided to po'lice officers. Two divergent poles of opinion appear to 

dominate, this, debate. On the one hand are those who argue that police 

work is a trade and that factual, skill-oriented training is all that is 

necessary. At '~1e risk of overgeneralizing, it would appear that this 

viewpoint is most commonly advanced by police officials in the smaller 

and medium-sized departments. On the other hand, the technical liter-, 

atul"e and the reports of almost every major national cotn..'11ission argue 

that eventually a college degree will be the initial entry'"requi rement'-' 

for police service. 

Before addressing either argument, it is first necessary to briefly 

review just what is that a police officer does to provide a basic 

framework for discussion. One might expect that a substantial, scien

tifically valid, data base exists describing the nature of the police· 

function. Careful examination of the technical literature clearly shows 

that no such valid data base exists. Eisenberg and Kent of the staff 

of the International Association of Chiefs of Police, in a recent [1972J 

and comprehensive study of this question state that: 

Job or task analysis has largely been avoided, or superficially 
addressed to date. No effecti ve sel ecti on system can be developed 
without first acquiring specific or comprehensive information on \IJhat 
police officers do or expect to do. This requirement cannot be satis
fied by paying casual attention to it, as has been done, nor by utiliz
ing job description information alone. 

A number of well regarded studies have purported to describe the police 

function in depth. These have ranged from the generalized stUdies of Wildhor~ 

and Wi.lson 2 to more specifjc re~ea_rch efforts of Ske'l1y3 and Reiss4 ,to the 

study role and psychological characteristics of police by Sterling5 and 

Baehf. In addition, a w,ide array of special:ized 'studies by researchers 

such as Smi th 7, FennessyB, Nei de rhoffer9 , Skol ni k 10 mid others provi des useful 

i nsi ghts. 
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The absence of comprehensive and reliable data on the nature of 

the police task is further complicated by the fact that most studies 

available relate to big city police forces. There is virtually nothing 

written on suburban or rural agencies. Also, most research on police 

job performance is confined to the work of the patrol officer. Little 

work of substance has been done on the criminal investigation function; 

juvenile problems; planning and research; budgeting or administration. 

However, there do appear to be some basic attl"ibutes that a police 

officer -- no matter what function he performs -- must possess.' These 

are listed by Baer 11 as follows: 

1. Endure long periods of monotony in routine patrol yet 
react quickly (almost instantaneously) and effectively to problem 
situat~ons observed on the street.or to orders issued by the radio 
dispatcher (in much the same way that a corrbat pi lot must react 
to interception or a target opportunity). 

2. Gain knowledge of his patrol area, not only of its physical 
characteristics but also of its normal routine of events and the usual 
behavior patterns of its residents. 

3. Exhibit initiative, problem-solving capacity, effective 
judgment, and imagination in coping with the numerous complex 
situations he is called upon to face, e.g., a family disturbance, a 
potential suicide, a robbery in progress, an accident, or a disaster. 
Police officers themselves cleal~ly recognize this requirement and 
refer to it as "showing street sense. II . 

4. Make prompt and effective decisions, sometimes in life 
and death situations, and be able to size up a situation quickly and 
take appropriate action. 

5. Demonstrate mature judgment, as in deciding whether an 
arrest is watranted by the circumstances or a warning is sufficient, 
or in facing a situation where the use of force may be needed. 

6. Demonstrate critical awareness in discerning signs of out
of-the-ordi nary conditi ons or ci rcums tances whi ch i ndi cate troub le or 
a crime in progress. 

7. Exhibit a number of complex psychomotor skills, such as 
driving a vehicle in normal and emergency situations, firing a weapon 
accurately under extremely varied conditions, maintaining agility, 
endurance, and strength, and showing facility in self-defense and 
apprehension, as in taking a person into custody with a minimum of 
force. 
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8. Adequately perform the communi cati on and recordkeepi ng 
functi ons of the job, i ncl udi ng oral repo rts, preparati on of fonna 1 
case reports, and completion of departmental and court forms. 

9. Have the facility to act effectively in extremely divergent 
interpresonal situations. A police officer constantly confronts 
persons who are acting in violation of the law, ranging from curfew 
violations to felonies. He is constantly confronted by people who are 
in trouble or who are victims of crime·s. Besides his dealings with 
criminals, he has' contact with·para-crimJ·nah, infotmers, and people 
on the border of criminal behavior. (He must also be "alley-wise ll

). 

At the same time, he must relate to the people on his beat -- business
men, residents, school officials, visitors, etc. His interpersonal 
relations must range up and down a continuum defined by friendliness 
and persuasion on one end and by fi rmness and force at the other. 

10. Endure verbal and physical abuse from citizens and offenders 
(as when placing a person under arrest or facing day-in and day-out 
race prejudice) while using only necessary force inlthe performance 
of his function. 

11. Exhibit a professional, self-assured presence and a self
confident manner in his conduct when dealing with offenders, the 
public, and the courts. 

12. Be capable of testoring equilibrium to social groups, e.g., 
restoring order in a family fight, in a disagteement between neighbors, 
or ina clash beu-Jeen ri va 1 youth groups. 

13. Be skillful in questioning suspected offenders, victims, and 
witnesses of crimes. 

14. Take charge of situations, e.g. I a crime or accident scene, 
yet not unduly alienate participants or bystanders. 

15. Be flexible enough to work under loose supervision in most 
of his day-to-day patrol acti vi ties (ei ther alone or as part of a two
man team) and also under the direct supervision of superiors in situ
ati ons whe re 1 a rge numbets of offi cers are requi ted. 

16. Tolerate stress in a multitude of forms, such as meeting 
the violent behavior of a mob, arousing people in a burning building, 
copi ng with the press ures of a hi gh-s peed chase or a \'Jeapon bei ng 
fired at him, or dealing with a woman bearing a child. 

17. Exhibit personal courage in the face of dangerous situations 
which may result in serious injury or death. 

18. Maintain objectivity while dealing with a host of "special 
i nteres t" groups, rnngi ng from re 1 at; ves of offenders to members of 
the press. 

19. Maintain a balanced perspective in the face of constant 
exposure to the \I/orst side of human nature. 
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(20) Exhibit a high level of personal integrity and ethical 
conduct, e.g., refrain from accepting bribes or IIfavors,1I provide 
impartial law enforcement, etc. 

These characteristics were derived from a study of Chicago Police 

Department personnel and, intuitively, they appear to adequately describe 

the skill and knowledge requirements of police officers. After reading 

these attroibutes, it is patently clear that anyone entering the police 

service must (1) have the basic personal qualities to perform as a 

police officer; (2) must be trained and educated to function in this 

role; and (3) must test and refine -these skills under operational con-

di ti ons. 

Further studies of just what it is that a police officer does have 

been described by Gammage12 . The New York City Police Qepartment Po'lice 

Training and Perform~nce Study quotes these "job requirements" and their 

associated "training needs" as follows: 

1. Patrols Assigned Beat or Post 

Care and operation of departmental equipment 
Care and operation of departmental vehicles 
City and county ordinances 
Penal code 
Departmental rules and regulations 
General and special orders 
Discipline and depot~tment 
Principles of beat patrol and observations 
Human re 1 ati ons 
Public relations 
Geography of the city, district, and beat 
Techniques of arrest, search and seizure 
Law of arres t, search and sei zure 
Military drill 
Gymnasium and calisthenics 
Defensive driving 

2 .. Advises, Directs and Gives Information to the General Public 

Geog raphy of the city, di s tri ct and beat 

3. 

Departmental procedures in handling lost children 
Location and use of emergency health and medical facilities 
Human re 1 ati ons 
Public relations 

Responds to and Handl es Emergency Calls 

Geography of the city, district and beat 
Care and operation of depal~tmental equipment and vehicles 
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Ci ty and county ordi nances 
Penal code 
Law of arrest, search and sei zure 
Fi rs t ai d 
Lifesaving 
Departmental procedure in handlinG catastrophes, 

disasters, and fires ~ 
. Departmental procedure in handling juveniles and 

lost children 
Se 1 f defense 
Departmental procedure in handling sick, injured 

and insane persons 
Fi reams 
Vehi cle code 
Ci ty and country traffi cordi nances 
Traffi c acci dent procedures 
GymnasiLDll and calisthenics 

4. Enforces State Laws, City and County Ordinances 

City and country ordi nances 
Law of arrest, search and seizure 
Law of evi dence 
Criminal procedure 
Philosophy of law enforcement 

'Civil rights (guarantees) 
Self-defense 
Fi rearms 
Juveni 1 e 1 aw 
Traffic law 

5. Makes Arrests and Searches 

Penal code 

6. 

C·ity and county ordi nances 
Civil rights 
irechniques of arrest, search and seizure 
Depar~mental procedure in the transportation of 

pnsoners 
Departmental procedure in stopping suspicious 

vehicles 
Departmenta 1 rules and regul ati ons 
Law of arrest, search and sei zure 
Law of evi dence 
Se 1 f-defense 
Fi rea rms 
Gymnasium and calisthenics 

Investigates Citizens Complaints and ~1akes Preliminary 
Investigations of Major Crimes 

Penal code 
Ci ty and county ordi nances 
Laws of evidence, arrest, search and seizure 
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Ci vil ri gh ts 
Departmental procedure relating to civil com

plaints, domestic complaints, mental illness, 
dog bite cases, ambulance reports, trespass 
complaints, pr~~ler complaints, drunk and drunk 
driving complaints, and the like 

Conduct preliminary irlVestigations of auto thefts, 
burglaries s robberies, assaults, rapes and other 
sex crimes 

Crime scene protection and investigation 
Collection and preservation of physical evidence 
Crime laboratory services 
Scientific investigation techniques 
Departmental records and forms 
Report wri ti ng 
Conduct field interrogations 
Conduct general interrogations and interviews 

7. Intetrogates and Interviews Victims, Complaints, Witnesses 
and Suspects 

Ci vil ri gh ts 
Departmental procedure in taking statements, admissions 

and confessions 
Field notetaking 
Departmental records and forms 
Report'll ri ti ng 
Deoartmental rules and regulations 
Penal code 
Techniques of interviewing and interrogation 

8. Makes Necessary Reports and Records 

Organization and functions of the p~lice .records 
division 

Departmental rules and regulations 
Departmental reports, records and forms 
Bas i c records procedures 
Field notetaking and principles of report writing 

9. Safeguarding Property 

Organization and function of the police property 
section 

Departmental procedure in handling lost, stolen and 
recovered property 

Departmental procedure in handling of impounded vehicles 
Departmental procedure in handling prisoner's property 
Police duties at catastrophes, disasters and fires 
Departmenta 1 procedure i n p\~otecti ng property at 

scenes of crimes, public gatherings and recreational 
facilities 
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10. Colleets! Preserves and Safeguards Evidence 

Patrolman's duties at crime scenes 
Collection and preservatlon of physical evidence 
Basic principles in scientific investigations 
Laws of eVidence, arrest, search and seizure 

. Principles of crimina,l identification 
Principles of criminal investigation 

11. Testifies in Court 

Organization of State and local courts 
Organi zati on and functi ons of the coroner's offi ce 
Departmental rules and regulations 
Criminal procedure 
Jurisdiction and venue 
Laws of evi dence 
Court demeaner and testimony 

12. Regulates and Controls Traffic 

General traffic procedure 
Philosophy of traffic enforcement 
Departmental procedure in handling traffic violators 

and traffic summonses 
Traffic accident investigation 
Traffic direction and contro] 
Traffic engineering 
Traffi c safety educati 011 
Scientific techniques for drunk driver control 
Traffic law 

13. Cooperates with Other Police Units and Allied Agencies 

Federal 1 a\~ enforcement agenci es and pri nci pa 1 areas 
of cooperati on 

Local law enforcement and principal areas of cooperation 
State la\</ enforcement agencies and principal areas of 

cooperation 
"Organization and administration of city government and of 

local allied public and private agencies 

14. Operates and Cares for Departmental and Personal Equipment 

Care and opera ti on of departmental equi pment, emergency 
equipment and weapons 

Departmental rules and regulations 
Traffic laws 
Organi za ti on and functi ons of the pol i ce property room 
Departmen~al procedure in purchasing equipment 

15. Performs Miscellaneous Duties and Provides Services 

Handling of bombs and explosives 
Police procedures in emergencies, and disasters, strikes 

mobs, racial disturbances and the like 
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Bicycles and taxicabs 
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16. Maintains a Professional Attitude 

Philosophy of 1 aw enfol~cement 
'Police ethics 

Ca reer opportuni ti es in 1 aw enforcement 
Law enforcement as a profession 
Civil rights 
Departmental rules and regulations 
Civil service rules and regulations 
Discipline and deportment 
Professional police associations 
Police publications 
Human relations 
Police education programs 
Public relations 

While many of these ski 11s and associated tra'i ning requirements are 

relatively straightforlvard, others require an officer to make complex 

discretionary decisions. As a Presidential Comnission noted: 

Throughou1;.th~_training program there must be frank recognition of 
the fact that po 1 icemen exerci se broad dis creti onary power' in enforci ng 
the law. The maxim that police exercise no discretion but only enforce 
the law must give way before the blunt realities of the law enforcement 
process. One important test of a good recruit training program, there
fore, is the extent to which it equips the recruit to exercise his dis
crethll1 wi se ly when confronted wi th actual enforcement problems. 

The concept of offi cer di s cretionary tra'! ni ng is further comp 1 i

cated by the paTa-military organization structure of police agencies. 

A police department is a bureaucracy. The characteristics of this type 

of organization generally include: 

A precise hi erarchy of authority 
A system of rules for dealing with all work activities 
A detailed division of labor based on sp~cializations 
Established routines 
Impersonality in human relations 

Thi s type of organi zation, while in.forma lly recogni zi ng the need for 

discretion on the part of its officers, tends to ignore this reality 'jn 

its formal pronouncements. Thus, prior training programs for police have 

appeared to rely heabily on meeting organizational as opposed to functional 

needs. In addiction, as a bureaucracy, a police agency experiences a constant 
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growth in organizational size and number of activities performed. 

This type of structure with its overhead, tight controls, impersonality 

and frequently outmoded rules and regulations imposes artificial con

straints on the training process. This now brings us to the problem 

of career development for municipal police officers. With the background 

presented here, the next section will review the theory of career develop

ment and present a strategy for upgrading the training of municipal 

po'lice officers in Connecticut. 

5.3.2 Career Development 

The formal definition of the term "career development" in the mote 

structured public and private institutions is basically as follows14: 

Career development consists of (a) identifying key managerial, 
professional and specialist positions in which the need for replacements 
can be reasonably anticipated in the next decade; tb) assessing present 
personnel to determine if persons of considerable potential as replace
ments are available; (c) determining what is .required to develop that 
potential into high competence; and (d) marshalling the resou~ces of 
management and personnel management to carry out the steps necessary 
to develop the competence in potential replacements so that there will 
be a constant supply available of highly competent manpower prepared to 
meet organizational needs. 

This definition, while generally apt, requires considerable modifications 

for applicability to the needs of Connecticut municipal police agencies. 

First,local police agencies in Connecticut vary in size and form from 

several men to upwards of 500 S\'lorn men. In the smaller departments, the 

definition is rather meaningless. Second, the multiplicity of require

ments placed on police agencies requires generalists who are able to make 

the transition from one functdonal assignment to another without difficulty. 

Third, significant numbers of police officers. are needed at the lowest 

level, in terms of status, in a police hierarchy, to deliver primary 

services to, the public. However, the law, and advances in police science, 

place a continuing burden on this lowest level of police service to update 

thei I" knOt/ledge and performance. Thus, there is a two-pronged career 
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development need in the police field. The first level would concen

trate on assuring that all ',poli ce officers in the State of Connect; cut 

are kept up-to-date on the latest professionally accepted standards 

of performance and knowledge. "the second level of career development 

must assure that promising police managers and specialists are identified 

and developed to fill key police positions. 

A review of the literature discloses a variety of approaches to 

this problem. Those departments that do have some form of continuing 

career development programs are generally the nationrs largest. The 

Los Angeles Police Department provides a good example. In this agency, 

officers are required to return to the police academy one year after 

recrui t trai ni ng for a 40 to 80 hOU1~ refresher program. Between the 

thi rd and fifth year, and between the seventh and fourteenth year, they 

must also attend ft similar program. This is done in addition to roll call 

and specialized training programs. Also, each newly appointed sergeant, 

lieutenant, and captain must complete an advanced training course for 

his newly assigned duties. A command officerr~ school is ~lso held for 

those appointees to the higher grades. The President's Commission on Law 

Enforcement and Administration of Justice recommended that: 

Each state, therefore, should establish mandatory statewide standards 
which require that all personnel, prior to assuming supervisory or adminis
trative responsibilities, complete advanced training offered either by 
the Department or by college or universlty institutions. Such training 
could include subjects in leadership, fiscal management, supervisory 
decision-making, and psycholo!Jical aspects of supervision. Further, 
specialized training should be provided to personnel assuming responsib
ility for staff function such as planning ans research and police/community 
rel ati ons. 

These are sound recommendations for the Municipal Police Training Council 

to fo 11 ow. 

5.3.3 Career Progression Model 

Municipal police departments are unique to other city governmental 

( 
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units in mahy ways. The investment, in terms of administrative time 

and expenditures of funds in recruitment, selection and initial prepar

ation (including training and close supervision) is very high. Similarly, 

the investment in equipment and the maintenance of a host of support ser

vices is extensive. Of correlary importance, the results and consequences 

of sub-standard performance by a police officer has grave and special 

implications for a community. In view of such unique characteristics, 

it is mandatory that the personnel resources of police agencies be managed 

at a much higher level of sophistication than -other municipal departments. 

The analysis and evaluation of the existing professional develop~ent pro

grams presented in earlier portions of this report amply illustrate the 

relative primitive state of police training and professiDnal preparation 

in the state. This is particularly unfortunate since Connecticut and its 

municipalities have the resources, in both intellectual ahd finahcial -

terms, to escape the bonds of tradition and initiate the development of 

comprehensive career programs, not only to train officers more fully and 

effectively, but to maximize retention capabili,ty. 

The American police service, in the aggregate, has been referring 

to i,tself as a profession with increasing frequency. There is no question 

that it is not so. It has lagged a significant distance behind other 

occupations which have had ambitions to become professional for a number 

of reasons: 

-The reliance upon experience, as the primary indicator of competence 

,-The insistanc~ u~on officers remaining in grade extraordinar.y lengths 
o~ ~l~e before perm~ttlng them to compete for positions of higher respon
slbll1 ty and authon ty 

-The continued retention and utilization of an archaic, outmoded 
rank structure 

. -The retention of the erroneous assumption that a good ~6lice 
offlcer can be a competent supervisor or administrator 
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-The almost universal failure to prepare personnel for the 
assumption of supervisory, command and administrative positions 

-The often unspoken but strongly held belief that higher educ
ation is not only of no value to a police officer, but detrimental to 
his capabilities to perform effectively . 

-The belief that future administrators must have entered the police 
service at the entrance level. 

The most virulent obstruction to the more rapid professionalization 

of the poli ce servi ce is the enthronement of the concept that experience 

or seniority should be the sole determinant of promotability. The terms 

__ experi ence/seni ori ty -- are very often used synonymous ly, although 

they have quite different meanings. Seniority is easy to determine; 

experience is very difficult to measure in quantitative and qualitative 

terms. In the first place it is unstr.uctured, erratic and often unfor

seen, and therefore cannot be forecasted. Of even more significance, 

there is no assurance that the recipient of any given experience has the 

capacity, interest or desire to evaluate and assimilate an experience as 

a learning phenomenon. It should be obvious that experience does not, in 

and of itself, prepare personnel for complex and intricate supervisory and 

managerial functions. Skills must be acquired in most instances; few are 

born with inherent managerial qualities. It is necessary therefore, that 

needed skills be obtained not only by taking advantage of routine exper

iences, but also by the systematic exposure to formalized training and 

educational programs over a period of time. 

The rank structures utilized by most police departments have also 

been a detriment to accelerated professionalization. The acquisition of 

rank appears to be the sole indicator of professional competence and 

prestige. Since- the literature is replete-With the discussions of its 

evils -- both long and short range -- little will be said here except 

that it is not necessary for teachers, doctors, 1 awyers or arch i tects to 

supervise or administer the activities of others to obtain professional 
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confi dence and profess i ona 1 competence. Con ti nued efforts shoul d 

be exerted to extirpate such outmoded thinking fromthe police service. 

In spite of the relatively slow rate of change, attitudes, and 

practices in absolute terms, ob~ervable progress has been made in some 

areas. Progressive chief administrators have been concerned about the 

lack of progress relative to professionalization and the sluggish ratr 

of impr'ovet1lent. In the last ten years, particularly more interest has 

been shol'm in RrQf~ssional care@r development through: 

-The reorganization.of traditional police position classifications· 
and promotional structures 

-The encouragement of education 
-The adoption of minimum standards 
-The adoption of certification programs 
-The permission of lateral entry into higher administrative 

positions, particularly by civilian specialists 
-The creation of phased career development programs 

Of the many significant activities performed by a police administ

rator, none is more important than moti vating subordi nates. One of the 

most effective methods in doing so is to create an administrative and 

operational environment which not only passively permits personal growth 

and development, but actively encourages it and establishes managerial 

mechan"isms to assist personnel in improving particular skills. It is 

worth repeating that the demands upon administrative and supervisory 

staff require part"icular skills most often acquired through a formal 

education process which can then be more intelligently supplemented by 

experi ence. 

Relatively few departments throughout the United States provide 

developmental opportunity to improve executive skills of command and 

administrative officers. In addition, there"is a strong need to identify 

the position of a police officer as a prQfessional one, and the need to 

emphasjze the development of career positions at the operational level. 

One method of doing this is the adoption of educational incentive pay 
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plans whi ch have taken root in qui te a few agenci es th roughout the 

country. 

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

There are a number of avenues th rough whi ch a department admi ni s-

'trator may continue to continue the development of police personnel. 

These approaches are several individual elements wrl'ich may be combined 

into one major career development program for imp 1 ementati on in 

Connecticut police agencies. These are as follows: 

5.3.3.1 Planned Rotation 

Many agencies in the country rotate personnel and iricrease their 

knowledge of police procedures and policies beyond the patrol level. 

Relatively few, however, have created well-planned, closely monitored 

assignment systems to maximize;'the value of experience gained and thereby 

increase individual skills. Periodic rotation will also give officers 

the opportunity to assess and evaluate particular assignments they may 

wish to strive for on a permanent basis. 

Such assignments should be made on a highly selective basis as a 

result of the close evaluation of individual achievement performance in 

permanent ass ignments and on personal interest,' as well. 

, As a consequence, entrants to the police service do not have a clear 

perception of specific career objectives and opportunities and the skills 

which must be acquired to qualify them for particular assignments. 

For the most part, the movement of officers from one assignment to 

another has been primarily determi ned by proximi ty to decisi on-makers, 

availability and quite often personal relationships. In addition, 

the methods of choosing (procedures employed in the selection) vary greatly 

from agency to agency and di s turbi ng1y often from organizati onal enti ty 

to entity within an agency. In summary, career structures are severly 

limited and movement patterns are unplanned and erratic. Since only 
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a small minority of police officers are promoted, it is necessary to 

develop career programs which will serve to motivate personnel. 

5.3.3.2 Cadet Programs 

A type of program which has been initiated in a significant number 

of police departments of all sizes in the United States is the employment 

of young persons with particular qualifications between the ages of 18 

and 21 years. Since this age period is critical because of young persons, 

particularly those who do not choose to enter college (or prefer to wait) 

are searching for an occupation. 

In most instances, they are lost to the police service because of 

most departments having established the age of 21 as the minimum entrance 

age. 

The number; of such programs has increased significantly in the last 

ten years. In,those municipal agencies where the concept has not proven 

successful (i,.e., a large loss ratio), fault more often than not lies in 

the unimaginative approaches taken by administr.ators in the management 

of the programs. Where they have failed, the principal causative factor 

has been the practice of assigning cadets to dull, repetitive and unchal

lenging duties requirin,g little initiative. Intell'igent, ambitious young 

persons will not long perform such duties and will seek more challenging 

work elsewhere with more promi,sing opportunities to utilize their talents. 

It is important to emphasize that there must be a real intention to 

per'mit cadets to perform a large variety of interesting work. Such 

assignments should not be restricted to work of a clerical nature, but 

should include assignments to a number of fun':tions such as the following: 

··Communi cati ons 
··Comp 1 ai nt recepti on 
,. P rope rty con t ro 1 
-Records management 
-Staff aides 
-Personnel 
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-Trai ni ng 
-Research and development 
-Community relations 
-Finance administration 

In time, cadets should be assigned to field operations activities 

under the supervision of selected field training officers. Actual on-the

job training can be obtained in this manner. Cadets could assist patrol 

and investigative officers in conducting many typer of investigations. 

5.3.3.3 Career-Path Phased Development 

In any career development activity college training should playa 

major part. The purpose of developing a rational, attainable career

path program is to develop competent and technically capable administrat-

ors, commanders, supervisors, and specialists to serve in a variety of 

capacities who would eventually handle key assignments. The range and 

scope of the program will depend, obviously, upon the size of the depart

ment and availability of its human and material resources. 

Table 5-1 represents a suggested plan. For purposes of convenience 

we have used traditional terms \'/hen referring to ranks or positions. The 

classification of senior police officer (or master police officer) should 

be aWi3.rded only after the attainment of 30 to 60 credits towards a 

baccalaureate degree in police administration, public administration, law 

sociology or some other discipline directly related to the broad field 

of law enforcement. 

The's ugges ted developmental scheme i sa-long-tenn program and wi 11 

represent a substantial investment of resources in personnel improvement. 

Individuals will also be expected to expend a large amount of their time 

and energy in the process. The program represents a combination of 

education, training and the acquisition of on-the-job experience. As 

a result officers will become broadly diversified and should make out

standing contributions to the management of the agency. Obviously, 

Phase I eve) 

Bas; c I 

Advanced I I 
Po 1 ice 
Offi cer 

Broaden- III 
ing 

Develop- IV 
menta 1 

" 

Advanced V 

( \Supervi sory 
'& COfTmand 

Pos'; ti on or Rank 
Police Officer 

Po 1 ice Offi ce r 
Senior Police 

Offi cer 
Master Police 

Officer 

Pol i ce Offi cer 
Senior Police 

Officer 
Master Police 

Offi cer 
Sergeant 

Mas ter Pol i ce 
Offi cer 

Sergeant 
Lieutenant 
Captai n 

Lieutenant, 
Captai n 
Hi gher 
ranks 
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Table 5-1 
Time Frame 
1 - 2 yea rs 

2 - 3 years 

3 - 5 years 

5 - 10 years 

7 - 15 years 

Training 
Academy 
Roll Call 
I n-servi ce 
refresher 

In-servi ce 
advanced 

Education 
Lower di v. 
college 

Assignments 
Patrol 
Special 

ope ra ti ons 
Traffi c 

Roll Call 
In-servi ce 
refresher 

In-servi ce 
advanced 

Pres uper
vi sory 

Continued Patrol 
lower div. Special 
college . operations 

Begin upper Traffic 
div. Vice Control 
college Investigation 

Outs ide 
seminars 
institutes 
short 
courses 

Roll Ca 11 
In-servi ce 
advanced 

In-service 
specialized 

I n-servi ce 
refresher 

S upervi s 0 ry 
& pre 
supervi sory 

outside of 
all types 

Conti nue 
upper 
div. 
college 

Same as above Conti nue 
In-service college 
should include program 
presentations to achieve 
rel ated to BA degree 
Cotmlan d & s upe r-
vi eory 'clepend-
i /1g on ranJ< 
Outsi de soec
i al:'courses 
inc'j ucii ng 
National Aca
demy, North
western Univ. 
Traffi c Inst. 
& Southern 
Police Inst. 

Refresher com
mand seminars 
& conferences 

Attendance at 
Nati ona 1 Aca
demy & other 
programs as 
above 

Graduate 
work at 
co llege 
leve 1 

Assignment to 
administrat
; ve functi on 
based on 
demons trated 
ab il ity 

A'S S i gnmen ts 
to three 
major funct
ional areas: 
patrol, 
traffi c, 
cri mi na 1 
investigation 

Peri odi c rot
ation to 
special areas 

Supervi soY)' 
for sgts. 

Responsible 
non supervis
ory assign
ments at the 
po 1 i ce offi cer 
1 eve 1 

Assignment to 
supervisory 
and command 
pos i ti ons 

Peri odi c rotat
i on to wi den 
experi ence & 
improve ski 11s 

Rotati on among 
major adminis
trati ve and 
operational 
posts 
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many wi 11 drop out of each phase because of a variety of reasons. 

