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THE NATIONAL MANPOWER SURVEY
OF THE CRIMINAL JUSTICE SYSTEM

The National Manpower Survey of the Criminal Justice System was a
comprehensive and systematic effort conducted in response to Part D,
Section 402(c) of the Crime Control Act of 1973. The Congressional
Mandate for the Law Enforcement Assistance Administration to adequately
address human resource needs in the field of law enforcement and
c;iminal Justice 1s clearly indicated in the following excerpt from

the Act: ?

The Institute shall, before the end of the fiscal
year ending June 30, 1976, survey existing and future
personnel needs of the Nation in the field of

law enforcement and criminal justice and the adequacy
of Federal, State and local programs to meet such
needs. Such survey shall specifically determine the
effectiveness and sufficiency of the training and
academic assistance programs carried out under this
title and relate such programs to actual manpower

and training requirements in the Taw enforcement

and criminal justice field. In carrying out the
.provisions of this section, the Director of the
Institute shall consult with and make maximum use of
statistical and other related information of the
Department of Labor, Department of Health, ,
‘Education and Welfare, Federal, State and local .
criminal justice agencies. The Administration

shall thereafter, withir a reasonable time, develop
~and issue guidelines, based upon the need priorities .
established by the survey, pursuant to which project
grants for training and academic assistance programs
shall be made. . “

The National Institute of Law Enforcement and Criminal Justice was
responsible for assuring that the survey was conducted and the findings
were published, After the establishment-of the 0ffice of Criminal
Justice Education and Training, OCJET assumed responsibility for
coordjnating the agency-wide effort to analyze the survey findings,
develop appropriate guidelines, and implement programmatic responses.
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INTRODUCTION

The role of the Law Enforcement Assistance Administration in human
resource development can be traced to the passage of the Omnibus Crime
Control and Safe Streets Act of 1968. For approximately a decade,
funds have been channeled into human resource development in an
attempt to improve and strengthen the productivity of the criminal
justice system. When placing these programs in historical perspective,
it is clear that millions of federal dollars have been expended on
numerous human resource development activities which have included
training and academic programs, construction of training centers, and
recruitment and selection programs. While past efforts have played

a significant role in advancing the field of criminal- justice more
rapidly than most occupational areas in recent years, the need for
continued emphasis of human resource development is reflected in the
National Manpower Survey. The survey clearly indicates the pressing
demand for technology in such areas as task analysis, determining
training/educational needs, curriculum development, evaluation and
human resource planning in long-term perspective.

Funding support by the Administration for human resource activities

can be found at all levels of government. Block grant funding has
spawned programs at both the state and local levels. In addition,
Discretionary funding, along with other funding, has played an inte-
gral part in bolstering these efforts. The federal role in human
resource development is vital to system improvement. Training and
educational programs will play an important part in shaping the

future direction of the criminal justice system in the years ahead.

In addition to funding support, a comprehensive view of human resource
needs and problems can be achieved at the federal level along with

the establishment of assistance priorities. In short, activities can
be put into motion to address such needs and problems in a system

that has become progressively complex in nature. The National Manpower
Survey underscores the need to move from a quantitative to a qualitative
approach in future programmatic efforts.

The National Manpower Survey Working Group was established in response
to a memorandum directed to J. Price Foster, Director of the Office
of Criminal Justice Education and Training, from Henry S. Dogin,
Deputy Administrator for Policy Development in the Law Enforcement
Assistance Administration. This Working Group was established to
review the National Manpower Survey and prepare a written summary

of findings and conclusions. The members of the group were selected
on the basis of their expertise in the areas of law enforcement,
courts and corrections. Listed below are the persons responsible for
conducting the analysis and their respective assignments. This list
also acknowledges those persons who were responsible for providing
clerical support.
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NATIONAL MANPOWER SURVEY WORKING GROUP

N N

Volume II - Law Enforcement

*Kay Monte/NILECJ
Larry Giddings/OCJET

Volume III - Corrections

*Nancy Levinson/0CJP

June Parrott/NILECJ

University of Chicago (Contract)/0JJDP
and James Howel1/QJJDP

Volume IV - Courts

*Ben Shapiro/0CJP
Jay Merrill/NILECJ
University of Chicago (Contract)/0JJDP
and James Howell / 0JJDP

Volume V - Criminal Justice Education and Training

Chapter Assignments

**Dale Beerbower/0CJET
John Moxley/00S
Ben Shapiro/0CJP
Alan Scheerer/0CJET

Clerical Support

***Sharon Wagner/0OCJET
Mary Santonastasso/OCJET
Nancy Darnall/OCJET -
Kathy Kearney/OCJET
Robin McKay/OCJET
Pam Sanders/0CJET
‘Harriett Coulbourn/0C
Lynn Nelson/0GC

* Volume Lead Responsibility

Chapters II, III and IV
Chapters V and VI

Chapters II and VI
Chapters III, IV and V
A1l Chapters

Chapters II and V
Chapters IIT, IV and VI
A11 Chapters

Chapters II, III, VII & X
Chapters V and VI
Chapters VIII and IX
Chapter IV

** Qverall Coordination and Volume Lead Responsibility

*%* Typing Coordination Responsibility
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Each of the individuals 1isted on the preceeding page should be commended
for superior performance under very limited time parameters. The Office
of Criminal Justice Education and Training sincerely appreciates the
work conducted by the National Manpower Survey Working Group. Also,

the cooperation received from various administrators throughout the
agency enabled this office to successfully complete its assignment.

The review and analysis of the National Manpower Survey focused on ‘
Volume Two, Law Enforcement; Volume Three, Corrections; Volume Four,

Courts; and Volume Five, Education and Training. It was felt that the
structuring of the analysis was of utmost importance in light of future
priorities and program funding. It is clearly articulated in the

Act that "The Administration shall thereafter, within a reasonable

time develop and issue guidelines, based upon the need priorities }
established by the survey, pursuant to which project grants for training

and academic assistance programs shall be made." Therefore, the analysis
perfarmed was designed to result in tentative guidelines addressing

programmatic thrusts in accordance with established priorities. This

effort is also important from the standpoint of a legislative mandate,
Congressional hearings and future decision-making by the Administration.

The analysis performed was conducted on a chapter-by-chapter basis, with
reviewers utilizing their subject expertise to develop comments on

-their respective assignments. These comments focus on four primary

areas, namely, the National Manpower Survey findings, needs, conclusions,
and recommendations. Also,consideration is devoted to "need priorities
established by the survey."

A "Reviewer Conclusion" section follows the review and analysis of each
chapter. This particular section addresses anything reviewers felt

they needed to point out, with primary focus placed on rank ordering
priorities identified in the National Manpower Survey. If additional
priorities were developed by reviewers, based on the analysis conducted,
these were also included in the rank ordering process. A1l priorities
developed by reviewers are identified by an asterisk. ‘

Chapter I of Volumes Two, Three, Four and Five is merged with the analysis
of chapters that follow in each respective volume. This particular
chapter is the "Executive Summary" of each volume and addresses pertinent
information in subsequent chapters. Also, an attachment accompanies each
chapter reviewed. Rank order priorities are 1listed in the attachment
along with identified examples of responsive LEAA activities.
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In conclusion, it should be pointed out that areas pertaining to
juvenile justice in Volumes Three and Four were reviewed and analyzed
by the School of Secial Seryice Administration at the University

of Chicago. The 0ffice of Juvenile Justice and Delinquency Prevention
designated an outside expert because they had no training program staff
available. The work performed by the above referenced university
appears in the attachment to this report.
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NATIONAL MANPOWER SURVEY ANALYSIS: VOLUME THWO
LAW ENFORCEMENT

Introduction

Volume  II of the National Manpower Survey is an attempt to assess
the current status and the future personnel needs of Taw enforcement
agencies. MWritten in five chapters, in addition to an Executive ‘
Summary (Chapter I), the document addresses the following issues:
Current Manpower Assessment - Chapter II, The Outlook for Law
Enforcement Employment: Manpower Projections to 1985 - Chapter III,
Recruitment and Retention of Police Officers - Chapter IV, Education
for Law Enforcement Occupations - Chapter V and Training for Law
Enforcement 0ccupat1ons - Chapter VI.

fach chapter 1is reviewed separately and prov1des for overview and
major findings of the study, the reviewer's assessment of the study,
recommendations and conciusions, and a prioritization of needs to
be addressed as a result of the study data. The Executive Summary

is not reviewed separately but is incorporated within the discussions

of individual chapters.

Chapter I - Executive Summary

»Chapter I of Volume II of the NMS is a summary of pert1nent information

gleaned from subsequent chapters. It should be noted that reviewers
considered information presented in the "Executive Summary" when
analyz1ng respect1ve chapters in the review process

Chapter ;I - Current Manpower Assessment

Overview and Major Fifidings of the Study

As the title suggests;‘thé;emphasis of t%isvchapterfwas on ident{fying

current patterns and projected needs for, the employment of police
manpower. The primary data source utilized to determine current
manpower levels was an. LEAA sponsored 1974 U.S. Census Bureau study.
Data for projected needs were derived from a NMS survey of police

executives, a 1965 survey by the National League of Cities and from

analyses. of several exper1menta1 studies that have been undertaken

‘to address issues concern1ng police product1v1ty

o In terms of -the current manpower status W1th1n the country, some of |
» the key f1nd1ngs of +he studvaere
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- About one-half of all police personnel serve in the patrol
furicLlon.

- City police departments have the largest proportion of their
total employees in areas that are directly concerned with
primary operations, i.e., supervising, patrolling, traffic
control, criminal investigation, 1ine or supervisory functions
and management and directing, than do county and state agencies.

- County sheriff offices have sufficient proportions of employees
assigned to custodial duties.

- State police departments employ relatively large proportions of
personnel in clerical, and other support positions.

- Police population ratios tend to be highest in the ‘argest
cities. The number of law enforcement employees per 1,000
inhabitants range from 3.5 in cities with more than 250,000
population to 1.9 in cities with 10,000 to 100,000 population.

- Also, crime rates in larger cities are higher than in smaller
cities.

An attempt was made to determine explicit reasons for variations in
manpower levels within the various cities since it was apparent to the
researchers that crime rates could not have been the sole reasons for
such differences. In fact, it was hypothesized that several variables,
in addition to crime, were highly significant in this regard. The
results were:

- Variables most Tikely to impact on the police-population ratio
were found to be incidence of street crime, amount of taxes per
capita, the proportion of low income families in jurisdictions,
and black males.

- Large city (100,000 to 1 million) police employment was found to
be most sensitive to robbery rates, taxes per capita and proportion
of black males (ages 15-25) in the population, in that order.

- Medium size and smaller cities based employment on, first, per
capita taxes, robbery rates and then black male youth and low
income families.

Data provided in the NMS indicate that Taw enforcement has not been a
static field in terms of employment patterns. For example, the number
of police increased from 74 per 100,000 population in 1910 to 182 per
100,000 in 1970, to 217 per 100,000 in 1975. Finally, however, it is.
believed that a plateau has been reached in police employment. The

R~ AN MR DO A
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latter exists in spite of the fact that many police executives feel
that additional manpower is needed to do an effectijve job. The
latter data about police executives came from a 1975 survey conducted
for the purpose of this study which asked them to identify in rank
order the most serious manpower problems in their agencies. The
results were:

- The most serious problem was an inadequate number of authorized
positions for law enforcement personnel.

- The next most serious concern was the inability to achieve or
maintain authorized strength.

- One in five chiefs of small police departments in jurisdictions
with less than 17,000 population reported that inadequate
training and personnel were serious problems.

- General budgetary problems were also indicated as serious
concerns.

In terms of additional personnel that law enforcement executives felt
were needed, this same survey found that:

- Total manpower needs exceeded actual employment by about 27

percent for police and 34 percent for sheriffs.

- The greatest average percentage increases needed, 54 percent
and 65 percent respectively, were reported by police and
sheriffs in agencies with fewer than 10 employees.

- In the case of police, the average percentage increase reported
as needed declined progressively with size of agency to about
17-18 percent for agencies with 150-999 employees.

- An average increase of 29 percent was needed by the largest police
departments, those with 1,000’or more employees.

Another survey in 1965 conducted by the National League of Cities
presented a somewhat different picture of projected manpower needs in
police departments:

- The most striking difference was with major cities, 250,000
population or more. This category reported the smallest
percentage requirement for additional officers, 11 percent.
The National Manpower Survey reported a needed increase of

29 percent.




- For medium sized agencies, i.e., cities ranging from 50,000 to
250,000, thejaverage percentage increase needed was virtualiy
identical in the two surveys. They averaged 18-19 percent.

- Smalier departments, with populations of less than 50,000,
reported an average need of 17 percent additional officers in
the National League of Cities survey. Conversely, for this
same group, the NMS reported needs ranging from 24 percent
up to 54 percent.

Finally, this chapter ended with a deviation away from simply attempting
to provide census-type data to an attempt at addressing a major policy
and research issue regarding police and crime rates. The attempt was

to establish if a relationship existed between the level of police
manpower and the incidences of crime. The approach taken was an
analysis of data from some of the most prominent studies that have

been conducted addressing this issue. It was soon found that existing
data do not answer this question. The problem is that definitive
research resuits do not exist at this time.

Review of NMS Study Results

For the most part, data presented in this chapter do not go beyond
giving a rather sketchy outline of where police resources are located
(i.e., by occupational level) within law enforcement departments, by
size of departments. Such data as employment trends by geographical
areas, data for comparisons among specific departments and the 1ike
are not provided.

Data provided on manpower needs are insufficient. One reason is that
the methodology employed, survey of police executives as to what they
thought needs were, is too subjective fo yield good results. The
problem highlighted by this effort is ‘that attempts at obtaining true
manpower neeus would require a more careful approach.

In attempting to extrapolate results from the experiments that have
been undertaken, the study perhaps overlooked some very significant
considerations regarding police presence and its impact on crime.

The NMS makes the classical statement that the increase in the number-
of police employed over the years has resulted in an increase in the
crime rate, indicating an inverse relationship between higher police
employment and the deterrence of crime (page 1I-27). This statement
fails to take into consideration alternative variables that may
influence this pattern such as with more police there is a strong
probability that there will be more arrests and that there has been

a concomitant increase in crime reporting along with the increase in
police employment, probably due te more liberalized thinking and more
educated publics about some crime problems. In the end, as oftentimes
happens in studies of this nature, more questions are raised than are
answered. '
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Recommendations and Conclusions

The study provided no explicit recommendations or conclusions in this
section. Whay QOes surface from the study, however, are a number of
needs for additional study and action.:

Perhaps the most patent need identified by the study is for a well
designed, compyehens1ve, ongoing manpower survey for law enforcement
personnel. This type of effort would be designed to obtain numerous

relevant data items that would assist the practitioner and the

resgarcher: A great deal of careful thought would have to be given
to its design and conduct. -

Further needs identified by the study are for data on police jobs/tasks

- and productivity requirements. If possible, standards for productivity

§hou]d bg established. The latter, of course, has far reaching
implications for other problem areas within police departments, which

were Qot a concern of this study, such as selection, promotional and
training criteria, etc.

Another.need iQentified was for further testing of various hypotheses
cgncern1ng~p011ge omnipresence and its impact on crime. Studies
discussed in this report, the Kansas City Preventive Patrol study, et.a
have only begun to surface issues regarding this matter. Other research
along these lines is indicated. |
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*Priority developed by reviewer

JoB/task needs research

Productivity research and performance standards

Police strategies in responding to crime -

None

"Police Role and Its Implications for
Organization Restructuring” 78-NI-AX-0056

"National Project to Develop Police
Performance_Measure59‘76~NI—99-0119

"Replication of Kansas City Citizens
Reporting" 78-NI-AX-0107

* "Managing the Police Demand" 77-NI-99-0074

"Police Referral Systems" 78-NI-AX-0020
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Chqpter I1I - The Outlook for Law Enforcement Emp]oyment Manpower.

Projections to 1985

A major objective of this chapter was to "project future personne]
needs of state and local criminal justice agencies, by occupat1on,
for a 10 year perlod to 1985."

The approach taken for obtaining data for projections differed from
that of the preced1ng chapter which reljed upon information derived
directly from an opinion survey of police executives. In this chapter
attempts were made to forecast and analyze future needs in the law
enforcement field based on such variables as crime rates, economic
factors and other changes that might occur in such areas as _
decriminalization and the increased use of civilians in police
departments ‘ .

The fo]10w1ng f1nd1ngs were extrapo]ated from the data ana]yzed

- ‘Summar11y, moderate, continued ‘growth in law enforcement is
anticipated dur1ng the 10 year period, although at a substantially
s]ower rate than in recent years.

- Though in the past p011ce‘protect1on accounted for a major share’
of total criminal justice expenditures and employment, the rate
of growth has begun to taper off and will show further declines

~in the future.

- :Recent emp]qyment growth has been more rapid for state and county
“\ “agencies (about 4 percent ‘annually) as compared to cities (about
Z7" 2 percent annually). ;

- Sworn officer employment is projected to grow at a rate of 2.2
- percent annually, ,as compared with an estimated growth rate-.of
4.0 percent for nonsworn employees. The indication here is that
civilization will continue to be popu]ar in the future.

As stated- ear11er ‘major bases for: proaect1ons about future po]1ce
manpower needs were determined by anticipations of future crime rates:
and public financial support for law enforcement. In reference to
these two indicators, the study hypothesizes the following:

- Part I offenses are expected to grow (but at a slower rate than
the present time) between 1974 and 1980 due, 1n part to continued
high average unemp]oyment

- Asignificant dec11ne in the crime rate (3.9 percent annua11y) is .

* projected for the period of 1980-1985. This reduction is thought
" to be associated with the reduction in the proportion of youth. in
the popu]at1on and. the assumed reduction in unemp]oyment

sty
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- The index of the general ability of state and local governments

to pay for law enforcement services are projected to grow at

a relatively low annual rate of 3.3 percent between 1974 and
1980. This will be a result of the continuing effects of the
recent economic recession upon state and local revenues and the
limited recovery projected to 1980. A more rapid growth of
expenditures, at a rate of 4.8 percent per year is projected
for 1980-1985, reflecting the assumed recovery to a high
empioyment economy, by the latter year. In effect, there will
‘be more money available for law enforcement as the crime rate
declines, according to the findings of this study.

Several policy changes that may influence the role of police in the
future are addressed in the latter section of this chapter. They refer
to the following areas:

- Decriminalization of such offenses as public drunkenness,
narcotics and drug abuse, gambling, prostitution, and sexual
deviance may relieve the police officer's responsibility in
these areas. The study postulates that if police are not
involved in such matters, they will be free to perform other
duties that are more in need of their efforts.

- Increased utilization of civilians, according to the study, is
progressively becoming more prominent. One of the major
benefits thought to be associated with this approach is that
there are substantially Tower costs associated with the use
of civilian personnel than with sworn officers.

- Team policing is thought to be associated with increased crime
solution, and the most advantageous use of the time and talents
of officers. A NMS study conducted expressly for this project
Jindicated that police departments ranked team policing in the .
following order: (1) improved police-community relations,

(2) more efficient deployment of manpower, and (3) better
coverage of patrol areas.

- Consolidation of small police ag ncies was discussed as another
factor that could influence the utilization of police manpower.:
A clear approach to consolidation, according to the study, has
yet to be defined.

Review of NMS Study Results

The purpose of this chapter was to portray the probable future trends
in employment of law enforcement personnel. - Major variables examined,
future economy and future crime rates, were only estimates, thus 7
posing problems of accuracy. In addition, statements made that implied

a definite or significant relationship between unemployment/employment
and crime, urban vs. non-urban crime problems and youth and crime, are
primarily conjecture. The latter, youth and crime, has a more
substantive relationship than the others stated, however, it is
difficult to project, with certainty, what this relationship will

be in the future without considering a variety of other variables

not considered by this study. At the present time, the impact of

the former two variables on the incidences of crime has not been
clearly defined.

Equally unciear in the literature are the possible effects of i
decriminalization, team policing, civilianization and consolidation.
Team policing has been the subject of considerable debate and
consolidation has been explored to some extent, however, more is

needed in these areas before accurate future projections can be made.
The remaining areas, decriminalization and civilianization have
received 1ittle attention.

In this end, this chapter appears to provide few substantiated’
insights into the future for law enforcement employment.

Recommendations and Conclusions

Though this section of the chapter does not explicitly provide
recommendations, some statements as to conclusions are listed. The
conclusions, in summary, concern the slow-down effect that the economy
will have on law enforcement hiring until 1980 and the accelerated
race of hiring, due to a stronger economy that will follow that period.
Crime rates are expected to diminish during the period of 1980-1985.

As a result of information provided in this study, certain recommendations

have become apparent to the writer. These recommendations concern the
following:

- More scientific methods for projecting crime trendé and other
data relevant to forecasting law enforcement personnel needs.

- Additional research to provide definitive results about police
manpower deployment to include issues concerning decriminalization,
civilianization, team policing and consolidation.

T LT .
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Chapter IV - Recruitment and Retention of Police Offijcers

This section of the volume assesses recruitment and retention trends

of police department personnel. The data sources for these assessments
are varied but primarily include a special NMS of police executive
opinions (already discussed in preceding sections), a 1965 National
League of Cities survey of police departments, the decennial Censuses
of Population by the Bureau of Census and a 1973-1974 survey by the
Equal Employment Opportunity Commission.

Major findings of data provided by the above-mentioned sources, as
extrapolated by the contractor, are discussed below. In terms of
recruitment and turnover:

- The special NMS of police executives' opinions indicated that
few executives felt that a lack of qualified applicants was a
“major problem". In rare cases where it was a "prob]emf .
however, it generally was related to a shortage of qualified
minorities.

- The same survey found that qualifications of_rgcrujts,uin
general, had improved over the years. “Qua11f1cat1ons are
thought to be equated with educational Tevels.

- Turnover rates tended to be influenced by unemp]oyment rates:
Tower turnover rates were exhibited with the rise of unemployment.

- The study speculates that since the preponderance of turnovers
that occur, even during periods of high unemployment, are
largely confined to smaller departments, it probab1¥ reflects
the fact smaller departments have fewer incentives in the way
of salaries and career opportunities. Also, small department
personnel are less 1ikely to be protected by civil service
regulations, collective bargaining agreements and many of
them hire personnel on a part-time basis.

- Sheriffs who also receive relatively low salaries and generally
lack civil service protection, display a higher tunmnover rate than
police in departments of all sizes. An additional factor associated
with the sheriff turnover is attributed to the dullness of the job.

The report attempts to project personnel recruitment needs for the future.

According to the report, hiring rates are determined by at Tleast two
factors: turnover and change in total authorized personnei. Since

a slower growth rate in the economy is expected, fewer new positions

will be authorized for police personnel. In this case, probably the
majority of positions to be filled will be those to replace resignations,
i.e., deaths, retirement and other such causes. Data provided in this
regard are:

-

A
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- The rate of personnel Tosses by death and retirement were
estimated to average about 1.5 percent per year during 1974-
1985. These findings are based on an analysis of the 1974

age distribution of sworn officers and retirement rates by age
groups.

- Voluntary separation or quit rates were estimated at 6.4 percent
for 1974-1980 and 7.9 percent for 1980-1985.

- Based on the above data about attrition rates and the perceived
state of the economy, the contractor speculated that recruitment
needs will show new entrants declining from 61,700 in FY 1974
to an annual average of 50,400 during the period of FY 7974-1980.
It is expected to increase, however, to an average of 56,350
per year during the period of 1980-1985 as a result of increased
turnover, under assumed improved labor market conditions.

- In terms of supply, the prime age group for recruitment of
sworn officer personnel is projected to increase as are the
educational levels of new entrants into the labor force.

Issues of ethnic minority employment and recruitment and, to a lesser
degree, the employment of women in police work are discussed in this
section of the document. According to the study, the situation is

as follows: '

- The police executive survey (mentioned earlier) found that
executives felt that there was a "serious" problem in recruiting
minorities and women. (It is assumed that the "serious" problem
refers to a shortage of qualified persons within both groups.)

- A statement is made to the effect that, in fact, minority
- representation and the rate of increase in police departments
was less than it should be. For example, the percentage of
black law enforcement officers increased from only 3.6 percent
in 1960 to 6.5 percent in 1974.

- Black- and Spanish-American officers employed were lowest for

state police agencies, as a group, and generally higher for
city and county departments.

- The most pronounced disparity in minority police as to their
representation within the population was found in the southern
states. Pennsylvania was in the unique position of having
attained parity in its proportion of minority police officers
by 1974.
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- Blacks and Spanish-Americans occupy a relatively small proportion
of officer and managerial positions.

Data were extrapolated from three data sources, the decennial Censuses
of Population for 1960 and 1970, the Uniform Crime Report and the
Equal Employment Opportunity Commission survey, to determine that a
small but measurable increase in the proportion of women employed as
police was evidenced.

It is thought that the recruitment rate of women will result in a
gradual increase in their share of police officers, from about 3 percent
in 1974 to about 3.9 percent in 1985.

Reviewer Comments Regarding the NMS

Data provided about current trends in recruitment and retention provide
some insights into the areas of concern. The information gathering
process could have been greatly enhanced, however, by the use, in some
cases, of original data as opposed to secondary data sources. This is
particularly true in the case of data on the employment of women in

law enforcement. Data sources used, such as UCR, do not provide
comprehensive statistics. The UCR report is limited to employment

at the local (i.e., municipal or county) level of government.

Instead of utilizing an opinion survey to determine "perceptions" about
turnover rates and recruitment needs, more accurate data could possibly
have resulted from a first-hand examination of records or other means
of assessing available data or generating new data.

Another concern regarding this chapter is that the aforementioned data
are used to project future trends and needs. This fact casts an element
of doubt on the utility of information provided in this regard.

Recommendations and Conclusions

Most of the recommendations provided in this section are exact quotations
from the National Advisory Commission on Criminal Justice Standards and
Goals. Basically they concern the need for better minority recruitment
programs.

Other concerns that the reviewer derived from reading this chapter are
the following: portable pensions, police unions, a variety of issues
concerning recruitment practices as they relate to ethnic minorities
and women and concerns about higher education and its impact on law
enforcement personnel performance. :

e i % iy i
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Chapter V - Education for Law Enforcement Occupations

The purpose of this chapter is to present information on the current
status and projected future levels of educational attainment of sworn
law-enforcement personnel and to consider educational standards and
recommendations.

I. The Case for Higher Education

A. Need for Education

The need for higher education in the Taw enforcement field
is predicated on two distinct but interrelated postulates.
They are as follows:

1.  The tasks performed by sworn law enforcement personnel
are sufficiently complex and it is important that college
training is relevant and useful.

2. On the average, co]]ege-educated'personne] perform
better than those who are not college graduates.

B. Review of Arguments in Favor of Higher Education for Police

The Police Foundation, American Bar Association, International
Association of Chiefs of Police and the National Institute of
Mental Health are proponents of higher education for police.

In addition, two national commissions, the President's
Commission on Law Enforcement and the Administration of Justice
(1967) and the National Adviscry Commission on Criminal Justice
Standards and Goals (1973), strongly recommended the
implementation of college degree entrance standards.

This section of the NMS discussed the arguments used to
support higher education for police personnel. The ,
discussion is directed in three areas: the first being the
complexity of police work, secondly the hypothesized
abilities of college graduates to perform the required
tasks and finally the assumption that college education
acts as an effective selection device.

1. The Cohgjexity of the Job ‘ »

The NMS points out that while a lot of the po]1ceman s -
job 1is routine he must: : -

a. Understand the intricacies of the law almost as
well as a ‘lawyer.

gy
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b. Provide counseling in crisis situations with the

knowledge and diplomacy of a social worker. He
must act most often during explosive situations
when not one but several professional skills are
called for simultaneously. :

In addition an officer must:

¢c. Exercise discretion in the use of arrest and force.
d. Rely on his own judgment away from his supervisor.
e. Be self-motivated.

Finally, the complexity of the job is exacerbated by

‘the inherent role conflicts, e.g., officers are

perceived as crime fighters, but they also have other
roles including a peacekeeping function.

Our everchanging society and the advance of technology
are also causing the policeman's job to become more
complex. Some examples of this are:

a. Computerization of records;

b.  Consolidation of political areas;

c. SpeciaTization and

d. Team po11c1ng

As a side note the NMS pownts out that m1d and top-level .
administrators have even more complex sets of responsibilities.

2.

: Re1evant Abilities of‘College-Educated Personne1

If one accepts the given that a police officer's job i

is complex, the NMS points out that the problem becomes §

one of how to ensure that the job is performed fairly
and effectively.

kThe NMS cites d1fferent authokities such as Larry Hoover

who states "the kind of training necessary to create
tolerant, humane and skilled professionals is characterized
by the work education”. Hoover also stated that a police
officer needs -higher education as higher education
promotes--self motivation, better ability to handle role
conflicts and upgrades his ability to best: use dwscretlonahy
power.
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3. Organizational Considerations

It is presented that if the job is very complex, requires
the use of a large amount of discretion and other high
level skills that are taught in college, then selection
and promotion should be geared to attract such people.

In addition, a most important factor arguing for

increased educational standards for police personnel -

concerns the increasing education attainment of the
general population. In addition, since most police
departments are organized almost exclusively around a
single level of entry (line patrolmen), the selection
procedure that choses this level also determines the
pool from which all higher levels of supervision and
management come from. Therefore, unless people are
selected that have the necessary education to do the
job then education must be obtained after employment
and before promotion or promotion decisions must be
made from a small number of qualified applicants.

Job Analysis Conclusions Relating to Higher Education

The NMS conducted a job analysis for six positions in the Taw
enforcement field. The following information summarizes those
results that relate to the desirability of higher education for
law enforcement personnel.

Two measures to ascertain if higher education was needed to do
police work were used. They are the general:educational development
rating scale and the second was an appraisal by several incumbents
in each of the occupations considered.

As a result of this action, none of the tasks identified as pertinent .
to the police officer's job {line patrolman) were rated by either
method as requiring cdllege training. These appraisals are not
conclusive due to the fact that GED ratings are intended to

measure the complexity and sophistication of a given task but not
explicitly to indicate whether coliege is required and the small
sample of people used in the survey.

A. StudiesﬁConducted

»

In the past ten years a number of attempts have been made
to see if college education improves police performance.
There are at least two ways to approach this: one being
looking at agency performance, e.g., comparing an agency(s)

PRk o s
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with college-educated personnel with an agency(s) with no
college-educated personnel and the other is to compare
individual performance. Unfortunately, the complexities
involved in the attempt to compare two agencies makes it
next to impossible to jsolate the single variable of
education as responsible for any differences that exist.
For this reason, all but one of the studies that addressed
the performance issue considered individual employees and
not agencies. A ‘

The following is a listing of th&se stddies with the major
findings: )

Police Background Characteristics and Performance by Cohen
and Chaiker. In this study 1,975 police officers were used
as the sample over a period of time that encompassed 1957
through 1968.

The correlation analysis indicated that those with higher
levels of education are more Tikely to be promoted out of
patrol duty and less likely to be the objects of civilian
complaints.

The Effect of Education on Police Attitudes (1969) by Norman
L. We1qer. In this study, a positive relationship was ‘
determined between education and promotion.

Predicting Police Failures by Ruth J. Levy (1967). Levy
found that resignations are positively correlated with

high Tevels of education. Levy provides the following

caveat in regard to this finding. ". . . police departments,
in general do not sufficiently meet the needs of their
better educated officers. The better officers . . . may
leave for more challenging employment."

Police Recruit Educational Background Analysis by Larry
Hoover. Hoover reports in this 1974 study that the
Tevel of education does not consistently influence
anticipated tenures. i

Psychological Assessment of Patrolmen Qualifications in
Relation to Field Performance by Baehr, Furcon and Fralmel
(1968). This study discTosed that higher educational
achievements are a significant explanatory variable for
the rating score of poljce officers in one of the white
groups but not in any of the black groups in the Chicago

study.
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Studies that Correlate Education with Psychological Constructs

The following 1ist of studies makes three assumptions:

(1) that the attitude being measured is desirable for police
work, (2) that the test accurately measures the attitudes and
(3) that if an individual's attitude is poor his or her
performance is also bad.

Weiner, p. 327. Weiner tested the relationship between
education and 15 attitudinal factors. Only five of the
factors are determined to be significantly related to the
level of education. The results indicate that the more
highly educated officer is more likely to understand Black
rights, approve of Black protests, etc.

Authoritarianism in College and Non-College Oriented Police
by Smith, Locke and Wolher. Smith, et al., undertook three
studies of the effect of education on the degree of
authoritarianism in a police officer's attitude profile.

The first study indicated that newly appointed New York
City police officers attending college are significantly
less authoritarian than comparable officers not attending
college. :

The second study shows that police officers attending John
Jay College are less authoritarian than other students at
John Jay.

The third study shows that those with bachelor's degrees are
less authoritarian than their counterparts without degrees.

Conclusions

The available empirical data which was cited in the NMS
does not strongly suppoyt the assertions of the National
Commission that educatjon is highly correlated with
performance. ' .
The methodological shortcomings of the cited studies make
it reasonable to conjecture that the studies may under-
estimate the effects of education on performance.

It is abundantly clear that the hypothesis*fe]ating higher
education to police performance .remain to be tested.

In the absence of conclusive empirical evidence to the
contrary, the a priori case for the recommendations that
college education be vigorously promoted among Taw
enforcement personnel remains persuasive to most authorities.

a4
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IV. Chief Executives' Apprajsals of College and Non-Coliege Personnel

'%&‘ A.  Opinion Survey

. The NMS surveyed 1,093 police chiefs in 1975 and asked their
opinion on a number of questions. The following is a
delineation of more important findings of the opinion survey.

Compare the performance of officers who have earned college
degrees with that of those who have not on several dimensions.

- 40 percent indicate that college graduates are superior.

- 46 percent indicate that there is no difference or that
they do not know.

- The dimensions that are most associated with the essentials
of polite work and differentiate between acceptable and
unacceptable performance ("patrol,* "making quality
arrests," "generating fewer citizen complaints") show

Tittle differentiation between college and non-college
officers.

- "HaﬁL ghg paperwork and achieving promotions" are the
areas in which college graduates are rated the highest.

- College degree holders also rated highly on two
performance dimensions that suggest the peacekeeping
and service functions.

- College-educated personnel are often perceived as
superior to other officers by chiefs of large agencies
. , rather than by chiefs of smal] agencies.

- Executives overall appraisals of college and non-college
personnel are strongly correlated with their own
educational achievements and their ages.

- 40 percent of the chiefs surveyed feel that college-educated
personnel are superior to non-college personnel. . 46 percent
of the chiefs stated that there were no substantia] -

. differences between the two and 13 percent . feel that

. The NMS states that based on the data and opinions it reviewed,
‘ that at the patrol officer level there are no tasks that are
typically performed at this level for which college work is
- either Trequired" or "nighly desirable.” 1t must be concluded
that evidence that conclusively demonstrates that college
graduates perform better does not now exist.

P

non-college officers are superior. P
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The NMS further states that despite the absence of . o e 4t
conclusive eyidence of the effect of education on : i - zge 2C592;05%tﬁ10g gﬁﬁl&?ed}n1§$§sngﬂgggd25
performance, it is nonetheless reasonable for departments | i thosrat; that WO81d have beeﬁ axpected
to- pursue the policy of encouraging higher educatjon among 55 € A P ’
their personnel. " Q: ” - - The growth in the percent of personnel with
B. Analysis of Recent Trends in Educational Attainment | g ' : i?gﬁigglgﬁg?ybﬁggﬁga lgzopz??clggifqizrs
The purpose of this section is to point out the current ) :?; | . than 1t was for all mate workers.
levels of education attained by law enforcement personnel. i . : : : :
Current levels of attainment are compared with the levels i ' : i lgirEdgch;ggﬁ1r}§¥§1 2€e§311ceoCi§riﬂ§51§§t
in the recent past and the trends in the labor force as a ' e ' _ 15 yZarz e.qg., 20 29percent gf those entering
whole. ' police service in 1960-1964 had 13-15 years
. . . . . & , ling, in 1965-1969 the figure was
In addition, the extent to which rising attainment at entry ‘ i of schoo ; .
and in-service educational upgrading are contributing to the B 19.9 pircent and in 1970-1974 it was 29.8
trends is also considered. The relationship of rank and R - percent.
tenure to education level is analyzed. Differences in : 3 ‘ TR .
educational attainments among states and regions are then . '\5 . B lé;ogirzggﬁegfaghgslgg}Z%gugésrgg §3$1l96g;1§2i
considered and lastly the education levels of incumbents b o their first five to nine earg 1965- ]929 and
with the recommendations discussed in the preceding section. i 0.4 percent earned a bachglor iy or a master’s
oo
1. Increase in the Educational Level of Sworn Personnel : 5 _ ggggii ea$3e302§§g§§at2 g:gﬁ:g: 3§r§2§ }ggg lggg

1360-1974 i S nearly 4 percent earned bachelor's degrees.

a. Major increases in the educational attainment of 1 . ' . : .
sworn law enforcement persoqne] occurred quring : 5 A T - égs]gggitgcglsdggiié?gtgg ;?ghegggrce?ﬁgtoggglcers
??ﬁdgﬁggsaigogs]?g?{;iZ%. Some of the major i’ ' ‘ the officer the less likely he is to have completed

) b , T ) high school and to have attended or completed
- TRe p;oportign ?f police officers with less ! : i college. .
than high school educations declined from E . : . .
: : : . ; ‘ 3 - Among current incumbents almost twice the
37 percent in 1360 to 10 percent in 1974. _ b - : percentage of the 1970-1974 new entrants had
i : ttended college at entry as had entrants
- In 1960, 20 percent_of sworn police personnel - 3 : atte :
had comp]eted one/or more years of college. ;é during the period 1965-1969.
iﬂe]ggﬁntﬁz ﬁggcggﬁeozothe potice officers in é : 2. The Relationship of Rank Order to Education Level
- : : 1§1 a. The purpose of this section is to compare the
The vito of oronth 10 the sducstion Tavel of A 7 cducational Jevels of Jau enforcanent persomel
higher than what would have been predicted by . e - by occupational categories to test the hypothesis

that education is directly correlated with advance-

extending the ayerage annual growth rate ment. The survey displayed the following data:

between 1960-1970 through 1974

- The number of individuals (in 1974) who had R . h 60 percent of all investigators and supervisors
completed at least one year of college increased e b ” have some college education. 47 percent of line

patrolmen have completed at least one year of
Z;gg;:1gggglz Qggidthan would have been expected college while only 42 percent of the managers

surveyed had attended some college.
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- Part of the reasons, thus, for the relatively
Tow educational standing of managers is the
effect of an educational generation gap which
means that managers with relatively long
service reflect the lower average educational
levels at entry that were present when they
entered police work.

3. Educational Attainment by Region and State

There were vast differences between regions and states
in regard to the educational attainment of sworn law
enforcement officers. Some of the more significant
data are as follows:

- A total of 13 states had proportions of
college-educated officers more than 10 percentage

points below the national level which is 46
percent.

- The two extremes are the Pacific and East South
Central regions. Seventy-seven percent of all
sworn personnel in the Pacific region in 1974
had completed at least one year of college,
compared with only 37 percent in the East South
Central regions.

- The extent to which a state supports higher
education affects the percentage of officers
in the state with some college experience.

Comparison of Current Attainment with Desired Standards

The purpose o this section is to compare the eﬂucationa] attainment
of incumbents with the standards that have been proposed. None of

the standards proposed have been proven by use of criterion-related
validation research.

A. & B. High School Diploma and Some College A{tainment

Two of the standards cited in this area are (1) the high
school diploma as the minimum educational level at entry,
and (2) some college attainment as an entry-level standard
for sworn personnel.

It was noted in the NMS that a very small percentage of agencies
have entry-level educational standards above the high school
level (7 percent). There are many possible reasons for this
fact but it seems that civil service restrictions may be the
biggest factor. :

Jtnimions

VI.

23

Research disclosed that 87 percent of all police and 84
percent of all sheriff agencies have the requirement
of a high school diploma for employment.

C. Higher Education Requirements for Management and Supervisory
Personnel

It has been proposed that there is a pressing need for higher
education-for managers and supervisors. The task analysis
study undertaken by the NMS also shows that there are

several tasks performed by managers and supervisors for

which college education is either necessary or highly
desirable. It is to be noted that only about 10 percent

of incumbent supervisors and managerial level personnel

were college graduates in 1974.

D. College Degree Requirements for Chief Executives

The Police Chief Executive Committee recommended that a
baccalaureate requirement should be immediately established
for future police chiefs in agencies with 75 or more
employees. :

Only 34 percent of all chiefs of agencies with 75 or more
employees have a bachelor's degree. The break out of this
percentage is as follows: 43 percent of chiefs of agencies
with 400 or more employees have a four year degree while
only 30 percent of the chiefs of agencies with 75 to 399
empioyees have graduated from college. When looking at
agencies of less than 75 employees, it is noted that only
13 percent are college graduates.

Projections of Educational Attainment in 1980—1985

Although requirements for higher education as a condition of entry
into sworn status have been implemented by no states and few
individual agencies, the increase in college attainment has
nevertheless proceeded with extrasrdinary rapidity. By 1985
better than three out of every four sworn officers nationwide

can be expected to have completed at least one year of college.
Nearly two out of every ten officers should be college graduates,
and fewer than 5 percent should be high school dropouts.
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VII. Recommendations and Conclusions

The NMS suggests that elaborate and expensive policies designed
to accelerate the rate of growth in the number of college-educated
1ine personnel will be hard to Justify.

The NMS recommends that:

A. Equcation_fO( mid-level managers should be assigned a
higher priority than it appears to have at the present.

B.  Restructure the Tine patrol job to utilize the skills of
the college-educated individual.

C.. chreages jn the education standardiat entry or increased
financial incentives for continued educational upgrading
do not appear to be called for.

D. A certain percentage of LEEP funds should be earmarked
for 1ieutenants, captajns, and other managers.

E. Management training programs which often offer college
credit should be expanded.

F.  Departments should require higher education for promotion
to managerial positions.

G. Police administrators should restructure their organizations
to take advantage of these abilities.

H.  State standards and training commissions should adopt
and enforce a high school graduation entrance
requirement.

I. Standards and training commissions or state planning
agencies should provide financial assistance to small
agencies that cannot otherwise compete for qualified
personnel. .

J.  Consolidation of small agencies that are unable to
zdequately meet their training responsibilities should
appen. ‘

BABENAES AL N I S T A st e

s D L e,

K. LEAA should encourage higher educational attainment among

imcumbents of smaller agencies by giving their incumbents
priority standing for LEEP funding or by allocating
additional funds to LEEP-funded schools that are in the
proximity of small agencies. :

Reviewer Conclusions

Chapter V of the NMS addressed generally education for law
enforcement occupations. It touched on subject areas such as a
case for higher education for law enforcement officers,
compiexity of the job, relevant ability of college-educated
personnel, etc. The major portion of this chapter was based on
the writings of other experts in the field. Very little
empirical data was used as a base for the notion that Taw
enforcement officers need higher education.

There was mention 1in this chapter of job analysis of law
enforcement positions. The NMS method of conducting a job
analysis used too small of a sample to really reflect a national
picture. In fact it may be better to have statewide job analyses
completed and then have the data aggregated at the Federal level.
In this way we would be better able to ascertain what tasks are
performed nationally, what are peculiar to the different states
and finally what tasks are peculiar to each local unit of
government. This form of job analysis would then make up the
data base from which recruitment, selection, testing, training,
education, etc., programs would be developed.

It js noticed that the NMS favors the status quo when there is no
conclusive evidence to show otherwise. The question is posed:
why didn't the NMS commission original research in those areas
that there was inclusive evidence to indicate just what the actual
conditions are?

It is recommended by this writer that LEAA commission NCJISS to
update the NMS as it is of utmost importance that a proper data
base be established by which LEAA can direct its human resource: {
development program. The evidence found in this section of
Chapter V leaves one to believe that much work is to be done in
this area.

The chapter also touched on the effects of education on police
performance. It was obvious from what was presented that there

is a need to further study the relationship of education and the
performance of Taw enforcement officers. It §s recommended by
this writer that a state of the art project be undertaken to
ascertain what has been, what it means and recommend what the next
step is to be taken so we can better discern just what effect
education has on law enforcement personnel to be efficient,
effective and Jjust. : :
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Likewise in the area of correlation of education with
psychological constructs. - Much of the work cited indicated
that the results are inconclusive. Additional work in the
area is a must if we are to ensure that the best people are
chosen in the job of peace officer.

In the section of the chapter that addressed the chief

executives opinion survey it is noted that in certain

critical areas the opinion of the chiefs differ from the actual
practice, i.e., "40 percent jndicate that college are superior"
only 7 percent of the agencies have college education requirements.

This writer recommends that additional research be cunducted to
see why the major differences exist.

In the section of Chapter V that addressed comparison of current
attainment with desired standards, a caveat is offered which states
in essence the standards which are used as the bench marks are not
criterion related to the jobs. This situation should not be
allowed to exist. 1In the 1970's we must develop our programs

based on empirical evidence net on what is believed or what we

have a gut feeling for. I recommend that LEAA undertake a
thorough study of all job analysis projects which have been
conducted in the last five years to see if the data can be
compared. If not,then a major effort with the Department of

Labor should be undertaken to ascertain just what the job

entails so when projects are developed in the areaé of recruitment,
testing, selection, training, education career development,

etc., they will be based on empirical data.

The NMS as it stands is a first step in the right direction.
The document as it stands is not a quality product. The need
to have this type of information available so state and local
as well as federal programs can be planned for and developed in
the human resource area is a must.

An update of the survey including new research in the areas where
data was not available or of questionable value should be under-
taken by LEAA immediately.

o
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2 assigned a higher priority‘than is now here. manager's higher education.
é 5. A certain percentage of LEEP funds should be ' 5. See #4.
: earmarked for lieutenants, captains and other
; managers. - :
f 6. Management training programs which offer college 6.  National Sheriff's 1nstitute, USC, gives college i
- ‘ ’ credit can be expanded. ¢ S credit. ;
*Priority devefoped by reviewcr ' o page 27
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NMS REVIEW AKD ANALYSIS

EXAMPLES OF IDENTIFIER
PROGRAM_EFFORTS UNDERWAY BY LEAA

10.

11.

12.

organizations to take advantage of the abilities
of college-educated personnel.

Departments could require higher education for

promotion to managerial positions.

Commissions could adopt and enforce a high
school graduation entrance requirement.

Study the relationship of education and the
performance of law enforcement officers.

Standards and Training Commissions or State
Planning Agencies may wish to provide financial
assistance to small agencies that cannot
otherwise compete for qualified personnel.

Give small agency incumbents priority standing for
LEEP funding or allocate additional funding to LEEP
funded schools that are in proximity of small -
agencies.

*Priority develcped by reviewer

VOLUME Two
NEED PRIORITIES BY #MS CHAPTERS
’Chapterfv
7. Police administrators can restructure their 7.

10.

11.

2.

time.
No program underway.

Not LEAA's responsibility.

No program underway. .

No program underway. -

No program underway.

" IACP could address this area but does not at this

Ia}
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NMS REVIEW AND ANALYSIS

ATTACHMENT

VOLUME Two _
NEED PRIORITIES BY NMS CHAPTERS

Provide open enrollment in training academies
to individuals who are considering applying

for police work. SPA and POST's should encourage

training untrained personnel a priority.

States should provide substitute personnel

to fi11 in for personnel of small agencies while
they are attending regional training.

AlY agencieé dhould provﬁde training to new
personnel at the time of hire. -

i *Priority developed by reviewer : o

EXAMPLES OF IDENTIFIED
PROGRAM EFFORTS UNDERWAY BY LEAA

10. Not LEAA responsibility.

Not LEAA responsibility.

Not LEAA responsibility.

¥ ‘,.—-3\.-
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NHS REVIEW AND AMALYSIS

ATTACHMENT

_VOLUME_ Two
iEED PRIORITIES BY WMS CHAPTERS

EXAMPLES OF IDENTIFIED -

Chapter v

13.

* 14,

* 15.

Consolidation of small agencies that are unable to |

adequately meet their training responsibilities.’

Study the correlates of education with
psychological constructs as it relates to law
enforcement personnel.

Conduct research in how police chief executives
opinions in regard to what should be done in law
enforcement differs from what is actually
happening in the field.

s

o

13.

14.

15.

S

PROGRAM EFFORTS UNRERWAY BY LEAA P

No program underway.

No program underway.

No program underway.
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Chapter VI - Training for Law Enforcement Occupations

I. The purpose of “this chapter is to describe the current requirements
for entry-level, in-service, and supervisory training and to
measure the extent to which current tra1n1ng is sufficient with
respect to these perceived needs. .

A.  Methodology
Curvrent levels of training are designed in two ways:

1. Reporting the length and content ofctraining
offered;‘and

2, Utilizing job analysis 1nformat1on

Information in regard to current training is derived from
the following sources:

1. NMS Law Enforcement Executive Survey

2. U.S. Bureau of the Census Survey of 1ncumbent
employees

3. National Association of State D1rectors of Law
Enforcement Training Survey

2.

3.

Several sources concerning requirements for training were used:

1.

Recommendations from prescriptive literature
NMS job analysis findings

Appraisals by law enforcement chief executives

1.

B. Assessment of Current Levels of Training
The burpose of this section is to review the current status
of entry-level, in-service, and superv1sory training for law
enforcement personnel

Recent Growth in Entry-Level Tra1n1ng : ’ i

The f0110w1ng findings were reported by the NMS. The
information reported was compared w1th a survey conducted
1n 1967. :

S s
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- A1l agencies in jurisdictions of 25,000 or more
surveyed in 1975 offered some formal recruit
training to new employees. In 1967 only 89
percent of the same sized category provided such
training.

- Ninety-nine percent of agencies serving jurisdictions
of between 10,000 and 25,000 population offered
/ training in 1975. In 1967 only 75 percent of the
same sized agencies offered entry-level training.

- Of the 240 agencies that responded to the survey,
20 percent were founded within the Tast five years.
Sixty-six percent were established within the last
ten years.

- Almost 80 percent of the agencies surveyed increased
the duration of their entry-level training between
1970-1975.

Current Incidence of Entry-Level Training

1. More than three-fourths of all sworn law enforcement
personnel on duty in 1974 had attended a palice training
academy. The extremes that made up this number are 95
percent of all incumbents in agencies with 1,000 or more
but only 52 percent of incumbents in agencies of 25 or
fewer had received formal academy training.

2. The ranking of the states with respect to the proportion
of officers who have had entry-level training is not dis-
similar from the ranking based on the educational Tlevel
of incumbents discussed in the preceding chapter.