The most expensive portions will be available to relatively few members 

of each agency. 

This is an ambitious program and may, at· least for the moment, appear 

to be unrealistic. However,' it is not beyond the reach of many agencies 

in the state -- even the smaller ones. Implementation will obviously 

take time, resources and planning efforts. 

In summary, it should be stated that, a police administrator must 

make three basic responsibilities relative to personnel development. 

These are: 

(1) Select the most qualified persons available for entry to the 

police service. 

(2) Prepare them to conduct primary 1 aw enforcement acti vi ti es 

as effectively and efficiently as possible within the constraints inher

ent, implied and stated within a democratic system. 

(3) Develop them for the assumption of positions of higher authority 

and wider responsibi.lity. 

The mechanisms to accomplish the first two objectives usually exist 

in one form or another in varying degrees of sophistication even in police 

agencies with primitive administrative systems. However, the existence 

of career development programs are limited. The career development pro

gram outlined above is a reasonable approach to achieve true career 

development. 

Numerous studies conducted in recent years have shown that the vast 

majority of ~~erican police departments have neglected to: 

-Provide career orientation 
-Develop clearly delineated career p.aths or channel~ .' 
-Lack of infonnation relative to the need for certaln Skllls. 
-Identify the expanded role of the police function and there-

fore have failed to track changi ng requi rements. 

\ 
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Based on those needs, and also relyfng heavily on the field survey, 

PRC/PMS recommends th at MPTC gi ve seri ous cons i derati on to programs 

which will promote career development goals and objectives. The follaw

i n9 s uggesti ons are offered (many rei nforce those contai ned in Secti on 

4.5 above): 

(1) R~cruit Traihing. The consensus opinion of police administrat

Ol~ contacted in the survey was that, from a total perspective, the MPTC 

Recruit School satisfies the basic goal of familiarization and instruction 

in police operations. However, there is considerable desire on the parts 

of the majority of respondents that the course be expanded and lengthened 

to at least 320 to 400 hours. Specific suggestions include the develop

ment of a field training exercise, expanded physical training, improved 

human relations training and the inclusion of innovative teaching tech

niques such as case study, role playing and the like. 

(2) In-service Trainin[. It was clearly evident with several notable 

exceptions, that local Connecticut police agencies do not have a basic 

grasp of what in-s.ervice training should embody. This situation is rather 

widespread and overcoming the apathy of many agencies will be absolutely 

necessary. 

Therefore, it is recommended that the MPTC adopt strict standards in 

establishing statewide in-service training for police officerr. (This 

may require legislatiVe action and will be discussed ih more detail else

where.) To accomplish this the MPTC should-develop, contract for or 

offer the following in-service training courses: 

--Police Refresher Course. This course would emphasize a re

assimilation of basic training and would bring the officer up-to-date 

on changes in the 1 aw, advanced police practi cas, etc. 

--Middle Management (Supervisory) Course. This course would relate 

--
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affirmative ideas in motivating and managing police personnel. The 

primary emphasis of the course should be on human and organizational 

relationships; newly appointed supervisory personnel should be the 

primary target population. 

--Administrative Management Course. This course would relate basic 

concepts in organi zati onal development and management. Basi c emphasis 

would be on decision-making, policy plann-ing, program evaluation, budget-

ing and finance and resource allocation. 

(3) Special,ized Programs. Ostensibly, thet'e is an abundance of 

spt:cle,L~'ed training programs available to Connecticut police officers. 

1-f':,illC.it:1' these programs are basically unstandardized, and have given rise 

to several problem areas: (a) the courses are not coordinated; (b) the 

courses are not always publicized. As a minimum, the MPTC should act 

as the primary coord~nating body for such programs. More specifically, 

the MPTC should assure that the following courses are offered: 

--Criminal Investigation Course. This should be a course for all 

personnel assigned to the criminal investigatio~ function. The course 

should be offered at least once per yea~. 

--Police Traffic Specialist Course. This should be a course for all 

personnel assigned to a supervisory or command position dealing with 

police traffic supervision. It should be offered at least once per year. 

--Police Planner Course. This course should be offered at least 

once per year to police officers with staff planning functions. It 

should be designed to cover basic planning concepts including survey 

sampling, crime analysis, belsic statistics, etc. 

{4) Statewi de Standards. After revi ewi ng all avai 1 able evi dence', 

certain facts become clear. First, the MPTC must commit itself to the 

establishment of mandatory selection standards for police officers if 

career development and police professionalism is to become a rea1ity. 

('. ~ 
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--Within the next two years, police departments must establish 

basic educational standards for police officers. Initially, the 

standard should be a high school diploma or GED eqUivalent. Within 

five years the standard should b~ raised to one year of college; within 

ten years, the standard should be raised to two years of college and 

should remain at that level until conditions change. 

--It is felt that a monetary incentive program for education and/or 

professional development must become standardized. Funding for this 

i ncenti ve shoul d come from :the State. 

(5) Summary. In summary, the MPTC role in the recommended career 

development program is as foll()l(/s: 

(a) The MPTC sets training standards as described herein and works 

to obtain legislative action on this program. 

(b) MPTC offers, or contracts with, other agencies to offer, all 

required training courses. 

(c) MPTC acts as a statewide training records repository and 

coordinating agency. 

5.4 Estimating the Number of Municipal Police Officers to be Trained 
by the IvlPTC Between 1973 and 1983 

5.4.1 Purpose and Scope 

The purpose of this SUb-section is to develop an estimate of the 

number of municipal police officers in the State of Connecticut who will 

requi re some form of training duri ng the peri od of 1973 to 1983. The 

place to begin the development of such an estimate is to fi rst r-eview 

simply what we do know about past and present levels of-police manpower 

in the State of Connecticut. 

The most reliable source of police m.anpower data are the reports 

published by the Connecticut Public Expenditur&s Council, Inc. (CPEC). 

This organization publishes a biennial summary of full-time police pel~-

rfJ' 
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sonnel in Connecticut, together with other data relating to salaries, 

hours, vacations, pensions and other benefits. The last issue of this 

report was published in 1972. Data covering the years 1972-l973,will 

not be available for public release by the CPEC until late Fall of 1973. 

Other potential data sources were examined for relevance in the 

development of police manpower est1mates. The manpower data available 

from the Connecticut Planning Committee on Criminal Administration was 

found to have certain uses, but it lacked the historical quality of the 

CPEC data, since the CPCCA only began oper.ations in 1968. Uniform 

Crime Report statistics were also examined, but were found to be some

what incomplete and, in any event, duplicated CPEC data. In addition, 

PRC/PMS staff collected all graduation statistics on recruits trained by 

the Connecticut Chiefs of Police Academy and the MPTC for the years 1966 

to 1972 inclusive. The statistics were compiled by the laborious process 

of going through graduation lists. 

Development of an additional data base through the PRC/PMS field 

survey was also attempted. This attempt was not successful. Each chief 

intervH:\'ied by the field staff was asked to project recruit attendence 

at the MPTC' over the next five years. With only one or two exceptions, 

the chiefs were unable to give us precise figures because of the many 

variables involved -- the number of men retiring, terminations, budget 

prob lems, turnover, etc. The data produced": i n these i ntervi ews were 

so ambiguous and inadequate that we were forced to"discard this approach. 

The remainder of this section is structured as follows: The next 

sub-section presents existing police manpower figures derived from the 

CPEC repot'ts encompassing the years of 1965' to 1971 (the latest fig~res 

available). These data are broken davn by rank and department size. 

The data are examined in a number of ways to develop preliminary projections. 
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1965 
100,000 and over 
50-99,999 
25-49,999 
10- 24,999 
5- 9,999 

Under 5,000 

1967 
100,000 and over 
50-99,999 
25-49,999 
10-24,999 
5- 9,999 

Under 5,000 

1~r69 
100,000 and over 
50-99,999 
25-49,999 
10-24,999 

5- 9,999 
Under 5,000 
Boroughs 

1971 
75,000 and over 
40-74,999 
25-39,999 
15-24,999 
8- 14',999 

3.5-7,999 
under 3. 5k 
Boroughs 
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MUNICIPAL POLICE MANPOWER AND FORCE COMPOSITION FOR 1965, 1967, 1969 and 1971, 
(Source: Connecticut Public Expenditure Council, Inc.) 

.Ass't/I 
:Nurrber of Chief Deputy Captain Lieut. Sgt. Det. Sgt. Detecti ve Patrolmen Supernumeraries Depts. Chief 

5 5 " 39 78 150 4 110 1175 161 .:l 
: 7 7 4 26 34 57 14 45 515 149 

17 17 10 27 54 104 18 33 621 245 
34 29 10 12 24 88 12 12 416 521 
18 14 1 1 2 18 2 2 85 153 
7 6 1 - - 2 - - 17 29 

88 78 29"" 105 192 419 50 202 2829 (1258) 

5 5 2 43 77 
1

149 7 107 1176 50 
8 8 6 26 45 ' 64 15 53 574 190 

18 18 10 29. 62 110 19 36 653 379 
35 29 8 14 38 94 17 17 440 517 
23 14 1 1 3 20 4 2 99 359 
5 3 - - - 2 - - 11 I 29 

94 ---=rr 27 TI3 225 439 62 215 2953 ( 1524; 

5 5 6 39 70 152 25 159 1257 250 
9 9 6 29 , ·50 85 16 72 646 231 

17 17 7 31 65 106 21 39 683 269 
41 35 10 17 56 113 14 30 541 550 
19 14 1 1 4 21 3 7 91 164 
3 2 - - - - - - 1 -
4 4 - - - 2 - - 12 31 

98 8'6 30 TiT 245 479 79 307 3231 {l495} 

7 7 8 51 101 217 11 220 1526 45 
14 14 10 34 80 116 29 86 865 287 
13 13 4 16 49 73 8 19 431 272 
21 19 5 14 36 73 14 28 340 327 
27 23 2 5 19 65 10 17 274 3'14 
13 8 1 - 2 8 - - 49 64 
2 2 - - - - - - - 5 
4 4 - - - 2 - - 11. 27 

101 90 30 120 287 554 72 370 3496 (1341) 
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Later sections review related factors and present initial fingings. 

5.4.2 Present'and Projected Force Composition 

Table 5-2 pY'esents surrmary data from CPEC surveys. These data 

show that, as of 1971, there were 5,019 full-time police officers in 

Connecti cut. 

In 1965, the CPEC survey indicated a total of 3,890 full-time muni

cipal police officers in the state. Thus, in seven years, the total 

full-time municipal police manpower pool increased by 1,129 men or roughly 

29 percent. 

At of 1971, the basic rank composition of the Connecticut Municipal 

Police Force was as depicted in Table 5-3. 

Table 5-3. 1971 Municipal Police Rank Structure 

Rank Number Percent 

Chief 90 1.8 
Assistant Chief 30 .5 

Captain 120 2.4 
Lieutenant 287 5,7 

Sergeant 554 11.0 
Detective Sergeant 72 1.4 
Detecti ve i 

370 7.4 
Patrol Offi cer I 3496 69.7 
TOTAL 50'19 100.0 

! 

What this table basically i ndi cates are the rough probabilities that, 

gi ven the val i di ty of the data base, any given individual entering the 

police service has of attaining a given rank. In other words, roughly 

70 put of every 100 recruits will complete their careers at the same rank. 

By way of contrast, two out of every 100 recruits will ever become chiefs 

of police. The other rank-attainment probabilities will vary as indicated 

i n Tab 1 e 5 - 3 . 

Initially, we want to look at what departments the MPTC (and the 

Connecticut Chiefs Academy) have served in the past. Table 5-4 shows 

MPTC recruit production training from 1966 to 1972., on the basis of 
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Ansonia 
AVon 
Bethel 
Bl oomfi e 1 d 
Branford 
B ri dgeport 
B ri s to 1 
Brookfi e 1 d 
Canton 
C 
C 
C 
o 
o 
o 
o 
E 

heshi re 
1; nton 
oventry 
anbury 
anielson 
ari en 
erby 
ast Hampton 

E ast Hartford 
E 
E 
E 

ast Haven 
ast Lyme 
aston 
nfield 
ssex 
a i rfi e 1 d 
armington 
er1; n 
1astonbury 
ranby 
teem·Ji ch 
roton (Town) 

E 
E 
F 
F 
B 
G 
G 
G 
G 
G 
G 
G 
H 
H 
J 
L 
Ma 
Ma 
Ma 
Me 
Ml 
Ml 
Ml 
Mo 
Mo 
Na 
Ne 
Ne 
Ne 
Ne 
Ne 

roton (Ci ty) 
roton Long Po; nt 
ui lford 
amden 
artford 
ewett Ci ty 
edyard 

dison 
nchester 
ns fi e 1 d 
ri den 

. ddlebury 

. ddl etOl'l'n 
'lford 
nroe 
ntv; 11 e 
ugatuck 
w Britain 
w Canaan 
w Fai rfi e1 d 
w Haven 
wington 
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- Tab 1e 0-4 
. ~onnect; cut MPTC and Connecti cut Chiefs of 
Pollee Academy Graduates by Department 1966-1972 

1972 1971 1970 1969 1968 1967 1966 
3 .1 9 3 2 8 -
4 2 3 3 1 2 3 
3 - - 5 4 3 1 
6 2 7 6 2 1 1 
5 1 4 - 1 - 1 
- - - - 3 7 -
8 5 7 7 5 6 2 
2 - 1 - - - . 1 
1 2 - - 1 - -
- 1 2 4 4 1 2 
- 1 2 - 3 1 -
1 - 1 3 - - -
6 9 3 8 18 5 2 
1 -1 2 - - 1 1 
- 3 2 2 - 5 4 
- - 1 2 2 4 -
3 - r - 2i 1 -
6 5 I 9 4 8 4 6 
2 2 ! 3 3 3 3 6 
- - I 

1 - - .- - 1 
- - i - - - - -

11 8 ; 2 4 9 4 2 
- - - - - - -
4 9 5 10 5 7 4 
1 2 3 1 7 3 3 
2 3 1 4 5 4 -
4 2 

! 
5 2 1 3 2 

1 1 2 - 1 - 1 
6 11 1 - 11 10 3 10 
2 i 3 

I 
3 3 4 3 3 

1 - - 2 6- 1 5 
- - - - - - -
3 2 4 1 4 1 2 
- 14 7 5 2 9 -- - - - - - -
- - .- - - - -
1 - - - - - -
- - 4 4 3 2 5 
8 - - - 8 - 3 
- - - - - - -
4 5 9 6 8 5 2 
3 - - - - - -
4 6 12 - 4 - 7 
5 2 4 9 5 2 2 
2 - - - 1 - 1 
- 1 2 - - - -- 4 2 4 3 1 3 
- - 6 10 12 - 8 
- 2 - 2 3 2 1 
1 - - - 1 - -
- - - - -I - -
1 - - 3 2 7 2 

---

TOTAL 
L6 
18 
16 
25 
12 
10 
40 
4 
4 

14 
7 
5 

51 
6 

16 
9 
7 

42 
22 
1 
0 

40 
0 

44 
20 
19 
19 
6 

51 
21 
15 
a 

17 
37 
0 
0 
1 

18 
19 
0 

39 
3 

33 
29 
4 
3 

17 
36 
10 

2 
-

15 
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Table 5-4 Pg 2 , . 

1972 1971 1970 1969 1968 1967 1966 I TOTAL I 

New London 5 - - 2 6 4 3 20 
New Mi Hord 2 5 8 1 1 2 3 22 
Newtown 4 2 - 1 5 1 2 15 

.~ 
(' North Branford 1 5 4 - - - - 10 

North Canaan - - - - - - - 0 
North Haven 2 . 1 3 2 1 2 11 -
Non'la1 k 11 6 5 4 7 11 6 50 
Norwi ch 14 6 6 2 2 7 5 42 
01 d Saybrook 4 2 4 2 2 3 5 22 
Orange 2 - 1 .. - 2 1 6 
Plainfield - - - - - - - 0 
Plainville 3 2 1 2 1 - - 9 
Plymouth - - .. - - - - 0 
Putnam 3 1 2 - - 1 - 7 
Reddi ng - - - - 1 1 - 2 
Ridgefield 3 2 4 2 4 2 4 21 
Rocky Hi 11 5 - 1 2 , 2 - 11 . 
Seymour 2 2 3 1 - 1 3 12 
Shelton 4 1 3 - 3 2 4 17 
Si msbury - 1 6 3 2 2 3 17 
Southi ngton - 3 2 4 4 2 5 20 
South Wi ndsor - - - 3 1 3 1 8 
Sprague - - - - - - - 0 
Stamford 9 14 - 7 13 12 13 68 
Stoni ngton - - 2 - 2 1 3 8 
Stafford Springs 1 - - 1 - - - 2 
Stratford - 2 2 5 10 - '7 26 
Storrs - - - 1 1 - - 2 
Suffi e 1 d - - - - - - - 0 
Thomas ton 1 1 - 2 - 1 - 5 
Torri ngton 7 3 6 4 7 3 4 34 
Trumbull 4 1 - 7 3 4 11 30 
Vernon 4 4 2 2 4 1 - 17 
Wallingford 1 7 4 4 6 2 4 28 
Waterbury 8 13 24 16 9 14, - 84 
Wa terford 5 1 6 3 3 " 3 2 23 
\~atertown - 3 7 3 2 - 2 17 
Wes t Hartford 2 8 8 6 3 14 9 50 
Wes t Haven 5 2 12 9 - 4 - 32 
Weston - - - - - - - 0 
Westport 9 6 - 3 3 2 3 26 
Wethers fi e 1 d 2 3 10 5 4 4 1 29 
Will i manti c 8 5 7 1 5 2 1 29 
Wilton 4 5 3 6 3 2 1 24 
Wi nches ter - - - - - - - 0 
Wi ndsor 2 2 4 ' 6 6 3 3 26 
Windsor Locks - 1 5 5 2 - 2 15 
Wi ns ted 3 2 6 -3 1 4 - 19 
Wolcott 1 1 2 .. 2 2 - 8 
Woodbri dge 2 - 2 2 2 1 1 10 
Woodbury - - - - 1 - - 1 
UCONN 16 7 7 5 - 3 2 34 

( 
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Table 5-5. Connecticut Municipal Police Patrolmen: Actual - 1965-1971 With Projections to 1983* 

2-year 
1965 1967 1969 1971 project 1973 1975 1977 1979 1981 1983 

Patrolmen 2829 2953 3231 3496 222 3718 3940 4162 4384 4606 4828 
Less Htfd., 8gpt. 841 850 891 I 946 42 988 1030 1072 1114 1156 1198 

and New Haven 
Total ,1988 2103 2340 I 2550 --- 2730 2910 3090 3270 2450 3630 

Saur'ce: 1965-1971 CPEC 

Table Connecticut Municipal Police Manpower -- Actual· 1965, 1967, 1969 ~ 1971 and Projections to 1983. 

2-year 
Force Com~osition 1965 1967 1969 197i Qroject 1973 1975 1977 1919 1981 1983 

Captai n & Above 198 217 233 240 11 251 262 273 284 295 306 19* 16 7 

Lieutenant 192 225 245 287 30 371 347 377 407 437 467 '. 33 20 42 

Sergeant 
. 

419 439 479 554 40 598 642 686 730 774 818 
20 40 75 H 

-1 

277" 386 442 - '\ 
t 

Det. Sgt./Det. 252 60 502 562 622 682 742 802 \ 
25 109 56 

, 

Patrolmen 2829 
2953 3231 3496 

222 3718 3940 4162 4384 4606 4828 
124 278 265 

TOTAL 3890 4111 4574 5019 
5440' 5753 6120 6487 6854 7221 

221 463 445 

*Iincrease over the precedi ng peri ad 

" I Source: 1965 - 1971, CPEC 
l 
t,~ ... ___ ._. ___ .. _ 



c 

( 
\ 

" 

c 

,----

5-46 

graduation lists supplied by MPTC. 

By way of summary, these statistics show that statewide police 

recruit training was provided to (1) 212 recruits in 1966; (2) 238 in 

1967; (3) 295 in 1968; (4) 268 in 1969; (5) 300 in 1970; (6) 240 in 

!~71; and (7) 274 in 1972. Thus, during this 7-year period, a total of 

827 received basic recruit training. This averages out to 261 trainees 

per year. Assuming that MPTC is operative 12 months out of the year, 

these statistics show that the average training group will consist of 

roughly 20 recruits per class.' More realistically, however, the MPTC has 

only been able to accomodate 10 classes per year --'an average of 25.5 

officers per class. 

Next we will look at recorded increases in police manpower from the 

CPEC statistical data to obtain our initial projections. Table 5-5 depicts 

changes in the-s-ize of the muni,cipa1 police forces in Connecticut during 

the period of 1965 to 1971. This table also accounts for that portion of 

police manpower belonging to the three departments that provide their own 

training. Based on these average increase values, the number of municipal 

patrolmen. is projected to 1983. 

Overall force composition projections were developed in a similar 

manner. In brief, using 1965-1971 CPEC data as a base, municipal police 

manpower and force composition were projected through 1983 -- using basic 

straight line projection techniques modified by experience and reasonable

ness. The results of this calculation is presented in Table 5-6. 

Figures 5-1 and 5-2 show this police force composiU'ondata in graphic 

form. Cost estimates have been constructed on these manpower and force 

composition projections. 

5.4.3 Recruit Training Projections 

On the basis of the data presented above, it is possible to make 

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

5000 5-47 
CONNECTICUT MUNICIPAL POLICE PATROLMEN -- 4828 

-,k . 

,/ ACTUAL FOR 1965, 1967, 1969 and 1971 AND /' - PRO,JECTIONS TO 1983- -- TOTAL FOR THE STATE ,/ 

TOTAL EXCEPTING HARTFORD, BRIDGEPORT AND 1/" 
NEW HAVEN, AND TOTAL FOR THOSE CITIES /' 

'- /' 
/' 

/' 
Fi gure 5-1 ./' 

/" 
- /' 

./ 

400 
/' 

0 
1-/ 

./ 

/' 
./' 

300 

- 1.- .... 

V .-/ 
/' 

- .,..., 
....... 

~ 
..-/ 

,/ 
ro lmen, otal Sta e /1.-- /' - ,/ 

IV 
,...... 

,...... ... f...""'" 0 

l------' 
.,...,/ 

/ 
.,...," 

3630 

- .,..., .... 
1--/ 

.,..., 
/ 

- V. rolmen " Dther 

/ -

200 0 -------
" 

-

~ 

, 

- 1198 

100 

--"-....--~-:.:..-- --0 - --, ---- I- ------ Pa tro 1m n, Hartf rd, Bri d eport & ew Haven 

-

-

( \ 

-

0 
65 67 69 71 73 75 77 79 81 83 



( ,100 

6t 

800-

700-

600-

100-

(' 

65 67 

5-48 
CONNECTICUT MUNICIPAL POLICE MANPOWER EXCEPTING PATROLMEN 

ACTUAL FOR 1965, 1967, 1969 and 1971 AND PROJECTIONS TO 1983 

69 71 

./ 
/' 

---

73 

Fi gure 5-2 ' 

,/ 
,/ 

/' 

-

75 

-

-

/' 

77 

/ 
/' 

79 81 

( 

-

( 

83 

5-49 

projections about recruit training needs. 

The data reveal that there will be ~ base of 222 recruits to be 

trained every two years. However, on the basis of the number of recruits 

trained by the MPTC (as per Table 5-4) from 1966 to 1972 .. _ an average of 

255 per year -- it is apparent that the numbers far exceed the annual rate 

of 111 new recruits indicated by the CPEC data. The difference, of course, 

is turnover. The term IIturnover" refers to retirements, tesignations, 

medical termihations, deaths and other terminations. 

Taking patrolmen data for 1965,1967,1969 and 1971 (less-Hartford, ,_ 

New Haven and Bridgeport), an attempt ha.s been made to estimate average 
I 

turnover for all other municipal departments. The calculation follows 

(again, excluding Hartford, New Haven and Br~dgeport): 

(1) Real Increase in Patrolmen 

1967 = 115 
1965 

1969 .., 
1967 = 231 1971 = 2'10 

1969 

(2) These Average as Follows: 

1966 1967 1968 1969 1970 1971 51 57 118 lT8 105 105 
( 3) MPTC Graduates for Same Years 

1966 1967 1968 1969 1970 1971 
235 295 263 - 293 233 258 

(4) Total of (3) less (2} 

1966 1967 1968 1969 1970 1971 178 238- 145 l75 128 153 

(these are apptoximate "turnovers") 

(5) On the basis of available data, it appears that patrol officer 
turnover averages out to roughly 6.0 to 6.5 percent per annum. 

Thus, we know from our CPEC data ana lys is that rough ly 90 "new" 

MPTC-Academy eligible patrolmen jobs (total of 111 overall jobs minus 21 

Hartford, New Haven and Bridgeport) are created in Connecticut every year. 

To this nurrber, we must add the turnover rate. Using the 1971 figure of 
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2,550 patrol officers served directly by MPTC and appiying a 6.25 pe"tcent 

annual turnover rate to this figure produces a turnover of 159 positions. 

Adding the 90 new jobs to the 159 turnover position3 produces an MPTC

eligible trainee total of 249 recruits for 1972. This f-igure assumes that 

the backlog of trainees created by the Mandatory Training Act has been 

resolved. Therefore, using the reasoning above for projections of MPTC 

recruits to be trained over the period 1973-1983 produces the figures in 

Table 5-7. 

These figures, of course, do not include any provision for the train

ing of constables, supernumeraries, housing authority, university or any

one but full-time sworn municipal police personnel. If we assume, that 

MPTC will train approximately 30 other police officers per annum, then 

the above figures should be increased by 30 per year or 330 over the 

period 1973-1983. The result is shown in Table 5-8. 

5.4.4 Other Training Need Projections 

Other uses of the data presented here are less complex. For example, 

in-service training for municipal police officers served by the MPTC can 

be estimated by rank using Table 5-6. Investigative, supervisory, middle 

management and executive level training can also be estimated using the 

same table. 

5.5 Future Activities and Needs -- A Summary Statement 

The first two sub-sections (5.1 and 5.2) contained several significant 

findings and forecasts which are worth emphasis: 

--Increased mobility of persons, the temporariness of thei-r inter

personal relations, and weakening of the traditional family or community 

sanctions will call for increased levels of formal controls; most of 

these formal controls will require actions on the part of persons or 

agencies vested with IIpolice powers. II 
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Tabia 5-7. Estimated Number of Police Recruits to be Trained at MPTC 1973-1983. 

Year 1973 1974 1975 1976. 1977 1978 1979 1980 1981 1982 1983 TOTAL 
Manpower 2730 2820 2910 3000 3090 3180 3270 3360 3450 3540 3630 ~1.;'---

Base 
Es t, New 90 90 90 90 90 90 90 90 90 90 90 990 Trainees 
Es t, Turn- 171 176 182 188 193 1199 204 210 216 221 227 2187. over Jobs 
Total 261 266 272 278 283 T 289 294 300 306 311 317 3177 Recrui ts 

Table 5-8. Estimated Number of Recruits to be Trained at MPTC 1973-1983 

1973 J974. 1975 J976 1977 11978 11979 1980 1981 11982 1983 
Pol i ce 261 266 272 278 283 I 289 I 294 300 306 311 317 
Recruits 

30 30 
I 

30 I 30 30 30 30 30 Others 30 30 30 I I Total 291 296 I 302 I 308 1 313 ! 319 324 I 330 336 341 I I , I I ! ! , 

U1 
I 

U1 .... 
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-- The changi ng character of the core ci ty and the concomi tant 

need for more police services, citizen participation, "radical non

intervention" and police/middle class hostility forecast increasing 

pressures on police management t.o alter operations and managerial style. 

There will be similar pressures on the average patrolman to conform to 

new, developing social norms and trends. 

--Similarly, there are many forces within the police organization 

which may cause disruptions: unionization versus professionalization, 

confl i ct over manageri a 1 styles (the open versus the. closed organi zati on) 
etc. 

--Techno 1 ogi ca 1 change wi til i n and wi thout the organi zati on and espec

ially new attitudes about crime and the role of the criminal justice 

system lend evidence to changes in the complexity of the police task and 

role evolution. 

--Introductory materials presented with the ABA standards echo the 

changing role of the police, the importance of police discretion (which 

is imparted largely by education and training), and the polarization of 

the pol ice in our soci ety. 

--The ABA standards themselves speak to several overriding 

Gonsiderations -- the rule of law, protection of individual rights and 

freedoms, and the preservation of democratic processes; the police role 

in each is critical. 

--The several excerpts from the National Adviso~y Commission's report 

further emphasize the complexity of'the police task and the need for com

munity/police mutual understanding.(The role of training is a significant 

element in creating a proper climate for understanding and communications.) 

--Career development, similar to the'program laid out in subsection 

5.3, can provide a means for personal and professional growth to meet 

5-53 

the challenges of the future society. 

--It should be emphasized that a ca0eer development program as laid 

out in sUb-section 5.3 represents a significant first step in that direction. 
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6.0 THE MPTC: ITS ORGANIZATION, MISSION AND OPERATIONS 

[This section is an edited version of a report to the. Council in 

early September, 1973. On the basis of this and a subsequent report, 

alternatives were formulated and decisions were presented to the Council 

for their deliberation. 

The alternatives are discussed in the next section (7.0). P.rin~ipal 

funding, conclusions and recommendations are included as Section 8.0. 

This section is being presented as it was written (for the most 

part) to allow the reader to follow the decision-making process.] 

6. 1 Introduction 

The purpose of this section is to review the mission, organizational 

structure and operational procedures of Connecticut's Municipal Police 

Training Academy (MPTC). The underlying intent of this section is not 

to offer unwarranted criticism of what PRCjPMS staff regar'ds as a well

managed and efficient police training agency. Instead, the MPTC will soon 

be faced with expanded responsibilities to provide a broader range and 

variety of law enforcement training services to municipal po1ice agencies. 

Thus, the objective of this analysis will be to identify those legislative, 

organizational or procedural constraints that should be modified to enable 

the MPTC to effectively respond to its expanded scope of responsibilities. 

This review is not a typical management survey because the MPTC is 

not a "typical" organization. The concept of state-level responsibility 

for the training of municipal police officers is relatively new. As 

noted earlier, the first such organizations were only created in 1959 (New 

York and California), and Connecticut's MPTC was legislatively established 

in 1965. While most states have now adopted this concept, none can be 

offered as a "model" of what a municipal police training orgarization 

should look like. Each state has such a different set of demographic 
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characteristics, state laws, political realities and police training 

needs; compari sons wi th other organi zati ona 1 formats, borders 011 the 

ridiculous. Connecticut is a unique state and the long and complex path 

of the MPTC is equally unique. Thus, while there are certain relatively 

universal management concepts that apply to any organization, we want to 

strongly emphasize that the unique nature of the MPTC requires a unique 

treatment. 

Before beginning this review, we would definitely be remiss if we 

did not take note of the major contributions of-all of those individuals 

concerned with upgradin.g the police field who worked long and hard to 

make the MPTC a reality. This comment applies to those enlightened chiefs 

of police and others from related fields who championed and fought the 

legislaiive battles to bring the organization into existence. Praise 

should be extended wi th equal vi gor to the former Executi ve Di rector, Mr. 

James Herlihy; the present Director, Mr. Richard P. Hannon, and the staff 

instructors who worked to make the concept a reality. The Director and 

his staff are doing an outstanding job of fulfi~ling their legislative 

mandate, as well as being responsive to "control of the Council itself. 

These are not meant as gratui tous comnents -- the PRC/PMS study team was 

genuinely impressed by the extraordinary dedication, motivation and basic 

ideal i sm underlyi ng the work of the MPTC staff in thei r efforts to prepare 

young men and women to effecti ve ly serve the pub 1 i c as 1 aw enforcement 

offi cers. 

6.2 Organization and Mission of the Council 

In the course of its examination, the PRC/PMS study team centered 

attention on several key areas. Observations are followed by recommen-

dati ons. 

( 
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6.2.1 Council Composition 

The Municipal Police Training Council was legislatively established 

in 1965 with the passage of Public Act 575. The MPTC is 'organized as an 

appointive council of ten merrber? selected by the Governor with the 

Commissioner of the State Police and the F.B.I. Special Agent in Charge 

of Connecti cut as ex-offi ci 0 members. Ei ght of the Governor's appoi ntees 

must be chiefs of police. The size of the Council is compatable to that 

of similar councils in other states which range from a low of three to a 

high of 17 merrbers. 

\~hile a ma"nageable size, tl-)e MPTC's merrbership seems to be over-

loaded in favor of local police chiefs, many of whom are from small and 

medium-sized departments. Of t\velve members, ~ight ate local chiefs and 

only tJ../O aY'(j from outside the law enforcementfield , e.g;, the chief execu

tive officer of a town or city and a member_pfthe University of Connecticut 

faculty. Other states appear to have more broadly based councils. 

The memberslrip of councils in other states appears to be designed to 

assure that varied viewpoints will be brought t,o bear on police training 

needs in an attempt to overcome the pitfalls of further isolating the police 

from the mainstream of social and technical developments. California, for 

example, requires that four of its nine menbers of its Commission on Peace 

Officer Standards and Training (POST) be elected or appointed local chief 

executi ves. ,.Indi ana has a. l4-merrber Law Enforc;ement Trai ni ng Boaj~d of whi cll 

on ly fi ve m~mbers are chiefs of po 1 i ce.' Other. .. members _ i ncl ude a, prosecutor; 

a doctor; a journal is t; an educator; two representatives of bus i ness and 

labor; and a representative of the Indiana Municipal League. 

--RECOMMENDATION. While it would probably be advisable to retain 

a majority merrbership of chiefs of police', it is recommended that the 

membership of the Council be broadened. Specific types of people to be 
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added to the Council should include: (1) an educator representing police 

programs in a two or four year college; and (2) a dil'ector of training 

from a major Connecti cut industry or pri vate enterprise with an on-

going training activity under his direction. Furthermore, chiefs of 

police should be chosen from a set of population ranges, e.g., two fl'om 

towns in excess of 75,000; tw.o from towns wi th popul ati ons from 40,000 to 

74,9~9; two from 25,000 to 39,999 and u~o from less than 25,000. 

These recommendations would I'equire a change in the enabling legis-

1 a ti on. 

6.2.2 Powers of the Council -- Standards and Sanctions 

The scope of MPTC responsibilities also merits discussion. Section 

7-294e of the Connecticut General Statutes states that to be eligible for 

permene(lt appointment to a police dcpc:\rtment, a probationary officer must 

complete a minimum basic training course within one year of his appoint

ment. More specifically, Section 7-294e of the Act states that: 

II ••• no person shall, after October 1, 1966, receive an ori~i~al , 
appointment on a permanent basis as a police officer ?f,an~ mUl11clpallty 
unless such person has previously been a\\'arde~ a certlflCal..e by the, , 
Council attesting to his satisfactory completlon of an approved munlclpal 
police basic training program ... " 

To implement the intent of the Act, the legislature set forth the general 

povlers of the MPTC as follows: 

(a) To approve, or revoke, t~e,app~oval of an~ police b~s~c recruit 
training school conducted by a munlclpallty and to lssue certlflcates of 
approval to such schools and to revoke such certificates of approval; 

(b) To set the minimum courses of study and attendence required and 
the equipment and facilities to be required of approved municipal police 
training schools; 

(c) To set the minimum qualifications for instructors at approved 
municipal police training schools, to certify, as qua~ified, instr~ctors 
at approved municipal police training schools and to lssue approprlate 
certi fi cates to such i nstructers; 

(d) To set the requirements of minimum basic training which,police 
officers appointed to probationary terms s~a!l compl~te be-:o:e belng 
eligible for permanent appointment, such mlnlmum baS1C tralnlng to be 

-------~-~--
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completed within one year following the appointr;lent to the probationary 
ter~, unless the candidate is granted additional time to complete his 
training by said Council; 

(e) To set the requirements of a fuinimum basic training which police 
officers not appointed for protationary terms but appointed on other than 
a pemanent basis shall complete in order to be eligible for continued 
employment or permanent appointm'2nt, and the time within which such basic 
training shall be completed following such appointment on a non-peY'tllanent 
bas is; 

(f) To certify police officers who have satisfactorily completed 
basi~ recruit training programs and to issue appropriate certificates to 
such police officers; 

(g) To recommend categories or classifications of advanced in-service 
training programs and minimum course of study and attendence require-
ments with respect to such categories or classifications; 

(h) To visit and inspect municipal police basic training schools and 
to inspect each school at least once a year; 

(i) To consult with and cooperate with departments and agencies of 
this state and other states and the Federal government concerned with 
pol i ce ,trai ning; 

(j) To employ an Executive Director and other such personnel as may 
be necessat',Y in the performance of its functions; 

(k) To perform s uch othel~ acts as may be necessary and appropri a te 
to carry out the functi ons of the Counci 1 as set forth in Secti ons 7-294a 
to 7-294e inclusive. 

The initial Act has received some minor amendments since passage 

in 1965. A 1969 amendment (P.A. 684) inserted in the definition of 

"police officer," and "constables elected in accordance with the provisions 

of Section 9-200" following lIaforesaid duties full-time. II . An amendment 

in 1971 (P.A. 571) excludes supervisory personnel from training require

ments by excluding them from the definition of IIpolice officer." 

Legislation was also proposed several years ago to grant the MPTC 

power to set standards for the selection of police officers. According 

to Director Hannon, the MPTC supported this bill initially but when the 

IIpower to set standards ll was modified to read "power to recommend standards" 

the MPTC changed its position and opposed the bill because it was felt the 
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legislation had' become meaningless. It is our understanding that, be-

-. cause of MPTC opposition, the law was vetoed by the Governor. The con

cept of "home rule" was said to be a factor in the defeat of this legis

lation. 

After analysing the enabling legislation and reviewing MPTC oper-

ations we have arrived at several conclusions. First, the existing 

legislation provides the Council with f.O real sanctions to impose if 

an officer fails to complete such training within the prescribed time 

period. Other states have such sanctions available. Georgia, for example, 

not only prohibits permanent appointment, but also removes all authority 

from the officer to exercise the powers of a law enforcement officer, 

Massachusetts has a similar provision. Florida flatly prohibits employment 

as a po)ice officer until a certiticate of compliance with the Minimum 

Training Course has been obtained. Kentucky, while not making training 

mandatory, denies all state and LEAA assistance to a municipality which 

has failed to comply with minimum state training and selection standards. 

--RECOMMENDATI ON. The Connecti cut pol i ce :trai ni ng statute shoul d 

explicitly give the MPTC pcwer to enforce training standards. The Georgia 

and Massachusetts approaches are probably the most feasible in the near 

future. However, in the longer run, serious consideration should be 

given to the Florida approach, which requires the completion of the basic 

minimum course prior to employment as a full-time officer. 

6.2.3 Local Recruit Programs and Instructor Certification 

Another area of MPTC responsibility set forth in the enabling Act 

gives the Coundl the power to inspect and certify local police recruit 

schools and their graduates. In addition, the Act authorizes the Council 

to certify pol'ice instructors in local academies. For recrui~ training, 

the Hartford, New Haven and Bridgeport academies are the only major 

~--------------
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schools operating in the state besides MPTC. At the present time, the 

MPTC has not adequately fulfilled its responsibilities in this area. 

Certification of these schools and their graduates is granted virtually 

automatically. The basl'c r ' easomng appears to be that since these recruit 

schools offer so many more hours than the MPTC then they must be good. 

This cannot be taken for granted. The fact of the matter is that 

thes~ schools are generally well run and offer a higher level of police 

training than the MPTC does at this time, but this does not mean they are 

without deficiencies. The policy guidance and procedural instructions 

officers receive in these schools vary significantly between the three 

cities. In addition, the quality of instruction in these academies varies 

from excellent to poor. If some degree of standardized recruit training 

through~ut the state is a 1 't' t MPT egl lma e C goal, then the MPTC has a definite 

responsibility not to simply "visit each school once a year," but to conduct 

a thorough audit of these programs prior to certification. 

The question of how best to cettify an individual as a 

police instructor is indeed a difficult, but not impossible 

qualif'ied 

one. There 

are certain obvious qualities an individual should possess __ not the 

least of which is a thorough knowledge of the subject the person is teach

ing. Howevet, knowledge alone is not the only measure of an instructor's 

ability. Some of the brightest individuals lack the ability to communicate 

their knowledge in a classroom or field exercise setting. Conversely, 

other individuals with less knowledge have a unique ability to get what they 

do know across to a class. E . xperlence as a police officer is also thought 

to be an absolutely essential qualification for anyone teaching police 

subjects. Given these qualifications, the MPTC is responsible for deter

mining what specific methods it will use to certify police instructors. 

Given a recommended in-service training standard, this responsibility 

'--
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assumes added importance. Therefore, the recommendations that follow 

will deal \'lith two related issues: the first will deal with the certif-

ication of a recruit training program; the second with the certification 

of police instructors. 

-- RECOMMENDATI ON/Loca 1 Recruit Program Certi fi cati on. The f~PTC 

shoul d develop a procedure to conduct an annual formal a.udit of 1 Dca 1 

recruit training schools. As a minimum this audit procedure will involve 

an on-site inspection visit to the training school up for certification. 

This inspection should cover facilities, program content, training policy, 

examination of curricula, training records, lesson plans, and so forth. 

In addition, a sample of graduates of the recruit school should be given 

a written test to determine if the school was successful in preparing 

the officer to meet his responsibilities. This test should be standard-

i Ze d to assure the offi cer possesses MPTC desi gnated knowledge. requi rements. 

The composite rating of this training audit should be the sole determi.nant 

of the certification of the school by the MPTC. The informal manner in 

which this responsibility has been handled in the past must be terminated 

in favor of the formal procedures recorrmended. -

In addition, a \,/ritten report of this audit visit should be filed 

with copies to the Council and to the department audited. Existing MPTC 

staff will be overburdened with current and planned duties, so the only 

way that this procedure can be implemented is by the h~ring of a field 

training inspector (or coordinator) who will be responsible for this 

legally mandated function. 

--RECOMMENDATION/Instructor Certification. The MPTC should develop 

a formal set of standards to certify police training in~tructors. As a 

minimum, any instructor so certified should have at least two years of 

police experience. In addition, the instructor candidate must (1) pass a 
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written examina~ion in the subject he is teaching or proposes to teach; 

(2) 

the 

and 

present at least two demonstration lectures to a recruit class at 

Connecticut Police Academy in the presence of qualified t"PTC staff; 

(3) be interviewed by the MPTC Executive Director or his designated 

representati ve. 

6.2.4 ~ervisory Training Standard 

,With regard to the recommendation below, a number of states have 

empowered thei r po 1; ce training counci 1 s to set pre-employment standards. 

As noted earlier, a similar proposal to give the MPTC such powers was said 

to be vetoed by the Governor on the grounds that it violated the IIhome 

rule
ll 

concept. An altel"native way of achieving the same result is to spell 

out such pre-employment standards in a statute. Kansas, for example, 

adopted, this approach. It Vlould appear to us,that this alternative stands 

a greater chance of adoption in Connecti cut than the 1I0pen-ended" appt~oach 

proposed in the earlier bill. 

A more difficult area is the statewide establishment and enforcement 

of pl~omoti ona 1 s tandal"ds. Flori da permi ts its Counci 1 to set advi sory 

standal"ds which municipalities can accept or reject as they see fit. 

Idaho authorizes its Council to set promotional standards including those 

relating to experience and such other matters as relate to the competence 

and reliability of police officers. Massachusetts, while not setting 

promotional standards per se, does require comp"etion of a supervisory 

course before promotion to a supervisory position. 

Given the thrust of the Governor's veto, the Massachusetts approach 

contains some of the basic elements that Connecticut should pursue __ 

with one exception. Rather than making completion of a supet'visory 

course a requirement of promotion, Connecticut should pursue B: course of 

action that requires any individual promoted to a supervisory capacity 
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a maximum of one year from effective date of promotion to complete an 

MPTC or MPTC-approved course relating to that position. 

--RECOMI1'IENDATION. It is recommended that the MPTC would not be 

authorized to set promotional standards. Instead, the MPTC would be 

authorized to require that all newly promoted officers complete a train

i ng program desi gned to enhance thei r capacil ity to functi on effecti ve ly 

in their new position ~"ithin one year of pi~omotion. It is further recom

mended that the MPTC make available, or cause to make available, t~/O 

levels of in-service promotional courses: (1) for sergeants and (2) for 

lieutenants and captains. The MPTC should not, at this time, attempt to 

set training requirements for officers above the rank of captain. 

6.2.5 In-service Training Standard 

Ea.rlier a listing of the responsibilities of the MPTC as stated in 

P.A. 575 was presented. Without demeaning the accomplishments of the 

MPTC in any \vay; we think it is fair to !:;ay that lip to this point in tjme~ 

the almost exclusive concern of the MPTC has been in the area of recruit 

training. In its formative years, MPTC had to focus its priorities on 

developing the Academy itself, creating and staffing the organization, and 

putting together the recruit training program. By any standard, this was 

a significant accomplishment. Today, the MPTC has a well functioning 

recruit training program that turns out 250 to 300 police officers per 

year. If the recommendations of this study are adopted, this recruit 

component will expand from a 200-hour program to a 300 to 400 hour program. 

Thus, this element of the MPTC·s responsibility will require significant 

curriculum and schedule changes. We have no doubts in the capability of 

the MPTC staff to handle this expansion of responsibility with a minimum 

of disruption. There are, to be sure, significant financial tmplications 

of this acded responsibility and these will be discussed later in this 

document. 
J , 
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However, we are also compelled to point out that this concentration 

on recruit training has meant that some of the other responsibilities 

assigned to the MPTC have received little or no attention. Mor specif

ically, the Act authorizes the Council to IIrecommend categories or 

classifications of advanced in-service training programs ... 11 The MPTC 

has acknowledged its responsibility in this area in the statement of 

objectives of its program budget: 

. h 1I ... to assure that local law enforcement officers are kept up-to-date 
w, t 1 aw enforcement meth ods and are offered opportunity for career advancement ... 11 

While the Council has acted as host for a number of training programs that' 

conceivably are responsive to this objective, the fact of the matter is 

that the MPTC has not presented a regular schedule of specialized or in

service training. MPTC staff do put on a cardio-pulmonary resuscitation 

course~ but this is a very specialized offering. In addition, MPTC has 

acted as grantee for the Markle and Fishman law courses for police officers. 

Admittedly, the enabling legislation does not grant the MPTC power to set 

in-service training standards. This should be .changed. 

Some states have gone further than the MPTC in this area. Florida, 

for examp 1 e, permits its Council to prescri be i n-servi ce trai ning curr

icula and standards, but attendance at such courses is not mandatory. 

Kentucky conditions continUing state financial assistance to a police 

department on completion by its officers of 40-hours of in-serVice train

ing each year. Aga,'n Mass h tt h , ae use s as gone further and permitted its 

Council to require attendance at in-servlce and supervisory training schools. 

It is not clear in examining the statute what penalty is attached to fail

ure to comply with this standard. 

On the basis of the field survey and other studies, it is the PRC/PMS 

position that in-service training is an absolute necessity for Connecticut 
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municipal police officers. Far too often, we found that in-service 

trai ni ng was sacrifi ced to the demands of operational necess ity. 

Thus, our basic recommendations in this area are as follows: 

--RECOMMENDATION. The existing mandatory training act should be 

changed to require every municipal police officer in the State of 

Connecticut to complete a mandated in-service training program (not 

including firearms training). MPTC should be granted the authority to 

both offer such training where it is not available and to certify local 

programs that meet MPTC standards. Additionally, the Act should estab

lish the MPTC as the central repository for all municipal police training 

records to enable the Council to monitor the compliance of local agencies 

with this requirement. 

(This matter is further discussed in Section 7.0.) 

6.2.6 Selection Standards 

Next, the MPTC currently accepts any full-time police officer for 

training if he is hired by a legitimate local police agency and \'Jhose 

employment status brings him within the purview' of the mandatory training 

act. The quality of the recruits attending the -Academy varies according 

to the selection standards of the individual municipality. Given the 

mobility and transient nature of contemporary society, the citizens of 

Connecticut have a right to know that police officers are selected on a 

basis that assures that the officer, as a minimum, meets generally 

accepted standards of knowledge, basic ability, and personal integrity. 

In short, the MPTC has moved through its initial evolutionary process 

and it is now time to tackle the important question of minimum standards 

of entrance to the Municipal Police Service of Connecticut. 

--Recommendation. The MPTC's enabling legislation should be 
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changed to give the Council the authority to formulate standards of 

selection for full-time police officers that is applicable, with the 

force of law, to all ConnectiCUt; municipalities. As a minimum, the 

Council should adopt reasonable standards requiring a high-school 

diploma, SUitable age limits, physical and and medical standards, an 

adequate testing process, and a mandatory background investigation of 

any individual being considered for appointment as a police officer. 

(This matter is further discussed in Section 7.0) 

6.2.7 Education Wage Incentives 

The MPTC is authorized to consult with colleges regarding develop

ment of courses of study in police science and police administration. 

While there is some limited 'interaction between centers of higher educ

ation and the Council, the extent of~uch interaction leaves much to be 

desi red. Professor Bel don Schaefer, a Counci 1 menDer, has done much to 

facilitate this interaction, but the two groups still lack some solid 

pOint of contact or mutual interest to develop this relationship into a 

meaningful one. For example, in our discussions with Connecticut police 

agencies and MPTC staff, virtually no one -- with several exceptions 

suggested that the community colleges could be used as resources for 

in-serVice, supervisory, or advanced training for police officers. 

The State of Flori da, whi ch gi ves its Council the broades t pOll/ers 

over approval of public and private police training programs, specific

ally exempts colleges from the Council's jurisdiction. While it would 

be desirable to achieve better overall coordination of police education 

and trainin~ programs, it does not appear likely that direct control 

over college courses by the MPTC can be achieved. This involves prin

ciples of "academic freedom" and is simply a battle that the t1PTC lacks 
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the II cl out" to win. Some better coordination of the two types of 

programs can be acid eved, however, if the MPTC were granted the authori ty 

to administer an incentive wage-supplement program for college credits. 

If the MPTC could grant or withhold salary supplements dependent on the 

quality of the college program, then a fair degree of control could be 

achieved without undue interference into college affairs. Such a 

strategy would, of course, require enabling legislation as well as the 

financial support to make it a reality. The financing of this and 

other proposed MPTC programs will be discussed later in this report, 

but our basic recommencation in this area is as follows: 

--RECOMMENCATION. Enabling legislation should be developed author

izing the MPTC to administer an educational and wage-incentive plan for 

Connecticut police officers. This plan would give MPTC authority to 

certify the educational accomplishments of individual police officers 

-- if such accomplishments meet MPTC standards. Certification of such 

accomplishments will qualify the officer for a salary supplement to be 

paid from a fund established specifically for t~is purpose, in a manner 

to be discussed later in this report. (This recommendation is presented 

as it vias presented originally; it will be modified in the following 

section. ) 

6.2.8 PO\\fers of the Executive Director 

Before discussing the proposed method of financing MPTC programs, 

it is necessary to examine the respective roles and responsibilities of 

the Council and its relationship to the Executive Director and staff. 

The Connecticut statute does not spell out the powers of the 

Executive Director of the r'lPTC. All power resides in the Council, which 

delegates. While this is fairly typical of the statutes in other states, 

.. 
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it is not universal in pl'actice. Nebraska, for example, permits the 

Director of its Council to hire all personnel. In Kansas, the Council 

is advisory only and in Arizona the Council sets standards but implemen

tation is left to the training staff. 

As a matter of sound administrative practice, it might be well to 

consider legislat"ively providing the Executive Director with some indep

endent powers especially over staff selection and day-to-day operation 

of the progrum. The Director is, in fact, making these types of decisions 

since the Council is part-time, meeting once a month, and he shOUld be 

granted formal authority to do so. It is almost a maxim of.public 

administration that councils or comnll'ssl'ons are very useful for estab 1 ish-

ing general policies and setting standards, but are not well suited .. for 

program administration. This situation exists in a mild form at the MPTC 

at"present and should be rectified prior to undertaking the expanded role 

proposed in thi s plan. A recommended apPl'oach to the di vi s i on of respon-

sibility is presented below. As' b' th 1 s 0 Vl OUS , ese recommended changes 

will require legislative approval. 

--RECOMMENDATION. The Council's authority should include the follow-

i ng: 

(~) The power to hire and fire the Executive Directol' (but not 
subordlnate employees) 

, ,(2~ Power to en~ct rules,and l'egulations governing MPTC respon
slb~lltles and set vlrltten polley guidelines for the Executive Director 
to lmplement 

b tl (3) . Pow~r to, requi re the preparati on of an annual operati ng plan 
.y Ie Executlve Dlrector and power to approve or disapprove an operat-
1ng budget to carry out the plan 

(~) P?\Aler to reqUire written quarterly progress reports from the 
Executlve D1rector regarding plan fulfillment 

(5) Power to sit as a trial board if charges b h 
any member of the staff are roug t against 
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--RECOMMENDATION. The Executi ve Di tector shoul d be granted formal 

respons i bi 1 i ty and authot; ty fat progtam operati ons and shaul d be empowered 

to plan, direct and control activities of the staff and operations gener·· 

ally including the cumplete training program. The specific scope of the 

Directors mandate should be negotiated with the Council and incorporated 

in the required legislation. 

6.3 MPTC Staff Organization and Operations 

Curtent ~lPTC staff is organized as follows: 

MUNICIPAL POLICE TRAINING COUNCILl 

, 
EXECUTIVE DIRECTOR 

DIRECTOR OF TR/UNING 
Grade 20 

8 TRAINING OFFICERS 1 
Grade 17 

F IELD REPRESENTATIVE (authori zed, 
not fi 11 ed 

ADMINISTRATION 

CLERK IV 
Grade 8 

'-I 
ACCOUNTANT 

Grade 15 

\2TYPIST II 
LGrade 4 

I 
LIBRARIAN 

position eliminated 
9/30/73 

\ 
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The curtent Executive Dirctor of the MPTC is Mr. Richard Hannon. 

t4r. Hannon is a former New Haven, Connecticut, police officer with 

extensive experience in police training both with his former agency and 

as one of the original training pfficers of the MPTC. Mr. Hannon holds 

a Bachelors Degree in Police Administration and is a graduate of the F.B.I. 

National Academy as well as numerous short courses. He is also a merrber 

of the National Association of State Law Enforcement Training Directors. 

Mr. Hannon succeeded Mr. James Herlihy, the odginal Executive Dir

ector of the MPTC in 1972. Mr. Herlihy played a major role in getting 

the. MPTC "off the ground ll in its fOYTIlati ve years and was a major parti c

ipant i m the Council efforts to obtai n the 1 and and new buil di ng the 

MPTC cUrl'ently occupies. When he became Director, Mr. Hannon inherited 

a staff of four trai~fng officers and a major backlog of police tecruits 

to be trained, as well as a series of on-going grants from the La\\' Enforce

ment Assistance Administration that were fnvarious stages of completion. 

It is the strongly-held opinion of the PRC/PMS survey team that the 

Council is indeed fortunate to have an individual as able as Mr. Hannon 

as its Executive Director. The Council was quite perceptive in its 

choice of Mr. Herlihy's successor. In the relatively brief time he has 

held this position he has done an adnirable job in closing out the grants 

he inherited, reducing the training backlog and, at the same time, incor

porating the additional 40-hours of training time requested by the Council 

for inclusion in the recruit program. In addition to those accomplishments, 

the Director has been able to develop an improved administrative control 

system for the Academy. However, due" to these heavy admi nis trati ve commi t

tments, Mr. Hannon has.:simply not had the time to spend as much time in 

the field, developing training requirements as both he and we would have 

liked. With the recent staff additions, and eventual hiring of a field 
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coordinator, many of the existing burdens on the Execut;ive Director 

will ease somewhat. Mr. Hannon has been cooperative with the PRC/PMS 

staff assigned to this study, and we have greatly benefited from his 

advice and counsel. In short, M.r. Hannon is an excellent choi ce to 

lead the day-to-day effOl~ts of the MPTC in accompl ishing the expanded 

scope of responsibilities proposed in this plan. 

The original MPTC staff of four instructors began its \'Jork in the 

old State Police Training School in Bethany. moved to an armory in 

Naugatuck where recruit classes were held for two, years until the existing 

facility was completed in Meriden in 1971. Staff instructor turnover has 

been remarkable low during the seven years of the ~1PTC's existence with 

only two instructors leaving -- one to become a Chief of Police and the 

other to return to his original department to obtain the pension credits 

he needed. 