3. States with high levels of college attainment among their
sworn personnel also have high percentages of trained
personnel.

4. Most of the new hires not receiving training are employed
by agencies with fewer than 25 employees.

5. Recruits in agencies with fewer than 25 employees make
up 20 percent of .all recruits, they account for
approximately 86 percent of all untrained new
incumbents.

The survey goes on and states that only 26 percent of all
agencies give training immediately upon entry. The range is
20 percent to 56 percent. :
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In 90 percent of agencies of 400 or more employees, the
number of hours given to new recruits is 400 hours. This
figure is somewhat different in agencies with less than
400 employees.

1. 75-399 employees - 55 percent offer more than 400 hours.
2. 25-74 employees - 42 percent offer more than 400 hours.

" 3. Fewer than 25 employees - 18 percent offer more than

400 hours.

4. Almost 60 percent of all new recruits received 400
or more hours of training.

5.  Only 34 percent of sheriffs' recruits received 400
or more hours of training.

6. Neither the percentage of high school dropouts or the
percentage of personnel without training appears to have
changed appreciably in the last four years.

Content of Entry-Level Training

2. The major differences between the large and small police

The NMS opinion survey of police executives asked (1) what
topics they felt require at least a moderate amount of
training and (2) are covered by the training their recruits
receive. The following are the major results of that
survey. :

1.  0f the 14 percent subject areas presented in the survey,
large police departments reported a range of percentages
that offered the subjects in this training program from
91.49 percent to 99.7 percent. Small police departments
range from 88.9 percent to 98.2 percent. Large sheriff
departments range of subjects offered was 80.2 percent
to 99 percent, while small sheriff departments reported ;
a range of 8C.6 percent to 98.9 percent. ;

departments was in the area of community and race

relations. Ninety-seven point five percent for the iarge ;
agencies and 88.9 percent for the small agencies. Both ;
large and small sheriffs' departments reported 92 plus l
percent. :

" §

3. In regard to sheriff departments, the major difference ?
in subjects being offered was in the area of departinental !
policies and procedures. 84.2 percent for large agencies
and 99.8 percent for small. ~
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4. The major difference reported between large police
departments and large sheriff departments was in the
area of traffic accident investigations. 97.2 percent
for large police departments and 80.3 percent for
large sheriff departments.

5. In comparing small police departments with small
sheriff departments, it is observed that two subject
areas show a wide range of difference. Traffic
control, 93.19 percent to 80.6 percent, respectively
and accident investigation 96.7 percent to 85.5
percent respectively.

6. The major differences found between large and small
agencies were in the areas of community relations and
wedpons use policy.

As a side note the NMS conducted a job analysis in which
respondents were asked where the performance of an identified
task was learned. In all but five of the 28 tasks, the
majority of the respondents report that they learned the

task primarily through on-the-job experience.

In an attempt to get a handle on the adequacy of entry-level
training, 54 1iné supervisors and knowledgeable incumbents
were asked about the average recruit proficiency in 66 skills
and areas of knowledge. Trained recruits were rated as very
deficient in 12 of the 66 areas. It would appear that the
training programs offered are not doing the job or the
expectation of supervisors and knowledgeable incumbents is
beyond reality.

The findings in this part of the chapter are not conclusive due

to the shoddy research methodology utilized. The area of the
quality of training needs to be studied further. Until we have
adequate knowledge of the tasks that are performed and what levels
of knowledge, skills, behavior sets and values are needed to do
the job of a law enforcement officer in the most efficient,
effective and just manner then we will not be able to make a
determination as to if the training being offered is of the
quality needed and in sufficient amounts.

In-Service Training

According to the census employees characteristics survey, 36 percent
of all sworn personnel report having completed at least one
specialized training program. Patrol officers reported the

lowest percentage (34) while 42 percent of all investigators

and 45 percent of supervisors and managers reported as having
participated in at least one specialized training course.
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Other highlights of the chapter are as follows:

- 68_p§rcent of the agencies responding to the executiye
opinion survey indicated that they provide or arrange
for in-service training for at least some of their
employees. Small agencies reported a Tow of 63.4
percent and the large 96.1 percent.

- Most agencigs only provide it (in-service training) for a
small fraction of their sworn personnel in a given year.

- Executives in 27 of the 31 agencies surveyed perceived a
need for considerable expansion of in-service training.

Supervisory Training

The job of supervisor requires planning and administrative
ab1]1§y as well as a mastery of law enforcement processes and
techniques. The following are the most critical findings in
regard to supervisory training.

- 16 percent of all incumbent supervisors have received
administrative training. This breaks down as follows:
15 percent patrol and 25 percent detective supervisors.

- 37 percent of police and 29 percent of sheriff agencies
responding to the NMS executive survey require such
(supervisory) training.

The NMS states that as a result of their field job analysis there
is some doubt on the effectiveness of supervisory training. One
hundred and sixty-five patrol supervisors and 96 detective
supervisors from 31 agencies were asked to indicate where they

“Tearned to perform the tasks involved in their jobs. A large

majority of those surveyed judged that they learned all the
tasks specific to their jobs primarily through on-the-job
experience.

New1y appointed supervisors were reported to be deficient in five
major areas. _They are as follows: planning and decisionmaking,
personnel administration, issues requiring legal interpretation,

motivation, morale and police productivity and crowd and riot
control. .

Comparison of Current Training-with Desired Standard

This sec@idn revjews the recommendation suggested by the literature
and the information garnered by this project relative to the
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characteristics of desirable training and compares these
perceptions with the data on current training that were
described in Section A.

None of the ﬁroposed standards have been demonstrated by
criterion-related validation to be s1gn1f1cant1y related
to performance.

A.

Entry-Level Training

The Peterson Commission and the President's Crime Commission
recommended 400 hours of formal classroom work.as. the
minimum length of time requ1red to train a recruit properly.
Approximately 63 percent of new recruits (in 1975) received
at least 400 hours of formal classroom training. - The 37
percent who received less than 400 hours of training or no
training at a11 are concentrated in the smaltler agencies.

~Of the s1x top1c areas the Peterson Commissicn recommended

to be addressed in the 400 hour curriculum, there were major
differences in two areas from the actual d1str1but1on of
time allotted to the six topic areas in the academies
surveyed. These were:

1. Human values and problems - The Peterson Commission
recommended 22 percent of this time be allotted to
this area. The distribution of actual time in
academies surveyed was 7 percent.

2. Police proficiency - The Peterson Commission
recommended 18 percent of time while 28 percent
was allotted in the academies surveyed.

In-Service Training

Both the Peterson Commission and the President’s Commission
recommend that all sworn police personnel receive periodic
formal in-service training.

The Peterson Commission stated that 40 hours of in-service
training should be provided to sworn police employees.
Sixty percent of all Targe police agencies offer in-service
training that averages less than 40 hours.

Supervisory Training:

There is consensus that supervisors need training when they
are newly appointed. Three major groups that made th1s type
of recommendation are as follows:

I e S AT e G130 i oo . S A4 b
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1. The National Advisory Group on Productivity in
Law Enforcement

2. The Peterson Commission
§. The President's Crime Commission

The need for supervisory training is also shown by the results
of the NMS job analysis.

It is interesting to note that only 37 percent of the
respondlng PO]]CE agencies and 29 percent of the sheriff
agencies require such training.

Conclusions and Recommendations

The National Manpower Survey contained the following recommendations
in regard to Chapter VI, Volume II.

A11 agencies should provide training to all new personnel at
the time of hire.

States should provide substitute personnel to fill in for
personnel of small agencies while they are attending regional
training.

Provide open enrollment in training academies to individuals
who are considering applying for police work.

SPA and state standards and training councils should encourage
training untrained personnel a priority.

SPA and standards and training commissions should be encouraged
to promote the development of structured field training.

Field training should be at least several months in duration.
It should include well trained and screened field-training
officers, a precise 1list of topics and a mechanism for

frequent evaluation and feedback.

Significant changes in entry-level (recruit) training should

- be undertaken. Teaching techniques should be designed to

‘emphasize experimental learning, e.g., simulation exercises
and role p]ay1ng

Exper1mental in-service tra1n1ng programs should be deve]oped
e.g., peacekeeping role.
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- Considerably more emphasis should be placed on in-service
training &nd on training for newly appointed superiors.
State standards and training commissions should consider
establishing minimum standards for such training. A
national set of model training programs should be
developed.

- Further research is needed in the area of what are the
adequate training requirements needed to enable a person
to do a good job of law enforcement and also in determining
the effectiveness of various training approaches.

Reviewer Conclusions

The major fault with this chapter is similar to that of Chapter V
in that the job analysis conducted by the NMS was not of sufficient
scope to base many of their findings. There was very little
attempt to ascertain just what the number of hours of training

is needed at entry, in-service and supervisory levels.

As stated before in this review, step one in any effort to
estabTish quantity and quality in training must start with a
solid job analysis. Therefore, it is recommended here as it

was in Chapter V that LEAA undertake a program that would insure
that an adequate data base exists so that training programs, in
general, and LEAA training programs specifically, for state and
local personnel, can be developed which are criterion-related.

Notwithstanding the question of the caveat number of hours and
the right quality of training, it appears that the smaller police
agencies in this country lack sufficient training. It is
recommended that LEAA undertake a project that would ascertain
the best method-to follow insuring that every police officer

in the U.S. has the opportunity to meet minimum requirements

that insure that all people Tiving under the protection of the

U.S. Constitution enjoy "due process of law".

A major project should be undertaken to ascertain the quality of
training being produced in the U.S.

In-service and field training is another area in which LEAA should
investigate by conducting studies. The facts disclosed in the

NMS parallel the Georgia Post experiment in that most of what

an officer learns about his job is learned by on-the-job training.
If this is true, then much work is needed to develop mode1l 0JT
field training programs. This is also true about supervisory
training. .

st
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A major portion of Chapter VI which addressed standards was
hased on what was believed not on what is known. lnless a
standard can be shown to be related to effectiveness, etficiency

or ;he use of discretion in a just manner, it should not be
used as a measure.
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ATTACHMENT

EXAMPLES OF IDENTIFIED.

PROGRAM EFFORTS UNDERWAY BY LEAA

*1. LEAA should undertake a major task analysis
project in order to estabiish a solid data
base so that sound job-related training programs
can be developed.

*2. A proaect to evaluate the quality of training
in the U.S. should be undertaken.

3. LEAA should undertake a project to deve1op
model field training and supervisory training
programs.

- 4, Significant changes in entry level (recruit)
training should be undertaken. Teaching
techniques should be des1gned to emphasize ex-
perimental learning.

*5. Further research is needed in the area of what
’ are the adequate training requ1rements needed:
to enable a person to do a good job in law en-
forcement and also in determining the effective-
_ness of .various training approaches.

,’;riori ty developed by reviewer

Two' proaects underway in California and Florida in the
area of job analysis not directed especially at training.

No project underway.

No project underway.

No project underway.

No project underway.

ke
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*Priority developed by reviewer

ATTACHMENT
VOLUME_ Twg EXAMPLES OF IDENTIFIED .
NEED PRIORITIES BY NMS CHAPTERS PROGRAM EFFQBTS UNDERWAY BY LEAA
Research the best method of insuring that ’G.é;No project underway.

all police officers have the chance to be
adequately trained. .

Experimental in-service training programs should
be developed.

Considerab1y more emphasis should be p1aced

on in-service and on training for newly appointed
supervisors, ‘State POST Commissions should con-
sider establishing minimum standards for such

training. A national set of model programs shou]d/

be developed.

SPA's and POST Commissions should be encouraged
to promote the development of structured

field training. Field training should be at least
several months in duration, It should include

well-trained officers, a precise list of topics
and mechanisms for. frequent frequent eva]uation
and feed back. :

L

7.

8.

9.

No project underway

.No project underway.

Not LEAA responsibility.
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NATIONAL MANPOWER SURVEY ANALYSIS: VOLUME THREE

CORRECTIONS

Introduction

Volume III of the National Manpower Survey addresses treatment,

‘custodial, parole and executive personnel in the correctional

component of the criminal justice system. Primary focus is placed
on recruitment, selection, training and education for adult

- institutions at state and local levels. It should be noted that

the area of juvenile justice is addressed in the attachment section

of this analysis report.

A review of the survey research procedures and results of the
National Manpower study show that the project encountered numerous
difficulties with obtaining the survey responses. They detail their
efforts to overcome the obstacles of non-response, incomplete
responses, inconsistent responses and, in general, limitations
imposed on their ability to.obtain information from essential sectors
of the criminal justice system. Some of the procedures detailed

call into question sound methodological procedures. - However, the
study does make the effort to accomplish a task that had not been
attempted before that being a series of very complex national surveys
conducted simultaneously across the criminal justice system. The
greatest problem appears to be the necessity for relying upon several
data sources and attempting to make them compatible.

“An addltional difficulty comes from the projections produced. As

far as can be determined, the study uses data for projections that
are consistent with other known sources. Nonetheless, the rejection
of projections showing rapid population increases occurred. This
was unfortunate, however, the staffing and adequacy data should be
of value for presenting a general overview of the probliem.

Chapter I - Executive Summary

Chapter I of Volume III is taken.into consideration by reviewers -
in the analys1s of subsequent chapters. In short, subject matter
presented in the "Executive.Summary" of Volume. III is merged with
chapters that fo??ow

i
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Chapter II - Current Manpower Assessment

A.  An Overview of Correctional Manpower

Introduction: The correctional function, as defined by the U.S.
Bureau of the Census, includes governmental agencies responsible
for the confinement and rehabilitation of effenders as well as
probation and parole. This section provides summary information
on the overall distribution of correctional manpower in four
major categories of correctional agencies: state institutions
for aduits; local jails; juvenile institutions; and probation
and parole agencies.

Employment by Type of Agency in 1974 - State and Local

Out of the total employees in state and local correctional
agencies, 52 percent worked in adult correctional institutions
with 22 percent in probation and parole agencies. Of those in
adult institutions, 62 percent were employed by state governments.

Local governments accounted for 57 percent of the probation and
parole employees.

Estimated Occupational Distribution - 1974

Out of the total correctional employment, 34 percent of the
employees were correctional officers and supervisors in adult
institutions. Probation and parole officers accounted for

11 percent; and 11 percent of the total were classified as
treatment and education specialists* in adult and juvenile
facilities. Approximately 7 percent of thie total were
managers which inciudes probation and parole supervisors.

Correctional Workload and Employment Trends

Between 1965 and 1974 total correctional emp]oyment near]y,
doubled with probation and parole agencies experiencing the
most rapid growth followed by local jails and other Tocally
based facilities.

- *In the NMS sukvey, ‘treatment and education specialists include teachers,

social workers, psychologists, psychiatrists, physicians, dentists,
nurses and a111ed health professionals, chap1a1ns, 11brar1ans and
recreation speciaiists.

B
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Current Correctional Manpower Problems - NMS Survey 1975

Correctional administrators identified the inadequate number of
authorized positions as their most serious manpower problem
followed by the inability to achieve or maintain authorized
strength and excessive turnover. General budgeting problems
were reported -as the main contributing factor to these manpower
problems with general lack of qualified applicants ranked
second.

State Correctional Institutions for Adults

Between 1962 and 1974 employment in state correctional facilities
rose 42 percent with treatment and educational specialists
jncreasing by more than a 100 percent during this same period.

By 1974, one-third of all correctional manpower was employed in
state operated correctional facilities.

Although there was a decline in the inmate population in state
facilities during the 1960's, the period between 1972 and 1976
experienced a 23 percent increase in populations. For some
states this resulted in overcrowded facilities, an increased
shortage of correctional officers in basic 1ine custodial
positions and treatment personnel.

An NMS survey in 1975 showed that administrators of state adult
facilities reported a need for an increase of 42 percent for
treatment specialists as compared with 14 percent for custodial
officers. :In another survey during this year, 60 percent of

the executives viewed good incarceration management as their
most important goal with 40 percent considering prisoner
rehabilitation as most important. The focus on incarceration
management increased with the size of the facility. The NMS
concluded that this division among prison administrators on
their most important goal reflected significant differences in
emphas1s in the treatment function that existed among the
nation's prisons. In some instances, such differences prevailed
among individual states. Since the survey stated that treatment
services were found most often in larger facilities, it would
seem logical that the emphasis on rehabilitation would be less
in-the forefront than correctional management practices.
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Local Jails

In 1972 there were 3,921 jails of which 75 percent were small
with accomodations for no more than 20 inmates. There were

44,298 jail employees with one-third being employed in the 113

facilities holding more than 250 inmates. Eighty-nine percent
of all jail personnel were full time. The overall proportion
of treatment specialists and teachers in the jail setting was
only about 3 percent. Approximately two-fifths of these
employees were working in part-time status. Medical staff
accounted for 5 percent of the total and nearly one half were
part time.

In 1975 overcrowding was more prevalent in the larger facilities
due to the increase of inmate populations. This, of course,

frequently resulted in a backlog of state pr1soners in Tocal
institutions.

An analysis of existing staffing rations in relation to
professionally recommended standards indicates that jails
experienced the most serious deficiency of treatment specialist
personnel.

Juvenile Corrections

Information contained in this particular section is presented
in an attachment to this report.

Probation and Parole Agencies

A 1975 NMS survey reported that a 35 percent increase of total
staff in probation and parole agencies was needed with adult
agencies experiencing more extensive shortages and also
constituting 60 percent of the total probation and parole
workload. Estimated additional requirements for probation
and parole officers were somewhat lower at 28 percent
suggesting a need for other personnel such as supervisors,
counselors, etc. However, a smaller survey of 10 states found
that half of the agencies experienced a shortage in officers.
Juvenile and adult figures were not separated in the NMS.
Therefore, information presented represents combined
computations. ,
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Reviewer Comments and Recommendations

Current correctional manpower in this chapter was assessed by
examining employment trends up to 1974, manpower requirements as
estimated by correctional administrators and by staffing ratios
recommended by professional groups. Besides the Timitations of
the statistics which we have discussed in this introduction, it
should be noted that the staffing ratios set by the 1967
President's Commission on Law Enforcement and the 1966 Manual
for Correctional Standards are outdated due to many correctional
trends. For example, new correctional facility designs and
audio-visual devices for security and educational purposes.

The Commission on Accreditation and the recent standards issued by
the Attorney General both state that there should be enough personnel
to provide adequate security and treatment without setting staffing
ratios.

The priorities that the NMS has determined, staffing of probation
and parole agencies and treatment specialists in correctional
institutions (especially jails), confirm the personnel increases
reported needed by correctional administrators. These priorities
seem justified and reliable with the present data; however, the
trends that they discuss in assessing manpower projections will
cause some impact.

In this reviewer's cpinion, states who adopt mandatory sentencing
will experience personnel shortages at their state adult institutions
and will have to reassess the roles of their.probation and parole
staff due to the increase in probation and the zZbolishment of parole.
The Institute is now studying the effects of mandatory sentencing

in Maine and these findings should be beneficial in assessing the
impact of sentencing policies in correctional maripower.

On the other end of this spectrum, there are the states that are expending
the majority of their resources at the local level and adopting state
subsidy programs. An example of this trend is found in Minnesota

which enacted the Community Corrections Act which provides state

subsidies to local governments in order to induce the development

of additional sentencing alternatives at the local level; therefore,
reducing judicial commitments to state adult penal facilities.

Assuming that sentencing policies will have Tittle or no effect on
inmate populations due to the discretion of prosecutors in reducing
the charge, then the priorities of increasing probation and parole
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s@affs and then treatment personnel seem valid. I would personally
]1ke to see resources expanded first in increasing treatment personnel
in ]oga] institutions since this is the first step for most
individuals in the criminal justice process. The additional
manpower should be used in increasing and developing classification
and 1ntak¢ service centers. These centers can provide assistance
to probation and paroie agencies, to the courts and to state
fac1]1t1es. Assistance rendered would include providing diagnostic
services for community-based corrections, providing pre-trial
screening for such programs as ROR or conditional release,
ass1st1ng‘the courts in sentencing offenders and assessing
psychological, social or medical problems of individuals. Further

discussion concerning correctional manpower trends can be found
in Chapter III.
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Chapter III - The Outlook for Corrections Employment: Manpower

Projections to 1985

Introduction

The task of the National Manpower Survey is to project future
personnel needs of state and local criminal justice agencies,
by occupation, for a 10 year period to 1985.

Findings

The findings of the manpower outlook for corrections employment
are based on assumptions about a number of current economic,
demographic, and social trends that are affecting the corrections
system. The most basic of the findings concerning correctional
employment is that aggregate correctional employment is expected
to increase 60 percent or to 324,000 by 1985. Thewadgjtiona1

‘flnd]ngs in the report state that

1. Total state inmate population is expected to increase from
217,000 1in early 1976 to 243,000 in 1980 and 252,000 in 1985.

2. Probation and parole agencies will grow more rapidly.

3. Staffing in adult correcticns 1nst1tut1ons will increase
by 58 percent. .

4. Juvenile correctional agenc1es will experience a slawer
rate of growth.

5.. Rapid growth is .expected among key correctional occupations.

6. New sentencing policies are expected to have an. impact on
manpower needs. "

Projection Scenario

The basic Dremlse underlying the NPA Manpower PVOJect1on Model
is that future demands for criminal Just1ce services will be

determined by (1) future trends in crime rates, (2) trends in
state budget growth, and (3) populat1on growth. Key variables

. affecting this model are economic opportun1ty, unemployment

rates, and the proportion of youth in the population. The project
predicts that the proportion of youth in the 15-24 age group will
stabilize. The proportion of the population concentrated in
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metropolitan areas is expected to decline. The study projects
a decline in the unemployment rate and an improvement in the
economic outlook of the nation. Each of these factors 1s
expected to impact on the criminal justice system and cause

a reduction in the crime rate.

Key Trends Affecting Corrections Employment

Trends affecting corrections employment include:

1. The 1ikelihood of imprisonment increasing as the pgb]ic
takes a hardened attitude toward serious and chronic
offenders.

2. The trend toward community-based programs.
3. The growth in probation and parole activities.

4. The reduction in the past decade of the ratio of inmates
per staff member.

Projections of Corrections Employment

Projections are based on an assumed continuation of recent grqwth
trends in state and local correctional agencies. The projections
show increases in all categories of employment with the greatest
need in probation and parole and the least in child care workers.

Assessment of Key Correctional Developments

Within the criminal justice system current developments are @aking
place. There is an increased use of community-based facilities.
There is widespread use of work and study release programs. _There
are currently changes taking place in sentericing poficies wh1ch
will affect future correctional needs. Finally, mandatory minimum
sentences for certain categories of offenders is a related
sentencing reform that is receiving wide support.

Conclusions

The projections of manpower needs have been based on certain
assumptions about future trends. However, changes in imprisonment
practices as against non-resident programs will have a greater
impact upon correctional needs. The imprisonment of offeqders

is more costly than is supervision of offenders by probation

and parole agencies or in community-based facilities.
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Reviewer Comments and Recommendations

The NMS findings are based on an assumed continuation of recent growth
trends and projected increases in the prison inmate population as well
as staffing patterns, avajlable data, and survey results. The greatest
difficulty with the findings is that a portion of the projected figures
is based on an incorrect projected increase in the inmate prison
population of state adult institutions.

The report states that the inmate population will increase from 217,000
in early 1976 to 243,000 in 1980 and 252,000 in 1985. However, figures
published in the March, 1977 issue of Corrections Magazine report that
the state prison population was 255,603. This figure surpasses both
the 1980 and 1985 projected figures as of November, 1976 which was

the approximate date of publication for the magazine. Thus the
projections for inmate populations are already inadequate.

Reviews have pointed out that there are probably factors not considered
in the study that have an impact on the number of future inmates.
While demographic transition may be occuring among the aggregate

U.S. population resulting in the stabilizing of the 18-24 age group,
the number of Blacks in the 18-24 age range is still growing in
relative size. Moreover, Blacks, because of their type of crimes

and other reasons, are more likely to be imprisoned than placed on
probation. In addition, in the South (currently referred to as the
Sun Belt), where the population is presently increasing, there is

a greater tendency to lock people up and for longer periods of time.
Finally, optimistic expectations reported in the study about economic
conditions and the employment rate are unlikely to apply to those
most 1ikely to go to prison such as the young, minorities, and

school dropouts. Thus each of the above factors would call for

a higher projection in the future inmate population than reported

in the survey.

Because the inmate projections are too conservative as a consequence,
it i1s probable that other findings based on this projection such as
total correctional employment in 1985 and staffing increases in adult
correctional institutions will also be overly conservative, and should
continue to be monitored.

This report has flaws. The projections appear to be incorrect in that
some of the projections are seriously underestimated. However, the
report does point to a number of areas that should continue to be
observed over time. A Tlist of priorities for the future should include:

e g et
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1.
2.
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Keeping documentation and records on the effects of fixed
and mandatory sentences.

Keeping an eye on community-based correctional programs
to determine those iost Tikely to participate in such

. programs, the type of crime and the length of sentence.

Define and establish policy and criteria that woyld permit
states with overcrowded facilities to send inmates to less
crowded facilities in other states.

Staffing of probation and parole offices.

Treatment and educational staffs.
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Chapter IV - Recruitment and Retention of Correctional Employees

A. Introduction

The National Manpower Survey included various survey questions
relevant to several particular areas. Specific reference is
made to assessment of turnover ratio, inadequate representation
of minorities and women, and difficulties in recruiting
qualified personnel.

Findings

The NMS findings on recruitment and retention show that turnover -
and recruitment of correctional Tine staff has been a chronic
problem. Recruitment needs are expected to decline between
1975-1980 and increase between 1980-1985. While employment of
minorities has increased, Blacks still comprise a smaller
proportion of custodial force than of the inmate population.
While the number of both women and minorities has increased,
they are both disproportionately concentrated in lower-level
positions. However, their numbers in these positions are
expected to increase as a result of their lower turnover rates
and affirmative action programs. These same difficulties were
reported in a study on Correctional Manpower and Training in
1969. ;

B. Recent Recruitment and Turnover Experiences

The survey results showed that approximately 10 percent of
correctional executives identified high personnel turnover as
their most serious manpower problem. Factors which appear to
be most responsible for high personnel turnover are working

conditions.

C. Projected Recruitment Needs

Despite a lower expected employment growth rate for 1980-1985,
recruitment needs of cnild care workers, correctional officers,
and probation and parole are expected to increase. The increases
are expected as a result of assumed increases in personnel
turnover under improving labor market conditions.

D. Employment and Recruitment of Minorities and Women

There appears to be a significant increase in the empioyment of
minorities and women. However, the racial composition of the

guard force to inmate population in no instance is equal.

Females and minorities are concentrated in lower status positions

in correctional agencies. A1l correctional agencies visited by

the survey team reported they had adopted and were using affirmative
action programs and reported recent increases in the hiring of
minorities and women. -
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Reviewer Comments and Recommendations

The recruitment and retention projected expectati a
personnel turnover, rep]acemeng needs, andpgrgszgoggeag? bgﬁgdsgady
assgmes an overall decrease in correctional employment recruitment
?ﬁgaiebgggﬁ?:t?gnan ﬁxpected reduction in the rate of growth in
- However, resignati i

are expecteg to ?e high in the ]ng~$gggspggggg gg€;5§§1ggagnemp1oyees
eﬁpected upturn in the state of the economy. If, as stated previousl
t % expectat1on§ apout the economy are overly optimistic, and the 7
;ﬁ g of growth 1in inmate population is underestimated, it appears

at there will still be a continual increasing need for correctional

employees. It appears that ty ; e
working conditions. rnovers will remain high because of

Secggse Ehe gontinued training of new inexperienced employees is such
emp]or u;e OT resources, greater efforts should be made to retain
ployees. As a consequence, the following items are recommended:

T. Those conditions that create dissati i ;
! S T satisfaction and res i
should be identified and when possible eliminated. ignation

2. Those facilities that have unusually high turnover rates

should establish goals to bring ab ion i
resignations. g about a reduction in

3. Increased efforts should be made to attract and recruit

experienced personnel as was the case of t
paid relocation expenses. he state that

4. Also, given that women and minoriti i
> C d orities are more Tlikely to
remain on a job, more should be done to attract them¥

5. Recruitment should be increased among minorities and
women because they have a lower turnover rate.
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NMS REVIEW AND AMALYSIS
ATTACHHENT

\]\ ‘ ‘ ‘\’/(‘
o VOLUME THREE
NEED PRICRITIES BY MMS CHAPTERS
Chapters III & IV - Staffing
1. Increase staffing of probation and parole

EXAMPLES OF IDENTIFIED
PROGRAM_EFFORTS UNDERUAY BY LEAA

I

1. A 2 million dollar program to Oklahoma
5.DF programs for state-wide increase

agencies. 37 states over the last 4 years have supported programs
to jmprove “probation/parole through ihe block grant
program. .
2. Increase treatment and educational staff in 2. Standards Implementation Programs
acdult facilities with special attention to : TRAP Programs
local jnstitutions. k Medical Care Problems
Drug and Alcohol Programs
. Master Planning Programs
3 Classification Programs
. Counseling Programs
*3 . Recruitment of minorities.and women in all 3. The National Urban League and NILECJ are both studying

areas of corrections because of their lower the areas of retention and recruitment of minorities and
turnover rate. . women. ~

The Nationai Urban League has a contract to recruit minor
jties and womea in law enforcement. However, they have
not received any request to set up a system of recruit-
ment for correctional agencies. This could be due to the
Tack of publicity of this program or due to/the fact that
correctional agencies feel less pressure than polise de- !
o N i o partments in civil rights compliance. - !
*Zriority develeped by reviewer ' =
) LEAA has contracted the University Research Corporatiun
to provide correctional technical assistance. They have ;
had no request for technical assistance in this area !
even though it was Tisted as a top priority. C
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Chapter V - Education for Correctional Occupations

Introduction

Correct1ons has long been viewed as the least educated element in the
Criminal Justice system Most of its staff has been custodial and has
come from the less educated segments of the population. Usually such
facilities are located in remote rural settings where the population has
historically had lower levels of educational attainment. Such isolated
locations have been cited as discourageing educational persons from seek-
ing employment. Other factors which have been noted as discouraging to
persons with adequate educational preparation are poor pay, long hours,
poor promotional opportunities, depressing working conditions, and a rep-
utation for political interference. This chapter focuses on the current
educational level of correctional staff and the effects of efforts to
upgrade these levels.

Findings

The NMS findings concerning education for correctional occupations shows

that a pattern of educational attainment hierarchy based upon rank, function,
and class of offender served exist among correctional occupations. Educa-
tional attainment is higher among younger than older personnel, and the

rate of increase in educational attainment is greater for juvenile correc-
tional personnel than for those ir-adult institutions. Ameng probation and
parole employees educational levels have remained fairly stable. Educational
upgrad1ng ameng in-service personnel has contributed to higher educational
levels. ~Probation and parole personnel are more likely to continue

their education than line correctional officers. The LEEP program has
assisted 1/3 of line personnel in probation and paro]e,“and 1/5 of those

in juvenile corrections. Treatment, education, and counse11wg employees
show the greatest variations in 1eve1s of education. Approximately 32%

of such empioyees in adult treatment centers have one or more years of
graduate training and 16% have a high school education or less.

Assessment of the Edueat1ona] Attainment of Correct1ona1
Personnel Standards and Leve]s

In general, 1t has been re\ommended ﬁ at a h1gh school diploma serve as an
acceptable minimum requirenient for correctional employees with some rec- -

- ommending recruiting from 2-year and 4-year colleges. Others have recom-

mended policies that encourage staff to continue their formal education.
Although increased education is recofimended it is unlikely that graduation’
from college will be a realistic standard un]ess the Tine worker's role
changes f?om simply custodial care.
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The educational attainment for correctional custody personnel shows that
the average educational attainment for adult corrections officers was
slightly under 12 years while the average educational attainment for
supervisors was slightly over 12 years. Juvenile custody officers
educational attainment was somewhat over 13 years and the educational
attainment for their supervisors was 14 years of education.

Patterns in educational attainment of custodial personnel by age show

that the average age of adult corrections line and supervisory perscnnel to
be about 39 years and in general the younger officers or supervisors

to be better educated. The same pattern is true for juvenile corrections
workers and supervisors, however, the average age of this group is 37 years.

The educational attainment of custody personnel by geographic region shows
that there is little variation in the median level of education currently
maintained by adult corrections officers. However, when the various regions
are examined for the proportion of officers at each level of education,

the area known as the 01d South appears to have the highest concentration

of officers with 8 years of education or less. The East North Central
region has nearly a quarter of its officers who fall below the high school
standard. The juvenile corrections child care workers tend to show an
east-west distinction with the western regions employing persons with
generally higher educational attainment.

Assessment of the Educational Attainment of Probation and Parole
Officers: Standards and Levels

Since 1931, probation and parole has set as its standard for educational
attainment extensive grounding in case work and welfare with a degree

in social work as the preferred educational preparation. The actual
educational levels of attainment show that probation and parole officers
have on the average slightly over 16 years of education and their super-
visors have slightly less than 17 years. The pattern of educational
attainment of personnel by age reflects that the average age is 35.8 years
and the educational level shows greater stability over time than in either
adult or juvenile corrections. The educational attainment of probation
and parole personnel by period of entry indicates there has been very
1ittle change over the level of education at entry-level will continue to
rise. The educational attainment of probation and parole officers by
geographic regions does not appear to vary along regional lines.

D. Assessment of Correctional Treatment Personnel: Standards and Levels

Treatment personnel refers to academic teachers, vocational teachers,
psychologists, counselors, and vocational counselors. The standard
minimum requirement for persons in these occupations which provide

direct service to inmates or supervision of those that do, is a bachelor's
degree. In general, the survey shows that adult treatment personnel are
somewhat better educated than those in juvenile corrections.

59

Efforts to Upgrade the Educational Attainment of Adult Corrections
Otficers

The introduction of LEEP and other programs appears to have had the
greatest impact on those whose educational level was slightly lower or
slightly above the average educational level. Those officers with more

than 6 but less than 20 years of service were more likely to take advantage
of increased educational opportunities.

Efforts to Upgrade the Educational Attainment of Juvenile Corrections
Officers

The Tevel of upgrading among juvenile corrections officers and supervisors
follows the same pattern as that of adult custodial personnel.

Efforts to Upgrade the Educational Attainment of Probation and Parole
Personnel

The level of upgrading in probation and parole is greater than in juvenile
or aduit corrections. However the same pattern is as noted before is again

apparent. It does not appear that in-service upgrading has been a factor in
current educational Tevels.

The Impact of LEEP upon the Educational Upgrading of Correctional
Personnel

The survey shows that at the time, a number of personnel had participated

in LEEP; however, they had not attained one full year of additional

academic credit which was the measurement used. However, in adult corrections
34% of supervisors and officers raising their educational attainment at

least one year had participated in LEEP.
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I. Summary of Major Findings and Recommendations

The educational attainment of corrections personnel has improved
significantly within the past 10 to 15 years. The least educated are
adult corrections officers and those with the greatest amount of edu-
cation are the probation and parole officers. Based on the findings,
the recommendations are as follows: :

1.) Attempts should be made to accelerate the educational level of
adult and juvenile corrections treatment personnel with juvenile
needs receiving first priority.

2.} Special attention should be given to the development of skills
and knowledge which related to counseling and guidance function
for juvenile problems.

3.) There should be continued in-service educational opportunities
for line correctional officers. A more educated custodial officer
force would facilitate desirable job restructuring and the develop-
ment of broader career progression opportunities.
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'EXAMPLES OF IDENTIFIED

NEED PRIORITIES BY NMS CHAPTERS
Chapter V - Education

1. LEAA shoquycontinue LEEP funding in order to ’

upgrade the education of correctional employees.

Special attention should be paid to treatment
and educational staff.

*2. Custodial jobs in institutions should be
upgraded to include skills that are obtained

at the college level.
{

N

*Priority developed by reviewer

PROGRAM EFFORTS UNDERWAY BY LEAA

f
o

See Attachment for Volume V for programs conducted
by LEEP.

Besides the LEEP -program, LEAA has funded programs
that support training and education to upgrace
correctional officers to a level of awareness of
treatment methods and procedures. '
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Chapter VI - Training For Correctional Occupations

Introduction

Training is assessed in terms of: the degree to which it provides
personnel with the required skills for their present jobs; the degree
to which it develops potential job skills for future as well as current
duties; and the degree to which it contributes to the system's overall
effectiveness and flexibility.

Existing Training Standards

The survey summarized the training standards existing at the time of this
report. This summary included the ACA's Manual of Correctional Standards,
the 1967 President's Commission on Law Enforcement and Administration of
Justice and the .Joint Commission on Correctional Manpower and Training.

In addition, the National Advisory Commission on Criminal Justice Standards
and Goals was examined in the NMS effort. The Commission's publication
states that all new staff members receive a minimum of 40 hours entry-level
training and an additional 60 hours of in-service training during the

first year and 40 hours each year after.

Training for Line Personnel in Adult Corrections-Major Findings

There has been significant growth in the provisions of training since

the 1960's. A 1975 NMS survey indicated that 97 percent of the correctional
institutions provided entry-level training and 85 percent indicated that
they had some form of in-service training for experienced officers.

However, almost every agency responding to an NMS executive survey
indicated that no more than 10 percent of its current correctional work
force had received in-service training the previous year.

There has been a clear pattern of increased utilization of centralized
training facilities. Fifty-six percent of the respondents to the NMS
survey stated that entry-level training was conducted at a statewide
correctional academy, however, 54 percent responded that in-service
training was conducted at the facility with 10 percent using local
educational institutions.

Although there has been an apparent increase in the duration of
training provided, approximately half of adult agencies did not meet
the minimum. standards for entry-level training suggested by the
National Advisory Commission which. requires 40 hours of entry-level
and 60 hours of in-service. Nearly 60 percent of the executives
reported an average duration of 40 or mere hours for those actually
attending in-service training.
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The content of training generally reflects the traditional concept of

the correctional officer's role as being primarily custodial and

covering most of the primary duties required of officers. However,
counseling duties are assigned to correctional officers by nearly

half of all the agencies, yet the NMS occupational analysis indicated

that entry-Tlevel training was Teast adequate in staff-inmate relations.
Also, that incumbent officers generally believed themselves insufficiently
prepared to advise inmates regarding their problems.

Training for Juvenile Child Cafe Workers

Information presented in this section can be found in a separate
attachment to this report.

Training for Probation and Parole Officers

The most- apparent factor explaining the level of training provided is
centralization. In almost all cases, consolidated agencies are more
likely to provide training than agencies in which functions are
specialized and within the specialized agencies the adult parole

agencies offered more training than probation agencies. Among adult
parole agencies, 72 percent provided both entry and in-service training

as compared to only 33 percent of adult probation agencies. The location
of training was primarily the employing facility itself although a .sizable
proportion utilized state facilities. The trend is away from purely

in-house activities and ioward centralized facilities for both training
and education. ' . ‘ : '

The duration of entry-level training was longer for parole agencies than
for consolidated agencies or for probation agencies. The average length
of training for parole agencies was 78 hours with 36% meeting the NAC
standard by offering a hundred hours or more. Approximately 24% of the
consolidated agencies and only 12% of the probation agencies met the

NAC standard of a 100 hours. (See Comment Section)

The NAC standard of 40 hours of in-service training was met by parole
agencies with an average of 54 hours of training and by consolidated .
probation/parole agencies with 40 hours nf training. It is interesting
to note that probation agencies averaged only 33 hours. '

Assessment of the Length of Entry-Level Training

The content of training appears to coincide with the primary requirements
of the position but more closely reflects the priorities of executives.

The items most frequently offered in entry training are among those iden-
tified by;the NMS occupational analysis as requiring the highest level

of expertise. These areas are investigative techniques, forms and records,
case histories and development of community resources. The areas of legal

T,
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requirements and crisis intervention appear to bg qeg]ected, the 1atter
being cited by executives as a major area of training. It'sgems that in
all cases where entry-level and in-service training are prov1dgd, that
entry-level training is more heavily orien?ed with gdm1n1strat1ve qnd
procedural matters, while in-service training is oriented toward direct

service topics.

agencies providing only in-service training, there appears to be a
?Zgzgofgadequatg topic goverage. The highes? percent of agencies qffer1ng
only in-service training was found in consolidated adult andoJuven11e pro-
bation and parole agencies (28%). The NMS indicates that 23% of adult
probation, 8% of adult parole and 16% of adult probation and parole offered

only in-service training. :

Supervisory Training In Corrections

The amount of training provided to correctional supervisors3 although
rated necessary by correctional executives2 is very smgl] with less than
10 percent of all adult corrections requiring such training.

Training for Correctional Treatment and Educational Personnel

. . . } . ith the
Approximately 76% of adult agencies provided entry-level training w1th
asgrage'length of training being 71 hours. Only 28% of these agencies
provided 100 hours or more of training which met the NAC standarq. Larger
agencies were more 1ikely to provide training than smaller agencies.

R

Comments and Recommendations

One of the criteria used by

is the duration of

are compared to the stand
which states that "A11 ne
of orientation training d
60 hours additional train
additional training each

entry-Tevel and
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the NMS for assessing correctional training

in-service training. These areas

ards set by the National Advisory Commission
w staff members should have at least 40 hours
uring their first week on the job and at least
ing during their first year, and 40 hours of
year aftér".. The NMS assessed the duration of

both entry-level and in-service training and compared the average length
of entry-Tevel training with 100 hours of training that the NAC

standard requires.

However, it is

additional training for first year

correctional executives as entr
usually assumes that entry-

begins his responsibilities on the
afterwards is considered in-service. Because this point is unclear,
it is hard to assess the actual provisions of training in 1975 for

any correctional employee. ‘ '

uncertain whether the 60 hours of
employees is considered by the

-level or in-service training. One
level training occurs before the employee

Job and any training occurring

If LEAA assesses the duration of training for adult correctional

facilities as compared t
Accreditation and the F

0 the standards issued by the Commission on
ederal Standards for Corrections issued by the

Attorney General, then training needs of correctional officers become
in need of considerable remedial support. The above standards require
receive 40 hours of general orientation training

that all employees

and 40 hours of additi

onal training that relates the the employee's

job during the first year.. Employees in direct contact with inmates
should receive 80 additional hours

40 additional hours thereafter. This means that Tine personnel and
contact with inmates should receive 160 hours of

others with direct

training in their first year and

years.

How any of these standard settin
training is still unknown and th
CAC and the AG should b

of training in the first year and

80 hours of training in subsequent

g bodies determine the length of
e duration of training required by the
e reviewed for practicality. However, the

additional 80 hours of training that these standards require would
allow Tine personnel to obtain training not only in their related
Jobs but to gain supervisory and managerial skills for future

responsibilities.
executives to gain

These standards

would also allow correctional

S the necessary expertise in budget, management and
other administrative skills.

The CAC standards for probation and

receive an initial

training and educat
that do provide tra
However, 36% of adu
to an“NMS Executive

, at least a bachelor's degree. " The

orientation and
ion each year.
ining are not fa
1t probation age
Survey.

parole requiye that the employee hav
standards state that all officers
a minimum of 40 hours of relevant
Using these standards, the agencies
r from meeting these standards.

ncies provide no training according
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Because the standards have changed in recent years and since the NMS
survey is confusing, it is hard to prioritize which correctional area is
in the most need of remedial support. Therefore:

1.) LEAA should support state criminal justice
agencies in order to assure that all new
correctional employees receive adequate
formal entry level training. A concerted
effort should be taken to assure that local
agencies provide training to correctional
officers and probation officers and, if
possible, that this training be provided
by the state facility.

2.) LEAA should continue its efforts in developing
correctional standards and assist.states in '
establishing standards on a state-wide basis.

3.) LEAA should assist in the development of in-service
training for correctional employees. This training
should cover new Taws, policies and techniques af-
fecting the employee's function and appropriate
supervisory and managerial training for future
career development.
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1. LEAA should support state criminal justice
training agencies in order to assure that all
new correctional employees receive adequate
formal entry-level training. A concerted
effort should be taken to assure that local
agencies provide training to correctional
officers and probation officers and, if
possible, that this training be provided
by the state training facility.

, ?Prioritywdeveloped by reviewer

&

19 states have been supported in upgrading
their training through block and DF programs.

LEAA is pfdviding’technica] assistance to
local correctional agencies on training

methods and procedures.

In 1980, projects to improv~ faci]ities.wj1f
include upgrading of training as a condition
for renovation monies.
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*2.

*3.

*4,

LEAA should support the development of in-service
training for correctional employees. This training

-should cover new laws, policies and techniques

affecting the employee's function and appropriate
supervisory and managerial training for future
career development.

LEAA should assist training facilities in developing
appropriate training courses for entry and in-service
training.

LEAA Shou]d continue its supbort of correctional
standards and assist states in establishing stand-
ards on a state-wide basis. '

*Priority developed by reviewer

ro

This is being done through the National Sheriffs
Association, the National Institute of Corrections,
and the American Correctional Association.

Same as above

LEAA's Correctional Standards Accreditation Program -

a Division under the Office of Criminal Justice Programs
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NATIONAL MANPOWER SURVEY ANALYSIS: VOLUME FOUR
COURTS

INTRODUCTION

This volume specifically addresses adjudication manpower needs: judges,

prosecutors, public defenders, court administrators and probation officers.

The areas of recruitment, retention, training and education are discussed.
Current and projected!manpower resources are analyzed in light of de-
veloping trends in the criminal justice system.

Chapter I - Executive Summary

This first chapter in Volume Four provides an overview of subsequent
chapters presented. ‘It should be noted that material contained in
Chapter I was taken into consideration when ana]yzing‘the chapters

which followed.

Chapter II ~ Current Manpower'Asséssment

i :

As the National Manpower Survey notes, the tension between efficiency
and equity ( due process ) considerations is the most significant
feature of the adjudicative process. In relation to these criteria,
various. evaluative procedures of the existing adjudicative process
have disclosed the following impediments and deficiencies: case back-
Togs and delay, overreliance upon and the abuse of plea bargaining,
inadequate case screening and a lack of case prioritization, lack of
provision of effective assistance of counsel for indigent and margin-~
ally indigent criminal defendants, the existence of widespread disparity
in sentencing, and a lack of time for the judiciary, defense and pro-
secution to permit adequate case preparation settlement and processing.

Overall, as the survey indicates, there is a lack of comprehensive
statistics on caseload and case backlog in the nation's courts as
well as for prosecution and defender agencies. The data, admittedly  «
are incomplete or non-existent. Historically, courts, prosecutor

- and defender agencies have failed to generate, systemmatically main-

tain, analyze and use data. Those who conducted-and reported the
findings of the Manpower Survey therefore-had Tittle choice but to -
turn to other-approaches to assess the adequacy of current adjudication
manpower. - Three approaches were employed in the survey for this pur-
pose. ~First, available crime rate statistics and employment data

for the period of 1970-1974 were compared to provide an initial indi-
cation of the extent to which staffing in adjudicative agencies has
kept ‘pace with crime-related workloads. Secondly, agancy officials,
inctuding court administrators, chief prosecutors and defenders, were
queried concerning their respective agency's manpower needs and about
related operational problems, such as case delay. Finally, the survey
instruments provided for submission of summary caseload data for courts
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prosecution and defender agencies. Thgse data haye been re]ztsg to

staffing levels in the reporting agencies to provide measureth r

the extent of variation in work]oa@s pﬁr key emg]gzggngzgngffiges_;
encies, and have been compared--in the case o of

3?t2 standards, or norms, previogs]y developed for determining the

manpower needs Yor defender services.

Findings

. . . e e s sudicially
gy cites case delay and 1nsuff1c1ent_3ud1c1a1.and JU@1c1a

12$ai:gvbzrsonne1 as two of the_pjyc§1¥ed ﬂaqa;i;Tg$?;m$2$§t;3 Sgi_

adjudicative process, by_th9§e Judicial and judi ally re ated per

sonnel queried. The maxim "justice Qe1ayed is justic o o

tance. Delays in the delivery of justice h§rms e 3 s

Eﬁgasiﬁﬁgﬁ?s), the defendant(s), witnesse§, counse1§, Jurors;-V1ztzg11y

every actor in the case processing scenario. The Sixth Ameghqga :

the United States Constitution, made binding on the sta@es 'mog

the Due Process Clause of the Fourtgenth Amendment yequ1rﬁaz1a cogrts

other things, that the accused be given a speedy tr1§1. %he courts

and legislatures have been slow to def!ne what constitutes t eT e ]

of the right to a speedy trial, there is now a Federal Speehy hr;g

Act and many states have set 1imjts on the qumber of days wd1ctria¥

permissably elapse before that right is abridged. But §pe§hy. jal

acts or judicially-promulgated rules have fallen short in their

plementation.

iminal cases are generally given precedence over civil cases,
é?v?¥12;2e backlogs are often far greater than criminal case back-
Togs. The Tongest civil backlog in the country at one point wa? .
recorded in Middlesex County, Massachu§etts where the average e $ﬁse
time between entry of an action and a jury trial was 5% years. te
causes of backlog are both many and.comp]ex. The two factors Tos
consistently cited by judicial and judicially-related personq$ .
queried as contributing to case delay were the_amount of avai ad ?
judge time and court policies in granting continuances. Thgsg e .
ficiencies, while somewhat oversimplified, are but a recognition 2.
the numer~us interrelated events which bear upon de]qy. By_wzx 0 :
example, che following questions come to m1pd. Hew is the ju 1c1§f. .
system organized? Is it essentially a unified one (centrq] or gq1.1$
budgeting; central rule making authority 1odggd in the chief ju }c1a
officer of the State; uniform personnel practices; single or dua
level trial courts? Or, is it a local system, character1;ed_b¥ the
lack of uniform rulemaking authority, a proliferation of Jud;c1a1t
budgets (Massachusetts at one time had 4]7.sepqrate budget§ or ; s
Judicial system), lack of authority to assign judges, mq]P171$yg .
trial and appellate courts, some, especially courts of initia %ﬁr%s
diction, largely part-time (e.g., New Hampshire, New Jersey)._ dhat ,
kinds of cases require judge-time and which are processed administratively?

o

L

Within the Office of Criminal Justice Pr

Division, there are programs directly related to this legislative
mandate. The Court Fundamenta] Improvem
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Are prosecutors and pubTic defenders full-time and adequate in number?
Who sets the trial calendar? And is it a master or an individual
calendar? Are there enough courtrooms? Are support staffs adequate?
When we view case processing, we must, of necessity, take an overview
of all components which are directly related to and impact upon it.
Judge-time and the flexibility in assignment of judges based upon
caseloads are certainly two significant aspects of delay reduction.
The growth of the court administrator in recent years, has brought the
application of management to the courts. Virtually every state now

chief justice and who is responsible for the administration of the
Judicial system. Many states, as well, have local or regional tria]
court administrators. The court administrator is recognized as a

new professional and it is anticipated that this discipline and

the support staffs necessary to its functioning will continue to grow

both in numbers and importance. The Chief Justice of the United States
has made the administration of Justice his major priority.