In general, the job of training officer appears to have been designed 

for retired police officers. The qualifications for the job (announcement 

7608) published by the Connecticut State Personnel Department (which 

handles all staffing requirements of the ~1PTC) requires: 

Graduation from a four year college with a degree in police adminis
tration, police science, or education and one year's technical employment 
in law enforcement or as a full-time teachel~ or instructor in an organized 
police training program -- or in lieu thereof, ~o~ less t~an five years 
full-time employment in a Federal, State or mUl11clpal law enforcement. 
agency including not less than one year as a full-time teacher or instructor 
in an organized police training program; or an equivalent number of years 
of the. above em;:Jloyment and college training includ'ing not less than one 
year as a full-time teacher or instructor in an organized police training 
program. 

The original four training officer positions were doubled to eight 

in the 1972 budget and after a considerable period of inaction '(over a.year) 

on the part of the State Personnel Depart~ent, the remaining four positions 

were filled in mid-1973. At the same time, the position of Director tif 

I 
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Training was finally filled after a similar period of equally frustrat

ing delays by the Personnel Department. This pOSition vlill be discussed 

separately later in this section. 

The eight incumbents of the training officer pOSitions have the 

following backgrounds: 

Training Officer A: 

Training Officer B: 

Training Officer C: 

Training Officer D: 

A.A. Degree in Police Administration, 
16 years police experience, 3 years 
MPTC training officer 

B.A. Degree in Police Administration. 
retired captain with over 25 years 
police experience, adjunct experience 
as college level instructor. Newly 
hi red at ft,PTC 

Retired New York City police officer; 
B.A. from Fordha~ 4 years experience 
as MPTC instructor\. S~ .. ~bJ'tl-}<; 

A.A. Degree in Police Science. 12 
years experience as police officer 
(Sgt.), 3 years as MPTC instructor 

." 

Training Officer E: B.A. in Police Acministration -- working 
toward M.A. degree. 12 years experience 
in police work. ne\'Jly hired at MPTC 

Training Officer F: 

Training Officer G: 

Training Officer H: 

Less than a year from B.A. in Police 
Administration, 8 years police exper
ience, 4 years as MPTC instructor. 

Just starting college. 5 years police 
experience. some experience as police 
instructor, newly hired at MPTC 

Retired detective lieutenant; graduate 
FBI National Acacemy, no college, 2 
yea rs as MPTC ins t ruetor. 

In OU1~ field survey, a random sample of ~1PTC graduates was asked 

to rate the quality of their instructors. They::-were particularly 

impressed with several of the trai ni ng offi cers, but none of the exist

ing instl'uctors was rated less than "good," 

The officers felt that the police backgroun'd of the instructors \'Jas a 

real plus. In our own interviews wijth the training officers, the PRC/PMS 
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team felt that the training officers -- taken as a group -- were quite 

competent to perform the ~,,;ecruit training function. Mos:t felt that the 

program should be expand~d and were highly motivated to be involved in 

a broader effort. In short, the MPTC staff appears t.o have the basic 

qualifications and no recommendation for char;gin9 the position qualif

ications will be made at this time. 

The position of Director of Training is a new one and the current 

incumbent was only hired within the last several months; little can be 

said about this individual's performance. The individual hit'ed for this 

position has quite a unique background that on its face would appear to 

make him well qualified for the job. The job description for this 

position states that the Training Director's duties B.re to "plan and 

organize the development of the curriculum for recruit and in-service 

training programs conducted for municipal police personne1." t~ore 

specifically, this individual is t'esponsible for: 

The preparation of course outlines 

Coordination of training programs at the Academy and approved 
regional training facilities 

Formulation and development of plans and procedures to meet 
specific training needs 

Development and compilation of training manuals and other train
i n9 ai ds 

Keeping abreast of new developments in law enforcement training 

Analysis and evaluation of new training aids, manuals, or other 
mater; als and recommendations regardi ng thei l' use at the Academy or 
other facilities 

Representi ng the Counci 1 or Executi ve Di rector at meeti ngs, 
conferences or other law enforcement acti vi ti es 

Assisting in administration of Council activities. 

The ne\rlly-hi red Di rector of Tra i ni ng ranked number one on the State Per

sonnel Department exam for this position and after a sel'ies of interviews 

~---~ ---~ ---------~----~ ----~---
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was selected to fill the position. The Training Director holds an 

undergraduate degl~e in Science and a Master's Degree in Education. 

He served five years in one of Connecticut's larger police agencies and 

. has experience as a guidance ciJu.nselor, teacher and social worker. It 

would be difficult to find an individual with a better background for 

the position. In our interviel'/s, MI'. Kelly favorably impressed us with 

his grasp of the position and his initial weeks on the job indicate that 

he has a comprehensi ve idea of what has to be done and hOI'J to do it. 

We recommend that the Director of Training assume one additional task. He 

should be reaponsible for the preparation of an annual evalaution of pro

gram effecti veness both ·at the Academy and of local agency response to 

the relevance of program content. 

The salaDi ranges for the Director of Training and for the training 

officers are both much too low for the demands of these positions. The 

. Director of Training is a. state civil service Grade 20. This grade has a 

salary range of $12,270 to $14,826 \'lith annual increments of $426.00. 

The trai ni ng offi cers are state ci vil servi ce Grade 17. Thi s grade has 

a salary range of $10,479 to $12,837, with annual increments of $393. The 

Executive Director is a grade 25, with a salary range of $15,592 to rI9,126. 

Given the scope of responsibilities envisioned for the Executive Director 

in this plan, it is clear to us that this will be inadequate compensation 

for this position. 

It is our strong recommendation that the minimum starting ~alary 

for a training officer be raised to at least $12,500 with a ceiling of 

$14,600. The Director of Training position should have a starting salary 

of $14,600 and a ceiling of $16,800. The Executive Director's salary 

should range from at least $17,500 to $2i,500. It is our strongly held 

judgment that these recomnended salary levels will absolutely be . 
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necessary to retain and attract qualified people for these demanding 

positions over the next five years. 

Another position at the Academy that is currently being phased out 

due to the termination of the federal grant that supported it is that of 

Academy Librarian. The AcadGmy maintains one of the finest collections 

of police literature in the state, and the individual currently filling 

this job has done ar: admirable job of organizing, cataloguing and con

trolling this material as well as serving as a researcher for curriculum 

development. With the exploding growth of police technical literature 

available as the result of federal support of police-related research, this 

position assumes added importance. For far too long, people have assumed 

that all a police officer needed to fulfill his function was a -badge, club, 

gun and some rudim2ntary training. In point of fact, knowledge is one 

of the primary attributes of the effective police officer, and a decision 

to teminate this position is unconscionable. vJe recommend as strongly 

as possible that the librarian/resea~cher position be made part of the 

regular s taffof the MPTC. This library is one-of the Academy's most 

vital resources and to allow it to detel~iol'ate ff this position is lost 

would severely dama~e the r'lPTC's ability to deliver the best available 

training to municipal police officers. 

We have not evaluated the clerical positions of the MPTC, but have 

received no information that any problems exist in these positions. 

The MPTC currently presents a 200-hour course for police recruits. 

Of these 200 hours, 160 are considered to be "mandatory" and 40 "non

mandated." From an operational standpoint, 34 of the 200 hours are 

taught by non-MPTC ins tructors representi ng the fo 11 owi ng agenci es : 

1. F.B. I. - 10 hours 
2. Connecticut State Police - 7 hours 
3. Department of Health - 3 hou:s 
4. Commission on Equal Opportumty - 2 hours 
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5. Juveni1e Court - 2 hours 
6. Nati onal Auto Theft BUl~eau - 2 hours 
7. The Alcohol, Tobacco and Firearms (AFT) Division of I.R.S. _ 2 hours 
8. American Cancer Society - 1 hour 
9. Liquor Control Commission - 2 hours 

10. Conn. Department of Transportation _ 2 hours 
11. Conn. Welfare Department - 1 hour 

Approximately 40 of the 200 hours are devoted to police traffic supervision 

responsibilities; 16 hours deal with the provision of various emergency 

medical services; 46 hours relate to physical training, defensive tactics 

and firearms; 12 hOUI~S deal with the criminal investigation responsibilities 

of police; 38 hours relate to criminal law, search and seizure, rules of 

evi dence, etc.; 15 hours are used for ori entati on, exams, etc. and the 

remaining 33 hours relate to various specialized police r.latters (e.g., 

handling live wires, report writing, narcotics, bomb recognition, gambling, 

etc. ) 

Two MPTC training officers are usually assigned as class coordinators 

fOI~ each recruit class. Their job is to baSically take charge of a 

class, handle disciplinary probler:ls, make sure scheduled speakers are 

there, and so forth. The Council ordered nigh~ sessions to cram more 

material into the short time period allotted fOI" training. Duri ng the 

summer months, this night training -- usually from 7 to 9 p.m. __ really 

puts intense pressure on a class. After a full day of classes their 

attention to the subject matter is definitely diminished. Hhile ~/e 

applaud the Council's motives in trying to give the recruits as much train

ing as possible, it is OUI' judgment that "night training" is an educ

ationally dysfunctional practice. However, until the expanded curriculum 

is ope}~ational, night training probably should be continued. 

Each instructol' carries a teaching load of roughly 25 hours fOI~ 

each five week recru"it class. The coordinators assigned to the class 

usually will have a more intensive load because of their responsibility 



( 

( 

c 

~------------------~, 

6-24 

for the smooth functioning of the class. 

One of the most serious deficiencies of the curriculum is its 

heavy dependence on the lecture method of instruction. It is strongly 

recommended that at least 25 percent of the expanded curriculum consist 

of other modes of instruction, particularly those that allow the recruit 

to "leam by doing." For example, use should be made of psychodrama 

techniques, simulation of field conditions, actual investigations of 

"arranged" traffic crashes at a test sites etc. Most important, we 

recommend that in the expanded curriculum at least one week we devoted to 

actual field training wherein a recruit is assigned to a specially trained 

"coach" in an operational policy agency so that he has the chance to 

compare theol"y to reality. This field training should occur about 3/4 

of the way th l"ough the program. 

With regard to the technical competence of the MPTC training officers, 

we strongly recommend that the Director of Training develop and present 

an in-service program for the training officers to bring them up-to-date 

on the theory and practice of instruction. This should be accomplished 

prior to the initiation of the expanded recruit ·training program. 

The MPTC has a set of rules and regulations governing the conduct 

of officers attending the Academy. These rules were last revised in 

August, 1972. 11h11e some\l/hat restrictive, the rules are basically fair 

and relevant to the purposes of the Academy. We do recommend that the 

MPTC consider changing its policy restricting the students to the Academy 

dUl'ing the \I/eek. These recruits are, for the most part, grown men and 

shoul d be allowed town passes after the second week at the Academy. We 

expect these men to function on their own as police officers once they 

leave the AcadelflY, and there is no reason to treat them as if they were 

unruly children. One of the Academy·s purposes should be to instill 
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a sense of responsibility in these officers and if they are not 

given the freedom to be l"esponsible for their own behaviol" by the MPTC, 

what guarantees does the public have that they ~lill act responsibly on 
the street? 

In this same vein, we have examined the grades of a number of v 

classes and are forced to conclude that v;'rtually no one fails at the 

Academy unless he" is completely unmanageable. We strongly recommend that 

the Academy take a much more discriminatory stand on eliminating those 

individuals whose perfol"mance is only mal"ginal during the training process. 

The basic feeling of the ~iPTC staff appears to be that they don1t have 

the I"esponsibility to flunk out marginal perfor~ers. In short, the staff 

feels that if an individual is hired by a municipality then he is qualified 

to be a police officer. To our way of thinking, this implicit policy is 

simply wrong. The training pl"ogram should be seen as part of the sel

ection process and if an individual clearly demonstrates that he doesn1t 

have what it takes to be a police officer, then the MPTC shOUld assume 

the responsi bi 1 i ty to inform hi s or her hos t po.l i ce agency. The MPTC 

is not doing the municipalities or the public any favol" by letting these 

marginal performers slip through. On the contrary, such marginal indivi

duals can only hurt their own department in the long run, as well as 

reflecting poorly on the quality of MPTC training. Hhile the "Coventry" 

incident of several years ago is probably not the best example, it is 

indicative of the types of problems that could be eliminated by taking a 

harder look at the attitudes and capabilities of some of these potentially 

unSUitable officers during the training process. 

One way the MPTC could deal with this Pl"oblem is by examining 

the Psychological counseling progl"am of the Hartford Police Department 

Recruit School. This is an excellent program and one that the MPTC should 
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seriously consider adapting to its own needs. (Information on this 

counseling program can be obtained from the HPD Psychological Consul

tant -- Dr. Jack Flynn of the University of Connecticut.) 

In terms of staffing needs of the MPTC required to implement the 

expanded program, vie recommend the following: 

Recruit Training 

In-service Training 

Promotional and Command Training 

Specialized Training Programs 

MPTC Certification Program 

Library/Curriculum Research 
Techni ca 1 

6 training officers assigned 
speci fi ca lly to thi s fUl1cti on 

3 training officers assigned 
specif'ically to this function 

2 traoining officers assigned 
specifically to this function 

1 training officer/coordinator 
assigned specifically to this 
functi on 

1 field coordinator, 1 training 
officer assigned to this function 

1 librarian/researcher 

These are the basic minimum staffing r~quirements for the MPTC to 

do an effective job in implementing the training plan recommended in this 

report. Two other functions which are recommended in this document: 

(1) administration of an educational wage-incentive plan and (2) develop

me~t and administration of a centralized police training records registry 

will also require additional staffing. More specifically, the \oJage in

centive plan will require one training officer and one additional clerk 

typist. This officer will also be responsible for all Academy/college 

interaction programs and should report to the Executive Director. The 

centralized police training registry should be placed under the Director 

of Training and will require one additional clerk typist. Under this 

staffing plan, it will be necessary for the MPTC to add six additional 
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training officer positions, one libl"arian researcher, and two clerk 

typi st posi ti ons. /l. proposed organi zati on cha rt for the expanded 

staffing plan will be found on the following page. 

In summary, the present staoff of the MPTC consists of fifteen 

authorized positions: 1 Executive Director; 1 Director of Training; 1 

Field Coordinator (authorized, not filled); 8 Training Officers; 1 Clerk 

IV; 1 Accountant; and 2 Clerk Typist II. The staffing plan proposed 

here will require a total of 25 authorized positions. Once again, the 

financial plan for this proposed expansion will be described later in 

this document. 

Next, we \oJill discuss Acaden1Y facilities. The MPTC is housed in a 

newly constructed building located in Meriden, Connecticut. The MPTC 

shares the building with the Connecticut State Police. The building was 

constructed out of a bond issue that envisioned a modular, phased plan 

of facility developr:lent. The initial phase of the bond issue financed 

the construction of classrooms, auditorium, kitchen, dormitory, adminis

trative and conference rooms, indoor firing range and parking facilities. 

Management of the Connecticut Police Academy building is nominally 

in the hands of the Department of Public Works. In fact, the MPTC and 

the State Po1ice divide the training facility between them. The State 

Police are in charge of the maintenance, kitchen, etc. To some extent, 

there is a "yours ll and "ours" attitude about the use of the building. 

An agl~eement enti tled "Concept of Operati ons" between the MPTC and the 

CSP was signed by both parties at the time the facility was developed. 

While no major problems have arisen, it would be better if the HPTC 

had clearer control over a portion of the Acaden~ building. This can 

probably be handled administratively between the two parties and it 

would appear that no statutory amendments will be required. However, 
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PROPOSED MPTC ORGANIZATION 

I MUNICIPAL POLICE TRAINING COUNCILl 
/' 

!EXECUTIVE DIRECTORI 

SPECIAL PROGRAMS 
--1 training officer 
--1 clerk typist II 

1 fiel? ~oordin~tor --1 CERTIFICATION POGRAMSI 
1 tral m ng offl cer -- I 

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

1 accountant 
ADMINISTRATION -- 1 clerk typist IV 

'--____ --J -- 2 clerk typist II 

I TRAINING 'OPERATIONS/ 
/ 

I DIRECTOR OF TRAININGl 

_ ~. REGISTRY 1 clerk typist II [ UBRARY'r--t- POLICE TRAINING -- 1 training officer 

.---c==~~~C::=:=:=:=:=:::-;:=:=:=::::L.-
PROMOTIONAL COMMAND TRAINING IN-SERVICE REFRESHER TRAINING RECRUIT TRAINING 

-- 2 training officers -- 1 training officer -- 3 training officers -- 6 training officers 
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in light of the proposed expansion of MPTC responsibilities, this 

administrative agreement should be pursued in the near future to avoid 

and potential scheduling problems. 

The existing Academy facilities are more than adequate to handle 

the expanded ~1PTC program. However, certai n defi ci enci es must be cor

rected to enable the Academy to function as effectively as possible. 

We are not going to comment on the problems of getting the bond issue 

for the later phases of facility development. This is an internal issue 

of Connecticut state government and I've are simply not qualified to dis

cuss the issues involved. However, we do have some definite opinions on 

the need for those facilities \"equired to make the ~1PTC prograJil a success. 

First, the Academy was designed to provide central air conditioning 

(e.g., all the ductwork is in place, etc.). However, air conditioning 

was never installed because of a lack of funds and a policy decision by 

state government that only those government facilities containing environ

mentally .. sensitive equipment (e.g., computers) would be eligible fOI" air 

conditi oni ng. From an educati ona 1 s tClndpoi nt at the Connecti cut Pol i ce 

Academy this policy is an exceptionally poor one. The building becomes 

so hot during the summer that effective training becomes difficult, if 

not impossible. The temperature in some of the classrooms and offices 

exceeds 900 on warm days. The cost of the required air conditioning 

equipment is on the order of $80,000. We recommend, as strongly as pos

sible, that the funding for such air conditioning be provided by the 

State as soon as possible. This equipment cannot be considered a 

1I1uxuryil purchase in any terms. It is a vitally necessary component of 

an effective training program. 

Second, firearms training for MPTC recruits is currently.being pro-
10 

vi ded at the CSP range in Simsbury, approximately aM-mil e round tri p 
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fi'om the AcadelT\Y at Meriden. This is an excellent range, but it is 

too far from the Academy for the heavy us age envi s i oned in the plan. 

This problem is compounded by scheduling problems. The indoor range at 

the AcadelT\Y itse'lf is virtually useless. It is poorly designed, frequently 

inoperative and something of a safety hazard. The Academy needs an out

door range on its own grounds. The land is there, the CPCGA will likely 

be able to provide up to 50 percent funding, and, it is recommended that 

the State supply the remaining funds for the construction of this range 

at the earliest opportunity. The total cost of this range is estimated 

at $100,000. Thus, if federal funding is provided for 50 percent of the 

cost, the State will be required to provide the matching $50,000 to 

complete construction of the range. 

The Council has supported the need for a driving track at the 

Academy for skid-pan, pursuit and defensive driver training for its 

recruits. The Council has developed some strong evidence in support of 

this perceived need. While PRGjPMS does not oppose the need for such a 

facil i ty, it is our assessment tl1at other faci li ti es can be obtai ned .at 

no cost to the taxpayers to accomplish the same·purpose. The GSP, for 

example, recently provided skid pall training to some of its own officers 

on an unused porti 011 of B radl ey Ai rpod. Therefore, it is our bas i c 

recommendation that the MPTC exhaust all other possibilities before 

attempti n9 to seek fundi ng for the deve 1 0pl11ent of a dri ver trai ni ng 

track on its own grounds. 

The MPTC has also sought funding in the past for a so-called IItrain

ing tankll or, more specifically, a swimming pool, to train recruits in 

water safety and rescue techniques. While there may be some justification 

for such training for shoreline communities and because of the dangers 

associated with backyard pools, we regard this as an item of the low 
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pri ori ty. If the MPTC can develop adequate ,Justification fOI" the need 

fot' such training -- \lie recolmlend that they obtain the use of a municipal 

swimming pool or a pool in a nearby educational facility. 

The physical training facilities of the Connecticut Police Academy 

leave much to be desired. The ~~PTC feels that a gymnasium is needed. 

At present, the rather limited physical training program of the Academy 

is undertaken outdoors or in a small room in the dormitory ""ring that 

contains a Universal Exercise Machine. However, the absolute need for 

a gym on the Academy grounds has not yet been established. The basic 

thinking on this question is on the order of lIif we have a gym then we 

can develop an imptoved physical training program. 1I The PRC/P~1S staff 

feels that the need for gym facil i ti es can only be determi ned once a pro

posed program for physical training is developed. Facilities follOi'J pro--

grams, not the reverse. The MPTC staff wi 11 have to do its IIhomework
ll 

first in developing a detailed physical training program before a deter-

b f1'I~mlly established. In the -interim, mination of need for a gym can e 

we recommend that the MPTC obtai n the use of or rent gym facil iti es from 

the school system in Meriden. 

The Academy has excellent audio-visual equipment (e.g., video-tape, 

projectors, tape recorders, etc.) and has no real,needs in this area. 

Some suggestions have been made that the MPTC develop video-tape cassettes 

for in-service training purposes that could then be loaned to local police 

Th ' . an excellent idea and vie recommend that the Director agencies. 1S 1S 

of Training assume responsibility for dete~'mining the feasibility of this 

propos a 1. 

This concludes our review of ~IPTC staff operations. In the next 

sections, we will deal with the financial aspects of the existing and 

proposed MPTe program. 
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6.4 Fiscal Planning for MPTC Programs 

The Executive Director supplied the PRC/PMS staff with a fiscal 

history of the MPTG. The table below summarizes r~PTC funding from 

State funds from 1967 to the present. 

FISCAL YEAR 
1967 - 1968 
1968 - 1969 
1969 - 1970 
1970 - 1971 
1971 - 1972 
1972 - 1973 
1973 - 1974 

STATE FUNDS RECOMMENDED 
$ 54,897 

87,737 
103,903 
118,418 
163,100 . 
184,750 
188,300 

ACTUAL EXPENDITURES 
$ 35,471 

73,823 
84,743 
93,934 

100,268 
135,839 

The di fference between the recommended funds and actual expendi tures 

can be explained by state delays or ptoblems related to the filling of 

authorized positions or because of the acquisition of grant funds by the 

MPTe ~lhich served to offset some personnel costs. ~1e ~",ill not rev;e\v 

the MPTC's handling of LEAA grants because, in some cases, the MPTC simply 

acted as a flmdi ng condui t for some other pl~ogram (e. g., the ~jark 1 e and 

Fishman police law courses) in the remaining cases life lack the infol'

mation to intelligently evaluate accomplishments. We "dll, however, 

note that in the early years of MPTC operations, some CPCGA grants Ivere 

extremely useful in equipping the P.cader.w with training aids, films, 

etc. and for the development of the excellent Academy library. 

In l~eviewing the 1973-1974 budget request, we note that 86.4 per

cent CKf the budget is a'llocated to personal services; 11.5 percent to 

current expenses; and 2.1 pel'cent to capital outlay. 

At present. the only source of MPTe fundi ng is the State Genel~a 1 

Fund supplemented by federal grants. 

The GPeCA recently proposed (as reported in Secti on 4.0) that they 

award a IIbloc grant ll to the MPTC to enable the Council to coordinate 

all LEAA-funded training progl~an~s in the state. This proposal is in 

line with current epeCA thinking, v.fhere responsibility for a particular 
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functional activity is placed with one specific agency to provide 

overall coordination of state arid local activities in that area to the 

extent possible. CPCCA did this recently with youth services by funding 

a bloc grant to the Department of Children and Youth Services. The 

simple fact is that this proposal reduces the administrative burden on 

the CPCCI~ and focuses responsibility outside on a more appropriate line 

agency. This is an excellent concept and one that the ~jPTC should readily 

accept. There are some problems associated with accepting this bloc 

grant. The grant will place additional administrative responsibilities on 

the MPTC and r.lay require the Council to make some tough decis.ions on local 

grant applications for police training that, under the bloc grant concept, 

must be submitted to the HPTC for approval. 

HOI'/ever, this pt'oposal gives the t'lPTC an unparalleled opportunity to 

exert strong leadership over police training in Connecticut. This grant 

must be accepted if the MPTC is going to become a viable organization. 

In the first place, the CpeCA has proposed a first-year allocation of 

between $200 and $300 thousand for this program. This will be iJ.n excellent 

source of fi nanci ng, for the short term. to permit the MPTC to expand its 

training program without increasing the cost to local municipalities. 

This is the time for the Council to exert leadership -- it is not a time 

to quibble over minor details -- both in terms of its (J,<ln interest as 

well as the interests of police officers throughout the state. Consul

tant staff has discussed the allocation of these funds with MPTC staff 

and CPCCA representatives. We propose that the ~lPTC allocate the funds 

as follows (assuming that $300,000 is available): 

Grant Administration 

New England Institute of 
Law Enforcement Management 

$17,000 

$50,000 

1 
! j 

I 

Offset local recruit training 
expansion costs (300 recruits 
at $120) 

Construction of firirg range 
(50 percent of cost) 

Fund to cover local costs of 
sending officers to MPTC 
programs 

Funding of police law-related 
in-service training courses 
(Markle/Fishman) 

Funding innovative local 
training programs 
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$36,000 

$50,000 

$30,000 

$50,000 

$67,000 

Under this proposed first year funding plan, the ~1PTC will hire 

an individual to administer this grant who will be responsible for the 

tedious application and reporting reqUirements associated \,lith such 

federal programs. This individual will report to the Executive Director. 

Basically, t.he..only funding decis·ions the Council will have to make under 

this plan will be in deciding which local training grant applications should 

be funded. Therefore, we strongly recommend that the MPTC accept tilis 

grant. * However, the MPTC sl10ul d accept the gr.ant only for as long a 

period as it takes to obtain passage of legislation, described below, that 

we fee 1 ~<li 11 put the MPTC on a sound f,' s ca 1 bas,' s -- b not s u ject to the 

vagaries and uncertainties associated w,'th f d 1 e era funding and the frequent 

convolutions at the state level. 

Earli er we descl'ibed an expanded s taffi ng pl an for the ~.1PTC. We 

estimate that this plan ~1i1l reqUire $285,000 per year for MPTC salaries, 

$35,000 for normal operat,'ng expens $50 000 t ' es, , 0 offset local costs, and 

an annual capital outlay of $7,000. In addition, we estimate that the 

proposed educational wage incentive program will cost on the order of 

*The grant was subsequently accepted by the NPTC. 
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$1 ~OOO ~OOO pe r ye a r. Th us, the r~PTC wi 11 req ui re rough ly $1.4 Illi 11 i on 

per year to operate the proposed program. I t appears unl i ke ly to us, 

that the state will support the total amount of this expansion. However, 

we feel that the State should provide at least 40 percent of the personal 

services and operating costs of the MPTC -- exclusive of the proposed 

wage incentive plan. This means that the State vii 11 provide roughly 

$160,000 per year from the General Fund. The problem now is to seek the 

remaining financing from a source other than the General Fund. 

The biggest barrier to the expansion of police training is the lack 

of funds to subsidize the cost of training and to offer incentives to" 

impiove existing ~evels of police training and education in the state. 

Present MPTC appropriations are adequate to cover the direct costs of 

instruction but not the living expenses of recruits let alone to provide 

in~enti ves for higher levels of training. The experience of other states 

is of interest in this regard. 

The MPTC works on a fixed annual appropriation. Other states are 

increasingly seeking nel'J sources of financing for their police training 

programs. A number of states~ including California, Nebraska, Florida~ 

Indiana, Arizona, New Jersey, Minnesota and others have been, or are 

contemplating, earmarking of a proportion of fines or court costs in 

criminal and motor vehicle cases for financing of their police standards 

and training councils. Since Connecticut assesses no court costs in 

either criminal or traffic cases, such a program in Connecticut v/oulcl 

have to be financed from fines collected in criminal and traffic cases. 

The garni shed 1:1Oni es are used to pay for the di rect cos ts of 

instruction, living and travel expenses, and salary supplements for 

trainees. Municipalities typically receive 50 percent of the salary 

of a"trainee while he is undergoing basic training. There is certainly 
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justification for this, since the officer will spend the majority of 

his time enforcing state rather than local laws. Several states extend 

salary reimbursement to officers undergoing in-service or specialty 

training. When local departments run approved schools, they are reim

bursed for 50 to 100 percent of direct training costs. 

Control over such funds gives the Training Council the ability to 

extend the training period and ~xercise more control over program content. 

In Connecticut, for example, with reimbursement of a portion of local costs, 

the present 200-hour program could be expanded to 400 hours without addit

ional cost to the municipalities. If reimbursement were limited to muni

cipalities which "met ~iPTC standards in areas such as selection methods, 

in-service trail1"ing~ etc., the scope of MPTC jurisdiction could be increased 

0ithout requiring the institution of politically-controversial coercive 

enforcement of standards. 