The Crime Control Act of 1976 (Pub. L. 94-503) 42 u.s.c. 3701, et seq.,
at sections 301(b)(10) and 301(b)(13) recognizes the need for programs

which address backlog and delay. Congress states its intent in these
sections as follows:

“The Administration is authorized to make grants to states

having comprehensive state plans approved by it under this
part for:

"(10) The definition, development, and implementation

of programs and projects designed to improve the func-
tioning of courts, prosecutors, defenders, and supporting
agencies, reduce and eliminate criminal case backlog,
accelerate the processing and disposition of criminal
cases, and improve the administration of criminal Justice
in the courts; the collection and compilation of judicial
data and other information on the work of the courts and
other agencies that relate to and affect the work of

the courts; programs and projects for expediting criminal
prosecution and reducing court congestion. . .

Section 301(b)(13) provides for:

"The establishment of early case assessment panels under the
authority of the appropriate prosecuting official for any
unit of general local government within the state having a
population of two hundred and fifty thousand or more to
screen and analyze cases as early as possible after the
time of the bringing of charges, to determine the feasi-
bility of successful Prosecution and to expedite the pro-

secution of cases involving repeat offenders and perpetra-
tion of violent crimes."

ograms in the Adjudication

ent Program funds efforts aimed ;
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at the reorganization and improvement in the way in which a jurisdigtion
delivers justice. Projects have included, statewide court reforma in-
cluding the study and implementation of unified court systems, criminal
code revisions, statewide, regional and appellate defender systems.

The Court Delay Reduction Program funds efforts directed at reducing
and eliminating delay and backlog in criminal cases in Tocal juris-
dictions. The Technical Assistance and Training Program provides ex-
pert advice to court systems, prosecutors and public defenders to

help them to improve their management and to be more effective. The
Career Criminal Program provides fundinyg for local prosecutors to
enable them to target for enhanced and expeditious prosecution, the
serious, repeat offender.

Prosecution

As the manpower survey reports, 25 percent of all court administrators
selected increased prosecution time as most important to reducing
unnecessary delay. Similarly, 68 percent of chief prosecutors queried
reported that their most serious personnel probiem was an inadequate
number of authorized positions. This coupled with increasing pro-
secutorial caseloads makes effective and %imely case preparation a
Tuxury. This situation is further aggravated by the fact that numerous
jurisdictions throughout the United States still have part-time pro-
secution (e.g., New Hampshire). This exacerbates delay through the
necessity for increased continuances due to inadequate time for case
preparation. However, on a more positive note by way of example,
Massachusetts recently passed legislation requiring all District
Attorneys and Assistant District Attorneys to be fuli-time as of
January 1, 1979. Excessive caseload pressures result in an over-
reliance on plea bargaining, inadequate or no preparation and frustrated
victims and witnesses. Increased full-time prosecutorial manpower
would allow for more effective screening and charging, vertical pro-
secution (where one prosecutor remains with the case from point of
jnitiation to disposition rather than the traditional horizontal or
assembly-1ine processing), enhanced investigation and case preparation
and more effec.ive and sensitive treatment of victims and witnesses.

Defense

In June 1972, the United States Supreme Court in Argersinger vs. Hamlin,
407 U.S. 25, held that no person may be imprisoned unless the Sixth
Amendment's provision for counsel was made available at trial. This
opinion placed significant new burdens on the criminal justice system
yet left unresolved most of the complex issues certain to arise in ef-
forts to implement or frustrate its mandate.

The effect of this increased burden could only be speculated upon by
the justices. Justice Powell, in his concurring opinion in Argersinger,
expressed grave fears that the "decision could have a seriously adverse

1
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impact upon the day-to-day functioning of the criminal justice system."
(407 U.S. at 52.) Chief Justice Burger, however, in another concurring
opinion, expressed confidence that the legal profession could meet the
challenge posed by the Argersinger decision:

"The holding of the court today may very well add large
new burdens to a professional already overtaxed, but the
dynamics of the profession have a way of rising to the
burdens placed upon it." (407 U.S. at 44.)

The opinion, in dicta, spoke of "deprivation of Tiberty" as an expansion
of the concept of imprisonment as the triggering factor for the appoint-
ment of counsel. Although not the holding in the case, the notion of
deprivation of liberty (e.g., some conditions of probation may be so -
onerous as to constitute a deprivation of liberty) should the court
extend this concept in the near future this would certainly once again
expand on already increased need for defense.

Most, if not all, defenders believe that to ensure the provision of
effective assistance of counsel, entry into a case by a defender

should be as early as possible and certainly before trial. The National’
Advisory Commission on Criminal Justice Standards and Goals, Courts,
Standard 13.1 states:

"Public representation should be made available to all
eligible defendants in all criminal cases at their re-
quest . . . beginning at the time the individual either
is arrested or is requested to participate in an investi-
gation that has focused on him as a 1ikely suspect.”

Also, there are a number of post-conviction and appellate services which
many "defender" offices provide or, for matters characterized as civil
in nature, such as mental health commitment hearings.

Seventy-five percenf of the chief defenders queried by the NMS indicated

~ that an inadequate number of authorized positions was their most serious

personnel problem. In terms of compliance with the mandate in Argersinger,
23% indicated that their agency was fully complying with this requirement.
An additional 44% reported adequate compliance. Another 23% reported
minimiym compliance only, while 9% stated that their office was not even
able to achieve minimum compiiance with this requirement.

While standards exist based upon "per defender" caseloads with which
to project defense manpower needs (each defender should carry an annual
caseload of no more than 150 felonies or felony equivalents. (See NAC,

Courts Standard 13.12) this standard is predicated upon the existence

of a public defender agency. As the NMS notes, about one-fourth (and
jt may be higher now) of the total national indigent defense caseload
is hqnd]ed by private, court-appointed counsel. The National Advisory
Commission recommends the establishment of full=time statewide public
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defender agencies, while the ABA opts for a "mixed" system (both public
and private--assigned counsel. The estimates in increased defense man-
power needs to fully comply with Argersinger range from a low of 18
percent (responses to the NMS) to a high of a six-fold increase in de-
fender staffing needs (National Legal Aid and Defender Assoc1at1on--

The Other Face of Justice, 1973).

An adequate prediction of the manpower needs for defense must  include
the definitional 1imits of "indigency". There are a dearth of standards
on what constitutes indigency or marginal indigency. Nor can we over-
look the(righ% to counsel for juveniles enunciated in In re Gault, 387
u.s. 1, (1967).

It is this reviewer's opinion that the priority area in future adjudi-
cation,manpower needs is defense.

Ranking of Priorities

1. Increased numbers of defenders and support staff (1nvest1gators,
paralegals, social workers). .

2. Increased numbers of judicia1 administrators and staffs and judges.

3. Increased numbers of full-time prosecutors and investigators.
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Chapter III: Outlook for Employment

Introduction

This chapter is concerned with projecting estimates of probable future
trends in employment of judicial process personnel and some qf the
factors which influence them. This is not an attempt to estimate 2
"optional" requirements for such personnel. The authors maintain that
a goavs-oriented ‘manpower projection for courts manpower is ne1ther
practicable nor realistic as a basis for program planning--a position
with which this reviewer does not fully agree..

Projection Scenario

As in the case of other products and services, the future need fork.
criminal justice services and the communities' willingness anq ability
to pay for them will jointly affect future employment trends in court
related areas. Both crime rates and levels of governmeqt spending are
influenced by a number of social, economic and institut1ona! factors. _
Among them are future trends in the level of general economic opportunity,
trends in the proportion of youth in the popu]ation,_and.trends in the
concentration of populations in urban areas. Community jnvestments in
¢riminal justice agencies can affect these trends touthe extent that.
they increase the probability that those apprehended will be dealt with
promptly and fairly.

The most predictable factor is the proportion of youth in our popu]qt1on
since the 15-24 year olds up to 1985 have all been born. Less predictable
is the proportion of the population concentrated in metropolitan areas,
although it is expected to decline since it peakgd apout 1970. Even

less predictable is the future of the economy which is assumed ?o improve
slowly to 1980 and a 1ittle more rapidly until 1985. These projections
imply to the authors a small increase in the annual crime rate {1:8%)
until 1980 and a large drop (3.9%) until 1985; and growth of criminal
justice expenditures of 4.3% annually until 1980 and 3.5% to 1985. Be-
cause of the uncertainty of prediction ard the inabi]ity to foresee
unexpected developments, several projecti ns would perhaps have been,more‘
valuable in putting future possibilities in context. N

Employment Projections

Projections for court-related employment are expected to be higher thén
those for all criminal justice agencies by 62% to 43%. The annual rates
of growth for the former which were 7.8% during 1971-1974 are 5.3% uncil
1980 and will be 3.5% from 1980-1985. The lower courts are expected to
increase at an annual rate of 2.9% between. 1974-1985 as compared to 5.4%
for courts of general jurisdiction and 6.5% for appellate courts. Em-
~ ployment estimates for 1980 and 1985 are 155,000 and 183,000 for the
courts, 66,000 and 79,000 for prosecution, and 17,000 and 21,000 for
indigent defense. « :
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These projections are subject to considerable margins of uncertainty
due to the limitations of available data or employment in judicial
process agencies and the Tack of comprehensive national data on ad-
Judicative workloads. At the same time, social trends to assure a
fair administration of justice to all involved in the system have
imposed greater responsibilities upon adjudicative agencies. The em-
ployment projections in this chapter have assumed that the net effect

of these changes will be similar in the period to 1985 to.thcse observed
in the mid-seventies.

Analysis of Selected Trends

Decriminalization. Arrests for these crimes, with the exception of
narcotics, have decreased by about 10% as a percentage of arrests for
all -crimes from 1970-1974. The primary beneficiaries of these reduc-
tions have been the lower courts for which a slower employment growth
is projected. .

Pre-Trial=Diversion. Although diversion can occur at any stage of a
criminal proceeding, the greatest impact in terms of workload is on

the courts. These programs provide that the accused enter into super-
vised activities such as job training, regular employment, or rehabili-
tative services in the hope this will encourage constructive behavior.
Although there is some indication that diversion has the net effect of
reducing staffing needs in judicial process agencies, it is relatively
small to date. '

Plea Bargaining.  Although plea negotiation is a subject of controversy,
Prosecutors favor it strongly (88%). Carefully designed research on the
systemwide impact of changes in plea bargaining practices is needed. Even
with“the alleviation of personnel shortages currently reported by prose-
cutors, defenders and the courts, any trend toward reduced or regulated

plea bargaining will be gradual and will have a limited impact on criminal
Justice manpower needs.

Court Unification. Major assessments of the court system have highlighted

the need for unification of the mu]ti;tiered,'decentra1ized'organizationa1
structure of the courts. The major components of unification are unified
budgeting, managerial supervision and court consolidation. Unification,
for the most part, has meant a reduction in the number of tiers as the

Tlower, Timited jurisdiction courts are merged with the courts of general

Jurisdiction. One would expect, and it does appear to be the case, that
the greater the degree of unification, the slower the growth in judicially-
related employment. Caution should be used in interpreting these dats
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since alternative explanations are possible. There is a tendency
for administrative reorganization to become vertical in states where
reform is in progress which has increased employment of professional
court administrators and their support staff.

Conclusions

These relatively detailed projections are based on the assumed contin-
uation of  trends in the 1971-1974 period with adjustments based on some
1975-1976 data. This must be emphasized. Aggregate employment in
Judicial process agencies is projected to increase by 62% between 1974
and 1985 as contrasted to a net growth of only 12% in the projected
number of arrests for Part I Offenses. These staff resources could cor-
tribute materially to reducing case delay and enhancing the overall
performance of courts. Among the court-related occupations relatively
rapid growth in employment is projected for assistant prosecutors and
defenders as well as judicial support occupations, while substantially
Tower growth is anticipated for judges.

Reviewer Conclusions

In addition to the caveats mentioned at several points in the Chapter III
review concerning the limited data on which many of the conclusions

and projections are based, there are two other points which should. be
mentioned. The first will probably not change crime related projections
very drastically in the near future since it expends the causality
framework. It is concerned with the psychosocial factors which affect
crime levels. They include the individual's behavior patterns such as
frustration tolerance, self-discipline, sense of values and self-worth;
and the group's social values and behavior codes which exercise considerable
control over its members. How these react with society's social, legal
and economic "rules" also contribute to the crime rate. The economic
model, or the rational approach to crime, which the NMS stresses, is im-
portant because of the preponderance of economic crimes, but the relation-
ship between crime and economic conditions is neither direct nor simple.

The second point concerns the taxpayer revolt, or "Proposition 13 fever",
and its effect on public expenditures in general and criminal justice
agencies in particular. This development occurred about two years after
the NMS was finished and the impact will not be clear for some time,
although a reduction is virtually certain which will lower the projections
discussed in this chapter. ' :

Prediction being what is its, the projections appear reasonable given the
caveats mentioned. The chapter does not make recommendations nor set
priorities but estimates the manpower situation in court-related agencies.
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Chapter IV: Recruitment and Retention

Introduction

oyment as an assistant prosecutor or assistant public dgfender has
Ezgl gnz of the typical threshold jobs for attorneys following 1aw-
school graduation because it provides needed.pract1ca1 Tegal experience
not provided in the Taw school curricu1gm while, at the same time,
providing a moderate salary. A1though 1t wog]d not be_rea11st1c to
have compensation Tevels fully competitive with those in private Erac-
tice over a Tifetime legal career, it has b?en recommended that_t S
first five years of an assistant prosecutqr s or assistant public e-
fender's service be comparable with starting private attorneys. This
would improve the efficiency of the public offices by substantially
lengthening their average years of service.

Recruitment and Turnover Experience

ssumption that during a period of relatively high unemployment
{?872—1972) and a surplus of recent 1aw_schoo] graduates, pfoblems of_
recruitment and retention of attorneys in prosecutor and defender posi-
tions would be slight compared to those under more fayorab1e market
conditions was generally confirmed by the NMS. New hiring ra?es were
approximately ten percentage points higher than vo]untary resignation
rates for both assistant prosecutors and assistant public defender§
(32 to 22). Both of these rates were higher for the smaller agencies
and lower for the larger ones. Although some prosecqtor and defender
offices found a shortage of qualified app]ican@s during ?hg 1971-1974
period, 6414 and 86.4 percent, respectively, did not. .S1m11ar1y, 81.8
and 93.2 percent did not find personnel turnover a serious problem.

To assess the need for initial training of newly-hired gtqff attorneys,
the surveyed agencies were asked to estimpte the_proposwtlon of re-
cruits in 1974-1975 who had previous trial experience. On the average,
only about 20 percent of recently hired prosecutors and 33 percent of
new defenders had such experience. There was a tendency for the smaller
agencies to hire proportionally more attorneys with trial experience.

As might be expected the public agency staff attorneys are cons1derab1y
younger than attoirneys as a whole with 60 percent of the former under

35 years of age compared to 30 percent of the 1atter.‘ Also 60 percent
of the assistant prosecutors and defenders had been with the1r'current_
agency less than four years. None of the figures for the public agencies
include chief prosecutors or defenders.

Personnel Turnover

Five possible reasons were identified as mqst important in'caus1qg.
attorneys to leave their jobs. They were 1nadquate sa]ar1gs, Timited
opportunities, excessive work]oads, job frustration and desire for-broader
legal experience. '"Inadequate salaries" was the most frequently cited
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reason by both prosecutors and defenders, 65 and 36 percent, respectively.
"Limited opportunities" was mentioned by less than 5 and 4 percent in

the same order. "Excessive workloads" and "job frustration" (in com-
bination) were identified by 16 percent of prosecutors and 36 percent

of defenders as most important in leaving. "Broader legal experience"

was cited by 11 percent of prosecutors and 19 percent of the defenders.
The greater emphasis on earnings by the prosecutors may be partially
accounted for by the fact their average salaries were somewhat less than
the defenders, although care must be exercised here because the defenders
were more 1ikely to be located in the more populated areas. Quite Tikely
value systems and personnel motivation play a role in the choice of agency
as well. Chief prosecutors, however, receive higher compensation than
chief defenders in about 75 percent of cases surveyed. Substantial

gaps between public and private compensation for attorneys does exist

and probably gets Progressively wider with substantial experience.

Projected Recruitment Needs

Recruitment needs for attorneys in prosecution and public defense offices,
like other professions, are determined by replacement and growth require-
ments. In 1974, 5,900 (70%) of 8,400 new hires were for replacement
purposes and the remainder (2,500) were for new positions. The princi-
pal cause of attrition among assistant prosecutors and defenders is vol-
untary resignation. Future rates in this category can be expected to
vary with fluctuations in Tabor market conditions and the supply of new
law school ‘graduates. From 1971 to 1975 employment opportunities have
failed to keep pace with the large influx of recent graduates. Some
evidence of a weakening in the labor market for attorneys compared to
other categories of professional and administrative personnel is indi-
cated by a relative slow down in annual salary increases for attorneys

in 1973-1976. Law school graduations have slowed their growth rate since
then and the supply of Jjobs has not fallen as expected so the two factors
are not as far out of balance as feared in 1975.

Based on these assessments, NMS projections assume a moderate reduction
in attrition rates, due to voluntary resignations, in the 1974-1980
period, and an increase in these rates in the 1980-1985 period, in 1line
with the assumption of an improvement in the labor market in 1980-1985.
These higher turnover rates and growth in total employment would result
in an increase in annual recruitment requirements for staff attorneys 1in
prosecution and defender agencies, from 8,100 in FY 1974 to 8,700 from
1974-1980 and 11,700 in 1980-1985. These projections assume no signi-
ficant change in relative salaries for public attorneys compared to those
in other employment. A reduction of existing differentials, as well as
other measures to make the working conditions more attractive, would in-
Crease the stability and experience level of lawyers in court related
agencies, thereby reducing future recruitment needs.

Reviewer Conclusions

Since the projections of manpower needs is Tess complex for public attor-
neys than the whole range of criminal justice employees and is based on
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Labor Department methods in use for many years in their manpower out-

Took publications, the estimate; in this chapter seem quite reasonable.
The caveats mentioned in the Chapter III Reviewer Conclusion section

apply here as well should the taxpayer revolt and federal budget balancing
efforts curtail public services and slow the growth of the national
economy.

No particular needs of priorities are developed in this chapter. It
is concerned with the supply of lawyers available for judicial pro-
cess agencies which is not directly affected by LEAA.
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Chapter V: Legai Education and Training

Legal Education

As is well stated in the NMS, the prevailing educational philosophy in
undergraduate Taw schools focuses on a mastery of legal analytical
skills, combined with a broad overview of the substantive principles of
law. This philosophy implies that the more practical lTegal skills, .
including pre-trial and trial procedures, as well as specialized exper-
tise in particular fields of law, will be mainly acquired through an
apprenticeship, either as a law clerk or as a junior practicing attorney.
This topic will be reviewed in somewhat greater detail in a discussion
of Volume V, Chapter VIII, Criminal Justice Education and Training,

“Law Schools". Suffice it to say at this juncture, that the United
States, in its Taw schools, does not train trial lawyers (thinking now
of those who become prosecutors and defenders). In England, Tawyers

are divided into two categories, solicitors and barristers. Solicitors
prepare and draft Tegal instruments such as wills and trusts and contracts
but do not appear before the Bench to act as advocates. Barristers, on
the other hand, are trained at "Inns of Court" to become trial Tawyers.

When they depart the various Inns of Court they are prepared to function
as litigators.

A majority of ABA accredited law schools (124 of 163 accredited law
schools as of 1975) offer clinical law programs and of these 65% in-
cluded a criminal justice component. These programs provide the student
with practical Tegal knowledge as well as insight into the day to day
realities of the criminal justice systems.

While prosecutors and defenders queried in the NMS largely agreed that
law schools provide inadequate training in procedural skills and in

trial advocacy, 55% of the prosecutors and 59% of the defenders queried
cave hiring preference to law students with clinical law experience.

1t must be pointed out, however, that according to the NMS only about
20% of all law graduates were found to have clinical law experience and

a much smaller percentage still to have criminal law clinical eﬁPerience.

stepchild of the legal profession. While nearly all law schools |require
an 1qtroductory course in substantive criminal law or procedure, 1ittle
1s either sought or offered in this area beyond the basic course. The
fact that bar examiners examine on criminal law as one of the subjects,
emphasizes its 1nc1usionvin the Taw school curriculum.: ”

Historically, criminal Taw and its practice has been regarded as\%he
|

Prosecutor Training

Entry-level Training. As the NMS notes, that while nearly one-fifth

of_new entrants to assistant prosecutor positions may have had prior
trial experience, in most cases entrants require systemmatic training
on prosecution office policies and procedures, on relationships with the
courts and police and on such practical issues as the exercise of dis-
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cretion in screening and charging of defendants. This type of entry-
level training is typically provided to state and local prosecutiop _
attorneys either by the agency itself or by a state prosecutor training
program. LEAA block funds have, to a large extent, supported these
training efforts and continue to do so. In fiscal year 1975, 29

states had statewide training programs that provided training to new
assistants and new chief prosecutors. Twenty-five of these pmﬁgrams
received LEAA financial assistance. There is, however, a correlation
between the size of the prosecutorial agency and its provision of entry-
level training. About 38% of all respondents to the NMS, mainly in

the smaller agencies, indicated that their agencies provided no formal
entry-Tevel training to new assistant prosecutors during their first
year of employment. An additional 8.5% provided only basic orientation
of one day or less. Thus, nearly one-half of all prosecution agencies
surveyed provided no formal entry-level training other than brief
orientations.

A National District Attorneys Association survey in 1970, covering 18
metropolitan prosecutor offices found that, at that time, only four
had formal entry training and that six did not even have a program of
formalized on-the-job training. The National College of District
Attorneys, which receives LEAA discretionary funds, provides ‘entry-
level training for new chief prosecutors but not for new assistants.

In-Service Training. .About two-thirds of all agencies and about 90%

of larger agencies reporting, reported that they provided some assistance
for external continuing education in prosecution. Only 30 percent had

an established policy requiring experienced assistants to participate

in some form of job-related continuing education. Less than 15 percent
reported that they provided in-house formal in-service training. This
proportion ranged from only about 12 percent, in the case of the smallest
agencies, to 61 percent for agencies with 25 or more employees. It is
fair to say that most in-service training is provided by external sources,
chiefly two--the National District Attorneys Association and the National
College of District Attorneys, both recipients of LEAA discretionary funds.
In-service training is also provided by state level prosecution offices
or by the state bar associations. ‘

In terms of training course content, with Timited exceptions, in-house
training programs paralleled entry-level subject matter with courses
such as constitutional law, evidence, criminal trial procedure, screening
and charging (emphasized in entry-level rather than in in-service), sub-
stantive criminal law developments agd trial advocacy.

A significant gap in training coverage, as aptly noted by the NMS, is

in juvenile or family law procedure. About 85 percent of all prose-
cution agencies reported that they had responsibilities in this area.

Yet among those conducting in-house training, less than one-half included
this topic in their program. S : :

Section 407 of the Crime Control Act,of 1976(mandéte$ training for or-

‘ganized crime prosecution. :LEAA under this authority has undertaken

to fund training programs sponsored by the National College of District

ot
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Attorneys, National Association of Attorneys General, and the Organized
Crime Institute at Cornell University Law School. Other LEAA-funded
efforts include a number of state organized crime councils aimed at
increasing public and policymaker's awareness of the problem and often
resulting in needed legislation.

The NMS points out that more is needed in the way of training in the
area of organized crime, especially technical assistance and intensive
training for offices wishing to establish organized crime prevention

units. - J

Defender Training

Entry-level Training. Nearly 200 public defender agencies responded to =

the NMS. About 32% of these provided no formal entry-level training /D

to new assistant defenders during their first year of employment. An
additional 15 percent provided only a_ brief orientation of one day

or Tess. As in the case of the prosecutor agencies surveyed, near]y-
one-half provided no formal entry training other than brief orientat1oqs
to newly hired attorneys. Among agencies which did provide such training
about 24 percent of all respcndents provided between two days and one
week of training.

About one-half of the defender agencies which provided either orientations
or formal entry-training reported that this training was provided in-
house. The extent of the in-house programs tended to vary with the

size of the agency. The same was true with prosecutor's offices. .
Nearly 95 percent of the offices with 25 or more staff attorneys had in-
house programs, as compared to only 25 percent of the offices with v
14-24 attorneys, and to 14 percent for offices with fewer than 14 staff
attorneys.

A separate NMS of 32 "contract" defender agencies in larger cities dis-
closed that approximately 80% of these offices offered in-house entry-
level training. .

The NMS estimates, based upon available evidence, that between one-fourth
and one-third of the attorneys recruited by public defender agencies in
1974 or 1975 were inexperienced personnel who were not provided with any
formal entry-level training by their agencies, other than short orienta-
tions. , , :

In-Service Training. Generally, responses by public defenders to the

NMS questions on the extent of agency support for and providing continuing
legal education to their staffs, paralleled those of the prosecutors.
About three-fourths of all agencies provided some assistance for external
continuing relevant education for staff attorneys, through administrative
Teave, tuition support or other means. About one-third had a policy
requiring that experienced assistant defenders participate in some type
of job-related continuing education. - However, only 28 percent of the
agencies actually provided formal, in-house training programs for this
purpose.. Similar in this respect to entry-level training, the larger
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offices, with 25 or more staff attorneys, were most likely to have such
Programs. This was also found to be the case--25 or more attorney
offices--for "contract" defenders.

Entry level courses cover basic practical skills such as investigation,

plea negotiation and preliminary hearing procedures. Move specialized
. subjects such as evidence, substantive law developments and juvenile

Taw are included in more advanced courses for experienced personnel.

w1th respect to both entry-level and in-service training; inadequate
training budgets and heavy staff workloads were most frequently cited

as the major constraints on existing programs.

A central need disclosed by the survey for chief prosecutor and defender
training is basic management and administrative skills. Most chief
defenQers and prosecutors bring to their positions varying levels of
experience and competency in criminal law, but are generally lacking
the skills most often needed in policymaking and management positions.

Judicial Training. As the NMS well notes, the United States does not

provide §ny_forma1, pre-service education or training to specifically
prepare individuals for serving as judges.

Entry-level Training . About one-half the states provide entry-level

B

training for new judges in courts of general jurisdiction and only
about two-fifths, in courts of Timited jurisdiction. 0f 38 states
emp19y1ng lay judges, 26 provide entry-Tevel training. Seven states
require entry-level training for all Jjudges; one state requires this
training only for general court Jjudges and two states require entry-
Tevel training for judges of courts of limited jurisdiction. Twenty-
one states do not require entry-level training for any judges, but
provide entry-Tlevel training with attendance voluntary.

In-service Judicial Education. Virtually all states now appear to have

some provision for continuing education of their judicial personnel.

In 46 states and the District of Columbia, in-service training programs
are provided for general court judges, and in 44 jurisdications for
Timited court judges. Thirty-one states reported such programs for
state appellate court judges. : S

National Programs. Despite the relatively recent proliferation of state- °

level trainingaactivitigs, a number of national, LEAA funded organizations
continue t0'serye as principal providers of systemmatic training for
various categories of judicial personnel. They are the National Judicial

College;

American Academy of Judicial Education; National College for

Juvenile Justice; ‘the Institute for Judicial Administration; the Institute
for Court.Management; and the American Bar Association's appellate Jjudges

seminar.
Briefly,
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Judicial training programs, primarily offers two residential programs:
-a four-week summer program for general jurisdiction judges and a two-
week program for special court judges. A variety of graduate programs
are also offered to more experienced judges who have completed the
basic course. The National College of Juvenile Justice sponsors four
two-week residential programs for judges and other juvenile justice
personnel each year and joins with other organizations in presenting
regional programs, often in cooperation with state agencies. The cur-
riculum is interdisciplinary with an emphasis on the behavioral and
social sciences.

The American Academy of Judicial Education directs its programs to
judges of courts of Timited jurisdiction. The academy focuses on

the development and programming of in-state training conferences. The
Institute for Judicial Administration conducts annual seminars for
appellate court judges (initial training).

The Institute for Court Management trains judges and court admini-
strators in court management and related areas.

The American Bar Association's Appellate Judge's Seminar provides
continuing education for appellate judges. McManus Associates,

in conjunction with the General Research Corporation has been awarded
a contract to evaluate the eight national courts training grants.
These eight training grants are:

The American Academy of Judicial Education

The National Judicial College

The Institute for Judicial Administration

The Institute for Court Management

The National Institute for Trial Advocacy

The National College for Criminal Defense Lawyers and
Public Defenders '

7. The National District Attorneys Association ;

8. The American Bar Association's Appellate Judges Seminar.

o O AWM —

While the thrust of the evaluation is to measure the impact of these
national court training projects, process evaluation issues will be
addressed as well. A comparison will be made between those adjudication
actors who have received training from one of the above-mentioned insti-
tutions and those who have not. . :

T

Prioritization of Recommendations:

1. The most critical training need for all three categories of personnel-
judges, prosecutors and defenders is to establish formal entry-level
training programs for agencies and jurisdictions where no program
currently exists, and to strengthen those existing programs which
are clearly inadequate.

In the case of judges, this need is particularly pronounced in
view of the United States Supreme Court's holding in North v.
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Russell, allowing lay judges to conduct bench trials in criminal
cases where a trial de novo is possible. Most lay judge courts,
according to the survey have misdemeanor jurisdiction and can
sentence defendants to up to one year in jail.

In the case of prosecutors and defenders, the need for systemmatic
entry-level training is most pressing in the smaller agencies,
which because of size are often least equipped to provide in-house
formal training, allow time for external training, or provide
supervised, on-the-job training. Size of an agency often determines
workload distribution. It is fair to say that the smaller the
agency, the more a Tuxury training becomes. VYet especially in the
case of defenders, the Sixth Amendment to the U.S. Constitution

as interpreted through numerous U.S. Supreme Court decisions,
guarantees the right to the effective assistance of counsel. At

a minimum, a defender cannot render effective assistance. unless
he/she is adequately trained.

Continuing Tegal education or in-service programs appear to be
more generally available through a combination of national, state
and local sources. Available information, however, suggests a
number of deficiencies. Juvenile law issues are often neglected
especially for prosecutors. There is a need for increased em-
phasis on inter-disciplinary subjects, such as community resources
and community relations, and on management training for those
with significant management responsibilities.

The Survey recommends the establishment of regional centers for

. Management training in all criminal justice fields, as a desirable

supplement to existing resources. An alternative might be to

augment current resources or to provide grants to business schools
for this purpose.

Well-coordinated programs should be developed, for the development
and dissemination of "bench books", manuals, and similar self-
Instructional materials for judges, as well as similar materials
for prosecutors and defenders.
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NMS REVIEW AND ANALYSIS

ATTACHMENT

VOLUME Four =
NEED PRIORITIES BY FMS CHAPTERS _

EXAMPLES OF IDENTIFIED
PROGRAM EFFORTS UNDERWAY BY LEAA

Chapter v,

1. The first priority for this chapter is the establish
-ment of formal entry-Tevel training programs for
Jjudges, prosecutors and defenders. (Please refer
to t?e text of this review for further elabora-
tion).

2. The second prionity for this chapter is the need
to upgrade in-service training, where these programs

exist, for judges, Prosecutors and defenders. Inter:

disciplinary subjects should be given greater em-
phasis and treatment. Regional centers should be
established which would offer management training
in all criminal Justice fields-as a supplement to
existing training resources. *Grants could also

be provided to Graduate Business Schools for this
qupose.

~ [*Priority developed by reviewer

{

’Nationa1.Judicia]‘College; American~Academy of Judicia]

Education; Institute for Court Management; National
Institute for Trial Advocacy; Mational College for
Criminal Defense Lawyers and Public Pefenders; Mational
District Attorfieys Association; American Bar Association'e
Appellate Judges Seminar (all these organizations receive

LEAA Discretionary Funds).

(See #1, above as all of these organizations prévide

in-service training as well),
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Chapter V (continuéd) ;
3. The third priority calls for the development of 3. As part of a larger, overaii effort instructional manuals
well-coordinated training programs and the develop- have been funded under Court Fundamental Improvement
ment and dissemination of self-instructional . and Court Delay Reduction Programs. Block funds have
materials for judges, prosecutors anq defenders. also been utilized to fund th? development of these manual:
; i
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Chapter VIi: The Court Administrator

Introduction

Recent appraisals of the nation's court system have highlighted the

need for modernizing court administration and have recommended the
appointment of professional court administrators to assist judicial
officials. Under the policy direction of judges these administrators
have broad responsibilities for examination and management of the courts.
For this reason court administrators were selected as one of the key
judicial process occupations to be studied by the NMS. Information on
current employment, duties, qualifications and training of these per-
sonnel was obtained from a nationwide survey. About 455 state and

Tocal court administrators were identified from this effort and detailed
questionnaires were sent to them. They were completed oy 334 admini-
strators or 73.4 percent. Information was supplemented by a number

of field interviews and data from other studies of this profession.

The Court Adminjstrator Role

The roles and functions of court administrators vary significantly de-
pending on the type of court they serve and the structure of the state
court system. At the state level there are two general types of court
administrator offices. The most common is responsible for the entire

state court system. It may be organized in different ways but always

includes the state's highest court and some part of the administrative
needs for the state trial courts. :

The second type of state office is the specialized court administrator
who provides services to a state court, other than the highest one,
and is responsible to the judges of that court or to a branch of the
state court system office. Where different levels of courts are or-
ganized statewide but remain independent, multiple state court admini-
strators are required for each court.

Scope of responsibility of State court administrator offices is suggested
in part by the size of their professional staff which ranged from 0 to

52 with an average of 12.6. In the trial courts professional staff
ranged from 0 to 374 in one large urban jurisdiction. Not counting that
office the average cost was about 5 per office. Over half the trial

court administrators had no professional staff so the distribution is
highly skewed. The state court administrator is primarily concerned

with management, budgeting, coordination, planning and research as well

as general assistance to the courts. Other statewide administrative
functions may include judicial education services, legislative drafting,
and responsibility for the state defender system. The trial court admini-
strators indicate a higher frequency of operational functions such as
calendering, jury management, and probation services, and lower manage-
ment and planning activities, especially if they are without professional
staff.
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The title of court administrator is currently used to describe posi-
tions which range from broad management and legal skills to those

with circumscribed administrative and clerical duties. These dif-
ferences are reflected in both the selection standards and the diverse
educational backgrounds of court administrators.

S T

Profile of Court Administrators

Education background. The level of incumbents varies significantly ,
by type of court and, for the trial courts, the number of professional
staff. Among the 43 administrators of state court systems, 81 percent
had Taw degrees and all had at least bachelor's degrees. In contrast,
among trial court administrators the percentage with law degrees was

31 for those with professional staff and 17 for those withcut. Three-
fourths of those with staff had at least a four year college degree,
but merely half of those without staff were college graduates.

Exgerience: A large majority of all incumbent court administrators
have been in their present positions for only a few years. Over 70
percent have less than five years in their current Job. A substantial

~proportion have held prior positions in the field of court administration.

Their total experience averages eight years while 30 percent have ten
Oor more years in the field.

Priqr'Posi§1ons. About half of court administrators held court related
positions in their most recent prior employment. The other half held
T._ega]3 administrative, or other non-court related work. The variations
n prior work experience were closely related to the differences in cur-
rent court administration functions in the different types of courts.

Professionai Education and Training

Extent_of Specialized Programs. The field of court administrator has not
estqb{1shed commonly recognized standards for qualification for these
pos1t30ns. Several Taw schools in the 1950's developed judicial admini-
strthOn courses. The first major program designed specifically for
training court administrators was that of the Institute for Court
Mapagement established in 1970 as a six-month certificate program. This
t@AA supported program graduated nearly 250 certificate holders in its
“irst six years of operation. By 1976, 48 educational institutions of-
fered courses in judicial administration. »

e 8 e pion  R

Recormended Education and Training Programs. Academic preferences of
court a@ministrators were correlated with the functional needs of their
own offices as well as with their own educational backgrounds. 'Amdng
state court administrators, a law degree was preferred by a wide mar-
g1n? followed by public administration and management subjects:

s o
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Among trial court administrators, the management field was most fre- )
quently recommended, followed by law, public and business administration.
Criminal justice specialization was more popular among the trial court
administrators than the state court ones, but was recommended by only

a third of all court administrators.

SimiTar differences in training course content were indicated by cate- .
gory of court administrator, with state court people giving relatively
higher weight to court information systems, program planning and eval-
uation, while the trial court personnel were relatively more interested

in case flow management. //\
L

Specialized Training for Court Administrators. About one-fourth of the

administrators had completed a specialized program in judicial admini-

stration before entering their current position. One-half had been

at ICM while the others had attended various university or national

college programs such as the National College of the State Judiciary.

In contrast, a large proportion (79%) of court administrators have

had training or educational programs since entering the field. LEAA

grants have been the most important source of financial assistance

for attendance at these programs.

ki
’

Findings and Recommendations

It is evident that at least two categories of positions are included
within the scope of court administrator. The first, typified by

many state courts or groups of courts, exercises a broad range

of managerial responsibilities under the chief judicial officer of

the court or court system. The second category has more restricted
responsibilities for administrative and personnel operations. The

key distinction between the two positions is the degree of control

over resources and personnel, and the ability to initiate and implement
major changes.

The lack of sufficient delegated authority has been jdentified as one
of the important limitations of the court administrator in many courts.
About 30 percent claimed this was a problem due to a lack of clearly
defined authority. Unspecified educational requirements, varied court
administrators' backgrounds, and judicial preferences contribute to

this problem. Better definition and preparation for the administrator's
position can contribute to enhancement of the court management function.

The following priorities for training and academic assistance are
suggested:

1. Pre-service court administrator programs. There is need
for support of a graduate level residential program for
court administrators planning to enter the field as a
career. Flexibility in the program is needed because of
the differing individual needs and backgrounds of the
potential students. :
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2. In-service training. Regional programs at higher levels
than ICM presently conducts are needed to enhance and up-
date the skills of practicing administrators who have had

- the equivalent of thorough residential training.

3. Judicial training and orientation. There is an important
requirement for judges who are responsible for selection
and‘policy supervision of court administrators to be
familiar with or know how best to utilize court administrators
and appreciate their potential.

Reviewer Conclusions

This chapter on the court administrator is a thorough and convincing
treatment of this key position which will grow in importance for
reasons of efficiency and economy 1in court operations as well as

1ts compatibility with the trend toward court unification. As jn-
d1cated‘in the chapter and the above review, LEAA has been insiru-
mental in funding course development, especially at ICM, and financing

the attendance at related courses for court personnel across the
country.

The order of the suggested priorities are reflected in the following.
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ATTACHMENT

EXAMPLES OF IDENTIFIED

~ NEED PRIORITIES BY NMS CHAPTERS PROGRAM EFFORTS UNDERWAY BY LEAA

Chaptér VI J _‘ ' |

1. Preservice programs for court administrators 1. ICM support sh0u1d be expanded and possibly extended
at the graduate level in the form of a pro- ‘to other schools to develop more professional programs.
fessional residential course. . :

2. In-service training to éive special advanced 2. ICM regional support §hou1d be re-oriented to develop °
training to employed court administrators on " such programs as needed. . ,
a regional basis. l ‘ |

3. Judicial traiting and orientation for dpprecia- 3. Continuing workshops for judges supported by LEAA should be

tion of court administrator role.

gPriority developed by reviewer

P L TR
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expanded for this purpose.
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NATIONAL MANPONER SURVEY ANALYSIS:
'VOLUME FIVE.
’CRIMINAL JUSTICE EDUCATION 'AND TRAINING

Introduction ‘

VoTume Five of the National Manpower Survey "assesses the institutional
programs and resources in terms of‘meeting agency requirements for appro-
priate educational and train1ng support. " Yolumes Two - Law Enforcement,
Three - Corrections and Four - Courts assess manpower, educat1on and
training needs from the agency perspect1ve

This review and analysis will focus primarily on survey findings, needs,
conclusions, recommendations and need priorities resulting from re-

- search conducted in the NMS effort. t should be noted that each-

reviewer's expertise in the field of education and training will be
applied in the analysis process and reflected in comments made in this
report. Also, the initial chapter of this Volume will not be reviewed
separately. Th1s particluar chapter is an "Executive Summary" and will
be integrated with subsequent chapters in the volume. A chapter by
chapter approach is taken and major divisions of this report will be in
conformance with topic breakdowns presented in the survey. The only
exception is a "Reviewer Conclusions" section appearing at the end

of each chapter reviewed. This particular section will contain in-
formation deemed appropriate by reviewers. In addition, a rank order

of need priorities will be presented based on, 1nformat1on rev1ewed and
profess1ona1 Judgment e

Chapter I. Executive Summary

As indicated . prev1ous1y, 1nformat1on presented in th1s part1cu1ar

chapter will be merged with'the analysis conducted in subsequent chapters.

Therefore, a. separate ana]ys1s will not be performed on Chapter I.

Chapter II An Qverview df Federal Asszsfance Programs for Cr1m1nai
Justice Training and Educat1on ‘

Information presented in Chapter II focuses on the flnancxal aspects
associated with federal 1nvo1vement ih criminal. Justlce training and
education at state and Tocal levels. Estimates are.set forth con-
cerning federal expenditures by various agencies. However, the lack
of “information pertaining to expenditures at state and Tocal levels
negated the compilation of outlays at hoth.these.levels. It is -

- for th1s reason. ‘that on1y the. federa1 sector s addressed.

A comparat1ve ana]ysls is made between the Office of Management and

Budget estimates for tra1ning/education and expenditure data comp11ed
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] i ide disparity prevails
the NMS effort. It is clearly shown that a wide
Ltheen the total expenditure figures from these two separate sources.

A. The OMB Estimates

i iven in OMB computations reflect that~qpprox1mate1y )
§?§5m$§$?1§$ are a11ocatedp"to the suppor?ﬁof training anq edgcat1on
for state and local government employees in the criminal justice
system." The following percentage breakdowns aqd dq11ar amounts
are’set forth in conjunction with federal agencies involved in
ftﬁé"training and education of criminal justice state and local

~“employees. ~

Agencies *Qutlays % of Total Outlays
\ 44,20
VA 73,513 .
LEAA . 49,638 33.20
FBI 25,210 16.80
DEA 715 4.00
FWS 82 .gg
* TOTALS 149,766 T00.00 (Rounded)
*Thousands

J iomatic that the VA, LEAA and the FBI constitute the overwhelming
é:jgiiiijgf funds allocated for trainiqg qnd.educat19n purposes iﬁ .
the state and Tocal levels. However, it is interesting to note £ a1
the Department of Labor presently has a Qrogrammat1c thrust]1n t i ig
enforcement sector. Specific reference is made to the developmen ?ed
implementation of a police apprenticeship program. This fact, coupl
with the possibility of other unidentified fe@era] resourges,dra1iﬁs
serious questions concerning estimated expeqd!tures assoc1ate1 wi -
state and local training/education. In addition, sgme.federa agenc%
that are not 1isted in budget estimates by OMB permit field personnel
to instruct in state and local training.programs. Th1s, of coursg,t;s
a cost factor that could significantly increase estimated costs at the
federal level. ‘ :

B. Law Enforcement Assistance Administration

ding to the NMS findings, the LEAA is a fprimary veth!e ‘.
?gﬁozhe ghanne]ing of federal funds difect]y into the tr31n1ng 7
and education of state-local criminal justice employees. : W
Funds are provided through direct support by‘the LEAA and state/
Tocal allocations coming from block grant funds.’ A‘br1ef

-

Y
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description of the LEAA program activities are brought to Tight in
this particular section of the NMS. These programs are briefly
expounded on in the following.

Continuing Education and Training Programs

There are five programs mandated by Congress which are targeted at

state and Tocal training/education. Each of the aforementioned
programs are set forth below.

The Law Enforcement Education Program is designed to “provide grants
to institutions of higher education to be allocated as grants of
loans to pay for tuition, fees and books of their students who are

employed by the criminal justice system or who anticipate being employed
by the system upon completion of their education."”

The Educational Development Program is an effort which "is designed
to provide support for the development and strengthening of the criminal
graduate programs and research activities of colleges and universities."

The Internship Program was developed in 6rder to fund "college

students who are working in criminal Justice agencies during vacations
or academic leaves of absence."

*The Section 402 Training Program is an effort designed "to transmit
and stimulate the adoption of practices established by research to
criminal justice practitioners. "

The-Section 407 Training Program focuses on providing "grants to

- strengthen the training of state and local prosecuters involved in

dealing with organized crime."

Discretionary Grants for Training and Education

A significant portion of funds available in Parts C and E of the Act

projects selected by LEAA." The majority of these grants are processed

through State Planning Agencies. However, some are handled through
direct funding by the LEAA. o

Part C and Part E Block Grants

Funds allocated for use in these types of grants can virtually be
supportive of a broad range of activities. ‘This section of Chapter II
specifies that the "cornerstone of LEAA's activities from the time

of its founding has been the block grant--funds awarded directly to

S

N AR e G oo o S S U

s uvriv o

nTRE

L




100

each state on the basis of population for use by the state, in accordance
with its comprehensive plan, for whatever purposes it may determine

in all sectors of the criminal justice system. However, Part E funds

are restricted for use only by the correctional component of the

system."

Allocation of LEAA Funds to Training and Education

In an attempt to maintain information on funding activities, the

LEAA has developed and implemented a Grants Management Information
System (GMIS). However, the NMS points out that the system developed
“suffers from two major disabilities." Specific reference is made

in the NMS to incomplete files on record and the fact that weaknesses
prevail in the coding process. Because of the difficulties involved
in maintaining information related to funded activities, those re-
sponsible for conducting the NMS had to design a methodology to arrive
at estimated training and education expenditures. Computations made
revealed that approximately $80 million were allocated for such
purposes in FY 1975. This cost estimate is about 60 percent larger
than the $50 million figure reported to OMB.

It is certainly obvious teo this reviewer that problems connected

with the GMIS militate against accurate retrieval of information con-
cerning training and education programs. Every effort should be
made to improve a situation which adversely impacts on the manage-
ment of grant activities. 1In summation, a less than acceptable
situation prevails concerning grant mangement information and
therefore steps should be undertaken which will result in a sig-
nificant reduction in the magnitude of the problem. This, of course,
can only be accomplished if the problem is seriously addressed and
resources allocated to reduce "major disabilities" to more manage-
able proportions.

Qutlays by the Veterans Administration

The substantial amount of federal expenditures by the VA was indicated
previously in this analysis of the NMS. It was concluded by those
conducting research that data needed concerning criminal justice
students was not obtainable from VA records. The lack of data can
be attributed to the fact that such information was not acquired
from veterans receiving benefits. In light of data problems, :
a methodology had to be developed in order to arrive at some "ball-
park" estimate for expenditures that could be traced to training
and educating veterans in the criminal justice field. The NMS
reflects that in FY 1975 approximately $128 million was allocated
for support to veterans enrolled in criminal justice training and
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education programs. It is interesting to note that OMB estimates
totaled only $74 million for the same year.

It is surmised by this reviewer that the VA should devote considerable
contemplation to data needs concerning expenditures for their

training and education support in all fields. Such data would be
va]uablg to various disciplines engaged in human resources development
and training activities. Also, it would help alleviate data gaps
which impede sound management decision making at the federal level.

Outlays of Other Federal Agencies

According to the NMS figures on expenditures for training and edu-
cation at state and Tocal levels, only minor amounts are involved.
Information presented refers specifically to token involvement by the
Fish and Wildlife Service, Department of Health, Education and Welfare
and the Drug Enforcement Administration. For unknown reasons,
expenditures by the FBI appeared to be relegated to secondary
importance. Although some figures were presented in charts presented,
The Bureau efforts were not expounded upon under the caption of
"Outlays of Other Federal Agencies." In this reviewer's opinion,

the substantial support provided by the Bureau deserved more emphasis
in this particular chapter of the NMS report.

Summary of Results

The results provided by the NMS justifies an increase of $75 million
in expenditure estimates by OMB. This would constitute an increase
from $149 million to about $224 million. As indicated previously,
the major increase can be attributed to much higher expenditures

by the VA. The final statement made in this section is certainly in-
dicative of the fact that millions more may be involved in training.
This is predicated on possible expenditures from general revenue
sharing funds being channeled to state and local governments.
Thergfore, it was concluded that "the Federal Government contributed
significantly in excess of $225 million in fiscal 1975 to the

costs of training and education for the state and local employees

of the criminal justice system." @ \

ewer Conclusions

Specific recommendations are not made in this particular chapter of the

NMS.

and

reveals sufficient information upon which to make general conclusions and /
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The information presented is targeted at providing a general over-

view of expenditures by federal agencies for state and local training f

education. However, this reviewer feels that the analysis conducted !
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recommendations. It is for this reason that some recommendations are
set forth in this section based solely on the reviewer's expertise.
These will be presented in rank order of importance and follow a brief
discussion of the material presented in Chapter II.

Federal involvement in state and local activities by the VA, LEAA, FBI,
HEW, DEA, FWS, DOL, etc. exemplifies the fragmentation of programmatic
“thrusts in such efforts. Also, it appears that support for the corrections
and courts components is practically nonexistant. It is personally

feit that a comprehensive depiction of federal expenditures and involve-
ment is not given in the chapter. Serious questions can be raised
concerning federal involvement in such activities. For example, how

can training activities be coordinated from a national perspective and
appropriate planning be performed? What is the involvement of ATF, USSS,
INS, USMS, USCS, etc. in state and local training programs?_ Many

agencies permit their personnel to instruct in such programs and

therefore have costs involved. Prevailing conditions appear to be contrary
to the objectives specified in the 1977 Reorganization Act passed by
Congress and the President's efforts to reduce proliferation, fragmentation,
overlap, lack of coordination, etc. at the federal level. In short,

such conditions tend to flourish when activities are permitted among
numerous agencies in the federal government.

High expenditures for training and education dictates the need for accurate
record keeping. It is apparent to this reviewer that the lack of data

has a negative impact on the management of grants, sound decision making
and human resource planning at the federal Tevel. The problems experienced
with the GMIS surfaces one of the most pressing problems the LEAA is con-
fronted with. ’

In conclusion, the following recommendations are made in connection with
the analysis of information presented in Chapter II of Volume Five of
the NMS. Please note that recommendations given are in rank order
priority based on the judgment of the reviewer.