Typical financing plans, existing or proposed, from several states 

are described below: 

State of Oregon. Revenue base includes all criminal and traffic 

fines (except parking) and bail forfeitures. Funds ate generated as 

follows: $1.00 for all fines between $5-$14.99; $2.00 for fines from $15 

-$44.99; $3.00 for fines of $50-$99.99; $5.00 for all fines over $100. 

State of Ohio. $1.00 additional on all fines and forfeitures except 

parking. " 

State of Ninnesota. $2.00 for every $20.00 in fines, penalties or 

forfe'j tures actua.lly imposed. 

State of South Carolina. Same as Oregon. 

New Jers&. 5 percent of a 11 fi nes except parki ng. 

California. $5.00 for every $20.00, or fraction thereof, of every 

fine, penalty, or forfeituY'e imposed. Also includes a similar penalty 
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assessment on bai 1. 

Indi ana. $1.00 from every case handled by prosecutOl~ for whi ch he 

recei ves a fee. 

Nebraska. $1.00 for every ~ase in It/hich court costs are imposed. 

Several states, such as Illinois and Florida provide incentive pay

ments for college credi ts. An offi cer meeti ng the Council's mi nimum 

educational attainment receives a salary supplement from his employee. 

The muni ci pa 1 i ty is rei mb ursed by the Council for thi s paymellt out of its 

earmarked funds. Not only would such a.program assist in upgrading police 

manpower, it arso could give the MPTC some bargaining power \lith the 

colleges. If, for example, only credits from selected programs meeting 

MPTC specifications qualified an officer for the incentive program, then 

colleges would tend to seek MPTC guidance as to the types of programs they 

__ .should be offering. 

Several states require an officer to reimburse the state and/or 

municipality for monies expended on his training if he fails to remain 

vlith his department or in public law enforcemen~ Hork in the State. Florida 

requires the trainee to stay on the job for one year while Idaho requires 

two years. This type of penalty seems rather severe, but it has merit 

to assure that public dollars are not wasted. 

In s umlla ry, whi 1 e \'le 1 ack revenue fi gures on revenues generated by 

court costs and penalties in Connecticut courts, we judge that the adoption 

of an appropriate plan similar to these described above would provide the 

MPTC with the necessary funds to implement the proposed expansion of 

training capability. 

( , 

( 

7-1 

7.0 ALTERNATIVES AND THE DECISION-MAKING PROCESS 

[Many consulting contracts are completed with the delivery of a 

final report that mayor may not be acted upon. Other consulting con

tracts offer an opportunity to work with the client; to discuss alter

natives and decisions; and to reach consensus positions consistent with 

organizational goals and objectives, fiscal and politic~l realities'. 

Very obViously, the latter circumstance is the ideal; the former is 

more typical and often less rewarding in terms of achieving intended 

purposes. 

Fortunately, this consulting contract has proceeded along the 

second path. During September and October, 1973, reports were presented 

and considered, alternatives and deCisions were discussed and many con

sensus positions reached. 

. Because of the anti ci pated turnover in the Council's compos i ti on, 

because of the expiration of six members' terms, it is important to review 

what happened and to give the rationale for the events which took place and 

the consensus pos i ti ons wlli ch \'Iere reached. 

It should be emphasized that these consensuses (or- declsio'ns) which 

were arrived at are not binding on the Councilor its incoming members. 

These matters do, however, l"epresent best professional advice as Pl"O

vided by the PRC/PMS studY team tempered by the advice and counsel of 

Council members and MPTC staff at a seri es of meet; ngs held in September 

and October, 1973. 

A record of those deliberations follows.] 

The purpose of this section is to record events of September and 

October, 1973, as they relate to deliberations of the MPTC, its Pro

fe.ssional Development Sub-committee, and MPTC staff Which participated 

in the several meetings. The key events during the period include: 



......... ;;::;::$5 

(' 

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

7-2 
t2 ,'~. ~.r.~:r~",:,~.? 
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scheduled meeti ng of the Council on Thursday, Septerrber 6, 1973. j 1(:','~,~~ 
# > .... 0V4 ... '". - ..... ~:~. 

--A meeti ng wi th the Professi ana 1 Development sub-commi t~ee on. ,:~ 

September 12, 1973 to discuss the general summary. 

--Del i very of a document entitled "A1 ternati ves and the Need for 

Discussions" at the Council IS meeting of October 4, 1973. 

--Meetings of the Professional Development Sub-committee on Oct-

ober 9 and 15, 1973. 

--Preparation of a memorandum dated October 15, 1972, entitled 

"Agreements and/or Cons ens us Reached at the Meeti ng of the Profess i ona 1 

Development Sub-committee. II 

--A special, informal meetiQg of the Council to hear: the report of 

the consultant on October J.8, 1973. 

With Section 4.0, 5.0 and 6.0 as background, materials from the 

report' on decisions and al ternati ves is incl uded here together wi th a 

discussion of deiiberations and/or an indication of decisions made or 

consensuses reached. As with several of the preceding documents ,and 

deliberations, nine topic areas are discussed: 

--Recruit T.raining 
--In-service Training 
--Supervisory and Executi ve 
--Specialized Training 
--Specialized Services 
--Standards 

Develop~ent 
, 

--Fad li ties 
-~Funding and Allied Matters 
--Miscellaneous Matters 

. 
"7.1 Recruit Training 

A1though several 
1 .~- ::--;~ .. ~~~ '~ir 

1 

recommendations were made about recruit. t:raj,ning .. 

the basic issue concerned how many hours should MPTC mandate and when. 
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'The" first decision statement asked, IIAssumi.ng that.r:ecr"u;t. training 

must be increased in number of hours, 1i~'1 many hours should_·be re

:quired and when should the increase be ins:tjtiJted?" : : .... 

The recruit training alternative section recommended a standard 

of between 320 and 400 hours for all newly appointed police officers 

and the following alternatives: 

ALTERNATIVE 1: 

ALTERNATIVE 2: 

ALTERNATIVE 3: 

MPTC provides basic training for 
all police recruits in the State. 
Certified local training schools 
provide additional or supplemen
tary training they desire. 

MPTC provides basic training to 
recruits from departments lacking 
a certified training capacity. 
MPTC certifies existing recruit 
programs meeting the 320-400 hour 
standard. 

MPTC trains a port; on of the recruits 
requiring training up to their capac
.ity and contracts wi th certified 
academies to provide training to 
recruits in excess of their capacity. 

--Dec;sions/Consensus. When it was determined that present MPTC 

staff coul d haoole upwards of 320 academi c hours and that CPCCA. fundi ng 

could be used to pay for additional costs incurred, the 320 hours was 

generally agreed upon. In addition to the 40 ho~rs of field training, 

an additional 40 hours of local training (now done by most departments) 

would be required. Therefore, the Connecticut MPTC would mandate a 

minimum 400 hours of training -- 320 academic hours in residence and 80 

hours to be accomplished locally. MPTC staff would prepare a checklist 

for the additional 40-hour local training. 

A.lternative #2 was preferred by most in attendance. 

7.2 In-service Training 

A distinction has been made throughout the report between" in-service 

as opposed to specialized training. Many police administrators think of 

--- ------- -- - -
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, any pos t-recrui t training as "in-servi ce." 

However, for purposes of this report, specialized training generally 

refers to programs of instruction (short courses, etc.) which prepare an 

officer to do specific jobs or impart information of a limited nature. 

Courses on fingerprinting, photography, methods of investigation, drug 

abuse, child abuse, etc. would fall within the definition of IIspecialized li 

training. "In-service" training is apt to be more varied s cover a variety 

of topics and tends to be aimed at the uniformed officer. It could be 

a one-week training program or could be given at roll call every day. 

This distinction is not critical for purposes of police training eer 

~, but it is important to the recormnendati ons as presented. 

Two in-service training decisions were called for: 

# A the concept of mandatorv in-service training Decision 2: pprove _ ~ 

for all Connecticut police officers of at least 40 hours per year. 

Decision #3: Approve the concept of .lIrefresher" training as the 

initial thrust by the Council in selling the program and helping depart

ments to meet the standard. 

The following comments wet"e added: 

On the basis of field work and subsequent research, it is clearly 

evident that with several exceptions, local Connecticut police agencies do 

not have a basic grasp of what in-service training should embody. There

fors, it is strongly recommended that MPTC adopt and enforce a 4O-hour 

in-service training standard. 

Further, the career development model defined lIadvanced li training 

as a course which would "emphasize a re-assimilation of basic training and 

would bring the officer up-to-date on changes in the law, advanced police 

t ' t" praclces, e c. 

In the course of the Sub-committee's deliberation, Professor 
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Schaeffer adVanced an in-service training concept that would require 

heavy emphasis during a man's first five years and then a required 

program at five year intervals after that. (This might be considered 

as an alternative to Decision #2) 

Alternatives were presented for two types of training -- one called 

"refresher" training -- later re-named "advanced" training and the other 

(basic) in-service training which might be giVen in any polic e depart

ment. With the word "advanced" substituted for IIrefresher li the altern-

atives as originally presented were: 

--Advanced Trainin[ 

Standard 

Population 

ALTERNATIVE 1: - -
ALTERNATIVE 2: 

ALTERNATIVE 3: 

ALTERNATIVE 4: 

Concentrated 40-hour advanced course: 
(l) one year after completion of re
cruit training; (2) between the fourth 
and fi fth year after graduati on from 
recruit trai ni·ng; and (3) between the , 
seventh and fourteenth year after grad
ur·ti on from recrui t schoo 1. 

All offi ce rs below the rank of sergeant 
eligib le by vi rtue of thei r anni versary 
year of employment. 

I MPTC presents all advanced training at 
the Connecticut Police Academy (CPA). 

MPTC presents advanced trai ning at the 
CPA for those departments lacking a cert
ified training acadefT!Y. Inspects and 
certifies all other adVanced training 
programs, 

MPTC contracts with certified academies 
to provide adVanced training on a regional 
basis. 

MPTC develops a 40-hour videotape advan
ced course and distributes it to local 
agencies, along with appropriate testing 
materials. 

MPTC develops programmed course for 
local agencies and provides testing 
materials to enable local trainers to 
monitor performance. 
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--In-service Training 

Standard 

Population 

ALTERNATIVE 1: 

ALTERNATIVE 2: 

ALTERNATIVE 3: 

ALTERNATIVE 4: 

ALTERNATIVE 5: 

7-6 

40 hours per man per year. 

All officers below rank of sergeant. 

I~PTC revi m'lS 1 oca 1 programs to deter
mine if the departments are meeting the 
standard. MPTC conducts no actual in-
service itself, simply performs an 
inspection function. 

MPTC develops in-service training mater
ials (curriculum, lesson pl2..1s and hand
out materials);"distributes to local 
agencies and conducts review to verify 
agencies are providing the required in
service. training. 

MPTC instructors assist smaller agencies 
in putti ng on i n··serv) ce programs. Reviews 
other programs to ass ure that standard is 
met. 

MPTC instructors and audio-visual per
sonnel develop video-tape presentations 
for distribution to local agencies for 
in-service training. 

MPTC develops a form of "training keys" 
for distribution to local agencies. 

ALTERNATIVE 6: MPTC contracts with certified 10cal train
ing units to provide regional in-service 
programs. 

ALTERNATIVE 7: MPTC develops programmed learning in-service 
correspondance courses for local agencies 
lacking capacity to provide alternative 
training. 

ALTERNATIVE 8: MPTC trains instructors from local agencies 
to run in-service programs. 

.. -Decision/Consensus. The mandatory aspects of in-service training 

were eiiminated in favor of a "recommended standard." "Advanced" training 

was approved without a minimum number of hours set, so as to provide' 

MPTC staff with flexibility as regards development of a program. Advanced 

training would be IIrecommendedll within two years after completion of the 

Academy, between the fourth and seventh year and the seventh and fourteenth 

(, 
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years. Therefore, an officer \A/ould receive advanced training three 

times during the course of his career. 

Advanced training Alternative #5 was chosen. A programmed train

ing approach -- on or off-site was discussed. 

With regard to (basic) in-service training, Alternatives #2, #4, 

and #5 were discussed favorably; MPTC would prepare and distribute in

service training materials for all departments commencing July 1, 1975. 

7.3 Supel~visory Training and Executive Development 

Two decisions were called for in this area: 

Deci s ion #4: Approve the concept of comp 1 et; on of an MPTC or MPTC

approved supervisory methods course within one year of promotion. 

Decision #5: Approve the concept and ,need for ultimate MPTC assum

pti on of tra i ni n9 for supervi so ry, mi ddl e-management and command and 

executive development. 

Alternatives were developed for supervisory (promotional), middle 

management and executive development courses as follows: 

--Promotional Course 

Standard/Population 

ALTERNATIVE #1: 

AL TERNAl IVE #2: 

ALTERNATIVE #3: 

ALTERNATIVE #4: 

ALTERNATIVE #5: 

All newly-appointed sergeants must 
complete this course within one year 
of the date of their promotion. 

MPTC contracts with colleges, univer
sities or the New England Institute of 
Law Enforcement Management to ~rovide 
th i s t ra i n i n 9 . 

MPTC contracts with college or private 
contractor to conduct the courses at the 
CPA or other appropriate facility . 

MPTCstaff conducts all supervisory 
courses at the CPA. 

MPTC staff conducts all supervisory 
course~ at the CPA and in regional centers. 

MPTC conducts supervisory courses for 
departments lacking a training capability 
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ALTERNATIVE #6: 

ALTERNA1IVE #7: 

--Middle Management Course 

Standard/Population 

ALTERNATIVE #1: 

ALTERNATIVE #2: 

ALTERNATIVE #3: 

ALTERNATI VE #4: 

ALTERNATIVE 5: 
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and trains personnel from c~rtified . 
academies to provide supervlsory, traln
ing to their own personnel. 

MPTC contracts with comnunity co 11 eges 
to develop and present supervisory 
courses to municipal police officers 
promoted to the rank of sergeant. 

MPTC develops video-tape or correspon
dance course for newly ;:tromoted ser
geants as well as testing materials; 
either I~PTC or the local agency voJill 
then revi e~l the tra i nee's efforts and 
ce rti fy compl eti on. 

Mandatory for newly-promoted lieutenants; 
optional for higher ranks. 

----~--~ 

t~PTC contracts vii th co 11 eges, uni vers it'i es 
or NEILEM to provide this training. 

MPTC develops and presents this course 
at the CPA. 

MPTC contracts with community colleges or 
universities to provide this training. 

MPTC develops a correspondance course 
and presents the course to the target 
popul a ti on. . 

MPTC contracts ~Ji th a pri vate agency (e. g. , 
AMA, NUTI, IACP, etc.) to train target 
populati on. 

7.3.2 Executive Training Laboratories and Conferences for Officers in 
Command Positions 

The MPTC should not attempt to conduct conferences of this type using 

its CMn in-house staff -- unless managa,gement training specialists are 

brought into the staff in either a full-time or part-time capacity. These 

command-level courses require a degree of specialty and expertise that 

MPTC does not now have and perhaps shoul d not have for the one or two 

programs to be put on yearly. 

ALTERNATIVE #1: 

Hence, the alternatives range as follows: 

MPTC contracts with colleges, univer
sities or NEILEM to provide this training. 

( 

ALTERNATIVE #2: 
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MPTC contracts with a university that 
conducts similar programs for other 
executives. 

ALTERNATIVE #3: MPTC contracts with a non-profit or 
profit-making firm that conducts si~ilar 
programs for 1 aw enforcement or other 
executives (e.g., AMA, NTDS, Harbridge 
HOLlse, etc.) 

--Dec; si ons/Consens us. Amanda tory course for newly-promoted ser

geants was generally agreed upon as a mandatory standard fOI~ implementation 

July 1, 1976 -- subject to amendment of the Council's statute. 

Generally, there was agreement that the NEILEM (Babson) course 

(Alternative #1 in each case) is very well done and very well accepted. 

However, it was also generally agreed that if NEILEM is discontinued 

or if its costs get out of line, then MPTC should assurJe these training 

programs. 

7.4 Specialized Training 

One decision was called for and a basic core of specialized offer

i ngs each yea r: 

Decision #6: Approve the concept that MPTC act as the central certif~

;ng and coordinating body for all specialized trainin9--.PI.2.grams. in the 

state and offer at a minimum the following basic courses each year: (1) a 

criminal investigation course; (2) a police traffic specialist course; 

(3) a police planning course; (4) a police trainer course. 

The career development materials included the three recommended courses 

with the following notations: 

--Criminal Investigation Course: This should be a program for all 

personnel assigned to the criminal investigation function. It should be 

offered at least once per year. 

--Police Traffic Specialist Course: This should be a course for 

all pel~sonnel assigned to a supervisorY'or command position dealing 

with police traffic supervision. The course should be offered at least 
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once per year. 

--Pol; ce P'lanner Course: This course should be offered at least once 

per year to police officers with staff planning functions. This should 

cover basic planning concepts, including survey sampling, crime analysis, 

basic statistics, etc. 

--Police Trainer Course: This should be offered at least once 

per year to police officer's with training responsibilities. It should be 

a 40-hour program with emphasis on methods of instruction and availability 

of curricula, lesson plans, materials, etc. 

Alternatives were developed for the four courses and for MPTC's 

role as coordinator. 

CRI r~INAL INVESTIGATI ON COURSE 

ALTERNTAIVE #1: 

AL TERNATIVE #2: 

ALTERNATIVE #3: 

ALTERNATIVE #4: 

AL TERNATIVE #5: 

TRAFFIC SUPERVISION COURSE 

ALTERNATIVE #1: 

ALTERNATIVE #2: 

MPTC staff develop and make this course 
available to all Connecticut police 
officers with full-time criminal investi
gators. 

MPTC presents course to those agencies, 
without training staff, at the CPA and 
certifies course at established academies. 

MPTC requests F.B.I., State Police, ATF, 
or other agencies to present this course 
on a scheduled basis at the CPA. 

MPTC contracts wi th college or university 
to present this course to eligible muni
cipalofficers. 

MPTC staff develops video-tape or corres
pondence course fOl' eligible officers to 
including testing material to monitor 
student progress. 

MPTC staff develops and offers this 
course to eligible officers at the CPA. 

MPTC contracts with college or private 
agency (e.g., NUTI, IACP, e.tc.) to 
offer this course on a regularly scheduled 
basis. 

t. 

AL TERNATIVE #3: 

POLICE PLANNING COURSE 

AL TERNATIVE #1: 

ALTERNATIVE #2: 

POLICE INSTRUCTOR COURSE 

ALTERNATIVE #1: 

ALTERNATIVE #2: 

ALTERNATIVE #3: 

OTHER SPECIALIZED COURSES 

AL TERNATIVE #1: 
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MPTC develops video-tape and/or corres
pondence material for this course and 
offers it to eligible personnel. 

MPTC staff develop and offer this course 
at the CPA. 

MPTC contracts with private agency or 
college to offer this course on a 
regularly scheduled basis. 

Contract with New Haven Police Department 
to train all police instructors. 

MPTC develops and offers police instruct~ 
or course. 

Contract Ilith colleges to train police 
T ns tructors . 

MPTC simply acts as coordinator and 
certifying body for agencies wishing to 
offer short courses at CPA facilities. 

ALTERNATIVE #2: MPTC takes an active role in identifying 
specialized trainihg needs and offering 
or causing to be offered courses to meet 
such needs. 

--Decisions/Consel~. In the course of sub-commi ttee del iberation 

several changes were made. The traffic course was amended to read, "Police 

Traffic Supervision and Accident Investigation." And the police planning 

course was amended to read, "Management Planning and Systems Development." 

Aside from these changes, the idea of the four courses were generally 

agreed upon and more active roles for MPTC in specialized training course 

coordination were generally agreed upon. 

Specific alternatives suggested included: 

--Criminal Investigation: #1 and #3 

--Traffic Supervision and Accident Investigation: #1 and #2 

--Management Planning and Systems Development: #1 and #2 

.--.....--
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--Police Instructor Course: #2 and #3 

7.5 Specialized Services 

One decision Ir/asasked. 

Decision #7: Approve the concept of a centralized training registry 

to be maintained at Meriden -- and the other tasks assigned to the field 

representative: (1) Maintenance of training records for all sworn per

sonnel in the state (i.e., the training registry); (2) maintenance of a 

perpetual inventory of local and regional training facilities, equipment 

and other resources; (3) working with the "designated" training officers 

in each agency; (4) conduct of annual training program audits; and (5) ser

vice as a training instructor as needed. 

--Decisions/Consensus. Generally agreed to. 

7.6 Standards 

Throughout much of the precedi ng materi als standards have been 

mentioned, e.g., increasing the mandated hours from 160 to 400, mandatory 

promotional training for newly promoted supervisors, among others. 

Decision #8 called for approving ... the concept of developing man

datory selection, certification and career development standards. In 

the course of its deliberations, the Professional Development ~b-committee 

evidenced interest in setting standards in tvlO important areas: police 

trainer certification and recruit school certification standards. 

In addition, four standards developed by the National Advisory Com

mission on Standards and Goals were reproduced,; they concerned:"" 

--State Mandated Minimum Standards for the Selection of Police 

Officers (standard 13.4) 

--The Selection Process (Standard 13.5) 

--Educational Standards for the Selection of Police Personnel 

(Standard 15.1) 

*See Appendix D for full text. 
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--Instruction Qualitx Control (Standard 16.6) 

J-Decisions/Consensus. These issues were much too broad and compli

cated to reach a consensus. Generally, there Was sentiment for bl'oaden

ing MPTC powers rather than crea~ing a new Board for purposes of selection 

or certification. 

7.7 Facilities 

Completion of the facilities at Meriden is and will continue to be a 

high priority with the Council and its staff. 

Decision #9 ... asked ..• List needed physical facilities in priority 

order and make this priority listing a matter of record. 

In the course of its deliberations, the Professional Development 

Sub-committee opted for the follO\."ing priorities: (1) the outdoor range; 

(2) gym ane training tank; (3) ail' conditioning; (4) additional dOl'mitory 

space; (5) driver track and skid pan. 

--Decisions/Consensus. The Council generally agreed \-/ith the prior

ities and as the subcommittee favored generally agreed with a rel",erding 

of item #2 to read: (2) gym, training tank, cri~e scene and operational 

training areas and an audio-visual laboratory. " 

7.8 Funding and Allied Matters 

Three decisions were presented: 

Decision #10: That in addition to its apPl'oval of the Bloc Grant 

from the CPCCA to be administered by MPTC, and the concomittant accept

ance of primarx responsibility for police training in the state, that a 

plan, program and budget be determined as soon as possible. 

Decision #11: Approve the concept of an independent source of funds 

to finance police training in the state based on a portion of criminal 

and traffi c fi nes . 
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Decision #12: Approve the concept of an MPTC-sponsored and admin

istered educational scholarship and/or wage incentive plan. 

--Decisions/Consensus. With regard to Decision #10, there was 

general consensus on the use of $203,000; the balance would be spelled 

out in the plan: 

Grant Administration 
NEIlEM (Babson) 
longer Recruit Training 
Outdoor Range 
Po 1 i ce/law- re 1 a ted Cou rses 

$,T7,000 
$ 50,000 
$ 36,000 
$ 50,000 
$ 50,000 

$203,000 

Generally, there was an agreement on the need for an independent 

source of funds. 

A scholarship fund, particulatly if LEEP funds are withdl"awn, was 

favored by some; for the most part an educational wage incentive \</as not 

well recei ved. 

7.9 r~iscellaneous t·latters 

Two very important "mis ce 11 aneous II matters were consi deted. One i nvo 1-

ving the sevetal organizational recommendations, particularly the pmIJer of 

the Council vis a vis those of the Executive Director. The other dealt 

with the creation of a Criminal Justice Training Center. 

Decision #13: Approval of thesevetal organizational changes recom

'nended in .... (an earlier) report including: 

(1) Broadening membership of the Council (as noted elsewhere). 

(2) Defining powers of the Council to include: 

--The power to hire and fire the Executive Director 

--Power to enact rules and regul ati ons governi ng MPTC respon-

sibilities and set written policy guidelines for the Executive Director 

to implement. 

--PO\</er to require the pl~eparation of an annual operating plan 

by the Executi ve Di rector and pOWE}r to approve or disapprove an operat-

( 
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ing budget to carry out the plan; 

-- Power to requi re wri tten quarterly progress reports from 

the Executive Director regarding plan fulfillment. 

--Power to sit as an appeals board if charges are brought 

against any member of the staff by the Exc(l.tive Director. 

(3) Defining the role of th~ Exec~tive Director to include: 

--Formal authority and responsibility for program operations 

and power to plan, direct and control activities of the staff and oper

ations generally including the complete training program. 

--Power to appoint subordinate employees with the approval of 

the Coucni 1 ; 

--Power to fully participate in deliberations of the Council 

including addressing commuRications to the Council, introduction of 

resolutions or motions and the power to participate fully in all oral 

deliberations. 

Decision #14: Investigate the desirability of accommodat.ing other 

justi ce agenci es at Meri den (i n an expanded facil i ty) toward the objecti ve 

of creating a Criminal Justice Training Center. 

--DeC"isions/Consensus. There were no decisions or consensus positions 

regarding these two i terns. 

In addition to #13 as stated above, the following related matters were 

considered: (i) three year terms of office, rather than two for Council 

members; (2) adding a police educator and director of training from priv

ate industry to the Council; (3) e.ppointment of the eight Chiefs of Police 

from various sized communities (e.g., 2 each ft~om over 75,000, 40,000 to 

74,999, 25,000 to 39,999, under 25,000); (4) abolition of the Council's 

Committee Structure and substitution of the use of ad hoc committees; 

and (5) the implementation of Decision #15 sugrJestions by Council resol

ution l'ather than by amendment of the enabling legislation. 
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The other decision (#15) evoked a call for the use of the Academy 

by police only rather than a broadening to include the Criminal Justice 

comnuni ty. 
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" APPENDIX A 

A REPORI' 'ID THE GENERAL ASSEMBLY 

FRCM THE 

CQl\1MISSIQ\1 FOR HIGBER EDUCATION 

Pursuant to Senate Jo.int Resolution No. 124 of the 
1969 General Assembly regarding Higher Education 
Programs in Police Science and IJaw Enforcerrent 

January, 1971 

The Cammis,sion for Higher Education 
Box 1320 ' 

Hartford, Connecticut 06106 

(Retyped for Inclusion .in this Report) 



........... ;;:s;. 

( 

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

A Report to the General Assembly 

from the 

Commission for Higher Education 

The Conm:Lssion for Higher Education presents herewith its recommendations 

pursuant to Senate Joint Resolution No. 124 of the 1969 C-eneral Assembly: 

Resolved by this Assembly: 

That ti1e Commission on higher education shall develop 
an overall education program in the field of police 
scia~ce and law enforcement, including expru1sion of 
progTaITlS leading to the associate in arts degree and 
the developrn2I1t of four year courses and post graduate 
\'lork and shall Il'ake a report of such study ~'1i th 
recommendations for necessary legislation to the 1971 
session of the general assembly on or before January 15, 1971. 

The reoomrrendations herein presented are prefaced by infomation concern

ing educational programs in la\'1 enforcement nationwide and in Connecticut. 

, Stcl.ff l1Y-'..Ilibers have reviewed a number of studies by other organizations, 

including several out-of-state reports. These sources are listed at the end 

of thls report. 

In particular, the Cammission has benefited from the counsel of knOHl

edgeable individuals and agencies in the field of la\'1 enforcement in Connecticut. 

Arrong those to \'1h(ml we are indebted for their ideas and suggestions are the 

follCMing: 

Tharras P. Cormors, President 
Connecticut Association of Police Education 
Manchester Community College 

John R. Conway, Chairman of Law Enforcerrent Deparbren.t 
Uni versi ty of Ne\<.1 Haven 

Mrs. Katlu:yn Feidelson, Assistant Director 
Ca."lnecticut Conference of Mayors 

Arthur L. Green I Director 
Comnission on Human Rights' and Opportunities 

Jarres Herlihy , Executive Director 
,Municipal Police Training Council 
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Albert Ilg. President 
Cormecticut TOv\1l1 and City I'1anagers I Association 

Manny Jainchill, Assistant to Executive Director 
Governor's Planning Conmittee on Criminal Administration 

. Joseph Kenny 
Criminal Justice Planner - Police 
Governor's Plannfug Corrmittee on Criminal Administration 

Richard C, M:>ore, President 
Connecticut Association of Chiefs of Police 

Leo J. Mulr.:ahy, Com:nissioner 
State Police Department 

Belden H. Shaffer 
Institute of Public Service 
University of Connecticut 

David R. Weinstein, Deputy Director 
Cormecticut Planning CoIrrnittee on Criminal Administration 

Leslie W. Williams, Lt. Col. 
state Police Department 

It should be noted, hO'Never, that the reconmendations contained in tins 

report reflect ti1e best judgement of ti1e Ccmnission for Higher Education and 

do not in any way const:L-ue endorserrent by ti1e personnel of oti1er agencies \'1ho 

were consul ted. 

A-2 
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I. NATICNlJ.L SI'YlJRI'ION 

r:emands for rrore and better qualified policerren are escalating. By' 

1980 it is est:i.mated that the United states will need 360,000 police officers, , , 

an increase of 1ID:re than 27 percent over the 285,000 full-t:i.rre policerren and 

WOIt"e!l employed in 1968. * 

In addition to the nore 'than 75,000 police officers needed to fill new 

positions over the 1968~80 period, nearly 100,000 will be needed to replace 

those who die, retire or leave the profession for other reasons. During the 

next decade, therefore, it is expected that annual police openings, nationwide, 

will average close to 15, 000, including positions for v,raren ,·,ho currently conprise 

about five per02nt of all police officers. 

Obviously, new sources of police personnel nn.lSt be found, personnel who 

are sufficiently prepared to cope with contemporary social problems. 

lbst police depa.rtrrents currently require a high school diplorra as a pre

requisite for obtaining a position. In sorre deparbrents, post-secondary education 

in t..l1e fo:r:m of one or bvo years of college is ~red. Others employ lai" enforce-

rrent students as police interns. 

In 1968, 1,840 persons graduated fran law enforcerrent programs of less than 

four-year duration. This number will have to expand rapidly to keep pace y,Tith 

t..l1e increasing dem:md.s of police deparbrents for personnel with post-secondary 

training in sociology, psychology, rrrinori ty group relations and other general 

education subjects. 

* Fran "College Edu~'::ted Workers, If Bulletin 1676, U. s. J?2pc;rrment, of 
Labor, Bureau of labor Statistics, U. S. Government l?rmting Off~ce, 
Washington, D. C. 
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Across the' counu-y, only about five percent of police are college 

graduates. * In the Pacific states, it is estimated that 25 percent of police 

have college degrees I and another 54 percent have some post-high school edUca

tion. A majority of police in the eastern states have not had any higher 

education. About 15 percent have not finished high school. 

Increase in Degree Programs 

Reportedly, law enforce.rrent degree programs have ~en increasing in recent 

years. In 1968, they enrolled sare 32,000 students--h.alf of them inservice 

police:rren--in 234 educational institutions. By the end of 1968, 199 corrmunity 

colleges were offering associate degree programs in lavl enforcerrent, with 

enrollrrent reaching 24,000. Baccalaureate programs in lavl enforce..Ttent doubled 

beb"een 1963 and 1968, when 8,378 students enrolled in 44 mstitutions. 

Two variants to the corrmunity college, four-year and graduate programs in 

law enforcerrent are 'I'lOrk-e.xperience programs and one-year certificate programs. 

The latter is usually intended to provide transfer credits applicable tavard an 

assocate degree. 

* Upgr:ading the AIrerican Police by Charles B. Saunders, Jr., The Brookings 
Institution, Washington, D. C., 1970. 
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II. THE CDNNECI'ICUT SITUATICN 

Connecticut in 1968, errployed approxinately 6,780 police, marshals 

and sheriffs. By 1975, the Connecticut Labor Departrrent estirrates that 

9,020 will be needed. This represents a 33 percent: rise in seven years, 

corrpared to the national projection of a 27 percent. increase over a 12-

year period~ 

Due to the increasing complexities of law enforcement in a rapidly 

graving population. with all the attendant societal problems r it is not 

only probable but desirable that the additional l)ersonne1 have same post-

secondary education. 1he Connecticut Planning Corrmitee on Criminal A.clminis-

tration in its May, 1969, report, The Adrninist.:r:ation of Criminal Justice in 

Connecticut recomrrended that "all police departrrents raise their minimum 

en~ance standards for regular personnel to require a high school diploma or 

its equivalent, and the. goal for the future be to raise these standards to 

reqmre a ty.'o or four year college degree. It 

According to the CPCCA report, 60 percent of the Connecticut police 

departrrents responding to a survey indicated that b"leir minimum educational 

requirerrent is a high school dipl0rn3.; 34 percent require at least a high 

school equivalency certificate, and six percent accept applicants with less 

than a 12th grade education. 

At present, varying with the size of mu:.f1icipality, between 66 percent 

and 85 percent of Connecticut's police officers have. never attended college 

(See Table 1). This is not surprising when police program availability is 

considered. Only two of the state's 28 four-year institutions (public and 

private) offer programs in police work, enrolling 257 full-t.irre and 474 part-t:i.Jre 

students (See Table 2). 

* Fran "Occupational Outlook, 1968-1975," Connecticut La}:x)r Deparbrent, 
Errp10yrrent Security Division. 
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Table 1* 

PEI~ENT OF POLICE OFFICERS t'lITH COLLEGE TAAINING 
DIS'I'RIBUTED BY THE AMOUl.\lT OF EDT.JCF._TION 

RECEIVED IN EACH OF THE POPULATION GROUPINGS 
, 

50, 0'00' to '99,999 '25,000 to 100,000 
Police Officers and OVer Urban Suburban 49,000 

Attended college, but 
did not receive a degree .. 15.5 14.9 33.7 23.2 

Now enrolled with a 2-year 
2.6 associate degree ......•.•. 4.0 0 0 

Wi th a bachelor's degree •... 2.2 0.4 0 0 

With a graduate degree ..... 0 0 0 0 

Never attended college ..... 78.3 84.7 66.3 74.2 

100 100 100 100 

Table 2 

Four-Year Pr?9I.:ams in I.a\.q Enforcement 

University of New Haven ** 
Students--Deceffiber, 1970 
Full-Time Part-Time 

New Haven 
New Britain 
Nevi London 
Waterbury 

University of Hartford*** 

Total for Connecticut 

238 

238 

19 

257 

302 
50 
60 
36 

448 

26 

474 

Under 
25,000 

21.8 

1.0 

0.2 

0.3 

76.7 

100 

* 'Ihe Administration of Criminal Justice in Connecticut, Connecticut Planning 
corrmittee an Criminal Administration, May, 1969. 

** UNH offers bachelor programs .in both police administration and police science. 

*** UB offers a bachelor prograrn in public administration with major in police 
administration. 
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Four of the State I s 10 two-year corcmuni ty colleges offer programs T 

enrolling 202 full-tine and 200 part-~ students (See Table 3). 

'Table 3 

Cc:mnunity College Programs in Law Enforcerrent 

Students--Deceffiber, 1970 
J?ull-Tirre Part-Time 

Community Colleges 

Manchester 
M,attatuck 
Northvlestern 
NODtJaJk 

Sorre concel-TIS 

77 
40 
23 
62 

202 

119 
o 
2 

79 

200 

An.y effort or plan to upgrade lalrl enforceTOP..nt depart::rrents follo;.'ling the 

rranda.te of the President's commission * must confront a host of issues. Serre 

of these are indicated here, with particular l:1eference to Connecticut, but 

are by no rreans all-inclusive. 

Certainly corrpensation is a major problern. Police salaries are generally 

not corrpeti ti ve With other professions v.fuose raDks comprise a large number of 

college educated personnel. Starting salaries for policemen in Connecticut 

are generally above national averages but would appear to be insufficient to 

attract or retain college graduates. 

Depending upon the size of municipality, a patroJ.l11.an' s salary ranges 

from $6,000 to $8,000. Pay increrrents within and between grades are relatively 

small. To encourage college attenc1ance--indeed, to require sucl]. attendance 

for entry and prorrotion it is clear that nodel structures for pay incentives 

* President's Commission on Law Enforcement and Administration of Justice 
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and differentials must be explored, current structures reviewed, and necessary 

revisions implemented. 

Prorrotion policies must also be examined and arrended to accomrrodate nay 

personnel requirerrents of higher education. To ask a m:m to invest tine and rroney 

in a college education and then require that he submit to ti.rre-in-grade ];X)licies 

that do not allay him or the department to capitalize upon this education clearly 

contradicts intentions of professional inproverrent. In Connecticut, sorre 

depart.n'ents are \-'lorking toward rrore flexible promotion policies and are creating 

new and unclassified ranks. 

Higher education institutions in the State are participating in a finapcial 

aid program under the Omnibus Crime Control and Safe Streets Act of 1968, 

providing loans to persons interested or actively engaged in la,,, enforcerrent who 

wish to attend college. So far, recruiting on college campuses has not been 

extensive. 

Lack of Consensus 

In atterrpting to formulate guidelines for educational programs to -improve 

the fields of police science and law enforcem:mt, the Commission for Higher 

Education had to confront a very fundamental diiemna. The President IS Comnission 

on La1;y Enforcerrent and AClministration of Justice stated that the United States 

"must rrount an effort on state, regional, and, national basis" to inprove the 

educational standards of law enfol:1Cerrent personnel and to upgrade the calibre 

and perfonnance of the deparbrents of criminal justice. Furthenrore, the 

Connecticut Planning Catnmi.ttee on Criminal Administration, in its 1969 report, 

noted that all police departrrents should raise their minimum entrance requi:r:ert¥;>.nts 

as quickly as possible. 

On the other hand, there is no unanimity as to what constitutes adequate 

preparation for the contemporary la,., enforcerrent official. Specifically, 

p.g:reerrent has not been reached as to halJ' much or what level of education is 

}TOst s~table for 'particular law enforcerre.nt positions and on ,yhat constitutes 
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aEPropriate curricula to Erepare for these positions. 

Same of the needs are: 

# Finrer policy spelling out the influence of higher education 
in such areas as police recruitrrent, prorrotion and retention. 

# Clearer delineation of the characteristics that are desirable 
in today' s lavl enforcerrent officials. 

# Closer agreement as to what constitutes adequate higher 
education for police and law enforO"'..lIEl1t personnel. 

# Better identification of specific positions that might be 
attractive to college graduates. 

# More research docurn:mting what effect higher education of a 
broad general nature has on the qur'1lity of la,~T enforcerrent. 

To be sure, the field of criminal justice is not alone. Virtually 

all professions are currently having to reassess stcLDdards and preparatoll1 pro-

grams. It can be said, hcwever, that the problem for law enforcement pro-

fessionals is critical as they becare burdened with problems and neVl respol"J.sibili-

ties whose co:rrplexity or intensity are not predictable. 

Only a fe,'7 states--such as California, New Jersey and Georgia--have set 

up anything approaching a rrast€(r plan or statewide guidelines for programs of 

higher education in fields related to law enforcerrent. hhlle there may be same 

elerrents in these plans that are applicable to the needs and aducational re-

sources of Ca.Dnecticut, there are no rrodels totally adaptable to the State. lA 

continued joint effort of college p=rsonnel working closely with police officials 

is going to be required in order for Connecticut to achieve \'lidespread pro

fessionalism in law enforcerrent. Forl=.unately such efforts are being made in the 

state. 
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The recomrrendations which follc:w in the next section are offered in a 

spirit of furthering and strengthening these cooperative endeavors to meet 

the needs of Connecticut's law enforcerrent professionals in the coming decades. 
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III. RECCM>1ENDATICNS 

A review of the status of the whole field of criminal justice r plus 

consultation with leaders in police and la;" enforcement in Connecticut, led 

the corrmission for Higher Education to submit the follcwing 15 reccmrendations: 

1. Joint Campaign 

To be effective, programs designed to inprove the quality and profes

sionalism of la,,, enforcement must be planned and undertaken jointly by the 

educational institutions, PCCA I the law enforcement agencies and other 

pertinent agencies including representation from local police depart::rrents. 

Agreement must be reached as to what constitutes adequate and desir-

able education for police and other la;v enforcerrent officers. Both the educa-

tional institutions and the law enforcerrent agencies will need to achieve 

greater flexibility in scheduling jn order to provide educational opportunities 

for working personnel. 

2. Academic Programs 

Taking into account the fact that the large majority of Connecticut's police 

officers have not had any post-secondaIy education (~ee Table 1) it appears vase 

at this tine to continue the educational thrust that has already begun at the two-

year comnuni ty college level. 

Support should also be given to the ~ansion and growth of four-year 

and graduate programs. 

The location and ch...aracter of these programs should be developed in 

a,ccordance with the recorrm:mdations of the President IS Cc:mnission on Iav 

Enforcement and Administration of Justice, the Connecticut Planning Corrmittee 

on Criminal AClrn:inistration, and other authoritative services. 
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3. Joint Use of FaculEt. 

Academic institutions should be encouraged to rrake joint use of 

specialists in the application of certain disciplines to law enforcement 

work. Precedent for joint appointrrents of faculty D.B.S already been set by 

such prestigious institutions as Harvard and M. I. T. 

Such sharing of talent, as in other collegiate fields, would rnax.irnize 

the talents of teachers and make courses available to rrore students at more 

locations. 

4. Built-in FleY..ibility 

College level courses for criminal justice should be offered with the 

flexibility of programming to suit individual needs that is currently being 

considered for other collegiate ·programs. Such educational techniques include 

independent study, programred leaITling and the use of other rrodern methcx3.s 

of learning to augrrent classroom ~"ork. 

5. Heterogeneous Classes 

Law enforcement students, ,insofar as possible, should att~1d classes wi~1 

students preparing for other fields. There is no justification for separating 

them from" civilians" and treating them as a horrogeneous group in g~1eral 

education courses. Bo~1 groups, in fact, may profit fran the mix, and it ",ill 

make scheduling easier for the institutions. 

6. Al ternati ves to the Classroom 

In higher education, it is becoming increasingly appar~1t that teaching 

and learning can take place in many locations other than the classroom. Similarly, 

in police science it is not necessary to hold all classes on campus if there are 

other facilities and institutions in the oormnmity that are rrore appropriate to 

the educational purposes of the programs. Teaching can go on both. in the class-

roam and elsewh.ere. 
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7. slZcialized Seminars 

Te neet specific, limited-range educatienal needs 'Of il1service persenne1, 

nen-credit, shert-tenn ceurses, seminars and institutes sheuld continue to be 

set up and cenducted in cooperatien with local police departnents. Altheugh 

'Outside the credit program, they weuld serve as anether diJrensien 'Of the 

acadsnic invelverrent in the educatien 'Of criminal justice persennel. 

8, 

Subjects lending -themselves to seminar treatrrent might include: 

Drug addictien---syrrptoms, treatrrent, prevention, agencies providing 
rehabilitatien. 

Student unrest---causes, rights 'Of students ( existing 1a~vs and how 
they can be applied by administrators and police, 
ho;v te handle vielence, bomb scares, derronstrations, 
riet contrel. 

Cormnmicatians---hOlv te listen, non-verbal cammmicatians, customs and 
:rrores 'Of varieus ethnic greups, ways te change attitudes 
and te generate desired D2havier. 

Urban problems---rela.tien 'Of poverty and crcwding to crirfie i racial 
relations; gang warfare and m~tivatians beh:inc3 it, 
differences beuveen dealing with adults and juveniles 
'Or yeuths. 

Rural problerns---~~ys te cepe with a wide variety uf duties ~vith very 
few supportive specialized serviceS--Olllg, riet; bomb 
squads--such as are available te urban police. M3mbers 
'Of a small pelice ferce, therefere, need breader traini11g 
and constant updating en preblems that are spreading te 
rural and suburban areas ....... preblerns such as drug traffic 
and student diserders--which were fermerly m1heard 'Of 
'Outside the cities. 

Werk--Exper,i~ce Programs 

This recamendatien goes beyond the usual werk-study program. It envisiens 

the collaboratien 'Of the Th7e-year colleges with the local laW' enfercercent agencies 

aleng the fellcwing lines: 

1) The local agencies ~veuld recruit fran the high schools, as :rrost 'Of 

them currently do. 

2) Recruits weuld get their basic training \vithin the deparbre,'1t, their 
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general educatien by attendance at. a corrmunity college, while receiving 

sene conpensation fer their 'verk i'lithin the departrrent. 

3) Recruits would be required te conplete their two-year degree pro-

gram befere bemg ffiIJOm in as full rrembers 'Of the ferce. 

9 . Recrui ts, from College 

Counsellers sheuld point 'Out te general educatien students in cellege 

the ever-~qidening OPportunities fen conmuni ty service threugh the law enferce

rrent agencies, and enceurage these agencies to recruit at the celleges. 

Teclmical training weuld, 'Of course, be given by the la~q enfercement agency, 

just as business frequently 'Offers en-the-jeb training te ne~v recruits. 

A post-graduate fellowship in law enfercerrent, sponsored jeintly by the 

cellege and the law enfercerrent agency, might preve an incentive te serre 

students te jein the program. 

10. Continui ty between 'nile-Year and feur-Year Programs 

Further ITeans must be feund te facilitate transfer ~\7ith full credit from 

the u.vo-year te feur-year programs, and full credit transfer beb"een insti tutiens 

'Offering similar degrees. 

At first, this will have to be an interim agr""""""'"'t be-l-..7een . = ,,:::u L.v< msti tutians I 

due te the variance in program 'Offerings. Once a a::msensus has been reached 

among educaters and the prefessionals in la\'l enfercement as te what standards 

and training are desirable, criteria fer transfer 'Of credits Qan then be standard

ized. 

An appropriate ITeans fer creating guidelines fer transfer 'Of credits weuld 

JJe the Subcannti. ttee T on ransfer Pelicy 'Of the Cemnission fer Higher Education, 

werking in concert with representatives 'Of the law enforcement commmi ty • 
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Any educational institution seeking approval for a program in law 

. .; t .; s making for enforcerrent should be required to .indicate what provis~ons.... ... 

the acceptance of transfers fram other .institutions. 

11. Role of the Four-Year Institutions 

The four-year programs can contribute i.mrreasurably to upgrad.ing the 

calibre and performance of deparbTents of criminal justice 1 as recCl11l1i8l1ded 

. . and the Connecticut Planning ccmnittee on by both the President's Com:m.ss~on 

Criminal Administration. 

The four-year institution can help I for exarrple 1 by accepting as a 

transfer student the patrolman who had two years of college and wants to go 

on to get a four-year degree. It can help him to become more capable of 

decision-making and problernrsolving, in order to prepare him for an adminis

trative job, as \'1ell as helping him to become a better individual. 

The four-year programs should, in fact, seek to graduate students better 

equipped to fill upper echelon jobs in a1m::>st any aspect of law enforcerrent. 

12. Graduate Programs 

should be develon.::>d to a.ccorrmodate ariminal justice Graduate programs ~~ 

personnel in one or uvo major institutions that already have graduate faculty 

in related programs, such as managerrent, law and social work, and that have 

appropriate ~rary facilities. 

13. Institute of Criminal Justice 

Consideration has been given to the establishment of an Institute of 

Criminal Justice in connecticut. It is i.rrportant that serious attention continue 

to be focused on this possibility. 

14. Research 

Fund.ing for research is inperative. Offering more courses recruiting rrore 

students will have limited effect unless the educational programs are based on 

rrore definitive answers to sarre of the follCMing questions than are available 

at present: 

A-IS 
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a.) What training and education are needed by law enforcement officers 

to make them effective in today I s socio-economic environment? What is the 

relationship of higher education to in-servrl:ce training and the training of re-

cruits? 

b) What is the definition of the policeman r s role in the canrmmity? What 

should his role be? 

c) Is there a gap J:ebveen what comnunities expect of policemen and what 

they are trained to perfm1U? If so, ",hat types of training and education would 

be desirable to help him fulfill lLis role in society more effective~? 

d) Can standards of perfomance be set for the lavv enforcement profession, 

as they are for IrBdicine, nursing, etc.? What should those standards be? 

e) On what criteria should perfo.rmance be evaluated? What mech(,misrn can 

be established for evalvating personnel and l:'elating tlLis perforIl'ancE! to 

curricula, so that tl1e educational p.rograms can be kep timely? 

15. Planning Board 

In order to continue tl1e developm:mt of appropriate higher education 

programs in law enforcerrent and police science, it is recommended that there 

be appointed a Task Force "vith rrerrbers to be reccmrended by the Planning 

Comnittee on Criminal Administration in concert with the Commission for Higher 

Education. Representatives on the Task ForGe should carre fram criIrB control 

and law enforcement agencies, the legal profession, high:rr education, and civic 

leaders. 
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Such a Task Force should advise as to appropriate specifications for 

law enforcerrent programs; methods of review, updating and revision of 

curriculum; and evaluation of progress of graduates of higher education 

programs. 

The state of Cormecticut must be corrroitted to give continued attention 

to the improverrent of the developrrent of pertinent higher education programs 

which can best serve the needs of the state in police science and lal'l enforce-

rrent. The Corrmission for Higher Education, in evolving such programs, is 

corrmitted to work in conjunction with the Planning Cam:nittee on Criminal 

AClrninistration, law enforcerrent and other pertinent agencies, including 

representatives of local police depa.rtrrents. 

Probably no professional field affects the quality of life of rrore persons 

than does law enforcerrent. D9termining what makes la'i'l enforcement personnel 

ITOSt effective and educating them for their ever-widening and changing role it~ 

society is among higher education's top priorities. 

END 
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MUNICIPAL POLICE TRAJNJNG COUNCIL 
MINUTES OF NINEI'Y-SECOND 1-1EETING 

HELD APRIL 5, 1973 
CCNNECTlCUT POLICE ACADEMY 

MERIDEN, CCNNECI'ICUT 

1. The Regular Session opened a,t 10 :15 A.M. after the Executive Session was 

waived. Present were: Vice Cha.inPan Chief Berniere, Secretary Chief 

Moore, Chiefs Bell, Kerrigan, McNamara, RanslOi1", Ccmni.ssioner Fuessenich, 

First Selecbnan Goodspeed, Professor Schaffer, S. A. Deary (representing 

S.A.C. vieeks) and Executive Director Hannon. Also present were: H. Roland 

Sterrett, Executive Director, and Benjamin Goldstein, of the Cormecticut 

Planning Corrmittee on Criminal Administration, and M:ssrs. Frank J. Leahy 

and E&-.rard Fennessey, of Planning Research Corporation. 

2. Acting Chainnan Chief Ieno T. Berniere opened the rreeting and :i.rrrrrediately 

turned it over to Mr. H. R. Sterrett, for a staterrent on training goals 

and hOi" the Planning Corrmittee, with LEAA. funds, can help the Corncil 

with its mandate for police training. 

One of the mandates to the Planning Carmd.ttee from the Governor was to help 

upgrade and professionalize police officers through training and education. 

The Conrnittee has spent just rnder $1,000,000 since 1969 on training - the 

rrajority in police training. The SPA has funded 79 training projects. Mr. 

Sterrett said that he feels Planning Committee Funding lacks a central dir-

ection in the Police Training area. He did not think vle are achieving any 

long-range goals with the various programs that are being funded. The only 

exceptia..'1 was, perhaps, The Babson Program. He felt that the SPA was spend

ing money that could be more ,'lisely spent by the .MP.IC in a mutual effOl.'i: to 

upgrade police training. 



=---

( 

( 

C" 

He spoke of the Washington Conference on National Criminal Justice 

~ta..ndards and Goals. The results of the Conference '\vill be mailed to all 

of the Connecticut Chiefs. There was a heavy erophasis on upgrading police 

training nationwide. A recurring theme from sorre of the Connecticut Chiefs 

was the need for in-service " Supervisory, Adrninistrati ve and Management 

training to upgrade the professional skills of Connecticut Police Officers. 

Sorreone in Connecticut has to assurre the leadership role in this area. That 

II saneone II should be the MP'IC. Son"'E of the aspects of this leadership goal 

y.,7()uld be to set higher standards for police, and to provide lIDre and better 

training for our Police Officers in Connecticut. SPA looks for this leader-

'1' LEAA f ds And, thirdl. y, to set up a central di .... ·· ship to better utl lze un. 

rection _ Where are we headed in the long range? v-fuat do we '\<Tclllt to accan-

plish, al1d hOiv are we going to get there? Mr. Sterrett said the SPA, with the 

exception of Major Goldstein, has no e2q?8rtise in this area. They do have 

lIDney, but do not have the staff that can accept a leadership role in the 

area of police training. The ini tiati ve should be with the ~lP'IC, and the 

Planning committee should be in a supportive role of the MP'ICi ,\\rith staff, 

if possible; certainly with funds, '\vhich are available. 

l-tr. Sterrett made reference to the presence of rrerribers of the P. R. Corp., 

who received the contract with the MP'IC to study training needs. The SPA 

looks forward to their report, to lead the way for in-service and supervisory 

It should produce a long-range plan, like a }1..anual. The Council training. 

should address such things as upgrading training I the quality of Instructors, 

the curriculum, rrore training for Instructors; Teach the Teachers. Should 

the recruit program be five weeks, or 25 weeks? He remarked that the New 

Orleans P. D. has a 17 week training period. 
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Mr. Sterrett s1..ll:tlrl1ed up the recarrmendat.ions: 

The Council assurre the leadership role that it has already taken - fram re-

cruit training to rranagerrent training. 

The Cmfficil consider standards, using tlle Washington, D. C., Conference 

material as a jurrping off point. 

He would like to dicuss with the Council tlle possibility of a block grant 

for the puxpose of police training. He gave exarrples of block grants in 

group hares. Serre $700,000 for 15 group hares will be spent this year. 

The block grant to the Council could be used several vlaysi to enter :into 

contract with people even outside of the JI.cadeIl!Y, like the Arnold Markle 

Course. The frarrework of the curriculum ,vould be set up by the Council; 

tlle Council would be the central, coordinating body that would oversee the 

type of training our police officers receive, as opposed to the Planning 

CoImuttee. 

Nr. Sterrett asked the Council to consider appointing what he called an 

"Ad Hoc Training Advisory Comui ttee. II He said he has ::ret with a number of 

outstanding training officers, sOIt'l8 civilians and sane educators i possibly 

saneone from business or from Uni versi ty of New Haven or uro~. This 

Comnittee could take" a look at police train:ing in Connecticut and make 

suggestions to the Council. He realizes that every merrber of the Council is 

ext.rerrely busy, and he. does not see hov.l they are able to fit in the things 

that they nCAv fit it, let alone undertake our intensive survey of police 

training. This Comui ttee should be made up of people that the Chiefs I trust 

and knOil7 are good people, along wi tll sane businessrren and educators. 
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He said that, because of Ben Goldstein.',S expertise in the police training 

area, he would like to make Ben avaiiable to vlork with this Ac:1visory group 

, tr" roblem to feed into SPA's plan its hope to approach the poll.ce cum..ng P 

from the black grant angle. Ben '\vould rreet with the ccmm:i ttee and explain 

LEAA's guidelines. 

He said that he thinks the State of Connecticut is at the point where it 

has to look ·to'Nard the upgrading of our police officers, and that he thinks 

there is only one body, and that is the MPTC. The SPA has the LEAA funds 

to support this effort. This year, alone, $212, 000 \,7ill be spent on the 

training of police officers I and about $50 ~ 000 going to Babson. 

Mr. Sterrett said that he would also like to talk about the skid pan and 

the pistol range, but primarily the training situation. That concluded Mr. 

Sterrett I S presentation I and Acting Chai:rrnan Bemiere asked for questions. 

Chief RansloN asked if this plan meant that all requests for police training 

in Connecticut would have to care to the Council. 

Mr. Sterrett said that the Council would have the "paver of the buck". 

This money would be allocated to the Council, and others would apply to the 

Council. 1he Council would determine the value of the course and decide 

which one deserved funding. He gave e.xa.rrples of monie1;3 available and rronies 

requested. The Council would sit as experts in deciding which programs 

should be funded a.Yi9. in 'Vlhat part of the State. 

Professor Schaffer asked about an appeal from a disappointed applicant going 

to the SPA. Mr. sterrett said that the Council would have the final decision. 

He said that he is talking about $250,000, and that the Council would probably 

receive applications for $400,000. He said that. the Council and the SPA 

would have to sit dc:Mn and see what the long-range goals are; hem will the 

Council spend the rroney? vvill t11e emphasis be on entry l~vel training or 

, 1 1 tram' ing? He said that this is not a blank check, and that, 
superv~sory eve '. . 

when once the MP'IC and the SPA concur, the SPA would award one block grant 
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and the money is then the Council's. 

Chief Ranslcw asked if there was rroney available to administer this program. 

Mr. Sterrett said "Yes" f but ·that he gets qui·te concerned about spending 

so much for staff, and then ~V'hat is left for the Si'lOrn officer? 