*1. Appropriate action should be initiated at the federal level
' which would result in effective coordination of training and
education activities between agencies.

*2.. Prevailing problems associated with the LEAA GMIS should be
resolved in order to maintain an accurate data base and improve
grant activities. N :

*3. Efforts should be made to fully determine federal involvement
in state and local training/education activities. This should

be performed in 1ight of the possible amalgamation of such activities
to more manageable proportions.

*Priorities developed by the Reviewer.
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VOLUME

ATTACHMENT

EXAMPLES OF IDENTIFIED

NEED PRIORITIES BY NMS CHAPTERS

<Chapter IT.
*1. Appropriate action should be initiated at the
federal level which would result in effective

coordination of training and education activities

between agencies.

*2. Prevailing problems associated with the LEAA
. GMIS should be resolved in order to maintain

an accurate data base and improve grant activities.

*3. Efforts should be made to fully determine federal

involvement in state and local activities.
This should be performed in light of the °
possible amalgamation of such activities to
more manageable proportions.

*Priority developed by reviewer

PROGRAM EFFORTS UNDERWAY BY LEAA

Internal manpower development task group has
been established within the LEAA.

An internal committee has been established within
LEAA to address GMIS problems.

None identified.
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Chapter III. Criminal Justicg Education

i icular chapter of the NMS focuses primarily on three areas o
IZ{ZtggrE;Ccr?minalpjustice education. Firs?, the development of criminal
justice education from a historiga] perspectlve._ §econq, t@e rangiem
of higher education programs available to the cr1m1na1;3ust1¢e syst ;
Third, an assessment of primarily LEEP 1ns§1tutfons and @he1r c[ég;na
justice programs. The analysis condqcteq included a review of i
Applications and field visits to 26 institutions of higher learning.

A. Historical Background

istorical aspects of criminal justice education can be traced
IgetE;SZa:1y ninegeen hundreds. The impetus generated for1%o11ege
educated law enforcement officers was spawned by August Vo meg, there
Chief of Police in Berkely, California. Efforts-by‘VO11mer anH 0 ers
ignited a movement that spread throughout ?he_Un1ted States. However,
the movement was slow until the nineteen sixties. IF wasddgr1ng
this period of time that tremendous growth was experienced in
criminal justice education. The NMS points out that copfu§1on"
prevailed "regarding the new field's appropriate academ1c' ase cve
from the very beginning. It is further s?ated ?hat this is in iss ¢
"which is still being debated today."_ This reviewer certa1n1ydconc
with the fact that we have failed to 1deqt1fy a body of knowledge
applicable te the field of criminal justice.

i i h of
e NMS provides considerable depth perception concerning growt

Iﬂese edﬁcétiona] porgrams over the years. The most astou?g%n% | o5
fact presented was that police science programs grew"from 0 % ;
between 1965 and 1975. This, of course, amounts to an 899 peEcen
increase in a single decade.” Several reasons were cited in the
survey as contributing factors which ted to sgch a subs’cantw\}]g.11
increase in programs. Primary reasons given included the GI'd1 %|
after WW II, community college expansion aftey the war, ?res1 ﬁn Ps1°ce
Commission on Law Enforcement and Administration of Justice, The Poli
Chief Executive Report in 1976 and federal funds p(ov1ded by the
Law Enforcement Assistance Act in 1965. This particular Act pro-
vided for grant awards to develop and 1mp1gment pq11ce science .
programs. Also, the NMS points to the Omnibus Crime Control an .
Safe Streets Act of 1968. This Act provided for grants.and loans to
students pursuing higher -education and channe1ed‘funds into the
Graduate Research Fellowship Program and Internship Program. .
Although these factors were instrumental in the_growth of academic ;
programs, there are still additional factqrs‘wh1ch must be cons1derg .
For example, it was during the nineteen sixties and into the seventies
that landmark decisions were handed down by the United States .
Supreme Court, progressive leadership surfaced among some pol1ce.a —‘t
ministrators and pay incentive programs tied to educational attainmen
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were being developed and implemented. It hecomes obvious that

such factors as these would also promote bigher education for
police.

It is certainly understandable that such an accelerated growth rate
would create significant problems for education in the field of
criminal justice. The NMS clearly states that "The research that

has been done suggests that the field still does not have a clearly
defined body of knowledge or set of goals and perspectives, and

that program quality sometimes has suffered because of the lack

of definition." There is substantial evidence given by literature in
the field which reflects some very pressing problems. Academicians
continue to struggle with philosophical underpinnings to programmatic
foundations, the qualitdtive aspects of programs afforded and articy-
lation between two-year and four-year institutions of higher learning.

- The diversity of program titles, mixture of the "curriculum recipe"

and hazy, i1l-defined goals/objectives perpetuate a situation which
is detrimental to the field of criminal Justice. The magnitude of
existing problems are far reaching when placed within the context of
human resource development and the operational ‘efficiency and re-
sponsivness to society in general.

The NMS points out that "There is some movement toward assuring articu-
Tation and cooperation among training academies,’ community colleges and
universities via a system of accreditation." However, it is interesting
to note that efforts are stili underway to develop and implement such

a system. Such accreditation would also serve as the primary means

to improve and strengthen the quality of academic programs. Hope-
fully, efforts will continue in this direction in order to resolve

some of the prevailing conditions which continue to plague higher
education in the field. It is personally felt that accreditation
standards would clearly surface weaknesses which could be converted to
programmatic thrusts by the LEAA. In short, accreditation could be
utilized to identify inadequacies and the LEAA could then target

efforts responsive to needs in criminal justice education.

Dr. Ralph Swisher, OPM/LEAA should be credited with the aforementioned
use of accreditation standards. This suggestion emerged in a recent
discussion with this reviewer concerning accreditation. In

summztion, criminal justice education has experienced tremendous

growth in the past decade. The reasons for such growth can be
attributed to the multiple factors alluded to previously. The present
trend appears to be “away from earlier 1aw~enforcemept-centered =
programs and toward criminal justice programs that are more com-
prehensive in their approach." This systems approach encompasses

all components of the field and addresses their interrelationships. ‘
Although some significant studies have been made, major problems have L.
not been resolved in the field. As indicated previously, there

are problems with objectives and goals, articulation and the qualita-
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tive aspects of educational programs.

Current Problems In Criminal Justice Education

effort in the area of criminal justice education fgcused on
deaﬁg?ysig of LEEP forms, on-site Tnxgrviéws, 1itera§ure in the field,
conferences, etc. to identify program issues. The primary fgcus
of this section of the chapter is devoted to "progﬁam objectives,
curricula, and student and faculty administration.'

Introduction

ults of the NMS of criminal justice training/education programs
125e£$2d "what respondents believed to be some of the most 1mp9rt§nt
purposes of their offerings." The partial list developed, depicting
goals and objectives established at various levels, sqrfﬁced an
interesting conclusion. According to the NMS, Ehere is frequently
overlapping in the courses or programs gffered. I@ is concluded
by this reviewer that programs in the field do not interface
properly with education/training programs'preced1ng or fo110w1ng
offerings at respective institutions. This below par situation has
culminated in articulation problems oker the yesrs and 1mpacteq ad-
versely on the total education and trainjng process. Information )
presented in the folTowing addresses various programs in 1lght of their
"purposes and the issues involved in their administration.

Certification

ification programs usually consist of thirty college hours
gir:;groximate?y gne year of study.When first developed and 1mp1emepted,
the certification program was a popular course of study._ However, in
more recent years such popularity has significantly Fec11ned. The
NMS attributes this to the fact that associate degrees emergeq in )
the field. In describing the "typical law enforcement certificate
the NMS indicates there is a saturation of direct1y.re1a?ed Taw
enforcement course work and a token number of electives in other.
disciplines. The NMS also surfaces the point that "Tbe concept is
that the certificate student, having gained self-confidence and been
assured of succeeding in college-Tevel study, would. progress toward
the final half of the associate degree." Certificates therefgre,
have frequently been made up of transferable course Wprk. This '
apparently is uncommon among most technical/career figlds accord1pg
to the NMS. This reviewer concurs with the fact that the popularity
of the certificate has waned substantially over the past severa]
years. Also, the point made about assogiate programs d1sp1aglng the
certificate is understandable. Other factors such as emphas¥$ placed
on higher academic achievement, pay incentive programs for degrees.
obtained, and recommendations made by the 1967 President's Commission
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and the National Advisory Commission on Standards and Goals have pro-
moted higher education in the field.

Certificate programs have unquestionably played a vital role during the
initial stages of educational development. But they have also

had a negative impact on course work afforded primarily in the community
college sector. Specific reference is made to statements that

such programs "do not necessitate serious commitment of resources un-
til the user group has proven its interest." This implies

that additional commitment is forthcoming when the law enforcement
community demonstrates a continued need for the program. It is
personally felt that in many instances this is not the case. At

the present time many community colleges operate programs with large
numbers of part-time faculty. In some cases there is no full-time
coordinator employed in the program. It is strongly suspected that

the lack of commitment by some administrators is a carryover from

past operations. It is also suspected that many programs are operated
on a very profitable basis. However, these profits are channeled

into other operational areas within the institution.

Those responsible for carrying out the NMS feel that "the case

for the certificate is still persuasive" in the correctional

field. This is predicated on the Tow college experience Tevel among

many correctional personnel and the need for a means to provide formal
course work to administrators, particularly in rural areas. This reviewer
agrees with the rationale for such programs in both corrections and

law enforcement in rural sections of tke country. But the commit-

ment by coliege administrators, alluded to before, remains a problem

from the standpoint of quality education.

In conclusion, the single most important justification for a certifi-

cate program is that it serves as "the wedge into higher education."

This being the case,the importance associated with curriculum

development in these programs is of vital concern. As mentioned

earlier in this analysis, college administrators can offer such programs

without a firm commitment of resources. It appears that certifi-

cate programs can be developed and operated on a "Gfdoestring" basis,

converted into an integral part of a two-year degree program and

result in course work being transferred to four-year institutions.

There are certainly serious implications connected with such practices

if “firm commitments" are lacking. In order to prevent such

occurences from happening, accreditation standards should be imple-

mented for criminal justice education programs in addition to institu- ;
tional requirements imposed by the Council on Post-Secondary Accredi- i
tation. Such programs as nursing and other health related education ?
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Associate Degree Programs

Information compiled in the NMS effort infers that programs

ngtarted with full-time coordinators were most 1ikely to be success-
ful" in several areas. Some of.these areas included quality -
curriculum, articulation and job placement. This certainly sub™
_stantiates this, reviewer's concern with the lack of institutional
commitment and full-time employment of personnel.

During the developmental stages of associate degree programs a
rapport with the total criminal justice system was practically non-
existant. This is attributed to the fact that many police practitioners
entered the field of education. The background of these individuals
had a direct impact on the structure of course work developed. 1In
addition, close ties prevailed between these practitioners and

law enforcement organizations. In some cases, such close relation-
ships could undermine the college's authority, control and responsi-
bility for course work afforded. 1In fact, many colleges have
probably relied heavily on “police community approval® in their
selection process. Being sensitive to political realities is a
necessary element which must be dealt with by college administrators.
In any event, only qualified persons should be employed to carry out
the important role of education for the field of criminal justice.

Issues. Several issues were brought out in the NMS concerning
associate degree programs. These issues are set forth in laconic

fashion below:

o "The absence of a well-prepared faculty was the single greatest
impediment to rapid curriculum development and program quality
control."

o "Whether to prepare young people for a vocational career in heavily
technical subjects, or to equip students (including those already
employed) with a broadly based academic approach to the specialized
body of knowledge that could serve as a foundation for further
education.”

o "Instructers faced two groups of students--inexperienced youth
and seasoned veterans--in the same class.”

o "Standards for qua1ity“assessment in criminal justice have not been
totally agreed upon.”

o "Some considerable overlap and confusion has existed, for example,
amonyg state law enforcement training councils which determine mini-
mum standards; community colleges; and other institutions, such

RIS il
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as police departments or regional training academies."”

o "lack of careful geopgraphi T ’
Of - geographical planning has meant that some large
communities have active programs on several campuses and other ?o—
cales st111‘have no or a modest part-time eéffort."

o "Many pro imentati int
1atign?" grams have Tacked experimentation and intellectual stimu-

o "far more programs seem to have alt i i
_ ered their names to includ
corrections than have actually altered their curricula.” e

- Although the issues raised in the NMS have merit, this reviewer feels

the magnitude of some have diminished. Turnove
have rgsu1ted in.empioyment of individuals wgzhrm;$2ezcgggggbizcu1ty
academic credentials, the ratio of preservice versus in-service
studen@s has been diminishing and a growing concern over qualit
education has had ‘some positive impact. Some of the issues raiged
may very well be categorized as "necessary evils" in an unprecedented
novement 1n.educationa1 history. With the advent of accreditation
iiandards will come significant improvements in future years.
jus??zz ?scz$$;m3§2egozhaz Ehgtayailagi1ity of qualified criminal
hat it is today. Many that we

g;$:taaggg:g§ igobze?enthedbgsttivai1ab1e at t%e time. r$h§§1:§:§?cu1ar

: gnored in the NMS discussion j '
concerning two-year institutions. The day may ver?fWZ?%OZOAZS;ﬁZn the
Ph.D. is required to teach in high schools as academic attainment

Tevels continue to rise.

Observations. Some observations we i

tions. S 0 v re made concerning communit

and ?he1r re1at1opsh1ps with law enforcement in the gast Théyfg?}lsges
provides an overview of the state-of-the-art. . "

o "A heavy curriculum reliance upon the field of law enforcement

with Tittle impact o EN g t
a system;" pact from, or even recognition of criminal justice as

o "few faculty members actuall '
1 Yy prepared formally for college t ing s
3%2 a responsive reservoir of experienced operational pergdnng?Ch1ng
possess sufficient academic strengths to initiate the efforts:"

o "particularly strong administrative support from the community

college, although not necessarily e
ATTocation Tn the ooty veeser] y equally strong college resource
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o "Unpredictably large turnouts of in-service police officers,
especially from city departments;'

o "A rapid growth of preservice enrollment;"

o "teaching/instructional improvement as faculties expanded and
broadened;"

o "few curriculum changes from the initi§11y recommended guide-
lines produced by national committees;'

o "continuing academic concern over duplication bgtween the ro1$ of
the community college in two-year degree education and.1$s ﬁo e
as a vocational training center for law enforcement skills.

is interesting to note that the role of advisory committees
&:s1;oln§ddresseg in this section of the NM§ or thg pr§v1ou§ se€§1on.
Such committees certainly play a role in criminal Just1cede ica 102icu-
in two-year institutions. Particular refgrence can be made to cur
Tum development, student placement, etc. in commuq1ty col]:gi ot
programs. This reviewer does not tqta11y agree with the sta gm‘
above concerning strong administra§1ve support. The continue
failure to employ qualified full-time facu1ty is the pr1miry
basis for my personal reservations concerning such support.

The diverse nature of criminal justice education in commgn1t{ cg;1eges
continues to be a pressing problem. Research‘conducted in 5 or} ih
three or four years ago reflected that appro¥1mate1y ope-ha f of the
community colleges in the state awarded credit for go11ce Eri1n1ng%in_
the other half did not. The controversy over award1ng credits c?n

ues to thrive in the community college system. In this reviewer's

opinion, it is difficult to accept the fact, that continuad pro-

i ini - * degree
ression of training course work could Tead to a four-year ¢
'?n approximately a year and a half. Because of the acce!erated Tet
nature of police training programs, students could conceivably complete
a four-year degree in far less than haif the time.

Bache]o}'s Degree Program

onse to the criminal justice community requi(ements for edu-
Zgiigﬁsﬁhave been more cautious because of more Erad1t19na1 '
academic policy." The NMS also points out that "expansion of bachelor's
-Tevel program titles to include criminal justice or ad@1q1strat1on of
justice" has not been seriously challenged among academicians. iome
however, feel that such titles infer the inclusion of course ygr
in police, courts and corrections and should therefore cover the

"~ entire spectrum of the field.

Issues. The i§sues cited by the NMS are delineated out in the follow-

i age s o0t
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ing quotes.

o "whether an institution has made a commitment to specialized higher
education in criminal Justice, with true interdisciplinary approaches
or whether it has merely grouped together a sufficient number of
interrelated already available study areas, and labeled this list
of electives as 'criminal Jjustice'"™, ¢ ,

0 "NMS field observations and consultant reports indicate that criminal

Justice bachelor's programs have only begun to identify and label
their real academic territory." ‘

o "many four-year criminal Justice programs operate two separate
(although not always equal) parts: the day program, taught by
full-time faculty and largely composed of high school graduates
and community college transfers, and the evening program composed
of working adults, many of whom are practitioners. It is main-

taining a foundation of quality throughout that presents serious
administrative concern.®

It appears that some "discipline protection" is at work in some four-
year institutions. FEach respective department that falls within

the multi-disciplinary field of criminal justice desires their "fair
share of the action."™ 1In my opinion, this results in the use of
existing course work which is not specifically tailored for the criminal
justice community. The utilization of existing courses also in
-dicates that a firm commitment is not made to the field of

criminal justice. Some four-year institutions have gone as. far

as developing an "inverted concept"” in their degree program. These
institutions accept the full number of credits awarded in criminal
Justice from the two-year sector and consider it the total core in

a four-year program. They take the position that their institution
will provide Tiberal arts studies in order to. round out the students'
four-year academic program. This particular posture taken in the
university setting is not accepatble to this reviewer. Liberal

arts course work is displacing junior and senior leve] course work

in criminal justice. 1In addition, the acceptance of.all low level

v

course work in a four-year degree program is "academic prostitution."®
Hopefully, the future will bring a discontinued practice of such approaches.

Observations. The information presented in the NMS focuses on +he
role of four-year programs in serving the needs of the field. New
developments in the field will continue to emerge and curriculum
modification is a continuing process. The NMS indicates that new
professional roles will be surfacing such as "planner, police agent and
diversion specialist" from university progranis. Although some fore-

casting is made concerning future expectations, a thorough discussion of
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a pressing problem is not adequately brought out. This reviewer
makes a reference to the inability of colleges and universities to
perform manpower planning functions. The education heing provided
appears to be targeted at today's needs instead of the future needs
in the field. Course work must be programmed to the future in order
to get the right people, and the right kind of people, to the

right place at the right time. Criminal Jjustice higher education has
failed to develop such a capability.

Graduate Degree Programs

Thus far, the certificate, two-year and four-year programs have _
been addressed. The following will focus on graduate level programs 1in
the field of criminal justice. :

Issues. The issues raised by the NMS are set forth be]ow: It is
interesting to note that some issues discussed coincide with those
at the two and four-year levels.

0 "the mission of graduate programs must expand to accomdate the
increased demands of new jobs or jobs that are to be redeveloped
to accomodate changes in the system itself."

o “"Demonstrable difficulty with many graduate courses is that they
have emerged without benefit of strong undergraduate foundations;
hence they dupiicate, as the NMS found on examination of cataloegs
and through panel discussions with educators, similar offerings
somewhere else at the bachelor's level."

o "Another potential for duplication exists in the relationship to
other academic departments. This has unquestionably Ted to many
jurisdictional disputes between emerging criminal justice programs
and social work of sociology and, to a lesser -extent, public
administration, rehabilitation services, or psychology."

This reviewer certainly agrees with the findings of the NMS at the
graduate level. What has previously been brought to Tight in the
analysis is also applicable at the this Tevel, institutions have

not achieved both depth and breadth across all areas indicated.

Need for suzh curriculum is traced to criminal justice planning and
various other positions requiring expertise in these specialized areas.

o Juvenile Justice

Increased emphasis in recent years has been placed on the area of
juvenile justice. This will undoubtedly bring about "advanced academic
emphasis. on course work dea]ing with juvenile and youth offenders.”

o g
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o Faculty and Instructors

The survey states that "in. erder<te cope with academic degree ex-
pansion and new staff requirements a new system must be designed
for faculty preparation."

It is felt by this reviewer that emerging priority areas identified in
the NMS are descriptive of curriculum needs at the graduate level.

Each area is of paramount importance when viewed from the standpoint

of needs in the field. It is my opinion that areas related to ad-
ministration, management and faculty/instructors are based on the increasing
emphasis being placed on accountability. The criminal justice system
is in dire need of better qualified administrators and managers.

So far as the educational sector is concerned, there is a definite need
for more qualified educators to cope with "degree expansion" and

"new staff requirements." We cannot expect to adequately address
priorities in the field until education systems are geared to meet
rapidly changing needs in timely fashion. 1t should be obvious

at this juncture that accurate identification of needs in the future
and the qualitative aspects of higher education delivery will be

the determining factor in properly addressing priorities.

‘ i
There is a direct relationship between faculty/instructor credentials and
quality education. At the present, low faculty credentials pre-
vail among & significant number of community college faculty. This
point has been raised in the NMS and other research conducted con-
cerning educational levels among academicians. However, only token
recognition is given to the fact that a major portion of criminal
justice educators at all levels of higher education probably have
inadequate credentials to enter the teaching profession. In
short, there appears to be practically total disregard for preparatory -
course work related to the teaching profession. This is probably
a valid statement applicable to other academic disciplines which fail
to insure proper preparation for their educators. Many entering
the educational scene are sent forth to practice in the classroom
without any formal preparation for such roles. Considerable con-
templation should be devoted- to proper credentialing in the areas of
learning theory, curriculum development, instructional methodology,
media usage and other areas which constitute vital knowledge b
to persons performing instructional work. ' o

LEEP Participating Education Program Offering§

This NMS. section "examines the internal program offerings and student :
and ' faculty administration of institutions.” In short, a close /
1ook is taken at what LEEP funded institutions indicate they are _ i
doing internally. Primary focus is placed on "program emphasis and

)
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faculty and student management." It should be pointed out that. the

data base established to perform assessments came from LEEP applica-

tion forms. This reviewer feels that the validity and reliability of
information presented in such forms {s highly questionable. .

Analysis of Participant Institutions

Information compiled in the NMS effort revealed that 28.5 percent of
all institutions of higher learning participated in the Law Enforcement
Education Program (LEEP). Public institutions accounted for 79.8
percent and private institutions composed 20.2 percent of the total
number involved. The sizable number of private institutions' in-
volvement is attributed to close proximity to "major city in-service
personnel,” the "competition for students,".very few "institutional
eligibility restrictions" and "kinship among popular social science"
course work in these colleges and universities. Cost factors
associated with public and private institutions are not addressed

in Chapter III of the NMS. In connection therewith, it is estimated
by this reviewer that costs in the private sector are approximately
three tuv four times more. For every student attending a private
institution a significantly higher number could attend in the public
sector. In summatian, there is a more frugal expenditure of funds
connected with LEEP programs in public institutions.

A reduction of LEEP participating institutions could very well take
place if guidelines are strengthened. Also, work conducted by the
Academy of Criminal Justice Sciences, which is focusing on program
definition, may result in a reduction of the number of institutions in-
volved. Program guidelines presently in effect have resulted in

.a significant reduCtion'in funds going to two-year institutions.

Types of Criminal Justice Programs Covered

The NMS indicates that "the Targest number of criminal Justice
programs are operating at the associate level (804)." Out of these
programs, 425 were identified as "law enforcement-oriented." An
analysis of data provided in LEEP forms reveals the following.

0 Law Enforcement

This particular title diminishes rapidly as degree levels increase. -
The fact that such titles are popular in two-year schools is

probably due to such factors as program coordinator background, .
composition of advisory committees etc. at this level. ~ .

o Corrections

It appears there may be some effort to increase the focus on corrections
and develop it into a major topic area. However, the survey points
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out that many Taw enforcement programs have simply been renamed
criminal  justice. This fact may Tead to the false impression that
growth has taken place in corrections.

¢ Judicial

The ing1usi9n of judicial terminoldgy in program titles is practically
nonexistant at: all degree levels.

0 Criminal Justice

Increased usage of this particular title is indicative of a move-
ment tgward.a systems approach in curriculum afforded. Movement in
§h1s direction is strongest among four-year institutions. There

is also substantial evidence which indicates that two-year colleges
are also moving in this direction. However, the NMS states

that "it is very difficult to imagine how almost one-fourth of

all associate degrees in this field can be Tabeled 'system-wide'."
Many of these programs apparently do not include a full range of
course work applicable to all components of the system.

0 Juvenile Justice

This particular title is notably absent from program titles. This
is somgwhqt difficult to understand in light of recent increased
emphasis in this area. However, increased focus may be taking
place in course content under the title "criminal justice."

0 Crimino]oaz

This program title seldomly appears at the two-year level. This

is probab1y due to its "longstanding identification with sociology
and its heavy research involvement in past decades" according to the
survey. It can be concluded that this program -title has not ex-
panded over the years.

o Other Criminal Justice Related Programs

Numerous program,titles fall within the purview of this parti

am, Ll witni cular
category. It is thq second largest program at the maste#as Tevel.
The_mgst frequent title utilized at this particular level was
"criminal justice."

In summation, cfime-related degree programs: reflect i

i ‘ ed de r - a diversity of
grogramttlt1es among institutions of higher learning. The g
ragmentation of program offerings {s_indicative of a rapidl
1 agme ,Prouram orrerings 1s_ind [ i1y grow-
ing field searching for itself among other academic discjn]ineg. This
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fact, coupled with the diverse nature of program content, ex-
emplifies the magnitude of program variations in the field. It is
extremely difficult to fathom the far reaching 1mp11cat10ns connected
with such an array of programs in higher education. For example,
students successfully completing a vocational oriented program 1in

Taw enforcement can find themselves in four-year programs -which
consists of course work anchored in the social sciences. In the
opinion of this reviewer, students would not be properly prepared for
entry into such programs. Every effort must be made_to br1ng )
program goals and objectives in 1ine with programmatic offerings in
the field. If this is not done, the field will cont1pue to ex-
perience the undesireable aftermath which pervades crime-related
post-secondary education.

Current Trends in Criminal Justice Programs

Law Enforcement type programs have steadily declined during the five
year period studied by those conducting the NMS. The concept of

a systems approach to course work has gained momentum over th1§ )
same period of time. It is projected that “professional focus" will
continue.

There has been a tremendous decrease in certificate programs offered

in the field. In additicn, there has been a slight decline at the
associate degree level since 1973, a gradual increase at thg

bachelor's Tevel and the doctoral programs offered has remained

stable. Although it was not brought out in this section of_the

chapter, there appears to have been a general lack of planning

by higher education authorities in the development of programs. )
In short, there has been a lack of master plan development by respective
states throughout the country. This reviewer seriously doubts that
proper needs assessment were ever conducted in most states.

In conclusion, it should be brought out that the move underwqy in
criminal justice education appears fo be away from. the vocational
education. This movement will certainly impact on community colleges'
involvement in two-year terminal degree programs (AS program§): It
will be interesting to see if a trend will impact on the administra-
tive Tocation of programs in the community college. At the present
time most programs are Tocated in the vocational-technical area
administratively. Also, two-year institutions probably receive higher
reimbursements from the state for full-time students enrolled in
vocational courses. This has the potential of impacting negatively
on present funding levels for degree programs at the two-year level.

Types of Courses Offered

The primary course offerings in community colleges are related to
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Taw enforcement. A much more broad based curriculum is offered at the
university level. The prohlems of transferability can be easily
detected when such a situation exists between two and four-year
schools. Part of the difficulties being experiénced can be

attributed to the age old problem of "who conforms to the other."
These twe vital components of the higher education process must be
brought closer together if students are to receive a well balanced
curriculum designed to produce highly qualified individuals. The
importance attached to producing qualified stucents with an appropriate
knowledge base should not be relegated to secondary importance. These
are individuals that will eventually Tead, guide and direct the field
in years to come. There is a definite need to Streamline course work
between institutions to improve the "feeder relationship" between

the two-year colleges and universities, This, of course, would

better prepare students pursuing higher degree work and facilitate

the transfer process.

Academic Course Offerings Within Degree Programs

Course work being afforded in the field of criminal justice consists of
multiple disciplines. This fact is surfaced by the NMS in an examination
of the various types of courses being offered in degree programs.

There appears to be significant movement in the development and im-
plementation of forensic science curriculum. This may, or may not
be, included in the law enforcement figures presented in Table III-8
which reflects the percentage distribution of academic courses with
-in degree programs for the academic year 1975-76. It is the opinion
of this reviewer that curriculum development in the forensic area

has increased. This is predicated on discussions with experts in

the field and the fact that crime Taboratories have increased
substantially in recent years.

The survey indicates that "perhaps the most revealing in terms of
course content is the high concentration of basic and practical
courses. They involve approximately one-third of the content in all
major areas of program emphasis." According to the survey this may
mean a “lack of program definintion or an attempt to stress practical
application.” It is further stated that there appears to be problems
in the areas of "course Tabeling and of course Tmmaturity.” However,

there may always be some degree of basic course wWork because of a
continued flow of new students.

This reviewer feels that such basic technical content in courses can
be tied to awarding college credit for basiz training. The rationale
for giving such credit is the Same as for the certificate, It

will encourage students to pursue additional education. This reviewer
has serious reservations about awarding college credit for basic re-
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cruit type training. Many institutions awarding such credit do

not appear to have full authority, control and responsibiiity over

course work. Technical courses may be offered under the auspices-

of the college but close examination would probably reveal it is actually
under the control of a law enforcement agency. Under such cir-
cumstances course work is somewhat removed fnom direct control

of the college or university.

Course Enrollemnt

The analysis of LEEP forms revealed that approximately twice the
number of students attending university programs were enrolled at

the community college level. This according to the NMS "indicates
both the heavy reliance of criminal justice personnel on the community
college and the necessity for ensuring that the community college
offerings maintain a high level of quality." This reviewer concurs
with the fact that the two-year college is the "bottom line" for stu-
dent preparation and quality must be maintained at a high Tevel.

It can also be pointed out that the two-year institutions are deeply
involved in criminal justice training programs throughout the
country. Much of the course work offered is non-credit in nature
and therefore excluded from information presented in LEEP forms.
Therefore, the ratio of two-year students to four-year students

is most likely higher.

Conclusions

Research conducted reflects that the majority of criminal justice
programs are at the assocjate degree level. 1In recent years there
has been a slight decrease in associate level programs. Certificate
programs have declined significantly according to the NMS. Degree
programs at the bachelor's and master's level are increasing at a
steady pace. Apparently the number of programs at the doctorate

Tevel have remained stable.

Course content is primarily law enforcement at the- two-year level

and more systems oriented at the four-year level. The survey

indicates that because of the vocational nature of curriculum

at the two-year level there is a "need for more advanced, upper
division curriculum development." It is personally felt that the

need for "more advanced curriculum" exists at the two-year level.
Two-year institutions should be offering a broad based criminal justice
type curriculum which would better prepare students for transfer.

The survey underscores the fact that "The large number of criminal .
justice degree level programs indicates a need to concentrate onvquallty
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evaluations of curriculum offerings, student seryices, and faculty prepara-
tion on schools offering associate degrees." This reviewer cer-
tainly concurs with this conclusion. However, the concern for

~the qualitative aspects of criminal justice education permeates the

entire educational process. A solid foundation is needed at the
two-year Tevel to properly prepare students. However, course work
at the university level must properly make use of such academic

arounding.

Field Analysis of Criminal Justice Programs

Site visits were made to twenty-six schools in order to conduct
interviews with program directors. Visits were made in 1975 to
thirteen community colleges and thirteen universities to obtain in-
formation pertaining to "course administration, student enrollment
and faculty administration." It must be recognized that the sample
size is extremely small and cannot be considered representative of
all two and four-year schools. The subject matter covered in the
following relates to the previously mentioned informational areas.

Advisory Boards

There is use made of advisory boards at both the community college

and university levels. Because of the greater focus of community colleges
on educational needs for in-sevice personnel, there is far greater

use of such boards. It can be concluded that closer ties between edu-
cators and practitioners prevail in the two-year sector. Approximately
half of the universities surveyed indicated they had advisory

boards. It is interesting to note that there is a much higher

frequency of meetings in the two-year colleges and the membership on such
boards are comprised of police and correctional practitioners at

both institutional levels.

Class Scheduling

The scheduling of classes has continued to be a problem because many
criminal justice personnel change shifts on a regular basis. Therefore,
institutions have turned to off-campus courses and alternate day

and night interchangeable course work. The NMS states that “community
colleges reported more off-campus Courses than universities did."
Greater flexibility in the two-year sector, different student c¢lientele,
use of part-time instructors, etc. permitted community colleges to
offer course work off campus. Survey results indicated that
universities make substantially more use of independent study

courses. Such course work is usually more appropriate at the
university level.
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This reviewer feels that the approaches referred to ahove are
susceptible to Tess than quality.education in the field {f tight
control is not maintained. Institutions engaged in such activities
must make every effort to ensure that quality is preserved. Activities
which militate against such qualitative aspects include the utilization
of separate instructors in interchangeable course work, no Tibrary
support for course work conducted off campus and the lack of proper
control over directed individual studies.

Credit for Training and Experience in Criminal Justice
Degree Programs "

Data collected during the survey effort reflects that approximately
seventy-five percent of the community colleges surveyed were involved
in training activities. This compared with less than fifty percent

at the university level. It is also suspected by this reviewer that
training involvement is much more extensive among two-year institutions

For example, there are probably more student hout*s and courses in
these schools.

Although the survey stipulates that "as efforts to upgrade training
academies to improve them to the point that the quality of instruction
approaches that offered by educational institutions, the issue of
credit for training emerges." It is personally felt that the
accelerated nature of training, Tack of learning resources, undermining
of direct educational control, etc. is "academic prostitution.®

These particular points were alluded to in this analysis previously

by this reviewer. The increased acceptance of awarding college credit
for training can at least be partially attributed to political .
realities which may be detrimental to maintaining high quality. .

Prior to any awarding of credit, a formal review should be given. For
example, the use of the American Council on Education for certifying
purposes would be advisable. An independent review which focuses

on course work content, instructors credentials, testing, grading,
etc. should be included in evaluating criteria. In addition, it
should be determined if full control over training prevails at the
educational institution which conducts the course work. The use

of an independent certifying body would significantly reduce or
eliminate the politics involved in awarding such credit. This,

of course, should ensure that only quality course work will receive
credit. There should probably also be periodic certification to
make sure quality is maintained. If accreditation standards are
eventually established under the direction of the Council on Post-

secondary Education, the concerns this reviewer has will be reduced
significantly.

The practice of awarding credit for experience has certainly spawned
concern among many educators in the field. The NMS infers this concept
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will become more acceptable in the future. It appears to this reviewer
that quality is sacrificed to a certain degree {f coliege credit is

~given for experience. 'There exists a Knowledge gap hetween the accept-

able level of experience for credit and what the potential knowledge would
be if formal course work were undertaken. A student that just

manages to obtain credit for experience 1s not exposed to a remaining
knowledge base, classroom discussion, outside assignments, etc.

which are vital in the eduational process. Experience type credit

can be equated to an inbred experiential education instead of an educa-
tional environment designed to broaden an individual's perspective.

Placement Services

Efforts to place students have been most successful in the security and
law enforcement sectors. It appears that some difficulty prevails in the
placement of students in corrections and criminal justice planning.

The NMS attributes problems in the corrections area to the fact that
"students may well be aspiring more to administrative and managerial
roles than to treatment, and they may be adverse to starting out

"at the bottom'sin the correctional officer role, as is so often the
recommended path by correctional leaders." This reviewer feels that the
same is true in the law enforcement sector where administration
recommends experience "at the bottom." The issue of lateral

entry has long been discussed in criminal justice circles. 1t is
personally felt that education "breeds frustration" among entry level
employees if placed in positions that are not challenging.

Those responsible for placement services should be working closely with
program directors and advisory committees to fullfill this most
important function.. It is doubtful if such a relationship prevails

in many colleges and universities. ’

Internships

Internships are a means to provide field experience for criminal justice
students. This should be 1imited to preservice students only unless

a different experience is provided for in-service type students. The
practice of permitting an in-service police officer to intern in a
police position is very questionable. This reviewer is aware of

such practices being done in the past.

Law enforcement and correctional agencies are most receptive to
participation in internship programs. However, difficulties such

as regulated procedures, temptation to question practices and students
being outsiders continue to create problems for such programs. In
addition, lack of supervision and placement in menial type positions
militate against the effectiveness of such programs. Grading and
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evaluation of such programs is also creating significant problems
for internship activities.

According to the NMS one of the most pressing needs is fo "interpret that
experience objectively" once it has been completed. The usual practice

is to require periodic reports and a paper to be wirtten for sub-

mission to an internship coordinator. Little emphasis is placed on
specifically what internship assignments are during the on-the-job

period according to the NMS. One innovative approach is to rotate students
through various components of the criminal justice system.

Relationships with Criminal Justice Agencies and Other
Academic Institutions

Academic institutions enjoy their best relationship with the law
enforcement community. Although relationships are not as strong in
the courts or correctional components, relationships are considered
good. As indicated previously, community colleges tend to have a
better rapport with practitioners in the field.

Articulation

Articulation has continued to be problemmatic in criminal justice

higher education. In order to avoid overlap, duplication and ensure course
transfer coordination is imperative. According to the NMS articulation

is considered a problem, but not a serious problem. This reviewer
perceives deep-rooted problems concerning articulation in the field.

When reviewing the nature of course work afforded in two and four

-year schools, duplication and overlap exist and the issue of vocational
versus the social science approach continues. The student that has completed
a vocational oriented program is not being properly prepared to cope with
social sc¢ience oriented curriculum.

The survey clearly points out that "The two-year school engaged in
career oriented, occupational education intends to prepare someone for
work and, thus, must deliver saleable skills. Transfer ability was
simply not a high priority." The philosophy of two-year schools

is to tailor a curriculum to prepare students for a particular job

in the criminal justice system. However, these programs are not

based on a sound task analysis prior to developing a curriculum
designed to produce students prepared for specific positions in the
system. In addition, there appears to be a mixture in some programs
between vocational and social science oriented criminal justice

courses. In far too many cases, a saturation of course work can be
taken for degree purposes with considerable disregard for what the
student should be able to do when completing the program. Some terminal
associate programs are conducted and exclude most basic training curricu-
Tum mandated by states in the police sector. Such basic training
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is certainly the most.related type.curriculum developed to enhance
performance onh the joh. When considering the philosophy underlying
two-year Associate in Science degrees, it would be difficult to ex.
plain how the instructional needs ‘were arrived at by those responsible.

The survey recommends several solutions to transfer and duplication
problems. It suggests consideration be devoted to informal coordination
between §chools, written agreements between schools, curriculum

changes in community colleges, reduction of course work in communi ty
colleges and a system for program accreditation. The preferred solution
of the NMS is informal coordination. This reviewer agrees that this
should be phe preferred solution if all problems could be professionally
addres;ed in this fashion. It is personally felt it cannot, therefore
accreditation standards should be developed to facilitate the process ’
and resolve differences among academicians in the field.

Accrgditation. Efforts are presently underway by the Academy of Criminal
Justice Sciences and the American Society of Criminology to promote
accrgd1§at19n standards. Guidelines published by ACJS in 1976 "attempt

to distinguish between quality criminal justice programs and those
thqt.are merely taking advantage of extensive student interest, federal
tuition funds, and the absence of accreditation requirements in this field."
It appears to this reviewer that many in the field fee] that '
minimum standards set forth in the guidelines are not sufficient to
significantly upgrade the field. There should be continued efforts

to refine such standards and gain approval for adoption by the Council

on Post-secondary Accreditation. The major advantage to the development

and implementation of accreditation procedures is that program directors

would be required to periodically appraise themselves j i
for program evaluation: i " preparation

Student Enrollment

Mumerous fagtors.are cited by the survey which give momentum to student
gnro]]ment in criminal justice course work. These factors include pay
1ncent1ye, promotion, desire for greater job satisfaction and anticipated
future job requirements. It 1s not surfaced in the NMS that the

general educat1oqa1 Tevel of the American public continues to increase.
Also, some agencies require personnel to sign contracts requiring them

to continue their education up to a certain level. ‘

Admission Requirements. During the early program development period

entry requirements into law enforcement rograms were strij

1ac@ of entry requirements in agencies aﬁd gevelopment o?lggﬁ?gﬁorzhe
positions has led to few enrollment restrictions. Figures compiled
by the_NMS indicate that acceptance rates are exceptionally high in
the field. However, it must be remembered that a very small sample
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size was used in arriving at this conc]usion,_ Generally speaking
entrance requirements appear to.permit the majority of applicants

to enter the program. For example, the acceptance rate for graduate
Tevel was 91 percent. '

It is predicted by this reviewer that acceptance stqndar@s will tighten
when certain student Tevels are reached in conaunct1gn with Qemand%

in the field. At the present time demands are good in the field. When
this situation diminishes, entry standards will probably become more
rigid.

Student Population Characteristics

Very few differences were detected between preservice and in-service
students according to information'compi1ed.in the survey. Thg only
exceptions were related to levels of maturity, career motivation

and 1ikelihood of graduating.

Educators indicated in their responses that there were increases in
enrollment among females and minorities since qca@em1g year 1972-73,
Although increases were reported, there is no 1nd1gat1on as to how
substantial these increases were. The assumption is ma@e_by the NMS
that “"recent increases in career opportunities and conditions )

have attracted larger numbers of preservice women and minorities. It

is personally felt that such increases are valid to a certain degree,
particularly in the area of enrollment by women. Enrol]ment in cy1m1na1
justice course work by minorities has not been subgtant1a1.. If_h1gher
educational standards are imposed by criminal justice agencies it .
will be difficult to locate minorities that possess degrees in the field.
Every effort should be made by academic institutions to recruit
minorities into their programs.

Student Services. Most schools provide counseling se(vices through
a college-wide office or assignments to criminal justice faculty.
This service is of utmost importance in 1ight of requirements .
imposed by state minimum standards and various operational agencies.
Students should be apprised of such requirements prior to pursuing
course work in the field. Certain physical disabilities may prevent

them from entering their chosen profession. If college-wide services are

provided, counselors must be informed of the selection criteria for
varjous positions in the field. It is believed that weaknesses

prevail in such college-wide services and counseling should be res;ricted

to criminal justice faculty and program directors.

Program Faculty

The following areas are addressed in the NMS which articulate information
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pertaining to faculty.

Faculty Credentials and Salary:Levels. There exists considerable
agreement among institutions surveyed that educational levels of
faculty at the undergraduate Tevel are below par. The majority of
persons surveyed agreed the requirement of a masters or a law degree
should be mandatory at the undergraduate level. This is also the
minimum standard established by the Academy of Criminal Justice
Sciences. For graduate level work the majority of educators
surveyed agreed that a doctorate should be required. This was also
the recommended level in the Academy guidelines.,

The average salary at the entry level was compatibie between two and
four-year institutions. A mean salary at the entry Tlevel was placed
a* approximately $13,000 for both. It must be remembered that recent
inflation and salary increases have probably increased this figure
substantially. Also, the figure most likely represents a nine

month contract salary figure.

Selection Criteria and Degree Preferences. Information collected in
the NMS effort reveals that a general agreement exists between two and
four-year faculty concerning several factors. These factors were
academic credentials, criminal justice academic background, priow
research experience and desireability of occupational experience. As
indicated previously there tended to be a fairly high correlation among
both faculty groups. Figures surprisingly reflected low priorities
placed on teaching experience and prior research experience among

both types of faculty. In conclusion, it should be noted that :

a significant number at both levels felt that prior criminal justice
experience was desireable. -

Full-time/Part-time Comparisens. A criteria was establish&d to
compare part-time with those in full-time status. The results
indicated that "full-time faculty were generally rated superior to
part-time." The criteria utilized included academic credentials,
knowledge of the system, occupational experience, teaching experience,
advising and counseling students, knowledge of the program and
assisting with job placement. Out of these areas full-time faculty were
deemed much more superior in knowledge of the program and advising
students. The remaining areas were much closer in percentages given.
Full-time faculty were also rated higher in academic degrees,

teaching ability and job placement. Part-time faculty received

higher ratings in connection with their knowledge of the criminal
Justice system and occupational experience. It would certainly be

. interesting to do a comparative analysis between respondent back-
© grounds and answers given to determine if significant correlations

exist.
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i ty Ratios. Figures
Course Assignments and Studen?/Facu]
Eizzlﬁ{edoin the NMS show that full-time factjtydteigceagii;egzgi
riminal justice course work and u -
of 54 percent of criminal justice co ok A e o s tudents
ime h 63 percent. Also, 1t is shown tha ' .
%;@E)tigcfu11-gime faculty is 90:1 among two-year colleges and 63:1
among four-year schools. :

i ith ACJS guidelines
ity colleges were more in conformance wi :
22222?;§%g to pgrcentages of work taught by full-time facilgynigan
universities. However, universities have a much better siude

faculty ratio than community colleges.

in i i 1 sample size involved

£ can be pointed out that the smal i .
?galgm;utations gade place ratios and percentages given in a very
questionable status.

Conclusions. Trends are presented in @his sgctioq bqsed gn interviews
witﬁ various course directors. Tgﬁse 12?82;1eg?n;?g1232ﬁcyapracti—
" Tiance upon the retired,

gradually e jonal onsibilities.” Present faculty
tioners for faculty instructional respon es . Lt

i 1t of hiring practices during
in many programs were @he resu g practices Sud that
evolution of criminal justice programs. P : t

i i i 1 experience will continue
instructional personnel with operationa ] Ue e

i i tually, recent college gra

for some in community col]eges. .Even 1, e O Y tmately

i few years of experience will be employed.
313? iave aydisplacement effect on the high exper1ence lTevels of
community college faculty.

’ i i i ity colleges,
is felt that many educators, pr1mar11y in communi
é:e}erfaculty operational experience becagig tEZ{igalitggE:Z:e;ith this
sty in the instructional process. is
ggsgi?l;tgrovided instruction does not become stagnated.aqd contain too
many "war stories" from the days of,%esteryea;.t Igizgd;Zngé .
i an -
instructional personnel that do not have a Subs 3 i
t a higher level. Retire
come may have a tendency to perform a igh vel. Retlred he
may tend to retain a semi-retired status. , ] .
Zigzqunceﬁ and well educated instructor can be the most valuable
provided they are motivated and approach their job with vigor.

2 criminal justice programs can be.financed at
a1?gn§%%ve$;u?laycost according to the survey. Th1s can be d%ne "Be-
cause of traditionally full teagh1ng 1oqu qnd frequent use o !t
part-time instructors." Extensive ut111zat1gn of such personge o
maintain low cost militates against the gua11tat1ve aspectz of edu |
tional programs. It has already been pointed out that]fun i of ‘man
returned to the college by the state exceed operatjoqa go; sd B y
programs, It is probably not unusal for these additional funds
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be channeled into program areas.which are not self-sustaining. This
point was alluded to previously in the analysis of.this chapter.

Expenditures appear to be higher in four-year criminal justice pro-
grams. The NMS stipulates that criminal justice "programs are
continuing to enjoy increasing internal fiscal suppori" althcugh many
other programs have received decreases in funding levels.

Funding Recommendations. The NMS solicited input from program
administrators concerning recommendations they had for funding

agencies at federal and state levels. The two top recommendations
among two and four-year institutions were to"weigh program quality more
heavily in making grant decisions” and to "more actively evaluate the
proposal before giving grants." Specific recommendations concerning
the LEEP program included discouraging the funding of "programs that do
not receive substantial support from the school administration" and
reinstating the "funding of preservice students." Serious consideration
should ‘be devoted to such recommendations by educators in the field

and by the LEAA to determine if action is warranted.

Faculty Combensation. The strongest commitment of colleges and
universities to the field of criminal justice is the employment

of full-time academic positions. Therefore, it is vital for these
institutions to accuire such positions. .If programs: e
are initiated without such positions, a firm commitment is not being

made and the effort is not envisioned as a permanent program.
Institutional commitment is also reflected in the establishment of -
a department within the organizational structure. Information
generated by the NMS reveals that many academicians are concerned

with the lack of state-supported positions in criminal justice
programs .

Canclusions. Cost factors involved with operating criminal justice
programs in higher education are difficult to determine. This is

due to various "hidden factors" such as special advisory committees,
instructors improvement programs, course scheduling and outside
funding. Because of the difficulties involved in determining

costs associated with such factors, the NMS réstricted its effort to
criminal justice program budgets. It was clearly shown that community
colleges operate their criminal justice programs at a lower ccst.

Academicians in the field strongly recommend the funding of preservice

students and the discouragement of funding to institutions that have ; s
not demonstrated a firm program commitment. -Also, they recommend :

a close Took at program quality prior to funding and evaluating the ;
outcome of such grants. ~Each of the aforementioned recommendations g
were directed at the LEEP program. The LEEP program is discussed :
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in depth in Chapter V of the NMS analysis.

Reviewer Conclusions

§erious problems prevail in criminal justice education acsording to
information presented in the NMS. Major problems identified by this re-
viewer are set forth in lucid and laconic fashion below:

1. Rapid Growth - When placing criminal justice education in historical
perspective, it became clear to this reviewer that a phenomenal
growth occured.” This rate of growth has probably exceeded all other
occupational areas in higher education. More than any other factor,
this tremendous growth has promoted many of the problems presently
being experienced in the field. Some of these problems are brought to
Tight in the areas cited below. ~ _

2. Program Fragmentation. - The NMS and other research conducted in the
field indicates numerous program titles. In short, the field of
study has yet to be named. It appears that the program title
"Criminal Justice" has gained momentum in recent years. However, this
title does not reflect actual course content in many programs
because they do not take a systems approach in their curriculum. Too
often the program title is changed without changing the course
work offered. This, of course, amounts,to merely changing the title
of a Police Science program.

3. Articulation. - Although the NMS states that this particular
problem has subsided somewhat, this reviewer feels that it remains a
major problem in the field. Political ramifications, coupled with
state-wide articulation agreements have quelled the issue to some degree
It must be remembered that what appears ‘on the surface may not be
representative of what is hidden beneath. 1In conclusion, articulation
problems have been subdued and remain in latent status.

4. Training Versus Education. - The age old discussion surrounding
?his issue will probably continue for years to come. In this reviewer's
judgment vocational oriented two-year programs do not interface with
fourTyear programs that are not vocational in nature. Two-year
Tnstitutions should be "feeders" into four-year institutions. Specific
problems surround program objectives and goals and their alignment
with the overall mission of the educational process. The linkage

petween two and four-year curriculums in many instances is completely
inadequate, :

Numerous Associate of Science degrees are probably awarded in the
two-year sector that do not comply with the philosophy of such

dggrees. Such philosophy advocates the development of.-& curriculum that
will produce students prepared to perform a specific job. Many pro-
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grams do not cover the course work required in basic training

that 1s mandated by state law. Basic type training in police and
correctional programs is targeted at what a person needs to know
in order tp perform the job. For example, this could be a police
cr correctional position within a criminal justice agéncy. It is
obvious that many Associate in’'Science programs are not designed
within the framework of its purpose. In 1light of the above, there
could be serious implications from the standpoint of vicarious or
transfer 1iability. The future may very well strip away the immunity
of state and local governments concerning the relatedness of
curriculum to positions in the field. Increasing concerns over
such problems in the field have initiated task analysis research.
Such work is expected to continue because of the mounting emphasis
being placed on accountability.