Mr. Hannon asked .Mr. Sterrett if the Council could enter in·to contracts 

with organizations like 'the ].I..merican Management Assoc. for sorre IP.anagement 

programs. Mr. Sterrett said "Yes If. The Council should decide if this is 

what is needed. If it is needed, and MPTC thinks t11at AHA is the best, 

it could contract wim ABA for such a program. 

Mr. Hannon 'asked if the standards !-1r. Sterrett spole of were selection 

standards or training standards. Mr. Sterrett said mat he ~"ould like to 

taJJ( sorretiHIe about the broad spectrum of all standards for police. As a 

starting point, SPA would be looking to me MP'IC to establish minimum 

training standards. He told Hr. Hannon t11at, if sorreone carre in. vlith an 

application that the Council did not feel :rret the needs established by the 

Council, t11e application would be rejected. 

lI'rr. Sterrett referred to the Ad Hoc Corrmi ttee at UCO)1N on criminal Justice 

Trai..ning. He said he was inpressed wi t11 them, and this could be a resource 

for us. 

Chief B3miere asked if any of the block grant ITOney could be used for any 

construction here at the Acaderqy I such as the range or the sy,id pan. 

Mr. Sterrett said it could. It could be a\\7Clrded, if the Plan filed v-rith 

me SPA included mat phase of construction; the ITOney could be awarded. 
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Mr. sterrett :mentioned that the Governor received a letter from the 

;Fairfield COlIDty Chiefs, and that he, lvtr. Sterrett r had met \vith Chief 

Carlo of Bethel, Chief Berniere and Mr. Hannon r and talked about the 

possibility of flIDding the range and the skid pan. He said he would need 

a vel.y clear justification for such things as the range and skid pan. 

He said this should be done right nCM, and that this would give him the 

opportunity to rewrite the justification for presentation in Washington, D.C. 

He said that he knows that the training tank and the gym does not have the 

priority right now. He said t..'lJ.at it would be hard for the Council to 

justify the use of previous LEAA funds for the tank and gym, when they 

cannot nON rreet the training needs of the State. He did feel that very 

serious consideration could be given to the range and the skid pan, because 

of the need for firearms training and skid pan training. 

Mr. Sterrett, in reply to a question by ChiefF.anslow, :mentioned t..'lJ.e fact 

th9.t LEA.lI.. will not be giving Babson and Discretionary Grants to continue 

its operation, and that the states will be asked to pick up the tab. Their 

entire budget of $202,000 will be divided: 50% Mass., 26% from Connecticut 

and 24% from the other f011.,r New England states .. He said that, \vith the 

Council controlling the training rronies, they TI'ay see fit to invest the 

$50, 000 that is nON being given to Babson into a mmagerrent training program 

here in Connecticut. 

Mr. Sterrett said that, lIDder the new Revenue Sharing program that replaces 

the Safe Streets Act in June, the LEEP rroney would come to the states. 

Currently, there are 10 colleges in Connecticut sharing upivards of $600, 000 

under the LEEP program. This would becc:xre the Planning Comnittee's responsi

bili,ty. They could do away ,'lith LEEP entirely, or even double the rroney 

now given to LEEP. He said that the ~uncil would be expected to guide the 
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Planning Committee as to what programs should be continued. 

ilk". Goldstein said that the block grant concept 'would make the Council 

the "Super Boss" in the area of police training. He said that he hopes 

the Council take advantage of t..~e Consultants to get exactly what they 

want in this study to guide them in any long-range planning. 

Mr. Deary asked if it was possible to use funds to help reirril::),LlrSe the to=.vns 

for the rren t.hey have in training here. Mr. Sterrett said it is nCM', and 

could be pr..)ssible in the future, and this could be an area of study by the 

training committee if the Council decided to go that route. Hr. Deary said 

that the recruit schedule of 160 classroom hours could be 320 hours, but the 

cost factor to the towns is sorrething that h2.s to be considered. Mr. Sterrett 

repeated that was a possibility ~ to pay for the TI'aintenance of the rren. 

Mr. Goldsteing said that the Council could also send a corps of instructors 

out into the field and hire a faci~ity, paying for the facility out of the 

training funds. The Council could also hire instructors that the COlIDci1 

knCMS are capable, and have t.'lJ.em conduct a Regional School. 

Chief Ransla;" asked Mr. Sterrett if the COlIDcil took t..'IJ.e block grant, would 

it help to get the SY.id pan and the range in 1974 rronies. lI1r. Sterrett 

stated the range and the skid pan are under serious consideration by the SPA 

staff. A discussion on the needs for a good range and the need for night 

training follCMed. 

.tt..r. Sterrett ended his presentation and asked to be excused, as he had to 

leave for \IiIashington, D. C. He said he looks fonvard to hearing fran the 

Cotmcil. 

A short recess of 10 minutes 'i'las called. The meeting res1.lt1l8d at 11:15 A.M. 
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3. profe,ssional ~~lol?rrent comn:Lttee. (,..hairrnan professor Schaffer referred 

to a letter from Thomas porter, of central Connecticut State College, 

directed to Mr. Hannon. He had talked to Mr. porter on the phone. They 

have a transfer program whereby students ~~10 have completed planned pro-

grams of at least 18 hours in police science or law enforcement courses in 

another college may transfer to Central and receive credit. Instead of 

getting their heavy concentration in their junior or senior years, they 

can invert their major. They can major in a t'l';1O year college and complete 

their program :in a four year college. They can get full credit for these 

. courses in a 4 year college. 

professor Schaffer had received a call from FranJ<: McLain, who ,,-,orks for the 

Corrrnissioner of Higher Education. They have to report to the General 

Asserribly next year on their l-1aster Plan. He asked if the Council would 

be interested in reacting to vlhat they have done so far. He said we 

should be interested in seei.'1g that there is sorre provision in the plan for 

law enforcement. We can turn these reports over to the Consultants. He 

has given him two sets of eight interim reports, and for each member of 

the Council a summary. He distributed these to .the Council. He asked that 

the Council send its cornrrents to him or the Director, or we can discuss 

this at the next Council rreeting. 

Messrs. Frank leahy and Ed\l1ard Fermessey, of Planning Research Corp., 

were introduced to the Coucil. Copies of the agreement r.vere distributed. 

Mr. Hannon said that Attorney Frank Rogers, of the Attorney General's 

staff, was in the hospital, but these agreerrents are n0i1 ready for h' .3 

signature. He invited Mr. I.eahy to address the Council. 
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Mr. leahy said they began the project last Wednesday. 'l'hey have several 

people in their Nashington office collecting material on training through

out the country. 

for judgements. 

Another person is preparing a questionnaire, as a base 

Their next task \<Jill be production of a work plan, to be 

pl."esented to the Council f~r approval. Their original target was the 

middle of next rronth. They hope they can complete this and have it avail

able for the l"CIeeting t11e first Pa1."t of May. They will present a copy of 

the detailed work plan. He asked the Council if there were any items of 

information me Council wants included in the questionnaire which is going 

out to t11e fi.eld. It is a two-page questionna;re. Tl _ .... 1ey will be intervievling 

Chiefs, and tlllS will be sent to all Chiefs in tl1e State. 

Mr. Deary suggested asking them to project hotl many recruits tl1ey expect. 

Could they stand 8 \~reeks of traininl!J, instead of 4? If \ve have the training 

staff here, hOi\7 ffi:."ll1y would they be '\villing to send for training? ,mat is 

the extent of their firea.rms tr~ing ~ indoors and outdoors? Night and day? 

Professor Schaffer said mere had been discussion tllls rrorning about the 

gyrmasium and training tank. He said he would like to build up sorre statis

tics on the need for tl1ese fac;l~ties. H h d tl -'- .J.. e ope 1e study would shC\\7 this 

need. 

Chief Bern; ere ~a';d h h d .J.. s.... e a personal experience along this line when he 

received applications for filling the position of recruits. He had 40 appli ... 

cants and sent them dCMrl to Payne-~'iIhi tney gym at Yale. 7 of me applicants 

didn't show up because they couldn't s.,rim. He said sorre srr.all depart:rrent 

might hire a ffi:."ll1, and unless he t bin f sen 1 'or a program for physical fitness, 
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such as the one at Yale, his Chief might never know that the mm carmot 

sw.1.ra, until a crisis arises. He thinks physical fitness is very i1rportant. 

With all the neighl:orhcod swimming pools around now, it is very important 

for a policeman to be qualified in swimning. He said it would be an awful 

thing for a little baby to be struggling in a pool and a policernan standing 

by helpless to help him because he couldn't ffivim. 

--- --- -----

Mr. Deary said at the FBI School, out of 14 weeks training, 55 hours of phy

sical fitness is given - an hour a "day for 53 days - physical fitness and 

defensive tactics. 

Professor Schaffer suggested M=ssrs. Leahy and Fennessey give the Council 

copies of their presentation at least a day before the meeting, to allow 

the Council tirre for studying it"'ahead of the rreeting. They agreed. 

Chief Kerrigan questioned Mr. Sterrett's suggestiC1.'1. of setting up training 

in other parts of the State. Mr. Deary said this ,~ras the central location 

and he thought the training should be held here at the Police AcadeITlY. He 

had discussed this ."''lith Hr. Sterrett, and told him the eh-perience of the FBI 

over the years in putting on training in various parts of the State. He 

still feels this centralized facility is where training should be handled. 

He said New York State has had to go into regional training because of its 

area, but we do not have this problem in Connecticut. 

Professor Schaffer said one of the questions which should be studied is 

hOil much tilre should be given to in-service training and hom much to recruit 

training. His c:wn suggestion is "\::hat the Consultants concentrate on in

service training. We are now conducting recruit training, and feels this 

is not our main problem. 
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Chief McNamara suggested the COIlsultants find out how other C1)iefs feel 

about Babson Institute. He feels their training is valuable to his Depart

rrent. But they do have one program of a week's duration no one seems to be 

going to. He doesn't kno.v whether this' is because the Chiefs> are unaWaDe 

of it. He would liJ<e to knew h~1 bther Chiefs feel about this. 

Professor Schaffer asked if the Consultants were talking about giving us . 
a report in the Fall. They agreed. So that, in case we have to get: some

thing in the hopper for the General Assembly, we would have tirre before 

January to prepare it. 

Professor Schaffer asked the Consult&lts if they need some indication from 

us concerning acceptance of the Block Grant. He said the Council had l1Cl.d 

no opportunity to discuss it. Mr. Ieahy said this was not urgent. He 

said they would l::e preparing alternatives and asking us which ones we favor. 

After that, they will provide a financial plan whicJ1 will match with the 

al ternati ves we have chosen. 
, 

Professor Schaffer asked Mr. Leahy if meetings other than our regular 

rronthly meetings will l::e scheduled. Mr. Leahy said they wi.ll intervie,'l 

each member individually. 

Before resumption of the meeting, Acting Chainuan Chief Berniere asked the 

Consultants if they would like to stay, and they said they ,,,oUld. 

Previous ¥.tinutes. Chief Kerrigan made the HOI'IQ.\T, seconded by _ Chief. Bans low , 

that the Minutes of the previous meeting be accepted as mailed. APPH)VED 

unanimously .. 
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5 . Building Corrmi ttee. Chaiman Chief Bemiere reported on Ute letter fran 

the Fairfield County Chiefs to the Governor I requesting a :rreeting concern

ing conpletion of Phases III and IV, in particular the pistol range and 

skid pan. No reply has be~ received. The Commissioner and Director have 

heard nothing. Chief Berniere said they supplied informatio.ll. needed by 

Chief Jordan. In response to an inquiq on up 'to date costs, the Director 

said there had l:::Y2en a five to seven percent rise, and he\'loUld have to get 

6. 

up to date information. He asked Comnissioner Fuessenich if his Research and 

Planning Division could wDrk out an updated report, to which the COIJ[l1issioner 

agreed. 

Finance committee. Mr. Hannon said his first :rreeting \'lith Appropriations 

was before the full Corrmittee. Then they called him reck. Tney asked what 

caused the large increase over the 1972-73 budget \>las. This ,.;as rrostly 

because of the deferred i terns since we opened the Academy - the delay 

in obtaining the Training Officers and Director of Training. Also the 

special types of equiPIll2l1t needed. They were surprised to hear of the 

costs of texts and fiJ.rns. They put errphasis on our backlog. Mr. Hannon 

told them that , with a couple of double sessions we could get rid of the 

backlog. He hasn I t heard anything since. Chainnan Chief Iv'.!OOre had nothing 

to add. 

7. Mandated standards committee. Chai:r:man Chief Bell advised just prior to 

the meeting that his committee had received a request from the Security Force 

at UCCNN concerning one' of their :rren, but as yet had not :b.ad an opportunity 

to take any action. Director Hannon said this involved one of the :rren on our 

list, and suggest.ed the Council, in the interest of tiJre, delegate authority 
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for action to this Cornmi ttee . Professor Schaffer made the MOTION, 

seconded by Chief Moore, that this authority be given to t11e !1andated 

Standards Committee. Unanimously JI..PPROVED. 

8. Director's ReJ?Ort. Mr. Hannon distributed lists of resident students and 

commuting students for t11e 94th Session of 60 rum. Chief Kinsella took 

all 8 seats offered. New London only took one seat (they have 9 rren on 

t11e list). 22 out of the original 28 on the list were offered an additional 

seat but couldn't accept at this time. 

The backlog is 104. 
~1f-1-.· 

30 nen graduated with t11e 92nd Session I'1arch ~. 

The 93rd Session starts April 2nd. 

The F. B. 1. Sex Cr:i.rrE School graduated 50 :rren from UCONN and 125 here. 

50 stUdents completed t11e C.P.R. course March 29th. 

Photo I graduated 20 :rren February 22nd. 

A new Photo III will be offered April 17, 18, 19. 

The Alcohol, Fireanns and Tobacco Di v. now has the rroney to put on a school 

here the last two weeks of June - an 80 hour Investigators' course. They 

said they would tak.e 45 rren this time. 

227 attended the Urban Terrorism Seminar March 13th. 

Mr. Hannon received a letter from President Kinney, of .Mattatuck Community 

College, asking him to serve on a La,.; Enforcement Faculty Advisory Committee. 

He told him he would have to take t1ns up with the Council. Mr. Deary made 

the MOTION that participation by the Director be approved. Seconded by 

Chief Ranslcw and unanimously JI..PPROVED. 
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The Director had received a letter from the Chief at Norwalk, complaining 

because he had been given only one seat for the BNDD course. They had 

set a limit of 60 rren, so 'We had tried to cover as many Deparbrents as 

possible. HOi...;ever, we did receive SOlLB cancellations and his second man 

was able to get in. 

LEAA has given a grant to the State Directors for a training session at 

the F. B. I. Acaderrq. LEAA will pay e:xpenses. 1I11r. Hannon said he would 

like to attend. The MarICN was made by Mr. Deary, seconded by Chief Ranslc:w, 

that Director Harmon attend this session. Unanirrously APPROVED. 

On the Director of Training and Training Officers examinations, Mr. Hannon 

said the Personnel Depart::Irent told him they vlere going ahead on the basis 

of the vrri tten exam; there 'ivill not be an oral. ~'1e should have a list wi th

in a week. Since the rrotion was made that the entire Council select the 

Director of Training and Training Officers, Mr. Hannon asked if they want a 

special rreeting. Mr. Deary said he thought we should have a special 

rreeting to consider this and the block grant. He rrade t.his a MJTlrn, which 

was seconded by Chief Ransla-l and unan:iJrously APPROVED. 

The State .Medical Examiner Seminar for 150 \viII be held here !'T..ay 16th from 

8:30 to 4:30 on Sudden Death Investigations. We agreed to do the paper 

work. A flyer should go out within a week. 

We are still waiting for comnitments from sorre people on the J):)uble Session 

list. 
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We wrote the Town ~Janager of l'o1ansfield that the Council is standing finn 

on t11e position we have taken concerning Constables. '1:\.,0 to a class. 

As of yesterday, East Windsor hasn r t selected their man. They will give 

the AGCr test; it should i:e given t1ns rronth. 

Charlie Weeks is recuperating at Gaylord. His address was sent out by 

teletype. It is Gaylord Hospital, Gaylord Farm Road, Wallingford 06494. 

Mr. Deary was asked about Ins progress. He said there is some rrovement 

in his left arm and a little rrovement in his left leg. His spirits and 

speech are good. 

Mr. Hannon distributed a core curriculum approved by the IACP for State 

Directors. This involves 240 hours of the core, plus 60 hours of field 

training and orientation. This will be part of the discussion at the 

F.B.I. Academy. 

Chief McNamara suggested we get a figure as to- ha., many are waiting before 

we start another double session. 

Mr. Hannon went to the Massachusetts Acaderry, at the invitation of the 

Governor of Massachusetts. Tnere was discussion on hOi'! various states 

,...;ere financing training through fines. California took in $10,400,000 

on an assessrrent of one dollar on Motor Vehicle fines and one dollar out 

of every five on criminal fines. ,t>Essachusetts could take in $3,432,000 

and Connecticut could take in $1,0116,000. Mr. Hannon is to write the 

different states for copies of their legislation. 

9. Adjoun1Il'Bl1t, Next Meeting. Upon lImIQ'I\1 by Chief l-Dore, seconded by !'Tx. 

Deary, the meeting was adjourned at 12: 20. The next rreeting is scheduled 

for 10: 00 A.M. Thursday, May 3rd, at the Connecticut Police AcadeTto/. 

FMH/rcl 
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3. CRIMINAL ADMINISTRATION .P-,ND SOCIAL SERVICES 

Emphasis has been placed on the criminal justice aspect of this repOl_"t. 

This is not intentional, but arises from the fact that criminal justice educa-

tion is ~t;L;Ll in a developrrental stage \\7hereas social services has been in a 

staid position for many years. 

In social service education, hcwever I the corrmuni ty colleges are being 

directed by the needs of the service in social work that is increasingly 

subject to changing delivery systems. These systems are seeking to develop 

team operations extending from the indigenous worker through the Ph.D. level. 

What is particularly needed in this area is the coordination of older established 

programs so that the practitioners can have a genuine career ladder. The pro-

grams at all levels should be integrated to a degree that maintains academic 

integrity and allcws for the greatest utilization of manpower to deliver 

social services. 

In the preparation of a Master Plan for the State of Connecticut, an urgent 

need exists in the area of criminal justice and social services for the coordina-

tion of efforts and definition of roles of traditional disciplinal."Y education 

and ti1e application of ti1e disciplines to career programs. 

The second concern is that of the maintenance of relevance found in new 

trends of education administration to identify itself as a "certifying agency" 

in alternative educational patterns. ~...any of the patterns seek to substitute 

life experiences other than the teacher-student experience as a basis for awarding 

credentials. Great care must be exercised and great haste must be avoided in 

the acceptance of purely ~iential learning in a career as a measure of 

expertise in the h\.ll'r'6l1 services. 
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The reason for caution finds its validity in that experiential learning that is 

concerned only with individual fulfilJ..rrent has minimal affect on tbe ccmnunity, 

while experiential learning concerned with the delivery of services of a vital 

nature can have either a constructive or deleterious effect on many people and 

hence, must be subject to intense scrutiny. In such instances, a definite role 

exists for governmental regulatory agencies, incl'Li,TIng educational institutions / 

to safeguard the good and welfare of the people. 

The outputs of education in the hun1aIl services education/then, are two-fold; 

one, the accruals for the stUdent himself; and two, the results of the student's 

actions on the emd.ronrrent where his education is expected to make a major out-

put. In hUI11aIl services, regardless of the area, the practitioner, \'lhether 

in the courts I police and/or law enforcerrent, correctional services r social wel-

fare, rrental health services, or allied fields, becorres an elerrent of the environ-

rrent that has a direct bearing on a major aspect of the life of his fella'1 man. 

This being the case, then the Carmission on Higher Education should consider 

not only its services to the students, but to its effect on the social stJ."Ucture 

and the quality of life in the State of Connecticut. 

When the criminal justice system is viev'1ed from the foregoing perspective, 

the issue of coordination and relevancy' beCClI1Es pararrount. 

The 1967 Task Force Reports of the President's Commission on Law Enforce-

rrent and Administration of Justice have rrore than adequately identified this 

need for develaprrent and coordination. The reports have indicated that the 

problems in the rrost credentialed area - the courts - are not too much different 

than those of the least credentialed areas - the police and corrections. 
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These reports support strongly the irrportance of educational efforts in 
I 

the State of Connecticut tcwards a systematized structure for Criminal Justice 

as a cluster in career education. Through the efforts of the Connecticut 

Association of Police Educators and the Connecticut Probation and Parole Associa

tion, a fairly cc:xtprehensive correlation v1ith educational needs in the areas 

of law enforcerrent and coxrectiOns services has been maintained. Educators in 
I 

these areas have been in regulaJ;' commmication with the operations agencies 

such as the Municipal Police Training Council, individual police agencies, 

probation and parole services and the correcti.ons services of the state. On 

the other hand, contact with the courts has been limited because of the pre

en'tinence of the professional nature of the court system and the system of 

professional legal education that is self-policed. The needs for the courts, hal1-

ever I can be deduced from conta~t with ci tizeri groups interested in the courts 

and the review of publications ;such as the Connecticut Bar Journal of .December, 
I 

1970. In that particular issue; the entire contents \'1ere devoted to a syrtposiUIll 

an judicial selectiail and ref,' 

In order to fulfill the neEids of criminal justice I the needs must be 

treated in a systematic way and the first prerequisite for structuring 

such a system would be the crea-Q.on of an "uritbrella" under which every elerrent 

of the sysbp.rn can benefit from ~e awareness of the needs of every other 

elerrent of the system. To do is, the Master Plan should encourage a multi

interdisciplinary advisory body that would not only coordinate a cohesive , 
integrated plan for the educati of students \'1ho would follo;'1 a career in the 

administration of justice, but \ ould further examine the role and contribution 

of pre-secondary education to st-secondary education in the administration of 

justice. 
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In the context of coordinating for social service educational needs r the 

greatest lurking danger is a pre··concei ved notion of social service because 

there is basically no facet of life in the state of Con:.1ecticut that cannot, in 

some manner, be related to a social welfare need. 

Coupled with this idea is the 'constant state of flux in social welfare 

ac1rninistration brought on by changing economic conditions, changing perceptions 

of welfare need, the need for greater efficiency in delivering social services, 

and the public demand for greater accountability. 

The grCMTth of "professional" specialists for many years has tended to 

focus on a concentrated continuum of educational development that has not kept 

pace with the grcwth of social demands as witnessed by the problems faced in 

the delivery of rredical services, the administration of justice, and social 

services. 

Presently, the state of connecticut is conterrplating the creation of an 

"1.1IfilJrella" agency, the Department of Hrnnan Services. The creation of such an 

agency will create a tremendous ferce. for educational services; :personnel and 

staff developrrent; accountability services; teachers and trainers (both for em

ployees and service recipien·tg); social service practitioners and auxiliary 

persormel. The services needed in a reorganization of this kind will generate 

a demand for in-service educational efforts, the delineation of new titles which 

will generate need for different curricula design for the accorrmodation of new' 

systems deliveries. 

In the contemplation of new systems deliveries, one example will suffice to 

derronstrate a need for canprehensi ve and coordinated educati,onal planning, the 

concept of neighborhood child and youth services. It is contemplated that to 

care adequately for children and youth with non-conforming behavior, neighborhood :! 

teams consisting of personnel nmning the gamut from Ph.D. I s to unlettered 

indigenous workers will be needed to carry out effectively the plan. In addition 

to meeting the demands for new classes of vlorkers with new educational needs, 

ti1e personnel reassigned to SUd1 duties will be in need of refresher and re

orientation courses. 

From the professional aspect, Professor Wyatt Jones, Brandeis Uni versi ty , 

envisions ti1e culmination of educational efforts on the part of a social worker 

to be a doctorate at the end of thirty years during whim time the candidate 

would have follo;ved an integrated work and study program that could produce 

the top-drawer prOfessional with an education that was current ,vitil present needs. 

As resources beCOI1'\2 more limited and the demand for services increases, 

the need for a full pattern of education ti1at penni ts a career ladder concept 

with a propensity for lateral rnovement at different levels ranging from in

digenous, secondary, post-secondary, corrmuni ty college, baccalaureate, post

graduate, and doctoral levels must be constructed. This kind of pattell1 will 

dernand trerrendous planning from the purveyors of social service education. Any 

Master Plan should make efforts to provide a mechanism to encourag"e coordination 

and cooperation of an advanced nature. 

In the state of }If.aryland, a system has been instituted called "2 plus 2 plus 

2." Under this system described by Robert Vivader, M.D., associate degrees, 

bamelor degrees, and graduate curricula have been articulated for the benefit 

of the practitioner. The system utilizes the state ccmmmity colleges, the 

state l.U1iversity, and private institutions sum as Johns Hopkins. Under the 

system, candidates for the top job emanate f,com tile broadest base of tile corrmunity 
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college and can realistically look to a truly professional status as the ultimate 

of their careers. The system has worked in rroving people from their lOiv socio

economic status to a higher level where their enpatl1etic life experience and 

new status penni ts them to be more effective with their clients. 

Planning for an educational structure of this kind will require the irrple

ITel1tation of an advisory body on a multi-institutional basis that will consist 

of educators, aClrninistrators, students, and clients. The latter will be included 

not only for valuable input, but to confm1Tl \vith demands of national agencies 

such as the Model Cities program of HOD that direct corrrrRlllity participation. 

In structuring education for the human services area and keeping the need 

of a career sys·tern in mind whereby students are encouraged to obtain SOIl)8 skills 

and sample the ,vork world before returning to the academic side, the concept of 

the "inverted major" should be incorporated. Under this system, community 

college programs will continue to provide skills for employment plus a base 

for further eh'Fansion. Such curriculum patterns project education that is 1/3 

general, 1/3 generic, and 1/3 specialized. Curricula beyond the CCUIltlUrlity 

college level should then be available to reinforce the community college and 

allCM for channels that best suit the student. For instance, corrmunity college 

programs in l~'l enforcerrent, allo.v students to CDntinue into areas of sociology, 

psychology f administration, or forensic science. 

Credentials in the human services should not be static. The demands of 

services are a current reality and practitioners who have degrees that are 

!TOre than a decade old and who have not up-graded their degrees wi thin the 

decade should be encouraged through seminars, continuing education, "rene\ving 

degrees" and other devices to up-grade their corrpetencies. 
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Enphasizing the need for ilcurrent credentials, (I Charles Guzzeta of the 

Hunter School of Social vlork, has stated: 

"Consideration for the prevailing social situation may be 
dismissed by some people as a cop-out ..• HO#ever, every school 
exists 'vithin a social context with which it is in hanrony or at 
odds. Schools need not timidly reflect current style. But neither 
is a school an island. A clear e:x:arrple of the price of failure to 
consider the implications of social situations is the present revolt 

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

of county v<16lfare corrroissioners ... Much of the disenchantrrent has 
carre from the failure of school curricula in the nation a and con
flicting constituencies with whom county ~~lfare commissioners must 
deal. .. In order to succeed in its goal, whatever it is, and in its 
curriculum which is the means for achieving the goal, a school must have 
a solid base of social support." 

Members of Study Group on Cr:inU.nal Administration and Social Services 

Study Group Leader: Thomas Connors 

Adjunct participants:* 

Early in November, 1972, approx:i.mately thirty letters of survey were mailed 

to people who are kno.vledgeable about the needs of crilninal adminJ.stration and 

social service education. The follatling list COlTprises those persons who ans-

we red the survey ;in time for the canpilation of this report. 

\ .. 

Francis Coleman 
Special Assistant to the Commissioner 
Dapart:rrent of Children and Youth Services 

Cleveland B. ;Fussenich 
Comnissioner 
Dapart:rrent of State Police 

Eleanor D. Coltrnan 
Coordinator, Public Service Career Programs 
Manchester Comnuni ty College 

Edward M. Wall 
Associate Daan 
Austing Dunham Barney School of Business and Public Administration 

'*" Inclusion in this list does not necessarily indiq),te agreerrBnt with the 
findings and recorrmel1dations contained in this report. 
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Adj'tmct Participants* - Continued 

John McAllister 
Director, Law Enforcerrent Program 
North~~stern Connecticut Community College 

Honorable Jo.Jm J. Daly 
Chief Judge, <;::ircui t Court 
State of Connecticut 

Frederick R. PivarnD( 
President, Connecticut Probation and Parole Association 
Hartford, Connecticut 

Dr. Philip Kaplan 
Academic Vice-President 
Uni versi ty of New Haven 

Beldon Schaffer. 
D:i rector, Institute of Public Service 
Uni versi ty of Connecticut 

Dr. Bruce Bradford 
Director of Extension 
Eastern Connecticut State College 

John Doyle 
Coordinator, Law Enforcerrent Program 
Mattatuck Cammunity College 

Richard M. Steinert 
Superintendent f Connecticut Correctional Institution 
Enfield, Connecticut 

* Jnclusion in this list does not necessarily ;indicate agreerrent with the 
:eind;ings and recornrreridations oontained in this report. 
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The foll~Ting standards h;:;t've been selected for their relevance to the 

scope of authority and responsibility of the Cormecticut Municipal Police 

Training Council. 