Role Definition of Education Levels - At the present time there is
no clear delineation of what curriculum content should be at various
degree Tevels. A definition of institutional roles in providing
criminal justice course work would facilitate the alleviation of
problems in certain areas. There continues to be overlap and
duplication between two and four-year institutions. Also, there is
evidence of the same in higher level course work offered in
universities.

Lack of Institutional Commitment - Many academicians are concerned
over the failure to make firm commitments to criminal justice '
programs. These concerns stem from the excessive use of part-time
instructional personnel and the failure of educational administrators
to allocate tenurable positions. Problems in these areas adversely
impact on program stability and recognition within the institution.

Program Quality - The quality of criminal justice education programs
appears to be one of the top priority issues on the educational

scene today. This certainly coincides with the NMS findings and con-
clusions. The time has come to move from quantitative to qualitative
aspects of education and training afforded in the field. Quality issues
center on faculty credentials, faculty/student ratios, part-time

versus full-time faculty and other key areas where quality can

be assessed. . :

Educational Planning - There is evidence that indicates that poor
planning preceded the development and implementation of educational
programs in criminal justice. This has resulted in more than

- one institution serving the same student population, some juris-

dictions not having access to programs .and inadequate needs assessments
being performed. Also, separate efforts by the public and private
sectors have added to prevailing conditions. It should also be pointed
out that educational planning for curriculum development is 1in
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dire need of improvement. Schools continue to graduate students

out of step with needs in the field. There is considerable room

for improvement in manpower forecasting, determining trends, etc.

in the field. In summation, educational planning should determine
where programs should be Tocated geographically and includes

planning ahead to address needs.in a timely fashion. Every effort
should be made to get the right number of people, and the right knid
of people to the right place, at the right time. This is a very
pressing issue in the field of criminal justice education and training.

9. Competition For Students - Administraters of many criminal justice
programs find themselves competing for students. This reviewer
feels that such competition has resulted in lowering educational
requirements. Some students have a tendency to "pursue the path
of least resistance"” in order to obtain a degree. Therefore, they
will enroll in such programs and only get out of it what they put into
jt. Some are able to graduate knowing very Tittle and others
may become very knowledgeable. The point is that both will be
awarded the degree and only one may deserve it. In addition, some
institutions lower entry Tevel requirements to enable students to
gain easy access to their programs. This reviewer does not have
any problems with an "open door" approach. However, those that
are unable to meet qualitative standards should not be allowed
to graduate.

10. Minority Enrollment - The NMS reflects that increases have taken
place in minority enrollment. This reviewer seriously questions
if significant increases have actually taken place. There is certainly
a need for some type of affirmative action thrust in higher education
programs. If selection criteria was raised in the field of criminal
justice, very few minorities would meet such standards. In short,
an availability index would reflect a shortage of minorities with
college degrees in the field. Standards have probably remained
at the high school Tevel for most criminal justice positions be-
cause of EEOC action regarding requirements in the selection process.
The posture taken by EEOC is Tinked to the relationship of education
to job performance. Research 1s needed to make such determinations and
more minorities should be encouraged to enroll in criminal justice
programs. Also, adequate placement services must be in place to
facilitate empioyment in the system.

This 1ist of major problems is certainly not comprehensive in nature. But

it does provide considerable depth perception into the problems that continue
to plague the field. These problems can be traced to such factors

as institutional commitment, programmatic quality, duplication of course
work, articulation, i11-defined goals and objectives, awarding credit
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for training, student competition, minority enrollment, educational plan-
ning and other areas.

Certificate programs are rapidly declining in the field while associate
programs remain fairly constant. Baccalaureate and masters degree programs
are still increasing in the field and doctorate level programs have re-
mained stable., Hopefully, the above trends were not predicated solely

on the LEEP forms referred to earlier in this analysis. A significant
number of institutions making application for LEEP funds are rejected.

In addition, some institutions have never applied for such funding to
support students in their programs.

In conclusion, this reviewer has reservations concerning the use of LEEP
forms as a data base upon which conclusions were reached. Serious problems
with reliability and validity of such data exist. This is particularly
true in certain informational areas. For example, figures presented
concerning the number of students in programs are probably inflated.
the sample size utilized to arrive at some conclusions is surprisingly
small. Only 26 institutions were visited on-site to make such determinations.
Both of these concerns place many findings, conclusions and recommendations

in questionable status. However, most of what is presented supports the
reviewer's perception concerning problems in criminal justice education.

Also,

The following is a rank order of priorities brought out in the NMS, along with
those formulated by this reviewer after the analysis of Chapter III.

1. It is recommended that curriculum development begin to delineate
more clearly the course offerings at the associate, baccalaureate,
and master's degree levels. This reviewer feels that this recommendation
should be broadened to include the training sector. The Academy of Criminal
Justice Sciences and the American Council on Education may be beneficial
in such an effort.

*2. A pilot project should be presented to improve and strengthen the Tinkage
between training programs, associate degree programs and university
level programs. Such an effort should address job analysis, program
goals and objectives and curriculum development at each level.
Note: This particular priority is closely related to the NMS
recommendation number 1 in the rank order.

*3. Funds should be provided to promote educational planning in the
field of criminal justice. The primary focus should be directed
at determining future needs for curriculum development purposes 1in
all components of the criminal justice system.

4. It is recommended that LEAA establish a system for closer and
more systematic evaluation of institutional commitment to criminal
justice programs, emulating monitorship methods pursued by other
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*5,

*7.

*10.

*11.

12.
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professional programs, such as the health sciences and social work,
in restricting the range of courses and curricula to be included
in pursuit of the professional degree.

Funds should be provided to address qualitative aspects of criminal
justice education in two-year institutions. Programmatic thrusts
should be targeted at need areas identified in the NMS. For ex-
ample, low educational levels among community college faculty.

Curriculum development should recognize the need for more in-

depth analytical, advanced and concentrated courses rather than

general, basic and survey-oriented courses especially at the baccalaureate
level.

Curriculum development efforts should be initiated in two-year
institutions which will interface with four-year baccalaureate
programs. Course work should be general, basic and survey-oriented.

It is recommended that LEAA fund several pilot curriculum development
efforts, addressing each of the criminal justice sectors (police,
courts and corrections). This curriculum effort would be to appraise
new developments in criminal justice and concentrate on several

pilot courses that might clearly assist in fulfilling projected
agencies needs for occupations requiring new skills and knowledge.

It is recommended that the Federal Government assume the initiative
for facilitating the development of national guidelines for

the accreditaiton of training and related experience. The American
Council on Education's Project of Non-coilegiate Instruction is
already involved with criminal justice training programs in such

a capacity, and further relationships seem justified.

Special LEEP emphasis funds or other funds should be provided to
increase educational levels of faculty teaching in academic institutions.
Primary emphasis should focus on two-year institutions.

Funds should be provided to promote the education of minority
students in the field of criminal justice. This effort should

focus on minority institutions of higher learning.and other schools.
Affirmative action approaches should be pursued in order to improve
the availability index of minorities with degrees. .

It is recommended that national guidelines be established through the
Academy of Criminal Justice Sciences and/or an Advisory Boaod

set up by LEAA for the operation of internship programs in all

three sectors of the criminal justice system, taking into account
both the college and agency perspectives.

(e}
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13.

14.

*15.

*
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After establishing guidelines, it.1is further recommended that LEAA

f““ﬂ a p(ograT gf‘qniversitg internships for the career recruitment
of "promising" individuals into:the criminal justice system.

It s recommended that federal support be provided on a pilot basis
w1th1n.the three criminal justice sectors for full-time faculty
supervisors to provide guidance of interns, facilitate effective
learning of critical tasks, cenduct internship "debriefing" seminars
and serve as career placement advisors. ’

An 1ntern§hip program should be established for criminal Jjustice
faculty with Tow experience levels. Such programs should be designed
to rotqtg chu]ty through various components of the system. Also

to fam311ar1ze such faculty with problems, issues and realities in’the
operational field. Primary focus should be placed at the university
Tevel where operational experience is considered low.

Priority Developed by the Reviewer.

)
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ATTACHMENT

VOLUME _Five
NEED PRIORITIES BY NMS CHAPTERS

EXAMPLES OF IDENTIFIED
PROGRAM EFFORTS UNDERWAY BY LEA,

Chapter III.

T

*2.

It is recommended that curriculum development bebin

to delineate more clearly the course offerings at
the associate, baccalaureate and master's degree
levels. This reviewer feels that this recommenda=
tion should be broadened to include the training
sector.. The Academy o7 Criminal Justice Sciences
and the American Council on Education may be bene-
ficial in such an effort.

A pilot project should be funded to improve and
strengthen the Tinkage between training programs,
associate degree programs and ‘'university Tevel
programs. Such an effort should address job.
analysis, programs goals and objectives and
iurricu]um development at each educational plateau

hrough the doctorate level. Note: This particu-
lar recommendation is closely related to priority
1 above.

*Priority developed by reviewer

A generic planning model for human resours development
is presently being addressed by OCJET. 1is effort is
being conducted jointly by three universiies to assess
the feasibility:of developing an educatioal needs
assessment model. Universities involved ‘nclude the
University of South Florida, Michigan Stae University
and Sam Houston University.

Same as number 1 above - a generic plannim mode] for
human resource development is presently uvderway by 0CJEF"
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VOLUME 30
NEED PRIORITIES BY NMS CHAPTERS

EXAMPLES OF IDENTIFIED
PROGRAM EFFORTS UNDERWAY BY LEAA

*3. Funds should be provided to promote educational
planning in the field of criminal justice. The.
primary focus should be directed at determining
future needs for curriculum development pur-
poses in all components of the criminal Justice
system,

4. It is recommended that LEAA establish a system for

- . closer and more systematic evaluation of institu-
tional commitment to criminal justice programs,
emulating monitorship methods pursued by other
professional programs, such as the health sciences
and social work, in restructuring the range of:
courses and curricula to be included in pursuit
of the professional degree.

*5. Funds should be provided to address qualitative
aspects of criminal justice education in two-
year institutions. Programmatic thrusts should
be targeted at need areas identified in the NMS.
For example, Tow educational levels among community
college faculty. :

~ *Priority developed by reviewer

OCJET grants to the University of South Florida,
Michigan State University and Sam Houston University
are targeted 'at developing a generic planning model
for human resource development. ‘

The Academy of Criminal Justice Sciences, in conjunction
with the American Society of Criminology, received

an award to continue its efforts to develop minimum
academic standards for criminal justice and criminology
programs and to develop procedures for implementation
of standards. , )

The Police Foundation is sponsoeing a National Symposium
on Higher Education for Police Officers. This.symposium
will address current research, including a report prepare
by the Police Foundation, and the educational volume of

the NMS. The primary emphasis of this effort will focus -

on quality education in the criminal justice field.
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NMS REVIEW AND ANALYSIS

ATTACHMENT

VOLUME Five
NEED PRIORITIES BY NMS CHAPTERS

EXAMPLES OF IDENTIFIED
PROGRAM EFFORTS UNDERWAY BY LEAA

6. Curriculum development should recognize
the need for more in-depth, analytical, advanced.
and concentrated courses rather than general,
basic and survey-oriented courses especially
at the baccalaureate level.

*7. Curriculum development efforts should be initiated -

in two-year institutions which will interface with
four-year baccalaureate programs. Course work
should be general, basic and ‘survey-oriented.

8. It is recommended that LEAA fund several pilot
curriuclum development efforts, addressing each
of the criminal justice sectors (police, courts
and corrections). This curriculum effort would
be to appraise new developments in criminal
iustice and concentrate on several pilot courses

hat might clearly assist in fulfilling projected
agencies needs for occupations requiring new -
skills and knowledge. ’

*Priority developed by reviewer

An educational needs assessment model effort is
presently being conducted at the University of South
Florida and Sam Houston University and Michigan State
University. This, of course, will have a direct impact
on the curriculum development process.

Programmatic thrusts should follow the dévelopment of the
generic planning model effort alluded to.in 6 above.

East Central Oklahoma State University is developing and
implementing a Hunrian Resources baccalaureate ‘program as
an innovative approach to educational preparation for
correctional personnel. .
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NMS REVIEW AND ANALYSIS

ATTACHMENT
VOLUME Five EXAMPLES OF 'IDENTIFIED
NEED PRIQRITIES BY NMS CHAPTERS PROGRAM EFFORTS UNDERWAY BY LEAA
9. It is recommended that the Federal Government 9. The National Association of State Directors of Law

assume the initiative for facilitating the
development of national guidelines for the
accreditation of training and related experience.
The American Council on Education's Project of
Non-collegiate Instruction is already involved
with criminal justice training programs in such
a capacity and further relationship seems
justified.

*10. Special LEEP Emphasis funds or other funds should
be provided to increase educational levels of

faculty teaching in academic institutions. Primary

emphasis should focus on two-year institutions.

*11. Funds should be provided to promote the education
of minority students in the field of criminal
justice. This effort should focus on minority
institutions of higher learning and other schools
Affirmative action approaches should be pursued &
in order to improve the availability index of
minorities with degrees in the field.

:*Pribrity developed by reviewer

10.

1.

Enforcement Training is compiling a monograph entitled
"Law Enforcement Standards and Training" which will pres.
the state-of-the-art in police officer standards and
training in the United States. Also, Michigan State
University is -developing monographs in the areas of traii
ing needs assessment and program development for '
dissemination to criminal justice trainers in the field.

None identified.

An educational minority emphasis project is addressing
the need to improve the educational preparation of -~
minority personnel in the criminal justice system. The
State University of Mew York at Albany is conducting
training and fellowship programs in criminal justice
education, which focus on increasing the availability
of persons qualified to teach or work in such areas. as
planning, evaluation and research in the field of
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NMS REVIEW AND ANALYSIS

| ATTACHMENT

‘ VOLUME Five v EXAMPLES OF IDENTIFIED

: NEED PRIORITIES BY NMS.CHAPTERS PROGRAM EFFORTS UNDERWAY BY LEAA
11. (continued)’ | '

12. It is recommended that national guidelines
be established through thé ACademy of Criminal
Justice Sciences and/or an Advisory Board set
up by LEAA for the operation of internship pro- .
grams in all three sectors of the criminal justice
system, taking into account both the college and
agency perspectives.

13. After establisning quidelines, it Is further
recommended that LEAA fund a program of university
internships for the career recruitment of
“promising” individuals into the criminal justice
system. ‘

14, It is recommended that federal support be
provided on a pilot basis within the three
-criminal justice sectors for full-time faculty
supervisors to provide guidance of interns, facili-

*priority developed by reviewer

|12.

13.

14.

criminal justice. Also, the Positive Future effort in
previous years was designed to develop curriculum in
criminal justice at minority institutions and the minorit:
Law Enforcement Education Program has minority emphasis.

_There 1s“periq&ic.updéting of national internship guidelir

by OCJET. These guidelines are applicable to all componer
of the criminal justice system.

Selection criteria in national guidelines currently
addresses recruitment of "promising" students. For
example, the establishment of criteria for student
selection, career objectives, demonstration of commitment

"to criminal justice employment, etc. is required.

Internship national guidelines presently place emphasjs
on full-time supervisors, guidance of interns, effective
Tearning and student placement.
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. VOLURE piye : ‘ EXAMPLES OF IDENTIFIED
NEED PRIORITIES BY MMS CHAPTERS PROGRAM EFFORTS UNDERWAY BY LEAA

tate effective learning of critical tasks, conduct
internship "debriefing” seminars, and serve as career
placement advisors. -

© *15. An internship program should be established for crimi-

VN A U

nal justice with low experience Tevels. Such programs
should be designed to rotate faculty through various
components of the system. Also, to familiarize such
faculty with problems, issues and realities in the
operational field. Primary focus should placed at the
university level where operational experience is con-
sidered low. ‘ ,

~

*Priority developed by reviewer

15.

None idehtified,
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Chapter IV - Law Enforcement Education Program

Chapter IV summarizes the basic findings and recommendations *

of the National Manpower Survey's review of the Law Enforcement -
Education Program (LEEP). The first section of the chapter pro-
vides an overview of LEEP, including a discussion of its objectives,
its legislative and administrative history, and its status at the .
time that the NMS was conducted. The second section outlines the
-dimensions of the trend toward increased educational attainment by
the employees of the criminal justice system during the 15 years
immediately prior to the survey and presents estimates of the
contribution of LEEP since 1970 to the surge in their educational
attainment. The third section of the chapter discusses criticisms
of criminal justice program quality and addresses the jssue of
continued investment of federal dollars to support programs of
questionable quality. This section outlines the criteria utilized
to evaluate program quality and depicts the application of these
criteria to the criminal justice programs which are supported by
LEEP. The fourth section of the chapter considers LEAA policies
governing the national distribution of LEEP funds and discusses the
resultant allocation of funds to criminal justice personnel in the
police.courts, and corrections sectors of the criminal justice
system. The final section of the chapter presents the conclusions
and recommendations of the NMS study of LEEP.

Overview of the Law Enforcement Education Program

In a discussion of the objectives of LEEP in section A of the chap-

ter, the NMS report notes that the legislation itself is the most
authoritative source of information on the objectives of the program,

but it specifies only that LEAA is authorized to provide academic
educational assistance to improve and strengthen law enforcement.

By examining legislative committee reports, the NMS study concluded

that the objective of LEEP is to increase the educational attainment

of personnel of the Taw enforcement and corrections sectors at the

college level. This reviewer basically concurs with this objective.
However, it is felt that any statement of the objective of LEEP

should be expanded to encompass the entire public criminal justice

system at the state and local level and to include allowance for

personnel preparing to enter the public criminal justice employment.
Therefore, this reviewer feels that the program purpose set forth 3
in the LEEP Guideline Manual M5200.1C best states the program

objective. It states that, "LEEP provides financial assistance for

higher education which will contribute to the development of human *
resources needed by the criminal justice system to reduce crime

and delinguency." .
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In a discussion of the legislative and administrative history

of LEEP, the report states that the program dates back to
legislation introduced in the House that was designed to improve
the quality of law enforcement personnel. It suggests that an
indirect approach of subsidization of the costs of higher education
was chosen in lieu of a system involving federal subsidization of
pay incentives for the attainment of increased numbers of credit
hours. The report further suggests that early proponents of LEEP
believed that the education provided must be clearly relevant to
law enforcement functions, but notes that there has been little
guidance on what constitutes related coursework.

The report next addresses the historical background concerning the
need for education as opposed to vocational training. This section
further expresses its conclusions that early proponents of LEEP felt
that equal weight should be given to in-serviceand to preservice
students but notes that LEAA initially established an 80/20 ratio

for funding priority system which had the effect of virtually cutting
off funding for new preservice students. The funding priority system
cited in the report subsequently has been changed to eliminate federal
eligibility and to further delineate classes of returning recipients.
These changes became necessary . as the demand for LEEP assistance
increasingly outstripped annual LEEP appropriations. These funding
priorities have been perpetuated not only because of LEAA's continued
posture to give preference for available funds to returning recipients
over new applicants and to in-service students over preservice stu-
dents, but because of a since substantiated concern of being able to
place unlimited numbers of preservice graduates within the public

criminal justice sector. At the inception of the program, it was

felt that immediate impact could also be realized by giving prefer-
ence for available LEEP funds to personnel already employed by public
criminal justice agencies. During the 1976-77 year, measures were
taken to provide 1imited assistance to preservice applicants. Although
still limited, the amount of funds made available to preservice
students was increased during the 1977-78 and 1978-79 years.

The report next states that as of the time of the NMS, there were no
requirements governing what degree programs in-service students
could enroll in to be eligible for LEEP assistance. The LEEP guide-
Tines in effect during the 1974~75 year required participating
institutions to exercise conscientious judgement in ascertaining
that the LEEP recipient's academic program relates to the employee's

duties and/or those job functions that reasonably can be ‘anticipated
by the student. : '
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The discussion in the report concerning the current status of the
program states that LEEP is administered primarily by .the former
LEAA regional offices, under the.general supervision of OCJET.

It should be noted that the ten.former regional offices have been
closed out and that OCJET assumed full programmatic responsibility
for the administration of LEEP on’'October 1, 1977. For the 1978-79
year, the regional allocation formula system which is referenced in
the report was abandoned in favor-of distributing available funds on
a substantiated needs basis. Under the new distribution system,

it should be noted that funding restrictions placed on institutional
awards because of the availability of funds nationwide were applied
more uniformly throughout the country than had been possible under
the former regional allocation system.

Impact of LEEP on Educational Attainmént

Section B of this chapter attempts to measure the impact of LEEP

on the increased educational attainment achieved by criminal justice
personnel since the inception of LEEP in 1969, The hypothesis that

was tested in this study was whether the rate of growth at the college
level has been more rapid during the years LEEP has been in effect

than it would have been had there been no program. The report notes
that the 1960's and 1970's constitute a period of increased educational
awareness in the criminal justice sector, when even the proportion of

employees with Tess than a high school education decreased significantly.

The report also points out that the determination of the impact of LEEP
on accelerating educational attainment is confused by other factors

such as the influence of other programs like the veteran's readjustment
benefits for education and by higher entry standards established by_
criminal justice agencies during the period. However, after comparing
the actual rate of growth during the period of 1970-74 with the rate of
growth projected from the actual rate of growth which occurred ]

from 1965 through 1962, the NMS study group concluded that LEEP, in
combination with veteran's benefits, had contributed significantly to
the educational upgrading of eligible criminal justice employees

during the period of 1970-74. The NMS group further concluded that
it is not possible to isolate the separate impact of LEEP in any precise
way. This reviewer would agree with these conclusions.. The report
cites findings from the study which indicate that fewer personnel

had attained 2-3 years of college credits than had been projected for
the survey period from actual attainment during the 1965-69 period. The
same findings were found to be true for.personnel classified as

having attained 4 years or more of college credits.
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The study group concluded that LEEP funding priorities giving preference
for available funds to.returning recipients over new applicants may have
resulted in there heing fewer individuals classified as having attained
under two years of college credits:during the 1970-74 period than had
been projected for this period.. This reviewer feels there may be

come credence to this conclusion’'but would give more credence to a con-
clusion (not cited in the report) that LEEP funding accelerated educa-
tional attainment so that many of those projected to achieve less than
two years of college credits actually attained 2-3 years of college
credits., Likewise, it can be concluded that many of those students
projected to earn 2-3 years of college credits actually achieved four years

or more.of college work,

The Quality of Criminal Justice Education Programs

Section C of the chapter addresses program quality of criminal justice
degree programs in which LEEP recipients enroll. The study group felt
that the appraisal of program quality depicted in the report is in fact

a reasonably accurate characterization of the quality of the education
provided to LEEP recipients because the data on which the appraisal is
based was obtained from the applications for funding that were submitted
annually by LEEP participant institutions. On the whole, this reviewer
feels this appraisal is valid although instances of programmatic

omissions and mis-statements have been known to occur. The report

notes that reliance had to be placed on indicators of quality rather than being
able to measure program quality directly. In evaluating program quality,
the study group considered standards incorporated in the LEEP guideline
manual and standards developed by the Academy of Criminal Justice Sciences
in regard to quantitative standards rather than qualitative standards. The
four following standards were utilized in the subject appraisal: (1)
general course content of the criminal justice program, (2) academic
qualifications of faculty members associated with the programs, (3) ratio
of full-time status versus part-time status of faculty members, and

(4) the student-faculty ratio. The survey concludes that (1) programs

are predominantly comprised of educational courses but that a significant
number of courses offered by two-year public colleges must be classified
as training, (2) Tn the aggregate only three out of four criminal justice
program faculty members possess graduate.degrees or higher whereas

nine out ten faculty members of all {nstitutions have at least master's

‘degrees, (3) in all institutions more than .75 percent of the faculty members

are full-time, and (4) in. the aggregate barely 40 percent of all criminal
justice programs meet the LEEP guideline standard of 60:1 ratio of
full-time equivalent students to full-time equivalent faculty members.
The study group naturally concluded that a significant proportion of the L
$234 mi11fon appropriated for LEEP during. the first seven years of its
existence purchased education of questionable quality. It should be
noted that the study group utilized one standard in their assessment
that s not specified in the LEEP guidelines -- that at least 70 percent
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ust be taught by full-time faculty. It should aiso
gg ﬁggegogagisoge gf the s%andaids (student-faculty ratio) gt11lzed
by the study group is of questionable value begausg of the inaccuracy
of the data provided on the institutional app11cqt1ons. This reviewer
feels that the great number of part-time in-service s?udents receiving
LEEP assistance skews any meaningful evaluation of this measure given
the data that was available for the 1970-74 period.‘ The report further
cites that more than a quarter of LEEP-supported criminal justice pro-
grams do not have a single full-time faculty mgmber. This is no ]onger
true. The 1975 change to the LEEP guidelines incorporated a require-
ment that there be a minimum of one full-time faculty member. The
enforcement of this standard has resulted in nearly all 1nst1tut19ns
deficient in this regard either hiring full-time faculty or drgpp1ng
out of participation in LEEP. The incorporation of programmatic
changes into the LEEP guidelines became effective for the 1975—?6 year.
LEAA enforcement of these standards began to havg a.measurable_1mpact
on the quatity of criminal justice programs continuing to receive
LEEP support during the 1976-77 and 1977-78 years.

The Allocation of Program Funding

Section D of this chapter discusses the actual allocation of LEEP
funds among regions, states, institutions, and cr1m1nq1 Justice .
personnel. In discussing the former regional allocation distribution
formula, the study group concluded that a]though thg ten former LEAA
regional offices varied in the methods of distributing fun@s to par:
ticipating institutions within their regions, LEEP funds d!str1but1on
correlated closely with the percentages of general population and
criminal justice population within each state. On examining the
allocation of funds among institutions and students,.the study group
found that institutional funding was clearly reflective of relative
tuition and fee levels among the different types of 1ns§1tu§1ons.
While examining the allocation of funds among cr1m1na] Jjustice personnel,
the study group concluded that 81 percent of LEEP recipients were
employed in the law enforcement sector, 13 percent were employed in
correctional institutions, and 6 percent were employed in prgbat1on .
and parole, or other agencies. The report notes that fund d{str1but1on
is, of course, affected by the relative number of employees in

each sector. The report also notes that about 20 percent of all
state and local employees of criminal justice agencies in 1974 had
received some LEEP assistance since initiation of the program. The
study group also concluded that the proportions of LEEP recipients
varied widely by agency category (26 percent of probation and parole
agency employees, 24 percent of police employees, 14 percent of .
correctional institution employees, and only 3.5 percent of emp!oyees
of other criminal justice agencies, such as prosecutor and public
defender offices.) The report noted a general pattern of lower

LEEP participation by eligible women employees.
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Conclusions and Recommendations and Reviewer Comments

The final section of chapter IV presents the conclusions and recom-
mendations of the study group. While appraising the effectiveness
of LEEP, the study group examined two issues: (1) has LEEP resulted
in a net increase in college attainment over what would otherwise
have occurred, and (2) what §s the quality of the education that
has been purchased by the federal investment of nearly a quarter of
a bitlion dollars. The study group concluded that LEEP has helped
to some extent to accelerate the trend toward a college-educated
criminal justice system. However, it was also concluded that the
extent of acceleration could not be measured because of several
other factors that jointly contributed to the increase measured by
the survey. This reviewer concurs with this finding. It should be
noted also that LEEP funding will become increasingly more important

to in-service recipients as their veterans' educational benefits
run out.

The study group reached what it termed an inescapable conclusion

that the overall quality of many LEEP-funded criminal justice pro-
grams in academic year 1975-76 was disappointingly Tow. It was noted
that this finding should not be interpreted as a blanket indictment
as there are some easily identified high-quality programs being
supported by LEEP. The study group concluded that there were serious
and widespread weaknesses primarily among the criminal justice programs
of two-year colleges. This reviewer would concur with these conclu-
sions for the period covered. However, as will be pointed out in

the discussion of the recommendations made by the study group, stan-
dards have been established and enforced since the 1975-76 year
which Have improved the educational offerings being supported by LEEP.

Although the issue was not discussed in the report, the study group
also concluded that the weaknesses of criminal Jjustice education
programs are attributable, in part, to LEEP itself. This conclusion
1s based on the finding that LEEP emphasis has been placed on in-
service students, thereby denying appropriate attention to graduate
level studies which would assist in providing the appropriately degreed
faculties that are needed to staff criminal Jjustice programs. The
report acknowledges that a small proportion of LEEP funds has been
allocated to graduate programs. This reviewer has some difficulty
in concurring with this finding. The survey covered the first seven
years' administration of LEEP. The inference is that LEEP funds
should have been designated for preservice students who were preparing
for careers as members of criminal justice program faculties. It
must be recognized that such a program would require significant
Tead time to fruition.” It must be recognized also that the field

of criminal justice education is still a developing field and the
number of graduate programs in existence from 1970 through 1975

were Timited. LEAA did take measures to encourage existing criminal
Justice program faculty members to upgrade their credentials by
making them eligible for LEEP assistance under the in~-service
funding categories.  Although early editions of the LEEP guidelines
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placed criminal justice teachers in a Tower priority for funds, the
1975 revision to the guidelines priorities equated teachers with all
other in-service applicants.

Chanter IV is concluded with six recommendations copceyning QEEP
funging. These recommendations were based on the findings d1sgussed
earlier in the chapter and on assessments presented e]sewherg in the
NMS report which could have implications on future LEEP funding.

The first recommendation made by the study group was thqt actions be
initiated to enforce the qualitative standards for institutional
gualification for LEEP assistance as provided in current LEAA guide-
lines. The study group noted that these standards were not being
consistently enforced by the former LEAA regional offices. The group
further stated its position that programs that do not meet guideline
standards with respect to the number of full-time aqd qualified faculty
members, whose curricula do not meet minimum academic standards, or
which are otherwise guestionable in quality, shoulq afFer some reason-
able notice, be terminated from further participation in LEEP. In
this regard, it should be noted that ear11er.d1scuss1on within the _
chapter defines these standards as quantitative rather than as quali-
tative standards. These standards were incorporated in the LEEP
guidelines effective with the 1975-76 year. Some of the former reg1ona1
offices utilized differing methods of notification to participating
institutions while other regional offices were s]ower to enforce
certain standards than were others. With the closing of the formgr
regional offices in September 1977 and the sub§equent centralization
in the administration of LEEP in OCJET more uniform enforcement of

all standards has been established. This reviewer feels that added
emphasis must be placed on identifying and eliminating training type
courses from LEEP support.

The study group further recommended that LEAA.e¥p1ore the potential
for a cooperative role with the Academy of Criminal Justice Sciences
and its accreditation guidelines efforts in order to promote the
establishment of reasonable quality standards for criminal justice
programs. In this regard, OCJET has estab]1shed.c1ose commun1gat1on
and has awarded grants to the Academy to assist in furthering its
accreditation efforts.

Secondly, the study group recommended that steps should be taken to
earmark a portion of the LEEP appropriation for a special program

of grants for undergraduate and graduate work in management-related
areas. The program being recommended would be a special competitive
program designed for middle-level supervisors and management per-
sonnel in all sectors 6f the criminal justice sy§tgm. Individual
grants would be administered directly to the recipients by OCJET

in a manner similar to the manner in which the Graduate Research
Fellowship Program currently is administered. The purpose of this
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recommendation is to help alleviate the "inverted educational pyra-
mid" effect that has occurred, in part, as a result of LEEP assis-
tance awarded since 1970. During this period 1ine personnel have
become better educated in the aggregate than have supervisory personnel.
The program also is being recommended to prepare managers to be able
to better cope with the pressures and problems of an increasingly
complex criminal justice system. This reviewer has reservations
about this recommendation - not on the basis of the intent, but
rather on the mechanism suggested for the implementation of the
recommendation. In the absence of statutory change in the maximum
student award, this recommendation can be accomplished in a simpler
manner through the on-going system of LEEP funding priorities in

which in-service personnel on academic leave are given preferance
for available monies.

In keeping with the intent of this recommendation, OCJET has been
exploring the practicability of establishing model demonstration
programs in selected metropolitan police departments designed to
increase the educational attainment of middle-management personnel.
These programs would target.in on satisfying identified educational
needs in those departments. ' Current delays in this demonstration
project are due to problems in obtaining identified needs of the
departments under consideration.

The third recommendation of the study group is that a significant
proportion of the LEEP budget should be earmarked for direct grants
to criminal justice-related graduate programs to support increases
in the number of graduate students planning to teadh in the field.
This recommendation is designed to provide a Jong-term solution to the
manifold problems of criminal justice education at two-year institu-
tions. This reviewer concurs with this recommendation. In 1975,
LEAA equated criminal justice faculty members with other in-service
personnel for priority in the receipt of available funds. For the
1978-79 year LEAA has begun to make preservice funds available at
those institutions offering graduate-level programs that will pre-
pare students to become qualified faculty members.

The fourth recommendationsof the study group is that a program of
special grants to support doctoral dissertations on criminal justice-
related subjects should be instituted. This program would be an
expansion of previous LEAA efforts. Awards would be made directly

to applicants selected in a nation-wide competition by a special
advisory board broadly representative of all relevant academic dis-
ciplines. Competition would be open to graduate students in virtually
any field, including public administration, economics, political
science, sociology, psychology, urban and regional planning, and
anthropology, as well as criminal justice. A program of this type
would have a twofold purpose: (1) to contribute to the growth in

the supply of instructors for criminal justice faculties and (2)

to provide substantial support for improved scholarly research in

the criminal justice field. This reviewer concurs with this
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recommendation, but not with the use of LEEP funds. The study group
was unclear on the Tatter point. The present Visiting Fellows
Program which is conducted by the institute could be expanded/modi-
fied to accommodate this recommendation.

The fifth recommendation of the study group is that efforts should

be undertaken administratively to insure that all categories of
eligible personnel in criminal justice agencies have equitable access
to LEFP assistance. This recommendation emanated from the findings

of the study group that a greater percentage of law enforcement per-
sonnel than that of corrections personnel have received LEEP assistance.
This reviewer concurs with this recommendation. However, it is felt
that the need for corrective action is not as urgent today as it was
when the survey data was obtained. Interest in educational attain-
ment among correctional personnel has increased. Secondly, as satura-
tion of the Taw enforcement "market" has begun to occur, colleges

and universities have incorporated correctional programs and are
actively recruiting corrections personnel. During the 1978-79 year
LEAA has made preservice LEEP funds available to institutions which
offer adult and/or juvenile corrections programs. :

The final recpmmendation made by the study group is that LEAA should
reassess then current policy which precluded authorization of LEEP
grants for any new preservice students. The study group further
recommended Timited and selective use of LEEP assistance for pre-
service personnel in recognition of the problem of placement within
the public criminal justice system-and the fact that LEEP recipients
must repay their obligations if they are not able to earn cancela-
tion through employment. This reviewer concurs with this recommenda-
tion. LEAA has already altered its policy toward preservice funding.
The 1975 revision to the guidelines included provisions which would
permit LEAA to give participating institutions the authorization to
assist some new preservice applicants without having first assisted
all their new in-service applicants as otherwise is reguired by the
funding priority provisions. During the 1976-77 year new preservice
funding was authorized to participating institutions whose crime-
related degree programs were responsive to the needs of minority
students. The amount of assistance made available to preservice
minority students was expanded slightly during the 1977-78 year.
Finally, for the 1978-79 year, a new preservice initiatives program
was incorporated in the institutional award process. Authorization
to assist a Timited number of preservice students was given to 156
institutions whose criminal justice degree programs (1) could pre-
pare graduate students for employment as members of collegiate
criminal justice program faculties, (2) could help prepare students
for employment in positions at the management level within public
criminal justice agencies, (3) could prepare students for employment
in the adult corrections sector, (4) could prepave students for
employment in the juvenile justice sector, and (5) could prepare
minority and women students for employment in public criminal justice
agencies. :
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Actions should be initiated to enforce ‘the qualitative
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The former ten LEAA regional offices began immediately

to enforce most of the program standards that were

incorporated in the 1975 revision of the LEEP guidelines
by restricting institutional awards to assistance to
returning recipients only at those institutions whose
programs were deficient. Awards to new applicant institt
tions seeking participation in LEEP have been limited to
those institutions whose crime-related degree programs
satisfied guideline standards.. The closing of the former
regional offices and the subsequent centralization of
LEEP has aided in the un1form1ty of the enforcement of

these standards.
LEAA has awarded a‘grant to the Academy of Cr1m1na1

Justice Sciences to further the development of the estab-

1ishment of quality criminal Just1ce program standards.
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A portion of the LEEP appropriation should be earmarked
for a special program of grants for undergraduate and
graduate work in management-related areas. The grants *
should be made available to middle-level supervisors and
management personnel in all sectors of the criminal
justice system, including planners and court adminis-
trators.

A significant proportion of the LEEP budget should be
earmarked for direct grants to criminal justice-related
graduate programs to support increases in the number
of graduate students planning to teach in the field..

A program of special grants to support doctoral
- dissertations on criminal justice-related subjects
should be instituted.
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2. Existing LEEP funding priorities «give preferénce for

available funds to in-service applicahts on academic
leave. This mechanism can fulfill the needs for

" whith this recommendation was made. OCJET has been
exploring the practicability of establishing model
demonstration programs in selected metropolitan police
departments designed to increase the educational

" attainment of middle-management personnel.

3. giﬁ%&itution& having appropriate graduate programs have
‘beenvgiven the authorization to provide assistance to
new preservice students with priority to be given to
those who are planning to teach in the field.

4. The Institute conduéts a Visiting Fellows Program

which, in part, accommodates this recommendation.
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5. Efforts should be undertaken administratively to
insure that all categories of eligible personnel
; in criminal justice agencies have equitable
L access to LEEP assistance. ;

6. Reassess the current policy which precludes
authorizatich of LEEP grants for any new

preservice students.
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Institutions have been encouraged to develop more

general degree programs in criminal justice administration
applicable to both law enforcement and corrections-
oriented degree programs have been considered for
increased LEEP awards.. )

The 1975 revision to the LEEP guidelines included pro-
visions which would permit LEAA to authorize partic-
ipating institutions to assist some new preservice

“students without first having to assist all new in- '

service applicants as is otherwise required by established
guideline funding provisions. During the 1976-77

year limited funds were made available to minority
preservice students. , The amount of assistance made

available to institutions serving minority preservice Q

students was expanded during the 1977-78 year. A

new preservice initiatives program was incorporated for

the 1978-79 year. Limited authorization o assist new pre-
service students was given to 156 institutions whose
criminal justice degree programs (1) could pre-.

pare graduate students for faculty positions, (2) could
help prepare students for ‘employment in

management-level positions, (3) could prepare students
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Chapter V. Management Training and Education

to:
" - -| .

A.

S
PRRASE R

If this chapter wa ‘
criminal justice system as the title of
include a large segment of c

courts, and the crimina

The introduction gives the impre
topic is reviewed and that from it, con
not the case, however, and only two or
concerning a process for development and delivery of management training,
with no mention of the educational needs, and they are buried in a

~ narrative conclusion section.

executives;

these needs;

Introduction. This paragraph states that the purpose of the chapter is
‘Describe management training and edgcation needs experienced by

. Identify basic issues in determining training and education to meet

Describe current management training and education programs;

Compare these prdérams with those of other public agencies and private

businesses.

" The chapter is not organized this way and i
section headings are mis

The Critical Role of Management

ssion that

s extremely hard to fb1low:

leading and the survey has little depth.

s to cover the total management training needs of the
the volume states, it failed to
riminal justice executives and managers by
only concentrating on law enforcement and corrections and ignoring the

1 justice planning agencies, juvenile and others.

solid information about the

clusions can be drawn. This is
three recommendations are made

This section succinctly defines the unique position of criminal
justice managers: in the framework of private and public management
and identifies the stated goal of Law Enforcement and Corrections

* managers which are:

Law Enforcement - Qommunity‘satisfaction>withvthe Police Department;

Corrections - Inmate Maintenance.

Both of these indicate a sensitivity to the needs of the citizens
served-- whether free or under security. These primary goals are:
consistent with“the respective executive views of both services for
the past thirty years. The survey does not analyze what it takes

to achieve these goals from which concl

usions could be drawn to

identify the personal and substantive skills that comprise successful
management. It is the jdentification of these skills that can be

translated into training or educational

decisions can be made to justify major

activities and upon which the
training and educational support
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by the federal government to state and local criminal justice units
as suggested by the chapter. Training and education, for the sake
of themselves, are of no real value. The value of these endeavors
are when they are directly related to some goal, organizational or
personal that answers the question of the manager, "What will it do

for me,"

The section goes on to define what personal qualities a manager or
executive in law enforcement or corrections must have to survive in
the criminal justice system but does not tie them back in support of
the achievement of the stated goals. The survey states, "The main-
tenance of their executive positions is often an exercise in survi-
val . . . (which) requires an uncommon blending of experience, tact,
specialized management skills, lTeadership qualities, and understanding
of the vagaries of human behavior, and communication skills . N

The reviewer knows this to be true, however, curriculum in support of
the managers needs cannot be developed from these vague statements.

The survey did not go beyond this shopping Tist and identify what
personal qualities could be strengthened by training or by education
and to what degree these qualities must be present as a manager moves
higher in the unit. Similar to the need to analyze what it takes to
achieve the stated department goal, the skills of successful managers
must also be analyzed to support discussions concerning management
education and training in any meaningful way.

Management Training and Education Program Development

This segment should be more appropriately headed "Management Topics
for Curriculum Development Consideration." It neither addresses
training development or education program development, but goes into

a brief discussion of the need for training in each of the topics
outlined in Chart V-1 and V-2. However, each topic could be the
subject of a full curriculum, but the review does not discuss the
substance of each topic from which curriculum decisions could be made.

The segment provides an adequate justification for a move from leader-
ship skills emphasis of the past to the more current need of functional
skills. No exceptions can be made with any of the points covered,
however, each will require an additional review before any conclusions
could be made that lend themselves to the development of a curriculum
for either training or education.

Content of Management Education and Training Programs

This section should be retitled, "Content Considerations for Manage-
ment Education and Training," because it makes no specific recommenda-
tions for suggested curriculum as the title eludes. The section
identifies two approaches to management training: one is Functional
Needs such as outlined in Charts V-1 and V-2 the other is Leadership
Needs ‘as described on pages V207, 208, and 209. In addition, PV-209
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identifies some considerations for educ

criminal justice management educapic. ators in the development of
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require more highly sophisticated functional and leadership skills.
The remaining 56.3 percent of managers in the criminal justice system
are in units of 10 to 1,000 employees and the larger the unit the
more levels of supervision. A single curriculum developed in a
modular style that moves from operational management through to
executive management could be made appliicable to all sizes of criminal
justice units and be taught in any sequence of modules appropriate for
the Tevel of manager addressed by the training. The purpose of the
recommended single modular type of management curriculum, appropriate
from first line management to executive level is to support the
excellent recommendation of the National Manpower Survey panel that

" . . . whenever possible supervisory and management training should
be related to mid- and upper-level executive (training). . . . Thus
with the management structure." The critical question for consider-
ation of Federal assistance to management training is at what level
and to what degree could or should it be provided.

Qualitative Factors in Management Training and Education

Quality of Management Training Materials, Methods and Instructors.
This section is very weak. It did not address the quality of current
materials except in a very superficial way. Its strongest point was
to include a 1ist of projected criminal justice executive skill needs
for the next five years that could prove valuable in making future
curriculum discussions. In addition, it was recommended that an
exchange program of criminal justice executives and university profes-
sors be worked out to help reduce the level of theoretical materials
being taught in management courses in the universities by providing
practical experience to university bound professors. This indicates
a lack of comprehension by the writer of university policies and
politics that govern tenure and status that generally contradict the
above recommendation.

Methods of insturction, behavioral objectives and instructor preparation

was discussed as a problem, but how to address the problem was not.

The Problems of Proliferation. The answers to this problem that is
aluded to by this section is national control of development of model
training and education programs that are tied to federal support for
implementation rather than the general support afforded to academic

institutions who "put together" their own version of a criminal justice

curriculum.

Implementation of this type of control development can also have a
positive effect on the problem of curriculum not being tailored to
meet the educational needs of the job market of the area that they
are serving as discussed in section F-1 and F-4 of this chapter.

i
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Stqndards for Management Training and Education. As this segment
points out. “In.an attempt to provide goals for management training,
the National Advisory Commission on Criminal Justice Standards and
Goals recommended a minimum of 40 hours of management study each
yeartear." . . . "The major problem in determining training standards
in the variety of needs based on such factors as the size of the
agency (Par§. E. Qualitative Factors), its geographical location,

thg comp]ex1ty of its organization and availability of training.*
This might suggest setting minimum standards in terms of management

objectives (RELEVANT TO THE SIZE, LOCATION AND COMPLEXITY) rather
than hours of attendance . . ."

The setting of minimum course hours has the effect of attempting to
f]t the knowledge or skills development training into the required
time frame instead of the degree of knowledge or skills needed
dictating the amount of time required to fulfill the need.

Role of the University. The university has historically seen itself
as the source of major knowledge research, hence the complaint that
universities are too theoretical. The place for the university, in
addition to its traditional role as outlined in this segment is to
research the kpow]edge needs of criminal justice managers and relate
them to educational programs that are appropriate for the entrance
Tevels available to potential criminal justice managers.

Seldom have universities specifically tailored undergraduate courses
to meet a.particular job market need, however, this is what is
required if preservice education is to prepare potential criminal
Justice managers to function efficiently at the level of entrance
into the criminal justice system now available to them. In conjunc-
tion with the re-examination of the undergraduate curriculum
available to potential criminal justice personnel, national interest
groups and the federal government should be developing state and
local law-makers interest in adjusting existing state and local
personnel systems to encourage criminal justice managers to enter the
system at Tevels relevant to their education and experience and
encouraging Tateral movement throughout the criminal jsutice system.
At the present time competitive which precludes the need for high

lTevel preservice management education that is relevant to the potential
managers needs.

*More specific details of the impact on this problem is outlined in
Chapter VII, Police Training
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v of Executives. A1l of the points for resalution out-
%%ﬁgga}nEzﬁ?E section plus the historical through-the-ranks y1ew of
management frowth by state and local personne! systews.must be o
overcome. ICMA has been the most successful in combining educa 1%n
and training to develop city executives and using this deve1opmin '
as a selling point for acceptance by city coupc1ls of the advag ages
of lateral movement of city managers. IACP, 1n.1975, develope :
certification testing process for police executives that was a step
in that direction, but it has many prob}ems yet to @e overcome.t
Both of these approaches should be.stud1ed.close1y in an qttemg .
to strike a balance between educat1on,.tra1n1ng anq recurltmeq 0 ]
mid- and senior-level managers to justify the premise that crimina
justice managers should have lateral entry capability.

Conclusions_and Recommendations. Only one major recommendation with
sub-segments has come out of this chapter.

i i tablished as soon
Regional management education centers should be es
aggpossible w?th initial funding from the federal government to be
matched or replaced by state funding eventually:

- - . 1 3 h
1. Each center should maintain a curr1cqlgm Brogram researc
group, educational materials availability, and a research

program.

2. The curriculum should emphasize job related courses.

3. Academic credit arrangements should be m§de with univers1t1ez
to provide incentives for supervisors, m1d-1eve1 managers an
executives to complete degree programs in some public manage-

ment field.

i i anni lished to
4. A National Advisory Planning Group shgu!d be gstab
develop program offerings and the administrative structure for
the development of regional training centers and the delivery

of the training programs.

i i i i is ter, these recom-
Given the depth of material provided in this chapter,
mendations are adequate and relevant to begin the deve]opment of
such a series of training centers.

o e e e o e
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Reviewer Comments

This chapter failed to take into account the management needs of a
large segment of the total criminal justice system: state, regional
and local planning units; and the courts, state and local. The
inclusion of these groups of managers as numbers of persons requiring
management training can significantly increase the audience. This
oversight is puzzleling in that to effect a change in one or two
segments of the criminal justice system is always felt in the others.
To increase the management capabilities of only the law enforcement
and corrections segments of the system will insure great frustrations
on the part of those managers if the courts and planning agencies are
not at the same level of competency. )

Since the conclusion of this survey, LEAA has undertaken to develop,
on a very limited scale,a regional training delivery system that has
proved successful and could very wéll provide the action model around
whi?h the development and delivery of management training could be
built. ‘

Before an integrated training management curriculum and delivery
system could be developed, all coordination and training development
activities related to criminal justice management training must be
centrally lTocated in one office or division within LEAA an? 7ot be as
fragmented as it currently is. It must have specific direction and
objectives with sufficient resources to fulfill its responsibilities.
Goals and milestones must be planned so that expecations do not exceed
the ability to achieve its goals.

The survey made many good points, however, one could quickly gain the
impression that to achieve its ends is a simple matter of getting
together an advisory committee. In a system as fragmented as the criminal
justice system in this naticn, seeking a consensus on the defintion of
what is an "objective" and what is a "goal" has yet to be resolved. To
attempt the coordination, development and delivery of management training
that is relevent to fifty states and five territories for all levels of
managers and obtain concensis on it is a task that will take years to
successfully accomplish.

To begin such a task requires: first, authority; second resource (personnel :
and funds); third, definition of goals or objectives that are attainable; i
last, cooperation within LEAA and other Federal agencies providing training
to local criminal justice agencies. I would strongly recommend the develop-
ment of a long term plan, broken down by one year increments, to be sub-
mitted for approval prior to authority for implementation for such a plan.
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is the opinion of this reviewer that this chqpter has made tbe
igmésmistakgs that have been made by layman trainers and educat!ors
for years and that is to attempt to discuss training and qcadem1§ ;
education as a single effort. It is true that both dea1.1n knowle ge
transfer and must be coordinated efforts, howgver, that is where their
similarities end. Both have different object1ves and mgthods‘of .
achieving those objectives. Training deals with an audience that és
already employed and educated to the degree they fee! necessary an
academic education deals with persons who are preparing to enter the
job market. Training is short term, job specific, and the educq%;on
long term, and develops broad general areas of knowledge and ski S.
This being the case, when attempting to analyze both at the same time,
one always suffers at the expense of the other. This chapter on mangget
ment was heavily training oriented with only a_few refefences to aca eglc
education that gave the impression that academic education was a s§gon ary
issue. Since management education was not.thoroughly addressed, t 1St‘
review could make few relevant recommendations about.manqgement education
which puts it in its proper perspective. At some point in tbe future a
survey of management education must be.accomp11shed 1f LEAA is tq pursue
a balanced program of management training and education. The necessary
information is not in this chapter.

Reviewer's Recommendations - listed by sub-paragraph in chronologica]
order.

A. Critical Role of Management

i i i i- Review
It is recommended that a series of Regional (Multi-State) '
panels be convened under a National Panel to ana!yze Fhe topics
discussed in this section with the intent of making firm recommend- -
ations concerning training and education needs that include:

*1. Analysis of skills necessary at each 1eve1 gf criminal jgstice
management need: first-line supervision, mid-level; senior
level; and executive.

*2. Define the roles and relationships between education and
training.

*3. A model curriculum for all levels of management training.
*4, A model academic program of education.

*5, A model delivery system of training and educqtjon from natiopa]
to’ local .level that include the roles of training and education.

*6. Model legislation for use by state legislators for purposes of -
state support of such a system. ,

g o i < 55
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Management Training and Education Program Development

*Recommend that all topics discussed in this section be the focus

of further analysis prior to development of curriculum as outlined
in section A-3 above.

Content of Management Education and Training Programs

*. Recommend that during the implementation of A-3 above a plan for
development of a model curriculum be presented that includes
time and resources necessary to ‘support implementation.

*- That no model curriculum be approved that is not an integration
of functional needs and the specific leadership qualities necessary
for the level of management training to be taught as recommended
by this chapter. ‘

Quantitative Factors

It is recommended that whenever possible, senior management training
should be Tinked to mid- and upper-level executive training so that
they will actively support the concepts as well as reinforce what

is Tearned in the training program.

Qualitative Factors

No comment.

Program Proliferation

Federal assistance be linked to implementation of nationally developed
model management training or education curriculum that can be adjusted
to the specifics of state/local needs where appropriate,

No comment,
No comment.

Lateral Entry of Executives ' ‘ ;
: j ‘ '

It is recommended that in conjuncticn with recommendation A-6 above

that model legislation include Tateral entry provisions that are not.

in conflict with current state reguiations concerning Personnel

practices or could replace those that are excessively restrictive in 3
nature. ‘

*Priority developed by reviewer

TN
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NEED PRIORITIES BY NMS CHAPTERS

Chapter V

1. A national ad
develop the a
regional (mil
and to develo

2. Regional mana
along the qui
initial fundi
matched or re

visory planning group be established to

NMS _REVIEW AND ANALYSIS
AUTACHMENT

EXAMPLES OF IDENTIFIED “
PROGRAM EFFORTS UNDERWAY BY LEAA

LEAR, Training Division, 00S, action model for

dministrative structure for the proposed Regional Training Centers and Training Program

ti-state) management training centers
p model program offeri ngs.

gement training centers be established
delines provided from # above, with
ng from the federal government to be
placed by state funding.

A1l other reviewer recommendations as stated under
implementation of the above two recommendations.

" development for-delivery to state, regional and
Tocal CJ personnel.

The reviewer is not aware of other LEAA programs
have a direct bearing upon these recommendations.

Reviewers Recommendations are dependent upon the
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ChapteraVI -mPrqgramsiof the Federal Bureau of Investigation

= 1. The FBI makes a major contribution to training of police officers
; of state and local agencies through four programs: the four courses
: a are: Ihe National Academy; National Executive Institute; Academy
N ~ j : T Short Courses; and Field Training. The first two are for police
B ! i executives. The first being the "long course" of eleven'to fourteen
P ) - ‘ 3 e ~ weeks and the second is concerned with specific management problems
“ ‘ ’ . ‘ -and is of 'several day to one week in duration. The last two are
_for service officers and first line supervisors and are seldom more
than several days in length. Taken in the context of an integrated
5 police training effort (combined with state and local police train-
] ing) they provide the nucleus of an excellent National Police Service
: training effort. The draw back to expansion is resources and the
excessive Manpower drain on the FBI agent personnel,

; It must be understood that to police executives, attendance at the
: FBI Academy is more prestigious than a degree’ ‘from an academic '
h _ institution. The programs are of h1gh quality and timely subjects.

E The Academy can be, and is, responsive to immediate needs of police
: executives and is an"example of effective use of Federal funds for
capacity building purposes. Its success is based upon: the past
image of the FBI; remaining small enough to be controiled by a sin-
gle staff; regional FBI office abilities to research national police
training needs that are fed back to the academy, and resources to
respond.

Chapter V of this volume recommends that academic credit be given

for attendance at management level training courses to encourage

| completion of academic degree programs. The FBI Academy awards

: such credit through the University of Virginia who certifies the

: . curriculum and the instructors. The survey did not explore to what

, : : extent the awarding of credit had been taken advantage of by

g 5 participants who may have gone on to receive a degree as a result

' ‘ i of the award of such credit. This group of police executives should

" be surveyed for such information prior to any national decisions to ,
further support such an effort ; . . , §

:Ji'f\q .

2. The standard academy course has trained about 1,000 police officens
per year in the past several years. Eight m111ion dollars per
year from the FBIﬂbudget p]us the number of man years spent as
instructors, given the FBI's operational responsibilities, appears
to be quite high and would appear to be an excessive drain of
normal operatlons

3. The National Executive Institute Program was 1n1tiated in 1976

- to provide training for top management of law enforcement agenc1es. o
Provides excellent short courses on timely subjects for pol1ce s
executives. ' v
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Special, short-courses offered at the FBI Academy provide advanced 2 Rew:ewers Comments
training in traditional police fields as well as numerous special= o <

ized courses in topical problems. The provision of short-courses i The FBI has over the years evolved as the principal Federal agency

at the Academy appears to be a departure from its historic role. i that provides training for State and local law enforcement officers.

The move to this type of training is a natural evolution, however, b With the opening of the National Academy, training of agents in

since there is nothing that presently can take its place and the . I instructor methods and assigning a full time training officer in

need for such training exists. oo, each field office to coordinate training in each region, the FBI was
. - . ' . i the natural answer to advanced training for police officers since the

Field training services are provided to State and local agencies, - # resouprces did not exist anywhere else and the need was tremendous.

utilizing special agents of whom about 2,000 are certified as . A eiveztthe operational responsibilities of the FBI and the current

instructors. No comment. _ : ; . i amount of resources and man hours devoted to training, this must be

3 a tremendous drain on their operations. The discussion in the chapter

: concerning the disagreement with types and levels of materials pre-

§ sented at the academy are relevant, but only to course adjustments

and are not major problems of a national concern. The fact still remains
that it is all there is for local police executives; its quality if high,
professionalism of staff above reproach, and there is nothing to take

its place.

If consideration is to be given to the Federal support of the total
Criminal Justice System training needs, the Academy and the National

5 Executive Institute should be viewed as the capstone of police

1 executive development., The field training might be considered as an
integrated part of a state-regional or local training effort that could
relieve some of the burden that the FBI is now carrying on its own.

R AL AR NWOREE

Recommendations

The recommendations are in order of significance and consideration.

A1l recommendations are referenced to those made in Chapters V and

VII of this volume. To the reviewers knowledge, no similar activities
of the scope of the FBI are undertaken by LEAA with the single exception
of one or two programs of the Office of Criminal Justice Programs that
relate to courts and police exemplary projects.

*1 .  The FBI Academy and executive seminars be considered the

- "Capstone" of police executive training if consideration is

- given to the development of regional (multi-state) management
. training centers.

™
N/

*2 . In .conjunction with the support recommended in Chapter VII to
the state-regional {(multi-county) and local police academies

o that the FBI field training be considered as an integrated pa-:

Fo : -f the total federal assistance to these academies. :

*3, in the event that no progress is made toward support of manacemen.
training centers and to state or local police academies, resione’
the FBI receive as much support (financial and personnel) a:
oossibte to continue their efforis in this area.

* e oeity developed by reviewer.
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NMS REVIEW AND ANALYSIS

ATTACHMENT

VOLUME FIVE

EXAMPLES OF IDENTIFIED
PROGRAM EFFORTS UNDERWAY BY LEAA

- _Chapter VI
, f ;
* *1, The FBI Academy and executive seminars be considered

*2.

*3.

consideration is given to the development of regioné]
and local police academies that the FBI field training

of management training center and to state or local
police academies that the’ FBI receive as much support

their efforts in this area.

*Priority developed by reviewer

NEED PRIORITIES BY NMS CHAPTERS

the “"Capstone" of police executive training if
(multi-state) management training centers.

In conjunction with the support recommended in
Chapter VII to the state/regional (multi-county)

be considered as an integrated part of the total
federa].assistance to these academies.

In the event that no progress is made toﬁérd support

(financial and personnel) as possible to continue

e

" 1. None identified.

2. None identified.

‘3._ None identified.

page _166
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- ﬁg Chapter VII Law Enforcement Training Academies

l? ’ | i g Information presented at the outset of this particular chapter pertains
, , ’ ) - to Chapter VI of Volume Two of the NMS. THis chapter addressed law
enforcement training from a practitioner perspective. Primary focus

- was placed on a descriptive analysis of the "duration and content" of
training conducted in the police academy setting. In addition,

6 Titerature in the field and the results of an NMS job analysis were

~ B T integrated into information presented. Basic recruit training, along

- : I with in-service and supervisory type training, was examined in light

of agency size and regional location. In short, a recapitulation is

given in the first section of Chapter VII of conclusions reached in

Chapter VI of Volume Two. This reviewer will not devote specific

attention to such information because another reviewer has addressed

3 the material and presented findings in the appropriate section

¥ of this report.

The purpose of Chapter VII is to "Consider the characteristics of law

enforcement training academies and the qualitative factors that are

believed to influence the'efficacy of their training programs."

I The analysis conducted by the NMS was based primarily on a data

o, g collection effort performed in conjunction with the National Associa-

} tion of State Directors of Law Enforcement Training in 1975. Informa-
tien sought in the survey was directed at training academy differences

and the qualitative aspects of programs afforded.

sy

A. Utilization of Academies by Agency Size and by State

Three types of academies were identified dnd considered in the NMS
effort. Specific reference is made to "agency-affiliated"

academies, those "administered by technical and vocational schools

or by colleges,":and "academies administered by law enforcement

: agencies or by a regional or state group and utilizing the facilities
‘ or some of the teaching staff of an academic institution."

1. Distribution of Académy Utilization by Size of Agency

According to the NMS, those academies considered "agency-affiliated"
4 provided basic recruit training for 57 percent of police personnel.
b Academies in the state and regional classification accounted for
o 36 percent and the remaining 7 percent were trained by those associ-

. , ; v ; . ated with institutions of higher learning. It was concluded by
= , v ' ‘ & the NMS that large agencies are more apt to utilize "agency affilated"

S , - A A o w 5 academies than small agencies. In addition, small agencies tend to
; ﬁ\§::%y ;;* | w ‘gggng?gs¥em§1n1ng twg ?yp?s of a;adem1es more frgquently than large

v . = . The NMS clearly indicates that smaller agencies, in numefOus cases,
A ' E * % : - cannhot ddminister their own training programs. Also, many of them

ooy

A
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do not have access to near by agency-eperatéd agademies. The
development and implementation of state/regional qcadem1es was
responsive to the above referenced problems experienced among
smaller agencies. Such problems probably also gave rise to many
academic affiliated academies.

In this reviewer's opinion, academies which train officers from
various police agencies experience considerable difficulty with
student clientele. Such difficulties can be traced to the selec-
tion criteria established among the agencies that fraining is pro-
vided for. This results in significant differences .among students
attending training sessions. For example, if a training program is
Tocated in an "agency-affiliated" academy course work is geared to
the department's selection standards. The other two types of
academies are probably confronted with even a broader mix of stu-
dents from a selection standpoint. Consideration should be given
to the adoption of uniform selection standards by agencies within
respective academy jurisdictions. The use of such standards in the
screening process would alleviate the aforementioned situation in
various academy programs. It should be clearly understood that
what is proposed would be only applicable to agencies within the
geographical area served by each academy.

Distribution of Academies by State

The distribution of law enforcement training academies among various
states is diverse. According to the NMS, "States have anywhere from
1 to 136 academies." A review of data compiled in the 1975 NASDLET
survey reveals that the majority of states (29) throughout the coun-
try have predominantly "agency-affiliated" academies. In addition,
there are 11 states that have a majority of state/regional type
training operations and 8 states have established a majority of
academies in the academic affiliated sector.

Different types of academies appear to be established because of
several important factors. The NMS states that geography, density

of population, access to "agency-affiliated" academies, efforts by
police administrators and planning conducted at state and local levels
constitute such factors. This reviewer agrees that the above refer-
enced factors have an impact on types.of academies established in
various states. However, it is personally felt that political
ramifications also influence the location and academy type put into
operation. Some law enforcement ‘administrators maintain that it

is during basic recruit training that the "unfit" are screened out

of their department. Therefore, they prefer to retain full authority,
control and responsibility for making judgements about retention or
termination of personnel during such a critical period. Also, there
appears to be some reservations among administrators concerning the
utilization of instructional personni! from academic institutions.

"
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It appears that the distribution of academies is not related to the
amount of training police officers receive at the entry level. States
with adequate distribution appear to vary with respect to percent-
age of trained personnel. It is personally felt that at least two
major factors impact on prevailing disparities  between states.
E1rst, there is a lack of sufficient enforcement of mandatory train-
ing requirements by some Police Officer Standards and Training (POST)
commissions. This can possibly be attributed to the lack of suffi-
cient resources t¢ regulate training requirements. Second, although
minimum standards have been passed in most states, the legislation
provides for either mandatory or voluntary participation. * Those

~ states where voluntary conditions exist may result in lower percentages

of trained personnel.

In conclusion, it can also be pointed out that 3 states still have
not passed any minimum standards legislation. This, of course, could
impact on the percent of officers receiving training in light of the
q1stribution of academies. Efforts should continue to promote min-
imum standards legislation in these 3 remaining states. Also, states
should pe encouraged to determine if legislative changes are needed
to require mandatory training and whether or not strengthening of
respective POST systems is needed. Budget appropriations may also

be needed to insure adequate regulatory measures at the state Tevel.

Characteristics of Academy Programs

This particular section of the chapter is devoted to an analysis of
the "results of a National Association of State Directors of Law
Enforcement Training (NASDLET) survey with respect to the length

and content of training offered, the distribution and education of
nstructors, academy facilities, and sources of funding." Responses
to the NA§DLET survey represented only one-third of the total number
gf academies surveyed. Therefore, it was concluded by the NMS that
there is no assurance that the responses are representative of the

universe of law enforcement academies."

- Duration and Content of Entry-Level Training

The dqta collection effort by NASDLET reflects that the "average
duration of entry-level training offered "was 415 hours in 1975. The
average number of hours were highest in "agency-affiliated" academies
and lowest among academies associated with academic institutions.

Although considerable variation prevails in training duration among

academy types, the NMS_stipulates "It can be reasonably hypothesized
tbpt the major factor influencing the duration of training is the
size of the agencies served."
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It is felt that the NMS could have provided more depth perception
into basic recruit training duration and curriculum content. Addi-
tionalimportant factors related to the above areas are set forth by
this reviewer in the subsequent discussion.

Minimum standards training requirements are not equal in all states. *
Therefore, if academﬁes Tocated in academic settingg are operating

in states with 10w§ﬁé&ihing requirements, lower training levels can

be expected becauséDSth minimum training is usually offered._ -
Curriculum in “agency-affiliated" academies place more emphasis on

course work applicable to their own departments. For example,

departmental policy and operational procedures would fall within

this category. Such curriculum would only be appropriate for the

department itself and not to personnel from other agencies. Depart-

ments sending personnel to basic recruit training conducted py another
agency are probably excluding their personnel from the training Qe--

scribed above. If not, they should be in Tight of the relationship

between training content and its job relatédness in each agency

setting.

It is also concluded by this reviewer that the higher degree of
specialization in larger departments may have a direct bearing on

the content and duration of training in "agency-affiliated" academ-
ies. Such specialization simply does not exist among smaller agencies.
Smaller agency personnel are most Tikely to be considered generalists.
Also, it stands to reason that large departments are much more
sophisticated in nature and therefore require additional training.

If a small rural agency with three officurs sends one officer to
training, there is.a one-third manpower reduction in the depart-
ment. It is for this reason that small agency police chiefs have

a tendency to only send their officers through the minimum number

of training hours or not send them at all. This probably has some
degree of impact on the lower number of training hours conducted in
all but "agency-affiliated" academies and the percent of officers
receiving training. In short, the significant reduction in manpower
among small agencies militates against increasing the duration/con-
tent of training conducted and the number of officers sent to train-
ing sessions. A pilot effort designed to alleviate such manpower
probiems should be considered by the LEAA. It is envisioned that

an effort designed to train individuals prior to employment could
possibly be beneficial -to small agencies. A project along these
lines could be of tremendous value in maintaining authorized strength
in small agencies. Also, training costs could be transferred to the
student. Law enforcement is one of the few occpational fields that
employs their personnel and then proceeds to train them. In summa-
tion, it appears that agencies may be far better off from a cost )
standpoint if personnel were trained prior to employment. Authorized
strengths could be maintained and training costs shifted to students
pursuing careers in law enforcement.
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The NASDLET survey results provided irformation concerhing time
devoted to topics in basic recruit training. Topics presented
appear to be representative of curriculum at the entry-level.
However, it also supports other research in the field which re-
flects that 80-90 percent of training conducted constitutes only
10-20 percent of the job. There also exists another implication
concerning the content of training programs. Specific reference

is made to how instructional needs were identified. The practice

of "doing it in our heads" in the curriculum development process
continues today:along with student "happiness" evaluations. There
are various technologies and techniques available that can be utilized
to determine training content. For example, organizational analysis,

“task analysis and person ahalysis have been used effictively for

such purposes.

Coverage of Topics in In-Service Training

The NMS reflects that academies are increasing their role in the
training of in-service personnel. A list of courses offered in
academies is presented along with percentages of ail topics covered
and the number of courses afforded The survey indicates that

"The most frequently offered topics were firearms, criminal in-
vestigation, and criminal law." Again there is evidence that a
disproportionate amount of training is conducted on a relatively
small percentage of work performed by police officers.

Facilities

Most academies responding to the NASDLET survey “possess physical
facilities for training, a library, and access to an indoor gym-
nasium.” It is suspected by this reviewer that most have access to
outdoor ranges for firearms instruction Larger academies usually
have an academy building (77%). Small academy operations respond-
ing to the survey revealed that less than half had an academy (39%),
and regional operated academies were more 1ikely to have facilities
to accomodate students in a residential capacity. This is under-
standable because "agency-affiliated" academies are concerned with
their own personnel and academic type operations are concerned with
students within commuting distance. Also, some two-year community
colleges are prohibited from having residential facilities because
of state regulations. '

Only a taken amount of information is provided concerning facilities.
The adequacy of such facilities for example could not be determined.

Instructors

There is overwhelming evidence produced by the NASDLET survey that




172

“law enforcement academies rely heavily on part-time instructors."
The NMS points out that "only 21 percent of all instructors at
responding academies were full-time, and 56 pércent of the 206
academies reported having no full-time instructors."

Reasons given for reliance on part-time personnel were small
cltass sizes and irregular course offerings. Also, respondents
cited they preferred to utilize specialists in the instructional
process. The reasons given certainly have merit in the opinion
of this reviewer. However, there exists some underlying factors
which should be brought out. The frugal expenditure of funds by
those who control the budget prevent the employment of full-time
instructional staff. It is suspected that respondents indicating
full-time instructors may be somewhat misleading. Many full-time
staff -spend much of their time coordinating with part-time
instructors to teach subjects in training programs.. They may be
more appropriately titled full-time coordinators.

Such extensive use of part-time instructors has an adverse impact

on the qualitative aspects of training programs. Such instructors
are usually not available for counseling, nor are they usually aware of
the state-of-the-art in the training field and are not available

for planning, analysis, research and evaluation activities which

are vital to the quality of training programs. The general lack

of such capabilities in Taw enforcement training are apparent to

this reviewer. A programmatic thrust designed to establish such

a capability in a police academy should be pursued by the LEAA.

The role of what is being advocated would include manpower planning,
training needs assessment, program development, evaluation, research,
etc. in the academy environment.

Funding Sources

Persons that received the NASDLET survey were asked to "indicate
whether their academies received funding from eithér a state planning
agency, a state's standards and training commission, or a national

or regional office of the Law Enforcement Assistance Administration."
Responces received indicated that 40 percent had received funding
“from at least one of these sources.” Information provided in the

. NMS would be somewhat misleading to some readers because state

planning agency funding is actually provided by the LEAA.

Other funding sources were not addressed in the NASDLET survey. For
example, state funds returned to academic institutions for training
generated through police academy programs.
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Comparison of the Current Status of Law Enforcement Training
Academies With Desired Standards

This section of Chapter VII focuses on "Standards for innovative
teaching techniques, field training, instructor training, desired
class size, and the use of performance objectives are compared

with current practice as indicated by the NASDLET survey." Although
the standards used for anaiysis purposes are valid, they fall far
short of a comprehensive and systematic approach to determining the -
effectiveness of training programs. In order to make such deter-
minations the entire training process must be viewed. This, of
course, would include needs assessment, program development and
evaluation which constitute the above referenced training process.
Additional comments pertaining to each of these areas will be
integrated in this reviewer's analysis of subsequent areas addressed
in this chapter of the NMS.

Teaching Techniques

The primary thrust of this section is placed on the proper utiliza-
tion of teaching methods and media. Evidence was presented which
reflects an overreliance on the lecture method of instruction.
Reference is made in the NMS to a survey conducted in 1965 by the
National Council on Crime and Delinquency which states that the
"lecture method was the predominant mode of instruction used in
police academies." Also, it is pointed out that the National
Advisory Commission on Standards and Geals “"recommends the adoption
of student-oriented instruction methods to increase the trainees'
level of participation and receptivity:" A panel of training experts
used in the NMS effort felt that a critical problem existed in the
area of teaching methodology.

The content of this section of the NMS lacked depth and breadth.
Such areas as conditions for transfer, preconditions of learning,
conditions of practice, transfer, etc. were not highlighted or
mentioned. . ‘

Performance Objectives

A recomnendation made by the National Advisory Commission was cited
in the NMS. According to the Commission, law enforcement academies
should "define course content and student evaluation according to

performance objectives." However, the NMS fails to stress the impor-

tance associated with properly performing a needs assessment. ?
Various technologies and techniques are available to properly identify ‘
instructional needs. Specific reference is made to organizational :
analysis, task analysises and person analysis to determine such needs. !
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Various survey techniques are available for data collection. These
inciude employee attitude surveys, problem surveys and the Delphi
technique. In addition, records can prove to be a valuable resource
in the assessment process. For example, personnel records can often
provide a basis for planning training activities.

The basic foundation of any training activity is predicated on the
proper identification of needs. Information compiled in the assess-

ment phase of the training process influences all subsequent activities.

It provides the blueprint for the development of objectives and the
identification of evaluation criteria. Emphasis was placed on the
importance of objective development in the NMS. However, the survey
neglects to properly address the groundwork that precedes objective
development.

The NMS gave only token reference to the _evaluation of training pro-
grams conducted in law enforcement academies. Evaluation is an
integral part of a training program from a qualitative standpoint
and should have been recognized as such in the NMS. Elaboration on
the subject of evaluation was restricted to the testing of students.
A much more comprehensive approach should have been articulated in
the NMS report. Literature in the field indicates that training
evaluation consists of procedures designed to systematically collect
the descriptive and judgemental information necessary to make effec-
tive decisions. According to the American Society for Training and
Development, evaluation procedures should consider four levels of
criteria - reaction,L]earning, behavior, and results. Reaction is
what the trainees though of the particular program. Learning is
concerned with measuring the students acquisition of principles
facts, techniques, and attitudes that were specified as training
objectives. Behavior refers to the measurement of job performance.
Results pertains to the impact of training on organizational objec-
tives.

In addition to the aforementioned levels of criteria, the NMS does
not focus on formative and Symmative evaluations. Formative evalua-
tion is used To ascertain if the training program is operating as

. originally intended or if improvements are necessary before the
program is offered. In short, formative evaluation stresses
tryout and revision processes, primarily using process criteria.
Summative evaluation is the evaluation of the final product with
the major emphasis being program appraisal.
If training programs are not predicated on a sound developmental

. process and properly evaluated, it is practically impossible for
training managers to defend their programs. Many trainers in the
field are becomming increasingly concerned with vicarious or trans-
fer 1iability. A recent court decision in the State of New York
may be an initial step toward stripping away the immunity of state
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and 10c§1_g9vernments. The case alluded to above focuses on the
responsibility of governments to provide job related training.

Law enforcement trainers can not afford to disregard the increased
emphasis being placed on management accountability.

In conclusion, efforts should be initiated by the LEAA which are
targeted at improving the quality of police academy programs. When

viewing law enforcement training in historical peripective. 4t b
clear that past efforts have been quantitative'%n ngture. ’ ecomes

Results of the NASDLET survey suggests that approximately one-half

~ of the respondents "have not identified the necessary skills and

competengies of police officers or formulated a way of measuring
them during training." It is suspected by this reviewer that pro-
bably mgch more than half of the police academies in operation fall
into this category. It is surmiged: in the NMS that the use of per-
formance objectives is not common in basic recruit level training.

This reviewer believes this fact in also applicable to in-service
training programs.

The NMS suggests that "a valuable contribution of future Federal
funding assistance in this area would be the early development of
mode]lperformance objectives for a set of the most critical skills
that a law enforcement recruit needs." However, this reviewer be-
11eves that proper needs assessment should precede objective formula-
tion. Also, it is questionable whether or not a model should be
deve]oged (ather than capacity building efforts designed to increase
expertise in the fiéld. Perhaps a thrust in both areas would be

Justifiable in order to improve and strengthen the quality of
academy programs. :

Stress Training

The.NMS surfaces the fact that "If stress is indeed inherent in the
various ro]es played by the police officer than the issue becomes
Qow to trajn the recruit to perform most effectively under stress-
Tg] cond1t1ons.” Considerable -research has been conducted in the
fieid wh1ch concentrates on occupational stress. However, the value
of training in the area of stress is inconclusive according to the
survey. Iq 1ight of this fact, additional research is probably
warranted in the law enforcement field.

Work performed at thé Los Angales Sheriffs' Academy suggests that
stress training conducted is more effective than "a battery of
psyghgmetr1c tests." Any future.efforts involving research in stress
training shog]d be performed in gonjunctionWith research in psycho-
logical testing designed for use in the police selection process.
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It appears to this reviewer that a strong relationship prevails
between efforts in both of these research areas. Psychological
testing can be an important tool in screening applicants prior to
enrollment -in stress training. Refinement of psychological testing
could possibly reduce or eliminate the need for such’ training
activity.

At the time of the NASDLET survey only a few academies were in-
volved in stress training activities. Only 14 percent of those
responding to the survey indicated any involvement. Information
gleaned from the survey reflects "that the more acceptable stress
situations in the traditional academy's mede are giving way to
the nonstress, in which instruction is 1ikely to occur in a more
relaxed atmosphere.™

Field Training

Field training programs are theoretically designed to facilitate
the transfer from the classroom to the realities of the job.
However, such programs are plagued with numerous problems. These
problems include the Tlack of management support, inability to
recruit qualified field training officers, adoption of informal
practices by recruits and the reluctance among some officers to
participate because they consider the training officer role un-
desirable and potentially dangerous.

Information collected during the NMS effort shows that field train-
ing programs are more Tikely to be found in "agency-affiliated"
academies. Such programs are Teast likely to Be found in academies
affiliated with academic institutions.

The NMS recommends that "field training be formalized, that its
instructors be given special training and increased status, and
that the programs be given strong management support." This
reviewer would also include the development of a sound selection
criteria for training officers in the aforementioned recommenda-
tion. Many agencies have the tendéncy to arbitrarily assign
recruits to veteran officers. The LEAA should contemplate fund-
ing to support field training programs from both a qualitative
and quantitative standpoint.

Class Size

Approximately one-half of the academies responding to the NASDLET
survey were in conformance with the Peterson Commission's recom-
mendation that classes be "restricted to a maximum of 25 trainees."
Those academies considered "agency-affiliated" and "college-
affiliated" are more apt to comply with the standard set by the
Commission.
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POST commissions should be encouraged to maintain better control
over class sizes in Taw enforcement academies. Data presented in
the NMS further substantiates the problems some POST operations
apparently have in their regulation of training programs.

.. Instructor Training

The NMS clearly articulates that "One of the most important factors
in assuring the quality of any training program is the quality of !
its instructors.” This reviewer certainly agrees with the above
statement and strongly recommends programmatic efforts designed to
upgrade instructional personnel. Literature in the field is drawn
upon by the NMS to emphasize the need for selection criteria, dura-
tion and content of training, and certification for training instruc-
tors. It is felt that each of these areas are in need of consider-
able improvement. The expert panel assembled by the NMS expressed
concerns with inadequate instructor development programs, lack of
credibility with students and strong practitioner origin of current
instructional personnel.

Serious consideration should be given to the possibility of requiring
minimum standards training for instructional personnel to esure
competency among trainers in the field. The importance of qualified
instructors in the field is associated with properly preparing individ-
uals for police work. Training curriculum for academy trainers and
field training officers should be formulated after a task analysis

is completed for the positions. The duration of such training should
only be determined after the above analysis is completed.

It is personally felt by this reviewer that many trainers in the
field of Taw enforcement are not properly prepared.for instructional
work. When comparing the state-of-the-art in the private sector
with police training in the field, the lack of preparedness becomes
obvious. There is most certainly a need to improve and strengthen
the quality of instruction, the program development process, and
evaluation of training in the police academy setting. Trainers

in the field will have to be depended upon to bring about needed
change in academy training.

Reviewer Conclusion

The LEAA should be supportive of efforts to promote ‘improvements

in the qualitative aspects of training conducted in all types of

police academies. Data presented and conclusions reached in the

NMS certainly underscore the need for support in several primary :
areas. Although the NMS focused on factors "believed to influence !
the efficacy” of training programs, ai"comprehensive presentation

was not made in the opinion of this reviewer. Material presented
f@a]ed to adequately address the three primary phases associated P
with the training process. The quality of training afforded can P
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be traced to the areas of needs assessment, program development and
evaluation which constitute such a process. The NMS only sporadically
covered subject matter related to the areas alluded to above. partic-
ular  weaknesses were noted in the areas of needs assessment and

evaluation by this reviewer.

More full-time personnel should be employed to improve planning,
research, analysis and evaluation of training programs conducted in
police academies. In addition, future training efforts should be
targeted at existing personnel with training responsibilities in the
above referenced areas of need. (€urriculum should also be developed
and offered to field training officers where needs exist. Training
programs developed for both types of trainers should be anchored in
a sound needs assessment process.

In conclusion, the increased emphasis being placed on management
accountability dictates the need to upgrade police academy personnel.
The quality of programs conducted are dependent upon the caliber of
those involved in training activities. The time has come to move
from a quantitative to a qualitative approach in law enforcement
training. We must remain cognizant of the fact that manpower con-
stitutes the most valuable resource law enforcement has.

The following is a rank ordering of priority needs identified by
the NMS and this reviewer.

It is recommended that LEAA, in association with appropriate state
agencies, establish regional instructor training centers for both
law enforcement and correctional academies. Such centers could
perform several functions. In addition to their primary mission
of training instructors and coaches in field training programs

in the use of the most appropriate education methodologies, they
could provide technical assistance to academies in developing
programs for performance testing, and on related training matters.

An effort should be generated by the LEAA to adequately train
those responsible for properly developing and evaluating their
training programs. Curriculum should focus on needs assess-
ment, program development and evaluation which constitutes the
training process. This should follow a task analysis targeted
at the trainer position. It is strongly suspected that such
training is needed in all types of academies. (closely retated
to 1 above)

[
*Priortiy developed by reviewer
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It is recommended that LEAA examine closely occupational analysis
findings and provide for the establishment of a curriculum com-
mittee of law enforcement personnel and other selected groups to
compose offerings at training academies with current and future
occupational demand. :

LEAA in coordination with state planning agencies or commissions,
and academic institutions, should place priority on upgrading the
training being provided to the smaller agencies.

The high crime rate among juveniles and the small amount of course
work in recruit training allocated to special law enforcement pro-
blems associated with juveniles appear to be incongruent. It is
recommended that LEAA arrange for the development of prototype
courses, or course components, on the subject for use by law
enforcement academies.

The LEAA should support a pilot effort designed to improve
manpower planning, research, analysis and evaluation in the
academy setting. This could be accomplished by establishing an
organization unit within an academy to address th# above areas.
The role of such a unit must be well conceptalized and staffing
patterns matched with required expertise.

A pilot effort should be funded by the LEAA which focuses on
training individuals for police work prior to employment. Such
an effort should focus on relieving agencies of financial burden
and prometing the maintenance of authorized strength levels.

A feasibility study should be conducted by LEAA to determine

the value of developing uniform selection standards among agencies
in academy jurisdictions. If considered feasible, a pilot effort
should be funded and tested in the field.

* Priortity developed by reviewer
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appropriate state agencies, establish regional in-
structor centers for both Taw enforcement and .
correctional academies. In addition to their pri-
mary mission of training instructors and coaches ‘in 4.
the field training programs in.the use of the moest
appropriate methodologies, they could provide tech-
nical assistance to academies in developing programs
- for performance testing, and .on related training

matters. : :

*2. An effort should be generated by the LEAA to ade- 2.

quately train those responsibie for properly develop-
ing and evaluating their training programs. Curricu-
Tum should focus on needs assessment, program develop
-ment and evaluation which constitutes the training
process. This should follow a task analysis targeted
atr the trainer position. It is strongly suspected
that such training is needed in all types of
academies. (closely related to 1 above).
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: ‘Chapter VII
| 1. It is recommended that LEAA, in association with 1. There is present]y»a”monograph development effort which

focuses on training needs assessment, program development
and evaluation. This effort is .being conducted by
Michigan State University with funds provided by OCJET.

See number 1 above which pertains to monograph development
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OCJET recently sponsored a task analysis symposium in
pallas, Texas. This effort was designed to bring togethe
the state-of-the-art in law enforcement task analysis

efforts.”

None Identified.

None Identified.
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-to determine the value of developing uniform selec-

The LEAA should support a pilot effort designed to
improve manpower planning, research, anatysis and
evaluation in the academy setting. This could be
accomplished by establishing an organization unit .
within an agency to address the above areas. The
role 'of such a unit-must be well congeptualized

and staff1ng patterns matched with required expert-
ise. 2

A pilot effort shou]d be funded by the LEAA which
focuses on training individuals for police work
prior to employment, Such an effort should focus on
relieving agencies of financial burden and prompt-
ing the maintenance of authorized strength levels.

A feasibility study should be conducted by LEAA
tion standards among agencies in academy jurisdic-

tions. If considered feasible, a pilot effort should
be funded and tested in the field.

OCJET is presently working with a Targe law enforcement
agency to determine the feasibility of establishing a hum
resource development center within the organization. Suc!
a center would perform manpower planning, research, analy:
and evaluation'on an agency- -wide basis.

None Identified.

None Identified.
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Chapter VIII: Law Schools

We are a Titigious nation. The courts are often viewed as the final
repositories for any number of social ills. Rather than negotiate
disputes, we move quickly into the judicial arena, seeking redress for.
a myriad of legal wrongs, real or imagined.

This reviewer is reminded of a particular example of this while a
law school undergraduate. 'The professor had just defined a civil
battery as an intentional, impermissable, non-consensual touching of
one by another indicating the slightest touching would be actionable.
The conceptual emphasis here was upon the initiation of a legal civil
action with 1ittle or no thought given to our woefully backlogged

- court systems and the fact that the judicial forum could be better

conserved for matters of greater import. VYet the socratic method of
Taw teaching, developed by Christopher Langdell at Harvard, and in use
in virtually all law schoolis in America, fosters the Titigious
attitude and narrows rather than broadens a "system" perspective.

The emphasis, in most law schools, is not upon the mastery of
substantive Tegal doctrine. Instead, it is upon a rigorous process

of distilling facts into appropriate legal principles and processes.

The NMS reports law school goals as falling into three categories.

First, there is the manpower goal--to produce graduates equipped to
function primarily as legal practitioners. 1In addition some of the
"elite" (primarily eastern) law schools are concerned with equipping
their graduates to serve as legal statesmen (judges, law professors)
Few law schools are concerned with the preparation of graduates to

serve in essentially non-practitioner positions (planners, court ! :
administrators). - ;

The second Taw school goal is skill development achieved through §,»
- the socratic method of teaching, employing the casebook (a series of

appellate cases, which build upon one another) rather than the textbook
method . - ;

The third goé1 of a Taw school is long-term reform. Law schools

as institutions, however, do not usually see law reform as a goal
per se. ' . -

I alluded earlier to the narrow focus of legal education. This, as the
survey notes, is especially true with respect to the study of criminal
law. .The traditional criminal law course heavily emphasizes the elements
of a crime--the requirements for criminal Tiability ot responsibility.

Most criminal law casebooks treat criminal procedure issues but rarely -

is there an integration of procedural issues into substantive Taw
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materials. Moreover, the progequral triqimiqgia?riszlﬂgszii;w?git]e

:nal in approach, emphasizing constituti Lt
g2;2;;2ration g? the interre1atedne§s_of1theogggge?zefnggsgzisgg;21zg]

is 1 tant, a knowledge of criminal proces in
Liz Liagigigoner and policymaker, and a course in cr1m1n$1tpggc$§ik?ﬂght
to precede one in substantive criminal 1§w. In sbort,1w1aw s 2 g
in the traditional approach to the teaching of crimina gné B Flows.
system overview. The criminal process is a dynamic one,

It is not static.

i i iminal law is placed
hasis, in terms of process, 1n teaching crimi is
;giteg$t2§ on the trial phase. Yetheﬁer gh:qeloﬁaggaﬁlldcglmé?ZLosed

er reach the tridl stage. Most ar -ba i
gis:i iXerpreliminary hearing--usually for some evidentiary defect.

i i tive especially with
ect in the current law teaching perspec | i
ﬁzggggi isfcriminal law, is the failure to itreszezgd dﬁ;iggsiéagig
1 skills, so vital to the "lawyering” pro . i ;
5??2ﬁ2§ or witnessest the process of nig:§1at1on,Iingscsgaiﬁl;?g are
smportant to a criminal practitioner. )
3ﬁiaiﬂil%1;mgor a practitioner to be an effective adyocate without these

skills.

It has already been mentioned that thi_law cxrr;cglﬁgeznzggzmp?zzé§$:tion
itigation, or the common law perspective. AS s
;; agmeans of reform is often treated as an afterthought.

Course Offerings

i ’ then 163 ABA
1ysis of 1975 catalogs from 162 of the the
;ggrggida22wyschoo1s disclosed tbat.QQ%fofigre% ;2;T1nzlm;g¥édc3Tgargg%
with 100% in 1966; 88% required it in tne Tirst year, el e
i t 78% of those law schoo :
in 1966. The analysis also showed @ha ) el o vt
imi i y 1966; 30% required it in
criminal process compared w1th 694-1q 5; 30 Qi 2 etounted
er, the non-seminar criminal JUSFTCG 0 .
¥§ir6n13°§?§% of the total non-sem}n?r ozfey1gg;és Ehismed}%g Egﬂggrof
A s c 15,
of courses and seminars on criminal iaw opi : hee s
imi justi i 18 courses and seminars, or y
criminal justice offerings was 1 to : : L e it
increase in the emphasis on
percent of the total. The average ot T P though it
j i fferings between 1966 and 1975 was b
ggiggizdothat mgch of the increase (25 to 50 percent) wastque Egu:QE
addition of criminal justice seminars rather than substantive

offerings.

i i e Uni ity of Chicago Law
* York University Law Schoo! and the Uq1ver§1‘ ) C
éﬁho§$ﬁ a3 Masters of Laws degree is offered in-criminal justice. At
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New York University, a rich criminal law and criminal justice curriculum

is offered. Both undergraduate and graduate Taw students may avail
themselves of these courses. They include: Introduction to

criminology; advanced criminal justice procedure; comparative criminal Taw;
international criminal law; law of criminal corrections; criminal

justice planning and reform; correctional planning and reform; inter-
national criminal justice planning and reform; law and psychiatry;

the criminal justice process (police and pre and post trial phases).

This Tatter course involves both classroom and clinical ‘work.

*There may be other law schools as well offering this speicalized
degree.

Clinical Legal Education

The development of legal education in this century has included a
movement toward clinical legal education which arose from a desire

to relate the professional responsibility of the bar to the actual
skills that a practicing lawyer needs. With Ford Foundation assistance,
the National Council on Legal Clinics, sponsored by the National Legal
Aid and Defenders Association with the cooperation of the ABA and

the Association of American Law Schools, began a pilot project at
several law schools. Among the objectives of this project were
broadening the definition of "professional responsibility" to include
public pelicy concerns for law reform, providing legal services to the
indigent, and increasing technical competence in the practice of law.

In 1975, at least 129 of the 163 ABA credited law schools offered
clinical legal programs. _

The value of the clinical program is two-fold. It increases the expertise
(or perhaps develops) of the student in "lawyering" skills, including
client interviewing, fact analysis, counseling, negotiation and trial
advocacy. The clinical experience, additionally, exposes the student

to the realities (and the vagaries) of legal practice (e.g., coping

with an overburdened criminal court system). Clinical experience may

also expose law students to the systematic problems of criminal justice
that underlie the problems they encounter. Clinical programs exist

under the supervision of a faculty member, himself an attorney, whose

task it is to furnish guidance, direction and support to the student.

Many jurisdictions, by Supreme Court rule, allow law students to prosecute
and defend indigent criminal defendants. (See, for example,
Massachusettes Supreme Judicial Court Rule 3:11.)

Prioritizing of Recommendations

Before reaching the prioritization of recommendations, it is the
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opinion of this reviewer, supported by the NMS, Chief Justice Warren
Burger, and David Bazelon, former Chief Justice of the U.S. Court

of Appeals for the District of Columbia, that it is the duty of the law
schools to produce effective advocates and practitioners. It is also,
(and 1 do not know whether Messrs. Burger and Bazelon concur on this)
incumbent upon the law schools to train legal "statesmen" and
reformers. It is not enough, nor is it responsible thinking to

expect lawyers to gain needed skills and insights by happenstance of
some -other external device and at the expense of a client.

1. Curricular innovations such as clinical Taw programs should be
supported, both for their value in furthering professional
responsibility and for their potential for influencing change
in the non-clinical Tlaw curriculum.

(The "Law Center" concept is invaluable for this purpose.
Law Centers combine the external programs of the law school
with the undergraduate law programs. This is buttressed

by basic and applied scholarly legal research conducted on an
ongoing basis.)

2. Faculty research should be encouraged to take a systemic,
rather than a common law, case approach to criminal justice.

3. law schools should also be encouraged to provide assistance to
criminal justice education and training programs.

4. Greater use of legal internships should be made and a national
clearinghouse for criminal justice employment should be created.
These activities would not only benefit the criminal justice
system but would foster interest in careers in criminal justice.

/i
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(related) - National Institute for Trial Advocacy. This
is not a clinical program per se (i.e. participants do

not represent clients or ergage in Titigation), But the :
emphasis of the training is to develop advocates for thes i

purposes.

T. Curricular innovations such as clinical law programs | 1.
should be supported both for their value in further
-ing professional responsibility and for their .
potential for influencing change in the non-clinical
Taw curriculum. ‘ .

2. Faculty research should be encouraged to take a sys 2. None identified.

-temic, rather than a common law, case approach to
criminal justice. . .

3. Law schools should also be encouraged to provide | 3. None identified.
assistance to criminal justice education and . .
training programs. _ . o d

4. Greater use of legal internships should be made and 4. None identified.

a national clearinghouse for criminal Justice’
employment should be created. These activities would
not only benefit the criminal justice system but
would foster interest in careers in criminal Justice.
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Chapter IX Continuing Legal Education for Criminal Law Practitioners

This chapter in Volume 5 Criminal Justice Education and Training, begins
with a statement and a premise: "While law school provides the basic
knowledge and skills required of the criminal attorney, it is essential
that these qualifications be maintained and expanded." This reviewer
disagrees with the statement that law schools provide the basic skills
required of the criminal attorney. Our law schools, for the most

part, simply do not prepare lawyers to be trial Tawyers. We have

not embraced the British concept of training Barristers (trial lawyers)
at special Inns of Court. In Britain, as noted in the review of

Chapter VIII, Volume 5, those wishing to become Titigations attend

these Inns of Court. Those not wishing to become trial lawyers,

receive conventional legal training and become "Solicitors" (preparers
of instruments and contracts, serving as counselors, not advocates).

(For an excellent discussion of the failure of law schools to adequately
prepare those trial lawyers see

Bazelon, The Ineffective Assistance of Counsel, 42 U. Cinn.
L. Rev s

The responsibility, in the first instance for preparing Tawyers to
become trial lawyers, lies with the Taw schools. No continuing legal
education program can provide the foundation and the requisite skills
necessary to become an effective advocate. The function of continuing

legal education programs should be maintaining and expanding these skills.

While many law schools offer clinical legal programs and courses in
trial advocacy, this is not enough. A curriculum should be developed
in the nation's law schools to train trial Tawyers. While every Taw
student should be exposed to at least a basic course in trial advocacy,
an elective program should be developed for those wishing to become
trial Tawyers. It has been alternatively suggested that this
curriculum could be made part of the undergraduate Tlaw curriculum or
exist as a separate graduate law program.

The first National Conference on the Continuing Education of the Bar
was held at Arden House in New York City, in 1958. It reaches the
following conclusions:
1.  "CLE" should be emphasized for newly admitted lawyers.
2. Emphasis in CLE on professional competence should be supplemented
by inclusion of program elements emphasizing professional
ethics (including law reform).
3. CLE programs should make greater use of professional staff.

4. Responsibility for CLE in each state should be placed with the
state bar.
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The need for specialty training should be emphasized.

[=)}

An ALI-ABA committee should establish nat1ona1 standards for
CLE.

Continuing legal education organizations may be classified as national,
regional, state or local. National programs include: those of the
ALI-ABA Committee, the ABA and its sections, the Federal Bar Association,
the National College of District Attorneys, the National College of
Criminal Defense Lawyers and Public Defenders, the National Center

for Defense Management, the National Institute of Trial Advocacy,

the American Trial Lawyers' Association, the National Legal Aid and
Defenders' Association, the National District Attorneys' Association,
the Practicing Law Institute, and various profit-making organizations
such as Prentice-Hall and Lawyers Cooperative Publishing. Northwestern
University Law School's short course for prosecution and defense is
perceived to be the best of its type.

Regional, state and local tontinuing legal education programs are
typically of two types. The most typical are operated by a bar
association or through a corporate affiliate of the bar association.
The second type is offered by a law school or with bar association
sponsorship. Examples of the second type are found (as of 1975) in
16 states: Alabama, Arkansas, California, Colorado, Georgia,
Indiana, Iowa, Kentucky, Louisiana, Michigan, Minnesota, New Jersey,
OkTahoma, South Carolina, Virginia and Wisconsin. Usually county

or local bar associations are without full-time staffs and as a result,
as noted by the survey, their programs lack regularity or continuity.
Their efforts, nonetheless, account for about 25-35 percent of all
continuing legal education activities.

Types of CLE courses for criminal law practitioners are classified by
content or by recipient. The content will normally differ based upon
the status of the rec1p1ent (newly-admitted, experienced or
specialist).

Several sources, according to the NMS, suggest that approximately

10 percent of all CLE courses have a criminal law or procedure focus.
CLE courses existing throughout the nation in 1975 as reported to an
ALI-ABA catalog and survey disclosed the following subjects taught
and their number: .

Assigned Counsel - 2
"Bridging the Gap" - 8
Evidence - 15
Courses for General

Practitioners - 11

PR S
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Courses for Juvenile

Court Practitioners - 7

Recent Developments :

in the Law - 5

Specialized/Advanced

Courses - 33

Pre-trial Functions - 2

Constitutional - 3

Trial Mechanics

and Advocacy - 22

Prosecution and

Defense Management - 6
Total 108

Entry-Tevel Continuing Legal Education

Only Texas offers a sufficient entry-Tevel training program for the
practicing attorney. In that state, the state bar and criminal defense
lawyers have joined in an LEAA-funded CLE program that reaches more
than 1,000 lawyers each year. Only two other states have even a
minimum number of such courses. In the remaining 47 states (again, as
of 1975), there are no entry-level CLE courses. The absence then, of
sifficient entry-level CLE, is a major deficiency.

The ALI-ABA survey showed that the average CLE Course Length is one
work-day (8 hours). The suggested minimum-mandatory CLE course Tength
requirement is 15 hours or nearly twice the length of the average
course given.

Costs of attending CLE programs coupled with an inability to.attract
high quality faculty are two major inhibiting factors noted by the
survey to successful CLE programs. The CLE costs for many new Tawyers
practicing civil law are paid by their firms. Many criminal lawyers,
however, are sole practitioners who must bear the burden of the

costs themselves. There is little prestige or monetary compensation
for faculty of most CLE's. Hence, many CLE programs suffer in terms
of breadth and depth. ‘

The major weaknesses of national CLE programs were seen as frequent
dependence upon Tectures and the use of yolunteer faculty.

Y A e s e
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Large state CLE organizations were found to have higher quality programs
then those in small states and state programs are generally better

than Tocal ones. Recent trends towards joint sponsorship of state

and national CLE providers has potential for improving the quality

of state CLE. CLE programs associated with law schools in conjunction
with the bar (e.g. Michigan) seem to be noticeably superior to those
not having such resources.

LEAA Support of Criminal Law CLE

Programs which offered CLE at Tittle or no cost to the recipient
(i.e., LEAA-supported) generally had large attendance for their
total criminal law programs. Those charging higher fees (as noted

‘earlier) generally has low total attendance.

A review by the NMS of the ALI-ABA catalog of CLE courses indicated
that almost 26 percent of all criminal Taw courses in 1975 had LEAA
funding. (This figure is admittedly not very accurate). Nor can

the NMS state with any degree of certainty whether the quantity of
CLE provided criminal law is attributable to LEAA funding. Some of
the programs might have been offered without LEAA funds. It has also
been suggested that the availability of LEAA funds to some providers
has driven others out of the criminal law field so that LEAA-funded

programs may merely substitute for non-LEAA funded programs.

beficiéncieS‘ianLE Perspective
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There is a counspicious Tack of CLE courses in the pre-trial and
juvenile areas. Since less than 10 percent of all criminal cases
ever reach trial, this is certainly a curriculum deficiency. About
half of all courses on juvenile justice available were directed
toward prosecutors. Less than one-third of all private and public
attorneys are engaged in juvenile law. A proportional imbalance
exists between prosecution and defense for this type of‘CLE.