--Recruitment and Selection 

-13.4 State Mandated Minimum Standards for th.e Selection of 
Police Officers 

Eve:ry State, by 1975, should enact legislation establishing a 

State commission empowered to develop and enforce State rrri11imum mandato:ry 

standards for the selection of police officers. This legislation ShOlUd 

provide that the commission represent local government. 

1. The majority of this coITTIlission should be conposed of repre

sentatives of local law enforcerrent agencies to insure responsiveness to 

local needs. Poli-ce practitioners, other rre.mbers of the criminal justice 

system, and local government officials should be selected as corrrnission 

rrembers for a fixed tenn. 

2. This commissio..'l should insure that standards are rret by inspecting 

for local corrpliance, and certifying as competent to exercise police 

authority, only those police officers who have rret the mandated standards. 

The commission should establish minimum standards for: 

a. Age, vlith consideration given to lc::wering the 

present minimum age of 21 and to establishing a maximum 

recruitment age that reflects the physical demands place 

llJ?on a police officer and the retirerrent liability of 

police agencies; 

I 
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b. Physical health, strength, stature, and ability, 

with consideration given to the physical demands of police. 

work; 

c. Character, with consideration given to the responsi-

bilities of police officers and the need for public trust 

and confidence in POlice persormeli 

d. Personality profile, with consideration given to the 

need for' personnel who are psychologically healthy and capable 

of enduring emotional stress i and 

e, Education, with consideration given to' the ffi2l1tal 

skills and knowledge necessa:ry to perfonn the police function 

J?roperly. 

The Conmission should establish minimum standards that incor .... 

parate compensating factors such as education, language skills, or 

experience in excess of that required if such factors cal1 overcOrTe 

minor deficiencies in pnysical requirem211ts such as age, height or weight. 

4. Eve:ry State should provide sufficient funds to enable this com-

mission: 

a. To enploy a full-tine executive director and a 

staff large enough to carry out the basic duties of the 

conmissian; and 

b. To :rreet: periodically. 
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b. The polygraph examination is used where appropriate r but is 

n9t allcwed to substitute for a field investigation; 

c. The rejection of police applicants is job related; and 

d. Police applicants are not disqualified on the basis of 

arrest or conviction records alone r without consideration of 

circumstances and disposition. 

5. Eve:r:y police agency should insure that no rrore than 8 weeks 

pass fran the time of initial application to final determination of 

errployabilitYi that applicants are pranptly notified of tl1e results 

of each major step in the selection process; and tl1at the selection 

process is cost effective. 

6. Every police agency should directr into other temporary errployment 

within the agency, qualified police applicants who :because of a lack of 

vacancies cannot :be e:.:rployed i.mrediately in the position for which they 

have applied. 

--Education 

-15.1 Educational standards for the Selection of Police'Personnel 
, I ''!... t 'C • ~ _ ii' t 

To insure the selection of personnel with the qualifications to 

perfonn police duties properly I eve:r:y police agency should establish the 

follcwing ent:r:y-level educational requirerrents: 

1. Every police agency should require irmediately, as a condition of 

initial enployrrentr the corrpletion of at least 1 year of education (30 serres

ter units) at an accredited college or university. Otherwise qualified 

police applicants who do not satisfy this cxmdition, but who have earned a 

high school diploma or its equivalent, should be e:rrployed under a contract 

requiring corrpletion of me educational requiren"'eI1t within 3 years of 

tn~tial ernployrrent. 
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2.. Every police agency s11ould, no later than 1975, require as a 

condition of initial errployment the canpletion of at least 2 years of 

education (60 serrester units) at an accredited college or university. 

3. Every police agency shOUld, no later than 1978, require as a 

condition of initial e:rrployment the completion of at least 3 years of 

education (90 semester units) at an accredited college or university. 

4. Every police agency should, no later than 1982, iEequire as a 

condition of initial e:rrployment the canpletion of at least 4 years of 

education (120 serrester units or a baccalaureate degree) at an 

accredited college or university. 

-15.2 Educational Incentives for Police Officers . . 

Every police agency should irrmediately adopt a formal program of 

educational incentives to encourage police officers to achieve a college'-

level education. Colleges and universities, particularly those providing 

educational programs expressly for police personnel, should schedule classes 

at a ti.me when police officers can attend. 

1. {\/hen it does not interfere with the efficient administration of 

police personnel, duty and shift assignrrents should be rrade to accorrmodate 

attendance at local colleges i any shift or duty rotation system should also 

lJe designed to facilitate college attendance. 

2. Financial assistance to defray tl1e expense of books, rraterials, 

tui tion, and other reasonable expenses should be provided to a police 

officer when: 

a. He is enrolled in courses or pursuing a degree that will 

increase, directly or indirectly, his value to the police service; 

and 

b. His job perfonnance is satisfactory. 
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3 . Incentive pay should be provided for the attainrrent of specified 

levels of academic achieve.rre:nt. This pay should be in addition to any 

other salary incentive. It should arrount to at least 2.5 percent of the 

employee I s current salary for each 30 semester units of college work 

corrpleted in pursuance of a degree that will lead, directly or indirectly, 

to service betterrrent warranting the expense of the salary incentive. 

4. Colleges and uni versi ties, pcn. .... t.icularl y those providing educational 

programs expressly for police personnel, should schedule classes at hours' 

and locations that will facilitateti1e attendance of police officers. 

a. Classes should J::e scheduled for presentation during 

the dayt:Lrre and evening hours within the sarre academic period, 

semester, or quarter. 

b. l'ilhen appropriate, colleges and universities should present 

classes at locations otiler ti1an ti1e main campus so police officers 

can attend rrore conveniently. 

~15.3 College Credit for the Completion of Police Training Programs 

Every police agency should pursue the affiliation of police training 

programs with academic institutions to upgrade its level of training and 

to provide incentive for" further education. 

1. All police train.il1g courses for college credit should be academically 

equivalent to courses that are part of the regular college curriculum. 

2. Every In2I1iber of the faculty \v'ho teaches any course for credit in 

the police trainillg curriculum should be specifically qualified to teach 

ti1at course. 
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a. The instructor in a police training course, for which an 

affiliated college is grantil1g credit, should be academically qualified 

to teach ti1at course. 

b. Police personnel not academically qualified to teach a course 

ill the regular college curriculum may, if otherwise qualified, serve 

as teaching assistants under the supervision of an academically 

qualified instructor. 

--Training 

-16.1 State legislation and Fiscal Assistance for Police Training 

Every 'State, by 1975, should enact legislation establishing mandatory 

minimum basic training for police, a representative bo:iy to develop and 

administer trainillg standards and programs for police, and f.idancial support 

for mandated training for police on a continuing basis to provide the public 

with a comnon quality of protection and service from police errployees 

tirroughout. the State. By 1978, evel:Y State should certify all sworn police 

employees. 

1. Every State should enact legislation t.hat iI'andates nllil.i.rnum basic 

training for evelY sworn police employee prior to ti1e exercise of authority 

of his position. 

2. Every State should enact legislation establishing a State commission 

to develop and administer State standards for the trainillg of police personnel. 

The majority of this commission should be composed of representatives of 

local law enforce:rrent agencies. Other members should be frc:m the criminal 

justice system, local, govemrrent, and criminal justice education and training 

centers. The State should provide sufficient funds to enable this corrmission 

to neet periodically and to employ a full-t:iIre staff large enough to carry 

out the basic duties of the cx:mm.ission. In addition to any other duties 

deerred necessary, this corrmission should: 
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a. Develop rninirrn..nn curriculum requirerrents for mandated 

training for police; 

b. Certify police training centers and ll1stitutions that 

provide training t'l1at meets the requirerrents of the State's police 

training standards i 

c. Establish minimum police instructor qualifications and 

certify mdi viduals to act as police mstructors i 

d. Inspect and evaluate all police trainillg programs to msure 

compliance with the State's police trainmg standards i 

e. Provide a consultmg sendce for police training and 

education centers i and 

f. Administer the financial support for police training 

and education. 

3. Every State should reimburse every police agency 100 percent 

of the salary or provide appropriate State financed mcentives for 

every police employee's satisfactory completion of any State mandated 

and approved police trainillg program. 

4. Every State I through the police training body I should I by 1978 I 

certify as qualified to exercise police authority every ffivorn police 

employee who satisfactorily canpletes the State basic police trainmg and 

rreets other entrance requirements. 

0-8 

~; ,
i' 
f' 
t 

f 
I 
I 
I 
j 

I 
I 
I 

i 
1 
i 
I-

f 
I , 
1 
~< 
1 

( 

~16.2 Pr99Eam Develo~~t 

Eve~y police training acaderr!Y and criminal justice trainmg center 

should inrnediately develop effective training programs, the length, 

content, and presentation of which will vary accordil1g to specific 

supject matter, participatmg police employees, and agency and community 

needs. 

1. Every police trainmg acadeny should msure that the duration 

and content of its trainmg programs cover the subject e~ery police 

employee needs to learn to perform acceptably the tasks he will be 

assigned. 

2. Every poli.ce' traming acadell¥ should defll1e specific courses 

according to the perfonnance objective of the course and should specify what 

the tramee must do to derronstrate achieverrent of the perfonnance objective. 

3. Every police trainmg acadeny servmg more than one police agency 

should enable the police chief executives of participatJng agencies to 

choose for their perso1Del elective subjects m addition to the minimum 

mandated trainmg. 

4 I Every police training acadeny should illsure that its traming 

programs satisfy state standards for police trainmg as \vell as meet the 

needs of participating police agencies and that its trainmg is tilrely 

and effective. These measures should at least include: 

a. Regu;i..ar revie\x an,o. eva;i..uation of all training proc;rrarnp 

px' an advisory body COIT1)?Osed 0:1; pol;i.ce practitioners from 

part;i.cipatU1g agencies; 
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PI Rer;ipdic tieJ,d obsel."vation ot th.,e q?e;t"'ations ot participat:ing 

}?olice agencies by the training staff; and 

c. Continual critique of training programs through feedback 

from police errployees who have corrpleted the training programs and have 

subsequently utilized that training in field operations and fran 

their field supervisors. 

-16.3 Preparatory Training 

EveJ:y police agency should take .imnediate steps to provide training 

for eveJ:y police errployee prior to his first assignrrent ,vi thin the agency, 

prior to his assignment to any specialized function requiring additional 

training, and prior to his prarotion. In States where preparatory training 

is currently mandated by state la,", eveJ:y police agency should provide all 

such trainLl1g by 1975; in all other States, every agency should provide 

all such training by 1978. I 

1. EveJ:y state should require that every sworn police 'emPloyee 

satisfactorily complete a nril1imum of 400 hours of basic police trainina - -' . 
In addition to traditional basic police subjects, this training should 

include: 
. 

a. Instruction in law, psychology, and sociology specifically 

related to interpersonal corrmunication, the police role, and the 

cormumi ty the police employee will serve i 

b. Assigned activities away from the training acadeTr¥ to enable 

the enployee to gain specific insight in the corrmunity, cr:iIninal 

justice system, and local governrrent; 

c. Berredial training for individuals who are deficient in their 

training perfonnance but who, in the opinion of the training staff 

and enploying agency, dem::mstra:te potential for satisfactoJ:y 

perfonnance i and 
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d. Additional training by the employing agency in its policies 

and procedures, if basic police training is not administered by that 

agency. 

2. During the first year of employrren.t with a police agency, and in 

addition to the minimum basic police training, evev../ police agency should 

provide full-oCiJre swm'11 police employees with additional formal training, 

coached field training, and supervised field experience through methods 

that include at least: 

a. A minimum of 4 months of field training with a sworn police 

errployee who has been certified as a trainina coach' 
o oJ I 

b. Rotation in field assignments to expose the employee to 

varying operational and community experiences; 

c. Docurnentation of employee performance in specific field 

experi~1ces to assist in evaluating the employee and to provide 

feedbacJc on training program effectiveness i 

d. Self-paced training material, such as correspondence courses, 

to assist the employee in ao:;ruiring additional job JQ10ivledge and in 

preparing for subsequent formal training; 

e. Periodic rreetings between the coach, the employee, and the 

tra:in:ing academy staff to identify additional training needs and to 

provide fE~eaback on training program effectiveness; and 

f. A minimum of 2 Iveeks' additional training at the training 

acad~ 6 months after completion of basic training and again after 1 

xear's emplqyment in field duties. 
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3. Every police agency should provide every unswom police enployee 

with sufficient training to enable him to perform satisfactorily his 

specific ass~gnment and to provide him with a general knowledge of the 

police role and the organization of the police agency. 

4. Evel.Y police agency should provide ev81.-Y police errployee ne\<71y as

signed to a specialized task the specific training he needs to enable him 

to perform the task acceptably. 

h Id ' d sufficient training to enable 5. Every police agency s ou provl e 

every ne\"ly praroted errployee to perform the intended assignment satisfactorily. 

-16.4 Intexpersonal communications Trall1ing 
"! 

Every police agency should ~diately develop and improve the inter-

11 f f' These skills are essential personal oorrmu.rlications sJrJ.lls of a 0 lcers. 

to the productive exchange of information and opinion between the police, 

other elements of the criminal justice system, and the public; their use 

helps officers to perform their task more effectively. 

1. v;1here appropriate, an outside consultant should De used to advise 

on program rrethodology, to develop waterial, to train swom officers 

as instructors and discussion leaders, and to participate to the greatest 

extent possible in both the presentation of the program and its evaluation. 

2. Every recruit training program should include instruction ,in 

interpersonal communications, and should make appropriate use of prograrred 

instruction. as a supplerrent to other training. 

3. Ever.y police agency should develop programs such as workshOJ?s and 

seminars that bring officers, personnel from other elerrents of the criminal 

justice system, and the public together to discuss 

and participants' attitudes toward that role. 
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~16.5 Inservice Trall1in~ .. .;. ~ \ 

Every police agency should, by 1975, provide for annual and routine 

training to maintain effec·tive performance throughout every swom errployee I s 

career. 

1. Every police agency should provide 40 hours of formal inservice 

training annually to sworn police errployees up to and including captain 

or its equivalent. This training should be designed to maintain, update, 

and inprove necessary lmowledge and skills. v-fuere practicable and beneficial, 

errployees should receive training V\7i th persons employed in other parts of 

the criminal justice system, local govel.'11!rent, and private business when there 

is a cammon interest and need. 

2. Every police agency should reco.;,-mize that formal training cannot 

satisfy all training needs and should provide for decentralized training. 

To rreet these day-to-day training needs, every police agency should p.rovide 

each police station ~".,ith: 

a. As soon as practicable, but in no event later tharl 1978, a 

minimum of one police employee \'Ino is a State certified training in-

structor; 

b. Audio-visual equiprrent cQ1patible \<7ith training material 

available to the police agency ; 

c. HOlre study rna terials available to all police emplayeesi and 

d. Periodic I-day on-duty training programs directed at the 

specific needs of the police errployees. 

3, Every police agency should insure that the information presented 

during annual and routine training is included, in part, in prarotion 
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examinations and tha·t satisfactory completion of training programs is 

recorded in the police errployee' s personnel folder in order to encourage 

active participation in these training programs. 

"'16.6 Instructi?n Quality Control 

Every police training acade.rr!i and cr:imina~ justice training center 

should develop im:nedia·tely quality control rreasures to insure that training 

perfo:r:mance objectives are rret. Every training program should insure t11at 

the inst.xuctors, presentation rnet110ds I and training material are the best 

available. 

1. Every police training acade.Tr\Y should present all training programs 

with the greatest errphasis on student-oriented instruction methods to 

increase trainee receptivity and pcu.ucipation. Training sessions of l-hour's 

duration or longer should include at least one of the folla.\7ing: 

a. Active student involvement in training through instxuctional 

techniques suc..h as role playing I si tua tion s:i.nn.:tlation I group discussions, 

reading and research projects, and utilization of individual trainee 

response systems; passive student training such as the lecture presenta

tion should be minimized; 

b. Where appropriate, team teaching by a police training in

structor and a sworn police errployee assigned to field duty; 

c. The use of audiovisual aids to add realism and .iIrpact to 

training presentations; 

d. Preconditioning lTlaterials, such as corespondence courses 

and assigned readings, made available prior to fonnal training sessions; 
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e. By 1978, self~paced, indivi~ualized ins-cr:uction methods for 

appropriate subject matter; and 

f. Where appropriate, corrputer assistance in the deli very of 

instruction material. 

2. Every police training acade.Tr\Y should, by 197:';, restrict formal 

classroom training to a rnaxirm:rrn of 25 trainees. 

3. Every police training academy and every police agency should, by 

1978 f insure that all its instructors are certified by the state by 

requiring: 

a. Certification for specific training Subjects based on 

work experience and educational and professional credentials; 

b. SatisfactOJ:Y completion of a State-certified minimum 80-hour 

instructor training program; and 

c. Periodic renewal of certification based in part 0.11 the evalua

tion of t11e police training acadeIT!Y and t11e police agency. 

4. Every police training acadeny should distribute instructional 

assignrrents efficiently and continually update all training materials. 

These rreasures sh01.:tld include: 

a. Periodic monitoring of the presentations of every police 

training instructor to assist him in evaluating t11e effectiveness of 

Pis rrethods and the valu.e of his materials i 

b. Rotation of police training insb.l.lctors through operational 

assignments or periodic assignment to field observation tours of 

duty; 

c. Use of outside instructors whenever their expertise and pre

sentation met110ds would be beneficial to t11e training objective; 
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d. Continual assessment of the workload of every police 

trairiing instructor i and 

e. Aarr..inistrati ve flexibility to insure efficient use of the. 

training academy staff during periods of fluctuation in trainee 

enrolJn1e!1t. 

5. Every police agency and police training acaderrw should review all 

training materials at least annually to determine their current value and 

to alter or replace them where necessary. 

-16.7 Police T~ainingAcademies andl2rirninal Justice Training Centers 

Every State should, by .U)78, guarantee the availability of State

approved police training to every sworn police enployee. Every state 

should encourage local , cooperative, or regional police training 

programs to satisf-y state training requirerrents; when these programs 

cannot satisfy the requirerrents, criminal justice training centers including 

police training academies should be established by the State. 

1. state certification of a basic police training program should, 

as a minimum, require the training facility to operate for 9 rronths a year. 

2. Where appropriate, police agencies should establish cooperative 

training academies or oth.er(9ise combine their reE:>ources to satisfy police 

training standards or other training needs. 

3. Every State should establish strategically located criminal justice 

training centers, including police training academies, to provide training 

that satisfies State-mandated trafn:L~g:\s·taridards for all police agencies tbat 

are l.mable to provide it themselves or in cooperation ''lith other agencies. 

4. Every State should develop ffi3arlS for bringing mandated or other 

necessary training to enployees of police agencies v1hen it is inpracticable 

or inefficient to bring these enployees to the nearest training center or 

acadeIT!¥. 

5. Every State should encourage police agencies to participate in 

specialized training offered through academic inst:i tutions, gcvemrrent 
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agencies, and professional and business organizations, 

--Developrrent, Prorrotion, and Advancerrent 

-17.1 Personnel Development for Promotion and Advancement 

Evel.-Y police agency should adopt a policy of prorroting to higher ranks 

and advancing to higher paygrades only those personnel who !mccessfully 

derronstrate their ability to assume the responsibilities and perform the duties 

of the position to which they will be prorroted or advanced. Personnel \'lho have 

the potential to assrnn2 increased responsibility should be identified and placed 

in a program that will lead to full developrrent of that potential. 

1. Every police agency should screen all persormel in order to identify 

their individual potential and to guide them toward achieving their full poten-

tial. Every enployee should be developed to his full pot.ential as an effective 

patrol officer r a a:>rrpetent detective, a supervisor or manager, or as a 

specialist capable of handling any of the other tasks "vi thin a police agency. 

This scre8J.'1ing should consist of one or rrore of the follOi'li.ng. 

a, Management assessrre..l1t of past job perfonnance and derronstrated 

initiative in the pursuit of self-developrrent; 

b. Oral interviews i and 

c. Job-related rrental ability tests. 

2 .' Every police agency should offer corrprehensi ve and Ll1di vidualized 

programs of education, training, and aperience designed to develop the potential 

of every errployee who wishes to participate. These individualized developrrent 

programs should be based on the potential identified through the screening process 

and the specific developrrent needs of the errployee. These individualized programs 

should consist of' one or rrore of the follcwing: 
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a. College seminars and courses; 

b. Directed reading; 

c. In-house and out-of-house training classesi 

d. Job rotation; 

e. Internship; and 

f. The occasional opportunity to perfonn the duties of the 

position for which an individual is being developed. 

3. Personnel who choose to pursue a course of self development 

rather then participate in the agency-sponsored development program 

should be allowed to rorrpete for prorrotion and advancen-ent. 

-17.2 Formal Personnel Developncult Activiti~~ 

Every police agency should i.m:rediately irrplerrent forrral programs of personnel 

development. Such programs 'should be designed to further the enployee I s pro

fessional growth and increase his capacity for his present or future role within 

the agency. 

1. Every agency should allC»l all sworn personnel to participate voluntarily 

in at least 40 ronsecutive hours of formal personnel developrren.t activity annually, 

while on duty, and at full pay. Such activity may include: 

a. Forty consecutive hours of in-house or out-of-house classroom 

training directed ta-lard the development of personal, vocational, con

ceptual, or managerial skills; 

b. Internship of at least 40 consecutive hours with another police, 

criminal justice, govemrrent, or private organization that can rontribute 

significantly to the professional developrrent of the intern; 
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c. The assumption of the position, responsibility I and authority of an . -
i.m:rediate superior for a minimcrm of 40 conseCutive hours when such assignment 

would contribute significantly to the professional developm211t of the sUb- . 

ordinate; 

d. Errployee participation in aClministrative and operational research 

and repo~~g that would not ordinarily be his responsibility but would 

contribute significantly to his professional developrnent; 

e. Provision of leaves of absence with pay to allcw the ad:ieverrent 

of academic objectives that contribute significantly to the enployee I s 

professional gr~n:h and capacity for current and future assignments; 

f. Errployee service as a Il1eiJlber of or an adviser to management 

corrmi ttees and boards on whid1 he "WOuld not nOl"Tnally serve, such as fleet 

safe·ty boards I when such service would contribute significantly to the 

developn12nt of an enployee I s awareness and lmderstanding of management 

philosophy and insight. 

2. Every police agency with specialized units for detective, vice, traffic, 

sta.ff I and other fmctions shOUld i.m:rediately develop a fonnal system for 

personnel rota"tion. This system should be designed to develop generalist I 

specialist, and managerial resources. 

a. Newly hired personnel should be rotated through geographic areas 

of varying crin"l2 incidence and major functional assignments in order to 

give them the valuable perspective and professional understanding that 

only experience in a wide range of agency functions and areas can provide. 
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b . Selective and individualized rotation of incumbent personnel should 

be impl~1ted to de\~lop generalist and specialist expertise or specifically 

to prepare personnel for prorrotion and advancement. The rrovern:mt of ir!-

cumbent personnel should take into account individual needs for specific 

worJ<: experiences, . individual potential and willingness to participate, and 

agency needs for the developrrent of personnel as well as the potential for 

a cost-effective retUTIl on the investment of tirre and IPanpcwer. 

c. Every agency should regulate personnel rotation so that the agency 

is continually able to rreet its primary service objectives. The rota-tion 

of highly specialized personnel, such as a crin1inalist, should be restricted 

to avoid serious interference 1;v'ith the delivery of specialized services. 

3. Every agency should encourage personnel to pursue development on tl1eir 

own tirre, as well as on agency time, by attending college courses and seminars 

and through suggested reading. 

4. Every police agency should fulfill its responsibility to develop 

personnel by seeking adequate f1.mding for personnel development activities. In 

so doing, the police agency should consider the availability of financial as-

sistance outside the normal budgetary process. 

.... 17.3 Personnel Evaluation for Prarotion 2nd Advancement 

Every police agency should irrrnediately begin a periodic evaluation of all 

personnel in terms of their potential to fill positions of greater responsibility. 

The selection of persorLl1el for prorrotion and advancerrent should be based on 

criteria that relate specifically to the responsibilities and duties of the 

higher position. 
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1. Every agency periodically should evaluate the potential of every 

e.rrp10yee to perfonn at the next higher level of responsibility. 

a. This evaluation should fonu a part of the regular performance 

evaluation that should be oorrpleted at lest semiannually. 

b. Specific data concerning eve~'Y e:rrployee's job performance, train:ing, 

d U' on and experience should support the periodic evaluation for e uca, ~' 

prcmotion and advancerrent. 

2. Every police agency should use job analyses in the deve10prrent of job 

related tests and other criteria for the selection of personnel for prarotion 

and advancement. Selection devices should oonsist of one or more of the follaqing: 

a. l"JaIlage:ment assessrrent of past job performance, performance in 

the individualized development program, and derronstrated ini tiati ve in the 

pursuit of self development; 

b. Oral interviews i and 

c" Job related mental aptitude tests. 

3. Every police agency should disallcw the arbitrary av..rarding of bonus 

po:ints for experience and achievement not related to the duties of the position 

al · be' . dered Arbitrary a'i>vards include: for which the :indi vidu 1S mg oonS1 . 

a. Bonus po:L.'1ts for se..l1ioritYi 

b. Bonus points for military service; 

c. Bonus points for heroism. 

4. No agency should use any psychological test as a screening dev;l.ce or 

evall~t;i.on tool :in the promotion and adVcll10ement process until scientific re

search canfir.ms a reliable .relationship between personality and actual performance. 
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5. Every agency should require that personnel demonstrate the ability to 

assume greater responsibility prior to promotion or advancement and should 

continue to observe errployee perfonnance closely during a probationary period of 

at least 1 year from the date of pramotion or advancement. 

-17.4 Administration of Promotion and Advffi1cement 

Every police chief executive, by assuming administrative control of the pro

notion and advancement system, should insure that only the best qualified 

personnel are prorroted or advanced to positions of greater authority and respon

sibili ty in higher pay grades and ranks. Agencies that have not developed 

competent personnel to assume positions of higher autl10rity should seek qualified 

personnel from outside the agency rather tl1an pramote or advance personnel who 

are not ready to assume positions of greater responsLbility. 

1. The police chief executive should oversee all phases of his agency IS 

prorrotion and advancerrent system including the testing of personnel and the 

appointing of personnel to pasi tions of greater respa.l1sibili ty . The police chief 

executive should Inake use of the services of a central personnel agency vvhen that 

personnel agency is competent to develop and administer tests and is responsive 

to the needs of the police agency. 

2. The police chief executive should consider recruiting personnel for 

lateral entry at any level from outside the agency when it is necessary to do 

so in order to obtain the services of an individual who is qualified for a 

position or assignment. 
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-17.5 Persoru1el Records 

Every police agency i:rru"rediately should establish a central personnel in

formation system to facilitate management decisionmaking in assignrrent, pro

rrotion, advffi1ceIl-ent, and the identification and selection of individuals for 

participation in personnel development programs. 

1. The personnel infornation t h sys em s ould contain at least the folla~ing 

personnel infomation: 

a. Personal history; 

b. 

c. 

d. 

e. 

Educatiol'l and training history i 

Personnel performance evaluation history; 

Law enforcern:mt experience· 
- I 

Assig11lrent, pramotion, and advancerrent history; 

f. COiTilrendation records; 

g. Sustained personnel con'plaint history; 

h. Medical history,: 

i. 

j. 

Occupational and skills profile i 

Results of special tests; and 

k. Photographs. 

2. The personnel information system should be protected against unauthorized 

access i ho;\7ever, errployees should have access to agency records 

".,ith the exception of background investigation data. 
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3. The system should be updated at least semi-annually and, ideally, 

(. 
whenever a significant change in infonnation occurs; and 

4. Tho system should be designed to facilitate statistical analysis 

of personnel resources and the identification of individuals \vith special 

skills, knCMledge, or experience. 

( 
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