Mandatoﬁx;CLE

It is reported that two states, Iowa and Minnesota, currently require
attorneys to attend CLE courses. Interest in mandatory CLE exists in
other states and in January 1977, Wisconsin joined the other two
states in making CLE mandatory. Mandatory CLE programs are seen,

at least in one sense, as an alternative to a more far-reaching
proposal by many public interest groups for periodic re-examination
of attorneys. K

Three common criticisms of mandatory CLE weke voiced through the NMS.
First, a mandatory requirement cannot guarantee the motivation of
atteqdees; Secondly, because mandatory CLE is not directed to the
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specific needs of individual lawyers, the need to meet mandatory
requirements may discourage individuals planning their educational
programs in accordance with career desires. Thirdly, and lastly,
mandatory CLE is criticized for fajlure to test its students to
determine the extent of learning.

As for the future of mandatory CLE, the consensus of the ABA National
Conference on continuing legal education in November 1975 was that
mandatory CLE should not be adopted by other states until the expense
of Iowa and Minnesota have been evaluated.

Specialization

Legal specialization, so-called, may be of two types: self-designation
or certification. While self-designation is self-explanatory and

akin to advertising, with respect to certification and state must
certify that the individual is a specialist. State certification
processes may include mandatory CLE, with examinations for lawyers
wishing to be certified as specialists. Mandatory CLE without
examination is the case in Texas, while examinations - and vigorous
qualifications - are required in California. At the time of the
survey, these were the only two states with specialization certification
procedures. In California, fewer than 10 percent of all lawyers
engaged in criminal defense work are certified as specialists.

Some form of specialization, according to the survey, seems inevitable.
An alternative to the criminal law specialization plan is the proposal
for imposing certification requirements on all trial lawyers. This
propesal derives from the many public statements of Chief Justice
Burger and others who have expressed doubts about the quality of

trial advocacy in the courts.

Recommendations and Prioritization

1. The need for CLE is for greater than its availability. Because
of this, the need for Federal support of continuing legal education
far exceeds the level of such Federal support currently. While
continuing legal education is indispensable to efforts to improve
the quantity and quality of lawyers engaged in criminal law, it
cannot be reviewed as a substitute or a remedy for inadequate
préparation in law school.

2.  LEAA-funded research on the value and costs of specialization and
mandatory CLE should be encouraged.

3. A comprehensive plan for criminal law CLE must assume that bar
associations presently offering courses in the criminal law field
will continue to do so. Bar associations provide a convenient
vehicle for transfer of learning through CLE. Inadequate bar
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programs should be upgraded and not replaced.

Federql, state and local CLE programs should be strengthened Lhrough
coordination. SPAs may be the Tlogical point of coordination at

t?e state Tevel through incorporation into the State Comprehensive
plans.

A national clearinghouse of CLE materials in the criminal law
field should be established.

Grants should be given to law school faculty members to develop
CLE materials. Not only would better.quality course materials
be generated, but potentially, long-term Taw school support

for CLE could result.
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*7.

Continuing legal education programs sheuld be
increased. They should, however, never be
viewed as a substitute or a remedy for .
inadequate preparation in law school. -

LEAA-funded research on the value éﬁd costs of
specialization and mandatory "CLE" should be
encouraged. |
Inadequate bar association continuing legal
education programs shou]d be upgraded and not

“replaced.

Federal, state and local "CLE" programs should be
strengthened through coordination with other
“"CLE" programs. ;

A national clearinghouse of CLE materials in
the criminal law field should be estab11shed

v

g*Priority developed by reviewer

PROGRAM EFFORTS UNDERWAY BY LEAA
)
J

-

LEAA funds the National College of District
Attorneys and the National Co]]ege of Defense
Lawyers and Public Defenders.

None identified.
) 4
7

None identified.
None identified.

The Criminal Justice Reference Service provides
some information. However, it was not established
to serve a’ CLE coordination role.
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6. Grants should be given to law school faculty
members to develop CLE materials. Not only
would better quality course materials be
generated, but potentially, long-term law
school support for CLE could result.

“priority developed by reviewer

6. None 1dent1fied:
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i have made inroads Lo Lhe field In recent years. The following i=
{ ‘ an assessment of the present role of social work and its projection
Chapter X. Professional Education In Corrections ! : into the future.
A. Introduction : The examination of the four years prior to the NMS indicate that
- social work educational programs have increased very slowly. It
This chapter focuses on the "educational status” of a Timited number S appears to this reviewer that educational development has practically
of occupations in the areas of correctional treatment and probation/ * 3 stabilized. However, doctorate Tevel programs did experience a
parole activities. The NMS places emphasis on "the social worker, { s]lght.incrga§e. Out of the total number of graduate_leve! pro-
psychologist, sociologist/criminologist, and the rehabilitation = grams 1dent1f1eq 1n.soc1q1 work "Appro¥1mate]y oqejthvrd of the §cyoo1s
counselor.” , ! offer a specialization" in the corrections or criminal justice fields.
It is interesting to note that some social work programs have
Research conducted by those responsible revealed that perceptions ¥ “extensive reliance upon department§ outside the.schoo1 of sogigl
about the usefullness of some of the above referenced positions N work.to Rrov1dg coverage of_top1cs in the spec1f19 area of_cr1m1na1
were different. Since the field of corrections did not have ex- ‘ : Justice." It is concluded in the NMS that there is very Tittle .
pertise in the occupations referred to previously, these other i : difference between those schools that offer an area of concentration
disciplines were lcoked to for support and assistance. The NMS : : in cor(ect1ons/cr1m1na1 Justice and thosg that do not. The only |
notes that no single discipline could be callad upon to accomodate i excepE1ons appear to be in two areas. First, there_are programs
needs in rehabilitation activities. . : . tha@ tend to offer a ]qrger proportion of courses 1in correct1onq1
] 3 ' policy and practice, while programs not offering this concentration
Various academic disciplines will be examined in light of "their ; ; tend to offer more courses in general criminal justice topics."
value in preparing professional personnel for entering the cor- ; 0 Second, "A large proportion of general criminal justice courses
rectional field." The survey indicates that before making additigna] ; L are offered in schools without a concentration in corrections.

i ts, institutions of higher learning should conduct a needs { i o . _ o
2222;:$22t to determine if opergtional agengies are willing to : - Another 1nd1cqtor of involvement by the social work discipline
establish "substantive positions" for graduates of their programs. J L can be found in data co11ecEed on placement of students. It was
There is evidence which reflects that many graduates from such dis- . o determined by the NMS that A11_approveq social wor@ programs re-
ciplines seek careers outside the correctional field. These career ; i quire that students serve a period of time in a social service
path changes are attributed to such factors as "working conditions,_ : i agency as pqrt of their acaqem1c preparat]gn. Qut of the total
low pay, and concern about opportunities for applying one's professional B 3 qumber qf.f1e1q p1qcements in 1974, approx1mate1¥ 5 percent were
training in a closed and authoritarian environment." In this re- : . in a criminal justice agency. The NMS states this percentage has
viewer's opinion, many individuals find their job frustrating because j = remained fairly stable since 1921. It was qoteq in the survey
-of external factors. This is certainly contrary to the purpoce of | o that some students.were placed in criminal justice agencies Fhat
education and training programs---to bring about a change of behavior . ¢ 2 were not enrolled in programs with an area of concentration in the
in the learner. Serious questions can be raised concerning1thetza1ue : b {;:ldéomZhgzﬁgggig ;zr;sp}ggéga;lycigg$;g$e?u§{i§21:ggﬁz}:ge;ithOUt

i i i i i ctional setting. i :
of education when behavior s restricted in ?he correctio | : i receiving course work specifically designed for the field.
bsequent information portrays an educational profile for various | ég . : . .
3ggreg programs which pﬁepareyindividua1s for piofessiona] positions Bt Social work programs are tailored along two central themes of dis-

in the field. Information presented will focus on, program offerings, course. The survey indicates that some "programs prepare students

placement opportunities and some of the problems encountered in pro- . é‘ ; gongnt:g d;;ezt serz;%$ 20195 Wh}]$ ot?er pvigrams prigazeq stu-
P N ‘11 future correctional programs.” i ents for what are led 'macio’ level positions -- that is, posi-
viding the "needed skills for prog i tions in research, policy planning, and administration." There is
B, Social Work | SRR (RN some evidence which indicates that more emphasis is being placed
- 20L1al WUPR : ‘ - < - on the latter area in recent years. This is an interesting point
It is brought out in the NMS that the field of social work has long . 7 because there is a definite need for better management in the field

been recognized as an appropriate field of study for persons preparing
for a career in corrections. However, other educational disciplines
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of criminal justice. Movement in this direction appears tn coincide
with a pressing need in the criminal justice field.

Set forth below are brief descriptions of programmatic thrusts
identified in social work programs.

- Generic multi-method practice is an approach that is rarely
utilized because of the general approach taken. In short,
it merely provides students "with a variety of materials,
methods, and areas of specialization" in the curriculum. _
It is broad based and does not have specificity in any parti-
cular area.

~ Micro, direct service, clinical, case-work,and groupwork
focuses on "providing the sTudent with the necessary skills
to deal with individual clients in a professional casework
relationship."

- The group work approach is very similar to the casework method.
The knowledge and skills imparted remains the same. However,
treatment focuses on the group instead of the individual and
the group is utilized as a "therapeutic resource and the direc-
tion of the social worker."

- Community organization, planning, and deve]opment_is a
"preparation for work at the 'macro' Tevel of social work
practice with a particular emphasis upon the coordination,
development, and utilization of resources in the community."

- Administration, management, social policy, mezzn or macro
intervention is a "preparation for work at the executive
and administrative level of social service agencies."

- Research is a "preparation emphasizing competence in under-
" standing and applying scientific research methods and in the
utilization of research findings in social works practice."

It can be concluded that curriculum content varies in social work_
programs at the graduate level. With the exception of the "gener1c
multi-method practice", there are specialized-areas of concentration.

There is some indication that suggests that past requirements for

a degree in social work may be changing. Although this trend was
identified in the NMS, there has been an increase in social work
programs. In this reviewer's opinion, evidence prevails which is
indicative of the lack of educational planning which appears to per-
meate the entire educational spectrum. Institutions appear to be in a
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reactive instead of a proactive mode with regard to educational needs
in the future.

Responses received from probation and parole agencies revealed that
the overwhelming majority did not feel that degrees in social work
were appropriate at the entry level. The same is true for promotion
requirements among such agencies.

The survey arrives at the conclusion that "the contribution of

social work to the professional preparation of correctional per-
sonnel is relatively small." This reviewer feels that information
provided in the NMS certainly indicates this is accurate. However,
most of the information presented to support such a conclusion was
derived from the probation and parole sector of the correctional
field. Other correctional areas, such as juvenile justice, were

not adequately represented in the information provided. A tremendous
emphasis has been placed in this particular area in recent years. Prior
to formulating firm conclusions, additional data is needed from other
correctional areas pertaining to degrees in social work and pre-
requisites for employment at the entry level. Such information could
possibly alter the conclusion reached in the NMS.

Based on information provided in this section of Chapter X, social

work education does not play a significant role in the “professional
preparation of correctional personnel." The future contribution of
course work in the social work discipline will be influenced by

trends in the correctional field. Such trends will be determined

by the direction taken in the correctional field with regard

to treatment approaches. In.any event, it is doubtful that many social
work graduates will pursue a career in corrections. This, of course,
is attributed to a past history of poor working conditions and the
“unfavorable image of corrections."

In conclusion, it is of paramount importance for educators in the
field to keep a watchful eye on future trends. The failure to
do so may result in an "overproduction" of students with cre-

‘dentials that make them unemployable in the correctiocns field.

The importance of educational planning is certainly apparent to
this reviewer when considering the aforementioned matter.

Other Academic Programs Providing Professional Manpower for
Corrections. ' :

The primary focus of the NMS effort was in the social work dis-
cipline. However, there exist other disciplines which play a
role in providing educated persons for positions in the criminal
justice system. These particular disciplines will be briefly
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expounded orn in the following.

1.

Psychology

A survey was conducted by leading psychologists in the field
to determine "interest in the topics of crime, delinquency,
and corrections." It was-ccencluded that a significant level
of interest prevailed, but only a token amount of work had
been conducted in regard to course work development. In addi-
tion, data indicated that only a few institutions provided
internships in the field of corrections.

The actual number of psychology graduates entering the cor-
rections field is unknown. Availahle information suggests that
such numbers are minimal. Hewever, there is some evidence that
the corrections field does frequently employ persons with
four-year degrees in psychology. It appears to this reviewer
that minimum involvement is restricted to degrees above the
baccalaureate level. The NMS states that “graduate psychology
students seldom enter corrections work despite openings, and
that those few who enter are generally unprepared to deal with
the particular problems of offenders.” This is interesting

in 1ight of the correctional field drawing frequently upon
persons with undergraduate degrees in psychology. Based upon
the above NMS statement, these individuals are not prepared

to deal with offender problems either. Generally speaking,
persons employed with degrees in psychology are not properly
prepared for work in the correctional system. If the need
exists for psychologists in corrections, curriculum development
efforts should be initiated to properly prepare students for
such work. :

In conclusion, the reasons referred to previously that militate
against social workers seeking employment in corrections are
probably applicable to psychology students. Specific reference
is made to poor working conditions and the poor image of the
correctional field.

Sociology/Criminology

This particular academic discipline has provided "the largest
proportion of professionally trained personnel to corrections"
over the years. The speciality area of criminology is usually
found within the discipline of sociology. However, there is
evidence which reflects that separate departments have emerged
in criminology in recent years. Information presented in
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the NMS indicates that students completing sociology/criminology
graduate programs are employed primarily in probation and parole
agencies and teaching positions outside the criminal justice
system. It is concluded by the NMS that "the contribution of
criminology/sociology programs to corrections staffing js sig-
nificant especially for professional treatment positions." Al-
though the survey does not reflect figures for students entering
the police and courts components, many do enter employment in
these areas. This probably attributed to the Timited amount

of information available concerning graduate student employment.
Institutions of higher learning have experienced tremendous dif-
ficulty in tracking their former students.

Academic programs in criminology/sociology place emphasis on
several different areas. These areas are identified as parole,
probation, research, institutional treatment, teaching insti-
tutional-custody and correctional administration in the NMS.
Program directors at various institutions felt that students
were best prepared in the area of probation.

The contribution of criminology/sociology programs to the cor-
rections field will be influenced by several factors. Such fac-

tors include "responsiveness to correctional needs as corrections

redefines its treatment efforts, their ability to reflect these

needs in appropriate graduate program offerings and their ability

to attract and place students in positions which fulfill these
needs." The NMS continues on to point out that the future

of criminology will depend on the future of the treatment
approach. Also, a struggle continues in the field to develop

a body of knowledge applicable to the field of criminal Justice.
Prevailing difficulties are tied to the interdisciplinary nature
of academic programs. Crime-related degree programs contain

subject matter drawn from the disciplines of psychology, sociology

and other traditional course work in higher education. Also,

these traditional disciplines have failed to adequately respond
to the needs oﬂ ’ '

Rehabilitation Counselor

The NMS stipulates that counselors working in the correctional
field have multiple roles. It is concluded that the diverse
nature of these roles dictate the need for a clear delineation
of work performed by correctional counselors. It appears to

this reviewer that efforts directed at job analysis are practically
nonexistant for counselor positions in the field. An analysis of

these positions would facilitate the deve1opment of educational

T em——
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standards and the formulation of curriculum content.

This particular section of Chapter X addresses only one type of
connselor--the rehabilitation counselor. The NMS determined

that the “"term counselor has been used loosely in corrections

to refer to professionals as well as those individuals without
formal educational preparation in counseling.” Information
gathered when the survey was conducted revealed that "approximately
80 graduate and 60 undergraduate" programs existed which

supported rehabilitation counseling. These educational pro-

grams represent the resources available to support counseling

needs in the correctional field. According to the NMS, graduates
from rehabilitation counseling programs are preparing students

for positions in corrections. In addition, the survey points

out that more will probably enter the field "since greater

emphasis is being placed on those offenders who are handicapped

in terms of employability and cultural and educational backgrounds."

Future needs for professional counselors will probably be in

the area of juvenile services. Such needs will prevail in both
the institutional setting and reintegration of juvenile offenders
into communities. This reviewer agrees with the future emphasis
in the juvenile area. Efforts presently underway certainly sub-
stantiate the NMS projection.

The review and analysis of this section raised a particular

concern to this reviewer. Specific reference is made to the lack

of educational planning. Institutions of higher learning need

to generate activities which focus on trends, job analysis, turn-
over, employment increases, etc. which is important in such plan-
ning. In short, it is suspected that such efforts have not been
initiated in the academic community. There are serious implications
attached to the failure of educational institutions to properly
prepare students for positions in the field.

Voiunteers and Professionals

The use of volunteers in correctional work has gained momentum
over the years in the correctional field. It is brought to Tight
in the.survey that "Volunteer work in the courts area has largely
centered on juvenile probation. In the broader corrections field
the use has been more wide-spread covering counseling of offenders
in institutions and activities, seryice in work-release and jail
programs, institutional and community based tutoring programs

for illiterates and educational marginals as well as other
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‘activities'." Support for the utilization of volunteers can be
found in such organizations as the American Bar Association. In-
dividuals serving in a volunteer capacity have a broad range of
occupational backgrounds and "are capable of providing some of
the same services as professionals."

Research conducted concerning the use of volunteers in corrections
reflects the need for additional research, better selection pro-
cedures and improvements in training poograms. In order to im-
prove and strengthen the effectivenass of velunteers, the afore-
mentioned needs must be addressed. Also, problems continue to
plague the various volunteer programs which have been instituted
in the criminal justice system. Specific problems have been iden-
tified in the areas of turnover, supervision and appropriate use
of volunteer talents. This reviewer feels that the two most press-
ing problems associated with volunteer programs are the lack of
the will to act and the ability to effectively organize programs.

Problems experienced in recruiting professional personnel may

result in an increased dependence on volunteers and paraprofessionals.
This, of course, would require additional job restructuring in

the field and appropriate educational programs to prepare individuals
for such positions. The NMS suggests that training and education
programs for these support personnel be initiated at the associate
degree Tevel. If needs in the field continue to dictate the need

for volunteers and paraprofessionals, educational institutions will
need to expand their programs.

Conclusions and Recommendations

The field of social work makes only a moderate contribution to the
criminal justice system. Future directions in the corrections area
will have a direct impact on the contributions made in subsequent
years. Direction in the future will depend on the emphasis placed

on offender treatment. The NMS states that "the graduate social

work degree may no longer be the generally recognized prerequisite
for certain positions in correctional practice." The discipline

of psychology will also be affected by future trends in the cor-
rectional field. Should the need for psychology oriented graduates
become apparent, efforts will have to be undertaken to modify cur-
riculum at the present time. It is also interesting to note that the
disciplines of criminology and sociology may be affected in the future
years. In short, graduate preparation may no longer be demanded
except in the area of research.
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The role of counseling in the correctional setting will determine
future directions in academic disciplines. There is an existing
need to ascertain what the counseling function should be in the
field of corrections. Serious contemplation should be devoted

to the future of incarceration and treatment in the field by insti-
tutions of higher Tearning. According to the NMS, "if the current
disciplines do not prepare persons for new or modified functions,
the corrections system may need to Took elsewhere for help."

Research conducted indicates that "adversary relationships"

exist among correctional professicnals. The nature of corrections
work "produces conflicts" according to the survey. It is further
stated that "there is a two-fold challenge to the educational
community: one in the training of administrators in the management
of professionals; and secondly, in the training of professionals

to work effectively in interdisciplinary environments."

Other problems alluded to in the MMS include the reluctance of many
students to enter the correctional field, resistance to change by
practitioners in the field and the questionable worth of contributions
made by various academic disciplines. It can be concluded that sig-
nificant issues need to be addressed by academicians and operational
personnel in the correctional field.

In conclusion, the survey states that "the proper recruitment,
selection, and training of volunteers {and paraprofessionals) is
essential to the functioning of professionals in the correctional
setting." This reviewer would broaden the statement made in the
NMS to include the entire spectrum of human resource development.
Career development, salaries/wages, education, etc. should also
be included. Recommendations made in the survey are included

in the following section entitlied "Reviewer Conclusions."

Reviewer Conclusions

Significant problems pervade the correctional field and the education-

al system which prepares individuals for various occupational positions.
This reviewer's analysis of information presented in the NMS substantiates
the aforementioned conclusion. The preparadness of individuals graduating
from academic programs to enter the corrections field is questionable. The
lack of role definition for correctional counselors, adherence to tradi-
tional curriculum, Tack of educational planning and resistance to

change exemplify prevailing problems in the field. Only a concerted
effort to overcome these conditions will reduce such problems to

more manageable proportions. Hopefully, the following recommenda-

tions made in the NMS and by this reviewer will promote future

activities designed to resoive existing conditions. It should be
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noted that recommendations made are in priority order established
by this reviewer.

1. LEAA should organize a professional educational readiness
committee which will work closely with correctional treatment
program developers and with experimental programs now in pro-
gress (e.g., Butner) and with probation and parole groups.

The purpose of this committee would be to develop occupat1oqa1
requirements and corresponding educational programs to fu1f117
these needs for professional personnel in light of the anti-
cipated changes.

2. The study committee effort should also include considerationg
of the training and utilization of volunteers and the education
of paraprofessionals in new or modified correctional programs,
in order that roles and tasks auxillary or complementary to
professionals can be developed at the same time.

3. LEAA should fund a study to determine the feasibility of
developing the professional correctional generalist anq )
the professional probation/parole generalist whose training
would draw from the contributions of many disciplines but
whose repertoire of professional talents would be developed
exclusively for the unique needs of the correctional system.

*4 . Research efforts designed to clearly delineate cut various
counselor roles should be supported by the LEAA. Such efforts
will facilitate recruitment, selection, training, education,
etc. in the field. The results of such efforts will have a
direct impact on all facets of human resource development.

*5. LEAA should support efforts designed to improve and strengthen
educational planning in crime-related degree programs in colieges
and universities.

*6. A pilot effort should be supported by LEAA which will address

the prevailing problems associated with turnover, supervision,
and talent utilization in correctional volunteer programs.

*Priority deceloped by Reviewer.




NMS REVIEW AND ANALYSIS

ATTACHMENT

VOLUME_Five

EXAMPLES OF IDENTIFIED
PROGRAM EFFORTS UNDERWAY BY LEAA

Chapter X

.

1.

*Priority developed by reviewer

T prvare I AR SRS o

“ readiness committee which will work closely with

. The study committe effort should also include

NEED PRIORITIES BY NMS CHAPTERS

LEAA should organize a professional educational

correctional treatment program developers and with
experimental programs now in progress (e.g., Butner)
and with probation and parole groups. The purpose
of this committee would be to develop occupational
requirements and corresponding .educational: programs °
to fulfill these needs for professional personnel

in 1ight of the anticipated changes.

consideration of the training and utilization of
volunteers and the education of paraprofessionals
in new or modified correctional programs, in order
that roles and tasks auxillary or complementary
totprofessionals can be developed at the same time.

LEAA should fund a study to determine the feasibility
of;developing the professional correctional generalist
and the professional probation/parole generalist
whose training would draw from the contributions of
many disciplines but whose repertoire of professional
talents would be developed exclusively for the
unique needs of the correctional system.

~,
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None identified.

The development of a generic planning model for human

_resource development is underway in OCJET. This effort

is being conducted by Sam Houston State University,
Michigan State University and the University of South
Florida.

Same as 2 above. Development of a generic *nlanning
model for human resource development.
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*4

*5.

*6.

Research efforts designed to clearly delineate

out the various counselor roles should be supported
by the LEAA. Such efforts will facilitate re-
cruitment, sleection, training, education, etc.

in the field. The results of such efforts will
have a direct impact gn all facets of human
resource development.

Leaa should support efforts designed to improve
and strengthen kducational planning in crime-
related degree programs in colleges and universi-
ties.

A pilot effort should be supported by LEAA which
addresses the prevailing problems associated

with turnover, supervision, and talent utilization
in correctional volunteer programs.

m *Priority developed by reviewer

Same as 2 and 3 above. Development of a generic

planning model for human resource development.

Same as 2, 3 and 4 above. Development of a generic

planning model for human resource development.

None identified.
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Volume III
NEEDS PRIORITIES

The exe;utive summary of Volume Three on correctjons identifies
six critical personnel priorities that pertain to correction efforts
on behalf of children and youth:

Staffing

1. Probation and parole staffs, including both case workers and
support personnel.

Education

“2. Treatment and educational staffs, in both adult and Juvenile

facilities.
Trajning
3. Probation and parole officers

4. Juvenile corrections personnel

[ 421

. Managerial personnel

6. Supervisors

REVIEWER PRIORITIES

1. Deinstitutionalization
2. Restitution

3. Youth advocacy

EXAMPLES OF IDENTIFiED PROGRAM EFFORTS UNDERWAY BY LEAA

The major activities of the Office of JJven11e Justlce and Dellnquenqy

Preventlon (0JJIDP) 1in the- -correctional area are focused on de1nst1tu—

t1ona11zatlon and tﬁe deve]opment of alternatives to incarceration.

15
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It is the intent of Congress, as expressed in the legislative history
of the Juvenile Justice and Delinquency Prevention (JJDP) Act of 1974,
as amended, that all youth presently incarcerated (except about

10-15% -- those who have committed dangerous/violent offenses) be
deinstitutionalized. Earlier 0JJDP action initiatives (deinstitutiona-
Tization of status offenders and restitution) were first steps in this
effort to carry out the JJDP Act mandates in this area. The 0JJDP
recently began Phase II of its deinstitutionalization effort -- which
encompasses other non-violent/dangerous youth than status offenders

-- through undertaking a large-scale training program, the audience

of which includes correctional officials and personnel;

In addition to these activities, the Office also has underway numerous
research, evaluation, program development and technical assistance

activites related to deinstitutionalization of youth.

REVIEWER CONCLUSION SECTION

It is difficult to relate to the priorities without providing a

frame of reference in terms of which to provide priorities, so we

begin with a statement of our view of the goals immediately appropriate
to the field. In so doing we must relate to juvenile corrections as a

process rather than as categories of agency employees.

The three priority goals of training for juvenile corrections, at the
present time we would argue, are youth advocacy, restitution, and
deinstitutionalization. Therefore from our perspectivé manpower

innovations should be planned to further those rather than other

Ty

..3.-.

goals. It appears to be:;rue that the employees that have priority,
either in terms of numbers, education, or training are those in a

position to aid achievement of the three priority goals -- those

personnel who can provide advocacy, assist wfuh. Baihidt fon and
decrease use of institutions by developing and using programs that
present to the least restrictive alternative appropriate to the
situation. A second priority are employees who work at the front

of the system where the largest part of youth are to be encountered.

In terms of manpower categories the priorities might be stated in
the following order:
1. employees of community-based programs;

2. probation staffs or agencies that combine probation and
parole services;

3. parole agencies (under special conditions stated below); and

4. juvenile correctional personnel (under special conditions
stated below).

- ——— -

Each of the above categories *$S«discussed separately.

Employees of Comnunity-based programs

There 1is no consensus about what the educational attainment of such
employees should be in terms of number of years of formal education.
Many would argue that a requirement of specific formal degrees

wou1d eliminate many employees who work best with chiidren in trouble.
Further, a high level of formal education would operate against making

such programs available to large numbers just because of costs.

4
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Training of employees of community-based programs is an on-going
part of their operation, although often carried out informally.
More adequate training should be encouraged. We ﬁresent our view

of what "adequate" refers tc in a later paragraph.

Probation staffs or staffs of agencies that combine probation and
parole services.

Agencies that carry out a probation function are in a strategic
position to use restitution as an alternative to incarceration,
provide advocééy, and minimize penetration. They carry out official
functions and therefore should have formal educations appropriate
to their role and should have the advantage of training at entry

to their jobs and while carrying them out. We will return to what

that formal education and subsequent training should be.

Great care should be taken not to eliminate through educational
requirements others who have a natural talent for work in this area.
Continued use of paraprofessionals seems indicated. However, greater
efforts should be made to help them upgrade their formal education

and their skills through training programs.

Parole Agencies, Under Specjal Conditions

Secure care has not and will not disappear: therg is a small percent-
age of youths who will be held securely because‘they are dangerous to
others. (We do not here discuss what such care should be or who

should carry it out). We do argue, though, that support of manpower

should be given to jurisdictions that are providing secure care in an

3
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appropriate manner and need help in increasing skills in assisting
young men. and women:in integrating themselves appropriately when

returning to the community.

Juvenile Correctional Personnel under Sﬁ%cial Conditions

While much secure cére could be provided by community-based agencies.,.
jurisdictions that ﬁinimize secure care in appropriate ways should
not be discouraged f}om recruiting appropriately educated personnel
or providing appropriate training on the job. That education and
training should have as its focus the eventual return of youth to

the community.

The kind of formal gducation needed for carrying our correctional
roles is a subject of debate. Clarity is provided through recog-
nition that the c1ient§1 of juvenile correctional institutions

should be Timited to 10~15% of youths presently incarcerated,

consistent with Congressional intent, as expressed in relation

to the Juvenile Justice and DeTinquency Prevention Act of 1974, as

~ amended. Therefore, first priority must be given to community-based

programming. Such education should be oriented to the assumptions,
evidence, and experience obtained in attempts to serve children and
youth better through advocacy, and deinstitutionalization--recogniz-

ing the need for secure care of a few.

In-seryice training should not concentrate exclusively on inter- | ‘]
personal relationships, although that content should be continued.
The need at the present time is assisting staffs in how to interyene é

in the official system and in the community to hé1p'chf1dren and | ﬁ

e




youth directly.

Equally important is training in how to encourage development of

needed resources and how to encourage opportunities for children. and

youth to function successfully in the communities where they live

or to which they will return.

¥

Sl

i

.

s

T

VOLUME THREE
CORRECTIONS
(CHILDREN AND YOUTH)

),

SNBSS IR LRSI

T e
7




Chapter II. Current Manpower Assessment

A. An Overview of Correctional Manpower

Finding's

1.

Juvenile institutions employed 43,000 Fu]l-Tlme Equ1va1ent emp1oyees
in 1974.

a. 29,000, or two-thirds of this total, were employees of
state juvenile institutions.

b. 14,000 were employed by locally-operated facilities such
as detention centers or group homes.

Publically-funded community-based juvenile residential facilities

operated by a non-governmental agency were not surveyed.

Delinquency cases disposed of by juvenile courts--including status
offenders by excluding traffic cases--rose by 64 percent between

1965 and 1974, but the number confined in state juvenile institutions
remained stable between 1965 and 1970, then dropped sharply in
%he~fgllowing three years. In 1974, it was 35 percent lower than

in 1965.

Employment at state juvenile institutions increased about 41 percent
from 1965 to 1974. . ,

»A1though the populations of state juvenile institutions had declined

during which staffs increased, 38.5 percent of the administrators
of such facilities in ten states in 1975-76 told NMS staff during
field visits that their "most serious manpoweér problems” was an
inadequate number of authorized positions (this proportion was

-smaller than that pertaining to state adult institutions or

probation and parole or given by sheriffs). -Inadequate training
or personnel was listed as the "most serious manpower problem

"of state juvenile institutions, a proport1on larger than reported
for any other category of facil1t1es ’

The report concTudes "Desp1te the inherent limitations of attitu-

‘dinal questions of this type, the pronounced contrast in patterns of

response between kinds of juvenile institutions and other categor1es
of correctional administrators appears consistent with our overview
of recent trends in correctional workloads and staffing. Juvenile

“institutions experienced a very substantial reduction in their

resident populations between 1965 and 1974, concurrent with a growth
in staff employment. It may be assumed that thése trends have
ameliorated earlier manpower shortages in these institutions, as
perce1ved by their administrators. Hence, 'the most critical problems
in these agenc1es are more likely to be those resu1t1ng from
qualitative personnel def1c1enc1es
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D.

State Correctional Institutions for Adults

1.

content is not applicable

Local Jails

1.

content is not applicable

Juvenile Corrections )

1.

Near]y 45,000 juveniles were being held in custody in 829 separate
facj11ties on June 30, 1974. About 30,000 were in State-operated
facilities. local governments were providing care to the remainder.

"Both state and local agencies in some states also operate community-
based halfway houses and group homes. However, most of the latter
facilities--as well as foster home arrangements--are privately
operated under contract with the state or Jocal correctional agencies."
The latter facilities have not been covered in this research.

The populations residing in all categories of facilities except three
declined between 1971 and 1974. State shelters and the halfway houses

qnd group homes sponsored by state and local governments increased
in numbers of vesidents.

Over the same period employment in juvenile facilities remained fairly
stable at the state level and that in Tocal-government facilities
increased significantly.

The_disparity between decline in juvenile populations and stability
or increase in staff cannot be explained satisfactorily.

In 1973 the child care workers outnumbered other categories of
employees in detgnt1on centers and shelters, reception or diagnostic
centers, and training centers. At the ranches, camps, farms, halfway

. houses, and group homes educational and treatment personnel collective-

ly were more numerous.

“Only 36 percent of the heads of juvenile correctional facilities

reported that an inadequate number of authorized positions was

their 'most serious manpower problem,' while almost as high a

proportion (32 percent) identified inadequate training or staff." - .

Administrators reported that an increase of 15 percent in total
employment would permit them "to fulfill effectively all the duties v
and responsibilities " of their agency. Relatively they reported

a greater need for treatment personnel (29 percent) than for child
care workers (12 percent).
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i ini ded
75 the staffing levels of state training schools recommen
E§ lge NCCD had been achieved for treatment workers on an overallcf
basis. The overall ratio of children per total 1nst1tut1oga] staf
was well below the ratio of 3:1 proposed by the ACA in 1966.

i inistrators' own
"Thus, the latter comparison--as well as the adminis )
rgggonses--both indicate a generally ﬁavorabie overall staffing
level for the state training centers.

E. Probation and Parole Agencies

1.

i istinquish between services
aterial presented does not always distinquish 2
lgecﬁildren agd to adults. Only the relevant comments directly
pertaining to children’s services are summarized here.

ield interviews with hea suvenile offices in
In field interviews with heads of adult and juveml f
ten states administrators reported manpower shortages 1n b?gh Carams
juvenile and adult agencies. The manpower §hortage_1n adult 2; ge
appeared to be more extensive. Among agencies for juveniles ther
is no consistent pattern of manpower shortage.

Case unit ratios were lower for adult parole and Juyen11$ ag§2c1es,
than for adult probation. .In general, tneoogaentat1on o_1ms t
agencies is towards somewhat.closer supervision of JUV§"1 e
parolees, and minimum supervision of adult probationers.

i i ortion of
Movement of status offenders has shifted a growing prop
juvenile corrections work load from state institutions to the

community.

ini j i ins*itutions reported
inistrators of both adult and juvenile institu t
gdgreater relative need for treatment specialists than for 1ine

custodial personnel.

arison with professionally recommgnded staffing
Eii?gs?ntggm;ost serious personnel shortages, in the agen1ceso
examined, were found in probation.and parole agencles, aqui?tﬂg
treatment specialists in all categories of correctional In
tions--particularly in local jails,




F. Conclusions

1.

On the other hand, such trends as movement of status offen@ers
out of state training institutions and deinstitutionalization,
have shifted a growing proportion of the juveni]e corrections
work load from state institutions to the community.

Administrators of both adult and juvenile jns@itutions reported
a greater relative need for treatment specialists than for line
custodial personnel.

Based on comparison with professionally recommeded.staffing ratios,
the most serious personnel shortages, in the agencies examined,

were found in probation and parole agencies, and among treatment
specialists in all categories of correctional institutions--particu-
larly in local jails.
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Chapter III. The Outlook For
Corrections Employment:
Manpower Projections to 1985

A. Introduction
1. Content is not applicable

B. The Projection Scenario
1. Content is not app]icab1e

C. Key Trends Affecting Corrections Employment
1. Content is not applicable

D. Projections of Corrections Employment

ﬁ& 1. Juvenile institutions, are expected to experience very little net
growth--only 12 percent between 1980 and 1985, with reductions in
employment in state juvenile institutions, such as training centers,
offset by continued growth at the local Tevels.

gk‘z. Child care workers. Employment of child care workers, on the other
hand, is projected to increase by only 10 percent between 1974 and
1985, as a result of the projected continued trend towards deinsti-
tutionalization for certain categories of juvenile offenders, and
the consequent slow net growth in overall employment in juvenile
institutions.

E. Assessment of Key Correctional Developments

1. The National Assessment of Juvenile Corrections reported a total
average daily population of 5,663 juveniles in more than 50 separate
state-related community-based residential facilities during 1974.
These accounted for 17.7 percent of the total number of juveniles
in state residential corrections programs. The total covered both
privately operated and state operated programs, and contrasted with
a much lower LEAA/Census estimate of 1,218 youths assigned to state-
operated community centers alone in 1973.

Although the above data sources are not completely comparable, they
indicate a much greater relative utilization of community centers
for juvenile programs (17.7 percent) than for adult inmates (4.8
percent).

2. Nearly one-half (46 percent) of the executives of both adult and
juvenile institutions reported that they were currently administering
community-based facilities or halfway houses. However, a Somewhat
greater proportion of heads of juvenile agencies, 39 percent,
reported that they expected increased staffing needs for either
existing or planned community programs in the next two years, as




compared with 31 percent of the heads of adult correctional
institutions.

3. In contrast to the relatively 1imited and supplementary role of
community-based institutions for adults, these programs have been
advanced as a major alternative to institutionalization in the case
of juveniies, on the grounds that they are more humane, more effective
and less costly. The sharp decline in the number of juvenile inmates
in state training centers--from nearly 41,000 in 1969 to 25,000 in
1974--combined with indicators of growth in the community-based
programs, suggest that this trend has, in fact, occurred. Moreover,
as noted above, nearly two-fifths of the 500 juvenile corrections
executives responding to the NMS survey in 1975, anticipated an
increased use of community-based programs in the next two years.

The Timited available evidence on results of deinstitutionalization
of juveniles is still not conclusive.

From a long-range manpower standpoint, a continued trend towards
deinstitutionalization clearly implies a reduction in staffs of
state operated training centers--after some period of adjustment,
but an increase in personnel needs for largely private community
residential centers, as well as for juvenile probation activities.
However, no comprehensive data are available on personnel of con-

tract-operated conmunity facilities.
These programs tend to be more frequent for adult inmates than
for juvenile inmates.

and 36 percent of juvenile institutions operated work release pro-
grams were in effect in 45 percent =f the adult institutions, and

38 percent of the juvenile institutions.

F. Conclusionsvg

The outlook for juvenile corrections suggests a continued movement

1.
away from large state institutions, towards community-based residen~

tial and non-residential programs. This trend, in combination with
the projected decline in the proportion of teenaged youth in the
population, will result in a relatively small net increase of 12
percent in total employment in juvenile institutions, entirely at

the Tocal level,
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The NMS surveys of correctional administrators
found that nearly 58 percent of state adult correctional institutions
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Chgpter IV. Recruitment And
Retention of Corrections Employees

Introduction
1. Content is not applicable
Recent Recruitment aind Turnover Experience

: fﬁséftﬂifi‘ﬁi”é‘{dt?ZZnZ??Sth’ h persomim Erators of juvenile
: ’ 1gn personnel turn Uthei
most serious manpower probjem. " over as "their
A » . rather than other i
sponses, such as an inad er possible re-
or inadequate staff traiﬁ?ggfe number of authorized positions

2. The NMS report for juveni
" Juvenile corrections notes that: "
?ﬁrtzguzggzrents 1S lower now than in previous yeaés. Tg€2§¥§g
omy have reduced movement within the usually volatile

occupational categories Child care
: At g v C re workers were m
1dentified as POSing recruitment and turnover problggg :;gggegﬁly

4,
)t The FY 74 turnover rate for for child care workers was 27 -percent

T
ocipetinky ettty TR, eploment sckimter 10
1974 of 6,000 child care‘workers? 21 volume of new hires in Fy

on the NMS, can be compared wi
s th a total separati i
ggrerzogkgrs, or "cottage parents," of 28.3pperceg: $2t$gggong it
*Ported in the Joint Comission survey. P

surveys,
c Median M?nimum
Police officers a7
gepgti_Sheriffs $g’glg
robation and parole officers ;
Correctional officers, adylt institutions g’ggg

Child care workers, juvenile institutions 7,798
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Child care workers. "Two primary factors contribute to turnover.
One, as could be expected, is the opportunity to get getter jobs.
The other is the poor career progression available for personnel
in key occupations,..especially for those having positions in in-
stitutional facilities. In community-based programs, reasons for
turnover tend to be more program specific. The variety of reasons
offered includes intensity of the work, lack of regular time off,
lack of seeing very many juveniles become successful, disinterest
in the program, change in management, and requirement for longer
term program commitment by staff than previously."

C. Projected Recruitment Needs

1.

The projections, indicated a sharp reduction in annual recruitment
needs for all three line correctional occupations during the
1975-80 period, as compared with FY 1974. The reduction will be
proportionately greatest (35 percent) in the case of child case
workers, as a result of the very limited net employment growth
expected in this occupation.

These projections, on balance, suggest a generally favorable re-
cruitment climate for correctional agencies during the coming
10-year period, particularly when allowance is made for the con-
tinued grownth in the Nation's labor force and for the rising
educational Tevel of new labor force entrants. These agencies

may therefore be in a position to be more selective in perscnnel
recruitment standards, and with the prospect of a more stable

work force, may be able to place greater emphasis upon the quality
of both entry-level and in-service training.

D. Employment and Recruitment of Minorities and Women

1.

TR SR D S R LT R I AT

The available statistics from the Census Employee Characteristics
Survey do indicate that a relatively large proportion (33.7 percent)
of custodial personnel in contact with juveniles are women, as
compared to much smaller proportions of women in adult institutions
(7.5 percent) or in sheriffs' jails (17.3 percent)--the latter in-
cluding detention facilities for both adults and juveniles.

The proportions of both minority group members and of women are
significantly higher among administrators of juvenile institutions
than either among heads of adult institutions or of probation and
parole agencies.
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Chapter V. Education For Correctional
Occupations

A. Introduction

1. In summary, the primary focus of this chapter is on the actual
jﬁg levels of education currently evident and on the effects of
various efforts to upgrade these levels. Discussion on the
relationship between education and performance 1S confined to
existing occupational requirements that suggest the need for
certain levels of educational attainment.

B. Assessment of the Educational Attainment of Correctional Personnel
Standards and Levels

1. Responses from executives of juvenile institutions revealed higher

[than adult] agency standards.  Although 19 percent had either
not established euucational standards or had set standards or
had set standards below the recommended minimum, 28 perdent had
gone beyond the Commission's recommendation of a high school
diploma. Slightly under 18 percent of the agencies responded
that some college level work was required for entrance as a Tine
juvenile worker and 11 percent mandated.the attainment of a
college degree. This may be an indication thqt the higher stan-
da~ds set by juvenile institutians reflect child care workers as
a member of the treatment team, whereas the adult correct1ona1
officer's role is more likely to be custody and security.

2. Table V-2
Current Agency Minimum Educational
Requirements
Minimum Education Required Juven11g
Iastitution

(Percent)
No minimum required ' 12.1
Less than high school diploma ' 7.1
High school diploma | = 52.0
1 year of college . 3.1
2 or 3 year~ of ceilege 14.8
Bachelor's u.gree 0.3
Total S 100.0
. ; (n=576)

Source National Manpower Survey, Executive survey, 1975

T



Juvenile corrections child care workers. In the past it has been

suggested that, in view of the better working conditions, better
salaries, and generally higher status accruing to employees in
Jjuvenile corrections, it has been possible to recruit better edu-
cated personnel in that area in comparison with the adult corrections
system. This judgment appears to be borne out by the evidence.

In 1974, the average educational attainment of the juvenile custody
officer was somewhat over 13 years, or one year beyond a high school
education. Thus, the average juvenile custody officer can be said
to be better educated than the average adult corrections officer

by approximately one year of education.

The proportion of juvenile custody officers failing to meet the
minimum standard of a high school education is comparatively small.

A significantly larger proportion of juvenile custody offigers have
earned degrees beyond the bachelor's than in adult corrections.

Well over 60 percent of juvenile supervisors have an educational
attainment beyond high school.

Overail, befter than 80 percent of juvenile supervisors meet or
exceed a minimum standard of a high school education. )

Among juvenile custody supervisors, the most frequently held degree
is the bachelor's constituting almost three-fourths of all degrees
held. Theee is a correspondingly smaller proportion of master's
degrees held in comparison with 1ine personnel. However, this is
offset by a substantially larger proportion of supervisors holding
a professional degree, a proportion far larger than that found
among the other correctional occupations so far examined.

Juvenile corrections line workers and supervisors are generally
younger thar their counterparts in adult corrections. The average
age of this group is estimated to be about 37 years, or 2 years
younger than the average adult officer or supervisor. The average
educational attainment of this group is sTightly less tharn 14 years
of education, in comparison with the average of somewhat more than
12 years of education in adult corrections, _

The pruportion of 1ine workers and supervisors with less than 12 years

of education increases steadily as the age of the respondent increases,

It would appear that the educational base of personnel in juvenile
corrections is not only higher than in adult corrections but is
shifting much more rapidly toward higher educational levels.

There has been, and will continue to be, significant improvement

in the overall educational attainment of juvenile custody personnel.
The magnitude in this improvement is also interpreted to be somewhat
greater than in adult corrections, where there appears to be a
larger and more stable proportion of custody personnel at or around
the 12 year educational level. Increases in educational attainment
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due to.thgﬂfetiiement of older personnel are also 1ikely to be
more significant than in adult corrections.

Thus, again barring radical changes in entry and turnover patterns
1t 1s reasonable to assume a significant overall improvement in
the educational attainment of Juvenile corrections custody personnel.

13. With respect to the pattern of attainment of newly employed child
care workers,.there has been a major shift away from the high
school educational level degrees. In the group of child care workers
employgd Prior to 1960 the proportion with better than 12 .years of
education was only 7.5 percent. However, among officers employed
sgbseguent to 1960, the proportion with 13 or more years of educa-
tion increased dramatically, so that among those employed between
1970 and 1974, over half have some edueation beyond 12 years and
over a quarter have attained 16 or more years of education.

14, Baseq upon these figures it can be suggested that new juvenile cor-
rections child care workers are increasingly oriented toward degrees
in higher education, and that improvement in entry-level educational
attainment is much more rapid than in adult corrections.

15.  The rate of in-service upgrading in juvenile corrections appears to
be comparable to that found in adult corrections.

Assgssment of the Educationa1 Attainment of Probation and Parole
Officers: Standards and Levels

1. Content is not applicable

Assessment of Correctional Treatment Personnel]: Standards and Levels
A\

1. A large proportion of treatment personnel in juvenile corrections
emp]oygd fail to meet the minimum requirements of 16 years of
educat}on. In juvenile corrections, the proportion below this
level is 44.6 percent, A significant proportion of .correctional
treatment personnel can be regarded as having an educational
attainment @e]ow that thought to be minimally necessary by the
various national commissions and associations and also the lTevel :
suggested by the occupational analysis. ;

Efforts To Upgrade the Educational Attainment of Adult Corrections
Officers : . ' '

1. Content is not applicable

g;ﬁgztssTo Upgrade the Educationai Attainment of Juvenile Corrections
ricer ;

]( Juvenile corrections agencies appear to anticipate a greater level

of educational. upgrading merely on the basis of entry-level re-
quirements.
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2. Eighty-seven percent of juvenile executives responding iqdicated.
that new child care workers should be encouraged to continue their
education toward a college degree.

3. Juvenile corrections agencies are slightly less Tikely than adult
agencies to utilize education as a criterion for promotion and
more likely to permit time off to attend classwork. Thus, it
may be suggested that juvenile agencies are less likely to provide
concrete incentives thought to be most effective but are more w1!11ng
to facilitate through other means the continued education of their
custody staff. '

4, The total proportion of those with less than one full year of
additional educational credit can be estimated to be between 7 and
10 percent of the entire population of juvenile officers and super-
visors.

5. In 1974 the proportion of juvenile officers and supervisors that
had attained at least one additional year of education after entry
was 23.1 percent. The group most 1ikely to have increased its
educational attainment was the group with better than a high school
education but less than 16 years of education at entry. The groups
that were least 1ikely to have increased their educational attainment
were those with exactly 12 years or 16 years of education.

Efforts To Upgrade the Educational Attainment of Probation and
Parole Personnel

1. Content is not applicable

The Impact of LEEP Upon the Educational Upgrading of Correctional
Personnel .

1. Comparing the two areas of adult and juvenile corrections, it
appears that juvenile corrections personnel were.genera11y more
1ikely to participate in LEEP than adult corrections personnel.

2. In juvenile corrections less than 20 percent of all those raising
their attainment one year had participated in LEEP, Thus, although
the impact of LEEP can be regarded as significant, it appears that
within corrections a large majority of personnel have raised their
educational attainment without this assistance.

Summary of Major Findings and Recommendations iﬂ{

1. Juvenile corrections child care workers are better educated than
either adult corrections officers and adult corrections supervisors
with an average attainment of around 13 years of education.

2. Juvenile correctiorns supervisors, however, have an average attain-
ment of 14 years, which is only slightly below the Tevel of
attainment found ameng juvenile corrections treatment personnel.

Juvenile corrections appears to be moving toward higher educa-
tional levels at a faster rate than adult corrections. Whereas
the educatiomal attainment of adult corrections officers remains
heavily oriented to the 12-year high school education level,
juvenile corrections appears to have increasingly recruited from
among those with 13 or more years of education.

Juvenile corrections had made a more rapid movement toward higher
educational levels than adult corrections. However, the principal
reason for this appears to be the more rapid improvement in the
educational attainment of newly-employed personnel rather than

a more concerted effort to upgrade personnel already employed.

Juvenile officers in the Western regions tend to be better educated
than officers employed in Eastern regions

In both adult and juvenile corrections over 15 percent of those
employed in treatment positions reported no college education at
alt.

LEAA and the educational community, together with the adult and
juvenile correctional facilities should examine jointly the current
procurement programs, educational opportunities, and in-service
training programs for the purpose of accelerating the educational
level of attainment of adult and juvenile corrections treatment
personnel. Given the wrgency of juvenile needs and the requirement
to strengthen juvenile services, first priority should be given

to the juvenile treatment group.

In pursuing the above objective, specific emphasis in educational
and training programs should be given to the development of those
skills and knowledges which are directly related to the counseling
and guidance function as it applies to the solution of juvenile
problems. Most of these ckill and knowledge requirements, some of
which have been identified in Volume VIII of this report, indicate
a need for college level preparation, suppliemented by graduate
study. In the examination of current programs against these oc-
cupational requirements, it is also recommended that any revised
courses also reflect further impacts which changed institutional
or community-based correctional treatment programs, based on new
correctional strategies, may have on position requirements and
occupational standards.




HChapter VI. lraining For Correctiona] Uccupatiohs

Introduction

1. The purposes or goals that are being pursued through the provision

of training must also be considered. A number of possible goals
of a general nature can be suggested. The first and most obvious
is to assure that personnel can and will carry out assigned duties
within the general guidelines set down by the agency that employs
them. This objective involves the provision of basic skills,
“having reference only to the requirements of a specific job within
a specific agency at a given time. '

A second goal of training involves more than the specific job the
person being trained will immediately perform. It extends to the
potential role of the trainee in the course of his or her career.
The purpose of training in this context relates to the development
of general as well as specific skills that can be utilized across

a wide range of occupational positions. This objective may be de-
scribed as general career development, referring to a broad category
of skills required for future as well as present duties.

A third and more general purpose of training relates to the concept
of system or organizational development. Under this. conceptualiza-
tion, training is regarded as more than the preparation of individu-
als. It is viewed as a device for enhancing the general potential
of the organization itself. ‘ o

Tk

Existing Training Standards | \ | ST o
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B. Training for Line Personnel in Adult Corrections

1.

Contents not applicable

C. Training for Juvenile Child Care Workers

‘;( 1.

In juvenile corrections, the level of training provided is
significantly lower than in adult corrections. Thus it is necessary
to consider the overall pattern of training before examining the
entry-level and in-service components separately.

Provision of training, Twenty-eight percent of all juvenile cor-
rectional agencies in 1975 provided no formal entry-level or in-
service training to their personnel. The remaining 72 percent

of the agencies provided some form of training as follows: 43
percent of all agencies provided both formal entry-level and in-
service training, 21 percent provided formal in-service training i
only, and 8 percent provided entry-level training only. In short,
the overall pattern in juvenile corrections suggests a significant
lack of training effort. However, in comparison with the available
information relating to training provided prior to 1975, these

data indicate small but possibly significant gains.

Smaller agencies, those employing fewer than 75, represent the
principal area of difficulty with respect to the provision of
training. Apart from a generally low level of training, evidenced
by the fact that only 68 percent of the agencies provide any form
of training, agencies of this size tend to provide both forms of
training. Among the larger agencies the 1ikelihood that both
forms of training are provided is significantly higher than in
smaller agencies, and the incidence of no training, or only one
form of training, is significantly lower,

Approximately 79 percent of all child care workers are employed
in agencies providing some form o training. Of these, the
largest number are in agencies providing both entry-level and in-
service training. However, 22 percent are employed in agencies
providing only one form of training, most frequently in-service
training.

Types of training provided in the various types of juvenile cor-
rections agencies surveyed by the NMS. Although in some cases
the number of agencies of a given type in the sample may not be
representative to the entire class of juvenile agencies, the pat-
tern noted is indicative of variations in training effort among
juvenile agenices in general.

The pattern suggested is that training is more 1ikely to be pro-
vided by the more secure facilities such as detention centers,
training schools, ranches, camps, and farms. Less training is
provided by juvenile shelters, halfway houses, group homes, and
non-residential programs. This factor clarifies the finding that
the latter agenices tend to be rather small. .
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The type of training provided aiso a ears to vary a i

the 1ev§1 of security maintained. Tﬁg more secu:z fgggy?;?gstgend
to provide both entry and in-service training more often than the
less Sécure agencies. However, significant preportions of all types
of agencies proy1qe only in-service training. Agencies in which
gntfy-leye1 tra1n1ng is the only form provided are relatively rare
ggtgﬁvggalg ?orrect1q?s.d However, this policy appears to be more

0 n Juvenile detention

n any other tysaven remest tion centers and halfway houses than

In summary, the evidence suggests that size of a

of security are critical variables with respect ggniﬁeaggp;egg1
training provided. This is probably attributable to the fact
that.the_smaller agencies tend to have fewer resources and less
flexibility of staffing of the sort required for adequate training
Programs. [t may also be possible that mere secure facilities
have a more stable and regularized organizational and operational”
Structure that permits the development of training programs.

Entry-level training Approximately 50 j i

y : .- percent of juvenile cor-
rections agencies provide entry-Tevel training to new child care
workersf‘ A]though.the largest proportion of these programs are
In agencies providing both entry and in-service training in about

8 percent of all a i - ) - "
provided. Jencies entry-level is the only form of training

Among the agencies providing entr ini

g ‘ S y-level training, over 90 ercent
require th1s tra1n1ng of all new personnel. Approximately g percent
of these agencies waive thg entry-level training requirement for
child care workers with prior experience in juvenile. corrections.

Only about 4 percent of these agencies : le.
selective basis. 9 provide training on a

Such training is provided almost exclusively at the facili

new child care worker is employed. Only a gma]] propogt}oﬁyo¥here the
agencies ut1]1;e centralized training facilities, such as regional

or state training institutions, and an even smaller proportion use
local educational facilities or other agencies.

The pattern in the location of entry-level training is not expected

to change significantly in the next two years, although t E
d1rect1on of the changes anticipated by agency executgvesngurveyed :
by NMS are similar to those noted for adult corrections. The execu- ?
tives indicate that there should be a moderate decline in the
utilization of the facility where a new child care worker is em-

‘ployed for entry-leve] training. The responses also forecast an

increase in the utilization of state and regional faciliti

11123 ties, and i
the use of the fac111t1gs of other correctional agencies. Most i\
significant is the magnitude of increase expected in the use of i
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15.

16.

17.

18.

Tocal educational facilities. Although the number of agencies
involved is small, the responding executives indicate a doubling
of the use of this resource within twe years.,

Duration of entry-level training. The estimated average length
is approximately 30 hours. The smaller agencies appear to be
devoting the least amount of time for this purpose. However, the
difference between the smaller agencies and the other agencies

providing training is relatively slight.

Examination of the distribution of personnel amorig the agencies
suggests that the picture is somewhat better than is apparent

from the agency data alone. However, the general pattern does

not significantly alter the conclusion that entry-level training

is neither widely nor extensively provided in juvenile corrections.

Witk the exception of training schools, the duration of training
provided does not vary significantly among different types of
agencies.

Given the uniformly Tow level of training irdicated in the data,
it would be-superfiuous to attempt a detailed assessment based
upon fixed standards.

Content of entry-level training. The heaviest coverage of training
topics for child care workers is in the areas of custody, agency
policy, and security, Beyond this, moderate coverage is provided
for such topics as report writing, counseling, and child psychology;
and a less amount is provided for law, race relations, drug and
alcohol treatment, sex education, and vocational counseling. This
pattern is maintained with minor exceptions across all sizes of
agencies.

Although custody and policy-related topics are provided most
frequently by all types of agencies, they are most often covered
in juvenile detention facilities and juvenile ranches, camps, and
farms. Counseling techniques aye more frequently covered in
agencies other than detention facilities, particularly among
training schools and halfway houses. Topics such as law and
adolescent and child psychology are uniformly among the topics
provided with less frequency by all types of agencies. However,
despite the variations noted above, the magnitude and relative
priority of training coverage does not appear to reflect major
differences among types of agencies.

In-service training. 1In 1975, approximately 64 percent of all
juvenile corrections agencies provided some form of in-~Service
training to their experienced child care workers. Approximately
70 percent of these agencies provided this training in addition
to an entry-level program. In approximatety 20 percent of all
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agencies, in-service training is the only form of training
provided. Thus, juvenile agencies appear to place greater
reliance on in-service training than adult corrections agencies,
and are generally more 1ikely to provide in-service than entry-
level training,

The proportion of child care workers receiving in-service
training in agencies providing such training is considerably
larger than in adult corrections.

it can be estimated that only about one-half of all child care
workers actually receive in-service training during a given year.

The ?gimary location of in-service training is the juvenile facility
itself.

Duration of in-service training. The average duration of in-
service training provided was approximately 35 hours in 1975.

This is slightly more than the estimated average of 30 hours
provided in entry-level training programs, and considerably less
than the average duration estimated for adult correctional officers.

There appears to be relatively little variation among the various
types of agencies,

Content of in-service training, The pattern of topics covered

in in-service training appears to be different from that noted

in the case of entry-level training. Although the overall hierarchy
of topics is maintained, in a number of cases certain topics are
more often covered in in-service than in entry-level programs.

The clearest example is counseling techniques, which is provided

in almost 80 percent of in-service programs. . By contrast, this
topic is covered in entry-level programs by only 66 percent of

the agencies. Department policies, covered in almost all entry-
level programs, is provided by only 67 percent of the in-service
programs. Finally, topics related to child and adolescent psychology
are provided by approximately 40 percent of the entry-level programs,
but are covered by 64 percent of agencies providing in-service
training. These differences suggest that in-service training, in
addition to being more widely provided than entry-level, is also
more diversified in content, However, an examination of other
training topics covered with a high degree of frequency--supervision
of juveniles, management of disruptive behavior, and maintenance’

of discipline--suggest that in-service programs remain heavily
oriented toward custody and‘gecﬁrity topics.

In-service programs involve considerably more variation across

types of agencies. Juvenile detention facilities appear to
emphasize training in such topics as the supervision of juveniles
counseling technigues, alcohol and drug. treatment programs, and
vocational counseling. They also provide more coverage of legal
topics than the other types of agencies. Halfway houses and group
homes appear to provide training in counseling techniques, child
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and adolescent psychology, sex education, and vocational
counseling slightly more often than the other juvenile facj]ities
although the proportions remain extremely low in all agencies.

At the same time, they provide training in the control of dis-
ruptive behavior, discipline, report writing, medical treatment,
legal topics, and race relations less frequently than the other
agencies. The more secure institutions--training schools, and ranch
camp and farm facilities--appear to be similar in terms of the1f
training coverage, although training schools train in legal topics
and topics related to the maintenance of discipline and the super-
vision of juveniles less often than the ranch, camp, or farm
facilities. The latter appear to cover psychological topics less
often than any of the other type of juvenile agency.

As in the case of entry-level training, the coverage of topics
in in-service training closely matches the priorities suggested
by the executives.

Major findings relating to training for child care workers. In
summary, the major findings derived from the analysis so far are
as follows:

There appears to have been relatively little growth in the amount
of training provided in juvenile corrections in the last 7 to 10
years,

Training levels, in terms of number of agencies providing training,
remain significantly low, both for entry-level training and for in-
service training.

The duration of the training provided remains far below suggested
standards. Only a small proportion of agencies meet or exceed

the minimum training standard of 100 hours for entry-level training
standard of 100 hours for entry-level training, and less than 50
percent of agencies providing in-service training meet or exceed
the minimum standard of 40 hours.

The location of training is primarily the employing agency, al-
though in-service training programs appear to utilize a somewhat broa'
broader range of facilities than entry-level programs.

The qontent'of the training provided generally conforms to both
the relative priorities of juvenile corrections executives and to
the primary skills and knowledge required of child care workers.

The content of the training itse]f’appears to be heavily oriented
toward primary custodial, policy, and security topics.

On the basis of these findings, it can be suggested that the overall
condition of training in juvenile corrections is one of serious
weakness with respect to the incidence of provision and in the
duration of the training provided. This in turn strongly implies

S s
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that, despite the apparent congruence of training content to the
demands of tlhie occupation, the training itself is of doubtful value,
considering the Timited amount of time devoted to it. In addition,
the significant number of agencies providing no training whatsoever
further aggravates the deficiency in this area.

D. Training for Probation and Parole Officers

Jl.].

In general, juvenile probation agencies are more likely to provide
training than adult agencies. In adult probation, 36 percent of the
agencies do not offer training, while among juvenile agencies this
proportion is 25 percent. Among agencies in which both adult and
Jjuvenile offenders are served, the proportion not providing train-
ing is also 25 percent. ‘

A larger proportion of juvenile that adult probation agencies provide
both entry-level and in-service training. However, in agencies pro-
viding probation services to both adult and juvenile offenders. the
proportion providing both forms of training is larger than that among
agencies serving either adult or juvenile offenders exclusively.

No variation among these three types of agencies is apparent with
respect to the proportions providing only entry-level or only in-
service training.

Parole agencies. The pattern is the opposite of that found among
probation agencies: adult agencies are more Tikely to provide
training than juvenile agencies. Only 10 percent of adult parole
agencies fail to provide training for their personnel, while 21
percent of juvenile agencies provide such training. When adult

and juvenile parole functicns are combined, however, the data indi-
cate that all agencies provide some form of training.

The type of training in the area of parole also varies by the class
of offender served. Among adult parole agencies, 72 percent provide
both entry and in-service training. Among juvenile agencies, the
proportion providing both forms of training is only 45 percent.
However, agencies combining adult and juvenile parole functions pro-
vide both entry and in-service training more frequently (75 percent)
than either adult or juvenile agencies.

Consolidated probation and parole agencies. Combined adult agencies
provide some training in 91 percent of the cases examined, whereas
87 percent of combined juvenile agencies and 84 percent of combined
adult and juvenile probation and parole agencies provide some form
of training to their personnel.

To summarize, the most important factor with respect to the provi-
sion of training appears to be organizational centralization. 1In
almost all cases, consolidated agencies are more 1ikely to provide

~training than agencies in which functions are specialized. Parole

agencies, usually organized on a statewide basis, provide training
more frequently than probation agencies. The distinction between
agencies serving adult or juvenile offenders also appears to be

O

©



10.

11.

12.

13.

14,

-8-

significant with respect to training. In the probation area,

adult agencies are more likely to train than juvenile agencies. 1In

the area of parole, the opposite pattern is true: Jjuvenile agencies
are more likely to train than adult agencies. In general, however,

the amount of training provided by agencies organized on a combined

basis is superior to that provided by other types of agencies.

Entry-level training. As in juvenile corrections, the provision of
entry-level training in probation and parcle agencies lags behind
the provision of in-service training. Combining agencies providing
only entry-level training and agencies providing both forms of
training, it is suggested that entry-level training is provided by
approximately 58 percent of probation and parole agencies.

As in adult and juvenile corrections, the most common site of train-
ing is the agency in which the new officer is to be employed.

The average duration of training provided to new probation and parole
officers is 61 hours.

There is relatively 1ittle variation in the amount of training pro-
vided among probation agencies, parole agencies, and combined pro-
bation and parole agencies when examined in the aggregate.

Probation agencies. In the area of probation there are significant
differences between agencies providing services to adult offenders
and agencies providing services to juvenile offenders. Juvenile
agencies appear to provide significantly more training at entry
level than agencies providing services to adult offenders.

Parole agencies. A broader variation in the duration of training
provided by parole agencies is found when the class of offender served
is controlled. Adult agencies appear to provide significantly more
entry-level training than either juvenile parole agencies or combined

adult and juvenile agencies.

Consolidated probation and parole agencies. Consolidated agencies
are more likely to provide training than agencies providing only
probation or parole services exclusively. However, with respect

to the duration of training provided, these agencies are only
marginally superior. Controlling for the class of offender served,
there is 1little variation in the average length of training provided.

E. Assessment of the Length of Entry-Level Training

1.

Among the individual types of agencies adult parole appears to come
closest to meeting the standard of 100 hours. However, juvenile
parole agencies appear to perform at a significantly poorer level

in relation to the standard. Within the area of probation, only
Juvenile probation appears to have a significant number of agencies
meeting or exceeding the standard. The consolidated agencies appear
to perform the best in relation to the standard of 100 hours, with
the adult and juvenile consolidated agencies having over half of

the agencies meeting or exceeding the standard.
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Chart VI-5 presents the findings of that analysis with respect
tq the tasks.most commonly performed by adult and juvenile proba-
tion anq parile officers., The tasks are ranked according to the
proportion of officers indicating that they performed the task
and the amount of time they devoted to the task.

Chart VI-5

Primary Tasks Performed by Adult Probation and
Parale Officers

Establishes periodic verbal or personal contact schedule...and
1nstyugts c11en? with respect to required conformity fo the
conditions of his probation, parole, or incarceration.

Estab]ishgs and maintains case file and evaluates inforhation
to determine the client's progress and needs.

Mo@ified probation, parole, or correctional program in view of
client's needs. ‘

Advises or counsels clients...concerning conditions of probation,
parole or incarceration, housing, education, community services
and_management of personal affairs to establish realistic and ’
socially acceptable behavior patterns.

Advises and counsels clients family and/or handles complaints
on problems in dealing with client.

Prgpares recommendations, reports, and dispositional plans on
clients, for courts, parole board, or classification board.

The data indicate that there appear to be no major differences

between&tye types of dut1§s performed by adult and juvenile officers

and that the overall ranking of tasks between these two occupations
gsty1rtua;1y 1d$nt1c?]. Thus, it is possible to discuss the pro-

ation and parole role generically without reference to th by
of offender served by the officers. ¢ class -

Those areas found to have a significant deficiency between desir

and actual levels of expertise included: know]edge of invesiigaggve
techniques; knowledge of the requirements for the revocation of pré-
bat1on or parole status, and other laws and rules pertaining to pro- ;o
bation and paroie; Knowledge of the philosophy of the probation and ’
parole agency wbere employed; knowledge of the various forms, records

and other materials utilized in probation and parole; the ability to ’

dgva]oQ plans for probationers and parolees; the preparation of case

h1stor1es; the development of- community resources; crisis intervention: n -
and knowledge of the functions of correctional institutions. ’ 3
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Not all of the above topics are most conveniently learned through
formalized training, as opposed to normal on-the-job-experience.
However, the indication of significant gaps between desired and
actual levels of understanding in these areas may suggest that such
topics would be given a high priority in training programs.

The priorities expressed by executives do not appear to coincide
precisely with the priorities suggested by the occupational analysis
discussed above. The largest difference is in the apparent level

of importance attached to legal topics and to basic office policies
and procedures. These areas, where a significant level of deficiency
was thought to exist, appear to be assigned a strong emphasis by only
approximately 50 percent of the executives. Crisis intervention, an
additional area where a deficiency was thought to exist, was assigned
strong emphasis by 53 percent of executives.

Apart from these differences, however, executives appear to assign
a high priority to most of the major areas where entry-level officers
were thought to be deficient.

In general there is 1ittle variation in the enphasis given to the
various training topics between the various types of agencies.

Summary and conclusions. In general, the status of training in
praobation and parole is similar to that in juvenile corrections.
That is, although a majority of agencies provide some form of train-
ing to either their new or incumbent personnel, there are very clear
areas of deficiency in both the quality and quantity of the training
provided. :

* Approximately 20 percent of all agencies provide no training
whatsoever.

* Only half of all agencies prdvide both entry and in-service
training. '

The amount of training provided both entry and in-service is
significantly below the proposed national standards in:the
majority of agencies,

The most apparent factor explaining the level of training
provided is centralization., That is parole,agencies and con-
solidated agencies are more 1ikely to train than locally-based
probation agencies. ”

The content of the training appears to coincide with the primary
requirements of the position but more closely relfects the
priorities of executives.

Certain areas, primarily legal requirements, are neglected
during training.

A major problem is the large number of agencies providing only
in-service training where, given the Tow overall duration of
training and the restricted coverage of topics, there appears -
to be a lack of adequate topical coverage.

™~
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* The prospects for future improvement in the quality and quantity
of training appear to be moderately favorab1e, although 1less
favorable than in other areas of corrections.

In summary, probation and parole appears to offer a primary target
for efforts to upgrade training in corrections, partlcq1ar1¥ in the
area of probation. Although a certain amount of training might be
foregone because of the overall higher educational attainment of
probation and parole officer, there remains a need to.estab11sb some
instruction in certain areas not customarily covered in educational
programs. ,

F. Supervisory Training in Corrections.

1.

Contents not applicable.

6. Training for Correctional Treatment and Educational Personnel

1.

In juvenile agencies in 1975, where the overal} ratio of treatment

and education specialists is much higher than 1n.aQu1t corrections,

the proportion of agencies providing initia! training to these personnel
was appeoximately 52 percent, as compared with 76 percent of adult
corrections agencies.

Table VI-42 indicates a significant variation in the provision of.
training by type of juvenile corrections agency. Although the over-
all pattern is not indicative of broad variations, it 1is c]eay that
juvenile detention and half-way houses are less 1ikely to train new
treatment personnel than training schools and ranch, camp, or farm
facilities. The constant factor here appears to be the fact that

in the former facilities the period of time a'jgvenile is held is
generally shorter than in the other two facilities. This may sug-
gest that treatment functions are less crucial to the temporary
facilities, thus reducing the apparent need to train. In the half-
way houses and group homes, which are more heavily or1ented.tQWard
rehabilitative processes, the neglect of training may be raised as

a significant area of deficiency. The problem hege, however, may be
the relatively small size of such facilities, making regularized
training difficult to sustain. '
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Table VI-42

A i i Agencies
entage of Juven11e.qurect10ns
Proi?Eﬁng Egtry-Leve1 Tra]n1ng_for Treatmﬁggsand
Educational Staff, by fype of Agency,

Percentage of

Type of Agency Agencies Training

Total Number
of Agencies

A11 agencies 45.1
Juvenile detention center ~ 60.2
Training school 61.5
-Ranzh, Camp, or farm 43.1
Halfway house/group homg 2:.3

Other

193
‘118
65
86
31
493
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Table VI-44 indicates that the length of training provided to
treatment personnel in juvenile corrections agencies averaged

, Juvenile detention
. facilities and juvenile halfway houses tend to provide less train-

31 hours, far less than in adult agencies.

ing than either the t

facilities.

Table VI-44

Length of Ehtry-Leve] Training'Provided fo New Treatment and
Educational Personnel in Juvenile Corrections, by Type of Agency, 1975

(Percentage of agencies)

raining schools or the ranch, camp, and farm

Type of Agency

Hours of Training

| Other

Total 1-16 17-40  41-80 81 or  Number Average
) ‘ ; More of Length
sAgencies (In Hours).
{ A1 agencies 1000 37.2 443 13.3 5.2 255 30.9
| Juvenile detention center  100.0 44.8 47.1 = 8.0 0.0 87 22.7
] Training school ©100.0  28.2 40,8  21.2 9.8 71 39.1
| Ranch, Camp, or farm 100.0  22.7 60.0  12.8 0.5 40 36.8
| Halfway house/graup home ~ 100.0  45.9  40.5 8.1 5.5 . 37 26.5
100.0 50.0 20.0  20.0  10.0 20 4.3
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H. Major Findings and Conclusions in Correctional Training

1.
2.

Adult corrections.*
Juvenile Corrections.

Juvenile corrections is by far the most deficient of the three
correctional areas, in terms of provision ¢f training. Twenty-
eight percent of the agencies provide no training, 21 percent
provide only in-service training and only 43 percent provide both

_entry and in-service training. Smaller and less secure facilities

1 |

appear to be the most deficient in providing training.

Almost all agencies providing entry training require it of all new
employees and the average proportion receiving in-service training
was 72 percent. '

The Tocation of the training was, as in adult corrections, most
often the employing agency itself although there was a growing

trend toward centralized facilities, and greater use was being

made of educational facilities. This latter trend is more pro-
nounced in in-service training than in entry-level training.

The duration of the training was the lowest of the three sectors

of corrections. The average length,of entry and in-service training
was 30 and 34 hours, respectively. (There was the expected relation-
ship between size and length of training, and again, smaller and
less secure facilities performed the poorestfs

The content of the training varies between entry Tevel and in-

service courses and by facility type. The pattern is that of {

greater emphasis on policies, procedures, and custodial functions
during entry level training, and greater emphasis upon counseling
and psychology in in-sérvice training. NMS staff concluded, based
on occupational analysis, that there was a need for a better balance
of training between custody and human relations skills.

Probation and parole.

Adult parole and juvenile prcbation provide the greatest amount of
training. v . -

Correctional supervisors.*"
Correctional treatment and educational personnel.

Approximately 76 percent of adult agencies provide entry-level
training to treatment and educational personnel compared with

45 percent of juvenile agencies providing such training. The
average length of this training-is 71 hours in adult corrections
and 31 hours in juvenile corrections.

In adult corrections the provision of training to treatment and
educational personnel varies by size, larger agencies tending to
provide training more often than smaller agencies. No clear pattern
was found in juvenile corrections. .
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General findings.

The overall superiority of adult i
_ i corrections over the oth
1S probably due, in part, to the fact that standards for ggu?;eas

the products of 1ocal initiative.

Recommendations.;x%

and in the amount of time set asid ini i
T f 1 e for training in those a i
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. unt of training provid
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ainment of its personnel. In the case of custodi

PSC:O??E1 the d}fference 1n.educationa1 attainment of adu?g :2313]
Juvenlie staff is only marginal, and in the case of treatment per-

sonnel the educational attainment of 3 : h
lower than that of adult staff?nt of Juvgn11e staff is generally
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Chart VI-9

Future Skill and Knowledge Expanded Requirements for Correctional Personnel

Juvenile Instﬁtutioﬁ
Counselor/Caseworker

Juvenile Community-Based
Counselor/Caseworker _
Community Resource Development
Youth Counseling in More Difficult
Correctional Setting
Individualization of Client Relationships
Wider Understanding of Social and
Emotional Disorders

One to One or °*Small Group Counseling
Crisis Intervention

Court Appearances

Volunteer Group Interfaces

Community Resource Development

House Parent-Juvenile
Youth Service Worker
(Institutions)

Emergency Handling

Investigation and Search
Staff/Youth Interaction Procedures
Court Appearances '
Detention Treatment Planning

Juvenile Institution
Correctional Administrator

Juvenile Community-Based
"Administrators

Leadership Skills

Crisis Management

Staff/Youth Relationships

-Fiscal and Budget

Management

Planning and Evaluation Techniques

Leadership Skills

Fiscal and Budget

Management

Planning and Evaluation Techniques
Administration of Volunteer Groups

™
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Chart VI-10

Newer Job and Expanded Role Developments in Corrections

Juvenile and Adult Corrections Juvenile Probation and Parole

(Institutional and Community-Based)

Planning Specialists
Community Service Worker

Youth Gounselor (composite counselor
and houseparent roles)

Recreation Specialist

Intake Specialist
Court Liaison Specialist
Vocational Specialist

Community Resources Manager
Job Developers '
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NMS REVIEW AND ANALYSIS ATTACHMENT

Volume IV
NEED PRIORITIES

y NMS_RANKING

a

1) Increase Personne]
2) Legal Education ) iy

3) In-Service Traiaing

REVIEWER RANKING

é]) Deinstitutionalization*
2) Restitution*
3) Youth Advocacy/Due Process*
4) Diversion
5) Legal Education/ In-service Trainisg

6) Increase Personne}

EXAMPLES OF IDENTIFIED PROGRAM EFFORTS UNDERWAY BY LEAA

The asteriked priority needs (diversion and 1éga1 education as well)

are all being addressed by programs of the Office of Juvenile Justice

and De]ihquency Prevention (0JJDP). The Office has underway major
aaction programs on diversion, deinstitutionalization of status offenders,
and restitution. An action program 6n youth advocacy 1is currently

being deve]oped for funding this fiscal year.

@

* Priorities not based on NS AnaTysis




Through the 0JJDP's National Institute for Juvenile Justice and
De]inquency Prevention training is currently being provided in the
deinstitutionalization and legal education areas. In the latter
area, training is provided in "1aw—reiated education" for adults
and juveniles and also in-service training for juvenile éourt
judges and other court-re1afed personnel. The Offige's Institutev
also has a number of research, evaluation, program development
projects underway in the top four priority areas. In addition, the

Office also provides technical assistance in the top five priority

areas.
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~in no workload reduction. It cannot be assumed that diversion

REVIEWER CONCLUSION SECTION

The Juvenile Justice and Delinquency Prevention (JJDP) Act of 1974,
as amended requires that OJJDP give priority at this time to
deinstitutionalization, restitution, and youth advocacy. It also
mandates that high briority be given to diversion of youth from

the juvenile justice system. The law-related education training

mandate was added in the course of the 1977 amendments to the JJDP
Act.

Restitution programs must be implemented, not only in conjunction
with diversion programs, but also as alternatives to incarceration
(at the adjudication stage). Therefore, training focused on these

two program approaches must be given first priority. Emphasis in

~ such training must be placed on adherence to due process and

recognition of children's rights. The central theme of such train-

ing should be “youth advocacy".

It is not infrequent that diverted juveniles appeuar to be drawn
from first offenders and youths charged wfth minor violations, but
these youngsters are often informally counseled and released or warned

and cited. Ultimately, any lessening impact from diversion on the

Jjuvenile court workload must be attributed to diverting juveniles who
would have otherwise been petitioned or detained. Diverting certain

types of offenders, particularly if the population of eligibles is

not carefully defined or appropriately targeted, could 1ike1y‘resu1t
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automatically Teads to reducing backlogs and delay; it is therefore
recommended that equally high priority be given to considering the
nature of the population deemed eligible and its implications for
court workload, as well as to assuring the extension of due process
rights and procedural protections. It should also be stated that
a slowdown in the rate of growth of the teenage population may not

necessarily result in a decreased adjudicative workload.

Priority must also be given to provision of law-related education
for youth and adults. Such education will serve to inform them

of their rights and responsibilities under the law, thereby increas-
ing the 1ikelihood of law-abiding behavior on the part of youth, and
increasing their understanding of the operations of our Nation's |

juvenile justice apparatus.

Lowest priority is given to increasing the number of juvenile &ourt
personnel. As is pointed out in the volume, case backlegs for juvenile
cases during fiscal year 1975 did not show any significant change, and
juvenile cases required a relatively short period of time for process-
ing when compared to felony and civil cases. Emphasis on improved
utilization of existing personnel with a focus on increasing quality

is believed a better objective for which to strive.

B e as s T I L

ST

T p v a7

o

ot i

I

VOLUME FOUR
COURTS
(CHILDREN AND YOUTH)




Review and Analysis of Volume Four (Courts) of‘The National
Manpower Survey of the Criminal Justice System

The following outlines provide a means to readily identify the findings,
needs, conclusions and recommendations contained in Volume Four (Courts)‘of
The National Manpower Survey which specifica11y pertain to the juvenile justice

court system. A separate outline for each chapter provides this information.

‘Chapters not specifically address1ng the juvenila justice court system will

be noted as such. Where need pr1or1t1es are established regard1ng the

juvenile justice court system, they will be clearly specified in the outline.

The Reviewer Conclusion Section will come at the end, following all the chap-

ter outlines and the rank ordering of need priorities.
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Chapter I1. Current Manpower Assessment

A. Infroduction:‘
1. content is not applicable

B. Description of the Adjudicative Process:

N

1. content is not applicable
C. Organizational and Employment Characteristics

1. Juvenile courts genera]ly classed with Timited jurisdiction courts,
may be divisions of a general or limited jurisdiction trial court,
a separate court, or part of a.special jurisdiction.court, such as
a family court or probate court. In 1973, approximateiy 3 000
juvenile courts and 3,200 judges with Juven1le 3ur1sd1ct1on re-
ported spending full-time on juvenile matters.

An important feature of juvenile courts is that nonjudicial or
parajudicial personnel may make judicial decisions including fact-
finding or disposition. In some states, these functions are handled
by judicial referees, while in others,. they are performed by pro-
‘bation officers. In only 9 of the 28 states having statutory pro-
vision for referees is there a requirement that the referees be law
trained, even when acting in a parajudicial capacity.

)(: 2. Many prqsgcqtjon offices have c1v11 as well as cr1m1na1 1aw
as adult crime. Responses to the NMS Survey, which was limited to
state and county legal offices having prosecution responsibilities,
jndicate that...larger agencies were less likely to adjudicate
Jjuvenile cases or to have civil law responsibilities, but were more
1ikely to engage in appellate proceed1ngs than smaller offices.
Large offices are located primarily in metropolitan jurisdictions,
where a separate office of the corporation counsel is often avail-

able for civil law matters and for nonfelony cr1m1na1 or Juven11e
matters. 7

0. Judicial Process OCCUpAtions:
v+ content is not applicable

E. Assessment of Manpower Needs:

1. One available indicator of adjudicative workload trends is the -
number of delinquency cases disposed of by juvenile courts. This
‘rose by about 50 percent between 1965 and 1970, but by less than

- 9 percent between 1970 and 1973. The re1at1ve1y small increase
in the latter period may be due in part to the slowdown in the
rate of. growth of the teen-uge popuiat1on in the early 1970's as:
contrasted to.very rapid growth in the preceding decade.
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The trends available do point to some s]ow down in the overa11
r:te of growth of crime-related adjudicative workloads during

the first four years of the current decade, as compared-to the
very sharp rates of increase between 1965 and 1970. This s]ow-d
down has been most apparent, in the case of Part Il offenses an
of juvenile delinquency cases. Both of these categories of cases
jmpact, primarily, on the workload_of_thg lTower courts, rathe(
than on that of courts of general jurisdiction ot’of prosecytion
and defense agencies. <J\
Since the number of persons charged with Part I '‘offenses rose by
33 percent, whereas the indicators of Part II charges and of
juvenile delinquency cases rose much more s1ow1y.vthese compar-
jsons suggest that state and local 3u@1c1a1 process agencies were
more adequately staffed in 1974 than in 1970, in relation to
criminal caseloads.

General jurisdiction trial courts who responded to the NMS survey
in 1976 ieported that, on the average, judges devoted about 51
percent of their work time to civil cases, as compared to_37 per-
cent to criminal cases, 7 percent to juvenile cases, and.b_percent
to traffic offenses. Data indicate that the ngmbef of civil cases
pending greatly exceeded other types of cases in fiscal year 19%3.
Case backlogs increased by |0 percent for fg]ony cages,_and by
percent for civil cases during that year, with no signficant
change in backlogs for either misdemeanors or juvenile cases.
Estimates of the number of months required to process peqd1ng
cases were also computed for each type of case, by re]at1ng

the size of these backlogs to actual dispositions dur1n§ the year.
‘These ranged, at the end of fiscal year 1975, from about three
months for pending misdemeanors and juvenile cases, to neariy

six months for felony cases, and ten months for c1v11 cases.

The NMS survey of prosecutors requested information on the_
attitudes or judgments of chief prosecutors concerning their

agencies' manpower needs, as well as statistics on actual empioy-

and caseloads for their agencies. The survey was Timited
?snztate and county offices identified as.hqv1ng cr1m1na1_prose-
cution responsibilities, and exc]uded_mun1c1pa1 1ega1 off1ges
as well as those state and county offices with c1y11 functions
only. (N = 1178) About one-half of the prosecution agencies
responding to the NMS survey on thelr manpower.neeqs also pro-
vided data on their actual criminal caseloads in fiscal year
1975. Based on these reports, ratios of caseloads per prose-
cutor employed were computed.

To provide a weighted saseload measure for all major categories of
criminal cases handled by prosecution offices, a workload measure
referred to as "felony equivalent cases" was constructed by
assigning the following eighting factors to non-felony cases:
misdemewinors, .375; juvenile cases, .750 and appeals, 6.0. In

the absence of representative data on the relative amount of
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staff time required for these categories of cases, the weights
used were adapted from those recommended for defender agenciés

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

Based on this measure, the median felony equivalent caseload per
prosecutor was 340 for agenices with 10 or more employees, or

more than twice as great as the caseload of 154 per prosecutor

for agencies with less than 5 employees. In the absence of any
established caseload standards for prosecutors, the above data
cannot be used to assess total manpower needs of these agencies.

The implication of the above comparisions is, however, that the
larger prosecution offices have a large relative need for additional

staff attorneys to handle their criminal caseloads than do the
small offices.

The National Advisory Commission on Criminal Justice Standards

and Goals had recommended, in Standard 13.12, that defenders
should have average annual workloads of no more than 150 felonies,
and also specified equivalents in workloads, for misdemeanors,
Jjuvenile cases and appeals. Using the latter weighting factors,
the actual felony equivalent caseload per full-time equivalent
defender was found to be 192 in fiscal year 1975, for a limited
sample of 48 defender agencies, which reported all the needed

data for this computation. This is about 28 percent greater than
the standard proposed by the NAC. It must be emphasized that

this small sample is not necessarily representative of all defénder
agencies. Standard 13.12 states:

. .that defender caseloads per attorney should not
exceed more than 150 felony cases per year, or 400
misdemeanor cases, or 200 juvenile cases or 25 appeals.

Considering only the requirements for representation of indigents

in felony and non-traffic misdemeanor trials and direct appeals,
and in juvenile delinquency cases for actions which would be

a crime if committed by an adult, the National Legal Aid and
Defense Association study estimated a need for about 17,300

staff sttorneys in defender agencies (public and contract) for the
defense of indigents.

The above approaches have clearly yielded widely divergent estimates
of defender manpower needs. The analysis of caseloads per

attorney for a small sample of these agenices, in relation to
standards recommended by the NAC, yielded a somewhat higher
estimate, in excess of 28 percent. In contrast, the NLADA
estimates of the total "universe of need" for defender services
indicated a requirement for a six fold increase in defenders,

on a full-time equivalent basis. Several factors probably con-
tribute to this gross disparity. The major one appears to be that
the NLADA analysis of requirements is based on the proposed standard
providing that all indigents charged with a felony, misdemeanor
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or with juvenile delinquency are to be represented from the time %f Chapter III. The Outlook For Employment in Judicial Process
of arrest. | Agencies: Manpower Projections to.1985
F. Summary : ‘ -
1. The relatively slow increase in both misdemeanor charges and - ’ L A.  Introduction:
juvenile delinquency cases suggests, particularly, some possible ) o ; :
amelioration in the heavy pressures upon the lower, or Timited . pooe 1. Content is not applicable
Jurisdition courts during this period. - : b B. The Projection Scenario:
f; 1. Youth, and particularly disadvantaged youth, are much more crime
5 prone--both because they have the highest unemployment rates and
5 the most limited earnings potential in legal pursuits, and because
3 they are more likely to take risks than more mature individuals.
Key variables may affect future crime trends; among them are
trends in the proportion of youth in the population, and trends in

the concentration of population in urban areas. ':

Among these factors, one of the most important--and predictable--
is the proportion of youth in our population. The sharp escalation
of crime rates in the mid-1960's coincided with the "coming of
age" of the large, post-World War II, baby-boom generation. During
these years, juveniles and younger adults accounted for a large and
growing share of those appreherided for many categories of serious
: ! crime. = The outlook now is for a reversal of this trend. In the
g 9 past decade and a half, rapid growth in the number of youths and
: young adults, aged 15-24 years, increased that group from 13.4
- percent of the population in 1960 to 18.7 percent in 1974. This
proportion will stabilize in the period 1974-80, and will drop
significantly to 16.4 percent by 1985.

2. The crime rate, as measured by the FBI Index for Serious (Part I)
Offenses, is expected to continue to grow between 1974 and 1980
due, in part, to the continued high average unemployment levels
projected for this period. Its projected average growth rate of
1.8 percent per year between 1974 and 1980 is much Tower than :
for recent periods, however, as a result of the stabilization of the ;
proportion of youth in the population. A significant decline in. the
crime rate is projected for the period 1980-85, at a rate of
-3.9 percent annually, reflecting mainly the comblned effect of
o the reduction in the proportion of youth in the population and the :
) assumed reduction in unemployment. o i
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C. Employment Projections

1. The relatively s]ow emp10yment growth ant1c1pated for limited
jurisdiction courts is associated with two trends, discussed in
more detail later in this chapter. This first is the relatively
stow recent growth in caseloads associated with Part II offenses,
and in_juvenile delinquency cases, which--in combination have
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2.

accounted for a major portion of lower court woyk]oads. In ]

part, these result from revisions in arrest.po11c1es and practices,

resulting in de jure or de facto decriminalization of certain

categories of offenses, such as public drunkenness. In part, they , i
reflect increased reliance upon pre-trial diversion programs, § , R .
particularly for juveniles and other first offenders. - E. Conclusions

i i i d their
The extent of formal pre-trial diversion programs an ‘
manpower effects were probed in the NMS surveys qf prqbat1on and
parole chiefs, prosecutors, and defenders. For juveniles, in-

formal probation or consent degree programs appear to be most
common.

A R AN

g\
The goal of speeding up the adjudicative process in cr1m1qa] cases
was given high priority in the report of the National Advisory
Commission on Standards and Goals, as wcll as 1n_o?her recent
public critiques of the existing system. ln addition to improvements
in court organization and management, recommendatlons designed i
to expedite the adjudicative process have included proposa]s.for :
decriminalization of certain categories of offenses and of diver-

i 1. Content is not applicable

%
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sion of certain types of offenders, as means of reducing courts and ' ?
}

!

!

correctional workload.
D. Analysis of Selected Criminal Justice Issues and Trends

1. NMS queried prosecutors concerning the extent to which arrest
policies have been changed in their jurisdictions for specified
offenses in the past five years (either through legislative,
judicial, or administrative actions), and about the effects of
these changes on the number of arrests., The results indicate
that, where changes had occurred, the effect of the changes was
predominantly to reduce arrests, particularly for such offenses

as public intoxication, marijuana possession, and sale of
pornographic material.

When queried about the effects of revised arrest policies upon
their manpower requirements, only between 12 percent and 16
percent of prosecutors who reported decreased arrests as a re-
sult of poelicy changes indicated that this change had reduced
their offices' manpower requirements. This may be attributable
to the fact that, in many jurisdictions, county and state pro-
secution offices play a limited role in prosecution of such
offenses. Many are summarily disposed of by local police and
magistrates, or by juvenile courts, without any direct involve-
ment of either prosecution or defense attorneys.

-

Forms of diversion are practiced, often quite informally, by all
components of the criminal justice system. As examples, police
may exercise discretion in determining whether formal charges .
should or should not be brought against an individual. Intake
workers in juvenile court may divert children who in their
judgment could be better served by social and rehabilitative ! *
.measures rather than formal and usually punitive court processing. .
~ The ability to utilize diversion as an alternative might be ex-

pected to contribute to reducing court backlogs and delay. The
major forms of diversion being practiced today are pre-trial
diversion, alcohol and drug diversion, juvenile diversion, mental
health treatment alternatives, and first offender programs,

L3
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Chapter 1IV. Recruitment and Retention of Staff Attqrneys,ln
Prosecution and Indigent Defense Agencies

Contents Not Applicable
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Chapter V. Legal Education and Training

A. Ihtrodﬂction;

1.

Before the advent of the Law Enforcement Assistance Administration
little specialized training was available for judges, prosecutors

or defenders, other than that provided in a few national programs.

One of the f1rst of these programs, the Appellate Judges Seminars
Sponsored by the Institute for Judicial Administration, was initiated
in 1956. In the early 1960s the National Colleges for State Trial
Judges and Juvenile Justice opened their doors. But for the great
majority of the judiciary, particularly those judges serving in
courts of limited jurisdiction, no national training programs were
available.

B. Occupational Ana]ysis Findings

1.
C. The

§
\\\

D. Prosecutor Tra1n1ng

1.

, and operating cr1m1na1 Just1ce agenc1es

| Prosecution agencies wh1ch reported that they conducted in-house

Content‘is not applicable -
Role of Law Schools in Preparation for Criminal Justice Careers

The Timitations of undergraduate law-school programs, as a direct
preparation for the positions of assistant prosecutor and assistant
defender--are confirmed by responses of chief prosecutors and public
defenders to the NMS survey. A large proportion of the respondents
considered law school graduates as inadequately prepared for such
functions as trial advocacy, criminal trial procedure, and juvenile
family law and court procedurés, in contrast to much more favorable
assessments of their preparation on such subjects as substantive
criminal Tlaw, constitutional law and legal ethics.

From the standpoint of the law schools, the following improvements
are recommended: 1) increased emphasis should be place ov.
closely supervised clinical programs, preferably in the setting

of an operational agency. 2) Curriculum offerings in criminal 5
Jjustice should be expanded along the lines proposed in an- i1lustra-
tive model curriculum with increased emphasis on practical legal
skills. 3) Faculty and institutional improvement should alsa be
encouraged by supporting activities such as greater involvement

in criminal justice‘'research, internships in criminal justice
agencies and development of better 11nkages between law facu]ty

e

3t

tra1n1ng programs were also requested to indicate the topics covered
in these courses.: Subjects which are less frequently covered in~
clude juvenile and fam11y law procedure, pretrial diversion and P
appellate advocacy, ih part because many prosecution agencies - i
and staffs do not have responsibility for these functions, or -
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because on-the-job training procedures are considered adequate.

One of the more significant gaps in coverage appears to exist in
the case of juvenile or family law procedure. About 85 percent

of all prosecution agencies reported that they had responsibilities
in this area. Yet, among those conducting in-house training, less
than on-half included this topic in their program. There is no
reason to believe that training for juvenile court responsibilities
is less needed than training for adult criminal court responsibilities;
the tasks are no less complex or important. For example,in juris-
dictions that include status offenses (i.e.,noncriminal behavior
which may be against state law, the basis for a delinquency
determination), a juvenile who is "out of control" may be prosecu-
table; however, a parental claim to that effect may reflect
parental neglect. A decision to prosecute the juvenile .requires
social work investigation, for which the prosecuting attorney is
not trained, nor is he even commonly aware of the need. Even
criminal behavior by the juvenile may be but a sympton of a
dysfunctional family situation. Many jurisdictions resolve this
problem by using probation intake staff to make the initial de-
terminations of whether to charge the juvenile. But others do not,
resting this responsibility solely with the prosecutor. In either
case, the prosecutor needs to determine at charging or on subse-
quent review whether quasi-criminal proceedings will likely result
in a positive solution for the juvenile, the parents, and society.
For even where a social worker has screened some cases, the
prosecutor must have the option and the concomitant expertise to
screen or divert others from further criminal-like proceedings.

Defender Training

1.

Some indication of the potential need for defender training is
provided by estimates, based on limited survey data, which imply
that as many as 45,000 private attorneys were engaged to some
extent in criminal or juvenile defense work in the United States.
Of these, perhaps as many as 10,000 might be considered criminal
law specialists, while the remainder may engage in criminal or
Juvenile law work for less than one-fourth of their time.

Information on the subjects covered in beth entry-level and in-
service programs conducted, in-house, by public defender agencies

is included in Table V-11. Certain subjects, such as constitutional
law and criminal trial procedure, are included--with about the

same frequency--in both entry-level and in-service programs. En-

try level courses, however, more frequently cover certain basic
practical skills such as case investigation, plea negotiation
practices and preliminary hearing procedures, whereas more specialized
subjects, such as evidence, substantive law developments and juvenile

law are more frequently included 1n the courses for more experienced
personnel. '
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2. Chief prosecutors and defenders were requested, in the NMS survey,
to identify those specialized training subjects, or courses, which
they would recommend as being especially helpful for future in-
cumbents in their position, as well as to separately indicate
which of these courses they themseives had taken.

- One.method for identifying significant gaps in prosecutor and
defehder training programs is to compare the proportions of re-
spondents recommending particular training subjects with the pro-

s portion who have actually received training in these subjects.

For prosecutors, these differences were 20 percent higher in a
number of subjects of which juvenile law (20 percent) was one.
Thus, for both prosecutors and defenders, these comparisons point
to the need for increased emphasis on subjects outside of the
traditional CLE curricula and which provide needed perspectives
to prosecutors and defenders in their roles as criminal justice
executives.

F. Judicial Training

1. Based on NMS field visits to 10 states, the state-level training
programs offered to sitting judges are very diverse in their
structure and content. The types of state in-service training
seem to be organized into four different models, of which two
specifically address juvenile law, One is the special session;
it is usually directed at a special group of judges and deals
with one special topic for a short period of time. A program at
one of these sessions might include presentations by members of
various post adjudicatory agencies such as community-based treat-
ment programs, and drug and alcoholic diversion programs. Another
type of special session is directed at special classes of judges
and even non-judicial personnel. For example, many states have
annual sessions for traffic court or juvenile court judges.

The other model is a longer term training program lasting up to
two weeks and just beginning in a number of larger states. These
extended in-state programs are often called judicial colleges. In
addition to orientation and training programs for new judges, the
California Center for Judicial Education and Research conducts
three institutes for justice, municipal, superior, and juvenile
court judges and referees. :

2. Despite the recent growth of state-level training activities, a
number of national-level organizations continue to be the major
providers of systematic training for various categories of judicial

& personnel. These inciude five LEAA-finded programs among which 1is

L the National College for Juvenile Justice. In addition, the
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Institute for Court Management offers educational programs for
court administrators and juvenile court personnel, both of which
may include judges. Some national training programs are also offered
by other national professional organizations. 3
N

The largest of these programs is that of the National,College,ef:
Hrt—dad The National College, located in Reno, Nevada,
primarily offers two residential programs: In 1975, the National
College conducted 23 resident sessions, and courses provided in
the resident sessions included family law. The LEAA-funded National
College of Juvenile Justice sponsors four two-week residential
programs for judges and other juvenile justice personnel each year
and jeins with other organizations in presenting regional programs
which are often cooperative efforts with state agencies. The
curriculum is interdisciplinary, with an emphasis upon the benavioral
and social sciences. In 1975, the College participated in a number
of such programs. Many of these were, however, for corrections and
probation personnel, rather than for the judiciary. OUnly four train-
ing programs were held in 1975 for judicial personnel in conjunction

with the state courts. .

It should be noted that the organizational locus of juvenile courts
varies from state to state, and that in many jurisdictions, there
are no specialized judges whocse responsibilities are 1imited to
juvenile cases. Such cases may be handied by a division of a
general or Timited jurisdiction court, by an element of a probate
or family court or by a separate juvenile court. Nevertheless,
the special status of juveniles under the law and the need for
close linkages with probation agencies and with a variety of
community resources and programs, requires specialized knowledge
and training not adequately provided either in undergraduate Tlaw
school programs or in non-specialized CLE programs for judges or
other adjudicative personnel. These are illustrated by a list
of training topics of specialized interest to juvenile judges.

G. Major Recommendation

)R1‘

Continuing lTegal education or in-service programs appear to be more
generally available, through a combination of national, state and
lTocal sources. However, the available information suggests some:
obvious qualitative deficiences. Juvenile law issues are often
neglected. At the same time, there is a need for increased emphasis
on inter-disciplinary subjects, such as community resources and
community relations, and on management training, for those incum-
bents with significant management responsibilities.
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Chapter VI. The Court Administrator

Contents not applicable.
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